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Abstract  

The purpose of this study was to investigate how of job satisfaction that mediates the intention 

to quit employees from the company that determined by organizational commitment. The study 

used the explanatory method, and the sample was based on a questionnaire distributed by 120 

respondents with SEM analysis. The results of this study indicate that organizational 

commitment and job satisfaction have a positive and significant effect on intention to quit. The 

positive effect of organizational commitment shows that employees have a high desire to quit. 

Opportunities to leave the organization are getting stronger because company leaders are aware 

of their behavior. The positive effect of organizational commitment on job satisfaction has also 

increased. Actions taken by employees are more directed towards expectations because 

extrinsically job satisfaction has an important role for the work itself. It strengthens the 

emotions of employees to work better. Another finding, also states that organizational 

commitment mediated by job satisfaction also responds to the employee's desire to quit, this 

positively also places the work they are engaged in, and contributes practically because high 

job satisfaction generally results in high employee retention rates. 

 

 

Keywords  

Organizational commitment; job satisfaction; Intention to Quit  
Received: 22 September 2022; Accepted: 17 October 2022; Published Online: 31 December 2022 
DOI: 10.21776/ub.apmba.2022.011.02.5 

 

Introduction 

 

Resource support is critical to the 

company's success. In particular the quality 

of employees. This is reinforced to gain the 

company's trust. In addition, companies 

must pay attention to employee welfare, 

because employees are not always aware of 

the intention to quit. As Treglown et al., 

(2018), that intention to quit is a deliberate, 

intentional desire to leave the organization 

in the near future, and as the last step in the 

process of withdrawal cognition. Employee 

turnover intention refers to the possibility 

that employees will leave their current 

position (Ngamkroeckjoti et al, 2012).  

 

Employee turnover intentions are always 

prioritized by every organization, 

regardless of the location, size, or nature of 

the business (Long et al, 2012), while 

Robbins and Judge (2018), reveal that one 

of the main problems faced by 

organizations is the desire to move.  
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Dzenopoljac et al., (2018) examined 

Knowledge Management practices and 

analyzed it to have a positive and significant 

impact on perceived retail business 

performance. Retailing involves the sales of 

products or goods from the point of 

purchase to a customer who has an intention 

to use the product (Chegg, n.d.). 

 

Some other researchers, for example Tsai et 

al., (2020), high employee turnover as a 

result of burnout, organizational politics, 

and job stress. Huang and Su (2016), 

revealed that intention to quit is the last part 

of the decision-making process. 

Furthermore, the IT and software industries 

are expanding their efforts to identify 

voluntary employee turnover, and career 

change decisions (Jothi & Wesley, 2017), 

whereas voluntary turnover, capable and 

competent employees may leave the 

organization to work elsewhere (Singh et al. 

, 2014). Distinguishing coaching standards 

from speculation that most workers change 

their minds about leaving the company. 

This is because of their dissatisfaction with 

the company. High job satisfaction 

(Jimenez et al., 2017), and is associated 

with low intention to quit (Bonenberger et 

al., 2014). We believe, the researcher's 

findings are significant because they have a 

greater impact on employee attitudes, 

intention to switch, intention to move to 

another organization, and commitment to 

stay.  

 

According to Al-Muallem et al. (2019), 

surveyed employees are happy and 

committed to their current job. Meanwhile, 

they intend to resign because they failed to 

fulfill their commitments. A person's 

mindset or attitude towards an organization 

is referred to as organizational commitment 

(Luthans, 2015), and employees must be 

committed because they play a role in 

organizational values rather than leaving 

the organization (Enny and Rachman, 

2019). Employee satisfaction has a high 

influence and can reduce the intention to 

change jobs, so that strong employee 

engagement does not only have confidence. 

However, employees have a high level of 

commitment, they prefer to stay in the 

organization, and reduce turnover 

intentions because they are satisfied with 

the work done. Several other researchers, 

who have examined organizational 

commitment, have been directed both 

through related theories and empiricism, for 

example Badri and Megaliza (2022), Sufia 

et al., (2020), Wagiman and Susannto 

(2019), Erdenekhuu et al., (2018), Pranita 

(2017), and Renyut et al., (2017), reveal that 

organizational commitment has a positive 

effect on employee job satisfaction; or job 

satisfaction refers to an individual's general 

attitude towards his job (Robbins, 2015).  

 

Organizational success in increasing 

employee commitment is related to their 

intention to quit as well as their satisfaction. 

