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ABSTRACT. This study aims to determine the effect of compensation and social work environment on employee organizational 

commitment. The research method used is quantitative. The unit of analysis is employees in Bandung West Java, Indonesia, with as 

many as 54 respondents. Data collection was done using an online questionnaire (google form). The results showed that compensation 

influences organizational commitment, whereas the social work environment influences organizational commitment. Compensation 

and social work environment affect organizational commitment. High organizational commitment can increase compensation and 

the social work environment of employees in carrying out their work. 
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1. INTRODUCTION 

Quality Human Resources (HR) are essential for an organization; HR influences specific organizations. To improve 

quality and efficiency, high-quality economic resources are required. High-quality human resources regarding strategy 

and operations are critical to the company's success [2]. Reliable human resources can retain employees with 

organizational commitment [3]. The main goal of every organization is the commitment of employees. The goal is to 

retain employees and increase employee performance and productivity [4].   

Human resources with high organizational commitment can achieve a level of efficiency, which is one of the 

characteristics of the success of an organization [5].Organizational commitment can also be said to be where an 

employee sides with a particular organization and its goals and intends to maintain membership in the organization and 

maintain its continuity [6]. The importance of increasing organizational commitment in the company can reduce 

absenteeism and turnover and will increase the ability of employees to organizational change. [7]. Organizational 

commitment problems also occur in hotel employees in Bandung. Organizational commitment to hotel regulations is 

critical to individual and organizational outcomes, as the hotel's success largely depends on positive interactions between 

employees and customers. [8]. 

The benefits of organizational commitment include increased employee tenure, minimum turnover rates, low 

training costs, higher performance satisfaction, achievement of organizational goals, and optimal product and service 

quality [4]. The issue of organizational commitment is still an important issue that must be considered by every company 

as one of the factors that can reduce employee turnover rates, through its contribution to company activities can show a 

mutually beneficial relationship [9]. Porter suggests organizational commitment can represent a related but more global 

evaluative relationship between an employee and an organization that includes job satisfaction among its specific 

components [10]. The factor that influences organizational commitment is compensation. Research proposed by [11] 

explains that compensation has a positive effect on organizational commitment and that compensation has a significant 

effect on organizational commitment [12]. Some research on organizational commitment suggests that organizational 

commitment can be overcome by analyzing the work environment and looking at compensation factors [13] [14]. The 

social work environment has a direct effect on organizational commitment. If the social work environment is good, 

employee commitment will increase. Improving the work environment will increase employee commitment. The work 

environment is also an essential factor that determines the life of an organization. The work environment is the 

psychological environment in the organization that employees or members feel and is believed to influence employee 

attitudes and behaviour towards their work. [15]. Another study by [16] states that the physical environment positively 

affects employee commitment. In addition, this study also reveals the results of other studies, which state that the 

provision of inadequate equipment and poor working conditions affects employee commitment and intention to stay in 

the organization [16]. Based on the safety perspective, it shows that environmental conditions affect employee safety 

perceptions, which impact employee commitment. The social work environment is all the circumstances related to work 
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relationships, both with superiors and with coworkers or subordinates [17]. Based on the background, this study aims 

to obtain findings on whether there is an effect of compensation and social work environment on the work of hotel 

employees in Bandung. 

2. RESEARCH METHOD 

This study uses an Organizational Behavior approach that analyzes the effect of compensation and work environment 

on employee organizational commitment with compensation variables as variables (X1), social work environment as 

variables (X2) and employee organizational commitment as variables (Y).  

This research was conducted on hotel employees in Bandung, with a population of 54. Research sampling using 

saturated sampling techniques and questionnaire research instruments through Google Forms as a data collection tool. 

The independent variables are compensation (X1) with dimensions 1) direct and 2) indirect compensation. Variable 

(X2) is the social work environment, which has dimensions: 1) working relationships with superiors and 2) working 

relationships with fellow employees. Variable (Y) is the organizational commitment with dimensions 1) affective 

commitment, 2) continuance commitment, and 3) normative commitment. 

2.1. Research Types and Methods 

This research is a descriptive type of research using quantitative methods. This study's data type consists of general 

data related to training, workability and employee performance. Two sources of data are used, namely primary data and 

secondary data. The data collection technique used an online questionnaire (gform). 

2.2. Population and Sample 

The sample in this study was 54 employees, with a simple random sampling technique. 

2.3. Verification Analysis Techniques 

In revealing the variables studied in a study, a reliable measuring instrument is needed; in other words, it must have 

validity and reliability. This is necessary so that the researcher's final results and conclusions will not be wrong and 

provide a picture that is not much different from the actual situation. The hypothesis used will also hit the target. The 

verification analysis in this study uses a statistical test lat, namely the variant-based structural equation or what can be 

known as PLS (Partial Least Square) with SmartPLS software. 

The component or variance basis is an alternative covariance with the Partial Least Square (PLS) method as a 

prediction method. Variant-based Structural Equation Modeling (SEM) uses variance in the iteration process or variance 

block between indicators or parameters estimated in one other latent variable in one research model. The consequence 

of the variance-based iteration process is neglecting the multicollinearity effect between indicators and latent variables. 

