
215 

International Journal of Innovative Research and Scientific Studies, 4 (4) 2021, pages: 215-228  

 

 

ISSN: 2617-6548 

 
 

URL: www.ijirss.com 

 

 
 

 

The Mediation Effect of Job Satisfaction between Reward System and Training and 

Development on Employee Retention in Yemen’s Banking Sector 
 

 

 Hareth Abd Al-Wareth Alrazehi1*,  Noor Aina Amirah2,  Ali Salman Mohammed Emam3 

 

1,2Faculty of Business and Management, Universiti Sultan Zainal Abidin, Malaysia. 
3Department of Management, College of Business Administration, University of Hafr Al-Batin, Saudi Arabia Department of Business 

Administration, College of Commerce & Economics, Hodeidah University, Yemen. 

 

*Corresponding author: Hareth Abd Al-Wareth Alrazehi (razhyhareth@gmail.com) 

 

  

Abstract 

This study was conducted to determine the effect of rewards systems and training and development on employee retention, 

mediated by the effects of job satisfaction, in Yemeni commercial banks. The study used cross-sectional data collection 

methods. Data was collected from the headquarters of 15 commercial banks. A set of questionnaires using a 5-point Likert 

scale was distributed to employees; the data was analyzed using the Structured Equation Model (SEM) by IBM SPSS 

AMOS 25.0. The results indicated that both the rewards system and training and development significantly affect job 

satisfaction, while job satisfaction has a significant positive effect on employee retention. Training and development 

themselves have no statistically significant effect on employee retention. The results showed that job satisfaction plays a 

mediating role because the indirect effect is significant. The mediation is complete because the direct impact is not 

significant. The result indicates that job satisfaction is an important variable that links the reward system and training and 

development to employee retention in Yemeni banks. This study is expected to make significant theoretical, practical, and 

methodological contributions to this field of research due to the development of a model of the effects of the reward system 

and training and development on employee retention through job satisfaction.  
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1. Introduction 

The banking sector in Yemen is vital to the national economy due to its significant contributions to economic 

activities. However, Yemeni banks struggle to compete in the international arena [1]. The literature has revealed that the 

ineffective management of interpersonal and technical skills has adversely affected employees' working performance in 

Yemeni banks [2]. Another study has reported that Yemeni bank management teams have failed to adequately cope with 

their employees’ needs due to poor communication, leading to issues of poor employee satisfaction and ultimately high 

turnover rates [3].  
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Rageh, et al. [4] have noted that the Central Bank of Yemen opted to relocate 800 employees from Sana’a to Aden. 

The relocation resulted in a high turnover rate among their employees. Moreover, between January and May 2016, a the 

banking system’s budget was reduced by 160 Billion YER, causing Yemeni banks such as the International Bank of Yemen 

and Arab Bank Limited to be worse off [4]. According to Shawtari, et al. [5], the Yemeni banking industry is facing 

instability and a decline in efficiency, and one reason for this could be employee turnover. High turnover rates may be 

caused by a lack of functional satisfaction, which is generally triggered by limitations in the reward system, as well as 

training and development. 

The problem faced by the Yemeni banking sector is similar to that faced by the banking sectors in other Third World 

countries. The challenge of retaining employees has stumped many managers and business owners. The constant turnover 

of employees has implications for the remaining employees, as the remaining staff must cope with an increased workload 

[6]. Failure to retain crucial employees has given rise to specific issues in the financial sector, including increased training 

time and lost knowledge. The costs of employee turnover are high and can seriously impact an organization’s bottom line 

[7, 8].  

Thus, the problem of employee satisfaction and eventual retention is the main focus of this paper. These issues are 

related to customer satisfaction and have an impact on banking operations overall. Employees represent the main link 

between customers and the bank. A lack of job satisfaction negatively affects their productivity and effectiveness, which in 

turn negatively affects their dealings with clients. Accordingly, the current research aims to bridge the gap in the literature 

by assessing the current situation of the banking sector in Yemen. Also, insight into the effects of training and job 

satisfaction on the retention of employees in Yemen’s banking sector should improve the current condition of banks in 

Yemen. The practical evaluation presented in this study provides an in-depth understanding of the interconnected 

relationships between employee training, employee satisfaction, employee retention, and ultimately the improvement of the 

commercial operations of the Yemeni banking sector.  

