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Abstract 

One of the problems faced by PT. Telkom Akses Yogyakarta has a fairly high employee turnover intention. The 

causes of turnover intention include compensation and job satisfaction, which are still relatively low. Therefore, 

the objectives of this study are to: (1) test the effect of compensation on turnover intention; (2) test the effect of 

compensation on job satisfaction; and (3) test the effect of job satisfaction on turnover intention. The sample in 

this study was 94 employees of PT. Telkom Access Yogyakarta. The data collection technique used a 

questionnaire, while the data analysis technique used path analysis with the AMOS program. The results of the 

study found that compensation had a negative and insignificant effect on turnover intention. This can be 

interpreted that the higher the compensation, the lower the employee's intention to leave, although the effect is 

not too strong. Compensation has a positive and significant effect on job satisfaction. This means that the higher 

the compensation, the higher the employee's job satisfaction. Job satisfaction has a negative and insignificant 

effect on turnover intention. This means that the higher the job satisfaction, the lower the employee's intention to 

leave, although the effect is not too strong. 
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INTRODUCTION 

 

Employees are not only partners but also important assets for the company. Therefore, 

employees need to be properly nurtured and managed so that they will continue to contribute 

their energy and thoughts to the company. For employees to have a high level of loyalty and 

enthusiasm for work, the maintenance function plays an important role in keeping employees 

from leaving the company. Suppose the maintenance of employees is not paid attention to by 

company managers. In that case, it will have an impact on low morale, lack of employee loyalty, 

and high absenteeism, which in turn will have an impact on employee turnover intentions. 

Turnover intention is one of the issues faced by almost all companies. One of these 

companies is PT Telkom Akses Yogyakarta. Based on preliminary studies, some employees 

intend to leave the company, and there are even some employees who have started looking for 

other jobs that are considered better. Turnover intention is often considered dangerous, because 

physically employees are still in the company, but their hearts and souls are out there. Companies 

want their employees to focus on working in the company, so with this turnover intention, their 

work focus will be disrupted because there is an intention to move to another company. 

Based on interviews with several employees, they are still unsatisfied with their 

compensation. Employees consider that the salaries they have received so far have not been fair, 

the incentives they receive have not represented the results of their work, and health insurance 

and recreation programs still do not meet employee expectations. Meanwhile, employee job 

satisfaction is also relatively low. Employees are still not satisfied with the salary they receive. 

The opportunity to be promoted to a higher level is also considered difficult to reach. Their 

coworkers are difficult to work with, and the attention of superiors to subordinates is also felt to 

be lacking. 

Turnover intention is the desire of employees to leave or quit the company and look for 

another job. The aspects of turnover intention include three things: (1) thoughts of leaving the 

company. Employees have thoughts of leaving or leaving the company because they think that 
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the welfare in another company is better than in their current company; (2) intention to look for 

another job. In this case, employees look for vacancies in the mass media or look for information 

on job vacancies in other companies; and (3) intention to leave the company. Some indications 

indicate employees want to leave the company, for example, the intention to resign from the 

company (Ardan & Jaelani, 2021). Theoretically, the predictors of turnover intention include 

compensation and job satisfaction. 

According to Dessler (2020), compensation is all forms of payment given to employees 

that arise from their work. Compensation consists of two main components namely direct 

financial compensation and indirect financial compensation. Direct financial compensation 

consists of salaries, wages, bonuses, commissions, and incentives, while indirect financial 

compensation includes financial benefits such as insurance and vacation paid by the company. 

One of the purposes of providing compensation is to retain employees to keep working in the 

company. If the compensation provided by the company is considered unfair and uncompetitive, 

it will have an impact on high employee turnover (Sinambela, 2016; Yuniarsih & Suwatno, 

2016). Compensation that pays attention to the principles of fairness and feasibility will maintain 

employee stability so that it can prevent employee turnover intention (Hasibuan, 2017). Various 

studies show that compensation can affect turnover intention. 

Almatina & Irbayuni's research (2023) found that compensation has a negative and 

significant effect on the turnover intention of employees of PT Nusantara Medika Utama 

Mojokerto. Diputra et al. (2021) on KSU Swadana Giri Kusuma employees in Pengotan village, 

Bangli, found that compensation has a negative and significant effect on turnover intention. 

The results of Rukhvitanti & Susanti's research (2020) found that compensation 

negatively and significantly affects employee turnover intention of PT Kwangduk Word Wide 

Cikalong Wetan. Saputra et al. (2022) in their study on employees of PT. Bintan Megah Abadi 

found a negative and significant effect of compensation on turnover intention.  

