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ABSTRACT 

 
When the organization becomes more complex because of the changes in work arrangements, will 
raise a number of challenges related to working conditions. Organizations want their members to be 
committed to their work. Affective commitment is believed to be one of the factors that encourage 
employees to contribute more to the organization. On the other hand, employees also have a need 
and desire to be satisfied with their work and are in a pleasant organizational communication 
climate. This study aims to analyze the significance of the influence of the Organizational 
Communication Climate and Communication Satisfaction variables on Affective Commitment, 
either directly or indirectly through Job Satisfaction at Family Planning Extension and Family 
Planning Field Extension Officers in West Nusa Tenggara Province. This research uses a causal 
quantitative approach with samples was 203 respondents and data analysis used SEM-PLS 
(Structural Equation Model - Partial Least Square) analysis with the SmartPLS version 3.0 
application. Research result shows that (1) Organizational Communication Climate has no 
significant effect on Affective Commitment (2) Communication Satisfaction has no significant 
effect on Affective Commitment. (3) Organizational Communication Climate has a significant 
effect on Job Satisfaction (4) Communication Satisfaction has a significant effect on Job 
Satisfaction. (5) Job Satisfaction has a significant effect on Affective Commitment. (6) Employee 
job satisfaction can strengthen the influence of organizational communication climate in increasing 
affective commitment. (7) Employee job satisfaction can strengthen the influence of communication 
satisfaction in increasing affective commitment of Family Planning Extension and Family Planning 
Field Extension Officers. 
 
Keywords: Communication Climate, Communication Satisfaction, Job Satisfaction, Affective 
Commitment 
 
 
INTRODUCTION 

Commitment can be defined as the strength of an individual's identification and involvement 
in the organization. Commitment has three characteristics, namely a strong belief and acceptance of 
the goals and values of the organization, a strong willingness to work for the organization, and a 
strong desire to remain a member of the organization (Meyer and Allen in Northcraft and Neale, 
1990, Steers in Dessler. , 1994). Highly committed members of organizations tend to have better 
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attendance records, longer tenure, and lower levels of avoidance of tasks assigned by the 
organization. In several studies, the low commitment of organizational members shows a strong 
relationship with the desire to leave the organization (Antariksa, 2002). 

According to Meyer et al (1993) commitment itself has three dimensions, namely affective, 
showing emotional or psychological attachment, and a desire to identify with the organization. 
Second, continuous occurs when individuals realize that their accumulated investment will be lost if 
they leave the organization (side bets) or individuals realize that there are limited alternatives that 
are comparable to their current organization so that individuals need organization. Third, normative, 
arises as a result of socialization experiences that emphasize the appropriateness of being loyal to 
the employer 

In a comparison of the three dimensions, affective commitment describes an individual's 
attachment both psychologically and behaviorally to the organization. Individuals with high 
affective commitment feel that their organization is good and is made part of their self-concept. So 
it can be said that affective commitment is more dominant in shaping individual performance. 
Mangundjaya and Farahzehan (2018) state that many variables can affect affective commitment, 
including the communication climate. Meanwhile, Carrière and Bourque (2009) have emphasized 
that organizational communication satisfaction is one of the variables that can affect commitment. 
Likewise with the opinion of Robbins and Judge (2015) that job satisfaction can create affective 
commitment in employees. 

Organizational climate is the perception of the quality of the work environment experienced 
by employees (Hardjana, 2007). In the process of forming an organizational climate, of course, it 
cannot be separated from the interactions that occur within the organization which is called 
organizational communication. The communication process that occurs in organizations produces 
various things such as policies, relationships of authority, creation of roles, the existence of 
communication networks, and the organizational communication climate (Morissan, 2014). 
Organizational communication climate is formed slowly through continuous communication within 
an organization. 

Research on workplace communication can be traced back to the early 1900s (Carrière & 
Bourque, 2009). This research has led to the development of various theories, applications, and 
research opportunities. Therefore, it is very important to understand employees' attitudes toward the 
changing nature of organizational communication. Consequently, the literature suggests that 
successful internal communication should be established in a workplace where employees are 
satisfied with communication practices and organizational goals are met. Since then there has been 
increasing attention to communication satisfaction. 