 

2. Understanding the Concept of Employee Retention 
Employee retention can be defined as the policies or practices employed by a particular company or organization to 

prevent the workforce from leaving their jobs. Organizations have to make an effort on several different levels to encourage 

employees to dedicate themselves and identify with the company [9]. Keeping an employee in an organization depends on 

the employee’s commitment to the company [10, 11].  

Retaining valuable employees is an effective way to avoid financial consequences [12]. In a business environment that 

has become increasingly sophisticated and contemporary, organizations need to retain these highly skilled and 

distinguished employees because they can contribute to the organization's sustainability [13]. According to Mehta, et al. 

[10], several factors influence an employee’s commitment towards a job or an organization. These factors include 

organizational culture, compensations, strategy, and work-life policy. 

One of the most critical issues that organizations must pay attention to is that a high level of staff turnover will have 

implications for the rest of the staff, as they will be subject to an increased workload [6]. 

 

2.1. Reward System 

The main purpose of a reward system is to attract, retain and motivate employees by increasing their job satisfaction. 

Previous studies have revealed that organizations can increase employees' job satisfaction through a fair reward system [14, 

15]. Reward systems can be divided into two categories, monetary rewards and non-monetary rewards. Monetary rewards 

refer to increased remuneration, cash incentives, and financial support, whereas non-monetary rewards include an enhanced 

work-life balance, support from supervisors, and employee recognition [16]. In addition, Kalén [17] mentioned that there is 

a positive relationship between employee performance and their wages in an organization. 

A person’s identity is their perception of who they are and what they want to be. This is one of the most important 

factors that affects their economic life and may indicate the most appropriate incentives for them to perform their job. 

Lazear [18] showed that most employees carry out their duties with increased diligence and concern when employers 

increase their salaries. Fisseha-Zemene [19] mentioned that employee benefits such as health insurance, vacation pay, or 

retirement pension are important indirect financial rewards. The benefits provided by an employer are not only a 

mechanism to improve employees' performance, but also help to attract applicants to the recruitment process. 

 

2.2 Training and Development 

Training and development refer to the process and method involved in improving the aptitude, skills, knowledge, 

ability, and attitude of employees to perform their specific work-related job [20, 21]. Training encourages employees to 

upgrade their previous skills and knowledge and become acquainted with the latest innovations. Armstrong and Taylor [22] 

defined training and development as the systematic increase of knowledge, skills, and abilities that enables an employee to 

perform their job-related duties in the organization. It has been reported that organizational training programs can improve 

employees’ skills [23]. Therefore, it can be argued that on-the-job training and educational programs are critical in 

improving the efficiency and performance of employees. Besides that, they also increase employees’ job satisfaction [24]. 

According to Chaudhry, et al. [25], training and development are crucial to enhance employees' performance. Training 

and development improve individual and organization superiority and improve the practical skills of employees. Training is 

concerned with two main areas; the first is organizational efficiency, and the second is related to people and technology. 
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2.3. Job Satisfaction 

According to Alrazehi, et al. [26], job satisfaction can be defined as an employee’s positive feelings about a job, based 

on their evaluation and their perceptions of the job's features. The concept of job satisfaction is believed to be both multi-

faceted and challenging for a company to achieve.   

Job satisfaction is, however, critical for optimum performance; it encourages and motivates the employee towards 

achieving strategic goals at the workplace. According to a study conducted by Mehrad, et al. [27],  job satisfaction is a 

basic human need, and it impacts on the employee's performance. Raziq and Maulabakhsh [28] further added that 

employees' satisfaction is critical to the success of an organization. 

