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1. INTRODUCTION

Employee turnover is one of the most important issues that businesses are now dealing with.
According to research cited in the Growth & Scale Talent Playbook by (Tjan et al., 2022) as
many as 91% of workers want to quit their present employment. One symptom of the beginning
of employee turnover in the organization is the desire to move workplaces. The three reasons
for this are workers' desire for the greatest salary, individuals with varied views and work
cultures in the organization, and limitations on employee career advancement while at the
company. Indonesia is one of the countries where employees tend to move to another large
company, with 25% of Indonesian company employees stating that the vision and work culture
of the company where they work do not align with theirs, which is the cause of their desire
(Tjan et al., 2022). One of the reasons for the rise of a new generation known as "Generation
Z" that is beginning to join the world of work (Rachmawati, 2019) is that they have a distinct
attitude and like new challenges. Based on BPS (2023) there has been an increase in the labour
force participation rate by 0.24% or 2.61 million people compared to the previous year.
According to the same source, there is a 0.15% increase in informal sector employment.
However, the unemployment rate in Indonesia for the year 2023 is 5.45%, experiencing a
decrease of 0.38% compared to 2022.

The results of Jakpat survey (2022) stated that there are various reasons for Generation Z to
leave their current job. This is supported by the findings of a poll on the reasons for Generation
Z leaving from the attached workplace performed by Jakpat, a mobile survey platform that
surveyed as many as 832 respondents in real time at the conclusion of the 2022 period.
According to the poll, the desire of Generation Z workers in Indonesia to shift or leave the
organization is fairly strong, with numerous supporting grounds. As a result, with the bulk of
Generation Z beginning to join the labour force, businesses must begin planning to embrace the
shift of the Generation Z workforce. Similarly, enterprises based in Jakarta and its environs, as
one of the densest industrial districts with a significant proportion of Generation Z who have
begun to join the workforce.

Whereas it is obvious that the business sector will be controlled by the younger generation who
like new challenges as time passes. Because technological advancements may support the
creation of new professions, it is not unusual for the younger generation to opt to work in the
digital business sector. These situations necessitate organizations attempting to compete with
one another in the areas of providing the greatest goods and services to meet corporate
objectives and hiring and keeping high-performing personnel. As a result, HR managers must
prioritize issues such as Employer Brand Equity (EBE), Employment Development System
(EDS), and Work Environment (WE) in order to generate employee work satisfaction.

Currently, an increasing number of businesses are incorporating the notion of employer brand
equity into their corporate culture. Good employer brand equity enables the firm to develop a
favourable image, enhance attractiveness, and convey corporate values to external parties,
which may boost employee confidence and provide a compelling reason to prevent employees
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from moving and remaining at the company. The more positive values one has, the better the
organization's image, employee contentment, and desire to stay with the company. Furthermore,
a firm must pay attention to the company's employment development system, which is critical
for organizations that often confront dynamic situations, so that employees may make career
advancement based on their demands and are able to drive corporate productivity and
efficiency. According to (Ok & Vandenberghe, 2016), EDS such as job training may boost
employee commitment, decrease employee turnover intentions, increase staff cooperation, and
employee morale, hence strengthening the firm structure. Furthermore, EDS may increase
individual employee development, which can impact job satisfaction owing to the ability to
tailor self-improvement to the requirements of individual employees. According to Benraiss-
Noailles & Viot, 2021 companies must ensure that the employment development system at the
company is in line with employer brand equity so that the company can attract the attention of
potential prospective employees and ensure the loyalty of the company's employees with an
aligned internal and external image.

Of those definitely, every company will have its own way of retaining employees in their
company. By introducing employee perks, self-development systems, and a pleasant work
atmosphere, organizations may make an effort to keep prospective workers so that they stay
loyal and perform effectively in the company, which is known as a technique to retain
employees. This strategy may be used to lower employee turnover intentions and promote
employee contentment at work (Basnyat & Clarence Lao, 2020). However, it is likely that
organizations who deploy employee retention measures may also suffer high employee turnover
intention, which is the desire of workers to leave their present employer and work for other
companies. This is also predicated on a generational transition that is beginning to join the
workforce, particularly Generation Z, which has a proclivity to seek employment that provide
greater perks than prior employers.

