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Abstract

This study aims to determine the impact of employee satisfaction with human resource management (HRM)
practices (training satisfaction, performance appraisal satisfaction, and pay satisfaction) on work engagement and
turnover intention of employees of Sygma Exa Grafika. In addition, the mediating role of work engagement
between employee satisfaction with HRM practices and turnover intention is also assessed. In this study, the data
used came from questionnaires distributed to respondents using likert scale measurement and collected
respondents from a total of 123 employees who receive training, performance appraisal, and pay. The sampling
technique used in this study is saturated sampling. Partial least squares structural equation modeling (PLS-SEM)
is used as data analysis method. The results of this study state that training satisfaction and pay satisfaction each
have an effect on work engagement. However, performance appraisal satisfaction has no effect on work
engagement. Furthermore, work engagement mediates the relationship between training satisfaction, pay
satisfaction and turnover intention. However, it did not have any mediating effect on performance appraisal
satisfaction and turnover intention.

Keywords: HRM Practices, Training Satisfaction, Performance Appraisal Satisfaction, Pay Satisfaction, Work
Engagement, Turnover Intention.

INTRODUCTION

The manufacturing industry has experienced a decline due to the pandemic that has lasted for
the past two years. Despite the sharp decline in the first quarter of 2022, there are still several
types of industries that experienced an increase in production. The types of industries that
experienced an increase in production were the Printing & Recording Media Reproduction
Industry by 49.45 percent, the Non-Metal Mineral Industry by 16.52 percent, and the Food
Industry by 15.83 percent and the Beverage Industry by 4.59 percent (DKISP, 2022). The
printing industry is part of the manufacturing industry sector. The printing industry is
constantly changing at a rapid pace. Digital printing and digital transformation are trends
accelerated by the pandemic and will persist into the future. The world of printing, especially
the commercial sector, has been hit quite hard during the pandemic. But within the industry,
some experts say that 2022 will be a year of revival and turnaround.
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Table 1: Employees of Sygma Group

Entity 2020 2021 2022
Men | Women |Total | Men | Women |Total | Men | Women | Total
Madina 4 5 9 5 6 11 3 7 10
Sygma Daya Insani 40 14 54 42 16 58 36 13 49
Sygma Examedia Arkanleema | 64 16 80 81 25 106 | 83 28 111
Sygma Exa Grafika 162 60 222 | 181 62 243 | 93 30 123
Sygma Media Innovation 35 8 43 37 7 44 28 9 37

Source: Internal data of Sygma Group

The success or failure of a company largely depends on its human resources. The role of human
resources is not only about hiring people in an organization, but also about retaining them
(Irabor and Okolie, 2019). The topic of voluntary rotation has been extensively studied over
the past few decades. Empirical evidence shows that high voluntary turnover rates are
detrimental to organizations because they have a negative impact on organizational
effectiveness and success (Shaw, 2011).

According to Purwito in Soegandhi (2013), the level of employee turnover can be categorized
as high if it reaches 2% and above. Based on data obtained from Human Capital of Sygma
Group, data on the number of employees and employee turnover for the 2020-2022 period are
as follows in table 1.

From the table 1, it can be seen that most of the employees from Sygma Group are spread
across Sygma Exa Grafika, which has a total of 123 people and Sygma Examedia Arkanleema,
which has a total of 111 people. And the remaining small portion is spread across other entities
such as Madina, Sygma Daya Insani, and Sygma Media Innovation. It can also be seen that
there are fluctuations in the number of employees from year to year, such as the increase in the
number of employees from the previous year, as happened at Sygma Examedia Arkanleema
and vice versa, there was a decrease in the number of employees in other entities.

Table 2: Employees Turnover of Sygma Group

Entiy Employee Leave Turnover Rate

2020 | 2021 | 2022 | 2021 2022

Madina 4 4 1 40% 10%
Sygma Daya Insani 8 2 1 3,57% | 1.87%
Sygma Examedia Arkanleema 9 17 8 18,27% | 7,37%
Sygma Exa Grafika 21 1 4 0,43% | 2,18%
Sygma Media Innovation 4 3 2 6,90% | 4,93%

Source: Internal data of Sygma Group

From these data it can be seen that the employee turnover rate for each Sygma Group entity in
recent years has been relatively high in several companies such as in Madina which reached
10%, Sygma Examedia Arkanleema 7.37%, Sygma Media Innovation 4.93%, and Sygma Exa
Grafika 2.18%. More specifically Sygma Exa Grafika which has the largest number of
employees, the employee turnover rate continues to increase compared to other entities.
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Turnover can be advantageous when a worker who isn't productive quits, for example. This
gives other people with better abilities the chance to get employed or promoted (Ketkaew et
al., 2020). High turnover intention can indicate that the company is ineffective, reduce
efficiency and productivity so that it can endanger the company, in the end the company loses
employees who have previous experience and need to train new employees (Joarder et al.,
2011).

Based on previous research performed by Memon et al. (2020) about the effect of training
satisfaction, pay satisfaction, performance appraisal satisfaction, and work engagement on
turnover intention state that training satisfaction and performance appraisal satisfaction are the
two main drivers of employee engagement in the workplace. Work engagement in turn has a
negative impact on employee turnover intentions. In addition, work engagement mediates the
relationship between employee satisfaction with HRM practices (i.e. training satisfaction and
performance appraisal satisfaction) and intent to turnover. However, it has no mediating effect
on pay satisfaction and turnover intention.

On the other hand, previous research conducted by Mumtahanah (2017) which used training
satisfaction as the independent variable and turnover intention as the dependent variable as well
as work engagement as a mediating variable shows that there is no influence between training
satisfaction on employee turnover intention. Then, there is an influence between training
satisfaction on work engagement of employees. However, there is no effect of work
engagement on employee turnover intention. Also in contrast to research conducted by Sari et
al (2021) which stated that training satisfaction influences work engagement and work
engagement mediate between training satisfaction and turnover intention.

Another previous study was conducted by Hidayat (2018) which used pay satisfaction as the
independent variable and turnover intention as the dependent variable as well as work
engagement as a mediating variable shows that pay satisfaction has an effect on turnover
intention through work engagement. Meanwhile, research conducted by Memon et al (2020)
stated the opposite.

Training Satisfaction

Schmidt (2007) states that training satisfaction is the extent to which people like or dislike the
set of planned activities organized to develop the knowledge, skills, and attitudes required to
effectively perform a given task or job. According to this definition, training satisfaction is
defined as how people feel about the aspects of the job training they receive (Schmidt, 2007).
Therefore, training satisfaction as a measures the employees’ feeling about the whole training
activities such as identifying the training needs, designing the training program, delivering
training contents, activating learning occurring, and assessing training evaluation (Omar, 2021)
in Afriansyah & Widjaja (2021).

