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ARTICLE INFO ABSTRACT

It examined the relationship between objective rewards and

:“‘C_'e E‘St"ry development methodologies and employee retention, mediation of job
e satisfaction, and mediation by standard operating procedures (SOP).
Accepted This study specifically relates to Sustainable Development Goal

(SDG) No. 10, which seeks to reduce inequality whereby just and fair
retention practices create an environment inclusive and fair work. The

::\fvgzrsds methodology for this research was quantitative - surveys were used as
Employee Development the main instrument for the collection of data. The data were collected
Job Satisfaction from 92 respondents at the Asam-Asam PLTU in Tanah Laut
SOP Regency, South Kalimantan. Path analysis was used for testing the
Employee Retention formulated hypotheses. Performance appraisal results revealed that

employee rewards and development methodologies influence job
satisfaction and employee retention. Job satisfaction is a major
encroaching variable because higher job satisfaction increases the
likelihood that employees will stay in the organization. Furthermore,
the implementation of transparent and equitable SOPs mediated the
relationship between management strategies and employee retention,
thereby ensuring that organizational practices were coherent and
minimizing disparities among employees. These results imply that
effective employee retention depends not only on financial incentives
but also on perceptions of fairness and equal opportunity, which are
facilitated by robust SOP. In summary, it recommends that for the
organizations to attain higher employee retention rates, they'll have to
measure accordance with SDG 10 by instituting systematic reward
and development strategies under transparent SOPs, targeted at
comprehensive job satisfaction improvement.

This is an open access article under the CC-BY-SA license.

1. Introduction

Employee retention is influenced by a variety of factors that organizations must understand to
maintain a stable workforce. Key aspects include financial incentives, career development
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opportunities, and the overall work environment. By addressing these factors, organizations can
increase employee satisfaction and commitment, ultimately leading to increased retention rates. As
stated by several researchers, the need to provide financial rewards and compensation in the form of
competitive salaries and benefits is very important to retain employees, because it directly impacts
job satisfaction and loyalty. Organizations that offer attractive remuneration frameworks are more
likely to retain skilled personnel [1].

PLTU Asam-Asam in Tanah Laut Regency, South Kalimantan implements career development
and training. In line with Opportunities for professional growth, such as training and career
advancement, significantly affect retention [2]. Employees are more likely to stay with organizations
that invest in their development and provide a clear career path [3]. Work Environment and
Organizational Culture strongly influence Employee Retention as a positive work environment,
characterized by supportive relationships with colleagues and management, increases employee
retention [4]. Whereas an organizational culture that promotes inclusivity and respect is essential to
foster employee loyalty [1].

Recognition of employee contributions and effective performance management practices are
essential for maintaining engagement and commitment [5]. Whereas Organizations that implement a
strong reward and recognition system see higher retention rates [5]. While these factors are crucial
for retention, it's also important to consider that some employees may leave for personal reasons or
external opportunities that are more aligned with their career goals. As such, organizations must
remain adaptable and responsive to the evolving needs of their workforce. As per Hierarchy Theory,
Maslow's needs can significantly improve human resource management (HRM) by aligning
employee motivation with organizational goals. This theory argues that meeting employee needs
from basic physiological to self-actualization can lead to increased job satisfaction and retention [6].
HRM can leverage this framework to create a supportive work environment that effectively meets
these needs. Retention Indicators are a) physiological needs (salary, benefits), b) security (job
security), c) social (good relationships with colleagues), d) rewards (recognition of performance), to
e) self-actualization (opportunities to develop and reach their full potential).

An effective reward strategy is essential to improve employee motivation and performance in the
organization. By implementing a well-structured reward system, organizations can foster a culture of
recognition and reward, which directly correlates with increased employee engagement and
productivity. The following sections outline the key aspects of how rewards strategies can achieve
these outcomes. Types of Rewards by providing Financial Rewards in the form of monetary
incentives such as bonuses and salary increases have been proven to significantly increase employee
motivation and performance [7]. Non-Financial Rewards in the form of recognition programs, career
development opportunities, and a supportive work environment also play an important role in
increasing job satisfaction and loyalty [8], [9]. Organizations that adjust their rewards strategies to
meet employee preferences tend to see higher levels of motivation and commitment [10].

In contrast, while rewards strategies are effective, they must be balanced with appropriate
disciplinary actions to ensure a holistic approach to employee management. This dual strategy can
help maintain discipline while still promoting motivation and performance. Researchers in
measuring reward strategies using Social Exchange Theory: This theory sees the relationship
between employees and the organization as a process of mutual exchange [11]. The indicators of the
reward strategy are a) Salary and Wage Levels, b) Performance-Based Incentives, c) Benefits and
Benefits, d) Recognition and Appreciation, e) Work Environment.

