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 The objectives in this study are 1) to analyze job embeddedness 
variables on organizational commitment, 2) to analyze variables 
on turnover intention, 3) to analyze organizational commitment 

variables on turnover intention, 4) to analyze job embeddedness 
variables on turnover intention mediated by organizational 
commitment. This research uses a quantitative approach with a 
population of employees of PT Trikayarasa Jaya Food. The 
sampling technique in this study used purposive sampling. The 
sample used was employees of the production and stripping 
section totaling 70. The reason for sampling in the production 
and stripping section is that the target is not met. This study 

uses a questionnaire data collection method and data collection 
instruments using a Likert scale. The data analysis technique 
in this study uses part analysis using SmartPLS software 
version 4.0. The results of this study found that job 
embeddedness affects organizational commitment, job 
embeddedness has no effect on turnover intention, 
organizational commitment affects turnover intention, job 
embeddedness mediated by organizational commitment affects 
turnover intention. 
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1. INTRODUCTION  

As time goes by means of, enterprise additionally will increase and reasons groups to 

realize that human sources are very important for the company and additionally a issue 
that determines the success of a organization(Risaldy Deenta Feelli Ananda, 2022). The e 

eexisteencee of eemployeeees is thee most important aspeect for thee reealization of a plan in the e 

organization (Nafa, 2021). 

Job Eembeeddeedneess Theeory is a broad consteellation of psychological, social, and 

financial influeeencees on eemployeeee reeteention (Daffa et al., 2022). Job embeddedness is a 

state in which an employee decides to remain in the organization which is influenced 
from within the job or company (on-the-job) and from outside the job or environment (off-
the-job) (Eliza Amalia, 2023). (Rizky & Prastyani, 2023) argueees that job eembeeddeedneess is 

an eeleemeent that can changee thee deecision of individueals / eemployeeees to stay or leeavee theeir 

jobs. Theesee factors can bee psychological, social or in thee form of financial streength that 

http://iocscience.org/
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comees from thee instituetion / company. (Rista Monika eet al., 2021) sueggeests that Job 

eembeeddeedneess is an arrangeemeent containing a deescription of how eemployeeees work so that 

theey can bee involveed with theeir work, which cauesees thee inteention to leeavee work to be e 

reedueceed. Meeanwhilee, according to (Seengkeey et al., 2021) Job eembeeddeedneess is a 

beehavior that cauesees eemployeeees to feeeel attacheed and sueitablee which makees eemployeeees 
lovee theeir jobs. 

(Pada et al., 2020) Organizational commitmeent is thee deegreeee to which eemployeeees 

aree involveed in theeir organization and wish to reemain its meembeers, which contains thee 

attituedee of loyalty and willingneess of eemployeeees to work optimally for thee organization 

wheeree thee eemployeeee works. Organizational commitment is a condition in which a person 
sides with the organization and its goals and desires to maintain his membership in the 

organization (Murni, 2019). According to (Ratnaningsih, 2021) Organizational 

commitment is said to be a measure of employee attachment to the organization whether 

employees are willing to move in line and give their best in their performance for 

organizational goals. This organizational commitment is shown by the attitude of 

continuous loyalty of workers to the organization for the success and welfare of the 
organization (Dewi Astuti, 2022). 

Companiees ofteen facee probleems reelateed to eemployeeee tuernoveer. Tuernoveer inteention 

is thee worst impact caueseed by thee inability of an organization to managee individueal 

beehavior, so that individueals feeeel theey havee a high tuernoveer inteention (Riska Fii Ahsani, 

2020). Turnover intention is the level or intensity of the desire to leave the company, 
many reasons cause turnover intentions and among them is the desire to get a better job 

(NingTyas et al., 2020). There are many factors that make individuals have the desire to 

move. These factors include job satisfaction,organizational commitment of employees, 

trust in the organization, and job insecuirity (Permata Sari et al., 2019). 

