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Abstract

The purpose of this study is to determine and analyze organizational commitment, power, and flexibility of control affect
turnover intention and employee performance of PT. Sekarbumi Alam Lestari. The population in this study is PT. Sekarbumi
Alam Lestari in Kampar district employs 185 employees while the research sample as the unit of observation is referred to as
the census technique. So the number of samples in this study found 185 employees of PT. Sekarbumi Alam Lestari in Kampar
district. The data analysis technique in this study used descriptive analysis and PLS structural equation model analysis (SEM).
The results of this study indicate that the organizational commitment variable is significant in turnover intention. The job
satisfaction variable has no effect on turnover intention. Locus of the control variable is significantly positive on turnover
intention. Organizational commitment variable has a significant effect on employee performance. The job satisfaction variable
has no effect on employee performance. Locus of control variable has a significant effect on employee performance. The
turnover intention variable is significantly positive on employee performance.

Keywords: Organizational Commitment, Work Goals, Locus of Control, Turnover Intention, Performance

1.0 INTRODUCTION

The company's success in achieving its goals cannot be separated from the role of its human resources, because
the human resources in the company are the main factors from the lowest level to the highest. In managing human
resources, companies must also pay attention to the employees they have. Company management (Napitupulu,
Sudarno, & Junaedi, 2021) must encourage employees to have maximum performance (Beltran-Martin & Bou-
Llusar, 2018). This is related to the duties and functions of an important employee in the company, so that
employees in the company must be managed properly and correctly. The company tries to improve the
performance of its employees in the hope that the company's goals can be achieved.

Companies are trying to find ways to improve the performance of their employees. Employees will be
encouraged to work optimally in order to achieve company goals. Efforts made by the company to improve
employee performance are by giving awards and bonuses to employees who have good achievements. This is
done so that employees have more motivation (Marliza, Nyoto, & Sudarno, 2022) in carrying out their work. In
addition, the company also strives to provide comfort and safety for employees at work.

Likewise with PT. Sekarbumi Alam Lestari is one of the plantation companies in Kampar district. PT.
Sekarbumi Alam Lestari is an Indonesian citizen plantation business actor or a legal entity established according to
Indonesian law and domiciled in Indonesia that manages a plantation business with a certain scale. All activities
that cultivate certain crops on soil and/or other growing media in appropriate ecosystems, process and market
the goods and services of these plant products, with the help of science and technology.

PT. Sekarbumi Alam Lestari in addition to carrying out the company's operational activities, also conducts
performance appraisal of its employees. According to the personnel of PT. Sekarbumi Alam Lestari, one of the
indicators of employees having good performance (Bakhroini, Junaedi, & Putra, 2022) is employees who have good
guantity and quality of work results. Every company certainly wants its employees to have good quantity and
quality of work output, so that employee productivity becomes better and the company's operational activities
run smoothly. However, in reality the company still finds a poor quantity of work. This can be seen from the fact
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that there are still employees who cannot meet the targets set by the company. As for the performance of
employees of PT. Sekarbumi Alam Lestari in the last 4 years as follows.

Table 1. Key Performance Indicator Data for PT. Sekarbumi Alam Lestari

Year Number of employees KPI weight Target Year End Realization Average Score
2018 155 15 100% 90% 87
2019 166 10 100% 99% 96
2020 178 10 100% 96% 90
2021 185 15 100% 90% 87

Interval: 1-20 = Very Bad; 21-40 = Bad; 41-60 = Enough; 61-80 = Good; 81-100= Very Good
Source: PT. Sekarbumi Alam Lestari, 2022

Based on the key performance indicator table shows that the performance of employees of PT. Sekarbumi
Alam Lestari has a very good performance. In 2018 all employees have met the targets set by the company only.
this performance has increased in 2019 increasing to 96%. However, this performance actually decreased in the
following year, decreasing to 87% in 2021. There are many factors that can affect this, one of which is due to
employee instability in carrying out work. So the target is still not achieved as expected. Apart from these factors,
turnover intention (Ugural, Giritli, & Urbanski, 2020) is also a problem for the company. Based on a field survey, it
was found that employees were starting to feel uncomfortable doing work. High turnover causes the company's
operations to not run properly. The following is the company turnover data of PT. Sekarbumi Alam Lestari in the
last 4 (four) years from 2018 to 2021 as follows.

Table 2. Employee Turnover Data of PT. Sekarbumi Alam Lestari

Year Early Years Number of Employees Number of Number of Employees
Employee Who Left Entered Employees End of Year

2018 151 1 5 155

2019 161 6 11 166

2020 176 10 12 178

2021 181 4 8 185

Source: PT. Sekarbumi Alam Lestari, 2022

Based on the table of employee turnover intention of PT. Sekarbumi Alam Lestari explained that the
intensity of employee turnover is quite high. In 2020 the number of employees who left reached 10 employees.
Until 2021, 4 employees have dropped out of the company. This means there is a problem with the employees
working at PT. Sekarbumi Alam letari. This problem is caused by a mismatch in company salaries, a poor work
environment and problems for employees who want to develop their careers better. In addition, the factors that
cause high employee intention and decreased employee performance (Indrasari, Momin, Syamsudin, Newcombe,
& Permana, 2018) include organizational commitment (Putra & Renaldo, 2020), employee satisfaction at work and
employee locus of control (Renaldo, Sudarno, & Hutahuruk, 2020). The high number of employees entering each
year is caused by the company needing a solid team to realize the company's budget.

Organizational commitment (Gazali, Panjaitan, & Chandra, 2022) factor has an important role in
supporting company goals. If an employee already has a high sense of organizational commitment, the employee
will automatically last longer and work for a company or organization. Organizational commitment (Fadhli,
Komardi, & Putra, 2022) has a negative relationship to turnover intention. The better an employee is in being
committed to an organization, the more likely it is to prevent a decrease in the company's turnover intention.
Conversely, if an employee has low organizational commitment (Wardana, Putra, & Panjaitan, 2022), it can trigger
turnover intention in an organization. Several studies have examined the effect of organizational commitment
(Hall, Brazil, Wakefield, Lerer, & Tennen, 2010) on turnover intention. As was done by (Kharismawati & Dewi,
2016), (Andriawan & Games, 2019), (Firdaus & Lusiana, 2020), (Indrayani & Sudibya, 2017), (Biantoro & Sihombing,
2012), (Farida & Melinda, 2019) and (Widyadmono, 2015) the results of their research state that organizational
commitment has a significant negative effect on turnover intention. While research conducted by (Setiawan &
Harahap, 2016), (Tampubolon & Sagala, 2020), (Suryahadi, 2015), (Kurniawati & Rintasari, 2015) the results of his
research stated that organizational commitment has a significant positive effect on turnover intention. In contrast
to research conducted by (Tampubolon & Sagala, 2020) organizational commitment is not significant to turnover
intention. This means that employees who are not always committed to an organization will have an impact on
the company's turnover intention.

Several studies related to the effect of organizational commitment on performance (Renaldo, Suharti,
Andi, Putri, & Cecilia, 2021). This was done by (Wahyudi & Sudibya, 2016), (Utari & Heryanda, 2021), (Sari et al.,
2015), (Mardiani & Dewi, 2015), (Cahyani et al., 2020), (Jamal et al ., 2021) the results of his research stated that
the organizational commitment variable had a positive and significant effect on performance. But this is different
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from the results of research conducted by (Nuning Nurna Dewi, 2019), (Sutopo, 2018) the results of his research
stated that the organizational commitment variable did not have a significant effect on performance.

The satisfaction factor has an important role for the company. Employees who have a high level of job
satisfaction (Rosenberg & Bonsaksen, 2022) will tend to be more committed and have high dedication to the
company and ultimately have the will to work more productively. In job satisfaction there are several factors that
influence fair salary/remuneration, supportive working conditions, and work relationships consisting of
relationships with colleagues, working relationships with superiors, and relationships with subordinates. If an
employee gets satisfaction in an organization, then the employee will do the best for the company. In addition,
these employees will last longer to work for the company. But vice versa if an employee does not get satisfaction
at work. Then the employee will feel bored and intend to leave the company. Job satisfaction has a negative
relationship to turnover intention. If employee satisfaction is higher, it can reduce turnover intention. Conversely,
if an employee does not feel satisfied in the organization, it can increase turnover intention. Several studies related
to the effect of job satisfaction on turnover intention. This is done by (Andriawan & Games, 2019), (Firdaus &
Lusiana, 2020), (Biantoro & Sihombing, 2012), (Widyadmono, 2015) the results of the research show that the
higher employee satisfaction can prevent or reduce turnover intention. However, in contrast to the results of
research conducted by (Setiawan & Harahap, 2016) and (Suryahadi, 2015) the results show that employee
satisfaction has a positive and significant effect on turnover intention. This means that employees who are not
always committed to an organization will have an impact on the company's turnover intention.