Training is especially important for giving employees the tools they need to feel ready to
engage fully to their jobs (Gruman & Saks 2019). One's degree of work engagement rises when
they have satisfied in their ability to meet expectations on the job. Organizations that offer their
employees numerous opportunities for training and development report higher levels of work
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engagement (Crawford et al. 2010). If satisfaction with training affects work engagement, and
work engagement affects turnover intention, it is plausible that work engagement might
mediate the relationship between HRM practices and turnover intention (Memon et al., 2020).
JD-R theory describes engagement as a motivational process, implies that it can mediate
between job resources and positive workplace outcomes. (Karadas & Karatepe, 2018). Thus,
positive experience such as training satisfaction from applied HRM practices serves as a
potential source of employment that encourages employee determination and work effort,
which translates into positive outcomes like lower turnover intention (Memon et al., 2020).

Hi: There is an influence of training satisfaction toward work engagement.

Hs: There is a mediating effect of work engagement between training satisfaction and turnover
intention.

Performance Appraisal Satisfaction

Mount (1984) in Morgan (2000) states that performance appraisal satisfaction is the reaction
of employees to various aspects of the appraisal process. According to Giles and Mossholder
(1990) in Othman (2014), performance appraisal satisfaction is the extent to which the
employee perceives performance ratings reflect those behaviors that contribute to the
organization. Performance appraisal satisfaction is defined as a positive reaction of employees
towards four dimensions of organizational justice namely distributive, procedural,
interpersonal and informational justice. (Saraih & Karim, 2017).

Employees believe they have been handled fairly by their employer if they believe the appraisal
was impartial, fair, and advantageous to both parties. A sense of obligation is created by such
equitable treatment, which the employee acts upon by becoming more engaged at work. In
essence, employees' good opinions of the performance appraisal system spur their work
engagement (Memon et al., 2019). If performance appraisal satisfaction affects work
engagement, and work engagement affects turnover intention, it is reasonable that work
engagement mediates the relationship between performance appraisal satisfaction and turnover
intention. (Memon et al., 2020).

H»: There is an influence of performance appraisal satisfaction toward work engagement.

He: There is a mediating effect of work engagement between performance appraisal
satisfaction and turnover intention.

Pay Satisfaction

Miceli & Lane (1991) in Faulk II (2002) states that pay satisfaction as the amount of overall
positive affect (or feelings) individuals have toward pay. According to Lawler (1971) in Das et
al. (2017), pay satisfaction or dissatisfaction is a function of the discrepancy between
employee's expectation of his/her pay and the pay s/he receives. Furthermore, according to
Milkovich (2017), pay satisfaction is a function of the discrepancy between employees’
perceptions of how much pay they should receive and how much pay they do receive. If these
perceptions are equal, an employee is said to experience pay satisfaction.
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Financial compensation is a key work resource that encourages employees to meet their
obligations and provide positive outcomes like work engagement. (Schaufeli & Taris 2014).
Given the significance of financial compensation for satisfying workers' material demands, pay
satisfaction should raise workers' levels of work engagement. (Memon et al., 2020). Another
study by Memon et al. (2017) found that the likelihood of employee turnover intention is
mediated by work engagement and the level of employee satisfaction with HRM practices such

as pay.
Hs: There is an influence of pay satisfaction toward work engagement.

H7: There is a mediating effect of work engagement between pay satisfaction and turnover
intention.

Work Engagement

Bakker & Leiter (2010) states that work engagement is a positive, fulfilling, affective-
motivational state of work-related well-being that can be seen as the antipod of job details while
getting to the essence of challenging problems. Work engagement is the harnessing of
organizational member selves to their work roles’ as a way of self-expression in work (Kahn,
1990). According to Seymour & Dupre (2008) work engagement is working collegially to meet
organizational goals.

A higher level of work engagement lowers voluntary turnover. Engagement at work results in
personally satisfying job-related experiences, good health, and a mentality that is positively
connected with diligent, forward-moving work efforts. (Shuck et al., 2014). Bailey et al. (2015)
found strong evidence for a link between these constructs when they found a significant
negative relationship between employee turnover intentions and work engagement. The
outcomes of work are improved, the employee has a favorable view of their employer, and their
commitment to the organization increases as a result of these positive experiences and feelings.
Positively engaged people typically have higher job satisfaction, feel more devoted to the
organization, and have no intentions of leaving the organization (Schaufeli & Salanova, 2008).
This means that highly engaged employees are less likely to leave their jobs (Memon et al.,
2020).

Ha: There is an influence of work engagement toward turnover intention.
Turnover Intention

Schyns et al. (2007) states that turnover intention represents the employee cognitions about a
voluntary leave from the employing organization. Turnover intention is the possibility that an
employee quits job prior to a date that is specified. (Hughes et al., 2010). Saeed et al. (2014)
defined turnover intention as a plan for the employees to quit the organizations; it is a planned
attempt to search for the job outside the organization. Based on this, it can be said that turnover
intention is an employee's planned effort to leave his/her work organization and it is highly
likely to find work outside his/her organization.

Another theory, The Human Capital Theory sets that education, training and development, and
other knowledge have a positive effect on productivity and pay (Zula and Chermack 2007).
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According to Rahman et al. (2013) the Human Capital theory, employee productivity can be
increased by investing in their education. Therefore, in order to increase their production levels,
organizations must invest in the development of their personnel. Education and training,
however, may increase workers' employability in the labor market and encourage turnover for
better positions, according to the Human Capital Theory. The Human Capital Theory views
management's investments in the education, training, and development of its workforce as a
key driver of turnover intention factor.

RESEARCH MODEL

—— Direct Effect - ——-- Indirect Effect

Figure 1: Research Model
Description:
X1: Training Satisfaction
X»: Performance Appraisal Satisfaction
X3: Pay Satisfaction
Y: Work Engagement

Z: Turnover Intention

RESEARCH METHOD

The form of this research is descriptive and causal. The population in this study was 123
employees who receive training, performance appraisal, and pay at the Sygma Exa Grafika. In
determining the sample used by the author in this study, the author used the saturated sampling
technique. Data collection for this study used a method by distributing questionnaires by using
the Likert measurement scale to respondents. Partial least squares structural equation modeling
(PLS-SEM) is used as a data analysis method. The purpose of this study is to examine the effect
of training satisfaction, performance appraisal satisfaction, and pay satisfaction on turnover
intention mediated by work engagement.
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Operational Definition

Training satisfaction is the extent to which people like or dislike the set of planned activities
organized to develop the knowledge, skills, and attitudes required to effectively perform a
given task or job (Schmidt, 2007). Performance appraisal satisfaction is defined as a positive
reaction of employees towards four dimensions of organizational justice namely distributive,
procedural, interpersonal and informational justice (Saraih & Karim, 2017). Pay satisfaction is
a function of the discrepancy between employees’ perceptions of how much pay they should
receive and how much pay they do receive (Milkovich, 2017).Work engagement is a positive,
fulfilling, affective-motivational state of work-related well-being that can be seen as the
antipod of job details while getting to the essence of challenging problems (Bakker & Leiter,
2010). Turnover intention is the possibility that an employee quits job prior to a date that is
specified (Hughes et al., 2010).

