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Abstract - This research aims to examine the relationship
of four Human Resource Management (HRM) variables
(compensation system, training and development,
information sharing, and supervisory support) toward
the employee performance mediated by employee
commitment. The method used in this study is
guantitative qualitative, with data collection using online
questionnaires by 323 respondents that sampling using
simple random sampling from pension fund
management company in Indonesia. Analysis of this
research hypothesis use Partial Less Square - Structural
Equation Modelling (PLS-SEM) and the results show
that the compensation system, information sharing, and
supervisory support significantly influence employee
commitment, and employee commitment has a
significant positive influence on employee performance.
In addition, employee commitment can partially mediate
the relationship between the compensation system,
information sharing, and supervisory support for
employee performance. This study is the first study
conducted to look at the relationship of HRM
(compensation system, training and development,
information sharing, and supervisory support) to
employee  performance mediated by employee
commitment in pension fund management company of
Indonesia.

Index Terms - Compensation system, training and
development, information sharing and supervisory support,
employee commitment, employee performance.

INTRODUCTION

Improving employee performance helps the organization
withstand the competitiveness of a volatile business

Copyrights @Kalahari Journals

environment. As a result, initiatives to increase the quality
of employee performance provide a considerable challenge
to management in meeting their objectives [35].
Management policies in HRM include many things, such as
compensation systems, employee training and development,
information sharing, and supervisory support [11].
Furthermore, Herlina & Gustomo [22] examined the
importance of employee performance with company
management policies in placing employees according to
their abilities. The same thing had also been explained by
Bandula & Jayatilake [6] that proper HRM could increase
employee commitment to the company and affect employee
performance. Ratnasari et al. [47] and Sudiardhita et al. [55]
measured the effect of the compensation system on work
motivation in banking in Indonesia in which the researchers
found that the compensation system had a significant
influence on work motivation. Ratnasari et al. [47]
measured the compensation system as financial and non-
financial compensation. One study conducted at one of the
Banks in Indonesia by Prihantoko & Ferijani [45] obtained
the outcome that the compensation system significantly
affects employee performance. According to expectation,
the compensation system is considered in terms of company
policies in providing welfare to employees to avoid the risk
of complaints from employees against the company. The
influence of training and development on the company has
also been measured in several previous studies. A study by
Adebowale and Adefulu [2] on the training influence of
employee productivity in insurance companies discovered
that training is a critical element that increases employee
productivity. This study explains that insurance companies
must offer training programs that are tactical and planned to
their employees to improve employee competence. In
research conducted on other insurance companies by
Abomeh & Peace [1], it was concluded that companies need
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to draw up policies regarding employee training so that it
can increase employee productivity. The same is also
inferred from research on insurance companies in Saudi
Arabia conducted by Rana [46].

Some research on the influence of sharing information
on service companies, especially the financial industry of
banks and non-banks in the world or Indonesia, still needs
to be explicitly discussed. Moreover, even though the
influence of sharing information is widely researched on
companies in the manufacturing industry that implement
Supply Chain Management (SCM) systems in their
operational processes, there has been no reference about the
position of sharing information as one of the factors in
measuring employee perceptions related to HRM. Irawan et
al. [24] in their research, focused on a literature test finding
out if superior support can affect the relationship between
employees' confidence related to their ability to develop
competence. The results of the study indicate that superior
support may influence employee behaviour in terms of his
or her commitment to the company and self-development
that directly affects the company. Bandula & Jayatilake [6]
conducted research on financing companies to see employee
commitment to performance. Based on the correlation test
findings, it was discovered that employee commitment
influences employee performance, therefore, employee
commitment correlates significantly with employee
performance. Similarly, Yulanda [62] found that employee
commitment to the bank positively and significantly affects
employee performance at one of Indonesia's banks.

According to the prior research, research related to HR
management has been widely conducted in various
industries, especially the influence of compensation system,
training and development, as well as a superior support for
indicators such as productivity [32], employee motivation,
commitment, and performance needs to be added to perform
research with information openness, in addition to
measuring the influence of compensation system, training
and development, as well as superior support, and employee
commitment. Similarly, an employee performance review
and HR system are needed in pension fund management
companies, state-owned enterprises (SOESs) in Indonesia that
have never been done. As the only government agency that
manages special pension fund insurance for civil servants in
Indonesia, its employees are required to always provide the
best performance. Sharing knowledge is one factor in
human resource management that has never been researched
to prove its effect on employee commitment and
performance. State-owned companies managing pension
funds regularly carry out an assessment index of Public
Information Disclosure by the Central Government, whose
depiction can be reflected in the level of sharing information
within the company. Based on this, tests will be conducted
to determine the effect of the compensation system, training
and development, information disclosure, superior support
on employee commitment, and influence of commitment on
employee performance [11.
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LITERATURE REVIEW

I.Employee Performance

Employee performance refers to the productivity of all
employees in an organization [53]. Non-financial perks,
supervisory support, training programs, organizational
support, working life quality, and career pursuit objectives
are all elements that influence employee performance.
Employee performance is also described as the work quality
and quantity completed by employees on their obligations
and responsibilities [34]. According to Robbins & Judge
[48] there are several indicators used to measure employee
performance: (1) Quantity, defined as the number of works
completed. (2) Quality is determined by the quality of work
perceived by the employees. (3) Effectiveness, defined as
the measure of a company's resources (energy, CcOst,
technology, and raw materials) that can be maximized to
improve the work outcomes of the work units that use those
resources. (4) Timeliness is the measure used in completing
a job. (5) Independence is a measure of the employee's
flexibility in completing his work. (6) Work commitment is
defined as the measure in which employees commit to
completing work and responsibility to the company where
they work.

Employee performance has five indicators: (1) The
amount of work generated from each employee or group
becomes the standard of employment. (2) The work quality
of employees in the company who should fulfil the specific
criteria in producing the expected work quality of the
company. (3) The timeliness of job completion varies, and
certain forms of work should be finished in lieu of time
since it results in additional work. (4) Timely employee
presence because it is included in employee discipline, and
(5) The ability to work in groups because not all work can
be completed individually [46, 17].

I1. Employee Commitment

Employee commitment refers to the employees’ strength in
identifying and being involved in a company, and it reflects
the employees’ satisfaction and engagement level. Adelekan
et al. [3] define employee commitment as having three
components: affective commitment, continuity commitment,
and normative commitment. The same study also said that
employees have a responsibility to stay with the company
due to the effect of the company's investment in training and
development provided. In short, employee commitment
involves passion, loyalty, values, and confidence to obtain
optimal results and benefit both employees and companies.
Therefore, influencing employees' behaviors and emotions
is crucial to continuously improve their performance
through training, and creating employees' capacity to
complete tasks and contribute to the company. A committed
workplace can be seen from two sources: employee
commitment to the company and vice versa. Employees
who work in a highly committed company have a strong
desire to make the maximum contribution to the goals
company. This encourages employees to have increased
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competitiveness, accountability, risk-taking ability, high
innovation, resource efficiency, and a desire to improve
overall performance [58].