The results of Waskito & Putri's research (2021) found that compensation negatively and 

significantly affects the turnover intention of PT Cipta Nugraha Contrindo employees. Wijayanti 

& Anisa (2022) in their research on employees of PT Tanjung Kreasi Parquet Industri 

Temanggung, found a negative and significant effect of compensation on turnover intention.  

Based on theory and previous studies, the hypotheses proposed in this study are: 

H1: compensation has a negative and significant effect on turnover intention. 

Adequate compensation will have an impact on satisfaction, which helps companies 

acquire, maintain, and retain their employees. Conversely, inadequate compensation will cause 

employees to be dissatisfied, which in turn will lead to a decrease in productivity and quality of 

work life (Kaswan, 2017). The compensation received by employees will be used to meet their 

various needs so that employees will get job satisfaction (Hasibuan, 2017). Various studies have 

shown that compensation has a positive effect on employee job satisfaction. 

Hasan et al. (2022) in their research on employees of PT Honda Gajah Motor Khatib 

Sulaiman Padang, found that compensation has a positive and significant effect on job 

satisfaction. The results of the study by Hendry et al. (2022), found a positive and significant 

effect of compensation on job satisfaction, among employees of PT Sukses Makmur Pratama 

Medan. The results of Nurpratama & Nurhayati's research (2019) with the subject of employees 

of one of the BUMN branch offices in Indonesia, found that compensation has a positive and 

significant effect on job satisfaction. 

The results of Maghfirah & Chandra's research (2023) found a positive and significant 

effect of compensation on job satisfaction, among employees of PT Bank Rakyat Indonesia 

(Persero) Tbk Sungguminasa branch office. Prawira's study (2020) with a population of 

employees of the Generasi Amanah Madani Foundation in Deli Serdang, North Sumatra, found 

that compensation has a positive and significant effect on job satisfaction. Rahmaningtyas & 

Widagdo (2020) in their research on employees of the Klaten Regency Regional Financial 
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Management Agency, found a positive and significant effect of compensation on job satisfaction. 

Meanwhile, the results of Risnowati & Turagan's study (2022) found that compensation has a 

positive and significant effect on employee job satisfaction at PT CDE. Based on theory and 

previous research, the hypotheses in this study are: 

H2: compensation has a positive and significant effect on job satisfaction. 

Job satisfaction can be defined as the degree to which an employee likes his or her job. 

Job satisfaction is an affective or emotional response to various aspects related to one's job. 

Certain aspects of a job may make employees feel satisfied, while other aspects make employees 

dissatisfied. Dissatisfaction is one of the predictors of employee turnover intention. There are 

many aspects that trigger employee dissatisfaction, including human factors and organizational 

factors. To increase job satisfaction and reduce turnover intention, company leaders should pay 

attention to aspects related to human factors and organizational factors (Kinicki, 2021; Noe, 

Hollenbeck, Gerhart, & Wright, 2017). 

Human or individual factors affecting job satisfaction include personality and attitudes, 

expectations and perceptions, needs and values, work motivation, abilities and competencies, 

stress levels and health, age, gender, and length of service. Meanwhile, organizational factors 

affecting job satisfaction include salary and incentives, working conditions, workload, 

responsibility, career opportunities, relationships with colleagues, leadership style, 

organizational policies, and Work-Life Balance.  The results showed that high job satisfaction 

tends to reduce employee turnover intention. The results of research by Ardyputri & Ariyanto 

(2023), Isfania & Iryanti (2024), Ozkan et al. (2020), and Marzuqi (2021) found that job 

satisfaction has a negative and significant effect on turnover intention.  

Benchmarks of job satisfaction, among others, can be seen from the high level of 

discipline, work morale, increased work performance, and low turnover intention (Hasibuan, 

2017). High job satisfaction is related to low employee turnover, in this case, employees who 

want to move or leave the company. Satisfied employees tend to stay and keep working at the 

company. Therefore, job satisfaction is negatively related to turnover intention (Sinambela, 

2016). Several studies have shown that job satisfaction has a negative effect on turnover 

intention. 

The results of research conducted by Khomaryah et al.  (2020) on employees of PT Efrata 

Retailindo in Surakarta city, found that job satisfaction has a negative and significant effect on 

turnover intention. The results of the study by Islianty et al. (2022) with respondents of Mandiri 

Bank employees at Samratulangi branch, Palu, found that job satisfaction has a negative 

influence on turnover intention. Research by Laksono & Wardoyo (2019) found that job 

satisfaction has a negative and significant effect on turnover intention in Dafam Semarang hotel 

employees. 