The job satisfaction of employees is directly associated with their working environment. It consists of two major 

dimensions: the work and the context within which the work is carried out. The dimension of work covers all the 

operational activities, such as task completion, control over task-related activities, intrinsic motivation to complete tasks, 

the value of tasks, and the variety of tasks. Studies have explored the role of intrinsic motivation in completing tasks and 

revealed that intrinsic motivation is significantly associated with an employee's job satisfaction. The second broad 

dimension of work is the context in which employees work. This includes the working conditions and the social 

interactions with fellow employees [29, 30].  

 

2.4. The Effect of Reward Systems on Job Satisfaction 

The term job satisfaction has received much attention. Experts have tried to identify different constituents of job 

satisfaction, evaluate their relative importance, and analyze the impact of each on workers' productivity [31]. Riketta, et al. 

[32] also suggested that employees’ workplace behavior is associated with job satisfaction. Bayliss, et al. [33] practical 

research also demonstrated that the management’s efforts to create promotion opportunities contribute to employees’ job 

satisfaction and act as a catalyst for job performance. Furthermore, experts have noted that rewards firms offer might 

strongly affect the staff’s behavior relating to the job and the organization they work for [34].  

According to Tietjen and Myers [35], in Two-factor Theory, rewards can offered in both intrinsic and extrinsic forms, 

which can positively affect an employee's working experience [31]. Also, studies have revealed that when an intrinsic 

reward is considered the epitome of job satisfaction [36], the satisfaction of the extrinsic reward will result in ongoing 

commitment to the firm and subsequently lead to increased customer satisfaction and loyalty. In this regard, it is worth 

noting the study results of Priya and Eshwar [31], who researched government and private commercial banks in Chennai. 

Their results confirmed a significant relationship between bonuses and job satisfaction among commercial bank employees 

in the public and private sectors in Chennai. Thus, the current study examines the effect of a reward system on job 

satisfaction in Yemen’s banking sector by proposing the following hypothesis: 

H1: There is a significant relationship between Reward System and employees’ Job Satisfaction in Yemen’s Banking sector 

 

2.5. The Effect of Training & Development on Job Satisfaction  

The training and development of employees in an organization is an important process to upgrade skills and 

knowledge. In organizations, training and development are associated with increased employee performance [37]. Training 

and development activities are planned appropriately to cater to the needs of employees. Studies have demonstrated a 

positive association between training and development and job satisfaction as well as increased productivity. According to 

Sharma [38], training and development programs enhance job satisfaction and help decrease turnover plans and hiring 

charges. A recently conducted study found that job training influences employees' satisfaction, which ultimately affects 

their performance and determines turnover intentions, by helping employees to gain job-related competencies [39].  

In another study, Jehanzeb and Mohanty [40] argued that employee development initiatives such as training and 

development programs significantly impact employee job satisfaction and organizational commitment. Likewise, identified 

a positive relationship between training and development programs and employee performance and job satisfaction. The 

study shows that training and development programs are strategic tools an organization can employ to improve employees' 

job satisfaction. Rahayu, et al. [41] concluded that training development has a positive and significant relationship with job 

satisfaction. Furthermore, Paposa and Kumar [42] also reported similar results, as they found a high degree of correlation 

between training and development and job satisfaction. Thus, the current study examines the relationship between training 

and development and job satisfaction in the Yemeni banking sector by proposing the following hypothesis: 

H2: There is a significant relationship between Training and Development and employee Job Satisfaction in Yemen’s 

Banking sector 

 

2.6. The Effect of Job Satisfaction on Employee Retention 

The contemporary banking environment is rapidly changing, which requires a highly competent workforce. Therefore, 

to improve the competence of employees, it is imperative to enhance their job satisfaction, which ultimately results in a 

high rate of retention. Several strategies could help to encourage employees and improve their job satisfaction. However, 

the banking sector is complex compared to other industries and thus requires a robust strategy for motivating employees. In 

the banking sector, monetary compensation is not regarded as the best motivator for employees. Although one study 

reported that monetary reward is critical [43] employees in the banking sector are more interested in the work environment, 

cooperative supervisors, and regular opportunities to learn new skills and progress in their career [44]. Therefore, it is 

cardinal for the banking sector to improve employees' job satisfaction to retain their skilled workforce. 

