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The purpose of this study is to know and test to determine the effect of job satisfaction on Turnover 

Intention at PT. Bank Rakyat Indonesia (Persero) Tbk Unit Sekanca Denpasar Gajah Mada. To know 

the influence of organizational commitment to Turnover Intention at PT. Bank Rakyat Indonesia 

(Persero) Tbk Unit Sekanca Denpasar Gajah Mada. To know the effect of workload on Turnover 

Intention at PT. Bank Rakyat Indonesia (Persero) Tbk Sekintang Denpasar Gajah Mada Unit and To 

know the influence of organizational commitment, job satisfaction and workload simultaneously 

(together) to Turnover Intention at PT. Bank Rakyat Indonesia (Persero) Tbk Unit Sekanca Denpasar 

Gajah Mada. 

This research is a quantitative research using primary data obtained from the questionnaire 

and measured by using Likert scale. The population of this research is employees at PT. Bank 

Rakyat Indonesia (Persero) TBK unit sekima Denpasar Gajah Mada as many as 85 people. The 

method of selecting the sample of this study using a saturated sample. Analysis technique used in 

this research is Regression Analysis.  

The results showed that job satisfaction has no significant effect on Turnover Intention at PT. Bank 

Rakyat Indonesia (Persero) Tbk Sekjian Unit Denpasar Gajah Mada Denpasar, this can be seen from 

the significance of t-count for the variable Job satisfaction (X1) 0.660> 0.05. Organizational 

commitment has a positive and significant impact on Turnover Intention at PT. Bank Rakyat 

Indonesia (Persero) Tbk Unit Sekanca Denpasar Gajah Mada Denpasar. Significance t-count for 

organizational commitment variable (X2) 0.017 <0.05 Workload has a positive and significant effect 

on Turnover Intention at PT. Bank Rakyat Indonesia (Persero) Tbk Unit Sekanca Denpasar Gajah 

Mada Denpasar. Significance of t-count for the variable Work load (X3) 0.007 <0.05, Job 

satisfaction, organizational commitment, and workload simultaneously (together) have a positive and 

significant effect on Turnover Intention at PT. Bank Rakyat Indonesia (Persero) Tbk Unit Sekanca 

Denpasar Gajah Mada Denpasar. 
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1.1  INTRODUCTION 

Human resources are very important in supporting the 

progress of the company, in this case other resources and 

company assets remain valuable capital. Without reliable 

human resource management, the management, use and 

utilization of other sources become ineffective and 

ineffective. Therefore, every company both large and small 

must put human resources as the spearhead in advancing the 

company. This is what puts human resource management 

into a very important and strategic management of a 

business. The company is not only required to be able to 

educate and align its employees into one goal with the 

company, but also must work harder to maintain the quality 

employees they already have. These problems then also 

cause other problems such as high levels of employee 

turnover which has now become a separate problem for 

many companies. The high level of employee turnover 

experienced by a company can be predicted from how much 

the desire to move owned by company members to other 

companies. 

Harnoto (2014), states turnover intention is the 

level or intensity of the desire to leave the company. Many 

reasons cause this turnover intention and among them are 

the desire to get a better job. Other definitions also come 
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from (Jimad, 2011) which suggests turnover can be in the 

form of resignation, transfer out of the organizational unit, 

dismissal or death of an organization member, the desire to 

leave an organization generally preceded by employee 

intentions triggered, among others, by employee 

dissatisfaction with work and low employee commitment to 

commit themselves to the organization (Jimad, 2011). From 

the various opinions of the experts above it can be 

concluded that essentially the desire to change jobs 

(turnover intention) generally has the same meaning, which 

is the same as the desire to move employees from one 

workplace to another. 

Personnel or management departments must always 

monitor job satisfaction, because it affects the level of 

absenteeism, workforce turnover, morale, complaints and 

other vital personnel issues (Handoko, 2008). Nasution, 

(2009) states that job satisfaction is a condition of meeting 

the needs in the work environment such as the need for the 

worker's job, the level of supervision, the relationship of 

fellow workers, adequate promotion opportunities, and an 

adequate level of salary / wages. 

