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Abstract
 

Turnover intention is something that is avoided by a company, because the turnover 
phenomenon has a negative impact on every company. This study aims to determine the 
important role of work-life balance and job insecurity in employee job satisfaction to 
reduce turnover intention at PT Bhinneka Cipta Lestari in West Jakarta. The type of data 
in this study is quantitative data. The source used is primary data. The population and 
sample in this study are all employees who work at PT Bhinneka Cipta Lestari in West 
Jakarta with a total of 71 employees. This study uses a saturated sampling technique, 
where the entire population is used as a research sample. The sampling technique used 
for sampling is non-probability. The data collection method uses a questionnaire that aims 
to find out the opinions of respondents regarding the important role of work-life balance 
and job insecurity in employee job satisfaction to reduce turnover intention. The data 
analysis in this study used multiple linear regression using validity test, reliability test, 
multiple linear regression analysis test and t hypothesis test and determination coefficient 
test with the SPSS 27 For Windows statistical application program. The results showed 
that partially work-life balance had a negative and insignificant effect on turnover 
intention, job insecurity had a negative and insignificant effect on turnover intention, and 
job satisfaction had a significant positive effect on employee turnover intention. It is 
important for companies to always implement work-life balance and provide a sense of 
security at work so that it creates a sense of satisfaction in employees. This can certainly 
minimize the occurrence of turnover intention. 
 
Keywords: Work-Life Balance, Job Insecurity, Job Satisfaction, Turnover Intention 
 
1. Introduction 

In the current era of globalization, every organization or company of course needs 
quality and competent human resources so that the company can achieve the goals that 
have been set. To achieve this goal, it can be done by demanding employees to provide 
optimal performance and have high competitiveness, accompanied by the company's 
ability to improve performance efficiency and create a positive work atmosphere.  

The tendency of high turnover intention can have an impact on the company, because 
the company will incur costs related to training, development, maintenance, and retaining 
employees in a company. Therefore, employees need a good work-life balance, job 
insecurity, and job satisfaction. However, this will be difficult to achieve if turnover 
intention continues to increase. The high level of employee turnover intensity is indicated 
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by the existence of work-life balance in employees. Work-life balance is a condition in 
which employees are able to achieve goals by meeting the demands of work and personal 
life. 

Job insecurity is a situation where employees feel insecure when carrying out their 
duties and can cause anxiety at work. This condition arises because employees feel 
uncertain about the future of their career in the company, there are targets that must be 
met, and there are many types of jobs that are momentary. This tends to encourage 
employees to look for other jobs that are more stable and promising. Perceived job 
insecurity can significantly affect job satisfaction which will ultimately contribute to the 
employee's decision to change jobs. 

Job satisfaction means that it includes affective feelings that can be in the form of a 
person's satisfaction and dissatisfaction with the work they have. High job satisfaction 
will tend to give a positive response and will stay in the company, while employees who 
have a low level of job satisfaction will tend to give a negative response and will choose 
to leave the company.  

As one of the service companies engaged in rotating equipment for overhaul services, 
fabrication, repair, upgrade, and reserve engineering for pumps. PT Bhinneka Cipta 
Lestari in West Jakarta certainly always prioritizes good human resources in building its 
business, the business processes that are carried out become very complex and require 
employees to work harder. The following is the data of employees entering and leaving 
PT Bhinneka Cipta Lestari in West Jakarta: 
Table 1. Employee Turnover Data 2022-2023 

Based on table 1, it shows that in 2022 as many as 18 employees left the company and 
in 2023 as many as 8 employees left the company. In previous years, employees of PT 
Bhinneka Cipta Lestari in West Jakarta who left the company showed small numbers or 
may not exist. This shows that the turnover that occurred at PT Bhinneka Cipta Lestari in 
West Jakarta is quite high and this is an interesting issue to be studied further. 

PT Bhinneka Cipta Lestari in West Jakarta faces several challenges related to human 
resources that have the potential to increase employee turnover intention. First, a 
suboptimal work-life balance causes employees to experience stress and burnout, which 
encourages them to seek a more flexible work environment. Second, job insecurity is a 
serious problem, especially for contract employees who feel anxious and insecure 
regarding their placements, salaries, and career development. Third, employee job 
satisfaction is disrupted by several factors, including the mismatch between expectations 
and the reality of reward-punishment, a system of rewards that are considered low, and 
unclear career paths. This job satisfaction problem also includes aspects such as 
satisfaction with the job itself, external factors of the job, working conditions, and 
relationships with colleagues. The combination of these three issues creates conditions 
that trigger high employee intentions to leave the company. 

The purpose of this research is to determine the influence of work-life balance, job 
insecurity and satisfaction on employee turnover intention at PT Bhinneka Cipta Lestari 
in West Jakarta 

 

Information 2022 2023 
Number of Initial Employees 65 62 
Number of Employees Entering 15 17 
Number of Employees Leaving 18 8 
Number of End Employees 62 71 
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2. Theoretical Background 
2.1 Turnover Intention 

Turnover intention is the real beginning of an employee leaving his or her job, because 
several factors affect an employee to leave the organization, namely job satisfaction, 
involvement in the work and commitment to the organization itself (Alzayed & Murshid, 
2017, 2017). 

