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Abstract

Purpose: This exploratory research is to give managerial icatibn to sales personal management. This studys&d on antecedents of job
satisfaction and organizational commitment specialllRD programs and system by patrticipation and effegtird job Research design, data
and methodology This research focuses on relationship analysis anmmngatisfaction, organizational commitment and HRidbgrams of
logistics and sales personnel in Korea. HRD progransider two parts one is participation and other isatffoward job. And three HRD
program is included education & training, system agiftdirected Learning. This study used 7th HCCP datenfKRIVET and 748 employee
data is analyzed. SPSS18 is used and frequencyiligfiacorrelation and regression analysis are condld®esults Result shows that job
satisfaction is positively affected by education &irthiag participation, HRD system participation and BiRsystem effect toward job.
Organizational commitment is positively affected éucation & training participation, HRD system pap&tion, education & training effect
toward job and HRD system effect toward job. Howeedfrdirected Learning patrticipation negatively affemamizational commitment. Lastly
job satisfaction partially mediates between HRD amngawizational commitmentConclusions Based on the results, this paper provide
implication to academic, practical HRD and sugdeature research.

Keywords: Job satisfaction, Organizational Commitment, HRD pnogifaducation & Training, HRD System, Self-directed rinérg.
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1. Introduction 2018). Also according to social exchange theotgractive
relation act as organization offer opportunity dreshefit to

In this information society, employees’ knowledge,employee and in return employee fulfill their desand try
technology, experience and ability act as key sseéactor 10 keep this exchange relation. Therefore, in many
of firm’s competitive advantage (Tharenou, Saksyiéore ~ Organizations offer diverse type of program to dewe
2007; Drucker, 2012). According to Resource-Basehuman resource; human resource development (HRD).
Theory, one of organizational competitive advantage Organizations offer diverse type of HRD program and
based on the job related abilities of organizaticembers. Operate system in education and training to orgeioiz
Ability of organization member is impossible to tate and Members so that they could improve job ability (e,
replaceable therefore act as a driving force oftinapus ~ McLinden, & Casper 2004; Tharenou, Saks, & Mooré8720
competitive advantage (Torraco & Swanson, 1995Costen & Salazar, 2011; Islam et al., 2016). Irhexge, of
Adhikari, 2010). Researchers have continuouslydtie cause firms interest is continuously focused orarfaial
analyze factors affecting employees job relateditptiind ~ Performance as objective indicator. However emairic
education, training and experience emphases astampe Studies have shown that improvement of non-findncia
factor which improve job related ability (Tharen@aks, & Performance is emphasized as antecedent of firancia

Moore 2007; Costen & Salazar, 2011; Dong & Phuongperformance (Prieto & Revilla, 2006; Tharenou, Saks
Moore 2007). As employee aspect of return, jols&attion

