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Abstract: This study aimed to determine the effect of demographic factors and compensation
on organizational commitment mediated by job satisfaction. This was a quantitative study
using a causal analysis. The research instrument was a questionnaire with a five-point Likert
scale. The research samples consisted of 109 employees of the Inspectorate Office of Merauke
and Boven Digoel Regency. The data were analyzed using the SEM-PLS method. The results
showed that demographic factors had a negative effect on organizational commitment and
compensation, but did not have a significant effect on job satisfaction. On the other hand,
compensation had a positive and significant effect on job satisfaction and organizational
commitment. Similarly, job satisfaction also had a positive and significant effect on
organizational commitment. Compensation can mediate the relationship between demographic
factors with organizational commitment and job satisfaction. Job satisfaction can mediate the
relationship between compensation with organizational commitment, but cannot mediate the
relationship between demographic factors with organizational commitment.
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I. Introduction

Organizational success and the pursuit of organizational quality depend not only on
how the organization utilizes most of its human competencies, but also on how it stimulates
organizational commitment. Commitment in public organizations is important because it
contributes to various aspects such as improving employee performance (Stazyk et al., 2011).
With the many changes that can be found today, public organizations are required to provide

maximum services to the community, which also requires a strong organizational commitment
(Oliveira & Rowe, 2018; Pratomo et al., 2013).

The Inspectorate Office as one of the governmental organizations in Merauke and
Boven Digoel Regency is an element that implements government affairs at the regional level.
Based on LAKIP in 2019 and 2020, the performance of the Inspectorate Office in Merauke
Regency only improved in terms of planning, measurement, reporting, and performance
appraisal, but decreased in terms of its actual performance. Meanwhile, of the total programs
targeted by the Inspectorate Office of Boven Digoel Regency in 2018, only 46% of the
programs were achieved. Such low achievement of the targeted programs shows that the
performance of the Inspectorate Office has not yet been optimal.

The fact that the performance of the Inspectorate Office has not been optimal
indicates the presence of organizational commitment-related problems. Based on empirical
evidence, organizational commitment has a significant effect on performance. Thus far, the
focus of almost all studies on the Inspectorate Office have always been on the effect of
organizational commitment on the performance of the Inspectorate Office including research
of Andrianti et al. (2016). The limited number of studies on the organizational commitment of

DOIT: https://doi.org/10.33258/biohs.v4i2.648 177


https://doi.org/10.33258/biohs.v4i2.648
mailto:isnazaza@gmail.com,aerari@yahoo.co.id,aisyah@ecampus.ut.ac.id

Britain International of Humanities and Social Sciences (BIoHS) Journal
ISSN: 2685-3868(0Online), 2685-1989(Print)
Vol. 4, No. 2, June 2022, Page: 177-193

the Inspectorate Office offers an opportunity for researchers to analyze the organizational
commitment of the Inspectorate Office and the factors that affect it such as demographic
characteristics, compensation, and job satisfaction.

Some researchers considered job satisfaction as a reason for organizational
commitment (Lincoln & Kalleberg, 1990; Mowday et al., 1982). Eleswed and Mohammed
(2013) found that, when an employee is satisfied with his or her job, then he or she will have a
higher level of organizational commitment. On the other hand, employees who perceive that
their needs are not met will be more interested in switching to the competitions.

Many previous studies have analyzed the relationship between demographic factors
and organizational commitment (Gunlu et al., 2010; Mwesigwa et al., 2020). Demographic
variables such as age, gender, education level, and tenure in an organization have been shown
to be the predictors of employees’ organizational commitment and job satisfaction. According
to the results of some previous empirical studies, the researcher found a gap in these research
results. Some researchers stated that there was no correlation between demographic factors
with organizational commitment and job satisfaction (Colarelli & Bishop, 1990) but other
researchers found a significant correlation (Lok & Crawford, 2004; Mwesigwa et al., 2020).

In addition to demographic factors, compensation also plays an important role in
determining employees’ organizational commitment. High compensation packages will tend to
retain employees because the employees are more satisfied with the existing compensation
(Chiu et al., 2002). Daniel (2019) also found that providing a good compensation package
allows for the needs and desires of the employees to be met, thus making them show positive
attitudes as well as increasing their productivity and loyalty.

Based on the existing research phenomena and gaps, this study aimed to analyze the
relationship between demographic variables, compensation, job satisfaction, and
organizational commitment of the employees of Inspectorate Office. The researchers also
tested the variables of compensation and job satisfaction as mediating variables. Thus far,
there have not been many researchers who use compensation as a mediating variable,
particularly one that mediates the relationship between demographic factors with
organizational commitment. Besides, the researcher found only one study that has proven that
job satisfaction can mediate the relationship between demographic factors with organizational
commitment, namely a study by Ashraf (2020).

