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ABSTRACT

The purpose of this study was to analyze the
effect of compensation and career development
on organizational commitment and employee
job satisfaction, then the effect of organizational
commitment on employee job satisfaction and
examine the mediating effect of organizational
commitment between compensation and career
development on employee job satisfaction at PT.
Bank Aceh Syariah Bener Meriah Branch and
Takengon Branch. This study used a saturated
sampling technique, because the determination
of the sample was carried out for all members of
the population as a sample of 114 respondents.
The analysis tool used is path analysis with the
SEM (structural equation modeling) method
using Amos. The results of the study show that
compensation and career development variables
have a positive and significant effect on job
satisfaction. While organizational commitment
has an effect on job satisfaction, it can be seen
from the mediation analysis that organizational
commitment partially mediates the effect of
compensation on job satisfaction, while
organizational commitment partially mediates
the effect of career development on job
satisfaction.

Keywords: Compensation, Career Development,
Organizational Commitment and Job
Satisfaction.

INTRODUCTION

Job satisfaction is felt by employees because
there are things that underlie it. Basically a
person will feel comfortable and the level of
loyalty to his work will be high if at work
the person gets job satisfaction according to
what is desired (Nasution, et al. 2018). Job
satisfaction is a reflection of workers'
feelings towards their work. Usman (2011)
states that job satisfaction is the fulfillment
of all the needs of workers in carrying out
their duties at a certain time. Job satisfaction
has a dynamic nature, in the sense that
satisfaction is not a fixed state because it
can be influenced and changed by forces
both from within and from outside the work
environment. Job satisfaction can decrease
as quickly as it rises, so this requires leaders
to pay more attention to it.

Employees will be able and willing to work
hard and have high job satisfaction if they
are placed in positions that match their
interests and abilities and make it possible
to fulfill various needs through their work.
Employees must be placed in positions that
match their interests and abilities, while still
paying attention to efforts to meet human
resource needs.

Besides that, what is no less important is
organizational commitment. Commitment is
defined as a strong desire to remain a
member of a particular organization, a

International Journal of Research and Review (ijrrjournal.com) 452
Volume 10; Issue: 3; March 2023


http://www.ijrrjournal.com/

Malahayatie et.al. The effect of compensation and career development on job satisfaction with organizational

commitment as mediation variable

desire to strive in accordance with the
wishes of the organization, and a belief in
the acceptance of organizational values and
goals. A person's ability to carry out
obligations, responsibilities, and promises
that limit someone from doing something is
defined as commitment. Someone who joins
an organization is required to have a
commitment within himself (Kari, 2012).

If an employee already has a strong
commitment to the organization where he
works, good work motivation will emerge
from within him. People who are happy and
fit for their workplace will ward off any
negative perceptions about their
organization and will always defend it.
Employees will work harder and try to
improve all their capabilities in order to
achieve a high level of job satisfaction.
Kasmir (2016) explained that compensation
is remuneration provided by the company to
its employees, both financial and non-
financial. Giving compensation is very
important for organizational and employee
commitment so that  organizational
commitment gets employees who are
willing to work by carrying out their duties
properly, and employees feel that
compensation is a reward for the work that
has been carried out.

Job satisfaction is basically subjective.
Depending on the value system that applies
to him, each individual has a different level
of satisfaction. The greater the assessment
of perceived activities according to
individual preferences, the greater the
satisfaction with these activities (Nugroho
and Kunartinah, 2012). Companies should
focus on improving employee careers to
increase satisfaction. There should be
several career development programs where
management meets with employees to
discuss their career goals (Ramadlani,
2017).

Although the human resource management
department can play a role in these
development activities, the employee
concerned is ultimately responsible because
he is the one with the interest and will get
and enjoy the results. Employee motivation

in carrying out their work will be increased
by clear career planning and development
within the organization, so as to create a
sense of satisfaction in carrying out their
work (Nugroho and Kunartinah, 2012).