Job satisfaction really determines the good or bad 

performance of an employee. If employees are satisfied with 

their work, they will be encouraged to do better. Job 

satisfaction is a person's specific description of his work and 

organizational commitment is the big picture (Yaqin, 2013). 

(Sidharta et al., 2011) suggests job satisfaction is a positive 

behavior shown by employees in responding to all 

treatments, decisions, and policies carried out by the 

company.  

Thus, employee satisfaction or dissatisfaction with 

their work becomes an important factor to be considered in 

an organization. Job satisfaction that is felt can affect a 

person's attitude to choose to stay or choose to leave his job. 

Evaluation of various job alternatives, will ultimately bring 

about a turnover because individuals who choose to leave 

the organization will expect more satisfying results 

elsewhere (Andini, 2006). 

Commitment is determination, firm determination, 

and promise to do or realize something that is believed. 

Organizational commitment reflects the extent to which an 

individual identifies the organization and its goals (Kreitner 

& Kinicki, 2008). According to Robbins (2008) in 

organizational behavior, organizational commitment is a 

component of behavior. Organizational commitment is a 

condition in which an employee sides with an organization 

and its goals, and intends to maintain that membership. A 

person's high involvement in a job means taking sides in a 

particular job of an individual, while high organizational 

commitment means taking sides with the organization that 

recruits the individual. 

Luthans (2006) states that organizational 

commitment is a strong desire to remain as a member of a 

particular organization, the desire to strive according to the 

desires of the organization and certain beliefs also accept the 

values and goals of the organization. From this 

understanding can be interpreted organizational commitment 

is an attitude that shows a person's loyalty to an organization 

and also an ongoing process in which a person expresses his 

concern for the organization. In addition Wati (2013) 

organizational commitment is the degree to which a person 

is involved in his organization and the strength of his 

identification with a particular organization. Organizational 

commitment is the relationship between employees and the 

organization by showing a strong desire to maintain 

membership in an organization, involve in the activities of 

the company, accept the values and goals of the organization 

and are willing to strive to achieve the goals and survival of 

the organization. 

In addition to job satisfaction and organizational 

commitment the company must also pay attention to how to 

maintain and manage employee workloads. according to 

Komaruddin (2007) suggested that workload analysis is a 

process to determine the number of hours worked people 

used or needed to complete a work within a certain time, or 

in other words the workload analysis aims to determine how 

many personnel and how much responsibility or workload 

the right one is delegated to an officer. Robbins (2007) 

states that the negative positive workload is a matter of 

perception. Perception is defined as a process by which 

individuals organize and interpret the impression of their 

senses to give meaning to their environment (Robbins, 

2007). 

      PT. Bank Rakyat Indonesia (Persero) Tbk 

Denpasar Unit Gajah Mada a service company in the field of 

microfinance, the Company will not be able to achieve its 

objectives without the involvement of its employees. 

Researcher's observations of the reality that occurred at PT. 

Bank Rakyat Indonesia (Persero) Tbk Denpasar Unit Gajah 

Mada found this company is a salary or allowance, facilities 

and compensation that is less suitable / insufficient. Work is 

not in accordance with the abilities and skills that are owned 

and the Job is too time consuming, so there is no more time 

for the family or for other personal pleasures. Likewise, the 

conditions of the work environment and the unpleasant 

working atmosphere and less responsive leaders or superiors 

accept the proposals of their subordinates. If this is not 

addressed by the company, there will be a transfer of 

employees to look for other jobs. Job satisfaction reflects a 

person's feelings towards his work, this appears in the 

positive attitude of employees towards the work and 

everything faced in the work environment. The company 

will not be able to achieve its goals without the involvement 

of its employees. High turnover rate is a measure that is 

often used as an indication of employee job satisfaction 

problems at PT. Bank Rakyat Indonesia (Persero) Tbk 

Denpasar Unit Gajah Mada. The company will not be able 

to achieve its objectives without the involvement of its 
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employees, but from the reality that happened at PT. Bank 

Rakyat Indonesia (Persero) Tbk Denpasar Unit Gajah Mada 

the level of employee job satisfaction is still low, it can be 

seen from the lack of satisfaction with the amount of salary 

received by employees, employees are not eager to do their 

jobs, high achieving employees are hard to accept 

promotions and lack of bonuses for outstanding employees. 

