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ABSTRACT : The purpose of this study is explaining the mediating role of job satisfaction in the relationship
amongcompensation, workloadand employeeretentionof PT. Jalur NugrahaEkakurir Express (JNE Express)

Denpasar Branch. Data were acculatedfrom70 respondents.Data analysisfoundthatThe
effectofbothcompensationsatisfactionandworkload are statisticallysignificant. The
higherthecompensationthehigherjobsatisfactionandthelowertheintentionofemployeetoleavethecompany,

itdoesmeanthattheemployeeretentionwilltendtobehigher. The
findingssuportedpreviousfindingregardingtheeffectsofcompensationonjobsatisfactionandemployeeretention. The
effectofworkloadonjobsatisfactionispositivelysignificant. The

companyimplementedperformancebasedcompensationsystem.  The  findingshowedthatthemore  individual
employeedeliverthepackage,  thehigher  finansial ~ rewardtheyget. Itisthereasonwhyworkloadis  not
necessarilycausedhigherintentiontoleavethecompany,  becausethe individual employeepaidbasedon his
achievedproductivity.

Keywords : compensation, workload, job satisfaction, employee retention.

l. INTRODUCTION

To remain more competitive, organizations need therefore not to only attract the best talents but also to
retain them on the job for a long term. The toughest challenge that organizations encounter nowadays is not only
how to manage the people but also how to keep them on the job as long as possible and how to maintain them
vigorous and ambitious. This study focuses on employee retention.
Employeeretentionisconcernedwithkeepingorencouragingemployeestoremain in anorganizationfor a
maximumperiodoftime (Das, B. L., &Baruah, M.,2013). WorkforcePlanningforWisconsin State Government
(2015), operatinalizedemployeeretentionasa
systematicefforttocreateandfosteranenvironmentthatencouragesemployeestoremainemployedbyhavingpoliciesand
practices in
placethataddresstheirdiverseneeds.Employeesdecidedtoworkforthecompanytogetsomebenefitstosatisfytheirneeds.
A satisfied employee is valuableforanycompany. Itisnot just becausea satisfiedemployeeis a retained employee
but alsoan ambassador for the companyandwill say positiveregardingthecompany. Satisfiedemployees are
happyemployeeswhoare tendtomore loyal to the company and its objectives. they are goingtogo the extra mile to
achieve goals and take pride in their jobs, their teams and their achievements. Effectivenessof Human Resource
Functioncanbereflectedonemployeesatisfactionofitsemployees. Employeesatisfactionisthegoalof human
resourcemanagementpolicytobuildemployeeloyalty.

Fitz-enz (1990) observedthatemployeecommitmentandretentionis not determinedby a singleissuebutby

a  clusteroffactors. Previousresearchersfound a  numberoffactorsassociatedwithemployeeretention.
Developmentalopportunities, qualitysupervision, jobstressandcolleaguestress are amongothersreported  as
influencingfactorsofemployeeretention. havesignificantinfluence (Brown, L.K, etal., 2002).
Compensationandappreciationofworkdone, provisionofchallengingwork, promotionanddevelopmentopportunity,
attractiveatmospherewithintheorganization, relationshipswithcolleagues, work-lifebalance,
communicationalsoreportedby ~ Walker, JW. (2001). RecentlyNaqvi, S.M.M.R. and Bashir, S.
(2015)foundthatsupervisionalsoaffectedemployeeretention. Ghapanchiand Aurum (2011)

describedthatretentionfactorsincluderemunerationandbenefits,  trainingopportunities,  fairandequaltreatment,
organizationalculture. Stressedonrelationshipwithcolleagueisalsofound as predictorofemployeeretention (Allen
and Shanock,2013).
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Preliminary study thatinvolvedfivecurrentemployeesof PT. Jalur Nugraha Ekakurir Express
CabangDenpasar indicatedthatthere were someaspectsthatdid not meetexpectationoftheemployeessuch as
lowcompensation,nocareerdevelopmentopportunityandexessiveworkload. Outofsixemployees,
threeofthemstatedthatthey plan tomovetoanothercompnaytofindbetterworkcondition.
Itindicatedthatemployeeretentionrateofthecompanywasrelativelylow. Present study aimedattoverifywetherthere
were anyrelationshipbetweenworkloadandemployeeretention,
relationshpbetweencompensationandemployeeretention,
andwetheremployeesatisfactionplayedmediatingroleonthoserelationship.

