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Abstract

The purpose of this research is to analyze the effect of compensation to employee’s satisfaction
and affective commitment, to analyze the effect of job satisfaction to affective commitment, to
analyze the effect of affective commitment to employee’s retention, to analyze the effect of
employee’s satisfaction to employee’s retention, to analyze the effect of compensation through
job satisfaction to employee’s retention, to analyze the effect of compensation through job
satisfaction to affective commitment and employee’s retention, to analyze the effect of
compensation through job satisfaction to, the effect of job satisfaction through affective
commitment to employee's retention. This research is classified as causal research which uses
descriptive analysis and inferential analysis, with Partial Least Square (PLS) Method. This
research uses a proportional random sampling method, a technique which takes its sample from
the population of the member which is done randomly by omitting any level in the population
with the total respondent are 170 employees. The research's result shows compensation has an
effect positive and significant on job satisfaction and affective commitment, job satisfaction has

an effect positive and significant on affective commitment and on employee’s retention, affective
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commitment has an effect positive and significant on employee’s retention, compensation
through job satisfaction has an effect positive and significant on employee’s retention, (7)
compensation through job satisfaction has an effect positive and significant on affective
commitment and on employee’s retention, job satisfaction through affective commitment has an
effect positive and significant on employee’s retention. At last, the practical implications based

on research findings are made.

Keywords: Compensation, job satisfaction, affective commitment, and employee's retention

INTRODUCTION

World tourism and the hospitality industry are among the contributors to the country's foreign
exchange. The rapid development of the hospitality industry in Bali today requires companies to
provide the best quality service to their guests. The role of human resources in an organization
is very important, especially for organizations based on services. In hospitality industry, the
success of a company depends on its employees. Employees are not merely objected in
achieving goals, but also become subjects or actors. This makes the companies engaged in the
hospitality industry aware of the value of employee investment as a human resource. Where
currently gathering a skilled and well-performing workforce is increasingly difficult to do,
moreover maintaining existing ones. Companies must prioritize finding, hiring, motivating,
training, and developing employees who are closest to the hotel culture and desired
performance, Pophal (2006).

There are various factors that influence employees to stay in the company, one of these
factors is compensation. Through compensation, employees will be more enthusiastic at work.
According to Sastrohadiwiryo (2014: 5) compensation is a reward in return for services provided
by the company to employees because it has contributed energy and thoughts to the progress
of the company in order to achieve its stated goals. In line with the research conducted (Lamba,
2013). Explaining that compensation has a significant impact on the affective commitment which
then relates to employee retention further Anis et al (2011) concluded that the results of
research on organizational commitment have a strong and positive relationship with employee
job satisfaction and employee retention. (Kumar, 2012) explained that their employees feel
valued by the company for their performance and contribution if they get a good salary.

In addition to compensation, employees always want satisfaction in working. Good job
satisfaction can increase employee retention. If the retention of employees of a company is bad,

it will worsen the condition of its employees, which in turn can cause a decrease in employee
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job satisfaction. The decrease in job satisfaction is the attitude of employees who can not feel
the things that can make employees survive such as less fulfilled compensation or attitude from
managers to employees who are less communicative. Wening, (2015). However, employees do
not always get the desired job satisfaction, this is due to a non-conducive working atmosphere,
such as employees feeling their work is never finished. Thus, employees feel anxious, not
enthusiastic, cannot enjoy work, and do not feel at home with work now.

In line with the research conducted by Ricardo S. Biason (2014). The results of the study
show that there is a positive correlation between employment, employee satisfaction and
retention. Furthermore, Sharon Ruvimbo Terera et al. (2014) explained that the results of work
satisfaction research had a positive and significant effect on employee retention. The research
conducted by Daisy Ofosuhene Kwenin et, al (2013) job satisfaction and favourable human
resource policies have a positive relationship with employee retention.