RESEARCH RESULT

The descriptive method in this research is used to describe the respondent's profile based on
the data that has been obtained. Description of respondent data in this study consists of gender,
age, employment status, education, length of work, job classification, and length of work. There
were 93 male respondents (75.6%) and 30 female respondents (24.4%). Thus, there were more
male respondents in this study. Then there were 38 respondents aged between 20-24 years
(30.9%), 38 respondents aged between 25-29 years (30.9%), 18 respondents aged between 30-
34 years (14.6%), Respondents aged between 35-39 years were 17 people (13.8%), and
respondents aged between 40-45 years were 12 people (9.8%) From these data respondents
with an age range of 20-24 years and 25-29 years old were the most dominant age in this
research. It is known that 18 people (14.6%) have working status as Workers with Fixed Time
Agreements (PKWT), 48 people (39.0%) have daily worker status, and 57 people have
permanent employee status (46.3%). Means that the respondent's status as a permanent
employee is the most dominant worker in this study.

Furthermore, respondents with the last education level of junior high school were 6 people
(4.9%), high school were 101 people (82.1%), diploma and bachelors were 15 people (12.2%),
and 1 master degree. (0.8%). From this data, respondents with the most recent high school
education category or equivalent were the most dominant in this study. Furthermore, the
number of respondents in the production section was 92 people (74.8%), 18 people in the
operational section (14.6%), and 13 people in the finance section (10.6%). From these data,
respondents in the most dominant production section in this study. Based on length of work, 3
person or 2.4% worked for 4 months, 4 person or 3.3% worked for 6 months, 1-2 years worked
40 people or 32.5%, 48 people or 39.0% worked 3-4 years, 18 people or 14.6% 5-6 years
worked, 6 people or 4.9% worked 7-8 years, 9-10 years worked 4 people or 3.2% and have
worked for more than 10 years as many as 4 or 3.2%. From this data, respondents who have
worked for 1 to 4 years are the most dominant in this study.

An indicator is considered reliable if it has a correlation value above 0.70. However, in the
research at the scale development stage, a loading of 0.50 to 0.60 is still acceptable (Ghozali
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2021, 35). The loading factors for each variable indicator in this study were >0.5, with work
engagement having the lowest loading of 0.642 and the highest of 0.846 with an Average
Variance Extracted (AVE) of 0.591; turnover intention has the smallest loading of 0.692 and
the highest of 0.798 with an AVE value of 0.578; training satisfaction has the lowest loading of
0.801 and the highest of 0.883 with an AVE value of 0.734; performance appraisal satisfaction
has the lowest loading of 0.596 and the highest of 0.852 with an AVE of 0.518; pay satisfaction
has the lowest loading of 0.781 and the highest of 0.861 with an AVE of 0.670. It can be
concluded that all the variables used in this study have a high individual reflexive measure.

According to Hair et al. (2017, 115) discriminant validity is the extent to which a construct is
truly distinct from other by empirical standards. Discriminant validity of a measurement model
with reflective indicators is assessed based on cross-loading measurements with variables. If
the construct's correlation with measurement items is greater than other construct measures,
this indicates that latent constructs predict the size of their block better than indicators in other
blocks (Ghozali 2021, 36). In this study, the correlation of each variable indicator is greater
than the correlation of other variable indicators, so it can be concluded that the indicators of
each latent variable are more than blocks of other variable indicators. It can be seen that each
indicator of the work engagement variable, between the smallest 0.642 and the largest 0.846,
is the highest correlation to the work engagement variable compared to the correlation of other
variables; the indicator of the variable turnover intention between the smallest 0.692 to the
largest 0.798 is the highest correlation to the variable turnover intention compared to the
correlation of other variables; the indicator of the training satisfaction variable between the
smallest 0.801 to the largest 0.883 is the highest correlation to the training satisfaction variable
compared to the correlation of other variables; the indicator of the variable performance
appraisal satisfaction between the smallest 0.596 to the largest 0.852 is the highest correlation
to the variable performance appraisal satisfaction compared to the correlation of other
variables; the indicator of the pay satisfaction variable between the smallest 0.790 to the largest
0.861 is the highest correlation to the pay satisfaction variable compared to the correlation of
other variables.

Table 3: Cronbach's Alpha & Composite Reliability

Variable Cronbach's Alpha Composite Reliability
Work Engagement 0.913 0.928
Turnover Intention 0.817 0.872
Training Satisfaction 0.879 0.917
Performance Appraisal Satisfaction 0.872 0.894
Pay Satisfaction 0.902 0.924

Source: statistical data processing output

Reliability test conducted by PLS (Partial Least Square) can be done by looking at Cronbach's
alpha and composite reliability. The construct is declared reliable if the composite reliability
and Cronbach's alpha values are above 0.70 (Ghozali, 2021, 37). Based on table 3 above, the
variables meet the reliability criteria.
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Table 4: R-Square & Predicition Relevance (Q?)

R-Square Q? (=1-SSE/SSO)
Work Engagement 0.487 0.282
Turnover Intention 0.143 0.069

Source: statistical data processing output

Based on the table above, the Work Engagement variable can be explained by the variables
Training Satisfaction, Performance Appraisal Satisfaction, and Pay Satisfaction with an R-
Square value of 48.7%, while the remaining 51.3% is explained by other variables or factors
outside of this study. Through the table above, the Turnover Intention variable can be explained
by the Work Engagement variable with an R-square value of 14.3%, while the remaining 85.7%
is explained by other variables or factors outside this study. So it can be concluded that with an
R-Square of more than 33%, the exogenous construct for work engagement is moderate, while
the exogenous construct for turnover intention is weak with an R-Square of less than 19%.

The value of Q? is more than 0 then the model has predictive relevance, whereas if it is less
than 0 then the model has less predictive relevance. This shows that all indicator models have
good relevance to endogenous variables (Ghozali 2021, 74). Based on table 4.10, it shows the
Q? results of Work Engagement which has a value > 0. This shows that the indicator model of
Work Engagement has good relevance to endogenous variables. While the Q2 results from
Turnover Intention have a value of <0 which means the model less predictive relevance.

