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BACKGROUND AND OBJECTIVES: In the context of private school teachers in Indonesia, 
job satisfaction is considered a key factor in influencing teachers to remain in their 
positions within organizations. This study aims to examine the impact of job satisfaction 
on turnover intention with organizational commitment as an intervening variable 
among private school teachers, specifically at Muhammadiyah schools in Kapanewon 
Godean, Indonesia.
METHODS: The research method employed is a survey, with questionnaires distributed 
to 274 respondents. Of these, 205 completed questionnaires were successfully collected 
and analyzed. Data analysis was performed through Structural Equation Modeling 
utilizing SmartPLS 3.0 software.
FINDINGS: The results of the study indicate that job satisfaction has a significant positive 
effect on organizational commitment (β = 0.649; t-value = 12.705, p < 0.005), which 
in turn has a significant negative effect on turnover intention (β = -0.473; t-value = 
6.674, p < 0.005). Additionally, organizational commitment was found to mediate the 
relationship between job satisfaction and turnover intention (β = -0.307; t-value = 5.607, 
p < 0.005). In other words, an increase in job satisfaction not only directly reduces 
teachers’ intention to leave their jobs but also does so indirectly by enhancing their 
commitment to the organization.
CONCLUSION: This study highlights the importance of job satisfaction and organizational 
commitment in retaining high-quality teachers at Muhammadiyah schools. By enhancing 
job satisfaction, these schools can foster stronger organizational commitment, which, in 
turn, significantly reduces turnover intentions among teachers. These findings suggest 
that Muhammadiyah schools should prioritize creating supportive work environments 
that bolster teacher satisfaction and commitment, as this approach is key to sustaining 
a dedicated and effective teaching workforce.
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INTRODUCTION
Amal Usaha Muhammadiyah (AUM) has 

experienced rapid growth and significant 
advancements in recent years. This progress is evident 
not only in the increasing number of AUM institutions 
but also in their improved quality and expansion into 
remote areas and even internationally (Arifin, 2013; 
Oktavianto, 2023). AUM plays a crucial role in various 
strategic fields, including:

1) religious affairs, 
2) social welfare, 
3) politics and governance, 
4) education. 
Each of these areas represents Muhammadiyah’s 

tangible contribution to building a just and progressive 
society. As one of the largest Islamic organizations in 
Indonesia, Muhammadiyah has actively contributed 
to educational development by establishing various 
institutions. Over time, Muhammadiyah has 
become known for its diverse facilities, including 
madrasahs, mosques, charitable organizations, and 
educational institutions. This commitment reflects 
Muhammadiyah’s dedication to advancing education 
and community welfare, making it a crucial pillar in 
shaping a knowledgeable and morally upright society. 
Since 2022, the Indonesian government has launched 
the Government Employees with Work Agreements 
(GEWA) program. The Secretary of the Basic and 
Secondary Education Council of the Muhammadiyah 
Central Board has highlighted the program’s impact 
on the appointment of honorary teachers in private 
schools, particularly on Muhammadiyah teachers. 
This has led to many teachers from Muhammadiyah 
schools transferring to public schools, raising 
concerns about a potential reduction in teaching 
staff at Muhammadiyah schools, which have 
long played a significant role in providing quality 
education in Indonesia. According to the Secretary 
of the Basic and Secondary Education Council of 
the Muhammadiyah Central Board, the program 
implemented by the Ministry of Education, Culture, 
Research, and Technology has caused significant 
upheaval, particularly among private schools now 
facing a shortage of teachers due to the migration 
of educators to public schools. To date, nearly 3,000 
Muhammadiyah teachers have been accepted into 
the GEWA program, and this number is expected 
to continue rising. On the one hand, these teachers 
gain improved experience and welfare; on the other 

hand, their departure from Muhammadiyah schools 
presents new challenges. Many Muhammadiyah 
teachers who passed the GEWA selection and were 
appointed to public schools, with some even taking 
on roles as school principals, have introduced new 
complexities to the education sector. This impact 
affects the sustainability of educational quality 
in Muhammadiyah schools and raises concerns 
about the continued role of Muhammadiyah in 
nurturing the younger generation. Job satisfaction 
has long been studied as a critical antecedent of 
turnover intention (Pinnington et al., 2024; Ning et 
al., 2023). However, empirical findings show mixed 
results. While some studies confirm a strong inverse 
relationship (Madigan and Kim, 2021), others report 
weaker or context-dependent effects (Chen et al., 
2023). Moreover, existing research (e.g., Akinyemi 
et al., 2022; Ariawan et al., 2023; Williamson et al., 
2009) highlights organizational commitment as a 
key mediator between job satisfaction and turnover 
intention. Thus, this study aims to examine the 
impact of job satisfaction on turnover intention, 
with organizational commitment as an intervening 
variable among private school teachers, specifically 
at Muhammadiyah schools in Kapanewon Godean, 
Indonesia. Then, the distribution of the questionnaire 
was conducted from early February to the end of 
March 2023.

