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This study aims to determine and analyze the effect of
empowerment, work motivation, physical work environment on
Turnover Intention through organizational commitment as an
intervening variable at the Jakarta People's College Foundation.
The research sample was 100 teachers. Data collection using SEM
AMOS is used as an analysis technique. The results of this study )
indicate that Empowerment has a positive and significant effect on ABIRCU
organizational commitment, Work motivation has a positive and

significant effect on organizational commitment, Physical work
environment has a positive and significant effect on organizational
commitment, Empowerment has a negative and significant effect

on Turnover intention, Work motivation has a negative and

significant effect on Turnover intention, Physical work
environment has a negative effect on Turnover Intention,
Organizational commitment has a negative effect on Turnover

Intention, Empowerment has no significant effect on Turnover

intention through organizational commitment, work motivation has

a significant effect on Turnover intention through organizational
commitment, physical work environment has a significant effect on

Turnover intention through organizational commitment.

l. Introduction

Human Resource Management is the activity of planning, procurement,
development, maintenance, and use of human resources to achieve goals set by individuals
and organizations (Sonin, 2015). Every organization sets goals to be achieved in managing
each of its resources including HR. Leuhery (2018) argues that human resources are assets
that function as capital (non-material or non-financial) within the organization that can be
realized into real potential. The purpose of studying human resource management as
knowledge needed to deal with human resource problems, especially in the field of
organizations.

Employee turnover is the permanent voluntary or involuntary resignation of an
organization (Robbins & Judge, 2007:38). Voluntary turnover or quit is an employee's
decision to leave the organization voluntarily, conversely, involuntary turnover or
dismissal describes the employer's decision to terminate the employment relationship and
is uncontrollable for employees who experience it (Shaw et al., 1998) in Kharismawati dan
Dewi (2016). Valensia et al. (2015) gave a limit on turnover as a transfer of employees
from their current jobs.

Another factor that affects employee turnover intention is empowerment.
Empowerment or empowerment is the authority to make decisions in a particular area of
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operation without having to obtain the approval of others (Luthans, 2011:78). Another
factor that affects turnover is motivation. Activities that channel, result in maintaining
human behavior are called motivation (Handoko, 2018: 251). In addition to motivation, the
physical work environment is a factor influencing Trunover (Annakis et al., 2011). The
entirety of internal and external factors that exist around the workplace of each employee,
in this case is in the form of physical places such as chairs, tables and other work
equipment that can affect employees in carrying out their daily duties and work called the
physical work environment (Rumada & Utama, 2013).

The first objective of the study was to examine the relationship between
Empowerment on Turnover intention, Work motivation on Turnover intention, Physical
work environment on Turnover intention and the influence of the three variables on
turnover intention through organizational commitment. In addition to providing new
empirical evidence, this study can contribute to closing the gap in the results of previous
studies. From the practical content, this research can be useful information for managers or
educational foundations in Indonesia to be able to manage deviant behavior in the
workplace more effectively.

This article has four sections. First, it reviews literature relevant to workplace
incivility and turnver intention. Then research methodologies are presented and data
analysis techniques are discussed. The next section is to discuss the research findings. The
article concludes with a discussion of the theoretical and managerial implications, as well
as suggestions for further research.

1. Review of Literature

2.1 Human Resource Management

According to A. A. Anwar Prabu Mangkunegara (in Muslihat & Ginanjar, 2019),
Human resource management is a planning, organizing, coordinating, implementing, and
supervising the procurement, development, remuneration, integration, and separation of
labor in order to achieve organizational goals. Human resource management can also be
defined as a management and utilization of existing resources in individuals (employees)
(Asnawi, 2016). Management and utilization are developed optimally in the world of work
to achieve organizational goals and individual employee development (Sugiharjo &
Rustinah, 2017). According to Flippo (2014). Human Resource Management is called
personnel management, namely planning, organizing, directing and terminating
employment, developing compensation, integratis, maintaining and terminating
employment with human resources to achieve individual, organizational and community
goals.

