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ABSTRACT

The purpose of this study is to examine how job
insecurity and work environment influence
employees' turnover intention, as well as how job
satisfaction functions as an intervening variable for
employees of the Banyumas District Education
Office. The methodology used is quantitative,
employing Smart PLS 3.2.9 for data analysis and a
questionnaire for data collection. Out of 527
employees in the population, 110 respondents were
randomly selected as the sample. The results
indicate that job insecurity has a positive and
significant effect on turnover intention, while the
work environment does not have a direct effect.
The work environment has a positive effect on job
satisfaction, but job satisfaction does not influence
turnover intention and does not mediate the
relationship between variables. These findings
emphasize the importance of reducing job
insecurity to reduce turnover intention
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INTRODUCTION

Human resources have a major role in a company's development.
Consequently, the caliber of a company's human resources is one of the elements
influencing its development (Aulia et al., 2021).

The Banyumas Regency Education Office is a local government agency
responsible for managing and developing the education sector in the Banyumas
Regency. In recent years, there have been interesting developments in personnel
policy within the Banyumas Regency Education Office. One notable
phenomenon is the transfer of employees by the local government. These
transfers are not only horizontal but also include promotions. This means that
some Education Office employees are transferred to other sectors within the
administrative boundaries of Banyumas Regency but with higher-ranking
positions and more complex responsibilities. In one year, the Education Office
transfers approximately 300 employees, and when totaled over the past five years,
around 1,500 employees have been transferred. Not all employees can adapt well,
which risks causing work-related stress, dissatisfaction, and even turnover
intention or the desire to change jobs. Therefore, a deep understanding of the
factors influencing turnover intention among employees undergoing transfers
and promotions is necessary.

One of the problems faced by companies is turnover intention. Turnover
intention can take the form of a strong desire to leave, which usually indicates
that employees are dissatisfied with the positions they have been given by the
company. However, this dissatisfaction can be caused by several factors, such as
employees feeling that they are underpaid, having insufficient work, finding
their work difficult, and feeling neglected (Rohani & Aryani, 2025). Turnover
intention within a company is influenced by various factors, including job
insecurity, work environment, and job satisfaction (Gunawan et al., 2024). One of
the factors influencing turnover intention is job insecurity. Job insecurity is the
feeling of discomfort in performing every task, which can lead to a decline in
work behavior and commitment, thereby increasing turnover intention (Aulia et
al., 2021). Job insecurity is also caused when the facilities and environment within
the company are inadequate, prompting employees to consider whether to stay
or leave the organization (Syamsul et al., 2022). In studies conducted by Maulana
et al. (2024); Warsyena & Wibisono (2024); Athfalia & Attiq (2024); Suwarsono et
al. (2025), it was stated that there is a positive and significant influence of job
insecurity on turnover intention. Meanwhile, studies conducted by Panjaitan
(2024); Meita et al (2024); Rezeki & Rahman (2024) indicate that job insecurity has
a negative and significant effect on turnover intention.

The second factor influencing turnover intention is the work environment.
The work environment refers to activities that focus on how individuals assess
fairness in the context of work relationships and how this affects their behavior
in the workplace. According to Organizational Justice Theory, this theory focuses
on employees' perceptions of fairness within an organization. If the work
environment is perceived as unfair (whether in terms of resource distribution,
treatment of employees, or communication), it can lead to dissatisfaction, tension,
disappointment, and ultimately, employees may have the intention to leave their

932



International Journal of Asian Business and Management (IJABM)
Vol.4, No.4, 2025: 931-952

jobs (Greenberg, J., 1990). Based on the research conducted by Syifa et al (2023);
Mawey et al (2024); Reza et al (2023), it was stated that the work environment has
a positive and significant influence on turnover intention. Meanwhile, research
conducted by Aprillio & Nugroho (2024); Antara et al (2024); Pramudya et al
(2025) demonstrates that the intention to leave is significantly and negatively
impacted by the work environment.