Turnover intention is the employee's desire to leave a company and try to find another 
job that is better than before. The initial indication of this turnover intention is that it starts 
from an employee who has the intention to withdraw himself from the company 
(Haholongan, 2018). Meanwhile, according to Mobley et.al., in Syamsul et al., 2022) 
defines turnover intention as an employee's tendency or intention to voluntarily quit their 
job or move from one place to another according to their own choice. Then according to 
Saufi et al., in the Eliana & Negoro (2024). Turnover intention is the desire to move or 
leave the organization for a more suitable job, either through resignation or termination. 

Based on the definition of turnover intention according to the experts above, it can be 
concluded that turnover intention is an intention that arises from within an employee to 
leave the company voluntarily caused by several factors. 

According to Mobley (2011) believes that there are 3 (three) indicators that determine 
the occurrence of employee turnover intention as follows: 
1) Thinking about getting out. Reflects individuals to think about leaving the job or 

staying in the work environment. This begins with a sense of dissatisfaction felt by 
employees, so that employees think about leaving their current workplace. 

2) The desire to find another job. Reflects individuals to find work at other companies. 
If employees have often started to think about quitting their jobs, the employees will 
try to find a job outside their company that they feel is better. 

3) The desire to leave. Reflects the employee's intention to leave his job, if he has gotten 
a better job, sooner or later it will end with the employee's decision to stay or leave 
his job. 

 
2.2 Work-Life Balance 

Work-life balance is defined as the extent to which individuals are equally involved 
and satisfied with work and family roles (Idulfilastri, 2018) . This work-life balance has 
a great influence on job satisfaction for employees. This satisfaction will arise naturally 
if the employee considers what he has done so far to be good enough in accommodating 
the needs of work and family. The greater the level of balance in the work and personal 
life of an employee, the greater the level of employee satisfaction with his work. 

According to Sismawati & Lataruva (2020)  argues that work-life balance is a person's 
ability to fulfill his or her duties at work and remain committed to his family and remain 
responsible for other activities outside of work. Work-life balance is a state in which 
employees get flexible working hours and use them freely so that they can balance work 
and other commitments outside of work (Hartog in Pantouw et al., 2022) . Work-life 
balance is the ability of individuals to be able to balance both roles in carrying out their 
work and personal lives (Anggraeni & Mulyana in Eliana & Negoro, 2024).  

According to Hudson (2005) Indicators that can be used to measure work-life balance 
are as follows: 
1) Time balance. This time balance is related to the amount of time given to work as 

well as roles outside of work. 
2) Balance of Engagement. Refers to the amount or level of involvement psychologically 

or committed to work and outside of work. 
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3) Satisfaction balance. Refers to the level of satisfaction in a person with work activities 
and things outside of work. 

 
2.3 Job Insecurity 

Job insecurity is an uncertainty that accompanies a job that can cause fear or insecurity 
about the consequences of the job which includes uncertainty of placement or uncertainty 
about salary issues and getting a promotion or training (Audina & Kusmayadi, 2018). 

Job insecurity is the psychology of an employee which is manifested in a sense of 
confusion due to the dangers of climate change in the work environment which has a 
direct influence on the continuity of employee work (Gayatri & Muttaqiyathun (2020). 
Job insecurity as a source of stress involves fear, loss of potential and anxiety. One of the 
consequences of this stress is in the form of somatic problems such as not being able to 
sleep and losing appetite. Stress itself is a feeling of pressure or pressure that employees 
experience in dealing with their work (Permatasari & Laily (2021). Meanwhile, according 
to Smithson dan Lewis in Purnomo (2023) Job insecurity can arise due to the many types 
of temporary jobs or contract jobs. The increasing number of types of jobs with temporary 
or non-permanent time durations causes an increasing number of employees to experience 
job insecurity. 

According to Audina & Kusmayadi, 2018), Indicators that can be used to measure job 
insecurity consist of: 
1) The meaning of work is for individuals. It is a job that has a positive value for the 

development of his career so that the job has an important meaning for the continuity 
of his work. 

2) The level of threat that employees feel regarding aspects of work. It is how much 
threat employees feel regarding aspects of their work. 

3) The level of threats that are likely to occur and affect the overall work of the 
individual. It is the possibility of work threats that can affect the overall work of 
employees. 

4) The importance of the overall work. The level of interests that individuals feel 
regarding the various components of the job. 