The results of previous research by Pranayasa 

(2015) regarding the influence of organizational 

commitment and job satisfaction on the desire to turnover on 

the CV. Kecak Denpasar shows that there are positive and 

significant effects of these variables. Then based on the 

results of Putrianti's and Dewi's (2014) research on the 

effect of job satisfaction and work motivation on the desire 

to change jobs at PT. TIKI Nugraha Eka Courier Center in 

Malang shows that there are positive and significant effects 

of these variables. 

Based on the above phenomenon, the writer is 

interested in conducting research with the title "The 

Influence of Job Satisfaction, Organizational Commitment, 

and Workload on Turnover Intention at PT. Bank Rakyat 

Indonesia (Persero) Tbk Unit of Denpasar Gajah Mada ".  

 

1.2 LITERATURE 

Organization Commitment  

LePine and Wesson (in Priansa, 2016: 233) state that 

organizational commitment influences whether an employee 

will remain a member of the organization or leave the 

organization to pursue other jobs. Employees leave the 

organization to be forced or voluntary. Leaving the 

organization voluntarily occurs when the employee decides 

to quit the organization, while the employee who leaves the 

organization forcibly occurs when the employee is fired by 

the organization for some reason. Gibson and Donnely (in 

Priansa, 2016: 233) stated that organizational commitment 

involves three attitudes, namely: identification with the 

goals of the organization, feelings of involvement in 

organizational tasks, and feelings of loyalty to the 

organization. This means that employees who are committed 

to the organization perceive the values and interests of the 

organization to be integrated with their personal goals. The 

work that becomes their task is understood as personal 

interests, and has a desire to always be loyal for the 

betterment of the organization. Konopaske and Matteson (in 

Priansa 2016: 233) stated that organizational commitment is 

a sense of identification, involvement and loyalty expressed 

by employees towards their organization. Yulk (in Priansa 

2016: 233) states that organizational commitment is an 

employee's approval of an organization's decisions or 

requests and performs serious effort to carry out the request 

or implement the decision in accordance with the interests of 

the organization. Luthans (in Priansa, 2016: 234) states that 

as an attitude, organizational commitment is often defined 

as: a) A strong desire to remain part of a particular 

organizational member, b) The desire to strive according to 

the wishes of the organization, c) Certain beliefs and 

acceptance of organizational values and goals. In other 

words, this is an attitude that reflects employee loyalty to the 

organization and an ongoing process where organizational 

members express their concern for the organization and 

success and continuous progress. 

Sopiah (2008) stated that employees have high 

organizational commitment if: having trust and accepting 

the goals and values of the organization, wanting to strive 

towards achieving organizational goals, have a strong desire 

to survive as a member of the organization. Seeing some 

understanding of organizational commitment from several 

experts, have similarities that can be concluded that 

organizational commitment has an understanding of 

employee loyalty to the organization, which is reflected in 

its high involvement in achieving organizational goals. 

Employee loyalty is reflected through the willingness and 

willingness of employees to always try to be part of 

organization, and strong desire to survive in the 

organization. 

Work Satisfaction 

Job satisfaction theory tries to reveal what makes some 

people more satisfied with their work than some others. This 

theory is also looking for a basis for people's feelings about 

job satisfaction. In this study the theory used is the Two-

factor theory by Herzberg. Furnham et al. (2009) states that 

the theory of two factors is a theory of job satisfaction which 

suggests that satisfaction and dissatisfaction are part of a 

different group of variables, namely the motivators and 

hygiene factors. In general, people expect that certain 

factors provide satisfaction when available and cause 

dissatisfaction if there is no. In this theory, dissatisfaction is 

related to the conditions around the work rather than to the 

work itself. Because this factor prevents negative reactions, 

it is called hygiene or maintenance factors. Conversely, 

satisfaction is drawn from factors related to the work itself 

or the immediate results thereof, promotions and 

opportunities for self-development and recognition. Because 

this factor is related to high levels of job satisfaction, it is 

called motivators. Research with the title Personality, 

motivation and job satisfaction: Herzberg meets the Big 

Five, conducted by Furnham et al. (2009) where this study 

investigates the extent to which motivators and hygiene 

factors explain the variance in job satisfaction as defined in 

the two-factor theory by Herzberg. The results of this study 

indicate that motivators and hygiene factors are prerequisites 

for job satisfaction. 