Understanding communication satisfaction is not only important for managers but also for 
employees to develop an understanding of the right strategy, to foster quality communication, 
which has an impact on organizational success. Communication satisfaction between managers and 
employees depends on the mode of communication, as well as the quality and consistency of 
communication exchanges. 

Carrière and Bourque (2009) describe the relationship between internal communication 
practices and communication satisfaction as one of its antecedents and consequences, where 
communication practice is an antecedent, and communication satisfaction is the consequence. If 
communication takes place consistently in the desired or expected way, people will certainly 
experience communication satisfaction. This is following the research results of Sianturi, 
Wahyudin, and Suryana, (2019) regarding the influence of organizational communication climate 
on communication satisfaction which shows that organizational communication climate has a 
significant effect on communication satisfaction. Overall the dimensions of organizational 
communication climate can reflect well and influence communication satisfaction. 

One of the earliest studies on the relationship between communication and job satisfaction 
was by Herzberg in the 1960s as cited in Carrière and Bourque (2009) that satisfactory 
communication makes employees' jobs easier because they feel sufficient of the information 

http://www.ijiset.com/


IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 7 Issue 12, December 2020  

ISSN (Online) 2348 – 7968 | Impact Factor (2020) – 6.72 

www.ijiset.com  

380 
 

required from the organization. Besides, job satisfaction can also be obtained when employees can 
participate in the process of direct communication with them. This is in line with research 
conducted by Meitisari, Hanafi, and Wahab, (2018), Băleanu, Irimie, and Irimie (2018), Lantara 
(2019) which shows that there is a positive and significant influence between organizational 
communication climate and job satisfaction. But on the other hand, research conducted by Kamsak 
and Bulutlar (2008) revealed that there was no significant relationship between communication and 
job satisfaction. This research was conducted to determine the impact of organizational 
communication climate on job satisfaction and employee personal assessments. 

Some of the result Previous research has also been conducted in studying the relationship 
between communication satisfaction and job satisfaction. Such research was conducted by Pongton 
and Suntrayuth (2019), Kulachai, Narkwatchara, Siripool, and Vilailert (2018), Liderlik, Yetkinliği, 
and Rolü (2019), which found that communication satisfaction has a positive impact on job 
satisfaction. 

Besides, learning what information employees value and want through internal 
communication practices helps managers to foster job satisfaction and organizational commitment 
(Carrière & Bourque, 2009). The organizational communication climate can generate employee 
commitment so that organizational work becomes effective (Purbaningrum, 2019). Employee 
involvement in communication and interaction within the organization can influence mental states, 
levels of trust, and values. Furthermore, Purbaningrum (2019) states that the organizational 
communication climate serves as a reference for personal or group decisions and behavior, 
especially decisions to do tasks effectively and commitment to the organization, including a 
willingness to help colleagues and contribute ideas in problem-solving. The results of Guzley's 
(1992) study indicate that organizational clarity as an aspect of organizational climate and 
participation as an aspect of organizational communication climate is significant to the level of 
employee organizational commitment. 

This is in line with the results of research by Aziz (2010) which revealed that 
communication affects organizational commitment and job satisfaction, and the results also 
strengthened by research conducted by Nzitunga (2016); Rodrigues, Cordeiro, António, Pires, and 
Madeira (2018); Rodrigues, Cordeiro, António, Pires, and Madeira (2018). Trombetta and Rogers 
(1988) in their research revealed that because communication is the basis for gathering information 
about the organizational context, it can be argued that participation in decision making, the 
openness of communication, and adequacy of the information are antecedents of organizational 
commitment and used as predictors of organizational commitment. However, the results of these 
studies did not find a relationship between organizational communication and organizational 
commitment. Their research shows that organizational communication affects job satisfaction but 
has no impact on commitment.  

Likewise, research from Han, Nugroho, Kartika, and Kaihatu (2012) shows that there are 
differences in the results from several previous studies where it is stated that job satisfaction has a 
positive but not significant effect on affective commitment. Described in the study, it was found 
that the affective commitment of employees tends to show more emotional and long-term 
attachment to the organization, while job satisfaction tends to be temporary in a limited scope with 
work and work environment, not being able to increase employee affective commitment. 

Based on the opinions and research results on organizational communication climate, 
communication satisfaction, job satisfaction, and organizational commitment above, the authors are 
interested in re-examining the influence of organizational communication climate and 
communication satisfaction on job satisfaction and organizational affective commitment. As far as 
the authors search, the four variables have not been tested in one research frame. Then the proposed 
research will be linked to several phenomena that occur in the National Population and Family 
Planning Agency. 

