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ABSTRACT: Aim of this research is to identify and discuss direct and indirect effects of salesforce incentives 

and organizational justice on their performance,where the causal relationshis were intervened by job 

satisfaction, organizational commitment, and work engagement;Analysingsalesforces attitude and behavior in 

cultivating their performance. Technique of data analysis used a structural equation model with lisrel. Samples 

amount of three hundredsalesforces with a minimum of two years service. Salesforce incentives and 

organizational justice influence job satisfaction; Job satisfaction and sales force incentives effect organizational 

commitment; Job satisfaction, organizational commitment and organizational justice effect work engagement. 

Job satisfaction, organizational commitment, and organizational justice influence salesforce performance. 

However, work involvement and salesforce incentives do not influence directly their performance. 

Organizational commitment had a strongest effect on salesforces performance. Even though there is no direct 

impact of salesforce incentives on performance, job satisfaction can mediateit so that there is a strong indirect 

effect. Job satisfaction is also a strong mediator in mediating salesforce incentives toward job involvement. 

Programs and policies associated withsalesforce incentive are better emphasized on stabilizing and escalating 

salesforces’ job satisfaction. Novelty of this study is: Job satisfaction full mediating effect in the causal 

relationship of incentives towards salesforce performance. 

Keywords:Job satisfaction, Organizational commitment and justice, Salesforce incentives, Salesforce 

performance,Work engagement 

I. INTRODUCTION 

Salesforces are an important part of the company because of direct contact with customers(Aqmala & Ardyan, 

2019).Discussingsalesforces in a business organization is interesting to explore.Salesforces incentives and 

performance are widely discussed in sales management.However, salespeople’s behavior and attitudes aspects 

are little discussed.Incentive System does not directly result in performance, but through a process within a 

salesperson.Aspects of justice, satisfaction, commitment, and work engagement are widely discussed in 

organizational behavior and human resource management.The authors conducted this study with the intention of 

confirming previous studies which were still inconsistent with the same propositions;Assessing the direct and 

indirect effect of the salesforce incentive system and organizational justice on their performance;Examine the 

attitudes and salesforce behavior in relation to their work.This in turn certainly impacts on the organization of 

their workplace holistically. 

Huang & Lai, (2014)said, the incentive system has an indirect effect on job satisfaction.On the results of other 

studiesMinkova, (2019)Salary, incentives, and recognition contribute to feelings of satisfaction at work.Many 

opinions say that remuneration, including financial incentives, has a strong effect on job satisfaction.. Even 

(Peek, 2021)said that many studies had shown that pay did’n contribute to performance, at least not directly.The 

relationship between incentive payments and sales volume is moderate, not strong(Cichelli J., 2018). So the 

relationship between incentives paid to salespeople is only moderate or not strong with their performance. 

Monetary-based incentives and non-monetary incentives do not necessarily effect salesforce performance(John 

et al., 2013).Likewise, the research results obtained bySitompul, (2019) andRizal et al., (2014)concluded that 

incentives have no effect on employee performance.Not a few research results also conclude that employee 

http://www.ajhssr.com/
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incentives effect their performance, such as:(Rusby, 2018;Abel, 2018;Mamdani & Minhaj, 2016; Huang & Lai, 

2014;John, 2012). 

Mamdani & Minhaj, (2016)concluded, although incentives affect employee performance, they are not loyal to 

the organization where they work.They will move if there is a better opportunity.In other words, incentives have 

no effect on organizational commitment. 

Research finding by Talukder & Jan, (2017)concluded that there was no significant impact of job satisfaction on 

the performance of salespeople.The same result was also found byJufrizen& Kandhita, (2021)Job satisfaction 

has no effect on employee performance.Furthermore, job satisfaction does not mediate the causal relationship of 

organizational justice to employee performance. 