Table 5: Summary of Structural Model

Org. Sample (O) | T Statistics ((O/STDEV)) P Values Supported

TS -> WE 0.520 6.101 0.000 YES
PAS -> WE -0.022 0.266 0.791 NO

PS > WE 0.334 3.325 0.001 YES
WE ->TOI 0.378 4.568 0.000 YES
TS -> WE -> TOI 0.196 3.421 0.001 YES
PAS -> WE ->TOI -0.008 0.273 0.785 NO

PS -> WE ->TOI 0.126 2.916 0.004 YES

Source: statistical data processing output
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Figure 2: Measurement Model Test Results
Source: statistical data processing output
The results of hypothesis testing based on table above are:

H; from the hypothesis test results of the table above shows that there is an effect of training
satisfaction on work engagement of employees of Sygma Exa Grafika. Significant influence is
shown by the t-value of 6.101 > 1.96; and p-value 0.000 <0.05. The results of this study are
consistent with the results of Memon et al (2020) which state that training satisfaction has a
significant effect on work engagement.

H> from the hypothesis test results of the table above shows that there is no effect of
performance appraisal satisfaction on work engagement of employees of Sygma Exa Grafika,
which shown by the t-value of 0.266 < 1.96; and p-value 0.791 >0.05. The results of this study
are not in accordance with the results of Memon et al (2020) which state that performance
appraisal satisfaction has a significant effect on work engagement.

Hs from the hypothesis test results of the table above shows that there is an effect of pay
satisfaction on work engagement of employees of Sygma Exa Grafika. Significant influence is
shown by the t-value of 3.325 > 1.96; and p-value 0.001 <0.05. The results of this study are not
consistent with the results of Memon et al (2020) which state that pay satisfaction has no effect

@ 350V 18.108



Seybeld

REPORT

B3N:A533-9200 DOI: 10.5281/zenodo.8251900

on work engagement. However, these results are consistent with research conducted by Hidayat
(2018) which states that there is an effect of pay satisfaction on work engagement.

H4 from the hypothesis test results of the table above shows that there is an effect of work
engagement on turnover intention of employees of Sygma Exa Grafika. Significant influence
is shown by t-value of 4.568 > 1.96; and p-value 0.000 <0.05. The results of this study are
consistent with the results of Memon et al (2020) which state that work engagement has a
significant effect on work turnover intention.

Hs from the hypothesis test results of the table above shows that there is a mediating effect of
work engagement between training satisfaction and turnover intention of employees of Sygma
Exa Grafika, which shown by the t-value of 3.421 > 1.96; and p-value 0.001 <0.05. The results
of this study are consistent with the results of Memon et al (2020) which state that work
engagement mediates the relationship between training satisfaction and turnover intention.

He from the hypothesis test results of the table above shows that there is no mediating effect of
work engagement between performance appraisal satisfaction and turnover intention of
employees of Sygma Exa Grafika, which shown by the t-value of 0.273 < 1.96; and p-value 0.
0.785 >0.05. The results of this study are not consistent with the results of Memon et al (2020)
which state that work engagement mediates the relationship between performance appraisal
satisfaction and turnover intention.

H7 from the hypothesis test results of the table above shows that there is a mediating effect of
work engagement between pay satisfaction and turnover intention of employees of Sygma Exa
Grafika, which shown by the t-value of 2.916 > 1.96; and p-value 0.004 <0.05. The results of
this study are not consistent with the results of Memon et al (2020) which state work
engagement did not mediate the relationship between pay satisfaction and turnover intention.
However, these results are consistent with research conducted by Hidayat (2018) which states
that work engagement mediates the relationship between pay satisfaction and turnover
intention.

CONCLUSION

Based on the results of hypothesis testing, it can be concluded that training satisfaction and pay
satisfaction each have an effect on work engagement. The results of this study are consistent
with the results of Memon et al (2020) which state that training satisfaction has a significant
effect on work engagement and also research conducted by Hidayat (2018) which states that
there is an effect of pay satisfaction on work engagement.

However, performance appraisal satisfaction has no effect on work engagement. So, this study
is not in accordance with the results of Memon et al (2020) which state that performance
appraisal satisfaction has a significant effect on work engagement. Furthermore, work
engagement mediates the relationship between training satisfaction which also stated by Sari
et al (2021). And also work engagement mediates the relationship between pay satisfaction and
turnover intention therefore consistent with research conducted by Hidayat (2018) However, it
did not have any mediating effect on performance appraisal satisfaction and turnover intention

@ 351|V18.108



Seybeld

REPORT

B3N:A533-9200 DOI: 10.5281/zenodo.8251900

which is not consistent with the study conducted by Memon et al. (2020).

The author is aware that in this study there are still some limitations in conducting this study.
The limitations that exist in this study are:

First, the variables studied were only limited to training satisfaction, performance appraisal
satisfaction, pay satisfaction, work engagement, and turnover intention Second limitation is
that Second limitation is that the authors have not found and have not obtained many reference
sources regarding the variables studied because there is still few research related to this matter.
The third limitation is that the sample used is very limited. Research only focuses on employees
from one company, which may not representative to another population and sector.

Considering these limitations, the study has several recommendations and suggestions for
further researcher:

The future researchers can further examine and analyze how much influence training
satisfaction, performance appraisal satisfaction, pay satisfaction, and work engagement have
on employee turnover intention both simultaneously and partially, both of which are assisted
by independent variables as well as by dependent variables that may be influenced by other
variables from this research. Second, future researchers can use more references regarding the
variables that have been studied so that they can produce research that is far better. Also, the
further researchers may use different objects from what researchers are currently doing, as well
as use a larger and more varied sample than the research that has been conducted.

References

1) Afriansyah, Jazak Yus, and Anton Wachidin Widjaja. "Optimizing digital online training satisfaction to grab
digital online training business opportunity in the pandemic challenge.” The 5th International Conference
on Family Business and Entrepreneurship, 2021.

2) Akinyemi, Benjamin, Babu George, and Alice Ogundele. "Relationship between Job Satisfaction, Pay,
Affective Commitment and Turnover Intention among Registered Nurses in Nigeria." Global Journal of
Health Science, 2022.

3) Albrecht, Simon L, Arnold B Bakker, Jamie A Gruman, William H Macey, and Alan M Saks. "Employee
engagement, human resource management practices and competitive advantage: An integrated approach."”
Journal of Organizational Effectiveness: People and Performance, 2015.

4)  Ali, Nazim. "Factors Affecting Overall Job Satisfaction and Turnover Intention." Journal of Managerial
Sciences, 2008.

