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ABSTRACT

This study aims to analyze the influence of job embeddedness, self-efficacy, and servant leadership on turnover
intention in employees of PT Roki Indonesia. The background of the research is based on the increase in turnover
which has an impact on the reduction of the company's effectiveness in achieving the target. Using the purposive
sampling method, as many as 53 respondents from a total population of 205 employees were selected as a research
sample. Data was collected through questionnaire deployment and analyzed using the Partial Least Square
(Smart-PLS) approach. The results of the study showed that job embeddedness and self-efficacy did not have a
significant effect on turnover intention. On the other hand, servant leadership has been proven to have a negative
and significant influence on turnover intention, which means that servant leadership is able to suppress employees'
desire to leave the company. This research is expected to make a practical contribution in the preparation of
human resource management strategies, as well as theoretical contributions to the development of management
science, especially in the field of organizational behavior and leadership.
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RESEARCH BACKGROUND

Global changes that occur in the modern era require every company to adapt to
technological developments, work patterns, and competitive dynamics in the labor market.
Human resources (HR) are the most important asset in dealing with these changes, because the
success of an organization is basically determined by the quality of the people involved in it.
Without good human resource management, business strategies designed by companies are
difficult to implement optimally. HR plays a key role in ensuring that every business process
runs in accordance with the organization's vision. Therefore, various companies place
employee development as a strategic priority. However, behind the importance of human
resources, the problem of turnover or the exit of employees from the company is still a big
challenge faced, both by large and small organizations.

Data obtained from the Human Resource Development (HRD) department of PT Roki
Indonesia shows that the employee turnover rate in the 2020-2024 period has increased
significantly. The turnover percentage, which was initially at 18.72% in 2020, continues to
increase until it reaches 28.29% in 2024. The average turnover rate over the past five years
was recorded at 22.71%, which is a relatively high figure when compared to the normal
standard of turnover which should be below 10% per year. This high number indicates that
there are serious problems in human resource management that need to be addressed
immediately. Increased turnover not only impacts the number of employees, but also affects
the company's overall productivity and performance. Therefore, it is important to identify the
main factors that drive turnover intention.

The results of a pre-survey conducted by the researcher on PT Roki Indonesia employees
provide an initial overview of the variables that have the potential to affect turnover intention.
Of the ten factors identified, there are three most prominent variables, namely job
embeddedness, self-efficacy, and servant leadership. These three factors are considered to play
abig role because they are directly related to employee attachment, self-confidence in abilities,
and the leadership style of superiors. Based on pre-survey data, as many as 67.70% of
respondents felt that they did not have a match with the work community, another 67.70%
admitted that they had difficulty in solving work problems due to low self-efficacy, and
61.30% stated that they did not feel attention from leaders. This condition strengthens the
suspicion that these three variables are closely related to the employee's intention to leave the
company.

The high turnover intention at PT Roki Indonesia not only has implications for the
company's internal aspects, but also affects competitiveness in the automotive industry. As an
automotive component manufacturing company that supplies the needs of various vehicle
manufacturers, PT Roki Indonesia is required to maintain production consistency with
international quality standards. High turnover can disrupt the production chain, decrease
efficiency, and ultimately affect the company's reputation in the eyes of business partners.
Therefore, understanding the factors that affect turnover intention, such as job embeddedness,
self-efficacy, and servant leadership, is very important. Thus, the right HR management
strategy can be designed to retain potential employees and improve the sustainability of the
organization.

Research on the influence of job embeddedness, self-efficacy, and servant leadership on
turnover intention in employees of PT Roki Indonesia is expected to make a theoretical and
practical contribution. Theoretically, this research enriches the literature on human resource
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management, particularly in the field of organizational behavior and leadership. The results of
the study can be a reference for academics who want to study more deeply the factors that
affect turnover intention. Practically, this research is expected to be an evaluation material for
the management of PT Roki Indonesia in formulating a human resource management strategy,
so that turnover intention can be suppressed.

LITERATURE REVIEW

Human Resource Management (HRDM)

Human resource management is a series of processes that include planning, organizing,
directing, and supervising activities related to workforce management in an organization. The
goal is to ensure that employees are able to contribute optimally to the achievement of the
company's goals. According to Sihotang, MSDM covers various functions ranging from
recruitment, selection, training, compensation, development, to termination of employment.
Tran & Herzig (2020) through the Two Factor Theory also emphasized that there are two
important aspects in influencing employees' work attitudes, namely hygiene factors (such as
salary and working conditions) and motivating factors (such as recognition and achievement).
These two aspects need to be considered so that the company is able to create a conducive and
productive work environment (Haque-Fawzi et al., 2022).