According to Robbins & Judge [49], commitment is
divided into three dimensions: Affective commitment is the
emotional involvement of workers in the company. This
commitment is influenced or developed when involvement
in the company proves to be a satisfying experience.
Companies provide opportunities to do better jobs or
generate opportunities to gain valuable skills. The second
dimension is a continuous commitment, which is
commitment involvement based on costs incurred due to the
exit of workers from the company, where this is influenced
and developed when individuals are making investments.
The investment will be lost or reduced in value if the
individual switches from his company. The third dimension
is a normative commitment involving workers' feelings to
the tasks in the company. Normative commitment is formed
and developed due to internalizing normative pressures to
perform specific actions and receive benefits that give rise
to feelings of obligation to be reciprocated. Employee
commitment is crucial for the company as research
conducted by Lee & Ravichandran [31] obtained the result
that employee commitment has an influence on employee
performance. Similarly, Ismail and Rishani [25] discovered
a substantial relationship between employee commitment
and employee performance.

Employees who are enthusiastic and committed to the
company are more receptive to new experiences, and
inclined to be more creative thinkers [16]. Among the three
studies, none specifically researched employees working in
the financial industry, especially pension fund management
companies. Based on this, researchers want to conduct the
following tests to determine the impact of commitment on
employee performance:

Hypothesis 1: Employee commitment has a significant
positive influence on job performance.

I11. Compensation System

Compensation refers to the company's ability and
responsibility to its employees because of the ability of job
targets and to appreciate the performance of its employees
[15]. The compensation system is an important part that can
shape employees' perceptions of respect, dignity, and the
belief that organizations are committed to and value
employee work [5]. According to Pratama & Aima [44],
compensation can motivate employees to get the best results
from their work, and compensation must be improved to
provide the best performance. Conversely, employees who
do not have high compensation will find it challenging to
complete their work and responsibilities to the maximum
even though they have good operational capabilities.
Compensation is the structuring of the whole allocation
of retribution for firm owners and employees, either in the
form of money (financial) or non-monetary (non-financial).
Compensation includes wages, salaries, bonuses, incentives,
benefits, treatment, insurance, and other benefits paid
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directly by the corporation [47, 59]. According to Gaol [18],
compensation is the things employees receive in the form of
money or non-money in exchange for their contribution to
the company. Compensation is any revenue earned, directly
or indirectly, awarded for the employees' contributions,
either in money or goods [47, 21].

Some researchers have proven the role of the
compensation system on employee commitment. According
to Riana and Wirasedana [48], there is a positive effect of
the compensation system on employee commitment.
Furthermore, Tarus [58] discovered that the compensation
system positively impacted employee commitment. Based
on previous findings, the second hypothesis in this study
will evaluate the link between employee perception on the
compensation system and employee commitment, as
follows:

Hypothesis 2: The compensation system has a significant
positive influence on employee commitment.

IV. Training and Development

Training and development help companies and individuals
achieve various goals, including increased morale, a sense
of security, employee engagement, and the overall
capabilities required to accomplish the job. Without proper
training and development opportunities, employees cannot
complete the job to the fullest [50]. Training and
development are one form of HRM that significantly affect
employee commitment. Training and development are one
of the modern forms of HRM. The current theory
demonstrates that the company's investment in training and
development is positively related to the company's
performance. HRM is considered to reduce turnover and
increase employee commitment for a long time [54].

Training can make employees have competence, skills,
and commitment to the company. Training can reduce
production costs, but training can improve efficiency,
worker quality, independence, punctuality in work, and job
effectiveness. Training produces skills both technically and
operationally [2]. The corporate development concept may
be viewed as a type of training to learn new talents and
skills for self-improvement [50, 26]. Based on Noe [39], the
training elements lie in focus, use of work experience, goals,
and participation. While in development, more direct and
motivate employees to explore and find ways in improving
career and self-development.

One research conducted by Grund & Titz [19] obtained
the results that employees participating in training provided
by the company and company support to provide training
for employees significantly have a positive influence on
employee commitment. In addition, Ocen et al. [40], on the
banking sector in Uganda, obtained results that employee
training positively affects employee commitment. Based on
the results of these studies, in line with the second
hypothesis, the third hypothesis will test the influence of
employee perceptions related to training and development
on employee commitment, as follows:
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Hypothesis 3: Training and development have a
significant positive influence on employee commitment.

V. Information Sharing

Information sharing is one of the components in HRM
management that is currently understudied, and it is
described as the firm's distribution of information to
workers regarding corporate regulations, interactions with
the company environment, and company objectives [9].
Although research related to the openness of information is
still small, from some existing studies that the disclosure of
information has an influence on the culture of innovation in
the work environment [11], learning in the work
environment [9], and organizational change [4].
Management of company information disclosure can be in
the form of information related to the company's strategic
objectives, plans, company activities, and operating
standards, which contribute to improving employees'
positive perception of the company [9]. Based on previous
studies and research related to the influence of this factor on
employee commitment encourages researchers to test the
fourth hypothesis, as follows:

Hypothesis 4: Information sharing has a significant
positive influence on employee commitment.

VI. Supervisory Support

Each employee is believed to have different attitudes and
reactions to the company that is influenced by how much
support is gained from the company environment.
Supervisory support is defined as the employee's view of the
extent to which the boss appreciates the contributions they
make and is concerned for the welfare of employees [38].
The support in question can come from the company
organizationally, superiors, or co-workers [42]. A good boss
is said to be capable of setting goals, instilling a positive
attitude, and raising employee awareness of the necessity of
training and development [61]. Employees build a
perception of supervisory support based on decision-making
at work, awards from supervisors, support received from
supervisors, and equality of treatment received from
supervisors [24].

Related to the relationship with employee commitment,
from research conducted by Khan & Lakhsmi [30], superior
support has a significant positive influence on employee
commitment. Similarly, the same results were obtained from
research conducted by Mohamed & Ali [38] and
Orgambidez & Almeida [41], which tested the relationship
of these two variables, obtained the result that superior
support has a relationship with employee commitment.
Based on the results of these studies, in the fifth hypothesis,
researchers will test the influence of employee perceptions
related to superior support for employee commitment, as
follows:

Hypothesis 5: Supervisory support has a significant
positive influence on employee commitment.

VII. The Mediating of Employee Commitment
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The role of employee commitment mediation has been taken
measurements in several studies [31]. Kavuludi et al. [29]
investigated the impact of employee commitment mediation
on the relationship between incentives and employee
performance, interpreting incentives as a compensation
system divided into two types, namely monetary (financial)
and non-monetary (non-financial), and discovered that
employee commitment mediates incentive relationships to
employee performance. The same thing was also studied by
Kashmiri et al. [28], which is the organization's
commitment to mediate the relationship between the
compensation system and employee performance. What is
meant by the organization's commitment in this research is
the association and contribution of employees to the
company. Organizational commitment is divided into three
types, namely affective  commitment, normative
commitment, and continuous commitment. Butali &
Njoroge [12] examined the effect of commitment
moderation affecting training and development on
performance and discovered that commitment moderates the
two relationships. Kariuki and Kiambati [27] discovered
that the effect of moderating employee commitment on the
effects of information disclosure on performance played a
role. It is also suggested that affective commitment is
positively associated with organizational behaviours such as
performance, attendance, and desire to work for the firm
[35, 33]. According to Talukder and Galang [57], employee
commitment mediates the association between superior
support and employee performance.

Hypothesis 6: Employee commitment mediates the
relationship between HRM (a) compensation system, (b)
training and development, (c) information sharing, (d)
supervisory support partially to employee performance.

