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    ABSTRACT

    This study investigates the influence of workload and compensation, both financial and non-financial, on turnover intention through the mediating role of job satisfaction among employees of PT United Motor Centre (UMC) Suzuki Ahmad Yani Surabaya. Grounded in organizational behavior and motivational theory, the research aims to explain how workload balance and equitable reward systems shape employee satisfaction and retention. A quantitative approach was applied using a census method involving 50 respondents. Data were analyzed using SmartPLS 3. The results demonstrate that workload (WL) has a positive and significant effect on job satisfaction (JS) and turnover intention (TI). Compensation (CP) also shows a significant positive relationship with both JS and TI. Mediation analysis reveals that JS significantly mediates the relationships between WL and TI as well as CP and TI. However, the direct path between JS and TI is insignificant, suggesting a full mediation effect. These findings indicate that job satisfaction serves as a psychological bridge linking workload and compensation to employees’ turnover intention. Organizations must balance task allocation and implement fair compensation systems to enhance satisfaction and reduce employee turnover. The contribution to the human resource management literature by validating a dual-path model that integrates operational and motivational factors affecting employee retention
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INTRODUCTION


Employee retention remains a major
challenge for organizations in the modern competitive era. High turnover
intention often reflects underlying issues related to workload imbalance,
inadequate compensation, and declining job satisfaction (W. Wang et al., 2025).
Turnover intention, defined as the conscious consideration to leave an
organization, has emerged as a critical challenge in human resource management
due to its financial and operational consequences (Massoni et al., 2019),
manifested through the interplay of situational conditions and personal
characteristics (Karolina & Saryatmo, 2024). High turnover rates not only
increase recruitment and training costs but also undermine organizational
stability and service quality. Among the primary drivers of turnover intention
are workload pressures, compensation systems, and job satisfaction, each of
which shapes employees’ psychological attachment to their organizations.


Workload remains a central determinant
of job satisfaction and turnover. Excessive or poorly distributed tasks can
trigger work exhaustion and stress, conditions closely associated with employee
disengagement and eventual exit (Massoni et al., 2019). It is not merely a
measure of task quantity but also a determinant of employees’ psychological
endurance and productivity (Galanis et al., 2025). Excessive demands have been
proven to elevate stress and burnout, diminishing satisfaction and increasing
employees’ desire to leave (Kim et al., 2024).


Compensation practices—both financial
and non-financial—are equally crucial. While salary, benefits, and incentives
satisfy extrinsic needs, non-financial rewards such as recognition, supportive
work environments, and career growth opportunities enhance intrinsic
motivation, fairness perceptions, and commitment (Girdwichai & Sriviboon,
2020; Hakkak et al., 2023; Mustafa & Ali, 2019). However, even with
adequate pay, a lack of non-monetary rewards or excessive workload can erode
job satisfaction, reinforcing turnover tendencies (Akgündüz et al., 2020).


Job satisfaction serves as a vital
mediator in this dynamic, translating organizational practices into behavioural
outcomes such as commitment or turnover intention. Evidence from diverse
contexts suggests that satisfaction is strongly influenced by the balance
between workload, financial and non-financial rewards, and work-family dynamics
(Landolfi et al., 2020). Employees who perceive equity and adequate support are
less likely to seek alternatives, whereas dissatisfaction accelerates
withdrawal decisions   (To et al., 2020).


Progressive corporations must
cultivate wisdom in managing employees, encompassing both resource-related and
moral dimensions. Nevertheless, as organizations expand, they often encounter
human resource challenges that may trigger elevated turnover rates. A
particularly critical issue is employees’ turnover intention—the conscious
inclination to leave one’s current position for alternative employment
opportunities (Luli et al., 2025). This phenomenon demands strategic attention,
as it typically manifests in early behavioral cues such as job searching or
disengagement, which, if unmitigated, can escalate organizational instability
(Tampubolon & Sagala, 2020). Fundamentally, turnover intention reflects a
deliberate psychological state wherein employees evaluate and pursue external
career options in response to dissatisfaction or unmet expectations within
their existing workplace (Karolina & Saryatmo, 2024).


