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 This study explored the effect of compensation on teachers’ turnover 
intention mediated by organizational commitment. The research data was 
collected by a questionnaire through the survey methods toward 207 
honorary teachers of a private school in Indonesia. Data analysis employed 
path analysis, supported by descriptive statistics and a correlational matrix. 
The result indicated that compensation significantly affects teachers’ 
turnover intention meditating by organizational commitment. This study also 
found a fit research model that can discuss among researchers and 
practitioners as references/discourse or a strategy for mitigating turnover 
intention in various contexts and research fields. 
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1. INTRODUCTION 

In several decades, the turnover intention has received extra attention from academics and 
practitioners, including education practitioners, because its existence is suspect of disrupting organizational 
conduciveness. At the individual level, the turnover intention is claiming to reduce productivity [1] and 
employee performance [2], so that it has implications for organizational effectiveness [3] and organizational 
performance [4]. Besides, turnover also influences the work flexibilitys’ flow, the relationships among the 
team members, and communication with top management [5]. More than that, when a team member leaves 
an organization, therefore the whole team will be affected, both the team’s quality and performance flow [6]. 
In the 21st century, turnover intention has become a key concept in managing employee career success and 
business continuity at all levels, especially in the service industry [7]. It means that the management of 
business organizations that can reduce the potential for turnover will tend to survive. Turnover intention can 
also occur in non-profit organizations, such as school organizations, especially Indonesian private school 
honorary teachers, which are teachers who work part-timely and paid based on monthly teaching hours, 
without additional facilities and other welfare guarantees. Their average accumulated monthly income is far 
below the regional (provincial) minimum wage standard. The low compensation that is not sufficient to meet 
daily life needs will make honorary teachers nervous, so they try to find work elsewhere.  

Turnover is the employees' quantity that leaves an organization and gets replaced with other new 
ones [8] or the behavior of withdrawing from an organization that is permanent, whether it is done 
voluntarily or not voluntarily [9]. While the turnover intention is a mental decision prevailing between an 
individual's approach concerning a job to continue or leave the job [10]. Turnover intention also refers to 
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employees' intention to quit or desire to leave their organization [11], [12]. Robbins and Judge [13] state that 
employee layoffs are divided into two types, namely voluntary turnover initiated by employees and 
involuntary turnover initiated by the company. Voluntary turnover is related to how employees decided 
whether to stay or leave the organization. The most talented employees usually carried out voluntary 
turnover, so it harms the organization. When talented employees leave voluntarily, their knowledge, skills, 
and abilities that affect the efficiency and quality of work the organization provides to society are lost. 
Meanwhile, involuntary turnover refers to the organization's decision to control employees: whether to stay 
or leave [14]. Turnover intention can make by various things related to employee behavior, including 
increased absenteeism, laziness to work, increased courage to violate work rules, the emergence of courage to 
oppose or protest to superiors, or seriousness in accomplishing all the responsibilities of an employee who 
seemed very different from usual [15]. 

 
Compensation and teachers’ turnover intention  

Turnover intention can be affected by compensation. The research by scholars [16]-[23] concluded 
that compensation related to turnover intention. Compensation refers to all forms of financial results and 
tangible benefits received by workers as part of the working relationship [24] or all payments of money and 
all goods or commodities used based on the value of money to reward employees [25]. In organizational 
practice, compensation systems can influence organizational success in three ways. First, the number, how to 
package, and hand over wages to workers motivate, strengthen, and direct their behavior. Second, 
compensation essential for an organization's ability to attract and retain qualified, high-spirited workers. 
Third, compensation costs can affect organizations' success [24]. 