Rizal et al., (2014)reveal their research findings as follows: Compensation has a significant effect on motivation 

and organizational commitment, but has no significant effect on personnel performance.Organizational 

commitment own a significant influence on personnel performance. Indeed, this research found that 

compensation does not expand directly employee performance, but can increase motivation and strengthen 

organizational commitment.Although commitment cannot improve employee performance, with the support or 

influence of incentives, it will effect employee performance.In other words, organizational commitment is not a 

mediator of incentives to performance. 

Organizational justice has a significant effect on job satisfaction, but has no significant effect on employee 

performance.Here in after, work satisfaction has a significant influence on employee performance.In this 

context, job satisfaction cannot mediate the causal relationship of organizational justice to employee 

performance(Nurak & Gede, 2017).  

Results of research by Karim & Rehman, (2012)show that organizational justice has an effect on organizational 

commitment.Job satisfaction also affects organizational commitment.In this study, the two latent variables are 

exogenous variables.So it cannot be said that job satisfaction is a mediator between organizational justice and 

organizational commitment.Exogenous variables of organizational justice may not fully influence job 

satisfaction, as the research concluded by Bakotić & Bulog, (2021)interaction justice and distributive justice 

effect job satisfaction.However, procedural justice has no effect on employee job satisfaction. 

Some research findings conclude that organizational commitment effects employee performance(Idoko et al., 

2020b;Fakeh et al., 2020;Rembet et al., 2020;Suharto et al., 2019;Akhtar et al., 2015). Yet, Cesário & Chambel, 

(2017)confirms from the results of his study that organizational commitment does not present a significant 

predictive power on employee performance. Research conducted by Javad & R.K, (2018) concluded that 

affective commitment did not mediate between pay satisfaction dimensions toward work outcomes. 

The causal relationship between job satisfaction and employee performance, sometimes still raises doubts.In a 

study conducted by Ebeneser & Safuan, (2021)  concluded that job satisfaction has an effect on employee 

performance.However, the results of research resulted by Hasanuddin et al., (2020) show that job satisfaction 

has no effect on employee performance 

The recursiveness of the relationship between latent variables sometimes raises doubts.Research that has been 

carried out byYalabik et al., (2013), organizational commitment, job satisfaction is an antecedent of job 

involvement. Leaders can increase work engagement by building trust by demonstrating a commitment to 

employee success.Organizational commitment has a positive and significant effect on job satisfaction(Sufia et 

al., 2020;Akhtar et al., 2015).Meanwhile, in this study, it is hypothesized that job satisfaction and organizational 

commitment are work engagement antecedents.So there is an inverse causal relationship with the above opinion. 

 

II. RESEARCH METHODS 
2.1 Research Design.   

The category is causal in this study(Burns & Veeck, 2020). Using inferential statistics(Nahrowi, 2018), Results 

obtained from a sample can be generalized. 

 

2.2 Sample and Data Collection.  

Population includes all insurance companiessalesforces on North Sumatra Province, Indonesia, both for life and 

general protection.They have been actively working for at least 2 years in this field.The minimum sample size 

for structural equation studies is 300: Models with seven constructs or fewer(Hair et al., 2019).  Samples were 

collected randomly as many as 300 people. Every salesforce has the same chance  to be a sample(Burns & 

Veeck, 2020;Malhotra et al., 2017). So analysis unit was on individual level . Their opiniens were collected by  

google form quessioneries. 

 

 

 

2.3 Latent Variables Operationalization and Measurement.  

Being measurable or observable concept is the operationalization essence(Alfred Kuss & Eisend, 2019).Latent 

variables are first described into relevant indicators.Furthermore, the statement points of each indicator were 
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developed to explore the respondents’ opinions.Questions in closed form with a Likert scale of 1-7.Seven 

response points are preferred by respondents and have fairly good criteria of validity, reliability, discrimination 

power, and stability(Budiaji, 2013). 