I1. Review of Literatures

2.1 Organizational Commitment

Organizational commitment has become an important topic in management and
behavioral science (Rehman et al., 2012). According to Allen and Meyer (19906), it is important
to understand the things that lead to organizational commitment because it is related to two
crucial variables, namely intention to leave the organization and withdrawal behavior.
Employees who have organizational commitment will provide competitive advantages such as
higher productivity and lower employee turnover.

2.2 Job Satisfaction

Job satisfaction is a variable most frequently analyzed in behavioral science and
organizational psychology (Spector, 1997) because it is an important indicator that describes
employees’ feelings towards their job (Mount, 2006). In addition, job satisfaction has also been
linked with employee motivation, behavior, and productivity.
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2.3 Compensation

Mondy et al. (1999) define compensation as the total rewards given by an employer to
his/her employees in return for the work provided by the employees. Compensation can be
categorized as either intrinsic or extrinsic, financial or non-financial, and direct or indirect

benefits, which can affect job satisfaction and eventually affect organizational commitment
(Shortland, 2018).

2.4 Demographic Factors

The term ‘demographic’ is often used interchangeably with ‘demographics’ that studies
human population including population growth and social changes (Donner & Rodriguez,
2008). Demographic factors or variables are personal statistics that cover information such as
gender, age, marital status, family size, occupation, education level, language background,
income level, ownership or property, nationality, ethnicity, race, religion, location and so on
(Cantiello et al., 2015). There have been many studies showing that demographic variables had
significant effects on organizational behavior variables such as employee performance, job
satisfaction, and organizational commitment (Cantiello et al, 2015; Gunlu et al, 2010;
Warokka & Febrilia, 2015).

2.5 Hypothesis Development
a. Demographic Factors, Organizational Commitment, Compensation, and Job
Satisfaction

Empirical evidence shows that demographic variables can have a significant effect on
organizational commitment (Konya et al, 20106). Inequality related to demographic
characteristics, particularly gender, is still found, especially in terms of recruitment, promotion,
and compensation (Peltokorpi et al., 2015). A study conducted by Levina dan Xin (2007)
showed a compensation gap based on demographic factors. A study by Heidarian et al. (2015)
also found that age, tenure, marriage, and gender had a significant negative effect on employee
salaries.

Previous studies including that by Mwesigwa et al. (2020) found that education level
and gender had a negative and significant effect on organizational commitment. Ashraf (2020)
found a negative and significant effect of demographic factors on compensation. In addition,
Lok and Crawford (2004) revealed that a demographic factor, namely age, had a negative and
significant effect on job satisfaction. Thus, based on previous empirical findings, the
hypotheses of this research are formulated as follows:
H1: Demographic factors have a negative effect on organizational commitment.
H2: Demographic factors have a negative effect on compensation.
H3: Demographic factors have a negative influence on job satisfaction.

b. Compensation, Job Satisfaction, and Organizational Commitment

Rewards in the form of compensation serve as one of the factors that result in job
satisfaction as mentioned in the model of need fulfillment by Kreitner and Kinicki (2007). A
study by Ibrahim and Boerhaneoddin (2010) showed a positive and significant effect of
compensation on employees’ job satisfaction. The results of this study are in line with a study
by Nasution et al. (2019) and Putra et al. (2018) also showing a positive and significant effect
of compensation on employees’ job satisfaction.

A study by Shortland (2018) concluded that compensation had an effect on job

satisfaction and eventually had an effect on employees’ organizational commitment. An
attractive compensation system could increase employees’ commitment (Nasution et al.,
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2019). Thus, based on previous empirical findings, the hypotheses of this research are
formulated as follows:

H4: Compensation has a positive effect on job satisfaction.

H5: Compensation has a positive effect on organizational commitment.

c. Job Satisfaction and Organizational Commitment

Eleswed and Mohammed (2013) revealed that, when employees are satisfied with their
jobs, they are then more committed to the organization. A study by Gunlu et al. (2010) found
that the intrinsic, extrinsic, and general components of job satisfaction had a significant
positive relationship with normative and affective organizational commitment. This finding is
supported by Putra et al. (2018) and Mwesigwa et al. (2020) who also showed that
compensation had a positive effect on organizational commitment. Thus, based on previous
empirical findings, the following hypothesis is proposed:
H6: Job satisfaction has a positive effect on organizational commitment.

d. Mediation Hypothesis
Bashir et al. (2011) in their research showed that demographic factors had a quite
significant effect on compensation which then also had an effect on employees’ commitment.
Empirical evidence also showed that compensation had a significant and positive effect on
employees’ organizational commitment and job satisfaction (Putra et al, 2018). More
specifically, a study by Ashraf (2020) proved that compensation can be a mediating variable of
the effect of demographic factors on organizational commitment and job satisfaction.
Therefore, the following hypotheses are proposed:
H7: Compensation mediates the relationship between demographic factors with
organizational commitment.
HB8: Compensation mediates the relationship between demographic factors with job
satisfaction.

