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I. Introduction 
 

One of the problems that are often faced by a company is the high rate of leaving or 

moving employees. Human resources in a company are one of the important factors in the 

development of an organization or company (Imron et al., 2020). Changing jobs or turnover 

intention that occurs will hurt the company, such as an increase in human resource costs 

(Dewi & Agustina, 2021). This is as supported by Kurniawaty et al ., (2019) who state that 

the level of employee turnover intention has an impact on operational costs, losing employees 

hurts the company's oral competitive advantage and reduces the company's social capital. 

Skilled and potential employees are one source of creating competitiveness in any business. 

Several factors can affect turnover intention employees, including the work environment, 

organizational culture, job satisfaction, and job stress (Amanda et al ., 2021). 

Furthermore, Akgunduz & Eryilmaz, (2018) revealed that a healthy work environment 

can increase job satisfaction and improve service quality. Work environment factors include 

physical work, psychological factors including fatigue and monotony at work (Agbozo, 

2017). 

In addition to work environment factors, another factor that can influence turnover 

intention is organizational culture. Organizational culture can be used as a benchmark in 

measuring job satisfaction (Körner et al ., 2015). Organizational culture has a significant 
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impact on working relationships, procedures, and interactions between employees and leaders 

(Shah, 2015). 

Job satisfaction includes various components, such as one's emotions and behavioral 

tendencies. Job satisfaction gives a negative value to the intention to leave, so this means that 

job satisfaction must be increased to reduce turnover intention (Kurniawaty et al ., 2019). 

Resources that are owned and controlled to be managed properly are mainly related to Human 

Capital as the main capital of the organization (Indradewa & Dewi, 2021). 

The purpose of this study was to examine the effect of the work environment, 

organizational culture on turnover intention mediated by job satisfaction carried out at the 

Bekasi Type B Private Hospital during the Covid-19 pandemic. Sihombing (2020) state that 

Covid-19 pandemic caused everyone to behave beyond normal limits as usual. The outbreak 

of this virus has an impact especially on the economy of a nation and Globally (Ningrum, 

2020). The problems posed by the Covid-19 pandemic which have become a global problem 

have the potential to trigger a new social order or reconstruction (Bara, 2021). 

 

II. Review of Literature 
 

2.1 Work Environment 

Environmentally supported work increases the level of employee interest in their work 

which in turn will increase their productivity (Prieto & Pérez-Santana, 2014). According to 

(Hanaysha, 2016) identifying several dimensions of measuring the work environment include 

work challenges, job autonomy, leader consideration, and support, work facilities, workgroup 

cooperation, workgroup spirit, clarity of roles and positions, fairness, and equality of reward 

systems. Furthermore, research by Natsir et al. (2017) found that a supportive work 

environment will make employees feel at home to work. A good work environment will 

increase the enthusiasm for employees to complete work effectively and efficiently. Thus, the 

better the work environment, the lower the level of employee turnover intention. 

 

2.2 Organizational Culture 

Organizational culture is an understanding of culture consisting of rules, values, and 

norms that shape the actions or behavior of an employee (Colquitt et al., 2019). 

Organizational culture can increase the work engagement and performance of organizational 

members (Meng & Berger, 2019). Organizational culture must be maintained and developed 

because it will encourage age flexibility, take initiative, freedom of autonomy, and be able to 

find direct and innovative solutions to human resources, create knowledge management and 

develop partner-like relationships (Karyotakis & Moustakis, 2016). The higher the 

application of organizational culture in the company will encourage employees to have a 

better effective commitment (Nugraha, 2021). 

 

2.3 Job Satisfaction 

Badawi et al., 2019) job satisfaction is an emotion that strengthens or does not 

strengthen employees, with their work and themselves. Dachapalli (2016) stated that job 

satisfaction is a behavior that reflects job satisfaction related to the attitude of the individual 

towards his job. Employee satisfaction will affect employee productivity, they can take 

advantage of their potential, maintain positive feelings and attitudes about their work 

(Leadership & Climate, 2020), decreased job satisfaction will affect employee intentions to 

leave (Wardana, MC, Anindita, R., and Indrawati, 2020). 

