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Abstract
This study aims to examine and analyze the effect of job satisfaction and organizational
commitment on turnover intention with person organization fit as a moderating variable on
employees of PT Febri Dharma Mandiri. This research is a descriptive research with a
quantitative approach. In this study, data were collected using a questionnaire as many as 123
respondents. By reducing the outlier data, the amount of data that can be processed is 109
data. Data analysis used multiple linear regression analysis and Moderated Regression Anlysis
(MRA). The results of multiple linear regression analysis show that job satisfaction and
organizational commitment partially have a negative and significant effect on turnover intention.
Moderated Regression Analysis (MRA) shows that Person organization fit is not able to
moderate job satisfaction on turnover intention, while Person organization fit is able to moderate
organizational commitment to turnover intention. This study aims to determine the effect of job
satisfaction and organizational commitment on turnover intention with person organization fit as
a moderating variable on employees of PT Febri Dharma Mandiri. Respondents in this study
amounted to 123 employees and data that can be processed amounted to 109 data. Based on
the data that has been collected and the tests that have been carried out on the problem using
multiple linear regression models and MRA (Moderated Regression Anlysis).
Keywords: job satisfaction, organizational commitment, Person organization fit,
turnover intention
1. Introduction
Human resources are a determinant of the success of a company in achieving its goals.
Every business that is run always requires entrepreneurs to be able to try and try to stay afloat
from competition and the changes that will occur. Every company in running a business cannot
escape attention to the management of human resources who are looking for. Problems related
to human resources are decisive for a company's business and success in achieving goals,
because goals will be achieved if employees carry out their work well [1].
In an organization or company, it is never separated from the condition of employee
turnover (turnover intention). Turnover can also be referred to as the movement of labor to leave
the organization. In addition, turnover also refers to how many employees leave the
organization in a certain period [2]. Nasution [3], one must be able to see something that can
affect the organization, namely employee turnover and entry, employee turnover can have a
positive impact, but most changes have a good influence on the organization. Therefore, it is

Copyright (c) 2022 Eko Nur Pratama,Emi Suwarni, Maidiana Astuti Handayani (Author) This work
is licensed under a Creative Commons Attribution-ShareAlike 4.0 International License.

Author Notification
8 September 2021
Final Revised
11 November 2021
Published
1 January 2022