 

2.4 Data Analysis Techniques.  

Each latent variable indicators are respondents' opinions average.This processing uses the excel application 

program.Test instrument’s validity and reliability by using SPSS software, as well as data input media to the 

lisrel which is used to produce measurement and structural models.Structural equation model analysis (SEM) 

technique with maximum likelihood estimation procedure produces the parameters needed for further study in 

accordance with the problem and research objectives.Haryono, (2016).SEM technique can be used to analyze 

research that has several exogenous, endogenous, moderating and intervening variables partially and 

simultaneously. 

 

2.5 Conceptual Framework. 

Organizational reward can be classified as compensatory and non-compensatory reward.Compensation rewards 

are rewards given in return for acceptable performance or effort(Ingram et al., 2020b).  Mamdani & Minhaj, 

(2016)said that motivational incentives have an impact on employee performance.Rewards and Incentives own 

benefits for both personnels and employers.It is believed that when recognized for performance and 

productivity, employees experience increased morale, job satisfaction and engagement in the 

organization(Kshirsagar & Mhashilkar, 2015). Providing incentives to employees will increase job satisfaction 

and job involvement.In addition, effective remuneration and incentive schemes increase organizational 

commitment(Li, 2020:Kiilu, 2017).This means that they expect better sales-related incentive policies from 

employers before committing to any organization. 

Huang & Lai, (2014)conclude that the incentive system has an effect on job satisfaction and job 

performance;Job satisfaction has an effect on job performance;Job satisfaction mediates the causal relationship 

of incentives to job performance.Widhianingrum, (2018); Uriesi, (2017)also said that the incentives provision 

had a significant effect on employee performance. Descriptive study findings indicate that salespeople have 

experienced high positive perceptions of existing incentive schemes, leading to high levels of sales force 

performance(Mwamanenge, 2018). Incentives effect on job satisfaction(Satria et al., 2020). it doesn't end there, 

Sitompul, (2019)concluded that job satisfaction has an effect on employee performance. 

Only when organizational justice exists, leaders with their activities and styles can increase  employee job 

satisfaction(Bakotić & Bulog, 2021;Widjajanti et al., 2020). Hadi et al., (2020)In more detail, distributive 

justice, procedural justice, and interactional justice have positive consequences on job satisfaction and 

organizational commitment 

Kaul & (Singh, 2017; Nakra, 2014)mention organizational justice (Procedural, Interactional and Distributive) is 

a significant predictor of organizational commitment.Not limited to organizational commitment, organizational 

justice also affects work engagement and or employee performance (Jufrizen & Kandhita, 2021;Maiyaki & Yaro 

Musa, 2020;Pakpahan et al., 2020;Sukasih & Suardhika, 2019;Wolor et al., 2019;Özlem et al., 2017;Özer et al., 

2017;Ghosh et al., 2014;Arshida, 2012).  

Ekingen, (2021)Research model tested using structural equation modeling and bootstrap 

technique.Organizational justice has been found to have a significant impact on job performance and 

satisfaction.Job satisfaction has a partial mediating role.Terzi et al., (2017)states, by implementing 

organizational justice, trust will arise, increase membership behavior and also employee performance, so that 

this perception can be formed and related to the workplace. 

Job satisfaction is important because it shows an employee's positive outlook about their job.This situation can 

be translated into organizational commitment, job involvement, and better performance.Job satisfaction affects 

organizational commitment(Winarsih & Fariz, 2021;Idoko et al., 2020a;Brown & Barker, 2019;Tarigan & 

Ariani, 2015;Jena, 2014; Omar & Ahmad, 2014) . Besides, job satisfaction has a positive and significant effect 

on employee performance(Sufia et al., 2020;Maiyaki & Yaro Musa, 2020;Gunawan & Sondakh, 2019;Shu et al., 

2018;Huang & Lai, 2014).  

Studies conducted byZablah et al., (2016)found that frontline employee’s job satisfaction was significantly 

related to customer satisfaction and engagement.Job satisfaction plays a mediating role between organizational 

justice and affective commitment(Suifan, 2019). 