Several studies related to the effect of job satisfaction on performance. This was done by (Wahyudi &
Sudibya, 2016), (Utari & Heryanda, 2021), (Sari et al., 2015), (Nuning Nurna Dewi, 2019), (Mardiani & Dewi, 2015),
(Cahyanietal., 2020) the results of his research state that the variable job satisfaction has a positive and significant
effect on performance. However, this is different from the results of research conducted by (Sutopo, 2018) whose
research results state that the variable job satisfaction has no significant effect on performance.

The locus of control (Aydemir & Aren, 2017) factor has an important role as the degree of each individual
that they believe their destiny is determined by themselves. Locus of control has an inverse relationship to
turnover intention. If employees are able to do Locus of control well, the sense of turnover intention will be lower.
Conversely, if the employee has a lower locus of control, the turnover intention will increase. This means it can
harm the company. Companies must be able to pay attention to the locus of control and turnover intention of
employees working in the company. Research conducted by (Kurniawati & Rintasari, 2015) the results of his
research stated that locus of control had a positive and significant effect on turnover intention. But in contrast to
the results of research conducted by (Ramadhani & Ardiansyah, 2020) locus of control does not have a significant
effect on turnover intention.

Several studies on the effect of locus of control on employee performance. Research conducted by
(Wuryaningsih & Kuswati, 2013), (Hermawan & Kaban, 2014), (Radityastuti et al., 2017), (Ary & Sriathi, 2019),
(Yusnaena, 2018) states that locus of control has a positive effect and significant to performance, but in contrast
to the results of research conducted by (Bawanda et al., 2018) stating that locus of control does not have a
significant effect on performance. This means that employees' low levels of control do not always have an impact
on decreasing and increasing employee performance (Keceli, Zaim, Kum, Dinc, & Momin, 2020) at work.

Turnover factors are needed by organizations for employees who have low performance, but the
turnover value must be controlled so that the organization benefits from increased performance of new
employees which is greater than the recruitment costs incurred by the organization. Turnover needs to be
watched out for if the majority of employees who leave a job or organization are competent human resources.
Turnover has a relationship with employee performance. This means that if the turnover intention in a company
is high, it will have an impact on decreasing employee performance. Therefore the occurrence of turnover must
be prevented from happening. Several studies have examined the effect of turnover intention on employee
performance. Research conducted by (Alfatania Pandu Asmara, 2017) states that turnover intention has a positive
and significant effect on employee performance. However, in contrast to the results of research conducted by
(Jamal et al., 2021), the results of his research state that turnover intention does not have a significant effect on
employee performance. This can be interpreted that not always high employee turnover intention can have an
impact on increasing or decreasing employee performance in a company. but the turnover intention factor is one
of the factors that causes employee performance (Oh, Rahman, & Putra, 2018) to decline.

There are many factors that can affect turnover intention and employee performance at PT. Sekarbumi
Alam Lestari wants to do further research using the factors of organizational commitment, employee job
satisfaction and locus of control. This variable was chosen because these three variables have a research gap and
have a close relationship with turnover intention and employee performance. So that researchers are motivated
to do further research on these factors

The purpose of this research is to find out and analyze organizational commitment, power and locus of
control that affect turnover intention and employee performance at PT. Sekarbumi Alam Lestari.
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2.0 LITERATURE REVIEW

Organizational Commitment to Turnover Intention
Organizational commitment has an important role in supporting company goals. If an employee already has a high
sense of organizational commitment, the employee will automatically last longer and work for a company or
organization. Organizational commitment has a negative relationship to turnover intention. The better an
employee is in being committed to an organization, the more likely it is to prevent a decrease in the company's
turnover intention. Conversely, if an employee has low organizational commitment, it can trigger turnover
intention in an organization.

Research conducted by (Kharismawati & Dewi, 2016), (Andriawan & Games, 2019), (Firdaus & Lusiana,
2020), (Indrayani & Sudibya, 2017), (Biantoro & Sihombing, 2012), (Farida & Melinda, 2019), and (Widyadmono,
2015) the results of their research state that organizational commitment has a significant negative effect on
turnover intention. While research conducted by (Setiawan & Harahap, 2016), (Tampubolon & Sagala, 2020),
(Suryahadi, 2015), (Kurniawati & Rintasari, 2015) the results of his research stated that organizational commitment
has a significant positive effect on turnover intention. In contrast to research conducted by (Tampubolon & Sagala,
2020) organizational commitment is not significant to turnover intention. This means that employees who are not
always committed to an organization will have an impact on the company's turnover intention. Based on this
statement, a hypothesis can be made in this study, namely:

Relationship between Employee Satisfaction and Turnover Intention
Employees who have a high level of job satisfaction will tend to be more committed and have high dedication to
the company and ultimately have the will to work more productively. In job satisfaction there are several factors
that influence fair salary/remuneration, supportive working conditions, and work relationships consisting of
relationships with colleagues, working relationships with superiors, and relationships with subordinates. If an
employee gets satisfaction in an organization, then the employee will do the best for the company. In addition,
these employees will last longer to work for the company. But vice versa if an employee does not get satisfaction
at work. Then the employee will feel bored and intend to leave the company. Job satisfaction has a negative
relationship to turnover intention. If employee satisfaction is higher, it can reduce turnover intention. Conversely,
if an employee does not feel satisfied in the organization, it can increase turnover intention.

Several studies related to the effect of job satisfaction on turnover intention. This is done by (Andriawan
& Games, 2019), (Firdaus & Lusiana, 2020), (Biantoro & Sihombing, 2012), (Widyadmono, 2015) the results of the
research show that the higher employee satisfaction can prevent or reduce turnover intention. However, in
contrast to the results of research conducted by (Setiawan & Harahap, 2016) and (Suryahadi, 2015) the results
show that employee satisfaction has a positive and significant effect on turnover intention. This means that
employees who are not always committed to an organization will have an impact on the company's turnover
intention. Based on this statement, a hypothesis can be made in this study, namely:
Hypothesis 2: There is a negative influence between employee satisfaction variables on Turnover Intention

Locus of Control against Turnover Intention

Locus of control has an important role as the degree of each individual that they believe their destiny is determined
by themselves. Locus of control has an inverse relationship to turnover intention. If employees are able to do Locus
of control well, the sense of turnover intention will be lower. Conversely, if the employee has a lower locus of
control, the turnover intention will increase. This means it can harm the company. Companies must be able to pay
attention to the locus of control and turnover intention of employees working in the company.

Research conducted by (Kurniawati & Rintasari, 2015) the results of his research stated that locus of
control has an effect and is significant on turnover intention. But in contrast to the results of research conducted
by (Ramadhani & Ardiansyah, 2020) locus of control does not have a significant effect on turnover intention. Based
on this statement, a hypothesis can be made in this study, namely:

Hypothesis 3: There is a negative influence between locus of control variables on Turnover Intention

Organizational Commitment to Employee Performance

Organizational commitment is a sense of identification, loyalty involvement shown by workers towards their
organization or organizational unit. Organizational commitment is shown in an attitude of acceptance, belief that
is strong in the values and goals of an organization, as well as a strong urge to maintain membership in the
organization in order to achieve organizational goals, so someone who has a high commitment will have
identification with the organization, really involved, earnest in work and there is loyalty and positive affection for
the organization.

Several studies related to the effect of organizational commitment on performance. This was done by
(Wahyudi & Sudibya, 2016), (Utari & Heryanda, 2021), (Sari et al., 2015), (Mardiani & Dewi, 2015), (Cahyani et al.,
2020), (Jamal et al., 2021) the results of his research stated that the organizational commitment variable had a
positive and significant effect on performance. But this is different from the results of research conducted by
(Nuning Nurna Dewi, 2019), (Sutopo, 2018) the results of his research stated that the organizational commitment
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variable did not have a significant effect on performance. Based on this statement, a hypothesis can be made in
this study, namely:

Hypothesis 4: There is a positive influence between organizational commitment variables on employee
performance

Employee Satisfaction on Employee Performance

Individual person's job satisfaction depends on individual characteristics (Renaldo, Sudarno, et al., 2021) and work
situation. Each individual will have a different level of satisfaction according to the value system that applies to
him. The measure of satisfaction is based on the reality faced and received as compensation for the effort and
energy given. Job satisfaction depends on the suitability or balance between expected and reality. Indications of
job satisfaction are usually associated with, for example, absenteeism levels, labor turnover rates, work discipline
(Sukmawaty, Sudarno, & Putra, 2021), loyalty and conflict in the work environment and so on. The more aspects
of work that are in accordance with the interests and expectations of the individual, the higher the level of
satisfaction felt and vice versa.