Desire (intention) is an intention that arises for an 

individual to do something. While turnover is the cessation 

of an employee from his place of work voluntarily or 

moving from one workplace to another. According to Martin 

and Jackson (2006: 125) turnover is the process by which 

employees leave the organization and must be replaced. 
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Whereas according to Rivai (2009: 238) turnover is the 

desire of employees to stop working from the company 

voluntarily or move from one place to another according to 

their own choice.  

Workload 

Robbins (2003: 90) states that the negative positive 

workload is a matter of perception. Perception is defined as 

a process by which individuals organize and interpret the 

impression of their senses to give meaning to their 

environment (Robbins, 2007: 160). Perceptions of workload 

are related to the role and job attribute factors. This is 

because the perception of the workload is something that is 

closely related to a job, where the individual provides an 

assessment of a number of task demands or activities that 

require mental and physical activities that he must complete 

in a certain time, whether it has a positive or negative 

impact on his work. 

Figure 1. Research Framework 

 

 

 

 

 

 

   

     

 

 

 

 

Research hypothesis 

H1: Job satisfaction has a positive and significant effect on 

Turnover Intention at PT. Bank Rakyat Indonesia 

(Persero) Tbk Denpasar Unit Gajah Mada. 

H2: Organizational commitment has a positive and 

significant effect on Turnover Intention at PT. Bank 

Rakyat Indonesia (Persero) Tbk Denpasar Unit Gajah 

Mada. 

H3: Workload has a positive and significant effect on 

Turnover Intention at PT. Bank Rakyat Indonesia 

(Persero) Tbk Denpasar Unit Gajah Mada. 

 

1.3 METHOD 

This research was carried out at PT. Bank Rakyat Indonesia 

(Persero) Tbk Denpasar Unit Gajah Mada. . PT. Bank 

Rakyat Indonesia (Persero) TBK in this region is able to 

compete with financial institutions or other funding 

institutions, such as Commercial Banks, Rural Banks, 

Village Credit Institutions and Finance Institutions and other 

Institutions. The population in this study are all directors 

and managers (field heads / section heads / unit heads / and 

sub-sector heads / sub-section heads / sub-unit heads). Based 

on the data obtained, employees at PT. Bank Rakyat 

Indonesia (Persero) Tbk Gajah Mada Denpasar Unit 

amounts to 85. The sample selection process uses saturated 

sampling method where the entire population is sampled. 

The analysis used is multiple linear regression, namely the 

form of the influence of independent variables with the 

dependent variable expressed by mathematical equations 

(Umar, 2005: 114). Multiple linear regression analysis is 

used to determine the effect of job satisfaction, 

organizational commitment and workload on turn over 

intention. In this case the independent variables are job 

satisfaction, organizational commitment and workload, 

while the dependent variable is turn over intention. 

   

1.4 RESULT AND DISCUSSION 

Results of Multiple Linear Regression Analysis 

The analysis model used in this study is multiple linear 

regression using the SPSS version 20.0 for window 

computer program. Multiple linear regression model is used 

to determine the effect of independent variables Job 

satisfaction (X1), organizational commitment, (X2) 

Workload (X3) and the dependent variable namely Turn 

Over Intention (Y). The results of multiple linear regression 

analysis can be seen in Table 4.12 as follows: 

 

 

Table  1: Multiple Linear Regression Analysis 

 

Model 

Unstandardized Coefficients Standard Coefficien  

t 

 

Sig 
B Std.Eror Beta 

(Constant) 

Kepuasan kerja  (X1) 

Komitmen organisasi (X2) 

Beban kerja (X3) 

8,659 

0,037 

0,337 

0,136 

2,819 

0,084 

0,185 

0,154 

 