Affective commitment is an emotional attachment of employees that shows employee
involvement in the organization and encourages employees to provide something more for the
company. Affective commitment is one of the important factors that can improve employee
performance and social relations between individuals in the company. Affective commitment is
an emotional attachment that can be identified through the high involvement of an employee
towards his organization Casimir et al (2012). Becker, et al (2016) explained that affective
commitment can be said that employees who have affective commitment already involve
emotional factors, so employees with affective commitment will work with feelings of pleasure
and enjoy their role in the company. Employee retention is the company's ability to retain
potential employees owned by the company to remain loyal to the company. Employee retention
refers to company policies to prevent employees from leaving the company. According to
Ragupathi, (2013) states that employee retention is one technique by management to make
employees stay in an organization for a long period of time. Furthermore, Karthi (2012) states
that employee retention is a process where employees are encouraged to remain in an
organization until the project is completed or within the maximum period. Then Susilo, (2013)

Employee retention is an effort to maintain potential employees to remain loyal to the company.

Research Hypotheses

H1: Compensation has a positive and significant effect on job satisfaction.

H2: Compensation has a positive and significant effect on affective commitment.

H3: Job satisfaction has a positive effect on affective commitment.

H4: Affective commitment has a significant and significant effect on employee retention.

H5: Job satisfaction has a positive and significant effect on employee retention.
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H6: Compensation has a positive and significant effect through the workload on employee
retention.

H7: Compensation through job satisfaction has a positive effect on affective commitment.

H8: The effect of compensation through job satisfaction has a positive effect on employee
retention.

H9: Job satisfaction through affective commitment has a positive effect on employee retention.

Job satisfaction
(1)

Employes
Retention )

Compensation
)

Affective
commitment (M2}

Figure 1 Research Framework

In accordance with the objectives and number of constructs identified, a concept and
relationship model can be established where the model X has a direct and indirect effect on Y,
and there are two or more mediators, with one mediator being the cause of other mediators.
The conceptual framework model in this study is illustrated in Figure 1.

Sources:

H1: Hariandja. (2012), Sharon dan Hilanganipai (2014). Meyer, et.,al (2014), Rabia, (2013).
Carmeli (2012) dan Al-Hussami (2011).

H2: Anis et al, (2011). Abdullah et.,al, (2013), Allen (2015). Murtaza et.,al (2014). R. Philipus
Lewis, (2013).

H3: Meyer et.,al (2012). Newstrom (2017). Bohlander, et.,al (2010). Milkovich, et.,al (2015).
Rouse, (2011).

H4: Grub (2016). Koster, F. (2011). Wocke, A. et.,al. (2012). Shanock dan Eisenberger, (2016).

H5: Darwin Lie, et.,al (2015). Chew, J (2015). Chipunza (2016). Denton, 2010. Mobley et.,al.,
(2011).
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H6: Hanganipai Ngirande et.,al, (2016). S.Shah (2013). Donna M Nelson (2013). Ankita
Chaturvedi, (2016). Calvin Mzwenhlanhla Mabaso et.,al, (2017).

H7: Sharma, et.,al (2010). Cohen, Sheldon and Sarah D.Pressman (2016). Deaton and Angus
(2017). Diener, et.,al. (2006). Winer et.,al. (2014).

H8: Near, J.P.,Rice (2014). Strydom, (2011). Tezera, (2014). Verret (2012). Peerbhai, (2006).
H9: Nawab et.,al (2011). Martocchio, (2013). Mangi, et.,al (2011). Krell, (2011). Hamman
Fisher, (2010).

RESEARCH METHODS

This study uses explanatory research, which describes a relationship between variables through
testing hypotheses. The model used in this study is a model of causality which is a study that
aims to determine the causal relationship between two or more variables (Sugiono, 2013: 5).
This study was conducted to explain the effect of compensation on employee retention through
job satisfaction and affective commitment as an intervening variable at The Jayakarta Bali
Beach Residence Resort and Spa. In this study, there are independent variables
(compensation), dependent variables (employee retention) and Intervening variables (job

satisfaction and affective commitment).