Turnover Intention

Turnover intention is defined as an employee's intention to leave their job, whether
voluntarily or not. Eviana & Saputra (2022) explained that turnover starts from dissatisfaction,
the emergence of a desire to leave, looking for other job alternatives, to the decision to resign.
Factors that affect turnover intention include individual characteristics, work environment
conditions, job satisfaction levels, and organizational commitment (Suci, 2021). The dimension
of turnover intention includes three aspects, namely thoughts of quitting, intention to quit, and
intention to search for another job (Latief et al., 2020). High turnover intention indicates a
serious problem in the organization, so it is important to understand the factors behind it.

Job Embeddedness

The concept of job embeddedness was introduced by Firer & Mitchell Williams (2003)
to explain why a person chooses to stay in their job. Job embeddedness describes the totality of
the forces that bind an employee to stay in an organization. The main dimensions of job
embeddedness consist of fit (conformity between individuals and organizations), links (social
relationships formed in the workplace and the surrounding environment), and sacrifice
(sacrifices that must be made if leaving work). The higher this level of engagement, the less
likely an employee is to have turnover intention. On the other hand, if employees feel that they
are not suitable for work culture, have few social connections, or do not feel at a loss if they
leave, then the intention to change jobs will increase (Luthfia, 2012).

Self-Efficacy

Self-efficacy is an individual's belief in his or her ability to face challenges, complete
tasks, and overcome work pressure. Bandura (1986) states that self-efficacy affects the way a
person thinks, feels, motivates himself, and behaves. The three dimensions that reflect self-
efficacy are magnitude (the level of difficulty of the task that can be overcome), generality (the
scope of belief in various situations), and strength (the firmness of confidence in completing
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the task). Individuals with high self-efficacy tend to be more persistent in the face of obstacles,
while individuals with low self-efficacy are more likely to give up. In an organizational context,
low self-efficacy can increase turnover intention because employees feel incapable of meeting
the demands of their job (Kuhn & Carter, 2006).

Servant Leadership

Servant leadership is a leadership style that puts the interests of subordinates first.
According to DeAngelo (1981), servant leaders focus on the empowerment, development, and
well-being of employees. Cahya et al. (2021) describes the eight dimensions of servant
leadership, including vision, organizational stewardship, emotional healing, humility, altruistic
calling, wisdom, persuasive mapping, and service. Leaders who implement servant leadership
will try to understand the condition of employees, provide motivation, and create an empathetic
work environment. Previous research has shown that servant leadership is able to suppress
turnover intention by creating an emotional attachment between leaders and employees.

Previous Research

Various studies have examined the relationship between job embeddedness, self-efficacy,
and servant leadership and turnover intention. The results show inconsistencies. For example,
the research of Monica et al. (2023) found that job embeddedness had a negative effect on
turnover intention, while the research of Nguyen Thi et al. (2022) actually showed a positive
effect. The same thing happened to self-efficacy, where Haryanti (2024) research stated that it
had a negative effect, while Hastuti (2020) found a positive effect. Servant leadership has been
shown to have a negative effect on turnover intention (Nguyen Thi et al., 2022; Pranata, 2014;
Rahmayati & Pertiwi, 2018). This difference in results shows that there is a research gap that
needs to be researched further, especially in the context of PT Roki Indonesia.

Conceptual Framework

Based on previous theories and research, turnover intention is influenced by various
factors, including job embeddedness, self-efficacy, and servant leadership. Job embeddedness
describes the employee's attachment to their work through the dimensions of fit, links, and
sacrifice. Self-efficacy is related to an individual's confidence in his or her ability to complete
tasks. Meanwhile, servant leadership emphasizes the role of leaders in providing attention,
support, and service to their subordinates.

The conceptual framework in this study describes the relationship of the three
independent variables to turnover intention as dependent variables. Theoretically, job
embeddedness and self-efficacy are assumed to have a negative effect on turnover intention,
while servant leadership is also predicted to have a negative influence on turnover intention.
Thus, the higher job embeddedness, self-efficacy, and servant leadership, the lower the
employee turnover intention.
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Figure 1. Research Conceptual Framework
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METHOD

Research Design

This study uses a quantitative approach with a survey method. The quantitative approach
was chosen because this study focuses on testing the relationships between variables through
statistical analysis. The survey was conducted by distributing a structured questionnaire to
predetermined respondents. This design aims to obtain primary data directly from PT Roki
Indonesia employees so that the results of the research can describe real conditions in the field.