Several studies related to the effect of job satisfaction on performance. This was done by (Wahyudi &
Sudibya, 2016), (Utari & Heryanda, 2021), (Sari et al., 2015), (Nuning Nurna Dewi, 2019), (Mardiani & Dewi, 2015),
(Cahyani et al., 2020) the results of his research state that the variable job satisfaction has a positive and significant
effect on performance. However, this is different from the results of research conducted by (Sutopo, 2018) whose
research results state that the variable job satisfaction has no significant effect on performance. Based on this
statement, a hypothesis can be made in this study, namely
Hypothesis 5: There is a positive influence between job satisfaction variables on employee performance

Locus of Control on Employee Performance
Locus of Control is a person's perspective on an event whether he feels he can or cannot control the events that
happen to him by using locus of control, work behavior (Nyoto, Renaldo, Karuppannan, Bhuiyan, & Kumarasamy,
2021) can be seen through employees' assessment of their results when controlled internally or externally.
Employees/managers who feel internal control feel that they can personally influence results through their own
abilities, skills, or efforts. Employees who assess external control feel that the results they achieve are beyond
their own control, they feel that external forces such as luck or the degree of difficulty of the task being carried
out, and it determines their work results more. Locus of control has a positive relationship to employee
performance.

Research conducted by (Wuryaningsih & Kuswati, 2013), (Hermawan & Kaban, 2014), (Radityastuti et al.,
2017), (Ary & Sriathi, 2019), (Yusnaena, 2018) states that locus of control has a positive effect and significant to
performance, but in contrast to the results of research conducted by (Bawanda et al., 2018) stating that locus of
control does not have a significant effect on performance. Based on this statement, a hypothesis can be made in
this study, namely
Hypothesis 6: There is a positive influence between the funny variables of control on employee performance

Turnover Intention on Employee Performance
Turnover is needed by organizations for employees who have low performance, but the turnover value must be
controlled so that the organization benefits from increased performance of new employees that is greater than
the recruitment costs incurred by the organization. Turnover needs to be watched out for if the majority of
employees who leave a job or organization are competent human resources. Turnover has a relationship with
employee performance. This means that if the turnover intention in a company is high, it will have an impact on
decreasing employee performance. Therefore the occurrence of turnover must be prevented from happening.
Research conducted by (Alfatania Pandu Asmara, 2017) states that turnover intention has a positive and
significant effect on employee performance. However, in contrast to the results of research conducted by (Jamal
etal.,, 2021), the results of his research state that turnover intention does not have a significant effect on employee
performance. Based on this statement, a hypothesis can be made in this study, namely
Hypothesis 7: There is a negative influence between turnover intention variables on employee performance

Framework

The framework in this study is used to see whether exogenous variables have an influence on endogenous
variables. The exogenous variables in this study are organizational commitment, employee satisfaction and locus
of control. Meanwhile, the endogenous variables are turnover intention and employee performance. The
framework of thought in this research is as follows:
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3.0 METHODOLOGY

Place and time of research
The place of this research was conducted at PT. Sekarbumi Alam Lestari which is located in Kampar district. while
this research was conducted from January to February 2022.

Population and Research Sample

According to Sugiyono (2016) Population is a group consisting of objects or subjects that have certain qualities and
characteristics determined by researchers to be studied and then conclusions drawn. The population in this study
is PT. Sekarbumi Alam Lestari in Kampar district has 185 employees. While the sample is part of the population
that has the same characteristics as the population. According to Sugiyono (2016) the sample is part of the number
and characteristics possessed by the population. Based on this research, because of the population, 100% of the
population at PT. Sekarbumi Alam Lestari in Kampar district has 185 employees as respondents. Thus the use of
the entire population without having to draw a research sample as a unit of observation is referred to as a census
technique. So the number of samples in this study amounted to 185 employees of PT. Sekarbumi Alam Lestari in
Kampar district

Data types and sources
In this study the authors used quantitative research, because the data obtained would later be in the form of
numbers. The numbers obtained will be further analyzed in data analysis. This study consists of 3 independent
variables namely organizational commitment, job satisfaction and locus of control and 2 dependent variables
namely turnover intention and employee performance

Data sources are anything that can provide information (Chandra, Renaldo, & Putra, 2018) about data.
Based on the source, data is divided into two, namely primary data and secondary data. Primary data is data
created by researchers for the specific purpose of solving the problem being handled. Data is collected by the
researchers themselves directly from the first source or where the object of research is carried out. Secondary
data is data that has been collected for purposes other than solving the problem at hand. This data can be found
quickly. In this study, the sources of secondary data were literature, articles, journals and sites on the internet
related to the research being conducted. In addition to primary data, the data sources used by researchers are
secondary data sources, secondary data obtained from various sources, namely literature, articles, and sites on
the internet related to the research being conducted.

Data analysis technique

Descriptive Analysis

The descriptive analysis in this study contains a discussion of the characteristics of the respondents associated
with the responses of the respondents (Yusrizal, Renaldo, & Hasri, 2021).
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Structural Equation Model Analysis — PLS
This hypothesis testing is done to test the magnitude of the influence of the independent variables on the
dependent variable. Testing this hypothesis using the Smart PLS 3.0 tool

Hypothesis Test (T Test)

Hypothesis testing is used to statistically test the truth of a statement and accept or reject the statement. This
statement is called a hypothesis or hypothesis. In testing the hypothesis in SEM-PLS it is done by using the t-count
value compared to the value in the t-table. Testing with steps includes formulating sound hypotheses, decision
criteria when the hypothesis is accepted and when the hypothesis is rejected.

4.0 RESULTS AND DISCUSSION

Questionnaire Test Using Smart PLS
The results of the Construct Reliability and Validity test of the Structural Equation Model (SEM) model in this study
using the Smart PLS software can be shown in table 3 below.

Table 3. Construct Reliability and Validity

Variable Cronbach's tho A Composite Average Variance
Alpha - Reliability Extracted (AVE)
Organizational Commitment 0.807 0.819 0.886 0.722
Job satisfaction 0.816 0.820 0.872 0.577
Locus of Control 0.747 0.773 0.834 0.512
Employee performance 0.858 0.875 0.896 0.593

Source: Smart PLS Processed Data, 2022

Based on the table it is known that the construct reliability and validity of the PLS SEM test can be
explained, namely (1) Cronbach’s Alpha test, Outer model besides being measured by assessing convergent validity
and discriminant validity can also be done by looking at construct reliability or latent variables as measured by
looking at Cronbach’s alpha values of the indicator block that measures the construct. The construct is declared
reliable if the Cronbach’s alpha value is greater than 0.60. The model shows the Cronbach’s alpha value for all
constructs is above the value of 0.60. Thus it can be concluded that all constructs have good reliability in
accordance with the required minimum value limit. (2) Composite Reliability Test, Outer model besides being
measured by assessing convergent validity and discriminant validity can also be done by looking at construct
reliability or latent variables as measured by looking at the composite reliability value of the indicator block that
measures the construct. The model shows the value of composite reliability for all constructs is above the value
of 0.70. Thus it can be concluded that all constructs have good reliability according to the required minimum value
limit. (3) Average Variance Extracted (AVE). To evaluate discriminant validity, it can be seen by the average variance
extracted (AVE) method for each construct or latent variable. The model has better discriminant validity if the AVE
square root for each construct is greater than the correlation between the two constructs in the model. From the
table it can be seen that the AVE value of each construct is above 0.5. Therefore there are no convergent validity
problems in the tested model so that the constructs in this research model can be said to have good discriminant
validity.

Data Multicollinearity Test
The results of the multicollinearity test in this study can be presented in table 4 below.