2.2 Empowerment

Research conducted by Hanaysha (2018:300) shows that organizational commitment
can be influenced by empowerment. Empowerment is empowerment carried out by
management to improve the ability of its employees so that they can contribute to the
organization. Employees who are given the opportunity to contribute to decision-making
for the organization will feel valued, so as to bring commitment to stay in the organization.
Based on some of the results of these studies, the hypotheses that can be formed are:
H1: Empowerment directly has a positive and significant effect on the Organizational
Commitment of Teachers and Employees of Yayasan Perguruan Rakyat Jakarta.
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2.3 Work Motivation

Yudha dan Hasib (2015) found that the results of the study showed that motivation
had a positive and significant effect on the organizational commitment of teachers in
Madrasah Ibtidaiyah Islamiyah Madiun. Motivated employees are more committed to their
work. Yundong (2015) found that intrinsic motivation is positively related to affective
commitment, high levels of intrinsic motivation tend to have high affective commitment.
Murali, Krishna et al. (2015) found that the absence of motivation will reduce
organizational commitment. Wardhani et al. (2015) found the same thing, namely
motivation affects organizational commitment. Salleh et al. (2016) showed a strong
relationship between organizational commitment and work motivation. Based on the
empirical results in the above research, hypotheses can be proposed in this study are:
H2: Work Motivation directly has a positive and significant effect on the Organizational
Commitment of Teachers and Employees of the Jakarta People's College Foundation.

2.4 Physical Work Environment

J. Hanaysha (2016) in his research on the educational institution sector entitled
"Testing the Effect of Employee Engangement, Work Environment, and Organizational
Learning on Organizational Commitment" resulted that work environment variables have a
significant positive impact on organizational commitment. Based on the above analysis:
H3: Physical Work Environment directly has a positive and significant effect on the
Organizational Commitment of Teachers and Employees of Yayasan Perguruan Rakyat
Jakarta.

2.5 Turnover Intention

Previous research conducted by PPradita dan Satrya (2019), Kim dan Fernandez
(2017), Iftikhar dan Khan (2019) explained that employees who feel high empowerement
from the company tend not to directly move out of the company. This shows that there is
indeed a correlation between empowerement and direct and negative turnover intention.
Looking at the linkage, the hypothesis for the fourth goal is:

H4: Empowerment directly has a negative and significant effect on the Turnover Intention
of Teachers and Employees of Yayasan Perguruan Rakyat Jakarta.

According to Hassan et al. (2013) motivation is a process by which a person has a
continuous drive for a certain achievement. It has 3 key elements, namely energy, direction
and perseverance. Chodera et al. (2011) stated that turnover is the result of an individual's
evaluation regarding the continuation of the person's relationship with the company where
he works but has not been realized in concrete actions. Based on the explanation above, the
hypothesis is as follows:

H5: Work Motivation directly has a negative and significant effect on the Turnover
Intention of Teachers and Employees of Yayasan Perguruan Rakyat Jakarta.

According to Hassan et al. (2013)motivation is a process by which a person has a
continuous drive for a certain achievement. It has 3 key elements, namely energy, direction
and perseverance. Chodera et al. (2011) stated that turnover is the result of an individual's
evaluation regarding the continuation of the person's relationship with the company where
he works but has not been realized in concrete actions. Based on the explanation above, the
hypothesis is as follows:

H5: Work Motivation directly has a negative and significant effect on the Turnover
Intention of Teachers and Employees of Yayasan Perguruan Rakyat Jakarta.
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A good physical work environment allows workers to feel comfortable and at home
in the organization where they work (Meilano & Nugraheni, 2017). This will reduce their
desire or intention to quit. Robbins dan Judge (2013) research found that if workers are
unhappy with their physical work environment, then they may prefer to leave the
organization. Research conducted by Meilano dan Nugraheni (2017) dan Wiguna dan
Surya (2017). lilik Muviana, The Effect of Physical Work Environment and Nonphysical
Work Environment on Turnover Intention with Job Satisfaction as an Intervening Variable
shows that the physical work environment has a negative and significant effect on turnover
intention. Based on the explanation above, the hypothesis is as follows:

H6: Physical Work Environment is directly negative positive and significant to the
Turnover Intention of Teachers and Employees of Yayasan Perguruan Rakyat Jakarta.