Literature review
Job satisfaction

Job satisfaction refers to the level of contentment 
employees feel about their work (Alshammari and 
Alenezi, 2023; Putra and Kudri, 2024). It describes 
the extent to which employees feel happy and have 
their needs met in the workplace. Job satisfaction 
is a positive feeling that arises from the evaluation 
of the characteristics of the job itself (Robbins and 
Judge, 2019). According to Luthan et al., (2019), job 
satisfaction represents how employees perceive the 
value and significance of their work. From several 
definitions, it can be concluded that employee job 
satisfaction reflects positive behavior characterized 
by a sense of happiness because the work they do 
can meet their desires and needs. Researchers at the 
University of Minnesota developed the Minnesota 
Satisfaction Questionnaire (MSQ) to measure an 
individual’s level of satisfaction with various aspects of 
their job. Some indicators of job satisfaction identified 
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by Wiess et al., (1967) include ability utilization, 
achievement, activity, advancement, authority, 
company policies, compensation, co-workers, 
creativity, independence, security, social service, 
social status, moral values, recognition, responsibility, 
supervision – human relations, supervision – 
technical, task variety, and working conditions. These 
indicators provide a comprehensive overview of the 
various factors contributing to an individual’s job 
satisfaction. Job satisfaction has a significant impact 
on both individuals and organizations. Individuals 
who feel satisfied with their jobs tend to have better 
psychological well-being. Job satisfaction can reduce 
levels of stress, anxiety, and depression, as well 
as increase feelings of happiness and overall life 
satisfaction. Job satisfaction is also closely related 
to improved performance (Maryati et al., 2019; 
Srimindarti et al., 2020; Udin et al., 2023). Individuals 
who are satisfied with their jobs tend to be more 
motivated, more dedicated, and more productive in 
carrying out their tasks. Furthermore, job satisfaction 
can enhance organizational efficiency. Satisfied 
employees are likely to be more collaborative, more 
innovative, and quicker in completing their tasks, 
which ultimately can improve the effectiveness and 
operational efficiency of the organization.

Organizational commitment
Organizational commitment refers to the 

emotional attachment, identification, and 
involvement an employee has with their organization 
(Hngoi et al., 2024). It is a state in which an employee 
demonstrates support and attachment to the 
organization, including its goals, and has a strong 
desire to continue being a part of it (Robbins and 
Judge, 2019). Robbins and Judge (2019) identify three 
main dimensions of organizational commitment: (1) 
Affective commitment, which refers to the emotional 
bond and belief in the values of the organization. 
Employees with affective commitment experience 
an emotional bond and are highly engaged in 
supporting the organization because they share the 
same values; (2) Normative commitment, which is 
the sense of obligation to remain in the organization. 
Employees feel that they have a moral responsibility 
to stay loyal and continue their contributions 
because it is regarded as the appropriate action to 
take; (3) Sustained commitment, which refers to 
the awareness of the economic value gained from 

remaining in the organization, compared to the risks 
or losses that may occur if one leaves. Employees 
with sustained commitment tend to maintain 
their membership due to practical and financial 
considerations. These three dimensions illustrate how 
organizational commitment can be formed through 
various motivations, including emotional (Udin et 
al., 2024), moral, and rational factors, all of which 
play a crucial role in maintaining the sustainability 
of the relationship between employees and the 
organization. Organizational commitment greatly 
influences both employees and their organizations 
as a whole, which is reflected in various aspects of 
behavior, performance, and organizational dynamics 
(Martono et al., 2020). Employees with strong 
organizational commitment are more likely to exhibit 
superior performance and increased productivity 
(Djastuti et al., 2019). They feel emotionally or 
morally bound to the organization’s goals, which 
motivates them to work harder and achieve optimal 
results (Udin et al., 2022). Furthermore, a strong 
commitment to the organization can enhance an 
individual’s psychological well-being. Employees who 
feel connected to the organization and confident in 
their role within it typically experience higher job 
satisfaction and lower stress levels.

Turnover intention
Turnover intention is often seen as the 

psychological state that precedes an employee’s 
decision to leave their current organization (Zhuge 
et al., 2024). It also refers to the deliberate desire 
and intent to quit and seek alternative employment. 
This definition was first proposed by Mobley et al., 
(1978). According to Paramita and Hendratmoko 
(2021), turnover intention reflects the likelihood 
of developing a desire or intention to leave the 
current workplace for another, which is often 
triggered by various factors, including a lack of job 
satisfaction. Akgunduz and Eryilmaz (2018) add that 
turnover intention refers to the developing thought 
or awareness of leaving the company where one 
works. Meanwhile, Haque et al., (2019) explain that 
turnover intention is an early sign of the process of 
an individual’s withdrawal or departure from their 
job or organization. Thus, turnover intention is not 
merely a desire to change jobs but also an important 
indicator that can reveal potential issues related to 
employee satisfaction and engagement within the 
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organization. Identifying and understanding the 
factors that trigger turnover intention is crucial for 
organizations to maintain workforce stability and 
develop effective retention strategies. Turnover 
intention essentially refers to the emergence of a 
desire or thought to leave the company where one 
works and seek new employment. This desire or 
thought becomes an early sign that the individual is 
beginning to consider withdrawing from their job. 
Although they may still be physically present at the 
workplace, their heart and mind are inclined toward 
leaving and seeking other opportunities (Salleh et 
al., 2020). Turnover intention reflects a disconnect 
between expectations and reality in the workplace, 
which can serve as an important indicator for 
organizations to take preventive action in retaining 
their employees. Turnover has a significant impact on 
both individuals and organizations. Individuals who 
experience turnover often face uncertainty in their 
careers (Lee et al., 2017; Zhu et al., 2019). Moving 
from one job to another can lead to concerns about 
job stability, career prospects, and adjustment to a 
new work environment (Nawaz and Pangil, 2016). 
Furthermore, frequent job changes may hinder 
the development of deep skills and knowledge in a 
specific field. Fragmented experience can make it 
difficult for individuals to build the competencies 
needed to attain higher or more specialized positions.

