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Abstract: This study analyzes how leadership style, job satisfaction, and work engagement 

influence employee turnover intention at PT Olam Indonesia. The research object is employees 

of PT Olam Indonesia. This quantitative descriptive research was conducted on 145 respondents. 

Slovin formula was used to obtain a total sample of 106 employees. Survey was used as data 

collection method and questionnaire as research instrument. Structural Equation Model by using 

the Smart-PLS analysis tool was utilized to obtain research results which prove that both 

leadership style and job satisfaction have significant and negative influence on turnover 

intention. 
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INTRODUCTION 

 What can happen if the company does not pay attention to one of the critical assets for 

every company, namely the employee. There are many factors behind the high turnover of 

employees/employees in and out. In order to manage the company resources as best as possibly 

could, employee’s turnover rate needs to be minimized, one of which is by considering the 

various factors that could cause employees to have the desire to move out of the company 

(turnover intention) (Hafid and Prasetio, 2017). Effective and efficient management of 

employees could have an important role in decreasing the high level of desires felt by employees 

to transfer other companies (turnover intention) (Fristiyanti, 2016). Organizations can reduce 

turnover intention, but they cannot eliminate it. 

 PT Olam Indonesia is an international company from Mumbai, India. Since 1996, the 

company has gradually built its presence in Indonesia from a simple trader to a large-scale 

midstream player who buys cocoa beans, coffee beans, sugar, palm oil, nutmeg, white pepper, 

and black pepper from more than 400,000 farmers, suppliers, and collectors across Indonesia. 

This company is the largest exporter of Arabic and Robusta coffee in Indonesia, with a total 

market share of around 15%. PT Olam Indonesia is also the largest exporter of cocoa products. 
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In total, this company provides direct employment for more than 1,000 employees and 1,325 

seasonal workers who work with suppliers in North Sumatra, Java, and Sulawesi. Jakarta is the 

head office for branch management throughout Indonesia, located at Gandaria 8 office tower 

Gandaria, South Jakarta. The office has 80 employees who come from Indonesia, but there are 

some expatriates sent from outside Indonesia, namely from India and the Singapore branch. 

 From the data studied, it is said that there was an increase in employee turnover 

(turnover) every year in 2016-2019. In 2019 there was a high turnover. Indicating that there is a 

problem in the company, the data is the total number of employees who left because of their own 

will, were correctly issued, and some were poorly issued because of problems with employees. 

From the survey conducted to employees of PT Olam Indonesia by taking a sample of 30 

respondents from various positions and data obtained from the google form application which 

was sent via email and a link that was distributed to respondents due to the COVID-19 

coronavirus pandemic on 06-07 April 2020, the organization in meticulous are working from 

home (work from home) until April 19, 2010. The pre-survey results are the dependent variable 

"Y," with questions that have been adjusted to the aspects of "Turnover Intention" or employee 

turnover. The following is an analysis of the pre-survey results. 

 First point with the results showing a reasonably high Turnover Intention, namely 20 

people out of 30 respondents here, and there is a very strong desire to leave the company. 

(Branham, 2012) Moreover, it argues that Turnover Intention could be defined as a measurement 

or an indicator of the employees’ attitude tendency to leave the company in an unknown period 

of a few months, one year, or maybe even 2 years.  

 Furthermore, the second point from these results, the highest variable is if you have the 

opportunity to leave the job, 25 of the 30 respondents stated that in their book, Robbins and 

Judge (2015) stated that the definition of job satisfaction is a positive impression towards a job. 

It results from an assessment of a relatively wide range of characteristics. 

 Third point, and workers are looking for information on new job vacancies as many as 18 

respondents out of 30 people do this, from these results regarding the theory of Robbins and 

Judge (2015) in their book that job satisfaction and worker turnover are more substantial than 

between satisfaction and absenteeism so that workers will search for new job information. 

 Fourth point shows high job dissatisfaction, namely 22 people out of 30 respondents. 

This indicates that there is a discrepancy with the rights and responsibilities given by the 

company and the incompatibility of providing facilities that support workers in the company. 