Population and Sample

The population of this study is all employees of PT Roki Indonesia which totals 205
people. The sampling technique is carried out by purposive sampling, which is the selection of
samples based on certain criteria that are relevant to the purpose of the research. Based on
calculations using the Arikunto (2019) formula, the number of samples used was 53
respondents. The criteria for the respondents selected include permanent employees with a
minimum working period of one year, so they are considered to have sufficient experience in
assessing the condition of the organization.

Data Analysis Method

Primary data was obtained through the distribution of questionnaires directly to the
selected respondents. In addition, secondary data is also used to strengthen the analysis, which
is sourced from company documents, journals, books, and previous research relevant to the
research topic. The combination of primary and secondary data is expected to provide a more
comprehensive picture of the condition of turnover intention at PT Roki Indonesia. Data
analysis was carried out using Partial Least Square (PLS) which was operated through
SmartPLS software. This method was chosen because it is able to analyze complex models,
while at the same time being able to be used on relatively small sample sizes. PLS analysis
includes two stages, namely measurement model testing (outer model) and structural model

https://journal.arepublisher.com/index.php/jebels‘ 99



Journal of Emerging Global Synergy on Business, Management, prISSN:

Economics, Law and Society (JEBELS) e-ISSN:
Volume 1 Number 1 | Februari 2026

testing (inner model). The outer model is used to test the validity and reliability of indicators,
while the inner model is used to test the relationships between variables in the research model.

RESULTS AND DISCUSSION

Data Quality Test Results
1. Outer Model
a. Convergent Validity
Convergent validity is tested through the outer loading value of each indicator. The
indicator is declared valid if the outer loading value > 0.70. The test results show that most
of the indicators are eligible, so they can be used in further analysis.

Figure 2. PLS Algoritma Results

WIARE L [

b. Discriminant Validity
The discriminant validity test was carried out by looking at the cross loading value. Each
indicator should have a higher loading value to its variable compared to the other.

Table 1. Cross Loadings Results

Job Self Efficacy Servant Leadership Turnover
Embeddedness(X1) (X2) (X3) Intention (YY)
X1P1 0.775 0.618 0.641 0.597
X1P2 0.830 0.647 0.642 0.612
X1P3 0.867 0.597 0.727 0.663
X1P4 0.880 0.744 0.766 0.695
X1P5 0.842 0.725 0.782 0.776
X1P6 0.849 0.842 0.829 0.786
X2P1 0.694 0.856 0.738 0.768
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Job Self Efficacy Servant Leadership Turnover
Embeddedness(X1) (X2) (X3) Intention (YY)
X2pP2 0.671 0.841 0.659 0.653
X2P3 0.700 0.848 0.792 0.748
X2P4 0.807 0.900 0.857 0.876
X2P5 0.704 0.829 0.699 0.697
X2P6 0.679 0.839 0.733 0.716
X3P1 0.866 0.818 0.857 0.780
X3P2 0.642 0.685 0.861 0.799
X3P3 0.786 0.691 0.811 0.758
X3P4 0.816 0.756 0.854 0.833
X3P5 0.817 0.873 0.924 0.899
X3P6 0.676 0.742 0.893 0.891
X3P7 0.770 0.810 0.910 0.889
Y1P1 0.775 0.817 0.840 0.877
Y1P2 0.703 0.717 0.816 0.846
Y1P3 0.670 0.680 0.831 0.871
Y1P4 0.666 0.767 0.858 0.886

c. Construct Reliability Test
Construct reliability is seen from Cronbach's Alpha and Composite Reliability values. A
construct is considered reliable if Cronbach's Alpha > 0.70 and Composite Reliability > 0.70.

Table 2. Composite Reliability & Cronbach’s Alpha Test Results

Variabel Cronbach’s Cor_np(_)s_,lte Information
alpha reliability
Job Embeddedness 0.917 0.935 Reliable
Self-Efficacy 0.925 0.941 Reliable
Servant Leadership 0.948 0.957 Reliable
Turnover Intention 0.943 0.954 Reliable

2. Inner Model

The evaluation of the structural model was carried out through the R-Square test to see the
magnitude of the influence of independent variables on the dependent variables. The results
showed that turnover intention was influenced by job embeddedness, self-efficacy, and servant
leadership with an R-Square value of:

Table 3. R-Square
R Square R Square Adjusted
Turnover Intention (Y) 0.928 0.923

Source: Smart PLS, 2025

In addition, the significance test was carried out using bootstrapping on SmartPLS. The test
results showed that job embeddedness and self-efficacy had no significant effect on turnover
intention, while servant leadership had a significant negative effect on turnover intention.
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Figure 3. Output Bootstrapping SmartPLS

