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ABSTRACT :Intention to quit is the desire of employees to move from one work place to another voluntarily. 

Present study is aim at examining the effect of job satisfaction and organizational commitment on employees’ 

intention to quit. The number of respondent were 49 employees of Bali Restu Dewata, a Tour Operator 

Company which have been  operating in Badung Regency,Bali. Regression method  and sobel test were 

employed to examine  research hyphotesis. The results uncover that job satisfaction positively  correlated with 

organizational commitment; organizational commitment has negative correlation  with intention to quit; and job 

satisfaction has negative correlation with intention to quit. Sobel test result confirmed  that organizational 
commitment plays mediating role on relationship between job satisfaction and intention to quit. Implication of 

research findings are : company need to pay its attention on employees’ need and adress its effort to improve its  

reward policy, leadership training to build employee trust and  provide confortable work environment. 

Keywords: employee commitment ,work satisfaction,  intention to quit 

 

I. INTRODUCTION 
Intention to quit, is defined as the employee’s intention to quit work voluntarily 

(Glissmeyeretall,2008). Intention to quit is classified into unavoidable intention and unwanted intention Poorly 

managed intention to quit will result in high level of employee turnover, increasing cost of recruitment and 
higher training and development expenses (Kumar and Sigh, 2011).Each time position is vacated, either 

voluntarily or involuntarily, a new employee must be hired and trained. This replacement cycle is known as 

turnover (Woods, 1995). Employee turnover, is also often utilized in efforts to measuring relations of 

employees in an organization as they leave, regardless of reason (Gustafson, 2002).High level of employee’s 

turnover in organization caused instability and uncertainty of product/service quality that makes companysuffer 

from high employment cost.  

PT. RestuDewata Bali is a private company engaged in tour and travel service providers located in 

Denpasar. Business activities including budgeting, establishing, scheduling as well delivering tour service for 

those who would like to visit some place in Bali.  The  guests served are coming from India, China, Hong Kong, 

Taipei Japan and South Korea,   Malaysia, Australia and European countries. In daily operation  driver and 

guide play important role. They take the guest to visit some interesting places for the job the do, the company 
pay them rp. 100.00,- for every single trip. Data indicated that turn over rate of employee at restu Dewata Bali  

more than 20% annually. The turn over rate is higher than normal rate. Turn over is an effect of employee 

decision to quit from  their existing job. When individual employee quit from the job, the company should 

recruit a new employee to maintain its capacity. Employee  Turn over  has negative impact  on quality of service 

delivered to the guest and increasing gust dissatisfaction if new employee capasity short from the requirement. 

Yanti and Piartrini (2016) reported that employee turn over has negative impact on employee performance. 

Decision to quit is preceeded by intention to quit. The reason to quits are desires to get  higher income, stability 

of  income,  job security. Preliminary study which involved 5 employees of Restu Dewata Bali Company 

indicated that out of 5 interviewees, three of them  have been send ing work application to other company. 

Huang and Su (2016) reported that employees with low job satisfaction tend  express higher intention to quit. 

They try to get better  job and work environment. Particulalrly for those who have higher employability based 

on theire xperiences and competence ( Sinambela, 2015). Present study based on two factor theory adress some 
research questions such as: Does job satisfaction has significant correlation with organizational commitment; 

what role organizational commitment plays on relationship between  job satisfaction and intention to quit. The 
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information regarding the relationship among job satisfaction, organizational commitment and intention to quit  

are fruitful as input to  the company in improving its  policies to  retain its productive employees.  

 

II. CONCEPTUAL MODEL AND RESEARCH HYPOTHESES 
2.1.Intention to quit. 

Organizational turnover which is defined as the ratio of the number of organizational members who 

have left during the period being considered divided by the average number of people in that organization 

during the period (Price, 1977). A negative relationship between job satisfaction and intention to quit was 

reported by (Masum, A.K.M.,et al., 2016), it was found that job security also  positively correlated with 

intention to leave (Msibi, W.N., 2017). Different research which involved Lagos State Universityemployees  

reported  a significantly positive relationship between employees’ job satisfaction and specificity of the 

academic environment, volatile socio- turnover intention ( Azeez, R.O., Jayeoba, F. and Adeoye, A.O., 2016). 

Each time position is vacated, either voluntarily or involuntarily, a new employee must be hired and trained. 