— o and organizational commitment seem to be closely
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performance and financial performance (Prieto & iReev  development and organizational development asié¢hok 6f
2006; Tharenou, Saks, & Moore 2007; Costen & SaJazaresearch and practice responsible for promoting-tenm
2011). work-related learning capabilities at the indivijugroup,
This research suggested two research questionsisDneand organizational level. The key to human resource
what influence job satisfaction and organizationaldevelopment is behavioral changes, and most oftlaly
commitment. Existing research generally showedigiog  are more likely to develop employees based on dteels of
opportunities of HRD (Tharenou, Saks, & Moore 2007:employers. Mondy and Noe (1990) defined human megou
Costen & Salazar, 2011) or investment in HRD (Barte development as planned and ongoing activities tarave
2000) give positive effect and increases job satisén and the level of workers’ ability and organizationakfsemance
organizational commitment. Does it means providimny  through education, training and development program
opportunities and large investment good? And is HRD The purpose of human resource development is temak
opportunity participation same as HRD effect towgll?  changes in organization and performance improvenaeik
Therefore, in this study divided HRD participatiamd  thus to grow enterprises. Nadler and Wiggs (1988gd it
HRD effect toward job separately. Answer to thigsfion "making a difference." Learning activities, career
could give implication to offering or participatingiany  development systems, performance improvement tiesyi
necessary? Which is connected to cost of busiriess, and change promotion improve the performance dfstas
there is question of mediating role of participati@effect reduce costs, improve quality, and strengthen the
toward job and job satisfaction variables. Existstgdies competitiveness. The importance of human resource
have showed some of mediating effect of HRD typd andevelopment is becoming more important as having
system increase of job ability (Wilson, 2014; Yoethal., competent workers is perceived as corporate
2019) and firms education increase of job abilkyajger, competitiveness. Based on strategies, organizationa
McLinden, & Casper 2004; Tharenou, Saks, & Moor8720 learning and individual development activities asfai the
Costen & Salazar, 2011; Jalal, Zeb, & Fayyaz, 2028  goals of the organization through organic linksjchirgives
other studies show mediating effect of job sattf@mc organizations as well as individuals a competitive
(Costen & Salazar, 2011). However, there is stlp gof advantage (Yang & Tasnuva, 2013). The sources of
study mediating role of participation, effect todlgob and corporate competitiveness used to be capital, fiest@and
job satisfaction to organizational commitment. Aesvof land, but have now changed to new knowledge anaside
these two research could give implication to acadeand  Securing and nurturing talented people who canterea
practical HRD management. infinite knowledge and ideas has become the era of
This exploratory research used 7th Human Capitedetermining the existence of companies
Corporate Panel (HCCP) data from Korea Research Human resource development brings benefits to both
Institute for Vocational Education & Training (KRBT).  organizations and individuals (Mathis & Jackson120
Especially in this low-growth era, sales are abstyu Salman, 2013). Administrators and employees with
crucial to business survival. Therefore, managingl a appropriate experience and skills improve orgaiinat
caring sales personal is critical in managing bessn competitiveness and ability to adapt to changing
Therefore, in this study focus on sales personmel ienvironments. Human resource development is corduct
manufacturing industry including logistics industry from a long-term perspective compared to educatind
training, and focuses on improving the ability gradential
to deal with various tasks beyond the capabiliteguired
2. Theoretical Background and Hypotheses by the current job. On the other hand, educatiod an
Setting training tends to focus more on new employees andet
who perform new tasks. Development involves the
enhancement of an individual's personal portfolib o
knowledge, skills and abilities (Mankin, 2009).
_.Some of the typical job-related attitudes incluad |
Research on human resource development has be~-. . M - ;
i . : . . satisfaction and organizational involvement, arsagch in
steadily carried out. It has been defined in vasiaays by e A
this field is also actively underway (Yang et 2015). Job
scholars on human resource development. Nadler at

Nadler (1989) defined human resource developmerd aSSatlsfactlon refers to a pleasant and positive emat state

planned and organized activity to change behavier @ that an individual obtains as a result of an assessof his
. . y o or her job experience (Lock, 1976; Kim et al., 201®job
period of time to teach workers, or the organizgtithe

ability to function and personal growth, accorditgthe satisfaction defined by Loke (1976) is a statelebpure or

purpose of the organization. Watkins (1989) suggésat positive emotion in which an individual assessesdtiher
human resources developr.nent includes training ecarejOb or experiences from i, reflecting the deg@evhich he

2.1. Literature Review
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believes that an individual is actually providedhwivhat he more to organization education. This organization
or she is hoping for in his or her job. Szilagydawallace education let employee learn job related knowledgé
(1983) noted that job satisfaction is a seriesttitudes that technology and smooth their job and improve job
individuals have toward job-related factors suchja@s performance which lead to job performance (Ng &
itself, salary and supervision, and is composecbghitive, Feldman, 2009). To measure performance of edugation
emotional, and behavioral trends. Also, Smith ()955among organizational effectiveness, job satisfactamd
defined job satisfaction as an attitude resultingmf the  organizational commitment is used (Porter et a@741
generalization of all emotions experienced by eaclDirani, 2009; Costen & Salazar, 2011; Lee, 2019).
individual in relation to his or her job, or theldmace of Following hypothesis is formulated based on above
these sentiments. literature review.

The importance of job satisfaction is divided inte
organizational and member aspects. From an org@mz Hypothesis 1 HRD participation increase HRD effect
perspective, a person with high job satisfactiomally  toward job.
performs his or her duties in a way that enhantes t

performance of the organization and speaks favgrabl 2.3. Job Satisfaction
the organization he or she belongs to, therebynigaain ) o o )
indirect promotional effect. People who like théibs Job satisfaction is abstract and subjective emalistate