Table 4. Hypothesis Testing Results

Hipotesis Original T P Results
Sample (O) Statistics Values

Job Embeddedness (x1) Insignificant
-> Turnover Intention (Y) -0.111 0.795 0.427 Negatives
Self-Efficacy (X2) -> 0.179 1.512 0.131 Insignificant
Turnover Intention (Y) Positives
Servant Leadership (X3) -0.899 5.189 0.000 Significant
-> Turnover Intention (Y) Negatives

Discussion

The results of the study showed that job embeddedness did not have a significant effect
on turnover intention in PT Roki Indonesia employees. These findings indicate that employees'
attachment to the organization, both in the form of value match, social relationships, and
potential losses if they leave the company, is not strong enough to resist the desire to leave.
This can happen because external factors, such as other more promising job opportunities, have
greater appeal to employees. Thus, even if employees feel they have a certain attachment, they
still consider other, more advantageous aspects outside the organization.

The insignificance of the influence of job embeddedness in this study is also in line with
the research of Nguyen Thi et al. (2022) which found similar results. This means that work
attachment is not the only determining factor in suppressing turnover intention, especially in
the context of the manufacturing industry. PT Roki Indonesia employees may focus more on
financial aspects, career development opportunities, or work environment conditions than on
emotional attachment to the company. This shows the need for an HR management strategy
that not only relies on the formation of attachments, but also increases the attractiveness of the
company in terms of compensation and career.
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The results of the study also found that self-efficacy had no significant effect on turnover
intention. These findings indicate that employees' self-confidence in getting work done doesn't
necessarily affect their intention to stay afloat. Employees with high levels of self-efficacy may
still opt out if they feel they are not getting the appropriate rewards or adequate opportunities
for development. Conversely, employees with low self-efficacy can survive if they feel
financially secure or have strong social ties with colleagues. Thus, self-efficacy has more to do
with work performance than with the intention to stay in the organization.

On the other hand, servant leadership has been proven to have a negative and significant
influence on turnover intention. These findings show that service-based leadership has an
important role in suppressing employees' intention to leave the company. Leaders who are able
to show concern, listen to complaints, and provide emotional support and motivation to
employees will create a sense of comfort at work. This condition builds employee loyalty and
fosters a sense of belonging to the organization. Therefore, a servant leadership style can be an
effective strategy in increasing employee retention at PT Roki Indonesia.

Overall, the results of this study show that leadership factors have a more dominant
influence than work attachment and individual self-confidence. This is consistent with the
research of Khan (2021) and Anggono et al. (2022) which confirms that servant leadership can
be a major determinant in reducing turnover intention. Therefore, PT Roki Indonesia needs to
focus its efforts on developing service-oriented leadership. The implementation of leadership
training programs, the establishment of a supportive organizational culture, and a fair reward
system are strategic steps that companies can take to reduce employee turnover rates in the
future.

CONCLUSIONS AND RECOMMENDATIONS

Conclusions

Based on the results of a study conducted on 53 employees of PT Roki Indonesia, it
can be concluded that job embeddedness and self-efficacy do not have a significant influence
on turnover intention. This shows that employees' attachment to the organization and their
self-confidence in completing tasks are not the main factors that determine the desire to
survive. Employees tend to consider other factors, such as external job opportunities,
compensation, and work environment conditions, in making decisions to leave the company.

On the other hand, servant leadership has been proven to have a negative and
significant effect on turnover intention. This means that the higher the implementation of
service-based leadership, the lower the tendency of employees to leave the company. This
emphasizes the importance of the role of a leader who is able to provide attention, support,
and concern for his subordinates. This research makes a practical contribution to the
management of PT Roki Indonesia, namely the need to improve the quality of leadership
through training and development programs in order to reduce turnover intention.

REFERENCES

Anggono, A., Syahriza, F., & Amelia, F. I. (2022). Analisis Perbandingan Kinerja Keuangan
Perusahaan Sektor Pertambangan Di Indonesia dan Malaysia. Jurnal Kajian Akuntansi
Dan Auditing, 17(2), 77-87.

Arikunto, S. (2019). Prosedur Penelitian. Rineka Cipta.

https://journal.arepublisher.com/index.php/jebels‘ 103



Journal of Emerging Global Synergy on Business, Management, prISSN:

Economics, Law and Society (JEBELS) e-ISSN:
Volume 1 Number 1 | Februari 2026

Bandura, A. (1986). Social foundations of thought and action. Englewood Cliffs, NJ, 1986(23—
28), 2.