Table 4. Collinearity Statistics (VIF)

Independent Variable VIF Employee Performance  VIF Turnover Intention Conclusion
Organizational Commitment 2.177 1.709 Not Multicollinearity
Job satisfaction 2.102 2.094 Not Multicollinearity
Locus of Control 1.745 1.464 Not Multicollinearity
Turnover Intention 2.171 Not Multicollinearity

Source: Smart PLS Processed Data, 2022
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Based on the test results, it can be concluded that there is no multicollinearity problem based on several
indicators, especially the VIF value is less than 10. So it can be concluded that there are no symptoms of data
multicollinearity.

Model Test (Coefficient of Determination R2)
The results of testing the coefficient of determination (R2) using the Smart PLS Software in this study can be

presented in the following table explanation.

Table 5. Adjusted R2 Determination Coefficient Test

Dependent Variable R Square R Square Adjusted Conclusion
Turnover Intention (Y1) 0.539 0.532 Strong Influence
Employee Performance (Y2) 0.619 0.610 Strong Influence

Source: Smart PLS Processed Data, 2022

Based on model 1 it can be explained that the adjusted R Square value is 0.532 or 53.2% of the turnover
intention variable which can be explained by the variables of organizational commitment, job satisfaction and
locus of control. While the remaining 46.8% is explained by other factors not examined. While the test results in
model 2 obtained an adjusted R Square value of 0.610 or 61.0%, the employee performance variable can be
explained by the variables of organizational commitment, job satisfaction and locus of control and turnover
intention. While the remaining 39% is explained by other factors not examined in this study.

Equation Model Structure Analysis (SEM)
The results of testing the Equation Model Structure (SEM) in this study can be explained in the following table 6.

Table 6. Analysis of the Equation Model Structure (SEM)

Influence Between Variables Original Sample (O) Conclusion
Organizational Commitment -> Turnover Intention 0.464 Positive Influence
Job Satisfaction -> Turnover Intention 0.058 Positive Influence
Locus of Control -> Turnover Intention 0.360 Positive Influence
Organizational Commitment -> Employee Performance 0.335 Positive Influence
Job Satisfaction -> Employee Performance 0.087 Positive Influence
Locus of Control -> Employee Performance 0.270 Positive Influence
Turnover Intention -> Employee Performance 0.263 Positive Influence

Source: Smart PLS Processed Data, 2022

Based on table 6, an equation model can be made in this study as follows:
Model Equation 1:
Y1=0.464X1+ 0.058X2 + 0.360X3 + el

Model 2 Equation:
Y2 =0.335X1 + 0.087X2 + 0.270X3 + 0.263Y1 + e2

1. Organizational commitment has a positive effect on turnover intention of 0.464. This means that if the
organizational commitment variable increases by assuming other factors have a fixed or zero value, then the
organizational commitment variable can increase turnover intention by 0.464. It can be concluded that the
higher the organizational commitment, the higher the level of employee turnover intention at PT. Sekarbumi
Alam Lestari.

2. Job satisfaction has a positive effect on turnover intention of 0.058. This means that if the job satisfaction
variable increases by assuming other factors have a fixed or zero value, then the job satisfaction variable can
increase turnover intention by 0.058. It can be concluded that the higher the employee job satisfaction, the
higher the employee turnover intention at PT. Sekarbumi Alam Lestari.

3. Locus of control has a positive effect on turnover intention of 0.360. This means that if the locus of control
variable increases by assuming other factors have a fixed or zero value, then the locus of control variable can
increase turnover intention by 0.360. It can be concluded that the higher the employee funny of control, the
higher the employee turnover intention at PT. Sekarbumi Alam Lestari.



185 Journal of Applied Business and Technology (JABT) 2022: 3(2), 177-192

4. Organizational commitment has a positive effect on employee performance of 0.335. This means that if the
organizational commitment variable increases by assuming other factors have a fixed or zero value, then the
organizational commitment variable can increase employee performance by 0.335. It can be concluded that
the higher the organizational commitment, the higher the performance of employees at PT. Sekarbumi Alam
Lestari.

5. Job satisfaction has a positive effect on employee performance of 0.087. This means that if the job satisfaction
variable increases by assuming other factors have a fixed or zero value, then the job satisfaction variable can
increase employee performance by 0.087. It can be concluded that the higher the job satisfaction of
employees, the higher the performance of employees at PT. Sekarbumi Alam Lestari.

6. Locus of Control has a positive effect on employee performance of 0.270. This means that if the locus of control
variable increases by assuming other factors have a fixed or zero value, then the locus of control variable can
increase employee performance by 0.270. It can be concluded that the higher the funny of control of
employees, the higher the performance of employees at PT. Sekarbumi Alam Lestari.

7. Turnover Intention has a positive effect on employee performance of 0.263. This means that if the Turnover
Intention variable increases by assuming other factors have a fixed or zero value, then the Turnover Intention
variable can increase employee performance by 0.263. It can be concluded that the higher the Employee
Turnover Intention, the better the performance of employees at PT. Sekarbumi Alam Lestari.

Hypothesis Test Analysis
The results of testing the hypothesis of the Structure of the Equation Model (SEM) in this study using the help of

smart PLS can be explained in table 7 as follows.

Table 7. Hypothesis Test (t test)

Influence Between Variables (r;;:'?gg\ii) P Values Conclusion
Organizational Commitment -> Turnover Intention 5.921 0.000 Significant Positive
Job Satisfaction -> Turnover Intention 0.530 0.596 Not significant
Locus of Control -> Turnover Intention 3.461 0.001 Significant Positive
Organizational Commitment -> Employee Performance 3.734 0.000 Significant Positive
Job Satisfaction -> Employee Performance 0.698 0.486 Not significant
Locus of Control -> Employee Performance 2.924 0.004 Significant Positive
Turnover Intention -> Employee Performance 2.744 0.006 Significant Positive

Source: Smart PLS Processed Data, 2022

The effect of organizational commitment on turnover intention

Based on the results of testing the hypothesis that the influence of organizational commitment on turnover
intention has a P-value of 0.000 or the p-value is smaller than the predetermined alpha of 0.05. It can be concluded
that the organizational commitment variable has a significant positive effect on turnover intention. Thus, the
hypothesis that has been proposed can be rejected. These results can be concluded that not always good
organizational commitment can have a reduced impact on employee turnover intention.

The effect of job satisfaction on turnover intention

Based on the results of testing the hypothesis that the effect of job satisfaction on turnover intention has a P-value
of 0.596 or the p-value is greater than the predetermined alpha of 0.05. It can be concluded that the variable job
satisfaction has no effect on turnover intention. Thus, the hypothesis that has been proposed can be rejected.
These results can be concluded that not always good job satisfaction can have a significant impact on employee
turnover intention.

The effect of locus of control on turnover intention

Based on the results of testing the hypothesis, the influence of the funny of control on turnover intention has a P-
value of 0.001 or the p-value is smaller than the predetermined alpha of 0.05. It can be concluded that the locus
of control variable has a significant positive effect on turnover intention. Thus, the hypothesis that has been
proposed can be rejected. These results can be concluded that not always a good locus of control can have a
significant impact on reducing employee turnover intention.
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The effect of organizational commitment on employee performance

Based on the results of testing the hypothesis that the influence of organizational commitment on employee
performance has a P-value of 0.000 or the p-value is smaller than the predetermined alpha of 0.05. It can be
concluded that the organizational commitment variable has a significant influence on employee performance.
Thus, the hypothesis that has been proposed can be accepted. These results can be concluded that good
organizational commitment can have a significant impact on employee performance.

The effect of job satisfaction on employee performance

Based on the results of testing the hypothesis the effect of job satisfaction on employee performance has a P-
value of 0.486 or the p-value is greater than the predetermined alpha of 0.05. It can be concluded that the job
satisfaction variable has no effect on employee performance. Thus, the hypothesis that has been proposed can be
rejected. From these results it can be concluded that good job satisfaction cannot have a significant impact on
employee performance.

The effect of locus of control on employee performance

Based on the results of testing the hypothesis that the influence of locus of control on employee performance has
a P-value of 0.004 or the p-value is smaller than the predetermined alpha of 0.05. It can be concluded that the
locus of control variable has a significant effect on employee performance. Thus, the hypothesis that has been
proposed can be accepted. These results can be concluded that a good locus of control can have a significant
impact on employee performance.

The effect of turnover intention on employee performance

Based on the results of testing the hypothesis that the influence of turnover intention on employee performance
has a P-value of 0.006 or the p-value is smaller than the predetermined alpha of 0.05. It can be concluded that the
variable turnover intention has a significant positive effect on employee performance. Thus, the hypothesis that
has been proposed can be rejected. These results can be concluded that high employee turnover intention is not
always able to have a significant impact on decreasing employee performance.