2.6 Organizational Commitment

According to Allen dan Meyer (1993), the multiple dimensions of organizational
commitment have different relationships with turnover intention and other work-related
behaviors. Ahmed et al. (2013) stated that organizational commitment negatively affects
turnover intention. Based on the analysis above, then:
H7: Organizational commitment is directly negative positive and significant to the
Turnover Intention of Teachers and Employees of Yayasan Perguruan Rakyat Jakarta.

Empowerment has a positive effect on Turnover intention at Vale Soroako Hospital,
South Sulawesi supported by the opinion of Ellis (2010), who states that there is a positive
relationship between Empowerment and Turnover Intention. So that the null hypothesis
can be rejected and accept the alternative hypothesis (Hal) which states that Empowerment
has a positive effect on Turnover Intention can be accepted. Looking at the positive
estimate value, it can be interpreted that the effect of Empowerment on Turnover Intention
is positive, which means that the better the Empowerment, the lower the employee's work
turnover. Based on the analysis above, then:

H8 : Empowerment through organizational commitment indirectly has a positive and
significant effect on the Turnover Intention of Teachers and Employees of Yayasan
Perguruan Rakyat Jakarta.

Employee motivation will increase directly and can decrease or suppress the desire of
employees to leave the organization. However, on the contrary, if high motivation is not
able to be increased, it can directly increase or cause the emergence of the desire of
employees to leave the organization. Meanwhile, low organizational commitment is caused
by several things, namely sustainable commitment, where this continuous commitment
prioritizes the profit and loss if employees stop working (Rahmadianti, 2020). In addition
to social mission, we suggest that a shared vision within a social enterprise will influence
the exit intentions of employees (A’yun et al., 2022). Based on the explanation above, the
hypothesis:

H9: Work Motivation through organizational commitment indirectly has a positive and
significant effect on the Turnover Intention of Teachers and Employees of Yayasan
Perguruan Rakyat Jakarta.

When the work environment in a company is not conducive to work, employees will
certainly not last long in the company. It can be said that the turnover intention will be
higher. Companies must try their hardest to keep their best employees afloat. The most
likely thing a company can do is keep them going. According to Hersusdadikawati (2005),
said that organizational commitment is negatively related to the desire to move, the higher
the organizational commitment, the lower the desire to move from the workplace and vice
versa. Based on the above analysis, then:
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H10 : Physical Work Environment through organizational commitment indirectly has a
positive and significant effect on the Turnover Intention of Teachers and Employees of
Yayasan Perguruan Rakyat Jakarta.

2.7 Research Model Framework

Based on the theory developed by the author, the questionnaire indicators are prepared
based on the research model and according to theory (Notoatmodjo, 2012) the concept
framework is a formulation or implication of the theoretical framework or theories that
support the research. The model framework is developed as presented in the following
diagram:

Empowerment
(%1}
\ ~ \lf
Work Motivation Organizational Turnover Intention (Y2}
(2} —_— Commitment —
(Y1}

Physical Work Environment
(%2

Figure 1. Research Mindset

I11. Research Methods

3.1 Method and Sample

This study used non-probability convenience sampling method to get the right
number of respondents for this study. A total of 180 questionnaires were distributed, and
those that had complete contents and returned as many as 100 questionnaires and were
used as research data. Respondents consisted of women and men. A total of 100 besponden
are less than 25 years old, the majority of respondents are unmarried (65%), and 59% of
respondents have a working period of less than three years.

3.2 Data Collection Techniques

The interval scale is the scale used in this study. While the questionnaire will be
formed with a Likert scale which according to Sugiyono (2018). Data was obtained by
distributing questionnaires to teachers of the Jakarta People's College Foundation.