Several previous studies have also examined job satisfaction as a mediator between the
construction of human resources. Nasution et al. (2019) in their research concluded that
companies should increase employees’ organizational commitment through job satisfaction by
providing attractive compensation. Another study found that job satisfaction could mediate
the relationship between compensation with organizational commitment (Ibrahim &
Boerhaneoddin, 2010; Putra et al., 2018).

Previous empirical evidence also revealed that demographic factors had a significant
effect on organizational commitment (Gunlu et al., 2010; Mwesigwa et al., 2020) and job
satisfaction (Putra et al, 2018). A study by Suri and Petchsawang (2018) showed that
demographic characteristics played an important role in evaluating job satisfaction and
organizational commitment. Thus, job satisfaction presummably can be a mediating variable
for the relationship between demographic factors and organizational commitment, so the
following hypotheses are proposed:

H9: Job satisfaction mediates the relationship between compensation structure with
organizational commitment.

H10: Job satisfaction mediates the relationship between demographic factors with
organizational commitment.

Based on the hypothesis development, the research model is illustrated in Figure 1.
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Figure 1. Research Model
III. Research Methods

This was a quantitative study using a causal analysis. The population of this study
consisted of civil servants who worked at the Inspectorate Office of Merauke and Boven
Digoel Regency. There was a total of 109 civil servants, so the entire population was involved
as the samples. The data were collected by distributing questionnaires with a 5-point Likert
scale.

Each of the variables was measured using measurements developed by previous
researchers. The names of the variables, the number of indicators, and the references for the
measurements are described in Table 1. To test the hypotheses, this study used Partial Least
Square (PLS) method and SmartPLS 3 software.

Table 1. Names of variables, number of indicators, and references

No Variables Number of Sources
Indicators
1 Demographic Factors 5 Cantiello ez al. (2015)
2 Compensation 20 Feraro-Banta  dan  Shaikh
(2017)
3 Job Satisfaction 20 Weiss et al. (1967)
4 Organizational Commitment 10 Mowday e# al. (1979)

Source: The aunthor’s elaboration
IV. Discussion

The respondents of this study were analyzed based on the demographic characteristics
including gender, age, education, tenure, and position (Honorary, Functional, or Structural
Position). Based on the results of the descriptive analysis as shown in Table 2, this study was
dominated by male respondents who were 40-49 years old, held a bachelor degree, had
worked for 11-15 years, and had a structural position.
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Table 2. Demographic Characteristics of Respondents

Category Alternative Answer Number of respondent Percentage (%)
Gender Male 59 54,13
Female 50 45,87
Age 18-29 years old 10 9,17
30-39 years old 38 34,86
40-49 years old 41 37,61
> 50 years old 20 18,35
Education Senior High School 21 19,27
Diploma 3 8 7,34
Bachelor Degtee 74 67,89
Master Degree 6 5,50
Period of Service 1-5 years 23 21,10
6-10 years 17 15,60
11-15 years 29 26,61
16-20 years 20 18,35
21-25 years ¢ 5,50
> 25 years 14 12,84
Employee status Honorary 9 8,26
Functional 23 21,10
Structural 77 70,64

Source: The authot’s elaboration

4.1 Measurement Model Analysis

The first step in analyzing the results of the SEM-PLS test is to analyze the
measurement model (Hair ez a/, 2017). In the measurement model analysis, there are four
things that should be analyzed, namely factor loading, the reliability of internal consistency
using Composite Reliability, AVE convergent validity, and discriminant validity.

The results of the factor loading in Table 3 and Figure 2 show that there were seven
items eliminated from the model due to low factor loading values. The seven items are gender,
position, X2.3, X2.4. X2.7, X2.15, and Y.7. The other items had a loading factor value greater
than 0.6, so they were declared valid. At the construct level, the research model had good
convergent validity because all the variables had an Average Variance Extracted (AVE) value
greater than 0.5.
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Figure 2. 1 alid Measurement Model

Table 3. Factor Loading and Reliability Coefficients

—

X8 |y X9

we  * oas

Variables Indicators Item  Loading AVE CA CR
Demographic Gender Invalid  0.691 0.766  0.868
Factors

Age 0.897

Education 0.647

Tenure 0.922

Position Invalid
Compensation ~ Salary increases are based X2.1 0.729 0.504 0934 0.942

on job performance.

Salary increases are based X2.2  0.651

on years of experiences.

Salary increases are based X2.3  Invalid

on commodity prices.

Salaries for married X2.4  Invalid

employees are higher than

fthose for unmarried ones.

Salary increases are based X2.5  0.641

on educational attainment.

Allowances are provided X2.6 ~ 0.742

based on performance

appraisals.