The company supports career development
activities, so it can be assumed that the
company expects feedback from employees
in the form of work performance. Job
performance is beneficial for companies and
employees. Employees benefit from the
ability to gain work-related experience,
while employers benefit from the ability to
make more informed decisions. Employees
also benefit from career development; if
their skills are high, the results are
satisfactory for them and the company. With
such career advancement, a higher level of
satisfaction is expected (Ramadlani, 2017).
Budiningsih et al. (2017), Handoko and
Rambe (2018), and Budiningsih et al.
(2017) all argue that compensation has a
significant  positive effect on job
satisfaction. In contrast to the research
findings of Saputra (2021) which found that
compensation has a negative and
insignificant effect on job satisfaction, this
is a research gap in this study. Based on this
research gap, another variable, namely
organizational commitment, is proposed to
bridge the gap. Organizational commitment
is a psychological state that characterizes
the relationship between employees or
employees with the organization and has
implications for the decision to continue
membership in the organization (Allen and
Meyer, 1997).

Several researchers have conducted research
on organizational commitment related to job
satisfaction. Organizational commitment has
a significant positive effect on job
satisfaction, according to Prastowo (2015),
Parimita (2014), and Ma'ruf et al. (2022).
Based on this description, organizational
commitment is expected to mediate the
impact of compensation and career
development on job satisfaction in this case.
When there is a high commitment to the
organization, compensation and career
development are expected to have a greater
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influence on job satisfaction. Employees at
PT. Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch are the
subjects of this study, where employees at
PT. Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch still have a
high level of dissatisfaction.

In addition, the development of the
conceptual framework model in this study
with the consideration that there is a finding
of the influence of career development
variables on job satisfaction by mediating
organizational commitment, as the results of

Silen's research, (2016) stated that
organizational commitment does not
mediate career development on job

satisfaction, these findings are very
interesting, the author wants to test the
results of this research at PT. Bank Aceh
Syariah  Bener Meriah Branch and
Takengon Branch, it is possible that the
results of our research will differ from the
results of Silen's research, (2016), which on
the contrary states that organizational
commitment can mediate career
development on job satisfaction.

For this reason, the authors are interested in

conducting in-depth research with the title

“The Effect of Compensation and Career

Development on Job Satisfaction with

Organizational Commitment As Mediation

Variable.” Using the following formula:

1. How does compensation affect
organizational commitment at PT. Bank
Aceh Syariah Bener Meriah Branch and
the Takengon Branch?

2. How does career development affect
organizational commitment at PT. Bank
Aceh Syariah Bener Meriah and
Takengon Branch?

3. How does compensation  affect
employee job satisfaction at PT. Bank
Aceh Syariah Bener Meriah Branch and
the Takengon Branch?

4. How does career development affect
employee job satisfaction at PT. Bank
Aceh Syariah Bener Meriah and
Takengon Branch?

5. How does organizational commitment
affect employee job satisfaction at PT.

Bank Aceh Syariah Bener Meriah and
Takengon Branch?

6. Does  organizational commitment
mediate the relationship  between
compensation  on  employee  job
satisfaction at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch?

7. Does  organizational commitment

mediate the relationship between career
development and employee job
satisfaction at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch?

LITERATURE REVIEW

Job Satisfaction

According to Robbins and Coulter (2012),
job satisfaction reflects the overall attitude
of an individual towards his work. Someone
who is satisfied with his job has a positive
attitude towards it, while someone who is
dissatisfied with his job has a negative
attitude towards it.

Job satisfaction refers to several indicators
according to Sudaryo et al., (2018), namely
absenteeism or absence, desire to move,
employee performance, co-workers and
employee comfort.

Organizational Commitment

In essence the meaning of organizational
commitment varies depending on from
which point of view we take the issue, but
the purpose of organizational commitment
remains the same. Commitment in the
organization is recognized as a work attitude
and represents  the psychological
relationship between employees and the
organization, which has many dimensions
(Sukrarap, 2016).

Organizational commitment refers to several
indicators of Spencer and Spencer (1993) in
Kaswan (2015), namely there is a
willingness to help colleagues complete
organizational tasks, unify activities and
priorities to achieve larger organizational
goals, understand organizational needs to
achieve larger organizational goals and
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select appropriate organizational needs
rather than following some professional
interests.

Career Development

To maximize the company's goals in
providing employee satisfaction, a clear
career development is required. According
to Handoko (2011), career development
refers to personal improvements made by a
person to achieve career goals. Career plans
are very useful for employees in terms of
planning how far they can advance in their
careers.