One recently conducted study in the health sector revealed that job satisfaction significantly impacts employee 

turnover [45]. Another study Belete [46] found that employee satisfaction influences employee turnover. It argued that the 
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organizations that pay substantial remunerations to employees were more likely to retain them. Similarly, another study 

reported that person-oriented leadership behavior is critical in improving employee job satisfaction; under such leadership, 

employees stay committed to the organization and have a minimum incentive for turnover [47]. Thus, the current study 

examines the effect of job satisfaction on employee retention in Yemen’s banking sector by proposing the following 

hypothesis: 

H3: There is a significant relationship between employee Job Satisfaction and Employee Retention in Yemen’s Banking 

sector 

 

2.7. The Effect of Reward Systems on Employee Retention 

When examining the relationship between working environment, rewards, and employee retention it is important to 

accurately define the term rewards. Rewards can refer to cash and non-cash rewards, direct and indirect rewards, and the 

large and external rewards offered to employees that serve as a catalyst and encouragement for them to stay in the 

organization [48]. According to the statistics issued by the Corporate Leadership Advisory Council, rewards account for 

25% of the decision to stay with an organization [49]. This raises the question whether higher compensation would further 

motivate talented employees to remain in the organization. 

Considering the significant changes and challenges they are faced with, organizations endeavor to improve employee 

productivity and increase the organization's competitiveness. To do so, they must face the challenges of managing changes 

to organizational structures and offering rewards so that they are more attractive and contribute to employee retention [50]. 

In this regard, the results of the study conducted by De Gieter and Hofmans [51] showed that rewards in the form of 

benefits affect the largest number of employees, causing them to be satisfied and affecting their intentions to leave the 

organization. It is also worth noting here the results of the study conducted by Akhtar, et al. [52], which indicate that there 

is a strong and significant relationship between rewards and employee retention. The current study thus examines the 

relationship between reward system and employee retention in Yemen’s banking sector by proposing the following 

hypothesis: 

H4: There is a significant relationship between Reward System and Employee Retention in Yemen’s Banking sector 

 

2.8. The Effect of Training & Development on Employee Retention 

Training and development help employees to develop a personal competitive advantage and improved performance, 

which is reflected and positively affects the company's overall performance [53-56]. Employee training is a crucial part of 

any strategy to motivate and retain employees. Indeed, well-trained employees may achieve many goals by expanding their 

experience and knowledge. In the service of organizations, motivated employees perform better, which leads them towards 

personal growth and productivity, and prosperity for the company [57].  

Another benefit of training and development is its positive correlation with employee retention. Because this practice 

meets the needs of employees, they are therefore more motivated to stay in the organization. Looking at the relationship 

between employee retention, training, and development, Moussa [58] found that training and development are vital for 

retaining employees. Sinha and Sinha [59] confirmed a positive relationship between training and development and 

employee retention, concluding that prioritizing the investment strategy of training and developing employees is more 

effective and an important factor in employee retention. Therefore, the current study examines the effect of training and 

development on employee retention in Yemen’s banking sector by proposing the following hypothesis: 

H5: There is a significant relationship between Training and Development and Employee Retention in Yemen’s Banking 

sector 

 

2.9. The Mediating Effect of Job Satisfaction between Reward System and Employee Retention 

Rewards play an important role in maintaining employee commitment, ensuring a high level of performance. Rewards 

positively participate in the motivation process, encouraging competition among employees to provide a more effective and 

distinctive performance [60]. Rewards have important implications for employees' overall work satisfaction and their desire 

to commit to their work. Dissatisfaction is one of the main reasons employees leave their jobs. In contrast, we find that 

employees who are satisfied with their jobs will stay longer, and they will be motivated to adapt to various changes and 

conditions, good or bad, to continue their careers.  