The definition of job satisfaction is a positive impression towards a job which comes from an 

assessment of a relatively wide range of characteristics so that the lack of understanding of 

managers who must carry out routine surveys could minimize the gap between the employees’ 

feelings as perceived by managers and the employees’ actual feelings (Robbins and Judge, 

2015). 

 Fifth point, 19 out of 30 respondents responded that they felt a great opportunity to 

develop a career path. This indication is in his book, Robbins and Judge (2015) argue that job 

prospects also influence the satisfaction-turnover relationship. Suppose a worker is faced with an 
unwanted job offer. In that case, job satisfaction could be less predictive of turnover because the 

employee is more likely to leave the company when there are many job opportunities lining. 

After all, employees think of it as being accommodating and permissible to switch. 
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LITERATURE REVIEW 

Human Resource Management 

 Flippo in Hasibuan (2016) defined personnel management as the formulating, regulating, 

coordinating, and controlling of employee acquisition, improvement, compensation, assimilation, 

maintenance, and termination to reach and actualize the goals and objectives of the organization, 

individual employees, and society. Human resource management refers to the process of 

procuring, coaching, educating, assessing, and remunerating employees and coordinating labor 

relations, health and safety, and matters connecting to equity (Desseler, 2015). Human Resources 

(HR) is one of the assets for the company, which also determines the effectiveness and 

productivity of the organization. The company’s HR management could be considered as a 

crucial part in a company since human resources play a big role in determining the objectives 

and directions of the company (Hafid and Prasetio, 2007). 

 According to Lok and Crawford (2015), from the statement and researchers can conclude 

that people in the organization must have a vision and mission to be inspired to develop 

themselves beyond their abilities. Therefore, organizations need leadership because leadership is 

a universal phenomenon that is very important in organizations, whether business organizations, 

education, politics, religion, and society. A well-managed human resource could be an integral 

factor in the success of an organization. 

 

Leadership Style 

 According to Handoko (2014), although it differs from management, leadership style is 

still an integral part of management. Leadership is an individual’s capacity to impact and 

influence others to work and accomplish the collective objectives. On the other hand, Robbins 

and Judge (2015) argued that leadership is the capability to impact a group for the purpose of 

accomplishing a vision or a set of objectives. Without leadership, an organization is just some 

people or machines confused without a clear direction. Rivai 

 et al. (2013) states that leadership is an action and conduct that is specifically aimed to influence 

the work of a group in order to accomplish shared objectives created to give benefits to the 

company and the individuals within the company. 

 From the above definition, it can be taken simply about the definition of leadership, 

namely Leadership Style is an individual’s norm or attitude aiming to impact someone to behave 

by the wishes of the leader. The success of leadership could be assessed by the eagerness of a 

group to act and perform according to the objectives of the leader and the organization without 

any feeling of responsibility.  

 

Job satisfaction 

 High job satisfaction will be achieved if the factors that cause job satisfaction are 

available properly (Febrial and Herminingsih, 2020). Job satisfaction is not a stand-alone 

variable but is influenced by various factors, both from within the organization and from the 

employee himself (Khair, 2019). According to Wibowo (2015), job satisfaction is a person's 
level of feeling happy as a positive evaluation of his work and workplace. Meanwhile, according 

to Richard et al. (2012), job satisfaction refers to an individual's sentiments or mentalities about 

their work, compensation, career growth and development, training, management, work 

colleagues, job responsibility, and others. 

 Therefore, job satisfaction could be regarded as a significant factor that an organization 

or company must consider because it is one of the determinants of the company’s success. A 
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general response shown by employees in the form of positive behavior, where this behavior 

refers to the perception of various things that workers receive related to their work, job 

satisfaction also refers to an individual's sentiments or mentalities about their work, 

compensation, career growth and development, training, management, work colleagues, job 

responsibility, and others. 

 

Work Engagement 
 Hafid and Prasetio (2017) defines work engagement as a positive attitude from 

employees and the company (commitment, involvement, and attachment) to cultural values and 

achieving company success. Work engagement moves beyond satisfaction by combining the 

various perceptions of employees who collectively show high performance, commitment, and 

loyalty. 