0,078 

0,485 

0,040 

3,072 

0,445 

2,254 

3,233 

0,004 

0,660 

0,017 

0,007 

 a. Dependen Variabel : Turn Over Intention 

 

Based on  Table 1 the multiple linear regression equation is 

obtained as follows: 

      Y = 8,695 + 0,037X1 + 0,337X2 + 0,136X3 

 

Based on the values 

equation provides information that: 

Organization 

Commitment (X2) 
        

 

 

Work Satisfaction 

(X1) 

Turnover 

Intention (Y) 

 

  

Workload (X3) 

 

 
 Source: Researcher 2017 
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a) b1 = 0.037 means that if job satisfaction (X1) 

increases while organizational commitment (X2) 

and workload (X3) do not change, (0) then job 

satisfaction can increase employee turn over 

intention (Y). by 0.037.  

b) b2 = 0.337 means that if organizational 

commitment (X2) increases while employee job 

satisfaction (X1) and workload (X3) do not change 

(0) then organizational commitment (X2) can 

increase employee Turn Over Intention (Y). 0.337. 

c) b3 = 0.136 means that if the workload (X3) 

increases while employee job satisfaction (X1) and 

organizational commitment (X2) do not change 

then the workload (X3) can increase employee turn 

over intention (Y). 0.136 

 

From the results of the above equation, it can be 

explained that the effect of employee job satisfaction 

variables (X1) (X2) and workload (X3) on Turnover 

Intention (Y) dependent variable is positive. This means that 

if the variable employee job satisfaction (X1) organizational 

commitment (X2), and workload (X3) increases then 

Turnover Intention (Y), will increase. 

                       

Table  2. F test  

    ANOVA 
b
 

Model 
Sum of 

Squares 
df 

Mean 

Square 
F Sig 

Regresion 

Residual 

Total 

 

2,949 

10.933 

13.882 

3 

30 

33 

.983 

.364 

5.698 .003 

a. Predector : (constan), WS, CO, W.  

b. Dependen variabel : Turn Over Intention    

                        

Based on Table 2, it is known that the significance value F = 

0.003 <0.05, this means that H0 is rejected, and Ha is 

accepted. This means that this model can be accepted to 

examine the effect of job satisfaction (X1) organizational 

commitment (X2) and workload (X3) on Turn Over 

Intention of employees (Y) at PT. Bank Rakyat Indonesia 

(Persero) Tbk Denpasar Unit Gajah Mada, and a proven 

hypothesis 

Hypothesis testing 

Calculation results with the SPSS program can be seen in 

Table 4.16 Table below: 

a) Results of testing the first hypothesis 

Significance of t-count for the variable Job 

Satisfaction (X1) 0.660> 0.05, this means that H0 

is accepted, meaning there is no significant 

influence, namely job satisfaction (X1) on Turn 

Over Intention of employees (Y) at PT. Bank 

Rakyat Indonesia (Persero) Tbk Unit of Denpasar 

Gajah Mada, and the hypothesis is not proven. 

b) Results of testing the second hypothesis 

Significance of t-count for variable organizational 

commitment (X2) 0.017 <0.05 this means that H0 

is rejected meaning there is a significant influence 

that is organizational commitment (X2) on Turn 

Over Intention of employees (Y) at PT. Bank 

Rakyat Indonesia (Persero) Tbk Denpasar Unit 

Gajah Mada, and a proven hypothesis. 

c) Results of testing the third hypothesis 

Significance of t-count for the variable Workload 

(X3) 0.007 <0.05 this means that H0 is rejected, 

meaning that there is a significant influence, 

namely workload (X3) on Turn Over Intention of 

employees (Y) at PT. Bank Rakyat Indonesia 

(Persero) Tbk Denpasar Unit Gajah Mada, and a 

proven hypothesis. 

Discussion of research results  

      1).  Effect of job satisfaction on Turn Over Intention   

The results of testing the hypothesis states that 

job satisfaction does not have a significant effect on 

turn over intention. This means that if job 

satisfaction is improved, it will not necessarily later 

increase Turn Over Intentions at PT. Bank Rakyat 

Indonesia (Persero) Tbk Denpasar Unit Gajah Mada. 