Meanwhile, according to Marwansyah
(2012), career development is an act of self-
development carried out by a person to
achieve his individual career ambitions.
Skills, education, and experience are some
of the career development tools, along with
behavior modification and improvement
strategies, that provide value and help
people perform better.

Career development refers to several
indicators according to Rivai & Sagala
(2010), namely fair treatment in a career,
concern for direct superiors, information
about various promotion opportunities,
interest in being promoted, and satisfaction
levels.

Compensation

Compensation is a form of payment (direct
or indirect) in the form of benefits and
incentives to motivate employees so that
work productivity increases/higher (Yani,
2012).

Compensation refers to several indicators

according to Mangkunegara (2010) in Rodli
et al., (2021), namely Pay Levels, Payment
Structure, Determination of Individual
Payments, Payment Methods and Payment
Control.

The Role of Mediating Organizational
Commitment between Compensation and
Employee Job Satisfaction

Budiningsih, et., al. (2017) states that there
is a positive and significant effect of

compensation on organizational
commitment, while the results of Prastowo's
research (2015) show that organizational
commitment has a positive and significant
effect on employee job satisfaction.

When the compensation relationship
through the mediation of organizational
commitment is firmly embedded in
employees at PT. Bank Aceh Syariah Bener
Meriah Branch and Takengon Branch are
expected to influence employee satisfaction
at PT. Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch. Through
organizational commitment it is expected
that compensation will have a more
effective effect than the direct effect of
compensation on job satisfaction.

As the results of previous research
conducted by Rudini and Hidayah, (2017)
stated that organizational commitment as a
mediating  variable proved to be
compensation for teacher job satisfaction at
the Alhuda Jumo Islamic Education
Foundation, Grobogan.

The Role of Mediating Organizational
Commitment Between Career
Development and Employee Job
Satisfaction

Budiningsih, et al. (2017), the results of
their research stated that there was an effect
of career development on organizational
commitment which had a positive and
significant effect, while the results of
research by Handoko and Rambe (2018)
stated that career development had a
positive effect on job satisfaction.

When the career development relationship
through the mediation of organizational
commitment is firmly embedded in
employees at PT. Bank Aceh Syariah Bener
Meriah Branch and Takengon Branch are
expected to affect employee job satisfaction
at PT. Bank Aceh Syariah Bener Meriah
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Branch and Takengon Branch. Through
organizational commitment, it is expected
that career development will have a more
effective effect than the direct effect of
career development on job satisfaction.

Hypothesis

Effect of Compensation on
Organizational Commitment

Arta and Surya (2017) stated that
compensation has a positive effect on
organizational commitment. Besides that,
the results of research by Arifin, et al.
(2016) stated that there is a positive and
significant effect of compensation on
organizational commitment. Furthermore,
the results of Minarsih et al. (2016) states

that there is a significant effect of
compensation on organizational
commitment, then the results of
Budiningsih, et., al.'s research. (2017)

stated that there is a positive and significant
effect of compensation on organizational
commitment.

The Effect of Career Development on
Organizational Commitment

Putri and Martono (2015) stated that career
development has a positive and significant
effect on organizational commitment, then
the results of Budiningsih, et al.'s research.
(2017), the results of their research stated
that there is a positive and significant effect
of career development on organizational
commitment. In addition, the results of
Handoko and Rambe's research (2018)
show that there is a positive and significant
effect of career development on
organizational commitment.

The Effect of Compensation on Job
Satisfaction

Budiningsih, et al. (2017) stated that there
is a positive and significant effect of
compensation on job satisfaction. Besides
that, the results of Handoko and Rambe's
research (2018) state that compensation has
a positive effect on job satisfaction. In
addition, the results of Akmal and Tamini's

research (2015) state that there is a positive
and  significant  influence  between
compensation and employee  job
satisfaction.

The Effect of Career Development on

Job Satisfaction

Budiningsih, et al. (2017) stated that career
development has a positive and significant
effect on job satisfaction. Besides that,
Handoko and Rambe (2018) stated that
career development has a positive effect on
job satisfaction. In addition, the results of
Novitasari's research (2017) state that
career development has a significant effect
on employee job satisfaction.