A study has shown that high levels of job satisfaction often improve employee retention Manzoor, et al. [61]. Results 

also indicate that the rewards system is among the factors that may increase their job satisfaction. Therefore, job 

satisfaction is a crucial factor in retaining employees [62]. Terera and Ngirande [63] discussed the effect of the relationship 

between rewards and job satisfaction on employee retention. The results show that competitive and profitable reward 

packages could make employees stay with their organization, and they conclude that the more employees are rewarded or 

compensated, the more they are inclined to remain in an institution. An important positive relationship was thus discovered 

between job satisfaction, rewards, and employee retention. Therefore, the current study examines the mediating relationship 

of job satisfaction between rewards and employee retention in Yemen’s banking sector by proposing the following 

hypothesis: 

H6: There is a significant effect of Job Satisfaction as a mediating factor between Reward Systems and Employee 

Retention in Yemen’s Banking sector   
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2.10 . The Mediating Effect of Job Satisfaction between Training and Development and Employee Retention  

Employee development helps in career advancement, as well as helping the institution enhance its human resources, 

which comes through the strengthening of training groups and cognitive skills [64-66]. An employee's age represents his 

career, activities, and expertise, as well as the areas of training and development that he has benefited from in his career 

[67]. There is a significant positive relationship between employee development activities and job satisfaction [15, 68, 69]. 

Nelissen, et al. [70] stressed that job satisfaction is a strong indicator of turnover intention. Therefore, aligning more closely 

to employee interests will increase job satisfaction and employee retention. Furthermore, El-Bedawy, et al. [71] 

demonstrated a negative relationship between employee development and employee exhaustion.  

Among the studies that discussed the effect of the relationship between training and development and job satisfaction 

on employee retention is that conducted by Mohamed, et al. [72]. This study was conducted in the banking sector in Sudan. 

The results revealed that training and development increased employees' commitment to the bank. It confirmed that 

employees reached a high level of job satisfaction, which would positively reflect on their productivity and efficiency, 

making them less likely to leave.  

Therefore, the current study examines the mediating effect of job satisfaction on the relationship between training and 

development and employee retention in Yemen’s banking sector, by proposing the following hypothesis: 

H7: There is a significant effect of Job Satisfaction as a mediating factor between Training and Development and 

Employee Retention in Yemen’s banking sector. 

 

2.11 . Research Framework 

Based on the previous literature, the variables that have been selected for the study are presented in the framework 

shown in Figure 1, which shows the relationship between employee retention as a dependent variable, reward system and 

training and development as independent variables, and job satisfaction as a mediating variable. Social Exchange Theory 

was used to develop the research model. Social Exchange Theory can explain the relationship between rewards and training 

and development opportunities provided by the organization to the employees and their level of commitment, which is 

derived from their job satisfaction. Employees work in the social context of an organization in which they interact with 

each other and the top management. If the managers need high employee performance, they need to motivate them and 

encourage them towards the organizational goals. Thus, a mutually beneficial association is established between employees 

and top management. In this way, Social Exchange Theory perfectly conceptualizes the smooth functioning of an 

organization and, in turn, justifies the selection of this theory as the basis for addressing the issue at hand, namely the effect 

of reward system and training and development on employee retention and the role of job satisfaction as a mediator of 

those effects in the Yemeni banking sector.   

 

 
Figure-1.  
Framework of the study. 