concerning job. It is personal satisfaction of thieb or
work which include attitude or cognition of job wived
satisfaction is high, turnover and absenteeism e elements. Job satisfaction has been studied sinearly
reduced and productivity increase and effect cagaieed. 1990 to foresee absenteeism or move of job (Coéten
Research on human resource development and weSalazar, 2011; Mushtaq et al., 2014; Kim et all2@ung
attitude has been actively conducted. Previousestutave €t @l 2017). Definition of job satisfaction isverse.
shown that human resource development has a mositiCenerally, employee assessing their, job, work, kimgr
effect on employees' work-related attitudes. Wengale —condition and organization having positive emotiaagob
(2010) found that career growth factors inﬂuencesat!sfact!on. Hawthone’s resea}rch' 'stared interésjob
commitment. Malkani, Pandey, and Bhagwati (2007:sat|sfact|on later by Taylor’s scientific managemétocus

argued that employee development was crucial tatiogg ©f job satisfaction can be divide in two ways,
and maintaining the workforce needed to capturéness COMprehensive and sectional. Comprehensive is lbyeba
opportunities. satisfaction and sectional divide diverse forcegobfsuch

as reward and promotion opportunity (Yang et abl12
Dastane & Lee, 2016; Kim, 2018). And motivationjolb
satisfaction considers intrinsic and extrinsic mation.
Intrinsic include achievement, aiming of goal, end
extrinsic include reward, policy of company, managat
style, etc. Job satisfaction activate organizationction
and motivate employee to develop which is important

Piskurj(;h and Sander; (1998) §aid job ability iterinal element of organizational develop therefore effbes been
capability exposed as job behavior. Jacobs and RaG9) continued to measure and analyze (Dirani, 2009{e¢Do&
said job ability is shown as job behavior with nmigl Salazar, 2011) '

capability which stimulates job implementation. Aatso According to Georgellis and Lange (2007) study, tfe-
said job ability is overall aspect of knowledge OrJob-Training (0JT) in organization inﬂuenée job
technology, capability or problem solving thinking, satisfaction. Chen, Chang, and Yeh (2003) found tifhex
leadership, etc. In which specific job require valet ability. gap between careér develc,)pment programs to satiséer

Prgyious stu_dies high!ight positive c_orrelationviz&n job desires and career desires increases job disstitisfaand
ability, learning (studying) and experience (ThangrSaks, this effect is particularly significant in careeuiloling

& Moore 2007, Jac_obs & Park, 2009)'. And Yamoah (901 periods, which are between the ages of 30 and 46nC
review researc_h flno_l _that strong link t_Jetween huma'Chang, and Yeh (2004) study show that high safisiac
resource capacity buiding and gmployee job perfoaa personnel with career development programs and joigh
Also Ahmad, Farrukh, and Nazir (2015) study showat th satisfaction, professional development and proditgti

capacity building of and indiviual emplqyee Ieaobs_t Following hypotheses are formulated based on above
enhance empoyee performance. According to Kraigeiiarature review

McLinden and Casper (2004) study compare to
unsuccessful organization, successful organizahiest

maintain a smooth human relationship not only olef
the organization but also inside the organizatiinjob

2.2. HRD Programs to Improve Job Ability:
Education & Training, System and Self-
directed Learning

Job ability is one of the result from HRD which
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Hypothesis 2-1: HRD participation increase job 2009). Many studies have studies have shown job

satisfaction. satisfaction as antecedent of organizational comarit
Hypothesis 2-2: HRD effect toward job increases job (Meyer et al., 2002; Suma & Lesha, 2013). Also &sid
satisfaction. show job satisfaction mediate between educations€Ro
Hypothesis 2-2: HRD effect toward job mediates Kumar, & Pak, 2009), job ability and organizational
between HRD participation and job satisfaction. commitment (Lok & Crawford, 2001).

2.4. Organizational Commitment Hypothesis 4:Job satisfaction mediates between HRD

L _ _ , _ (participation and effect toward job) and orgarical
Organizational commitment is employee’s attitude .ommitment.

toward organization which shows quantity element of
organization effectiveness (Porter et al., 1974aflj 2009;
Suma & Lesha, 2013). Study of definition of orgatianal
commitment divided into two ways one is unificatiof
person and organization which is practice aspedugrots
positive perspective of organization like trust i

psychological aspect. First for unification of persand This research focuses on relationship analysienam

organization which is practice aspect, organizaion HRD participation (Education & Training, HRD System
commitment comes from employees inherited feelifig oand Self-directed Learning), HRD effect toward Job
unification, sense of belonging, loyalty (Dirani0@). (Education & Training, HRD System and Self-directed

Suma and Lesha(2013) define organizational commitme | earning), job satisfaction and organizational cdtmmant.
as link between organization member and organizatiat  Research model is summarized in Figure 1.

unification of employee and organization lead emeéoto
actively participate to organizational problem. &t for
positive perspective and trust of organization,téoet al.
(1974) define organizational commitment with coricep