Organizational commitment and compensation have a significant relationship with sales force 

performance(Talukder & Jan, 2017). Armstrong & Taylor, (2014)argues that the concepts of commitment and 

work involvement are closely related. Both of them said engagement occurs when people are committed to their 

work and organization and motivated to achieve high levels of performance.Therefore, the relationship between 

the three latent variables (work involvement, organizational commitment, and human resource performance is 

very close). 
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The results of this study are not different from the conclusions of previous studies, namely organizational 

commitment has an effect on employee performance(Rembet et al., 2020;Cesário & Chambel, 2017;Akhtar et 

al., 2015). Research conducted byFatima, (2018)in recent decades demonstrated sales force commitment as an 

important variable in improving sales force performance through various sales force 

characteristics.Organizational commitment as a mediator shows the mediating effect between job satisfaction 

and sales target performance(Idoko et al., 2020a;Kashmiri et al., 2019).  

Jundt et al., (2015)pointed out that employees who are engaged in their work and committed to the company 

they work for contributing the company clear competitive advantages, including higher productivity, better 

customer service.This means that there is a strong relationship between work involvement, organizational 

commitment, and employee performance (salesforce).Several researchers have concluded that work 

involvement has a positive and significant effect on job performance or relevant work engagement explains 

employee performance (Kusuma, 2021;Gunawan & Sondakh, 2019: Cesário & Chambel, 2017;Gupta et al., 

2015).  

The recursive relationship between the latent variables above is described in a framework, namely the 

conceptual research model as presented in Figure 1. Salesperson performance is a consequence of all 

concepts.Causality relations in the form of propositions are intended to develop saleforce performance. 

 
Figure.1 Research Conceptual Framework 

 

III. RESULTS AND DISCUSSION 

3.1 Measurement Model.  

The measurement model includes the concepts in the research model. Latent variables include: Salesforces 

incentives, organizational justice, job satisfaction, organizational commitment, job engagement, and employee 

performance (salesforce).Each measurement model feasibility is assessed from its validity and 

reliability.Validity is determined by standardized loading factor (SLF) and errorvar. Reliability is determined by 

construct reliability (CR) and average variance extracted (AVE).The specifications used are: Standardized 

factors loading (SLF) ≥ 0.70, construct reliability (CR) ≥ 0.70, and average variance extraction (AVE) ≥ 0.50 

(Hair et al., 2019;Haryono, 2016). All criteria have been met as presented in table 1. All measurement models 

are suitable for further analysis. 

 

Table 1. Validities and reliabilities of measurement model 

Latent Variables Indicators SLF Measurement 

error 

CR AVE 

Salesforce incentive (SI)    0.95 0.86 

 Incentive equality (SI1) 0.92 0.14   

 Incentive fairness (SI2) 0.91 0.17   

 Suitability of incentives (SI3) 0.94 0.12   

Organizational justice (OJ)    0.96 0.88 

 Distributive justice  (OJ1) 0.93 0.13   

 Procedural justice  (OJ2) 0.94 0.12   

 Interaction justice  (OJ3) 0.94 0.11   

Job satisfaction (JS)    0.92 0.71 

 Satisfaction with colleagues 

(JS1) 

0.82 0.34   

 Satisfaction with infrastructure  

(JS2) 

0.79 0.37   

 Satisfaction with superiors 

(JS3) 

0.77 0.40   
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 Satisfaction with compensation 

(JS4) 

0.91 0.17   

 Satisfaction with the career S 

system (JS5) 

0.90 0.19   

Organizational  

Commitment (OC) 

   0.95 0.87 

 Affective commitment (OC1) 0.92 0.14   

 Continuous commitment (OC2) 0.97 0.06   

 Normative commitment (OC3) 0.89 0.20   

Work engagement (WE)    0.96 0.86 

 Job fit (WE1) 0.89 0.21   

 Colleague interaction (WE2) 0.94 0.12   

 Job meaning (WE3) 0.95 0.10   

 Focus (WE4) 0.94 0.12   

Salesforce performance (SP)    0.94 0.85 

 Proficient  (SP1) 0.88 0.23   

 Adaptive (SP2) 0.99 0.03   

 Proactive(SP3) 0.90 0.19   

Source: Processed from empirical data, 2021 

 

