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Abstract. Despite the extensive literature on job satisfaction, inconsistencies are still
found reality. In this constantly changing environment, organizations concern about their
valuable workers who deciding to leave the job and move to another competitor while
bringing all the knowledge and experience. Organizations therefore strive to retain their
human resource assets to ensure that they can still contribute to achievement of strategic
objectives. They more efforts on improving and fostering job satisfaction and positive
effect, so the employees would not have intention to leave and lead to workers’ turnover.
This study was then conducted to re-examining the relationship of job satisfaction and
positive effect on turnover intention. A total of 88 non-bank financial institution
employees were collected through a survey and analyzed using regression analysis. The
results of testing two hypotheses show that each hypothesis is supported and not
supported in this study.
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1 Introduction

Workers are said to be an important part of the organization so satisfied with the job is
said to be the important factor that leads to the intention of leaving. Turnover is affected by
the attitude of workers; it could have a positive or a negative impact both in the industry [1].
Employee turnover has been viewed as an important organizational problem. Its importance
lies in the fact that there are numerous negative consequences in organizations if the rate of
employee turnover is high. The direct and indirect costs associated with turnover, not only in
terms of recruitment and training but also in terms of work disruption and demoralization of
remaining employees, are very significant and expensive [2].

Turnover intention is a predictor for predicting turnover [3],[4],[5],[6]. Mobley [3]
defines turnover intention, which refers to the desire to leave the work preceded by an
evaluation of the current job, the emergence of a sense of satisfaction or dissatisfaction with
the current job, the calculation of costs and benefits, and ends with a decision to survive or
quit.

Among various factors influencing the intentions of a person to quit the job, job
satisfaction has been found to be the most influential [2]. Job satisfaction is a happy emotional
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state or positive emotions that come from the assessment of one's work or work experience
[7]. The results of the study linking job satisfaction and turnover intention showed negative
results [8],[9],[10], and positive affect also showed negative results [11]. Based on this, the
design of this study reexamined the relationship between job satisfaction and positive effect on
turnover intention. In addition, the use of positive affect variables in this study for Indonesia is
still rare.

2 Literature Review and Hypotheses

Job satisfaction is a happy emotional state or positive emotions that come from the
assessment of one's work or work experience [7]. Cetin [12] explains that job satisfaction is a
person's reaction to a job or organization.

Turnover intention is a predictor for predicting turnover. Mobley [3] defines turnover
intention, which refers to the desire to leave the work preceded by an evaluation of the current
job, the emergence of a sense of satisfaction or dissatisfaction with the current job, the
calculation of costs and benefits, and ends with a decision to survive or quit. Whereas Jaros
[13] defines turnover intention refers to the tendency of employees to stop being part of
organizational membership.

The effect is a word used to describe the state of one's internal feelings [14]. A person's
circumstances are implicitly and explicitly against an object, person or position tends to be
regarded as evaluative judgments than an internal condition feeling person. Positive Affect is
defined as an affective personality trait that represents a predisposition or readiness to respond
positively to environmental stimuli [15].

Mobley [3] argues that job dissatisfaction translates into the thought of quitting in the
hope that quitting will ultimately result in more satisfying work. An employee always wants
satisfaction at work. However, employees do not always get the desired job satisfaction. This
is due to the work atmosphere that is not conducive, feel the work is never finished, thus
employees feel anxious, not excited, cannot enjoy the work, and are not comfortable with the
current job, when this happens it will have an impact on decreasing satisfaction with the job
so that conditions like this will result in employees to make an intention to leave. The
results showed that the relationship between job satisfaction and turnover intention had a
negative relationship [8],[9],[10].

Hypothesis 1: job satisfaction has a negative effect on turnover intention

Positive Affect is defined as an affective personality trait that represents a predisposition
readiness to respond positively to environmental stimuli [15]. The relationship between
positive affect and turnover intention is negative[16]. Individuals who have high positive traits
tend to be more willing to change their situation when they feel dissatisfied. Furthermore, the
relationship between job satisfaction and turnover intention is the one who feels the strongest
among people who feel that their values are not fulfilled at work and tend to experience high
positive moods. This is certainly when feeling higher self- achievement in terms of skills and
ability to find new jobs that will fulfill their value [17].



Hypothesis 2: Positive affect affects the intention to leave.

3 Research Method

From the various studies above, it can be assumed that job satisfaction has a negative
effect on turnover intention and positive affect also has a negative effect on the intention to
leave. To facilitate an understanding of the relationship between the various variables, Figure 1
presents the research model.
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Fig. 1. Model

The design of this study is hypothesis testing, with survey methods. Data collection in
this study was carried out by a cross-sectional method that is collecting or retrieving data at a
certain time [18].

The population in this study is non-banking employees who work in the city of Ternate.
The sample size used in this study was 88 respondents. The sample used in this study will be
taken with a non-probability sampling method, namely purposive sampling with a judgment
sampling approach, which involves selecting subjects who are in the most advantageous place
or in the best position to provide the information needed [19]. Purposive sampling is chosen
based on the consideration that employees of non- bank financial institutions are more
burdened on the company's target without being followed by the level of welfare, so this will
certainly have an impact on high turnover intention.

The data used in this study were collected by a survey method using a questionnaire.
Surveys are an appropriate method for research questions regarding the beliefs or behavior of
someone reported [18].