 
2.4 Job Satisfaction 

Job satisfaction serves to increase enthusiasm, productivity, and loyalty to the 
company along with a decrease in employee absenteeism (Siagian, 2013). Job satisfaction 
means that it includes affective feelings that can be in the form of a person's satisfaction 
or dissatisfaction with the job they have. This can be caused by several things such as 
coworkers, salary, and work environment (Suyatno, et al., 2020). Job satisfaction is a 
positive attitude of the workforce towards their work, which arises based on an 
assessment of work performance. Assessment of the work situation carried out by 
employees as a form of appreciation in achieving important values in their work. 
Employees who are comfortable with their work situation will have high job satisfaction, 
and vice versa if employees do not feel comfortable with their work situation, job 
satisfaction will decrease (Yusuf Arif dalam Osmond (2021). Meanwhile, according to 
Anggreni & Mulyana in Eliana & Negoro (2024), Job satisfaction is an individual's 
perception of the work done can provide things that are considered important by the 
individual so that it can give rise to a form of emotional reaction such as satisfied or 
dissatisfied. 
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According to Afandi (2016), Job satisfaction has several indicators, namely: 
1) The work itself. Job satisfaction felt by employees towards the work they have based 

on their respective perceptions. 
2) Salary. The rewards that will be received by the employees are based on the 

contributions they have made. 
3) Promotion. This promotion relates to an employee's career path and allows the 

employee to have the opportunity to get a position in his or her job. 
4) Supervision. Guidance from someone who always gives instructions and orders in the 

implementation of work. 
5) Co workers. There are colleagues who have technical intelligence and can provide 

social support. 
Based on the introduction and literature review, the research model can be drawn as 
follows: 

 
Figure 1. Research Framework 

 
3. Methods 

The type of data in this study is quantitative data. The source used is primary data. The 
population and sample in this study are all employees working at PT Bhinneka Cipta 
Lestari in West Jakarta with a total of 71 employees. This study uses a saturated sampling 
technique, where the entire population is used as a research sample. The sampling 
technique used for sampling is non-probability sampling (Sugiyono, 2018). In this study, 
the method used is a survey approach and distributing questionnaires to respondents. The 
study used the questionnaire as a data collection tool that aimed to find out the opinions 
of respondents regarding the important role of work-life balance and job insecurity in 
employee job satisfaction to reduce turnover intention. The data analysis in this study 
used multiple linear regression using validity test, reliability test, multiple linear 
regression analysis test and t hypothesis test and determination coefficient test with the 
SPSS 27 For Windows statistical application program. 

 
 
 

Work-Life Balance 
(X1) 

Job Insecurity (X2) 
Turnover 
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Job Satisfaction 
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4. Results and Discussion  
4.1 Descriptive Statistical Analysis 

Based on the data that has been collected and processed by the researcher, the results 
of descriptive statistical analysis can be seen in the following table: 
Table 2. Results of Descriptive Statistical Analysis 

Descriptive Statistics 

N Minimum Maximum Mean Std. 
Deviation 

Work-Life Balance 71 14 34 24.54 3.913 
Job Insecurity 71 20 39 29.51 4.195 

Job Satisfaction 71 20 47 35.24 5.924 
Turnover Intention 71 11 30 21.01 4.464 
Valid N (listwise) 71     

Based on table 2 above, it shows the results of descriptive statistical measurements of 
all variables in this study that the work-life balance variable, job insecurity variable, job 
satisfaction variable and turnover intention variable show a standard deviation value that 
is smaller than the mean value, so it can be said that the data is homogeneous or not 
scattered. 

 
4.2 Validity and Reliability Test Results 

The results of the Validity and Reliability Test of Competency Variable can be seen in 
the table below: 
Table 3. Validity Test Results 

Variable Pearson Correlation R-Tabel Information 
Work-Life Balance 0,313 – 0,641 0,2335 Valid 

Job Insecurity 0,441 – 0,591 0,2335 Valid 
Job Satisfaction 0,318 – 0,745 0,2335 Valid 

Turnover Intention 0,631 – 0,847 0,2335 Valid 
Based on table 3 above, it is known that all statements have a Pearson Correlation 

value (r-calculate) above the r-table value of 0.2335 with a total of 71 respondents. From 
these results, it can be concluded that all statements used are declared valid. 
 
Table 4. Reliability Test Results 

Based on table 4 above, it is known that the results of the reliability test on the work-
life balance variable obtained a Cronbach's Alpha value of 0.615 and the Job Satisfaction 
variable obtained a Cronbach's Alpha value of 0.779 so that it can be concluded that the 
Cronbach's Alpha value of these two variables is included in the category of strong 
reliability. Meanwhile, the job insecurity variable obtained a Cronbach's Alpha value of 
0.589 which was included in the medium reliability category and the turnover intention 
variable obtained a Cronbach's Alpha value of 0.855 which was included in the very 
strong reliability category. 