The Effect of Organizational
Commitment on Job Satisfaction
The results of Prastowo's research (2015)

show that organizational commitment has a
positive and significant effect on employee
job satisfaction. Besides that, the results of
Parimita's research (2014) stated that
organizational commitment has a significant
influence on job satisfaction. In addition,
the results of research by Ma'ruf et al.,
(2022) state that organizational commitment
has a significant effect on job satisfaction.

The research concept framework can be
used to produce 5 (five) hypothesis
statements as follows:

H1: Compensation has a significant effect
on organizational commitment at PT.
Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch.

H2: Career development has a significant
effect on organizational commitment
at PT. Bank Aceh Syariah Bener
Meriah Branch and Takengon Branch.

H3: Compensation has a positive and
significant effect on employee job
satisfaction at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch.

H4: Career development has a positive and
significant impact on employee job
satisfaction at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
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Branch.
Organizational commitment has a
positive and significant effect on job
satisfaction at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch.

H5:

MATERIAL & METHODS

In this study, compensation and career
development are independent variables. Job
satisfaction as the dependent variable, with
organizational ~ commitment as  an
intermediary. Questionnaires are used in
this type of research to collect data. The
research instrument uses a modified Linkert
scale 1-5. This research involved all
employees at PT. Bank Aceh Syariah Bener
Meriah Branch and Takengon Branch. The
census method was used for a sample of
114 permanent employees. All members of
the population are used as samples in the
census sampling technique (Sugiyono,
2017).

The analytical method uses the Structural
Equation Model (SEM) and the SPSS 16.0
and Amos 21.0 computer programs.
Confirmatory Factor Analysis (CFA) is
used to test the instrument validity of each
construct, especially by looking at the
Loading Factor value for each indicator and
ensuring that the results obtained for each
statement item have a value greater than

0.6. The reliability test uses the following
formula:

(Lstd.loading)®
(Fstdloading)®+¥q
Meanwhile, the following equation

can be used to calculate the variant extract:

Construct Reliability =

Esrd.!oﬂdingz
Zstdloading+ EL;

Variance Extracted =

RESULTS AND DISCUSSION

SEM Analysis

Confirmatory Factor Analysis (CFA) was
described in this study, and validity tests on
exogenous and endogenous constructs were
performed. The results showed that Amos
SEM issued all valid CFA values, except for
the EC4 CFA value of 0.296, followed by
the JS3 CFA value of 0.42. Then, CFA CD2
at a concentration of 0.272. The EC4, JS3,
CD2 values are invalid because the CFA
value is less than 0.60, so the CFA indicator
values that are invalid must be discarded
(Ghozali, 2013). If the Loading Factor value
for each item or the CFA indicator value is
greater than 0.60, the indicator is considered
valid (Ghozali, 2013).

1. Figure 1 depicts the results of the
full model 1 analysis (initial model) using
SEM analysis. The calculation results show
that only 1 (one) of the eight criteria is
considered fit, namely AGFI.
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Figure 1. Full Model Before Modification.
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Table 1 Goodness of fit Indexes for Full Model

Goodness of Fit Index | Cut-off Value | Analysis Results | Evaluation Model

% Chi-Square Statistic | Small Expected 192,553 Good

Probability >0,05 0,006 Marginal
CMIN/DF <2.00 1,318 Good

GFI >0.90 0.859 Marginal

AGFI >0.90 0.817 Marginal
TLI >0.95 0.930 Good
CFlI >0.95 0.940 Good
RMSEA <0.08 0.053 Good

The final results of the complete model
confirmatory factor analysis are shown in
Table 1. In general, the constructs used in
this research model consist of confirmatory
analysis (CFA), regression values between

constructs, and suitability tests (CMIN/DF,
TLI, CFI, and RMSEA), except for
Probability, GFI, and AGFI, which do not
meet the required criteria. As a result, it
must be modified.