Compensation has a motivational function, which are consists of extrinsic and intrinsic [26]. 
Extrinsic compensation comes from outside (external) the individual, while intrinsic compensation comes 
from within (internal) the individual. Extrinsic compensation includes salary, benefits, promotions, and 
additional income, while intrinsic compensation consists of feelings of competence, achievement, 
responsibility, and personal growth. Intrinsic compensation reflects the psychological mindset of employees 
that results from doing their job. Extrinsic compensation includes monetary and non-monetary compensation. 
Monetary compensation is the core compensation, which includes: base salary, seniority pay, service fee, 
incentives, wages for knowledge plans and skills-based wages, and employee benefits. Meanwhile, non-
monetary compensation includes coverage programs (e.g., health insurance), paid rest time (e.g., vacations), 
and services (e.g., child care assistance) [27]. When multiple kinds of compensations, such as salary, 
benefits, incentives, protection programs, feelings to competence, achievement, responsibility, and personal 
growth [26], [27] in good condition and according to teacher expectations, can reduce teachers’ turnover 
intention, manifested in increased absenteeism, laziness to work, increased courage to violate work rules, the 
emergence of courage to oppose or protest to superiors, or seriousness in accomplishing all the 
responsibilities of an employee who seemed very different from usual [15]. Based on the studies and 
argument above, can formulate the hypothesis: H1: Compensation has a direct effect on teachers’ turnover 
intention. 

 
Organizational commitment and teachers’ turnover intention 

Organizational commitment is also influences turnover intention. The research result conducted by 
researchers in various contexts and organizations [28]-[37] proved that organizational commitment affects 
teachers’ turnover intention. Organizational commitment is a strong desire to remain the organizations' 
members, high-level effort on behalf of the organization, and a strong belief in accepting the organization's 
values and goals [38]. Besides, organizational commitment is also the extent to which an individual identifies 
with an organization and its goal, reflected in day-to-day work activity [9], [39]. Organizational commitment 
consists of three components: affective commitment, the emotional attachment of employees in identifying 
and involving themselves in various organizational activities; continuance commitment, a commitment based 
on costs associated with leaving the organization; and normative commitment, the employee's feeling of 
obligation to stay in the organization [40]. If the three-components in high levels can reduce teachers’ 
turnover intention, manifested in increased absenteeism, laziness to work, increased courage to violate work 
rules, the emergence of courage to oppose or protest to superiors, or seriousness in accomplishing all the 
responsibilities of an employee who seemed very different from usual [15]. In line with the studies and 
argument above, can formulate the hypothesis: H2: Organizational commitment has a direct effect on 
teachers’ turnover intention. 
 
Compensation and organizational commitment 

Organizational commitment, besides influencing teachers’ turnover intention, is also affected by 
compensation. When school organizations give compensation such as pay, fringe benefits, incentive, 
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protection programs, the feeling of competence, accomplishment, responsibility, and personal growth [26], 
[27] in enough to live properly can increase teachers’ organizational commitment, especially continuance 
commitment [40]. Teachers who receive adequate compensation from schools that can guarantee a decent 
and prosperous life will feel disadvantaged if they leave school to continue to stay in the school. Based on the 
studies and argument above, can formulate the hypothesis: H3: Compensation has a direct effect on 
organizational commitment. 

 
Compensation and teachers’ turnover intention mediated by organizational commmitment  

The various studies above indicated that organizational commitment mediates the effect of 
compensation on teachers’ turnover intention. When the teachers received pay, fringe benefits, incentive, 
protection programs, the feeling of competence, accomplishment, responsibility, and personal growth [26], 
[27] as adequate compensation for their work can stimulate teachers’ organizational commitment, 
particularly affective and continuance [40]. That it then implicates reducing teachers’ turnover intention, 
manifested in increased absenteeism, laziness to work, increased courage to violate work rules, the 
emergence of courage to oppose or protest to superiors, or seriousness in accomplishing all the 
responsibilities of an employee who seemed very different from usual [15]. The recent studies by scholars 
[41]-[47] also proved that compensation influences organizational commitment; meanwhile, the new 
investigation by researchers [28]-[37] shows that organizational commitment affects teachers’ turnover 
intention. In line with the studies and argument above, can formulate the hypothesis: H4: Compensation has 
an indirect effect on teachers’ turnover intention mediated by organizational commitment. 