Discussion
The Effect of Organizational Commitment on Turnover Intention of PT. Sekarbumi Alam Lestari
In theory that has been discussed previously where organizational commitment (Mairia, Komardi, & Panjaitan,
2021) has a negative relationship to turnover intention. Where high organizational commitment can prevent or
reduce turnover intention in an organization. Based on the analysis of the respondent's profile, it was shown that
the male respondent, high school education level and working period of less than 5 years were the most dominant
in this study. Analysis of the responses of the respondents showed that on average the responses of the
respondents gave a very high response to the organizational commitment (Ramadona, Putra, & Komardi, 2021)
variable. This is in line with the analysis of respondents' responses to the variable turnover intention, where
respondents on average gave a high response to the variable turnover intention in PT. Sekarbumi Alam Lestari.
Based on the results of the PLS model equation structure test, it shows that organizational commitment has a
positive effect on turnover intention. This is also in line with the results of hypothesis testing showing that the
variable organizational commitment has a significant influence on turnover intention. Thus, the hypothesis that
has been proposed can be rejected. These results can be concluded that good organizational commitment can
have a significant impact on increasing employee turnover intention of PT. Sekarbumi Alam Lestari.

These results are in line with research conducted by (Setiawan & Harahap, 2016), (Tampubolon & Sagala,
2020), (Suryahadi, 2015), (Kurniawati & Rintasari, 2015) whose research results state that organizational
commitment has a significant positive effect on turnover intention. But contrary to the results (Kharismawati &
Dewi, 2016), (Andriawan & Games, 2019), (Firdaus & Lusiana, 2020), (Indrayani & Sudibya, 2017), (Biantoro &
Sihombing, 2012), (Farida & Melinda, 2019) and (Widyadmono, 2015) the results of their research state that
organizational commitment has a significant negative effect on turnover intention. And it is also different from the
research conducted by (Tampubolon & Sagala, 2020) Organizational commitment is not significant for turnover
intention. This means that employees who are not always committed to an organization will have an impact on
the company's turnover intention.

The effect of job satisfaction on employee turnover intention of PT. Sekarbumi Alam Lestari

In theory that has been discussed previously where job satisfaction has a negative relationship to turnover
intention. Where high job satisfaction can prevent or reduce turnover intention in an organization. Based on the
analysis of the respondent's profile, it was shown that the male respondent, high school education level and
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working period of less than 5 years were the most dominant in this study. Analysis of the responses of the
respondents showed that on average the responses of the respondents gave a high response to the job satisfaction
variable. This is in line with the analysis of respondents' responses to the variable turnover intention, where
respondents on average gave a high response to the variable turnover intention in PT. Sekarbumi Alam Lestari.
Based on the results of the PLS model equation structure test, it shows that job satisfaction has a positive effect
on turnover intention. This result is not in line with the results of hypothesis testing where the variable job
satisfaction has no effect on turnover intention. Thus, the hypothesis that has been proposed can be rejected.
These results can be concluded that good job satisfaction cannot have a significant impact on the turnover
intention of employees of PT. Sekarbumi Alam Lestari.

This result is contrary to the results of research conducted by (Andriawan & Games, 2019), (Firdaus &
Lusiana, 2020), (Biantoro & Sihombing, 2012), (Widyadmono, 2015) the results of the research show that the
higher employee satisfaction can prevent or reduce turnover intention. And it is also different from the results of
research conducted by (Setiawan & Harahap, 2016) and (Suryahadi, 2015) showing that employee satisfaction has
a positive and significant effect on turnover intention. This means that employees who are not always committed
to an organization will have an impact on the company's turnover intention.

The effect of the lotus of control on the turnover intention of employees of PT. Sekarbumi Alam Lestari

In theory that has been discussed previously where locus of control has a negative relationship to turnover
intention. Where a good locus of control can prevent or reduce turnover intention in an organization. Based on
the analysis of the respondent's profile, it was shown that the male respondent, high school education level and
working period of less than 5 years were the most dominant in this study. Analysis of the responses of the
respondents showed that on average the responses of the respondents gave a very high response to the locus of
control variable. This is in line with the analysis of respondents' responses to the variable turnover intention, where
respondents on average gave a high response to the variable turnover intention in PT. Sekarbumi Alam Lestari.
Based on the results of the PLS model equation structure test, it shows that Locus of Control has a positive effect
on turnover intention. This is also in line with the results of hypothesis testing showing that locus of control has a
significant effect on turnover intention. Thus, the hypothesis that has been proposed can be rejected. These
results can be concluded that a good locus of control can have a significant impact on reducing employee turnover
intention of PT. Sekarbumi Alam Lestari.

The results of this study are supported by research conducted by (Kurniawati & Rintasari, 2015) whose
research results state that locus of control has a positive and significant effect on turnover intention. But in
contrast to the results of research conducted by (Ramadhani & Ardiansyah, 2020) locus of control does not have
a significant effect on turnover intention.

The effect of organizational commitment on the performance of employees of PT. Sekarbumi Alam Lestari
In theory that has been discussed previously where organizational commitment has a positive relationship to
employee performance. Where good organizational commitment can improve employee performance in an
organization. Based on the analysis of the respondent's profile, it shows that the male respondent, high school
education level and working period of less than 5 years are the most dominant in this study. Analysis of the
responses of the respondents showed that on average the responses of the respondents gave a very high response
to the organizational commitment variable. This is in line with the respondents' responses to employee
performance where on average the respondents' responses gave high responses to employee performance
variables at PT. Sekarbumi Alam Lestari. Based on the results of the PLS model equation structure test, it shows
that organizational commitment has a positive effect on employee performance. This is also in line with the results
of hypothesis testing showing organizational commitment has a significant influence on employee performance.
Thus, the hypothesis that has been proposed can be accepted. These results can be concluded that good
organizational commitment can have a significant impact on the performance of employees of PT. Sekarbumi Alam
Lestari.

The results of this study are in line with the results of research conducted by (Wahyudi & Sudibya, 2016),
(Utari & Heryanda, 2021), (Sari et al., 2015), (Mardiani & Dewi, 2015), (Cahyani et al., 2020), (Jamal et al., 2021)
the results of his research stated that the organizational commitment variable had a positive and significant effect
on performance. But this is different from the results of research conducted by (Nuning Nurna Dewi, 2019),
(Sutopo, 2018) the results of his research stated that the organizational commitment variable did not have a
significant effect on performance.
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The effect of job satisfaction on the performance of employees of PT. Sekarbumi Alam Lestari

In theory that has been discussed previously where job satisfaction has a positive relationship to employee
performance. Where good job satisfaction can improve employee performance in an organization. Based on the
analysis of the respondent's profile, it was shown that the male respondent, high school education level and
working period of less than 5 years were the most dominant in this study. Analysis of the responses of the
respondents showed that on average the responses of the respondents gave a high response to the job satisfaction
variable. This is in line with the respondents' responses to employee performance where on average the
respondents' responses gave high responses to employee performance variables at PT. Sekarbumi Alam Lestari.
Based on the results of the PLS model equation structure test, it shows that job satisfaction has a positive effect
on employee performance. This is not in line with the results of hypothesis testing showing job satisfaction has no
effect on employee performance. Thus, the hypothesis that has been proposed can be rejected. These results can
be concluded that not always good job satisfaction can have a significant impact on improving (Sari, Sudarno,
Nyoto, & Suyono, 2022) the performance of employees of PT. Sekarbumi Alam Lestari. The results of this study
are in line with the results of research conducted by (Sutopo, 2018) whose research results state that the variable
job satisfaction has no significant effect on performance. But contrary to the results carried out by (Wahyudi &
Sudibya, 2016), (Utari & Heryanda, 2021), (Sari et al., 2015), (Nuning Nurna Dewi, 2019), (Mardiani & Dewi, 2015),
(Cahyani et al., 2020) the results of his research stated that the variable job satisfaction has a positive and
significant effect on performance.

The effect of locus of control on the performance of employees of PT. Sekarbumi Alam Lestari
In theory that has been discussed previously where locus of control has a positive relationship to employee
performance. Where a good locus of control can improve employee performance in an organization. Based on the
analysis of the respondent's profile, it was shown that the male respondent, high school education level and
working period of less than 5 years were the most dominant in this study. Analysis of the responses of the
respondents showed that on average the responses of the respondents gave a very high response to the locus of
control variable. This is in line with the respondents' responses to employee performance where on average the
respondents' responses gave high responses to employee performance variables at PT. Sekarbumi Alam Lestari.
Based on the results of the PLS model equation structure test, it shows that Locus of Control has a positive effect
on employee performance. This is also in line with the results of hypothesis testing showing that locus of control
has a significant effect on employee performance. Thus, the hypothesis that has been proposed can be accepted.
These results can be concluded that a good locus of control can have a significant impact on improving employee
performance.