 

3. Methodology 
The current paper aims to test the formulated hypotheses and examine the possible association between the research 

variables to identify the relationship between job satisfaction as a mediating variable, reward system and training and 

development as independent variables, and employee retention as the dependent variable, among bank employees in 

Yemen. Thus, individual bank employees in Yemen represent the unit of analysis for the present study to explain the 

observed linkages.  The research design is a quantitative cross-sectional study involving data collection and analysis. The 

data collection was mainly done using a questionnaire survey [73]. The findings were analyzed using a correlational design, 

which helps in investigating the link between two or more variables [74]. Data was collected directly from the employees 

of Yemeni banks at their headquarters in Sana'a. The questionnaires were administered by the researcher. The population of 

this study is 2,407 employees among the fifteen banks which represent all commercial banks located in Sana'a. The 

appropriate sample was chosen through simple random sampling. The justification for selecting this sampling technique 

was that every element in the population had a known and equal chance of being selected as a subject [75]. Given the 

nature of the study, all banks in the sample had the same probability of selection. Given a population of just over 2400 

employees, a minimum sample size of 331 has been suggested by many scholars to be sufficient for any study [75]. It is 

difficult to guarantee a 100% response rate. Therefore, Hair, et al. [76] proposed to increase the number of questionnaires 

to ensure an adequate response rate to satisfy the minimum sample size. Therefore, 400 sets of questionnaires were 

distributed. 
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Two hundred seventy-two questionnaires were deemed usable, representing a 68% response rate – in this regard, a 

response rate of 30% is considered sufficient for surveys, thus further analysis was carried out [75]. The data collection 

questionnaire was administered, distributed, and personally collected by the researcher. Data analysis and hypothesis 

testing were conducted using IBM-SPSS-AMOS 25.0. The questionnaire used a five-point Likert scale ranging from "1" 

(Strongly Disagree) to "5" (Strongly Agree). The Likert scale is essential for respondents to report their perceptions 

regarding practices and assessments Al-Marri, et al. [77]. Jun, et al. [78] and Bawan, et al. [79] developed the measurement 

of Employee Retention as a dependent variable from 7 questionnaire items. The mediating variable of Job Satisfaction was 

explored through 8 items [80]. Regarding the independent variables, Rewards System was investigated through 8 items 

[81], while Training and Development consisted of 7 items [82].  

 

4. Findings of the Study 
4.1. Assessment of Measurement Model 

This study adopted the two-step approach of Structural Equation Modelling (SEM) as proposed by Awang, et al. [83]. 

The first step was to construct measurement models through the Confirmatory Factor Analysis (CFA) procedure, while the 

next step was to measure the structural model. The SEM procedure was employed to estimate the parameters involved and 

test the hypotheses regarding the inter-relationships among the constructs in the model. Both procedures (CFA and SEM) 

were carried out using IBM-SPSS-AMOS 25.0. The construct validity was assessed using the list of fitness indexes that the 

measurement model needs to achieve. According to Aziz, et al. [84] and Awang, et al. [83], there are three categories of 

model fit that any measurement model needs to achieve for construct validity. The three fitness categories are listed in 

Table 1. 

 
Table-1.  
The three categories of model fit and their level of acceptance. 

Name of category Name of index Level of acceptance 

Absolute Fit Index RMSEA RMSEA <  0.08 

GFI GFI > 0.90 

Incremental Fit Index AGFI AGFI > 0.90 

CFI CFI  > 0.90 

TLI TLI  > 0.90 

NFI NFI  > 0.90 

Parsimonious Fit Index  Chisq/df Chi-Square/ df  < 5.0 

 

The fitness indexes in Figure 2 met the threshold values, as listed in Table 1. The RMSEA was 0.081 (close to the 

threshold of less than 0.08), the CFI was 0.946 (achieved the threshold of greater than 0.90), and the ratio of Chisq/df was 

3.088 (achieved the threshold of 3.0). Thus, the measurement model of all latent constructs in Figure 2 met the 

requirements for construct validity [85, 86]. A convergent validity assessment was conducted to compute the AVE. A 

construct achieves convergent validity if its AVE exceeds the threshold value of 0.5 [87]; [88]. The CR was computed to 

assess the composite reliability, and its value should exceed the threshold value of 0.6 to meet the requirements of 

reliability [89]. The factor loading for all items was obtained and is tabulated in Table 2. The AVE was computed to assess 

convergent validity. The value to determine the composite reliability was also computed using the factor loading. The 

Cronbach's alpha values and Composite Reliability should be significantly higher than 0.70 [90]. The internal consistency 

of the procedures has been verified for reliability, as shown in Table 2. 