Allowances are provided in  X2.7  Invalid

the form of free

accommodation.

Allowances are a X2.8 0.681

motivation for work

commitment.

Allowances are an X2.9 0.691

organizational retention

strategy.
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Job

Satisfaction

Allowances are given based
on years of experiences.
Promotions are available
based on performance
appraisals.

Promotion motivates
employees to work.
Promotion is based on
tenure in the company.
Promotion makes
employees more loyal to
the company.

Promotion is a retention
instrument.

Employees  are  given
incentives  when  they
achieve a target.

Incentives are given to
high-performing officers.
Incentives are given to
employees based on the
number of overtime hours.
Incentives are given to
employees with  perfect
attendance.

Incentives are given to
employees who are always
punctual.

Ability to keep busy all the
time

Opportunity to work alone
at work

Opportunity to do
different things over time

Opportunity to be
"someone" in the
community

The way my supervisor
treats his employees

My supetvisor's
competence in decision
making

Ability to do things that are
not against my conscience
The way my work provides
permanent employment
Opportunity to do
something for other people
Opportunity to tell other
people what to do
Opportunity to do
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X2.10

X211

X2.12

X2.13

X2.14

X2.15

X2.16

X2.17

X2.18

X2.19

X2.20

X3.1

X3.2

X3.3

X34

X3.5

X3.6

X3.7

X3.8

X3.9

X3.10

X3.11

0.700

0.699

0.725

0.641

0.808

Invalid

0.704

0.783

0.631

0.741

0.758

0.816

0.711

0.751

0.788

0.748

0.757

0.688

0.692

0.746

0.680

0.787

0.546

0.956

0.960



Organizational
Commitment

something that utilizes my
abilities

How company policies are
practiced

My salary and the amount
of work I do

Opportunity  for career
advancement in this job
Freedom to use my own
judgment

Opportunity to try my own
methods of completing the
job

Working conditions

The way my co-workers get
along with each other

The compliment I get for
doing a good job

The feeling of
accomplishment I get from
that job

I am wiling to put
discretionary efforts
beyond  the  required
minimum to help this
organization succeed.

I talk about  this
organization to my friends
as a great organization to
work with.

I feel very little loyalty to
this organization. (R)

I will accept almost any
type of job assignment to
keep working for this
organization.

I find that my values and
the organization’s values
are very similar.

I am proud to tell others
that I am part of this
organization.

I could be working for a
different organization as
long as the type of work
was similar. (R)

This organization really
inspires the very best in me
in the way of job
performance.

It would only take a little
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X3.12

X3.13

X3.14

X3.15

X3.16

X3.17

X3.18

X3.19

X3.20

Y.1

Y.2

Y.3

Y.4

Y.5

Y.6

Y.7

Y.8

Y.9

0.644

0.684

0.734

0.671

0.739

0.741

0.709

0.818

0.831

0.793

0.752

0.726

0.645

0.676

0.778

Invalid

0.764

0.617

0.509

0.925

0.935



change in my current
situation to cause me to
leave this organization. (R)

I am very glad that I chose Y.10  0.747
this organization to work

for over other
organizations 1 was
considering at the time I
joined.

There is not much to be Y.11  0.663
gained by sticking with this
organization  indefinitely.

®)
I often find it difficult to Y.12 0.725
agree with this

organization's policies on

important matters relating

to its employees. (R)

I really care about the fate Y.13 0.783
of this organization.

To me this organization is Y.14 0.635
the best organization to

work with.

Deciding to work for this Y.15 0.747
organization was a definite

mistake on my part. (R)

The internal consistency reliability was analyzed using Cronbach’s Alpha (CA) and
Composite Reliability (CR) measures. Based on the results in Table 3, all the variables had CA
and CR values greater than 0.7. Therefore, it can be concluded that all the constructs had good
reliability. In addition, the research model also met the discriminant validity criteria because all
the heterotrait-monotraite ratio of correlation (HTMT) was lower than the threshold of 0.9
(Table 4).

Table 4. Heterotrait-Monotrait Ratio (HTMT)

Demographic Job Organizational Compensa
Factors Satisfaction Commitment tion
Demographic Factors
Job Satisfaction 0,307
Organizational 0,523 0,897
Commitment
Compensation 0,367 0,849 0,889

4.2 Structural Model Analysis

The coefficient of determination (Table 5) shows that the R* of compensation was
0.104, meaning that the ability of the demographic factor variables in explaining the
compensation structure fell in the weak category. Then the R of job satisfaction was 0.653,
meaning that the demographic factors and compensation could explain 65.3% of job
satisfaction and fell in the moderate category. Meanwhile, the R* of the organizational
commitment variable was 0.824, meaning that the variables of demographic characteristics,
compensation, and job satisfaction could explain 82.4% of organizational commitment and
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fell in the strong category. The results of the predictive relevance in Table 5 show that the Q?
of the three endogenous constructs was greater than 0, thus confirming the predictive
relevance of the endogenous variables in this study.

