Mahendra et al., 127 - 141 Jurnal SWOT, Volume IX, No 2, Mei 2019

STRANGE ANOMALY OF GROUP COHESIVENESS: REMOVING
OBSTACLES TURNOVER INTENTION

Mochamad Soelton®”, Muhammed Hokroh? Muhammad Sadig?®, Astrid Puspaningrum®,
Agung Yuniarinto®, Eko Tama Putra Saratian®, Mahendra’

'Management Department, Faculty of Economic and Business, Universitas Mercu Buana,
Indonesia,?Ph.D, University of Bolton — United Kingdom / Head of Finance and Performance
Management Unit, NAOO, Saudi Aramco, Saudi Arabia

*Ph.D, School of Accounting & Finance Faculty of Business & Law Taylor’s University Malaysia
**Management Department, Faculty of Economic and Business, Universitas Brawijaya, Indonesia,
soelton@mercubuana.ac.id

Abstract. Human resources are an important resource that supports organizations in achieving
competitive advantage. Therefore, it is important to involve employees to drive the strategic goals
of the organization. forestry companies in the era of globalization are expected to face increasingly
fierce competition. Therefore, the quality of the organization must be considered. This is
inseparable from the role of human resources who will be required to carry out their duties and
functions properly. This research aims to examine and analyze the effect of of group cohesiveness,
work-family conflict and work insecurity on turnover intentions. The Sinarmas Forestry company.
The research method used is a causal method. The object of research is Sinarmas Forestry
employees (Thamrin, BSD and WIK) with 95 participants. The choice used in this study is the
Structural Equation Model (SEM). Smart-PLS analysis tool. The same research results show the
Cohesion Group negatively affects employee turnover intention, Work - Family Conflict positively
influences employee turnover intention and Job Insecurity is positively related to employee
turnover intention.
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Abstrak. Sumber daya manusia merupakan sumber daya penting yang mendukung organisasi
dalam mencapai keunggulan bersaing. Oleh karena itu, penting untuk melibatkan karyawan untuk
mendorong tujuan strategis organisasi. Perusahaan kehutanan di era globalisasi diharapkan
menghadapi persaingan yang semakin ketat. Oleh karena itu, kualitas organisasi harus
diperhatikan. Hal ini tidak terlepas dari peran sumber daya manusia yang akan dituntut untuk dapat
menjalankan tugas dan fungsinya dengan baik. Penelitian ini bertujuan untuk menguji dan
menganalisis pengaruh kohesivitas kelompok, konflik pekerjaan-keluarga dan ketidakamanan kerja
terhadap turnover intentions. Perusahaan Sinarmas Forestry. Metode penelitian yang digunakan
adalah metode kausal. Objek penelitian adalah karyawan Sinarmas Forestry (Thamrin, BSD dan
WIK) dengan jumlah peserta 95 orang. Pilihan yang digunakan dalam penelitian ini adalah
Structural Equation Model (SEM). Alat analisis Smart-PLS. Hasil penelitian yang sama
menunjukkan Cohesion Group berpengaruh negatif terhadap turnover intention karyawan, Work-
Family Conflict berpengaruh positif terhadap employee turnover intention dan Job Insecurity
berhubungan positif dengan employee turnover intention.

INTRODUCTION

The success of various activities in a company in achieving its goals depends not only on
technological excellence, the availability of qualified funds, facilities or infrastructure owned, but
also depends on aspects of human resources owned. This forces each company to work more
efficiently, effectively and productively. At a high level of competition, it will make every
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company able to maintain its survival by paying attention to aspects of human resources (Soelton et
al., 2020; Sapitri, 2016). To achieve company goals, companies must have employees who have
high skills and develop it to manage the company as optimal as possible. (Soelton et al., 2020;
Sapitri, 2016). The employee's own role and leadership are the most important and valuable assets
for a company or organization (Soelton and Nugrahati, 2018; Ramli and Soelton, 2018; Jumadi et
al., 2018; Purnama, 2013). (Suzabar, 2020; Demerouti et al., 2015): revealed how employees
develop companies that are more creative in their work, and through the extra role of training them
to use strategies that are more effective in adjusting work so that they become more involved in
work.

Human resources have an important role to improve and maintain the stability of the
company, but the company found some difficulties in managing its human resources. As
experienced by Sinarmas Forestry Headquarter company located in M.H. Thamrin, BSD City and
Wisma Indah Kiat Serpong offices. Sinarmas Forestry is a company that manages industrial
plantation companies operating on the island of Sumatra, Kalimantan and a number of other
locations which are also suppliers of exclusive wood raw materials for the Asia Pulp & Paper pulp
and paper mill. Sinarmas Asia Pulp & Paper (APP) which was founded in 1972, by Eka Tjipta
Widjaja, was first named PT. Tjiwi Kimia Paper Factory in Mojokerto, East Java. Is an institution
that produces pulp, paper and its derivative products and also houses a number of pulp and paper
mills in Indonesia.

Table 1. Employees Data of Sinarmas Forestry Jakarta

Number  Years Early of Enter of Sign Final LTO
Employees Employees Off Turnover

1 2015 440 52 40 452 2.69%

2 2016 452 55 42 465 2.83%

3 2017 465 70 56 479 2.96%

4 2018 479 78 57 500 4.2%

Sources : HR Corp — Com & Ben. Sinarmas Forestry, 2018

Based on the table, the percentage of employee turnover can be calculated on the number
of employees entering and leaving (resigning) Sinarmas Forestry Jakarta Company to collect
increases, using the calculation of LTO (Labor Turnover). From the LTO (Labor Turnover)
calculation data, the turnover intention level has experienced a significant and high increase every
year from 2015 to 2018. From the turnover intention data, it is known that there is a high turnover
intention problem. Based on the data already obtained, the biggest problem affecting the workforce
in an organization or company, in this case Sinarmas Forestry Company, one of which is the high
level of turnover intention. Turnover is the process when employees leave the company. A
company needs to pay attention to the turnover problem because it can affect the company's
condition. Employee turnover is one of the biggest losses that will be experienced by the company,
when many employees leave the company, especially employees who leave are potential
employees for the company (Soelton and Nugrahati, 2018; Ramli and Soelton, 2018; Jumadi et al.,
2018)

From the data of the number of Sinarmas Forestry employees leaving (Resign) which has
increased from 2015 to 2018. This is obtained from several factors and other causes such as
problems with superiors, employees who have problems with coworkers can also be the cause of
these employees leaving from the company. And other problems outside of work, for example
problems with family, relatives, or friends that ultimately employees can not concentrate on
working and decide to quit. The last possibility, the cause of employees leaving the company is
lack of self, such as the inability to accept challenges, irresponsibility, and various other causes.
From this case phenomenon can indicate a problem faced by the company. The company considers
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employees to be company assets, but if employees leave always increasing or even employees in
the company have the intention to leave the company, then this will be detrimental to the company.
To strengthen research, a pre-survey was conducted on 50 Sinarmas Forestry Jakarta employees in
2018. This pre-survey was given to Sinarmas Forestry Jakarta employees from all divisions and
several levels of organizational structure. Based on the pre-survey results it can be seen that the
dominant factors that can influence the level of turnover intention increase include group
cohesiveness, work - family conflict and job insecurity.