Employee development is essential for organizations that aim to improve performance and
productivity. By investing in training and development programs, organizations can significantly
improve employee skills, motivation, and overall work efficiency. This multifaceted approach not
only encourages individual growth but also contributes to the organization's competitive advantage
in the market. Skills and Competency Enhancement in line with researchers are: a) Employee
development programs focus on improving technical and non-technical skills, such as leadership and
communication [12]. b) Training methods, including remote and Al-based training, have been
shown to improve productivity and job performance [13], [14].

Increases Motivation and Job Satisfaction: a) Well-structured development initiatives lead to
higher employee satisfaction and motivation, which is essential for maintaining a productive
workforce [15]. b) Employees who feel supported in their development are more likely to contribute
I
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positively to the organization's goals [16]. Organizational Efficiency and Competitive Advantage: a)

Effective employee development strategies result in increased organizational efficiency and

innovation, providing competitive advantage [15]. b) Regular evaluation of development programs

ensures continuous improvement and alignment with organizational goals [12].

Instead, some organizations may overlook the importance of employee development, instead
focusing on short-term profits. This can lead to a stagnant workforce and reduced competitive
capacity in the long run, highlighting the need for a balanced approach to employee growth and
organizational strategy. The application of Albert Bandura's (SLT) social learning theory in
employee development programs can significantly improve self-efficacy and employee
performance. By utilizing observational learning, self-regulation, and cognitive processes,
organizations can create an environment that encourages learning and motivation. This approach not
only enhances the individual's abilities but also contributes to the overall effectiveness of the
organization [17]. Employee Development Indicators are: a) Increased sales, b) Increased output per
employee, c) Decreased error rate, d) Decreased recruitment costs, €) Decreased operational costs.

Job satisfaction is influenced by a variety of factors, including motivation, work environment,
and organizational culture. Companies can leverage job satisfaction theory to increase employee
motivation by implementing strategies that address these key aspects. Key Factors Affecting Job
Satisfaction: a) Motivation: There is a strong correlation between motivation and job satisfaction,
where motivated employees tend to be more satisfied with their jobs [18], [19]. b) Work
environment: A positive work atmosphere, characterized by supportive management and
collaboration, significantly increases job satisfaction [20]. ¢) Compensation and Benefits: Fair and
equitable compensation, along with comprehensive benefits, plays a crucial role in increasing
employee satisfaction [21], [22]. d) Career Development Opportunities: Providing an avenue for
skill development and career advancement fosters a sense of loyalty and satisfaction among
employees [18]. Application of Job Satisfaction Theory: a) Specific Approaches: Organizations
should adopt tailored strategies that take into account individual differences in motivational needs
and job satisfaction preferences [18]. b) Continuous Improvement: Regular assessments of employee
satisfaction and motivation levels can help organizations adjust their strategies effectively [19]. ¢)
Incentive Mechanisms: Implementing fair incentive policies can stimulate employee enthusiasm and
loyalty, further increasing job satisfaction [22].

While these strategies can significantly improve job satisfaction, it's important to recognize that
not all employees can respond in the same way to these interventions. Individual differences in
values and expectations can lead to varying levels of satisfaction, which requires a nuanced
approach to employee engagement. Indicators of job satisfaction are: a) Attitude towards Work, b)
Attitude towards Salary, c) Attitude towards Superiors and Colleagues, d) Attendance Rate, €)
Performance and Productivity.

Implementing Standard Operating Procedures (SOPs) in an organization offers many benefits
that improve operational efficiency, consistency, and quality. SOPs serve as structured guidelines
that streamline processes, reduce errors, and ensure compliance with industry standards. The
following sections outline the main advantages of implementing SOPs. [23]. While the benefits of
SOPs are significant, some organizations may struggle with their implementation due to a lack of
awareness or resources. This can lead to inconsistent application and reduced effectiveness,
highlighting the need for ongoing training and support in SOP management. [24]. The success of
SOP implementation is not only measured by its existence, but also by how effective the SOP is in
influencing organizational performance [25]. Here are some indicators that can be used to evaluate
the effectiveness of SOPs: a) Increased Time Efficiency, b) Decreased Error Rate, ¢) Increased
Productivity, d) Employee Compliance Rate, ) New Employee Adaptability.

Problem formulation: 1) Does the reward strategy have a direct impact on employee retention? 2)
Does employee development have a direct influence on employee retention? 3) What is the role of
job satisfaction in mediating the relationship between reward strategy and employee retention? 4)
What is the role of job satisfaction in mediating the relationship between employee development and
employee retention? 5 Do SOPs moderate the relationship between reward strategies and employee
retention? 6) Do SOPs moderate the relationship between employee development and employee
retention?
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Rewards strategies play a crucial role in improving job satisfaction and employee retention by
aligning organizational goals with employee needs and preferences. An effective reward system,
which includes both financial and non-financial incentives, can significantly improve motivation,
engagement, and overall workplace morale. The following sections outline key aspects of how
reward strategies contribute to these outcomes. Types of Reward Strategies: a) Financial Rewards:
Bonuses, salary increases, and profit-sharing plans directly impact employee motivation and
performance, leading to higher retention rates [26]. b) Non-Financial Rewards: Recognition
programs, professional development opportunities, and work-life balance initiatives fulfill intrinsic
motivations, fostering long-term loyalty and satisfaction [27], [28].