The purpose of this study is to examine and analyze the significance of the influence of 
organizational communication climate and communication satisfaction in increasing affective 
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commitment through job satisfaction of the National Population and Family Planning Board 
employees.  

To achieve the success of organizational change, commitment to change is important and 
critical, because without it organizational change has the potential to fail (Mangundjaya & 
Farahzehan, 2018). Furthermore, Mangundjaya and Farahzehan (2018) state that many variables 
can affect the development of a commitment to change, including communication. Several 
researchers have found a positive correlation between organizational communication climate or its 
dimensions and organizational commitment (Guzley, 1992). 

Guzley (1992) states that the organizational communication climate serves as a reference for 
personal or group decisions and behavior, especially the decision to do tasks effectively and 
commitment to the organization, including the willingness to help colleagues and contribute ideas in 
problem-solving. So that Purbaningrum (2019) concludes that the organizational communication 
climate can generate employee commitment which can make organizational work effective. 
Therefore, the researcher hypothesized: 
H1: The more pleasant the degree of organizational communication climate, the higher the 
employee's affective commitment.  

Carrière and Bourque (2009) have emphasized that employee satisfaction with 
organizational communication is an intermediary variable in influencing commitment. The results 
of research conducted by Ghiyasvandian, Sedighiyani, Kazemnejad, and Iranshahi (1917) revealed 
that there was a significant relationship between organizational communication satisfaction and 
organizational commitment to nurses at the Faculty of Medicine, University of Tehran. 

This opinion is also corroborated by the results of Bastaman's (2010) study, that employee 
communication satisfaction affects organizational commitment. Research results by Arif, Ahmad, 
and Rahman (2004) reveal that communication satisfaction has a significant relationship with a 
work commitment. 
H2: The higher the degree of communication satisfaction, the higher the employee's affective 
commitment.  

Kamsak and Bulutlar (2008) convey that based on previous studies it has been explained 
that there is a significant relationship between organizational communication climate and job 
satisfaction. Based on the research results of Saputro and Safitri (2014), it is known that there is a 
significant influence of the organizational communication climate variable on the job satisfaction 
variable. The organizational communication climate has a relationship with the formation of an 
employee's job satisfaction (Saputro & Safitri, 2014). 
H3: The more pleasant the organizational communication climate, the higher the level of 
employee job satisfaction.  

Robbins and Judge (2015) reveal the link between communication and worker satisfaction, 
namely the decrease in uncertainty, the higher the level of satisfaction. Carriere and Bourque (2009) 
reveal that communication satisfaction mediates the relationship between communication practices 
and job satisfaction. This is reinforced and consistent with the research of Downs and Hazen (1977) 
which revealed that communication satisfaction has a significant and positive relationship with job 
satisfaction. 
H4: The higher the degree of communication satisfaction, the higher the employee's job 
satisfaction. 

Robbins and Judge (2008) reveal that there are consequences when employees like their 
jobs, these employees will have high loyalty (loyalty) to the organization. This relationship is also 
strengthened by the results of research by Tatar (2020) which found that there is a significant effect 
of job satisfaction on organizational commitment. Thus, job satisfaction has a close relationship to 
increase organizational commitment. High job satisfaction felt by employees in their employees 
will be able to increase organizational commitment, as well as low job satisfaction felt by 
subordinates will be the cause of decreased employee organizational commitment itself. 
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Previous research has shown a fairly strong correlation between Job Satisfaction and 
Affective Commitment. Meyer et al. (2002) proved that there is a strong correlation between job 
satisfaction and affective commitment. This evidence is also supported by the theory put forward by 
Newstorm (2007) in the concept of Performance Satisfaction-Effort Loop which states that the 
emergence of employee satisfaction will lead to increased commitment to the organization where 
the employee works (Han, Nugroho, Kartika & Kaihatu, 2012). This opinion is reinforced by the 
results of research conducted by Luturlean and Prasetio (2019) which show that job satisfaction has 
a positive and significant effect on organizational commitment. Then Chordiya, Sabharwal, and 
Goodman (2017) conducted research that focused on the effects of job satisfaction, considered to be 
the most important antecedent of organizational affective commitment. The findings show that job 
satisfaction has a significant positive impact on affective commitment. 
H5: The higher the employee job satisfaction, the higher the affective commitment they have.
 The relationship between organizational communication climate and job satisfaction is 
positive and significant, as well as the relationship between job satisfaction and affective 
commitment is positive and significant (Rodrigues, Cordeiro, António, Pires & Madeira, 2018; 
Meitisari, Hanafi & Wahab, 2018; Hutagalung & Ritonga, 2018). In the previous research, it was 
stated that there was a significant effect of job satisfaction on affective commitment with a 
coefficient value that was greater than the influence of organizational communication climate on 
affective commitment. Communication satisfaction is a multidimensional construct because 
individual expectations of communication and job satisfaction are multidimensional (Downs & 
Hazen, 1977). 