1. CONCEPTUAL MODEL AND RESEARCH HYPOTHESES
2.1. Employeeretention.

Mita, M., etal.,(2014) definedemployeeretention as a
techniqueadoptedbybusinessestomaintainaneffectiveworkforceandatthesametimemeetoperationalrequirements.
Bidisha (2013) describedit as a process in whichtheemployees are

encouragedtoremainwiththeorganizationforthemaximumperiodoftimeor until thecompletionoftheproject (Das, B.
L., &Baruah, M. ,2013).The workenvironmentandcompensation are usefultoolsforemployeeretention.
TrainingcanalsobeanimportanttoolforretainingemployeesAnis, A, etal.,
(2011)reportedthatimpactoftrainingonanemployeecanbeverycrucialforretention.
Itmeansthatwhentrainingisprovidedtotheemployees, ithas positiveeffectonemployeecompensationpackages.In
theend, theemployeeismoresatisfiedwith his currentemploymentandtheydecidedtostaywiththecompanyfor a
longerperiodoftime. The longerretentionofemployee, thehigherfirmproductivity.
Employeeretentionreducedthecostandwastageoftimethatisrequiredtorecruitandtotrainnewemployees.

2.2. EmployeeWorkLoadandJobSatisfaction.

Workloadmaybedefined as theamountofworkcompletedby a workerwithin a specifiedtimeframe.
Hoogendoorn, W.
E.Etal,(2002)showedthattheeffectofpsychosocialworkcharacteristicsonsicknessabsenceduetolowbackpain.
Afteradjustmentforconfounders, a significantlyincreased RR wasonlyfoundforlowjobsatisfactionUniversity. Lea,
V. M.,(2012)alsostatedthatincreasedworkloadcontributedtoincreasingjob-
relatedstressanddecreasingjobsatisfaction. Gidman, W. K.et al., (2007)reportedthatpharmacistsfeltworkloads were
escalating, andthatthlswasl|nkedto|ncreasedstressandreducedjobsatlsfactlon FurtherGidman, W. K.et al., (2011)
demonstratedthatincreasedworkloadshave are
associatedwithincreasedlevelsofstress,decreasedlevelsofhealthandwell-being,
decreasedjobsatisfactionandjobturnover.Yeh, H. J. (2015)indicatedthatjobresourcessuch as earnings, jobcontent,
andworkplacerelationsincreasejobsatisfactionwhilejobdemandssuch as workinghours,workloads,
andwork/familyconflictdecreasejobsatisfaction. The effectofworkloadonjobsatisfactionisformulated as :

H1: Workloadaffectsjobsatisfactionnegatively

2.3EmployeeCompensationandJobsatisfaction.

Sokoya (2000) in his investigationonjobsatisfaction level
amongthepublicsectormanagersfoundthatincomeorcompensationisthemostvaluabledeterminantofjobsatisfaction.
Michael, B. Etal.,(2016)provedthatthereis a

positiveresultexistbetweencompensationpackageandjobsatisfaction.Employeecompensation, in  termsofsalary,
benefits, andincentives, wasthemostimportantfactorfordeterminingjobsatisfaction (Davis, T. L. ,2013).Moncarz,
E., Zhao, J, & Kay, C. (2009).Compensationis not onlythereturnandbenefitsfortheworkthatdone,
butitalsoreflectstheiraccomplishments (Ali, 2009).Therewere
asignificantandpositivecorrelationbetweenthethreedimensionsofcompensationsystemdesignandemployeesatisfacti
on; The correlationbetweenjob-basedpayandemployeesatisfactionisthehighest,performance-
basedpayandskillbasedpay. Employeesatisfactionrelatestothecompensationsystemdesignofanenterprise (Lai, H. H.
(2011). The effectofcompensationonjobsatisfactionispresented as:
H2. Compensationaffectsjobsatisfactionpositively.

2.4.Job satisfactionandEmployeeRetention.