Hypotheses development
Job satisfaction and turnover intention

Job satisfaction is a favorable emotional 
condition experienced by employees when their 
performance contributions are valued and their 
needs are adequately met in the work environment. 
According to Priansa (2017), job satisfaction is an 
essential element that influences how an employee 
performs their duties. Employees who feel satisfied 
tend to demonstrate high work performance and 
do not perceive their job as a burden in their lives. 
On the other hand, job dissatisfaction can hinder 
performance and lead to negative feelings toward the 
job, ultimately affecting the individual’s productivity 
and well-being. Job satisfaction can be a significant 
predictor in measuring the level of employee turnover 
intention in a company. An increase in job satisfaction 
is usually inversely related to turnover intention; the 
higher the job satisfaction, the lower the employees’ 
intention to leave the company. Numerous studies 

have shown a significant negative relation between 
job satisfaction and turnover intention. For instance, 
research conducted by Prasetio et al., (2019) found 
that job satisfaction has a significant negative effect 
on turnover intention. Similar results were found in 
the study by Pinnington et al., (2024), which stated 
that job satisfaction significantly reduces turnover 
intention. Another study by Yousuf and Saqib (2021) 
also supports this finding, showing that as job 
satisfaction levels increase, the intention to leave 
decreases significantly. These findings accentuate the 
importance of efforts to improve job satisfaction in 
employee retention strategies, as higher satisfaction 
can reduce employees’ desire to leave the company.

H1: Job satisfaction has a significant negative effect 
on turnover intention
Organizational commitment and turnover intention

According to Edison et al., (2017), organizational 
commitment is a positive emotional drive that 
motivates employees to commit to pursuing 
excellence and achieving performance, especially 
for those who want to advance their careers 
and feel that their contributions are important. 
Employees with high organizational commitment 
are generally more enthusiastic about enhancing the 
organization’s competitiveness and providing optimal 
service. Meanwhile, Priansa (2017) explains that 
organizational commitment reflects how strongly 
an employee is attached to their organization and 
contributes to its long-term success. Employee 
organizational commitment is an important aspect 
that companies need to pay attention to, as this 
commitment becomes a key factor in lowering 
turnover rates. As organizational commitment 
increases, employees’ intention to change jobs tends 
to decrease. Thus, it can be said that organizational 
commitment has a significant negative effect on 
turnover intention. Research by Chan and Ao (2019) 
supports this by showing a significant negative 
relationship between organizational commitment 
and turnover intention levels. Additionally, a study 
conducted by Kang et al. (2015) on employees in 
the hospitality sector also identified an inverse 
correlation between organizational commitment and 
turnover intention. These findings emphasize that 
increasing employee organizational commitment is a 
crucial strategy for companies to reduce turnover and 
retain talent within the organization. Previous studies 



455

Int. J. Hum. Capital Urban Manage., 10(3): 451-466, Summer 2025

have indicated an inverse correlation between 
organizational commitment and turnover intention, 
as found in studies by Ardyputri and Ariyanto (2023), 
Chiedu et al. (2017), Ekhsan (2019), Chua and Hoi-
Man (2023). Affective and normative commitment, 
as well as satisfaction with salary, promotions, and 
job characteristics, are significantly correlated with a 
decrease in the intention to change jobs (Manoppo, 
2020). These results highlight the need for enhancing 
organizational commitment and job satisfaction to be 
effective strategies for minimizing employee turnover 
intention. 

H2: Organizational commitment has a significant 
negative effect on turnover intention
Job satisfaction and organizational commitment

If an organization provides a high level of autonomy 
and adequate compensation to its employees, this 
is likely to increase their job satisfaction. Satisfied 
employees are more likely to develop a strong 
emotional and moral commitment to the organization 
(Williamson et al., 2009). They not only feel morally 
obligated to stay committed but also choose to 
remain in the organization because they want to. 
Autonomy, as one of the indicators of job satisfaction, 
plays a crucial role, especially in professions such as 
teaching. With high autonomy, teachers have the 
freedom to apply creative methods in their teaching 
and interact with students, which in turn can 
enhance their motivation to teach. This autonomy 
also allows teachers to explore and evaluate various 
teaching methods, helping them identify the most 
effective approaches and eliminate less beneficial 
ones (Coelho et al., 2011). Thus, providing autonomy 
and adequate compensation not only enhances 
satisfaction and commitment but also contributes 
to professional development and the improvement 
of educational quality.  Empirical research by Bashir 
and Gani (2020) demonstrated that job satisfaction 
has a significant effect on organizational commitment 
among lecturers in India. This study emphasizes 
the importance of providing support, enhancing 
job satisfaction, and clearly defining organizational 
values to employees to increase their commitment 
to the organization (Sadaf et al., 2022). Additionally, 
research by Al-Refaei et al. (2024) and Huang (2022) 
also found that job satisfaction significantly affects 
organizational commitment. These findings give 
prominence to the importance of job satisfaction as a 

key factor in strengthening employees’ commitment 
to their organization.