Table 5. R-Square and Q-Square Values

R-Square R-Square Adjusted O-Square
Compensation 0,104 0,096 0,048
Job Satisfaction 0,653 0,646 0,344
Organizational Commitment 0,824 0,818 0,401

The results of the hypothesis test in Table 6 show that five of the six direct effect
hypotheses were supported. The demographic factors were shown to have a negative and
significant effect on organizational commitment and compensation, but no significant effect
on job satisfaction. These results are in line with the results of some previous studies which
also showed that demographic factors had a negative effect on organizational commitment
(Konya et al., 2016; Mwesigwa et al., 2020) and compensation (Ashraf, 2020; Heidarian e7 al,
2015).

This study is in line with Chordiya e a/. (2017) who revealed that age had a negative
correlation to organizational commitment in the public sector. There might be various factors
why there is a negative relationship between age and organizational commitment, one of
which is policy discrimination and stereotypes between younger and older employees (Bibby,
2008). The negative effect of demographic factors on compensation might be due to
compensation gaps based on demographic factors (Levina & Xin, 2007). In addition,
Kielerstajn (2008) showed that older employees considered that financial compensation was
not the most important job element.

This study is also in accordance with Konya ef a/. (2016) who found a negative and
significant effect of tenure on organizational commitment. Employees with longer tenure in
the organization could adjust their expectations to the rewards that the organization could
provide for their work (Smith e a/, 1969). This way, employees with a longer tenure in the
organization are able to adjust to the compensation provided by the organization compared to
new employees.

A high education level makes it possible for employees to be recruited by other
organizations with better working requirements, thus lowering their organizational
commitment (Mwesigwa e/ al, 2020). When the expectations of employess holding a
bachelor's degree are not met, then these employees tend to lower their work attitude and
organizational commitment (Jurik ez /., 1987). In addition, employees with a higher education
level tend to have higher expectations in terms of compensation compared to employees with
a lower education level (Jerrim, 2011).

Demographic factors had no significant effect on job satisfaction. The job satisfaction
of the employees at the Inspectorate Office of Merauke and Boven Digoel Regency was not
affected by demographic factors, including education, age, and tenure. The job satisfaction of
the Inspectorate Office employees was affected by job-related factors, one of which is
compensation which, in this study, was proven to have a significant effect on job satisfaction.
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Table 6. Summary of Hypothesis Test Results (Direct Effect)

Hypothesis Path Coeff: 1-stat. P-values Decision

H1  Demographic Factors — -0,171 4,066 0,000 Supported
Organizational Commitment

H2  Demographic Factots —  -0,322 3,540 0,000 Supported
Compensation

H3  Demographic Factors — Job -0,010 0,172 0,863 Not
Satisfaction Supported

H4  Compensation — 0,805 22,961 0,000 Supported
Job Satisfaction

H5 Compensation — 0,389 4,174 0,000 Supported
Organizational Commitment

H6  Job Satisfaction — 0,494 5,120 0,000 Supported

Organizational Commitment

The results showed that compensation had a positive and significant effect on job
satisfaction and this supports research by Nasution (2019) and Putra e a/. (2018). The higher
the compensation provided, the higher the employees’ job satisfaction. Therefore, it is
important to design and improve a good compensation system, thus facilitating employees to
gain job satisfaction.

This study is also in line with previous research that found a positive and significant
effect of compensation on organizational commitment (Putra e a/, 2018). A proper
compensation system motivates employees to stick with the organization and allows for a
sense of belonging to the organization where they work to grow. Non-financial compensation
components such as promotion opportunities have a more significant effect on organizational
commitment compared to other non-financial compensation components (Khan ez a/., 2016).

The results of this study is also in line with a study by Mwesigwa ez a/. (2020) dan Putra
et al. (2018), proving that job satisfaction had a positive and significant effect on organizational
commitment. The higher the employees’ job satisfaction, the higher the employees’
organizational commitment.