LITERATURE REVIEW

Turnover intention. Robbins and Judge (2015) define that turnover intention is the tendency in
which an employee has the possibility to leave the company both voluntarily and voluntarily due to
lack of current employment and the availability of other alternative jobs. Mathis and Jackson
(2011), define the turnover intention of employees leaving the organization and must be replaced
immediately. This is one of the biggest losses that a company will experience when many of its
employees have good potential to leave the company. Dimensions and Turnover Intention
Indicators According to Mobley et al in Alfresia (2016), turnover intention measurement indicators
consist of:

1) Thinking of quitting

Reflect individuals to think out of work or remain in the work environment. Beginning with work
dissatisfaction felt by employees, then employees begin to think to get out of their current place of
work.

2) Search for alternative jobs (Intention to search for alternatives)

Reflecting the individual desires to find work in another company. If the employee has started
thinking about quitting his job often, the employee will try to find a job outside the company that
feels better.

3) Intention to quit (Intention to quit)

Reflecting individuals who intend to leave. The employee intends to leave if he has found a better
job and will end with the employee’s decision to stay or quit his job.

Group Cohesiviness. Newcomb in Arninda & Safitri (2012), defines group cohesiveness by
cohesiveness to the extent that group members or employees are attached to a single entity that can
break themselves in many different ways and various factors and can help towards the same
results. Robbins (2002) states that the more cohesiveness of a group, the more members lead to
goals. Forsyth (1999) describes four dimensions of work group cohesiveness:

1) Social Strength

Overall of the encouragement made by individuals in the group to remain in the group. This factor
makes the indicators of motivation between group members and the collection of encouragement
make them united, causing cohesiveness between group members.

2) Unity in Groups

Feelings of mutual belonging to the group and have moral feelings associated with membership in
the group. Each individual in the group feels the group is a family, team and community so that
they can have good interaction between fellow members.

3) Attraction

Individuals will be more interested in seeing a good group environment and good working
conditions and conditions in terms of the working group so that it can provide a positive appeal.

4) Group Cooperation

Individuals have more desire to get good cooperation between fellow members and have the same
goals for the group so that the main goals of the group can be realized.
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Work-family Conflict. Ching in Rantika (2010), defines work-family conflict as a form of role
conflict in which the role demands of work and family cannot be aligned in several respects.
Spector (2012) states that work - family conflict is a form of additional role conflict where the
demands of work interfere with individuals from the family. Susanto (2010) defines work - family
conflict as a conflict that occurs in individuals due to bearing multiple roles, both at work and
family, because time and attention are too devoted to just one role, so the demands of other roles
cannot be fulfilled optimally. Greenhaus in Wake (2015), describes the dimensions of work-family
conflict:

1) Time-based Conflict

Time-based conflict will occur when the time allocated to perform a role makes it difficult to fulfill
the guidance of other roles.

2) Strain-based Conflict

Strain-based conflicts occur when strains (for example fatigue) are caused by carrying out a role
making it difficult to carry out the responsibilities of other roles.

3) Behavior-based Conflict

Behavior-based conflict occurs because the tension generated in one role influences the
implementation of other roles.

Job Insecurity. Ashford et al. (1989) in Sandi (2014), job insecurity is a reflection of the degree to
which employees feel their work is threatened and feel powerless to do everything about it.
Greenhalgh and Rosenblatt (1984) in Sandi (2014), job insecurity is defined as a sense of
powerlessness to maintain continuity (work) in threatened work conditions. Smithson and Lewis
(2000) in Sandi (2014), interpret job insecurity as the psychological condition of individuals
(employees) that show a sense of confusion or feeling insecure due to changing environmental
conditions. Borg and Elizur (in Pienaar et al, 2013), revealed that there are 2 (two) dimensions and
several indicators of job insecurity:

1) Affective Dimensions.

The affective dimension of job insecurity is feeling anxious or worried and feeling afraid of losing
a job, this dimension emphasizes how anxious or afraid someone will lose their job in the future.
Indicators from this affective dimension include feelings of fear that might get fired, feelings of
worry about career advancement, feelings of fear of losing their jobs and uncertain feelings about
the future of work.

1) Cognitive Dimensions.

The cognitive dimension of job insecurity is the opinion or belief that employees feel about the
possibility of losing their jobs in the future. The cognitive dimension emphasizes whether a threat
to work is felt by someone, regardless of feelings of anxiety or fear of the threat. Indicators of this
cognitive dimension include confidence in maintaining the current job, trust in the work
environment, trust in being able to continue working and believing that there is only a small
possibility of job loss.

Conceptual framework. The model shown in Fig. 2 is made based on the review of the literature
for this paper.

Group Cohesiveness

(X1) [~

H1
Work-Family Conflic Ho Turnover Intention
(X2) Y)
H3

Job Insecurity /
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Figure 1. Conceptual framework

Regarding the previous, the following hypotheses are proposed:

H1 : Group Cohesiveness negatively influences Turnover Intention.
H2 :Work - Family Conflict positively influences Turnover Intention.
H3  :Job Insecurity has a positive effect on Turnover Intentions.

METHOD

The research population which is the object of this research is the Sinarmas Forestry
Jakarta company. The population in this study were 95 employees of all Sinarmas Forestry
company employees. This study uses a saturated sample, all members of the population are used as
a sample or as many as 95 employees because of the limitations of respondents. The analytical
method used in this study is a Component or Variance Based Structural Equation Model where
data processing uses the Partial Least Square (Smart - PLS) version 3.0 PLS program. As stated by
Ghozali (2014), PLS (Partial Least Square) is a powerful analysis method because it is not based
on many assumptions, the data do not have to be normally distributed, and the samples do not have
to be large.