 

Variable Cronbach's Alpha Information 
Work-Life Balance 0,615 Reliability  

Job Insecurity 0,589 Reliability  
Job Satisfaction 0,779 Reliability  

Turnover Intention 0,855 Reliability  
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4.3 Hypothesis Testing 
This test is used to test more than one independent variable against one dependent 

variable by performing multiple linear regression analysis, t-test, f-test and determination 
coefficient test. The test results are presented in each of the following sections: 
Table 5. Multiple Linear Regression Test Results 

Coefficientsa 
Unstandardized 

Coefficients 
Standardized 
Coefficients t Sig. 

Model B Std. 
Error Beta 

1 

(Constant) -4.320 1.981  -2.181 .033 
Work-Life 

Balance -.029 .057 -.025 -.500 .619 
Job 

Insecurity .050 .050 .047 .990 .326 
Satisfaction 

Work .697 .038 .925 18.467 <.001 
Dependent Variable: Turnover Intention 

Based on table 5. The linear regression equation can be obtained as follows: 
Y = -4,320 – 0,029X1 + 0,050X2 + 0,697X3 + error (1.981) 

From the above equation, it can be concluded as follows: (1) The value of the constant 
(α) has a negative value of -4.320 stating that if the value of the independent variable is 0 
or does not change, then the variable value of turnover intention is -4.320; (2) The value 
of the regression coefficient of the work-life balance variable (X1) is -0.029. This value 
shows a negative influence (opposite direction) between the work-life balance variable 
and turnover intention. This means that if the work-life balance variable increases in value 
by 1 unit, then on the contrary, the turnover intention variable will decrease by -0.029 
assuming that other independent variables are considered constant; (3) The value of the 
regression coefficient of the job insecurity variable (X2) has a positive value of 0.050. 
This shows that if the insecurity job increases in value by 1 unit, then the turnover 
intention (Y) will increase by 0.050 assuming that other independent variables are 
considered constant. Positive signs mean that they show a unidirectional influence 
between independent variables and dependent variables; (4) The value of the regression 
coefficient of the job satisfaction variable (X3) has a positive value of 0.697. This shows 
that if job satisfaction increases by 1 unit, then turnover intention (Y) will increase by 
0.697 assuming other independent variables are considered constant. A positive sign 
means that it shows a unidirectional influence between independent variables and 
dependent variables. 

 
Table 6. t Test Result (partial) 

Coefficientsa 
Unstandardized 

Coefficients 
Standardized 
Coefficients t Sig. 

Model B Std. Error Beta 

1 

(Constant) -4.320 1.981  -2.181 .033 
Work-Life Balance -.029 .057 -.025 -.500 .619 

Job 
Insecurity .050 .050 .047 .990 .326 

Job Satisfaction .697 .038 .925 18.467 <.001 
Dependent Variable: Turnover Intention 
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Based on table 6 above, it is known that the results of the T (partial) test in this study: 
(1) It is known that the value of Sig. in the work-life balance variable on turnover intention 
is 0.619 > 0.05 and the t-count value -0.500 < t-table 1.996. From these results, it can be 
concluded that H1 is rejected which means that the work-life balance has no effect on 
turnover intention; (2) It is known that the value of Sig. in the Job Insecurity variable on 
turnover intention is 0.326 > 0.05 and the t-calculated value is 0.990 < t-table 1.996. From 
these results, it can be concluded that H2 is rejected which means that Job Insecurity has 
no effect on turnover intention; (3) It is known that the value of Sig. in the variable of job 
satisfaction to turnover intention is 0.001 < 0.05 and the t-count value is 18.467 > t-table 
1.996. From these results, it can be concluded that H3 is accepted, which means that job 
satisfaction partially affects Turnover Intention. 

 
Table 7. f Test Result (Simultaneous) 

ANOVAa 

Model Sum of 
Squares df Mean 

Square F Sig. 

1 
Regression 1191.905 3 397.302 131.077 <.001b 
Residual 203.081 67 3.031   

Total 1394.986 70    
Dependent Variable: Turnover Intention 
Predictors: (Constant), Job Satisfaction, Job Insecurity, Work-Life Balance 

Based on table 7 above, it is known that the Sig. value is 0.001 < 0.05 and the F-count 
is 131.077 > F-table 2.74. From these results, it can be concluded that the variables of 
work-life balance, job insecurity and job satisfaction simultaneously have a model effect 
on employee turnover intention. 

 
Table 8. Determination Coefficient Test Results 

 Model Summary 

Predictors: (Constant), Job Satisfaction, Job Insecurity, Work-Life Balance 
Based on table 4.11 above, an R-Square value of 0.854 was obtained, which means 

that 85.4% of the employee turnover intention rate was influenced by the variables of 
work-life balance (X1), job insecurity (X2), and job satisfaction (X3). While the 
remaining or 14.6% was influenced by other variables that were not explained in this 
study. 

 
4.4 Discussion 
4.4.1 The Effect of Work-Life Balance on Turnover Intention 

Based on the results of the study, it was shown that work-life balance did not have a 
significant effect on turnover intention. A negative work-life balance means that the 
higher the balance between personal life and work life, the lower the level of desire to 
leave the company. This is because the respondents in this study have found a balance 
between personal life and work life. Work-life balance is important for employee well-
being, but its effects can vary depending on the context of the company and other factors 
that influence an employee's decision to stay or leave the company. 