Figure 2. Full Model After Modification

Table 2 also shows the model fit test:

Table 2 Goodness of Fit Indexes for Full Model After Modification

Goodness of Fit Index | Cut-off Value | Analysis Results | Evaluation
Model
x? Chi-Square Statistic | Small Expected 98,078 Good
Probability >0,05 0,450 Good
CMIN/DF <2.00 1,011 Good
GFlI >0.90 0.907 Good

AGFI >0.90 0.870 Marginal

TLI >0.95 0.998 Good
CFI >0.95 0.998 Good
RMSEA <0.08 0.010 Good

Analysis of good fit reveals that, with the
exception of AGFI, evaluations of the entire
model meet the set criteria. As a result, the
overall model is accurate.

Direct Effect

Table 3 shows how much influence
exogenous Vvariables (compensation and
career development) have on intervening
variables (organizational commitment) and
endogenous variables (job satisfaction).

Table 3 Effect of Exogenous Variables on Endogenous Variables

Estimate S.E. C.R. P
Organizational Commitment | <--- Employee Compensation 0,366 0,098 3,722 0,0001
Organizational Commitment | <--- Career Development 0,375 0,101 3,700 0,0001
Job Satisfaction <--- Career Development 0,379 0,128 2,971 0,003
Job Satisfaction <--- Employee Compensation 0,264 0,120 2,206 0,027
Job Satisfaction <--- | Organizational Commitment 0,616 0,178 3,460 0,0001
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All exogenous variables (compensation and
career development) have a significant
direct effect on organizational commitment
and job satisfaction, as shown in Table 3.
Furthermore, organizational commitment
has a large influence on job satisfaction.

Test for Mediation

To see the effect of the mediating effect,
first calculate the direct, indirect, and total
effects. Based on Amos testing. The results
are as shown in Table 4.

Table 4 Standardized Direct, Indirect & Total Effects

Career Employee Organizational Job

Development | Compensation | Commitment | Satisfaction
Direct Effects
Organizational Commitment 0,429 0,422 0 0
Job Satisfaction 0,323 0,227 0,459 0
Indirect Effects
Organizational Commitment 0 0 0 0
Job Satisfaction 0,197 0,194 0 0
Total Effects
Organizational Commitment 0,429 0,422 0 0
Job Satisfaction 0,519 0,42 0,459 0

1. Figure 3 illustrates the results of testing the influence of organizational commitment
variables that mediate (intervening) the relationship between compensation variable and

job satisfaction variable.

o]

A =0422 B~ 0,459
P = 0.0001 C =027 P=0.,0001
P=0,027
EC > JS
......................... -

C'=0,194

rb

0,026

Figure 3. Mediation Effect Testing Results (1)

Figure 3 shows that the coefficients for
paths A, B, and C are significant, while the
significance value for path C' is significant.
Since the probability of path C' is
statistically significant, it can be concluded
that there is a partial mediating relationship,
or that the organizational commitment
variable  partially  mediates  between
compensation and job satisfaction in PT.

Bank Aceh Syariah Benar Meriah Branch
and Takengon Branch.

2. Figure 4 illustrates the results of testing
the influence of  organizational
commitment variables on the mediating
(intervening)  relationship  between
career development variables and job
satisfaction variables.

ocC
A= 0429 B = 0,459
P = 0,0001 C=0.323 P = 0,0001
P~ 0,003
cD > IS
S S S S -
C=0,197
P=0,027

Figure 4. Mediation Effect Testing Results (2)
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Figure 4 shows that the coefficients for
paths A, B, and C are significant, while the
significance value for path C' is significant.
Because path C' is significant, we can
conclude that there is a partial mediating
relationship, or that the variable
organizational commitment partially
mediates between career development and
job satisfaction at PT. Bank Aceh Syariah,
Benar Meriah Branch and Takengon
Branch.