 

 
Figure-2. 

Assessment of the Research Model. 
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Table-2.  

Assessment of Measurement Model. 

 

A discriminant validity assessment was conducted to ensure no redundant constructs occurred in the model. The 

researchers conducted the discriminant validity test by measuring the Fornell-Larcker criterion by taking the square root of 

the AVE values. The square root of each latent construct's AVE should be greater than its highest correlation with any other 

latent construct [91]. Table 3 displays a summary of the discriminant validity index. The diagonal values are the square root 

of the AVE of the respective constructs, while the other values are the correlation coefficients between the respective pair 

of constructs [92]. 

 
Table-3.  

The Discriminant Validity Index Summary for all Constructs. 

Construct Reward System Training & Dev Job Sat Emp. Retention 

Reward System 0.80    

Training & Dev 0.54 0.71   

Job Sat 0.66 0.60 0.71  

Emp. Retention 0.64 0.55 0.71 0.76 

 

The tabulated values in Table 3 exceeded the correlations of the latent construct, which is evidence for the discriminant 

validity. Thus, the conclusion can be drawn that the result achieved discriminant validity for all constructs.  

 

4.2. Assessment of Structural Model 
In this paper, the author adopted the model developed by Baron and Kenny [93] to test the effect of job satisfaction as 

a mediating variable on two dependent variables – the reward system and training and development – using a multiple 

regression test [94]. Regression and correlation analysis were used to determine the importance of the relationship between 

the variables in this study. 

Therefore, the model underwent a set of procedures. Once the CFA analysis had been completed and all values met the 

required thresholds for validity and reliability, the measurement models for all latent constructs involved in the model were 

validated. Then, these constructs were assembled into the structural model to execute the SEM. The constructs were 

Construct Item Factor Loading Cronbach’s 

Alpha 

CR 

(above 0.6) 

AVE 

(above 0.5) 

Reward System RS1 0.80 0.901 0.934 0.639 

RS2 0.77 

RS3 0.81 

RS4 0.79 

RS5 0.78 

RS6 0.78 

RS7 0.85 

RS8 0.81 

Training and Development TD1 0.70 0.801 0.877 0.506 

TD2 0.75 

TD3 0.66 

TD4 0.80 

TD5 0.69 

TD6 0.70 

TD7 0.67 

Job Satisfaction JS1 0.75 0.849 0.891 0.507 

JS2 0.76 

JS3 0.71 

JS4 0.72 

JS5 0.75 

JS6 0.68 

JS7 0.66 

JS8 0.66 

Employee Retention ER1 0.70 0.841 0.903 0.572 

ER2 0.69 

ER3 0.66 

ER4 0.80 

ER5 0.87 

ER6 0.72 

ER7 0.83 
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arranged from left to right, beginning with the exogenous constructs at the far left, followed by the mediator constructs in 

the middle, and the endogenous construct at the far right. The output that resulted from executing the SEM is provided in 

Figure 3 for the standardized regression path coefficients and the regression path coefficients between constructs. 

The text output for every direct effect relationship in this study, as depicted by Figure 3, is presented in Table 4. The 

testing of the hypotheses in Table 5 is decided based on the probability value (p-value). The hypothesis is significant if the 

P-value obtained is less than the type 1 error value (alpha) 0.05 [89, 95]. Based on that, the results of the proposed 

hypotheses were determined, as shown in Table 5. 

 

 
Figure-3.  

The Structural Model in IBM SPSS AMOS Graphic. 

 

The explanation regarding the performance of R2 (coefficient of multiple determination) of the model (obtained from 

Figure 3) is explained in Table 4. 
 

Table-4.  

The Regression coefficient (beta). 