 
Model 

 
R 

 
R Square 

Adjusted R 
Square 

Std. Error of the 
Estimate 

1 .924a .854 .848 1.74099 
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Inadequate salary, dissatisfaction with work, lack of career progression, or poor 
relationships with coworkers or employers can affect the intention to leave the company 
rather than work-life balance. Employees will still feel comfortable with work-life 
balance, but if there are other factors that affect job satisfaction more, this could be the 
main reason to think about changing workplaces. 

Companies have policies that support work-life balance, such as flexible working 
hours or remote work policies, employees may feel more satisfied and tend to stay afloat 
despite other challenges. However, in companies with a culture that lacks this balance, 
even if a personal work-life balance has been achieved, other factors such as poor working 
conditions or lack of respect can influence the decision to leave. 

Employees who feel they already have a good work-life balance may focus more on 
other factors that affect their job satisfaction, such as career development opportunities, 
job challenges, or interpersonal relationships at work. If these aspects are inadequate, then 
even if the work-life balance is well maintained, turnover intention can still appear. 

 
4.4.2 The Effect of Job Insecurity on Turnover Intention 

Based on the research results, it shows that job insecurity has not a significant effect 
on turnover intention. This shows that job insecurity does not have a large enough impact 
to affect employees' intention to change jobs. The results of this study can be interpreted 
that concerns about the importance of work for employees are low because the company 
has clearly provided employee jobdesks according to each division, besides that the 
company also provides rewards in the form of certificates and incentive bonuses to 
employees who exceed the targets set by the company. Other indicators include the level 
of individual threats that may occur, such as job security guarantees in the form of clear 
employment contracts or policies that support job stability. With this guarantee, 
employees will feel calmer and safer in carrying out their duties, because they do not have 
to worry about possible layoffs or uncertainty about the future of their jobs. This can 
increase satisfaction and loyalty to the company and reduce the tendency of employees to 
change jobs. 

Companies that provide or rewards for employees who perform well, also contribute 
to employees' perception of the value and security of their work. These awards can 
increase the sense of appreciation and provide additional incentives for employees to stay 
put. With clear recognition and rewards for work achievements, employees will feel more 
motivated and loyal to the company, which in turn reduces their intention to change jobs. 

Job insecurity often arises when employees feel confused or unclear about their role 
within the company. However, if the company has provided clarity regarding the jobdesk 
of each employee according to its job division, then the level of confusion is reduced. 
Employees who understand their responsibilities well and know what to expect will feel 
more secure in carrying out their duties, which can reduce the anxiety they may feel 
related to job insecurity. 

The company must have policies that support job stability, for example through clear 
communication regarding the company's condition and future prospects, then employees 
will feel more confident and calmer. Employees will feel that their jobs are not threatened 
by sudden changes or layoffs that could occur in other, more unstable companies. 

When employees feel secure in their jobs, employees are more likely to feel satisfied 
and loyal to the company. This sense of security reduces the tendency to change jobs, 
because they feel valued and have opportunities to thrive within the company. High job 
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satisfaction is often associated with a sense of security, clarity of roles at work, and 
recognition of hard work can minimize the desire to seek out other job opportunities. 

 
4.4.3 The Effect of Job Satisfaction on Turnover Intention 

Based on the results of the research, it shows that job satisfaction has a significant 
effect on turnover intention. This shows a unidirectional relationship between job 
satisfaction and turnover intention. The higher the level of job satisfaction faced by 
employees, the higher the employee's desire to leave the company. When the expectations 
and desires of employees are increasingly met, job satisfaction also increases. However, 
this level of satisfaction can actually be the starting point of burnout, so the higher the 
level of satisfaction, the greater the tendency of employees to look for opportunities 
outside the company. Thus, a high level of job satisfaction can strengthen their confidence 
and confidence in their abilities, so they will feel more prepared and motivated to pursue 
better career opportunities outside the company. However, it doesn't always motivate 
employees to stay in the company. 

When employees feel satisfied with their work, this makes employees feel more 
confident in their abilities. High job satisfaction can reinforce a sense of competence, 
which in turn encourages employees to feel better prepared to pursue better opportunities 
outside the company. This can create an incentive to seek new challenges or greater 
opportunities, even if employees are satisfied with their current condition. 

High job satisfaction can lead to feelings of stagnation, where employees feel that there 
is nothing new or challenging in their workplace. As a result, employees will look for 
opportunities that offer new experiences or challenges that can satisfy the desire to grow 
further. In this case, a high level of job satisfaction can encourage employees to look for 
more lucrative or more challenging jobs outside the company. 