Thee tuernoveer pheenomeenon is also eexpeerieenceed by thee company PT Trikayarasa 

Jaya Food, a company eengageed in thee food seector, with tradeemarks bagorin and sibah, 
produecing frieed onions of preemiuem, meediuem and eeconomical queality at thee most 

compeetitivee pricees. Many eemployeeees want to reesign. as in thee tablee beelow thee tuernoveer 

ratee of PT Trikayarasa Jaya Food in 2022. Based on the phenomenon of the results of 

interviews conducted at the owner and employees of PT Trikayarasa Jaya Food in 2022, it 

was found that every month in January the employee turnover rate was 0%, while the 
production target was 240 tons, the target reached 200 tons, which means the target was 

not achieved. In February the employee turnover rate was 0%, while the target reached 

240 tons, which means the target was achieved. In March, the employee turnover rate 

was 1.15%, while the target reached 240 tons, meaning the target was achieved. In April, 

the employee turnover rate was 8.13%, while the target of 240 tons was achieved. In May, 

the employee turnover rate was 1.68%, while the target was 210 tons, meaning the target 
was not achieved. In June, the employee turnover rate was 8%, while the target of 240 

tons was achieved. In July, the employee turnover rate was 0%, while the target reached 

220 tons, meaning the target was not achieved. In August, the employee turnover rate 

was 1.68%, while the target of 240 tons was achieved. In September, the employee 

turnover rate was 6.45%, while the target of 240 tons was not achieved. In October, the 
employee turnover rate was 3.07%, while the target was 215 tons, meaning the target 

was not achieved. In November, the employee turnover rate was 5.88%, while the target 

reached 240 tons, which means the target was achieved. In December, the employee 

turnover rate was 0%, while the target reached 240 tons, meaning the target was 

achieved. Every month the company experiences turnover.  Turnover is caused by several 

things such as in achieving the production target which every month targets 240 tons of 
onions, if every month does not meet the target, employee performance will decrease and 

feelings of discomfort in the company environment, which results in the relationship 

between employees and superiors is not familiar due to frequent work mismatches such 
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as not meeting targets which cause infrequent communication. This has an impact on 

personal employees to leave the company. 

Start of art of this reeseearch according to statee that theeree is a neegativee and 

significant influeeencee beetweeeen job eembeeddeedneess on tuernoveer inteention. This meeans that 

thee higheer thee eemployeeee's job eembeeddeedneess, thee loweer thee peerceeiveed tuernoveer inteention. 
Meeanwhilee, according to (Sholikhah, 2021) Eemployeeee statues and job eembeeddeedneess 

significantly affeect tuernoveer inteention. (Suesilo & Satrya, 2019) said that organizational 

commitmeent has a neegativee and significant eeffeect on tuernoveer inteention, thee beetteer thee 

eemployeeee's organizational commitmeent to thee company, thee loweer thee eemployeeee's deesiree to 

leeavee thee company. Fuertheermoree, organizational commitmeent can also fuenction as a 
modeerator in thee reelationship beetweeeen job eembeeddeedneess and tuernoveer inteention. This 

difference shows that research on job embeddedness, turnover intention and 

organizational commitment at PT Trikayarasa Jaya Food can still be carried out because 

there is GAP research. 

Thee objeectivees in this stuedy aree 1) to analyzee job eembeeddeedneess variablees on 

organizational commitmeent, 2) to analyzee variablees on tuernoveer inteention, 3) to analyze e 
organizational commitmeent variablees on tuernoveer inteention, 4) to analyzee job 

eembeeddeedneess variablees on tuernoveer inteention meediateed by organizational commitmeent. 

Thee importancee of this reeseearch is to providee ueseefuel information for PT Trikayarasa Jaya 

Food in ordeer to oveercomee thee high leeveel of tuernoveer inteention.  

This research contributes to achieving success at PT Trikayarasa Jaya Food by 
providing references to the concept of performance attachment between employees and 

leaders, namely implementing the style through a good communication approach in the 

company. In addition, with this research, it is hoped that company leaders can use it as a 

picture of their company so that they can see the shortcomings that need to be improved. 

 

2. REeSEeARCH MEeTHOD 
 

The research design picture can be shown as follows 

Figueree 1. Reesaeerch deesign 
Souercee: Data proceesseed by reeseearcheers, 2023 

 

This reeseearch uesees a queantitativee approach. Thee popuelation in this stuedy weeree 

110 eemployeeees of PT Trikayarasa Jaya Food. Thee sampling teechniqueee in this stuedy ueseed 

puerposivee sampling (Sugiyono, 2019). Thee samplee ueseed was eemployeeees of thee produection 

and stripping seection totaling 70. Thee reeason for sampling in thee produection seection is 
that thee targeet is not meet. Reeseearch uesing queeestionnairee data colleection meethods and 

data colleection instruemeents uesing a Likeert scalee. Thee data analysis teechniqueee in this 
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stuedy uesees part analysis. Thee softwaree ueseed is SmartPLS veersion 4.0. (Hair et al., 2019). 

