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I. Introduction 
 

The COVID-19 pandemic has hit Indonesia for two years since the official 

announcement of patients infected with the COVID-19 virus on March 2 2020. Many lines 

of life have been affected by this pandemic, but there are several economic sectors that 

were able to record profits despite the decline, one of which was the food and beverage 

industry. The food and beverage industry, according to data from the Central Statistics 

Agency (BPS) in the second quarter of 2021 experienced a growth of 2.95%, up from 

2.45% in the previous quarter (bisnis.com 6-Sep-2021). This positive growth continued in 

the third quarter of 2021 with a growth value of 3.49% which is in line with the growth of 

the national gross domestic product (GDP) of 3.51%. 38.91% in the quarter III/2021 

period, with this data seen the positive impact of growth for the national economic 

recovery process (kontan.co.id 15-Dec-2021).  The outbreak of this virus has an impact of 

a nation and Globally (Ningrum et al, 2020). The presence of Covid-19 as a pandemic 

certainly has an economic, social and psychological impact on society (Saleh and 

Mujahiddin, 2020). Covid 19 pandemic caused all efforts not to be as maximal as expected 

(Sihombing and Nasib, 2020). 

To maintain this positive growth trend, every company needs quality human 

resources who have competence according to their needs and have high competitiveness. 

Human resource management in a company organization has an important role to 

contribute to the progress and success of the company. (Encep Saufullah, Arta Rusidarma, 

Gatot Hartoko, 2022) the company organization must focus on achieving goals, one way is 

to retain employees who have good performance. In addition to this, the company must 

also consider salary and job satisfaction where it is an important need for employees. 
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Compensation in the form of salary is a reward that employees get because they have 

done work as a form of responsibility with a previously agreed amount. Salaries, incentive 

wages, commissions and bonuses are forms of direct compensation (Fauziah, 2016). Salary 

serves as a driver of job satisfaction of industrial employees (Kumar and Varma, 2017). 

Satisfaction with salary will make employees have the desire to stay but not enough salary 

will have an impact on the desire to change jobs. The level of employee satisfaction in the 

workplace depends on the extent to which the employee's needs are met (Al Magbali, 

2015). Job satisfaction is a factor that drives employee commitment to the company 

(Colquitt, Lepine, and Wesson, 2019). Job satisfaction can be the first step that can explain 

the point of view of employee turnover, policies, performance, and other things in the 

organization (Almazrouei at al, 2018). 

Keeping employees to work in the long term requires employee commitment. 

Organizational commitment can be seen from the extent to which an employee can identify 

organizational goals and has a desire to maintain membership in the organization (Robbins 

and Judge, 2017). Organizational commitment is a structure with several components that 

usually defines an individual's sense of commitment, identification, and commitment to the 

organization. There are three organizational commitments, namely affective commitment, 

normative commitment, and ongoing commitment (Meyer and Allen, 1997) where 

affective commitment is related to emotional in the company's organization as a driving 

factor to achieve good performance so that the company's organizational goals can be 

achieved. Employees who are affectively committed to the company will have a strong 

sense of belonging and relate themselves closely to the company's goals (Koo, Yu J, Chua, 

Lee and Han, 2020). 

Performance is work output which is measured against the quality and quantity 

obtained by employees in doing their work in accordance with the mandate obtained by the 

employee. (Mangkunegara, 2015). Employee performance is very important to support the 

achievement of company goals, so one option that can be done is to increase employee job 

satisfaction. The desire to change jobs is a psychological and behavioral tendency that a 

person has to leave his current company (Chen and Zhang, 2018). The voluntary or 

involuntary decision of employees to quit or move from the company organization 

(Habibie and Sabrina, 2018). Work performance is one of the factors that can influence the 

emergence of the desire to change jobs, when employee performance becomes low, 

employees will intend to leave the organization (Nasurdin and Naseer, 2018). The desire to 

change jobs is the willingness of employees to leave the company by looking for a 

replacement to another company. From the company's perspective, leaving employees can 

have a negative impact, because it takes time, money to carry out the recruitment process 

and training for replacement employees. 