In addition to job insecurity and work environment factors, another factor
influencing turnover intention is job satisfaction. Job satisfaction refers to an
individual's overall attitude toward their work, reflecting the discrepancy
between their expectations and the reality of their job (Robbins & Hakim, 2022).
Furthermore, job satisfaction is determined by low levels of fatigue and high
levels of work engagement (Herachwati et al., 2024). Research findings from
Arnetta et al (2024); Petrus (2025); Azhari (2024) indicate that job satisfaction has
a positive and significant impact on turnover intention. Meanwhile, research
conducted by Mariana et al (2025); Wahyuningsih & Salsabela (2025); Niladanti
et al (2025) shows that job satisfaction has a negative and significant effect on
turnover intention. This study is an extension of the research conducted by
Firdaus & Anah (2024) titled “The Influence of Job Insecurity and Work
Environment on Turnover Intention Among Employees at PG Djombang Baru.”
That study showed that both job insecurity and work environment have a
significant influence on turnover intention. As an extension, this study not only
examines the direct relationship between these variables but also adds job
satisfaction as a mediating variable. By incorporating job satisfaction as a
mediator, it is hoped that this study will provide a deeper understanding of the
mechanisms through which job insecurity and work environment can influence
turnover intention.

LITERATURE REVIEW
Turnover Intention Theory

Turnover intention, or the intention to leave ajob, is defined as an employee's
conscious desire to voluntarily leave their organization in the near future
(Mobley, 1977). Turnover intention is considered a strong predictor of actual
turnover behavior, making it an important indicator in human resource
management studies. According to Mobley (1977), the turnover process begins
with job dissatisfaction, which then develops into thoughts of leaving, evaluating
other job alternatives, the intention to leave, and finally actual turnover. In
various studies, turnover intention is often associated with job satisfaction,
organizational commitment, work stress, as well as perceptions of fairness and
career opportunities (Griffeth et al., 2000). Therefore, understanding turnover
intention conceptually is important in efforts to reduce turnover rates and
improve employee retention.

Turnover intention is the tendency or desire of employees to voluntarily
leave an organization (Mathis & Jackson., 2006). This intention is often a strong
predictor of actual turnover behavior (Tett & Meyer, 1993). On the other hand,
turnover intention refers to an employee's feelings of considering resigning in the
near future and thinking about changing jobs if the facilities provided by the
institution are inadequate.
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The Effect of Job Insecurity on Turnover Intention

Based on the opinions of experts regarding job insecurity, it can be concluded
that job insecurity is a condition in which one feels anxious about the continuity
of their job in an organization. This condition then disrupts their psychological
state, leading to a desire for turnover intention (Taudi et al., 2024). The results of
studies by Hasnanda (2024); Mar’atus & Kristiana (2024); Hamimi & Indryawati
(2025) show that the turnover intention to leave a job insecurity and negatively
impacted by job uncertainty. We might conclude that job insecurity has a
beneficial impact on the turnover intention to leave.

H1: Turnover intentions are positively and significantly impacted by job
instability.
The Influence of Work Environment on Turnover Intention

According to Evan & Nugroho (2024) in their research, the work
environment is where employees perform their duties and has the ability to
influence their performance and fairness in their work, both positively and
negatively, which is likely to be closely related to turnover intention, as well as
adequate and comfortable work facilities and infrastructure. The results of
studies conducted by Aji et al (2024); Rahmadiani & Kusdiyanto (2024); Deva et
al (2025) show that the turnover intention to leave is significantly and negatively
impacted by the work environment. We can conclude that turnover intention is
negatively impacted by the work environment.

H2: Turnover intentions are significantly and negatively impacted by work
environment.
The Effect of Job Insecurity on Job Satisfaction

Rulianti & Nurpribadi (2023) explain in their research that job satisfaction is
a general attitude toward one's job that reflects the difference between the
amount of rewards they receive and the amount they should receive.
Additionally, job satisfaction refers to concerns about changes in institutional
policies that may affect one's job. Based on the research findings of Andriyansah
(2024); Faqih (2024); Tisnawati & Satrya (2024), it is evident that job insecurity
has a negative and significant impact on job satisfaction. It can be concluded that
job insecurity has a negative influence on job satisfaction.

H3: Job satisfaction are negatively and significantly impacted by job
satisfaction.
The Influence of Work Environment on Job Satisfaction

According to Nugroho et al (2024), the work environment is the facilities and
infrastructure surrounding employees as they perform their work, which can
influence job satisfaction. Additionally, the work environment refers to the
harmony among employees at the workplace (Swasti., 2023). Based on the
research findings of Waskito & Sumarni (2023); Uma & Swasti (2024); Mahayasa
et al (2024); Victoria & Edalmen (2024), it has been proven that the work
environment has a positive and significant impact on job satisfaction. It can be
concluded that there is a positive influence of the work environment on job
satisfaction.