External factors can also affect employee satisfaction who are satisfied with their work 
so that they can feel more confident to pursue these opportunities. That way, employees 
may feel that it is time to look for better career opportunities even though they are now 
satisfied at work. If the company does not provide a clear career path or sufficient 
promotion opportunities, employees may begin to feel that the employee has reached the 
limit of potential at the company. Even if employees are satisfied with their jobs, the 
absence of opportunities for further growth can encourage employees to look elsewhere 
for challenges. 

 
5. Conclusion 

Based on the results of the research and discussion that has been carried out by the 
researcher regarding the important role of work-life balance and job insecurity in 
employee job satisfaction to reduce turnover intention, there are several conclusions that 
can be drawn from this study, including the following: (1) that work-life balance has a 
negative and insignificant effect on turnover intention, the results state that even though 
employees have a good work-life balance but do not affect themselves to stay or leave 
the company; (2) that job insecurity has a negative and insignificant effect on turnover 
intention, The results state that the inconsistent level of job insecurity does not have a 
large impact on influencing employees to change jobs; (3) that job satisfaction has a 
positive and significant effect on turnover intention. The results state that employees with 
a high level of job satisfaction can strengthen their confidence and confidence in their 
abilities, so that they are motivated to pursue better career opportunities outside the 
company. 



IJAMESC, Vol. 3 No. 02, April 2025  
DOI: https://doi.org/10.61990/ijamesc.v3i2.479          e-ISSN 2986-8645 
 

International Journal of Accounting, Management, Economics and Social Sciences. 
IJAMESC, PT. ZillZell Media Prima, 2025. 

 
 

582 

References 
Alzayed, M., & Murshid, M. A. (2017). Factors Influencing Employees’ Intention to 

Leave Current Employment in the Ministry of Information in Kuwait. Australian 
Journal of Business Science Design & Literature Www.Raoaustralia.Org ISSN, 
10(12), 2414–3284. https://www.raoaustralia.org/wp-
content/uploads/2017/05/17101001.pdf 

Astuti, D., Hasanah, D., Silitonga, S., & Anggiani, S. (2022). Peran Employee 
Engagement Sebagai Mediasi pada Pengaruh Stres Kerja dan Keseimbangan 
Kehidupan Kerja terhadap Turnover Intention. Jurnal Ilmiah Manajemen Sumber 
Daya Manusia (JENIUS), 5(3), 543– 555. 
http://dx.doi.org/10.32493/JJSDM.v5i3.20383 

Audina, V., & Kusmayadi, T. (2018). Pengaruh Job Insecurity Dan Job Stress Terhadap 
Turnover Intention (Studi Pada Staff Industri Farmasi Lucas Group
 Bandung. Sains & Manajemen Akuntansi, X(1), 85–101. 
https://ojs.stan-im.ac.id/index.php/JSMA/article/view/29 

Azizah C, & Murniningsih R. (2022). Pengaruh Job Insecurity dan Workload Terhadap 
Turnover Intention dengan Job Satisfaction Sebagai Variabel Mediasi. Business and 
Economics Conference in Utilization of Modern Technology, 606–613. 
https://journal.unimma.ac.id 

Barage, P., & Sudarusman, E. (2022). Pengaruh Work-Life Balance, Stres Kerja, Dan 
Kepuasan Kerja Terhadap Turnover Intention (Studi Pada Pekerjaan Generasi 
Milenial Di Yogyakarta). Cakrawangsa Bisnis, 3(1), 81–96. 
http://journal.stimykpn.ac.id/index.php/cb 

Bintoro dan Daryanto. (2017). Manajemen Penilaian Kinerja Karyawan (M. Gava (ed.); 
1st ed.). https://onesearch.id/Record/IOS4644.slims-60004 

Eliana, F., & Negoro, D. A. (2024). Pengaruh Gaya Kepemimpinan Transformasional, 
Work-life Balance, dan Kepuasan Kerja terhadap Turnover Intention. El-Mal: 
Jurnal Kajian Ekonomi & Bisnis Islam, 5(4), 2181–2200. 
https://doi.org/10.47467/elmal.v5i4.919 

Fauzi, Y., Rahwana, K. A., & Barlian, B. (2023). Pengaruh work life balance dan stress 
kerja terhadap turnover intention karyawan perusahaan djuanda poultry shop 
Tasikmalaya. Jurnal Visi Manajemen, 9(1), 16– 32. 
file:///C:/Users/Hp/Downloads/_JVM+Vol+9+no+1+Januari+2023+hal+16-32.pdf 

Gayatri, E., & Muttaqiyathun, A. (2020). Pengaruh Job Insecurity, Beban Kerja, 
Kepuasan Kerja dan Komitmen Organisasi terhadap Turnover Intention Karyawan 
Milenial. Prosiding University Research Colloquium, 11, 77–85. 
https://www.semanticscholar.org/paper/Pengaruh-Job-Insecurity%2C-Beban-
Kerja%2C-Kepuasan-dan-Gayatri-
Muttaqiyathun/6ae0e0c097b623ff3ab59de262268b41c7ac1998 

Gujarati, D. N., & Porter, D. C. (2010). Dasar-dasar Ekonometrika (Terjemahan). Buku 
Edisi 5. Salemba. Jakarta. 