H3: Job satisfaction has a significant positive effect on 
organizational commitment
Organizational commitment as a mediator

If an organization provides a high level of 
autonomy and competitive salaries to its employees, 
this will significantly enhance their job satisfaction. 
As job satisfaction increases, employees are likely to 
develop stronger emotional and moral commitment 
to the organization (Williamson et al., 2009). When 
employee commitment is high, they become more 
attached to the organization’s values and goals and 
feel motivated to maintain their membership within 
the organization. Consequently, their intention to 
switch to another workplace or turnover intention 
will decrease. In other words, providing autonomy 
and good compensation not only boosts job 
satisfaction but also strengthens employee loyalty 
and commitment, ultimately reducing the risk of 
turnover.

H4: Organizational commitment mediates the 
relationship between job satisfaction and turnover 
intention. 

MATERIALS AND METHODS
Population refers to a group of people, events, or 

things that are the focus of a researcher’s investigation 
(Bougie and Sekaran, 2019). In this study, the population 
includes all teachers at Muhammadiyah Schools at 
the kindergarten, elementary, and junior high school 
levels in Kapanewon Godean, Indonesia. According to 
Bougie and Sekaran (2019), a sample is a portion of the 
population selected to represent the entire population. 
This study employs a census approach, meaning all 
members of the population were included in the 
analysis. By including all teachers at Muhammadiyah 
Schools in Kapanewon Godean, the study ensures 
comprehensive coverage and provides robust, 
representative insights into the relationships between 
the variables studied. This study utilizes primary data, 
which is collected directly from respondents by the 
researchers, about the variables under investigation 
(Bougie and Sekaran, 2019). This study employs a 
questionnaire designed by the researchers as the 
data collection method to gather information on job 
satisfaction, organizational commitment, and teacher 
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turnover at Muhammadiyah Schools in Kapanewon 
Godean. This questionnaire serves as the primary tool 
for gaining direct insights from respondents regarding 
the variables being investigated, allowing the 
researcher to measure and analyze the relationships 
between these factors. Additionally, the measures 
of investigated variables are shown in Table 1. The 
distribution of the questionnaire was conducted 
from early February to the end of March 2023. Out 
of a total of 274 questionnaires distributed to 274 
respondents, 205 questionnaires were returned and 
could be processed. Thus, the response rate was 75%. 
This figure indicates a fairly high level of participation, 
providing adequate data for further analysis in this 
study. Based on the analyzed data, there are 31 male 
teachers (15%) and 174 female teachers (85%) at 
Muhammadiyah Schools in Kapanewon Godean. This 
shows that the majority of teachers in these schools 
are female. In terms of age, the majority of teachers at 
Muhammadiyah Schools in Kapanewon Godean are in 
the 26–35 age group, totaling 72 (35%). The age group 
above 45 follows with 57 (28%), then the 36–45 age 
group with 43 (21%), and the 18–25 age group with 

33 (16%). Additionally, the number of teachers with 
more than one year of service is 161 (80%), while 
those with less than one year of service number 44 
(20%). This data indicates that most teachers have 
considerable work experience, with a predominance 
of productive age and more than one year of service. 
The analysis tool used in this study is Structural 
Equation Modeling (SEM), which was conducted using 
SmartPLS 3.0 software. SEM is a statistical analysis 
technique that allows researchers to test and model 
complex relationships between latent variables, both 
direct and indirect. Using SmartPLS 3.0, researchers 
can perform Partial Least Squares (PLS) SEM analysis, 
which is well-suited for models with small to medium 
sample sizes and data that do not meet normality 
assumptions. SmartPLS 3.0 also enables researchers 
to test reliability, validity, and path significance within 
the model, producing a robust model with strong 
predictive power. This technique facilitates a deeper 
understanding of the relationships between variables 
in the study and provides more detailed insights into 
the structure of the model being tested. 

Table 1� Indicators o� inves��ated variable 
 
 

Variable Indicators Source 
�ob sa�s�ac�on 1. Ability u�li�a�on 

2. Achievement 
3. Ac�vity 
4. Advancement 
5. Authority 
6. Company policies 
7. Compensa�on 
8. Co-workers 
9. Crea�vity 
10. Independence 
11. Security 
12. Social service and states 
13. Moral values 
14. Reco�ni�on 
15. Responsibility 
16. Supervision � human  rela�ons and technical 
17. Task variety 
18. �orkin� condi�ons 

Mar�ns and �roen�a (2012)
 

�r�ani�a�onal commitment 1. A�ec�ve commitment
2. Con�nuance commitment 
3. �orma�ve commitment 

Meyer and Allen (1991) 

Turnover inten�on 1. Thinkin� o� �ui�n� 
2. Inten�on to search �or alterna�ves 
3. Inten�on to �uit 