3. Methodology

3.1. Research Model and Measurement

HRD Participation

recognition and trust of organization goal and ealu iy
voluntary give effort accomplishes organization Igaad B * Self-directed Leaming e
strong desire to continue organizational membership * Industry

Increasing organizational commitment is one of the [.5n ¢ b Sasacion
important issues in managing sustainable HR. Adogrtb -~ —— Conmitment
Younis, Akram, and Naseeb (2013) study of humary |7 Chasctestc HRD Effect toward Job
resource strategies and organizational commitmesilt Etesion & T
showed that planning, training and development, gag “HRD System
reward increase organizational commitment. Bulund&a e dmeted Teamne

Culha (2010) study revealed that training positivaffect Figure 1: Research Model
commitment of hotels operating in Izmir, Turkey.ndgsha
(2016) analysis confirm that employee training has  As shown in Figure 1, this research includes fapeats,
significant positive effect on organizational cortmmént.  demographic, HRD by participation and effect towgoh
Paul and Anantharaman (2004) study in India retvieal and employee performance. First, demographic ircfiug
HRM practices such as career development, compseleen demographic characteristic of employee; genderefdte,
training show significant positive relationship Wit 1 Male), age, rank (1 Staff, 2 Low-level Manager, 3
organizational commitment. Following hypotheses areviddle-level Manager, 4 High-level Manager),
formulated based on above literature review. employment year, job characteristic (1 Daily & Refssl
job, 2 Sometimes Exceptional Circumstances job,fterO
Hypothesis  3-1: HRD  participation increase Exceptional Circumstances job, 4 Everyday Novettly)]
organizational commitment. Second and third include three HRD section; edanad
Hypothesis 3-2: HRD effect toward job increase training, HRD system and self-directed learningu&ation
organizational commitment. & training include 7 programs, HRD system includess
Hypothesis 3-3:HRD effect toward job mediate between programs and self-directed learning includes 4 Enog.
HRD participation and organizational commitment. Each programs were asked by two questions whetiggr t
Studies of job satisfaction and organizationalparticipate or not and how did it effect toward .job
commitment as dependent variable continuously havParticipation is measured as total program pastmn
shown correlation between two (Porter et al., 194ani, number by each section. Effect toward job was asked



Boine KIM, Byoung-Goo KIM/Journal of Distributi@cience 18-4 (2020) 27-37 31

whether each program they participate help to im@ro To answer the first research question, two depdnden
effectiveness of their job, 5 point Likert scalenadt at all variables are used job satisfaction and organizakio
helpful to 5 very helpful. And effect toward jobrigble is commitment. Regression results are summarized lheTa
measured as total mean of effect toward job tol toteBoth job satisfaction and organizational commitment
program participation number. Finally, employeeregressions were taken by stepwise regressionsaisay of
performance includes two variable job satisfact@amd adding independent variables. Both include 4 stépst,
organizational commitment. Job satisfaction is eyed step (M1) include only demographic variables, secstep
with four items; employees satisfaction with theirrent (M2) include demographic variables and participatio
job, wage, relationship and overall job. Organmaél (Education & Training, HRD System and Self-directed
commitment is surveyed with four items; will consid Learning), third step (M3) include demographic shtes
turnover if better condition comes, feel organi@ati and effect toward job (Education & Training, HRDs&m
problem as my own, leaving cost much and worthllega and Self-directed Learning) and forth step (M4)lude
organization. Both job satisfaction and organizagio demographic variables and both participation (Etdana&
commitment was asked 5 point Likert scale (1 notagt Training, HRD System and Self-directed Learningd an
all to 5 very agreed) and variable is measuredi@ tnean effect toward job (Education & Training, HRD Systemd

of four items. Reliability analysis of scale resgiowed Self-directed Learning). And for organizational
that Cronbach o of job satisfaction is 0.830 and commitment there is fifth step (M5) which includgsb
organizational commitment is 0.754. Both are higthem  satisfaction with all the other variables.

