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Abstract: This research finds out and analyzes the impact of giving compensation and career 

development to turnover intention with job satisfaction level as an intervening variable at PT. 

Wijaya Machinery Perkasa. A quantitative descriptive method using a causal relationship 

approach was administered to conduct this research. The data analysis method used is 

Structural Equation Model (SEM) with SmartPLS (Partial Least Square) 3.0. The results of 

this study show; (1) Job satisfaction has significant effect and increases the trend on 

compensation, (2) Job satisfaction has positif impact on the career development, (3) 

Compensation trend is not significantly effective on turnover intention, (5) Job satisfaction as 

an intervening variable has low effect on compensation on turnover intention, (6) Career 

development has a negative effect on turnover intention, and (7) The employee turnover 

intention at PT. Wijaya Machinery Perkasa is not significantly effective on job satisfaction. 
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INTRODUCTION 

The development of business environment nowadays makes many business leaders 

increasingly realizing that one critical component to the success of any business is Human 

Resources (HR). Good human resource management makes it easy for the company's wheels 

to turn. On the other hand, poor human resource management will lead to various problems 

that will hamper the stability of the company. A common phenomenon that is increasing the 

numbers of the intention to change jobs is cuased by the managerial negligence issues in 

personnel management. The high turnover rate affects the company's activities; as a result, 

the exp 

erienced employees may leave the company, and they have to recruit other new 
employees. Recently, a big problem that can be found by some companies is a high employee 

turnover. The employees recruited by the company decide to go to work, and they feel 

frustrated when they find that there is no hope after the recruitment process has succeeded in 

attracting qualified employees. PT. Wijaya Machinery Perkasa is established in 2003 and has 

grown to a total of 134 employees. Certainly, there are struggles in the process of the 
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personnel management at this company. For this reason, the investigation further can be done 

to find several employee problems. Based on observations and interviews at PT. Wijaya 

Machinery Perkasa, the problems found as follows. 

1. Employee compensation by company management is still unsatisfactory. 

2. Company management has not clearly regulated the career development of employee. 

3. Employee feel disappointed to management. 

4. Increasing intention to change jobs. 

5. Feeling disappointed at work. 

 

LITERATURE REVIEW 

In the previous studies, several researchers used various factors that have turnover, all 

of which are compensation given, career development management, and job satisfaction. 

According to Susilo et.all (2019), compensation gives impact on the level of employee job 

satisfaction in the company where they work. The similar study was found in a research 

conducted by Aziz et.all (2019) shows that career development provides new things to 

employee job satisfaction, but it is different from compensation. In which does not affect the 

intention for employees to leave work (Vicky, 2018). 

This study aims to identify and analyze the effectiveness of additional bonuses on job 
satisfaction levels, providing career development on employee job satisfaction levels, giving 

additional bonuses on the turnover intentions of the employee, the career development on 

employee turnover intentions, giving additional bonuses on turnover intention by mediating 

the level of job satisfaction, career development on turnover intention by mediating the level 

of job satisfaction, and job satisfaction on turnover intention at PT. Wijaya Machinery 

Perkasa. 

 

Turnover Intention 

Robbins and Judge in Johan (2020) stated turnover intention is the termination of 
employment relationships by employees who are forced or not forced. Fluctuations can take 

the form of a letter of resignation, transfer from an agency, and the dissolution or closing of 

an agency. According to Hamoto and Johan (2020), sales intention refers to the extent or 

intens desire to leave the company. From some of the existing studies, turnover intention 

known as an attitude that arises voluntarily or not voluntarily in individuals who have a desire 

or action to leave the company to switch to another job. According to Mobley (2020), the 

parameters that can be used as a measure of sales intention are as follows. 

a. Considering leaving the organization. 

b. The desire to find a new job. 

c. The intention to leave a job. 

 

Compensation 

In relation to individual employees, Swasto (2011) assumed that anything that is 
received by employees as a symbol of appreciation for services or contributions by the 

agency is called compensation. Simamora (2006) also mentioned that compensation can be 

financial rewards and other benefits which are received by employees in the context of an 

employment management. Shortly, compensation refers to anything that employees get in 

return for their services and hardworks for the agency. According to the report, it can be said 

that all remuneration received by employees from the company is compensation. 

According Malayn S.P Hasibun (2012), the parameter of compensation is mentioned below. 