Companies have a dilemma with high employee turnover intentions since it may impede with
corporate efficiency and effectiveness. Employees who are planning to leave their jobs are less
likely to be loyal and committed to their jobs (Lin et al., 2017). Furthermore, owing to staff
turnover, HR management will incur additional expenditures to recruit and educate new
personnel (Juhdi et al., 2013). Thus, staff turnover costs a lot of money and has become a critical
element that might effect overall organizational performance (Busari et al., 2017). However,
(Goyal & Kaur, 2023) have stated that there is no direct and significant effect between EBE
and ETI. It has been found in another study that the availability of EDS will significantly affect
ETI, in regards of millennials generation (Frian & Mulyani, 2018). On the other hand, the study
from (Amir et al., 2023) stated that WE has no direct correlation on turnover intention.

Many studies examine the factors that influence employee turnover intention. Factors such as
job satisfaction and organizational commitment (Ekhsan, 2019), work environment, and stress
(Kurniawaty et al., 2019; Ramlawati et al., 2021) are some of the many findings that show the
factors that influence employee turnover intention. However, the suspicion that employer brand
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equity, employee development systems, and work environment can influence employee
turnover intention remains unexplored, especially in the Gen Z’s community.

According to previous research (Rani & Samuel, 2016;Benraiss-Noailles & Viot, 2021b ;
Mahoney, 2015 ; Williams et al., 2010; Lestari & Margaretha, 2021) information about
Generation Z is still scarce. As a result, the primary goal of this research is to focus on
Generation Z as they enter the workforce, where this research can provide insight or knowledge
for companies in various business fields so that it can be considered in the future in preventing
risks for employees who want to change workplaces. As a result, this study will focus on many
enterprises in Indonesian cities such as Jakarta and its surrounding areas. Thus, this study
purpose to find out the correlation between EBE, EDS, and WE whether it will affect the
employee turnover intention in terms of Generation Z in Jakarta and its surrounding. The
following are the questions that this study will attempt to answer:

Q1. How do factors such as Employer Brand Equity, Employment Development System, and
Work Environment affect job satisfaction in Generation Z?

Q2. Can the deployment of Employer Brand Equity, an Employment Development System, and
a Work Environment create a high degree of Job Satisfaction for Generation Z workers while
reducing Employee Turnover Intention?

H1 = Employer Branding Equity will affect employee turnover intentions mediated by job
satisfaction

Companies may improve job satisfaction by building employer brand equity (Alshathry et al.,
2017). Job satisfaction may be increased by selecting a suitable employer brand technique such
as appropriate workplace amenities and retaining positive ideals (Chhabra & Sharma, 2014).
Employer brand equity provided by the firm may also strengthen the link between the
company's qualities and attractiveness in the eyes of future workers, hence increasing employee
loyalty (Franca & Pahor, 2012). As a result, organizations with strong employer brand equity
have a beneficial impact on work satisfaction (Backhaus & Tikoo, 2004). Based on these
findings, the following hypothesis was developed:

H2 = Employment Development System will affect employee turnover intention mediated by
job satisfaction

Company owners assist workers in establishing chances for self-development so that they may
demonstrate their contribution to a company's success (Gerbman, 2000). Employees that have
contributed to the company's success will aim to advance their positions, work for a longer
amount of time, and feel appreciated for their efforts (Logan, 2000). The employment
development system is critical in lowering the intention to quit the organization. and an
increased drive to acquire information and new talents in order to attain personal objectives
(Nunn, 2000). According to research (Latif & Abizen, 2012), the employment development
system has a favourable and substantial impact on work satisfaction. Based on these findings,
the following hypothesis was developed:
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H3 = Work environment will affect employee turnover intentions mediated by job satisfaction

Companies have a duty to satisfy workers' rights, one of which is to provide a pleasant working
environment. Employees that work in a positive work environment are more likely to open up
and actively contribute to the company's growth. A well-designed work space may also boost
productivity and make it simpler to inspire employee innovation potential, which can improve
employee performance. Employees will be more happy with the job they have done if they
believe they can deliver optimum outcomes to the organization (Kafui Agbozo, 2017).
According to (Kurniawaty et al., 2019), workers prefer a safe work environment, and excellent
work environment management has a favourable influence on employee job satisfaction.
Furthermore, because of the speed with which information can be accessible via social media,
workers may have high expectations for a work environment that allows them to express
themselves and grow. According to (Pawirosumarto et al., 2017), by improving the work
environment, the overall atmosphere of the company can be improved and stress levels can be
reduced, so (Badrianto & Ekhsan, 2020) if the number of employee job satisfaction increases
at work, the turnover rate employees will decrease as a result of a decrease in the number of
employees turnover intention.