This replacement cycle is known as turnover (Woods, 1995). Employeeturnoveris also often utilized in efforts 
to measuring relations of employees in an organization as they leave, regardless of reason (Gustafson, 2002). 

Masum, A.K.M., et al.,(2016)  explained that Nurses’ job satisfaction was correlated positively with nurses 

intended to quit. A low satisfaction level with contingent reward, fringe benefits, pay, and supervisory 

satisfaction were found negativelycorrelated with intention to quit. The concept of intention to quit from the job 

is considered as an consequence that expresses a “conscious intention to leave the organization because of some 

reasons. It is  a decision to leave an organization. For an organisation, losing an employee means extra time and 

energy and financial loss(Koc, M., 2018).  

 

2.2.Work Satisfaction and Two factor Theory. 

Work satisfaction is defined as a feeling of pleasure and displeasure felt by employees in regards of 

the fulfillment of their expectation at work. person's work satisfaction is measured by calculating the difference 

between what should exist with the reality.Two Factor Theory (Herzberg, 1959) postulated that  there are two 
factors that influence satisfaction, namely: Hygiene factors are factors that cause or prevent dissatisfaction 

while   Motivation factors are factors related to the work itself or the results directly obtained from the work. 

Companies must pay attention to hygiene factors  and make sure that  employees meet their expectation on 

hygiene aspects. adequacy of hygiene factors in order to avoid employee dissatisfaction and provide motivators 

for improving employee performance. According to Permatasari (2013), when employees feel low work 

satisfaction, it causes the commitment and loyalty of employees decreases and increases the intention to quit. 

Research conducted by Yaqin (2013) stated that work satisfaction affects the intentionto leave employees. 

According to Yucel (2012) employees with high work satisfaction can reduce the intention to quit the company, 

work satisfaction has a negative relationship with the intention to quit. According to the results of the study by 

Watuseke et al. (2019) at PT. Jumbo Swalayan Manado stated that work satisfaction has a significant negative 

effect on intention to quit. The results of research by Putri and Prasetio (2017) stated that work satisfaction has 
a negative effect on intention to quit the Hotel Karawang Delonix. Research conducted by Salleh et al. (2012), 

also stated that work satisfaction had a negative effect on intention to quit.therefore the following hypotheses is 

formulated  

H2: Work satisfaction negatively influences intention to quit. 

 

2.3.Organizational Commitment and Investment Theory. 

Organizational commitment is defined as employee’s intention to remain as members of an 

organization and he is willing to make more effort to achieve organizational goals. It is Viewed from the 

perspective of the investment model (Rusbult, 1983), one's commitment to a relationship depends not only on 

satisfaction in terms of reward, cost, and level of comparison, but also how much they have invested in a 

relationship that will be lost if leaving the relationship. Investment can be made in time, energy, emotional 

involvement, shared experience and sacrifice for colleagues or other members. Investmentin a relationship 
result in positive or negative terms, or sense of satisfaction and dissatisfaction. The more a person invests in an 

organization, the more perceived sacrifice in leaving organization. Organizational commitment is an important 

factor in the success of an organization where the stronger intention of employee to stay in the organization, the 

lower the intention to quit (Ningsih and Putra, 2019).Organizational commitment negatively influences 

intentions quit (Pratiwi and Susilo , 2018). Jehanzeb et al. (2013) in his study also showed that there was a 

strong negative influence between organizational commitment and intention to quit. Other researcher reported 

similar result regardingnegative impact of  organizational commitment had  on  intention to quit (Rarasanti and 

Suana's research ,2016; Abdurahhim and Anisah's research ,2015; Thakkar,2015) . The following is hypotesis 

ragarding the relationship between organizational commitment and intention to leave . 

H2: Organizational commitment negatively correlated with intention to quit. 
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Conceptual model of present study is shown on  Fig.1    

 

 
Figure 1. Conceptual Framework. 

 

III. RESEARCH METHOD 
 The current research deploy survei design, in order to examineeffects of employee satisfaction and 

organizational commitment on employee’s intention to quit. The research is conducted in PT bali restu Dewata, 

Kuta, Badung, Bali. The total population of research is 49  employees. Data were collected using  The methods 

Interview and questionnaires  were used to collec research data from target population.   Data were measured  

by Likert scale which is consist of five scales. The instrument validity  was verified by confirmatory factor 

analysis based on parameters  KMO value of 0.50, the value of the item loading factor >0.4, the Commulative 

Explained Variance >0.50 and the Eigen factor value > 1.0. Data Reliability was tested based on  Cronbach's 

Alpha value that is greater than 0.60. Research hypoteses were verified by multiple regression method. 
 