■ 75

e-ISSN: 2622-6804 p-ISSN: 2622-6812

important for the company to pay attention to every possible factor that can affect the
employee's desire to leave the company.
Job satisfaction is an important reason for employees to stay or leave the company or
organization. Because the cause of turnover intention is employee job satisfaction. And to
reduce the occurrence of turnover intention in the company, the company must at least increase
the level of employee job satisfaction. Where job satisfaction is something that is individual and
each individual has a different level of satisfaction the value system that applies to him [4].
Lestari and Mujiati [5], Job satisfaction itself is an emotional attitude in the form of love and a
sense of fun towards his work, where this attitude is reflected in behaviors such as work morale,
discipline, and work performance.
Agus [6] say that an increase in organizational commitment can be associated with an
increase in productivity and a lower turnover intention. An attitude of commitment will appear in
employees, if employees are satisfied with what is received in the company and is a form of
loyalty to the company by always providing the best for the progress and goals of the company.
One way that can be done to minimize the desire of employees to leave the company is to
ensure compatibility between the organization and employees [7]. An understanding of PersonOrganization Fit (P-O Fit) can help companies select employees with values and beliefs that
match the organization and can shape experiences that can strengthen that fit, because P-O Fit
can maintain a flexible and committed workforce.
The results of research by Parwita [8], in their research entitled the effect of job satisfaction
and organizational commitment on turnover intention (at CV Dwi Boga Utama) shows that job
satisfaction and organizational commitment have a negative and significant influence on
turnover intention. located at CV Dwi Catering Utama, Denpasar. Meanwhile, research by Yuda
and Ardana [9], entitled the effect of job satisfaction and job stress on turnover intention of
holiday inn express hotel employees, it shows that researchers have not succeeded in proving
the relationship between job satisfaction and turnover intention.
From some of the previous studies above, it can be concluded that previous researchers
showed that job satisfaction had a significant negative effect on turnover intention and there
were also researchers who showed the results of their research that job satisfaction had no
effect on turnover intention. If we add information obtained from observations at PT Febri
dharma Mandiri, in the period 2018-2019 there is a turnover that exceeds 10%, Adhi
Prabowo[10], that the normal turnover rate is around 5%-10% of the total number of
employees, while is said to be high if the turnover rate reaches 10% or more.
For the province of Lampung, PT Febri Dharma Mandiri cooperates with Abdoel Moeloek
Hospital for the use of outsourced employee services in the field of cleanliness. With the start of
the contract in 2018, due to work ties with employees using the outsourcing contract system,
this has led to decreased job satisfaction and employee commitment due to concerns with work
contracts. This has led to an increase in the number of employees who have left the company
since 2018.
Table 1
Turnover PT Febri dharma mandiri in 2018-2020
Year Number of
Number of
Turnover
employees
Employees
Percentage
Leave
2018
134
14
11%
2019
164
19
12%
2020
178
10
6%
Additional information obtained from the supervisor of PT Febri Dharma Mandiri, in
2020 PT Febri Dharma Mandiri changed the organizational structure and regulations to improve
conformity between the company and its employees in organizational commitment and job
satisfaction [11]. Changes in organizational structure were formed to expand and speed up
communication between superiors and employees. The enactment of structural changes by
adding zones into 6 sections and there is a field coordinator in each zone. This is done to
provide a more stable communication space, situation and working conditions. This change in
structure can bring employees closer to their superiors.
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Changes to policies or regulations are made by adjusting the wishes of employees and
the interests of the company. As the number of employees increases, the number of
coordinators or managers in the field will increase and it is possible for all employees to get
opportunities to get promotions. With the contract of PT Febri Dharma Mandiri at the Abdoel
Moeloek Hospital, the hospital policy also applies to the company by getting supervision from
the K3 team (occupational health and safety) and the PPI team (infection prevention and
control) for the safety of all employees of PT Febri Dharma Mandiri when work.
By dividing it into 6 zones, it makes it easier for superiors to supervise and
communicate with employees who are in each zone. With direct supervision every day,
employees can directly ask their superiors related to work and get good answers and directions
from their superiors directly. It also makes it easier for employees to get equipment and
materials used in their work. With the fulfillment of work facilities and good communication
between colleagues and superiors, it will improve the work atmosphere and can lead to
normative commitment.
Changes in policy by adjusting the wishes of employees can also be seen in changes in
salaries received by employees with a significant increase of 28%. Provide training and
theoretical learning that is used on the job to help employees succeed in competency tests to
obtain licensed professional certification. With these policies that can benefit employees, it will
make employees to consider the losses or gains that will be lost if they leave the company and
allow the emergence of continuance commitment that will make employees stay to work at the
company.
In 2020 by increasing the number of employees to a total of 178, the total turnover
percentage decreased to 6%. Based on what happened at PT Febri Dharma Mandiri, the author
has several questions regarding the existing problems. Do job satisfaction and organizational
commitment affect turnover intention?. As happened in 2020, is increasing person organization
fit in terms of job satisfaction and organizational commitment an important role in decreasing the
turnover percentage?
2. Research Method
The research method used in this study is a quantitative method. This research also includes
quantitative research that is correlational. The population in this study were all employees of PT
Febri Dharma Mandiri, totaling 178 people. Based on the results of calculations [12] the Slovin
formula, the number of samples that needed to be studied were 123 employees. The sampling
method in this study used the method of determining the sample by simple random sampling
and the value measurement technique used in this study was the Likert scale. The method used
in this research is multiple linear analysis method using SPSS program.[13]
2.1 Literature Review
Job satisfaction
Job satisfaction as an assessment of the perceived characteristics of the job, the work
environment and the emotional experience gained in the job. Job satisfaction is also an
assessment, attitude or feeling of an employee towards the work he does, and is related to
factors such as type of work, work environment, relationships between co-workers,
compensation, and social relations at work [14].
Organizational commitment
Organizational commitment is a degree or tool to see how far an employee identifies his
involvement in the organization. In other words, organizational commitment is a process where
organizational members are at the level of showing their attention to the organization, and
organizational commitment can be seen in employees who are loyal to the organization and
work wholeheartedly to help the organization achieve its goals and they will have loyalty to
survive in the organization. [15]

The Effect Of Job Satisfaction And Organizational Commitment On Turnover Intention With
Person Organization Fit As Moderator Variable (Eko Nur Pratama)

■ 77

e-ISSN: 2622-6804 p-ISSN: 2622-6812

Turnover Intention
Turnover intention is a desire to move or leave the company, where the desire has not yet
reached the stage of moving from one workplace to another or leaving the workplace. If the
desire arises, it will be seen in the behavior of employees who begin to increase absenteeism,
increase violations of work rules, have the courage to oppose or protest against superiors, and
decrease employees' sense of responsibility in completing their work [16].
Person Organization fit
Person-organization fit can be said as the similarity of values, the similarity of goals and the
compatibility between the needs of employees and the support found in the work environment,
the compatibility between individual and organizational characteristics. This conformity can be
realized if the organization has fulfilled the needs of its employees. The greater the level of
person-organization fit that occurs, the higher the impact on the results desired by the company,
including increasing job satisfaction, organizational commitment and decreasing the level of
employees leaving [17].
2.2 Hypotheses
Research Framework
From the description above, the following research framework can be described:

P-O
Fit (Z)
Job satisfaction
(X1)

H3

H4
H1
Turnover
Intention (Y)

Organizational
commitment (X2)

H2

Figure 1 Research framework
Based on the theoretical basis, the following hypotheses can be formulated:
H1: Job satisfaction (X1) has a negative and significant effect on turnover intention (Y)
H2: Organizational commitment (X2) has a negative and significant effect on turnover
intention (Y)
H3 : Moderation of Person-organization fit (Z) has a significant effect on the relationship
between job satisfaction (X1) and turnover intention (Y)
H4 : Moderation of Person-organization fit (Z) has a significant effect on the relationship
between organizational commitment (X2) and turnover intention (Y).
3. Result and Discussion
3.1 Multiple Linear Regression Test
Multiple linear regression analysis is done by specifying the equation. The results of the
calculation of the values will be described as follows:
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Table2
Multiple Linear Regression Test Results Equation 1

Y = 14,804 - 0,157X1 - 0,564X2 + e
Y = Turnover intention
βo = Constant
X1 = Job satisfaction
X2 = Organizational commitment
β1 = coefficientof variable X1
β2 = coefficientof variable X2
The explanation of the regression equation above is as follows:
1. The constant value of 14,804 means that if the variables of job satisfaction and
organizational commitment are not included in the study, the turnover intention of
employees at PT Febri Dharma Mandiri still increases by 14.804%.
2. The value of the coefficient β1 has a value of -0.157, which means that if the job
satisfaction variable is increased even more (such as by increasing employee salaries,
providing promotion opportunities, maintaining good communication between
employees and superiors), the turnover intention rate at PT Febri Dharma Mandiri will
decrease. of 0.157% with the assumption that other independent variables still have the
same value.
3. The value of the coefficient 2 has a value of -0.564 which means that if the
organizational commitment variable is increased even more (Providing jobs or tasks to
employees the abilities and interests of the employee, providing adequate rewards or
compensation in proportion to the employee's workload) Turnover intention at PT Febri
Dharma Mandiri will decrease by 0.564% with the assumption that other independent
variables have the same value.
Table3
Multiple Linear Regression Test Results Equation 2

Y = 23,662 + 0,523X1 - 2,407X2 - 0,501Z - 0,039X1Z + 0.105X2Z + e
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Information :
Y = Turnover intention
βo = Constant
X1 = Job satisfaction
X2 = Organizational commitment
Z = Person organization fit
β1= Coefficient of variableX1
β2 = Coefficient of variable X2
β3 = Coefficient of variable Z
β4 = Coefficient of variable X1*Z
β5 = Coefficient of variable X2*Z
e= Error of term (variable outside the model)
The explanation of the regression equation above is as follows:
1. The constant value of 23,662 means that if the variables of job satisfaction, organizational
commitment, and moderation of person organization fit are not included in the study, the
turnover intention of employees at PT Febri Dharma Mandiri still increases by 23.662%
2. The coefficient value 1 has a value of 0.523 which means that if the job satisfaction
variable is increased even more (such as by increasing employee salaries, providing
promotion opportunities, maintaining good communication between employees and
superiors), the turnover intention rate at PT Febri Dharma Mandiri will increase by 0.523%
with the assumption that other independent variables have the same value.
3. The value of the coefficient 2 has a value of -2.407 which means that if the organizational
commitment variable is increased even more (Providing jobs or tasks to employees [18] the
abilities and interests of the employee, providing adequate compensation or compensation
in proportion to the employee's workload) then the level of Turnover intention at PT Febri
Dharma Mandiri will decrease by 2.407% with the assumption that other independent
variables have the same value.
4. The value of the coefficient 3 has a value of -0.501 which means that if the person
organization fit variable is increased even more (such as by improving communication
between the company and employees, listening to the opinions and wishes of employees
with the aim of improving or adding to the work system and regulations that employees
want increase the suitability and compatibility between the company and its employees)
then the turnover intention rate at PT Mandiri will decrease by 0.501% with the assumption
that other independent variables still have the same value.
5. The coefficient value 4 has a value of -0.039, which means that if the moderating variable
is added to person organization fit between job satisfaction and turnover intention, it will
reduce the effect of job satisfaction on turnover intention by 0.039% which will result in an
increase in turnover intention with the assumption that other independent variables still
have the same value.
6. The coefficient value 5 has a value of 0.105, which means that if the moderating variable is
added to person organization fit among organizational commitment to turnover intention, it
will increase the effect of organizational commitment on turnover intention by 0.105% which
will result in a decrease in turnover intention with the assumption that other independent
variables remain have the same value.
3.2 T test (Partial Test)
The t test is used to determine whether or not there is a partial effect of the independent
variable on the dependent variable. Statistical analysis in this study uses multiple linear
regression analysis, which is intended to test the truth of the research hypothesis. This test is by
comparing the probability value or p-value (sig-t) with a significance level of 0.05.
The results of the coefficient values in the t-test table and comparing the probability level of
0.05 with the significance value and comparing the t-count value with the t-table is 1.659 which
is obtained from the t-table with n-k i.e. 106 and alpha 0.05. The following is a discussion of the
partial test between job satisfaction and organizational commitment to the turnover intention of
PT Febri Dharma Mandiri.
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a. The Effect of Job Satisfaction on Turnover Intention
By looking at the table, it can be seen that the t value of job satisfaction is -4.728 and the t table
is 1.659, this value indicates that the t count > t table (4.728 > 1.659) and is negative. When
viewed from the significance value of job satisfaction 0.000 is smaller than 0.05 so it can be
concluded in accordance with Hypothesis 1 that the variable job satisfaction has a negative and
significant effect on employee turnover intention.
b. The Effect of Organizational Commitment on Turnover Intention
By looking at the table, it can be seen that the t-count value of organizational commitment is 11.805 and the t-table is 1.659, this value indicates that the t-count > t-table (11.805 > 1.659)
and is negative. When viewed from the significance value of organizational commitment 0.000 is
smaller than 0.05 so it can be concluded in accordance with Hypothesis 2 that the
organizational commitment variable has a negative and significant effect on employee turnover
intention.
3.3 Moderated Regression Anlysis (MRA)
This study uses an interaction test to test the moderating variable in the form of person
organization fit using Moderated Regression Analysis (MRA) [19]. (MRA) Moderated Regression
Analysis aims to find out the results of hypothesis 3 and hypothesis 4 with the role of person
organization fit as a moderating variable. MRA is a multiple linear regression test, where in the
regression equation there is an element of interaction (multiplication of two or more independent
variables).
The following results are the coefficient values in the t-test table and compare the probability
level of 0.05 with the significance value and compare the t-count value with the t-table which is
1.982 obtained from the t-table with n-k which is 105 and alpha 0.05. The following is a
discussion of the partial test of the moderating variable of person organization fit between job
satisfaction and employee turnover intention. And the moderating variable is person
organization fit between organizational commitment and employee turnover intention.
a. The moderating effect of person organization fit between job satisfaction and turnover intention