Table 7. Summary of Hypothesis Test Results (Mediation)

P-Values P-Values Infor
Hypot Path . . .
hesi Model Coef. Direct Indirect matio
o1 O Effect Effect n
H7 () Demographlc Factors — 0322 0,000 a, b,
Compensation and ¢
(b) . Compensatlop — 0389 0,000 mgmﬁi
Organizational Commitment 0.011 ant =
’ partial
(0) D'ern(')graphm F actors  — 0471 0,000 mediati
Organizational Commitment on
H8 () Demographlc Factors — 0322 0,000 a and b
Compensation signific
(b) . Cgmpensatlon —  Job 0805 0,000 0,000 ant, ¢
Satisfaction not
(0 Dempgraphm Factors — Job 0010 0,863 s1gn1ﬁi
Satisfaction ant =
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full

mediati
on
H9 (a) ' Co.mpensanon —  Job 0.805 0,000 a, b,
Satisfaction and ¢
(b) Job Satlsfact'lon — 0494 0,000 s1gn1ﬁi
Organizational Commitment ant =
0,000 .
partial
(0) . CompensaUOp — 0389 0,000 mediati
Organizational Commitment on
H10 (a) Demggraphlc Factors — Job 0,010 0,863 a  not
Satisfaction signific
(b) Job Satlsfact'lon — 0494 0,000 ant, b
Organizational Commitment and ¢
(© D.emggraphlc Fa}ctors — 0,862 s1gn1ﬁi
Organizational Commitment ant =
0,171 0,000 ne
mediati
on

The next was to test the mediation hypotheses seen from the table of specific indirect
effects on the results of bootstrapping in PLS. Based on the results of the mediation effect
testing as summarized in Table 7, three of the four mediation hypotheses, namely H7, H8, and
H9 were supported, while H10 was not proven to be significant. These results support
research conducted by Ashraf (2020) who found that compensation can serve as a mediator
for the relationship between demographic factors with organizational commitment. The effect
of demographic factors on organizational commitment mediated by compensation had a
negative coefficient. This might be due to several factors, one of which is compensation gap
or discrimination based on demographic factors (Levina & Xin, 2007).

Compensation fully mediated the relationship between demographic factors and job
satisfaction. The results of this study are in line with a study by Ashraf (2020). This indicates
that demographic factors including age, education, and tenure do not determine employees’
job satisfaction. Nonetheless, with the presence of adequate compensation, the effect of age,
education, and tenure on job satisfaction becomes significant.

Then, job satisfaction mediated the relationship between compensation and
organizational commitment, supporting research by Ibrahim and Boerhaneoddin (2010) and
Putra ez al. (2018). When there is adequate compensation, employees will gain job satisfaction,
thus increasing their organizational commitment. Employees will be willing to give maximum
efforts to help the organization achieve its goals because they feel satisfied with their work.

V. Conclusion

This study has proven that demographic factors have a negative and significant effect
on organizational commitment and compensation. However, compensation has been proven
to have a positive and significant effect on job satisfaction and organizational commitment.
Compensation has also been shown to mediate the relationship between demographic factors
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with job satisfaction and organizational commitment. In addition to its significant effect on
organizational commitment, job satisfaction also mediates the relationship between
compensation and organizational commitment.

This study brings several important implications for human resource management in
the public sector. It is important for the leaders and management of public sector
organizations to design a fair compensation system so as to have a positive effect on
employees’ job satisfaction and organizational commitment. In addition, it is also necessary to
formulate human resource practices that consider employees” demographic factors. Besides, it
is crucial for the leaders and management to design a salary increase system based on
performance, years of experiences, commodity prices, and educational attainment. When the
salary and allowance systems are improved, employees’ job satisfaction and organizational
commitment will increase as well. In relation to job satisfaction, it is necessary for the leaders
and management of public sector organizations to provide more opportunities for employees
to work with their own ways and implement an employee participation system. The leaders
can solicit suggestions and input from the employees in decision making.

For future researchers, other variables that explain the organizational commitment of
public sector organization employees can be added, especially the Inspectorate Office,
including participation and working conditions. In addition, demographic factors can also be
analyzed as moderating factors, making it possible to more specifically explain the differences
in the effect of compensation and job satisfaction on organizational commitment at different
levels of education, age, and tenure. Future researchers can also add qualitative data such as
the results of interview to further explain the effects of each variable.

References

Allen, N. J., & Meyer, J. P. (1996). Affective, Continuance, and Normative Commitment to
the Organization: An Examination of Construct Validity. Journal of Vocational
Behavior, 49(3), 252-276. https:/ /doi.org/https://doi.org/10.1006/jvbe.1996.0043

Andrianti, I. G. A. T\, Herawati, N. T., AK, S. E., & Purnamawati, I. G. A. (2016). Pengaruh
Kompetensi, Independensi Dan Komitmen Organisasi Auditor Terhadap Kinerja
Auditor (Studi Pada Tiga Inspektorat Provinsi Bali). JIMAT (Jurnal Ilmiah Mahasiswa
Akuntansi) Undiksha, 4(1).

Ashraf, M. A. (2020). Demographic factors, compensation, job satisfaction and organizational
commitment in private university: an analysis using SEM. Journal of Global
Responsibility, 11(4), 407-436. https://doi.org/10.1108/JGR-01-2020-0010

Bashir, M., Jiangiao, L., Zhao, ]., Ghazanfar, F., & Khan, M. M. (2011). The role of
demographic factors in the relationship between high performance work system and
job satisfaction: A multidimensional approach. International Journal of Business and
Social Science, 2(18), 207-218.