Validity is the level at which a test measures what it really wants to be measured. The
items used in this study are those that have a factor loading value > 0.5 [20] Reliability is
related to the accuracy and precision of a measurement procedure [21]. In this study, the
reliability test was carried out by looking at Cronbach's Alpha values above 0.7 [20].
Hypothesis 1 and 2 testings are done using simple regression analysis [20].

Job satisfaction is a happy emotional state or positive emotions that come from the
assessment of one's work or work experience [7]. Job satisfaction was measured by using a



5 item statement developed by Brayfield and Rothe [7], which uses a Likert scale with one
strongly disagree to 5 strongly agree. For example: "I really enjoy my work".

Turnover intention is defined as the conscious and deliberate willingness to leave the
organization [13]. The turnover intention was measured by using three items of the statement,
which was developed by Irving, [22], using a Likert scale with one very disagree to 5 strongly
agree. For example: "I want to stay with my current job for the future".

Positive Affect is defined as an affective personality trait that represents a predisposition
or readiness to respond positively to environmental stimuli [15]. Positive affect is measured by
using 4 item statements developed by [23], who use a Likert scale with one strongly
disagreeing to 5 strongly agreeing. For example: "I feel enthusiastic at work".

4 Result and Discussion

Respondents in this study are employees who work at non-bank financial institutions in
Ternate. Based on the results of the questionnaire distribution, a total of 115 was distributed in
this study. Of the 1 02 (88.70 %) questionnaires returned, only 88 (76.52 %) questionnaires
were declared eligible for analysis in the framework of hypothesis testing. Thus the response
rate in the study was 85 %.

Respondent characteristics used in this study include age, sex, last education, marital
status, current position, and working age. In general, the majority of respondents were male (
56 a tau by 64%) and women (32 or 36 %), with an average age of 39 years, and most of the
educational level is graduates Tier 1 (89%).

Table 1 presents the results of factor analysis to test the validity of statement items that
measure job satisfaction, positive affect, and turnover intention. No statement items are
discarded because everything has a loading factor in the above 0.5. The same is true for the
reliability test results in that all variables are declared reliable with Cronbach's alpha values
above 0.7.

Table 1. Test Results Validity and Reliability

Factor and Scales Factor 1 Factor 2 Factor 3

JS = Job Satisfaction = Cronbach a: 0.812

JS1 0.862
JS2 0.658
JS3 0.827
JS4 0.764
JS5 0.662
PA = Positive Affect = Cronbach a: 0.814
PA1 0.813

PA 2 0.784




Factor and Scales Factor 1 Factor 2 Factor 3

PA3 0.877
PA4 0.735

TI = Turnover Intention = Cronbach a: 0.854
TI1 0.840
TI2 0.843
TI3 0.954

Based on table 2, the average value of job satisfaction is quite low, which is 2.30. The
low figure job satisfaction indicates that respondents have job satisfaction are low. The
average value for the positive effect variable shows a fairly high number that is equal to 4.04.
The high number of positive affect shows that the respondent has a high positive affect/good.
While the average value of turnover intention of 3.52. The average value of the turnover
intention shows a tendency that respondents perceive a high enough turnover intention.

Table 2. Mean, Maximum, Minimum and Standard Deviation

VARIABLE M SD MAX MIN
Job Satisfaction 2.30 0.31 4.00 2.00
Positive Affect 4.04 0.69 5.00 1.00
Turnover Intention 4.02 0.41 4.67 2.67

Based on the results of the hypothesis test shown in table 2 that job satisfaction has a significant
negative effect on turnover intention ( B = -0.175 t = -2.432, P <0.05) and positive affect does not
significantly influence positive turnover intention (f = 0.105 t=1.510, P> 0.05).

Table 3. Hypothesis Testing Results

. Turnover Intention
Independent Variable

B t P. Val
Job Satisfaction -0.175 -2.432 0.017*
Positive affect 0.105 1.510 0.135

*P <0.05

The results showed that turnover intention is influenced by job satisfaction. Thus
hypothesis 1 is supported. The results of this study are in accordance with the theory put
forward by Mobley. According to Mobley [3], turnover intention refers to the desire to quit his
job. The turnover intention process is preceded by an evaluation of the current job so that it
creates a sense of satisfaction or dissatisfaction with the current job. Satisfaction or
dissatisfaction will be preceded by how much the calculation of costs and benefits. If the costs
and benefits to be obtained are greater than the current job, then it will end with an exit
decision. Conversely, if the costs and benefits to be obtained are smaller than the current job,
then it will end with a decision to survive [3]. The results of this study are also supported by



[8]1,[9].[10] that job satisfaction has a negative effect on turnover intention.

The results of this study do not support the hypothesis that Positive Affect Air relations
negatively with turnover intention. The results of this study are not in accordance with the
theory put forward by Weitz [24]. According to Weitz positive affect is a variable that must be
considered in relation to the relationship between job satisfaction and negative turnover
intention.

5 Conclusion

This study aims to examine the relationship of job satisfaction on turnover intention and
positive effect on turnover intention. Based on the results of simple regression analysis and
discussion, it can be concluded that job satisfaction has a negative effect on turnover intention
and positive affect has no effect on turnover intention. Future studies should try the positive
effect variable as a moderating relationship between job satisfaction and turnover intention.
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