Tatar (2020) found consistent results by exploring the factors that influence job satisfaction. 
In his research, it was further explained that organizations that pay attention to the needs and desires 
of employees and allow the exchange of ideas and information (communication) between their 
employees, will positively affect the level of job satisfaction among their employees. 
H6: The higher the job satisfaction of employees, the stronger the influence of the 
organizational communication climate in increasing affective commitment.  

Several studies have shown that organizational communication practices affect job 
satisfaction and also foster organizational commitment among employees. Communication 
satisfaction is known to have a positive and significant effect on job satisfaction (Tatar, 2020; 
Rodrigues, Cordeiro, António, Pires & Madeira, 2018; Meitisari, Hanafi & Wahab, 2018; 
Hutagalung & Ritonga, 2018; Hua & Omar, 2016). The higher the level of employee 
communication satisfaction, the higher the job satisfaction is felt, and vice versa. 

Job satisfaction is a consequence of communication satisfaction within the organization and 
is a reciprocal process between the organization and employees. Furthermore, high job satisfaction 
is considered stronger in influencing employee commitment (Meesangkaew, 2019; Farrukh, 
Kalimuthu, Farrukh & Khan, 2020; Agustian & Fitria, 2020). 
H7: The higher the employee's job satisfaction, the stronger the influence of communication 
satisfaction in increasing affective commitment.  
 
CONCEPTUAL FRAMEWORK 

The conceptual framework is shown in the following figure 1, 
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Figure 1 Research Conceptual Framework 
 
METHODS 

This research uses quantitative methods and is a type of causal associative research (cause 
and effect). A quantitative approach is used to identify all concepts that are the research objectives 
(Malhotra, 2014). Causal associative research is research that aims to analyze the relationship 
between one variable and another or how a variable affects other variables. This type of causal 
research used in this study is expected to provide a formula to find the effect of each of the 
variables studied, namely the influence of organizational communication climate and 
communication satisfaction, job satisfaction, and affective commitment. 

Malhotra (2014: 366), defines a sample as a sub-group of population elements selected to 
participate in a study or a small part of the population. The sampling technique is a sampling 
technique. The sampling technique in this study used probability sampling with the sample size to 
be used in this research of 203 respondents as Family Planning Extension and Family Planning 
Field Extension Officers in West Nusa Tenggara Province. 

The data collection tool used in this study is a questionnaire which is a statement or question 
arrangement related to the variables studied. A questionnaire will be given to each respondent who 
is researched to measure the variables studied on themselves. The questionnaire contains statements 
related to organizational communication climate, communication satisfaction, job satisfaction, and 
affective commitment. To measure organizational communication climate, this study uses the 
Communication Climate Inventory (CCI) developed by Peterson and Pace (1976) (in Pace & Faules 
2018); Communication satisfaction was measured using the Communication Satisfaction 
Questionnaire (CSQ) developed by Downs and Hazen (1977). 

In this study, each question or statement on the questionnaire understudy was measured 
using a score that refers to the Likert scale. In giving weighting to each variable using a score from 
1 to 5.  This study uses SEM PLS (Structural Equation Model Partial Least Square). PLS-SEM 
analysis consists of two sub-models, namely the measurement model or what is called the outer 
model and the structural model or the inner model. 

According to Ghozali and Latan (2015) the stages of analysis using PLS go through five 
processes, namely (1) conceptualizing the model, (2) determining the algorithm analysis method, 
(3) determining the resampling method, (4) drawing a path diagram, (5) evaluating the model. 
 