The results of the study by Prayogi et al. (2019), found a negative and significant effect 

of job satisfaction on turnover intention in employees of 6 Islamic banks in Medan city. Research 

by Setiawan & Putra (2016) on Legian Village Hotel employees, found that job satisfaction has 

a negative and significant effect on turnover intention. Research by Susilo & Satrya (2019) with 

employee subjects at PT Kharisma Duta Anggada, Denpasar, Bali, found that job satisfaction has 

a negative and significant effect on turnover intention. The hypotheses proposed in this study 

are: 

H3: job satisfaction has a negative and significant effect on turnover intention. 

The purpose of this study is to examine the effect of compensation on turnover intention, 

to examine the effect of compensation on job satisfaction, and to examine the effect of job 

satisfaction on turnover intention. The theoretical framework in this study is as follows. 
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Figure 1. Theoretical Framework 

 

 

RESEARCH METHODS 

 

This type of research is quantitative research, which aims to test the theory by examining 

the relationship between variables (Creswell, 2018). There are three variables that will be tested 

in this study, namely compensation variables (X1), job satisfaction (X2), and turnover intention 

(Y). Compensation is defined as income received by employees in both financial and non-

financial forms. Compensation is measured by 4 indicators, namely salary, incentives, benefits, 

and working conditions (Mondy & Martocchio, 2016). 

Job satisfaction is defined as a person's level of favorability towards various aspects related 

to their work. Job satisfaction is measured by 4 indicators, namely salary, promotion, coworkers, 

and superiors (Kinicki, 2021). Meanwhile, turnover intention is defined as an employee's desire 

to leave the company and look for another job. Turnover intention is measured by 3 indicators, 

namely thoughts of leaving work, intention to look for another job, and intention to leave the 

company (Ardan & Jaelani, 2021). 

The data collection technique used a questionnaire, with a measurement scale using a 

Likert scale, namely score 5 (strongly agree), score 4 (agree), score 3 (neutral), score 2 (disagree), 

and score 1 (strongly disagree). Validity and reliability tests were carried out before the 

questionnaire was used for research on the main respondents. The validity test uses Pearson 

correlation, while the reliability test uses Cronbach Alpha. The population in this study was 123 

employees of PT Telkom Akses Yogyakarta. The sample size in this study was 94 respondents 

determined based on the Slovin formula. After the data has been collected, it is then processed 

using path analysis with AMOS. 

 

 

RESULT AND DISCUSSION 

 

Before being used for research on the main respondents (main study), the questionnaire in 

this study was first tested for validity and reliability. Validity and reliability tests were conducted 

on 30 respondents. The validity test was carried out with Pearson correlation, while the reliability 

test was carried out with Cronbach Alpha. The criteria used for the validity test is if the 
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significance value is smaller than 0.05 then the item is declared valid, while the criteria for the 

reliability test is if the Cronbach Alpha value is more than 0.60 then it is declared reliable (I. 

Ghozali, 2016; Juliandi, Irfan, Manurung, & Satriawan, 2016). The validity and reliability test 

results are presented in the following table. 
Table 1. Results of Validity and Reliability Tests 

Variables Validity Test Results Reliability Test Results 

Item Significance  Information Cronbach Alpha Information 

Compensation (X1) X1.1 0,000 Valid 0.658 Reliable 

X1.2 0,000 Valid 

X1.3 0,000 Valid 

X1.4 0,000 Valid 

Job Satisfaction (X2) X2.1 0,000 Valid 0.715 Reliable 

X2.2 0,000 Valid 

X2.3 0,000 Valid 

X2.4 0,000 Valid 

Turnover Intention (Y) Y1 0,000 Valid 0.799 Reliable 

Y2 0,000 Valid 

Y3 0,000 Valid 

Source: processed data 

 

From the validity test results, all items have a significance value of less than 0.05 and a 

Cronbach alpha value of more than 0.60. Therefore, all items in the questionnaire used in this 

study were declared valid and reliable. The respondents in this study were 94 employees of PT 