1. Results and Discussion

4.1 Respondent Profile

The total respondents of this study were 100 respondents. From the results of
respondent data processing, it can be seen that the most age is 31-40 years with a
percentage of 31%, based on the type of women, which has a large number of respondents
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by 65%, and based on the longest working period dominated by 6-10 years of work, which
is 36%, based on education, it seems that the most education is S1, which is 80%.

4.2 Validity and Reliability Test

Convergent validity of a measurement model with reflection indicators that can be
inferred or assessed based on a correlation between item score / component score with
construct score that can be seen or assessed based on calculations using AMOS. To be able
to evaluate convergent validity, you can assess the value of the loading factor. The
indicator can be said to have good convergent validity if the convergent validity value >
0.5.

Table 1. Validity Test

Average Variance .
lndikatar Extracted (AVE) Kesimpulan
Xl 0,54 Vahd
) 0.52 Valid
X3 0.60 Vald
Yl 0.71 Vald
Y2 0.59 Vald

Source : Data processed by Amos,2023

To be able to test construct validity, it can also perform a construct reliability test that
can be measured with two criteria including composite reliability and cronbach alpha from
an indicator block that measures constructs. The construct can be declared reliable if the
value of composite reliability or croanbach alpha is above 0.50.

Table 2. Composite Reliability (CR) values

Indikator Compaosite Reliahility (CR) Kezimpulan

X1 0,56 Realibel

X 088 Realibl

X3 087 Realibel

Tl 08 Realibl

Yl 087 Realibel |

Source : Data processed by Amos,2023

Based on the data listed in the table above, it can be concluded that the CR of all
variables latent to the indicator has a composite reliability (CR) value of > 0.7 or realistic.

4.3 Test the hypothesis

In this study, hypothesis testing will use the following decision-making basis: If p
value < 0.05 and t statistics > 1.96 then the hypothesis is accepted If p value > 0.05 and t
statistics < 1.96 then the hypothesis is rejected.

1. Direct Influence Analysis
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Table 3. Results of Direct Influence Parameters between Variables Based on SEM Model

No D;:;ﬁ:ﬁhi b;nagfgiluh Estimate | SE | CR P Keterangzan
1 KO (Y. EP (X} 0321 | 080 | 239 | 0002 | positf signifikan
1 KO (Y.} MK (X2) 0.582 | 0.224 | 2599 | 0.000 | positif signifikan
3 KO(Y) LEF(X:) | 0448 | 0317 | 2.094 | 0.003 | positif signifikan
4 TI(Y:) EP (X} 0573 | 0085 | 0467 | 0000 | negatif signifikan
3 TI(¥3) ME (X2 0386 | 0345 | -3.255 | 0,000 | nezatfsignifikan
6 TI(Y3) LEF (3) 0490 | 0381 | -1.286 | 0,000 | nezatfsigmifikan
! TI(Y.) KO(Y) | 0408 | 0215 | -1899 | 0003 | nesatifsignifikan

Source : Primary Data processed by AMOS, 2023
2. Indirect Influence Analysis

Table 4. Results of Indirect Influence Analysis through Organizational Commitment

NO Jalur T hitung t tabel Kesimpulan
8 EP-KO-TI -2.8396 1.96 Ditolak
9 ME-KO-TI 7.0279 1.96 Diterima
10 LEF-KO-TI 5444 1.96 Diterima

Source : Primary Data processed by AMOS, 202

The results of Hypothesis 1 are accepted, which means that it can be concluded that
there is a positive and significant influence of Empowerment on organizational
commitment. Research conducted by Hanaysha (2016) shows that organizational
commitment can be influenced by empowerment.

H2 is accepted, which means that it can be concluded that there is a positive and
significant influence of work motivation on organizational commitment. The results of this
study are in line with research conducted by Nurcahyo (2011) stating that motivation has a
partial significant effect on organizational commitment, and also Prabasari (2013) stating
that there is a positive and significant influence of motivation variables on organizational
commitment.