1. Direct compensation 

 Salary 

 Comission 
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 Other comissions 

2. Indirect compensation 

 Insurance matters 

 Holiday allowance (THR) 

 Support service 

Employee compensation will be considered with several factors such as: 

1. Production capacity 

2. Solvency 

3. The ability to pay 

4. Offers according to the wishes of employees. 

 

Career Development 

Sinambela (2016) said that career development is an agency effort in improving the 

careers of its employees. Career management includes career plans, system implementation 

and employee monitoring. Meanwhile, Danang (2002) defnines career development as a 

career advancement which exists in career management. Based on these descriptions, 

organizations should prioritize their career development as the main business strategy to 

maintain their high-performing employees in companies. 

The three dimensions in career development stated by Busro (2013) are described 
below. 

1. Career provisions consisting of indicators such as promotions, opportunities for leaders, 

and certain positions in an agency. 

2. Self-improvement consisting of indicators such as giving employees to attend training, 
seminars or discussions, and competency tests. 

3. Improving the quality of work consisting of indicators such as self-discipline, loyalty, and 

employee motivation that need to be improved. 

According to Samsudin (2010), there are six factors that affect career development 
which are mentioned below. 

1. Work achievement 

2. Performance beam 

3. Strike request 

4. Be true to an organization 

5. Leadership and support 

 

Job Satisfaction 

The level of job satisfaction is indicated from the employee attitude towards the work 

environment. It is related with the relationship between work situations, collaboration 

between employees, additional wages received, and matters relating to physical and 

psychological. Handoko (2014) stated that the level of job satisfaction is an emotional state in 

which employees view the field of work. The theory related to the level of job satisfaction 

according to Mangkunegara (2017) is below. 

1. Balance 

2. Distinction 

3. Make ends meet 

4. Social reference 

5. Two factors of Herzberg 

6. Hope 

The impacts of performance dissatisfaction according to Wibowo in Syafina (2018) are 

below. 

1. Out or leave 
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Kompensasi 

(X1) 
H5 

H1 
H3 

Kepuasan 

Kerja (Y1) 
H7 

Turnover 

Intention 

Y2 

H2 H4 

Pengembangan 

Karir (X2) 

H6 

 

2. Lodge a complaint 

3. Reduced trust 

4. Being neglect at work 

 

Conceptual Framework 
 

 

RESEARCH METHOD 

The research was conducted using a quantitative descriptive method with a causal 

relationship approach. The objective of this research is to create real examples that exist in 

the research context. The objects of this research are all employees of PT. Wijaya Machinery 

Perkasa with 134 employees in total. Data analysis was carried out using descriptive 

statistical methods with the aim of providing an overall description (data). The data includes 

the lower and upper limit values, the average value, and the deviation from the existing data. 

The hypothesis of this study was tested with a structural equation model (SEM) approach 

with SmartPLS (Partial Least Square) 3.0. PLS as the component-based or variant-based 

structural equation model. The data processing includes convergent validation test, AVE test, 

discriminant validation test (cross loading), composite reliability test and Crossbach alpha, t- 

statistical hypothesis test and p-value. 

 

RESULT AND DISCUSSION 

Descriptive Analysis 

In finding the result of this study, questionnaires hav been distributed to employees of 

PT. Wijaya Machinery Perkasa, North Jakarta. The four variables used are compensation 

(X1), career development (X2), job satisfaction (X3), and turnover intention (X4). The result of 

the questionnaires is drawn below. 

 
Table 1. Data processing (2022) 

VARIABLE N MIN MAX MEAN 

Compensation 100 1 5 3,4 

Career Development 100 1 5 3,5 

Job Satisfaction 100 1 5 3,41 

Turnover Intention 100 1 5 3,48 

 

Based on the table, compensation (X1) variable shows the responses stating strongly 

disagree, disagree, hesitate, agree and strongly agree reach a percentage of up to 8.5%, 

16.83%, 20.0%, 32 ,67% and 22%. The mean value obtained on the remuneration variable 
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(X1) reaches 3.44, where the value is included in the "agree" category on the interpretation of 

the interval. The results of the data distribution on career development variables (X2) show 

that respondents strongly disagree, disagree, hesitate, agree and strongly agree reach a 

percentage of up to 6.38%, 11.88%, 22.88%, 35.38% and 23.50%. The average value 

obtained on the career development variable (X2) reach 3.41, where the value was included in 

the "agree" category on the interpretation of the interval. The results of the distribution of 

data on the job satisfaction variable (Y1) show data which states that respondents strongly 

disagree, disagree, hesitate, agree and strongly agree to reach a percentage of up to 10.11%, 

13.78%, 17.44%, 35% and 23.67%. The average value obtained on the job satisfaction 

variable (Y1) reach 3.41, where the value was included in the "agree" category on the 

interpretation of the interval. The results of the distribution of data on the Salen intense 

variable (Y2) show that respondents strongly disagree, disagree, hesitate, agree and strongly 

agree reaching a percentage of up to 37%, 39.33%, 23.67%, 0, 42% and 0%. The average 

value obtained on the Sales Intense variable (Y2) reached 3.41, where the value is included in 

"agree" category on the interpretation of the interval. 
 