From the description of the six hypotheses above, the model
of this study is quantitative research whose relationships
between variables can be described as follows:

FIGURE 1
RESEARCH MODEL

RESEARCH METHOD

I. Design and Sample

This research is a quantitative study that will be conducted
using survey methods. This method was chosen because
researchers need to get information about the influence
between employees in pension fund management companies
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in HRM on employee performance mediated with employee
commitment variables. The duration of this study was
conducted one time (cross-sectional) at a relatively short
time using questionnaires as a survey tool. The population
in this study is all employees in a pension fund management
company in Indonesia spread across one head office and 57
branch offices. The sampling method used is a simple
random sampling method. This simple random sampling
method is taken with the consideration that researchers have
a complete list of all employees as a population, and all of
these employees are equally likely to be selected as research
subjects, with the hope that the results can be generalized to
describe population characteristics [10]. This study's sample
size is 323 employees, defined by the number of samples
using the strategy of sampling the number of samples based
on the Slovin Formula with a significance level of 5% [56,
52].

1. Measures

Questionnaires were conducted in this study using online
survey links distributed across the entire study population.
Questionnaire items adapted from questionnaire items that
have been used in previous research so that validity
constructs of the questionnaire items used have been tested.
Compensation system variables are measured using 2
dimensions, namely financial dimensions (3 questionnaire
items) and non-financial (2 questionnaire items) [43, 21].
Questionnaire items for training and development variables
adapted from 4 previous studies namely Battistelli et al. [9],
Bos-Nehles & Veenendaal [11], Ibenu [23], and Saifalislam
et al. [51] which concluded the measurement using 2
dimensions of measurement, namely employee training (3
questionnaire items) and employee development (2
questionnaire items).

Information sharing variable uses questionnaire items
used in the Bos-Nehles & Veenendaal [11] study, which is
divided into 4 dimensions of measurement, namely the goal
(2 questionnaire items), plan (2 questionnaire items),
company activities (2 questionnaire items), and operating
standard (2 questionnaire items). Supervisory support
variables are measured using 2 dimensions of measurement,
namely rewards from the supervisor (2 questionnaire items)
and support received from the supervisor (3 questionnaire
items) [11]. Employee commitment variable questionnaire
items using questionnaire items adapted from 3 previous
studies namely Lee & Ravichandran [31], Chafferkey et al.
[13], and Bar-Haim [8], which consists of 3 dimensions of
measurement; affective commitment (3 questionnaire
items), continuous commitment (2 questionnaire items), and
normative commitment (2 questionnaire items). Employee
performance is measured using 5 dimensions of
measurement, namely quantity (2 questionnaire items),
quality (3 questionnaire items), timely (2 questionnaire
items), discipline (2 questionnaire items), and teamwork (2
questionnaire items). Questionnaire items for employee
discipline measurements from Lee & Ravichandran [31] and
Bangun [7].
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111. Procedure

In this study, data will be collected using a Likert Scale (1-
5) questionnaire to measure respondents’ opinions and
perceptions of the variables examined (HRM perceptions):
compensation  system, training and development,
information  sharing, supervisory support, employee
commitment, and employee performance). Respondents will
fill out a questionnaire by selecting one answer from each
statement that best describes the conditions in their opinions
and perceptions with answers 1 = Strongly Disagree, 2 =
Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree [36].

Analysis of this research hypothesis use Partial Less
Square - Structural Equation Modelling (PLS-SEM). First,
researchers will perform a Confirmatory Factor Analysis
(CFA) calculation to test the validity of the contract with
valid indicator criteria if the outer loading value > 0.5. This
validity test aims to find the items that make up the
indicator of the latent variable. Further, there will be a test
of the reliability of the contract with the reliable criteria if
the composite reliability value > 0.7 [20], and the value of
Cronbach's Alpha > 0.6. Convergent validity testing criteria
by looking at the Average Variance Extracted (AVE) value
> 0.5 [14]. The criteria for hypothesis testing will refer to
when the sig value. p-value > o = 0.05 then the hypothesis
is acceptable [60], or accept the hypothesis if the t-statistic >
t-table = 1.96.

DATA ANALYSIS AND DISCUSSION

I. Sample Characteristics

Based on Table 1, the number of male respondents
outnumbers the female respondents by a margin of 31
respondents  (9.59%). The employee performance
assessment interval in 2020 around on A- (73.99%) and B+
(24.77%) grades, where no employees earned A+ and C.
The deployment of the work units of the study respondents
was mostly Branch Office employees spread across 57
Branch Offices with 5 types of branch office classification,
and Head Office employees who filled out questionnaires
were 8.05% of the total respondents to this study. The
working period of the respondents spread at several
intervals of years, namely < 5 years (29.10%), 5-10
(27.86%), and >20 (34.67%), while the rest were
respondents with a working period of 10-15 years.
Uniquely, due to the absence of employee acceptance
between 1991 to 2006, no respondents with 15-20 years of
the working period were found.

TABLE |
RESPONDENT PROFILE
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No Sex Freq Per i Cu i Variable Dimension | Indicator| 30T Crobach's | Composite | Average Variance | Result of Validity
1 Male 177 54’79% 54’79% v P Loading Alpha Reliability Extracted (AVE) and Reliability
2 Female 146 45,20% 100% [Frituse Patory Quantity’ 0,696 0,867 0,766 Valid and Reliable
323 100% EPL 0,89
Performance Appraisal (2020) Quality £ o 0,855 0,913 0778 Valid and Reliable
1 A+ 0 0% 0% EP3 0,918
2 A 2 0,62% 0,62% e B
3 A- 239 73,99% 74,61% Timely ] 0,911 0,957 0,918 Valid and Reliable
1 B+ 24,77% 99,38% o gggg
5 B 1 0,31% 99,69 Discipline 0,697 0,868 0,767 Valid and Reliable
6 B- 1 0,31% 100% EP8 0,873
EP9 0,879
7 C 0 0% 100% Teamwork 0,898 0952 0,908 Valid and Reliable
323 100% EP10 0,953
Work Unit TR EP11 0,953
1 Head Office 26 8,05% 8,05% Affective 0,845 0,906 0,764 Valid and Reliable
2 Branch Office 297 91,95% 100% = a8
323 100% £C3 0,858
Working Period Continuous 0,684 0,864 0,76 Valid and Reliable
1 <5 Years 94 29.10% 29,10% T o
2 5-10 Years 90 27,86% 56,97% Normative 0,792 0,906 0,827 Valid and Reliable
3 1015 Years 27 8,36% 65.33% R T
4 15— 20 Years 0 0,00% 65,33% C System )
5 > 20 Years 112 34,67% 100,00% Financial = — 0,861 0,915 0,784 Valid and Reliable
323 100% Ccsa | 099
Cs3 0,907
In this study, employee performance was measured using 11 S o e — S E—
- - - - - CS5 0,941
indicators from 5 dimensions, employee commitment was T b
- - - - . Training 0,895 0,934 0,826 Valid and Reliable
measured using 7 indicators from 3 dimensions, T oot
compensation system, learning, and development, as well as . o | ome | L S
supervisory support, were measured using 5 indicators from Tor [ oen
2 Qimgnsions, and infor.matio-n sharing was measured using {information Shaing_____ T T T
8 indicators from 4 dimensions. Variables are measured T
using a Likert scale with 5 levels of answers: 1 = Strongly - I O R S —
Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Ay et e R KU T I
- . - - gqs 1S5 0,937
Agree. The following are the findings of the validity and — S T . B E—
reliability tests performed using the Smart PLS application: T N : :
e Construct Validity, Construct Reliability and S — ——
Convergent Validity: The results of the test of Reverd T B TS IS E— 0% 1 validand Relidle
construct validity, reliability, and convergent validity S S S B B G AT ETENET:
- - SS3 0,831
can be seen according to the following table: T
TABLE Il '
CONSTRUCT VALIDITY, CONSTRUCT RELIABILITY AND CONVERGENT Based on the results of CFA testing, all question indicators
VALIDITY in this study have a factor loading value of > 0.5, which can
be interpreted as that all indicators used are constructively
valid. Furthermore, all indicators are tested for reliability
contracts with reliable criteria if Cronbach's Alpha value >
0.6 and composite reliability > 0.7, and it is obtained that all
dimensions have a value of Cronbach's Alpha > 0.6 and
composite reliability > 0.7. Thus, it can be concluded that
all dimensions are reliable to use. As shown from the
reliability testing results, the composite reliability
coefficient has a more accurate estimation power than

Cronbach's Alpha coefficient. The Average Variance

Extracted (AVE) value is then used to perform convergent

validity testing. With the acquired AVE values of all

variables in the study are > 0.5, it can be inferred that all
variables in the study qualify for convergent validity.

e Discriminant Validity: Discriminant validity testing is
conducted to preview cross-loading indicators. If the
indicator has a greater correlation to the variable than
other variables, it is said to have discriminant validity.