Table above shows the dominant indicators reflecting their respective latent variables including: Suitability of 

incentives for sales force incentives;Procedural justice and interaction justice for organizational 

justice;Satisfaction with compensation for job satisfaction;Continuous commitment to organizational 

commitment;Job meaning for work engagement;Adaptive to salesforce performance. 

 

3.2 Structural Model. 

Recursive paths between the six latent variables namely salesforce incentives (SI), organizational justice (OJ), 

job satisfaction (JS), organizational commitment (OC), job engagement (WE) and salesforce performance (SP) 

generate a hybrid modelwhich shows the magnitude of the regression weight and causal relationship 

direction.modified structural model path diagram is presented in Figure 2. Structural model above has met the 

following criteria for goodness of fit index model: Probability = 0.00 ≤ 0.05  0.05 ;Goodness of fit index = 0.93 

≥ 0.90 0.90;root mean square approximation = 0.04 < 0.08;Expected cross-validation index = 1.24 > 

0.00;Adjusted goodness if fit index = 0.90 ≥ 0.90;The normed fit index = 0.98 ≥ 0.90 ;Comparative fit index = 

0.99 ≥ 0.90;Parsimony fit index = 0.68 > 0.00 ;The parsimony normed fit index = 0.79 > 0.00.Absolute, 

incremental, and parsimony measures of fit are appropriate for confirmative and predictive purposes (Hair et al., 

2019;Haryono, 2016;Latan, 2013).   

 

 
Figure 2.Research Structural Model (standardized solution) 

 

 

Research path diagram model above in functional form is presented in the following four structural equations: 

JS = 0.54*SI + 0.14*OJ, Errorvar.= 0.67  , R² = 0.33……………………………………………….……..…….1 

          (0.060)     (0.052)                  (0.078)            

            8.93          2.74                       8.49              

 

OC = 0.25*JS + 0.54*SI, Errorvar.= 0.50  , R² = 0.50………………………………………….…….………….2 

            (0.057)   (0.060)                   (0.050)            
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              4.42         9.00                       9.87              

 

WE = 0.43*JS + 0.41*OC + 0.10*OJ, Errorvar.= 0.41  , R² = 0.59………………………....…………..………3 

            (0.055)    (0.052)          (0.042)                 (0.045)            

              7.80         7.96               2.44                      9.06              

 

SP = 0.11*JS + 0.72*OC + 0.033*WE + 0.046*SI + 0.097*OJ, Errorvar.= 0.25  , R² = 0.75…………………..4 

         (0.052)     (0.062)         (0.056)         (0.050)        (0.035)                   (0.031)            

            2.14         11.70            0.60              0.92            2.74                        8.15    

 

Organizational justice and salesforce incentives partially affect job satisfaction, a stronger influence is on 

salesforce incentives. However, the model or structural equation (1) is not meaningful, Rsquare = 0.33 < 0.50 

(Hair et al., 2019) . The contribution of factors outside the model (errorvar = 0.67) was more than the predictor 

of job satisfaction. Job satisfaction effects organizational commitment, incentives affect the dependent variable 

more strongly. Rsquare of 0.50 ≥ 0.50 means that the structural equation (2) model is meaningful. Structural 

equation (3) shows each latent variable, namely: Job satisfaction, organizational commitment, and 

organizational justice have an effect on job involvement. 

The strongest influence comes from job satisfaction. This model is meaningful because it has a determinant 

coefficient of 0.59 ≥ 0.50. Most of the variance of job involvement can be explained by the predictor variance. 