In this context, beyond workload,
compensation also plays a pivotal role in shaping employees’ turnover
intention. The compensation system should be designed in alignment with the
organization’s mission and objectives while simultaneously addressing
employees’ fundamental living needs (Shuxia et al., 2025). Such an approach not
only motivates employees to enhance their performance but also ensures that
compensation remains effective and efficient in fostering organizational
stability (Ezzat & Ehab, 2019). Indirectly, a well-structured compensation
strategy contributes to broader economic stability and growth.


Another crucial factor in employee
retention is job satisfaction. Preliminary observations at PT United Motor
Centre Suzuki Ahmad Yani Surabaya (hereafter referred to as PT UMC Suzuki
Surabaya) indicate that employees’ job satisfaction is influenced by workload
and the quality of leader–member exchange relationships. Ideally, there should
be a harmonious interaction between supervisors and subordinates, supported by
fairness in workload distribution and reward systems. However, employees have
reported discomfort due to high performance pressure, particularly in meeting
sales targets. This pressure compels them to engage more intensively in
fieldwork, resulting in inconsistent adherence to office attendance schedules.
Such conditions are perceived to significantly contribute to the heightened
turnover intention observed within the organization.



  Table 1. Turnover Data of PT UMC Surabaya
  
    
      	Tahun
      	Jumlah Karyawan Awal Tahun
      	Jumlah Karyawan
      	Jumlah Karyawan Akhir Tahun
      	Presentase Turnover
    

    
      	Jumlah Karyawan masuk
      	Jumlah Karyawan Keluar
    

  
  
    
      	2021
      	30
      	18
      	6
      	42
      	16,66%
    

    
      	2022
      	42
      	8
      	6
      	44
      	13,95%
    

    
      	2023
      	44
      	12
      	10
      	46
      	22,22%
    

  



Sumber : PT. UMC Suzuki Surabaya, 2024


Based on
employee turnover data from PT UMC Suzuki Surabaya, the turnover rate in 2022
reached 13.95%. In 2023, this figure increased to 22.22%, indicating an 8.27%
rise compared to the previous year. This significant escalation highlights the
company’s growing challenge in retaining employees. The high turnover intention
poses substantial risks to organizational operations, including increased
recruitment and training costs for new hires. Consequently, it is crucial to
examine the determinants influencing turnover intention, particularly factors
related to workload, compensation, and job satisfaction. Elevated turnover
intention also disrupts organizational stability, leading to an unconducive
work environment and higher human resource expenditures.


Although
numerous studies have explored the individual effects of workload and
compensation, few have examined their combined influence within an integrated
mediation model of job satisfaction—particularly in Indonesia’s automotive
service sector. This study addresses that gap by empirically testing how
workload and compensation interact to predict turnover intention through job
satisfaction. Prior research highlights that job satisfaction mediates the
relationship between these organizational factors and turnover intention (Li et
al., 2020). Thus, understanding how workload and compensation jointly shape
satisfaction and retention is vital for both theoretical advancement and
managerial practice. By investigating these dynamics within PT UMC Suzuki Ahmad
Yani Surabaya, this study provides evidence-based insights that enrich human
resource management literature and offer practical guidance for designing
balanced workload systems and equitable compensation strategies to enhance
satisfaction and reduce turnover.











LITERATURE REVIEW


Workload, Job Satisfaction, and
Turnover Intention


Workload
represents the balance between job demands and employees’ physical and
psychological capacity to perform effectively (Galanis et al., 2025; Hermawan
et al., 2017). When workload exceeds employees’ coping ability, it induces
stress and disengagement, diminishing satisfaction and increasing the
likelihood of turnover (Ayuningrum & Surya, 2024; Kim et al., 2024).
Conversely, a well-managed workload can enhance engagement and intrinsic
motivation by offering meaningful challenges (W. Wang et al., 2025). Hence,
workload management plays a pivotal role in sustaining satisfaction and
minimizing turnover.