DISCUSSION
1. Compensation for Organizational
Commitment at PT. Bank Aceh
Syariah, Benar Meriah Branch and
Takengon Branch
The results of this study indicate that there
is an influence between compensation and
organizational commitment at PT. Bank
Aceh Syariah, Benar Meriah Branch and
Takengon Branch. This influence is
evidenced by the standardized estimated
coefficient value of 0.098 with a CR-critical
ratio (identical to t-count) which is far
greater than the CR. the minimum required
is 1.96 (3,722 > 1.96) and the probability is
smaller than the error rate (alpha) o = 0.05
(0.0001 < 0.05).
The results of this study accept the first
hypothesis which states that compensation
has a positive and significant effect on
organizational commitment. This means that
if compensation at PT. Bank Aceh Syariah's
Benar Meriah Branch and Takengon Branch
are good, so organizational commitment
will increase. The results of this study
reinforce previous research examining
compensation and its effect on
organizational commitment as done by Arta
and Surya (2017) stating that compensation
has a positive effect on organizational
commitment. Besides that, Budiningsih, et.,
al. (2017) states that there is a positive and
significant effect of compensation on
organizational commitment. Besides that,
Minarsih et al. (2016) stated that there is a
significant effect of compensation on
organizational commitment.

2. The Effect of Career Development on
Organizational Commitment at PT.
Bank Aceh Syariah, Benar Meriah
Branch and Takengon Branch

The results of this study indicate that there

is an influence between career development

and organizational commitment at PT. Bank

Aceh Syariah's Benar Meriah Branch and

Takengon Branch, this influence is

evidenced by the standardized estimated

coefficient value of 0.101 with a CR-critical
ratio (synonymous with t-count) which is far
greater than C.R. the minimum required is

1.96 (3,700 > 1.96) and the probability is

smaller than the error rate (alpha) a = 0.05

(0.0001 < 0.05).

The results of this study accept the second

hypothesis  which states that career

development has a positive and significant
effect on organizational commitment. This
means that if career development at PT.

Bank Aceh Syariah Benar Meriah Branch

and Takengon Branch are good, so

organizational commitment will increase.

The results of this study reinforce the results

of previous research conducted by Putri and

Martono (2015) stating that career

development has a positive and significant

effect on organizational commitment.

Another study was conducted by

Budiningsih, et al. (2017), the results of

their research stated that there is a positive

and significant effect of career development
on organizational commitment. Handoko

and Rambe (2018) show that there is a

positive and significant effect of career

development on organizational
commitment.
3. The Effect of Compensation on

Employee Job Satisfaction at PT.

Bank Aceh Syariah, Benar Meriah

Branch and Takengon Branch
The results of this study indicate that there
is an influence between compensation on
employee job satisfaction at PT. Bank Aceh
Syariah, Benar Meriah Branch and
Takengon Branch. This influence is
evidenced by the standardized estimated
coefficient value of 0.120 with a CR-critical
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ratio (identical to t-count) which is far
greater than the CR. the minimum required
is 1.96 (2.206 > 1.96) and the probability is
smaller than the error rate (alpha) a = 0.05
(0.027 < 0.05).

The results of this study accept the third
hypothesis which states that compensation
has a positive and significant effect on job
satisfaction. ~ This  means  that if
compensation at this agency is applied, then
job satisfaction will increase. The results of
this study reinforce the results of previous
research conducted by Budiningsih, et al.
(2017) stated that there is a positive and
significant effect of compensation on job
satisfaction. Handoko and Rambe (2018)
stated that compensation for job satisfaction
has a positive effect. Besides that, research
conducted by Akmal and Tamini (2015)
states that there is a positive and significant
influence  between compensation and
employee job satisfaction.

4. The Effect of Career Development on
Employee Job Satisfaction at PT.
Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch

The results of this study indicate that there

is an influence between career development

on employee job satisfaction at PT. Bank

Aceh Syariah Bener Meriah Branch and

Takengon Branch. This influence is

evidenced by the standardized estimated

coefficient value of 0.128 with a CR-critical
ratio (identical to t-count) which is far
greater than the CR. the minimum required
is 1.96 (2.971> 1.96) and the probability is

smaller than the error rate (alpha) a = 0.05

(0.003 <0.05).

The results of this study accept the fourth

hypothesis  which states that career

development has a positive and significant
effect on job satisfaction. This means that if
good compensation will increase job
satisfaction. The results of this study
support previous studies such as those

conducted by Budiningsih, et al. (2017)

stated that career development has a positive

and significant effect on job satisfaction.

In addition, Handoko and Rambe (2018)
stated that career development has a positive
effect on job satisfaction. In addition,
Novitasari  (2017) states that career
development has a significant effect on
employee job satisfaction.