Table 1. Proportional Total Sample

No Department Ni & M Xn
N N

1 Accounting 24 0,09 15,3~ 15
2 F&B Service 79 0,27 45,5 ~ 45
3 Front Office 34 0,12 20,4~ 20
4 Laundry 21 0,08 13,2~ 13
5 Engineering 28 0,09 15,3~ 15
6 Housekeeping 36 0,13 22,1~ 22
7 Human Resources Department 32 0,10 16

8 Executive 28 0,09 15,3~ 15
9 Gardeneer 14 0,05 853~9
Total 296 (N) 170 (n)

In Table 1, it is explained that the number of samples is obtained from calculations using the
Slovin method. The total number of employees from various departments is 296 employees.

From this calculation, a proportional sample of 170 samples can be taken in various
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departments. This analysis uses the Partial Least Square (PLS) method with the Smart PLS 3.0.
PLS is a Structural Equation Model (SEM) model based on components or variants.

RESULTS AND DISCUSSION

Based on the sex characteristics of the respondents, the majority of male respondents were 92
people 54.1% and women 78 people 45.9%. More dominant male employees adjust to working
needs that are more specific to men. Furthermore, based on the age characteristics of
respondents, dominated by respondents with ages 26-35 years as many as 80 respondents
47.1%, judging from the age of respondents who dominated between 26-35 due to workload
and demands for work with high mobility. Based on the last educational characteristics of the
respondents, it was dominated by respondents who took their last senior secondary/vocational
education as many as 87 respondents or 51.2%. The more dominating workforce with high
school / vocational education level, the proof of the company is concerned with the absorption of
local labour. For probability values, the p-value with alpha 5% is less than 0.05. The t-table
value for alpha 5% is 1.96. So the hypothesis acceptance criteria are when t-statistics> t-table.

The test results can be seen in Figure 2.
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Figure 2 Analysis Results of Partial Least Square (PLS)

Table 2 Outer Loading of Research variable

Original Standard Deviation  Standard Error T Statistics

Sample (O) (STDEV) (STERR) (|O/STERR])
M1.1 <- Job Satisfaction 0.784 0.027 0.027 28.564
M1.2 <- Job Satisfaction 0.865 0.018 0.018 47.840
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M1.3 <- Job Satisfaction 0.795 0.025 0.025 32.048
M1.4 <- Job Satisfaction 0.828 0.023 0.023 35.254
M1.5 <- Job Satisfaction 0.840 0.016 0.016 50.999
M2.1 <- Affective Commitment 0.857 0.016 0.016 53.385
M2.2 <- Affective Commitment 0.898 0.012 0.012 72.197
M2.3 <- Affective Commitment 0.839 0.021 0.021 40.307
X1.1 <- Compensation 0.863 0.019 0.019 44.703
X1.2 <- Compensation 0.827 0.022 0.022 37.526
X1.3 <- Compensation 0.754 0.039 0.039 19.342
Y1.1 <- Employee Retention 0.861 0.020 0.020 42.110
Y1.2 <- Employee Retention 0.811 0.019 0.019 43.571
Y1.3 <- Employee Retention 0.841 0.021 0.021 40.860
Y1.4 <- Employee Retention 0.870 0.014 0.014 60.000
Y1.5 <- Employee Retention 0.821 0.023 0.023 35.035
Table 3 Cross Loading of Research variable
Job Affective ] Employee
Satisfaction Commitment Compensation Retention

M1.1 0.784 0.477 0.554 0.554

M1.2 0.865 0.579 0.636 0.641

M1.3 0.795 0.577 0.579 0.546

M1.4 0.828 0.499 0.666 0.566

M1.5 0.840 0.557 0.670 0.660

M2.1 0.606 0.857 0.493 0.677

M2.2 0.589 0.898 0.520 0.677

M2.3 0.500 0.839 0.520 0.626

X1.1 0.647 0.462 0.863 0.602

X1.2 0.653 0.589 0.827 0.689

X1.3 0.542 0.365 0.754 0.495

Y11 0.554 0.599 0.620 0.861

Y1.2 0.612 0.621 0.564 0.811

Y1.3 0.626 0.625 0.612 0.841

Y1.4 0.675 0.729 0.652 0.870

Y1.5 0.562 0.623 0.656 0.821
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The results of Tables 2 and 3 can be concluded that the cross loading obtained from each latent
variable is higher than the other latent variables. So that it can be interpreted that the latent
variable has fulfilled discriminant validity.