GENDER AGE LAST EDUCATION LENGTH OF WORK

High schaol
9%

<20years

Male
48%

21-31years

Figure 2. Personal characteristics of the participants in percentage
Source : Data estimated from the questionnaire, (2019)

Evaluate Measurement (Outer) Models

Convergent Validity. Convergent Validity testing of the measurement model with reflexive
indicators is assessed based on the correlation between

item scores and calculated construct scores. Individual indicators are considered valid if they have
a correlation value above 0.70. However, on scale development research, loading factors 0.50 to
0.60 are still acceptable.

Table 2. Test Results of Convergent Validity

Variable Indicator Outer Loading Remarks

G3 0,689 Valid

G4 0,736 Valid

Group G5 0,907 Valid
Cohesiveness G6 0,899 Valid
G7 0,616 Valid

G8 0,767 Valid

Work Family w1 0,922 Valid
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W2 0,883 Valid

W3 0,798 Valid

W4 0,572 Valid

W 0,544 Valid

W8 0,648 Valid

J1 0,858 Valid

J2 0,868 Valid

J3 0,588 Valid

Job Insecurity I 0,727 Valid
J5 0,673 Valid

J7 0,600 Valid

J8 0,646 Valid

TI1 0,741 Valid

TI2 0,788 Valid

TI3 0,534 Valid

Turnover Tla 0,818 Valid
Intention TI5 0,826 Valid
TI6 0,831 Valid

TI7 0,803 Valid

TI8 0,518 Valid

Source: PLS Output (2019)

The results of the convergent validity test in Table 1, can be seen that all indicators meet the
convergent validity since it has a loading factor value above 0.50.

Discriminant Validity. Discriminant validity testing is a reflective indicator that can be seen in the
cross loading between the indicator and its construct. An indicator can be declared valid if it has
the highest loading factor in the intended construct compared to loading factor to other constructs.
Thus, latent constructs predict indicators in their blocks better than indicators in other blocks. From
the results cohesiveness group construct correlations with the indicators higher than the correlation
of turnover intention indicators with other constructs. Innovation and the courage to take risks
(Innovation and risk taking), is the extent to which the organization encourages employees to be
innovative and dare to take risks. In addition, how organizations appreciate the risk taking actions
by employees and generate employee ideas.

AVE, Composite Reliability and Cronbach’s Alpha. Composite reliability and Cronbach's alpha
testing aim to test the reliability of the instrument in a research model. If all latent variables have a
composite reliability value and Cronbach's alpha is greater than 0.7 it means that the construct has
good reliability or the questionnaire used as a tool in this study has been reliable or consistent.

Table 4. AVE, Composite Reliability and Cronbach’s Alpha

AVE Composite Reliability Cornbach’s Alpha Remarks
0,602 0,846 0,899 Realibel
0,552 0,827 0,876 Realibel
0,513 0,838 0,878 Realibel
0,551 0,878 0,905 Realibel
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Source: PLS Output (2019)

From Table 3 it is concluded that the square root of the average variance extracted (AVE) for each
construct is greater than the correlation between one construct and the other constructs in the
model. AVE value based on the table above, it can be concluded that the construct in the estimated
model meets the criteria of discriminant validity. And the results of composite reliability and
Cronbach's alpha test results showed a satisfactory value, because all latent variables have
composite reliability and Cronbach's alpha values > 0.70. This means that all latent variables are
said to be reliable. Outcome orientation, is the extent to which management focuses on results
rather than attention to the techniques and processes used to achieve this.

RESULTS AND DISCUSSION
Result of R-square

Table 5. Value of R2 Endogen Variable
Endogen Variable R-square
Turnover intention 0.881
Source: PLS Output (2019)

Structural models indicate that the model on the variable turnover intention can be said to be strong
because it has a value above 0.67. The model of the influence of independent latent variables
(Group cohesiveness, work-family conflict, and job insecurity) on turnover intention gives an R-
square value of 0.881 which can be interpreted that the constructability variability of turnover
intention can be explained by the constructability variability of group cohesiveness, work-family
conflict, and job insecurity of 88.1% while 11.9% was explained by other variables outside the
study.

Goodness of Fit Model Testing Results. Goodness of Fit structural model in the inner model uses
the predictive value-relevance (Q2). Q-square value greater than 0 (zero) indicates that the model
has a predictive relevance value. R-square value for each endogenous variable in this study can be
seen in the following calculations:

Predictive relevance value is obtained by formula:

Q* =1-(1-R1)(1-R,)

Q* =1-(1-0.881)

Q* =1-(0.119)

Q* =0.881

The calculation results above show a predictive-relevance value of 0.882, which is greater than 0
(zero). It means that 88.1% of the variation in the turnover intention variable is explained by the
independent variable used. Thus the model is said to have a relevant predictive value.

Hypothesis Testing Results. The estimated value for the path relationship in the structural model
must be significant. The significance value in this hypothesis can be obtained by the bootstrapping
procedure. Significance in the hypothesis by looking at the value of the parameter coefficient and
the significance value of the T-statistics on the bootstrapping report algorithm. To find out the
significance or not seen from the T-table at alpha 0.05 (5%) = 1.96, then the T-table is compared
with the T-count (T-statistic).
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Table 6. Hypothesis Testing Results

| loriginal Sample[ Standard Deviation| T-Statistics

Group Cohesiveness a Turnover 0643 0053 12182 0 Negative - Significant
Intention

Work Family Conflicta Turnover 0,563 0,046 12,181 0 Positive - Significant
Intention

Jobl itya T o

° n_s ecuritya Turnower 0,161 0,032 4,985 0 Positive - Significant
Intention

Source: PLS Output (2019)

Fig.3. Boostrapping Testing Results
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Source: PLS Output (2019)

The Influence of Group Cohesiveness on Turnover Intention. Based on the hypothesis test in
this study, the T-statistic value was 12,182, the original sample value was -0,643, and the P value
of 0,000. The T-statistic value is greater than the T-table value of 1.96, the original sample value
shows a negative value, and the P Values value is less than 0.05, these results indicate that group
cohesiveness has a negative and significant effect on turnover intention. Robbins (1996), in Tatik
(2005), explains Group cohesiveness is the extent to which group members are attracted to one
another and motivated to remain in the group. Mangkuprawira (2009), states that "cohesiveness is
the level of solidarity and positive feelings that exist in the individual towards the group".
Newcomb in Arninda & Safitri (2012), group cohesiveness is defined by cohesiveness to the extent
that group members or employees are attached to a single unit that can manifest themselves in
many different ways and various factors and can help towards the same results. Based on that, it
means one of the things that causes team cohesiveness is the understanding between the members
and hand in hand to defend their members from the resistance of other groups. The results of this
study are supported by research (Nurhayati et al, 2017; Soelton et al, 2020; Mugiono et al, 2020;
Nanda et al, 2020; Nitisemito, 2000; Gunawan (2016), showing that the Group Cohesiveness
variable has a negative influence on turnover intention.