Mobley et al,. (1978) 
 

 
  

Table 1: Indicators of investigated variable
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RESULTS AND DISCUSSION
In Table 2, the average turnover score of 2.163 

indicates that teachers’ desire to leave the school 

is relatively low. This suggests that the majority of 
teachers feel sufficiently satisfied to remain at the 
schools where they work. Overall, the level of job 

Table 2: Descriptive analysis 
 

Variable Items Mean Description 

Job satisfaction 

I am satisfied because I am allowed to use my skills to complete my work 
(JS1) 4.117 High 

I am satisfied with the achievements and performance I have gained from 
my work (JS2) 3.854 High 

I am satisfied with the opportunities provided by the company to perform 
my work at all times (JS3) 4.088 High 

I am satisfied with the opportunities for advancement in my skills and 
work competencies (JS4) 3.985 High 

I am satisfied with the company's policies (rules) that are implemented 
(JS5) 3.541 High 

I am content with the compensation I receive in accordance with my work 
performance (JS6) 3.629 High 

I am satisfied with the relationships/ interactions with my colleagues (JS7) 4.044 High 
I am satisfied with the opportunity to be creative in the work I do (JS8) 3.966 High 
I am given the opportunity to work independently in completing my tasks 
(JS9) 3.937 High 

I am satisfied because the organization provides security for retirement 
and health insurance for employees (JS10) 3.156 Moderate 

I am pleased with the support the organization offers to employees, both 
physical and mental, that helps motivate them in their work (JS11) 3.409 High 

I am satisfied with the salary, position, and benefits provided by the 
organization because they enhance social status (JS12) 2.980 Moderate 

I am satisfied with the attention, recognition, and praise given by the 
company (JS13) 3.439 High 

I am satisfied because I am given the opportunity to use my own work 
patterns for the advancement of the company (JS14) 3.785 High 

I am satisfied with the way my supervisor handles employee complaints 
(JS15) 3.556 High 

I am satisfied with the supervision techniques used by my supervisor 
(JS16) 3.585 High 

I am satisfied because I am given the opportunity to engage in different 
activities, such as arts (JS17) 3.761 High 

I am satisfied with the working environment conditions, such as the 
availability of rooms and equipment provided by the company (JS18) 3.717 High 

Organizational 
commitment 

I feel happy to spend my career at this school (OC1) 3.419 High 
I feel proud to be a part of this school (OC2) 4.016 High
I perceive the school's challenges as my own personal issues (OC3) 2.824 Moderate 
I never feel like I am a part of this school (OC4) 3.917 High 
I do not have an emotional attachment to this school (OC5) 3.746 High 
This school holds a lot of personal meaning for me (OC6) 3.771 High
I do not feel a sense of connection to this school (OC7) 3.927 High 
I remain loyal and trust in one school (OC8) 3.171 High 
I do not believe that teachers should always be loyal to their school (OC9) 3.390 High 
Moving from one school to another seems very unethical to me (OC10) 3.112 Moderate
One reason I choose to stay at this school is that I believe loyalty is very 
important, and therefore I feel a moral obligation to remain (OC11) 3.707 High 

If I were offered a better job elsewhere, I would not leave this school 
(OC12) 3.122 Moderate 

Good things will happen if someone is loyal to their school (OC13) 2.966 Moderate 
It would be very difficult for me to leave the school now, even if I wanted 
to (OC14) 3.122 High 

Leaving my school at this point would cause significant disruptions to 
many aspects of my life (OC15) 3.059 High 

Currently, staying with the school is a need that I highly desire (OC16) 3.673 High 
I believe I have multiple options if I choose to leave the school (OC17) 2.849 Moderate 
One reason I stay at this school is that leaving would require giving up 
benefits offered by the school that are not provided by other companies 
(OC18) 

3.498 High 

Turnover intention 
I often think about quitting my current job (TI1) 2.249 Low 
I may consider seeking a new job next year (TI2) 2.200 Low 
As soon as possible, I will leave this school (TI3) 2.039 Low

 
  

Table 2: Descriptive analysis
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satisfaction among teachers is high, with an average 
mean score of 3.697. However, there is variation in 
satisfaction levels across different aspects of their 
jobs. The lowest mean score was found for teachers’ 
satisfaction with salary, position, and the facilities 
provided by the organization, with a mean score 
of 2.981, which falls into the moderate category. 
This indicates that while overall job satisfaction is 
high, some aspects are perceived as inadequate by 
teachers. Conversely, the highest mean score of 
4.117 was recorded for teachers’ satisfaction with the 
opportunity to use their skills to complete their work. 

This shows that teachers are highly satisfied with 
the opportunities they have to apply their skills and 
abilities in their daily tasks, contributing positively to 
their overall job satisfaction.