This study aims to determine the effect of salary satisfaction, job satisfaction, 

affective commitment, performance, and the desire to change jobs on employees of the 

food and beverage industry. 

 

II. Review of Literature 
 

2.1 Salary 

Satisfaction Salary satisfaction has a positive feeling towards the rewards that 

employees receive from their place of work. Salarysatisfaction has four dimensions, 

namely satisfaction with benefits, satisfaction with salary levels, satisfaction with salary 

increases and satisfaction with salary management structures (Gim and Cheah, 2020). 
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Salary satisfaction can occur when there is a perception that an employee is satisfied with 

the salary he gets is as expected (Pratiwi et al, 2020). Salary is often positioned as an 

approach to motivate employee behavior so that company organizations must be able to 

ensure employee satisfaction with their salaries (Salleh & Memon, 2015). 

 

2.2 Job 

Satisfaction Job satisfaction is the feeling of employees towards their work, it can be 

a pleasant or unpleasant feeling (Ganyang, 2018). Job satisfaction is a positive feeling from 

employees in relation to their work where this perception results from an evaluation of all 

aspects of their work (Robbins and Judge, 2017). Overall job satisfaction refers to feelings 

of happiness about work resulting from the evaluation of a number of characteristics that 

include the nature of the job, administrative model, relationships between co-workers, 

remuneration, working conditions, and job security (Torlak et al, 2021) 

 

2.3 Commitment 

AffectiveOrganizational commitment refers to on the condition of whether an 

employee wants to continue working or leave his job (Jigjiddorj et al, 2021). Affective 

organizational commitment is an employee's commitment to be emotionally attached, 

involved in identifying and achieving the company's organizational goals (McShane and 

Glinow, 2018). Affective commitment is one of the drivers of employee behavior to 

achieve work performance by the individual employee at work (DiPietro RB, 2019). 

Commitment is a characteristic of the relationship between organizational members and 

their organization which has an influence on the member's decision to continue their 

membership in the organization (Meyer and Allen, 1997). And there are three dimensions 

of organizational commitment, namely: (1) Affective commitment, which relates to 

emotional relationships, identification and involvement of members with the organization 

and its goals. (2) Normative commitment, related to members' beliefs about moral 

responsibility to the organization where the organization provides something of value so 

that members will remain in the organization as a reward. (3) Continuous commitment, 

describes members' perceptions of expenses or costs related to members' decisions to leave 

the organization 

 

2.4 Work Performance 

Employee performance is not only about what is achieved, but how the employee 

carries out the process, achievements related to the importance of the effort, the outputs he 

gets (Changgriawan, 2007). 2017). employee work results are seen from aspects of quality, 

quantity, working time, and cooperation to achieve the goals set by the organization 

(Sutrisno, 2016). Performance is the result of work in quality and quantity achieved by an 

employee in carrying out his duties in accordance with the responsibilities given to him 

(Mangkunegara, 2015) 

  

2.5 Desire to Change Jobs 

Intention to leave is the tendency or intention of employees to stop working from 

their jobs (Zeffane, in Halimah et al. al, 2016). The desire of employees to move to another 

place of work is influenced by several factors, but it has not been realized because it is only 

a desire to move. And turnover is the rate at which employees have quit and left the 

company (Dessler, 2013). Job switching or turnover is when employees leave one 

company to move to another company for certain reasons (Wirawan, 2015).  
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2.6 hypothesis 

In his research found that competitive salaries and bonuses can increase job 

satisfaction and increase workplace retention. Benjamin et al (2022) found that there was a 

positive relationship between nurses' salaries and job satisfaction.  

Based on the results of the research above, the following hypothesis is formulated 

H1:There is an effect of salary satisfaction on employee job satisfaction at the food and 

beverage company. 

Simson (2016) in his research found that salary satisfaction has a positive influence 

on affective commitment. Benjamin et al (2022) showed that salary satisfaction has a 

significant positive relationship with nurses' affective commitment.  