The results of this study are in line with the research 

conducted by Rita Andini (2006), Gishella (2002). 

Rita (2010) Rusilowati (2016) Leni (2010). 

 

2).  Influence of organizational commitment to Turn 

Over Intentions  

The results of testing the hypothesis states 

that the commitment of the organization has a 

positive and significant impact on turn over 

intention. This means that if the organizational 

commitment of employees at PT. Bank Rakyat 

Indonesia (Persero) Tbk, the Gajah Mada Denpasar 

Unit, has increased, the Turn Over Intentions level 

will also increase. The results of this study are in 

line with the results of research conducted by Ristia 

Pawesti (2016), Abdurahman (2006), Sartono 

(2013), Masrizal (2005), Afnita (2009) 

  

3). Effect of workload on Turn Over Intentions  

The results of testing the hypothesis states 

that the workload has a positive and significant 

effect on turn over intention. This means that if the 

employee workload increases, the Turn Over 

Intentions level will also increase. The results of this 

study are in line with the research conducted by 

Muhamad Taufan Permana Putra (2016), Vindia 

(2017), Ahmad (2003) Riandia (2018), Darmawan 

(2001).  
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1.5 CONCLUSION 

Based on the research and statistical analysis presented in 

the previous chapter, the following conclusions can be 

drawn: 

1) Job satisfaction has no significant effect on Turnover 

Intention at PT. Bank Rakyat Indonesia (Persero) Tbk 

Denpasar Unit Gajah Mada Denpasar. 

2) Organizational commitment has a positive and 

significant effect on Turnover Intention at PT. Bank 

Rakyat Indonesia (Persero) Tbk Denpasar Unit Gajah 

Mada Denpasar. 

3) Workload has a positive and significant effect on 

Turnover Intention at PT. Bank Rakyat Indonesia 

(Persero) Tbk Denpasar Unit Gajah Mada Denpasar.  

 

REFERENCE 

1. Abdurahmin, 2006. Pengaruh Kepuasan Kerja Dan 

Komitmen Organisasi Terhadap Turn Over 

Intention Karyawan (studi kasus pada PT.Bank 

Perkreditan Rakyat Mitratama Arthabuana) At-

Tadbir: Jurnal Ilmiah manajemen Volume I Nomor 

2, Juni 2006 

2. Afnita, 2009. Pengaruh Kepuasan Kerja, Budaya 

Organisasi Dan Komitmen Organisasi Terhadap 

Turn Over Intention Karyawan Prioritas Lubuk 

Sikaping Kabupaten Pasaman. Tesis 

3. Ahsan, 2008. Analisis Pengaruh Kepuasan Kerja, 

Stres Kerja, Variabel Organisai Dan 

Kepemimpinan Terhadap Turn Over Intention 

(studi kasus pada rumahsakit pertamina 

Balikpapan). Tesis 

4. Ahmad, 2003. Pengaruh Stres Kerja Dan Beban 

Kerja Terhadap Turn Over Intention”(studi pada 

PT.Bank Syariah Mandiri, cabang Banjarmasin). 

Tesis 

5. Arikunto, Suharsimi. 2007. Prosedur Penelitian 

Suatu Pendekatan Praktik. Jakarta: Rineka. 

6. Dheanie, Shandra, 2017. Analisis Pengaruh 

Komitmen Organisasi Dan Kepuasan Kerja 

Terhadap Turn Over Intention Pada Karyawan 

(studi kasus pada PT.FIF Group Cabang 

Pekanbaru) Tesis 

7. Donni Juni Priansa. 2016. Perencanaan dan 

Pengembangan SDM.Penerbit : Alfabeta Bandung. 

8. Gishella, 2002. Pengaruh Komitmen Organisai, 

Kepuasan Kerja, Stres kerja Terhadap Turn Over 

Intention Karyawan (Kantor Pusat PT.Bank 

SulutgoManado). Jurnal EMBA Vol.05 No.3 

September 2002, Hal.3444-3454 

9. Gorda, I Gusti  Ngurah. 2004. Manajemen Sumber 

Daya Manusia. Badan Penerbit Fakultas Ekonomi 

STIE Satya Darma Singaraja. 