TABLE Il
DISCRIMINANT VALIDITY
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Ya [ v2 [ v3 [ va [ vs [ w1 [ m2 [ w3 [ xun [ xi2 [ Xed [ x22 [ xa1 [ X32 [ X33 [ X34 | X4 | x42
EPL | 0,89 | 0,649 | 0,639 [ 0,547 [ 0,661 | 0,447 | 0307 | 0,493 | 0,408 | 0,239 | 0325 | 0,406 | 0,482 | 0,452 | 0.403 [ 0439 [ 0,387 | 0,321
EP2 | 0854 [ 0516 | 0513 | 0539 | 0508 [ 0446 | 0,345 | 0457 | 0397 [ 0317 [ 0399 | 0,358 | 0383 | 0456 | 0464 | 0,397 | 0400 | 0433
EP3 | 0641 | 0.918 | 0.740 | 0,539 | 0574 | 0,505 | 0,429 | 0,523 | 0,458 | 0301 | 0.454 | 0.433 | 0,481 | 0491 | 0520 | 0530 | 0453 | 0,433
EP4 | 0652 | 0.924 | 0.765 | 0,538 | 0589 | 0,515 | 0.427 | 0,553 | 0,407 | 0.325 | 0.455 | 0.425 | 0,506 | 0.476 | 0520 | 0.484 | 0,394 | 0,399
EPS | 0465 | 0,798 | 0626 | 0.462 | 0,476 | 0392 | 0.438 | 0433 | 0273 | 0213 | 0.286 | 0.286 | 0347 | 0349 | 0371 | 0.339 | 0337 | 0365
EP6_| 0620 | 0,778 | 0,958 | 0618 | 0,642 | 0458 | 0,393 | 0494 | 0382 | 0264 | 0413 | 0,396 | 0,427 | 0.430 | 0501 | 0,436 | 0,374 | 0412
EP7 | 0650 | 0,772 | 0,959 | 0,584 [ 0,692 | 0,504 | 0,414 | 0,479 | 0,430 | 0,267 | 0354 | 0:359 | 0,494 | 0,472 | 0.493 | 05501 [ 0,365 | 0,378
EPS | 0545 | 0,516 | 0,554 | 0,873 [ 0559 | 0,347 | 0347 | 0,405 | 0,306 | 0234 | 0262 | 0265 | 0,321 | 0,316 | 0365 | 0331 [ 0217 | 0,222
EP9 | 0501 | 0,506 | 0,545 [ 0.879 [ 0,648 | 0,470 | 0319 [ 05526 | 0,405 | 0,265 | 0286 | 0,287 | 0,369 | 0401 | 0464 [ 0395 [ 0,279 | 0,326
EP10_ | 0,626 | 0,590 | 0660 | 0,680 | 0,953 | 0525 | 0,374 | 0,55 | 0,421 | 0203 | 0,331 | 0,364 | 0440 | 0471 | 0473 | 0.484 | 0362 | 0359
EP11 | 0,657 | 0,59 | 0666 | 0,633 | 0,953 | 0465 | 0,369 | 0,502 | 0,416 | 0235 | 0,335 | 0,404 | 0509 | 0.444 | 0.466 | 0,509 | 0346 | 0334
ECI | 0405 | 0,430 | 0,373 | 0,383 | 0,406 | 0,887 | 0.495 | 0,655 | 0,413 | 0326 | 0.433 | 0,346 | 0,251 | 0,310 | 0396 | 0339 | 0,350 | 0.378

EC2 | 0407 | 0,491 | 0,446 | 0,372 | 0,423 | 0,876 | 0,620 | 0,666 | 0,466 | 0,319 | 0.425 | 0,403 | 0,3% | 0,369 | 0,430 | 0.430 [ 0,363 | 0,362
EC3 | 0529 | 0488 | 0,490 [ 0,475 [ 0,538 | 0,858 | 0454 | 0,616 | 0,445 | 0326 | 0.424 | 0432 | 0,400 | 0,324 | 0370 [ 0379 [ 0,422 | 0,355
EC4 | 0353 [ 0434 [ 0357 | 0335 | 0341 [ 0507 | 0,867 | 0,586 | 0410 [ 0326 | 0379 | 0418 | 0338 | 0379 [ 0420 | 0,413 | 037 | 0420
ECS | 0294 | 0415 | 0377 | 0,327 | 0339 | 0,541 | 0,877 | 0617 | 0,317 | 0259 | 0372 | 0,403 | 0,264 | 0,279 | 0384 | 0356 | 0294 | 0,312
EC6 | 0429 | 0,490 | 0394 | 0.427 | 0,444 | 0643 | 0,678 | 0.909 | 0,406 | 0304 | 0.408 | 0.368 | 0342 | 0.402 | 0.444 | 0.404 | 0361 | 0.422
EC7 | 0561 | 0553 | 0530 | 0541 | 0567 | 0703 | 0,577 | 0,910 | 0509 | 0355 | 0.464 | 0.474 | 0455 | 0523 | 0.497 | 0,510 | 0393 | 0.469