H4 = Job Satisfaction affects Employee Turnover Intention

Job satisfaction is described as an effective reaction to workers about the level of work that
results in a comparison of the actual outcomes of an employee's career with the results
anticipated, required, wanted, or regarded fair (Cranny et al, 1992; Spector, 1996). As a result,
work satisfaction is a significant element that may be addressed to lower Employee Turnover
Intention (Alam & Asim, 2019). According to prior research, work satisfaction is a multifaceted
notion that might predict employee turnover intention. The purpose of this study is to
demonstrate a link between work satisfaction and employee turnover intention. According to
this study, job happiness occurs as a result of employer brand equity, employee development
system, and work environment. Furthermore, prior research (lbrahim et al., 2016); (Korunka et
al., 2005.) connected and utilized various elements that would have negative and negative
impacts on work satisfaction and lead to a major influence on employee turnover intention.
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Figure 1. Research Model
Source: Researcher, 2023

Considering independent variables in the study model, we analyze employer brand equity,
employment development systems, and work environment. This independent variable will have
an effect on work satisfaction, which is a mediating variable, and this variable will have an
effect on employees' desire to leave as the dependent variable. Figure 1 depicts the research
model used in this study.

2. RESEARCH METHODOLOGY

The study approach utilized to test this research is a quantitative technique in the form of
structured questions in the form of a questionnaire. The research was carried out with the
objective of studying variables involving respondents with the unit of analysis in the form of
individuals from Generation Z with years of birth above 1997 who already have work activities
in the city of Jakarta and its surroundings. The time horizon chosen in this research is a cross-
sectional study that collects data from a range of populations in the city of Jakarta and its
environs in a period of 2 months, specifically from May 2023 to July 2023. The population
participating in this study includes Generation Z employees with the number of samples is 294.
The sample approach adopted is convenient sampling which is publicly offered by researchers,
particularly Generation Z who are actively working.

The criteria evaluated in this research were employer brand equity, employment development
system, work environment, job satisfaction, and employee turnover intention. The employer
brand equity variable is examined using 5 items collected from the study of (King et al., 2013)
The job development system variable is examined using 5 items collected from a research by
(Choo & Bowley, 2007) and (Saleh & Darwis, 2020)). The work environment variable was
measured using 5 items each gathered from the research of (Choo & Bowley, 2007) The job
satisfaction variable is examined using 5 questions adapted from (Ycel, 2012). The employee
turnover intention variable is examined using 5 items drawn from (Samad & Yusuf, 2012),
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(Kelloway et al., 1999; Khatri & Fern, 2001; Lance, 1988). The instrument in this study
comprises seven parts: A. Respondent Data, B. Employer Brand Equity, C. Employment
Development System, D. Work Environment, E. Job Satisfaction, and F. Employees Turnover
Intention. The method employed to test the validity of these questions is a Likert scale of 1-5,
thus: 1 (strongly disagree); 2 (disagree); 3 (neutral); 4 (agreed); 5 (strongly agree).

Data Analysis Techniques. In the process of gathering data, researchers used an approach by
distributing questionnaires which were carried out online utilizing the Google Forms platform. In this
study, all measurement items were analysed using the PLS-SEM approach using SmartPLS 4.0 as
software. Subsequent tests employed SmartPLS 4.0 to examine the reflecting measurement model using
the PLS-SEM technique, assessing it using HTMT (2015), indicator loading test, Cronbach's Alpha,
convergent validity (AVE), and discriminant validity. In order to assess the formative measurement
model, the first stage is to determine the Coefficient of Determination (R2), statistical significance, and
relevance of the route coefficient may all be used to assess the PLS-SEM findings (Hair et al., 2019).

3. RESULTS AND FINDINGS

The data gathering method for this research lasted 2 (two) months, from May 2023 to July 2023.
The data in this research were gathered from respondents between the ages of 20 and 26 who
were already working. The Table 1 below depicts the demographics of the respondents in this
survey.