Based on the results of the research above, the following hypothesis is formulated: 

H2:  There is an effect of salary satisfaction on the affective commitment of employees in 

food and beverage companies. 

Hung et al (2018) revealed in their research that salary satisfaction has a negative 

relationship with the desire to change jobs, when employees get fair treatment for the 

salary they get, the employee will feel satisfied. and have a negative impact on the desire to 

change jobs. Similar results were obtained in the study of Salleh & Memon (2015) that 

there is a negative relationship between employee salary satisfaction and the desire to 

change jobs.  

Based on the results of the research above, the following hypothesis is formulated: 

H3:  There is an effect of salary satisfaction on the desire to change employees' jobs in 

food and beverage companies. 

Benjamin et al (2022) in their research shows that job satisfaction has a significant 

positive effect on the affective commitment of nurses. Chordiya et al (2017) found results 

in their research that job satisfaction has a positive influence on employees' affective 

commitment. 

Based on the results of the research above, the following hypothesis is formulated: 

H4:  There is an influence of job satisfaction on the affective commitment of employees in 

food and beverage companies 

Abouraia and Othman (2017) in their research shows that a high level of job 

satisfaction will affect the desire to change jobs from employees to low. Lixcel and 

Lantican (2021) found the same finding that employees with high job satisfaction have a 

lower desire to change jobs. 

Based on the results of the research above, the following hypothesis is formulated: 

H5:  There is an effect of job satisfaction on the desire to change jobs of employees in food 

and beverage companies. 

Mardi (2015) found results in his research that organizational commitment has a 

negative effect on the desire to change jobs, so that an increase in organizational 

commitment will reduce employee intentions. Mehmood et al (2016) found in their 

research that there is a negative relationship between affective commitment and the desire 

to change jobs from bank employees in Pakistan 

Based on the results of the research above, the following hypothesis is formulated: 

H6: There is an effect of affective commitment on the desire to change employees' jobs in 

food and beverage companies 

Tong (2018) found in his research that there is a positive relationship between job 

satisfaction and employee performance. Lin CY, et al (2021) in their research found that 

job satisfaction has a positive effect on employee performance.  

Based on the results of the research above, the following hypothesis is formulated: 
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H7:  There is an effect of job satisfaction on employee performance in food and beverage 

companies. 

Ibrahim et al (2021) in their research found that employee performance has a 

negative relationship with the desire to change jobs. Farry B (2015) in his research that 

work performance shows no significant in the desire to change jobs from employees. 

Based on the results of the research above, the following hypothesis is formulated: 

H8:  There is an effect of performance on the desire to change jobs of employees in food 

and beverage companies. 

 

 
Figure 1. Conceptual Framework of Research Model 

 

III. Research Method 

 
The population of this study is employees who work in food and beverage companies 

in Indonesia with a minimum working period of 1 year. The research method used in this 

study is a quantitative research method derived from respondents' answers from filling out 

questionnaires distributed and presented based on a Likert scale starting from strongly 

disagree (STS) to strongly agree (SS). And the sample in this study using the theory from 

Hair et al (2010) is the number of indicators multiplied by 5 to 10. Based on the theory 

above, the minimum sample has met the requirements, namely using 125 samples of 

respondents. 

This research uses five variable instruments. The instrument is a structured 22-item 

questionnaire consisting of job satisfaction (3 items), salary satisfaction (3 items), affective 

commitment (8 items), desire to change jobs (3 items), performance (5 items), and 

demographic variables. Job satisfaction is measured by a 3-item scale developed by 

Cammann, Fichman, Jenkins, and Klesh (1983, in Field, 2013). Salary satisfaction is 

measured by a 3-item scale developed by Luna-Arocas and Lara (2020). Affective 

organizational commitment is measured by an 8-item scale developed by Meyer and Allen 

(1997). Desire to change jobs was measured using a 3-item scale adapted from Cammann, 