RESULT 

To find out the significance of the influence of Organizational Communication Climate, 
Communication Satisfaction, on Job Satisfaction and Affective Commitment, it can be seen through 
the T-Statistic and P-Values values from the SmartPLS output after Bootstrapping. To know the 
direction of variable correlation, it can be seen through the path coefficient value. The results of 

Communication 
Climate 

Communication 
Satisfaction 

Job Satisfaction  Affective 
Commitment  

H1 

H5 

H2 

H4 

H3 

H6 

H7 
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hypothesis testing can be seen in the table showing the path coefficients, T-Statistics, and P-Values 
in this study. 

From Table 1. it can be explained that The path coefficient value of Organizational 
Communication Climate on Affective Commitment is 0.188 with a P-Values value of 0.079 which 
is greater than 0.05, which means that the Organizational Communication Climate variable has no 
significant effect on the Affective Commitment variable. So that the first hypothesis is rejected. 

The path coefficient value of Communication Satisfaction on Affective Commitment is 
0.089 with a P-Values value of 0.547 which is greater than 0.05, which means that the 
Communication Satisfaction variable has no significant effect on the Affective Commitment 
variable. So that the second hypothesis is rejected. 

The path coefficient value of Organizational Communication Climate on Job Satisfaction is 
0.232, with a P-Values value of 0.031 which is smaller than 0.05, which means that the 
Organizational Communication Climate variable has a significant influence on the Job Satisfaction 
variable. So that the third hypothesis is accepted. 

 
 

Table 1. Recapitulation of Path Coefficient Values, T-Statistic and P-Values 

Relationship Between Variables Path 
Coefficient 

T 
Statistics 

P 
Values Conclusion 

Organizational Communication Climate  
Job satisfaction 0.232 2.162 0.031 Accepted 

Organizational Communication Climate  
Affective Commitment 0.188 1.827 0.079 Rejected 

Job satisfaction  Affective Commitment 0.497 5.307 0.000 Accepted 
Communication Satisfaction  Job 
satisfaction 0.640 5.444 0.000 Accepted 

Communication Satisfaction  Affective 
Commitment 0.089 0.613 0.547 Rejected 

Organizational Communication Climate 
Job satisfaction  Affective Commitment 0.115 - 0.000 Accepted 

Communication Satisfaction  Job 
satisfaction  Affective Commitment 0.318 - 0.000 Accepted 

 
The path coefficient value of Communication Satisfaction on Job Satisfaction is 0640 with a 

P-Values of 0.000 less than 0.05, which means that the Communication Satisfaction variable has a 
significant influence on the Job Satisfaction variable. So that the fourth hypothesis is accepted. 

The path coefficient value of Job Satisfaction on Affective Commitment is 0.497, with a P-
Values of 0.000 smaller than 0.05, which means that the Job Satisfaction variable has a significant 
effect on Affective Commitment. So that the fifth hypothesis can be accepted. 

The path coefficient value is 0.115, with a P-Value of 0.000 smaller than 0.05, which means 
that the higher employee job satisfaction can strengthen the influence of organizational 
communication climate in increasing affective commitment. So that the sixth hypothesis can be 
accepted. 

The path coefficient value is 0.318 with a P-Value of 0.000, smaller than 0.05, which means 
that the higher the employee's job satisfaction, the stronger the influence of communication 
satisfaction in increasing affective commitment. So that the seventh hypothesis can be accepted. 
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DISCUSSION 
The Effect of Organizational Communication Climate on Affective Commitment 

Organizational Communication Climate has no significant effect on Affective Commitment. 
That is, the Organizational Communication Climate currently felt by employees at work cannot 
increase their affective commitment to Family Planning Extension and Family Planning Field 
Extension Officers.  

The results of this study do not support the results of previous research conducted by Guzley 
(1992) which found that organizational commitment is influenced by the organizational 
communication climate, namely the better the perceived communication climate, the higher the 
level of employee organizational commitment so that it gets strong support. Likewise with Septina's 
research (2020) which shows the direction of a positive and significant relationship from the 
communication climate to organizational commitment, namely the better the organizational 
communication climate, the better the organizational commitment, and vice versa, the worse the 
organizational communication climate, the organizational commitment will be. got worse anyway. 