Based on the results of the interaction test or moderated regression analysis (MRA) in table
4.15, it shows that the moderating variable X1*Z has a t-count value of -1.860 and a t-table of
1.982, this value indicates that the value of t-count <t-table (1.860 <1.982) and negative value.
When viewed from the significance value of X1*Z of 0.066, which is greater than 0.05, it can be
concluded by looking at Hypothesis 3. That the moderating variable of person organization fit
has no significant effect on the relationship between the variable job satisfaction and employee
turnover intention.
b. The moderating effect of person organization fit between organizational commitment
and turnover intention
Based on the results of the interaction test or moderated regression analysis (MRA) in table
4.15, it shows that the moderating variable X2*Z has a t-count value of 3.583 and a t-table of
1.982, this value indicates that the value of t-count > t-table (3.583 > 1.982) and is worth
positive. When viewed from the significance value of X2*Z, 0.001 is smaller than 0.05 so it can
be concluded by looking at Hypothesis 4. That the moderating variable of person organization fit
has a significant effect on the relationship between organizational commitment variables and
employee turnover intention.[20]
4. Conclusion
This study aims to determine the effect of job satisfaction and organizational commitment on
turnover intention with person organization fit as a moderating variable on employees of PT
Febri Dharma Mandiri. Respondents in this study amounted to 123 employees and data that
can be processed amounted to 109 data. Based on the data that has been collected and the
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tests that have been carried out on the problem using multiple linear regression models and
MRA (Moderated Regression Anlysis). then the following conclusions can be drawn:
Based on a partial test that job satisfaction has a negative and significant effect on turnover
intention with a significance value of 0.000 lower than 0.05 and a t count > t table (4.728 >
1.659). And the organizational commitment variable also has a negative and significant effect on
turnover intention with a significance value of 0.000 lower than 0.05 and a t count > t table
(11.805 > 1.659).
Based on the moderated regression analysis (MRA) test, the variable person organization fit
has no significant effect on the relationship between job satisfaction and turnover intention with
a t count < t table (1.860 < 1.982) which is negative, and has a significance value of 0.66
greater of 0.05. Meanwhile, the variable person organization fit which moderates the
relationship between organizational commitment and turnover intention is influential and
significant with a significance value of 0.001 lower than 0.05 and a t count > t table (3.583 >
1.982).
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