 
 

2. RESEARCH METHOD 
This study employed a quantitative approach with a survey method conducted through distributing 

questionnaires in the form of a Likert scale with five answer options: strongly disagree, disagree, neutral, 
agree, and strongly agree. The researcher themself made the questionnaire based on the theoretical 
dimensions of the experts. The compensations’ dimensions: pay, fringe benefits, incentive, protection 
programs, the feeling of competence, accomplishment, responsibility, and personal growth [26], [27]. 
Organizational commitment: affective, normative, and continuance commitment [40]. Turnover intention: 
increased absenteeism, laziness to work, increased courage to violate work rules, the emergence of courage to 
oppose or protest to superiors, or seriousness in accomplishing all the responsibilities of an employee who 
seemed very different from usual [15]. The compensation questionnaire consists of 10 items, organizational 
commitment: 10 items, and turnover intention: 10 items with an alpha coefficient of each variable: .893, .912, 
and .891. The alpha coefficient of all variables >.7 is reliable as a research instrument [48].  

The research participant was 207 honorary teachers of a private school in Indonesia spread across 
seven Provinces (East Nusa Tenggara, East Kalimantan, Riau Islands, Central Java, West Java, Banten, 
Jakarta) were determined by accidental sampling according to the participants' willingness to fill out the 
questionnaire at the time the study was conducted [49] through google form formated in the smartphone. As 
present in Table 1, the majority of gender is female (62.80%), ages 26-35 years (46.86%), bachelor education 
(85.51%), marital status (63.77%), and length of teaching ≤ five years (54.59%). 

 
 

Table 1. Profile of the research participant 
Profile Amount Percentage 

Gender Male 77 37.20 
Female 130 62.80 

Age 

≤25 years 46 22.22 
26–35 years 97 46.86 
36–45 years 43 20.77 
46–55 years  17 8.21 
≥56 years 4 1.93 

Education 
Diploma  10 4.83 
Bachelor  177 85.51 
Postgraduate  20 9.66 

Status Married 132 63.77 
Unmarried 75 36.23 

Length of 
teaching 

≤ 5 years 113 54.59 
6 – 10 years 55 26.57 
11 – 15 years 24 11.59 
≥ 16 years 15 7.25 
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Data analysis is conducted by path analysis. The test of the path coefficient significance uses a t-test. 
Descriptive statistics and correlational matrics also support data analysis. Path analysis was performed by 
LISREL 8.80, while descriptive statistics and correlational matrics by SPSS version 26. 

 
 

3. RESULTS AND DISCUSSION 
3.1.   Results 

The descriptive statistical analysis and correlational matrics result of the research variable are 
performed in Table 2. The mean values from the lowest to the highest in succession are turnover intention 
(15.45), compensation (37.20), and organizational commitment (40.29). The correlation matrix analysis 
shows that all variables significantly correlate with other variables at level p<.01. It indicates that all of the 
variables have a mutual relationship with each other. The correlation coefficient from the lowest to the 
highest in succession is organizational commitment and turnover intention (-.467), compensation and 
turnover intention (-.452), and compensation and organizational commitment (.639).  

 
 

Table 2. Descriptive statistics and correlation matrix 
Variables Mean Std. Deviation 1 2 3 

1. Compensation 37.20 7.455 1.00   
2. Organizational commitment 40.29 5.025 .639** 1.00  
3. Turnover intention 15.45 4.713 -.452** -.467** 1.00 

** p < .01 
 
 
Hypothesis testing results of the effect of compensation on turnover intention mediated by 

organizational commitment are summarized in Table 3. All of the hypotheses were supported with indication 
t value>t table at α =.01. Therefore, this study revealed that compensation has a significant direct effect on 
teachers’ turnover intention (-.26, p<.01), organizational commitment has a significant direct effect on 
teachers’ turnover intention (-.30, p<.01), compensation has a significant direct effect on organizational 
commitment (.64, p<.01), and compensation has a significant indirect effect on teachers’ turnover intention 
mediated by organizational commitment (-.19, p<.01). In addition, compensation has a positive effect on 
organizational commitment and has a negative effect on turnover intention, either directly or indirectly. The 
positive effect shows that the improvement in compensation can increase teachers' organizational 
commitment, while the negative effect indicates that the improvement in compensation can mitigate/reduce 
teachers' turnover intentions even though it is mediated by organizational commitment. 