Effect of Work-Family Conflict on Turnover Intention. Based on the hypothesis test in this
study, the T-statistic value was 12,181, the original sample value was 0.563, and the P value of
0.000. The T-statistic value is greater than the T-table value of 1.96, the original sample value
shows a positive value, and the P Values value is less than 0.05, these results indicate that work-
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family conflict has a positive and significant effect on turnover intention. Spector (2012) defines
work-family conflict as a form of additional role conflict where work demands interfere with
individuals from the family. Susanto (2010) work-family conflict is a conflict that occurs in
individuals due to bear multiple roles, both at work and family, where because time and attention
are too devoted to just one role, so that the demands of other roles cannot be fulfilled optimally.
This conflict occurs when an individual's home life clashes with his responsibilities at work, such
as arriving at work on time, completing daily tasks or working overtime. The results of this study
are in line with research conducted by Based on (Suzabar et al, 2020; Soelton et al, 2020; Saratian
et al, 2019; Jasmine et al, 2017; Chen, Ayoun, and Eyoun (2018) showing that the Work-Family
Conflict variable has a positive influence on Turnover Intention.

Effect of Job Insecurity on Turnover Intention. Based on the hypothesis test in this study, the T-
statistic value of 4,985 was obtained, the original sample value was 0.161, and the P value of
0.000. The T-statistic value is greater than the T-table value of 1.96, the original sample value
shows a positive value, and the P Values value is less than 0.05, these results indicate that job
insecurity has a positive and significant effect on turnover intention. Greenhalgh and Rosenblatt
(1984) in Sandi (2014), job insecurity is defined as a sense of powerlessness to maintain continuity
(work) in threatened work conditions. Ashford et al. (1989) in Sandi (2014), job insecurity is a
reflection of the degree to which employees feel their work is threatened and feel powerless to do
everything about it. With so many types of work with a temporary or non-permanent duration of
time, it causes more employees to experience job insecurity. Based on the results of (Nurhayati et
al, 2017; Soelton et al, 2020; Mugiono et al, 2020; Nanda et al, 2020; Rahmawati, 2016; Sverke
and Hellgren 2002) revealed that job insecurity is a person's subjective view of situations or events
that threaten work in the place of work. With various changes that occur in the company,
employees are very likely to feel threatened, anxious, and insecure because of the potential changes
to affect working conditions and the continued relationship and remuneration received from the
company. This study is supported by previous research by Hanafiah (2014), showing that the job
insecurity variable has a significant positive effect on turnover intention.

CONCLUSION

Conclusion. This study tries to analyze variables related to group cohesiveness, work family

conflict, job insecurity, and turnover intention. The results of this study were obtained from a study

of Sinarmas Forestry HQ Company employees. From the results of calculations in this study, it can
be concluded:

1. Group cohesiveness has a significant negative effect on turnover intention for Sinarmas
Forestry HQ Company employees. This means that if the cohesiveness in a group is high, it will
reduce the level of turnover intention.

2. Work-family conflict has a significant positive effect on turnover intention in Sinarmas Forestry
HQ Company employees. This means that if the level of conflict between work and family is
high, it will increase the level of turnover intention.

3. Job insecurity has a significant positive effect on turnover intention for Sinarmas Forestry HQ
Company employees. This means that if the level of insecurity in working is high, it will
increase the level of turnover intention in the company.

Recommendation. Based on the conclusions, suggestions can be made that are taken into
consideration for the Sinarmas Forestry HQ Company and for future researchers: Suggestions for
companies and employees of Sinarmas Forestry HQ Company. In any case, employees should
always join their work groups. So employees can share with their work groups about the problems
faced. Employees should fulfill obligations to their spouses, so that the family does not interfere
with work-related activities and avoid conflicts between work and family. Companies should
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provide career paths in the company, so employees do not have feelings of worry about the
continuation of their careers. Companies should provide salaries and compensation according to
employees based on performance assessment and in accordance with their tenure, in order to
reduce the desire to leave employees in the company.

Suggestions for Further Research. Suggestions for further research, which will conduct research
in the same field and using this paper as a reference, it would need to be reviewed because it is
possible there are statements that have not been appropriate, because as the author feels there are
still many shortcomings and limitations in completing this research.

REFERENCES

Andini, Rita. (2006). “Analisis Pengaruh Kepuasan Gaji, Kepuasan Kerja, Komitmen
Organisasional terhadap Turnover Intention: Studi Kasus pada RS Roemani
Muhammadiyah Semarang”. Tesis: Program Studi Magister Manajemen, Program
Pascasarjana UNDIP Semarang.

A Nanda, M Soelton, S Luiza, ETP Saratian. 2020. The Effect of Psychological Work Environment
and Work Loads on Turnover Interest, Work Stress as an Intervening Variable. 4th
International Conference on Management, Economics and Business (ICMEB 2019).
2020/2 (225-231). www.atlantis-press.com

AL Susanty, M Soelton, B Wahyudiono, BY Abadi, B Hatmo. 2019. Membentuk Kinerja
Karyawan Dengan Meminimalkan Perilaku Mengeluh Karyawan. Jurnal limiah Anoraga,
Pandji. (1992). Psikologi Kerja. Jakarta : PT Rineka Cipta.

Alfresia, V.P. (2016). “Pengaruh Kepuasan Kerja dan Komitmen Organisasi Terhadap Turnover
Intention karyawan” (Studi Pada PT. Kajima Indonesia). Skripsi, Program Studi
Manajemen Fakultas Ekonomi Universitas Negeri Yogyakarta.

Arninda, E. D. P., & Safitri, R. M. (2011). Hubungan Antara Kohesivitas Kelompok Dengan
Motivasi Kerja Pegawai Kelurahan di Kecamatan Kasihan Kabupaten Bantul. Insight, 9(1),
3-13.

Borg, | and Elizur, D. (1992). Job Insecurity; Correlates, Moderators And Measurement, Journal
International of manpower. Vol.13 No. 2; p. 13-26.