Smart PLS Analysis 

1. Outer Model Analysis 

The convergent validity test used in this study aims to identify the unobserved variable 
that can be measured by the construct of the observed variable. The confirmatory factor 

analysis (CFA) or commonly known as factor analysis is used to process the data obtained. 

The table below shows the results of the variable validity process. 

 
Table 2 

 

Dimension 

Outer 

Loading 

Value 

 

Requirement 

 

Interpretation 

Salary According to Workload 0,381 >0,7 Valid 

Periodic Bonuses 0,847 >0,7 Valid 

Intensive Achievement 0,82 >0,7 Valid 

Insurance 0,852 >0,7 Valid 

Holiday Allowance (THR) 0,853 >0,7 Valid 
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Additional Facilities 0,84 >0,7 Valid 

Promotion Transparency 0,79 >0,7 Valid 

Opportunity to Be a Leader 0,773 >0,7 Valid 

Opportunity in Certain Position 0,775 >0,7 Valid 

Permitted to Continue Education 0,781 >0,7 Valid 

Permitted to Attend Seminars 0,778 >0,7 Valid 

Permitted to Take Competency 

Test 
0,742 >0,7 Valid 

Increasing Employee Motivation 0,786 >0,7 Valid 

Periodic Leadership 0,859 >0,7 Valid 

Fair Leader 0,842 >0,7 Valid 

Promotion Opportunities in 

Certain Position 
0,786 >0,7 Valid 

Fair Promotion Opportunities 0,853 >0,7 Valid 

Get Insurance 0,869 >0,7 Valid 

Get Additional Facilities 0,81 >0,7 Valid 

Have The Honour of Working 0,827 >0,7 Valid 

Appreciated 0,725 >0,7 Valid 

Regulation Transparency 0,746 >0,7 Valid 

Consider about Leaving Work 0,849 >0,7 Valid 

Interest in Looking for a New 

Job 
0,774 >0,7 Valid 

Intention to Leave Job 0,809 >0,7 Valid 

Source: Data Processing with SmartPLS 3.2.9 (2022) 

 

The following step is testing the convergent validity by paying attention to the AVE 

(Average Variance Extracted) value. Ghozali & Lathan (2012) stated the AVE value can be 

used if it is more than 0.5. The table below shows the results of the AVE value. 

 
Table 3 

Variable AVE 

Job Satisfaction (Y1) 0,663 

Compensation (X1) 0,707 

Career Development (X2) 0,594 

Source: Data Processing with SmartPLS 3.2.9 (2022) 

 

The following table describes the results of the composite reliability and Cronbach's 

alpha values’ processing. 
Table 4 

Variable 
Composite 

Reliability 

Cronbanch’s 

Alpha 
Requirement Interpretation 

Job Satisfaction (Y1) 0,946 0,936 >0,7 Reliable 

Compensation (X1) 0,935 0,917 >0,7 Reliable 

Career Development (X2) 0,921 0,902 >0,7 Reliable 

Turnover Intention (Y2) 0,852 0,743 >0,7 Reliable 

Source: Data Processing with SmartPLS 3.2.9 (2022) 

 

The table above shows that the results of the computation of composite reliability, and 

Cronbach's alpha values has 0.7 value, so the results of all variables is reliable latent, and the 

questionnaires can be used to do the research. 

 

2. Internal Model Analysis 

The value of R2 describes the level of ability of the independent variable that is 

assumed in the equation to explain the dependent variable (Hair et al., 2010). The following 

is the result of data processing by R Square. 
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Table 5 

Variable R Square R Square Adjusted 

Job Satisfaction (Y1) 0,55 0,541 

Turnover Intention (Y2) 0,335 0,315 

Source: Data Processing with SmartPLS 3.2.9 (2022) 

 

The explanations of the results of data processing above are as follows. 
 Based on the R-squared value of the job satisfaction variable (Y1)which is 0.550,the 

percentage of 55% shows the job satisfaction variable (Y1)with the influence of 

compensation (X1), career development (X2), and turnover intention (Y2). The remaining 

45 % is influenced by other variables. 

 Based on the R-squared value of the Sales Intent (Y2) variable of 0.335, the 33.5% 
percentage shows that the Sales Intent (Y2) variable is replaced by Job Satisfaction (Y2), 

Compensation (X1), and Career Development (X2) variables, while 66.5% is influenced by 

other variables. 

The Goodness of Fit Index (GoF) aims to find out the results from the performance 
combination of the measurement and the structural model. The equation below is the result of 

GoF. 

