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Abstract. This study was conducted to investigate the influence of job
satisfaction on the turnover intention of PT Bank BRI Syariah Tbk. employees.
Independent variables in this study include work itself (X1), salary (X2),
promotion (X3), supervision (X4), and colleagues (X5). On the other hand, the
dependent variable is turnover intention (Y). An interview had been done with
100 employees. Then, the results were categorized into five classifications and
analyzed using descriptive tests and multiple regression. It was found that the
multiple regression is (X2) with significant at alpha 5% with value (0.009695).
The variable selection was also conducted using the Stepwise method. It was
found the p-value of the F-test is (1,473 x 10-7 < 0.05) where there is at least
one independent variable that affects (Y). It was revealed that two variables had
a negative and significant influence on turnover intention, which are salary (X2)
and promotion (X3).
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1 Introduction

Human resources have an important part to support company development
and the key factor in providing service, innovation, and creativity. The
aforementioned aspects could improve company performance and could be an
advantage in the competition [1,2]. The importance of human resources for a
company is a rationale for a company to be able to properly manage its human
resources. One of the efforts in managing human resources is by increasing
each of its employees' job satisfaction and decreasing their intention to leave
the company.

[3] It is explained that job satisfaction encompasses several aspects that
include the satisfaction in doing the job itself, salary satisfaction, satisfaction
with promotion, satisfaction with their superior, and satisfaction with their co-
workers. It was found that job satisfaction is inversely proportional to the
intention of the employees to leave a company as high job satisfaction will
lead to the lower turnover intention of employees [4].

The turnover level of BRI Syariah respectively from 2015 - 2018 was 17.95%,
15.55%, 15.08%, and 19.25%'. The high percentage of turnover in 2018 was
disadvantageous for the company because it would impede the company's
performance.

The initial sampling process was conducted to 17 BRI Syariah employees. In
this case, the sampling process was taken by considering the employees’ job
satisfaction towards its variable, which are salary, promotion, supervision, and
co-workers. It was found that 58.8% of the respondents were not satisfied with
their salary. Moreover, it was also revealed that 29.4% of them were not
satisfied with their promotion and colleagues.

Table 1. Job Satisfaction Pre-Study Result

No Variable VS S A DS VDS
1 Work Itself (X1) 0. 0% 41.2% 29. 4% 29. 4% 0. 0%
2 Salary (X2) 0. 0% 0. 0% 11. 8% 58.8% 29.4%
3 Promotion (X3) 0. 0% 5.9% 47. 1% 29.4% 17.6%
4 Supervision (X4) 0. 0% 41. 2% 41. 2% 11. 8% 5.9%
5 Colleagues (X5) 29. 4% 47. 1% 23. 5% 0. 0% 0. 0%

Explanation:

VS : Very satisfied
S : Satisfied

N : Average

' BRI Syariah financial report https://ir-brisyariah.com/annual_reports.html



DS : Dissatisfied
VDS  : Very dissatisfied

Based on the description above, a study concerning the relationship between
employees’ turnover intention and their job satisfaction in BRI Syariah was
conducted.

2 Theory and Research Methodology

Herzberg’s theory [5] regarding job satisfaction, which is also known as
the “two-factor theory”, exerts that job satisfaction is related to the motivation-
hygiene factor. According to this theory, a motivator is an intrinsic force that
improves job performance, which comes from within an individual. It relates
to jobs that offer achievement, recognition, challenge, responsibility, and
prospect for progress. On the other hand, hygiene is an extrinsic factor (from
outside an individual) that relates to the company’s policy, supervision, salary,
work relation, and working environment.

According to Handoko [6], job satisfaction is a pleasant or unpleasant
emotional state in which the employees consider their employment. Job
satisfaction reflects employees’ feeling towards their job and everything that
have to be encountered in their working environment. In this case, the human
resources division has to monitor their job satisfaction, motivation, complaint,
and other vital personnel issues.

Schwartz [7] indicates five indicators of job satisfaction, which are salary,
promotion, colleagues, supervisor, and work satisfaction. It was also explained
that intention is a motive of the desire of an employee to do something while
turnover is quitting, changing job, or employee withdrawal from a company
that they are currently working for to a different company [8]. Therefore, it
can be explained that turnover intention is the motivation of employees to quit
their current job and to find a new one for a certain reason.

Turnover refers to a situation where an individual is resigning his or her
membership in an organization. In this case, Faslah [9] describes the cost or
the loss of a turnover as follows: 1) direct cost for the recruitment process; 2)
indirect cost for new employees training, and 3) productivity loss caused by
the new employee training process.

