WwWWw.OIrca-journai.com/maex.php/ona

SSN 26153076 Online

ISSN 20151715 (Print

The Effect of Training, Workplace Incivility, Perceived
Supervisor Support, Job Satisfaction on Organizational
Identification and Their Influence on Employee
Performance and Turnover Intention

Muhammad Fikri Rahadian Utama?, Justine Tanuwijaya®*
L2Faculty of Economics and Business, Universitas Trisakti, Indonesia
Corresponding Author Email: justine@trisakti.ac.id*

122012101084 @std.trisakti.ac.id

Abstract Keywords
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The purpose of this study is to analyze the factors that influence perceived supervisor support; job

satisfaction; organizational
identification; employee
performance; turnover intention

employee performance and employee turnover intention with the
application of factors in the form of training, workplace
rudeness, perceived supervisor support, job satisfaction, and
organizational identification for employees of one of the ABIRCU
companies engaged in renewable energy in Jakarta. The data

processing method uses structural equation modelling (SEM).

The results are that there is no influence between training and

workplace rudeness on organizational identification. There is an

effect of perceived supervisor support and job satisfaction on
organizational identification. There is also an influence between
organizational identification on employee performance. There is

no effect on employee performance on organizational
identification—turnover  intentions.  Therefore,  employee

performance needs to be improved so that employee turnover

does not occur. Employee performance improvement can be

supported by supporting variables related to organizational
identification.

l. Introduction

The development of the business world in the industrial era 4.0 is very significant,
marked by the increasing number of large companies, intense competition and sophisticated
technological wars. The company's primary goal is to get the maximum profit. The hope is
that the company's survival can be guaranteed so that it can bring goodness to the company's
shareholders. Performance is one of the essential things in a company or organization where
performance results from work achieved by someone in carrying out the tasks assigned to
him. Employees' potential in the company supports good company performance. Therefore
employee performance has a very decisive role for the company in achieving its goals because
good employee performance will produce good quality. Employee performance can be
defined as how far the person has implemented the organization's plans, either to achieve a
specific goal related to a unique role or by demonstrating appropriate competencies.
Therefore, performance is a multidimensional concept (Irmayanthi & Surya, 2020).

Human resources need to be managed professionally to create a balance between the
needs of employees, the demands and capabilities of the company's organization, and the
importance of quality human resources for the company's progress (Mappamiring et al.,
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2020). This balance is the primary key for the company to develop productively and achieve
company goals. Therefore, employees are expected to work productively and professionally.
In addition, there is an awareness that the survival and growth of a company are determined
by the power of money or capital and by the success of human resource management (Arfah
& Aditya, 2019; Nurhilalia et al., 2019; Firman et al., 2020).

This research was conducted in a company in the field of renewable energy, which has
two divisions, namely energy and construction, located in Jakarta and Kediri. The analysis is
carried out with various variables to identify the impact on employee performance.
Performance can be influenced by various factors, both internal factors and environmental
factors directly or indirectly. According to Ivancevich, Konopaske and Matteson (Busro in
Edward, 2020) that performance shows the ability and skills of workers. Performance is a
person's success in carrying out tasks, work results that can be achieved by a person or group
of people in an organization in accordance with their respective authorities and
responsibilities (Wulandari, 2021). To help their life, people will be involved in various
activities, jobs and organizations. However, the length of time people spend on these things
cannot be determined for different reasons. Employees will not change or leave their jobs and
organizations as long as it makes them comfortable. In the description above, it can be stated
that the factors influencing employee performance and turnover intention are summarized in a
conceptual framework in Figure 1.

Figure 1. Conceptual Framework

Source: Antecedents of organizational identification: implications for employee performance
(Syeda Wajiha Kazmi and Syeda Tuba Javaid IQRA University, Karachi, Pakistan, 2021).