Based on Table 3, the validity test for job 
satisfaction indicates that out of the total items, 16 
items are valid, while 2 items (numbers 2 and 9) are 
invalid. For the organizational commitment variable, 
there are 7 valid items, while 13 other items are 
invalid, indicating a need for special attention to 
the measurement instrument for this variable. For 
the turnover intention variable, all 3 tested items 

Table 3: Validity test 
 

Variables Items Loadings 
Job satisfaction JS1 0.587 

JS2 0.496*
JS3 0.660 
JS4 0.595 
JS5 0.727 
JS6 0.633 
JS7 0.508
JS8 0.649 
JS9 0.342* 
JS10 0.555 
JS11 0.739
JS12 0.650 
JS13 0.768 
JS14 0.598 
JS15 0.689
JS16 0.727 
JS17 0.706 
JS18 0.625 

Organizational commitment OC1 0.700 
OC2 0.704 
OC3 0.129* 
OC4 0.370*
OC5 0.477* 
OC6 0.582 
OC7 0.417* 
OC8 0.172*
OC9 0.368* 
OC10 0.026* 
OC11 0.732 
OC12 0.555 
OC13 -0.011* 
OC14 -0.134* 
OC15 0.169* 
OC16 0.308* 
OC17 -0.393* 
OC18 0.660 
OC19 -0.472* 
OC20 0.507 

Turnover intention TI1 0.800
TI2 0.916 
TI3 0.840 

        Note: * not valid item 
  

Table 3: Validity test
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are valid. This result suggests that the instrument 
for turnover intention has good reliability; however, 
there are some aspects of the job satisfaction and 
organizational commitment variables that need 
further evaluation or removal to ensure accuracy in 
measuring these variables.

After removing the invalid items, the analysis 
results in Table 4 show that Cronbach’s alpha for job 
satisfaction is 0.910, which is greater than 0.70, and 
the composite reliability is 0.922, also exceeding 0.70. 
This indicates that job satisfaction is highly reliable. 
For organizational commitment, Cronbach’s alpha 
is 0.797, and the composite reliability is also above 
0.70, confirming that this variable is reliable as well. 
The Cronbach’s alpha for turnover intention is 0.813, 
and the composite reliability is also greater than 
0.70, indicating that this variable is also reliable. The 
Average Variance Extracted (AVE) values are 0.429 for 
job satisfaction, 0.456 for organizational commitment, 
and 0.729 for turnover intention. According to the 
criteria set by Fornell and Larcker (1981), an AVE value 
above 0.4 is acceptable as long as the Composite 
Reliability (CR) is greater than 0.50. Therefore, 

although the AVE values for job satisfaction and 
organizational commitment are slightly below 0.50, 
these variables are still considered valid due to their 
high composite reliability. Based on this analysis, all 
variables in the study are deemed valid and reliable. 
Based on Table 5 and Fig. 1, the analysis indicates that 
job satisfaction positively influences organizational 
commitment. This is indicated by an effect coefficient 
of 0.649, which is significant with a P-value of 0.000, 
less than 0.005. This means that an increase in job 
satisfaction significantly enhances employees’ 
organizational commitment. Furthermore, job 
satisfaction hurts turnover intention, with an effect 
coefficient of -0.150. This effect is also significant, as 
shown by a P-value of 0.039, which is less than 0.005. 
This suggests that higher job satisfaction leads to a 
significant reduction in employees’ intention to leave 
the organization. Organizational commitment also 
hurts turnover intention, with an effect coefficient of 
-0.473. This effect is highly significant, with a P-value 
of 0.000, less than 0.005. This suggests that the 
higher the organizational commitment of employees, 
the lower their intention to switch jobs. Additionally, 

 
Table 4: Construct reliability and validity 

 
Variables Items Loadings Cronbach's Alpha Composite Reliability AVE 
Job satisfaction JS1 0.582 0.910 0.922 0.429 

JS3 0.652 
JS4 0.586 
JS5 0.730 
JS6 0.631 
JS7 0.505 
JS8 0.647 
JS10 0.553 
JS11 0.742 
JS12 0.657 
JS13 0.775 
JS14 0.599 
JS15 0.695 
JS16 0.732 
JS17 0.710 
JS18 0.621 

Organizational 
commitment 

OC1 0.744 0.797 0.852 0.456 
OC2 0.689 
OC6 0.572 
OC11 0.792 
OC12 0.639 
OC18 0.723 
OC20 0.525 

Turnover intention TI1 0.801 0.813 0.889 0.728 
TI2 0.912 
TI3 0.843 

 
  

Table 4: Construct reliability and validity
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organizational commitment acts as a mediator in the 
relationship between job satisfaction and turnover 
intention. This is indicated by a P-value of 0.000, 
which is less than 0.005, showing that organizational 
commitment significantly mediates the effect of job 
satisfaction on the intention to leave the organization. 
Overall, these results indicate that job satisfaction 
not only enhances organizational commitment but 
also reduces turnover intention both directly and 
indirectly (through organizational commitment). 