IV. RESULT AND DISCUSSION 
4.1. Result and Discussion.  

 Most of respondent are female (61,2%). They  were  between  twenty six – thirty year old of age  

(53,1%). Most of respondent education level is senior high school (59,2%). Most of Respondents’ lenght of 

service is about 1-5 year.  Distribution of Characteristic of respondents presented on table 1 in detil. 

 

Table 1.KarakteristikResponden 

No. Variable classification Numbers  percentage 

1 sex female 30 61,2 

male 19 38,8 

 Total   49 100 

2 Age (year) 21 – 25 6 12,2 

26 – 30 26 53,1 

31 – 35 9 18,4 

> 35 8 16,3 

 Total  49 100 

3 Education  High School 5 10,2 

Vocational     9              18,4 

Bachelor 6 12,2 

Senior High school 29 59,2 

 Total  49 100 

4 Lenght of service 1 – 5  29 59,2 

6 – 10 10 20,4 

> 10 10 20,4 

 Amount  49 100 

Source: Primary data, 2020 
 

The instrument in this study discusses using validity and reliability testing. The minimum Kaiser Meyer 

Olkin instrument value is 0.5, the Sampling Adequacy Size is at least 0.5, the factor of loading items is at least 

0.4, the Cumulative Variance Explained is at least 0.5, and the Eigen factor value is at least 1.0. Table 2 

presents the results of the validity test of the following research instruments. 
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Table 2.Validity and Reliability Test  
        

No Variable KMO Bartlett’s 
Test 

Cumulative 
Variance 

(%) 

validity  
Cronbach 

alpha 

 
Reliability 

1 Work Satisfaction(X1) 0,707 1526,961 68,350 Valid 0,758 reliable 

2 OrganizationalCommitment 
(X2) 

0,790 892,004 53,126 Valid 0,678 reliable 

3 Intention To Quit (Y) 0,738 127,118 61,825 Valid 0,676 reliable 

Source : Primary Data, 2020 

The validity test on table 2 showed that all variable are amounted to KMO ≥ 0,5, MSA ≥ 0,5, Loading 

Factor ≥ 0,4, Cumulative Explained Variance ≥ 0,5, and Eigenvalue ≥ 1,0, it stated that all item variables are 

valid and appropriate. An Instruments is considered reliable if it has Cronbach’s Alpha ≥ 0,6. The 

Recapitulation of reliability test is shown also on table 2. The reliability test results presented in Table 2  show 

Cronbach's Alpha values for all variables values ≥ 0.6. It is undeniable that all instruments can be used to 

conduct research.The work satisfaction variable in this study is an independent variable measured using 28 

statement items related to work satisfaction felt by employees. The average score of the work satisfaction 
variable was 3.63. The highest average value of respondents' answers is indicated in the statement about "work 

allows to improve my experience" with an average value of 4.11. The lowest average value is 2.93 in the 

statement about "company policy benefits its workers" and "I am satisfied with the salary I am receiving at the 

moment".The organizational commitment variable is measured by using 24 statement items related to 

employee organizational commitment.The average score of organizational commitment variables was 3.17, it 

indicated that level of employee loyalty is medium. The highest average score is is shown in the statement 

about, "if I get a better job offer in another organization, I will quit, anytime I get a job”  with an average score 

= 3.88. The lowest average value is 2.39 in the statement "impossible to get job in other organization”, its mean 

that there is an opportunity in other oragnization. The intention to leave variable in this study is the dependent 

variable that is measured by using 4 item statements relating to the intention to leave the employee.  

Regression analysis output presented on tabel 3 indicated that organizational commitment  and job 
satisfaction negatively correlate with intention to leave in PT Bali Restu Dewata . 

 

Table 3.Result of Multiple Regression 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. 

