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Abstract: In order to attract, motivate and retain employees organizations pursue different reward strat-

egies. The central element of all these strategies is employee pay. Pay satisfaction can have 

numerous individual and organizational outcomes. This paper reports the results of a study 

researching the role of pay satisfaction in moderating organizational commitment among op-

erational level employees in a public sector company. Understanding how public sector em-

ployees become committed and which factors contribute to their commitment is an important 

issue in increasing their performance. Research results indicate that pay satisfaction is a sig-

nifi cant determinant of continuance and normative commitment for this group of employees.  
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1. Introduction

Both private and public sector organizations today operate in a changing and competitive environment. 

Under such circumstances, human resources have been recognized as an important source of enterprises’ 

competitiveness (Hitt et al., 1994). Thus, it is in enterprises’ best interest to attract and retain top performing 

employees that will be motivated to pursue company-associated interests and respond timely to all envi-

ronmental threats and opportunities. An infl uential tool to link interests of employees and the employer is, 

among others, reward system. Reward system design offers a great plurality of reward elements where man-

agers need to make a selection and adapt contingent reward strategies to organizational specifi cs (Thor-

pe and Homan, 2000). Reward systems include two broad categories of rewards: transactional, based on 

material rewards, and transformational, based on intrinsic rewards (Dhawan & Mulla, 2011). Among the two 

groups, material rewards based on pay have been recognized as the critical factor given by organization in 

return for employee contribution (Heneman & Judge 2000; Milkovich & Newman, 2005). Besides pure remu-

neration for one’s work, the fi nal goal of any rewards system is usually enhancing employee commitment and 

engagement. Still, the overall impact of rewards will greatly depend upon the affect individuals have toward 

pay (Miceli & Lane, 1991). In this paper we explore the role of pay satisfaction in moderating organizational 

commitment among operational level employees in a public sector company. The motivation to understand 

pay satisfaction is varied. However, most infl uential reasons include (Williams, McDaniel, Nguyen, 2006): (1) 

the fact that employee compensation accounts for one of the largest costs of doing business, (2) the expec-

tation that the relationship among compensation and work outcome is mediated by attitudinal reactions to 

pay, (3) if employers understand the antecedents of pay satisfaction, then they will be able to infl uence em-
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ployees’ level of satisfaction. The second concept explored is organizational commitment. It is becoming an 

issue of great concern for both academic and managers, due to its expected effect on work related attitudes 

such as turnover intention, job performance and behavior (e.g. Maslić Seršić, 1999; Meyer at al. 2002; Chen 

& Francesco, 2003).

2. Literature review

2.1. Pay satisfaction

Compensation is an employment outcome of primary importance to vast majority of employees. It has a 

multidimensional nature since it incorporates not only pay level, pay structure and benefi ts, but also systems 

for recognizing individual performance differences and rewarding it adequately. Designing reward system 

includes making selection among numerous possibilities, such as for example job or person based pay, per-

formance based pay, market position, internal-external equity, centralized or decentralized reward structure, 

degree of hierarchy, appropriate reward mix, providing job security and seniority related pay (Lawler, 2000).

The earliest writings on the topic of job satisfaction emphasized the critical role that compensation played in 

employee’s affective reactions to their job, Hoppock’s (1935; as argued in Curral et al., 2005) seminal study 

of job satisfaction revealed that dissatisfaction with wages was the most important reason for voluntary 

separation with a fi rm. It was in the 1960s that researchers fi rst systematically studied factors that might 

affect employee pay satisfaction (Williams, McDaniel & Nguyen, 2006), although the distinction among the 

dimensions of pay satisfaction was not recognized in empirical research until the late 1970s or early 1980s. 

However, with respect to recent development in the fi eld, Heneman and Judge (2000) lament the fact that 

the research on pay satisfaction has not kept up to date considering the changes in compensation systems 

that are occurring within organizations.