The effect of job satisfaction on organizational 
commitment

Empirical research shows that teachers in 
Muhammadiyah schools in Kapanewon Godean have 
a high level of satisfaction with the services provided 
by the school. This satisfaction encompasses various 
aspects of the services perceived as supportive of 
their duties and responsibilities as educators. The 
high level of job satisfaction positively impacts 
by increasing teachers’ commitment to the 

 
 
 
 
 

Fig. 1: A research framework 
 

Table 5: Path coefficients 
 
 

Hypotheses  Original 
Sample 

Standard 
Deviation T Statistics P Values 

Direct effects 
Job satisfaction  Organizational commitment 0.649 0.051 12.705 0.000
Job satisfaction  Turnover intention -0.150 0.072 2.082 0.039 
Organizational commitment  Turnover intention -0.473 0.071 6.674 0.000 
Indirect effect 
Job satisfaction  Organizational commitment  Turnover 
intention -0.307 0.055 5.607 0.000 

 

Fig. 1: A research framework

Table 5: Path coefficients
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organization, thus creating a stable and productive 
work environment. Organizational commitment 
among teachers is also reported to be at a high 
level. These teachers demonstrate a strong desire 
to spend their careers at this school and feel proud 
to be part of this educational institution. The school 
holds deep personal significance for them, reflected 
in their loyalty and dedication in carrying out their 
daily tasks. Additionally, teachers feel a moral 
obligation to remain at the school, even when faced 
with better job offers elsewhere. This indicates a 
strong emotional bond and shared values between 
the teachers and the institution. Furthermore, the 
availability of various benefits and facilities provided 
by the school serves as an additional reason for 
teachers to continue working and contributing in this 
environment. Teachers are aware that leaving the 
school might mean losing various advantages that 
may not be available elsewhere. Therefore, staying 
and pursuing a career at Muhammadiyah School 
in Kapanewon Godean is seen as a highly desirable 
need, fulfilling both professional and personal 
aspects of their lives. By integrating the Conservation 
of Resources Theory (COR) proposed by Hobfoll et al. 
(2018), it can be understood that teachers will strive 
to conserve, protect, and maintain resources they 
deem valuable when faced with certain situations: 

(1) When there is a threat of resource loss, 
(2) When actual resource loss occurs, 
(3) When they experience an inability to invest 

these resources. 
In this context, if the organization provides a 

high level of autonomy and adequate compensation, 
such as high salaries, this will encourage employees, 
including teachers, to exhibit high levels of 
satisfaction. This high job satisfaction, in turn, will 
foster a stronger emotional and moral commitment 
to the organization (Al-Refaei et al., 2024; Williamson 
et al., 2009). Teachers will feel a moral obligation to 
remain committed to the organization, not out of 
compulsion, but because they genuinely desire it and 
see value in maintaining that relationship. Autonomy, 
in this context, plays a crucial role in allowing 
teachers to apply creative methods in the teaching 
process and interactions with students, aiming to 
enhance the quality of student learning. When 
teachers are given the freedom to experiment with 
teaching methods, it not only boosts their motivation 
but also provides them with opportunities to identify 

and refine the most effective teaching strategies 
(Coelho et al., 2011). Conversely, they will also learn 
about less effective methods, which can be avoided 
in the future. Thus, providing autonomy and good 
compensation to teachers not only improves their 
job satisfaction but also supports the conservation 
of their psychological and professional resources. 
Teachers feel motivated to protect and develop 
these resources, which ultimately strengthens their 
commitment to the organization and reduces the 
likelihood of them moving elsewhere. The integration 
of COR theory with organizational practices 
highlights the usefulness of creating an adequate 
work environment where teachers feel valued and 
empowered to give their best for the students and 
the school. These results confirm previous findings 
by Bashir and Gani (2020), which demonstrated the 
strong impact of job satisfaction on organizational 
commitment among faculty in India. The study 
emphasized the importance of providing support, 
enhancing job satisfaction, and clearly defining 
organizational values to strengthen employees’ 
commitment (Sadaf et al., 2022). Research by To 
and Huang (2022) further supports these findings, 
showing that job satisfaction significantly impacts 
organizational commitment. Thus, the results of 
this study align with prior literature, highlighting 
the importance of factors such as organizational 
support and job satisfaction in reinforcing employees’ 
commitment to their organization. 

The effect of job satisfaction on turnover intention
The analysis shows that job satisfaction hurts 

turnover intention. This means that when teachers 
are satisfied with the services provided by the 
organization, their desire to leave for another place 
decreases. Conversely, the lower the job satisfaction 
experienced by teachers, the higher their desire to 
seek employment elsewhere. The desire of teachers 
to move to another place is recorded as low, which 
is supported by descriptive analysis showing that 
the mean turnover intention is categorized as low. 
Approximately 55% of teachers state that they do 
not consider leaving their current job, and 51% of 
teachers say they do not plan to look for a new job 
in the coming year. Additionally, 59% of teachers 
indicate that they will not leave the school anytime 
soon. These findings suggest that a high level of 
job satisfaction plays a crucial role in maintaining 
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teachers’ commitment to the school and reducing 
their intention to seek job opportunities elsewhere.  
These results confirm previous findings by Prasetio 
et al., (2019), which demonstrated that job 
satisfaction has a significant and negative effect on 
turnover intention. Similar findings were reported 
by Pinnington et al., (2024), who stated that job 
satisfaction plays a crucial role in reducing turnover 
intention. Other studies, such as those by Yousuf and 
Saqib (2021), also support this conclusion, showing 
that an increase in job satisfaction is inversely related 
to a decrease in turnover intention. Additionally, 
research by Otache and Inekwe (2022) found a 
significant negative link between job satisfaction and 
turnover intention among PhD-holding lecturers at 
polytechnics in Nigeria. These findings consistently 
indicate that job satisfaction is a key factor in reducing 
turnover intention, both in educational settings and 
other sectors. 