5) Anitha, J. "Determinants of employee engagement and their impact on employee performance."
International Journal of Productivity and Performance Management, Vol. 63 No. 3, 2014: 308-323.

6) Bailey, Catherine, Adrian Madden, Kerstin Alfes, and Luke Fletcher. "The meaning, antecedents and
outcomes of employee engagement: a narrative synthesis.” International Journal of Management Reviews,
2017.

7) Bakker, A.B & Leiter, M.P. Work engagement : a handbook of essential theory and research. New York:
Psychology Press, 2010.

8) Bakker, A.B., and E. Demerouti. "Job demands-resources theory." In Work and Wellbeing: Wellbeing: A
Complete Reference Guide, by Peter Y. Chen and Cary Cooper. West Sussex: John Wiley & Sons, 2014.

@ 352|V18.108



Seybeld

9)

10)

11)

12)

13)

14)

15)

16)

17)

18)

19)

20)

21)
22)

23)

24)

25)

26)

27)

REPORT

B3N:A533-9200 DOI: 10.5281/zenodo.8251900

Bakker, A.B., and S. Albrecht. "Work engagement: current Trends." Career Development International,
2018.

Becker, Garry. "Nobel lecture: The economic way of looking at behavior." Journal of Political Economy,
1993.

Bougie, Uma Sekaran and Roger. Research Methods for Business. United Kingdom: John Wiley and Sons.
Ltd, 2016.

Bramantara, Gusti Ngurah Berlin, and A.A. Sagung Kartika Dewi. "Pengaruh Kepuasan Kerja dan
Komitmen Organisasi terhadap Turnover Intention Karyawan pada Krisna Oleh-Oleh Khas Bali I11." E-
Jurnal Manajemen Universitas Udayana, 2014.

Crawford, Eean R., Jeffery A. LePine, and Bruce Louis Rich. "Linking job demands and resources to
employee engagement and burnout: a theoretical extension and meta-analytic test." Journal of Applied
Psychology, 2010.

Culbertson, Satoris S., Jaime B. Henning, and Stephanie C. Payne. "Performance appraisal satisfaction: the
role of feedback and goal orientation." Journal of Personnel Psychology, 2013: 189-195.

Dale-Olsen, Harald. "Wages, fringe benefits and worker turnover." Labour Economics, 2006: 87-105.

Dardar, Abdul Hakim Ahmad, Ahmad Jusoh, and Amran Rasli. "The Impact of Job Training, job satisfaction
and Alternative Job Opportunities on Job Turnover in Libyan Oil Companies." Procedia - Social and
Behavioral Sciences, 2012.

Das, P., V. Byadwal, and T. Singh. "Employee engagement, cognitive flexibility, and pay satisfaction as
potential determinants of Employees’ turnover intentions: An overview." Indian Journal of Human
Relations, 2017.

Deci, E.L, and R.M Ryan. Intrinsic Motivation and Self-determination in Human Behavior. New York:
Plenum, 1985.

Deci, E.L., J.P. Connell, and R.M. Ryan. "Intrinsic Motivation and Self-determination in Human Behavior."
Journal of Applied Psychology, 1989: 580-90.

Demerouti, E., and A.B Bakker. "The job demands—resources model: challenges for future research."
Journal of Industrial Psychology, 2011.

Dessler, Gary. Human Resource Management Fifteenth edition. Pearson, 2017.

DKISP. Produksi Industri Mikro dan Kecil Tumbuh 7,7 Persen. June 27, 2022.
https://diskominfo.kaltaraprov.go.id/produksi-industri-mikro-dan-kecil-tumbuh-77-persen/.

Ducharme, Singh, and Podolsky. "Exploring the Links between Performance Appraisals and Pay
Satisfaction.”" Compensation & Benefits Review, 2005.

Dupee, J. M., N. P. Ernst, and K. E. Caslin. "Does multisource feedback influence. performance appraisal
satisfaction? ." Nursing Management, 2011.

Earley, P.C., G.B. Northcraft, C Lee, and T.R. Lituchy. "Impact of Process and Outcome Feedback on the
Relation of Goal Setting to Task Performance." Academy of Management Journal, 1990.

Erdogan, Berrin. "Antecedents and Consequences of Justice Perceptions in Performance Appraisals."
Human Resource Management Review, 2002.

Faulk, L. Hugh. "Pay satisfaction consequences : development and test of a theoretical model." LSU Doctoral
Dissertasions, 2002.

@ 353|V18.108



Seybeld

28)

29)

30)

31)

32)

33)

34)

35)

36)

37)
38)
39)
40)

41)

42)

43)

44)

45)

46)

47)

REPORT

B3N:A533-9200 DOI: 10.5281/zenodo.8251900

Ghozali, H. I. Partial Least Squares Konsep,Teknik,Dan Aplikasi Menggunakan Program SmartPLS 3.2.9
(3rd ed.). Semarang: Badan Penerbit Universitas Diponegoro, 2021.

Giangreco, A., Sebastiano, A., & Peccei, R. "Trainees' reactions to training: An analysis of the factors
affecting overall satisfaction with training." The International Journal of Human Resource Management,
20009.

Gordon, S., H Adler, J Day, and S. Sydnor. "Perceived supervisor support : A study of select-service hotel
employees.” Journal of Hospitality and Tourism Management, 2019.

Griffeth, R.W., P.W. Hom, and S Gaertner. "A meta-analysis of antecedents and correlates of employment
turnover: Update, moderator tests, and research implications for the next millennium." Journal of
Management, 2000.

Gruman, J.A., and A.M. Saks. "Performance management and employee engagement."” Human Resource
Management Review, 2019.

Guimaraes, T., and M. Igbaria. "Determinants of Turnover Intentions: Comparing IC and IS Personnel."
Information Systems Research, 1992.

Gustafson, Catherine M. "Employee turnover: A study of private clubs in the USA." International Journal
of Hospitality Management, 2002.

Hair, Joseph F., Hult J., G. T. M., Ringle, C. M., and Sarstedt. In A primer on partial least squares structural
equation modeling (PLS-SEM) (2nd ed.). SAGE Publication Inc., 2017.

Hanafi, Mamduh. "Konsep Dasar dan Perkembangan Teori Manajemen.” In Manajemen, by Mamduh
Hanafi, 1-66. Jakarta: Universitas Terbuka, 2015.

Handoko, Hani. Manajemen Personalia dan Sumber Daya Manusia. Yogyakarta: BPFE, 2011.
Hani Handoko, T. Manajemen personalia dan sumberdaya manusia. BPFE, 2016.
Hasibuan, H. Malayu S.P. Manajemen Sumber Daya Manusia. Jakarta: PT Bumi Aksara, 2017.