Compensation and Turnover
Intention


Compensation
encompasses financial rewards such as salary and bonuses, and non-financial
rewards including recognition, career growth, and supportive work environments
(Mustafa & Ali, 2019; Abdelwahed & Doghan, 2023). Studies consistently
confirm that fair and competitive compensation fosters motivation, strengthens
job satisfaction, and reduces turnover intention (Aman-Ullah et al., 2023;
Ayuningtyas & Nugraha, 2018). Empirical evidence highlights that a positive
reward climate enhances satisfaction and engagement (Bowers et al., 2022; Wu et
al., 2021), while equitable compensation and conducive work environments
jointly nurture retention (Akgündüz et al., 2020; Fikria Zulfa et al., 2020).
Furthermore, adequate rewards and skill development enhance affective
commitment and performance (Moreira et al., 2024), reinforcing the link between
organizational practices and employee loyalty (Chiang & Birtch, 2018).


Khan (2024)
reinforced these findings by showing that both financial and non-financial
compensation exert direct and indirect effects on employee retention through
satisfaction and perceived organizational support. Birtch et al. (2023) further
explored how structured HR interventions, such as mentoring and recognition
systems, foster affective commitment and lower turnover risk, highlighting
satisfaction as a critical psychological mediator. Complementing this,
Ravina-Ripoll & Robina-Ramírez (2023) linked fair compensation and
manageable workload to employee well-being and long-term loyalty within rural
hospitality contexts. On the other hand, Jogi et al. (2024) unveiled diverse
determinants intricately intertwined with job satisfaction and turnover
intention—each exerting positive or negative influence—while grounding these
dynamics within established motivational theories that illuminate the
behavioral fabric of the workplace.


Adriansyah et
al. (2021) and Sutikno (2020) confirmed that workload negatively influences job
satisfaction, while compensation exerts a positive and significant effect.
Moreover, workload shows a positive and significant relationship with turnover
intention. These findings emphasize the need for balanced workload distribution
and fair compensation policies to mitigate turnover risk and enhance job
satisfaction. 


Job Satisfaction as a Mediator


Job satisfaction
reflects employees’ affective evaluation of their job experience, encompassing
pay, promotion, interpersonal relations, and working conditions conditions
(Ayuningrum & Surya, 2024; Li et al., 2020). Prior research confirms its
negative association with turnover intention (Bogar et al., 2021; Kim et al.,
2024). Drawing on the Theory of Planned Behavior (Ajzen, 2012), turnover
intention manifests through thoughts of quitting, job searching, and strong
intentions to resign (Malik et al., 2021). Empirical findings affirm that
satisfaction mediates the impact of workload and compensation on turnover
intention (Bocean, 2023; Marzuqi, 2021; Khan, 2024). Structured HR
interventions—such as mentoring, recognition, and fair workload
allocation—reinforce satisfaction, thereby reducing withdrawal behaviors
(Birtch et al., 2023; Ravina-Ripoll & Robina-Ramírez, 2023).


Turnover Intention


Turnover
intention refers to employees’ conscious desire to leave an organization (J.
Wang et al., 2025). It emerges from the interaction between situational factors
such as workload and compensation and individual perceptions of satisfaction
and fairness. High turnover intention not only escalates recruitment costs but
also weakens organizational stability and knowledge continuity (Galanis et al.,
2025). Therefore, understanding how workload and compensation interact through
job satisfaction provides critical insight into designing sustainable human
resource strategies for organizations like PT UMC Suzuki Ahmad Yani Surabaya.


Conceptual Framework


Grounded in the
theories of organisational behaviour and employee motivation (Chiang &
Birtch, 2012 dalam Shuxia et al., 2025), this study conceptualises workload
(WL) and compensation (CP)—both financial and non-financial—as the primary
antecedents of job satisfaction (JS) and turnover intention (TI). Job
satisfaction functions as a mediating variable that bridges the influence of
workload and compensation on employees’ intention to leave.