Cenkci, T., & Otken, A. B. (2014). Organization-based self-esteem as a moderator of the
relationship between employee dissent and turnover intention. Procedia-Social and
Behavioral Sciences, 150, 404-412.

Chen, H., Ayoun, B., & Eyoun, K. (2018). Work-Family conflict and turnover intentions: A study
comparing China and US hotel employees. Journal of Human Resources in Hospitality &
Tourism, 17(2), 247-269.

Cohen, Aaron dan Liani, Efrat. (2009). “Work-Family Conflict among Female Employees in
Israeli Hospitals”. Personnel Review. Vol. 38, No. 2, pp. 124-141.

Davis, Keith, and John W. Newstrom. (1995). "Organization Behavior." Mc. Grawhill Inc.

Dian Fagihdien Suzabar, Mochamad Soelton, Erna Sofriana Imaningsih, Inge Hutagalung and
Aman Dwi Suherman. 2020. Conceptualizing the role of self-esteem in the burnout
process. Management Science Letters Vol. 10 Issue. 14 (2020) 3325-3330 homepage:
www.GrowingScience.com/msl|

DF Suzabar, M Soelton, M Umar, J Triwulan. 2020. Recognizing How the Time Demands of
Work Influences the Turnover Intention in Banking Industry. 4th International Conference
on Management, Economics and Business (ICMEB 2019). 2020/2 (40-45). www.atlantis-
press.com

Eko Tama Putra Saratian Mochamad Soelton, Anees Janee Ali Harefan Arief, Lisnatiawati Saragih
Friska Risfi. 2019. THE IMPLICATION OF WORK LOAD IN THE WORK PLACE

136


javascript:void(0)
javascript:void(0)
http://www.atlantis-press.com/
javascript:void(0)
javascript:void(0)
http://www.growingscience.com/msl
javascript:void(0)
javascript:void(0)
http://www.atlantis-press.com/
http://www.atlantis-press.com/

Mahendra et al., 127 - 141 Jurnal SWOT, Volume IX, No 2, Mei 2019

THAT MAY PROVOKE WORK STRESS. South East Asia Journal of Contemporary
Business, Economics and Law, Vol. 20, Issue 5 (DEC) ISSN 2289-1560 2019 172

ETP Saratian, M Soelton, AJ Ali, H Arief, L Saragih, F Risfi. 2019. THE IMPLICATION OF
WORK LOAD IN THE WORK PLACE THAT MAY PROVOKE WORK STRESS.
South East Asia Journal of Contemporary Business, Economics and Law. 20. Issue 5,
December 2019. 171-177 ISSN 2289-1560

Dewi, K., Minarsih, M. M., & Wahyono, E. H. (2018). “Pengaruh Work-Family Conflict,
Kepemimpinan dan Lingkungan Kerja Terhadap Turnover Intention Karyawan Wanita
dengan Kepuasan Kerja Sebagai Variabel Intervening”. (Studi Kasus Pada Bagian Sewing
PT. Ungaran Sari Garments Semarang). Journal of Management, 4(4).

Ferdinand, Agustiy (2006). “Metode Penelitian Manajemen”. Badan Penerbit Universitas
Diponegoro, Semarang.

Forsyth, D. R.. (1999). Group Dynamics. California: Brook/Cole Publishing Company.

Forsyth, D. R.. (2010). Group DynamicFifth Edition. USA; Wadsworth Chengage Learning

Ghozali, 1. (2014). “SEM Metode Alternatif dengan menggunakan Partial Least Squares (PLS) .
Semarang: Badan Penerbit Universitas Diponegoro

Gunawan, Asep. (2016). "Faktor-Faktor yang Mempengaruhi Terjadinya Intensi Turnover Pada
Karyawan PT BAN Indonesia." JBIMA (Jurnal Bisnis dan Manajemen) 4.1 : 18-26.

Halungunan, Hadia. (2015). “Pengaruh Job Insecurity Terhadap Occupational Self-Efficacy pada
Karyawan PT. Sandang Asia Maju Abadi Semarang”. Diss. UNIVERSITAS NEGERI
SEMARANG.

Hanafiah, Muhammad. (2014). "Pengaruh kepuasan kerja dan ketidakamanan kerja (job insecurity)
dengan intensi pindah kerja (turnover) pada karyawan PT. BUMA Village Suaran
Sambaliung District of Berau." Jurnal Psikologi 1.3 : 303-312.

Handaru, A, W & Muna, N (2012) Pengaruh kepuasan gaji dan komitmen organisasi terhadap
intensi turnover pada devisi PT. Jamsostek. Jurnal riset manajemen sains Indonesia, 3, 1-
9.

Hasibuan, S.P. Malayu, (2013). “Manajemen Sumber Daya Manusia, cetakan sepuluh”. Jakarta :
PT. Bumi Aksara.

Hokroh, M., Hahan-Green, G., & Soelton, M. (2020). Factors Influencing Health Wearables
Adoption and Usage in Saudi Arabia. Journal of Business and Technology Management
(JBTM), HolyKnight, vol. 1, 33-42. doi.org/10.46410/jbtm.2020.1.1.05.

Inge Hutagalung, Mochamad Soelton, Ayu Octaviani. 2020. The role of work life balance for
organizational commitment. Management Science Letters Vol. 10 Issue. 15 (2020) 3693—
3700. homepage: www.GrowingScience.com/msl

Jumadi, M Soelton, T Nugrahati. 2018. Bagaimanakah Beban Kerja dan Stres Kerja
Mempengaruhi Organizational Citizenship Behavior (OCB) dan Kinerja Karyawan PT.
Multitek Indopanca Jakarta. Forum Manajemen Indonesia 10-Pelembang. 10 (November
2018), 501

Putra, Kadek Arya Ramana, and I. Wayan Suana. (2016). "Pengaruh Komitmen Organisasional
Dan Job Insecurity Terhadap Turnover Intention Pada Karyawan Arma Museum & Resort
Ubud." E-Jurnal Manajemen , 5 12).

Kim, Seung Yong, and Robert R. Taylor. (2001). “4 LMX Model: Relating Multi Level Antecedent
to the LMX Relationship and Citizenship Behavioar”. The Midwest Academy of
Management Association Cenference.

Kuean, W., Khin, E., & Kaur, S. (2010). “Employees Turnover Intention to Leave: The Malaysian
Contexts” The South East Asian Journal of Management, Vol. 4, No. 2, Hal. 93-111.
Mangkunegara, A. A. Anwar Prabu. (2011). “Manajemen Sumber Daya ManusiaPerusahaan.

Bandung” : PT Remaja Rosdakarya.