Lockeetal., (1976)definedjobsatisfaction as a
pleasurableorpositiveemotionalstateresultingfromtheappraisalofone’sjoborjobexperience. Aziri, B.
(2011)explainedthatjobsatisfactionis a

combinationofpositiveandnegativefeelingsthatworkershavetowardstheirwork. ~ When a  workerjoins a
businessorganization, he/shebringswithhim/hertheneeds,desiresandexperienceswhich he expectsfrom his job.
Jobsatisfactionrepresentstheextenttowhichexpectationsmatcheswiththe real awards.model
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clearlydepictsthatemployeeretentionfactorshave a directrelationshipwithjobsatisfaction.If thesefactorsexist in
theorganizationthenthetendencytoleavethejoborswitch over tosomeotherjobgetsreduced.
jobsatisfactionnegativelycorrelatedwithemployeeturnover. itclearlyshowedthatifthereisjobsatisfactionexist in
organization, itwillleadtotheretentionoftheexistingemployeesintotheorganization. (Das, B. L., &Baruah, M.,
2013). The effectofjobsatisfactiononemployeeretentionisformulated as:

H3: Jobsatisfactionaffectsemployeeretentionpositively.

2.5.Employee CompensationandEmployeeRetention.
Anis, A., etal, (2011)claimedthatcompensationpolicyplayanimportantrole in employeeretention

program.
Increasingthecompensationofemployeeaftertheirtraininganddevelopmentmakesfruitfulresultforretainingemployees
.Michael, B Etal .,(2016) revealedthattherewas a

significantrelationshipexistbetweencompensationpackageandemployeeretention,

themoreanemployeeisrewardedorcompensated, thelongertheyremain in anorganization. Employeecompensation,
in termsofsalary, benefits, andincentives, wasthemostimportantfactorfordeterminingemployeeretention( Davis, T.
L., 2013).Hong, E. N. C.Etal.,
(2012)foundthatthereissignificantlypositiverelationshipbetweencompensationandemployeeretention.Externalcomp
ensationcompetitivenesstoattractcompetentemployeesand individual equitytoretain toptalentcanbefosteredby a

faircompensationsystem. Employeesmayfeelthatthey are
appreciatedbytheorganizationfortheirperformanceandcontributionsifthneygetgoodsalary ~ (Lai,  2011).Indirectly,
theytendtoretain in theorganizationsincethey are valued.thatthereis a

significantrelationshipexistbetweencompensationpackageandemployeeretention,
themoreanemployeeisrewardedorcompensated, thelongertheyremain in anorganizationadandEmployeeRetention
(Michael, B.Et al.,2016).Predictionregardingtheeffectofcompensationonemployeeretentionis:

H4: Compensation has positiveeffectonemployeeretention.

2.6.Employee WorkLoadandEmployeeRetention.
Liu, H. L., & Lo, V. H. (2018) in his surveyof 1,099 reportersindicatedthatworkloadandnewsautonomy
were significantlyassociatedwith burnout. In addition, burnout wasfoundtobenegativelyrelatedtojobsatisfaction,

which in turn had a significanteffectonturnoverintention.Bowling, N. A.et al.,
(2015)reportedconsequencesofworkload. Furtherdescribedfoundthatsocialsupportwasnegativelyassociatedfor
supervisor support,co-workersupport) were

eachpositivelyassociatedwithworkloadontheotherhandworkloadisnegativelyassociatedwithpsychologicalandphysic
alwell-being,
andaffectiveorganizationalcommitmentandispositivelyassociatedwithturnoverintentionandabsenteeism.
Mostofthedemandsandresources’ variables (exceptprofessionaldevelopment) haveeffectsonintentionstoleave,

greaterworkloadandgreaterwork-lifeinterferenceresult in higher burnoutand are
thestrongestpredictorsofintentionstoleave ( Moloney, W.Etal., (2018).Employees*
dailyperceivedworkloadpositivelypredicteddailyworkfamilyconflict, which in

turnnegativelypredicteddailylifesatisfaction (Goh, Z., llies, R., & Wilson, K. S.,2015).Most of the demands and
resources’ variables (except professional development) have effects on intentions to leave.
Thegreaterworkloadandgreaterwork-lifeinterferenceresult in higher burnout and are
thestrongestpredictorsofintentionstoleave (Moloney,W., etal.,
2018).Predictiontheeffectworkloadandemployeeretention :

H5: workload has negativeeffectonemployeeretention.

2.7. ProposedConceptual Model.
The relationship model amongcompensation, workload,
jobsatisfactionandemployeeretentionispresentedonfigure 1.