Fichman, Jenkins, and Klesh (as cited in O'Conner, 2018), and Performance was measured 

using a 5-item scale developed by Chiang and Hsieh (2012, in Ibrahim et al, 2021) 

The data analysis method used in this study is structural equation modeling-partial 

least squares (SEM-PLS) using software SmartPLSSEM-PLS is a non-parametric 

statistical technique that can work efficiently with small sample sizes and complex models. 
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IV. Result and Discussion 
 

Table 1 shows that the demographic data of the respondents were mostly men (68%) 

compared to women (32%). Respondents were dominated by ages between 25 -30 years 

(26%) and the smallest group was the age group above 45 years, around 8%. Regarding 

education, the majority of respondents are undergraduate (66%) and for employment 

positions dominated by staff by 43% 

 

Table 1. Profile of Respondents 

Demographics Category Number of Respondents (%) 

Gender Male 85 68% 

Female 40 32% 

Age (years) < 25 years 15 12% 

25 - 30 years 33 26% 

31 - 35 years 20 16% 

36 - 40 years 30 24% 

41 - 45 years 17 14% 

> 45 years 10 8% 

education /equivalent 20 16% 

D3/D4 15 12% 

Bachelors degree 82 66 % 

Master Degree 8 6% 

Position Staff 54 43% 

Leader/Spv 30 24% 

Assistant 

Manager 

9 7% 

>= Manager 32 26% 

 

4.1 Evaluation Outer Model (Measurement Model): Validity and Reliability Testing 

Convergent validity is part of the measurement model, in the SEM method -PLS is 

referred to as the outer model while in covariance-based SEM it is referred to as 

confirmatory factor analysis (CFA). In order for the outer model to meet the requirements 

of convergent validity for reflective constructs, the loading must be above 0.7 and the p 

significant (<0.05) (Haie et al in Mahfud and Ratmono, 2013). 

Indicators with loadings below 0.40 should be removed from the model. But for 

indicators with loadings between 0.40 and 0.70, it is better to analyze the impact of the 

decision to delete these indicators on average variance extracted (AVE) and composite 

reliability. Indicators with loadings between 0.40 and 0.70 can be deleted if they can 

increase average variance extracted (AVE) and composite reliability above their limits 

(threshold). The limit value of AVE is 0.50 and composite reliability 0.7. Another 

consideration in removing indicators is their impact on thecontent validityconstruct. 

Indicators with loadings are sometimes maintained because they contribute to construct 

content validity (Mahfud and Ratmono, 2013) 
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4.2 Validity test based on factor loading 

0.868 AC JP JS PS TI 

AC1 0.929     

AC2 0.814     

AC3 0.831     

AC4 AC5     

AC6 0.917     

AC7 0.912     

0.890 Table     

1 AC8 0,892 JP1     

0,946  JP2    

0,922  JP3    

0,930  JP4    

0,937  JP5    

0,903  JS1    

0,976   JS2   

0,971   JS3   

0,951   0,959   

PS2    PS1 0,963  

PS3    0,906  

TI1    0,946  

TI2     0,949 

TI3     factor 

2     : 

 

 

Validity test and loading factor Figure 2it is known that the entire loading value is > 

0.7, which means that it has fulfilled the validity requirements based on the loading value. 

Furthermore, validity testing is carried out based on the average variance extracted (AVE) 

value. 
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Table 2. Validity test based on AVE 

 
Average Variance Extracted 

(AVE) 

AC 0.779 

JP 0.861 

JS 0.933 

PS 0.889 

TI 0.895 

 

 

Figure 3. Validity test based on AVE  

 

results of all AVE values> 0.5, which means it has met the validity requirements 

based on AVE. Furthermore, reliability testing was carried out based on the composite 

reliability (CR) value. 

Table 3. Validity Test based on CR 

 Composite Reliability 

AC 0,966 

JP 0,969 

JS 0,977 

PS 0,960 

TI 0,963 

 

 

 
Figure 4. Validity Test based on CR 
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Obtained all CR values> 0.7, which means it has met the reliability requirements 

based on CR. Furthermore, reliability testing was carried out based on the value of 

Cronbach's alpha (CA). 