Discriminant validity

Discriminant validity is said to be good if the square root of average variance extracted (AVE)
latent variables is greater than the correlation of all other variables. The AVE value of all
variables can be seen in Table 4.

Table 4 AVE Values

AVE Akar AVE
Job Satisfaction 0.677 0.823
Affective Commitment 0.748 0.865
Compensation 0.665 0.816
Employee Retention 0.707 0.841

The results of Table 4 can be concluded that the AVE value for compensation, job satisfaction,
affective commitment, and employee retention variables has AVE values above 0.5 so that the

research model can be interpreted as having good discriminant validity.
Composite validity
Evaluation of composite validity is used to find out the construct reliability in Table 5 shows that

the value of the composite reliability is variable.

Table 5 Composite Reliability

Variable Composite Reliability
Job Satisfaction 0.856
Affective Commitment 0.913
Compensation 0.899
Employee Retention 0.923

Can be seen Table 5 shows that the composite reliability value of each variable has a value
above 0.7 So that it can be interpreted latent variables in this study have been reliable and can

be carried out further testing.
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Evaluation of Goodness of Fit Inner Model

Evaluation of inner model can be seen from R-square (R2) in the equation between

endogenous variables by calculating

predictive relevance values (Q2) = 1-1- (1 - R 2/1 -) (1-R

2/2) Value R-square can be seen in Table 6.

Table 6 R-square (R2) Values

Variable R Square
Job Satisfaction -
Affective Commitment 0.572
Compensation 0.450
Employee Retention 0.671
Table 7 Q-square (Q2) Values
Variable Q Square
Job Satisfaction -
Affective Commitment 0.572
Compensation 0.450
Employee Retention 0.671

Path coefficient results

Based on calculations using PLS, it is known that the direct effect, the influence is not significant

and the total influence between variables. The coefficient between variables can be seen in

Table 8.

Table 8 Direct Effects

Original Sample Standard Standard T Statistics
Sample Mean Deviation Error |O/STERR|)
(0) (M) (STDEV)  (STERR)
Job Satisfaction -> Affective Commitment 0.488 0.491 0.079 0.079 6.176
Job Satisfaction -> Employee Retention 0.638 0.639 0.057 0.057 11.106
Affective Commitment -> Employee 0.508 0.503 0.055 0.055 9.282
Retention
Compensation -> Job Satisfaction 0.757 0.756 0.031 0.031 24.224
Compensation -> Affective Commitment 0.590 0.590 0.043 0.043 13.830
Compensation -> Employee Retention 0.595 0.595 0.047 0.047 12.623
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CONCLUSION
Based on the discussion of the results, it can be concluded that:

1.

Compensation has a positive and significant effect on employee job satisfaction, this
means that an increase in compensation will increase a sense of employee satisfaction
at work.

Compensation has a positive and significant effect on affective commitment, this means
that the more compensation increases, it will affect the increase in emotional feelings for
employees' commitment to work.

Job satisfaction has a positive and significant effect on affective commitment. The
increasing sense of employee satisfaction in work, a sense of commitment will increase.

Affective commitment has a positive and significant effect on employee retention. The
higher the commitment that employees have, the desire to survive for employees will
increase.

Job satisfaction has a positive and significant effect on employee retention. Increasing
the satisfaction of each employee will also increase the feeling of wanting to continue
working in the company.

Compensation through job satisfaction has a positive and significant effect on employee
retention. The more compensation increases, job satisfaction as a mediator will be able
to increase employee retention.

Compensation through job satisfaction has a positive and significant effect on affective
commitment. Increasing compensation for employees will experience a sense of
satisfaction and satisfaction that will increase emotional feelings, namely commitment to
employees.

Compensation through job satisfaction has a positive and significant effect on employee
retention. increasing compensation through job satisfaction will be accompanied by an
increase in employee retention.

Job satisfaction through affective commitment has a positive and significant effect on
employee retention. Satisfaction felt by employees increases so that affective

commitment as a mediating variable increases employee retention.