The results of this study are supported by the results of research conducted by (Wuryaningsih & Kuswati,
2013), (Hermawan & Kaban, 2014), (Radityastuti et al., 2017), (Ary & Sriathi, 2019), (Yusnaena, 2018) stating that
locus of control has a positive and significant effect on performance, but in contrast to the results of research
conducted by (Bawanda et al., 2018) stating that locus of control does not have a significant effect on performance.
This means that employees' low levels of control do not always have an impact on decreasing and increasing
employee performance at work.

The effect of turnover intention on the performance of employees of PT. Sekarbumi Alam Lestari

In theory that has been discussed previously where turnover intention has a negative relationship to employee
performance. Where high turnover intention can reduce employee performance in an organization. Based on the
analysis of the respondent's profile, it was shown that the male respondent, high school education level and
working period of less than 5 years were the most dominant in this study. Analysis of respondents' responses
showed that on average they gave a high response to the turnover intention variable. This is in line with the
respondents' responses to employee performance where on average the respondents' responses gave high
responses to employee performance variables at PT. Sekarbumi Alam Lestari. Based on the results of the PLS model
equation structure test, it shows that Turnover Intention has a positive effect on employee performance. This is
also in line with the results of hypothesis testing showing that turnover intention has a significant effect on
employee performance. Thus, the hypothesis that has been proposed can be accepted. These results can be
concluded that high employee turnover intention can have a significant impact on improving the performance of
employees of PT. Sekarbumi Alam Lestari.

The results of this study are supported by the results of research conducted by Research conducted by
(Alfatania Pandu Asmara, 2017) stating that Turnover intention has a positive and significant effect on employee
performance. However, in contrast to the results of research conducted by (Jamal et al., 2021), the results of his
research state that turnover intention does not have a significant effect on employee performance.
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5.0 CONCLUSION

Conclusion

Based on the results and discussion that has been described in the previous chapter. So it can be concluded (1)
the organizational commitment variable has a significant positive effect on turnover intention. This shows that not
always good organizational commitment can have a reduced impact on employee turnover intention. (2) the
variable of job satisfaction has no effect on turnover intention. This shows that not always good job satisfaction
can have a significant impact on employee turnover intention. (3) the locus of control variable has a significant
positive effect on turnover intention. This shows that not always a good locus of control can have a significant
impact on reducing employee turnover intention. (4) organizational commitment variable has a significant
influence on employee performance. This indicates that good organizational commitment can have a significant
impact on employee performance. (5) job satisfaction variable has no effect on employee performance. This
indicates that good job satisfaction cannot have a significant impact on employee performance. (6) the locus of
control variable has a significant effect on employee performance. This indicates that a good locus of control can
have a significant impact on employee performance. (7) The variable turnover intention has a significant positive
effect on employee performance. This indicates that not always high employee turnover intention can have a
significant impact on decreasing employee performance.

Limitations

Based on the results, discussion and conclusions of this study, it can be seen what are the limitations, namely: (1)
This research only focuses on research variables, namely organizational commitment, job satisfaction, locus of
control, work performance and turnover intention. As we all know, there are still many other human resource
variables that were not included in this study. (2) The results of this study contradict many theories such as the
results of organizational commitment, satisfaction, locus of control have a positive effect on turnover intention.
This result should have a negative effect. (3) This research was only conducted on one object, namely PT.
Sekarbumi Alam Lestari. (4) During a pandemic, this research used Google Form to collect data

Recommendation

Based on the conclusions and suggestions in this study, suggestions can be given as input both for practice and for
academics. There are suggestions in this study, namely (1) Companies need to pay attention to organizational
commitment and locus of control factors both on turnover intention and on employee performance. Because the
results of the study prove that these two factors have a significant impact on both turnover intention and
employee performance. (2) Companies need to pay attention to high employee turnover intention. If this is not
prevented, it can have an adverse impact on the future of the company. (3) future researchers can add other
variables that are not included in this research model. Because there are many other HR variables that are not
included in this study.

References

Agus Dharma. (2013). Manajemen Supervisi. Raja Grafindo Persada.

Alfatania Pandu Asmara. (2017). Pengaruh Turnover Intention terhadap Kinerja Karyawan di Rumah Sakit Bedah
Surabaya. Jurnal Administrasi Kesehatan Indonesia, 5, 123-129. https://e-
journal.unair.ac.id/JAKl/article/download/4715/4368.pdf

Andriawan, F., & Games, D. (2019). Pengaruh komitmen organisasi terhadap turnover intention dengan kepuasan
kerja sebagai variable mediasi (Studi Terhadap Karyawan OPPO Padang). Jurnal Ekonomi Dan Bisnis, 21(1),
1693-8852. http://e-jurnal.pnl.ac.id/ekonis/article/view/895/822

Ary, I. R, & Sriathi, A. A. A. (2019). Pengaruh Self Efficacy Dan Locus Of Control Terhadap Kinerja Karyawan (Studi
Pada Ramayana  Mal Bali).  E-Jurnal ~ Manajemen  Universitas = Udayana,  8(1),  30.
https://doi.org/10.24843/ejmunud.2019.v08.i01.p02

Aydemir, S. D., & Aren, S. (2017). Do the Effects of Individual Factors on Financial Risk-taking Behavior Diversify
with Financial Literacy? Kybernetes, 46(10), 1706—1734. https://doi.org/10.1108/K-10-2016-0281

Ayudiati, Soraya. (2010). Pengaruh Locus of Control terhadap Kinerja dengan Etika Kerja Islam sebagai Variabel
Moderating pada Karyawan Bank Jateng Semarang.

Bakhroini, Junaedi, A. T., & Putra, R. (2022). Motivation, Work Culture, Commitment, and Leadership Style on Job
Satisfaction and Employee Performance in Pekerjaan Umum dan Penataan Ruang (PUPR) Services in Kampar
District. Journal of Applied Business and Technology, 3(1), 86—101.

Bangun, W. (2012). Manajemen Sumber Daya Manusia. Erlangga.

Bawanda, B. H., Pio, R. J.,, & Rumawas, W. (2018). Pengaruh Locus Of Control Dan Motivasi Terhadap Kinerja
Individu Pada PT. Nusa Halmahera Minerals. Jurnal Administrasi Bisnis, 6(004), 36—44.
https://doi.org/10.35797/jab.6.004.2018.21085.36-44



190 Journal of Applied Business and Technology (JABT) 2022: 3(2), 177-192

Beltran-Martin, |., & Bou-Llusar, J. C. (2018). Examining the intermediate role of employee abilities, motivation and
opportunities to participate in the relationship between HR bundles and employee performance. BRQ
Business Research Quarterly, 21(2), 99-110. https://doi.org/10.1016/j.brq.2018.02.001

Biantoro, L. C., & Sihombing, R. P. (2012). Pengaruh Komitmen Organisasi Terhadap Turnover Intention Melalui
Kepuasan Kerja Dengan Budaya Organisasi Sebagai Variabel Anteseden. Jurnal Akuntansi Bisnis, 11(21), 61—
94,
http://dx.doi.org/10.1016/].jplph.2009.07.006%0Ahttp://dx.doi.org/11016/j.neps.2015.06.001%0Anttps://
www.abebooks.com/Trease-Evans-Pharmacognosy-13th-Edition-
William/14174467122/bd%0Ahttps://www.infodesign.org.br/infodesign/article/view/355%0Ahttp://www

Cahyani, R. A., Sundari, O., & Dongoran, J. (2020). Pengaruh Komitmen Organisasi Dan Kepuasan Kerja Terhadap
Kinerja Karyawan (Studi Pada Perusahaan Daerah Air Minum (PDAM) Kota Salatiga. Jurnal Ekonomika Dan
Bisnis, 3(1), 1-10.
http://www.ejournal.pelitaindonesia.ac.id/ojs32/index.php/PROCURATIO/article/view/595

Chandra, T., Renaldo, N., & Putra, L. C. (2018). Stock Market Reaction towards SPECT Events using CAPM Adjusted
Return. Opcidn, Afio 34(Especial No.15), 338-374.