The word pay in the term “pay satisfaction” considers its broad form, including both direct and indirect 

payments. The meaning of the word satisfaction, from an employment perspective, includes a process of 

fulfi lment or gratifi cation of a need (Henderson, 2006:51). Pay satisfaction can be defi ned as the amount of 

overall positive affect (or feelings) individuals have toward pay (Miceli & Lane, 1991). However, the satisfac-

tion with pay can be explored at different levels, as satisfaction with pay level, satisfaction with the system 

that determines and delivers pay, or as Williams, McDaniel & Nguyen (2006) explore - satisfaction with 

benefi t system and benefi t level. Although the multidimensional nature of pay satisfaction was often recog-

nized (ranging in research from 1-5 dimensions) it is widely acknowledged and accepted after Heneman & 

Schwab (1985) pay satisfaction questionnaire (PSQ) that assessed multiple dimensions of pay satisfaction 

(pay level, benefi ts, pay raises and structure and administration). PSQ initially comprised of all 5 areas, but 

the subsequent exploratory factor analysis suggested that combining structure and administration yields a 

more parsimonious measure of pay satisfaction (Judge & Welbourne, 1994), which is a four point scale of 

pay satisfaction most used to current date. The measure of aggregate pay satisfaction can thus consist of 

several items, and as Heneman & Judge (2000:65) argue pay satisfaction is in fact a misnomer, and should 

be useful to replace it with a designation to the type of pay satisfaction being referenced. 

Theoretical explanations supporting the issue pay satisfaction can be found within several theories. Orga-

nizational justice, in the part of procedural and distributive justice, is a strong antecedent of satisfaction 

(Williams, McDaniel & Nguyen, 2006). Pay satisfaction is in a way seen as surrogate for fairness and justice. 

There are a number of theories of distributive justice that explain the causes of pay level satisfaction, includ-

ing Adams’s (1963) equity theory and its close derivative Lawler’s (1971) discrepancy theory. Vroom’s (1965) 

expectancy theory can also be used as a predictor of pay satisfaction. Equity theory suggests that employ-

ees evaluate the perceived inputs and outputs of referent others, and through this process identify levels 

they consider appropriate and desirable. Lawler (1971) suggests that satisfaction or dissatisfaction with pay 

is infl uenced by the discrepancy between what employees perceive they should receive for their inputs (or 

their pay) and what they contribute to the organization. Vroom’s (1964) expectancy theory helped to clarify 

how pay infl uences future behaviour. This theory suggests that pay motivates behavior only if valued by the 

employee or if pay allows individuals to obtain some other highly valued outcome. 

In any given organization, satisfaction or dissatisfaction with pay includes the degree to which (Armstrong, 

2010): individuals feel their rate of pay or increase has been determined fairly (the principle of procedural 
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justice); rewards are commensurate with the perceptions of individuals about their ability, contribution and 

value to the organization founded on information or beliefs about what other people, inside and outside the 

organization, are paid (the principle of distributive justice); and individuals are satisfi ed with other aspects 

of their employment – for example, the quality of working life, work–life balance, their status, promotion 

prospects, opportunity to use and develop skills, and relations with their managers and colleagues. Pay (dis)

satisfaction creates a dissonance that the person seeks to reduce. The dissatisfaction reduction may occur 

through changing perceptions of the comparison with others input/output, changing referent others or un-

dertaking changes in actual behavior that will restore equity (Heneman & Judge, 2000:62). 

A modelling of pay level satisfaction according to Williams et al. (2006) is shown in Figure 1. The model 

shows that the primary determinant of satisfaction is the difference between the pay that is deserved and 

therefore should be received and the actual pay that is received (i.e. distributive justice). Such determinant 

depends upon numerous antecedents such as perceived inputs related to job and other (age, gender, mar-

ital status etc.), perceived job characteristics, input/output ratio of referent others as well as the actual pay 

and pay raises received. Furthermore, pay level satisfaction is infl uenced by perceptions of pay policies and 

administration and organizational justice (distributive and procedural). The model shows also possible con-

sequences of pay level satisfaction, seen in employee behavior and performance.  

Figure 1 clearly emphasizes possible antecedents and consequences of pay level satisfaction. Although 

some determinants are objective in its nature (e.g. job characteristics or actual pay), overall pay level satis-

faction greatly depends upon employee perceptions of different aspects of reward.