Heneman, Herbert G., and Donald P. Schwab. "Pay Satisfaction: Its Multidimensional Nature And
Measurement.” International Journal of Psychology, 1985: 129-141.

Hidayat, Shely Noviyani. "Pengaruh pay satisfaction terhadap turnover intention yang dimediasi oleh work
engagement pada PT. Handa Teknik." FEB - Usakti, 2018.

Hong, YuLing. "A Review of the Influencing Factors of Ratee Performance Appraisal Satisfaction.” 2018
3rd International Conference on Society Science and Economics Development, 2018.

Huang, Wen-Rou, and Chih-Hao Su. "The mediating role of job satisfaction in the relationship between job
training satisfaction and turnover intentions.” Industrial and Commercial Training, 2016.

Hughes, Larry W., James B. Avey, and Don R. Nixon. "Relationships Between Leadership and Followers’
Quitting Intentions and Job Search Behaviors." Journal of Leadership & Organizational Studies, 2010.

Igbal, Qaisar, Noor Hazlina Ahmad, and Basheer Ahmad. "Enhancing sustainable performance through job
characteristics via workplace spirituality. A study on SMEs." Journal of Science and Technology Policy
Management, 2018.

Irabor, Ikechukwu, and Ugo Chuks Okolie. "A Review Of Employees’ Job Satisfaction And Its Affect On
Their Retention." Annals of Spiru Haret University. Economic Series, 2019.

Jiang, J.J, and G Klein. "A Discrepancy Model of Information System Personnel Turnover." Journal of
Management Information Systems, 2002.

@ 354V 18.108



Seybeld

48)

49)
50)

51)

52)

53)

54)

55)

56)

57)

58)

59)

60)

61)

62)

63)

64)

65)

66)

REPORT

B3N:A533-9200 DOI: 10.5281/zenodo.8251900

Joarder, Mohd H. R., Mohmad Yazam Sharif, and Kawsar Ahmmed. "Mediating Role of Affective
Commitment in HRM Practices andTurnover Intention Relationship: A Study in a Developing Context."
Business and Economics Research Journal, 2011.

Jones, Gareth R., and Jennifer M George. Contemporary Management. New York: McGraw Hill, 2010.

Juhdi, Nurita, Fatimah Pa'wan, and Ram Milah Kaur Hansaram. "HR practices and turnover intention: the
mediating roles of organizational commitment and organizational engagement in a selected region in
Malaysia." International Journal of Human Resource Management, Vol. 24 No. 15, 2013: 3002-3019.

Jun, Hyo Sun, and Hye Hyun Yoon. "Understanding pay satisfaction: The impacts of pay satisfaction on
employees’ job engagement and withdrawal in deluxe hotel." International Journal of Hospitality
Management, 2015.

Juniarti, Atty Tri, Rohmat Sarman, and Bayu Indra Setia. "Kompensasi Tidak Langsung (Fringe Benefits)
Dan Mutasi Terhadap Kepuasan Kerja Karyawan." Jurnal Riset Bisnis dan Manajemen, 2020: 70-75.

Kadiman, and Rr. Dian. Indriana. "Pengaruh Budaya Organisasi, Komitmen Organisasi dan Kepuasan Kerja
terhadap Turnover Intention Karyawan (Studi Kasus pada PT. Nyonya Meneer Semarang)." JURAKSI, 2012:
57-72.

Kahn, William A. "Psychological Conditions of Personal Engagement and Disengagement at Work." The
Academy of Management Journal Vol. 33, No. 4 , 1990.

Kalliath, P., T. Kalliath, X. W. Chan, and C( Chan. "Enhancing job satisfactionthrough workfamily
enrichment and perceived supervisor support: the case of Australian social workers." Personnel Review,
2020.

Karadas, G., and O.M. Karatepe. "Unraveling the black box: the linkage between high performance work
systems and employee outcomes." Employee Relations, 2018.

Ketkaew, Chavis, Orasa Manglakakeeree, and Phaninee Naruetharadhol. "The interrelationships of work-
related factors, person-environment fit, and employee turnover intention." Cogent Business & Management,
2022.

Kipphan, Helmut. Handbook of Print Media. Berlin: Springer, 2001.

Kirkpatrick, Donald. ‘Evaluation of Training, in Training and Development Handbook, eds. R.L. Craig and
L.R. Bittel. New York: McGraw-Hill, 1967.

Krat, Paula, and Travor Brown. "Unionised employee's reactions to the introduction of a goal-based
performance appraisal system.” Human Resource Management Journal, 2013.

Kulikowski, Konrad. "The model of relationships between pay for individual performance and work
engagement.” Career Development International, 2018.

Kuvaas, Bard. "Performance appraisal satisfaction and employee outcomes: mediating and moderating roles
of work motivation." The International Journal of Human Resource Management, 2006.

Kuvaas, Bard. "The interactive role of performance appraisal reactions and regular feedback." Journal of
Managerial Psychology, 2011: 123-137.

Lakornsri, T., and S Namwong. "The effects of training program on employee trainingsatisfaction: a case
study of inter hotel in Bangkok, Thailand.” Dusit Thani College Journal, Vol. 13 No. 1, 2019: 202-217.

Lakornsri, Tanida, and Suwaree Namwong. "The Effects of Training Program on Employee Training
Satisfaction: A Case Study of Inter Hotel in Bangkok, Thailand." Dusit Thani College Journal, 2019.

Lee, C.H, and N.T Bruvold. "Creating Value for Employees: Investment in Employee Development."
International Journal of Human Resource Management, 2003.

@ 355|V18.108



Seybeld

67)

68)

69)

70)

71)

72)

73)

74)

75)

76)

77)

78)

79)

80)

81)

82)
83)

84)

85)

REPORT

B3N:A533-9200 DOI: 10.5281/zenodo.8251900

Lee, Sung Heum, and James A. Pershing. "Dimensions and Design Criteria for Developing Training
Reactions Evaluations." Human Resources Development International, 2002: 175-197.

Lestari, Ni Nyoman Yani Sri, and Ni Wayan Mujiati. "Pengaruh Stres Kerja, Komitmen Organisasi, Dan
Kepuasan Kerja Karyawan Terhadap Turnover Intention." E-Jurnal Manajemen Unud, 2018.

Levy, P. E., and J. R Williams. "The Social Context for Performance Appraisal: A Review and Framework
for the Future." Journal of Management, 2004: 881-905.

Lipari, Domenico. Logiche di Azione Formativa nelle Organizzazioni. Milan: Franco Angeli, 2002.

M. S., Al Sahi AL Zaabi, K. Z Ahmad, and C. Hossan. "Authentic leadership, workengagement, and
organizational citizenship behaviors in a petroleum company.” International Journal of Productivity and
Performance Management, 2016.