 
 

Table 3. Summary of path coefficient and t values 
Hypothesis Path coefficients T Value Hypothesis testing 
H1: Compensation (X) on turnover intention (Y2)  -.26** -3.33 Supported 
H2: Organizational commitment (Y1) on turnover intention (Y2) -.30** -3.83 Supported 
H3: Compensation (X) on organizational commitment (Y1) .64** 11.93 Supported 
H4: Compensation (X) on turnover intention (Y2) mediated by   
      organizational commitment (Y1) 

-.19** -3.65 Supported 

** p < .01 
 
 
Figure 1 and Figure 2 present the model test with the goodness of fit statistics: Chi-Square=.00, 

df=0, p-value=1.00>.05, and RMSEA=0.00<.08. It means the model tested is fit. This evidence indicates that 
the theoretical model being test is supported by empirical data from honorary teachers of private schools in 
Indonesia spread across seven provinces (East Nusa Tenggara, East Kalimantan, Riau Islands, Central Java, 
West Java, Banten, Jakarta). 
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Figure 1. Path Coefficients 

 
 

Figure 2. T Values 
 
 
3.2.   Discussion 

This research result found that compensation significantly affects teachers’ turnover intention, either 
directly or indirectly, mediated by organizational commitment. The study is also created a fit model that the 
theoretical model was in accordance (fit) with empirical data from honorary teachers of private schools in 
Indonesia, especially East Nusa Tenggara, East Kalimantan, Riau Islands, Central Java, West Java, Banten, 
and Jakarta province. This finding confirms that compensation and organizational commitment are essential 
determinants for the teachers’ turnover intention. Besides, organizational commitment plays a significant role 
as a mediator of the compensation effect on teachers’ turnover intention. These findings were in line, 
consistent, and confirmed previous studies used as a reference to develop this research hypothesis. For 
example, several studies in multiple contexts and fields concluded that turnover intention is influenced by 
compensation [16]-[23] and organizational commitment [28]-[37]. 

As a consequence of this evidence, the private school foundation management urgently manages the 
compensation system and organizational commitment better through various policies, approaches, and 
strategies that are relied on to mitigate or reduce teachers’ turnover intention. In compensations’ case, the 
private school foundation management should improve the compensation system, which provides excellent 
teacher compensation opportunities, including pay, fringe benefits, incentive, protection programs, the 
feeling of competence, accomplishment, responsibility, and personal growth [26], [27]. For organizational 
commitment context, the private school foundation management and school principals should be driving the 
school to become learning organizations that can stimulate the growth of affective, normative, and 
continuance commitment among teachers [40]. 

Besides, this study also found that organizational commitment plays an important role as mediators 
in the effect of compensation on teachers’ turnover intention. This evidence, in line with previous studies, 
concluded that compensation influences organizational commitment [41]-[47], organizational commitment 
affects teachers’ turnover intention [28]-[37], and compensation affects teachers’ turnover intention [16]-
[23]. This finding reveals empirical facts that compensation is crucial and urgent to consider in reducing 
teachers’ turnover intention through organizational commitment. Therefore, any efforts to reduce teachers’ 
turnover intention will be better if done by improving organizational commitment. This has the consequence 
that the private school foundation management and school principals urgently develop teachers’ 
organizational commitment through various possible approaches, methods, and strategies. 

 
 

4. CONCLUSION 
This research proves that compensation has a significant effect on teachers’ turnover intention, 

either directly or indirectly, mediated by organizational commitment. This study also was found a fit research 
model about the compensation affects teachers’ turnover intention mediated by organizational commitment 
with the research field of the honorary teachers of private schools in Indonesia, especially East Nusa 
Tenggara, East Kalimantan, Riau Islands, Central Java, West Java, Banten, and Jakarta province. This model 
can discuss among researchers and practitioners as references/discourse or a strategy for mitigating turnover 
intention in various contexts and research fields. Furthermore, for the researcher, the model can be further 
expanded into new research with more participants, adding variables, other dimensions or indicators, and 
another statistical approach, mainly structural equation modeling (SEM). For educational practitioners, the 
model can reduce teachers’ turnover intention among private school teachers by improving compensation and 
organizational commitment, implicating enhancing teachers’ productivity and performance in individual 
levels and school effectiveness and performance in organizational levels. 