€SI | 0421 | 0408 | 0396 | 0342 | 0,389 | 0,408 | 0,353 | 0401 | 0,816 | 0,338 | 0.524 | 0566 | 0471 | 0433 | 0.459 | 0543 | 0396 | 0,413
52 | 0454 | 0425 [ 0400 | 0452 | 0453 [ 0,476 | 0,396 | 0,504 | 0929 [ 0420 | 0463 | 0,526 | 0467 | 0.447 | 0482 | 0,580 | 0457 | 064
©s3 | 0350 [ 0329 [ 0334 | 0283 | 0327 [ 0457 | 0,356 | 0427 | 0.907 [ 0415 [ 0450 | 0532 | 0357 | 0432 [ 0415 | 0517 | 0472 | 0473
CS4 | 0296 | 0,298 | 0266 | 0,253 | 0,210 | 0342 | 0,281 | 0,316 | 0381 | 0931 | 0379 | 0,350 | 0238 | 0285 | 0323 | 0.372 | 0296 | 0340
CS5 | 0291 | 0302 | 0252 | 0279 | 0220 | 0350 | 0,343 | 0,361 | 0,454 | 0941 | 0405 | 0,390 | 0318 | 0298 | 0345 | 0.429 | 0335 | 0361
TD1 | 0347 | 0390 | 0338 | 0274 | 0,209 | 0469 | 0,332 | 0410 | 0,424 | 0354 | 0910 | 0,667 | 0457 | 0.444 | 0521 | 0.445 | 0496 | 0.487
TD2 | 0366 | 0439 | 0402 | 0,266 | 0,337 | 0458 | 0,419 | 0450 | 0,475 | 0364 | 0,920 | 0,680 | 0506 | 0.474 | 0499 | 0.498 | 0483 | 0547
D3 | 0403 [ 0420 | 0350 | 0314 | 0317 | 0406 | 0,422 | 0,447 | 0568 | 0425 | 0,896 | 0,700 | 0441 | 0525 | 0674 | 0,551 | 0,538 | 0592
D4 | 0402 [ 0421 [ 0384 | 0207 | 0346 | 0427 | 0,484 | 0432 | 0549 [ 0377 [ 0737 | 0.942 | 0535 | 0516 | 0552 | 0,595 | 0,518 | 0517
D5 | 0420 [ 0399 [ 0355 | 0204 | 0412 [ 0416 | 0,397 | 0437 | 0595 [ 0374 [ 0671 | 0,935 | 0500 | 0572 [ 0553 | 0,619 | 0,554 | 0556
S1_| 0500 | 0,512 | 0.478 | 0400 | 0503 | 0,393 | 0343 | 0,444 | 0488 | 0209 | 0520 | 0,556 | 0.992 | 0,678 | 0612 | 0.733 | 0,418 | 0,443
S12 | 0489 | 0,499 | 0.475 [ 0.382 | 0,485 | 0,395 | 0339 | 0,426 | 0,474 | 0294 | 0503 | 0,539 | 0.992 | 0,681 | 0618 | 0.738 | 0,407 | 0,424
S13 | 0511 | 0,489 | 0.463 | 0.390 | 0480 | 0,377 | 0378 | 0,499 | 0,479 | 0311 | 0.499 | 0571 | 0,695 | 0.952 | 0.702 | 0.728 | 0.432 | 0.464
S14 | 0470 | 0,463 [ 0,429 [ 0,388 [ 0,428 | 0,363 | 0334 | 0,463 | 0,455 | 0278 | 0505 | 0,526 | 0,599 | 0,944 | 0.668 | 0,649 | 0,393 | 0,427
15 | 0502 | 0,557 | 0,528 [ 0481 [ 0470 | 0,462 | 0484 [ 0,514 | 0,442 | 0389 | 0632 | 0,567 | 0,633 | 0,693 | 0937 | 082 [ 0502 | 0.5a1
St6 | 02413 | 0,444 [ 0,437 [ 0,400 [ 0449 | 0,389 | 0382 [ 0,449 | 0,510 | 0276 | 0524 | 05531 | 0521 | 0,656 | 0929 | 05678 [ 0,400 | 0,455
S17_| 0466 | 0,491 | 0,486 | 0,389 | 0513 | 0,413 | 0.414 | 0,490 | 0,562 | 0384 | 0,499 | 0,582 | 0.747 | 0727 | 0710 | 0952 | 0,422 | 0,417
S18 | 0441 | 0,490 | 0,440 [ 0,399 [ 0,475 | 0,420 | 0.421 | 0,463 | 0,610 | 0432 | 0542 | 0,646 | 0,657 | 0,662 | 0.670 | 0.945 | 0,490 | 0,469
SS1 | 0417 | 0.425 | 0363 | 0.268 | 0,352 | 0416 | 0401 | 0.425 | 0509 | 0.352 | 0.560 | 0580 | 0,404 | 0.437 | 0.480 | 0484 | 0,946 | 0.784
52 [ 0432 | 0426 | 0367 | 0268 | 0,351 | 0,407 | 0.324 | 0360 | 0437 | 0,288 | 0.492 | 0500 | 0383 | 0,387 | 0.437 | 0424 | 0946 | 0.783
53 [ 0483 | 0481 | 0458 | 0348 | 0,418 | 0456 | 0,411 | 0520 | 0540 | 0208 | 0,583 | 0,580 | 0523 | 0518 | 0,53 | 0.487 | 0688 | 0831
554 [ 0374 [ 0392 | 0349 | 0207 | 0,302 | 0375 [ 0,380 | 0419 [ 0436 | 0370 | 0,516 | 0483 | 0360 | 0,407 | 0.476 | 0409 | 0,798 [ 0,043
555 [ 0334 [ 0365 [ 0320 | 0241 | 0275 [ 0348 [ 0,348 | 0,399 [ 0414 [ 0,346 [ 0,524 | 0,495 | 0317 [ 0362 | 0,404 | 0,374 | 0,758 [ 0931

The data from Table 3 shows that each indicator correlates
more strongly in its dimensions than any other dimension,
both in the same and different variables. As a result, it is
possible to infer that the indicators utilized are valid on a
discriminant basis.

I1. Hypotheses Test

The following table shows the hypothesis results of this
study:

TABLE IV
HYPOTHESES TEST
Structural Path g:’m"';;";':‘('» (;}:_:";"3':“) PValues | R“""s:;““g
H1 |Employee Commitment -> Employee Performance 0,651 16,268 0,000 Accepted
H2 |Compensation System -> Employee Commitment 0,261 3,161 0,002 Accepted
H3 |Training and Development -> Employee Commitment 0,148 1,939 0,053 Rejected
H4  [Information Sharing -> Employee Commitment 0,216 2,908 0,004 Accepted
H5 |Supervisory Support -> Employee Commitment 0,154 2,122 0,034 Accepted
H6a |Compensation System -> Employee Commitment -> Employee Performance 0,170 3,197 0,001 Accepted
H6b | Training and Development -> Employee Commitment -> Employee Performancy 0,097 1,951 0,052 Rejected
Héc |Information Sharing -> Employee Commitment -> Employee Performance 0,141 2,688 0,007 Accepted
Héd |Supervisory Support -> Employee Commitment -> Employee Performance 0,100 2,058 0,040 Accepted

Analysis of data using PLS-SEM in Table 4.4 with a
significant rate of 95%, indicates that the effect of employee
commitment on employee performance ((B = 0.651, t-
statistic = 16,268 > 1.96, p-value = 0.000 < 0.05) is a
significant positive influence, so the hypothesis is accepted.
Moreover, the effect of the compensation system on
employee commitment ((B = 0.261, t-statistic = 3,161 >
1.96, p-value = 0.002 < 0.05) shows a highly positive
influence meaning the hypothesis is accepted. However, the
effect of training and development on employee
commitment ((p = 0.148, t-statistic = 1,939 < 1.96, p-value
= 0.053 > 0.05) has an insignificant positive influence
meaning the hypothesis is rejected. The effect of
information sharing on employee commitment (( = 0.261,
t-statistic = 2,908 > 1.96, p-value = 0.004 < 0.05) is a
significant positive influence, so the hypothesis is accepted.
Moreover, the influence of supervisory support on employee
commitment ((f = 0.154, t-statistic = 2,122 > 1.96, p-value
= 0.034 <.05) is a significant positive influence, so
hypotheses are accepted. The results of the employee
commitment mediation test on the effect of the
compensation system on employee performance ((f = 0.170,
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t- statistic = 3,197 > 1.96, p-value = 0.001 < 0.05) are
mediating the relationship between the two variables. The
effect of training and development on employee
performance ((B = 0.097, t- statistic = 1,951 < 1.96, p-value
= 0.052 > 0.05) does not meditate the relationship between
the two variables. Mediating employee commitment to the
effect of information sharing on employee performance ((
= 0.141, t- statistic = 2,688 > 1.96, p-value = 0.007 < 0.05)
is mediating the relationship of the two variables. The same
result was also obtained on the mediation testing of
employee commitment on the effect of supervisory support
on employee performance (B= 0.100, t-statistic = 2,058
>1.96, p-value = 0.040 < 0.05) meditates the relationship
between the two variables.