In the structural equation model (4) not all exogenous variables effect the endogenous variables. Three 

independent variables that effect salesforce performance are job satisfaction, organizational commitment and 

organizational justice. The strongest influence is owned by organizational commitment. The predictors that had 

no effect were work engagement and saleforce incentives. The predictor variance contributed to the dependent 

variable variance by 75%. This parameter is relatively much larger than the critical limit. 

 

3.3 Direct Effect.  

Research model has 12 direct effects.10 hypotheses are accepted and 2 hypotheses are rejected.See table 2. The 

largest regression weight is found in the direct influence of organizational commitment on saleforce 

performance with the number 0.72.T-value of 11.70 is the ratio of the model mean square to error mean 

square.The larger the t-value the more accurate the prediction.This parameter is the largest among the twelve 

direct causal relationships.In other words, the best fit the sample data matrix, the best prediction.Changes in 

organizational commitment will be followed directly by the salesforce's performance in a positive direction.An 

increase of 1 unit of organizational commitment will increase 0.72 units of salesforce's performance with other 

variables noted at a constant position.This proposition supports previous research results from : (Rembet et al., 

2020;Cesário & Chambel, 2017;Akhtar et al., 2015). Salesforces who are loyal, feel integrated, act in 

accordance with the values of the institution, and want to remain in the organization will have an impact on their 

proficiency, adaptability, and proactiveness. 

 

Table 2.  Direct Effect of KSI on ETA 

No. Path Regression 

Weight 

Standard 

Deviation 

T-value Zscore 

CR 

Remark Alternatives 

Hypothesis 

H1 SI→JS 0.54 0.060 8.93 1.96 Support Accepted 

H2 OJ→JS 0.14 0.052 2.74 1.96 Support Accepted 

H3 JS→OC 0.25 0.057 4.42 1.96 Support Accepted 

H4 SI→OC 0.54 0.060 9.00 1.96 Support Accepted 

H5 JS→WE 0.43 0.055 7.80 1.96 Support Accepted 

H6 OC→WE 0.41 0.052 7.96 1.96 Support Accepted 

H7 OJ→WE 0.10 0.042 2.44 1.96 Support Accepted 

H8 JS→SP 0.11 0.052 2.14 1.96 Support Accepted 

H9 OC→SP 0.72 0.062 11.70 1.96 Support Accepted 

H10 WE→SP 0.033 0.056 0.60 1.96 Not Support Rejected 

H11 SI→SP 0.046 0.050 0.92 1.96 Not Support Rejected 

H12 OJ→SP 0.097 0.035 2.74 1.96 Support Accepted 

Source: Processed of empirical data, 2021 

 

Direct effect strength on the second strongest is owned by the causal relationship of salesperson incentives with 

job satisfaction with a regression weight of 0.54, standard deviation of 0.060, and t-value of 8.93.However, this 

model is meaningless because model error variance is too large.Direct effect of incentives on organizational 

commitment.The results of previous studies from Li, (2020) and Kiilu, (2017)support the author's 

proposition.Regression weight of 0.54, ranks second as well as above. The standard deviation is 0.060, and the t-
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value is 9.00. shows the prediction accuracy of this model is better than the previous one even though the 

regression weights are not different. In other words, generalization degree is more accurate.  

Direct interaction of incentive equivalence between salespeople within the organization and outside the 

organization, the reasonableness of the incentives provided in relation to the cost of living (welfare), and the 

type or technique of the incentive system will have a positive effect on the loyalty, enthusiasm, and sense of 

belonging of the salespeople. The regression weight of JS → WE is 0.43 with a standard deviation of 0.055 and 

a t-value of 7.80 > 1.96, which is significant with a 95% confidence level or Sig. < 0.05. Positive changes in job 

satisfaction will have an impact in line with changes in job involvement. An increase of 1 unit of job satisfaction 

will increase 0.43 units of work engagement with the assumption that other variables are constant. This 

proposition is in line with the conclusions obtained(Zablah et al., 2016). Increased salespeople satisfaction with 

compensation, promotions, superiors, infrastructure, colleagues, and career systems will increase the drive to do 

a better job, actively participate in solving work problems, the work meaning that is felt is increasingly 

important, the work is more in line with the salesperson, and employees are increasingly focused on assigned 

tasks. 