 From the theoretical explanation according to the expert above, it can be concluded that 

work engagement is an individual's attitude and behavior in carrying out his work role by 

expressing himself physically, intelligently, mentally, and emotionally. Individuals who have 

discovered meaning in their work and felt the honor to belong in the organization where the 

individual or employee works would work to accomplish the long-term and short-term goals of 

the company. Such individuals would be willing to go above and beyond to strive for their work 

further than expected from them, both in time and energy, characterized by vigor, dedication, and 

absorption. 
 

Turnover Intention 

 The turnover intention could bring a negative effect on companies since it has the 

potential to cause instability in employee condition and workplace relationships between co-

workers which could then reduce employee productivity, causing unfavorable workplace 

environment, and even lead to a rise in costs (Soelton and Atnani, 2018). According to Robbins 

and Judge (2015), the turnover intention is a voluntary or involuntary permanent resignation 

from an organization. High turnover rates result in inflated recruitment, selection, and training 

costs. 

 In conclusion, the definition of turnover intention is the employee’s intention or wish to 

move from one workplace to another but not yet at the realization stage. It refers to how 

employees feel about the prospect of staying with or leaving a company or organization that 

employs them. Turnover intention could result in disadvantages for the company by losing 

talented human assets. 

 

How Leadership Style Influences Turnover Intention 

 The above concept is reinforced by the opinion of Rivai et al. (2013), which states that 

leadership is an action and conduct that is specifically aimed to influence the work of a group in 

order to accomplish shared objectives created to give benefits to the company and the individuals 

within the company. Therefore, leadership style in a company or organization is an integral 

factor that could determine the accomplishment of organizational objectives. 

H1: Leadership Style has a Negative and Significant Effect on Turnover Intention 

 

How Job Satisfaction Influences Turnover Intention 

 Job satisfaction can reflect a person's intentions in his work. It can also be seen from the 

positive attitude of employees. It can also face everything in his work environment, such as 

research by Robbins and Judge (2015) in his book that job satisfaction and employee turnover 
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are more substantial than between satisfaction and job satisfaction. absent so that workers will 

search for new job information. From there, it can be seen whether employees will stay or seek 

information about new jobs. 

H2: Job Satisfaction has a Negative and Significant Effect on Turnover Intention 

 

How Work Engagement Influences Turnover Intention 

 In the context of a workplace environment, prior to their decision to leave the company, 

employees would experience a period called turnover intention (Prihandini, 2011; Hermawan et 

al. 2019). Whitman (in Hermawan et al. 2019) defined turnover intention as employees' thoughts 

regarding leaving the company of their own free will. This is in line with the opinion of Suwandi 

and Indriantoro (in Hermawan et al. 2019). They stated turnover intention to be defined as 

individual's desire to leave the old company (place of work) and look for other new alternative 

jobs (company). 

 According to Wills (in Hermawan et al. 2019), companies can reduce the high turnover 

intensity rate for company employees is to growing an attachment to employees towards the 

organization or company (work engagement). According to Federman (in Hermawan et al. 

2019), work engagement could be defined as the degree to which an individual can commit to a 

company or an organization. This commitment could be established from their work habit and 

how long they have worked at the company. 

H3: Work Engagement has a Negative and Significant Effect on Turnover Intention 
 

Conceptual Framework. 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

Figure 1. Conceptual Framework 

 

Description: 

H1: The Influence of Leadership Style (X1) on Turnover Intention (Y) 

H2: There is an effect of Job Satisfaction (X2) on Turnover Intention (Y) 

H3: There is an effect of Work Engagement (X3) on Turnover Intention (Y) 
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 This study was conducted at an international agribusiness company, namely, PT Olam 

Indonesia Jakarta branch, the head office for Indonesia located at Gandaria 8 office tower 

Gandaria, South Jakarta. This research design is quantitative research with a descriptive 

approach to describe the objectives of the object of research or the results of this study 

(Sugiyono, 2013). This study uses Likert. The population in this study were employees of PT 

Olam Indonesia in Jakarta is 145 people by determining the sample using the Slovin formula. In 

this study, a sampling technique was used using simple random sampling, and this was done 

because members of the population, namely employees of PT Olam Indonesia in Jakarta has an 

equal chance of being selected as a sample. So, at this time, the researchers determined a sample 

of 106 people who were considered to be samples that could represent (representative) members 

of the population. This study made use of Component or Variance Based Structural Equation 

Model as the analytical method in which the data was processed using Partial Least Square 

(PLS), which is an alternative model for covariance-based SEM, through Smart-PLS version 

3.2.8 program.  