Mochamad Soelton, Mohammed Hokroh, Eko Tama Putra Saratian, Tati Nugrahati, Aulia Putra,

Tine Yuliantini, Febry Nur Fauzy, Miftahuddin M. Sidik. 2020. Exploring Factors That

137


javascript:void(0)
javascript:void(0)
http://www.growingscience.com/msl
javascript:void(0)
javascript:void(0)
javascript:void(0)

Mahendra et al., 127 - 141 Jurnal SWOT, Volume IX, No 2, Mei 2019

Influence Work Engagement in Social Welfare Institution at Gayo Lues Atjeh — Indonesia.
American International Journal of Business Management (AIJBM) ISSN- 2379-106X,
www.aijom.com Volume 3, Issue 10 (October 2020), PP 46-58

Mochamad Soelton, Marco Suatoni, Tantri Yanuar Rahmat Syah, Yanto Ramli, Puji Santoso, Bella
Amanda and Rini Octaviani, 2020. Conceptualizing The Role of Organizational
Commitment. American International Journal of Business Management (AIJBM). ISSN-
2379-106X, www.aijom.com. Volume 3, Issue 8 (August 2020), PP 178-188.

Mochamad Soelton, Irfan Noviandy Aulia, Inge Hutagalung, Tantri Yanuar Rahmat Syah, Silvi
Kurniasari. 2020. Recognizing How The Burnouts and Acuted Stress Affects Turnover
Intention in The Stationary Industry. International Journal of Economics, Commerce and
Management. United Kingdom, ISSN 2348 0386, Vol. VIII, Issue 6, June 2020.

Mochamad Soelton, Noermijati Noermijati, Fatchur Rohman, Mugiono, Irfan Noviandy Aulia and
Rustam Efendi Siregar. 2020. Reawakening perceived person organization fit and
perceived person job fit: Removing obstacles organizational commitment. Management
Science  Letters Vol. 10 Issue 13  (2020) 2993-3002  homepage:
www.GrowingScience.com/msl

Mochamad Soelton, Noermijati Noermijati, Inge Hutagalung, Nicko Gana Saputra, Suprapto,
Sonia Tiffany. (2020). What is the Role of Women When Faced with Personal Conflicts at
Work?. European Journal of Business and Management. Vol.12, No.14, 2020
www.iiste.org ISSN  2222-1905 (Paper) ISSN 2222-2839 (Online). DOI:
10.7176/EJBM/12-14-01

Mochamad Soelton, Noermijati Noermijati, Nicko Alexander Vizano, Yenida Parmariza, Yudha
B. Abadi, Shandra Zulfriadi. (2020). Recognizing the Role of Job Satisfaction in
Predicting the Relationship Between Political Organization, Organizational Climate, and
Organizational Culture on Organizational Citizenship Behaviour on Liquor Distributor
Companies in Indonesia. European Journal of Business and Management. Vol.12, No.13,
2020 www.iiste.org ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 72. DOI:
10.7176/EJBM/12-14-01

Mochamad Soelton, Yudha B. Abadi Nicko Gana Saputra Eko Tama Putra Saratian Harefan Arief,
Devi Haryanti. 2020. Factors affecting turnover intention among waiters in franchise
restaurants. South East Asia Journal of Contemporary Business, Economics and Law, Vol.
21, Issue 5 (April) ISSN 2289-1560 2020 126

Mochamad Soelton, Eko Tama Putra Saratian Anees Janee Ali Tine Yuliantini Dwi Astari. 2020.
The implication of emotional environment that may effect the employee turnover intention.
South East Asia Journal of Contemporary Business, Economics and Law, Vol. 21, Issue 5
(April) ISSN 2289-1560 2020 108

Mochamad Soelton, Eko Tama Putra Saratian Anees Janee Ali Sri Anah Immanuel Alfe Andre
Yosef. 2019. Implementation of organizational commitment in engineering and
construction industries. South East Asia Journal of Contemporary Business, Economics
and Law, Vol. 20, Issue 5 (DEC) ISSN 2289-1560 2019 167

Mochamad Soelton, Yanto Ramli Anees Janee Ali Harefan Arief, Eko Tama Putra Saratian
Eviyanti Pasaribu. 2020. To imply the organizational citizenship behavior in the work
place to improve employee performance. International Journal of Business, Economics
and Law, Vol. 21, Issue 5 (April) ISSN 2289-1552 2020 70.

Mochamad Soelton, Nicko Alexander Visano, Irfan Noviandy Aulia, Mugiono, Tantri Yanuar
Rahmat Syah Lecturer, Siti Annisa Febriyani. 2020. Work Insecurity Enhances Work
Stress and Burnout in Indonesian Railway Industry. THE INTERNATIONAL JOURNAL
OF BUSINESS & MANAGEMENT. Vol. 8 Issue 4 April, 2020 ISSN 2321-8916
www.theijbm.com

Mochamad Soelton, Nicko Alexander Visano, Irfan Noviandy Aulia, Mugiono, Bayu Hatmo
Purwoko, Tantri Yanuar Rahmat Syah, Nonni Hastuti. 2020. The Impact of Employee’s

138


http://www.growingscience.com/msl
http://www.iiste.org/
http://www.iiste.org/
http://www.theijbm.com/

Mahendra et al., 127 - 141 Jurnal SWOT, Volume IX, No 2, Mei 2019

Commitment and Personality That Influence Their Organizational Citizenship Behavior in
Property Industry. THE INTERNATIONAL JOURNAL OF BUSINESS & MANAGEMENT.
ISSN  2321-8916 www.theijbm.com 232 Vol 8 Issue 4 DOl No.:
10.24940/theijbm/2020/v8/i4/BM2004-055 April, 2020

Mangkuprawira, Sjafri, TB. (2004). “Manajemen Sumber Daya Manusia Strategik”. Ghalia.
Jakarta.

Masuda, A. D., Poelmans, S. A, Allen, T. D., Spector, P. E., Lapierre, L. M., Cooper, C. L., ... &
Lu, L. (2012). “Flexible work arrangements availability and their relationship with work-
to- family conflict, job satisfaction, and turnover intentions”: A comparison of three
country clusters. Applied psychology, 61(1), 1-29.

Mathis, R., & John, J. (2005). “Employee Turnover”. July, 2015, hal 125-126.

Mathis, R., & John, J. (2006). “Human Resource Management”. Jakarta: Salemba Empat.

Mathis, R.L., & Jackson, J.H. (2009). “Manajemen Sumber Daya Manusia”. Jakarta : Salemba
Empat.