Figure 1: Pay level satisfaction antecedents and consequences

Source: Williams, M. L., McDaniel, M. A., Nguyen, N. T. (2006) A Meta-Analysis of the Antecedents and Consequences of Pay Level 

Satisfaction, Journal of Applied Psychology, 91 (2), p. 392-413.

Pay satisfaction could have an impact on both individual and organizational level outcomes (e.g. Currall et 

al., 2005, Kessler et. al, 2006). Individual level actions may be cognitive or behavioural. There is empirical ev-

idence supporting the claim that pay satisfaction is related to turnover intentions, abseentism and voluntary 

turnover (Motowidlo, 1983, Currall et al., 2005, Williams, McDaniel & Nguyen, 2006, ).  Heneman and Judge 

(2000:77) summarized all consequences of pay satisfaction as input changes (performance, commitment, 

trust), outcome changes (salary negotiation, theft), steps toward change (job interview sign up, job search, 

pro-union voting) and withdrawal (turnover intention, turnover, job transfer, lateness). Curral et al. (2005) fur-

ther explain the relationship among aggregate pay satisfaction and organizational performance based on a 

three point argument. First, individual pay satisfaction leads to differential individual behavioral outcomes, as 

second, these differential behavioral outcomes become shared and produce an emergent collective struc-

ture that results in either functional or dysfunctional organizational attitudes, norms and behaviors. Finally, 
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the constructive or destructive behaviour based on collective attitudes, norms and behaviours will subse-

quently impact organizational performance and functioning.   

2.2. Pay satisfaction and organizational commitment

There have been various concepts of organisational commitment since Mowday, Steers & Porter (1979) in-

troduced a concept known as attitudinal commitment. However it is mostly referred to emotional attachment 

to, identifi cation with, and involvement of employee with an organization (Allen & Meyer, 1990). It is seen 

as a three-dimensional construct consisting of affective component (emotional attachment), continuance 

component (commitment based on the costs that the employee associates with leaving the organization) 

and normative component (employee’s feeling of obligation to remain with the organization) (Allen & Meyer, 

1990). A person committed to the organization is more likely to stay with the organization and has no in-

tention to leave. Compensation satisfaction was found to be an antecedent of organisational commitment 

(Williams, McDaniel & Ford, 2007). Organizational commitment, in turn, creates additional consequences. 

Meta-analytical reviews of the literature have found affective commitment to be negatively related to employ-

ee turnover and positively linked to job performance (Meyer et al., 2002). Compared to other commitment 

mind-sets, affective commitment has consistently been found to be the most accurate predictor of positive 

organizational behavior (Chen & Francesco, 2003).

Pay satisfaction may affect commitment components through different mechanisms. Affective commitment 

is known to be infl uenced by positive work experiences and perceptions of support and justice. In this regard, 

the different facets of pay satisfaction are refl ective of the fact that the individual feels valued, recognized, 

and fairly treated by the organization and where all these result with a stronger affective commitment (Van-

denberghe & Tremblay, 2008: 277). Satisfaction with such facets as pay raise and benefi ts may be related to 

normative commitment through the norm of reciprocity because it would signal to the individual that he/she 

has received a fair amount of resources from the organization, hence creating a sense of indebtedness (Van-

denberghe & Tremblay, 2008: 277). There is also some ground to believe that continuance commitment is 

related to pay satisfaction. This is namely because if the individual is satisfi ed with his/her compensation, the 

cost associated with leaving increases, leading to a higher sacrifi ce being incurred in case of exit. Second, 

pay satisfaction conveys information regarding the relative standing of the individual within the organization, 

with higher satisfaction suggesting a higher perceived value conferred by the organization (Tekleab, Takeu-

chi & Taylor, 2005), which ultimately should reduce commitment based on the absence/lack of employment 

alternatives (Vandenberghe & Tremblay, 2008: 277).