H4: Job satisfaction is positively and significantly impacted by work
environment.
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The Effect of Job Satisfaction on Turnover Intention

According to Andari et al (2024), job satisfaction is a positive attitude of
employees that includes behavior and feelings in assessing a job that has been
achieved as a sense of appreciation for their work. Satisfaction is a reflection of a
person's feelings towards their work, as well as feelings of satisfaction with the
salary and benefits received. Based on the research findings of Rohani & Aryani
(2025); Asmi & Hazmi (2024); Suandita et al (2025), it has been demonstrated that
turnover intention is significantly and negatively impacted by job satisfaction.
We can conclude that job satisfaction has a negative impact on the intention to
leave.

H5: Turnover intentions are significantly and negatively impacted by job
satisfaction.
The Effect of Job Insecurity on Turnover Intention Mediated by Job
Satisfaction

Fatimah & Elistia (2024) state that job security is a valid employment
agreement between employees and employers regarding the guarantee of job
continuity. Abdu Jali et al (2023) state that job insecurity refers to threats to
employment, where job insecurity is defined as an emotional response such as
worry or stress toward perceived threats to employment. Based on the research
findings of Jauhari & Hidayat (2024); Arlen & Hamsal (2024); Rosyiqoh et al.
(2024); Fauzi & Afif (2024), job insecurity has a positive and significant influence
on turnover intention through job satisfaction as an intervening variable. It can
be concluded that there is an influence of the work environment on turnover
intention, mediated by job satisfaction.

H6: The relationship between job insecurity and turnover intention to leave
is mediated by job satisfaction.
The Influence of Work Environment on Turnover Intention Mediated by Job
Satisfaction

The work environment encompasses everything surrounding employees
that can influence their performance of assigned tasks. Karunia et al (2023) state
that a conducive work environment enables employees to effectively carry out
their daily tasks within the company and feel satisfied with career development
and promotion opportunities within the organization. Based on the research
findings conducted by Rahadiyanti & Prahiawan (2024); Pokhrel (2024); Reza et
al (2023); Rachmayani (2024), the work environment has a positive and
significant influence on turnover intention, mediated by job satisfaction. It can be
concluded that there is an influence of the work environment on turnover
intention, mediated by job satisfaction.

H7: The relationship between work environment and turnover intention to
leave is mediated by job satisfaction.
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“““ Turnover
Intention (Y)

Work environment
x2)

Figure 1. Research Model

METHODOLOGY

With job satisfaction acting as an intervening variable, this study used a
quantitative methodology to examine the impact of job insecurity and work
environment on employees' intentions to leave the Banyumas Regency Education
Office.
Types and Approaches to Research

This research attempts to explain the causal relationships between
variables and is known as explanatory research. The methodology is quantitative
because the research hypotheses are tested through statistical analysis of the
collected data.
Population and Sample

The 527 staff members of the Banyumas District Education Office made
up the study's population. With a 10% margin of error, the sampling strategy
employed the Slovin formula, yielding a sample size of 110 respondents.
Unintentional sampling, which chooses participants depending on who occurs
to meet the researcher and is open to participating, was the sampling strategy
employed.
Data Collection Techniques

Depending on respondents' availability and choices, questionnaires were
either distributed directly to respondents or made available online to gather data.
A 5-point Likert scale, with 1 denoting strongly disagree and 5 denoting strongly
agree, was used for each item in the questionnaire to gauge how the respondents
telt about the factors being examined.
Research Instruments

A questionnaire created based on earlier theories and research served as
the research tool. Convergent and discriminant validity tests, as well as reliability
tests utilizing Cronbach's Alpha, rho_A, and Composite Reliability indicators,
were used to assess the instrument's validity and reliability.
Data Analysis Techniques

SmartPLS software version 3.2.9 was used to analyze the data using Partial
Least Square (PLS)-based Structural Equation Modeling (SEM). Outer Model
Evaluation (Measurement Model) and Inner Model Evaluation (Structural
Model) were the two primary phases of this investigation.
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The results of the study show the characteristics of respondents in terms of
gender, age, education, length of service, and status.