 

FINDINGS AND DISCUSSION 

Structural Model Testing or Hypothesis Testing (Inner Model) 

R-square. Value Test Results 

Look at the R-square value, which is the goodness-fit test of the model. 
Table 1 

Endogenous Variable Value   

Endogenous Variables R Square Adjusted  

Turnover Intention 0.840 

Source: PLS Output, 2020 

 

 Based on the R Square Adjusted value of 0.840 for the Turnover Intention variable, it 

could be inferred that the current structural model is strong. This 0.840 value represents the 

effect of exogenous latent variables (leadership style, job satisfaction, and work engagement) on 

Turnover Intention. This indicates that the variability of the Turnover Intention construct could 

be explained by leadership style, job satisfaction and work engagement by as much as 84.0%. 

Meanwhile, the rest 16.0% are explainable by other variables outside of this study. 

 

The goodness of Fit Model Test Results 

 Testing the Goodness of Fit Structural model on the inner model uses the predictive-

relevance (  ) value. A Q-square value greater than 0 (zero) indicates that the model has 

predictive relevance. The R-square value of each endogenous variable in this study can be seen 

in the following calculations: 

The formula obtains the predictive relevance value: 

                   

                

             

          
 The calculation results above show the predictive-relevance value of 0.840, greater than 0 

(zero). This means that the independent variable used explains 84.0% of turnover intention 

(dependent variable). Thus the model is said to be feasible to have relevant predictive value. 
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Hypothesis Testing Results (Estimated Path Coefficient) 

 The estimated value for the path relationship in the structural model must be significant. 

The bootstrapping procedure can obtain the significance value of this hypothesis. The algorithms 

from the bootstrapping report gave values for parameter coefficient and T-statistics, which then 

represent the hypothesis significance. The determination for the significance of the hypothesis 

could be gathered from the value for T-table at α=0.05 (5%) which is equal to 1.96. The next step 

is to compare this 1.96 value with the T-statistic (T-count) value. 
Table 2 

Hypothesis Testing Results 

Variable 
Original 

Sample 

Sample 

Mean 

Standard 

Deviation 

T. 

Statistics 

P 

Values 
Significance 

Leadership Style 

 Turnover 

Intention 

-0.460 -0.472 0.109 4.234 0.000 
Significant 

Negative 

Job 

satisfaction 

Turnover 

Intention 

-0.234 -0.229 0.114 2,048 0.041 
Significant 

Negative 

Work 

Engagement 

Turnover 

Intention 

-0.248 -0.245 0.121 2,053 0.041 
Significant 

Negative 

 Source: Data in PLS Processing, 2020. 

 

 
Figure 2. Bootstrapping Test Results 

Source: PLS Output, 2020 
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Discussion of Research Results 

How Leadership Style Influences Turnover Intention 

 The results of the first hypothesis test conducted in this research gave values for T-

Statistic, original sample, and P-Value to be 4.234, -0.460, and 0.000 respectively. It could be 

seen that the value for T-statistic is higher than 1.96, which is the value for T-table. With a 

positive value of original sample and P-Value of lower than 5%, it could be concluded from 

these results that the first hypothesis is accepted, namely leadership style has a negative and 

significant influence on turnover intention. This result implied that as the perceived leadership 

style of the employee increases, the turnover intention decreases. 

This is similarly evidenced by research conducted by Paripurna et al. (2017) shows that 

leadership style significantly and negatively influences turnover intention. Choiril et al. (2018) 

research shows that leadership style significantly and negatively influences turnover intention.  