Telkom Access Yogyakarta who can be grouped based on gender, age, most recent education, 

and length of service. The following table summarizes the characteristics of the respondents in 

this study. 
Table 2. Respondent Characteristics 

Respondent Characteristics Amount Percentage 

Gender Man 86 91.5% 

Woman 8 8.5% 

Age Less than 20 years 0 0% 

20 to 30 years 65 69.1% 

31. to 40 years 23 24.5% 

More than 40 years 6 6.4% 

Last Education Graduated from high 

school/vocational school 

73 77.7% 

Diploma Graduate 3 3.2% 

Bachelor's Degree Graduate 18 19.1% 

Years of Service Less than 2 years 6 6.4% 

2 to 3 years 10 10.6% 

4 to 5 years 30 31.9% 

More than 5 years 48 52.1% 

Total 94 100% 

Source: processed data 

Based on the characteristics of the respondents, it appears that there are 86 male 

respondents and 8 female employees. Based on their age, there are 65 respondents aged between 

20 and 30 years, 23 respondents aged between 31 and 40 years, and 6 respondents aged over 40 

years. Based on their last education, there are 73 respondents who graduated from high 

school/vocational school, 3 respondents who graduated with a diploma, and 18 respondents who 

graduated with a bachelor's degree. Based on their length of service, there are 6 respondents with 

a length of service of less than 2 years, 10 respondents with a length of service of between 2 and 

3 years, 30 respondents with a length of service of between 4 and 5 years, and 48 respondents 

with a length of service of more than 5 years. The respondents in this study were dominated by 

male employees, aged between 20 and 30 years, with a last education of high school/vocational 

school, and a length of service of more than 5 years. 
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The data successfully collected from respondents were then analyzed using path analysis 

with the help of AMOS. The results of the path analysis are as follows. 
Table 3. Path Analysis Results 

Variables Estimate SE CR P 

Job Satisfaction (X2) <--- Compensation (X1) .338 .091 3,710 *** 

Turnover Intention (Y) <--- Compensation (X1) -.173 .148 -1.176 .240 

Turnover Intention (Y) <--- Job Satisfaction (X2) -.051 .157 -.324 .746 

Source: processed data 

 

Before hypothesis testing, normality and multicollinearity tests will first be carried out. The 

normality test criteria with a 5% significance level are if the c.r. Value is smaller than 1.96, the 

multivariate data is declared normal. While the multicollinearity test criteria are based on the 

opinion of Ghozali (2014), if the determinant value of the sample covariance matrix is far from 

0 then there is no multicollinearity. 

The assumption test results show that the c.r. A value of 0.218 is smaller than 1.96, so it can 

be stated that the multivariate data is normally distributed. The multicollinearity test results show 

that the determinant of sample covariance matrix value = 57.065, this figure is far from 0 so there 

is no multicollinearity. 

Hypothesis testing will then be carried out based on the results of the path analysis. There 

are three hypotheses to be tested in this study, namely: 

Hypothesis Testing 1 

▪ H0: compensation has no negative or significant effect on turnover intention. 

▪ H1: compensation has a negative and significant effect on turnover intention. 

▪ Conclusion: based on the results of path analysis, it turns out that the estimated value of the 

path coefficient is negative, which is -0.173 and the probability value of 0.240 is greater than 

0.05 so it is not significant. Therefore, hypothesis 1, which states that compensation has a 

negative and significant effect on turnover intention, is not supported in this study. 

The results of this study indicate that compensation has a negative and insignificant effect 

on turnover intention. The effect of compensation on turnover intention is not significant, this 

can be seen from the probability value of 0.240 greater than 0.05. The path coefficient value is 

negative, amounting to -0.173, which means that if compensation is increased, it will reduce 

employee turnover intention. 

One of the goals of compensation is to attract people to join the company and keep them 

working in the company (Noe et al., 2017). In order for employees to continue working in the 

company, the compensation system should pay attention to the principles of fairness and 

appropriateness. Fair can mean that the amount of compensation given to employees must pay 

attention to work performance, type of work, job risk, responsibility, and employee position, and 

meet the requirements of internal consistency. While feasible can be interpreted that the 

compensation given to employees can be used to meet minimal needs. If compensation meets the 

principles of fairness and feasibility, it is expected to maintain employee stability, so that 

employees continue to work in the company (Hasibuan, 2017).   

The results of this study are not in line with research conducted by Almatina & Irbayuni 

(2023), Diputra et al. (2021), Rukhvitanti & Susanti (2020), Saputra et al. (2022), Waskito & 

Putri (2021), and Wijayanti & Anisa (2022), who found a negative and significant effect of 

compensation on turnover intention.  Conversely, the results of this study support research 

conducted by Alam et al. (2022), Ekel et al.  (2019), Khotimah & Partina (2020), and Putra & 

Silvia (2022), who found that compensation has a negative and insignificant effect on turnover 

intention. 