Perceptions of pay fairness have been positively related to organizational commitment (Dulebohn, & Martoc-

chio, 1998). Pay satisfaction has shown to be related to affective commitment and normative commitment 

(Vandenberghe & Tremblay, 2008; Dhawn & Mulla, 2011). Newman & Sheikh (2012) showed that pay satisfac-

tion positively contributes to affective commitment. This all implies that pay satisfaction is likely to affect em-

ployee’s emotional desire to remain with the organization due to both desire and moral reasons. Interestingly, 

continuance commitment was not found to be related to pay satisfaction (Dhawn & Mulla, 2011). 

3. Research methodology and results

The study used to collect primary data was performed on the sample of a public sector company employ-

ees. The data were collected by using two scales. Research instrument for pay satisfaction was based on 

Heneman & Schwab (1985) PSQ (Likert 5-point questionnaire survey with 1=lowest satisfaction; 5=highest 

satisfaction). PSQ included four dimensions: pay level satisfaction, benefi ts satisfaction, pay raises satis-

faction and pay structure and administration satisfaction (18 items in total). Organizational commitment was 

explored by using Allen & Meyer (1990) three-component organizational commitment questionnaire (Likert 

5-point questionnaire survey, 1=lowest agreement; 5=highest agreement, 18 items). In total 30 usable ques-

tionnaires were collected and used for analysis. The data were analyzed with SPSS software. 
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Table 2: Respondents socio-demographic characteristics

Age 20-30 years 40%, 31-40 years 13.3%, 41-50 years 23.3%, more than 50 years old 23.3%

Length of employment 

service
Less than 5 years – 10%, 5-10 years – 46.7%, 11-20 years – 13.3%, more than 20 years – 30% 

Education level High school education 83.3%, bachelor degree 16.7% 

As seen from Table 2, respondents to the survey were mostly 20-30 years old, with 5-10 years of service with 

the company and high school education. All except for one were males. All respondents belonged to the 

same job position at the operational level within the company.

Table 3: Descriptive statistics - pay satisfaction and commitment

Statistics

Pay_level_satisf Benefi ts_satisf Pay_rises_satisf
Pay_structure_

administration_satisf

Mean 3.8583 3.5083 2.5167 3.2944

Std. Deviation .61477 .72363 .88798 .82314

Variance .378 .524 .789 .678

Affective_comm Continuance_comm Normative_comm Organizational_comm

Mean 3.68889 3.35556 3.00000 3.34815

Std. Deviation .772781 .760285 .899127 .658625

Variance .597 .578 .808 .434

Table 3 shows that the overall level of pay satisfaction is just moderate to moderately high. Pay level satisfac-

tion was best rated aspect of pay satisfaction (μ=3.86, σ=0.61), and it was signifi cantly higher than lowest 

rated pay raises satisfaction (μ=2.52, σ=0.89). The company has a collective labour agreement that protects 

employee’s pay levels, but at the same time limits individual pay rises which is a topic of employee’s dissat-

isfaction. With respect to commitment, highest rating was given to affective commitment, (μ=3.69, σ=0.77), 

although the overall level of organizational commitment was also just moderate to high. Standard deviations 

indicate an acceptable distribution of responses across sample. Given the fact that most respondents are 

with the company for only 5-10 years, a lower level of continuance and normative commitment is to be ex-

pected. 

Table 4 shows correlation coeffi cients among researched variables. Age was statistically related to affective 

commitment, meaning that older employees have a stronger emotional attachment to the organization and 

want to stay with the organization. Pay satisfaction was signifi cantly related to continuance commitment and 

normative commitment. In other words, employee satisfaction with pay is likely to affect employees’ desire 

to remain with the organization due to costs that the employee associates with leaving the organization 

and employee’s feeling of obligation to remain with the organization. Continuance commitment associated 

with pay satisfaction can be easily explained, taken into account that the company offers salaries at the 

above-market levels for the profi le of employees it employs. The relationship between pay satisfaction and 

normative commitment is somewhat surprising, especially when considering the profi le of sampled employ-

ees (younger and with relatively low length of service with the company). Finally, although most previous 

researches confi rm the relationship between pay satisfaction and affective commitment (e.g. Vandenberghe 