Causal relationship between organizational commitment and work engagement has a regression weight of 0.41, 

a standard deviation of 0.052, and a t-value of 7.96.An increase in organizational commitment will lead to an 

increase in work engagement.The author's conclusion is in line with Armstrong & Taylor, (2014) and Storey, 

(2007)opinion.This study result eliminate the author's doubts aboutYalabik et al., (2013)who said job 

involvement as an antecedent of organizational commitment.Salespeople have values and goals and feel 

attached to the organization first and then have a strong work drive.The regression weight of job satisfaction on 

organizational commitment has a regression weight of 0.25 and is significant.This causal relationship is in line 

with the results of the study by(Winarsih & Fariz, 2021)(Brown & Barker, 2019). The salesperson feels good 

about his job first.Furthermore they care about the organization;Willing to exert considerable effort on behalf of 

the organization;Have a strong interest in maintaining membership in the organization.The results of this study 

remove doubts about the causal relationship referred to Sufia et al., (2020) and Akhtar et al., (2015)who 

concluded that organizational commitment affects job satisfaction.The effect of organizational justice on job 

satisfaction has a regression weight of 0.14 and a t-value of 2.74 or significant.This model is meaningless 

because the coefficient of determination is too small (R2 < 0.50).The smallest but significant direct causal 

relationship is found in the direct effect of OJ→SP, OJ→WE, and JS→SP.The coefficients are 0.097, 0.10, and 

0.11 respectively.The effect of organizational justice and job satisfaction partially on the saleforce performance 

and the effect of organizational justice on job involvement is relatively small. 

 

3.4 Indirect Effect. 

Mediators' role is important in the indirect relationship of exogenous and endogenous variables. Mediators’ 

variable power can be used to determine programs and policies direction related to salesforces’ performance. 

Intermediate variables role is presented in table 3. Job satisfaction mediates the causal relationship of salesforce 

incentives to performance. The greatest regression coefficient is found in the indirect relationship of salesperson 

incentives to their performance through job satisfaction. If the incentive component, especially the suitability of 

incentive type, provides job satisfaction, especially in the compensation provided, it will in turn have an impact 

on the salesforce performance, especially in adaptive abilities. This element is very important in service 

offerings communication to customers and customer relations which have various characteristics. SI→JS causal 

relationship is in a meaningless structural model. The direct effect of JS→SP is relatively small at 0.11. There is 

no direct effect of SI→SP (Peek, 2021:Sitompul, 2019:Rizal et al., 2014:John et al., 2013). However, through 

job satisfaction, the relationship between incentives and performance emerges with the largest regression 

weight.So there is full mediation of salesforce incentives on salesforce performance. 

 

 

 

Table 3.Indirect Effects of KSI on ETA 

No. Path Regression 

Weight 

Standard 

Deviation 

T-value Zscore 

CR 

Remark Alternatives 

Hypothesis 

H13 SI→JS →OC 0.13 0.03 4.13 1.96 Support Accepted 

H14 SI→JS →WE 0.51 0.05 10.24 1.96 Support Accepted 

H15 SI→JS →SP 0.56 0.06 9.71 1.96 Support Accepted 

H16 OJ→JS →OC 0.04 0.02 2.34 1.96 Support Accepted 

H17 OJ→JS→WE 0.08 0.03 2.65 1.96 Support Accepted 

H18 OJ→WE→SP 0.05 0.02 2.53 1.96 Support Accepted 

Source: Processed from empirical data, 2021 
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SI→JS →WE, indirect causal relationship regression weight of 0.51 is the second strongest among H13 – H18. 