 



   ISSN: 2089-9823 

J Edu & Learn, Vol. 15, No. 3, August 2021:  443 – 449 

448 

REFERENCES 
[1] K.O. Park, S.Y. Kim, and J. K. Kim, “Hospital nurses’ experience of bullying in the workplace and burnout, 

organizational commitment, turnover intention and nursing productivity,” Journal of Korean Clinical Nursing 

Research, vol. 19, no. 2, pp. 169-180, 2013. 
[2] C.-Y. Lin and C.-K. Huang, “Employee turnover intentions and job performance from a planned change: The 

effects of an organizational learning culture and job satisfaction,” International Journal of Manpower, vol. 42, no. 
3, pp. 409-423, 2020, doi: 10.1108/IJM-08-2018-0281. 

[3] Z. Ahmed, S. Sabir, M. Khosa, I. Ahmad, and M.A. Bilal, “Impact of employee turnover on organizational 
effectiveness in tele communication sector of Pakistan,” IOSR Journal of Business and Management (IOSR-JBM), 

vol. 18, no. 11, pp. 128-136, 2016. 
[4] M.-C. Lai and Y.-C. Chen, “Self-efficacy, effort, job performance, job satisfaction, and turnover intention: The 

effect of personal characteristics on organization performance,” International Journal of Innovation, Management 

and Technology, vol. 3, no. 4, pp. 387-391, 2012. 
[5] M. A. Siddiqi, “Examining work engagement as a precursor to turnover intentions of service employees,” 

International Journal of Information, Business and Management, vol. 5, no. 4, pp. 118-132, 2013. 
[6] V. Gupta, “Talent management dimensions and its relationship with Generation Y employee’s intention to quit: an 

Indian hotel perspective,” International Journal of Tourism Cities, vol. 6, no. 3, pp. 583-600, 2019.  
[7] M. Hassan and T. S. Jagirani, “Employee turnover in public sector banks of Pakistan,” Market Forces College of 

Management Sciences, vol. 14, pp. 119-137, 2019. 
[8] Y.W. Wei, “Do employees high in general human capital tend to have higher turnover intentions? The moderating 

role of high-performance HR practices and P-O fit,” Personnel Review, vol. 44, no. 5, pp. 739-756, 2015.  
[9] R. Kreitner and A. Kinicki, Organizational behaviour. 10th ed. New York, NY: McGraw-Hill/Irwin, 2013. 
[10] T. Hussain and S. Asif, “Is employees ’ turnover intention driven by organizational commitment and perceived 

organizational support?” Journal of Quality and Technology Management, vol. 8, no. 2, pp. 1-10, 2012. 
[11] M. R. U. Khan, N. Nazir, S. Kazmi, A. Khalid, T.M. Kiyani, and A. Shahzad, “Work-family conflict and turnover 

intentions: mediating effect of stress,” International Journal of Humanities and Social Science, vol. 4, no. 5, pp. 
92–100, 2014. 

[12] J. C. Wombacher and J. Felfe, “Dual commitment in the organization: Effects of the interplay of team and 
organizational commitment on employee citizenship behavior, efficacy beliefs, and turnover intentions,” Journal of 

Vocational Behavior, vol. 102, pp. 1–14, 2017.  
[13] S. P. Robbins and T. A. Judge, Organizational behaviour. 18th ed. Global edition, Harlow, England: Pearson 

Education Limited, 2019. 
[14] C. S. Long, L. Y. Thean, W. K. Ismail, and A. Jusho, “Leadership styles and employees’ turnover intention: 

Exploratory study of academic staff in a Malaysian College,” World Applied Sciences Journal, vol. 19, no. 4, pp. 
575-581, 2012.  

[15] Harnoto, Human resources management, in D. M. Candra, S. W. L. Hana, and D. Wulandari, “Compensation and 
turnover intention in coal mining support companies in South Kalimantan,” International Journal of Scientific & 

Technology Research, vol. 7, no. 4, pp. 202-205, 2018. 
[16] H. G. Chew, K. Y. N. Ng, and S.-W. Fan, “Effect of alternative opportunities and compensation on turnover 

intention of Singapore PMET,” International Scholarly and Scientific Research & Innovation, vol. 10, no. 3, pp. 
720-728, 2016. 

[17] A. de Cesari, H. Gonenc, and N. Ozkan, “The effects of corporate acquisitions on CEO compensation and CEO 
turnover of family firms,” Journal of Corporate Finance, Elsevier, vol. 38, pp. 294-317, 2016. 