Bibby, C. L. (2008). Should I Stay or Should I Leave? Perceptions of Age Discrimination,
Organizational Justice, and Employee Attitudes on Intentions to Leave. The Journal of
Applied Management and Entrepreneurship, 13(2), 63—-80.

Cantiello, J., Fottler, M. D., Oetjen, D., & Zhang, N. J. (2015). The impact of demographic
and perceptual variables on a young adult’s decision to be covered by private health
insurance. BMC Health Services Research, 15(1), 1-15.
https://doi.org/10.1186/s12913-015-0848-6

Chiu, R. K., Wai-Mei Luk, V., & Li-Ping Tang, T. (2002). Retaining and motivating
employees. Personnel Review, 31(4), 402—-431.
https://doi.org/10.1108/00483480210430346

190



Chordiya, R., Sabharwal, M., & Goodman, D. (2017). Affective Organizational Commitment
and Job Satisfaction: A Cross-National Comparative Study. Public Administration,
95(1), 178-195. https://doi.org/10.1111/padm.12306

Colarelli, S. M., & Bishop, R. C. (1990). Career Commitment: Functions, Correlates, and
Management. Group & Organization Studies, 15(2), 158-176.
https://doi.org/10.1177/105960119001500203

Daniel, C. O. (2019). Compensation management and its impact on organizational
commitment. International Journal of Contemporary Applied Researches, 6(2), 26—-36.

Donner, W., & Rodriguez, H. (2008). Population composition, migration and inequality: The
influence of demographic changes on disaster risk and vulnerability. Social Forces,
87(2), 1089-1114. https://doi.org/10.1353/s0£.0.0141

Eleswed, M., & Mohammed, F. (2013). The impact of gender, age, years of experience,
education level, and position type on job satisfaction and organizational commitment:
An exploratory study in the kingdom of Bahrain. International Journal of Business and
Social Science, 4(11), 108—-119.

Feraro-Banta, L., & Shaikh, S. Al. (2017). Relation of Compensation and Benefits on
Employees’ Performance: A Study of Audit Firms in Bahrain. International Advanced
Research Journal in Science, Engineering and Technology, 4(5), 175-183.
https://doi.org/10.17148 /TARJSET.2017.4533

Gunlu, E., Aksarayli, M., & Sahin Per¢in, N. (2010). Job satisfaction and organizational
commitment of hotel managers in Turkey. International Journal of Contemporary
Hospitality Management, 22(5), 693-717.
https://doi.org/10.1108/09596111011053819

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A Primer on Partial Least
Squares Structural Equation Modeling (PLS-SEM). Thousand Oaks, California: Sage
Publications, Inc.

Heidarian, A. R, Jafari Kelarijani, S. E., Jamshidi, R., & Khorshidi, M. (2015). The relationship
between demographic characteristics and motivational factors in the employees of
social security hospitals in Mazandaran. Caspian Journal of Internal Medicine, 6(3),
170-174. https://pubmed.ncbi.nlm.nih.gov /26644886

Ibrahim, I. I, & Boerhaneoddin, A. (2010). Is job satisfaction mediating the relationship
between compensation structure and organisational commitment? A study in the
Malaysian power utility. Journal of Global Business and Economics, 1(1), 43—61.

Jerrim, J. (2011). Do UK Higher Education Students Overestimate Their Starting Salary?*.
Fiscal Studies, 32(4), 483-509. https://doi.org/10.1111/}.1475-5890.2011.00148.x

Jurik, N. C., Halemba, G. J., Musheno, M. C., & Boyle, B. V. (1987). Educational Attainment,
Job Satisfaction, and the Professionalization of Correctional Officers. Work and
Occupations, 14(1), 106-125. https://doi.org/10.1177/0730888487014001006

Khan, M., Tarif, A., & Zubair, D. S. S. (2016). Non-financial incentive system and
organizational commitment: An empirical investigation. Pakistan Business Review
(ISSN: 1561-87006), 18(1), 55-75.

Kielerstajn, R. (2008). Age and work motivation: The view of older employees’. Sweden:
Theses, Department of Education and Psychology, University of Givle.

Kinicki, A., & Kreitner, R. (2007). Employee Behavior. New York: McGraw-Hill.

Konya, V., Mati¢, D., & Pavlovi¢, J. (2016). The influence of demographics, job characteristics
and characteristics of organizations on employee commitment. Acta Polytechnica
Hungarica, 13(3), 119-138.

Levina, N., & Xin, M. (2007). Comparing I'T workers’ compensation across country contexts:
Demographic, human capital, and institutional factors. Information Systems Research,
18(2), 193-210.