Impact on Job Satisfaction: a) Alignment with Employee Values: Customized reward strategies
that reflect employees' personal values and culture increase job satisfaction and engagement [26].
Feedback and Continued Recognition: Regular recognition of employees' contributions boosts
morale and reinforces a positive work environment [26]. Reducing Turnover Intention: a)
Motivation as a Mediator: Effective reward management increases motivation, which in turn reduces
turnover intentions, creating a more stable workforce [29]. Equality in the Reward System: The
perceived fairness in the award is essential; An unfair system can lead to dissatisfaction and
increased turnover [26]. While rewards strategies are essential for improving job satisfaction and
retention, it's important to recognize that they should be part of a broader organizational culture that
values employee input and well-being. A holistic approach that combines rewards with supportive
management practices can yield the best results.

The integration of mediation and intervention variables to understand the role of Standard
Operating Procedures (SOPs) in improving job satisfaction and retention is a complex process that
involves examining various organizational and individual factors. The given study explores these
different aspects of integration, highlighting the importance of leadership, organizational
commitment, and job satisfaction as key mediators in the relationship between organizational
practices and employee outcomes. These studies collectively underscore the multifaceted nature of
employee retention and satisfaction, emphasizing the need for a comprehensive approach that
considers mediation and intervention variables.

1) Mediation Variables

Job Satisfaction and Organizational Commitment: Both are identified as important mediators in
the relationship between leadership practices and employee retention. For example, Leader-Member
Exchange (LMX) positively affects job satisfaction and organizational commitment, which in turn
affects employee intent and retention [30]. Coping strategies: In a flexible work environment,
coping strategies mediate the relationship between job resources and employee retention, suggesting
that a supportive work environment improves job satisfaction and retention through effective stress
management [31].

2) Intervention Variables

Role Stress: The application of the ASCA National Model in school counseling suggests that role
ambiguity and non-conformity mediate the relationship between model implementation and job
satisfaction, suggesting that clear role definitions can improve job satisfaction [32]. Organizational
Socialization and Oversight: These factors predict organizational commitment and job satisfaction,
which are critical to reducing turnover intentions, highlighting the role of organizational culture and
leadership in shaping the employee experience [33].

While the study provides valuable insights into the mediating variables and interventions that
affect job satisfaction and retention, they also suggest that the dynamic nature of these relationships
warrants ongoing research. The nature of the work environment and evolving leadership style
require ongoing examination of how these variables interact to influence employee outcomes. This
perspective encourages organizations to adopt a systems approach, considering individual and
organizational factors in their strategies to improve job satisfaction and retention.
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Job Sastisfaction
(Z1)

Reward (X1)

Employee
Retention (Y)

Employee
Development
(X2)

2. Method

This study employed a survey method with a quantitative approach. This approach was chosen
because the study aimed to examine the influence between variables through hypothesis testing
based on numerical data obtained from respondents. The survey method is used with the distribution
of questionnaires as the main data collection instrument.

The population in this study is all employees who work in the organizations studied, with a total
of 92 people. Given the population size of less than 100 respondents, this study used census (total
sampling) techniques, so that the entire population was used as a research sample. Thus, the data
obtained can describe the condition as a whole without any bias due to sample selection. Data
analysis was carried out using a Structural Equation Modeling approach based on Partial Least
Squares (PLS-SEM) using SmartPLS software.

3. Results and Discussion

3.1. Results

Based on the results of the analysis using Partial Least Square (PLS), a structural model was
obtained that describes the influence between research variables, namely Reward, Employee
Development, SOP, Job Satisfaction, and Employee Retention. This model shows the contribution
of each construct to endogenous variables, either directly or indirectly. In the outer part of the
model, the indicators of each variable are displayed along with the loading factor value which is all
above 0.70, so it can be concluded that the indicator has good convergent validity. Meanwhile, in the
inner model, the coefficient of the path that connects the constructs is drawn, making it easier to see
the direction and strength of the influence between variables.
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Figure 1 shows that the Reward variable is measured through five indicators (X1.1 — X1.5) with
loading factor values ranging from 0.761 to 0.831, which means that all indicators are valid in
representing the Reward construct. Likewise, Employee Development is measured through five
indicators (X2.1 — X2.5) with loading factor values between 0.737 to 0.859, which shows that the
contribution of indicators is quite strong. The SOP variable has five indicators (Z2.1 — Z2.5) with a
loading factor between 0.776 to 0.839, while Job Satisfaction is measured by five indicators (Z1.1 —
Z1.5) with a very high loading factor value, ranging from 0.853 to 0.943, indicating a very reliable
measurement. Furthermore, the Employee Retention variable is also proven to be strong because the
five indicators (Y1.1 — Y1.5) have a loading factor between 0.851 to 0.887.