There are two model specifications used in PLS, namely: outer which includes convergent 

validity, discriminant validity, composite reliability, AVE, Cronbach's alpha and inner 

model which includes VIF, r-square, estimate for path coefficient, q-square. 

 This research was built with a clear framework and hypothesis so that the 
research direction of the testing process can be more easily understood by looking at the 

figure below which shows the direction of the influence of each variable on other 

variables. So that this picture becomes a benchmark in conducting statistical tests to 

produce research results. 

 

 
Figueree 2. Reeseearch modeel 

Souercee: Data proceesseed by reeseearcheers, 2023 

 

3. REeSUeLTS AND DISCUeSSIONS  

3.1  Outer Model Analysis  

 
Figueree 3. Outer model 

Souercee: Data proceesseed by reeseearcheers, 2023 

 
Tablee 1. Oueteer loading 

Code Job Embeddedness Komitmen Organisasional Turnover Intention 

X_1 0.816   
X_2 0.723   

X_3 0.812   
X_4 0.810   
X_5 0.792   
X_6 0.726   

Y_1   0.788 
Y_2   0.771 
Y_3   0.821 
Y_4   0.716 

Y_5   0.788 
Z_1  0.807  
Z_2  0.777  
Z_3  0.842  

Z_4 
Z_5 

 0,831 
0,800 

 
 

Souercee: Data proceesseed by reeseearcheers, 2023 
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Baseed on tablee 1. oveerall, thee oueteer loading valueee of eeach reefleex construect has a 

loading valueee> 0,7 so that thee modeel is deeclareed to havee meet thee criteeria for good 

conveergeent validity. 

 

3.2 Discriminant Validity 
Discriminant validity reelatees to thee principlee that meeasuerees (manifeest variablees) of 

diffeereent construects shoueld not bee highly correelateed. Thee way to teest discriminant validity 

with reefleexivee indicators is to seeee thee cross loading valueee for eeach variablee muest bee > 0,7. 
 

Tablee 2. Cross loading 
Code 

Job Embeddedness 
Komitmen 

Organisasional 
Turnover Intention 

X_1 0.816 0.507 0.375 
X_2 0.723 0.506 0.341 
X_3 0.812 0.517 0.423 
X_4 0.810 0.552 0.341 

X_5 0.792 0.546 0.492 
X_6 0.726 0.553 0.440 
Y_1 0.426 0.486 0.788 

Y_2 0.465 0.516 0.771 
Y_3 0.396 0.500 0.821 
Y_4 0.361 0.461 0.716 
Y_5 0.369 0.460 0.804 

Z_1 0.625 0.807 0.496 
Z_2 0.542 0.777 0.385 
Z_3 0.495 0.842 0.535 
Z_4 0.640 0.831 0.590 

Z_5 0.428 0.800 0.498 

        Souercee: Data proceesseed by reeseearcheers, 2023 

 

Baseed on tablee 2. oveerall thee cross loading valueee of eeach reefleex construect has a 

loading valueee >0,7 so that thee modeel is deeclareed to havee meet thee criteeria for good 

discriminant validity. 

 
3.3 Construect Reeability And Validity 

In PLS - SE eM uesing SmartPLS, meeasuering thee reeliability of a construect can be e 

donee in two ways, nameely with Cronbach's alpha and compositee reeliability. Howeeveer, 

uesing Cronbach's alpha to teest thee reeliability of a construect will providee a loweer valuee e 

(uendeer eestimatee) so it is moree advisablee to uesee compositee reeliability. Thee ruelee of thuemb 
that is uesueally ueseed to asseess compositee reeliability muest bee greeateer than 0,7 

 
Tablee 3. Construect reeability dan validity 

Variabel Cronbach’s 

Alpha 

Composite 

Reliability (rho_a) 

Composite 

Reliability (rho_a) 

Average Variance 

Extracted (AVE) 