Duffy, G. K., & Atwater, E. (2015). Psychology for Living : Adjustment , Growth,. Behavior Today. Pennyslvania State
University.

Edy Sutrisno. (2016). Manajemen Sumber Daya Manusia. Kencana Prenada, Media Group.

Fadhli, A., Komardi, D., & Putra, R. (2022). Commitment, Competence, Leadership Style, and Work Culture on Job
Satisfaction and Employee Performance at the Office of the Ministry of Religion, Kampar District. Journal of
Applied Business and Technology, 3(1), 56—72.

Fahmi, I. (2017). Pengukuran Kinerja Karyawan. Alfabeta.

Farida, U., & Melinda, B. (2019). Peran Beban Kerja dan Komitmen Organisasi terhadap Turnover Pekerja PT
Agrofarm Nusa Raya Ponorogo. Jurnal lmu Manajemen, 9(1), 52. https://doi.org/10.32502/jimn.v9i1.2116

Firdaus, F., & Lusiana, H. (2020). Pengaruh Komitmen Organisasi Dan Kepuasan Kerja Terhadap Turnover Intention
PT Decorindo Inti Alam Wood, South Kalimantan. At-Tadbir: Jurnal llmiah Manajemen, 4(1), 1-13.
https://doi.org/10.31602/atd.v4i1.1874

Gazali, D., Panjaitan, H. P., & Chandra, T. (2022). Competence, Motivation, and Organizational Commitment on
Job Satisfaction and Employee Performance at Bank Sinarmas Pekanbaru Riau Branch. Journal of Applied
Business and Technology, 3(1), 26—39.

Ghazali, |. (2018). Aplikasi Analisis Multivariate dengan Program IBM SPSS 25. Badan Penerbit Universitas
Diponegoro.

Greenberg, J., & Baron, R. A. (2000). Behavior in Organization. Prentice. Hall.

Hall, C. B., Brazil, K., Wakefield, D., Lerer, T., & Tennen, H. (2010). Organizational Culture, Job Satisfaction, and
Clinician Turnover in Primary Care. Journal of Primary Care & Community Health, 1(1), 29-36.
https://doi.org/10.1177/2150131909360990

Handoko, T., & Hani. (2011). Manajemen Personalia dan Sumberdaya Manusia. Penerbit BPFE.Hasibuan, S. M.
(2005). Manajemen Sumber Daya Manusia (Edisi Revi). Bumi Aksara.

Hermawan, F., & Kaban, D. (2014). Pengaruh Locus Of Control Terhadap Kinerja Karyawan (Studi Pada Karyawan
Di PT X). Jurnal Manajemen Bisnis, 5(1), 31-39. https://doi.org/10.18196/mabis.v5i1.613

Indrasari, M., Momin, M. M., Syamsudin, N., Newcombe, P., & Permana, S. (2018). Influence of Motivation and
Quality of Work Life on The Performance of Employees. Jurnal Terapan Manajemen Dan Bisnis, 4(1), 42—48.
https://doi.org/10.26737/jtmb.v4i1.492

Indrayani, N. M. M., & Sudibya, I. G. A. (2017). Pengaruh Komitmen Organisasional Dan Stres Kerja Terhadap
Turnover Intention PT. Federal International Finance Cabang Tabanan. E-Jurnal Manajemen Universitas
Udayana, 6(3), 255090. https://journals.usm.ac.id/index.php/jreb/article/view/887/560

Jamal, R. S., Firdaus, S., Bakhtiar, Y., & Sanjaya, V. F. F. (2021). Pengaruh Komitmen Dan Turnover Intention
Terhadap Kinerja Karyawan. Jambura Economic Education Journal, 3(1), 38-44.
https://doi.org/10.37479/jeej.v3i1.8583

Kaswan, A. (2015). Pengembangan Sumber Daya Manusia. Alfabeta.

Keceli, Y., Zaim, H., Kum, S., Dinc, M. S., & Momin, M. (2020). The Impact of Diversity Management and Leadership
on Performance in Maritime Industry. EuroEconomica, 1(39), 58—72. https://doi.org/10.5585/iji.v8i3.17595

Kharismawati, D. A. P., & Dewi, |I. G. A. M. (2016). Pengaruh Komitmen Organisasional, Dukungan Sosial, Dan Iklim
Etika Terhadap Turnover Intention Karyawan Guest Services Assistant di PT Indonesia AirAsia Denpasar. E-
Jurnal Manajemen Unud, 5(2), 1368-1398. https://media.neliti.com/media/publications/242538-none-
ed3dedec.pdf

Kurniawati, D., & Rintasari, N. (2015). Pengaruh Konflik Peran, Stres Kerja, Locus Of Control, Dan Komitmen



191 Journal of Applied Business and Technology (JABT) 2022: 3(2), 177-192

Organisasional Terhadap Turnover Intention Studi Kasus pada Kantor Akuntan Publik di Jawa Tengah dan DIY.
Jurnal REKSA: Rekayasa Keuangan, Syariah Dan Audit, 4(2), 113. https://doi.org/10.12928/].reksa.v4i2.154

Mahmudi. (2004). Manajemen Kinerja Sektor Publik. UPP AMP. YKPN.

Mairia, Komardi, D., & Panjaitan, H. P. (2021). Leadership, Organizational Commitment, Work Discipline, and
Employee Performance at Public Health Office of Pekanbaru City. Journal of Applied Business and Technology,
2(2), 154-168.

Mangkunegara, A. P. (2017). Manajemen Sumber Daya Manusia. Remaja Rosdakarya.

Mardiani, A., & Dewi, M. S. (2015). Pengaruh Kepuasan Kerja Dan Komitmen Organisasional Terhadap Kinerja
Pegawai Bank Kalsel. Jurnal Wawasan Manajemen, 3(3), 269-279.
https://jwm.ulm.ac.id/id/index.php/jwm/article/view/7/7

Marliza, Y., Nyoto, & Sudarno. (2022). Leadership Style, Motivation, and Communication on Organizational
Commitment and Employee Performance in the Rokan Hulu Regional General Hospital. Journal of Applied
Business and Technology, 3(1), 40-55.

Mathis, R. L., & Jackson, J. H. (2009). Manajemen Sumber Daya Manusia. Salemba Empat.

Mobley, W. H. (2011). Pergantian Karyawan: Sebab Akibat dan Pengendaliannya. Alih Bahasa Nurul Iman.

Nafiudin, & Umdiana. (2017). Analisis Faktor-Faktor Yang Mempengaruhi. Turnover Intention Karyawan Generasi
Y Di Provinsi Banten. Jurnal Sains.

Napitupulu, B., Sudarno, & Junaedi, A. T. (2021). Budget Realization as a Management Control Tool for Company
Performance at PT. Pelabuhan Indonesia | (Persero) Pekanbaru Branch. Journal of Applied Business and
Technology, 2(3), 243-250.

Nuning Nurna Dewi. (2019). Pengaruh Motivasi Dan Komitmen Organisasi Terhadap Kepuasan Kerja Dan Kinerja
Karyawan. Jurnal  Akuntansi, Kewirausahaan Dan Bisnis, 2(2), 36—40. https://e-
journal.umaha.ac.id/index.php/ecopreneur/article/view/500/389

Nuraini. (2013). Manajemen Sumber Daya Manusia. Yayasan Aini Syam.

Nyoto, Renaldo, N., Karuppannan, G., Bhuiyan, A. B., & Kumarasamy, M. M. (2021). The Determinance of the
Financial Behavior among Graduate Students in Indonesia. Australian Finance & Banking Review, 5(1), 29—
42. https://doi.org/https://doi.org/10.46281/afbr.v5i1.1009

Oh, A., Rahman, S., & Putra, A. (2018). Analisis Pengaruh Gaya Kepemimpinan, Motivasi, dan Disiplin terhadap
Kinerja Karyawan pada PT. Indah Logistik Pekanbaru. Kurs: Jurnal Akuntansi, Kewirausahaan Dan Bisnis, 3(1),
67—79.

Putra, R.,, & Renaldo, N. (2020). Peningkatan Kepuasan Kerja dan Kinerja Guru melalui Komitmen, Budaya
Organisasi, Motivasi, dan Gaya Kepemimpinan Guru SLTA Sederajat di Kabupaten Rokan Hilir. Procuratio:
Jurnal llmiah Manajemen, 8(1), 125-139.