In Guzley's (1992) research, participation (a dimension of organizational climate) emerges 
as a predictor of commitment for employees with five or more years of service in the organization. 
Guzley's consideration is the immense anticipation that means for workers who have formed a sense 
of control over their work situation, which only emerges after they have reached a certain period of 
service in the organization. Thus, it can be interpreted that the impetus originating from the 
organizational communication climate is not big enough for the Family Planning Extension and 
Family Planning Field Extension Officers to increase their affective commitment. 

Based on the research results, Septina (2020) notes that not all communication climate 
factors significantly influence organizational commitment through the perspective of the non-
structural state civil servants at BBPBPTH. Listening in upward communication is proven not to 
have a significant effect on the Organizational Commitment of the state civil apparatus. 

The findings of Hutagalung and Ritonga (2018), which in their research have also proven 
that there is no significant effect of organizational communication climate variables on 
organizational commitment. The situation and conditions and culture that occur in the object of this 
study may be the same as the characteristics of the object of research by Hutagalung and Ritonga 
(2018), where this study both examines Civil Servants. The influence of organizational 
communication climate becomes insignificant due to the object of research even though it has 
implemented a good communication climate, but organizational commitment cannot increase 
rapidly. Their status as employees who work for life until retirement age. and their Decree which 
has been issued by the government is the main reason for not having a high commitment to work. 
This could also be caused by the low quality of communication built, where employees are more 
familiar in communicating when discussing something outside of work, such as joking or talking 
about things outside the work topic. 

The communication climate can be said to be an antecedent of normative commitment so 
that when it is linked to affective commitment, it cannot directly affect it. According to the opinion 
of Meyer et al (1993), that commitment arises because individuals really want to remain part of the 
organization. The antecedents of this component include personal characteristics, work 
characteristics, and work experience. The strongest and most consistent relationship with affective 
commitment is experienced during work. Members whose experiences in the organization are 
consistent with their expectations and have their basic needs satisfied are more likely to develop a 
stronger attachment to the organization than to employees who experience dissatisfaction. 

Meanwhile, normative commitment arises as a result of socialization experiences that 
emphasize the need to be loyal to the employer which makes individuals feel obliged to reciprocate 
(Scholl in Meyer et al., 1993). Antecedents of this component include coworker commitment, 
organizational reliability, and involvement in management (participatory management). The 
commitment of coworkers influences the development of normative commitment in individuals, 
including interactions with colleagues in the organization through communication. 
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The Effect of Communication Satisfaction on Affective Commitment 
Communication Satisfaction has no significant effect on Affective Commitment. That is, the 

communication satisfaction felt by employees cannot increase affective commitment in themselves 
of Family Planning Extension and Family Planning Field Extension Officers.  

According to Meyer et al (1993) that effective commitment shows the emotional or 
psychological attachment and a desire to identify with the organization. A person with high 
affective commitment will feel that his organization is good and be part of his self-concept. In this 
component, commitment arises because individuals really want to remain part of the organization. 
The antecedents of this component include personal characteristics, work characteristics, and work 
experience. The strongest and most consistent relationship with affective commitment is 
experienced during work. The member whose experience in the organization is consistent with his 
expectations and his basic needs are satisfied, 

Meanwhile, normative commitment arises as a result of socialization experiences that 
emphasize the appropriateness of being loyal to the employer or because of benefits received that 
make individuals feel obliged to repay them (Scholl in Meyer et al., 1993). Antecedents of this 
component include peer commitment, organizational reliability, and involvement in management. 
The commitment of coworkers influences the development of normative commitment in 
individuals, including interactions with colleagues in the organization through communication. 

Based on the above concept, communication satisfaction can be said to be an antecedent of 
normative commitment, so that when it is linked to affective commitment, it cannot directly affect 
it.  

The results of this study do not support the results of previous studies conducted by Carrière 
and Bourque (2009), Bastaman (2010), and the results of research by Ghiyasvandian, Sedighiyani, 
Kazemnejad, and Iranshahi (1997) which found that there is a relationship between communication 
satisfaction and organizational commitment. 
  
The Effect of Organizational Communication Climate on Job Satisfaction 

Organizational Communication Climate has a significant effect on Job Satisfaction Family 
Planning and Family Planning Field Instructors in West Nusa Tenggara. That is, if the Family 
Planning Extension and Family Planning Field Extension Officers feel a very pleasant 
Organizational Communication Climate in their work area, then it can significantly increase 
perceived job satisfaction. 

