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ABSTRACT 

This quantitative study investigates the correlation between job satisfaction and turnover intention among 

employees at PT. X Yogyakarta. Utilizing a correlational design, the researchers sampled 48 participants 

aged between 21 to 48 years old, employing a saturated sampling technique. The research employed the 

Turnover Intention scale and the Job Satisfaction scale for measurement. The findings affirm a significant 

and negative relationship between job satisfaction and turnover intention among PT. X Yogyakarta's 

workforce. In other words, higher job satisfaction levels correspond to lower turnover intention, while lower 

job satisfaction leads to higher turnover intention. These results have crucial implications for the 

organization, emphasizing the importance of enhancing job satisfaction to mitigate turnover intentions. By 

understanding the inverse relationship between these two variables, PT. X Yogyakarta can devise targeted 

strategies and interventions to improve overall employee satisfaction, consequently reducing turnover rates. 

It is worth noting that the study's correlational design does not imply causation, and further research might 

explore the underlying factors that contribute to job satisfaction and turnover intention at PT. X Yogyakarta. 

Nevertheless, these findings offer valuable insights for the organization to foster a positive work 

environment, boost employee morale, and retain a committed and satisfied workforce. 
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INTRODUCTION 

Global competition in the new normal adaptation process is currently an arena for every 

company in Indonesia to compete in providing the best service to all of its customers, 

considering that these companies must be able to maintain their position amid intense business 

competition as it is now (Parashakti & Apriani, 2021). On this basis, PT X, which is the number 

1 shipping company in Indonesia, is trying to maintain this position amid today's global 

competition. In a sense, the higher the position of the company, the higher the pressure that 

will be given by the company to its employees. This then makes some employees feel difficult 

and unable to meet these standards, they become less focused at work. 

Research on employee turnover intention is important because it can hinder the running of 

a company. This is supported by the research of  Davidescu et al. (2020) that the workforce is 

one of the most important assets in a company because it has an important role in the process 

of developing a company in achieving its goals. Another study was also conducted by 

Mawadati & Saputra, (2020) stating that a high employee turnover rate is a measure that is 

often used as an indication of an underlying problem in the organization. So companies need 

to pay attention to various factors that can influence employees' desire to leave the company 

so that companies can minimize the existing level of turnover intention (Zhang et al., 2019). 

As for some of the impacts of turnover intention for companies such as giving a negative 

image to companies because they are considered unable to pay attention to the needs of 

employees, especially if the employees who leave are potential employees, this will certainly 

hamper the overall productivity of the company. This is supported by research conducted by 
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Zafar et al. (2022) which states that a high level of turnover intention can also reduce employee 

trust and make employees less dedicated to the company. Another study was conducted by  

Marcella & Ie (2022) at PT. XYZ also shows that when turnover in a company shows a high 

enough percentage, it can cause the company to experience losses in several aspects including 

in terms of costs because if there is recruitment, it will cost money, as well as advertising costs, 

training costs, and losses in terms of time to retrain new employees. 

Several factors that cause turnover to occur within a company are individual characteristics, 

job satisfaction, organizational commitment, and work environment (Mobley et al., 1978). 

From these several factors, the writer takes one of the factors that are by the conditions and 

phenomena above, namely job satisfaction. This is in line with research conducted by 

Gebregziabher et al. (2020) which states that employees' intention to have turnover intentions 

begins with job dissatisfaction that forces them to leave or look for work elsewhere. The results 

of this study are also supported by the results of interviews with employees of PT. X 

Yogyakarta which shows job satisfaction at PT. X Yogyakarta is still lacking as seen from 30% 

of employees feel that the wages they get from the company are not satisfactory or not 

commensurate with their workload which feels heavy and cannot follow the existing workflow 

so there is a tendency to leave work. Therefore it is important to study job satisfaction in these 

companies (Ratnasari & Lestari, 2020). 

Some of the results of previous studies related to job satisfaction and turnover intention 

show a negative relationship, including research conducted by Pratama et al., (2022)which 

shows through a partial test that job satisfaction has a negative and significant effect on 

turnover intention. If seen from the results of this study, it can be concluded that the variable 

job satisfaction has a negative and significant effect on employee turnover intention. The 

results of the same study conducted by Asim & Alam, (2019) who collected data from 400 

nurses working in various hospitals in Karachi showed that overall job satisfaction had a 

significant negative correlation with turnover intention and was found to have a significant 

relationship. From some of the results of this study, it can be seen that one of the factors that 

occur when employees are not satisfied with the work they are doing is turnover. In contrast to 

the research conducted by Saputra (2021) which shows partial results that the Job Satisfaction 

variable (X1) has no effect on the turnover intention variable. Some of the results of this study 

indicate that each company has a different treatment for its employees so the variable of job 

satisfaction does not necessarily affect the employee turnover rate. In this case, the authors 

conclude that there are still differences in research results, both pros and cons, between job 

satisfaction and turnover intention (Purba & Ananta, 2018). 

 

METHOD 

The type of design in this study uses a quantitative approach with a correlational research 

design. In this study, the variable that we want to know is the relationship between turnover 

intention and job satisfaction at PT. X in Yogyakarta. The population in this study is employees 

at PT. X Yogyakarta, totaling 48, and all members of the population as samples or research 

participants using saturated sampling techniques (Sugiyono, 2018). 