   
Estimate S.E. C.R. P Result 

Job Satisfaction <--- Reward System 0.388 0.070 5.551 0.001 Significant 

Job Satisfaction <--- Training and Development 0.279 0.068 4.081 0.001 Significant 

Employee 

Retention 
<--- Job Satisfaction 0.527 0.115 4.570 0.001 Significant 

Employee 

Retention 
<--- Reward System 0.242 0.078 3.104 0.002 Significant 

Employee 

Retention 
<--- Training and Development 0.131 0.073 1.787 0.074 Not Significant 
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Table-5.  

The hypothesis testing for direct effect. 

 
Direct Effect Hypothesis P-Value Result 

H1 
Reward System has a significant effect on Job Satisfaction among employees in 

the Yemeni banking sectors. 
0.001 

Supported 

H2 
Training & Development has a significant effect on Job Satisfaction among 

employees in the Yemeni banking sectors. 
0.001 

Supported 

H3 
Reward System has a significant effect on Employee Retention in the Yemeni 

banking sectors. 
0.002 

Supported 

H4 
Job Satisfaction has a significant effect on Employee Retention in the Yemeni 

banking sectors. 
0.001 

Supported 

H5 
Training & Development has a significant effect on Employee Retention in the 

Yemeni banking sectors. 
0.074 

Not 

Supported 

 

As outlined by Awang [87]; Awang [88] and Awang., et al. [96] the testing procedure for the mediating variable is 

presented in Figure 4 and Figure 5. 

 
 

 
Figure-4.  

Testing the mediator in the path RS to JS to ER. 
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Figure-5.  
Testing the mediator in the path TD to JS to ER. 

 

The hypothesis testing for the mediation effects of the mediator construct in the model is carried out separately, as 

shown in Table 6. 

 
Table-6.  

The Hypothesis testing for direct effect. 

 
The Hypothesis for testing Mediators 

H6 

Job Satisfaction mediates the relationship between Reward Systems and Employee Retention 

among employees in the Yemeni banking sectors. 

Result: This hypothesis is supported. The type of mediation is partial mediation. 

H7 

Job Satisfaction mediates the relationship between Training & Development and Employee 

Retention among employees in the Yemeni banking sectors. 

Result: This hypothesis is supported. The type of mediation is partial mediation. 

 

5. Discussion 
Based on a comprehensive review of relevant previous studies, the current study investigated the mediating impact of 

job satisfaction on the relationship between independent variables (reward system and training and development) and 

employee retention in Yemen's banking sector, using the general quantitative inquiry approach by Cross-sectional designs. 

The quantitative result was determined by a questionnaire, which was conducted in Yemen's commercial banks. 

Additionally, the study used SEM, through AMOS software, to test hypotheses on the variables. The results of the current 

research study show that reward system and training and development both have a significant effect on job satisfaction. 

When there is job satisfaction, and employees are satisfied with their work in an organization, their turnover intention will 

be lower or non-existent.  

The organization will retain its employees, and the staff will be committed to that organization. Employee satisfaction 

can be described as their feelings relating to the organization and their comfort there. Based on the results of this study and 

empirical evidence, job satisfaction is crucial to employee retention, which is essential for an organization to achieve 

profitability and competitiveness.  

 

5.1. Conclusion 

The results demonstrate that six out of seven hypotheses are supported by the experimental results (the reward system 

and training and development have a positive and statistically significant effect on job satisfaction, and job satisfaction has 

a positive and statistically significant effect on employee retention, while job satisfaction fully mediated the relationships 

between the reward system and training and development and employee retention).  
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At the same time, the fifth hypothesis, regarding the effect of training and development on employee retention in the 

banking sector of Yemen, did not display a statistically significant result. Thus, the provision of training and development 

does not play a critical role in employee retention. 

Job satisfaction has been highlighted along with the bonus system as a major tool banks can utilize in the struggle for 

employee retention. Organizations worldwide must focus more on their human resources because they are the main pillar 

upon which organizations depend. 
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