Table 1. Hypothesis Testing

Hypothesis Variable Path Coefficients T Statistics P Values Result
Reward -> Employee L
H1 Retention 0.317 2.510 0.012 Significant
H2 Employee Development -> 0.022 0.292 0.771 Insignificant
Employee Retention
H3 Reward -> Job Satisfaction 0.395 3.512 0.000 Significant
H4 Employee Development -> 0.306 2.585 0.010 Significant
Job Satisfaction
H5 Job Satisfaction -> 0.433 5.955 0.000 Significant
Employee Retention
Reward -> Job Satisfaction - Significant
H6 > Employee Retention 0.171 3.159 0.002 (indirect)
Employee Development -> Significant
H7 Job Satisfaction -> 0.132 2.368 0.018 (i% direct)
Employee Retention
* -
H8 Reward ™ SOP > Employee 0.260 2,087 0.037 Significant
etention
Employee Development * -
H9 SOP -> Employee Retention 0.165 1.230 0.219 Insignificant
& Source: Data processed, 2025.
B E— |
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Based on the results of the hypothesis test, H1 shows that rewards have a positive and significant
effect on employee retention with a path coefficient of 0.317, T Statistic of 2.510, and a p-value of
0.012. This proves that the better the reward system provided by the company, the higher the
tendency of employees to stay in the organization. This finding is in line with motivational theory
which emphasizes the importance of rewards as a driving factor for employee retention. H2,
employee development does not have a significant effect on employee retention with a path
coefficient of 0.022, T Statistic of 0.292, and a p-value of 0.771. These results indicate that although
employee development is important, it is not strong enough to directly influence employees'
decisions to stay in the organization.

H3 proves that rewards have a significant effect on job satisfaction, with a path coefficient of
0.395, T Statistics 3.512, and a p-value of 0.000. This means that rewards that match employee
performance are able to increase their job satisfaction. Meanwhile, H4 is also proven to be
significant, where employee development has an effect on job satisfaction (path coefficient 0.306, T
Statistics 2.585, p-value 0.010). Thus, both rewards and employee development play an important
role in increasing job satisfaction.

Furthermore, H5 shows that job satisfaction has a significant effect on employee retention with a
path coefficient of 0.433, T Statistics 5.955, and p-value 0.000. This confirms that job satisfaction is
a major factor that influences employees' decision to stay at the company.

In H6, rewards have a significant effect on employee retention through job satisfaction with a
path coefficient of 0.171, T Statistics 3.159, and p-value 0.002. Likewise with H7, employee
development has a significant effect on employee retention through job satisfaction with a path
coefficient of 0.132, T Statistics 2.368, and p-value 0.018. These findings confirm that job
satisfaction mediates the relationship between employee rewards and development on employee
retention.

H8 showed a significant influence of reward and SOP interaction on employee retention with a
path coefficient of 0.260, T Statistics 2.087, and p-value 0.037. This means that the effectiveness of
rewards in increasing employee retention will be stronger if supported by the implementation of
good SOPs. On the other hand, H9 was not significant, where the interaction between employee
development and SOPs on employee retention resulted in a path coefficient of 0.165, T Statistics
1.230, and a p-value of 0.219. This indicates that SOPs have not been able to strengthen the
relationship between employee development and employee retention.

3.2. Discussion

Rewards have an important role in increasing employee retention because they are able to
provide a sense of appreciation and recognition for the contributions they have made. The rewards
provided by companies, both in the form of financial rewards such as salaries, bonuses, and
incentives as well as non-financial rewards such as awards, self-development opportunities, and a
supportive work environment, have been proven to increase job satisfaction and reduce employees'
desire to leave the organization. A fair and transparent reward system creates a sense of fairness and
appreciation, which ultimately minimizes turnover intention. These findings are in line with
Herzberg's motivational theory which emphasizes rewards as a factor for maintaining job
satisfaction. The results of this study support Kili¢ [34] finding that rewards have a positive
relationship with employee retention. Rewards play an important role in lowering the turnover
intention rate [35]. Thus, the better the reward system implemented, the higher the tendency of
employees to stay in the organization and make their best contributions.

The results of the hypothesis test showed that employee development had no significant effect on
employee retention. This means that even if the organization provides training and development
programs, it does not necessarily make employees choose to stay. This can happen because
employees may view self-development as an opportunity to find a better job elsewhere. Employee
development can affect retention, but the effect is highly dependent on the employee's emotional
bond with the company. These findings are consistent with Ahmed's research which states that
training and development do not always have a significant impact if they are not accompanied by
supporting factors such as compensation and job satisfaction [36].