H4

H2

H5
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Figure 1. Conceptual Model

1. RESEARCH METODOLOGY
3.1 Researchdesign.

Presentreseachemploy survei design. Data accumulationinvolved 71 employees.
Characteristicofrespondents are presentedon tabel 1.

Conceptual model
proposedtheroleofjobsatisfactionontheeffectofcompensationandworkloadonemployeeretention.
Jobsatisfactionvariablewasoperationalizedbasedontwofactortheoryperspective.Measurementconsistof ~ elemen
ofhygienefactorand motivator thatencourage individual employeegoestowork. Compensationisdefined as
finansial rewardgot by individual employeehavingthejobdone. Workloadwasdefined as thejobactivity individual

employeeshoulddoandisthereanybalancebetweendemandofthejobandavailable individual
employeecapability. Employeeretentionismeasured as subjectiveintentiontostaywiththecompany.
Data were measuredbyL ikertscalewithfive interval ( 1 - 5)

whichrepresentedopinionofstronglydissatisfied — stronglysatisfaidornever — always. Validityandreliability were
analyzedbyfactoranalysismethodandscalemethod. Researchhyphoteses were testedbyRegressionanalysismethod.

Table.1. Respondentcharacteristic

No. Description Quantity( Percent)
1. Sex
a. Men 62(88,6)
b. Female 8(11,4)
2. Age
a. 21<.. 13(18,6)
b. 21-30 51(72,9)
c. 31-40 5(7,1)
d. 40<.. 1(1,4)
3. Educationbackground
a. High Senior 53(75,7)
b. Diploma 12(17,1)
c. Undergraduate 5(7,1)
4. Lenghtofservice
a.< 3year 34(48,6)
b.3-5 year 23(32,9)
c.6-15year 13(18,6)
source: Primary Data, 2020.
The  numberof male responden  (88,6%) islargerthanfemalerespondent  (11,4%).

Researchlocationislogisticcompany. The numberof male employeesissignificantlyhigherthanfemaleemployee.
The characteristicofthejob in  whichphysicalstrenghtisimportantfactortosucceed. The ageofrespondent
respondents are between21-30 year. Itisaccountedfor 91,5% of total wunit sample. Level
educationofrespondentdominatedbythosewhograduatedfromhigh senior schoolandDiploma (92,8%), theremains
are graduatedfromundergraduate program. The lenghtofserviceofrespondent 95,5% lessthanfiveyear.

V. RESULTANDDISCUSSION.
ResultofValidityandReliabilitytest are presentedontable2. Criticalvalueof KMO parameter largerthan
0,50; Barlett’stestrange 42,980 — 137,018; Commulativeexplainedvariancelargerthan 0,50 indicatedthatthe data
are valid.
Table 2. TestofValidity

No | Variable KMO Barlett’stest CommulativeVariance | Interp.
1 | JobSatisfaction 0,738 137,018 95,702 Valid
2 | Workload 0,625 130,321 66,228 Valid
3 compensation 0,876 118,676 74,861 valid
4 Employeeretention 0,612 42,980 74,109 valid
Source; Primary data, 2020
ReliabilitytestindicatedthatVValueof Cronbach Alpha ofJobsatisfaction, workload,

compensationandemployeeretention are largerthan 0,60. Itindicatedthat data are reliableandthenhyphoteses
testing can be done.The result are presentedon tabel 3 in detil.
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Table3.Reliability Test

Variabel Cronbach’s Alpha Reliability
Workload 0,852 Reliable
Compensation 0,709 Reliable
Jobsatisfaction 0,951 Reliable
Emploeeretention 0,613 Reliable

Source :Priary data,, 2020

4.1 EmployeeRetentionScoresDistribution.
Average total employeeretentionscoreindicatedthatemployeeintentiontoleavetheorganizationishigh

(4,03), eventhougtheyhave not plan toquitfromcurrentorganization. They
havebeenlookingforinformationaboutjobvacancy in otherorganization (3,87); They
sentjobapplicationtootherorganizationtheyperceivedbetterthancurrentorganization (3,69) andwhentheyfind a
betterjob, theywillresignfromcurrentorganization (4,04). Data

indicatedthatthenumberofjobapplicationsubmittedbythe responden tis higherthanthenumberofrespondentwho are
activelysearchjobvacancyoutside.