Table 1. Table of Characteristics of Respondents from the Banyumas District

Source: Questionnaire Data Processed Using Smart PLS 3.2.9 and Excel

Results of Partial Least Squares Analysis
1. Evaluation of Measurement Results (Outer model)
a. Convergent Validity

Education Office
Characteristics  Category Frequence Percentage
Gender Female 50 9.09%
Male 60 10.91%
17-25th 35 6.36%
Age 26-31th 30 5.45%
32-37th 14 2.55%
38>th 31 5.64%
SD 0 0.00%
SMP 0 0.00%
SMK/SMA 3 0.55%
Education Diploma 20 3.64%
S1 72 13.09%
S2 15 2.73%
S3 0 0.00%
1th 16 2.91%
Working Hours 2-5th 53 9.64%
6>th 41 7.45%
Married 75 13.64%
Status Not married yet 35 6.36%
Ever married 0 0.00%

Convergent validity is a type of validity that assesses whether all indicators
within a single construct are highly correlated, as evidenced by factor loadings
greater than 0.7 (Adolph, 2019). In this study, a factor loading threshold of 0.7
will be used. In other words, convergent validity ensures that all indicators
intended to measure the same construct are indeed closely related. The following
are the results of the convergent validity test in this study:
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Figure 2. Validity Test

Several indicators were eliminated (J12, JI4, JI5, JI9, LK2, LK5, TI10, KK10,
KK6, and KK9). Considering that the factor loadings of these indicators are below
the minimum criterion of <10.7, these indicators are eliminated.
b. Descriminant Validity
The discriminant validity of the indicators is derived from the measurement
model of the indicators that are evaluated using cross-loading. The method for
assessing discriminant validity is that the score obtained must be at least > 0.7
(Abdull Kadir., 2018). If the construct value is greater than the correlation value
between other constructs in the model, it can be concluded that the results of the
study have good discriminant validity. The following are the results of the
discriminant validity test of this study:

Table 2. Table Forrell-Larcker Criterion

X1_Job X2_ Work Y _Turnover M_ Job
Insecurity  environment Intention satisfaction

X1_Job Insecurity 0.774

X2_ Work 5430 0.839

environment

Y_Turnover 0.787 -0.443 0.827

Intention

M_ Job satisfaction 0.363 0.502 -0.392 0.794

Source: Data Questionnaire Processed Using Smart PLS 3.2.9

The results of the analysis show that all variables meet the criteria for
discriminant validity, as indicated by the AVE values, which are higher than the
inter-construct correlations, namely job insecurity (0.774), work environment
(0.839), turnover intention (0.827), and job satisfaction (0.794). Therefore, it can be
concluded that all variables are valid in terms of discriminant validity.

c. Reliability Test
To test whether a construct can be considered reliable, the composite
reliability value must be > 0.7 and the AVE value must be > 0.5 (Handayani,
2020). Reliability can be measured using Cronbach's alpha, rho_al, and composite
reliability. Cronbach's alpha tends to give low values in testing reliability, so it is
recommended to use composite reliability. The following are the results of the
reliability test in this study:
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Table 3. Values Matrix Reliability

cronbach o a Composite Average Variance
alpha B Reliability Extracted (AVE)
X1_Job Insecurity 0.866 0.875 0.899 0.599
X2_ Work 4790 0.794 0.877 0.704
environment
Y_Turnover 0942 0943 0.951 0.683
Intention
M_Job Satisfaction 0.903 0.920 0.923 0.631

Source: Data Questionnaire Processed Using Smart PLS 3.2.9

The reliability analysis results indicate that all variables in this study have
met the criteria, namely job security, work environment, turnover intention, and
job satisfaction in this analysis demonstrate good reliability and convergent
validity, confirming that the instruments used are appropriate.

2. Evalution of the Structural Model (Inner Model)
a. R-Square

R -Square is used to determine the magnitude of the value of the dependent
variable that can be explained by the variation of the independent variable, and
the remainder is part of the value of other variables that are not included in the
model (inner model), (Hilmi, 2018). The following are the results of the R-Square
test in this study:

Table 4. Values Matrix R Square

R Square
R Square Adjusted
Y_Turnover 0.639 0.628
Intention
M_Job Satisfaction 0.278 0.265

Source: Data Questionnaire Processed Using Smart PLS 3.2.9

The value of R Square sebesar 10.639 indicates that 63.9% of the variability
in turnover intention can be explained by the independent variables in the model
(job insecurity, work environment, and job satisfaction). The adjusted R-squared
value (0.628), which is only slightly lower than the R-squared value, indicates
that the model has good stability and is not overfitting. The value is classified as
strong (based on Chin's criteria, 1998: 0.67 = strong, 0.33 = moderate, 0.19 =
weak).