0.6 which are highly acceptable and analysis cdugd As for job satisfaction, as shown in Table 3, erptéon

continued. (AR?) increased from 3.4% (M1), 7.0% (M2) to 14.9%3(M
however to 13.8% (M4) which means HRD patrticipation
3.2. Research Sample and effect toward job does give significant and mirggful
influence to job satisfaction.
To verify research questions, this study used 7&CH First for demographic, which is control variable,1M

(the Human Capital Corporate Panel) data from Koreresult shows that employee age and job characbsrist
Research Institute for Vocational Education & Tmagn Significantly influence job satisfaction. Employege (-
(KRIVET) which includes 10,005 employees. This stisl .141) decrease job satisfaction. Which means otter
focused on analysis of sale personnel of manufactur employee less satisfied in their job. Job charaties (.168)
industry, therefore 748 sale person is included anincrease job satisfaction. This means job satigfact
demographic characteristic is summarized in Table 1 increase from employee job getting more daily &eated
to exceptional & novelty.
Second for participation, M2 result shows that
4. Analysis Results participation of egjuqa}tion & .training (.;L46) and BR
system (.075) significantly increase job satisfacti
However self-directed learning was not significaRésults
mean as employee participate more in educatioraiitrg
and HRD system more satisfied with their job. Thezsase
of the phenomenon could be explained by exchangmryh
interactive relation, as employee participate metgch
involve more time energy of their own and in rettney
. . are satisfied with their job.
4.2. Regression Analysis Third for effect toward job, M3 result shows thaily
) o HRD system effect toward job (.283) significantly
This research suggested two research questionsisOnejnflyence job satisfaction. Which means as employee
what _mfluence job _s_atls_fact|0n and organlzatlona\percei\,e HRD system more helpful to their job
commitment. HRD participation? HRD effects towadd?  gffectiveness increase more satisfied with job. Ahis
Two, there is question of mediating role of padétion  pRp system effect toward job (.293) is critical rakent to
variables on effect toward job variables and eftesiard  jyhrove job satisfaction as shown in M4 it is thelyo
job variables between participation variables aw j gjgnificant variable. If so, to improve job satisian one
sat|sf§1ct|9n also bt_’-:tween participation variablesd a st improve HRD system effect toward job. Therrghe
organizational commitment. Answer of these two &esle  comes the question of mediating role of effect tahjab
could give implication to academic and practical IHR \ariaples between participation variables and job

management. satisfaction. To answer this question additionalgsis has

4.1. Correlation Analysis

Correlation analysis is conducted before regressiuth
result is summarized in Table 2. The highest cati@h is
0.790 between age and rank.
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conducted and result is shown in Table 4. Resdlt®lp
satisfaction therefore H2-1 and H2-2 are partisilpported
(rejected).

As for organizational commitment, as shown in Takle
explanation AR?) increased from 8.2% (M1), 10.1% (M2),
24.6% (M3), 25.2% (M4) to 44.2% (M5) like as job
satisfaction, HRD participation and effect towaoth jdoes
give significant and meaningful influence to orgaational
commitment. And job satisfaction is meaningful @nitical
influencer to organizational commitment.

First for demographic, which is control variablell
result shows that employee gender, employee yehijcdmn
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negative (-.133 and -.120) influence to organinatio
commitment. This means increase of self-directedniag
decrease organizational commitment. Which impliest t
even though it is self-directed, participating sitected
learning could be considered extra burden to enggoy
Because usually there is mandatory HRD that employe
must attend then there is selective HRD like seHaied
learning which is voluntary yet still require exteffort to
attend. Working itself is hard, doing extra coukhd to
negative feeling even though it started with gaudrition.

Table 1: Demographic Characteristic

characteristics  significantly influence organizatib n=748 N %
commitment. Gender (.131) and employee year (.096) Female 149 19.9
positively affect organizational commitment. Whicleans, | Gender Viale 599 301
compare to female, male show higher organization , '
commitment and longer employed employee show high( , mg‘;‘]g(jzs'é%b;"'ed'a”(36'°°)’ Lowest(20.00),
organizational commitment. Job characteristics Q)15 S.D.(7.35), Dispersion(54.04)
increase organizational commitment. This mear P 125 167
organizational commitment increase from employeke jo -
getting more daily & repeated to exceptional & roxe Rank Low-level Manager 247 33.0
Second for participation, M2 result shows tha Middle-level Manager 366 48.9
participation of Education & Training (.095) and BHR High-level Manager 10 13
S)/St?_m (.072) increase organizational . _Comml_tme Employme | Mean(10.00), Median(8.00), Lowest(1.00), Highes82
significantly. Results mean as employee participabee in nt Year S.D.(6.92), Dispersion(47.91)
edqcatlon &_trammg aqd HRD system more cpmmmed Daily & Repeated 95 127
their organization. Like in job satisfaction, these S , - ——
phenomena also could be explained by social ex@han jop Cﬁcmuerfq'gzrs]ceécept'ona 329 44.0
theory, as organization give chance to participetéch is Characteri . ——
investment in return employee are committed to rthe| stic 8. en Exceptiona 294 39.3
. . . . . Ircumstances
organization. As for self-directed learning, it wa®t
significant in M1 however in M4 and M5 show sigoiint Everyday Novelty 30 40
Table 1: Correlation results
mean | S.D. 1 2 3 4 5 6 7 8 9 10 11 12 | 13