Table 1. Respondents Profile

Profil Category Frequency Percentage
Length of current activity <1 years 103 35%

1-3 years 142 48.3%

4-6 years 44 15%

>6 years 5 1.7%
Domicile Within

Jabodetabek, 279 94.9%

Beyond

Jabodetabek 15 5.1%

Source: Research data (2023)

In this research, the data analysis procedure starts with determining the reliability test and
validity test using the SmartPLS software. The reliability test is determined by the value of
Cronbach Alpha and the validity test determined by the value of HTMT.
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Measurement Model. The first phase of assessing a reflective measurement model is to
examining the indicator loadings. It is advisable to consider loadings above 0.708, as it signifies
that the construct accounts for over 50% of the indicator's variability, thereby ensuring
satisfactory item reliability. Therefore, as it shown in Figure 2. that represents measurement
model, thus the item variables are analysed by correlating the independent variables to the
dependent variable, thus it is also included the correlation between the mediating variable with
the dependent variable. Furthermore, the first step in measurement model is to analyse the
indicator loading, which is the indication load value for each variable item as shown in Table
2.
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Figure 2. Outer Model
Source: Research data, 2023

Table 2. shows the items from the employment development system variable 3, which is -
0.051, work environment variable 4, which is -0.349, and job satisfaction variable 5, which -
0.538, are load value indicators that do not match the standards (Hair et al., 2019). As a result,
the three variable items cannot explain the variation of the indicators, hence their dependability
cannot be accepted and must be rejected.

Table 2. Outer Value Phase 1
EBE1 0.838 EDS2 0.844 WE1 0740 JS2 0.843 ETI3 0.861

EBE2 0868 EDS3 -0.051 WE2 0935 JS3 0.840 ETI4 0.946
EBE3  0.797 EDS 4 0.823 WE3 0961 JS4 0.813 ETIS 0.950
EBE4 0865 EDS5 0.862 WE4 -0.349 JS5 -0.538
EBE5 0.780 EDS6 0.804 WES5 0929 ETI1 0.930
EDS1  0.899 EDS 7 0.802 JS1 0.811 ETI2 0.946

Source: Research data (2023)
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Therefore, the following Figure 3. shows the outer model after eliminating the indicator
loadings that do not match with the standards.

Figure 3. Outer Model (after excluding EDS 3, WE4, JS5)
Source: Research data, 2023

Based on the Table 3 of loading value calculation that excludes employment development
system 3 and work environment 4 and job satisfaction 5, the loading value of each variable can
explain the variation of the indicators and reveals that the items from these variables are
dependable since they have a loading value greater than 0.708

Table 3. Outer VValue Phase 2

EBE1 0.838 EDS2 0.850 WE 2 0.944 JS4 0.950

EBE2 0.868 EDS4  0.826 WE 3 0.979 ETI1 0.929

EBE3 0.797 EDS5 0.871 WE 5 0.954 ETI 2 0.947

EBE4  0.865 EDS6 0.813 JS1 0.934 ETI3 0.860
EBES5 0.780 EDS7 0.806 JS2 0.978 ETI4 0.947
EDS1 0.905 WE 1 0.786 JS3 0.961 ETIS 0.950

Source: Research data (2023)

Table 4 shows that Cronbach's Alpha may be used to evaluate for reliability. Based on these
calculations, the Cronbach's Alpha values for the variables employer brand equity, employment
development system, work environment, job satisfaction, and employee turnover intention are
0.887, 0.922, 0.940, 0.971, and 0.959 respectively, which are greater than the minimum limit
of 0.6. These calculations show that the variables in this study model are dependable.
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Table 4. Reliability

Cronbach’s
Alpha
Employee Turnover Intention 0.959
Employer Branding Equity 0.887
Employment Development System 0.922
Job Satisfaction 0.971
Work Environment 0.940

Source: Research data (2023)

Based on Table 5, the Average variance extracted (AVE) may be used to test the value of
convergent validity. The AVE values derived from the variables employer brand equity,
employment development system, work environment, job satisfaction, and employee turnover
intention are 0.689, 0.716, 0.844 0.913, and 0.860 respectively, which are above than the
minimal limit of 0.5. This demonstrates that the construct can account for at least 50% of the
item variation.
Table 5. Convergent Validity
Average Variance Extracted (AVE)

Employee Turnover Intention 0.860
Employer Branding Equity 0.689
Employment Development System 0.716
Job Satisfaction 0.913
Work Environment 0.844

Source: Research data (2023)