b. Hypothesis Test

To prove the validity of a hypothesis, a researcher can deliberately create a
phenomenon, such as through experiments or research. If the p-value is smaller
than the significance level, then the null hypothesis is rejected, meaning that there
is statistical evidence to support the alternative hypothesis, which is the
probability value (Pl Value) compared to the significance level of 0.05 (Umar,
2020). The following are the results of the hypothesis testing in this study:
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Table 5. Values Mean, STDEV, T-Value, P-Value

Origi Sampel Standar .

nal . Statistics

Asli Mean Deviation (10/STDE P Values

M, STDE

o ™ (STDEV)  y)
X1_Job Insecurity -> 0717 0722 0.056 12.915 0.000
Turnover Intention (accepted)
X1_Job Insecurity -> 0.263
Job Satisfaction -0.180  -0.189 0.160 1.125 (rejected)
X2_Work Environment - 0.170
> Y_Turnover Intention -0.092-0.089 0.067 1.380 (rejected)
X2_Lingkungan Kerja - 0.000
> M_ Work Satisfaction 0424 0437 0.092 4.609 (accepted)
M_ Work Satisfaction -> 0.280
Y_Turniver Intention -0.086-0.089 0.079 1.085 (rejected)
X1_Job Insecurity -> 0.504
M_ Work Satisfaction -> 0.015 0.014 0.023 0.670 N

. (rejected)

Y Turnover Intention
X2_ Work Environment - 0324
> M_ Work Satisfaction - -0.036 -0.039 0.037 0.991 N ted
> Y Turnover Intention (rejected)

Source: Data Questionnaire Processed Using Smart PLS 3.2.9

DISCUSSION
Job Security has a Positive and Significant Effect on Turnover Intention.

The results of the study indicate that job insecurity has a positive and
significant effect on turnover intention. This means that the higher the level of
dissatisfaction in the workplace, the greater the desire of employees to leave the
organization. The highest response was that employees feel worried that the
work they do may cause problems during their employment. which affects their
work and career and makes them want to change jobs. Meanwhile, the lowest
response was that employees feel uncertainty about their future career prospects
within the institution, which makes it highly likely for employees to consider
changing jobs. The Education Office of Banyumas Regency has experienced
dynamic transfers and promotions in the last few years. Employees who are
transferred to new positions or new environments often experience uncertainty
about their career continuity, new workloads, and adaptation to the new
environment. This creates feelings of anxiety and a perception of threat to job
stability, thereby increasing the intention to leave (turnover intention). These
findings are related to Hobson's Conservation of Resources Theory (1989), which
views work as one of the main sources of an individual's power. (1989): considers
work as one of the main sources of power for individuals, so when someone feels
that their job is not secure, they feel that they have lost control over that important
source of power. As a result, individuals begin to look for alternatives, namely
the intention to leave. This study reinforces the findings of previous studies such
as Octavian & Sumartik (2024); Julianti et al. (2024); Saril (2024), who also stated
that job insecurity has a positive and significant influence on turnover intention.
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Job Security has a Negative and Significant Effect on Job Satisfaction.

Job insecurity has a negative and significant effect on job satisfaction. This
means that feelings of insecurity in the workplace do not directly reduce the job
satisfaction of employees at the Banyumas District Education Office. The highest
response was that employees felt that the jobs they had obtained were not in line
with their fields of expertise. Meanwhile, the lowest response was that employees
feel that their jobs do not provide them with sufficient opportunities to think and
act independently. Therefore, it can be concluded that this insecurity can lead to
dissatisfaction with their jobs. Although in theory job insecurity can reduce
satisfaction, in this context, employees tend to be able to separate the uncertainty
of their position from their satisfaction with their job itself. For example, they still
feel satisfied because of their responsibilities, salaries, or good working
relationships, even though their positions are uncertain. This reflects
psychological flexibility or a form of adaptation in the public sector. This finding
can be explained through Herzberg's Dual Factor Theory, which states that job
satisfaction is influenced by motivational factors (intrinsic) such as achievement,
recognition, and responsibility. Meanwhile, job insecurity is more closely related
to hygiene factors (extrinsic), meaning that if motivational factors are still
tulfilled, job insecurity does not necessarily erode job satisfaction. This study
reinforces a more nuanced view, namely that organizational culture and
contextual factors greatly influence the strength of the relationship between
psychological variables in the workplace. Similar research was conducted by
Jauhari & Hidayat (2024); Junaedi & Effendi (2024); Haryadi & Imam (2025)
concluded that job insecurity does not always affect job satisfaction if other
tactors such as social relationships and work culture are supportive.