1| .80 | 040 1

2 | 37.15 | 7.35 | .360% 1

3| 235 | 0.77 | .362% | .790% 1

4 | 10.00 | 6.92 | .140% | .752% | .628% 1

5| 235 | 075 .159% | .065 | .097f | .004 1

6 | 1.72 | 1.14| .049 | .003 | .072* | .057 | .126% 1

7 | 3.52 | 1.86 | .109% .034 | .084* 028 | .167f | .391% 1

8 | 020 | 043 | .027 | .069 | .076* | .050 067 | 236} | .324% 1

9 | 271 | 069 | .116% | -023 | -051 | -.077 | .174% .068 | .127f | .102% 1

10| 291 | 0.61| .062 | -.047 | -014 | -029 | .196% | .130% 025 | .093* | .391% 1

11| 3.01 | 0.72| .077 | -005 | -056 | -095 | .032 | .109 | .037 | -001 | .453% | .442% 1

12| 357 | 061 | .087 | .019 | .059 | .037 | .178% | .211% | .175} | .105% | .318% | .302} | .286% 1

13| 3.35 | 0.64 | .201% | .199f | .211f | .170% | .180% | .162% | .163% | .100% | .243% | .227f | .225% | 572% | 1

Note: **< 0.01, * <0.05

1 Gender, 2 Age, 3 Rank, 4 Employment Year, 5 Johr&teristic, 6 Education Training Participati@rtiRD System Participation, 8 Self-directed Leagnfrarticipation, 9
Education Training Effect toward Job, 10 HRD Systgffiect toward Job, 11 Self-directed Learning Effieevard Job, 12 Job Satisfaction, 13 Organizati@mmitment
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Third for effect toward job, M3 result shows thatept so, to improve organizational commitment one must
self-directed learning, effect toward job of Edugat&  improve recognition of employee’s effect toward job
Training (.252) and HRD system (.169) significantly Education & Training and HRD system. Then therals®
influence organizational commitment. Which means aquestion of mediating role of effect toward job iaates,
employee perceive Education & Training and HRD exyst  like job satisfaction, between participation vahesb and
more helpful to their job effectiveness increasmgotment  organizational commitment. To answer this question
to organization. And these effect toward job of Eation &  additional analysis has conducted and result isvehim
Training (.228) and HRD system (.194) is criticldreent  <Table 4>. Results of organizational commitmentefare
to improve organizational commitment as shown in. M4 H3-1 and H3-2 are partially supported (rejected).

Table 3: Regression results

Standard B Job Satisfaction Organizational Commitment
® M1 M2 M3 M4 M1 M2 M3 M4 M5
Gender 072 .059 .002 -.002 1313 1223 .069 061 062
(1.782) (1.498) (.026) (-.018) (3.350) (3.120) (.789) (.698) (.819)
Age -.141* -.096 -124 -114 .000 .031 -.005 .030 .084
g (-1.968) (-1.364) (-.824) (-.743) (.001) (.452) (-.037) (.214) (.685)
Rank 074 .041 .182 151 088 .064 152 119 .048
(1.236) (.704) (1.571) (1.260) (1.517) (1.108) (1.395) (1.068) (.490)
I .085 062 .082 .092 .096' .080 199 199 156
p- (1.519) (1.122) (.698) (.777) (1.746) (1.463) (1.802) (1.806) (1.628)
Job Ch .168% 137% -.005 -.008 .150% 1263 .043 026 .030
: (4.597) (3.764) (-.057) (-.094) (4.220) (3.526) (.552) (.330) (.437)
E&T .146% .036 .095* 014 -.003
(3.749) (.418) (2.482) (.174) (-.045)
P 075 .076 072 .108 072
A | HRDsys. (1.868) (.846) (1.829) (1.292) (:993)
R e 036 -027 032 133 120
(.956) (-.324) (.853) (-1.731) (-1.812)
EgT 127 .109 .252% .228* 77+
(1.284) (1.077) (2.711) (2.421) (2.157)
E HRDs .283% .293% 169 .194* .055
t : (2.945) (2.947) (1.869) (2.097) (.666)
J Self 119 116 .083 072 018
(1.284) (1.231) (.942) (.829) (.232)
AT75%
Job Sat. (6.651)
R2 041 .080 .199 .206 088 111 .289 312 491
ad. R .034 .070 149 .138 .082 101 246 252 442
F 6.322% 8.040% 4.027% 3.001% 14.391% 11.513% 6.614% 5.236% 10.121%