Workload reflects the extent to
which job demands align with employees’ physical, cognitive, and emotional
capacities (Galanis et al., 2025), while compensation embodies both tangible
and intangible rewards that shape motivation and perceived fairness (Mustafa
& Ali, 2019). Job satisfaction represents an attitudinal outcome emerging
from the equilibrium between these organizational factors and individual
expectations (Li et al., 2020). Turnover intention, as the behavioral
manifestation of dissatisfaction, arises through thoughts of quitting,
searching for alternative jobs, and the determination to resign.


The framework
posits that well-managed workload and equitable compensation increase
satisfaction and, consequently, reduce turnover intention. Conversely,
excessive workload or inadequate rewards diminish satisfaction, fostering the
desire to leave.
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This model aligns with calls in the
literature to integrate human resources practices to explain the relationship
between workload and compensation with turnover intention, mediated by job
satisfaction. Based on the above discussions, the hypotheses are proposed as
follows: H1 = WL shows a positive linkage to JS; H2 = WL shows a positive
linkage to TI; H3 = CP shows a positive linkage to JS; H4 = CP shows a positive
linkage to TI; H5 = JS explains the linkage between WL and TI; H6 = JS explains
the linkage between CP and TI; H7 = JS directly impact TI.








METHODOLOGY


This
investigation applied a quantitative framework to systematically examine the
antecedents of turnover intention (TI) among PT UMC Suzuki Ahmad Yani Surabaya
employees on workload (WL) and compensation (CP), mediated by job satisfaction
(JS). 


By adopting
questionnaires as the central means of data acquisition, the research enhances
accuracy and consistency by addressing instrument-related concerns,
streamlining collection techniques, and preserving integrity to support
reliable outcomes. 


The population
of this study comprised all 50 employees of PT UMC Suzuki Ahmad Yani Surabaya,
each of whom participated as a respondent in the research.  Data were gathered
through a structured questionnaire employing a five-point Likert scale, ranging
from Strongly Disagree (1) to Strongly Agree (5). Structural Equation Modelling
(SEM) was employed to test the hypotheses, integrating the principles of factor
analysis and regression to evaluate variable relationships simultaneously
(Solaiman & Pangaribuan, 2024). The analytical process involved two stages:
assessing the measurement model (outer model) through Convergent Validity,
Discriminant Validity, and Composite Reliability, and evaluating the structural
model (inner model) using Goodness of Fit (GOF) indicators. Hypotheses were
tested based on p-values and Critical Ratio (CR) at a 95% confidence interval,
with acceptance criteria set at p-value ≤ 0.05 and CR ≥ 1.967 (Hair
et al., 2020). By employing this rigorous methodology, the study aims to
generate reliable insights into consumer behaviour and provide strategic
implications for enhancing marketing practices in contemporary e-commerce.


The survey
instrument included four key variables measured through a total of 56 scale
items. Each construct was operationalized using items adapted from prior
validated studies job satisfaction and turnover intention. Workload was
captured by Tarwaka’s four constructs: role demands, skill proficiency,
behavioral expression, and perceptual understanding (Putri & Edalmen,
2023), which break down into twelve items. Compensation was represented by
Marwansyah’s two constructs (financial and non-financial compensation) and
twenty items (Hayuningsih et al., 2021). Job Satisfaction was assessed through
three dimensions (the job itself, supervising, wages) comprising eleven items
(Tampubolon & Sagala, 2020). Lastly, the turnover intention constructs were
measured using four items (mental consideration of quitting, pursuit of
alternative job avenues, and a conscious determination to leave one’s current
employer) sourced from (Marzuqi, 2021).











RESULTS AND
DISCUSSION


Measurement Model
(Outer Model)


As
shown in Figure 1, the evaluation of the outer measurement model shows that the
majority of construct indicators demonstrate factor loadings exceeding 0.7.
Although three indicators recorded loadings slightly above 0.6, their adequacy
is reinforced by acceptable levels of Cronbach’s Alpha (CA), Composite
Reliability (CR), and Average Variance Extracted (AVE), which validate their
inclusion in subsequent analyses.
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The outer model assessment confirmed robust validity and
reliability across constructs. Moreover, the
reliability and convergent validity of all constructs are confirmed, as the
coefficients of CA, CR, and AVE for each variable surpass the commonly accepted
benchmarks (α > 0.7; CR > 0.7; AVE > 0.5).