Based on Table 6, the next stage is an evaluation of discriminant validity using HTMT (2015),
it refers to the average correlation of the indicators across constructs, which states that the
common variance for all model constructs cannot be bigger than 0.90. According to the
discriminant validity test results, HTMT of employer brand equity, employment development
system, work environment, and job satisfaction are 0.178, 0.198, 0.072 and 0.075 respectively,
which are not greater than 0.90. This demonstrates that each variable has a discriminant value.
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Table 6. Discriminant Validity (HTMT)

= Employee Employer Employment Job Work
Turnover Brand Development Satisfaction Environment
Intention  Equity System

Employee Turnover Intention
Employer Branding Equity 0.178

Employment Development 0.198 0.780

System
Job Satisfaction 0.075 0.046 0.034
Work Environment 0.072 0.077 0.077 0.050

Source: Research data (2023)

Structural Model (Inner Model). After confirming the adequacy of the measurement model
assessment, the subsequent stage in appraising PLS-SEM outcomes involves the evaluation of
the structural model. It is crucial to consider established criteria for assessment, such as the
coefficient of determination (R2) and the statistical significance and pertinence of the path
coefficients. Furthermore, in the structural model assessment will evaluate the out-of-sample
predictive capability of their model through the application of the PLS predict procedure. These
standard assessment measures collectively contribute to a comprehensive evaluation of the
PLS-SEM results.

S PR [P M————-

Figure 4. Inner Model

Source: Research data, 2023

Based on Table 7, according to the R square findings, the research model provided in this study
can explain phenomena connected to employee turnover intention of 0.057 or 5.7 %. In terms
of employee turnover intention factors, (Hair et al., 2019) classify R square values of 0.75 as
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considerable or strong, 0.5 as moderate, and 0.25 as weak. Consequently, the findings of this
investigation show that the research model may describe events in the weak category (5.7%).

Table 7. R-Square

R R Square
Square Adjusted
Employee Turnover 0,057 0,041

Intentions
Source: Research data (2023)

According to Table 8, the significance created by the employer brand equity, employment
development system, work environment, and job satisfaction, respectively are 0.496, 0.812,
0.549, and 0.302, in which the calculation indicates that the influence on job satisfaction that
are not consistent with the effect on employee turnover intention. The results of this test do not
support the assumed of hypothesis 1, hypothesis 2, hypothesis 3, and hypothesis 4.

Table 8. Significance and Relevance of Path coefficient
OriginalSampleStandard T Statistics P
Sample Mean Deviation (|O/STDEV|) Values
O (M) (STDEV)
Employer Branding Equity -> 0.013 0.002 0.019 0.681 0.496
Job Satisfaction->Employee
Turnover Intention

Employment Development 0.003 0.004 0.013 0.237 0.812
System -> Job Satisfaction->
Employee Turnover Intention

Work Environment -> Job 0.009 0.003 0.016 0.599 0.549
Satisfaction -> Employee
Turnover Intention

Job Satisfaction -> Employee  0.088 0.088 0.085 1.031 0.302
Turnover Intentions

Source: Research data (2023)

Based on the bootstrapping table above, four out of the four hypotheses proposed are not
supported by the test results obtained. This investigation involved respondents, the majority of
whom originated from Generation Z and already had employment activities. The results of this
study do not reflect the phenomenon that occurs in these contexts, where among Generation Z
who are already working, they do not believe that job satisfaction mediates employer branding
equity and employee turnover intention. Thus, the result of this study supported the idea of
(Goyal & Kaur, 2023) that employer brand equity has no direct effect to turnover intention,
however this study find that employer brand equity has significant effect on job satisfaction. In
the second hypothesis, the results of the study are aligned to the first hypotheses, where in the
second hypothesis it is found that this study does not reflect the phenomena that occur among
Generation Z who are already working, namely that these circles assume that job satisfaction



Volume 15, Issue 1 Achieving Business Sustainability Through....... | 42

does not mediate the employment development system and turnover intention. And the output
results of these calculations do not support previous research with hypothesis 2 "Employment
development system gives a positive and significant effect on turnover intention mediated by
job satisfaction".