The main focus of the organization is on 

employee satisfaction; the goal is to reduce 

employee intention to leave. According to 

Luthans (2015), there is a close relationship 

between job satisfaction and intention to 

quit, and Robbins (2015), expressing high 

job satisfaction expectations from 

employees can reduce their intention to 

quit. The desire of employees to leave the 

company can be reduced by managers or 

leaders if they pay more attention to 

employees, especially on job satisfaction 

(Machado et al., 2016). This concept 

contradicts the findings of Masum et al., 

(2016) and Romadhoni et al., (2020), there 

is a negative relationship between job 

satisfaction and intention to leave one's 

current job. The differences in the 

researchers' findings become the main focus 

in the discussion because the specific 

organizational contexts are shaped by the 

co-existence of the two types of 

organizations—temporary and permanent 

to better understand job satisfaction, 

organizational commitment, and intention 

to move; this is employee-job fit as an 

antecedent of individual achievement. 

Between likes and dislikes. They are less 

aware, the feeling of doing work has the 

intention to stop, they are still committed to 

maintaining the work they are doing. 

Although other organizations have more 

convenience.  
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Several previous studies have also 

discussed the desire of company employees 

who have the intention to quit, for example 

Chang Lee et al., (2012), Sari et al., (2016); 

Ramalho Luz et al., (2016), Kim, (2018); 

Erdenekhuu et al., (2018); Puspitawati and 

Atmaja, (2019); Yukongdi and Sheetha 

(2020); Vizano et al., (2020), found the 

negative effect was greater than the positive 

effect, because the intention to leave the job 

was quite high. Other studies show a 

different picture of the phenomenon that 

occurs; they both disagree, this depends on 

the employee's beliefs and emotions, what 

is the intention to leave the organization, 

really happens. Because they are satisfied 

and dissatisfied at work, there must be, and 

what organizational commitment affects the 

intention to quit with job satisfaction. 

Finally, impact on intention to quit; In 

addition, job satisfaction and organizational 

commitment have a negative effect on 

intention to quit.  

 

The greater the employee's desire to leave 

his job, the greater his commitment to 

understanding the environmental conditions 

of the organization. The desire to leave 

employees affects job dissatisfaction, low 

levels of organizational commitment and 

high job stress (Anjani et al., 2018). As 

researched by Gill et al., (2011), Pasewark 

and Strawser (2017), and Srinadi and 

Supartha (2015), that job satisfaction as an 

intervening variable has a direct effect on 

employee turnover intentions, and has a 

negative relationship with commitment, 

while Maharani and Mashuri (2019), 

revealed that there is a negative relationship 

between job satisfaction and the desire to 

leave, so the higher the job satisfaction, the 

lower the desire to leave the employee.  

Based on the study of these problems, a 

research question stated as the research 

objective is that organizational commitment 

with job satisfaction has an effect on the 

intention to quit company employees other 

than as a mediation.  

 

 

 

Theory and Hypothesis Development  

Intention to Quit  

The intention to quit is the desire that every 

individual employee of the organization has 

to do something. According to some 

researchers, expressing intention to quit is 

the tendency of employees to leave their 

jobs voluntarily, and of their own accord. 

As Mathis and Jackson (2013), that 

intention to quit is the process by which the 

workforce leaves the organization and must 

be replaced. The desire to change 

employees is associated with a higher level 

of scientific competence education 

(Delobelle et al., 2011; Stewart et al., 2011). 

Intention to quit refers to the ultimate reality 

of the organization, and the number of 

employees who leave the organization 

within a certain period, while the 

employee's desire to quit refers to the 

employee's intention to leave the 

organization. The employee's desire to 

move refers to the results of the individual's 

evaluation, and the continuation of the 

relationship with the organization that has 

not been realized due to his actions, is sure 

to leave the organization. This can be used 

as an assessment for the measurement of 

indicators. According to Mobley et al., 

(2011), indicators for measuring employee 

intention to quit can be done through 

thoughts of quitting, their intention to quit, 

and the search for alternative jobs, while the 

intention of people who want to resign from 

their jobs, and look for other jobs before 

deciding to leave (Wen T. et al., 2018). 

 

Relationship between Organizational 

Commitment and Intention to Quit  

Organizational commitment is an attitude 

that reflects employee loyalty to the 

organization, as well as a continuous 

process in which members of the 

organization express their concern for the 

success and progress of the organization. As 

revealed by Kreitner and Kinicki (2014) 

that organizational commitment is the level 

at which employees are able to recognize 

their organization and are bound by the 

organization's goals, because their emotions 

show a willingness to work sincerely to 



204        Mochammad Munir Rachman, et. al 

 

Asia-Pacific Management and Business Application, 11, 2 (2022): 201-220 

achieve organizational goals and have high 

enthusiasm to continue working for the 

organization.  