H3 is accepted, which means that it can be concluded that there is a positive and
significant influence of the physical work environment on organizational commitment. The
findings of this study reinforce the opinions expressed by Shirey (2016) about the general
characteristics of a healthy work environment, namely employees are treated with respect
and fairness, mutual trust between management and employees, good communication
between fellow employees and between superiors and subordinates, views of individuals as
assets, and encourages each individual to feel physically and emotionally safe.

H4 is rejected, which means that it can be concluded that there is a negative and
significant influence of empowerment on turnover intention. Employee empowerment does
not have a significant effect on turnover intention. This result is very contrary or contrary
to previous studies conducted by previous researchers, namely Pradita (2019), Kim and
Fernandez (2015), Ifthikhar and Khan (2019).

H5 is rejected, which means that it can be concluded that there is a negative and
significant effect of work motivation on turnover intention. This finding is the same as the
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results of Jandu and Marsianus' research in their Thesis (2015) entitled "The Effect of
Work Involvement, Motivation, Compensation, and Leadership Style on Turnover
Intention”

H6 is rejected, which means that it can be concluded that there is a negative and
significant influence of the physical work environment on turnover intention. The results of
this study are reinforced by research by Dwiyanto, Sularso, and Handriyono (2018) which
shows a significant negative influence of the work environment on turnover intention. He
further stated that a conducive work environment, both from physical and non-physical
dimensions, affects turnover intention.

H7 is rejected, which means that it can be concluded that there is a negative and
significant influence of the physical work environment on turnover intention. In this study,
organizational commitment also contributed the most dominant effect on turnover
intention. This result is supported by a previous empirical study conducted by Sutanto
(2013), "organizational commitment has a negative and significant influence on turnover
intention™.

The results of hypothesis 8 research stated that the hypothesis was rejected because the
organization's commitment failed to intervene in turnover intention in the Jakarta People's
College Foundation Teachers. These results show that indirectly organizational
commitment does not intervene in the relationship between empowerment and turnover
intention and this result is not in line with previous research. But this result is supported by
(Gede &; sunny, 2019) who explained that empowerment does not affect turnover intention
through organizational commitment.

H9 is accepted, which means that it can be concluded that there is a positive and
significant influence of work motivation on turnover intention through organizational
commitment. The results of the study stated that the hypothesis was accepted because the
organization's commitment succeeded in intervening turnover intention in the Jakarta
People's College Foundation Teachers. The results of testing the ninth hypothesis are
known that the variable of organizational commitment acts as an intervening variable
between work motivation and turnover intention at the Jakarta People's College
Foundation.

H10 is accepted, which means that it can be concluded that there is a positive and
significant influence of the physical work environment on turnover intention through
organizational commitment. The results of the study stated that the hypothesis was
accepted because the organization's commitment succeeded in intervening turnover
intention in the Jakarta People's College Foundation Teachers.

4.4 Limitations and future research suggestions

There are a number of limitations to this study. First is the issue of representation. The
sample of this study consisted mostly of employees who were young (less than 25 years
old), and single (unmarried), so it may not represent values and perceptions for employees
who are more senior (over 35 years). Future research suggests using a more varied sample
by increasing the percentage of employees over the age of 35. Second, the use of
convenience sampling (a non-probability sampling method) limits the generalizability of
findings. Future research is recommended to use analysis techniques that can
simultaneously display the model simultaneously, for example by using Partial Least
Square (PLS) with a multi-group sample approach.
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V. Conclusion

The conclusions of this study are (1) The first, second, third, ninth, and tenth
hypotheses, (2) The four, five, six and seventh hypotheses on turnover intention did not
have a significant effect. Organizational commitment successfully intervenes the physical
work environment against turnover intention. With a growing sense of organizational
commitment due to a low physical work environment, turnover intention will increase.

The suggestions from this study are (1) Human Resource Management can also
examine variables that have never been studied by the Jakarta People's College Foundation
such as Job Satisfaction, Job Stress, and other variables (2) Human Resource Management
should coordinate a lot with each division head on every obstacle experienced.
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