 

How Job Satisfaction Influences Turnover Intention 

 The results of the second hypothesis test conducted in this research gave values for T-

Statistic, original sample, and P-Value to be 2.048, -0.234, and 0.041 respectively. It could be 

seen that the value for T-statistic is higher than 1.96, which is the value for T-table. With a 

positive value of original sample and P-Value of lower than 5%, it could be concluded from 

these results that the second hypothesis is accepted, namely job satisfaction has a negative and 

significant effect on turnover intention. The increasing job satisfaction received by employees 

will reduce turnover intention. If the company provides a clear career path and promotes 

employees, employees will feel satisfied, so that the turnover intention will decrease. 

This is similarly evidenced by Choiril et al. (2018) research showing that job satisfaction 

has a significant negative effect on turnover intention. Research conducted by Alzailai and 

Almeshal (2019) shows that job satisfaction significantly negatively affects turnover intention. In 

line with research conducted by Ibrahim et al. (2016), shows that job satisfaction has a negative 

effects on turnover intention 

 

How Work Engagement Influences Turnover Intention 

 The results of the third hypothesis test conducted in this research gave values for T-

Statistic, original sample, and P-Value to be 2.053, -0.248, and 0.041 respectively. It could be 

seen that the value for T-statistic is higher than 1.96, which is the value for T-table. With a 

positive value of original sample and P-Value of lower than 5%, it could be concluded from 

these results that the first hypothesis is accepted, namely work engagement has a negative and 

significant impact on turnover intention. The more work engagement increases, the lower the 

turnover intention. 

 This is similarly evidenced by the previous study by Supartha and Sutra (2016) which 

shows that work engagement has a significant and negative impact on turnover intention. Studies 

conducted by Rival and Vadil (2019) also proves that work engagement has a significant and 

negative impact on turnover intention. Similarly, Yunita and Putra (2015) also proved that work 
engagement significantly and negatively influences turnover intention. 

 

CONCLUSION 

 Based on the formulation of the problem along with the data analysis and discussion 

presented in the previous chapters, conclusions could then be drawn as follows: 
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1. Leadership style negatively and significantly influences turnover intention. This proves 

that leadership style plays a significant role in turnover intention, which means that as 

leadership style led improves, turnover intention decreases. 

2. Job satisfaction negatively and significantly influences turnover intention. This proves 

that job satisfaction plays a significant role in turnover intention, which means that as job 

satisfaction improves, turnover intention decreases. 

3. Work engagement negatively and significantly influences turnover intention. This proves 

that work engagement plays a significant role in turnover intention, which means that as 

work engagement improves, turnover intention decreases. 

 

Suggestion 

 Based on the results of research, discussion, and conclusions, researchers would like to 

propose some suggestions or input to companies and subsequent researchers, including: 

 

Suggestions for PT Olam Indonesia 

 From the results of this study, researchers offer some suggestions for the company, which 

are explained below: 

a) Since leadership style that gets the lowest mean is in the statement "My leader places 

subordinates in a clear division of tasks" therefore, the company must be able to place 

subordinates in a clear division of tasks, by recognizing the strengths and weaknesses of 

subordinates, conducting a feasibility test or selection either openly or secretly in order to 

predict the division of tasks from people in the company and carry out task delegation 

gradually, so that the leader can place subordinates with a clear division of tasks. 

b) Since job satisfaction gets the lowest mean contained in the statement "My boss always 

gives high attention to his subordinates" therefore the leader must be able to give great 

attention to subordinates, by inviting lunch together. Hence, the relationship with the 

subordinates becomes more intimate, guiding subordinates who need so that subordinates 

have adequate knowledge of the concept of work to be completed, conducting discussions 

with subordinates, and providing support to subordinates. 

c) Since work engagement has the lowest mean contained in the statement "I feel the work I 

do has a purpose" therefore, the company should give appreciation to subordinates who 

achieve achievements, keep the promises that the company gives to employees by giving 

promotions and giving rewards for outstanding employees. 

 

Suggestions for future researchers 

 The results of this study offer a suggestion for further research to focus on other variables 

that affect turnover intention, such as discipline and motivation that experts and previous 

researchers have carried out. 
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