 

Committed employees love the 

organization, and are willing to put forth a 

high level of effort for the benefit of the 

organization and the achievement of 

organizational goals. According to Luthans 

(2015), organizational commitment 

produces positive outcomes such as high 

performance, low intention to quit, and low 

absenteeism. Furthermore, employee 

commitment is related to other desired 

outcomes, such as the perception of the 

organizational environment, which is a 

warm and supportive environment, as well 

as being a good team member and willing to 

help, while Mayer et al., (2012), revealed 

three aspects in building employee loyalty. 

organizations including, affective 

commitment, which is related to employee 

emotional bonding, identification, and 

involvement in the organization because of 

the desire for self; identification of, and 

involvement in the organization out of self-

interest; and involvement in the 

organization out of self-interest. Second, 

commitment based on ongoing needs, and 

third, normative commitment, namely 

commitment based on employee norms, 

such as an individual's sense of 

responsibility towards the organization. So 

an employee stays because of his loyalty. 

Several previous studies, for example 

Rahman & Rivai (2020), Salleh et al., 

(2012), Kim et al., (2015), and Sari et al., 

(2016), reveal that organizational 

commitment has a positive and significant 

effect on employee intentions to leave the 

organization. Employees feel comfortable if 

the organizational commitment shown is 

consistent with management's commitment 

to employees. As a result, positive 

influences can change the behavior of 

employees who are more committed to 

doing their jobs, and the desire to move will 

never occur. Finally, hypotheses are 

proposed in this study, namely:  

H1: Organizational commitment affects the 

intention to quit.  

 

Relationship between Organizational 

Commitment and Job Satisfaction  

Organizational commitment has been a 

topic of discussion for many companies. As 

a policy given by employees to reduce 

employee termination intentions. 

Organizational commitment can be defined 

as the relative strength of an individual's 

identification with and involvement in a 

particular organization. This can be 

characterized in terms of three factors; 

strong belief in and acceptance of the 

organization's goals and values; willingness 

to exert considerable effort on behalf of the 

organization; and a strong desire to 

maintain membership in the organization 

(Suma and Lesha, 2013), and organizational 

commitment became one of the most 

fashionable variables studied in the last 

three or four decades.  

 

On the other hand, with regard to 

organizational commitment, its 

conceptualization, measurement scale and 

theoretical basis have all varied over the 

years. we found a multidimensional 

construction model (Llobet and Fito, 2013). 

Organizational commitment and job 

satisfaction have been two recurring 

constructs in the scientific literature on 

work organization. Traditionally, they have 

been associated with desirable and 

undesirable behaviors of those who interact 

within organizational systems. As 

theoretical models have evolved, for 

example these have resulted from in-depth 

analysis of antecedents (eg satisfaction), 

consequences (ie organizational citizenship 

behavior), and correlations, namely job 

satisfaction (Llobet and Fito, 2013). Other 

studies, for example, Pranita (2017), 

Wagiman and Sutanto (2019), Sufia et al., 

(2020), Ratnasari et al., (2020), Badri and 

Megaliza (2022), that organizational 

commitment has a strong positive 

relationship influence in providing 

employee job satisfaction. This is the desire 

of employees in obtaining satisfaction as 

desired, as is the commitment of the 

company's organization. Finally, 

hypotheses are proposed in this study, 

namely:  
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H2: Organizational commitment has an 

effect on job satisfaction. 

Relationship between Job Satisfaction and 

Intention to Quit  

Job satisfaction reflects a person's feelings 

about his job, work situation, and co-worker 

relationships. As Luthans (2015) expresses 

job satisfaction as an individual feeling 

expressed by people who like or dislike the 

work they receive in support of 

organizational goals, this is measured 

through several indicators such as 

salary/wages, the work itself, promotion 

opportunities, supervision, co-workers, and 

working conditions.  

 

Several previous studies on job satisfaction 

such as Anwar & Shukur (2015), that the 

effect of a positive relationship on intention 

to quit, and Ibrahim et al. (2016), that job 

satisfaction has a negative and significant 

effect on employee turnover intentions. 

This shows that the greater the job 

satisfaction of the employees, the less likely 

they are to express their intention to quit. 

The direction of the negative relationship 

shows that if the employee job satisfaction 

variable is getting better or increasing, then 

the employee turnover intention variable 

will decrease.  