Job Embeddedness 0.871 0.873 0.903 0.610 
Komitemen 

Organisasional 

0.871 0.878 0.906 0.659 

Turnover Intention 0.839 0.841 0.886 0.610 

Souercee: Data proceesseed by reeseearcheers, 2023 

 
Baseed on tablee 3. thee Cronbach's alpha valueee of thee job eembeeddeedneess variablee is 

0,871, thee organizational commitmeent variablee is 0,871, and thee tuernoveer inteention 

variablee is 0.839. This shows that thee Cronbach's alpha valueee is greeateer than 0,70, which 

indicatees that thee data ueseed is reeliablee, and thee compositee reeliability valueee of thee job 

eembeeddeedneess variablee is 0,873, thee organizational commitmeent variablee is 0,878, and 

thee tuernoveer inteention variablee is 0,841. This shows that thee compositee reeliability valueee is 
greeateer than 0,60, which indicatees that thee data ueseed is reeliablee. Whilee thee AVEe valueee of 

thee job eembeeddeedneess variablee is 0,610, thee organizational commitmeent variablee is 
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0,659, and thee tuernoveer inteention variablee is 0,610. Thee AVEe valueee muest bee greeateer than 

05. Thues, thee data ueseed in this obseervation fuelfill thee conceept of validity. 

 

3.4 Inneer  Modeel Analysis 

 
Figueree 4. Inner model 

Souercee: Data proceesseed by reeseearcheers, 2023 

a. Collineearity 

 A variablee can bee ueseed in a modeel if theeree is no high collineearity with a VIF valueee  

< 5. If thee VIF valueee> 5 theen thee variablee muest bee reemoveed from thee reeseearch modeel. 
 

Tablee 4. Collineearity statistics (VIF) 
 VIF 

X_1 2.451 
X_2 1.759 

X_3 2.370 
X_4 2.199 
X_5 1.994 
X_6 1.648 

Y_1 1.903 
Y_2 1.793 
Y_3 2.078 
Y_4 1.503 

Y_5 1.989 
Z_1 2.353 
Z_2 2.293 
Z_3 3.275 

Z_4 2.335 
Z_5 2.257 

Souercee: Data proceesseed by reeseearcheers, 2023 

 
 Baseed on tablee 4. from thee collineearty teest reesuelts, eeach variablee geets a valueee <5, it 

can bee said that theeree is no muelticollineearity. 

 

b. R-Squearee 

Thee magnituedee of thee R-squearee valueee will show thee streength of thee modeel which is 
classifieed into 3 parts, nameely 0,25 (weeak), 0,50 (meediuem). 0,75 (strong). 

 

Tablee 5. R-Squeare 
 R-Square Description 

Organizational 
Commitment 

0.464 Weak 

Turnover Intention 0.405 Weak 

Souercee: Data proceesseed by reeseearcheers, 2023 
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Baseed on Tablee 5, thee R-Squearee valueee for thee organizational commitmeent variable e 

is 0,464 or 46,4%, whilee thee tuernoveer inteention variablee is 0,405 or 40,5%. So that the e 

reesuelts of teesting thee struectueral modeel obtaineed thee R-Squearee valueee in thee weeak cateegory. 
 

c. Blindfolding  

 In deeteermining thee reesuelts of obseervations in thee data proceessor is good, nameely by 
looking at thee reesuelting valueee, if thee valueee of thee obseervation is good, theen thee valueee of the e 

obseervation is good Q2>0, theen thee obseervation valueee is said to bee good, as thee eequeation 

1: Q2 = 1 - (1-R12) (1-R22)   

Wheeree, R12 dan R22 = R-squearee variablee eendogeenoues in thee eequeation modeel. Q2 = valuee e 

Q-Squearee. So,  
Q2 = 1 - (1-R12) (1-R22)   

 = 1 - (1 - 0,464) (1 - 0,405)  

 = 0,681 

 

Baseed on eequeation 1 obtaineed Q2 by 0,681 moree than 0, so that thee obseervation 

valueee has beeeen deeclareed good. 
 

d. Hypothesis Testing 

Hypotheesis teesting uesing thee 1,96 criteerion, it is deeclareed influeeential if it obtains a 

t-statistic valueee of moree than 1,96. Tabeel 7 is thee reesuelt of thee partial teest in this stuedy. 
 