The effect of organizational commitment on turnover 
intention

The analysis shows that organizational 
commitment hurts turnover intention, meaning that 
the higher the teachers’ commitment to the school, 
the lower their desire to leave the school. Descriptive 
analysis supports this finding by indicating that 
teachers’ commitment is categorized as high, 
while their desire to leave the school is low. This 
finding aligns with research by Chan and Ao (2019), 
which found that organizational commitment is 
strongly inversely related to turnover intention. 
Additionally, research by Guzeller and Celiker (2020) 
on employees in the hospitality sector in the United 
States reinforces these results, showing an inverse 
relationship between organizational commitment 
and turnover intention. This conclusion underscores 
the importance of increasing organizational 
commitment to reducing turnover intention, both 
in the education sector and other industries. These 
results confirm previous findings by Ardyputri and 
Ariyanto (2023), Chiedu et al. (2017), Ekhsan (2019), 
and Chua and Hoi-Man (2023), which indicate a 
negative effect between organizational commitment 
and turnover intention. These investigations 
consistently find that higher organizational 
commitment is associated with lower intentions to 
leave the job. Additionally, Manoppo (2020) found 
that affective and normative commitment, along 

with satisfaction with salary, promotion, and job 
characteristics, are significantly correlated with 
a decrease in turnover intention. These results 
emphasize the critical roles of commitment and job 
satisfaction in retaining employees and reducing 
turnover intention.

The effect of job satisfaction on turnover intention, 
mediated by organizational commitment

If the organization provides a high level of 
autonomy and adequate compensation to employees, 
they are likely to show high levels of job satisfaction. 
This job satisfaction, in turn, will strengthen 
employees’ emotional and moral commitment to the 
organization (Al-Refaei et al., 2024; Williamson et al., 
2009). As employee commitment increases, they are 
more likely to support the organization’s goals and 
feel motivated to maintain their membership within 
the organization, which significantly reduces their 
intention to leave. Based on the analysis, it was found 
that teachers’ organizational commitment serves as 
a mediator in the link between job satisfaction and 
turnover intention. This means that high levels of job 
satisfaction experienced by teachers contribute to 
an increase in their commitment to the organization, 
which ultimately leads to a decrease in their desire 
to leave the school. In other words, when teachers 
are satisfied with their working conditions, it not only 
enhances their loyalty but also directly reduces the 
likelihood of them seeking employment elsewhere. 
These results underscore the importance of 
organizations focusing on improving job satisfaction 
as a strategy to strengthen employee commitment 
and reduce turnover intention. In practical terms, 
educational institutions and organizations must create 
environments where employees feel supported and 
valued. This goes beyond mere compensation; it 
includes providing opportunities for professional 
development, ensuring that employees have a voice 
in decision-making, and fostering a collaborative 
workplace culture. In schools, particularly, where 
the well-being of teachers directly impacts student 
learning, these strategies can lead to more dedicated 
and engaged educators, which improves both 
teaching quality and student outcomes. Additionally, 
when employees feel committed to their organization, 
they are more likely to go beyond basic expectations, 
contributing to a more productive and positive work 
environment. 
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CONCLUSION
The data analysis reveals that job satisfaction 

positively influences organizational commitment. 
This means that the higher the job satisfaction 
experienced by employees, the stronger their 
commitment to the organization. Additionally, job 
satisfaction also hurts turnover intention, indicating 
that as job satisfaction increases, employees’ desire 
to leave the organization decreases. Furthermore, 
organizational commitment negatively affects 
turnover intention, meaning that the higher the 
employees’ commitment to the organization, the 
lower their intention to move elsewhere. Finally, 
organizational commitment acts as a mediator 
in the relationship between job satisfaction and 
turnover intention. In other words, job satisfaction 
not only directly reduces turnover intention but also 
does so by enhancing organizational commitment. 
These findings underscore the essential values of 
job satisfaction and organizational commitment in 
retaining employees and reducing their intention 
to seek employment elsewhere. This study was 
conducted only with teachers at Muhammadiyah 
schools in Kapanewon Godean, so the results may 
not be fully generalizable to other contexts, such as 
different industry sectors or broader geographical 
areas. Additionally, this study used a cross-
sectional design, meaning that data were collected 
simultaneously. This limits the ability to identify causal 
relationships between variables, as it cannot confirm 
whether changes in job satisfaction or organizational 
commitment would consistently lead to changes in 
turnover intention. Therefore, future research should 
consider using a longitudinal design to track changes 
in job satisfaction, organizational commitment, and 
turnover intention over time. This would provide 
better insights into the causal relationships between 
these variables. Future research could also focus 
on the multi-dimensional nature of job satisfaction, 
examining not only general satisfaction but also 
how specific factors such as working conditions, 
recognition, task variety, and supervision influence 
overall satisfaction levels. Researchers could explore 
how these factors vary across different employee 
groups, such as teachers in various educational 
settings or employees in different industries. 
Furthermore, integrating qualitative data collection 
methods, such as focus group discussions or in-depth 
interviews, with quantitative surveys could offer a 

richer and more comprehensive understanding of the 
factors influencing turnover intention.
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