The high employee turnover can be observed by investigating the employee
motivation to leave the company or organization that they are currently
working for [10]. According several studies[11][12][8], employee turnover
intention can be observed by looking at five indicators, which are the decrease



of attendance rate, laziness, violation of work rules, tendency to oppose or
protesting to superior, and unusual negative behaviors.

Based on Albatat et al. [13], it was revealed that to measure turnover intention,
several aspects can be measure, which the motivation to leave, looking for an
alternative, and quitting. Based on the aforementioned theory, this study
conducted an observation using the framework in Figure 1:

(Work itself) (X1)
(Salary) (%) N
{Promotion opportunity) Turnover Intention(¥)
X Source: Mobley (1986) at

AlBattat, Som, & Helalat,
(2013)

Supervision (Xs) L]

N\

(Colleagues) (Xs)

Source : Luthan (2006) and Robbins
(2010).

Fig. 1. The architecture of a typical wireless sensor node

This study is using a qualitative approach. Sugiyono [14] explained that
qualitative is a research method based on positivism philosophy. It is
employed to study a certain population or sample, data collection using
research instrument, quantitative analysis, and statistic to test the
predetermined hypothesis. Moreover, qualitative method could also describe
the phenomena that relate to the studied variables, which are, in this study, job
satisfaction and turnover intention of the BRI Syariah employees.

In addition to qualitative approach, this study also employed probability
sampling. It is a sampling technique that could provide a similar chance to all



of the population members to be selected as a sample [14]. In this case, 100
employees of the BRI Syariah were selected as samples. In addition, to collect
the data, the Likert scale questionnaire method was employed. This study used
multiple regression descriptive analysis by using SPSS version 23.0 to support
it. Regression analysis is conducted to predict or to reveal the influence of the
independent variable on the dependent variable [14]. Partial significance tests
(t-test) and simultaneous significance tests (f-test) were used to test the
hypothesis.

Table 2. Interpretation of the score indicator of the research variable

No Score Interpretation
1 1- 1.8 Very dissatisfied
2 >1.8-2.6 Dissatisfied

3 >2.6-34 Average

4 >3.4-42 Satisfied

5 >4.2-5.0 Very satisfied

(Sources: Sudjana [15])

3 Result and Discussion

Descriptive analysis was conducted to reveal the employees’ perception of
job satisfaction factors and turnover intention. The mean of each variable was
calculated and classified into five intervals using the method that was
employed by Sudjana [15]. One hundred respondents were classified into five
intervals in each variable. The following is the analysis result:

Table 3. Descriptive analysis result for variable X

. Respondents Average
Variable VDS DSp A S VS Score g Interval
Work Itself (X1) - 2 25 55 18 3.76  Satisfied
Salary (X2) - 35 33 27 5 2.28 Dissatisfied
Promotion (X3) 4 15 49 28 4 3.13 Average
Superior (X4) 3 11 25 52 9 3.45 Satisfied
Colleagues (X5) 1 0 10 57 32 4.01 Satisfied
Explanation:

VDS : Very dissatisfied
DS : Dissatisfied



A : Average
S : Satisfied
VS : Very satisfied

It can be inferred in the table above that for the “work itself” (X1),
“supervision” (X4), and “colleagues” (X5) variables, the interval is “satisfied”
with the average score of 3.76, 3.45, and 4.01 respectively. On the other hand,
the interval for the “promotion” (X3) variable is “average” with an average
score of 3.13 while “salary” (X2) is “dissatisfied” with the score of 2.28.

It can be inferred that 55% of the respondents were “satisfied” with variable
X1, 35% were “dissatisfied” with X2, 49% were “average” with X3, 52%
were “satisfied” with X4, and 57 % were “satisfied” with X5.

Table 4. Descriptive analysis result for variable Y

. Respondents Average
Variable SR R CT T ST Score Interval
Turnover Intention 4 10 29 38 19 3.5 High

It can be observed from the above table that the turnover intention variable (Y)
has an average score of 3.5, which is within the “high” interval, with 38% of
the respondents selected the interval.