GoF = √𝐴𝑉𝐸 𝑥 𝑅2 
 

= √0,656 𝑥 0,443 
= 0,539 

From the computation, it can be concluded that the combined performance of the two 

models gets results above 0.36 (categorized as large in GoF). 
 

3. Hypothesis Testing  
Table 6 

Hypothesis 
Original 

Sample (O) 
T-Statistisc P-Values Result 

Job Satisfaction (Y1) → Turnover 

Intention (Y2) 
-0,387 2,555 0,011 Accepted 

Compensation (X1) → Job Satisfaction 

(Y1) 
0,421 3,331 0,001 Accepted 

Compensation (X1) → Turnover 

Intention (Y2) 
-0,055 0,436 0,663 

Not 
Accepted 

Career Development (X2) → Job 

Satisfaction (Y1) 
0,471 3,727 0,000 Accepted 

Career Development (X2) → Turnover 

Intention (Y2) 
-0,212 2,053 0,041 Accepted 

Compensation (X1) → Job Satisfaction 

(Y1) → Turnover Intention (Y2) 
-0,163 1,842 0,066 

Not 

Accepted 

Career Development (X2) → Job 
Satisfaction (Y1) → Turnover Intention 

(Y2) 

 

-0,182 
 

2,034 
 

0,043 
 

Accepted 

 

a) Job satisfaction on employee turnover intention at the company of PT. Wijaya 
Machinery Perkasa has negative effect. Based on Table 4.14, it is known that the t- 

statistic value of 2.555 indicates a value greater than the t-table value = 1.985, and the 

P-values = 0.011 indicates a value smaller than = 0.05. The coefficient value is 

negative, meaning -0.387 which means 38.7% can indicate that job satisfaction has a 

negative effect on employee turnover intentions with a path coefficient of -0.387. Based 

on the results of processing the hypothesis test, it can be concluded that hypothesis H7 
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is accepted in this study which reads: “There is a negative effect of job satisfaction on 

employee turnover intention at PT. Wijaya Machinery Perkasa”. 

b) PT. Wijaya Machinery Perkasa shows the reduction level of job satisfaction on the 

employee turnover.   Based on Table 4.14, it is known that the t-statistic value of 2.555 

is greater than the t-table value = 1.985, and the P-values = 0.011 indicates a value 

smaller than = 0.05. The coefficient value is negative, meaning -0.387 which means 

38.7% can indicate that job satisfaction has a negative effect on employee turnover 

intentions with a path coefficient of -0.387. Based on the results of processing the 

hypothesis test, it can be concluded that hypothesis H7 is accepted in this study which 

reads: “There is a negative effect of job satisfaction on employee turnover intention at 

PT. Wijaya Machinery Perkasa”. 

c) The compensation is decreased in employee turnover intention at PT. Wijaya 
Machinery Perkasa. Based on Table 4.14, it is known that the t-statistic value of 0.436 

indicates a value smaller than the t-table value = 1.985, and P-values = 0.663 which 

indicates a value greater than = 0.05. Based on the results of the processing of the 

hypothesis test, it can be concluded that the H3 hypothesis is rejected in this study 

which reads "There is no negative effect between remuneration on turnover intention at 

PT. Wijaya Machinery Perkasa”. 

d) PT. Wijaya Machinery Perkasa shows positive results on the career development on 

performance satisfaction with a T-statistic value of 3.727 which is greater than the t- 

table, and a t-value of 1.985 and 0 (less than 0.05). The coefficient value increased by 

0.471 or 47.1% which can be called a good influence of career development on 

performance satisfaction. Based on the results of the processing of the hypothesis test, it 

was found that the H2 hypothesis was accepted with reads: "There is a negative effect 

of career development on employee turnover intention at PT. Wijaya Machinery 

Perkasa”. 

e) PT. Wijaya Machinery Perkasa has negative result on career development on turnover 
intention of with a T-statistic value of 2.053 which is greater than the t-table, and a t- 

value of 1.985 and 0.041 (less than 0.05). The coefficient value decreased -0.212 or 

21.2% which can be called a bad influence of career development on job satisfaction. 