 

Other studies, such as Celik & Oz (2011), 

Swider et al. (2011), Arshadi & Damiri 

(2013), Mathieu, et al (2015), Galletta, et al 

(2016), Chavadi et al. (2021), revealed that 

job satisfaction has a negative and 

significant effect on intention to leave. Then 

Chen et al. (2015), Bangwal and Tiwari 

(2018) found that job satisfaction has a 

positive and significant effect on 

employees' intention to stay. Luz et al. 

(2018), employees who receive satisfactory 

salaries tend to have a strong relationship 

with turnover intention.  

 

Based on the results of the study, there are 

still differences in the relationship between 

job satisfaction and intention to move 

because it is related to job dissatisfaction. 

We realize that changing employee 

attitudes and behavior is difficult, because 

they do not understand when they have the 

feeling to want to move. Finally, hypotheses 

are proposed in this study, namely: 

H3: Job satisfaction affects employees' 

intention to quit  

 

Relationship between Organizational 

Commitment and Intention to Quit through 

Job Satisfaction  

Organizational commitment is an 

individual's psychological state associated 

with a strong belief, belief and acceptance 

of the goals and values of the organization, 

a strong willingness to work for the 

organization and the degree to which they 

still want to be members of the 

organization. According to Moorhead and 

Griffin (2013), organizational commitment 

is an attitude that reflects the extent to 

which an individual recognizes and is 

bound to his organization. An individual 

who has high organizational commitment is 

likely to see himself as a true member of the 

organization.  

 

On the other hand, an individual who has 

low organizational commitment will have a 

tendency to leave the organization. This 

shows that an individual feels that he has 

not received the job satisfaction as 

expected. Job satisfaction and 

organizational commitment were identified 

as common factors that predict employees' 

desire to stay or leave the organization 

(Chang et al., 2013).  

 

The relationship between organizational 

commitment and employee's intention to 

quit through job satisfaction has been done 

quite a lot by researchers, including 

Biantoro (2012); Azeez et al., (2016); 

Setiawan and Harahap (2016); Kurniati and 

Simbolon (2019); Andriawan and Games 

(2019), that organizational commitment has 

a positive influence on the intention to quit 

through employee job satisfaction. 

Employee commitment becomes a priority 

if the expected job satisfaction is in 

accordance with the work itself, and the 

occurrence of intention to quit can decrease 

because the strong commitment of 

employees is higher. Some of the findings 

of the relationship between these variables 
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can be used as the basis for this study, so 

that the proposed hypothesis is as follows:  

H4: Organizational commitment affects the 

intention to quit through employee job 

satisfaction. 

 

Based on the problems and hypotheses 

proposed in this study, it can be clarified 

with theories and research concept models 

as shown in the image below; 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1. Conceptual Framework and Hypothesis Development 

 

Research Methods  

Research Type and Design  

This type of research distinguishes 

sampling techniques, explanatory methods, 

emergence of variables, and research 

development models, while the research 

design details important procedures for 

obtaining the information needed to 

develop, and solve the problems studied 

(Rachman, 2018). The design of this study 

uses the explanatory method because it tests 

hypotheses and reveals the relationship 

between variables (causality relationship).  

 

Sample and Sample Technique  

The population of this study were 

employees of PT. Son of Lingga Persada 

Sidoarjo. Furthermore, the sampling 

technique uses purposive because to adjust 

the sample size with the calculation of the 

number of indicators used as observation 

indicators of latent variables. The sample 

size is calculated by multiplying the number 

of observed indicators by 5 to 10 (Hair et 

al., 2012). There are 12 indicators of 

research observations from three constructs 

or latent variables, so that a sample of 120 

research respondents is obtained.  

 

Measurement and Data Analysis 

Techniques  

The purpose of this study is to analyze and 

prove the occurrence of the intention to quit 

the organization's employees. This study 

uses 12 observation indicators with 36 

items, and instrument item testing is 

measured using a Likert scale assessment, 

to generate validity through an assessment 

of score 1 with a strongly disagree category 

(STS), an assessment score of 2 with a 

disagree category (TS), an assessment a 

score of 3 with a neutral category (N), an 

assessment of a score of 4 with a agree 

category (S), and an assessment of a score 

of 5 with a strongly agree category (SS), 

while to produce reliable or consistent 

results, use the Cronbath's Alpha formula 

with a coefficient value greater than 0 .90 is 

categorized as perfectly reliable, the 

coefficient value between 0.70 – 0.90 is 

categorized as high reliable, the coefficient 

value 0.50 – 0.70 is categorized as 

moderately reliable (medium), and if the 

coefficient value is less than 0.50 it is 

categorized as low reliable/unreliable 

(Rachman, 2018). The reliability results are 

identical to the measurement of 

confirmatory factor analysis (CFA) in SEM 

analysis by accepting the relationship 

model between constructs in the study, 

including as proof of hypothesis 

development with an assessment of less 

than 0.05 (accepted/significant) and greater 

than 0.05 (rejected/not significant). 