Rewards have been shown to have a positive and significant influence on job satisfaction. These
results indicate that employees will feel more satisfied if they receive rewards commensurate with
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performance. The satisfaction that arises from rewards includes both financial and non-financial
aspects, such as bonuses, recognition, or symbolic awards. The results of this study are supported by
Danish and Usman [37] and Hafiza et al. [38] supports these results, showing that rewards play a
major role in shaping employee job satisfaction. Similar findings were also put forward by Malik et
al. who stated that adequate rewards are able to increase employee morale and satisfaction [39].

Employee development has been shown to have a significant effect on job satisfaction. This
indicates that opportunities to improve competencies through training, education, and career
development can increase feelings of satisfaction at work. Employees who get development tend to
feel more valued and motivated. Previous research by Elnaga & Imran proves that training and
development are directly related to job satisfaction [40]. Likewise, a study conducted by Jehanzeb &
Bashir states that employee development contributes to increased motivation and job satisfaction
[41].

The results of the study show that job satisfaction has a significant influence on employee
retention. This means that the higher the job satisfaction felt, the more likely employees are to stay
in the company. Job satisfaction includes compensation factors, work environment, recognition, and
relationships with colleagues. The Hom et al. study confirms that job satisfaction is a major
predictor of employee retention [42]. Karatepe research also shows that employees who are satisfied
with their jobs have a higher commitment to staying in the organization [43].

Rewards have been proven to affect employee retention indirectly through job satisfaction. In
other words, the rewards given by the company are able to increase employee job satisfaction, which
in turn makes them more loyal and less easily left the organization. This shows that job satisfaction
plays an important role as a mediator. The research of Islam et al. supports this result by showing
that rewards increase retention through job satisfaction [44]. Similar results were also found by
Aktar et al. where job satisfaction strengthened the relationship between reward and employee
retention intent [45].

Employee development has a significant effect on retention through job satisfaction. This
confirms that although development does not directly affect retention, the impact is felt after
increasing employee job satisfaction. Development programs make employees feel more competent
and valued, thus increasing their loyalty. These findings are in line with Chew & Chan who found
that career development increases job satisfaction and ultimately impacts retention [46].

The results show that rewards combined with SOPs have a significant effect on retention. This
means that the reward system will be more effective in increasing employee loyalty if it is supported
by clear and consistent operational procedures. The SOP serves as a guideline that emphasizes
fairness in awarding rewards. The implementation of SOPs in the reward system can increase
employee trust in the Company [47]. In line with that, a study conducted by Li et al [48] proves that
rewards provided systematically through SOPs are able to increase employee retention.

Employee development moderated by SOPs has no significant effect on retention. This indicates
that standard operating procedures do not sufficiently strengthen the relationship between employee
development and retention. It is possible that employees view development as a personal gain, rather
than as the main reason to stay. These results are different from the research of Bhattacharya et al.
[49] which states that SOPs can amplify the influence of development on retention, but comes close
to the findings of Memon et al. [50] explaining that training and development do not always have a
significant impact on retention if work environment and compensation factors are not supportive.

4. Conclusion

Based on the results of the analysis, this study concludes that the reward variable is proven to
have an important role in increasing employee retention, both directly and indirectly through job
satisfaction. This shows that giving the right rewards can increase loyalty and reduce employees'
intention to leave the organization. Meanwhile, employee development does not have a significant
effect on retention directly, but is able to influence retention through increased job satisfaction.
These findings confirm that job satisfaction plays a crucial mediating variable in the relationship
between rewards, employee development, and retention. In addition, the results of the study prove
that job satisfaction is a dominant factor that directly affects employee retention. This means that the
higher the level of job satisfaction, the greater the likelihood of employees staying in the company.
EE
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Rewards combined with SOPs have also been shown to strengthen employee retention, while SOP-
moderated employee development does not have a significant impact. This shows that the existence
of SOPs is more effective when combined with a reward system compared to employee
development programs. Overall, this study emphasizes the importance of companies to balance
reward strategies, employee development, and the implementation of SOPs in an effort to increase
job satisfaction and retain employees. The results of this study also contribute to the development of
human resource management literature, especially regarding the role of rewards, job satisfaction,
and SOPs in building employee loyalty.

References

[1] I. L. Opare Darko, A. Bans-Akutey, P. Amoako, and L. K. Affum, “Employee retention and
organizational performance: Evidence from Ghana Police Service,” Ann. Manag. Organ. Res., vol. 5,
no. 3, pp. 219-230, Mar. 2024, doi: 10.35912/amor.v5i3.1855.