Based on the results of the editing of the hypothesis test, it was found that the H4 

hypothesis was accepted with the quote: "There is a negative effect of career 

development on employee turnover intention at PT. Wijaya Machinery Perkasa” 

f) PT. Wijaya Machinery Perkasa has no effect on job satisfaction in remuneration and 

turnover intention with a T-statistic value of 1.842 which is smaller than the t-table, and 

a t-value of 1.985 and 0.066 (less than 0.05). The coefficient value decreases -0.163 or 

16.3% which can be called a bad influence of compensation on the employee's intention 

to leave by mediating job satisfaction. Based on the results of editing the hypothesis 

test, it was found that the H5 hypothesis was rejected which reads: "There is no 

negative compensation for employee turnover intention at PT. Wijaya Machinery 

Perkasa with job satisfaction mediation” 

g) PT. Wijaya Machinery Perkasa got a negative result in providing job in career 
development on turnover intention of satisfaction with a T-statistic value of 2.053 

which was greater than the t-table, and a t-value of 1.985 and 0.043 (less than 0.05). 

The coefficient value decreases -0.182 or 18.2% which can be called a bad influence of 

career development on intention to leave by mediating job satisfaction. Based on the 

results of editing the hypothesis test, it was found that the hypothesis H6 was accepted 

in this study which reads: "There is a negative effect of career development on 

employee turnover intention at PT. Wijaya Machinery Perkasa with job satisfaction 

mediation”. 
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CONCLUSION 

1. Compensation to employees of PT. Wijaya Machinery Perkasa brings a significant effect 

on employee job satisfaction. 

2. Providing facilities creates significant impact on career development to employees of PT. 

Wijaya Machinery Perkasa on employee performance satisfaction. 

3. Compensation to employees of PT. Wijaya Machinery Perkasa is not significantly 

effective on employee job satisfaction. 

4. The intention to change jobs gives negative impact on career development by the 

employees of PT Wijaya Machinery Perkasa. 

5. PT. Wijaya Machinery Perkasa’s compensation to employees has significant effect on 

turnover intention using job satisfaction mediation. 

6. There is a negative effect of career development on employee turnover intention mediated 
by job satisfaction at PT Wijaya Machinery Perkasa. 

7. Employee job satisfaction of PT. Wijaya Machinery Perkasa brings negative effect on 

turnover intention. 

Compensation is proved to have significant impact on employee performance 

satisfaction. Apparently, the companies should notice and maintain the status of employee 

compensation both directly and indirectly. The existence of career development is proven to 

affect employee performance satisfaction. So, companies should manage their system and 

regulation in employee career development related to performance. It will increase the 

employee job satisfacition and also greater their loyalty to the company. The negative impact 

of job satisfaction occurs on turnover intentions. Coping with this, the employee welfare 

should be prioritized because it affects the stability of the companies indirectly. For example, 

they feel happy and satisfied in a positive work environment. 

The limitation of this study is based on the two rejected hypotheses. They are the 

negative effect of compensation on intention to leave a job, whether mediated by the job 

satisfaction or not. It needs other independent variables to investigate whether the employee 

remains or leaves the company. We have recommendation to the next researchers who 

conduct the similar research to examine the other independent variables, such as work 

motivation and leadership management, and also expand the research subject environment to 

get maximum research results. 

 

BIBLIOGRAPHY 

Akhmal.A., Laia.F., & Sari.R.A. (2018) Pengaruh Pengembangan Karir Terhadap Kepuasan 

Kerja Pegawai. Jurnal Bisnis Administrasi Volume 07, Nomor 01, 2018, 20-24 

A.A Prabu, Mangkunegara. (2017). Manajemen Sumber Daya Manusia Perusahaan. 

Bandung: PT. Remaja Rosdakarya. 

Azis, E., Prasetio, A.P., & Utomo, K.H. (2019). Overcoming Turnover intention Problems: 

Direct– Indirect Model to Identify the Effect of Perceived Organizational Support And 

Job Satisfaction In Service-Based Organizations. Jurnal Aplikasi Manajemen. 

Bangun, Wilson. (2012). Manajemen Sumber Daya Manusia. Jakarta: Erlangga 
Bustami Zainudin., Ahmad Hidayat Sutawidjaya., A. B. Saluy., Maszudulhak Djamil., Endri 

Endri. The Effect of Compensation, Leadership, and Supervision on Performance of 

Government Civil Servants: Mediating Role ofAdversity Quotient. Linguistics and 

Culture Review, Vol.5, Issu.1, Pages 453-469 

Brahmannanda, S., & Dewi, I. M. (2020). Work insecurity and compensation on turnover 

intention mediated by the job satisfaction of employees. International research 

journal of management, IT and social sciences, 7(5), 89-98. 

Creswell, J. W., & Poth, C. N. (2018). Qualitative Inquiry and Research Design 

Choosing Among Five Approaches. (4th Edition ed.). California: Sage Publishing. 

https://dinastipub.org/DIJEFA


https://dinastipub.org/DIJEFA Vol. 3, No. 5, November 2022 

560 | P a g e 

 

 

 

Danang Sunyoto, (2012) Manajemen Sumber Daya Manusia, CAPS (Center for Academic 

Publishing Service), 

Dharmiarto, R. I., Iqbal, M. A., & Saluy, A. B. (2021). The Effect of Leadeperusahaanhip 

and Compensation On The Job Satisfaction Mediated By Motivation At Pt. Indesso 

Culinaroma International. Dinasti International Journal of Management Science, 3(1), 

161-176. 