5. The Effect of Organizational
Commitment on Employee Job
Satisfaction at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch

The results of this study indicate that there
is influence between the effect of
Organizational Commitment on Employee
Job Satisfaction at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch. This influence is evidenced by the
standardized estimated coefficient value of
0.178 with a CR-critical ratio (identical to t-
count) which is far greater than the CR. the
minimum required is 1.96 (3.460 > 1.96)
and the probability is smaller than the error
rate (alpha) a = 0.05 (0.0001 < 0.05). The
results of this study accept the fifth
hypothesis which states that organizational
commitment has a positive and significant
effect on job satisfaction. This means that if
the organizational commitment to this
agency is good, then job satisfaction will
increase.

The findings of this study support previous

research conducted by Prastowo (2015)

showing that organizational commitment

has a positive and significant effect on
employee job satisfaction. In addition,

Parimita (2014) states that organizational

commitment has a significant influence on

job satisfaction. Besides that, Ma'ruf et al.,

(2022) stated that organizational

commitment has a significant effect on job

satisfaction.

6. Organizational Commitment
Mediates between Compensation and
Job Satisfaction at PT. Bank Aceh
Syariah Bener Meriah Branch and
Takengon Branch

The results of this study indicate that

besides being directly influenced by
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compensation, job satisfaction can also be
influenced by organizational commitment
variables. Whether organizational
commitment acts as a mediating variable
that indirectly influences compensation and
job satisfaction can be seen from the test
results with reference to Baron & Kenny's
theory (1986) using the Sobel test developed
by Preacher and Hayes (2004).

According to Baron and Kenny's theory, the
probability value criterion that should be in
path C' is insignificant, and if the value of
this criterion is exceeded, then full/perfect
mediation occurs, whereas if the probability
value in path C' is significant <0.05 , then
there is a partial mediation or intervening
variable that has a partial influence between
exogenous Vvariables and endogenous
variables. Calculations using the sobel test
an interactive calculation tool for mediation
tests that have been carried out show that
the probability value on path C' is
significant  (0.026) meaning that the
organizational commitment variable
mediates in partial mediation between the
compensation variable and job satisfaction
at PT. Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch.

7. Organizational Commitment to
Mediate Career Development with
Job Satisfaction at PT. Bank Aceh
Syariah Bener Meriah Branch and
Takengon Branch
Job satisfaction can be influenced by
organizational ~ commitment  variables
besides being directly influenced by career
development. The test results with reference
to Baron and Kenny's theory (1986) using
the Sobel test developed by Preacher and
Hayes show  whether organizational
commitment acts as a mediating variable
that indirectly affects career development
and job satisfaction (2004). If the
probability value threshold in path C' is
significant 0.05, then partial mediation
occurs. However, if the criterion of

probability value in path C' is not
significant, then there is perfect mediation.
Calculations using the Sobel test, an
interactive calculation tool for the mediation
test, show that the probability value on path
C' is significant (0.027), indicating that the
organizational commitment variable
partially mediates career development
variables and employee job satisfaction at
PT. Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch. This means
that there is an influence between career
development variables and job satisfaction
caused by the career development variable
itself, or the organizational commitment
variable cannot have a strong influence
indirectly on the effect of career
development on job satisfaction.

CONCLUSION
1. From the results of the interpretation it

appears that compensation has a positive
and  significant effect on the
organizational commitment of
employees at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch due to compensation at PT.
Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch are very
good.

2. From the results of the interpretation it
appears that career development has a
positive and significant effect on the
organizational commitment of
employees at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch, this arose due to the career
development that has been in effect so
far at PT. Bank Aceh Syariah Bener
Meriah Branch and Takengon Branch
are very good.

3. From the results of the interpretation it
appears that compensation has a positive
and significant effect on employee job
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satisfaction at PT. Bank Aceh Syariah
Bener Meriah Branch and Takengon
Branch due to compensation at PT.
Bank Aceh Syariah Bener Meriah
Branch and Takengon Branch are good.
From the results of the interpretation it
appears that career development has a
positive and significant effect on

Malahayatie et.al. The effect of compensation and career development on job satisfaction with organizational
commitment as mediation variable
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