Radityastuti, A. A. A. R, Astika, I. B. P., & Wirakusuma, M. G. (2017). Pengaruh Locus of Control Pada Kinerja Analis
Kredit Dengan Motivasi Dan Lingkungan Kerja Sebagai Pemoderasi. Jurnal Ekonomi Dan Bisnis Universitas
Udayana, 6(6), 2503-2528. https://media.neliti.com/media/publications/165275-ID-pengaruh-locus-of-
control-pada-kinerja-a.pdf

Ramadhani, S. A., & Ardiansyah, F. (2020). Turnover Intention dan Kepuasan Kerja: Locus of Control Internal
sebagai Variabel Moderator. Jurnal llmiah Psikomuda Connectedness, 1(1), 44-55. https://unimuda.e-
journal.id/jurnalpsikologiunimuda/article/view/1062/689

Ramadona, A., Putra, R., & Komardi, D. (2021). Commitment, Motivation, Leadership and Work Culture on Job
Saisfaction and Teacher Performance at SMK Multi Mekanik Masmur Pekanbaru. Journal of Applied Business
and Technology, 2(2), 169-182.

Renaldo, N., Sudarno, & Hutahuruk, M. B. (2020). The Improvement of Generation Z Financial Well-being in
Pekanbaru. Jurnal Manajemen Dan Kewirausahaan, 22(2), 142—151. https://doi.org/10.9744/jmk.22.2.142-
151

Renaldo, N., Sudarno, Hutahuruk, M. B., Junaedi, A. T., Andi, & Suhardjo. (2021). The Effect of Entrepreneurship
Characteristics, Business Capital, and Technological Sophistication on MSME Performance. Journal of Applied
Business and Technology, 2(2), 109-117.

Renaldo, N., Suharti, Andi, Putri, N. Y., & Cecilia. (2021). Accounting Information Systems Increase MSMEs
Performance. Journal of Applied Business and Technology, 2(3), 261-270.

Rivai, V. (2015). Manajemen Sumber Daya Manusia Untuk. Perusahaan (Tujuh). PT RAJAGRAFINDO.

Rivai, V., & Sagala, E. J. (2009). Manajemen Sumber Daya Manusia untuk. Perusahaan. Raja Grafindo.

Rizki Novriyanti Zahara. (2017). Kinerja Karyawan Bank Di Kota Batam. Journal Of Applied Managerial Accounting,
1(2), 150-156.

Robbins, S. P., & Judge, T. A. (2013). Organizational Behavior (15th ed.). Pearson Education.

Rosenberg, M. K., & Bonsaksen, T. (2022). Job Satisfaction Among Psychomotor Physiotherapists in Norway.



192 Journal of Applied Business and Technology (JABT) 2022: 3(2), 177-192

INQUIRY: The Journal of Health Care Organization, Provision, and Financing, 59, 1-8.
https://doi.org/10.1177/00469580221126763

Sari, D., Nuryanti, & Taufiqgurrahman. (2015). Pengaruh Kepuasan Kerja Dan Komitmen Organisasiterhadap Kinerja
Karyawan Pada PT.Puskopkar Riau Pekanbaru. Jom Fekon, 2(1), 1-14.
https://jom.unri.ac.id/index.php/JOMFEKON/article/view/7933

Sari, Y., Sudarno, Nyoto, & Suyono. (2022). Improving Employee Satisfaction and Performance through Motivation,
Organizational Culture, and Employee Competency in Pekanbaru City Health Office. Journal of Applied
Business and Technology, 3(1), 1-16.

Setiawan, D. P., & Harahap, P. (2016). Pengaruh Komitmen Organisasi, Kompensasi, Dan Karakteristik Pekerjaan
Terhadap Turnover Intention Dengan Kepuasan Kerja Sebagai Variabel Intervening (Studi Pada Pt. Sido
Muncul Semarang). Jurnal Administrasi Bisnis, 9(3), 56-79.
https://journals.usm.ac.id/index.php/jreb/article/view/887/560

Sopiah. (2008). Komitmen Organisasi. Salemba Empat.

Sri Wahyudi, N., & Sudibya, I. (2016). Pengaruh Kepuasan Kerja Dan Komitmen Organisasional Pada Kinerja
Karyawan Di Natya Hotel, Kuta Bali. None, 5(2), 250270.
https://media.neliti.com/media/publications/250270-pengaruh-kepuasan-kerja-dan-komitmen-org-
1c9d8e20.pdf

Sukmawaty, D., Sudarno, & Putra, R. (2021). Work Motivation, Discipline, and Work Culture in Work Satisfaction
and Teacher Performance at State Junior High School, Sukajadi District. Journal of Applied Business and
Technology, 2(3), 251-260.

Suparyadi. (2015). Manajemen Sumber Daya Manusia, Menciptakan Keunggulan Bersaing Berbasis Kompetisi
SDM. Andi.

Suryahadi, Y. W. (2015). Pengaruh Komitmen Dan Kepuasan Kerja Terhadap Kinerja Karyawan Pada Lukas Tours
Dan Travel. 3(2), 625-630. https://media.neliti.com/media/publications/36440-ID-pengaruh-komitmen-
dan-kepuasan-kerja-terhadap-kinerja-karyawan-pada-lukas-tours.pdf

Sutopo, J. (2018). Pengaruh Partisipasi Anggaran, Komitmen Organisasi, Kepuasan Kerja, Job Relevant Information,
Budaya Organisasi Dan Locus Of Control Terhadap Kinerja Pegawai Bagian Keuangan Dinas Pendidikan
Kabupaten Klaten. Advance, 5(1), 54-61.

Syamsir Torang. (2014). Organisasi dan Manajemen. Alfabeta.

Tampubolon, V. S., & Sagala, E. J. (2020). Pengaruh Kepuasan Kerja Dan Komitmen Organisasi Terhadap Turnover
Intention Pada Karyawan Pt. Bum Divisi Pmks. Business Management Journal, 16(2), 65.
https://doi.org/10.30813/bmj.v16i2.2359

Triton. (2010). Manajemen Sumber Daya Manusia : Perspektif Partnership dan Kolektivitas (Pertama). Oryza.

Ugural, M. N., Giritli, H., & Urbanski, M. (2020). Determinants of the Turnover Intention of Construction
Professionals: A Mediation Analysis. Sustainability, 12(954), 1-12. https://doi.org/10.3390/su12030954

Utari, N. L. M., & Heryanda, K. K. (2021). Pengaruh Kepuasan Kerja Dan Komitmen Organisasi Terhadap Kinerja
Karyawan Pada Edie Arta Motor. 3(1), 1-9.

Wahyudi, N. K. S., & Sudibya, I. G. A. (2016). Pengaruh Kepuasan Kerja Dan Komitmen Organisasional Pada Kinerja
Karyawan Di Natya Hotel. 5(2), 870-897.

Wardana, A., Putra, R., & Panjaitan, H. P. (2022). Organizational Commitment, Competence, Motivation, and Work
Culture on Job Satisfaction and Performance of the Kampar Police BHABINKAMTIBMAS. Journal of Applied
Business and Technology, 3(1), 73—85.

Widayati, C. C., Magito, Soihin, A., & Triana, R. (2020). Pengaruh Kepuasan Kerja Dan Komitmen Organisasional
Terhadap Kinerja Karyawan Pt. Philips Batam. Jurnal Perspektif Manajerial Dan Kewirausahaan (JPMK), 1(1),
15-25. https://doi.org/10.33373/dms.v7i1.1673

Widyadmono, V. M. (2015). garuh Kepuasan Kerja Dan Komitmen Qrganisasi Terhadap Turnover Intention (Studi
pada Accounting Staff Perusahaan Swasta di DIY). Jurnal Manajemen Indonesia, 15(2), 157-168.

Wuryaningsih, & Kuswati, R. (2013). Analisis Pengaruh Locus of Control pada Kinerja Karyawan. Peran Perbankan
Syariah Dalam Penguatan Kpasitas Umkm Menuju Kemandirian Ekonomi Nasional, 276—-281.

Yusnaena, S. H. (2018). Pengaruh Locus of Control terhadap Kinerja Karyawan Bank Syariah Mandiri KC Padang.
Jurnal Menara Ekonomi, IV(3), 121-130.

Yusrizal, Renaldo, N., & Hasri, M. O. (2021). Pengaruh Good Governance dan Whistleblowing System terhadap
Kepatuhan Wajib Pajak Orang Pribadi dengan Risiko Sanksi Pajak sebagai Moderasi di KPP Pratama Pekanbaru
Tampan. Bilancia: Jurnal llmiah Akuntansi, 5(2), 119-134.