Mahdi, Ahmad Faisal, Mohamad Zaid Mohd Zin, Mohd Roslan Mohd Nor, Ahamad Asmadi Sakat, and
Abang Sulaiman Abang Naim. "The Relationship Between Job Satisfaction and Turnover Intention."
American Journal of Applied Scienes, 2012.

Medina, Michele N. "Training motivation and satisfaction: The role of goal orientation and offshoring
perception." Personality and Individual Differences, 2017.

Memon, Mumtaz Ali et al. "Satisfaction Matters: The Relationships between HRM Practices, Work
Engagement and Turnover Intention." International Journal of Manpower, 2020.

Memon, Mumtaz Ali, Rohani Salleh, and Mohamed Noor Rosli Baharom. "The link between training
satisfaction, work engagement and turnover intention.” European Journal of Training and Development,
2016.

Memon, Mumtaz Ali, Rohani Salleh, Muhammad Zeeshan Mirza, Jun-Hwa Cheah, Hiram Ting, and
Muhammad Shakil Ahmad. "Performance appraisal satisfaction and turnover intention: The mediating role
of work engagement." Management Decision, 2019.

Memon, Mumtaz Ali, Rohani Salleha, and Mohamed Noor Rosli Baharom. "The mediating role of work
engagement between pay satisfaction and turnover intention." International Journal of Economics,
Management and Accounting, Vol. 25 No. 1, 2017: 43-69.

Memon, Salman Bashir, Shahrukh Baig Soomro, and Santosh Kumar. "Assessing the work engagement,
work practices and work performance in banks." Journal of Administrative and Business Studies, 2018: 165-
184,

Milkovich, G.M. and Newman, J.M. Compensation. New York: McGraw-Hill, 2017.

Miller, Janice S. "Self-Monitoring and Performance Appraisal Satisfaction: An Exploratory Field Study."”
Human Resource Management, 2001: 321-332.

Morgan, Barbara Ann. Supervisor's management style and employee performance appraisal satisfaction in
a public health agency. Idaho: University of Idaho, 2000.

Morris, Michael. "The Evaluation of Training." Industrial and Commercial Training, 1984: 9-16.

Mosadeghrad, Ali Mohammad. "Quality of Working Life: An Antecedent to Employee Turnover Intention."”
International Journal of Health Policy and Management, 2013.

Mowday, R.T., L.W. Porter, and R.M Steers. Employee Organisation Linkages: The Psychology of
Commitment and Absenteeism and Turnover. New York: Academic Press, 1982.

Mumtahanah, Isbia Destani. "Pengaruh training satisfaction terhadap turnover intention yang dimediasi oleh
work engagement pada karyawan PT Pertamina Training & Consulting di Jakarta." FEB - Usakti, 2017.

@ 356 |V 18.108



S

ISSN 1533-9211

86)

87)

88)

89)

90)

91)

92)
93)

94)

95)

96)

97)
98)

99)

eybeld

REPORT

DOI: 10.5281/zenodo.8251900

Ngo-Henha, Pauline E. "A Review of Existing Turnover Intention Theories." International Journal of
Economics and Management Engineering, 2017.

Novrandy, Rorefah Achmad, and Justine Tanuwijaya. "Pengaruh Work-Family Conflict dan Work
Engagement Terhadap Task Performance dan Turnover Intention dengan Mediasi Supervisor Support.”
Jurnal limiah Manajemen Bisnis dan Inovasi Universitas Sam Ratulangi, 2022.

Othman, Norfarizal. "Employee performance appraisal satisfaction : the case evidence from Brunei's Civil
Service." University of Manchester, 2014.

Pan, S, and Y Yeh. "Impact of value congruence on work-family conflicts: The mediating role of work-
related support.”" Journal of Social Psychology, 2012.

Pichler, Shaun. "The social context of performance appraisal and appraisal reactions: A meta-analysis."
Human Resource Management, 2012: 709-732.

Pichler, Shaun, Arup Varma, Jesse S. Michel, Paul E. Levy, Pawan S. Budhwar, and Arti Sharma. "Leader-
Member Exchange, Group- and Individual-Level Procedural Justice and Reactions to Performance
Appraisals." Human Resource Management, 2016: 871-883.

Power, Print. "The future for print in 2022: predictions from the experts." January 28, 2022.

Rahman, Mantep Fauzi, Evi Susanti, and Rojuaniah Rojuaniah. "The role of training satisfaction and work
engagement on employee’s OCB." The International Journal of Multicultural and Multireligious
Understanding, 2021.

Rahman, Wali, and Zekeriya Nas. "Employee development and turnover intention: Theory validation."
European Journal of Training and Development, 2013.

Rai, Alka, Piyali Ghosh, Ragini Chauhan, and Navin Kumar Mehta. "Influence of job characteristics on
engagement: does support at work act as moderator?" International Journal of Sociology and Social Policy,
2017.

Ravikumar, T. "A study on impact of team work, work culture, leadership and compensation on engagement
level of employees in msmes in India." International Journal of Advanced Research in Management and
Social Sciences Vol. 2 No. 8, 2013: 175-185.

Robbins, Stephen P., and Timothy A Judge. Organizational Behavior, 18th edition. USA: Pearson, 2019.

Rurumingratni, Dinar, and Aryana Satrya. "HRM practices and turnover intention: the mediating effect of
work engagement in the food and beverage industry in indonesia." The 6th International Conference on
Family Business and Entrepreneurship, 2022.

Ryan, Timothy David. "Relationships between pay satisfaction, work-family conflict, and coaching turnover
intentions." Team Performance Management, 2009.

100) Saeed, Igra, Momina Waseem, Sidra Sikander, and Muhammad Rizwan. "The relationship of Turnover

intention with job satisfaction, job performance, Leader member exchange, Emotional intelligence and
organizational commitment." International Journal of Learning and Development, 2014.

101) Salleh, Rohani, Mishaliny Sivadahasan Nair, and Haryanni Harun. "Job Satisfaction, Organizational

Commitment, and Turnover Intention: A Case Study on Employees of a Retail Company in Malaysia." World
Academy of Science, Engineering and Technology, 2012.

102) Saraih, U., and Khofizoah Mohd Karim. "The development model of performance appraisal satisfaction in

relation to organizational justice: evidences from public higher educational institution.” Universiti Malaysia
Perlis, 2017.

@ 357|V18.108



Seybeld

REPORT

B3N:A533-9200 DOI: 10.5281/zenodo.8251900

103) Sarstedt, Marko, Christian M. Ringle, and Joseph F. Hair. "Partial Least Squares Structural Equation
Modeling." In Handbook of Market Research. Springer, 2017.