Table. 4. EmployeeRetention ScoreDistribution

N item frequency Average Interp
0. Strongly | Dissagre | Netral | Agre | Strongl
Dissagre e e yagree
e
1|1 haveno plan 0 2 1 27 40 4,50 Very
toleavecurrentorganizatio High
n
2. |1 0 7 12 34 17 3,87 High

havebeenlookingforinfor
mationaboutjobvacancyav
ailableoutsidemycurrentor
ganization.

3.1 0 14 9 32 15 3,69 High
sendsomejobapplicationto
otherorganizationtogetbet
terjob

4, | When | 1 3 12 30 24 4,04 High
foundnewjoboutside, |
willresignfrommycurrentj
ob at  PT. Jalur
NugrahaEkakurir ~ (JNE
Express) Cabang
Denpasar

Averagescoreofemployeeretention 4,03 High

source:Primary data,2020.
4.2 JobSatisfactionScoreDistribution.

Average jobsatisfactiontotal score ishigh( 3,77). Constributionofaverage motivator factorscore (
3,78)ishigherthanHygieneFactorscore(3,75). Thereis a numberofelementsthathavepositivecontribution in
fosteringjobsatisfaction.  Respondentssaidthatthere are  somemotivatorsthatmeettheirexpectationsuch  as
opportunitytoachievehighcompensation  (4,13); Jobreputation (3,81); Jobmeaningfulness (3,81). On
theotherhandthere are positiveperformanceofhygienefactorelements. Remuneration ( 3,96);
Equipmentavailability (3,93) andManagementpolicy (3,80) Data are presentedontable 6 in deti
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Table.5JobSatisfactionScore Distribution

No. Item Frequency Average | Interp.
SDS | DS |Neu |S SS | Score
tral
Hygiene Factors
1. SupportedmanagementPolicies | 0 1 22 37 10 3,80 High
2. Jobsecurity 0 4 26 36 4 3,57 High
3. Equipmentavailability 0 1 20 32 17 3,93 High
4, PeerSupport 0 3 24 32 11 3,73 High
5. Peerrelationship 0 1 21 41 7 3,77 High
6. Pay Satisfaction 0 2 16 35 17 3,96 High
7. Supervisor Support 1 5 14 43 7 3,71 High
8. Supervisor credibility 0 3 20 39 8 3,74 High
9. Pay — workloadequity 0 3 15 38 14 3,90 High
10. | Pay satisfaction 0 1 18 43 8 3,83 High
11. | Benefits 0 6 25 34 5 3,54 High
12. | Incentives 0 6 26 35 3 3,50 High
AverageHygienefactorscore 3,75 High
Motivation Factors
13. | Achievementrecognition 0 3 22 38 7 3,70 High
14. | Transparantperformanceapprai | 0 6 16 38 10 3,74 High
sal
15. | Careerdevelopmentopportunit | O 5 20 33 12 3,74 High
y
16. | Jobreputation 0 3 20 34 13 3,81 High
17. | Jobvariation 0 3 28 34 3 3,59 High
18. | Jobmeaningfulness 0 2 18 41 9 3,81 High
19. | Peersupport 0 3 19 39 9 3,77 High
20. Supervisor’strust 0 1 24 40 5 3,70 High
21. | Selfdevelopmentopportunity 1 2 13 47 7 3,81 High
22. | Opportunitytoachieve 0 0 13 35 22 4,13 High
Average motivator factorscore 3,78 High
Averagejobsatisfactionscore 3,77 High

Source : Primary data, , 2020
4.2.1. TopScoresJobSatisfactionElements
Distribution score of Top scoresJobsatisfactionelementsare presented on table.7.

Table.6. Top score of JobSatisfactionElements
No Item indicator Average score Interpretation

Motivator Elements

1 Opportunitytoachieve 4,13 Very High
2 Jobreputation 3.81 High

3 Jobmeaningfulness 3.81 High
HygieneElements

1 Remuneration 3,96 High

2 Equipmentavailability 3,93 High

3 Supportedmanagementpolicy 3,80 High

source :Primary data,, 2020
Respondentreportedthataveragecompensationsatisfactionscoreishigh.  Itissupportedbyholidaybenefits
(3,93); Medicalbenefitspolicy  ( 3,90) andbasicsalary ~ (3,79),  whilemanagement  has
somethingtodoonovertimecompensationpolicy, becauseitistheleastsatisfiedcompensationaspect (3,50). Data are
presentedontable 7 in detil.