Error 

Beta 

1 (Constant) 24,286 3,447  7,045 0,000 

Job satisfaction -0,376 0,027 -0,340 -2,862 0,006 

Organization 

commitment 

-0,263 0,037 -0,500 -4,392 0,000 

Source : Primary Data, 2020 

Verification on classic asumption of multiple regression  equation required  data normality test.Normality 

test was conducted using the Kolmogorov-Smirnov test. If the coefficient of Asymp. Sig. (2-tailed) is greater 

than 0.05, so the data is said to be normally distributed. The results of the normality test are shown in Table 3 

as follows. 

Table 3.Normality Test 

 Unstandardized Residual 

N 49 

Asymp. Sig. (2-tailed) 0,796 

Source : Primary Data, 2020 

 
Table 3 presented the value of Asymp. Sig. (2-tailed) of 0.796. These results indicate that the 

regression equation model is normally distributed because of the Asymp value. Sig. (2-tailed) which is 0.796 

greater than the alpha value of 0.05. 

To test whether the regression model found a correlation between independent variables, in this study 

a multicollinearity test was conducted. The existence of multicollinearity can be seen from the value of 

tolerance or variance inflation factor (VIF). If the tolerance value is more than 10 percent or VIF is less than 
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10, then it says there is no multicollinearity. The results of the multicollinearity test are shown in Table 4as 

follows. 

To find out whether in the regression model there is an inequality of variance from the residuals of 

one observation to another, a heteroscedasticity test was conducted using the Glejser test. If there is no 

independentvariable that significantly influences the absolute residual value or the significance value above 
0.05 then it does not contain symptoms of heteroscedasticity. Heteroscedasticity test results are shown in Table 

9 as follows. 

Table 4.Heteroskedasticity test 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. 

Error 

Beta 

1 (Constant) -0,469 2,088  -0,225 0,823 

Job satisfaction 0,022 0,016 -0,227 1,367 0,197 

Organization 

Commitment 

-0,006 0,022 -0,046 -0,287 0,675 

Source : Primary Data, 2020 

Table 4 explained  the significance values on the variables ofwork satisfaction, and organizational 

commitment are 0,197; and 0.675. This value is greater than 0.05 which means there is no correlation between 

the independent variables on absolute residuals. Thus, the model does not contain symptoms of 

heteroscedasticity. 

In this study the F statistical test was performed which can be explained by the significant value of anova 

<α = 0.05, then this model is said to be feasible or the independent variable is able to explain the dependent 
variable. F statistical test results can be seen in Table 5 as follows. 

 

Table 5 .F Statistic 

Model Sum of 

Squares 

Df Mean Square F Sig. 

1 Regression 567,281 2 189,094 18,628 0,000a 

Residual 527,844 46 10,151   

Total 1095,125 48    

Source : Primary Data, 2020 

 

Table 5shows that a significant value of  F is 0,000, it is smaller than the value of α = 0.05, so the 

multiple linear regression model is feasible to be used as an analysis tool to test the effect of employee 

satisfaction and employee commitment on intention to quit. 

To measure the magnitude of the contribution of independent variables to the dependent variable in 

this study, the coefficient of determination test (R2) was conducted. The results of the coefficient of 

determination (R2) test can be seen in Table 6as follows. 

 
Table 6.Coefficient of Determination(R2) 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 0,720a 0,508 0,490 3,186 

Source : Primary Data, 2020 

Table 6. indicated that the coefficient of determination (R2) is 0.518. This means that 50.8 percent of 

the variation in the intention to quit  variable (Y) can be explained by employee satisfaction (X1), and 

organizational commitment (X2) while the remaining 49.2 percent is explained by other variables which are not 

included in this research model. 

In this study a partial hypothesis test (t test) was used to show the results of testing the research 

hypothesis. The complete results have been shown in the results of the regression analysis and the results of 

testing each hypothesis in detail are presented in the following section. 

 Partial analysis indicated on  table 3  explained that Job satisfaction  negatively correlated with 

intention to quit (B = 0,376; t = ,862; p<0,05) 2 t = -2,826; test is 0.012. The results indicated that H0 is rejected 

and H1 is accepted. work satisfaction has a negative and significant effect on intention to leave. This means that 
the higher the level of work satisfaction felt by employees, the lower the level of intention to leave the 

employee. The results of this study are in accordance with the research of Yaqin (2013), Yucel (2012), 

Watuseke et al. (2019), Putri and Prasetio (2017), and Salleh et al. (2012).Companies must pay attention to 