The advantages of this method are[18]: 

1) This method is appropriate for predictive models that aim to predict causality effect relationships at the level 

of latent variables. 

2) Able to model many dependent and independent variables (complex models). 

3) Able to manage multicollinearity problems between independent variables. 

4) The results remain solid and (robust) even though there are abnormal and missing data (missing values). 

5) It is stronger practically because it is more efficient in the execution process. 

6) Able to process small sample data, strong against deviation of normality assumptions, measure reflective and 

formative indicators, and measure recursive models. 

7) It does not require data to be normally distributed. 

8) It can be used on data with different types of scales, namely nominal, ordinal and continuous. 

3. RESULTS AND DISCUSSION 

Validity 

The instrument's validity is carried out to ensure similarity between the data collected and the data that occurs in the 

object under study. The type of validity used in this study is construct validity, which determines validity by correlating 

the scores obtained from each item in the form of questions with the total score obtained from the sum of all item scores. 
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Based on statistical measures, if it turns out that the scores of all items arranged according to the dimensions of the 

concept are correlated with the total score, it can be said that the measuring instrument has validity. 

 

 

 

 

Table 1. Dimensional Validity Test Results 

Variable Dimension Coefficient T Count T Table 

compensation (X1) Direct compensation 

(X.1) 

0.892 44,349 0,468 

 Indirect compensation 

(X.1) 

0.844 29.546 0,468 

Social Work 

Environment (X2) 

Relationship with 

employees (X.2) 

0.955 101,060 0,468 

 Relationship with 

superiors (X.2) 

0.949 65,291 0,468 

Organizational 

Commitment (Y) 

Affective commitment 

(Y.1) 

0.917 44,419 0,468 

 Continuance 

commitment (Y.2) 

0.895 38,604 0,468 

Normative commitment 

(Y.3) 

0.911 35,852 0,468 

 

Reliability 

Reliability is related to the consistency, accuracy, and predictability of a measuring instrument [19]. So, it can be 

said that reliability is a measure to assess whether the measuring instrument used can provide a consistent measurement 

value. Meanwhile, it was revealed that reliability is the level of trustworthiness of the results of a measurement [20]. 

Measurements that have high reliability are measurements that can provide reliable measurement results. The research 

instrument whose reliability was tested by test and re-test was carried out by testing the instrument several times on the 

respondents. So, in this case, the instruments are the same, and the respondents are the same, but at different times. 

Reliability is measured by the correlation coefficient between the first experiment and the next. The instrument is 

declared reliable if the correlation coefficient is positive and significant. Testing this way is often also called stability. 

The formula for calculating the coefficient of Cronbach's Alpha. 

Table 2. Construct Reliability Test Results 

Variable/Dimension Cronbach's Alpha Composite 

Reliability 

Information 

Compensation (X1) 0.856 0.888 Reliable 

Social Work Environment (X2) 0.885 0.923 Reliable 

Organizational Commitment 

(Y) 

0.868 0.952 Reliable 
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Coefficient of Determination (R2) 

They were used to determine the magnitude of the ability of endogenous variables to explain the diversity of 

exogenous variables. In other words, to determine the magnitude of the contribution of exogenous variables to 

endogenous variables. The results of R 2 can be seen in the following table. 

 

 

Table 3. Coefficient of Determination Results (R2) 

Dependent Variable R Square 

Organizational Commitment (Y) 0.834 

 

Table 3 shows that the R2 value of the endogenous construct of organizational commitment (Y) in the research model 

is in the very strong category of 0.834. This value shows that organizational commitment is explained by the constructs 

of compensation and social work environment by 83.4%, and other variables outside the model explain the rest. 

Hypothesis 1: There is a Positive Effect of Training on Work Ability. 

The test results on the parameter coefficient between compensation (X1) and organizational commitment (Y) show 

a positive effect of 19.6% with a t-statistic value of 2.343 and significant at α = 0.1, it can be concluded that 

compensation affects organizational commitment (2.343> 1.674). Thus, H1 is accepted.  

Hypothesis 2: There is a Positive Effect of Work Ability on Employee Performance 

The test results on the parameter coefficient between social work environment (X2) and organizational commitment (Y) 

show a positive influence of 75.5% with a t-statistic value of 10.088 and significant at α = 0.1, it can be concluded that 

social work environment affects organizational commitment (10.088> 1.674); thus H2 is accepted. 

Hypothesis 3: There is a Positive Effect of Training on Employee Performance 

The test results on the parameter coefficient between compensation involvement (X1), social work environment 

(X2) and organizational commitment (Y) show a positive influence of 83.4% with a t-statistic value of 19.552 and 

significant at α = 0.1; it can be concluded that compensation and social work environment affect organizational 

commitment (19.552> 1.674); thus H3 is accepted.  

4. CONCLUSION 

      The research results on the effect of compensation and social work environment on organizational commitment 

show that compensation has a direct and positive effect on organizational commitment because the higher the 

compensation, the higher the organizational commitment. Then, the social work environment affects organizational 
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commitment of employees. So that the company's performance will increase so that the company's goals are achieved.   
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