10. Hamalik Oemar, (2000), Pengembangan Sumber 

Daya Manusia Manajemen Pelatihan 

Ketenagakerjaan, Cetakan Pertama, penerbit PT. 

Bumi Aksara, Jakarta. 

11. Husein, Umar. 2003. Manajemen Sumber Daya 

Manusia. Jakarta, Penerbit  PT. Gramedia Pustaka 

Utama. 

12. Husein, Umar. 2005. Manajemen Sumber Daya 

Manusia. Jakarta, Penerbit  PT. Gramedia Pustaka 

Utama. 

13. Hasan, 2007. Manajemen Sumber Daya Manusia, 

Jakarta,  Penerbit CV. Haji Masagung 

14. Handoko Hani, 2003, Manajemen Personalia dan 

Sumber Daya Manusia. Yogyakarta: BPFE 

15. Harnoto, 2009.  Managing Turnover. Penerbit 

Armiko, Bandung 

16. Hasibuan, H. Malayu S.P, Drs. 2006. Manajemen 

Sumber Daya Manusia, Jakarta, Penerbit PT. Bumi 

Aksara. 

17. Leni, 2010. Analisis Pengaruh Kepuasan Kerja, 

Komitmen Organisasi Dans Stres Kerja Terhadap 

Turn Over Intention (studi kasus pada CV.kurnia 

abadi. Tesis 

18. Irvianti, Verina, 2015. Analisis Pengaruh Stres 

Kerja Beban Kerja Dan Lingkungan Kerja 

Terhadap Turn Over Intentin. Tesis 

19. Luthans, 2006.  Manajemen Sumber Daya 

Manusia. Jakarta : PT. Erlangga 

20. Maryanto, 2006. Manajemen Sumber Daya 

Manusia Perusahaan, Bandung: PT Remaja Rosda 

Karya 

21. Marthin dan Jackson, 2006.  Pengembangan 

Sumber Daya Manusia, Edisi Revisi Penerbitan 

Renika Cipta. 

22. Martoyo Susilo, (2000), Manajemen Sumber 

Daya Manusia, Edisi Keempat, Penerbit BPFE, 

Yogyakarta 

23. Mohamad Taufan, 2016. Hubungan Antara 

Beban Kerja Dengan Turn Over Intention Pada 

Kariawan PT Tunas Cemerlang. Jurnal Empati, 

April 2016, Volume 5 (2), 303-307. 

24. Muhammad, Masrizal, 2005. “Pengaruh 

Komitmen Organisasi Komitmen Profesi, Dan 

Kepuasan Kerja Terhadap Turnover Intention Pada 

Perbankan Syariah Di Kota Tanjungpinang. Tesis 

25. Nata Wirawan,  2002.   Statistik Inferensia, untuk 

Ekonomi dan Bisnis , Sdisi kedua, penerbit keraras 

emas  

26. Ni Luh, 2017. Pengaruh Stres Kerja, Beban Kerja 

Dan Lingkungan Kerja Non Fisik Terhadap Turn 

Over Intention Kariawan. E-jurnal Manajemen 

Unud, Vol.6, No.11, 2017: 5970 – 5998 ISSM : 

2302 – 8912. 

27. Nita Ratna Sari, 2015. Pengaruh Kepuasan Kerja 

Terhadap Turn Over Intention. Jurnal administrasi 

bisnis (JAB) vol. 27 no.1 oktober. 



“The Effect of Work Satisfaction, Organizational Commitment and Workload on Turn over Intention on Pt. Bank 

Rakyat Indonesia (Persero) Tbk Unit Sekanca Denpasar Gajah Mada” 

1945 Pande Made Arma Suputra
1
, RAJAR Volume 04 Issue 08 August 2018 

 

28. Nitisemito Alex S., 2002. Manajemen 

Personalia, , Penerbit Ghalia Indonesia 

29. Nurjaka, (1999), Bisnis dan Manajemen, Penerbit 

Armiko, Bandung 

30. Nugroho, 2007. Manajemen Sumber Daya 

Manusia, Edisi Pertama Salemba Empat, Jakarta, 

Pustaka 

31. Notoadmodjo Soekidjo , (1998), Pengembangan 

Sumber Daya Manusia, Edisi Revisi Penerbitan 

Renika Cipta.  