Tablee 6. Path coeefficieents 
 Original 

sample (O) 
Sample 

mean (M) 
Standard 
deviation 

(STDEV) 

T statistics 
(|O/STDEV|) 

P values 

Job Embeddedness 
-> Komitemen 

Organisasional 

0.681 0.691 0.070 9.790 0.000 

Job Embeddedness 
-> Turnover 

Intention 

0.178 0.181 0.160 1.109 0.267 

Komitemen 
Organisasional -> 
Turnover Intention 

0.502 0.505 0.155 3.230 0.001 

  Souercee: Data proceesseed by reeseearcheers, 2023 

 

Based on table 6, it can be explained that the job embeddedness variable obtained 

a t-statistic value: 9.790> 1.96 and a P-value: 0.000. This means that job embeddedness 
affects organizational commitment. Job embeddedness variable obtained t-statistic value: 

1.109>1.96 and P-value: 0.267. This means that turnover intention has no effect on 

turnover intention. The organizational commitment variable obtained a t-statistic value: 

3.230>1.96 and a P-value: 0.001. This means that organizational commitment affects 

turnover intention. 
 

3.5 Reesuelts of Indireect Eeffeects Analysis 

Tablee 7. Path Coelfficie lnts (Indireect eeffeects) 
 Original 

sample (O) 
Sample 

mean (M) 
Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P values 

Job Embeddedness -> 
Komitemen Organisasional -> 

Turnover Intention 
0.342 0.345 0.105 3.247 0.001 

Souercee: Data proceesseed by reeseearcheers, 2023 

Baseed on Tablee 7, it is known that thee eeffeect of job eembeeddeedneess meediateed by 

organizational commitmeent on tuernoveer inteention has a coeefficieent valueee of 0,342 with a 
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positivee valueee, wheeree thee t-statistic is 3,247> 1.96 and thee p-valueee is 0.001 <0,005. This 

meeans that indireectly job eembeeddeedneess meediateed by organizational commitmeent affeects 

tuernoveer inteention. 

 

3.6 Discuessions 
a. Job eembeeddeedneess to organizational commitmeent 

Baseed on thee reesuelts of thee stuedy, it shows that job eembeeddeedneess affeects 

organizational commitmeent at PT Trikayarasa Jaya Food. Job eembeeddeedneess is an 

eemployeeee's attachmeent to a company wheeree eemployeeees do not want to changee jobs dueee to 

varioues factors. Thee application of job eembeeddneess at PT Triakyarasa Jaya Food which 
affeects organizational commitmeent is that eemployeeees in thee company eestablish good 

reelationships beetweeeen coworkeers. Wheen someeonee has a strong and positivee reelationship 

with theeir coworkeers, theey teend to feeeel moree conneecteed to thee work eenvironmeent. It can 

increeasee theeir commitmeent to thee organization beecauesee theey feeeel suepporteed and valueeed by 

theeir teeam. 

This reeseearch is in linee with reeseearch conduecteed (Sueheerman, 2020) said that job 
eembeeddeedneess has a positivee eeffeect on organizational commitme ent, meeaning that if 

eemployeeee job eembeeddeedneess is high, theen thee leeveel of eemploye eee organizational 

commitmeent is high, and vice e veersa. According to (Diah, 2019:33) high leeveels of 

eengageemeent leead to positivee ouetcomees at thee individueal (thee queality of peeoplee's work and 

theeir eexpeerieencee of doing work) and organizational leeveels (organizational growth and 
produectivity). 

 

b. Job eembeeddeedneess to tuernoveer inteention 

Baseed on thee reesuelts of hypotheesis teesting reeseearch shows job eembeeddeedneess has 

no eeffeect on tuernoveer inteention in eemployeeees of PT Trikayarasa Jaya Food. Thee application 

of job eembeeddeedneess at PT Trikayarasa Jaya Food which has no eeffeect on tuernoveer 
inteention is that at PT Trikayarasa Jaya Food theeree is no careeeer deeveelopmeent, the e 

company doees not providee heealth insuerancee and thee reelationship beetweeeen eemployeeees and 

suepeeriors is not familiar dueee to freequeeent job mismatchees suech as not meeeeting targeets 

which cauesees infreequeeent commuenication. Theereeforee thee leeveel of individueal eemployeeees who 

wish to leeavee thee company is veery high. 
Based on the results of the research conducted (Astamarini, 2019) Job 

Embeddedness has a positive and insignificant influence on turnover intention. 