[2] B. Kossivi, M. Xu, and B. Kalgora, “Study on Determining Factors of Employee Retention,” Open J.
Soc. Sci., vol. 04, no. 05, pp. 261-268, 2016, doi: 10.4236/jss.2016.45029.

[3] A. Ramachandran and D. C. V. K. Prasad, “Factors associated with employee retention,” Int. J. Res.
Hum. Resour. Manag., vol. 4, no. 2, pp. 21-24, Jul. 2022, doi: 10.33545/26633213.2022.v4.i2a.109.

[4] V. Meirinhos, S. Abrunhosa, and D. Martins, “Employees’ Retention: Concept, Practices, and Impact
Factors,” J. Hum. Resour. Manag. Res., vol. 2018, pp. 1-10, May 2018, doi: 10.5171/2018.390739.

[5] C. Subramaniam, L. S. Choo, and J. Johari, “What makes employees want to stay? A study in the
Malaysian manufacturing sector,” Glob. Bus. Organ. Excell., vol. 38, no. 5, pp. 33-43, Jul. 2019, doi:
10.1002/joe.21949.

[6] M. Gerlich, “Beyond the Paycheck,” 2023, pp. 125-155. doi: 10.4018/978-1-6684-9172-0.ch006.

[7] J. Pooja and D. M Rajesh, “REWARD SYSTEM AND ITS IMPACT ON EMPLOYEES’
PERFORMANCE IN LAURUS LABS — HYDERABAD,” INTERANTIONAL J. Sci. Res. Eng.
Manag., vol. 08, no. 07, pp. 1-9, Jul. 2024, doi: 10.55041/IJSREM36561.

[8] S. Agustin, “Pengaruh Sistem Reward dan Recognition terhadap Motivasi dan Kinerja Karyawan di
Perusahaan Explore Wisata Organizer,” J. Syntax Admiration, vol. 5, no. 9, pp. 3302-3310, Sep.
2024, doi: 10.46799/jsa.v5i9.1457.

[9] M. S. Yandri and A. Alfian, “Assessing How Rewards and Sanctions Shape Employee Performance
at Rocky Plaza Hotel in Padang,” Equator J. Manag. Entrep., vol. 12, no. 1, pp. 14-24, Jan. 2024,
doi: 10.26418/ejme.v12i1.75822.

[10] Richand Oktovia Br Sihombing and Mariana Simanjuntak, “Analisis Strategi Kompensasi yang
Efektif untuk Meningkatkan Motivasi dan Kinerja Karyawan di PT Hutahaean,” J. Bisnis Inov. dan
Digit., vol. 1, no. 3, pp. 112-120, Jul. 2024, doi: 10.61132/jubid.v1i3.226.

[11] B. V. K. -and N. S. -, “Social Exchange Theory: Exploring Reciprocity, Equity, and Relationship
Management in Diverse Contexts,” Int. J. Multidiscip. Res., vol. 6, no. 6, Dec. 2024, doi:
10.36948/ijfmr.2024.v06i06.32850.

[12]  T. Krisnahadi, H. F. Putri, and D. Lukitasari, “Employee Development Strategy in Improving
Organizational Performance,” JISIP (Jurnal llmu Sos. dan Pendidikan), vol. 8, no. 4, p. 2550, Nov.
2024, doi: 10.58258/jisip.v8i4.7550.

[13] S. Revathi, “Training and Development - Improving Employee Performance,” Int. J. Sci. Res., vol.
13, no. 6, pp. 558-562, Jun. 2024, doi: 10.21275/SR24604160809.

[14] J. A. Alhowaish, “Training and Development - Enhancing Employee Performance,” J. Glob. Econ.
Bus. Financ., vol. 6, no. 11, pp. 41-45, Nov. 2024, doi: 10.53469/jgebf.2024.06(11).09.

[15] B. O. Ibojo and M. E. Akinade, “Human Resource Development and Employees Performance: A
Theoretical Review,” IIARD Int. J. Econ. Bus. Manag., vol. 9, no. 9, pp. 110-121, Feb. 2024, doi:
10.56201/ijebm.v9.n09.2023.pg110.121.

[16] T. Novriyanti Zebua, S. Humaira, M. Miranda Nst, and R. F. Dalimunthe, “Literature Review: The
Role Of Employee Development In Improving Employee Performance,” J. Syntax Fusion, vol. 4, no.
10, pp. 293-304, Oct. 2024, doi: 10.54543/fusion.v4i10.432.

[17] D. L. Ott, “Learning theory—social,” in A Guide to Key Theories for Human Resource Management
Research, Edward Elgar Publishing, 2024, pp. 164-170. doi: 10.4337/9781035308767.ch20.

[18] A. I. Khalil Mohammed, “The Role of Motivation and Job Satisfaction in Enhancing Employee
Performance: Systematic Review,” Psikostudia J. Psikol., vol. 13, no. 1, p. 105, Mar. 2024, doi:
10.30872/psikostudia.v13i1.13847.