In the third hypothesis, the results of this study do not reflect the phenomenon that occurs in
these contexts, where among Generation Z who are already working, they do not believe that
job satisfaction mediates work environment and employee turnover intention. Therefore, the
result of this study shows that work environment does not directly correlate with turnover
intention, although it has been tested with job satisfaction as the mediating variable. Thus, the
result does not support the hypothesis 3 which work environment significantly impact turnover
intention with job satisfaction as mediating variable. The last hypothesis also does not reflect
the phenomenon, where this study finds that there is no correlation between job satisfaction and
employee turnover intention among Generation Z who are already working. The results of this
study do not support previous research with hypotheses 4 “Job satisfaction affects employee
turnover intention”.

After looking at the results of a comparison between the hypotheses and the results of the
research that has been done, it is found that three independent variables and one mediating
variable are not supporting the phenomenon found by researchers among Generation Z that the
company's efforts to reduce the high rate of employee turnover intention among Generation Z
from one company to another. This research shows that the company's efforts to reduce
employee turnover intention by enhancing employer brand equity, employment development
system, work environment through job satisfaction do not affect the intention of Generation Z
employees to leave the company. Therefore, the deficiencies in this study can be used as a
reference for further research.

4. CONCLUSION & RECOMMENDATION

Based on the results of the analysis obtained from the data collected on Generation Z employee
respondents in Jakarta and surrounding area to determine the effect of employer brand equity,
employment development system, and work environment on employee turnover intention several
conclusions are identified. Based on the previous research shows that employer brand equity,
employment development system, and work environment through job satisfaction will affect
employee turnover intention. However, the results of the analysis show that all efforts that the
company gives through improving their employer brand equity to satisfy their employees,
employment development system to improve the quality of their employees, and improving the
work environment to provide comfort to employees apparently cannot reduce employee intention
to changing workplaces. Therefore, since there are no variables that supported the hypotheses in
this paper. Thus, the company can improve their retention strategy in another field other than the
variables used in this study to reduce the employee turnover intention.



43 | Cahyadi, Putrilestari, Effendi, Maharani Jurnal Manajemen (Edisi EleRironik)

REFERENCES

[1]

(2]

(3]

[4]

(5]

(6]

[7]

(8]

(9]

[10]

[11]

[12]

[13]

[14]

[15]

Alam, A., & Asim, M. (2019). Relationship Between Job Satisfaction And Turnover Intention.
International Journal of Human Resource Studies, 9(2), 163.
https://doi.org/10.5296/ijhrs.v9i2.14618

Alshathry, S., Clarke, M., & Goodman, S. (2017). The role of employer brand equity in
employee attraction and retention: a unified framework. International Journal of Organizational
Analysis, 25(3), 413-431. https://doi.org/10.1108/1JOA-05-2016-1025

Amir, E. E. S., Winarto, E., Sunarno, R. D., & Hapsari, S. (2023). The correlation between job
satisfaction, compensation, and work environment on nurse’s turnover intention in Kotamobagu
Regional General Hospital using Structural Equation Modeling path analysis. GHMJ (Global
Health Management Journal), 6(1), 01-10. https://doi.org/10.35898/ghmj-61925

Backhaus, K., & Tikoo, S. (2004). Conceptualizing and researching employer branding. Career
Development International, 9(5), 501-517. https://doi.org/10.1108/13620430410550754

Badrianto, Y., & Ekhsan, M. (2020). EFFECT OF WORK ENVIRONMENT AND JOB
SATISFACTION ON EMPLOYEE PERFORMANCE IN PT. NESINAK INDUSTRIES. In
Management, and Accounting (Vol. 2). http://e-journal.stie-kusumanegara.ac.id

Basnyat, S., & Clarence Lao, C. S. (2020). Employees’ perceptions on the relationship between
human resource management practices and employee turnover: A qualitative study. Employee
Relations, 42(2), 453-470. https://doi.org/10.1108/ER-04-2019-0182

Benraiss-Noailles, L., & Viot, C. (2021a). Employer brand equity effects on employees well-
being  and loyalty. Journal of  Business  Research, 126, 605-613.
https://doi.org/10.1016/j.jbusres.2020.02.002

BPS. (2023, May 5). Februari 2023: Tingkat Pengangguran Terbuka (TPT) sebesar 5,45 persen
dan Rata-rata upah buruh sebesar 2,94 juta rupiah per bulan.