Il. Research Methods

This research utilizes a quantitative approach. There are seven variables in this study
those variables are training, workplace incivility, perceived supervisor support, job
satisfaction, organizational identification, employee performance, and turnover intention.
Data was obtained by distributing questionnaires using the Google Forms platform. Data
collection was carried out from July 5, 2022, to August 1, 2022. The unit of analysis in this
study, namely individual head office employees at companies engaged in renewable energy,
was established in Indonesia on December 31, 2018. The sample used was 102 employees.
The data analysis method used Structural Equation Modeling (SEM).
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I11. Discussion

The research instrument test was used to express validity and reliability. Validity
is related to the instrument's accuracy. At the same time, reliability is related to the
accuracy and consistency of the instrument in measuring the variables to be analyzed. A
validity test relates to a variable measuring what it is supposed to measure. Validity in
research states the accuracy of research measuring instruments to the actual content
being measured. A validity test is used to show the extent to which the measuring
instrument used in a measure is what is being measured. The statement is said to be
valid or not using a loading factor (Hair Jr et al., 2014). The statement is said to be valid
if the loading factor value 0.50. All indicators in this study are valid because they have a
factor loading value of more than 0.50.

The reliability test shows the extent to which the measurement results with the
tool can be trusted. The measurement results must be reliable because they must have a
level of consistency. They were testing the instrument's reliability using the Alpha
Cronbach formula because the research instrument is in the form of a questionnaire and
a graded scale. Instruments or statements can be reliable if the respondents’ answers to
their statements consistently use an indicator called Cronbach's alpha. According to
(Hair Jr et al., 2010), the statement is said to be reliable when the value of Cronbach's
alpha is 0.6. After being tested for validity and reliability, the indicators are tested for
Goodness-of-Fits in Table 1.

Table 1. Goodness of Fit

Types of The Level of Calculating Acceptable
Goodness of goodness Acceptance Measure
Fit of Fit (Hair et al.,
Measure 2010)
Absolute Chi- Small chi- 2171,146 POOR FIT
Fit Measure square square
0.000 POOR FIT
p-value p-value > 0.097 GOOD FIT
RMSEA 0.05 0.092 GOOD FIT
RMR <0.10
Incremental <0.10 0.542 POOR FIT
Fit Measure NFI 0.687 POOR FIT
TLI >0.90 or 0.704 POOR FIT
CFlI closeto 1 0.709 POOR FIT
Parsimonious IF >0.90 or 1,947 GOOD FIT
Fit Measure Normed close to 1
Chi- >0.90 or
square close to 1
>0.90 or
close to 1
Lower limit:
1.0; Upper
limit:
2.0/3.0 or
5.0

Source: The results of the questionnaire were processed using AMOS 22.0.
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Based on the test results on the feasibility of the above model, it is found that
based on the RMSEA and RMR values, it is concluded that the goodness-of-fit model
is. Therefore, the theoretical hypothesis testing can be continued.

Table 2. Hypothesis Test

Hypothesis Coefficient Prob Conclusion
H1: There is an effect .
of training on Hl IS

o -0,026 0,821 rejected
organizational
identification
H2: There is an effect
of workplace incivility H2 is
on organizational 0,111 0,255 rei
SRR jected
identification
H3: There is an effect
of perceived supervisor H3
support on 0,356 0,008 accepted
organizational
identification
H4: There is an effect
ofjob_ sat!sfactlon on 0,327 0,016 H4
organizational Accepted
identification
H5: There is an effect
of organizational H5
identification on 0,276 0,016 Accepted
employee performance
H6: There is an effect
of employee _
performance on -0.647 0.032 H6 IS
turnover intention ’ ' rejected

3.1 Effect of Training on Organizational Identification

Based on the results of statistical testing, it is known that the coefficient of
training is -0.026, meaning that the higher the perception of training, the lower the
perception of organizational identification. The test results show the prob value of 0.821
> 0.05 (alpha 5%), so it is concluded that statistically, at the 95 per cent confidence
level, there is no effect of training on organizational identification. Therefore, this study
shows that training does not affect organizational identity because the training carried
out by employees does not affect one's feelings towards organizational identity.

3.2 The Effect of Workplace Incivility on Organizational Identification

Based on the results of statistical tests, it is known that the coefficient of
workplace incivility is 0.111, meaning that the higher the perception of workplace
incivility, the higher the perception of organizational identification. However, the test
results showed a prob value of 0.255 > 0.05 (alpha 5%), so it was concluded statistically
at the 95 per cent confidence level that workplace incivility was no effect on
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organizational identification. Therefore, this study shows that workplace impoliteness
does not affect organizational identification.

H3: There is an effect of perceived supervisor support on organizational
identification.