[19] V.S.Kand V. R, “Analyzing the Relationship between Employee Motivation and Job Satisfaction,”
Shanlax Int. J. Manag.,, vol. 11, no. S1-Mar, pp. 239-242, Mar. 2024, doi:
10.34293/management.v11iS1-Mar.8048.

[20] L. G. N. P. Mantrawan, P. I. Rahmawati, and N. K. Sinarwati, “The Influence of Motivation, Work

L —

Supardi et.al (Reward Strategy, Employee Development Towards Employee Retention Through Job Satisfaction..)



10

International Journal of Artificial Intelegence Research ISSN 2579-7298
Vol. 9, No. 1.1, June 2025
L —
Environment, and Competency on Employee Job Satisfaction at PT PLN (Persero) Bali Transmission
Implementing Unit,” llomata Int. J. Manag., vol. 5, no. 1, pp. 233-250, Jan. 2024, doi:
10.52728/ijjm.v5i1.1046.

[21] A. Dinda P, “Job Satisfaction in the Workplace Systematic Literature Review (SLR),” J. Indones.
Sos. Teknol., vol. 5, no. 6, pp. 2014-2021, Jun. 2024, doi: 10.59141/jist.v5i6.1135.

[22] Y. Xu, “Factors Influencing the Work Motivation of Enterprise Employees,” Adv. Econ. Manag.
Polit. Sci., vol. 116, no. 1, pp. 101-105, Oct. 2024, doi: 10.54254/2754-1169/116/20242433.

[23] M. C. Ajeng Rohali and J. Dwiridotjahjono, “Peranan Implementasi Standar Operasional Prosedur
(SOP) Meningkatkan Efisiensi dan Efektivitas Operasional pada PT. Nusatama Berkah, Tbk,” As-
Syirkah Islam. Econ. Financ. J., vol. 3, no. 3, Jun. 2024, doi: 10.56672/syirkah.v3i3.270.

[24] L Istigomah, “Pengembangan UMKM Melalui Pelatihan Standard Operational Procedure dalam
Program Karang Mitra Usaha,” J. Masy. Madani Indones., vol. 2, no. 4, Oct. 2023, doi:
10.59025/js.v2i4.159.

[25] Parhan Parhan and Raisya Amalia Burhannudin, “Mengoptimalkan Kualitas Layanan: Dampak
Implementasi SOP Dalam Layanan Jasa Kurir,” J. Inov. Manajemen, Kewirausahaan, Bisnis dan
Digit., vol. 1, no. 3, pp. 01-12, Jun. 2024, doi: 10.61132/jimakebidi.v1i3.149.

[26] N. D. Cahyono, ‘“Performance Management Strategies to Improve Job Satisfaction and Employee
Retention in Multinational Companies,” Glob. Int. J. Innov. Res., vol. 2, no. 9, pp. 2076-2086, Sep.
2024, doi: 10.59613/global.v2i9.294.

[27]  N. Singh and D. Y. Prakash, “Employee Engagement and The Impact Of Reward Management,” Int.
J. Res. Appl. Sci. Eng. Technol., vol. 12, no. 5, pp. 5656-5662, May 2024, doi:
10.22214/ijraset.2024.62649.

[28] L. Bareket-Bojmel, “Compensation and rewards for work performance in the ‘Era of Me’ work
world,” in Engineering the World of Work, Edward Elgar Publishing, 2022, pp. 120-134. doi:
10.4337/9781839105562.00017.

[29] M. Shahid and H. Siddiqui, “UNLOCKING EMPLOYEE ENGAGEMENT: EXAMINING
REWARD MANAGEMENT’S IMPACT ON MOTIVATION AND TURNOVER INTENTIONS,”
Glob. J. Humanit. Soc. Sci., vol. 02, no. 09, pp. 01-07, Sep. 2023, doi: 10.55640/gjhss-social-320.

[30] S. Yusuf, R. Ribhan, and N. Mardiana, “Optimizing Employee Retention: Exploring the Impact of
LeaderMember Exchange on Work Intentions with Job Satisfaction and Organizational Commitment
as Mediating Variables,” J. Econ. Financ. Manag. Stud., vol. 07, no. 01, Jan. 2024, doi:
10.47191/jefms/v7-i1-54.

[31] S. Abirami and K. Ravishankar, “Optimizing Retention in The Flexible Workplace: A Quantitative
Analysis of the Mediating Role of Coping Strategies Within the Demands in Jobs-Resources Model,”
Shanlax Int. J. Manag., vol. 11, no. S1-May, pp. 1-9, May 2024, doi: 10.34293/management.v11iS1-
May.7832.