 

 

 

 Organization 
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Results and Discussion  

Confirmatory factor analysis (CFA)  

The results of confirmatory factor analysis 

of each latent variable can be shown as 

follows:  

Organizational Commitment Confirmatory 

Factor Analysis  

To determine the weight of the loading 

factor coefficient of each indicator, it is 

explained that the organizational 

commitment construct that builds the three 

observation indicators is shown in the 

standardized loading factor with indicators 

OC1 and OC3 having coefficient values of 

1.135 and 0.500 greater than 0.50 and the 

results are declared Fit (according to and 

accepted as a CFA measurement model), 

except for OC2 with a coefficient value of 

0.295 less than 0.50 and the results are 

declared not fit to be accepted as a CFA 

measurement model, but can still be 

declared managerial (there is still 

tolerance), while the indicators OC1, OC2, 

and OC3 each 0.000; 0.028; 0.013 less than 

0.05 as required; the results have a positive 

and significant effect; so that the model that 

forms the three indicators is able to 

strengthen the construct of organizational 

commitment, which has the suitability to 

carry out work activities and is able to bring 

emotional feelings to organizational values. 

As the three indicators strengthen 

employees' beliefs in working with 

affective, normative and alternative or 

sustainable commitments that reflect 

employee concern in supporting company 

goals. He stayed at work, what the company 

wanted just as the original commitment that 

was instilled in them remained for the 

organization.  

Job Satisfaction Confirmatory Factor 

Analysis  

To determine the weight of the loading 

factor coefficient of each indicator, it is 

explained that the job satisfaction construct 

that builds the six observation indicators is 

shown in the standardized loading factor 

with indicators WS3, WS4, WS5, and WS6 

having coefficient values of 0.773, 0.691, 

0.604 and 0.664 greater than 0.50 and the 

results are declared Fit (suitable and 

accepted as a CFA measurement model), 

except WS1 and WS2 are 0.262 and 0.236 

are less than 0.50 and the results are 

declared not fit to be accepted as a CFA 

measurement model, but can still be 

declared managerial (still there is 

tolerance), while the indicators for WS1, 

WS2, WS3, WS4, WS5, and WS6 are 

0.001; 0.003; 0.000; 0.000; 0.000 and 0.000 

are less than 0.05 as indicated, the results 

have a positive and significant effect; so that 

the model that makes up the six indicators 

is able to build a construct of job 

satisfaction, while the thinking power of 

employees subconsciously likes the work 

they are doing, they are satisfied with the 

work done, without any sense of burden. So 

that job satisfaction is supported by several 

indicators such as salary, work itself, 

promotion opportunities, supervision, co-

workers, and working conditions have been 

carried out according to their commitment. 

The hope is to meet the company's goals.  

 

Intention to Quit (IQ) Confirmatory Factor 

Analysis  

To determine the weight of the loading 

factor coefficient of each indicator, it is 

explained that the Intention to Quit (IQ) 

construct that builds the three observation 

indicators is shown in the standardized 

loading factor with IQ1 and IQ2 indicators 

having coefficient values of 0.647 and 

0.570 greater than 0.50; and the results are 

declared Fit (appropriate and accepted as a 

CFA measurement model), except IQ3 is 

0.357 smaller than 0.50 and the results are 

declared not fit to be accepted as a CFA 

measurement model, but can still be 

declared managerial (there is still 

tolerance), while the OC1 indicator , OC2, 

and OC3 are 0.000; 0.000; 0.000 is less than 

0.05 as required; the results have a positive 

and significant effect; so that the model that 

forms the three indicators is able to support 

the construct of intention to quit, while the 
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employee's desire to move to another 

organization is weak because between 

conscious and unconscious they have no 

intention to move. This indicates, they 

choose to remain in the organization where 

they work. They like the work they do. 

Intention to move to another organization is 

weakened, organizational support for 

employees convinces the organization in its 

seriousness to meet the achievement of 

organizational goals. The weak intention to 

move is getting stronger, they prefer to stay 

to keep working in accordance with their 

emotional and self-confidence at work. 

Although supported by three observational 

indicators, such as thinking about quitting, 

intention to quit, and looking for alternative 

jobs, they were able to influence employees' 

thinking power to stay in the organization. 