  Table 2. Measurement Model Assesment
  
    
      	
      	Cronbach's Alpha
      	rho_A
      	Composite Reliability
      	Average Variance Extracted (AVE)
    

  
  
    
      	CP
      	0.989
      	0.991
      	0.99
      	0.831
    

    
      	JS
      	0.98
      	0.981
      	0.982
      	0.837
    

    
      	TI
      	0.985
      	0.987
      	0.987
      	0.861
    

    
      	WL
      	0.98
      	0.982
      	0.983
      	0.849
    

  



Data processed by Authors


To
assess potential collinearity issues among the independent latent constructs,
the Variance Inflation Factor (VIF) was applied. Excessive multicollinearity
can undermine model robustness by inflating standard errors and distorting
parameter estimates. According to Hair et al. (2020), a VIF value greater than
5 indicates a serious concern. The result shows that all items calculated VIF
scores remain below this benchmark, suggesting that multicollinearity is not
problematic in the present analysis. This outcome confirms that the independent
constructs are sufficiently distinct, thereby reinforcing the reliability and
validity of the overall model.



  Table 3. Fornell Lacker Criteria and Heterotrait-monotrait ratio (HTMT)
  
    
      	
      	Fornell Lacker Criteria
      	Heterotrait-monotrait ratio (HTMT)
    

    
      	CP
      	JS
      	TI
      	WL
      	CP
      	JS
      	TI
      	WL
    

  
  
    
      	CP
      	0.962
      	
      	
      	
      	
      	
      	
      	
    

    
      	JS
      	0.944
      	0.896
      	
      	
      	0.858
      	
      	
      	
    

    
      	TI
      	0.756
      	0.746
      	0.928
      	
      	0.753
      	0.762
      	
      	
    

    
      	WL
      	0.746
      	0.842
      	0.795
      	0.874
      	0.866
      	0.865
      	0.813
      	
    

  



Data processed by Authors


Table 3 shows the discriminant validity test using the Fornell-Larcker
criterion indicates that the square root of the AVE for each construct
(presented on the diagonal) is greater than its correlations with the other
constructs (off-diagonal values) (Ab Hamid et al., 2017). For example, the
square root of the AVE for CP (0.962) is higher than its correlations with JS
(0.944), TI (0.756), and WL (0.746). Similarly, JS (0.896) exceeds its
correlations with TI (0.746), and TL (0.842). And so was TI greater than its
correlations with WL (0.795). These results indicate that all constructs in
this study demonstrate good discriminant validity, as each construct is better
able to explain its own indicators than the relationships with other
constructs.


The HTMT test
results show that all construct-to-construct relationship ratios are below the
threshold of 0.90. For instance, the ratios for CP-JS (0.858), CP-TI (0.753),
and CP-WL (0.866); JS-TI (0.762), and JS-WL (0.865); and TI-WL (0.813) are all
below 0.90. These findings meet the HTMT criteria for discriminant validity,
confirming that the constructs in the model do not exhibit excessive
multicollinearity and effectively measure distinct concepts.


Table 4. Path Coefficients
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Table 5 shows the R² values indicate the predictive
strength of the model in explaining variance among endogenous constructs. The
R² value for job satisfaction (JS) is 0.923, suggesting that approximately
92.3% of the variance in JS is jointly explained by workload (WL) and
compensation (CP). This denotes an exceptionally strong explanatory power,
signifying that both WL and CP serve as dominant predictors of employee
satisfaction within PT UMC Suzuki Ahmad Yani Surabaya. Meanwhile, turnover intention
(TI) shows an R² of 0.582, meaning that 58.2% of TI’s variance is accounted for
by WL, CP, and JS collectively. According to Hair et al. (2020), this
represents a moderate-to-strong predictive capability, affirming that the model
effectively captures the main determinants of employees’ intention to leave.