Ekhsan, M. (2019). The influence job satisfaction and organizational commitment on 

employee turnover intention. Journal of Business, Management, & Accounting, 1(1). 

Fachrudi, F., Parwoto, P., & Saluy, A. B. (2021). The Influence of Leadeperusahaanhip And 

Organizational Commitment On Employee Performance Through Working 

Disciplines As Intervening Variables. Dinasti International Journal of Management 

Science, 3(1), 1-22. 

Garingging, R., Salluy, A.B., (2020) Influence of Leadeperusahaanhip, Organizational 
Culture, and Millennial Employee Performance Compensation (Case Study in Pt. Xyz 

Company)" Iconic Research and Engineering Journals Volume 4 Issue 1 2020 Page 

75-89 

Gharakhani, D., & Zaferanchi, A. (2019). The effect of job burnout on turnover intention 

with regard to the mediating role of job satisfaction. Journal of Health, 10(1), 109- 

117. 

Ghozali, Imam. (2004). Aplikasi Analisis Multivariate dengan Program SPSS. Semarang: 

Badan Penerbitan Univeperusahaanitas Diponegoro 

Hasibuan, Malayu.S.P.2014.Manajemen Sumber Daya Manusia. Jakarta: PT Bumi Aksara. 

Johan, M. F. (2020). Hubungan Job Insecurity terhadap Intensi Turnover pada Pegawai 

Outsourcing. Psyche 165 Journal, 13(1), 60-66. 

Johan, M.F., Nopriyanto, R., Ainun, N.I. (2020) Hubungan Job Insecurity terhadap Intensi 

Turnover pada Pegawai Outsourcing. Psyche 165 Journal, Vol. 13, No.1, Januari 

2020, ISSN: 2088-5326, e-ISSN: 2502-8766 Copyright@2020 by LPPM UPI YPTK 

Padang 
Kemalasari, N., & Saluy, A. B. (2018) The Effect of Human Capital, Structural Capital and 

Relation Capital on Company Performance. Saudi Journal of Humanities and Social 

Sciences (SJHSS) ISSN 2415-6256, Vol-3, Iss-5. Page, 642-650. 

 

Kumbara, V. B. (2021). Pengaruh Kepuasan Kerja, Kompensasi Dan Pengembangan Karir 

Terhadap Turnover intention Pegawai Bank Syariah Mandiri Cabang Padang. Jurnal 

Ekobistek, 7(1), 43–50. https://doi.org/10.35134/ekobistek.v7i1.11 

Kurniawaty, K., Ramly, M., & Ramlawati, R. (2019). The effect of work environment, stress, 

and job satisfaction on employee turnover intention. Management science 

letteperusahaan, 9(6), 877-886. 

Lee, X., Yang, B., & Li, W. (2017). The influence factoperusahaan of job satisfaction and its 

relationship with turnover intention: Taking early-career employees as an 

example. Anales de Psicología/Annals of Psychology, 33(3), 697-707. 

Lim, A. J. P., Loo, J. T. K., & Lee, P. H. (2017). The impact of leadeperusahaanhip on 
turnover intention: The mediating role of organizational commitment and job 

satisfaction. Journal of Applied Structural Equation Modeling, 1(1), 27-41. 

Lisdiani, V., & Ngatno, N. (2017). Pengaruh Pengembangan Karir Terhadap Kepuasan Kerja 

Pegawai Melalui Motivasi Kerja Sebagai Variabel Intervening (Studi Kasus Pada 

Hotel Grasia Semarang). Jurnal Ilmu Administrasi Bisnis, 6(4), 105-112. Retrieved 

from https://ejournal3.undip.ac.id/index.php/jiab/article/view/17602 

Luthans, F. (2011). Organizational behavior. New York: The McGraw-Hill Companies, Inc 

https://dinastipub.org/DIJEFA
https://doi.org/10.35134/ekobistek.v7i1.11
https://ejournal3.undip.ac.id/index.php/jiab/article/view/17602


https://dinastipub.org/DIJEFA Vol. 3, No. 5, November 2022 

561 | P a g e 

 

 

 

Musanti, T., & Mulyana, B. Saluy., (2019). Pengaruh Pelatihan, Motivasi Kerja Dan 

Kompetensi Terhadap Kinerja Personel Di Makosek Hanudnas I. Journal Of 

Management And Business Review, jilid, 16, 87-109. 