 

Structural Equation Modeling (SEM) 

Analysis  

Prior to statistical testing of the conceptual 

framework model, an analysis of the 

observation indicators was first performed 

using the measurement model process or 

confirmatory factor analysis (CFA) test. As 

the CFA model of the three constructs; 

organizational commitment, job satisfaction 

and intention to quit each of the results were 

met and accepted because they had a 

positive and significant effect, with p less 

than 0.050; so that the model built through 

the theory of latent variables/constructs 

analyzed by Structural Equation Modeling 

(SEM) is accepted, while the 

multicollinearity and singularity analysis on 

the determinant of the sample covariance 

matrix (Determinant of sample covariance 

matrix) obtained a coefficient value of 

14.001 greater than 0.000; This indicates 

that there are no symptoms of 

Multicollinearity and Singularity, so the 

resulting data is suitable for use as 

information, and can be continued as 

research data.  

 

Furthermore, we analyzed the structural 

relationship between variables or structural 

equation modeling by testing the suitability 

or Goodness of Fit which specified the 

model with the same residual constraint for 

3 first-order constructs with variance, so we 

were able to build a covariance relationship 

between errors as shown in the results of the 

modification analysis in Figure 2. Below 

this; 

 
Figure 2. Relationship between constructs model with SEM analysis 

 Source: Primary data processed by researchers with SEM Analysis 
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Based on Figure 2. the analysis of the 

coefficient of Goodness of Fit was obtained 

using the SEM analysis technique as shown 

in Table 1. below; 

 

Table 1. Evaluation Goodness of Fit 

Goodness of Fit Indices  
Analysis Results Cut-off Value Evaluasi Model  

Chi-Square 23,038 Expected small  Pretty good 

CMIN/DF 0,640 ≤ 2,00  Good  

Probability 0,954 ≥ 0,05 Good  

RMSEA 0,000 ≤ 0,08 Good  

GFI 0,982 ≥ 0,90  Good  

AGFI 0,960 ≤  0,90 Good  

TLI 1,036 ≥ 0,95 Good  

CFI 1,000 ≥ 0,95 Good  

NFI 0,968 ≥ 0,90  Good  

Source: Results of research data processing with SEM analysis 

 

From Table 1. it is sufficient to show that 

the results of the evaluation of the suitability 

of the structural model of the resulting data 

are suitable because they meet all the 

required criteria, as well as the 23,038 chi-

square analysis the results are good, as well 

as CMIN/DF, p, RMSEA, GFI, AGFI, TLI, 

SFI and the NFI is declared according to the 

results or accepted by the conceptual 

framework model for research analysis. 

Thus, the structural model analyzed in this 

study there is no difference between the 

sample covariance matrix and the estimated 

population covariance matrix, so the model 

used as a study can be accepted. 

Furthermore, the analysis is carried out for 

parameter estimation.  

Hypothesis Test  

In accordance with the research objectives 

are to test and prove the theory that has a 

causal relationship between constructs as 

presented in Table 2. in the standardized 

Regression Weight analysis; 

 

Table 2. Standardized Regression Weights 
   Estimate S.E. C.R. p Description 

Work_Satisfaction <--- Organizational_Commitment ,316 ,071 2,995 ,003 Sig. 

Intention_to_Quit <--- Organizational_Commitment ,305 ,096 2,269 ,023 Sig. 

Intention_to_Quit <--- Work_Satisfaction ,256 ,121 2,230 ,026 Sig. 

Source: Results of research data processing with SEM analysis 

Based on Table 2. it is shown that the 

analysis of standardized regression weights 

on the variables or constructs of 

organizational commitment has an effect on 

the intention to quit employees of PT. Putra 

Lingga Persada Sidoarjo, has an estimate 

weight of 0.305 with a probability level of 

0.023 or p less than 0.05; the result is 

positive and significant with regression 

weight. The positive influence of 

organizational commitment on intention to 

quit has a strong influence. The desire of 

employees to move to other companies is 

increasingly being realized. However, they 

persisted in not leaving the organization. 

This indicates the high response of 

employees to organizational commitment, 

even though the intention to move to 

another organization is still desired by 

employees. And, the company's 

management is aware of the attitude or 

behavior of employees, because they have a 

desire to move. It is believed, the 

employee's actions could harm the 

company, if it really happened. However, 

several previous studies discussing 

intention to quit are considered important, 
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for example Singh et al., (2014), Judeh 

(2012) and Sifuna and Abaasi (2014), have 

a significant positive effect on employee 

intention to quit. In particular, employees 

feel a high level of company support, they 

are less likely to want to leave the company. 

The company's management believes that 

the organization values their contributions 

and cares about their well-being. The 

reason, avoiding the desire to move. 