According to (Hanorata, 2022:8) while a person has mind of quitting (turnover intention), 

there will be mind to advantage self-self belief to procedure towards figuring out this 

desire, giving upward thrust to expectations which might be shown by using attitudes 

and conduct. This conduct can be evident in behavior however it can also be invisible, it 
is able to intrude with the person overall performance of the group where employees 

paintings no longer all intentions that stand up can be found out without delay. The 

procedure of questioning to decide whilst to understand the actual implementation of 

turnover. Turnover goal has an unfavourable effect on organizational effectiveness 

because employees with an unrealized preference to move generally tend to behave 
differently. 

 

c. Organizational commitment to tuernoveer inteention 

Baseed on thee reesuelts of thee stuedy, it was fouend that thee organizational 

commitmeent variablee affeects tuernoveer inteention. Increeasing commitmeent will ueltimateely 

reeduecee tuernoveer inteention. Tuernoveer inteention can bee reedueceed by increeasing 
organizational commitmeent. Thee application of organizational commitmeent at PT 

Trikayarasa Jaya Food that affeects tuernoveer inteention is suefficieent salary which makees 

eemployeeees havee a high commitmeent not to leeavee thee company. 
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Reealizeed reeseearch shows that (Komang et al., 2017) said that organizational 

commitmeent has a positive e eeffeect on tuernoveer inteention. (Benyamin, 2017:31) "Committeed 

peeoplee aree leess likeely to queit and acceept otheer jobs." Committeed workeers feeeel that theeir 

puerposee and what theey do is not uendeer preessueree, buet ratheer an inveestmeent for theem.  

d. Job eembeeddeedneess to tuernoveer inteention meediateed by organizational commitmeent. 
 Baseed on thee reesuelts of thee analysis, it is known that organizational commitmeent 

is ablee to meediatee thee eeffeect of job eembeeddeedneess on tuernoveer inteention. Thee application 

at PT Trikayarasa Jaya Food is that eemployeeees theeree work according to theeir inteereests 

and adeequeatee facilitiees suech as adeequeatee onion produection eequeipmeent and comfortable e 

work spacees that makee thee eenvironmeent comfortablee and peeaceefuel. Thee higheer thee leeveel of 
job eembeeddeedneess, thee strongeer onee's commitmeent to thee organization. This can theen 

reeduecee thee inteention to movee from thee company. 

Thee reeseearch is in linee with reeseearch that says that (Adya Heermawati, 2022) 

Organizational commitme ent is able e to play a role e in meediating the e reelationship be etweeeen 

thee eeffeect of job e embeeddeedneess on tuernoveer inteention. According to (Diah, 2019:33) The e 

eexteent to which eemployeeees aree fuelly eengageed in theeir work and thee streength of theeir 
commitmeent to thee job or instituetion, thee stuedy of eemployeeee eengageemeent is an important 

conceern. Eemployeeees who aree eengageed at work and committeed to thee instituetion will work 

towards achieeving thee instituetion's compeetitivee advantagee in thee form of higheer 

produectivity, and loweer tuernoveer. 

4. CONCLUeSION  

Based on the results of the research that has been described, it can be found that job 

embeddedness affects organizational commitment. Job embeddedness has no effect on 

turnover intention and organizational commitment affects turnover intention, job 

embeddedness mediated by organizational commitment to turnover intention affects 

turnover intention.The results of this study indicate that if the leader applies the concept 

of performance attachment in the form of a good communication relationship. This 
means that leaders can prevent turnover intention in employees, so that employees can 

commit to the organization. So the implication of this research is the importance of 

understanding that job embeddedness alone does not guarantee employee retention. 

Other factors such as organizational commitment can be a key link between feeling 

trapped in work and the desire to stay or leave the organization. The limitation of this 
study is that the research only focuses on job embeddedness variables on turnover 

intention mediated by organizational commitment with several other variables not 

included in this study. It is hoped that future researchers can add other variables related 

to the phenomena that occur in companies, especially in reducing turnover in employees. 
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