AJHSSR Journal Page |430



American Journal of Humanities and Social Sciences Research (AJHSSR) 2021

4.3. CompensationDistributionScore.

Table7. CompensationScoreDistribution

No. Item Frequency
EDS | DS | Neu S HS Average | Interp.
tral
1. | Basic salarysatisfaction 0 5 16 38 11 3,79 High
2. | Overtimeratesatisfaction 1 10 22 27 10 3,50 High
3. | Medicalbenefitssatisfaction 0 3 16 36 15 3,90 High
4. | Holiday Benefitssatisfaction 0 1 15 42 12 3,93 High
Averagescorecompensationsatisfaction 3,78 High

Source: Primary Data, 2020

4.7 WorkloadDistributionScore

Workloadisreportedhighbytherespondents. The averageworkloadscoreis 3,31.
Respondentexplainedthattheyoftenhaveexessiveworkload  (3,33). They are insistedtoworkfastly in
deliveringthepackagetothecustomer (3,33). The

positiveinsightisthatthecomplexityofthejobdemandeventhoughitisperceivedhigh  (3,29), itisalsostillattainable
(3,49) becausetheysaidthatjob deman dis equaltojobcapacity. JobComplexity (3,21) andActivitycomplexity
(3,21)needmanagementattention.

Table 8 WorkloadScoreDistribution.

No. | Item Frequency Averages | Interp.
core
never | Rare | Some | often | always
time
1 Jobcompletionin time 0 16 24 29 1 3,21 High
2 ExessiveworkloadEveryday | 2 11 27 22 8 3,33 High
3 Activitycomplexity 1 14 32 15 8 3,21 High
4 Workfast 1 9 32 22 6 3,33 High
5 Competencydemand 0 11 33 21 5 3,29 High
6 Jobdemandequaltojobcapacit | 0 14 17 30 9 3,49 High
y
Averagescoreworkload 3,31 High

Source: Primary Data, 2020

4.6 Hyphoteses testing.

Researchhyphotesestested in twostage. Conceptual model wasdivided in two sub models. First model
verifiedtheroleofjobsatisfactionontherelationshipbetweencompensationandemployeeretentionthenthesecondonev
erifiedtheroleofjobsatisfactionandworkloadandemployeeretention.

46.1

Verificationoftheroleofjobsatisfactionplaysontherelationshipbetweencompensationandemployeeret

entionsub model.
4.6.1.1.The effectofcompensationonjobsatisfaction.

Regression model of theeffectcompensation has onjobsatisfactionispresentedonrelationshipTable.9.
Data
indicatedthatcontributedvarianceofcompensationsatisfactiononvarianceofjobsatisfactionispositivelysignificant  (
B=0,638;t=8,317; p,0,05). Itisaccountedfor 50,4%.

4.6.1.2. The effectofjobsatisfactiononemployeeretention.

Data presentedontable 10,
showedthattheeffectofjobsatisfactiononemployeeretentionispositivelysignificant ( f = 0,844; t = 8,433 ; p
<0,05). Variancecontributedbyjobsatisfactiononvarianceemployeeretentionaccountedfor 51,1%.

Table.9.Regression model of relationship betweencompensationand job satisfaction
Unstandardized Standardized t Sig.
Model Coefficients Coefficients
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B Std. Error Beta
(Constant) 1,616 0,294 5,494 0,001
Compensation 0,638 0,077 0,717 8,317 0,000
R2 0,504
F 69,175 0,000

Source: Primary data primer, 2020

Table.10. The effectofjobsatisfactiononemployeeretention

Model Unstandardized Coefficients Standardized T Sig.
Coefficients
B Std. Error Beta
(Constant) 0,849 0,380 2,233 0,029
JobSatisfaction 0,844 0,100 0,715 8,433 0,000
R® 0,511
F 71,112
Sig.F 0,000

Source: Primary data primer, 2020

4.6.1.3. The EffectsofCompensationandJobsatisfactiononEmployeeRetention.
Indirectvariancecontributionofcompensationwaslowerevenremainstatisticallysignificant (f = 0,339, t =

5,083; p,0,05) whenjobsatisfactionexist in  theequation. Itisindicatedthatjobsatisfactionplays as

partialmediationontheeffectofcompensationonemployeeretention. Data are presented in detilon table.11.