American Journal of Humanities and Social Sciences Research (AJHSSR) 2020 

 

A J H S S R  J o u r n a l                 P a g e  | 40 

employees by ensuring the adequacy of hygiene factors in order to avoid employee dissatisfaction and provide 

motivators for improving employee performance. The results of the analysis of the variable intention to leave 

shows that employees have been thinking  to quit their current job and actively contact friends to obtain 

information on job openings in other companies. So that the level of intention to leave employees can decrease, 

the company should be able to increase the level of work satisfaction of employees by paying attention to 
employees such as ensuring the adequacy of hygiene factors and providing motivators to employees. The 

company should also be able to improve the reward policies that have been implemented and the amount of 

salary received by employees to be adjusted to the needs, desires, and performance of employees. 

The results of the analysis uncovered the significantly negative  effect of organizational commitment 

on exit intention ( B = -0,263 ; t = -2,862; p <0, 05), It indicated  that H0 is rejected and H1 is accepted. This 

means that the higher the level of employee organizational commitment, the lower the level of intention to 

leave the employee. The results of this study are in accordance with the research of Pratiwi and Susilo (2018), 

Jehanzeb et al. (2013), Rarasanti and Suana (2016), Abdurahhim and Anisah (2015), and Thakkar (2015).From 

an investment theory perspective, one's commitment to a relationship depends not only on satisfaction in terms 

of reward, cost, and level of comparison, but also how much they have invested in a relationship that will be 

lost if he leave the relationship. The more a person invests in an organization, the more he feels that it's a shame 

to leave his organization at this time. 
 this study there are still some weaknesses and limitations. First, in this study the data used were only 

cross section data  so that the pattern of changes in outward intention, work satisfaction, and organizational 

commitment in the company could not be seen in this study. Second, the variable construction used in this 

research model is still simple. In the future, it can be optimized by increasing the construction of variables in 

the form of mediation and moderation variables. 

 

V. CONCLUSIONS AND SUGGESTIONS 
Based on the results of the research analysis and the results of the discussion, several conclusions can 

be drawn, namely: 1.Work satisfaction has a negative and significant effect on outgoing intentions. This shows 
that the higher the level of employee work satisfaction, the lower the level of intention to 

leave;2.Organizational commitment has a negative and significant effect on intention to leave. This shows that 

the higher the level of employee organizational commitment, the lower the level of intention to leave . It is 

recommended to reduce the intention to leave, company is expected to pay attention to the amount of  pay and 

the structure of employee compensation. Employees should be able to evaluate their  impact on their job while 

they work and contribute to the company. The company can also provide attractive offers to employees such as 

giving bonuses to employees for work that has been done very well. Suggestions for further research are that 

researchers are expected to add other variables because this study only looks at intentions that are affected by 

work stress, work satisfaction and organizational commitment. Future researchers are also expected to be able 

to take samples or populations in companies engaged in other fields and use other methods as an analysis tool. 

 

REFERENCES 
[1] Masum, A.K.M., Azad, M.A.K., Hoque, K.E., Beh, L.S., Wanke, P. and Arslan, Ö., 2016. Job 

satisfaction and intention to quit: an empirical analysis of nurses in Turkey. PeerJ, 4, p.e1896. 

[2] Msibi, W.N., 2017. Job Satisfaction And Intention To Quit Of Employees In Non-Governmental 

Organisations In Swaziland (Doctoral Dissertation, Vaal University Of Technology). 

[3] Azeez, R.O., Jayeoba, F. and Adeoye, A.O., 2016. Job satisfaction, turnover intention and organizational 

commitment. Journal of Management Research, 8(2), pp.102-114. 

[4] Abdurrahim., dan Anisah, Hastin Umi. (2015). PengaruhKepuasanKerja Dan 

KomitmenOrganisasiTerhadap Turnover Intention Karyawan (Studi Pada PT. Bank Perkreditan Rakyat 
MitratamaArthabuana), Jurnalwawasanmanajemen, 3(3): 191-204. 

[5] Koc, M., 2018. Research on Correlations between Academicians' Levels of Organisational Commitment 

and Their Intention to Quit Their Job: A Comparison of State and Foundation Universities. Journal of 

Education and Learning, 7(1), pp.163-173. 

[6] Alves, Marcia Guimaraes De Mello., Dora Chor., Eduardo Faerstein, dan Claudia de S Lopes. (2004). 