3.1 Correlation result

The following is the correlation result between variables using SPSS 23.0:

Table 5. Correlation variable result:

Variable X1 X2 X3 X4 X5 Y
X1 1
X2 0.311 1
X3 0.532 0.467 1
X4 0.486 0,371 0.699 1
X5 0.534 0.124 0.400 0.495 1
Y -0.309  -0.436  -0.467  -0.405 -0.188 1

Based on the correlation analysis above, it could be seen that the “work itself”
(X1) variable has the highest correlation with the “colleagues™ (X5) variable
with a score of 0.534 and it has the lowest correlation with “turnover
intention” (Y) variable with a score of 0.309. On the other hand, the “salary”
(X2) variable has the highest correlation with the “promotion” (X3) variable



with a score of 0.467 and has the lowest correlation with the “colleagues” (X5)
variable with a score of 0.124. Meanwhile, for “promotion” (X3) variable has
the highest correlation with the “supervision” (X4) variable with a score of
0.699 and has the lowest correlation with the “colleagues (X5) variable with a
score of 0.400. For the “supervision” (X4) variable, it has the highest
correlation with the “promotion” (X3) variable with a score of 0.699 and has
the lowest correction with “salary” (X2) with a score of 0.371. In addition, the
“colleagues” (X5) variable has the highest correlation with the “work itself”
(X1) variable and has the lowest correlation with the “salary” (X2) variable
with a score of 0.124.

3.2 Multiple regression analysis

The following is the results of multiple regression analysis between variables
using SPSS 23.0:

Table 6. Multiple Linear Regression

(Intercept) Estimate  Std. Error  t value Pr(>|t))

4.041e 14-
(Intercept) 33.57 3.583 9.369 15
Work Itself (X1) -0.1215 0.2518  -0.4825 0.6305
Salary (X2) -0.5625 0.213 -2.64 0.009695
Promotion (X3) -0.555 0.3129 -1.774 0.07933
Superior (X4) -0.218 0.2125 -1.026 0.3074
Colleagues (X5) 0.08069 0.2551 0.3163 0.7525

Multiple linear regression analysis results show that the ‘“salary” variable is
significant with an alpha of 5%. Based on the result, variable selection using
the Stepwise regression method was conducted to obtain the best multiple
linear regression model.

Table 7. F test result

Model Sum Df Mean Square F Sig
Square

Regression  688.503 2 344.252 18.615 1'478173 14-

Residual 1775335 96 18.493

Total 2463.838 98

Based on the ANOVA table above, it can be observed that the p-value of the
F-test is 1.473 x 10-7 < 0.05. Therefore, it can be concluded that Ho is



rejected, which means that an independent variable influences BRI Syariah
employees’ turnover intention.

Table 8. T-test result

Estimate  Std. Error  t value Pr(>t)

(Intercept)  32.48 1.996 16.28 1.726e-29
X2 -0.594 0.208 -2.856  0.005248
X3 -0.7933 0.2292 -3.461  0.0008015

Based on the table above, it is shown that the p-value of the “salary” variable
is (0.005248) < 0.05. Therefore, it can be concluded that Ho is rejected and
employee satisfaction of the salary negatively influences BRI Syariah
employees’ turnover intention.

On the other hand, the p-value of the “promotion” variable is (0.0008) < 0.05.
Therefore, it can be summarized that Ho is rejected and employee satisfaction
of the promotion opportunity aspect negatively influences BRI Syariah
employees’ turnover intention.

Based on the table, it can be seen that the “salary” and “promotion” variable
can be included in the following equation:

Y =32.48 - 0.594X2 - 0.7933X3 (1)

Based on the equation, it is obtained that the influence of the “salary” variable
on the turnover invention is -0.594. It means that if the “salary” variable is
increased by 1, the turnover intention will be decreased by 0.594. On the other
hand, the “promotion” variable influence on turnover intention is -0.793. It
implies that if the promotion opportunity is increased, the turnover intention
will be decreased by 0.793.

Table 9. Coefficient of the determination result

Observations  Residual R Square  AdjustR
Std. Error Square
100 4.28 0.279 0.2641

The obtained R2 score was 0.279, which implies that 27.9% of turnover
intention can be explained by “salary” and “promotion” variables while the
rest can be explained by other variables outside the model.



“Salary” and “promotion” variables are compensation. In this case,
compensation is defined by Luturlean [16] as a payment given by an
organization in financial, nonfinancial, or other forms for an individual who
has performed their duty and has contributed to the organization. A more
detailed explanation was given by Milkovich et al. [17] who explained that
there are two types of compensation, which are total compensation and
relational returns. Total compensation includes financial and all the benefits
received by employees (basic salary, cost of living, incentives, insurance,
bonus for positive performance). On the other hand, relational returns include
a reward for achievement, praise, career development, challenge, and job
security. Based on the previous description, it can be concluded that salary and
promotion opportunities are forms of compensation. Based on Luturlean [16]
study, a significant negative relationship between compensation and turnover
intention exists. This finding is supported by Parashakti et al. [18] and Lauren
[19] who found a negative relationship between compensation and employee
turnover intention. It was found that higher compensation given to employees
will decrease employee turnover intention.