111. Discussion

According to the literacy study, this is the first study to
investigate the effect of the compensation system, training
and development, information sharing, and supervisory
support on employee performance as mediated by employee
commitment to civil servant pension fund management firm
in Indonesia. Results from SEM analysis obtained from 323
study respondents showed that compensation system,
information sharing, and supervisory support significantly
and positively influence employee commitment, and
employee commitment positively influences employee
performance. However, the results of other hypothesis
testing showed that training and development had an
insignificant positive influence on employee commitment.
In conducting research related to the influence of
compensation systems, researchers use two dimensions,
namely financial and non-financial [47, 59]. Furthermore,
the financial dimension aims to measure the level of
employee perception related to the conformity of employee
expectations to the amount of salary and bonuses received,
and the non-financial dimension measures the level of
employee perception related to the feasibility and ease of
access to health insurance [43]. From this study’s results,
they are consistent with prior studies by Riana and
Wirasedana [48] and Tarus [58], which found that there is a
significant positive impact of the compensation system on
employee commitment. This shows that the compensation
system policy applied to this company must be formulated
wisely because of its effect on employee commitment.

For testing related to the influence of training and
development, researchers use two dimensions, namely
training and development. Both dimensions are used to
measure employee perception levels of availability,
suitability, and opportunities for employees to participate in
training and development programs provided by the
company [9, 11, 23, 51]. According to the result of this
study, training and development have an insignificant
positive impact on employee commitment to a pension fund
management company in Indonesia. This contradicts prior
study by Grund and Titz [19] and Ocen et al. [40], which
concluded that training and development have a significant
positive impact on employee commitment. Therefore, the

Vol. 6 No. 3(December, 2021)

International Journal of Mechanical Engineering
2727



test conducted by the researchers is the first study and
obtained new findings that the level of employee
commitment to this company is significantly influenced by
management's openness to its employees. Through
measuring the influence of openness of information, it can
be seen how much role communication and interaction in
the company can affect the performance of employees. In
conducting research related to the influence of superior
support, researchers use two dimensions, namely
appreciation, and support [24]. Whereby the dimension of
appreciation is the researchers take measurements of the
perception felt by employees related to the appreciation
given by supervisor for the results of work and how
employees assess the supervisor's ability to listen and
respect the opinions of their employees.

From the explanation above, it can be seen that
employee commitment to pension fund management
companies in Indonesia is influenced by three things,
namely compensation system policies applied in the
company, the level of information shared by the
management, and support from the supervisor. The role of
employee commitment variables in mediating the
relationship between the compensation system, training and
development, information sharing, and supervisory support
for employee performance is obtained as a result that
employee commitment being able to mediate the
relationship between the compensation system, information
sharing and supervisory support for employee performance
partially. This study's employee commitment was measured
based on three dimensions, namely affective commitment,
continuous commitment, and normative commitment [49].
Employee commitment has a considerable positive effect on
employee performance, which aligns with the studies by Lee
& Ravichandran [31] and Ismail & Rishani [25]. The
mediating influence of employee commitment needs to be
measured to see how far employees feel involved
affectively, sustainably, and normatively to policies within
the company and see how it affects employees' high and low
performance.

CONCLUSION

I. Conclusion

This research examines the influence of employee
perception on HRM in the company (compensation system,
training and development, information sharing, and
supervisory support). Among the results that should be
underlined, perceptions related to HRM are felt not only in
the form of policies applied in the company but also related
to daily interaction and communication in working in the
company. From this study, it was obtained that the
compensation system, information sharing, and supervisory
support influence employee commitment, as well as the
mediation of employee commitment related to the influence
of these three variables on employee performance. Testing
of training and development variables yielded results that
there was no significant positive influence both of employee
commitment and the relationship of mediation of employee
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commitment. The dimensions that affect HRM variables
influence employee commitment which also affects how
employees deliver maximum performance. As such, the
study is one of the first attempts to demonstrate the
relationship of all indicators that can influence the
improvement in employee commitment, which partially
measures the mediation of employee performance. In the
future, researchers expect that the results of this study can
be a consideration for companies in taking policy and
creating a supportive culture within the company.
Researchers also expect future studies to explore how other
unutilized factors will drive improved employee
performance.

I1. Implication

This research contributes as literature in several aspects.
First, provide an initial understanding of how HRM can
affect employee performance through increased employee
commitment. In addition, research on this corporate sector is
very rare to be found, even specifically done on civil servant
pension fund management companies in Indonesia has never
existed before. Therefore, understanding how to improve
employee performance from policies that the company can
regulate is very important, because as a profit-oriented
company, improved performance from day to day is
expected. This research allows the authors to show that
although employee commitment does not mediate training
and development policies to employee performance,
employee commitment mediates other  variables:
compensation system, information sharing, and supervisory
support. Future study should explore mediators or other
moderators that could help uncover further indirect
correlations between HRM factors and employee
performance.

With the obtained results, there are some practical
implications from this study. First, companies that are
willing to encourage performance improvement are advised
to create compensation system policies, create a culture of
mutual openness, and support each other between
employees (supervisor, employee, or co-workers). Suppose
the compensation system policy aligns with employee
expectations, information about the company, and long-term
business goals, and there is positive interaction between
employees. In that case, this will foster an employee's sense
of attachment to the company, whose influence is on
employee commitment. It shows that HRM is related to
policy and how companies build a climate that is open and
supportive in the company.

Second, this study's results show that one of the factors
of HRM, namely training and development, does not
influence employee commitment. This needs to be of
particular concern to management because the company's
policies related to training and development are already very
comprehensive. The existence of work units related to
training and development, such as the Human Resources
Work Unit and the Corporate University Work Unit, should
be able to increase employee commitment. According to the
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researchers, to obtain more detailed and comprehensive
findings, this should be studied further in the future.

I1. Research Limitation and Future Research

This research does have limitations and suggestions for
future research. First, the samples are employees from
pension fund management company in Indonesia that have
government employees as their target market that possible
make the result of perception may not be generalizable to
other employees from other private pension management
company. So future research better investigate the same
conceptual of this study in other context or populations.
Second, the factors of HRM wused in this study is
compensation  system, training and development,
information sharing, supervisory support, when the factor of
HRM based on many theories. Because of this, the influence
of the factors studied cannot be generalized as the influence
of HRM. Third, in this study, there’s no control for samples’
age and length of working, so that in measuring the
supervisory support indicator, it is likely that young
employees and few years of service have not been able to
assess the role of superiors more comprehensively.

REFERENCES

[1] Abomeh, O., & Peace, N., Effects of Training on Employees’
Productivity in Nigeria Insurance Industry. British Journal of
Economics, Management & Trade, Vol 7, No. 3, Pp. 227-235, 2015.

[2] Adebowale, S., & Adefulu, A., Training and Employee Productivity
of Selected Insurance: Perspectives for the Board Director. Corporate
Board Role Duties and Composition, Vol. 15, No. 3, Pp. 17-26, 2019.

[3] Adelekan, S., Azeez, R., & Rufai, M., Beyond Demographic
Dynamics, What Matters is Organizational Commitment. Global
Journal of Commerce & Management Perspective, Vol. 5, No. 4, Pp.
6-13, 2016.