[18] R. Bhatt and M. Sharma, “Job satisfaction dimensions and organizational commitment: Tools to understand 
employee turnover intention of IT/ITES Industry of the Gujarat State with a Focus on BPO Segment,” International 

Journal of Recent Technology and Engineering (IJRTE), vol. 8, no. 4, pp. 2959-2962, 2019. 
[19] J. Chen, M. Goergen, W. S. Leung, and W. Song, “CEO and director compensation, CEO turnover and institutional 

investors: Is there cronyism in the UK?” Journal of Banking and Finance, vol. 103, pp. 18-35, 2019. 
[20] G. Mustafa and N. Ali, “Rewards, autonomous motivation and turnover intention: Results from a non-Western 

cultural context,” Cogent Business & Management, vol. 6, no. 1, pp. 1-16, 2019. 
[21] P. K. Putri and R. Anindita, “The effect of organizational culture and compensation on turnover intention mediated 

by job satisfaction of the employees (a case study on insurance companies in Jakarta),” International Advanced 

Research Journal in Science, Engineering and Technology, vol. 6, no. 5, pp. 31-38, 2019.  
[22] A. P. Prasetio, E. Azis, and G. Anggadwita, “Exploring compensation satisfaction to enhance motivation and 

reduce turnover intention among employee of private bottled water company in Indonesia,” Jurnal Bisnis dan 

Manajemen, vol. 20, no. 1, pp. 32-48, 2019. 
[23] R. Camelo and V. Ponczek, “Teacher turnover and financial incentives in underprivileged schools: Evidence from a 

compensation policy in a developing country,” Economics of Education Review, vol. 80, pp. 1-16, 2021. 
[24] J. Bernardin, Human resource management. 6th ed. New York: McGraw-Hill Irwin, 2012. 
[25] R. L. Daft, Management. 12th ed. Ohio: South-Western College Pub, 2016. 
[26] R. P. Vecchio, Organizational behaviour, in W. Widodo and R. Damayanti, “Vitality of job satisfaction in 

mediation: the effect of reward and personality on organizational commitment,” Management Science Letters, vol. 
10, no. 9, pp. 2131-2138, 2020.  

[27] J. J. Martocchio, Strategic compensation: A human resource management approach. 10th ed. Boston: Pearson 
Education Inc., 2020. 



J Edu & Learn ISSN: 2089-9823  
 

Mitigating turnover intention among private school teachers (Moh. Alifuddin) 

449 

[28] A. Hitotsuyanagi-Hansel, F. J. Froese, and Y. S. Pak, “Lessening the divide in foreign subsidiaries: The influence 
of localization on the organizational commitment and turnover intention of host country nationals,” International 

Business Review, vol. 25, no. 2, pp. 569-578, 2016. 
[29] J. S. Kim, H. J. Song, and C.-K. Lee, “Effects of corporate social responsibility and internal marketing on 

organizational commitment and turnover intentions,” International Journal of Hospitality Management, vol. 55, pp. 
25-32, 2016. 

[30] L. J. Labrague, D. M. McEnroe-Petitte, K. Tsaras, J. P. Cruz, P. C. Colet, and D. S. Gloe, “Organizational 
commitment and turnover intention among rural nurses in the Philippines: Implications for nursing management,” 
International Journal of Nursing Sciences, vol. 5, pp. 403-408, 2018. 

[31] S. Terason. “Managerial turnover intention as a result of leadership behavior, job satisfaction and organizational 
commitment: Evidence from cross-national fitness enterprises in Thailand,” Academy of Strategic Management 

Journal, vol. 17, no. 1, pp. 1-12, 2018. 
[32] J. F. B. Ong, J. M. T. Tan, R. F. C. Villareal, and J. L. Chiu, “Impact of quality work life and prosocial motivation 

on the organizational commitment and turnover intent of public health practitioners,” Review of Integrative 

Business and Economics Research, vol. 8, no. 4, pp. 24-43, 2019. 
[33] S. U. Naiemaha, A. A. Sultan, A. Azizir, and I. R. Ruswahida, “The relationship between organizational 

commitment, employee engagement, job satisfaction and turnover intention: Evidences in the Malaysian 
Hospitality Sector,” International Journal of Advanced Science and Technology vol. 28, no. 13, pp. 473-482, 2019. 