Based on the results of statistical testing, it is known that the coefficient of
perceived supervisor support is 0.356, meaning that the higher the perception of
perceived supervisor support, the higher the perception of organizational identification.
Furthermore, the test results show the prob value of 0.008 < 0.05 (alpha 5%), so it is
concluded statistically at the 95 per cent confidence level that perceived supervisor
support has a positive effect on organizational identification. Therefore, ownership of
the identity of the company is getting bigger.

H4: There is an effect of job satisfaction on organizational identification

Based on the results of statistical testing, it is known that the coefficient of job
satisfaction is 0.327, meaning that the higher the perception of job satisfaction, the
higher the perception of organizational identification. The test results show the prob
value of 0.016 <0.05 (alpha 5%), so it is concluded statistically at the 95 per cent
confidence level that job satisfaction has a positive effect on organizational
identification. That job satisfaction shows that employees who are satisfied with their
work will feel that the perception of ownership of their identity will be more significant
in the company.H5: Terdapat pengaruh organizational identification terhadap employee
performance

Based on the results of statistical testing, it is known that the coefficient of
organizational identification is 0.276, meaning that the higher the perception of
organizational identification, the higher the perception of employee performance. The
test results show the prob value of 0.016 <0.05 (alpha 5%), so it is concluded
statistically at the 95 per cent confidence level that organizational identification
positively affects employee performance. The higher the feeling of belonging to the
company, the higher the employee’s performance will be.

H6: There is an effect of employee performance on turnover intention

Based on the results of statistical testing, it is known that the coefficient of
employee performance is -0.647, meaning that the higher the perception of employee
performance, the lower the perception of turnover intention. The test results show the
prob value of 0.032 < 0.05 (alpha 5%) so it is concluded statistically at the 95 percent
confidence level that employee performance has a negative effect on turnover intention.
This study shows that employee performance does not affect the employee's desire to
leave his job. The higher the employee's performance means the less desire to leave.

1VV. Conclusion

This research was conducted in one of the companies engaged in renewable energy in
the Kemayoran area. This study shows that training and workplace incivility do not affect
organizational identification. Perceived supervisor support and job satisfaction influence
organizational identification. Training for employees, there is no support for organizational
identity. Also, workplace violence does not support employees in recognizing their identity as
part of the company. Different results were obtained from perceived supervisor support and
job satisfaction variables supported by organizational identification. Organizational
identification also supports employee performance; the more someone recognizes their
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identity as part of the company, the higher the employee's work performance will be. The
high employee performance does not support the turnover intention variable because the
higher the employee's performance will not support the employee to leave the company.

References

Abu Tariah, H. S., Abu-Dahab, S. M., Hamed, R. T., AlHeresh, R. A., & Yousef, H. A.
(2011). Working conditions of occupational therapists in Jordan. Occupational Therapy
International, 18(4), 187-193.

Achmad Sobirin.Cetakan Kedua. (2009). Budaya Organisasi, Pengertian, Makna dan Aplikasi
Dalam Kehidupan Organisasi. Sekolah Tinggi llmu Manajemen YKPN. Yogyakarta.

Aduli E. O. Malau-Aduli,. (2019). Enablers and barriers to effective diabetes self-
management: A multi-national investigation. Plus One 14(6):e0217771.

Aeknarajindawat, N. & Jermsittiparsert, K. (2020). Does Organization Justice Influence the
Organization Citizenship Behavior, Job Satisfaction & Outcomes? Systematic Reviews
in Pharmacy, 11(1), 489-496.

Ahmed, 1., Islam, A. and Ali, N. (2017) Determination of Corrosion Rate of Mild Steel in
Different Medium Measuring Current Density. 4th International Conference on
Mechanical Engineering and Renewable Energy, Chittagong, Bangladesh, 18-20.

Akansimse, G. (2019). Job Satisfaction and Performance: An analysis of Driver’s and
Vehicle Licensing Authority (DVLA), Ghana. Master Thesis in Commerce-Human
Resource Management, 133.

Arfah, Aditya (2019). Studi Analisis Manajemen Distribusi Pada PT. Pabrik Cat Dan Tinta
Pacific Makassar. Journal Equilibrum Vol.2 , No.1 pp 55-60.

Ashforth, B. E. (2016). Distinguished scholar invited essay: exploring identity and
identification in organizations: time for some course corrections. J. Leadersh. Organ.
Stud. 23, 361-373.