[4] Ahmad, F., & Huvila, I, Organizational Changes, Trust and
Information Sharing: An Empirical Study. Aslib Journal of
Information Management, Vol. 71, No. 5, Pp. 677-692, 2019.

[5] Al-Nasser, A., The Effective Compensation System in Organizations.
I0SR Journal of Business and Management, Vol. 18, No. 11, Pp 85-
88, 2016.

[6] Bandula, P. M. K. U., & Jayatilake, L. V., Impact of Employee
Commitment on Job Performance : Based on Leasing Companies in
Sri Lanka. International Journal of Arts and Commerce, Vol. 8, No.
8, Pp 8-22, 2016.

[7] Bangun, W., Human Resource Management. Jakarta: Erlangga, 2012.

[8] Bar-Haim, A., Organizational Commitment: The Case of Unrewarded
Behavior. Israel: World Scientific Publishing Co. Pte. Ltd, Pp 1-89,
2019.

[9] Battistelli, A., Odoardi, C., Vandenberghe, C., Napoli, G. D., &
Piccione, L., Information Sharing and Innovative Work Behavior:
The Role of Work-Based Learning, Challenging Tasks, and
Organizational Commitment. Human Resource Development
Quarterly, Vol. 30, No. 3, Pp 361-381, 2019.

[10] Birkenmeier, B. J., & Sanséau, P.Y., The Relationships Between
Perceptions of Supervisor, Trust in Supervisor and Job Performance:
A Study in The Banking Industry. The Journal of Applied Business

Research, Vol. 32, No. 1, Pp. 161-172, 2016.

Bos-Nehles, A. C., & Veenendaal, A. A., Perceptions of HR Practices
and Innovative Work Behavior: The Moderating Effect of an

[11]

Copyrights @Kalahari Journals

[12]

[13]

[14]

[15]

[16]

[17]

(18]

[19]

[20]

[21]

[22]

(23]

[24]

[25]

[26]

[27]

(28]

Innovative Climate. The International Journal of Human Resource
Management, Vol. 30, No. 18, Pp 2661-2683, 2019.

Butali, P., & Njoroge, D., Training and Development and
Organizational ~ Performance: The Moderating Effect of
Organizational Commitment. International Journal of Scientific
Research and Management, 2017.

Chafferkey, K., Harney, B., Heffernan, M., & Dundon, T. (2019).
Perception of HRM System Strength and Affective Commitment: The
Role of Human Relations of Internal Process Climate. The
International Journal of Human Resource Management, Vol. 30, No.
21, Pp. 3026-3048.

Chin, W. W., The Partial Least Squares Approach to Structural
Equation Modelling. New Jersey: Lawrance Erlbaum Associates
Publisher, 1998.

Darma, P. S., & Supriyanto, A. S., The Effect of Compensation on
Satisfaction and Employee Performance. Management and
Economics Journal, Vol. 1, No.1, Pp. 66, 2017.

Eldor, L., & Harpaz, I., A Process Model of Employee Engagement:
The Learning Climate and Its A Process Model of Employee
Engagement. Journal of Organizational Behavior, Vol. 37, No. 2, Pp.
213-235, 2016.

Febrianti, S., Al-Musadieq, M., & Prasetya, A., The Effect of Reward
and Punishment on Work Motivation and Their Impact on
Performance (Study on Employees of PT Panin Bank Tbk. Micro
Jombang Area). Jurnal Administrasi Bisnis, Vol. 12, No. 1, Pp. 1-9,
2014.

Gaol, C. J., A to Z Human Capital Human Resource Management.
Jakarta: Grasindo, 2014.

Grund, C., & Titz, K., Affective Commitment Through Further
Training: The Roles of Firm Provision and Employee Participation.
Review of Managerial Science, 2021.

Hair, J. F., Black, W. C., Babin, B. J,, & Anderson, R. E.,
Multivariate data analysis. 7th Edn.: Pearson New International
Edition. London: Pearson, 2013.

Hasibuan, M., Human Resource Management a. Jakarta: PT Bumi
Aksara, 2014.

Herlina, F., & Gustomo, A., Design of Employee Performance
Appraisal in PT Mantu. Journal of Business and Management, Vol. 4,
No. 8, Pp. 873-881, 2015.

lbenu, M. O., Employee Perception to Training and Development.
North Cyprus: Eastern Mediterranean University, 2016.

Irawan, G. A., Darmawati, D., & Anggraeni, A. I, The Role of
Perceived Supervisor Support for enhancing Self Efficacy in The
Disruption Era (Industry 4.0): Research on Rural Bank BKK
Mandiraja Banjarnegara. International Conference on Rural
Development and Entrepreneurship 2019, Vol. 5, No. 1, Pp. 213-129,
2019.

Ismail, H., & Rishani, M., The relationships among performance
appraisal satisfaction, career development, and creative behavior. The
Journal of Developing Areas, Vol. 52, No. 3, Pp. 109-124, 2018.

Jehanzeb, K., & Bashir, N. A., Training and Development Program
and Its Benefits to Employee and Organization: A Conceptual Study.
European Journal of Business and Management, Vol. 5, No. 2, Pp.
2222-2839, 2013.

Kariuki, A., & Kiambati, K., Empowerment, Organizational
Commitment, Organization Citizenship Behavior, and Firm
Performance. David Publishing, Vol. 5, No. 4, Pp. 290-300, 2017.

Kashmiri, T., Mehran, M. M., & Pasha, A. T., Mediating Role of
Organizational Commitment: A Study of NADRA, Multan Region.
Journal of Arable Crops and Marketing, Vol. 1, No. 1, Pp. 15-33,
2019.

Vol. 6 No. 3(December, 2021)

International Journal of Mechanical Engineering
2729



[29]

[30]

[31]

[32]

[33]

[34]

[35]

[36]

[371

[38]

[39]

[40]

[41]

[42]

[43]

[44]

Kavuludi, S., Chege, K., Kemboi, A., Onyango, R., Bii, J., & Oluoch,
J. O., Mediating Effect of Employee Commitment on the Relationship
Between Incentives and Employee Performance: A Case of
Agricultural Development Corporation. IOSR Journal of Business
and Management, Vol. 18, No. 11, Ver. IV, Pp. 105-114, 2016.

Khan, M., & Lakhsmi, N., Mediating Role of Employee Engagement
in the Relationship between Perceived Supervisor Support and Job
Satisfaction. Asian Journal of Management, Vol. 9, No. 1, Pp. 189,
2018.

Lee, S. A., & Ravichandran, S., Impact of Employees’ Job Control
Perceptions on Their Work-Related Responses in The Hospitality
Industry. International Journal of Contemporary Hospitality
Management, Vol. 31, No. 7, Pp. 2720-2738, 2019.

Li, S., Ress, C., & Branine, M. Employees’ Perceptions of Human
Resource Management Practices and Employee Outcomes. Emerald
Publishing Limited, Vol. 41, No. 5, Pp. 1419-1433, 2019.

Liden, R. C., Wayne, S. J., & Sparrow, R. T., An Examination of The
Mediating Role of Psychological Empowerment on The Relation
Between Job, Interpersonal Relationship and Work Outcomes.
Journal of Applied Psychology, Vol. 85, No. 3, Pp. 407-416, 2000.

Mangkunegara, A. A. Manajemen Sumber Daya Manusia. Bandung:
PT Remaja Rosda Karya, 2013.

Meho, H., & Christian, F., Analysis of Government Employee
Performance in Keerom Regency, Papua, Indonesia. Journal of
Economics, Business, and Government Challenges, Vol. 2, No. 2, Pp.
128-135, 2019.