Table 11.The EffectsofCompensationandJobsatisfactiononEmployeeRetention

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Beta
Error

(Constant) 0,488 0,336 1,455 0,150
compensation 0,399 0,081 0,445 4,954 0,000
jobsatisfaction 0,539 0,106 0,456 5,083 0,000
R 0,642
F 60,139
Sig.F 0,000

Source:Primary data,2020
4.6.1.4. The EffectofCompensationonEmployeeRetention

Table .12. The EffectofCompensationonEmployeeRetention

Unstandardized Standardized t Sig.
Model Coefficients Coefficients

B Std. Error Beta
(Constant) 2,671 0,194 4,394 0,000
Compensation 0,638 0,172 0,517 3,317 0,000
R2 0,550
F 49,175 0,000

Source: Primary data,2020

4.6.2.1. The effectofworkloadonjobsatisfaction
Regression model oftheeffectworkload has onjobsatisfactionispresentedon relationshipTable.13.
Resultofanalysisindicatedthatcontributedvarianceofworkloadonvarianceofjobsatisfactionispositivelysignificant (

B=0,221;t=2,108; p ,0,05). Itisaccountedfor 6,1% (R2).
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Table13.The effectofworkloadonjobsatisfaction

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Beta
Error

(Constant) 3,033 0,352 8,619 0,000
Beban Kerja 0,221 0,105 0,248 2,108 0,039
R’ 0,061
F Hitung 4,443
Sig.F 0,039

Source: primary data,2020

4.6.2.2. The effectofworkloadonemployeeretention.

Resultof data analysisuncoveredthattheeffectofworkloademployeeretentionisunsignificantstatistically.
Itisindicatedthatthosewhodidhigh volume workdid not intendedtoleaveandtrytoget a
= 0,114). The

newjobatanotherorganization  ( B = 0201, t = 1,602 )
varianceofworkloadcontributedtovarianceemployeeretentionjust 3,6% (R?).

Table.14. The effectofworkloadonemployeeretention

Unstandardized Standardized t Sig.
Model Coefficients Coefficients
B Std. Error Beta
(Constant) 31,360 0,421 7,985 0,000
Workload 0,201 0,125 0,191 1,602 0,114
R’ 0,036
F 2,568 0,114

Source: Primary data, 2020

4.6.2.2.The Effectsofworkloadandjobsatisfactiononemployeeretention.
Data analysispresentedontable 15, indicatedthatworkloadandjobsatisfactioncontributed  71,5%

ofvarianceemployeeretention. Further, jobsatisfactionpositivelyaffectedemployeeretention( p = 0,840; t = 8,070 ;
p,0,05) whiletheeffectofworkloadinsignificantonemployeeretention ( f = 0,15; t = 0,165 ; p= 869).
Thiscaseindicatedthatintentiontoleavetheorganizationis not necessarilybecauseofhighworkload.

Tablel5.The EffectsofWorkloadandJobsatisfactiononEmployeeRetention

Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Beta
Error

(Constant) 0,814 0,437 1,864 0,067
Jobsatisfaction 0,840 0,104 0,711 8,070 0,000
Workload 0,015 0,093 0,015 0,165 0,869
R® 0,715
F Hitung 35,061
Sig.F 0,000

Source: Primary data,2020

Regression model does comply with classic asumption regarding normality, multicolinierity, as well as
heteroskadasticity. The Output of normality verification is presented on table.9. Regression model does comply
with classic asumption regarding normality, multicolinierity, as well as heteroscedasticity. The Output of
normality verification is presented on table.16.
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Table.16. Test of Normality

Unstandardized
Residual

N 70

The effects of compensation, job satisfaction on employee

retention

Kolmogorov-Smirnov Z 1,250
Asymp. Sig. (2-tailed) 0,085
The effects of workload, job satisfaction on employee retention

Kolmogorov-Smirnov Z 1,067
Asymp. Sig. (2-tailed) 0,068

Source:Primary data, 2020
Kolmogorov-Smirnov parameter value bothequationforThe effects of compensation, job satisfaction on
employee retention (0,085) andThe effects of workload, job satisfaction on employee retention (0,067) are
largerthan 0,05. it is showed that data has normal distribution.