& Tremblay, 2008: 277; Dhawn & Mulla, 2011; Newman & Sheikh, 2012), this research did not confi rm such 

a relationship.   
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Table 4: Intercorrelation among pay satisfaction and commitment

Correlations

Spearman’s rho 1 2 3 4 5 6 7 8

1 Age
Corr. Coef. 1,000 ,141 ,807** -,108 ,394* ,138 -,012 ,227

Sig. (2-tailed) . ,458 ,000 ,572 ,031 ,467 ,951 ,228

2 Education_level
Corr. Coef. 1,000 -,006 ,129 ,078 -,047 -,301 -,155

Sig. (2-tailed) . ,977 ,496 ,683 ,806 ,106 ,413

3 Work_experience
Corr. Coef. 1,000 ,067 ,354 ,243 ,140 ,298

Sig. (2-tailed) . ,724 ,055 ,196 ,462 ,110

4 Pay_satisfaction
Corr. Coef. 1,000 ,114 ,591** ,475** ,480**

Sig. (2-tailed) . ,548 ,001 ,008 ,007

5 Affective_comm
Corr. Coef. 1,000 ,447* ,163 ,644**

Sig. (2-tailed) . ,013 ,389 ,000

6 Continuance_comm
Corr. Coef. 1,000 ,769** ,911**

Sig. (2-tailed) . ,000 ,000

7 Normative_comm
Corr. Coef. 1,000 ,791**

Sig. (2-tailed) . ,000

8 Correlation Coef. 1,000

Sig. (2-tailed)

**. Correlation is signifi cant at the 0.01 level (2-tailed).

 *. Correlation is signifi cant at the 0.05 level (2-tailed).

Linear regression was employed to test the presumption that pay satisfaction can act as predictor of or-

ganizational commitment among operational-level employees in the sampled public company. Findings 

from Table 6 indicate that pay satisfaction is a statistically signifi cant predictor of continuance commitment 

(p=0.015) and normative commitment (p=0.005). Increased pay satisfaction will lead to increased continu-

ance and normative commitment. Other variables in the model (age, educational level or length of service 

with the company) are not signifi cant predictors of commitment (with the exception of educational level as a 

negative predictor of normative commitment). Still, R2 coeffi cients indicate that the model explain relatively 

low percentages of variance. 

Table 5: Summary of regressions – the impact of pay satisfaction on the dimensions of organization-

al commitment 

Coeffi cientsa

Model 1

B

Unstandardized 

Coeffi cients

Standardized 

Coeffi cients

t Sig.

Std. Error Beta

Affective commitment 

(R2=0.15)

(Constant) 1,818 1,005 1,808 ,083

Age ,245 ,214 ,393 1,145 ,263

Education_level -,039 ,393 -,019 -,098 ,923

Work_experience -,096 ,252 -,128 -,380 ,707

Pay_satisfaction ,412 ,261 ,307 1,578 ,127

Model 2

B

Unstandardized 

Coeffi cients

Standardized 

Coeffi cients

t Sig.

Std. Error Beta

Continuance commitment

(R2=0.28)

(Constant) 1,040 ,908 1,146 ,263

Age -,032 ,194 -,051 -,163 ,872

Education_level -,127 ,355 -,063 -,358 ,723

Work_experience ,200 ,228 ,272 ,879 ,388

Pay_satisfaction ,619 ,236 ,468 2,623 ,015

Model 3

B

Unstandardized 

Coeffi cients

Standardized 

Coeffi cients t Sig.