  Table 5. R Square and f Square
  
    
      	
      	R Square
      	f Square
    

    
      	R Square
      	R Square Adjusted
      	CP
      	JS
      	TI
      	WL
    

  
  
    
      	CP
      	
      	
      	
      	0.360
      	0.140
      	
    

    
      	JS
      	0.923
      	0.921
      	
      	
      	0.001
      	
    

    
      	TI
      	0.582
      	0.569
      	
      	
      	
      	
    

    
      	WL
      	
      	
      	
      	0.267
      	0.140
      	
    

  


Data processed by Authors


The f² effect
sizes provide further insight into each exogenous construct’s contribution to
the endogenous variables. The f² value of 0.267 for WL indicates a medium
effect, reflecting that workload substantially contributes to variations in JS
and TI. In contrast, CP’s f² value of 0.140 demonstrates a small-to-medium
effect, suggesting that while compensation influences satisfaction and turnover
intention, its relative magnitude is less than that of workload. The f² of
0.001 for JS indicates a minimal direct effect on TI, consistent with the
mediation results showing that JS primarily functions as an indirect mechanism
rather than a direct predictor.


Collectively,
these results reinforce the model’s theoretical robustness—showing that
workload exerts a stronger explanatory impact on job satisfaction and turnover
behavior than compensation, while job satisfaction acts as a full mediator that
channels the effects of organizational factors into employees’ turnover
intentions.



  Table 6. Model Fit
  
    
      	
      	Saturated Model
      	Estimated Model
    

  
  
    
      	SRMR
      	0.034
      	0.034
    

    
      	NFI
      	0.909
      	0.909
    

  



Data processed by Authors



The
Standardized Root Mean Square Residual (SRMR) value for both models is 0.034,
which is below the commonly accepted threshold of 0.08, indicating a good fit
between the model and the observed data. Similarly, the Normed Fit Index (NFI)
for both models is 0.909, exceeding the recommended minimum value of 0.90. This
suggests that the model demonstrates an acceptable level of fit and explains a
substantial portion of the covariance in the data. Overall, these results
indicate that the proposed model provides a satisfactory representation of the
observed relationships among the variables


Structural
Model and Hypothesis Testing


The structural model analysis using SmartPLS 3 revealed
several significant relationships among the study variables. First, the results
confirmed that workload (WL) has a positive and significant influence on job
satisfaction (JS) (β = 0.448, p = 0.004), supporting H1. This indicates
that a well-managed workload contributes to greater job satisfaction among
employees. Likewise, WL also demonstrated a positive and significant effect on
turnover intention (TI) (β = 0.253, p = 0.016), confirming H2, which
suggests that higher perceived workload may trigger employees’ thoughts of
leaving the organization when not balanced with adequate support.


In addition, compensation (CP) showed a strong positive
effect on job satisfaction (JS) (β = 0.528, p = 0.001), validating H3.
This finding implies that both financial and non-financial rewards play a
crucial role in enhancing employees’ satisfaction levels. Furthermore, CP
significantly affected turnover intention (TI) (β = 0.524, p = 0.007),
supporting H4, indicating that employees’ perception of fairness in
compensation can influence their intention either to stay or to leave the
organization.


The mediation analysis revealed that job satisfaction (JS)
significantly mediates the relationship between WL and TI (β = 0.291, p
< 0.001) as well as between CP and TI (β = 0.066, p = 0.045), thus
supporting H5 and H6. This suggests that job satisfaction acts as a
psychological mechanism that channels the effects of workload and compensation
toward turnover intention. However, the direct relationship between JS and TI
was statistically insignificant (p = 0.998) and negative, indicating a full
mediation pattern. Based on that result, H7 was officially rejected.