104) Schaufeli, W.B., and T.W. Taris. "A Critical Review of the Job Demands-Resources Model: Implications
for Improving Work and Health Bridging Occupational.” Organizational and Public Health, 2014.

105) Schaufeli, Wilmar B., Arnold B. Bakker, and Marisa Salanova. "The measurement of work engagement with
a short questionnaire.” Educational and Psychological Measurement, 2006.

106) Schmidt, S.W. "The relationship between satisfaction with workplace training and overall job satisfaction."
Human Resource Development Quarterly, Vol. 18 No. 4,, 2007.

107) Schmidt, Steven W. The Job Training and Job Satisfaction Survey Technical Manual. ERIC, 2006.

108) Schyns, Birgit, and Nicole Torka. "Turnover Intention and Preparedness for Change: Exploring Leader-
Member Exchange and Occupational Self-Efficacy as Antecedents of Two Employability Predictors."”
Career Development International , 2007.

109) Sedarmayanti. Manajemen Sumber Daya Manusia, Reformasi Birokrasi dan Manajemen Pegawai Negeri
Sipil. Bandung: Refika Aditama, 2007.

110) —. Reformasi Administrasi Publik, Reformasi Birokrasi, dan Kepemimpinan Masa Depan. Bandung: Refika
Aditama, 2009.

111) Seymour, and Dupré. "Advancing Employee Engagement Through a Healthy Workplace Strategy." Journal
of Health Services Research & Policy, 2008.

112) Shantz, A., K Alfes, and L. Arevshatian. "HRM in healthcare: the role of work engagement.” Personnel
Review, 2016.

113) Shaw, Jason D. "Turnover rates and organizational performance: Review, critique, and research agenda."
Organizational Psychology Review, 2011.

114) Shuck, Brad, Devon Twyford, Thomas G. Reio, and Angle Shuck. "Human Resource Development practices
and employee engagement: examining the connection with employee turnover intentions.” Human Resource
Development Quarterly, 2014.

115) Sigit, Soehardi. Esensi Perilaku Organisasi. Yogyakarta: Lukman Offset, 2003.

116) Smith, Derek, and H. L. Speight. "Antecedents of Turnover Intention and Actual Turnover among
Information Systems Personnel in South Africa." ACM, 2006.

117) Soegandhi, Vannecia Marchelle, Eddy M. Sutanto, and Roy Setiawan. "Pengaruh Kepuasan Kerja Dan
Loyalitas Kerja Terhadap Organizational Citizenship Behavior Pada Karyawan PT. Surya Timur Sakti."
AGORA, 2013.

118) Solimun, Fernandes, and Nurjannah. Multivariate statistical method: Structural equation modeling based on
WarpPLS. Malang: UB Press, 2017.

119) Sonnentag, S. "Recovery, work engagement and proactive behaviour: a new look at the interface between
nonwork and work." Journal of Applied Psychology, 2003.

120) Sudaryono. "Aplikasi Analisis (Path Analysis) Berdasarkan Urutan Penempatan Variabel Dalam Penelitian."
Jurnal Pendidikan Dan Kebudayaan, 2011: 391-403.

121) Sudin, Suhaimi. "Fairness of And Satisfaction With Performance Appraisal Process." Journal of Global
Management, 2011: 66-83.

122) Sugiyono. Metode Penelitian Bisnis. Bandung: Alfabeta, 2014.
123) —. Metode Penelitian dan Pengembangan (Research and Development). Bandung: Alfabeta, 2017.

@ 358|V18.108



Seybeld

REPORT

B3N:A533-9200 DOI: 10.5281/zenodo.8251900

124) Sukoco, lwan, and Dea Prameswari. "Human Capital Approach To Increasing Productivity Of Human
Resources Management." Adbispreneur, 2017: 93-104.

125) Suryani, Ratna. Analisis Pengaruh Persepsi Dukungan Organisasi terhadap Turnover intentions dengan
Peran Komitmen Keorganisasian sebagai Mediasi. Jakarta: Fakultas Ilmu Sosial Politik Departemen IImu
Administrasi Program Pasca Sarjana Universitas Indonesia, 2011.

126) Susan, Eri. "Manajemen Sumber Daya Manusia." Adaara: Jurnal Manajemen Pendidikan Islam, 2019.

127) Tanuwijaya, Justine, Andreas Wahyu Gunawan, and Mega Piraswati. "Factors affecting work engagement."
Business And Entrepreneurial Review, 2022: 35-46.

128) Tekleab, Amanuel G., Kathryn M. Bartol, and Wei Liu. "Is it pay levels or pay raises that matter to fairness
and turnover?" Journal of Organizational Behavior, 2005.

129) Thatcher, J.B., L.P. Stepina, and R.L Boyle. "Turnover of Information Technology Workers: Examining
Empirically the Influence of Attitudes, Job Characteristics, and External Markets." Journal of Management
Information Systems, 2003.

130) Tnay, Evelyn, Abg Ekhsan Abg Othman, Heng Chin Siong, and Sheilla Lim Omar Lim. "The Influences of
Job Satisfaction and Organizational Commitment on Turnover Intention." Procedia - Social and Behavioral
Sciences, 2013: 201-208.

131) Tran, Henry. "The impact of pay satisfaction and school achievement on high school principals’ turnover
intentions.” Educational Management Administration and Leadership, 2016.

132) Turner, Paul. Employee Engagement in Contemporary Organizations: Maintaining High Productivity and
Sustained Competitiveness. Springer, Cham, 2020.

133) Vallerand, R.J. "‘“Toward a Hierarchical Model of Intrinsic and Extrinsic Motivation'." In Advances in
Experimental Social Psychology, by M.P. Zanna. New York: Academic Press, 1997.

134) Vandenberghe, Christian, and Michel Tremblay. "The Role of Pay Satisfaction and Organizational
Commitment in Turnover Intentions: A Two-Sample Study." Journal of Business and Psychology, 2008.

135) Webster, J., and J.J. Martocchio. "The Differential Effects of Software Training Previews on Training
Outcomes." Journal of Management, 1995: 757-787.

136) Wirawan, Hillman, Muhammad Jufri, and Abdul Saman. "The effect of authentic leadership and
psychological capital on work engagement: the mediating role of job satisfaction.” Leadership &
Organization Development Journal, 2020.

137) Yukl, Gary. Kepemimpinan dalam organisasi. Jakarta: PT. Indeks, 2010.

138) Zula, Kenneth J., and Thomas J. Chermack. Integrative Literature Review: Human Capital Planning: A
Review of Literature and Implications for Human Resource Development. Human Resource Development
Review, 2007.

@ 359|V18.108