Mikhriani, Mikhriani. (2016). "Kepuasan Kerja Dan Burnout Terhadap Intensitas Turnover Pada
Karyawan Organik Dan Anorganik Di AJB Bumiputera Syariah Yogyakarta." Jurnal
MD 2.1.

Mobley, William H. (2011). Pergantian karyawan Sebab Akibat pengendaliannya. Alih bahasa
Nurul Iman. Jakarta: PPM dan bisnis.

Mobley,W, H., Griffeth,R,H., Hand,H,H., dan Meglino,B,M. (1986). “Review and conceptual
analysis of the employee turnover process”. Psychol. Bull. 86 493-522. 10.1037/0033-
2909.86.3.493.

Nayaputera, Yatna. (2011). Tesis. “Analisis Pengaruh Kepuasan Kerja dan Stress Kerja terhadap
Intensi Turnover Costumer Service Employee di PT Plaza Indonesia Realty Tbk”.
FISIPUI. Jakarta.

Panggabean, Mutiara Sibarani. (2004). “Manajemen Sumber Daya Manusia”. Edisi Pertama.
Cetakan Kedua. Bogor Selatan : Penerbit Ghalia Indonesia.

Pienaar, Jaco, et al. (2013). "The cognitive/affective distinction of job insecurity: Validation and
differential relations.” Southern African Business Review 17.2 : 1-22.

Rahmawati, Muthi’A. Rizki, & Mikhriani Mikhriani. (2016). "Kepuasan Kerja Dan Burnout
Terhadap Intensitas Turnover Pada Karyawan Organik Dan Anorganik Di AJB Bumiputera
Syariah Yogyakarta." Jurnal Manajemen Dakwah 2.1.

Rantika, Renny dan Sunjoyo. (2011). “Pengaruh Konflik Kerja-Keluarga Terhadap Komitmen
Oragnisasi yang Dimediasi oleh Kepuasan Kerja Pada Profesi Perawat di Rumah Sakit
Umum Daerah (RSUD) DR. Moewardi Surakarta”. Jurnal Manajeman Teori dan Terapan,
2 (4), 28-43.

Ridlo, I. A. (2012). “Turnover Karyawan Kajian Literatur”. Surabaya : Public Health Movement
Indonesia.

Richard L. Daft. (2010). “New Era of Management Ninth Edition. Canada.: Cengange Learning”.

Rivai, Veithzal. (2010). “Manajemen Sumber Daya Manusia Untuk Perusahaan”. Jakarta : Muri
Kencana

Robbins, Stephen P., and Mary Coulter, (2012), “Management, Eleventh Edition, One Lake Street,
Upper Saddle River”, New Jersey, 07458.

Robbins and Judge. (2015). Organizational Behavior Edition 15. New Jersey: Pearson Education.

Robbins, S.P. (2006). “Perilaku Organisasi”, Edisi Kesepuluh, PT Indeks: Kelompok Gramedia.

Rowntree, D. (2005). “Educational Technology in Curriculum Development (2nd Ed)”. Great
Britain: Harper and Row, Publishers.

Sandi Freza Mahaztra, (2014). “Analisis Pengaruh Kompensasi Dan Job insecurity Terhadap
Turnover Intention Pada Studi Pada Guru SDIT Asy-Syaamil Bontang”. Fakultas
Ekonomika dan Bisnis, Universitas Diponegoro Semarang.

139


http://www.theijbm.com/

Mahendra et al., 127 - 141 Jurnal SWOT, Volume IX, No 2, Mei 2019

Setiawan, R., & Hadianto, B. (2013). “Job insecurity dalam organisasi”. Bandung: Jurnal staff
pengajar. Fakultas Ekonomi Jurusan Manajemen Universitas Kristen Maranatha.

Soelton, M., P Amaelia, H Prasetyo. 2020. Dealing with Job Insecurity, Work Stress, and Family
Conflict of Employees. 4th International Conference on Management, Economics and
Business (ICMEB 2019). 2020/2 (167-174). atlantis-press.com

Soelton, M., S Himawan, L Fazriyanti, S Ria, | Gustiawan. 2018. Visionary Leadership Structure:
Stress Levels On Performance In Technology and Communications Industry. Forum
Manajemen Indonesia 10-Palembang. 10 (November 2018), 508

Soelton, M., S Ria, F Arifin. 2018. Effect of Organizational Culture, Job Satisfaction, and
Engagement on Employee Performance in Government Company. Proceeding
International Conference on Management Economics and Business of Universitas Mercu
Buana (ICMEB 2018). Jilid 2018. ISBN 978-979-99488-3-0

Soelton, M., L Yuliana. 2018. Effect of Organizational Culture, Organization Commitment, and
Work Loyalty on Employee Performance in Manufacture Industry. Proceeding
International Conference on Management Economics and Business of Universitas Mercu
Buana (ICMEB 2018). Jilid 2018. ISBN 978-979-99488-3-0

Soelton, M., A Daryadi. 2018. Effect on Compensation, Work Environment, Education, and
Training on Employee Performance or Coffee Bean Outlets in Jakarta. Proceeding
International Conference on Management Economics and Business of Universitas Mercu
Buana (ICMEB 2018). Jilid 2018. ISBN 978-979-99488-3-0

Soelton, M., S Hardiati, M. 2016. Pengaruh Standar Pelatihan kerja dan Organizational
Citizenship Behavior terhadap Kinerja Pegawai pada Panti Sosial Bina Netra Tan Miyat
Bekasi. Jurnal llmiah Manajemen dan Bisnis. 3 (1), 1-137.