SUGGESTIONS

From the results of the analysis and discussion, the suggestions given by the author to The

Jayakarta Bali Beach Residence Resort and Spa are theoretically the variables that play a role

in determining employee retention in this study are compensation, with significant results. It is

recommended for further research to consider other variables. Practically the company's efforts
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to improve employee work, the company should pay attention to dimensions or indicators that
are still below the average, namely the salary dimension with indicators | am satisfied with the
salary that | receive. The dimensions of working conditions with physical design indicators can
affect employee psychological conditions. The dimensions of the willingness of employees with
indicators to connect me to the company where | work because of my own desires. The
compensation variable is dominant in influencing employee retention, so in taking company
policy to pay attention to compensation given by employees in order to foster the desire of
employees to stay within the company. Further research is expected to be carried out in the
hospitality industry, so as to further develop further research, the next researchers are
researching other industries such as micro-small businesses and micro-enterprises (MSMES).
And using other research methods such as moderation. Such are the conclusions and
suggestions that the writer can present from the results of research and observations on The
Jayakarta Bali Beach Residence Resort and Spa. Hopefully, the results of this study can be

beneficial for the company and all parties in need.

REFERENCES

Abdullah, A. A., Hooi Lai Wan. 2013. Relationships of Non-Monetary Incentives, Job Satisfaction and Employee Job
Performance. International Review of Management and Business Research Vol. 2 Issue.4.

Al-Hussami, M., 2011, A Study of Nurses: The Relationship to Organizational Commitment, Perceived Organizational
Support, Transactional Leadership, Transformational Leadership, and Job Satisfaction Level of Education, European
Journal of Scientific Research, Vol.22 No.2, pp.286-295.

Allen, N.J. 2015. The Measurement and Antecedents of Affective, Continuance and Normative Commitment to the
Organization. Journal of Occupational Psychology, 63: 1-18.

Anis, A., Rehman, K.U., Rehman, I.U., Khan, M.A., Humayoun, A.A. 2011. Impact of Organization Commitment on
Job Satisfaction and Employee Retention in Pharmaceutical Industry. African Journal of Business Management. 5
(17) pp. 7316-7324.

Ankita Chaturvedi, 2016. Affective Commitment in Employees retention
Ardana. 2012. Manajemen Sumber Daya Manusia. Yogyakarta : Graha limu

Baron, L.L., & Rue, L.W. 2007 Human Resource Management: Global Strategies for Managing A Diverse Workforce.
New Jesey: Prentice Hall Inc.

Becker, H. S. 2016. “Notes on The Concept of The Commitment.” In American Journal of Sociiology, Vol.66 : 32-40.
Barney, J.B. 1991. Firm Resources and Sustained Competitive Advantage. Journal of Management, 17 (1), 99-121.
Siswanto Sastrohadiwiryo, DR, 2014. Manajemen Tenaga Kerja Indonesia, edisi 2, PT. Bumu Aksara, Jakarta.

Casimir C, Akoh and B. Min. 2012. Job Satisfaction and Organizational Commitment as Antecedents of
Organizational Citizenship Behavior (OCB) of Teachers.

Carmeli, A. and A. Freund, 2012. Work Commitment, Job Satisfaction, and Job Performance: An Empirical
Investigation, International Journal of Organization Theory and Behavior, Fall, Vol 7 No 3.

Calvin Mzwenhlanhla Mabaso et.,al, 2017. Organizational commitment and its impact on job satisfaction of
employees.

Chew, J., Chan, C.C. 2015, Human resource practices, organizational commitment and employee retention.
International Journal of Manpower, 29(6), 503-522.

Licensed under Creative Common Page 575


http://ijecm.co.uk/

©Author(s)

Chipunza, C., Samuel, M.O. 2016. Employee retention and turnover: using motivational variables as a panacea.
African journal of business Management, 3(8), 410-415.

Curphy,G.J. Hughes, R.L, Ginnet, R.C., 2012. Leadership: enhanching the lessons of experience. Singapore: Mc.
Grawhill.