The standard deviation is 0.05 and the t-value is 10.24 1.96, which is significant with a 95% confidence level. 

Its predictive power is the most accurate among indirect causal relationships. Direct effects of SI→JS and 

JS→WE are 0.54 and 0.43, respectively. So there is partial mediation because coefficient SI→JS > coefficient 

SI→JS →WE. However, it can be called full mediation, because SI→JS is in a meaningless structural model 

(Structural equation 1). Besides, the regression weight is SI→JS →WE > JS →WE. Satisfaction with 

colleagues, facilities, superiors, compensation, and career systems have an important role in improving job fit, 

colleague interaction, job meaning, and focus on work. The indirect effect coefficient SI→JS→OC is 0.13, the 

standard deviation is 0.03 and the t-value is 4.13 < 1.96, which is significant with a 95% confidence level. The 

direct effect of SI→OC has a regression weight of 0.54. Indirect influence is smaller than direct influence. In 

this relationship the existence of job satisfaction is not required. The regression load for the indirect effect of 

OJ→JS→WE is 0.08 and is significantly smaller than the direct effect of OJ→WE with a regression coefficient 

of 0.10 and significant; The indirect regression weight OJ→WE→SP is 0.05 and significant. Direct effect of 

OJ→SP has a regression coefficient of 0.097 ; Regression coefficient of the indirect causal relationship OJ→JS 

→OC is 0.04 and is significant. Direct effect of JS→OC has a regression weight of 0.25 and is significant. The 

causal relation OJ→JS is on a meaningless structural equation. Indirect causal relationship of the three paths is 

smaller than the direct causal relationship. Therefore, the intermediate variables, namely job satisfaction and 

work engagement, are not needed. 
 

IV. CONCLUSION 

Increased salesforces’ incentives and organizational justice will increase job satisfaction. Effect of salesperson 

incentives is stronger than that of organizational justice. However, the determinant coefficient and model error 

show that this model is not meaningful. Changes in job satisfaction and salesforce incentives are in line with 

changes in organizational commitment. The effect of salesperson incentives is stronger than job satisfaction. 

Cultivation of organizational justice, organizational commitment, and job satisfaction have an impact on 

increasing job involvement. Changes in job satisfaction, organizational commitment, and organizational justice 

are in line with changes in job performance. Job satisfaction has the strongest causal relationship among the 

three exogenous latent variables. Increase in job satisfaction, organizational commitment, and job involvement 

goes hand in hand with increasing salesperson performance. Organizational commitment has the strongest 

influence among the five exogenous variables. Changes in organizational justice and salesforce incentives 

cannot result in changes in salesperson performance. The dominant salesforce incentives are reflected by the 

suitability of incentives type; Organizational justice is reflected dominantly by procedural justice and interaction 

justice; Job satisfaction is reflected dominantly by compensation; Organizational commitment is reflected 

dominantly by continuous commitment; Work engagement is reflected dominantly by the work meaning. The 

salesforce's performance is dominantly reflected by the salesperson's adaptability. Incentives given to 

salespeople cannot directly improve their performance, but must be through job satisfaction. So the incentives 

given should consider incentive type or the technique it is given. Incentive programs should be directed directly 

at increasing their job satisfaction, especially in terms of satisfaction with compensation. So it is necessary to 

consider the material and immaterial aspects.  

Besides, job satisfaction can increase job suitability, colleague interaction, job meaning, and focus. Job 

satisfaction does not play a role in increasing the indirect causal relationship of salesforce incentives to 

organizational commitment. Job satisfaction does not play a role in increasing organizational justice towards 

organizational commitment and work engagement. Work engagement does not play a role in increasing 

organizational justice to the skill, salesforces’ adaptability and proactiveness. Organizational justice programs or 

policies are better directed at increasing organizational commitment. Programs or policies related to increasing 

distributive justice, procedural justice, and better interaction justice, are directly at the priority of increasing 

continual commitment, deepening the work meaning, and salesforce adaptability. 
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