Table.17. Test of Multicoliniarity

Equation model Tolerance VIF
I.Compensation,
jobsatisfactiononemployeeretention
Compensation 0,572 1,749
Jobsatisfaction 0,672 1,890
11.Workload,
jobsatisfactiononemployeeretention
Workload 0,452 1,562
Jobsatisfaction 0,540 1,781

Source: Primary data,2020

Testofmulticoliniarityindicatedthatthereisnoviolationonmulticoliniarityassumption.
Resultofmulticoliniarity testing ispresentedontable . ValueofinflationFactorofcompensatio, workload,
jobsatisfactiononmultipleregressionequationbetween 0,1 — 10,0.

Result of heteroscedasticity testing is described on table . It is indicated that the errors ofregression are
similar/contantvariance.

Table.18. Test of Heteroscedasticity (Glesjer test)

Variabel Unstandardized Standardized T Sig.
Coefficients Coefficients
B | Std. Error Beta
I. Compensation, jobsatisfactiononemployeeretention
(Constant) .895 .250 2.453 .001
Compensation -.019 .008 -.298 -2.013 .087
Jobsatisfaction .037 .015 215 2.112 .065
1. Compensation, jobsatisfactiononemployeeretention
(Constant) .785 150 2.253 011
Workload -.012 .038 -.198 -2.113 .077
Jobsatisfaction .027 .025 115 2.312 .067
Source: Primary data, 2020
4.7 Determinationanalysis.
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Table.19 DeterminantAnalysis

Model Adjugted F SigF
R
a. Compensation,jobsatisfactionandemployeeretention 0,642 60,139 | 0,000

b. Workload, jobsatisfactionandemployeeretention

0,715 35,061 | 0,000

Source:Primary data , 2020

Determinant parameter value indicated that models are valid. Sub
modelsthatexplainedtherelationshipamongcompensation, jobsatisfactionandemployeeretention( R2 = 0,642 ; F =
60,139 ; p <0,05) andrelationshipamongWorkload, jobsatisfactionandemployeeretention (R2 = 0,715 ; F =
35,061 ; p <0,05)are valid.

Resultofpartialanalysisshowedthatjobsatisfactionplaysmoderatingroletotallyontherelationshipbetweenc
ompensationandemployeeretention. Directeffectofcompensationonemployeeretention (B= 0,638; t =8,317 ; p<
000) ishigherthanindirecteffect(B= 0,399; t =4,954 ; p< 000). On theotherhandjobsatisfactiondoes not
playmediatingroleontherelationshipbetweenworkloadandemployeeretention.
Directeffectofworkloadonemployeeretentionwasinsignificantstatistically(=  0,201; t =1,602 ; p>11,
whileindirecteffectofworkloadonemployeeretentionalsostatisticallyinsignificant(f= 0,015 ; t =0,165 ; p>0,05)

Table.19. Partial correlation analysis (summary)

Equation Unstandardized t Sig.
Coefficients Beta
a. Compensation, jobsatisfactionandemployeeretention

- Compensation (Directeffect) 0,638 8,317 | 0,000

- Compensation, Jobsatisfaction (Indirecteffect) 0,399 4,954 | 0,000

b.Workload, jobsatisfactionandemployeeretention

- Workload (Directeffect) 0,201 1,602 | 0,114

- Workload, jobsatisfaction (Indirecteffect) 0,015 0,165 | 0,869
Source: Primary data, 2020
4.8 Discussion.

The effect of bothcompensationsatisfactionandworkload are statisticallysignificant. The
higherthecompensationthehigherjobsatisfactionandthelowertheintentionofemployeetoleavethecompany,
itdoesmeanthattheemployeeretentionwilltendtobehigher. The
findingssuportedpreviousfindingregardingtheeffectsofcompensationonjobsatisfactionandemployeeretention. The
effectofworkloadonjobsatisfactionispositivelysignificant. The
companyimplementedperformancebasedcompensationsystem.  The  findingshowedthatthemore  individual
employeedeliverthepackage, thehigher  finansial  rewardtheyget. Itisthereasonwhyworkloadis  not

necessarilycausedhigherintentiontoleavethecompany.

The findings recommended managementtopaymoreattentionto over timerateofcompensation,
redesignperformanceappraisalsystemtoimproveitstransparancyandaccountabilityanddirectmanagementpriorityto
prepare individual developmenttoprovidecareerdevelopmentopportunityforitsemployees in order
tominimizeintentiontoleaveandtoimproveemployeeretentionrate.
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