Variable indicator of X1, which is the lowest, is related to the responsibility
given by the superior in accordance with the employee capability and desire.
The low indicator score could indirectly hinder employee’s performance. This
finding is supported by Muizu, Kaltum, and Sule [20] who found significant
and positive influences between leadership and employees’ performance.
Based on the finding, it is suggested that BRI Syariah management could
organize the capability of each employee and the work type assigned to them.

It was also found that the “salary” (X2) variable, which is related to wage
policy and company compensation compared to other similar companies, has
the lowest score. Salary is one of the compensations given by a company.
Luturlean [16] describes compensation as a payment given by an organization
in financial, nonfinancial, or other forms for an individual who has performed
their duty and has contributed to the organization. If a company has relatively
low compensation compared to other similar companies, it certainly would
affect employees” work performance. Therefore, it is suggested that
management should develop a new standard regarding the amount of salary or
create various compensation packages to decrease employees’ turnover
intention. This finding is similar to Luturlean [16] who found that a significant
negative relationship between compensation and turnover intention.



Variable X3 shows that the lowest variable indicator is related to the issue of
promotion opportunity provided by the company. Transparent and objective
promotion processes could be observed by discipline, work performance,
competence, loyalty, and educational compatibility [21]. Sari [22] found that
there was a significant negative relationship between promotion and turnover
intention.

Descriptive analysis of the X4 variable shows the lowest indicator score is
related to the appreciation from superior for employees’ contribution.
Although the indicator is the lowest, it is still included in the “average”
category. Appreciation and recognition from the superior contribution are
related to the leadership style of the superior. It was found that leadership style
perception has a significant and positive influence on employees’ job
satisfaction [23].

The high satisfaction level for the X5 variable indicates that most of BRI
Syariah employees were satisfied with their colleagues. Of course, this aspect
will make the employees contented and comfortable with their job and it is
hoped that it could increase their job satisfaction. This finding is supported by
Luthans [24] who explained that a good team could make a job more
enjoyable. Other studies also describe that communication experience with
colleagues will significantly influence work performance so that employees or
colleagues could contribute to the quality and the quality of their job [25].

For variable Y, it was shown that the average score can be included in the high
category. The highest indicator is related to employees’ desire to quit from the
company if they have a better opportunity in other companies. On the other
hand, the lowest indicator is related to leaving work for one year. Based on the
finding, it can be observed that most of the BRI Syariah employees wished to
find better opportunities in other companies, but it had not been planned
within the next year. If it is not handled well, this issue could be
disadvantageous for the company where it has many employees with low
organizational commitment. This finding is also discussed by Ali et al. [26]
who revealed a positive correlation between job satisfaction and organizational
commitment. The study also found a significant and negative correlation
between job satisfaction and turnover intention.

Based on the result, it can be concluded that job satisfaction simultaneously or
partially influences the turnover intention of BRI Syariah employees. In
addition, based on multiple linear regression analysis, it was revealed that the



“salary” variable has a significant influence of alpha 5%. To discover the
result, the Stepwise regression method was employed to conduct variable
selection to obtain the best multiple linear regression model. In this case, two
variables, “salary” (X2) and “promotion” (X3), were selected with the
influence scores of (-0.594) and (-0.793) respectively. This finding supports
the hypothesis stated that the “salary” (X2) wvariable significantly and
negatively influences employees’ turnover intention. It also supports the
hypothesis stated that the “promotion” (X3) variable significantly and
negatively influences employees’ turnover intention. These findings are also
supported by previous studies that revealed that job satisfaction significantly
and negatively influenced employees' turnover intention. It means that
employees’ high job satisfaction will decrease their intention to quit their job
[27-31].

4 Conclusions

Job satisfaction simultaneously influences employees’ turnover intention

with a p-value of test score (1.473 x 10-7 < 0.05). It implies that there is one
independent variable minimum that influences BRI Syariah employees’
turnover intention. Partially, each of the job satisfaction factors of salary and
promotion influences employees’ turnover intention with scores of -0.594 and
-0.793 respectively.
This study found that the job satisfaction of BRI Syariah employees is
simultaneously categorized as “average” while partially, for the “work itself”
variable, is categorized as Satisfied. On the other hand, the “salary’ variable is
categorized as Dissatisfied and the “promotion” variable is categorized as
Average. Meanwhile, the “supervision” variable is categorized as Satisfied and
“colleagues™ as very satisfied. Furthermore, it was found that job satisfaction
factors of salary and promotion opportunity have a negative and significant
influence, simultaneously or partially, on turnover intention. In this case, it is
suggested that BRI Syariah management to evaluate the standard of salary
periodically and has to be more transparent in the promotion process.
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