The Work Environment has a Negative and Significant Effect on Turnover
Intention.

The turnover intention to leave is significantly and negatively impacted by
the work environment. The highest response from respondents was that
employees feel they have a harmonious, supportive, and communicative
relationship with their superiors. Meanwhile, the lowest response was that
employees feel the workload they receive is appropriate for their capacity and
expertise. | Iso that their work environment is comfortable and pleasant. 1 1It can
be concluded that the work environment in their institution is in the good
category. Although the work environment plays an important role in employee
comfort, it turns out that in the context of the Banyumas Education Office, the
main issue felt by employees is not the physical or relational work environment,
but rather the feeling of insecurity due to job transfers and restructuring. This
situation makes perceptions of the work environment not a dominant factor in
encouraging the intention to change jobs, so its influence on turnover intention
is not statistically significant. This finding can be explained through Herzberg's
Dual Factor Theory, which states that the work environment is included in
hygiene factors, which are aspects that prevent dissatisfaction but do not
contribute to motivation or retain turnover. - increase motivation or reduce
turnover. If the work environment is poor, it can cause dissatisfaction. However,
if it is good, it does not necessarily make employees stay, because motivational
factors such as achievement, career development, and recognition are more
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decisive. This research aligns with several studies, namely Ivankal et al. (2025);
Wilisl (2025); Asvin (2025), who stated that the work environment has a negative
and significant impact on turnover intention.

The Work Environment has a Positive and Significant Influence on Job
Satisfaction.

The work environment has a positive and significant effect on job
satisfaction. This means that a good work environment can increase the job
satisfaction of employees at the Banyumas District Education Office. The highest
response was that employees felt that their facilities and work infrastructure
were adequate and comfortable. Therefore, it can be concluded that the
respondents' responses regarding job satisfaction are quite good. Employees of
the Education Office continue to feel comfortable due to factors such as good
relationships with colleagues, the availability of facilities, and a supportive work
culture. Even though transfers occur, if the new work environment remains
good, the level of job satisfaction remains high. A healthy work environment is
an important element in maintaining the psychological balance of employees.
This finding can be explained through the Organization Support Theory
approach, which refers to a supportive work environment in terms of facilities,
coworkers, and relationships with superiors, indicating that the organization
“cares” about the well-being of its employees. The feeling of being supported
strengthens employees' emotional attachment to their work and increases job
satisfaction. This research is in line with previous research, namely Nathalie
(2024); Malondal et al. (2025); Alyal (2025), where the work environment has a
positive and significant influence on job satisfaction. In government
bureaucracies such as the Education Department, many employees work in a
relatively rigid system. However, the ethical work environment is more
comfortable, for example, with well-organized workspaces, more open
communication, and harmonious staff relations can compensate for the
limitations of the bureaucratic structure and increase job satisfaction. A good
work environment not only creates comfort, but also strengthens loyalty,
motivation, and long-term productivity.

Job Satisfaction has a Negative and Significant Effect on Turnover Intention.

Job satisfaction has a negative and significant effect on turnover intention.
The results show that even though employees are satisfied, this does not
necessarily reduce their desire to change jobs (turnover intention). The highest
response was that employees feel satisfied with job security. Meanwhile, the
lowest response was that employees were satisfied with their salaries and
benefits. This indicates that employees who are satisfied with their jobs do not
necessarily want to leave, especially if they do not feel structurally insecure (job
insecurity). (job insecurity). This means that even if they are satisfied with their
jobs, the fear of being transferred or losing their positions can still drive them to
want to leave. This emphasizes that structural factors (such as transfer policies)
have a stronger influence on the intention to leave than affective factors such as
job satisfaction. This finding can be explained through Vroom's Expectancy
Theory (1964), which states that employees will remain loyal if they believe that
their efforts will result in good performance, that performance will result in
desired rewards, and that those rewards are valuable to them. Job satisfaction
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can be achieved, but if there is no expectation of improvement or better results in
the future, employees will still want to leave. In line with several previous
studies, namely Lian & Nikel (2025); Wibowo et al. (2025); Farhan & Rizky (2025)
state that job satisfaction has a negative and significant effect on turnover
intention. In bureaucratic organizations such as government agencies, factors
such as job security, career prospects, and job values are more decisive in
determining personal identity.