Haholongan, R. (2018). Stres Kerja, Lingkungan Kerja Terhadap Turnover Intention 
Perusahaan. Jurnal Manajemen Indonesia, 18(1), 61–67. 
https://doi.org/10.25124/jmi.v18i1.1260 

Halimah, T. N., Fathoni, A., & Maria M Minarsih. (2016). Lingkungan Kerja Terhadap 
Turnover Intention Pramuniaga Di Gelael Supermarket ( Studi Kasus Pada Gelael 
Superindo Kota Semarang ). Journal of Management, 2(2). 
https://jurnal.unpand.ac.id/index.php/MS/article/view/606 



IJAMESC, Vol. 3 No. 02, April 2025  
DOI: https://doi.org/10.61990/ijamesc.v3i2.479          e-ISSN 2986-8645 
 

International Journal of Accounting, Management, Economics and Social Sciences. 
IJAMESC, PT. ZillZell Media Prima, 2025. 

 
 

583 

Harnoto. (2002). Manajemen Sumber Daya Manusia (2nd ed.). PT. Prehallindo. 
Hudson. (2005). Case for work-life balance, the: closing the gap between policy and 

practice. Hudson Global Resources (Aust.) Pty. 
Idulfilastri, R. M. (2018). Keterikatan Kerja dalam Konteks Psikologi 

Industri/Organisasi. Anak Hebat Indonesia. 
https://lintar.untar.ac.id/repository/penelitian/buktipenelitian_10717001_12C2225
59.pdf 

Januartha, A. A. G. A., & Adnyani, I. G. . D. (2018). PJanuartha, A A Gede Agung, and 
I.G.A Dewi Adnyani. 2018. “Pengaruh Job Insecurity Dan Kepuasan Kerja 
Terhadap Turnover Intention Pada Karyawan Hotel.” E-Jurnal Manajemen 
Universitas Udayana 8(2): 588.engaruh Job Insecurity Dan Kepuasan Kerja 
Terhadap Tur. E-Jurnal Manajemen Universitas Udayana, 8(2), 588. 

Karimah, V. N., & Aslamiyah, S. (2024). Pengaruh Job Insecurity, Kompensasi, 
Kepuasan Kerja Terhadap Turnover Intention. Management Studies and 
Entrepreneurship Journal (MSEJ), 5(2), 3405–3417. 
https://doi.org/10.37385/msej.v5i2.4545 

Mayawati. L. (2021). Pengaruh Kepuasan Kerja Dan Job Insecurity Terhadap Turnover 
Intention Perawat. Psikologi Kreatif Inovatif, 1(1), 56–67. https://journals.upi-
yai.ac.id/index.php/PsikologiKreatifInovatif/article/view/1203 

Mobley, W. H. (2011). Pergantian Karyawan: Sebab Akibat dan Pengendaliannya - Oleh: 
William H. Mobley. PPM-Bisnis 2030. 
https://onesearch.id/Record/IOS2862.UNMAL000000000032102 

Nitisemito, A. (1993). Manajemen Personalia. Jurnal Administrasi Pendidikan Ghalia 
Indonesia. https://balaiyanpus.jogjaprov.go.id/opac/detail-opac?id=58842 

Osmond, M. (2021). Pengaruh Kepuasan Kerja dan Pelatihan Terhadap Kinerja 
Karyawan PT Duzazys Prima Enjeniring. Universitas Prof. Dr. Moestopo 
(Beragama). 

Pandi, A. (2016). Concept & Indicator Human Resources Management for Management 
Research - Pandi Afandi - Google Buku. In Cv Budi Utama.c 
https://library.bpk.go.id/koleksi/detil/jkpkbpkpp-e-202111122143 

Pangemanan, F. L., Pio, R. J., & Tumbel, T. M. (2017). 73402-ID-pengaruh- work-life-
balance-dan-burnout-t. Jurnal Administrasi Bisnis (JAB), 5, 1– 8. 
https://doi.org/10.35797/jab.v5.i003.%25p 

Pantouw, D. G. J., Tatimu, V., & Rumawas, W. (2022). Pengaruh Stres Kerja dan 
Worklife Balance Terhadap Turnover Intention Karyawan PT. Mahagatra Sinar 
Karya Manado. Productivity, 3(1), 2723–0112. 
https://ejournal.unsrat.ac.id/v3/index.php/productivity/article/view/37958 

Permatasari, C., & Laily, N. (2021). Pengaruh Job Insecurity dan Burnout Terhadap 
Turnover Intention Melalui Komitmen Organisasi Sebagai Variabel Intervening 
Pada Tenaga Kesehatan RS di Surabaya. Jurnal Ilmu Dan Riset Manajemen, 10(11), 
1–23. https://jurnalmahasiswa.stiesia.ac.id/index.php/jirm/article/view/4388 