Meyer, J., & Allen, N., Commitment in The Workplace. Thousand
Oaks: Sage, 1997.

Mira, M. S., Choong, Y. V., & Thim, C. K., The Effect of HRM
Practices and Employees’ Job Satisfaction on Employee Performance.
Management Science Letters, Pp. 771-786, 2019.

Mohamed, S. A., & Ali, M., The Importance of Supervisor Support
for Employees’ Affective Commitment: An Analysis of Job
Satisfaction. International Journal of Scientific and Research
Publications, Vol. 6, No. 2, Pp. 435, 2016.

Noe, R. A. Employee Training and Development. New York: The
McGraw Hill Irwin, 2010.

Ocen, E., Francis, K., & Angundaru, G., The Role of Training in
Building Employee Commitment: The Mediating Effect of Job
Satisfaction. Western Journal of Nursing Research, Vol. 41, No. 9,
Pp. 742-757, 2017.

Orgambidez, A., & Almeida, H., Supervisor Support and Affective
Organizational Commitment: The Mediator Role of Work
Engagement. Western Journal of Nursing Research, Vol. 42, No. 3,
Pp. 187-193, 2020.

Pandey, A., & Chairungruang, S., Effects of Organizational Support,
Supervisor Support and Coworkers Interpersonal Helping Behavior
on Employee Job Satisfaction: A Case Study in Bangkok, Thailand.
International Journal of Economics, Business, and Accounting
Research, Vol. 4, No. 2, Pp. 283-293, 2020.

Prasetio, A. P., & Agathanisa, C., Examining Employee's
Compensation Satisfaction and Work Stress in A Retail Company and
Its Effect to Increase Employee Job Satisfaction. International
Journal of Human Resources Studies, Vol. 2019, No. 2, Pp. 239-265,
2019.

Pratama, R., & Aima, M., The effect of compensation and employee
engagement on organizational commitments and its implementation
toward employee performance of PT. XYZ Jakarta. International
Journal of Scientific and Research Publication, Vol. 8, No. 12, Pp.
360, 2018.

Copyrights @Kalahari Journals

[45]

[46]

[47]

(48]

[49]

(50]

(51]

(52]

(53]

(54]

(55]

(56]

(571

(58]

(59]

(60]

Prihantoko, C., & Ferijani, A., Effect of Compensation and Benefit on
Employee Performance with Motivation as Moderating Variable (A
Case on Millenial Employees of a Bank in Semarang). Journal of
Management and Business Environment, Vol. 2, No. 2, Pp. 188-211,
2021.

Rana, D., Assessing the Impact of Training Design and Development
on Employees’ Performance Insurance Sector in Kingdom of Saudi
Arabia. International Journal of Management Sciences and Business
Research, Vol. 5, No. 12, Pp. 251-260, 2016.

Ratnasari, S. L., Sutjahjo, G., & Yana, D., The Performance of Sharia
Banks Employees X Branch Batam Through Work Motivation.
Etikonomi, Vol. 18, No. 1, Pp. 63-72, 2019.

Riana, 1., & Wirasedana, I. P., The Effect of Compensation on
Organisational Commitment and Employee Performance with the
Labour Union as the Moderating Variable. Scientific Journal of PPI-
UKM, Vol. 3, No. 2, Pp. 83-88, 2016.

Robbins, S., & Judge, T. Organizational Behavior (15th ed.). Boston:
Pearson, 2013.

Rodriguez, J., & Walters, K. The Importance of Training and
Development in Employee Performance and Evaluation. Journal of
Multidisciplinary Research and Development, Vol. 3, No. 10, Pp.
206-212, 2017.

Saifalislam, K. M., Osman, A., & Al-Qudah, M. K. (2014). Human
Resource Management Practices: Influence of Recruitment and
Selection, and Training and Development on the Organizational
Performance of the Jordanian Public University. IOSR Journal of
Business and Management, Vol. 16, No. 5, Pp. 43-46, 2104.

Selvilla, C. G., Ochave, J. A, Punsalan, T. G., Regala, B. P., &
Uriarte, G. G. Research Method. Quezon City: Rex Printing
Company, 2007.

Sharma, P., Kong, T., & Kingshott, R. Internal service quality as a
driver of employee satisfaction, commitment, and performance.
Journal of Service Management, Vol. 27, No. 5, Pp. 773-797, 2016.

Sitienei, M., Egessa, R., & Owano, A. The Impact of Training and
Development on Employee Commitment: A Case of Department of
Children's Services, Kenya. Elixir International Journal, Vol. 89, Pp.
37268-37272, 2015.

Sudiardhita, K. I., Mukhtar, S., Hartono, B., Herlitah, Sariwulan, T.,
& Nikensari, S. I. The Effects of Compensation, Motivation of
Employee and Work Satisfaction to Employee Performance PT. Bank
XYZ (Persero) TBK. Academy of Strategic Management Journal,
Vol. 17, No. 4, 2018.

Supriyanto, W., & Iswandiri, R.. Tendency of the Academic Civitas
in Choosing Reference Sources for Compiling Scientific Papers in
Higher Education. Berkala Ilmu Perpustakaan dan Informasi,Vol. 13,
No. 1, Pp. 79-86, 2017.

Talukder, M. H., & Galang, M. C. Supervisor Support for Employee
Performance in Australia: Mediating Role of Work-Life Balance, Job,
and Life Attitude. Journal of Employee Counseling, Vol. 58, No. 1,
Pp. 2-22, 2021.

Tarus, B. K. Compensation Strategies and Employee Commitment in
Kenya: A Quantitative Analysis on Public Sector. International
Journal of Quantitative and Qualitative Research Methods, Vol. 4,
No. 1, Pp. 27-33, 2016.

Umar, A. Effect of Wage, Work Motivation, And Job Satisfaction Of
Worker Performance In Manufacturing Industry In Makassar City.
Jurnal Aplikasi Manajemen, Vol. 6, No. 5, Pp. 85-96, 2014.

Wijanto, S. H. Structural equation modeling dengan lisrel 8.8 konsep
& tutorial. 1st Edn. Graha llmu: Yogyakarta, 2008.

Vol. 6 No. 3(December, 2021)

International Journal of Mechanical Engineering
2730



[61] Winarto, Y., & Chalidyanto, D. Perceived Supervisor Support and
Employee Job Satisfaction in Private Hospital. Eurasian Journal of
BioSciences, Vol. 14, Pp. 2793-2797, 2020.

[62] Yulanda, N. Influence of Employee Motivation and Commitment on
Employee Performance at Bank Sumut Syariah Pematangsiantar.
Jurnal Maker, Vol. 3, No. 2, Pp. 76-84, 2017.

AUTHOR INFORMATION

Nurhaja, Student, Business Management Program,
Management Department, BINUS Business School Master
Program, Bina Nusantara University, Jakarta, Indonesia.

Copyrights @Kalahari Journals

Feby Adhi Putra, Student, Business Management Program,
Management Department, BINUS Business School Master
Program, Bina Nusantara University, Jakarta, Indonesia.
Pandiwi Siti Masita, Student, Business Management
Program, Management Department, BINUS Business
School Master Program, Bina Nusantara University, Jakarta,
Indonesia.

Agustian Budi Prasetya, Lecturer, Business Management
Program, Management Department, BINUS Business
School Master Program, Bina Nusantara University, Jakarta,
Indonesia.

Vol. 6 No. 3(December, 2021)

International Journal of Mechanical Engineering
2731