Nawa, F., Kempa, S. (2017). Pengaruh Kompensasi Dan Disiplin Kerja Terhadap Kinerja 

Pegawai Pada Pt. Pln (Persero) Wilayah Nusa Tenggara Timur. AGORA Vol. 5, No: 

3, (2017) 

Pramudena, S. M., Saluy, A. B., & Muhith, A. (2021). The Effect of Work Motivation and 

Compensation on the Non-State Employees’ Work Performance with Work 

Satisfaction as Intervening Variables at the National Land Agency, the Regency of 

Bekasi. Economics and Business Quarterly Reviews, 4(2). 

Prasetio, A. P., Luturlean, B. S., & Agathanisa, C. (2019). Examining employee’s 

compensation satisfaction and work stress in a retail company and its effect to 

increase employee job satisfaction. International Journal of Human Resource 

Studies, 9(2), 239-265. 

Prasetyo, I., Winarko, R., Chamariyah, C., & Rusdiyanto, R. (2021). Buku Manajemen 
Sumber Daya Manusia. 

Purba, M. Y., & Ruslan, S. (2020). INFLUENCE COMPENSATION, CAREER 

DEVELOPMENT AND JOB SATISFACTION TO TURNOVER 

INTENTION. Dinasti International Journal of Economics,   Finance   & 

Accounting, 1(4), 642-658. 

Raharjo, S., Saluy, AB., (2021). Effect of Leadeperusahaanhip, Work Motivation, and 

Compensation for Job Satisfaction at Work (Case Study at PT. Agung Solusi 

Trans). Saudi J Bus Manag Stud, 6(8), 317-326. 

Rahman, A., & Syahrizal, S. (2019, April). Effect of compensation and career development 

on turnover intention: Job satisfaction as a mediation variable. In 2nd Padang 

International Conference on Education, Economics, Business and Accounting 

(PICEEBA-2 2018) (pp. 187-193). Atlantis Press. 

Rahman, Y. A. (2020). Manajemen sumber daya manusia. Tsaqofah: Jurnal Pendidikan 
Islam, 4(2). 

Rasyid.M.A., Tanjung A., (2020) Pengaruh Kompensasi, Lingkungan Kerja dan Motivasi 

Terhadap Kepuasan Kerja Guru pada SMA Swasta Perkumpulan Amal Bakti 4 

Sampali Medan. Maneggio: Jurnal Ilmiah Magister Manajemen homepage: Vol 3, No. 

1, Maret 2020, 60-74 MANEGGIO ISSN 2623-2634 (online) 

Rehatta, R.N.P. Pengaruh Kompensasi Dan Semangat Kerja Terhadap Intensi Turnover Pada 

Pegawai Pt. Jaya Samudra Beperusahaanama Di Kota Ambon. Jurnal SOSOQ 

VOLUME 8 Nomor 1 Febuari 2020 

Rinny, P., Purba, C. B., & Handiman, U. T. (2020). The influence of compensation, job 

promotion, and job satisfaction on employee performance of Mercubuana 

Univeperusahaanity. International Journal of Business Marketing and Management 

(IJBMM), 5(2), 39-48. 

Rivai. (2011). Sumber Daya Manusia Untuk Perusahaan.Rajawali Peperusahaan. Jakarta 
Saklit, I. W. (2017). Pengaruh Gaya Kepemimpinan Dan Pengembangan Karir Terhadap 

Intensi Turnover: Kepuasan Kerja Sebagai Mediator. Jurnal Manajemen, 21(3), 472- 

496. 

Sujatmika, D., Saluy, AB., & Kemalasari, N. (2019). The influence of leadeperusahaanhip, 

compensation, and workload on company performance at PT. PTN West Java Region. 

Scholaperusahaan Journal of Arts, Humanities and Social Sciences. Work, 10(33), 3. 

Sulistyawati, R., Saluy, AB., Pengaruh Pengembangan Karir. Kompensasi Dan Lingkungan 

Kerja Terhadap Kinerja Pegawai Cv Sumber Baru Niaga. Saudi Journal of Business 

https://dinastipub.org/DIJEFA


https://dinastipub.org/DIJEFA Vol. 3, No. 5, November 2022 

562 | P a g e 

 

 

 

and Management Studies Abbreviated Key Title: Saudi J Bus Manag Stud ISSN 2415- 

6663 (Print) |ISSN 2415-6671 (Online) 

Saluy, A. B. The Role Of Transformational Leadeperusahaanhip Style, Compensation, And 

Job Satisfaction On Turnover intention. 