Poulose, S., & Sudarsan. (2014). Work-Life Balance: A Conceptual Review. International 
Journal of Advances in Management and Economics, 3(2), 1–17. 
file:///C:/Users/Hp/Downloads/0102032014.pdf 

Purnomo, R. (2023). Pengaruh Kompensasi, Peluang Pertumbuhan Karir, Dan 
Ketidakamanan Kerja Terhadap Turnover Intention Karyawan Generasi MileniaL. 
Universitas Tidar. 
file:///C:/Users/Hp/Downloads/c6616fcf3050f17897c170ba3db09167.pdf 



IJAMESC, Vol. 3 No. 02, April 2025  
DOI: https://doi.org/10.61990/ijamesc.v3i2.479          e-ISSN 2986-8645 
 

International Journal of Accounting, Management, Economics and Social Sciences. 
IJAMESC, PT. ZillZell Media Prima, 2025. 

 
 

584 

 
Rostandi, R. M., & Senen, S. H. (2021). Pengaruh kepuasan kerja dan reward system 

terhadap turnover intention. Jurnal Ilmu Manajemen Dan Bisnis, 12(2), 147–154. 
file:///C:/Users/Hp/Downloads/38726-92620-1-PB.pdf 

Saputra, A. (2017). Pengaruh Kompensasi Dan Job Insecurity Terhadap Intensi Turnover 
Karyawan Pada Pt United Sindo Perkasa Kota Batam. Jurnal Akuntansi Barelang, 1 
No.2, 1–14. https://ejournal.upbatam.ac.id/index.php/jab/article/view/166 

Siagian, S. P. (2013). Manajemen Sumber Daya Manusia (1st ed.). Bumi Aksara. 
https://elibrary.bsi.ac.id/readbook/211976/manajemen-sumber-daya-manusia 

Sismawati, W., & Lataruva, E. (2020). Karyawan Generasi Y dengan Kepuasan Kerja 
sebagai Variabel Intervening (Studi pada PT Bank Tabungan Negara Syariah 
Semarang). Dipoenegoro Journal of Management, 9(3), 1–11. http://ejournal-
s1.undip.ac.id/index.php/dbr 

Sugiyono. (2016). Metode Penelitian Kuantitatif, Kualitatif dan R &Metode Penelitian 
Kuantitatif, Kualitatif Dan R & D.Bandung:Alfabeta. Bandung:Alfabeta. 
https://elibrary.bsi.ac.id/readbook/204383/metode-penelitian-pendidikan-
pendekatan-kuantitatif-kualitatif-dan-r-d.html 

Sugiyono. (2018b). Prof. Dr. Sugiyono. 2018. Metode Penelitian Kuantitatif, Kualitatif, 
dan R&D. Bandung: Alfabeta. Prof. Dr. Sugiyono. 2018. Metode Penelitian 
Kuantitatif, Kualitatif, Dan R&D. Bandung: Alfabeta. 
https://perpustakaan.binadarma.ac.id/opac/detail-opac?id=52 

Sutrisno, E. (2022). Manajemen Sumber Daya Manusia, edisi pertama, Cetakan ke-8. 
Penerbit: Kencana Pranada Media Group. 
https://books.google.co.id/books/about/Manajemen_Sumber_Daya_Manusia.html
?hl=id&id=OhZNDwAAQBAJ&redir_esc=y 

Suyatno, A., Abdullah, A., Sundah, D. I., Satriawan, D. G., Palupiningtyas, D., Fitriani, 
& Wjoyo, H. (2020). Manajemen Sumber Daya Manusia : Prinsip Dasar dan 
Aplikas (Mirra Buana Media (ed.); 1st ed.). 
https://www.researchgate.net/profile/Akmal-
Abdullah/publication/343833254_Manajemen_Sumber_Daya_Manusia_Prinsip_
Dasar_dan_Aplikasi/links/642b1eb520f25554da0871ac/Manajemen-Sumber-
Daya-Manusia-Prinsip-Dasar-dan-Aplikasi.pdf 

Syamsul, S., Pakaya, S., Musafir, M., & Karim, S. T. (2022). Pengaruh Job Insecurity dan 
Beban Kerja Terhadap Turnover Intention Pada PT. Telkom Akses Gorontalo. 
Journal of Technopreneurship on Economics and Business Review,
 4(1), 7–17. 
https://doi.org/10.37195/jtebr.v4i1.89 

Widyaningrum, A., Kirana, K. C., & Septyarini, E. (2023). Pengaruh Work Passion, 
Work Life Balance, dan Stress Kerja terhadap Turnover Intention Studi pada 
Karyawan PT. BPR Bank Daerah Gunungkidul. Jurnal Ilmiah Universitas 
Batanghari Jambi, 23(2), 2300. https://doi.org/10.33087/jiubj.v23i2.3629 