Note: ¥ <0.01, * <0.05} <0.1
Emp Y.-Employment Year, Job Ch.-Job CharacteriBti&RR-Participation, EtJ-Effect toward Job, E&T.-Edtion & Training, HRDs.-HRD system, Self-
Self-directed Learning, Job Sat.-Job satisfaction

Lastly forth in M5 result shows that job satisfaati(.475) effect toward job variables, effect toward job wahies
give positive influence on organizational commiten between participation variables and job satisfactadso
Result also show that job satisfaction is the lsfjge effect toward job variables between participati@miables
significant element increasing organizational cotrmint. and organizational commitment. And lastly job dation
Therefore, to increase organizational commitmenvariable between HRD (participation and effect tohjab)
increasing job satisfaction is critical. and organizational commitment. Result of <Tables8ems

To answer the second research question, the nmgliatithat there is mediating effect between participatio
role of participation variables between demograpimicd variables on effect toward job variables. However,
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confirm the relation additional regression analysés
conducted and results are summarized in <Table 4>.
According to Table 4 demographic explain Educaon
Training participation 3.6% and HRD system partitipn
4.1% however not significant for Self-directed Ldag.
Relationship between demographic and participasioow
that as job characteristic increase participatimrdase for characteristic increase effect toward job increfaseboth
both Education & Training (.120) and HRD systenb{)l = Education & Training (.162) and HRD system (.194).
Which imply as job getting more Daily & Repeated toWhich imply as job getting more Daily & Repeated to
Everyday Novelty employees participate more or tineo  Everyday Novelty effect of HRD on job leverage. Gen
word they need more HRD like Education & Trainingda (.123) give positive influence on Education & Tiiain
system to support them. For Education & Trainingeffect toward job. Which imply that male, compaee t
participation, as age (-.246) increase Educatiofr&ining female, effect of Education & Training more on jége (-
decrease however as rank (.150) and employment ye068) give negative influence on HRD system effeutard
(.141) increase Education & Training participatioarease. job. Which means that younger employee felt stronge
For HRD system, gender (.083) give positive infeemn  effect of HRD system on job than older employee.fés
HRD system participation. Which imply that malemqmare  participation, both Education & Training and HRDstm
to female, participate more HRD system. were not significant for effect toward job. Thissuodt
Analysis of HRD effect toward job take two stepimplies that participating many HRD does not gutean

characteristic and second (M2) include demographic
characteristic and each HRD participation. Resshsw
that explanation rate increase bit from M1 to M2 ffoth
Education & Training (5.3%, 5.7%) and HRD system
(4.6%, 4.7%) however not significant for Self-diext
Learning. Relationship result shows that as job

regression, first (M1) include only demographicincrease of effectiveness on job.
Table 2: Regression results of HRD Participation and Effestard Job
Participation Effect toward Job
ST E&T HRDs. Self
® E&T HRDs. Self
M1 M2 M1 M2 M1 M2
Gender .045 .083* -013 123% .123% .067 .068 .064 064
(1.110) (2.060) (-307) (2.863) (2.860) (1.674) (1.696) (.664) (.664)
Age -.246% -124 .033 .076 .079 -.138 -.140* 159 159
9 (-3.431) (-1.739) (.454) (.973) (1.010) (-1.944) (-1.963) (.975) (.975)
Rank .150% 114 .052 -111 -117+ .020 .022 -119 -119
(2.500) (1.912) (.864) (-1.743) (-1.842) (.339) (.364) (-.958) (-.958)
Ermp.Y 141* .037 -.006 -.082 -.081 .052 .052 -.150 -.150
P (2.503) (.666) (-104) (-1.296) (-1.289) (.924) (.932) (-1.198) (-1.198)
Job Ch .120% 151% .062 .166% .162% 1923 .194% .013 013
: (3.285) (4.132) (1.670) (4.228) (4.141) (5.274) (5.267) (.146) (.146)
- .062 -.014
Participation (1.594) (-370) deleted
R2 .036 .041 .010 .053 .057 .046 .047 .025 025
AR? .029 .034 .003 .046 .048 .040 .039 -.009 -.009
F 5.485% 6.297% 1.469 7.068% 6.328% 7.233% 6.043% 748 748