Job satisfaction is a factor that encourages employee commitment to the company 

(Colquitt et al, 2019).  
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2.4 Desire to Move 

Furthermore, Robbins & Judge (2018) states that turnover intention is a tendency or 

level where an employee can leave the company either voluntarily or involuntarily due to the 

lack of attractiveness of his current job and the availability of other alternative jobs. 

Individual factors known to induce turnover intention include nurse age, education, gender, 

marital status, and work experience (Al Sabei et al ., 2020). 

 

III. Research Methods 

 
This research design uses a quantitative approach. Data was collected using a survey 

method, namely by questionnaires distributed online to health workers who are still actively 

working at type B Private Hospitals in Bekasi, and measurements were made using a Likert 

scale. On this scale, statements are submitted with four alternative answers. For the Likert 

scale, the details are: Strongly agree = 4, Agree = 3, Disagree = 2, and Strongly Disagree = 1 

(Lee et al., 2017). 

This study uses a constellation model between variables, consisting of 4 variables, 

namely; variable X, called the independent variable (exogenous), namely the work 

environment (X1) adopted by the theory consisting of 2 dimensions, namely the physical 

work environment and non-physical work environment using as many as 10 questions 

according to research (Wijaya & Susanty, 2017). Organizational culture (X2) based on 

Robbins & Judge (2018) consists of 7 dimensions, namely innovation and risk-taking, 

attention to detail, orientation to results, orientation to people, orientation to teams, 

aggressiveness, stability/steadiness, and as many as 21 questions. Job satisfaction (Z) based 

on (Spector, 2014) consists of 9 dimensions, namely pay, promotion, co-workers, nature of 

work, supervision, fringe benefits, contingent rewards, operating conditions, communication, 

and as many as 18 questions, as well as the variable turnover intention. (Y) namely Mobley's 

research (2020) with 3 dimensions, namely the mind to stop; the desire to leave, and the 

desire to find another job, using a total of 6 questions as a basis for measurement. 

The population in this study were health workers who were still actively working at 

type B private hospitals in Bekasi. This research was conducted from December 2021 to 

January 2022 during the COVID-19 pandemic. The stage of distributing the questionnaires 

was done online, the formation of research models, confirmation studies, and data analysis 

(Java, 2016). The sampling technique refers to the SEM formulation that the minimum 

sample is calculated from 5 x the number of questions (55) so that a total sample of 275 

respondents are obtained, which are health workers employees who are still actively working 

at type B Private Hospitals in Bekasi. 

Collecting data in this study using a questionnaire distributed online to health workers 

who are still actively working in the hospital as many as 275 respondents. The data analysis 

method used in this study was analyzed by applying the SEM-PLS Structural Equation 

Model, which is a method that can perform multivariant analysis and is used to investigate 

the relationship between variables. Analysis using SEM-PLS can measure and accommodate 

observed variable errors (validity and reliability tests), show unobserved variables (path 

analysis), and simultaneously can estimate both causal and latent relationships (Xiong et al., 

2015). SEM-PLS testing was carried out with the help of the SmartPLS version 3 software. 
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IV. Discussion 
 

4.1 Results 

Based on the distribution of questionnaires conducted online to health workers who are 

still actively working at type B Hospitals in Bekasi, 275 respondents. From the data obtained, 

it can be seen that the majority of respondents were male, namely, 40 respondents (14.1 %), 

and the remaining 244 respondents (85.9%) stated that their gender was female. Furthermore, 

it is known that the majority of respondents aged 26-35 years were 141 respondents (49.6 %). 

Meanwhile, respondents who stated that they were 36-45 years old were 77 respondents (27.1 

%). Meanwhile, respondents aged less than 25 years stated that 56 respondents (19.7%) and 

the remaining 10 respondents (3.5%) stated that they were more than 45 years old. 