Cahya, E. D., Susumaningrum, L. A., & Muhammad Nur, K. R. (2021). The Relationship of
Father’s Involvement in Parenting with The Independent Level of Children Daily Living
Activity in Children with Mental Retardation in SLB-C TPA Jember Regency. Nursing
and Health Sciences Journal (NHSJ), 1(1), 31-37. https://doi.org/10.53713/nhs.v1i1.12

DeAngelo, L. E. (1981). Auditor size and audit quality. Journal of Accounting and Economics,
3(3), 183-199.

Eviana, V., & Saputra, A. J. (2022). Analisis Faktor-Faktor yang Memengaruhi Minat
Penggunaan Sistem Pembayaran Pay Later. Jurnal Pendidikan Tambusai, 6(1), 1968—
1977.

Firer, S., & Mitchell Williams, S. (2003). Intellectual capital and traditional measures of
corporate  performance. Journal of Intellectual Capital, 4(3), 348-360.
https://doi.org/10.1108/14691930310487806

Haque-Fawzi, M. G., Iskandar, A. S., Erlangga, H., & Sunarsi, D. (2022). Strategi pemasaran
konsep, teori dan implementasi. Pascal Books.

Haryanti, N. (2024). Peningkatan akses permodalan bagi usaha mikro kecil menengah
(UMKM). Transgenera: Jurnal limu Sosial, Politik, Dan Humaniora, 1(2), 122-136.

Hastuti, R. K. (2020). Kacau! Gagal Bayar 5 Asuransi Ini Bikin Nasabah Teriak.
Cnbcindonesia.Com.

Khan, M. (2021). Analysing the State of Sector-Specific CSR Reporting: Evidence From
Pakistan. University of the West of Scotland. https://doi.org/10.4018/978-1-7998-4787-
8.ch001

Kuhn, J. C., & Carter, A. S. (2006). Maternal self-efficacy and associated parenting cognitions
among mothers of children with autism. American Journal of Orthopsychiatry, 76(4),
564-575. https://doi.org/10.1037/0002-9432.76.4.564

Latief, S., Zakaria, J., & Mapparenta, M. (2020). Pengaruh kepercayaan kepada pemerintah,
kebijakan insentif pajak dan manfaat pajak terhadap kepatuhan Wajib Pajak. CESJ: Center
Of Economic Students Journal, 3(3), 270-289.

Luthfia, K. (2012). Pengaruh Kinerja Keuangan, Ukuran Perusahaan, Struktur Modal, dan
Corporate Governance Terhadap Publikasi Sustainability Report.  Skripsi.
Semarang:Fakultas Ekonomi Universitas Diponegoro.

Monica, G. C., Ginting, R. R., & Simorangkir, E. N. (2023). The Profitability, Leverage, and
Sales Growth on tax Avoidance through Company Size as Moderating Variable on
Manufacturing Companies in Sector of Consumer Goods Listed on the Indonesia Stock
Exchange 2019-2021. 6(5), 141-150.

https://journal.arepublisher.com/index.php/jebels‘ 104



Journal of Emerging Global Synergy on Business, Management, prISSN:

Economics, Law and Society (JEBELS) e-ISSN:
Volume 1 Number 1 | Februari 2026

Nguyen Thi, B., Tran, T. L. A, Tran, T. T. H., Le, T. T., Tran, P. N. H., & Nguyen, M. H.
(2022). Factors influencing continuance intention of online shopping of generation Y and
Z during the new normal in Vietnam. Cogent Business & Management, 9(1), 2143016.

Pranata, A. W. F. D. (2014). Motivasi dan disiplin kerja pengaruhnya terhadap kinerja pegawai
pada bidang pendaftaran dan informasi penduduk di dinas kependudukan dan catatan sipil
kota bekasi jawa barat. Seminar Nasional” Perlindungan Hukum Terhadap Tenaga
Kesehatan Dan Pasien Dalam Perspektif UU No. 36 Tahun 2014".

Rahmayati, A., & Pertiwi. (2018). Journal of Islamic Finance and Accounting. Journal of
Islamic Finance and Accounting, 3(2), 111-120.

SUCI INDAH SARI. (2021). Faktor-Faktor Yang Berhubungan Dengan Status Gizi (Imt/U)
Siswa Kelas 9 Smpn 18 Pekanbaru. Poltekkes Kemenkes Riau.

Tran, T. T., & Herzig, C. (2020). Material flow cost accounting in developing countries: A
systematic review. Sustainability (Switzerland), 12(13).
https://doi.org/10.3390/su12135413

https://journal.arepublisher.com/index.php/jebels‘ 105