Aydogdu, S. and Asikgil, B. (2011) An Empirical Study of the Relationship among Job
Satisfaction, Organizational Commitment and Turnover Intention. International Review
of Management and Marketing, 1, 43-53.

Bae, K. B., Sabharwal, M., Smith, A. E., Berman, E. (2017). Does demographic dissimilarity
matter for perceived inclusion? Evidence from public sector employees. Review of
Public Personnel Administration, 37(1), 4-22.

Bintoro dan Daryanto. 2017. Manajemen Penilaian Kinerja Karyawan. Cetakan 1.
Yogyakarta: Gava Media.

Boshra, H. N., Ogaard, T., & Roislien, J. (2022). Workplace Incivility and Turnover Intention
in Organizations: A Meta-Analytic Review. Environmental Research and Public
Health, 25 (1), 1-19.

Carmen, M. del, Garcia, & Lopez. (2019). Job Satisfaction and Precariousness in Independent
Avrtists of Mexico City. Global Journal for Research Analysis.

Cooke, H. A., & Baumbusch, J. (2021). Not just how many but who is on shift: The impact of
workplace incivility and bullying on care delivery in nursing homes. The Gerontologist,
61(4), 563-572.

Dai B, Akey-Torku B. The Influence of Managerial Psychology on Job Satisfaction among
Healthcare Employees in Ghana. Healthcare. 2020; 8(3):262

Develi, A., Pekkan, N. U., & Cavus, M. F. (2022). Social intelligence at work and its
implication for organizational identification: A sectoral comparison. Independent
Journal of Management & Production, 13(1), 364-383.

Doghan, Al., Bhati, Awais Muhammad,. Syah, Juhari Ariff. (2019). Do Psychological
Diversity Climate, HRM Practices, and Personality Traits (Big Five) Influence

25972



Multicultural Workforce Job Satisfaction and Performance? Current Scenario,
Literature Gap, and Future Research Directions. SAGE OPEN April — June 2019: 1 —
14.

Edward, Y.R., and Purba, K. (2020). The Effect Analysis of Emotional Intelligence and Work
Environment on Employee Performance with Organizational Commitment as
Intervening Variables in PT Berkat Bima Sentana. Budapest International Research and
Critics Institute-Journal (BIRCI-Journal) Vol 3 (3): 1552-1563.

Firman, & Rahman, S. R. (2020). Pembelajaran Online di Tengah Pandemi Covid-19.
Indonesian Journal of Educational Science (IJES), 2 (2)(ISSN 2622-6197 ISSN 2655-
4402), 81-89.

Hair, Joseph E, Jr et al. (2014). A Primer on Partial Least Squares Structural Equation
Modelling (PLS-SEM). Sage Publications, Inc California, USA.

Hanaysha, Jalal., Rozita, Tahir Putri. (2016). Examining the Effects of Employee
Empowerment, Teamwork, and Employee Training on Job Satisfaction. May 2016.
Procedia - Social and Behavioral Sciences 219:272-282

Handoyo, S., Samian, Syarifah, D., & Suhariadi, F. (2018). The measurement of workplace
incivility in Indonesia: Evidence and construct validity. Psychology Research and
Behavior Management, 11, Article 217-226.

Holm, K., Torkelson, E., & Béackstrom, M. (2019). Exploring links between witnessed and
instigated workplace incivility. International Journal of Workplace Health
Management, 12(3), 160-175.

Jermsittiparsert, K. & Urairak, B. (2019). Exploring the Nexus between Emotional
Dissonance, Leadership, Organizational Commitment, Job Satisfaction and Intention to
Leave Among Medical Professionals in Thailand. Utopia y Praxis Latinoamericana,
24(Extra 6), 378-386

J.N, Scanlan., Still, M., (2019) Relationships between burnout, turnover intention, job
satisfaction, job demands and job resources for mental health personnel in an Australian
mental health service. BMC Health Services Research VVolume 19, Article 62 (2019).

Lim, Doo., Daeyeon, Cho. (2018). Authentic leadership and work engagement: the mediating
effect of practising core values. Leadership & Organization Development Journal 39(2)

Li, F., M.S. Lozier, G. Danabasoglu, N.P. Holliday, Y.-O. Kwon, A. Romanou, S.G. Yeager,
and R. Zhang, 2019: Local and downstream relationships between Labrador Sea Water
volume and North Atlantic meridional overturning circulation variability. J. Climate,
32, no. 13, 3883-3898,

Khan, Muhammad., Hussain, Altaf., (2020). The Moderating Effect of Employee Satisfaction
on the Relationship of Goal-Setting and Purposes, Fairness and Rating Scale Format
with Employee Job Performance. Journal of Business and Social Review in Emerging
Economies. 309-320.