[34] N. Scales and H. Q. Brown, “The effects of organizational commitment and harmonious passion on voluntary 
turnover among social workers: A mixed methods study,” Children and Youth Services Review, vol. 110, pp. 1-10, 
2020. 

[35] S. Zhou, X. Li, and B. Gao, “Family/friends support, work-family conflict, organizational commitment, and 
turnover intention in young preschool teachers in China: A serial mediation model,” Children and Youth Services 

Review, vol. 113, pp. 1-8, 2020.  
[36] S. Güllü, B. S. Yildiz, and R. Kaya, “The mediating effect of organizational commitment between mobbing and 

turnover intention: An application on physical education and sports teachers,” European Journal of Education 

Studies, vol. 7, no. 2, pp. 182-189, 2020. 
[37] Nurtati, N. Yanti, and M. T. Untari, “Turnover intention: The impact of ethical climate, job satisfaction and 

organizational commitment,” RELEVANCE: Journal of Management and Bussines, vol. 3, no.1, pp. 075-089, 2020. 
[38] F. Luthans, Organizational behaviour. 12th ed. Boston: McGraw-Hill, 2013. 
[39] J. Beardwell and A. Thompson, Human resource management: A contemporary approach. 8th ed. United Kingdom: 

Pearson Education Limited, 2017.  
[40] J. P. Meyer and N. J. Allen, “A three-component conceptualization of organizational commitment,” in R. Aryani 

and W. Widodo, “Exploring the effect of employability and job characteristics on contextual performance: 
Mediating by organizational commitment,” Management Science Letters, vol. 10, no. 9, pp. 2071-2076, 2020. 

[41] L. F. Llanos and R. B. Ahmad, “Financial compensation and organizational commitment: Differences among 
Mexican and Malaysian Bankers,” Compensation & Benefits Review, vol. 48, no. 5-6, pp. 155-170, 2016. 

[42] R. Pratama and M. H. Aima, “The effect of compensation and employee engagement on organizational 
commitments and its implementation toward employee’s performance of PT XYZ Jakarta,” International Journal 

of Scientific and Research Publications, vol. 8, no. 12, pp. 360-368, 2018.  
[43] O. A. Isimoya, O. T. Olajide, and A. K. Onafalujo, “Performance related pay and organizational commitment – 

evidence from Nigeria,” Journal of Economics and Management, vol. 34, no. 4, pp. 58-80, 2018.  
[44] N. P. D. Rahmawathi and W. G. Supartha, “The effect of compensation on employee performance mediated by 

organizational commitments,” The International Journal of Humanities & Social Studies, vol. 6, no. 9, pp. 286-295, 
2018. 

[45] D. H. Karnia, H. S. I. N. Kusumandaru, and B. G. Indrajati, “The effect of compensation and emotional intelligence 
on organizational commitments in employees PT. Jakarta Tokio Marie Insurance,” European Journal of 

Psychological Research, vol. 6, no. 1, pp. 59-68, 2019.  
[46] F. S. Tarigan, Nazaruddin, and Y. Absah, “The effect of compensation and work environment on organizational 

commitment of employee in Bank XXX, Medan,” International Journal of Research and Review, vol. 7, no. 1, pp. 
521-525, 2020.  

[47] H. N. Sriredjeki, I. Fadah, D. S. K. Tobing, and S. Bukhori, “The effect of compensation, motivation and spiritual 
intelligence with organizational commitment as intervening variables on employee performance in Banyuwangi 
Regency Government,” International Journal of Advanced Science and Technology, vol. 29, no. 7, pp. 5333-5342, 
2020. 

[48] R. A. L. F. Griethuijsen, M. W. Eijck, H. Haste, P. J. Brok, N. C. Skinner, and N. Mansour, “Global patterns in 
students’ views of science and interest in science,” Research in Science Education, vol. 45, no. 4, pp. 581-603, 
2014.  

[49] W. Widodo, Popular & practical research methodologies (in Indonesia). Depok: Rajawali Pers, 2019. 