 

Table 4. Reliability Test based on CA 

 Cronbach's Alpha 

AC 0,959 

JP 0,959 

JS 0,964 

PS 0,937 

TI 0,942 

 

 

 

 
Figure 5. Reliability Test based on CA 

 

It is known that all CA values are > 0,7, which means it has fulfilled the reliability 

requirements based on Cronbach's alpha. Then, the discriminant validity test was carried 

out using the Fornell-Larcker approach. 

 

Table 5. Discriminant Validity Test 

 AC JP JS PS TI 

AC 0.88

2 

    

JP 0.665 
0

.928 
   

JS 0.966 0.620 
0

.691 
  

PS 0.943 0.560 0.575 
TI 

 

between 0.065 0.335 0.239 0.206 0.94

6 
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In the discriminant validity test, the square root value of the AVE of a latent variable 

is compared with the value of the correlationthe latent variable with other latent variables. 

It is known that the square root value of AVE for each latent variable is greater than the 

correlation value between the latent variable and other latent variables. So it was concluded 

that it had fulfilled the discriminant validity requirements 

Table 6. Significance Test of Effect 

  
Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 
P Values 

AC -> TI -0.462 -0.485 0.156 2.965 0.003 

JP -> TI 0.436 0.010 0.170 2.571 0.463 JS 

-> AC 0.388 0.395 8,558 0.114 3,414 0.001 

JS -> JP 0.620 0.627 0.072 0.165 0.000 

JS -> TI 0.146 0.161 1.025 0.000 0.306 

PS -> AC 0.468 0.461 0.110 4.254 PS 0.000 

> JS 0.575 0.582 0.076 7.590 0.194200 

TI 0.187 0.144 > PS - 

 

In this study, it shows that salary satisfaction has a significant effect on job 

satisfaction and job satisfaction has a significant effect on job satisfaction significant 

impact on employee performance, Benjamin et al (2022) showed in the results of their 

research that there is a significant positive relationship between nurse salary satisfaction 

and job satisfaction. Platis et al (2015) also found the same results in their research on 

health workers. Tong (2018) also found in his research that there is a positive relationship 

between job satisfaction and employee performance. 

In this study, it shows that affective commitment and performance have a significant 

effect on the desire to change jobs, and in previous research conducted by Chao et al 

(2018) found a relationship between performance and the desire to change jobs, if workers' 

performance decreases, they will tend to want to leave. . Wong and Laschinger (2015) also 

found that organizational commitment has a negative effect on the desire to change jobs in 

health workers in hospitals. 

Salary satisfaction and job satisfaction show that in this study there is no significant 

effect on employee turnover intention, and the findings in previous research by Akhtar et al 

(2016) showed that job satisfaction and salary satisfaction negatively affected the desire to 

change jobs. 

This study also shows that salary satisfaction and job satisfaction have a significant 

positive effect on employee affective commitment, this is in line with previous research 

conducted by Benjamin et al (2022) showing that salary satisfaction and job satisfaction 

have a significant positive relationship to affective commitment. nurses in hospitals, this 

indicates that the level of satisfaction of nurses with salary and work is a strong predictor 

of affective commitment to the hospital as their place of work. A'yuninnisa and Saptoto 

(2015) in a study of employees of automotive companies in Indonesia found that salary 

satisfaction and job satisfaction were significantly correlated with employees' affective 

commitment.  
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V. Conclusion 

 
The results of this study have important results for top management of human 

resource management in food and beverage companies. Based on the results of the analysis 

in this study, it shows that salary satisfaction has a significant effect on job satisfaction. 

Salary satisfaction and job satisfaction have a significant positive effect on employees' 

affective commitment. Job satisfaction has an influence significant effect on performance, 

affective commitment and performance have a significant effect on the desire to change 

jobs, but salary satisfaction and job satisfaction show no significant effect on employee 

turnover intentions. 
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