The results of this study support most of the results of previous studies which show that 
there is a positive and significant influence between organizational communication climate and job 
satisfaction, such as the results of research conducted by Meitisari, Hanafi and Wahab (2018), 
Băleanu, Irimie and Irimie (2018), and Lantara (2019).  

According to Canter and Prince (in Meesangkaew, 2019) state that high communication 
quality is associated with high job satisfaction levels, while low communication quality causes a 
low level of job satisfaction. An organizational climate that is not conducive to communication can 
lead to disputes. If the contribution made by members of the organization to the organization is less 
than optimal, it will affect the satisfaction of the members of the organization and have an impact 
on work effectiveness and productivity. Therefore, The National Population and Family Planning 
Agency need to find the right media or workflow between the authority of the District/City Family 
Planning local government agency and the utilization of Family Planning Extension and Family 
Planning Field Extension Officers in the regions. In ideal communication is not only useful for 
various information and ideas within the organization but also can build good relationships between 
leaders and employees. Therefore, the leadership of an organization as far as possible understands 
the characteristics of organizational communication by utilizing information technology which will 
make it easier for organizational communication to run. 
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Effect of Communication Satisfaction on Job Satisfaction 
Communication Satisfaction has a significant effect on Job Satisfaction. That is, the higher 

the communication satisfaction that is owned, the higher the job satisfaction is felt. Communication 
that applies within the organization is closely related to the goals and achievement of the 
organization's targets. Interpersonal communication is very important to support smooth 
communication within the organization. A good communication system and interpersonal 
relationships will minimize gaps between various parties in the organization and minimize mutual 
distrust and suspicion in the work environment. Good communication is a mediator in the process 
of cooperation and information transformation in supporting organizational progress. Good 
communication always creates a climate of openness, democracy, a sense of responsibility, 

These findings prove the results of the study Carrière and Bourque (2009) and Hua and 
Omar (2016), Kulachai, Narkwatchara, Siripool, and Vilailert (2018) and Liderlik, Yetkinliği, and 
Rolü (2019) which show that there is a significant influence between communication satisfaction 
and job satisfaction. Likewise, the research results of Rodrigues, Cordeiro, António, Pires, and 
Madeira (2018) highlight the importance of the dimension of communication satisfaction in 
developing positive work attitudes, especially job satisfaction. 
The Effect of Job Satisfaction on Affective Commitment 

Job Satisfaction has a positive and significant effect on Affective Commitment. That is, the 
higher the job satisfaction is felt, the higher the affective commitment to the organization. 
Conversely, the lower the perceived job satisfaction, the lower the affective commitment to the 
organization. 

These findings also confirm the results of previous studies, that there is a fairly strong 
correlation between Job Satisfaction and Affective Commitment as was done by Meyer, et al 
(2002). This opinion is reinforced by the results of research conducted by Luturlean and Prasetio 
(2019) which show that job satisfaction has a positive and significant effect on organizational 
commitment. Then Chordiya, Sabharwal, and Goodman (2017) whose findings show that job 
satisfaction has a significant positive impact on affective commitment. 

The results of this study are also supported by the theory put forward by Newstorm (2007) 
in the concept of the Performance Satisfaction-Effort Loop which states that the emergence of 
employee satisfaction will lead to increased commitment to the organization where the employee 
works. Han, Nugroho, Kartika, and Kaihatu (2012) also revealed that affective commitment can 
arise because of the need, and also the dependence on activities that have been carried out by the 
organization in the past which cannot be abandoned because it will be detrimental.  
The Effect of Organizational Communication Climate on Affective Commitment through Job 
Satisfaction 

Organizational Communication Climate affects Affective Commitment through Job 
Satisfaction. These results show conformity with the theory and also the results of previous 
research, for example, those carried out by Rodrigues, Cordeiro, António, Pires, and Madeira 
(2018); Meitisari, Hanafi, and Wahab (2018); Hutagalung and Ritonga (2018). Their research 
findings indicate that there is a significant relationship between Organizational Communication 
Climate and Job Satisfaction. This study also revealed that the level of Organizational 
Communication Climate had no significant relationship with Affective Commitment. The 
effectiveness of the communication climate can be seen from the satisfaction obtained and the 
commitment formed among employees towards achieving organizational goals (Hardjana, 2007). 