Std. Error Beta

Normative commitment

(R2=0.38)

(Constant) 1,095 ,997 1,098 ,282
Age ,008 ,213 ,011 ,038 ,970
Education_level -,912 ,389 -,384 -2,342 ,027
Work_experience ,121 ,250 ,139 ,484 ,633
Pay_satisfaction ,796 ,259 ,509 3,073 ,005
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Findings from Table 5 can be regarded as contradictory to previous research. The most interesting point is that 

this research did not found any association between pay satisfaction and affective commitment. Although the 

emotional attachment (affective commitment) to this employer is much higher than continuance and normative 

commitment, this cannot be related to pay satisfaction. On the other hand, employees’ feeling of obligation 

to remain with the organization and the perceived costs that the employees associate with leaving the orga-

nization are strongly infl uenced by pay satisfaction. Possible reason for such intriguing fi nding is the profi le 

of employees included in our study sample. This study included only operational-level employees, mostly 

with high school education. Considering the fact that their overall compensation in this company is set at the 

above-market level for this profi le of employees, continuance commitment and unwillingness of voluntary turn-

over becomes a clear outcome of pay satisfaction. Furthermore, in the context of lack of employment alterna-

tives in Croatia due to high unemployment rate such high levels of compensation might create the feeling of in-

debtedness to the organization, or as the research has shown the normative commitment to the organizations.

4. Conclusions and recommendations

This paper explored the impact of pay satisfaction on three dimensions of organizational commitment. Al-

though there is some existing empirical evidence on this topic confi rming that pay satisfaction has a positive 

impact on organizational commitment, current study’s fi ndings add some additional insights to the existing 

knowledge. Unlike other studies, this study included only operational level employees in a public sector or-

ganization. Understanding how public sector employees become committed and which factors contribute 

to their commitment is an important issue in increasing their overall performance.  The rationale behind the 

study was the fact that pay satisfaction is usually considered as an antecedent of organizational commit-

ment. Furthermore, both pay satisfaction and employee commitment are the factors affecting individual and 

organizational outcomes such as performance, turnover and other behaviors that can subsequently affect 

overall fi rm performance. 

Research results indicate that the level of pay satisfaction acts as an antecedent of continuance and nor-

mative commitment, but not affective commitment. Therefore, this fi ndings suggest that the greater the pay 

satisfaction, the stronger will be employees’ desire to remain with the organization due to costs that they 

will associate with leaving the organization, but also the employees’ feeling of obligation to remain with the 

organization. Although out of the three facets of commitment explored, the research has found the highest 

level of affective commitment, this cannot be related to pay satisfaction. Further research on pay satisfac-

tion and organizational commitment should include examining variables that can moderate the relationship 

between pay satisfaction and organizational commitment, such as socio-demographic variables, individual 

personality, job characteristics etc. 

The major limitation of this study is a very small sample size as well as the fact that the data come from 

single source (only one public sector organization was sampled) so these results cannot be generalized to 

other groups or industries. Employees provided self-reported data. However, these results might offer some 

insight into pay satisfaction among public companies’ (we emphasize strong union infl uence in the sampled 

company). We are aware that in order to have a generalizable data we should invite more replications using 

a variety of occupations and organizations. 