[32] H. J. Fye, R. E. Schumacker, J. S. Rainey, and L. Guillot Miller, “ASCA National Model
implementation predicting school counselors’ job satisfaction with role stress mediating variables,” J.
Employ. Couns., vol. 59, no. 3, pp. 111-119, Sep. 2022, doi: 10.1002/joec.12181.

[33] S. Rahmani and C. Prayoga, “Employee Retention Model with Variables of a Supportive Work
Environment Mediated By Organizational Involvement (Study at PT. Carana Bunga Persada),” J. Sci.
Res. Educ. Technol., vol. 2, no. 1, pp. 211-219, Jan. 2023, doi: 10.58526/jsret.v2i1.62.

[34] S. Kilig, “An empirical study on the effects of service innovations in marketing of Turkish GSM
mobile operators on the intention of consumers to re-purchase the same GSM operator,” Int. J. Bus.
Soc. Sci., vol. 3, no. 21, 2012.

[35] M. K. Sorn, A. R. L. Fienena, Y. Ali, M. Rafay, and G. Fu, “The effectiveness of compensation in
maintaining employee retention,” Open Access Libr. J., vol. 10, no. 7, pp. 1-14, 2023.

[36] S. Ahmed, “The moderating effect of organizational politics on HR practices and employee
performance at public hospitals in Karachi, Sindh.”,” Int. J. Bus. Strateg. Horiz., vol. 1, no. 2, pp.
110-129, 2024.

[37] R. Q. Danish and A. Usman, “Impact of reward and recognition on job satisfaction and motivation:
An empirical study from Pakistan,” Int. J. Bus. Manag., vol. 5, no. 2, p. 159, 2010.

[38] N. S. Hafiza, S. S. Shah, H. Jamsheed, and K. Zaman, “Relationship between rewards and
employee’s motivation in the non-profit organizations of Pakistan,” Bus. Intell. J., vol. 4, no. 2, pp.
327-334, 2011.

[39] M. E. Malik, S. Nawab, B. Naeem, and R. Q. Danish, “Job satisfaction and organizational
commitment of university teachers in public sector of Pakistan,” Int. J. Bus. Manag., vol. 5, no. 6, pp.
17-24, 2010.

[40] A.Elnaga and A. Imran, “The effect of training on employee performance,” Eur. J. Bus. Manag., vol.
5, no. 4, pp. 137-147, 2013.

E—

Supardi et.al (Reward Strategy, Employee Development Towards Employee Retention Through Job Satisfaction..)



ISSN 2579-7298 International Journal of Artificial Intelegence Research 11

Vol. 9, No. 1.1, June 2025

E——

[41] K. Jehanzeb and N. A. Bashir, “Training and development program and its benefits to employee and
organization: A conceptual study,” Eur. J. Bus. Manag., vol. 5, no. 2, pp. 243-253, 2013.

[42] P. W.Hom, T. R. Mitchell, T. W. Lee, and R. W. Griffeth, “Reviewing employee turnover: focusing
on proximal withdrawal states and an expanded criterion.,” Psychol. Bull., vol. 138, no. 5, pp. 831-
858, 2012.

[43] O.M. Karatepe, “High-performance work practices and hotel employee performance: The mediation
of work engagement,” Int. J. Hosp. Manag., vol. 32, pp. 132-140, 2013.

[44] T. Islam, S. Khan, M. Aamir, and U. N. U. Ahmad, “Turnover intentions: the influence of
organizational learning culture and multi foci citizenship behaviors,” Middle-East J. Sci. Res., vol.
12, no. 5, pp. 650-661, 2012.

[45] S. Aktar, M. K. Sachu, and M. E. Ali, “The impact of rewards on employee performance in
commercial banks of Bangladesh: An empirical study,” IOSR J. Bus. Manag., vol. 6, no. 2, pp. 9-15,
2012.

[46] J. Chew and C. C. A. Chan, “Human resource practices, organizational commitment and intention to
stay,” Int. J. Manpow., vol. 29, no. 6, pp. 503-522, 2008.

[47] M. Armstrong, “Armstrong’s handbook of human resource management practice—13th Edition.,”
2014.

[48] C. Li, X. Duan, X. Chu, and Y. Qiu, “Total reward satisfaction profiles and work performance: A
person-centered approach,” Heliyon, vol. 9, no. 3, 2023.

[49] C. B. Bhattacharya, S. Sen, and D. Korschun, “Using corporate social responsibility to win the war
for talent,” MIT Sloan Manag. Rev., vol. 49, no. 2, 2008.

[50] M. A. Memon, R. Salleh, and M. N. R. Baharom, “The link between training satisfaction, work

engagement and turnover intention,” Eur. J. Train. Dev., vol. 40, no. 6, pp. 407-429, 2016.

Supardi et.al (Reward Strategy, Employee Development Towards Employee Retention Through Job Satisfaction..)