191



Lincoln, J., & Kalleberg, A. (1990). Culture, Control and Commitment: A Study of Work
Organization and Work Attitudes in the United States and Japan. Cambridge:
Cambridge University Press.

Lok, P., & Crawford, J. (2004). The effect of organisational culture and leadership style on job
satisfaction and organisational commitment. Journal of Management Development,
23(4), 321-338. https://doi.org/10.1108/02621710410529785

Mondy, W., Noe, M., & Premeaux, R. (1999). Human Resources Management. New Jersey:
Prentice Hall.

Mount, G. (2006). The role of emotional intelligence in developing international business
capability: EI provides traction. In Linking emotional intelligence and performance at
work: Current research evidence with individuals and groups. Mahwah, NJ: Erlbaum.

Mowday, R. T., Porter, L. W., & Steers, R. M. (1982). Employee-organizational linkages: The
psychology of commitment, absenteeism, and turnover. New York: Academic Press.

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of organizational
commitment. Journal of Vocational Behavior, 14(2), 224-247.
https://doi.org/10.1016/0001-8791(79)90072-1

Mwesigwa, R., Tusiime, I., & Ssekiziyivu, B. (2020). Leadership styles, job satisfaction and
organizational commitment among academic staff in public universities. Journal of
Management Development, 39(2), 253-268. https://doi.org/10.1108/JMD-02-2018-
0055

Nasution, D. A. D. (2019). The Effect of Implementation Islamic Values and Employee Work
Discipline on The Performance of Moslem Religious Employees at Regional Financial
Management in the North Sumatera Provincial Government. International Halal
Conference & Exhibition 2019 (IHCE), 1(1), 1-7.

Nasution, M. 1., Prayogi, M., Jufrizen, J., Pulungan, D. R., & Juliandi, A. (2019). Compensation
and Organizational Commitment: The Mediating Role of Job Satisfaction. 2nd
International Conference On Advance And Scientific Innovation, ICASI 2019.
https://doi.org/10.4108/eai.18-7-2019.2288578

Oliveira, P. N., & Rowe, D. E. O. (2018). Organizational commitment in the public sector:
review and research agenda. Revista Pensamento Contemporaneo Em Administraco,
12(2), 43-53. https://doi.org/10.12712/tpca.v12i2.1259

Peltokorpi, V., Allen, D. G., & Froese, F. (2015). Organizational embeddedness, turnover
intentions, and voluntary turnover: The moderating effects of employee demographic
characteristics and value orientations. Journal of Organizational Behavior, 36(2), 292—
312. https://doi.org/https://doi.org/10.1002/job.1981

Pratomo, W. A., Suwandi, & Warokka, A. (2013). The Linkages of Financial Liberalization and
Currency Stability: What do we learn from Pre and Post Asian Financial Crisis? Journal
of Economics Studies and Research, 2013, 1-9. https://doi.org/10.5171/2013.235134

Putra, B. N. K., Sudja, I. N., & Martini, L. K. B. (2018). The effect of job characteristics and
compensation to work satisfaction and organization commitment on all Ipd
kerambitan tabanan. International Journal of Contemporary Research and Review,
9(03), 20572-20582. https://doi.org/10.15520/ijcrr/2018/9/03 /462

Rehman, S., Shareef, A., Mahmood, A., & Ishaque, A. (2012). Perceived leadership styles and
organizational commitment. Interdisciplinary Journal of Contemporary Research in
Business, 4(1), 616-626.

Shortland, S. (2018). What seals the deal? How compensation and benefits affect women’s
decisions to accept expatriation in the oil and gas industry. Personnel Review, 47(3),
765-783. https://doi.org/10.1108/PR-11-2016-0294

Smith, P., Kendall, L. ., & Hullin, C. (1969). Measurement of Satisfaction in Work and
Retirement. Chicago: Rand McNally.

192



Spector, P. E. (1997). Job Satisfaction. Application, assessment, causes, and consequences.
Thousand Oaks, California: Sage Publications, Inc.

Stazyk, E. C., Pandey, S. K., & Wright, B. E. (2011). Understanding Affective Organizational
Commitment: The Importance of Institutional Context. The American Review of
Public Administration, 41(6), 603—624. https://doi.org/10.1177/0275074011398119

Suri, M., & Petchsawang, P. (2018). Relationship between job satisfaction, organizational
commitment and demographic factors in private banking sector in Bangkok.
International Journal of Business & Economics, 10(2), 167-189.

Warokka, A., & Febrilia, I. (2015). Work-family conflict and job performance: Lesson from a
Southeast Asian emerging market. Journal of Southeast Asian Research, 2015(2015),
1-14. https://doi.org/10.5171/2015.420802

Weiss, D. J., Dawis, R. V, & England, G. W. (1967). Manual for the Minnesota satisfaction
questionnaire. Minnesota Studies in Vocational Rehabilitation, 22, 120.

193