Short version of “work stress scale”: a Portuguase-language adaption. Rev Saude Publica. Vol. 38. No. 2. 

pp. 1-7. 

[7] Arshadi, Nasrin, dan HojatDamiri. (2013). The Relationship of Work stress with Turnover Intention and 

Job Performance: Moderating Role of OBSE. Procedia - Social and Behavioral Sciences, pp: 706 – 710. 

[8] Yalabik, Z.Y., Swart, J., Kinnie, N. and Van Rossenberg, Y., 2017. Multiple foci of commitment and 

intention to quit in knowledge-intensive organizations (KIOs): what makes professionals leave?. The 

International Journal of Human Resource Management, 28(2), pp.417-447. 



American Journal of Humanities and Social Sciences Research (AJHSSR) 2020 

 

A J H S S R  J o u r n a l                 P a g e  | 41 

[9] Christy, M.Y.P. and Priartini, P.S.,( 2019) reported the role of work stress and organizational 

commitments in educating workload effect on intention to quit. International research journal of 

management, IT and social sciences, 6(4), pp.8-16 

[10] Glissmeyer, M., Bishop, J.W., dan Fass, R.D. (2008). Role conflict, role ambiguity, and intention to quit 

the organization: The case of law enforcement officers. Academy of Management Journal, 40 (1), pp: 82-
111. 

[11] Gillies, D.A. (1989). ManajemenKeperawatanSuatuPendekatanSistemEdisi 2. Illioni: WB Saunders 

Company. 

[12] Herzberg. (1959). The Motivation to Work. New York: John Willey and Sons.  

[13] Jehanzeb, Khawaja., Anwar Rasheed, dan Mazen F. Rasheed. (2013). Organizational Commitment and 

Turnover Intentions: Impact of Employee’s Training in Private Sector of Saudi Arabia. International 

Journal of Business & Management, 8 (8), pp: 79-90. 

[14] Karasek., R. A. (1979). Job demands, job decision, attitude an metal strain: implication for job redesign. 

Administreative science quarterty. No. 24. Pp: 258-311. 

[15] Kumar, N., dan Singh V. (2011). Work satisfaction and its Correlates. International Journal of Research 

in Economics & Social Sciences. Vol. 1. No. 2. pp. 11-24. 

[16] Marlistiani, Ni Kadek dan Made Surya Putra. (2015). Pengaruhkeadilandistributif dan streskerjaterhadap 
turnover intention karyawan. E-jurnalManajemenUniversitasUdayana. Vol. 5. No. 5. Pp: 2675-2701. 

[17] Masum, A.K.M., Azad, M.A.K., Hoque, K.E., Beh, L.S., Wanke, P. and Arslan, Ö., 2016. Job 

satisfaction and intention to quit: an empirical analysis of nurses in Turkey. PeerJ, 4, p.e1896. 

[18] Mosadeghrad, A.M. (2012). “ A study of relationship between work stress, quality of working life and 

turnover intention among hospital employees”. Human Resource Management International Digest, 20 

(3), pp: 77-100. 

[19] Ningsih, N. K. W. S dan Putra, M. S. (2019). PengaruhStresKerja, KepuasanKerja dan 

KomitmenOrganisasionalTerhadap Turnover Intention Pada Karyawan. E-JurnalManajemen, Vol. 8, No. 

10: 5907-5927. 

[20] Permatasari, Devi. (2013). Faktor-faktor yang MempengaruhiKeinginanBerpindah Auditor (StudiEmpiris 

pada Kantor AkuntanPublik di Jawa Tengah dan Daerah Istimewa Yogyakarta). 
JurnalDinamikaAkuntansi, 5 (2), h: 121-134. 

[21] Porter. L.W. (1961). A study of perceived need satisfaction in bottom and middle management job. New 

York: International Text Book Company. 

[22] Pratiwi, H,.W dan Susilo, Heru. (2018). PengaruhKepuasanKerjaTerhadapKomitmenKaryawan dan 

Turnover Intention (Studi pada Karyawan Management Office Malang Town Square). 

JurnalAdministrasiBisnis (JAB) Vol. 60 No. 3: 28 – 35. 

[23] Putri, S,.T dan Prasetio, A,.P. (2017). PengaruhKepuasanKerjaTerhadap Turnover Intention (Studi pada 

Hotel DelonixKarawang). Study & Management Research Vol XIV, No. 3 :39 – 47. 