Communication has several functions, one of which is social communication. The function 
of communication as social communication at least implies that communication is important for 
building self-concept, self-actualization, for survival, for obtaining happiness, avoiding pressure and 
tension, among others through entertaining communication and fostering relationships with others 
(Mulyana, 2005: 5). 

Communication satisfaction is a multidimensional construct because individual expectations 
of communication and job satisfaction are multidimensional (Downs & Hazen, 1977). Tatar (2020) 
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found consistent results by exploring the factors that influence job satisfaction. In his research, it 
was further explained that organizations that pay attention to the needs and desires of employees 
and allow the exchange of ideas and information (communication) between their employees, will 
positively affect the level of job satisfaction among their employees. This of course will have an 
impact on increasing affective commitment, because job satisfaction is a very important factor to 
achieve organizational commitment. A high organizational communication climate will increase job 
satisfaction among all employees and will increase employee organizational commitment. The 
results of previous research have shown conformity to the theory. 
 
The Effect of Communication Satisfaction on Affective Commitment through Job Satisfaction 

The results showed that communication satisfaction affects affective commitment through 
job satisfaction. This is following the theory according to Baron and Kenny (1986) that full 
mediation will occur if the effect of the mediating variable on the dependent variable is significant 
while the effect of the independent variable on the dependent is not significant. In this study, it can 
be concluded that Job Satisfaction is very strong in mediating the influence of Communication 
Satisfaction on Employee Affective Commitment of Family Planning Extension and Family 
Planning Field Extension Officers. This means that employees must have good job satisfaction so 
that communication satisfaction can affect employee affective commitment. Employees will try to 
increase their Job Satisfaction. 

The findings from previous research have also proven that organizational communication 
practices affect job satisfaction and also foster organizational commitment among employees. 
Communication satisfaction is known to have a positive and significant effect on job satisfaction 
(Tatar, 2020; Rodrigues, Cordeiro, António, Pires & Madeira, 2018; Meitisari, Hanafi & Wahab, 
2018; Hutagalung & Ritonga, 2018; Hua & Omar, 2016). The higher the level of employee 
communication satisfaction, the higher the job satisfaction is felt, and vice versa if the level of 
communication satisfaction is low, it will have an impact on the lower employee job satisfaction. 
 
CONCLUSION 

Based on the results of the analysis that has been done, the conclusions obtained in this 
study are as follows: 
1. Organizational Communication Climate has no significant effect on Affective Commitments.  
2. Communication Satisfaction has no significant effect on Affective Commitment  
3. Organizational Communication Climate has a significant effect on Job Satisfaction  
4. Communication satisfaction has a significant effect on employee job satisfaction  
5. Job Satisfaction has a significant effect on Affective Commitment  
6. The higher employee job satisfaction can strengthen the influence of organizational 

communication climate in increasing affective commitment.  
7. The higher the employee job satisfaction, the stronger the influence of communication 

satisfaction in increasing affective commitment of Family Planning Extension and Family 
Planning Field Extension Officers. 

FUTURE RESEARCH SUGGESTIONS  
This research is inseparable from limitations and weaknesses, including the following: 
1. In this study, researchers limited the research subjects by taking samples of state civil servants, 

namely Family Planning Extension and Family Planning Field Extension Officers with a total of 
203 people. Meanwhile, the total number of Family Planning Extension and Family Planning 
Field Extension Officerss in West Nusa Tenggara Province was 1,053, of which 635 were still 
non-civil servants. This means that the sample determination is still in the range of 19.28%, still 
far from the 50% figure. Therefore, for the next researcher who is interested in the Family 
Planning Extension and Family Planning Field Extension Officers research subjects in West 
Nusa Tenggara Province, it is necessary to consider much larger sample size, at least above 50% 
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so that they can objectively describe the conditions of Family Planning Extension and Family 
Planning Field Extension Officers. 

2. The research data comes from the respondents' perceptions conveyed in the form of a 
questionnaire instrument which might affect the validity of the results. Respondents' perceptions 
do not necessarily reflect the actual situation and will be different if the data is obtained by 
interview. Therefore, the next researcher can use a qualitative descriptive study by conducting 
in-depth interviews so that they can obtain statements from informants in more detail that reflect 
the true meaning of the situation in the organization. 
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