The measuring instrument used in this study uses a scale modified from a Likert scale with 

4 alternative answers, namely SS (Strongly Agree), S (Agree), TS (Disagree), and STS 

(Strongly Disagree). The score for the favorable item is SS = 4, S = 3, TS = 2, STS = 1, and 
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the score for the unfavorable item is STS = 4, TS = 3, S = 2, SS = 1. The scale was used to 

measure the job satisfaction of employees at PT. X is a modified scale from the author which 

was compiled based on aspects of job satisfaction from (Luthans, 2006) which have been 

translated. This scale consists of 20 items. Of these 20 items, 13 items are favorable and 10 

items are unfavorable. The results of the reliability value on the job satisfaction scale are 0.817 

The scale used to measure the turnover intention of employees at PT. X is the author's modified 

scale which is based on the aspect of turnover intention (Mobley et al., 1978). This scale 

consists of 15 items. Of these 15 items, 7 items are favorable and 8 items are unfavorable. The 

result of the reliability value on the turnover intention scale is 0.823. Based on these results, 

the scale of job satisfaction and turnover intention can be said to be reliable. 

 

Table 1. Job Satisfaction Scale Blueprint 

Aspek Item 

Favorable 

Item 

Unfavorable 

Total 

The work itself 1, 2, 3, 4 4 

Pay 5, 6  7, 8 4 

Promotion 9, 10 11, 12 4 

Supervision 13, 14 15, 16 4 

Coworkers 17, 18 19, 20 4 

Total 10 10 20 

 

Table 2. Turnover Intention Scale Blueprint 

Aspek Aitem 

Favorable 

Aitem 

Unfavorable 

Total 

Thinking of quitting 1, 2 3, 4, 5 5 

Intention to search for alternatives 6, 7, 8 9, 10 5 

Total 7 8 15 

 

Table 3. Reliability Test Results 

Variable Cronbach Alpha Cronbach Alpha Criteria Information 

Job Satisfaction  0,817 >0.60 Reliable 

Turnover intention 0,823 >0.60 Reliable 

 

The analytical technique used to analyze the data is the correlation product moment 

technique from Pearson using the help of the IBM SPSS Statistics 28.0 program. 

 

RESULTS AND DISCUSSION 

Hasil analisis data yang dilakukan untuk melihat besar korelasi menggunakan correlation 

product moment dari Pearson menunjukan nilai r = -0,345; p<0,05. Dengan kata lain variabel 

kepuasan kerja mempunyai peran terhadap munculnya turnover intention. Hal tersebut sesuai 

dengan hipotesis penelitian ini yang menunjukan bahwa semakin tinggi kepuasan kerja maka 

semakin rendah tingkat turnover intention dan begitupun sebaliknya. 
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Table 4. Pearson Correlations 

  Job 

Satisfaction 

Turnover 

Intention 

Job Satisfaction Pearson 

Correlation 

1 -.345** 

 Sig. (1-tailed)  .008 

 N 48 48 

Turnover 

Intention 

Pearson 

Correlation 

-.345** 1 

 Sig. (1-tailed) .008  

 N 48 48 

 

Several possibilities cause job satisfaction to have a negative and significant effect on 

turnover intention. First, some employees think that the job they are currently doing is a way 

to survive with the wages they receive from their work. Even though some employees have 

complained about the work they are doing, they still choose to stay in the company. This is 

supported by research conducted by Agustin et al. (2022) which states that the hope of getting 

money is the only reason for most employees to work and stay in a company. Second, related 

to the first aspect, namely satisfaction with the work itself, most employees feel happy working 

for the company, especially those who feel suitable for the tasks they are doing so they work 

with enthusiasm and choose not to leave the company. This is in line with research by Rindi 

(2019) which argues that job satisfaction is essentially what makes a person happy in doing his 

job. This discussion is also supported by research conducted by Kurniawaty et al. (2019)  which 

shows the results that job satisfaction plays a role and influences the level of turnover intention. 

From this study, it is known that the level of job satisfaction contributes to changes in 

employee turnover intention by 59%. This shows that employees get support both materially 

and non-materially in terms of their level of job satisfaction so that the tendency to leave the 

company becomes smaller. Apart from the contribution made by this research, several other 

factors can influence employee turnover intention. Several studies explain factors that can 

affect turnover intention, one of which is research conducted by Halim & Antolis (2021) 

mentioning factors that can affect turnover intention besides job satisfaction including work 

stress, employee relations with others, compensation, work environment, organizational 

culture, and organizational commitment.  

 

CONCLUSION 

Based on the results of the analysis of this study it can be concluded that there is a negative 

and significant relationship between job satisfaction and turnover intention among employees 

who work at PT. X Yogyakarta. This means that the higher the job satisfaction, the lower the 

level of turnover intention, conversely, the lower the job satisfaction, the higher the level of 

turnover intention. 

In this study, the authors also realized that there were deficiencies in this study. Therefore, 

the authors would like to provide some suggestions, among others, for companies that are 

expected to pay more attention to job satisfaction of employees both in terms of material and 
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non-material, so that this can reduce employee turnover or can reduce the level of turnover 

intention in the company. For employees, it would be nice to be able to take advantage of the 

opportunities that exist in the company to express satisfaction or dissatisfaction so that 

employees feel more comfortable and do not choose to leave the company (turnover intention). 

For future researchers, it is hoped that they can develop research in places or companies in 

different fields or sectors with a larger population scale so that they can obtain better results. 
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