32. Novliadi, 2007. Manajemen Sumber Daya 

Manusia, Penerbit Gajah    Mada,   University 

Press. 

33. Ristia Pawesti, 2016.  Pengaruh Kepuasan Kerja 

Terhadap Turn Over Intention Kariawan Pada 

Petro China International Komanies In Indonesia. 

Jurna Ecopsy, Volume 3 No2 Agustus 2016. 

34. Robins, Stephen P. 2002,    Perilaku   

Organisasi,    Jilid    II    Edisi    Kedelapan. 

PT. Pranhallondo, Jakarta.  

35. Rusilowati, Umi and Piliang, Mega Ayu, 

2016. Pengaruh Kepuasan Kerja Dan Stres 

Kerja Terhadap Turn Over Intention 

Pengemudi Blue Bird Pool Ciputat. In: 

Seminar Nasional VIII 2016 Fakultas 

Ekonomi UT: Challenge and Strategy Faculty 

of Economics and Business in Digital Era, 24 

November 2016, Balai Sidang Universitas 

Terbuka (UTCC) 

36. Stephen P, Robbins, 2007. Perilaku Organisasi, 

Jakarta, Jilid 1, Penerbit PT.   Prenhabllindo 

Robbins (2003:90) 

37. Simamora, Henry, 2004. Manajemen Sumber Daya 

Manusia. Yogyakarta: STIE YKPN. 

38. Rita Andini, 2006. “Analisis Pengaruh Kepuasan 

Gaji, Kepuasan Kerja, Komitmen Organisasi 

Terhadap Turn Over Intention (studi kasus pada 

rumah sakit roemani muhamadiyah semarang)” 

Tesis 

39. Robins, Stephen P. (2002),    Perilaku   

Organisasi,    Jilid    II    Edisi    Kedelapan. 

PT. Pranhallondo, Jakarta. 

40. Veithzal, Rivai. 2008. Manajemen Sumber Daya 

Manusia Untuk Perusahaan (Dari Teori Ke 

Praktek). Jakarta :  Raja Grafindo Persada. 

41. Rodly,I.A., 2012  “Turn Over Karyawan Kajian 

Literatur . Buku Online,  

http://id.scrib.com/doc/78478535/Turn-Over 

karyawan-kajian-Literatur 

42. Supardi, 2006. Penelitian Tindakan kelas. Jakarta: 

Bumi Aksara. 

43. Sugiyono, 2008. Statistik Nonparametris Untuk 

Penelitian. Penerbit CV. Alfabeta Bandung. 

44. Sugiyono, 2012. Statistika  Untuk Penelitian, 

Alfabeta Bandung 

45. Sedarmayanti,  2011. SDM dan Produktivitas 

Kerja. Jakarta, CV. Mandar Maju 

46. Sule D, & Saefullah (2005), Manajemen 

Sumber Daya Manusia, Salemba Empat, 

Jakarta. 

47. Subagyo, 2007. Manajemen Sumber Daya 

Manusia, Edisi Pertama, Cetakan Pertama, Jakarta: 

Prenada Media 

48. Titis Satwari, 2016. Pengaruh Komitmen 

Organisasi Terhadap Turn Over Intention (survey 

pada kariawan hotel Swiss Belinn Malang). Jurnal 

administrasi bisnis (JAB) / Vol.40 No2 November 

2016 / 177 administrasi  

bisnis.studentjournal.ub.ac.id 

49. Tohardi Ahmad, (2002), Pemahaman Praktis 

Manajemen Sumber Daya Manusia, Penerbit 

Mandar Maju, Bandung. 

50. Vindia, 2017.”Pengaruh Beban Kerja, Motivasi 

Kerja, Kepuasan Keraj, Dan Stres Kerja Terhadap 

Turn Over Intention” (studi kasus pada karyawan 

di PT.Duta Multi Megah Wahana di wilayah 

Kapuk, Cengkareng, Jakarta Barat) Tesis 

  

http://id.scrib.com/doc/78478535/Turn-Over