  Table 4. Summary of Structural Model
  
    
      	
      	Original Sample (O)
      	Standard Deviation (STDEV)
      	T Statistics (|O/STDEV|)
      	P Values
      	Results
    

  
  
    
      	WL -> JS
      	0.448
      	0.275
      	2.633
      	0.004
      	Accepted
    

    
      	WL -> TI
      	0.253
      	0.696
      	5.364
      	0.016
      	Accepted
    

    
      	JS -> TI
      	-0.003
      	1.117
      	0.003
      	0.998
      	Rejected
    

    
      	CP -> JS
      	0.528
      	0.27
      	1.957
      	0.001
      	Accepted
    

    
      	CP -> TI
      	0.524
      	1.019
      	3.514
      	0.007
      	Accepted
    

    
      	CP -> JS -> TI
      	0.066
      	0.033
      	2.01
      	0.045
      	Accepted
    

    
      	WL -> JS -> TI
      	0.291
      	0.083
      	3.529
      	0
      	Accepted
    

  



The results highlight that
both workload and compensation influence turnover intention, but their effects
are fully transmitted through job satisfaction. Employees who perceive fair
compensation and manageable workloads tend to experience higher satisfaction,
which in turn suppresses their intention to leave.


The findings reaffirm
prior studies highlighting workload and compensation as key antecedents of
turnover behavior (Ayuningrum & Surya, 2024; Sutikno, 2020). The positive
relationship between workload and satisfaction suggests that a balanced
workload can enhance engagement and a sense of accomplishment, contrasting the
conventional notion that higher workload always reduces satisfaction. This
nuance introduces a novel insight aligned with the “challenge–hindrance
stressor framework” (Galanis et al., 2025), where well-structured tasks may
energize rather than exhaust employees.


Conversely, the
significant impact of compensation on both satisfaction and turnover intention
aligns with Chiang and Birtch’s (2011) reward climate theory and subsequent
validations (Mustafa & Ali, 2019; Khan, 2024). Employees who perceive
fairness and recognition in both financial and non-financial rewards
demonstrate stronger affective commitment (Moreira et al., 2024) and reduced
withdrawal cognition (Li et al., 2020). The mediation of job satisfaction,
though complex, suggests that satisfaction operates as a psychological bridge
translating workload balance and equitable compensation into retention behavior
— echoing the structural relationships described by Ravina-Ripoll and
Robina-Ramírez (2023).


Novelty and Strategic Implications


This study contributes
novelty by empirically validating a dual-path model in which workload and
compensation exert simultaneous direct and mediated influences on turnover
intention within Indonesia’s automotive service context — a sector rarely
explored in HR literature. The full mediation of job satisfaction underscores
its strategic role as the central psychological lever connecting operational
and motivational factors to employee retention (Jogi et al., 2024).


Practically, PT UMC Suzuki
Ahmad Yani Surabaya should recalibrate its workload allocation to balance task
intensity with employee capacity while reinforcing both financial and
non-financial reward systems. Introducing flexible incentive schemes,
recognition programs, and transparent communication on workload expectations
can enhance satisfaction and diminish turnover tendencies. Strategically, the
integration of equitable compensation and manageable workload structures
establishes a sustainable retention model capable of preserving human capital
stability and long-term organizational performance.


 


CONCLUSION AND RECOMMENDATION


This
study demonstrates that workload and compensation—both financial and
non-financial—significantly influence turnover intention among employees at PT
UMC Suzuki Ahmad Yani Surabaya, with job satisfaction serving as a crucial
mediating mechanism. Balanced workload and equitable compensation not only
enhance satisfaction but also reduce employees’ inclination to leave. The
findings extend existing literature by validating job satisfaction as the
psychological bridge linking organizational practices to employee retention.
Strategically, companies must harmonize workload distribution and reward systems
to cultivate satisfaction, strengthen engagement, and ensure long-term
workforce stability.


 


FUTHER STUDY


This research
still has delays, so it is necessary to conduct further research related to the
topic Workload and Compensation as Predictors of Turnover Intention: The
Mediating Role of Job Satisfaction in PT United Motor Centre (UMC) Suzuki Ahmad
Yani Surabaya in order to improve this research and add insight for readers.
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