Note: ¥ <0.01, * <0.05

Emp Y.-Employment Year, Job Ch.-Job Characteritar-Participation, EtJ-Effect toward Job, E&T-Edlien & Training, HRDs.-HRD system, Self-
Self-directed Learning

Based on Baron and Kenny (1986) mediating analysisole of job satisfaction could be validated as shawTable
Table 3 and Table 4, mediating role of participatieffect 3. Total 6 mediating role of job satisfaction coaldalyze,
toward job and job satisfaction could be analyRissult in 3 relations between participation and organizationa
Table 4 show that each Education & Training, HRBtesn, commitment and 3 relations between effect towakdgod
Self-directed Learning of participation have nondfigant  organizational commitment could be distinguish. Amg®
influence on effect toward job. Which means thatimiéing  relations, 3 were not validated, 2 were fully médig and
role of participation nor effect toward job couldtnbe 1 is partially mediating. 3 relations which are malidating
validated. Therefore, H1 is rejected. However, ratdy is Self-directed Learning participation, Educatiof
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Training effect toward job and Self-directed Leameffect as Self-directed Learning participation show deseeaf
toward job due to those were not significant to jokorganizational commitment nor not significant inbjo
satisfaction. 2 relations which show full mediatiohjob  satisfaction may be cut back programs or repealdcba
satisfaction is Education & Training participatiand HRD  considered. Also to increase organizational comenitiniet
system participation. And lastly 1 relation whichosv's employee and encourage employee to participate dfidnc
partial mediation is HRD system effect toward job.& Training and HRD system. This also could be agplio
Therefore, H2-3 and H3-3 are partially supportegegted). job satisfaction too. Second, when let employee and
encourage employee to participate Education & Tmgin
and HRD system, consider that increase of participa

5. Conclusions does not mean increase of effect toward job theszefo
choice of program based on additional effectiveness
5.1. Result Summary analysis is in need.

This research focuses on relationship analysisngmo  9.3. Limitation
HRD patrticipation, HRD effect toward job, job sétistion
and Organizationa| commitment. Three HRD were There are few limitations. First in this Study p]aﬂatlon
considered; Education & Training, HRD system, Self-was measured as total sum and effect toward job was
directed Learning. Result could be summarized thtee =~ Measured as mean by this calculation each progftett e
parts. Firstly, job satisfaction, effect toward job HRD  could not be analysis. However, if organizatiomnager
system and participation of Education & TraininglatRD ~ Want to make choice of which HRD program they wiant
system positively influence job satisfaction. Setgn continue or repeal than know additional analysiseath
organizational commitment, the biggest influencenes Program need to be analyze. Second, this studyysisal
from positive effect of job satisfaction. Among egf HRD participation, effect toward job, job satisfact and
toward job and participation, both HRD system ancorganizational commitment in corresponding survieyet
Education & Training positively influence organizatal line. However, there could be time gap between
commitment. However participation of Self-directed Participation and effect toward job, job satisfantiand
Learning negatively influences organizational cotnmeint. ~ Organizational commitment. Therefore, this may ibehie
Lastly for mediating role of HRD participation, HR&Sfect ~ future study autoregressive cross-lagged modelindricbe
toward job and job satisfaction, the only signifita analyzed (Hakanen et al., 2008; Supeli & Creed,5201
mediator was job satisfaction. Full mediation whsven in ~ Third, in this study only HRD is considered as aatient
participation of education & training and HRD systand and as for result variable job satisfaction andcanizational

partial mediation in effect toward of HRD system. commitment. However other antecedent like leadprshi
compensation, organizational culture and otherltrdie
5.2. Contribution and Implication turnover intention (Dirani, 2009; Costern & Slaza11)

could be consider in future study. Lastly forthiststudy

This research has a few academic contributions arconsidered HRD and job satisfaction and organimatio
managerial implications. As for academic contribnti COmmitment in employee level however firm level di¢e
social exchange theory still valid between HRD ancbe considered. Therefore, in future study finaneispect
employee performance. Employee participation of HRCN€€ds to be analyzed (Bartel, 2000).
mostly increases job satisfaction and organizationa
commitment. Participating HRD means investmentdthb
employee and organization, investment of time aotey. References
And this investment needs cost and effect. Usualhgn
there is cost, expect effect therefore this studpeets Adhikari, D. R. (2010). Human resource developnt¢RD) for
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