Job Satisfaction, Job Security, and Work Environment Influence Turnover
Intention.

The phenomenal changes/promotions that occur are mostly structural and
administrative in nature, which cannot be neutralized solely by increasing job
satisfaction. This means that even though employees are satisfied with their
environment and tasks, they still feel threatened by an uncertain transfer system.
This explains why job satisfaction fails to act as a “shield” against the negative
influence of job insecurity and the work environment on turnover intentions.
This result can be explained through the job insecurity theory and the work
environment does not reduce job satisfaction, namely the Conservation of
Resources Theory, Hobfolll (1989). Job insecurity naturally depletes employees'
psychological resources and reduces job satisfaction. And the Organization
Justice Theory explains that perceptions of fairness and comfort in the workplace
can indeed increase satisfaction, but if employees' expectations regarding career
prospects, self-development, or flexibility are not met, then that satisfaction is not
enough to prevent the desire to change jobs. 1 IPerceptions of job security have a
greater impact on the intention to leave than employees' perceptions of
satisfaction or dissatisfaction with their jobs. This study is in line with the
tindings of Habib et al. (2025); Risambessy (2023); Astuti & Risant (2024);
Hermawan & Rian (2023); Prasetyo (2020); Nasution (2024); 1 I1Syarifl 1(2024);1
lIrsyadil 1(2023),1 lyangl ljugal Imenyatakanl Ibahwal lkepuasanl lkerjal Itidakl
Imemediasil lhubunganl lantaral ljobl linsecurity,l llingkunganl lkerjal ldanl
Iturnoverl lintention.] IDenganl ldemikian, 1 10rganizations, especially in the
public sector, need to develop a more comprehensive approach to retain
employees, particularly those from the younger generation who have different
work expectations.
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CONCLUSIONS AND RECOMMENDATIONS
Conclusions

The research shows that job insecurity has a positive and significant effect on
turnover intention, meaning that the higher the job insecurity, the greater the
desire of employees to leave their jobs. Conversely, the work environment does
not have a direct effect on turnover intention, but it has a positive and significant
effect on job satisfaction. Meanwhile, job satisfaction does not have a significant
effect on turnover intention, and does not mediate the relationship between job
insecurity and work environment with turnover intention. Thus, job insecurity is
the main factor driving turnover intention among employees of the Banyumas
District Education Office, especially in the context of job transfers and
promotions that create uncertainty about job positions. Overall, the results of this
study emphasize that job insecurity is a key factor that needs to be managed
seriously in order to reduce turnover intentions. Transfer and promotion policies
implemented by the institution need to be designed transparently and fairly so
as not to create uncertainty that could trigger employees' desire to leave the
organization.

The study suggests that there are other variables that are more dominant in
mediating this relationship, such as organizational commitment, work stress, or
career opportunities, which have not been explored in the linear model.
Additionally, the insignificant influence of the work environment on turnover
intention contradicts many previous findings, which may reflect the unique
context of public bureaucracy, or may also be due to limitations in the
instruments or biases in respondents' perceptions. Overall, this study provides
an important foundation for organizational policy-making, particularly in
improving workforce stability in government agencies.

Recommendation

This study has several limitations. (1) The scope of the study is limited to
employees of the Banyumas District Education Office, so the results cannot be
generalized to other institutions. (2) The cross-sectional design of the study does
not allow for the observation of behavioral changes over time. The quantitative
approach does not explore psychological aspects in depth because it is not
complemented by qualitative data. (4) The sample size is limited and does not
represent the entire group of employees. -employee groups evenly, (5) other
variables that may influence turnover intention, such as work stress or
organizational commitment, have not been included in the research model. The
research article suggests that further research could enrich this model by
considering psychological and local work culture aspects, as well as expanding
the sample across various sectors for broader generalization. Considering that
job satisfaction in this study was not proven to play a role as an intervening
variable, the next researcher is advised to explore other variables that may be
more relevant, such as organizational commitment, workload, intrinsic
motivation, work stress, or support from superiors.
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