Dadang. 2001. Manajemen stres, cemas, dan depresi. Jakarta: Fakultas Kedokteran Universitas Indonesia.

Daisy Ofosuhene Kwenin Global Journal of Human resource management 2013. relationship between work
environment, career develoment opportunities and employee retention in Vodafone Ghana limited. Vol.1, No. 4, pp.
1-9.

Darwin, Wendi Amsuri Nasution. 2015. Pengaruh kepuasan kerja karyawan terhadap retensi turnover pada Call
Center Telkomsel di Medan. Vol 4, No 1.

Dessler, Gary. 2011. Manajemen SDM buku 1. Jakarta : Indeks.

Denton, D. Keith, 2010, How To Give Quality Service To Your Customer, Houston, Gulf Publishing Company.
Donna M Nelson 2013. The impact of affective commitment in employees life satisfaction.

Edy Sutrisno, 2014 Manajemen sumber daya manusia, Jakarta: Kencana prenada media group.

Grubb, P.L. 2016, Accessing communication affects commitment Organizational on employee retention. PhD
Dissertation. Alabama: University of South Alabama.

Hanganipai Ngirande et.,al, 2016 Department of business management, University of Limpopo.
Hasibuan, 2013.Manajemen sumber daya manusia. Edisi revisi. PT. Bumi Aksara: Jakarta.

Hariandja, M.E. 2012. Manajemen sumber daya manusia: Pengadaan, pengembangan, pengkompensasian, dan
peningkatan produktivitas pegawai, Jakarta: Grasindo.

Hamman Fisher, 2010. conceptualization of organizational commitment. Human Resource Management.

Jhony Kho, Laksmi Sito Dwi Irvianti I, Wendy Gunawan 2011. Analisis pengaruh kualitas manajer dan kompensasi
terhadap retensi karyawan pada PT. Idola Insani Garmen. Vol. 2 No. 1 Mei 2011: 323-333.

Krell, 2011. analysis of the antecedents, correlates, and consequences of organizational commitment.

Karthi 2012. The Impact Of Talent Management On Retention. Journal of Business Studies Quarterly. 5 (3), pp: 20-
36.

Koster, F., De Grip, A., Fouarge, D. 2011. Organizational commitment does perceived support in employee
development affect personnel turnover? The international journal of human resource management, 22(11), 2403-
2418.

Kumar R. et.,al. 2012. An effectiveness of human resource management practices on employee Retention in Institute
of Higher learning - A regression analysis. international journal of business research and management. Vol 3 (2), 60-
79.

Lamba S., Choudhary N. 2013. Impact of HRM Practices on organizational commitment of Employees international
journal of avancements in research and technology. VOI.2. pp. 407-423.

Lockwood D.N.J. Leprosy. In: Burns T, Breathnach S, Cox N, Griffiths C. Rook's Textbook of Dermatology.7 thed.
Australia: Blackwell Publishing Company; 2014.p.29.

Mangi, et.,al 2011. Comparative Study of life Satisfaction and job performance among public and
private sector employees.

Mathis, Robert L. and John H. Jackson. 2002. Manajemen sumber daya manusia, edisi pertama salemba empat,
Jakarta.

Mathis, R.L. and J.H. Jackson. 2006. Human resource management: Terjemahan Dian Angelia. Jakarta: Salemba
empat.

Marinna, Jennifer A., Carsen, 2015. HR How To Employee retention. Chicago : J.D. CCH Incorporated. Volume 4,
No. 1, Februari 2015 — 164. pp. 164- 173

Meyer, Allen, Natalie and John P, 2014, the measurement and antecedents of affective, countinuance and normative
commitment to organization, journal of occupational psychology, 63, 1-18

Licensed under Creative Common Page 576



International Journal of Economics, Commerce and Management, United Kingdom

Meyer and Allen. 2012. A Three component conceptualization of organizational commitment. Human resources
management review. Vol 01, pp. 61-89 dalam Luthans, Fred. 2012. Organizational behavior, Seventh edition.
McGraw-Hill, Inc.

Mowday, R.T, LW, Portner and R.M, Steers. 2011. Employee Organization Linkages, New York, Academic Press.