[24] Rarasanti, I. A. P., dan I WayanSuana. (2016). Pengaruh Job Embeddedness, KepuasanKerja,   dan   

KomitmenOrganisasionalTerhadap   Turnover   Intention Karyawan. E-JurnalManajemenUnud, 5(7), 

4690–4718. 
[25] Rismawan, P.A.E., Supartha, W.G., dan N.N.K. Yasa. (2014). Peran 

MemediasiKomitmenOrganisasionalPengaruhStresKerja dan 

KepuasanKerjaterhadapIntensiKeluarKaryawan. E-JurnalEkonomi dan BisnisUniversitasUdayana, 3 (8), 

h: 424-441. 

[26] Rusbult, C. E. (1983). A Longitudinal Test of The Investment Model: The Development (and 

deterioration) of Satisfaction and Commitment in Heterosexual Involvements. Journal of Personality and 

Social Psychology, 45 (1), 101-117. 

[27] Salleh, R., MishalinySivadahasan N., dan Haryani Harun. (2012). Work satisfaction, Organizational 

Commitment, and Turnover Intention: A Case Study on Employees of a Retail Company on Malaysia. 

International Journal of Social, Behavioral, Educational, Economic, Business and Industrial 

Engineering. 6 (12), pp: 3429-3436. 

[28] Sartika, D. (2014). PengaruhKepuasanKerja Dan Gaya 
KepemimpinanTransformasionalTerhadapKeinginanKeluarKaryawanDenganKomitmenOrganisasiSebag

aiVariabelMediasi (StudiKasus Di CV. Putra Tama Jaya). Management Analysis Journal. 3 (2), pp: 

2252-6552. 

[29] Shahzad, Khurram., Khansa Hayat., Muhammad Abbas., dan Sajid Bashir. (2011). Antecedents of 

Turnover and Absenteeism: Evidence from Public Sector Institutions of Pakistan. Interdisciplinary 

Journal Of Contemporary Research In Business, 2 (9), pp: 108-120. 



American Journal of Humanities and Social Sciences Research (AJHSSR) 2020 

 

A J H S S R  J o u r n a l                 P a g e  | 42 

[30] Suciati, Andi Tri Haryono, dan Maria Magdalena Minarsih. (2015). Pengaruh Job Insecurity dan Stress 

kerjaTerhadap Turnover Intention Pegawai pada karyawan PT. Berkat Abadi Surya Cemerlang Semarang 

(HO). JurnalManajemenUniversitasPandanaran, 1 (1), pp: 1-12. 

[31] Sutanto, E. M., dan Gunawan, C. (2013). KepuasanKerja, KomitmenOrganisasional dan Turnover 

Intentions. Jurnal Mitra Ekonomi Dan ManajemenBisnis, 4(1), 1–12. 
[32] Thakkar, Nilesh.  (2015).  Organizational Commitment and Turnover Intentionin BPO ITES and Retail 

Sector Employees. Journal of Phychosocial Research, 10(1), 89–98. 

[33] Watuseke, Januardkk. (2019). AnalisisPengaruh Burnout Dan StresKerjaTerhadapKepuasanKerja Dan 

Turnover Intention Karyawan (Studi Pada Pt. Jumbo Swalayan Manado) Jurnal EMBA Vol.7 No.2: 1961 

– 1970. 

[34] Waspodo, Agung AWS., Nurul ChotimahHandayani dan Widia Paramita. (2013). 

Pengaruhkepuasankerja dan streskerjaterhadap turnover intention pada karyawan PT. Unitex di Bogor. 

JurnalRisetManajemenSains Indonesia (JRMSI). Vol. 4. No. 1. Pp: 97-115. 

[35] Yaqin, Muhammad Ainul. (2013). PengaruhKepuasanKerja dan KomitmenOrganisasiterhadap Turnover 

Intention Karyawan KJPP Toha, Okky, Heru&Rekan Cabang Surabaya, JurnalIlmuManajemen. 1 (2). 

[36] Yucel, Ilhami. (2012). Examining the Relationship among Work satisfaction, Organizational 

Commitment, and Turnover Intention: An Empirical Study. International Journal of Business and 
Management,7 (20), pp: 44-58. 

 

 