Literature review

1. Adams, J. S. (1963) Toward an understanding of inequity, Journal of Abnormal and Social Psychology, 67, 422-436

2. Allen, N. J., Meyer, J. P. (1990) The Measurement and Antecedents of Affective, Continuance and Normative Com-

mitment to the Organization, Journal of Occupational Psychology, 63 (1): 1-18

3. Armstrong, M. (2010) Armstrong’s Handbook of Reward Management Practice, 3 ed., London: Kogan Page

4. Chen, Z. X., Francesco, A.M. (2003) The relationship between the three components of commitment and employee 

performance in China, Journal of Vocational Behavior, 62 (3):  490-510

5. Currall, S. C. et al. (2005) Pay satisfaction and organizational outcomes, Personnel Psychology,  58: 613-640

6. Dhawan, V., Mulla, Z. R. (2011) The Role of Pay and Leadership in Developing Organisational Commitment, South 

Asian Journal of Management, 18 (2): 60-75



ACCOUNTING AND FINANCE 173

  7. Dulebohn, J.H., Martocchio, J. J. (1998) Employee Perceptions of the Fairness of Work Group Incentives Pay Plans, 

Journal of Management, 24(4): 469-488

  8. Henderson, R. (2006) Compensation Management in a Knowledge-Based World, 10th ed., Upper Saddle River, NJ: 

Pearson Education

  9. Heneman, H. G. III, Schwab, D. P. (1985) Pay satisfaction: Its multidimensional nature and measurement, Interna-

tional Journal of Psychology, 20: 129-141

10. Heneman, H. G., III, Judge, T. A. (2000) Compensation attitudes. In S. L. Rynes & B. Gerhart (Eds.), Compensation 

in organizations, San Francisco: Jossey-Bass

11. Heneman, H. G., Judge, T. A. (2000) Incentives and motivation. In: Rynes, S., Gerhart, B. (Eds.), Compensation in 

organizations, San Francisco, New Lexington Press, 61-103

12. Hitt, M. A., Hoskisson, R. E., Harrison, J. S., Summers, T. P. (1994) Human capital and strategic competitiveness in 

the 1990s,  Journal of Management Development, 13 (1): 35-46

13. Jenkins, D. G., Lawler, E. E., III. (1981) Impact of employee participation in pay plan development, Organizational 

Behaviour and Human Performance, 24: 111-128

14. Judge, T. A., Welbourne, T. M. (1994) A Confi rmatory investigation of the Dimensionality of the Pay Satisfaction 

Questionnaire, Journal of Applied Psychology, 79 (3): 461-466

15. Kessler, I., Heron, P., Gagnon, S. (2006) The fragmentation of pay determination in the British civil ser-

vice: A union member perspective, Personnel Review, 35 (1): 6-28

16. Lawler, E. E. III (1971) Pay and organizational effectiveness, New York: McGrawHill

17. Lawler, E. E. III. (2000) Rewarding Excellence, San Francisco: Josey-Bass

18. Maslić Seršić, D. (1999) An empirical test of Meyer and Allen’s three-component model of organisational committ-

ment in a Croatian context, Review of Psychology, 6 (1-2): 17-24

19. Meyer, J. P., Stanley, D. J., Herscovitch, L., Topolnytsky, L. (2002) Affective, continuance, and normative commit-

ment to the organization: a meta-analysis of antecedents, correlates, and consequences, Journal of Vocational 

Behavior, 61(1): 20-52

20. Miceli, M. P., Lane, M. C. (1991) Antecedents of pay satisfaction: A review and extension.  In Rowland, K., Ferris, G. 

R. (Eds.) Research in Personnel and Human Resources Management, Greenwich, CT: JAI Press, 235-309  

21. Milkovich, G.T., Newman, J.M. (2005) Compensation, 8th ed., New York: McGraw-Hill/Irwin 

22. Motowidlo, S. J. (1983) Predicting sales turnover from pay satisfaction and expectation, Journal of Applied Psychol-

ogy, 68 (3): 484-489

23. Mowday, R. T., Steers, R. M., Porter, L. W. (1979) The measurement of organizational commitment, Journal of Voca-

tional Behavior, 14 (2): 224-247

24. Newman, A., Sheikh, A. Z. (2012) Organizational rewards and employee commitment: a Chinese study, Journal of 

Managerial Psychology,  27 (1): 71-89

25. Tekleab, A. G., Takeuchi, R. and Taylor, M.S. (2005) Extending the Chain of Relationships Among organizational Jus-

tice, Social Exchange, and Employee Reaction: The Role of Contract Violations, Academy of Management Journal, 

48(1): 146-157

26. Thorpe R., Homan, G. (2000) Strategic Reward Systems, Harlow: Prentice Hall

27. Vandenberghe, C., Tremblay, M. (2008)  The Role of Pay Satisfaction and Organizational Commitment in Turnover 

Intentions: A Two-Sample Study, Journal of Business Psychology, 22 (3): 275-286

28. Vroom, V. H. (1964) Work and motivation, San Francisco, CA: Jossey-Bass

29. Williams, M. L., McDaniel, M. A., Ford, L. R. (2007) Understanding multiple dimensions of compensation satisfac-

tion, Journal of Business and Psychology, 21 (3): 429-459

30. Williams, M. L., McDaniel, M. A., Nguyen, N. T. (2006) A Meta-Analysis of the Antecedents and Consequences of 

Pay Level Satisfaction, Journal of Applied Psychology, 91 (2): 392-413