Furthermore, the intention to quit received 

a response from the company's 

management. This is identical to the 

researcher, that the high intention to quit on 

employees can be a burden for the 

company, because it has a bad impact on the 

company; Overall, the intention to quit also 

has an impact on direct replacement costs. 

Companies need to respond and take 

policies related to intention to quit, because 

the costs incurred are for replacement costs. 

Finally, the company bears the overall costs 

for new employees, for example 

recruitment and training of new employees. 

There are other researchers who disagree 

with employee commitment, as expressed 

by Iqbal et al., (2014), Wahyono and 

Riyanto (2020) that the positive effect of 

high employee commitment is that they 

prefer to stay and work with the 

organization rather than leaving the 

organization, while Hidayat et al. (2020) 

organizational commitment is not a strong 

predictor to predict their intention to quit. It 

is necessary to investigate other factors of 

their work attitude, which have a greater 

influence. Therefore, organizational 

commitment arises from the emotions of 

employees, internally and externally they 

have a commitment to persist in doing 

work, not leaving the organization so that 

the desire to move to the organization is 

unlikely to occur. 

 

Then from Table 2. it is shown that the 

analysis of standardized regression weights 

on the variables or constructs of 

organizational commitment affects the job 

satisfaction of PT. Putra Lingga Persada 

Sidoarjo, has an estimate weight of 0.316 

with a probability level of 0.003 or p less 

than 0.05; the result is positive and 

significant with regression weight. The 

positive effect of organizational 

commitment on employee satisfaction 

shows that the desired job expectations of 

the company are high. This signifies 

commitment that manages and builds 

relationships with their increased 

satisfaction. They understand, between 

individual and company needs, even create 

more emotional support to get satisfaction 

with their work, and organizational 

commitment has a positive influence 

(Yucel, 2012; Loan, 2020). Some 

researchers also reveal that organizational 

commitment has a positive effect (Sufia et 

al., 2020; Ratnasari et al., 2020; Badri and 

Megaliza, 2022). The most dominant factor 

is affective commitment, and able to 

increase their job satisfaction through the 

level of extrinsic and intrinsic job 

satisfaction. However, there is no 

association between job satisfaction and 

organizational commitment, because the 

observed indicators such as salary rewards, 

the work itself, career advancement or 

promotion opportunities, supervision, 

working conditions, co-workers and other 

activities have an influence on increasing 

job satisfaction. The achievement of 

maximum job satisfaction leads to an 

increase in organizational commitment and 

reduces the number of employees in the 

organization with software (Jan, N.A., et al., 

2015), and consequently, effective 

employee satisfaction is the most prominent 

extrinsic job satisfaction to get their 

commitment to the organization. they. 

Researchers consider employee job 

satisfaction more than the results of 

previous studies on the grounds that 

employee satisfaction is more committed to 

the organization. They also have greater 

autonomy over work processes, such as the 

ability to progress. Furthermore, from Table 

2. it is shown that the analysis of 

standardized regression weights on the 

variables or constructs of job satisfaction 

has an effect on the intention to quit 
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employees of PT. Putra Lingga Persada 

Sidoarjo, has an estimate weight of 0.256 

with a probability level of 0.026 or p less 

than 0.05; the result is positive and 

significant with regression weight. The 

positive effect of job satisfaction shows that 

employees' emotions can control the high 

intention to leave the company. This is most 

desirable from the employee's point of 

view, otherwise they really want to stay and 

not be locked in by the outside environment. 

However, if managerial action reduces job 

satisfaction, intention to move can 

dramatically increase. Because the intention 

to move is not reinforced by the company's 

environmental factors. Therefore, it is not 

strong enough to make them survive 

without constant job satisfaction. This 

indicates that employee satisfaction is still 

strengthening to stay afloat. They have no 

desire to leave or move to another 

organization. One reason, they keep doing 

the job itself because of consideration of 

salary (financial), family responsibilities, 

lack of outside opportunities, age and to 

some extent, or they do not want to find 

another job because they have to follow the 

new policies for the new organization. As 

expressed by Htun (2022), Ferial, et al. 

(2021), Biason (2019), that employee 

satisfaction is positively related to 

compensation, job content, job promotion 

and personal development opportunities, 

supervisor support, and work environment 

support. The findings of this study 

emphasize employee satisfaction as an 

underlying factor for motivated work. Their 

satisfaction helps to achieve organizational 

goals, and creates more beneficial working 

conditions because they love their jobs, they 

stay with their jobs, and they have no other 

choice. Because satisfaction with the 

organization is related to a positive attitude, 

not to the work itself but to the organization. 