Soelton, M., NN Syamsu, N., Andesna, L Linggarnusantra, P Pebriani. 2019. Bagaimanakah
Konflik Peran dan Beban Kerja Mempengaruhi Kinerja Karyawan Dengan Burnout
sebagai Variabel Intervening. Jurnal IiImiah Manajemen dan Bisnis. 5 (1), 1-13

Soelton, M., ETP Saratian, AJ Ali, S Anah, IAA Yosef. 2019. IMPLEMENTATION OF
ORGANIZATIONAL COMMITMENT IN ENGINEERING AND CONSTRUCTION
INDUSTRIES. South East Asia Journal of Contemporary Business, Economics and Law.
20, Issue 5, December 2019. 167-171 ISSN 2289-1560

Soelton, M., P Amaelia, H Prasetyo. 2020. Dealing with Job Insecurity, Work Stress, and Family
Conflict of Employees. 4th International Conference on Management, Economics and
Business (ICMEB 2019). 2020/2 (167-174). www.atlantis-press.com

Soelton, M., D Amalia, N Noermijati, B Wahyudiono. 2020. Self-Esteem: The Levels of
Religiosity in Job Insecurity and Stress in Government Company. 4th International
Conference on Management, Economics and Business (ICMEB 2019). 2020/2 (302-310).
www.atlantis-press.com

Soelton, M., D Hardianti, S Kuncoro, J Jumadi. 2020. Factors Affecting Burnout in Manufacturing
Industries. 4th International Conference on Management, Economics and Business
(ICMEB 2019). 2020/2 (46-52). www.atlantis-press.com

Soelton, M., BH Purwoko, M Scelton, R Yuvitasari. 2020. Recognizing How the Job
Involvement, Burnout, and Self-Efficacy Work Influences the Work Stress at International
Hospitals. 4th International Conference on Management, Economics and Business
(ICMEB 2019). 2020/2 (264-270). www.atlantis-press.com

Soelton, M., PA Lestari, H Arief, RL Putra. 2020. The Effect of Role Conflict and Burnout
Toward Turnover Intention at Software Industries, Work Stress as Moderating Variables.
4th International Conference on Management, Economics and Business (ICMEB 2019).
2020/2 (185-190). www.atlantis-press.com

Somech, A., & Drach-Zahavy, A. (2000). Understanding extra role behavior in school: The
relationship between job satisfaction, sense of efficacy and teacher extra role behavior.
Teaching and Teacher Education, 16, 649 - 659.

140


javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
javascript:void(0)
http://www.atlantis-press.com/
javascript:void(0)
javascript:void(0)
http://www.atlantis-press.com/
javascript:void(0)
javascript:void(0)
http://www.atlantis-press.com/
javascript:void(0)
javascript:void(0)
javascript:void(0)
http://www.atlantis-press.com/
javascript:void(0)
javascript:void(0)
http://www.atlantis-press.com/

Mahendra et al., 127 - 141 Jurnal SWOT, Volume IX, No 2, Mei 2019

Soelton, M., Visano, N. A., Noermijati, N., Ramli. Y., Syah. T. Y. R., & Sari, Y. J. (2020). The
Implication Of Job Satisfaction That Influence Workers To Practice Organizational
Citizenship Behavior (Ocb) In The Work Place. Archives of Business Research, 8(5). 33-48
Publication Date: May 25, 2020 DOI: 10.14738/abr.85.8139.

Soelton, M., Visano, N. A., Aulia, I. N., Rohman. F., Abadi. Y. B., & Adelia, D. (2020). Factors
That Affect The Masinical Productivity In The Indonesian Railway Industry. Archives of
Business Research, 8(5). 49-62. Publication Date: May 25, 2020 DOI:
10.14738/abr.85.8183.

Soelton, M., Nugrahati, T., Setiawan, M., Rochman, F., Pratama, A. (2019). Gender: Stress Levels
on Performance in Modern Industry. Archives of Business Research, 7 (2), 72-81, DOI:
10.14738/abr.72.6131.

Soelton, M & Atnani, M. (2018). How Work Environment, Work Satisfaction, Work Stress on The
Turnover Intention Affect University Management. Jurnal Manajemen Bisnis Indonesia. 5
3)

Soelton, M., Umar, M. (2018). Recognizing How The Time Demands of Work Influences the Turn
Over Intention in Banking Industry. European Journal of Business and Management
(EJBM), 12 (19)

Soelton, M. (2018). How Culture, Training Standard and Discipline on the Employee Performance
Affect Hotel Management. European Research Studies Journal, 21(4), 378-385.

Soelton, M., & Nugrahati, T. (2018). How Complaining Behaviors Effect on Coping Stress and
Anxiety. International Journal of Saudi Journal of Business and Management Studies
(SJBMS), 3(6), 623-628.

Soelton, M., & Oktapriatna, N. (2018). How Complaining Behaviors Effect on Performance in
Government Industries?. International Journal of Saudi Journal of Business and
Management Studies (SJBMS), 3(6), 623-628.

Soelton, M., & Rakasidhi, J. (2018). How to Implementation Organization Citizenship Behaviors
with performance on Accident insurance service. European Journal of Business and
Management (EJBM), 10(15), 10-16.

Soelton, M., Pebriani, P., Umar, M., Triwulan, J., & Wilantara, J. How transformational leadership,
communication, and workload on the employee performance affect shoes industries. South
East Asia Journal of Contemporary Business, Economics and Law, Vol. 17, Issue 5
(December) ISSN 2289-1560

Soelton, M., Nugrahati, T., Setiawan, M., Rohman, F., & Pratama, A. (2019). Gender: Stress
Levels On Performance In Modern Industry. Archives of Business Research, 7(2).

Soelton, Mochamad. (2018). "Toward The Best Model In Recruitment Process And Employee
Competence In Outsourcing Industries." Jurnal Ekonomi 23.2

Steven L. Mc Shane dan Mary Ann Von Glinow. (2010). “Organizational Behavior Emerging
Knowledge and Practice for the Real Word, Fifth Edition. New York: McGraw-Hill”.

Sugiono. (2013). “Metode Penelitian Kuantitatif, Kualitatif, dan R&D”. Bandung: Alfabeta.

Sugiyono. (2014). “Metode Penelitian Kuantitatif kualitatif dan R&D”. Bandung: Alfabeta

Sumarsan, Thomas. (2013). “Sistem Pengendalian Manajemen (Konsep, Aplikasi, dan Pengukuran
Kinerja Edisi 2) . Jakarta, PT. Indeks

Suryani., dan Hendryadi. (2015). “Metode Riset Kuantitatif Teori Dan Aplikasi Pada Penelitian
Bidang Manajemen Dan Ekonomi Islam”. Edisi Pertama. Cetakan ke-1. Jakarta :
Prenadamedia Group.

Susanto. (2010). “Analisis Pengaruh Konflik Kerja Keluarga terhadap Kepuasan Aset”,75-85

Sutrisno, Edy. (2013). “Budaya Organisasi. Manajemen Sumber Daya Manusia”. Jakarta:
Kencana Prenada Media Group.

Trihapsari, R. V. & Nashori, F. (2011). “Kohesivitas kelompok dan komitmenorganisasi pada
financial advisorasuransi ‘x” Yogyakarta”. Proyeksi, 6 (2), 12-20. Yogyakarta : Universitas
Islam Indonesia

141