Korir, C. K., & Ndegwa, P. (2020). Job Satisfaction and Employee Performance at Finlays
Kenya Limited in Kericho County, Kenya. International Journal of Business
Management, Entrepreneurship and Innovation, 2(2), 82-97.

Lambert, L., Pasha-Zaidi, N., & Crooke, A. E. (2019). Because a citation and a contribution
are not the same: A path for (positive) psychology research. In L. Lambert & N. Pasha-
Zaidi (Eds.), Positive psychology in the Middle East/North Africa: Research, policy,
and practice (pp. 183-205). Springer Nature Switzerland AG.

Mappamiring (2020). What Millennial Workers Want? Turnover or Intention to Stay in
Company. Journal of Asian Finance Economics and Business 7(5):237-248.

Muntazeri, S., & Indrayanto, A. (2018). The impact of education, training and work
experience on job satisfaction and job performance. Jurnal Akuntansi, Manajemen Dan
Ekonomi, 20(2), 50-69

25973



Mushtag, Sadaf. (2018). Natural products as reservoirs of novel therapeutic agents. EXCLI
Journal 17:420-451

Pratiwi Irmayanthi, Ni Putu., Ida Bagus, Ketut Surya (2020). Pengaruh Budaya Organisasi,
Quality of Work Life dan Kepemimpinan Transformasional terhadap Kinerja
Karyawan. E-Jurnal Manajemen, p. 1572 — 1593.

Rabi’u, A., Hussein’, M. A., Hussaini, A., & Safiyo, H. H. (2019). Effect of Job Satisfaction
on the Job Performance of Academic and Non- academic Employees of Federal
University, Dutse, Nigeria. 2(2), 15.

Ranaweera, R. A. A. S. (2018). Job Satisfaction of Staff in University Libraries in Sri Lanka.
The International Journal of Organizational Innovation Vol 11 Num 1.

Robbins, Stephen P. & Timothy A. Judge. (2008). Perilaku Organisasi Edisi ke-12, Jakarta:
Salemba Empat.

Sabir, M (2011). Impact of leadership style on organization commitment: In mediating role of
employee value. Journal of Economics and Behavioral Studies,145-152.

Sean HORAN. (2018). "Threshold Luce Rules,” Cahiers de recherche 24-2018, Centre
interuniversitaire de recherche en economie quantitative, CIREQ.

Sedarmayanti. (2017). Perencanaan dan Pengembangan SDM untuk Meningkatkan
Kompetensi, Kinerja dan Produktivitas Kerja. PT Refika Aditama. Bandung.

Shafran, Tikva, S., Chinitz, D., Stern, Z., Feder-Bubis. (2017). Violence against physicians
and nurses in a hospital: How does it happen? A mixed-methods study. Isr J Health
Policy Res. 2017 October 31;6(1):59.

Siriattakul, P., Jermsittiparsert, K., & Abdurrahman, A. (2019). A Broader Perspective of Job
Satisfaction in Higher Education Institutes of Indonesia. International Journal of
Psychosocial Rehabilitation, 23(4), 719-733

Sufian, Fadzlan (2017). Determinants of Bank Performance in a Developing Economy: Does
Bank Origins Matter? Global Business Review 13(1):1-23.

Wulandari, R., Djawoto, and Prijati. (2021). The Influence of Delegative Leadership Style,
Motivation, Work Environment on Employee Performance in Self-Efficiency
Mediation in SNVT Housing Provision of East Java Province. Budapest International
Research and Critics Institute-Journal (BIRCI-Journal) Vol 4 (3): 3294-3311.

Yusuf, M., Nurhilalia, & Putra, A. H. P. K. (2019). The impact of product quality, price, and
distribution on satisfaction and loyalty. Journal of Distribution Science, 17(10), 17-26.

Zhang J, et al. (2018) LeNup: learning nucleosome positioning from DNA sequences with
improved convolutional neural networks. Bioinformatics 34(10):1705-1712.

25974