So the intention to move to the organization 

is getting weaker. The results are identical 

to those of MacIntosh and Doherty (2010), 

Chen et al. (2015), Bangwal and Tiwari 

(2018), where the research agrees that the 

effect is significant and positive. 

Furthermore, the findings of other studies 

that found organizational commitment 

mediated by satisfaction with the intention 

to quit as shown in Table 3 below; 

 

Table 3. Standardized Indirect Effects 
 Organizational_Commitment Work_Satisfaction Intention_to_Quit 

Work_Satisfaction ,000 ,000 ,000 

Intention_to_Quit ,081 ,000 ,000 

Source: Results of research data processing with SEM analysis 

 

As Table 3. shows the analysis of 

standardized indirect effects on variables or 

constructs of organizational commitment 

that affect the intention to quit through job 

satisfaction of employees of PT. Putra 

Lingga Persada Sidoarjo, which has an 

estimate weight of 0.081; the result is 

positive and significant with regression 

weight. The positive effect of 

organizational commitment shows the 

emotional response that employees have to 

their organization; Job satisfaction as a 

mediation responds to employees' intention 

to quit for their goals. Organizations 

understand what employees want. Because 

job involvement for organizations is 

mediated by job satisfaction on intention to 

quit, this is important because they feel 

satisfied that they can meet organizational 

goals, and are beneficial to them. So 

emotional employees to do the job, no 

doubt. Their commitment is only focused 

on one job, has the sincerity in completing 

the work, and is proud of the work itself. 

Even though the working conditions for the 

organization are not satisfactory, they are 

satisfied because the rewards received in the 

form of salary have been met, the hope of 

moving to another organization has not 

been thought of, the opportunity to find 

another job is doubtful because it affects 

new conditions and policies for the 
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organization, is difficult to adjust, and 

opportunities for promotion keep them in 

the organization. Although the intention to 

leave the organization weakened. They 

realize that the work produced is beneficial 

for themselves, their families, and the 

organization. So the desire to leave the 

organization does not occur. The findings of 

this study are identical to those of Setiawan 

and Harahap (2016); Kurniati and Simbolon 

(2019); Andriawan and Games (2019), that 

organizational commitment is mediated by 

job satisfaction on intention to quit, the 

results are positive and have a significant 

effect.  

Conclusion  

This study found that organizational 

commitment has a positive and significant 

effect on intention to quit. The positive 

effect of organizational commitment shows 

that employees have a high desire to move. 

Opportunities to leave the company are 

getting stronger, companies do not 

understand and are aware of employee 

behavior. And, company leaders need to 

believe that the company values their 

contribution and cares less about their 

welfare, so that the desire of employees to 

leave the company is getting stronger, and 

the desire to change job positions has a 

positive effect. Meanwhile, the positive and 

significant influence of organizational 

commitment on employee job satisfaction 

also increases, because the actions taken by 

employees are more directed towards 

expectations. Between the needs and the 

work itself is a priority in addition to the 

rewards received such as salary. However, 

effective employee satisfaction is more 

focused on extrinsic satisfaction because it 

is not in accordance with company goals. In 

addition, job satisfaction also has a positive 

and significant effect on the intention to 

quit. The positive influence of extrinsic job 

satisfaction has an important role in 

producing their work. This further 

strengthens the emotions of employees to 

work better. However, the positive effect of 

employee satisfaction is not offset by 

rewards in the form of salary or career 

opportunities, company leaders forget that 

the role employees have contributed to the 

company has fulfilled their goals. In theory, 

job satisfaction underlies the achievement 

of goals desired by employees, and the 

intention to leave the company is an 

alternative choice for them. Other findings 

also state that organizational commitment 

mediated by job satisfaction is able to 

provide a positive response to intentions to 

leave the company where they work, and 

work involvement further enhances and 

strengthens employees' emotions towards 

their work because feelings of satisfaction 

are fulfilled, what is their goal. for example 

giving rewards, incentives and others in 

accordance with the work occupied. this 

offsets employees' demands for intention to 

leave the organization, and in practical 

terms high job satisfaction usually results in 

high employee retention rates which helps 

them reduce their intention to quit.  

 

Recommendation  

This study recommends that organizational 

commitment is important for companies. 

Leaders pay more attention and engage in 

practice to understand working conditions, 

what employees want between work and 

rewards. Job satisfaction increases because 

employees are highly emotionally 

committed to their work and organization; 

Leaders believe that the company uses their 

services, indirectly affects the intention to 

quit, but does not weaken their intention to 

leave, or their decision to leave the 

organization, and move to another 

organization, or better understand their 

desire to stay with the organization. In turn, 

high job satisfaction generally results in 

high employee retention rates. 
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