Hypothesis 2 Testing 

▪ H0: compensation has no positive and significant effect on job satisfaction. 
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▪ H2: compensation has a positive and significant effect on job satisfaction. 

▪ Conclusion: from the results of path analysis, it appears that the path coefficient value is 

positive, which is 0.338 and the probability value of 0.000 is smaller than 0.05 and 

significant. So hypothesis 2 which states that compensation has a positive and significant 

effect on job satisfaction, is supported in this study. 

The results of this study found that compensation has a positive and significant effect on 

job satisfaction. This can be seen from the probability value of 0.000 which is smaller than 0.05. 

Compensation also has a positive influence on job satisfaction. The path coefficient value is 

positive at 0.338, which means that if compensation is increased, job satisfaction will also 

increase. 

Compensation is an expense and cost for the company, but a source of income for 

employees. Compensation is an important issue for both employees and companies. 

Compensation provided by the company to employees has many purposes. One of the objectives 

of providing compensation is to build job satisfaction among employees. Compensation given to 

employees has an influence on job satisfaction, work motivation, and performance. In addition, 

the compensation received by employees will be used by them to fulfill their life needs such as 

physical needs, social needs, and egoistic needs (Hasibuan, 2017; Mangkunegara, 2017).  

The results of this study support research conducted by Hasan et al. (2022), Hendry et al. 

(2022), Nurpratama & Nurhayati (2019), Maghfirah & Chandra (2023), Prawira (2020), 

Rahmaningtyas & Widagdo (2020), and Ristowati & Turagan (2022), who found that 

compensation has a positive and significant effect on job satisfaction. 

Testing Hypothesis 3   

▪ H0: job satisfaction has no negative or significant effect on turnover intention. 

▪ H1: job satisfaction has a negative and significant effect on turnover intention. 

▪ Conclusion: based on the results of path analysis, it turns out that the estimated value of the 

path coefficient is negative, which is -0.051 and the probability value of 0.746 is greater than 

0.05 so it is not significant. Therefore, hypothesis 3, which states that job satisfaction has a 

negative and significant effect on turnover intention, is not supported in this study. 

The results of this study found that job satisfaction has a negative and insignificant effect 

on turnover intention. The results of path analysis show a probability value of 0.746 greater than 

0.05. The path coefficient is negative, -0.051, which means that if employee job satisfaction 

increases, it will reduce turnover intention. 

Job satisfaction can be defined as an emotional attitude that is pleasant or loves his job. 

The benchmark of job satisfaction, among others, can be seen from the low turnover intention 

(Hasibuan, 2017). High job satisfaction is related to low employee turnover, in this case, 

employees who want to move or leave the company. Satisfied employees tend to stay and keep 

working at the company. Therefore, job satisfaction is negatively related to turnover intention 

(Sinambela, 2016). 

The results of the study contradict the results of research conducted by Khomaryah et al. 

(2020), Islianty et al. (2022), Laksono & Wardoyo (2019), Prayogi et al. (2019), Setiawan & 

Putra (2016), and Susilo & Satrya (2019) who found that job satisfaction has a negative and 

significant effect on turnover intention. However, the results of this study are the results of 

research conducted by Alam et al. (2022), Egarini & Prastiwi (2022), Razikin et al.  (2023), 

Suseno (2021), and Yuda & Ardana (2017), who found that job satisfaction has a negative and 

insignificant effect on turnover intention. 
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CONCLUSION 

 

The results of this study found that: (1) compensation has a negative and insignificant effect 

on turnover intention; (2) compensation has a positive and significant effect on job satisfaction; 

and (3) job satisfaction has a negative and insignificant effect on turnover intention.  

Based on the results of this study, several suggestions can be given to companies: (a) to 

keep employees working in the company, the compensation given to employees should pay 

attention to the principles of fairness and decency; (b) to build job satisfaction for employees, the 

compensation given to employees should be used to meet their needs such as physical needs, 

social needs, and egoistic needs; and (c) to reduce turnover intention, the company should be 

able to build job satisfaction among its employees, among others, by providing fair and decent 

salaries, providing promotion opportunities to employees, building cooperative and pleasant 

working relationships, and training supervisors to become professional bosses. 

This research certainly has many limitations. First, the sample used in this study is limited, 

only in one company. Future research should use samples from different companies in different 

areas. Second, the predictor variables in this study are limited. For future research, it is better to 

use other predictor variables that theoretically particularly affect turnover intention such as age, 

education level, corporate culture, and so on. 
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