Murtaza, Ghulam; Shad, lkramullah, dan Malik, Wasim Shahid. 2014. Impact of Organizational Justice on Employees'
Job Satisfaction: Evidence from Pakistan. International Conference on Management (ICM 2014) Proceeding.
(Online).

Mobley, W.H., Griffeth, R.W., Hand, H.H., Meglino, B.M. 1979. Review and Conceptual Analysis of Employee
Turnover Process. Psychological Bulletin. 86, (3), 493-552.

Nawab et.,al 2011. Conceptualizing how job involvement and organizational commitment affect turnover and
absenteeism. Academy of Management

Newstrom, John W. 2007. Organizational behavior . 12 th edition. Mc Graw Hill.
Peerbhai, 2006. OF Affective Commitment in Employees Life Satisfaction.

Preacher and Hayes. 2013. Preacher, Asymptotic and Resampling Strategies for Assessing and Comparing
Indirect Effects in Multiple Mediator Models. Behavior Research Methods, 40: 879-891. University of Kansas,
USA.

Rabia, Koray Kayalidere, Mahmut Kargin. 2013. Corporate Sustainability Reporting and Analysis of Sustainability
Reports in Turkey. Journal of Sustainable Development Vol.8 No.6

Ragupathi. 2013. The Employee Retention Practices of MNC'S in Hyderabad. Research Journal of Management
Sciences. 2(4), pp: 21-24.

Rhoades, L, and Eisenberger, R. 2012. Perceived organizational support: A review of the literature. Journal of
Applied Psychology.

Ricardo S. Biason 2014. Increasing Employee Productivity, Job Satisfaction, Organizational Commitment and
Employee Retention, Hospital and Health Services Administration, Vol. 41, No.2, pp.160-175.

Richard L. Daft. 2010. Era baru manajemen. Buku 1 dan 2. Jakarta: Salemba Empat.
Robbins, Stephen P. and Timothy A. Judge. 2008. Perilaku organisasi edisi ke-12, Jakarta: Salemba empat.
Robbins and Coulter Mary. 2009. Manajemen Jilid 1 dan 2 Edisi Kedelapan. Jakarta PT Indeks.

Philipus Lewis, 2013. Keadilan distributif, keadilan prosedural, keadilan interaksional kompensasi dan Komitmen
karyawan. Jurnal riset manajemen dan bisnis UKDW. 8(1)1-13.

Shah 2013.The Impact of Rewards on Job Satisfaction and Employee Retention.

Sastrohadiwiryo Yuniarsih 2011. Manajemen sumber daya manusia (Teori, Aplikasi dan Isu Penelitian). Jakarta:
Alfabeta.

Sharma, et.,al 2010.: A comparative study in public and private sector in India. Gwalior: Journal of business
administration. Organizational commitment and its impact on job satisfaction of employees

Sheldon, M.d. William C. dalam Meyer & Allen, 2013. Pathfinders of the Heart: The History of Cardiology at the
Cleveland Clinic.

Sharon Ruvimbo Terera, Mobley, W.H., Griffeth, R.W., Hand, H.H., Meglino, B.M. 2014. Job Satisfactionand,
Organization Commitmenton and Employee Retention in Gulf Publishing Company Vol. 14. No. 2, pp 224-247.

Sugiono, 2013. Metode penelitian bisnis, Bandung. CV Alfabeta.
Susilo Martoyo 2013. Manajemen Sumber Daya Manusia. Jakarta: BPFE.

Shannock, S. and Eisenberger, R. 2006. Impact of rewards and Compensation on Job Satisfaction: Public and
Private Universities of UK.

Wilson Banagun. 2012. Manajemen sumber daya manusia. Jakarta: Erlangga.
Winer et.,al. 2014. Commitment affective effect on employee retention Global Journals Inc. (US)

Wocke, A., Heymann, M. 2012. Impact organizational commitment on voluntary labour turnover in South Africa. The
international journal of human resource management, 23(16), 3479-3494.

Licensed under Creative Common Page 577


http://ijecm.co.uk/