Busari, A. H., Mughal, Y. H., Khan, S. N., Rasool, S., & Kiyani, A. A. (2017). Analytical
cognitive style moderation on promotion and turnover intention. Journal of Management
Development, 36(3), 438-464. https://doi.org/10.1108/JMD-12-2015-0184

Chhabra, N. L., & Sharma, S. (2014). Employer branding: Strategy for improving employer
attractiveness. International Journal of Organizational Analysis, 22(1), 48-60.
https://doi.org/10.1108/1JOA-09-2011-0513

Choo, S., & Bowley, C. (2007). Using training and development to affect job satisfaction within
franchising. In Journal of Small Business and Enterprise Development (Vol. 14, Issue 2, pp.
339-352). https://doi.org/10.1108/14626000710746745

Ekhsan, M. (2019). THE INFLUENCE JOB SATISFACTION AND ORGANIZATIONAL
COMMITMENT ON EMPLOYEE TURNOVER INTENTION. In Management, and
Accounting (Vol. 1). http://e-journal.stie-kusumanegara.ac.id

Franca, V., & Pahor, M. (2012). The Strength of the Employer Brand: Influences and
Implications for Recruiting. In Journal of Marketing and Management (Vol. 3, Issue 1).

Frian, A., & Mulyani, F. (2018). MILLENIALS EMPLOYEE TURNOVER INTENTION IN
INDONESIA. Innovative Issues and Approaches in Social Sciences, 11(3).
https://doi.org/10.12959/issn.1855-0541.iiass-2018-no3-art5

Gerbman, R. V. (2000), Corporate universities 101, HR Magazine, 45, 2, 101-6



Volume 15, Issue 1 Achieving Business Sustainability Through....... | 44

[16]

[17]

[18]

[19]
[20]

[21]

[22]

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

Goyal, R., & Kaur, G. (2023). Identifying the impact of employer branding in the retention of
nurses: the mediating role of organizational culture and career development. Humanities and
Social Sciences Communications, 10(1). https://doi.org/10.1057/s41599-023-01794-9

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report
the results of PLS-SEM. In European Business Review (Vol. 31, Issue 1, pp. 2-24). Emerald
Group Publishing Ltd. https://doi.org/10.1108/EBR-11-2018-0203

Ibrahim, N. K., Alzahrani, N. A., Batwie, A. A., Abushal, R. A., Almogati, G. G., Sattam, M.
A., & Hussin, B. K. (2016). Quality of life, job satisfaction and their related factors among nurses
working in king Abdulaziz University Hospital, Jeddah, Saudi Arabia. Contemporary Nurse,
52(4), 486-498. https://doi.org/10.1080/10376178.2016.1224123

Jakmin. (2023, January 18). Alasan yang Membuat Gen Z Resign dari Tempat Kerja.

Juhdi, N., Pa’wan, F., & Hansaram, R. M. K. (2013). HR practices and turnover intention: The
mediating roles of organizational commitment and organizational engagement in a selected
region in Malaysia. International Journal of Human Resource Management, 24(15), 3002—-3019.
https://doi.org/10.1080/09585192.2013.763841

Kafui Agbozo, G. (2017). The Effect of Work Environment on Job Satisfaction: Evidence from
the Banking Sector in Ghana. Journal of Human Resource Management, 5(1), 12.
https://doi.org/10.11648/j.jhrm.20170501.12

Kelloway, E. K., Gottlieb, B. H., & Barham, L. (1999). The Source, Nature, and Direction of
Work and Family Conflict: A Longitudinal Investigation”. In Journal of Occupational Health
Psychology (Vol. 4, Issue 4).

Khatri, N., & Fern, C. T. (2001). Explaining employee turnover in an Asian context. In Cardiff
Business School Human Resource Management Journal (Vol. 11, Issue 1).

King, C., Grace, D., & Funk, D. C. (2013). Employee brand equity: Scale development and
validation. Journal of Brand Management (2013) 20, 350 - 354, 20, 350-354.
https://doi.org/10.1057/bm.2012.44

Korunka, C., Hoonakker, P. L. T., & Carayon, P. (n.d.). Towards a Universal Turnover Model
for the IT Work Force-A Replication Study.

Kurniawaty, K., Ramly, M., & Ramlawati. (2019). The effect of work environment, stress, and
job satisfaction on employee turnover intention. Management Science Letters, 9(6), 877-886.
https://doi.org/10.5267/j.msl.2019.3.001

Lance, C. E. (1988). satisfaction-turnover intention relation: An empirical contrast of two
perspectives. In JOURNAL OF ORGANIZATIONAL BEHAVIOR (Vol. 9).