Saluy, A. B. (2018, November). Recruitment and profitability management (case study of 

primary sector companies listed on Indonesia Stock Exchange 2007-2016). In IOP 

Conference Series: Materials Science and Engineering (Vol. 453, No. 1, p. 012066). 

IOP Publishing. 

saluy, AB.et.all. ANALYSIS OF LABOR OVERTIME AND PRODUCTIVITY IN 

CONSTRUCTION PROJECTS. Vol.17.Issu, 12/9/2022. page, 559-565. 

Saluy,AB.at,all. Strategi Pengelolaan Sumber Daya Manusia Dalam Meningkatkan Kinerja 

Berkelanjutan Di Rumah Sakit Tipe C Jakarta Timur. Jurnal Doktor Manajemen. 

Vol5.Issu,1.page,15-25. 

Sari, M.W., (2018) Pengaruh Lingkungan terhadap Kinerja Pegawai pada Restoran 
McDonal’s Cabang Taman Alfa Joglo, Unpam Press, Tangerang Selatan. ISBN 978- 

602-5867-91-0 

Sherly, S., Lie, D., Candra, V., Siallagan, D. M., & Sudirman, A. (2021). Interpretation of the 

Effects of Job Satisfaction Mediation on the Effect of Principal Supervision and 

Compensation on Teacher Performance. Journal of Educational Science and 

Technology (EST), 7(1), 105-116. 

Simamora, Henry. 2006. Manajemen Sumber Daya Manusia.Edisi Ketiga. Cetakan Kedua. 

Bagian Penerbit Sekolah Tinggi Ilmu Ekonomi YKPN 

Sinambela, Lijan Poltak. (2016). Manajemen Sumber Daya Manusia Membangun Tim Kerja 

yang Solid untuk Meningkatkan Kinerja. Jakarta: Bumi Aksara. 

Susan, E. (2019). Manajemen sumber daya manusia. Adaara: Jurnal Manajemen Pendidikan 

Islam, 9(2), 952-962. 

Susilo, J. Bagus, I.P., (2019) Pengaruh Kepuasan Kerja Terhadap Turnover intention Yang 
Dimediasi Oleh Komitmen Organisasional Pegawai Kontrak. E-Jurnal Manajemen, 

Vol. 8, No. 6, 2019 :3700-3729 ISSN 2302-8912 

Sutrisno, Edi. (2011). Manajemen Sumber Daya Manusia. Edisi Pertama. Jakarta: Kencana 

Prenada Media Group. 

Swasto, Bambang. 2011. Manajemen Sumber Daya Manusia. Cetakan Pertama. Bayumedia: 

Malang. 

Syafrina, N. (2018). Faktor-faktor yang mempengaruhi kepuasan kerja pegawai pada PT. 

Aspacindo Kedaton Motor Kandis Kabupaten Siak. Jurnal Benefita, 3(3), 455-468. 

Tamali.H & Munasip.A. (2019) Pengaruh Kompensasi, Kepemimpinan, Dan Lingkungan 

Kerja Terhadap Kepuasan Kerja. Maneggio: Jurnal Ilmiah Magister Manajemen 

homepage: Vol, No. 1, Maret 2019, 55-68 MANEGGIO ISSN 2623-2634 (online) 

Wibowo, C., Saluy, AB., 2018. The Effect of Motivation and Competence on the 

Performance of Civil Servants and the Effect of Job Satisfaction in the Legal 

Directorate of the TNI. Scholars Journal of Economics, Business and Management, 

5(6), 454-464. 

Vizano, N. A., Sutawidjaya, A. H., & Endri, E. (2021). The Effect of Compensation and 
Career on Turnover intention: Evidence from Indonesia. The Journal of Asian 

Finance, Economics, and Business, 8(1), 471-478. 

Yadewani, D., & Wijaya, R. (2021). The Effect of Compensation and Career Development 

on Employee Turnover intention in the Culinary Sector. ADPEBI International 

Journal of Business and Social Science, 1(1), 37-44. 

https://dinastipub.org/DIJEFA
http://eprints.unpam.ac.id/7475/
http://eprints.unpam.ac.id/7475/


https://dinastipub.org/DIJEFA Vol. 3, No. 5, November 2022 

563 | P a g e 

 

 

 

Yarbrough, S., Martin, P., Alfred, D., & McNeill, C. (2017). Professional values, job 

satisfaction, career development, and intent to stay. Nuperusahaaning Ethics, 24(6), 

675-685. 

Yukongdi, V., & Shrestha, P. (2020). The influence of affective commitment, job satisfaction 

and job stress on turnover intention: A study of Nepalese bank employees. Review of 

Integrative Business and Economics Research, 9, 88-98. 

https://dinastipub.org/DIJEFA