Latif, A. and Abideen, Z. (2012), ‘Does it really matter? Training and development in telecom
sector of Pakistan’, American Journal of Scientific Research, 79, 24-39.

Lestari, D., & Margaretha, M. (2021). Work life balance, job engagement and turnover intention:
Experience from Y generation employees. Management Science Letters, 165-170.
https://doi.org/10.5267/j.msl.2020.8.019

Lin, C. P, Tsai, Y. H., & Mahatma, F. (2017). Understanding turnover intention in cross-country
business management. Personnel Review, 46(8), 1717-1737. https://doi.org/10.1108/pr-07-
2016-0176

Logan, J. K. (2000), ‘Retention tangibles and intangibles: more meaning in work is essential,
butgood chair massages won’t hurt’, Training and Development, 54, 4, 48-50.

Mahoney, A. (2015). Commitment and Employee Development [San Jose State University].
https://doi.org/10.31979/etd.q39n-h7vz



45 | Cahyadi, Putrilestari, Effendi, Maharani Jurnal Manajemen (Edisi EleRironik)

[33]

[34]

[35]

[36]

[37]

[38]
[39]

[40]

[41]

[42]

[43]

[44]

Nunn, J. (2000), ‘Career planning key to employee retention’, Journal of Property
Management,65,5, 20-1

Ok, A. B., & Vandenberghe, C. (2016). Organizational and career-oriented commitment and
employee development behaviors. Journal of Managerial Psychology, 31(5), 930-945.
https://doi.org/10.1108/JMP-04-2015-0157

Pawirosumarto, S., Sarjana, P. K., & Gunawan, R. (2017). The effect of work environment,
leadership style, and organizational culture towards job satisfaction and its implication towards
employee performance in Parador hotels and resorts, Indonesia. International Journal of Law
and Management, 59(6), 1337-1358. https://doi.org/10.1108/IJLMA-10-2016-0085

Rachmawati, D. (n.d.). Proceeding Indonesia Career Center Network Summit IV e-Welcoming
Gen Z in Job World (Selamat Datang Generasi Z di dunia kerja).

Ramlawati, R., Trisnawati, E., Yasin, N. A., & Kurniawaty, K. (2021). External alternatives, job
stress on job satisfaction and employee turnover intention. Management Science Letters, 511—
518. https://doi.org/10.5267/j.msl.2020.9.016

Rani, N., & Samuel, A. (n.d.). rani2016. 2016.

Saleh, S., & Darwis, M. (2020). The Influence of Internships on the Development of Soft Skills
of Office Administration Education Students. Pinisi Journal of Education and Management,
2(1). http://orcid.org/0000-0002-2573-7709

Samad, S., & Yusuf, S. Y. M. (2012). The Role of Organizational Commitment in Mediating
the Relationship between Job Satisfaction and Turnover Intention. In European Journal of Social
Sciences (Vol. 30, Issue 1). http://www.europeanjournalofsocialsciences.com

Spector, P. (1996). Industrial and organizational psychology: research and practice. New York:
John Wiley.

Tjan, C., Joe, J., Go Dianasari, E., Santoso, S., Chauhan, S., Endacott, P., Chandra, R., Ng
Guzman, C., Nahar, 1., Yin, T., Alika, F., Thirza, A., & Gunawan, C. (2022). ASEAN Growth
and Scale Talent Playbook_vFinal.
https://www.kearney.com/documents/1781738/294309143/ASEAN+Growth+and+Scale+Tale
nt+Playbook_vFinal.pdf/al439519-24¢2-4433-6d8e-7344eh2f4f127t=1670326131286

Williams, E. S., Konrad, T. R., Scheckler, W. E., Pathman, D. E., Linzer, M., Mcmurray, J. E.,
Gerrity, M., Schwartz, M., Pathman, D., Mcmurray, J., Douglas, J., Shugerman, R., Nelson, K.,
Rhodes, E., & Karlson, D. (2010). Understanding physicians’ intentions to withdraw from
practice: The role of job satisfaction, job stress, mental and physical health. In Health Care
Management Review (Vol. 26, Issue 1).

Yiicel, 1. (2012). Examining the Relationships among Job Satisfaction, Organizational
Commitment, and Turnover Intention: An Empirical Study. International Journal of Business
and Management, 7(20). https://doi.org/10.5539/ijbm.v7n20p44