Furthermore, respondents with the latest education Diploma as many as 142 respondents 

(50%), than respondents who stated that their last education was Bachelor's were 137 

respondents (48.2%), respondents who stated that their last education was high 

school/equivalent were 3 respondents (1.1%), and the remaining 2 respondents (0.7%) stated 

that their education was Postgraduate. Respondents who stated that they had worked in the 

company for 5 years were 116 respondents (40, 8 %). Meanwhile, as many as 85 respondents 

(29.9%) stated that their length of service was more than 10 years, and as many as 83 

respondents (29.2%) worked in the company for 6-10 years. 

All variables are declared valid because they have a loading factor value above 0.70. 

Furthermore, the results of the AVE Value test of the research model for all variables have a 

value above 0.5 so that the AVE value for discriminant validity testing has fulfilled the next 

test environment. The results of reliability testing, a construct is declared reliable if it has a 

value of composite reliability > 0.7 and Cronbach's alpha value is above 0.7 0. The value of 

composite reliability at work (0.952), organizational culture (0.982), job satisfaction (0.962), 

and turnover intention (0.930). Cronbach's alpha value on the variables of work environment 

(0.943), organizational culture (0.980), job satisfaction (0.959), and turnover intention 

(0.910). Then, the results of the inner model test by looking at the R2 value in each equation, 

the following results are obtained: the first result, the job satisfaction variable is influenced 

by the work environment, organizational culture with an R2 value of 0.647. So, it can be 

interpreted that 64.7 % of the job satisfaction variables can be influenced by the work 

environment, organizational culture, while the remaining 35.3% is influenced by other 

variables outside the research. The second result, the variable turnover intention is influenced 

by the work environment, organizational culture, and job satisfaction with an R2 value of 

0.292. So, it can be interpreted that 29.2 % of the turnover intention variable can be 

influenced by variables of the work environment, organizational culture, and job satisfaction, 

while the remaining 70.8 % is influenced by other variables outside the research. 

 

Hypothesis Testing 

Hypothesis testing in this study uses path coefficient values, t-statistics, and p-values. 

Hypothesis testing was conducted on 275 respondents with the help of SmartPLS (Partial 

Least Square) software which can be seen from the bootstrapping results. The rules of thumb 

used in this study are t-statistics > 1.96 or p-value < 0.05 (5%) which can conclude that there 

is a significant effect between the independent variable and the dependent variable. The 

results of the research model are depicted in Figure 1 and the results of hypothesis testing are 

shown in Table 1.  
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Figure 1. Research Path Diagram 

Source: Results of Data Processing with SmartPLS 3 (2022) 

 

Through the results of data processing, the level of significance of the relationship is 

also obtained to see whether the hypothesis is significant or not. The relationship between 

variables can be assessed through the path coefficient column, while the level of significance 

can be assessed through the T-statistics column or P-value, as follows. 

 

Table 1. Research Model Hypothesis Test 

  
Original 

Sample 

T 

Statistics 

P-

Values 
Conclusion 

Work Environment Job Satisfaction 0.687 16,313 0.000 H1 Accepted 

Work environment Desire to Move -0.405 4,841 0.000 H2 Accepted 

Organizational culture Job satisfaction 0.191 3.716 0.000 H3 Accepted 

Organizational culture Desire to Move -0.196 3.448 0.001 H4 Accepted 

Job satisfaction Desire to Move -0.256 1983 0.048 H5 Accepted 

Source: Results of Data Processing with SmartPLS 3 (2022) 

 

4.2 Discussion 

The results of testing the first hypothesis state that the work environment has a positive 

effect on job satisfaction. This shows that health workers at type B Private Hospitals in 

Bekasi are satisfied with the physical environment in which they work. Thus, if the facilities 

and infrastructure that support the work are available, it can be satisfied for every health 

worker who works in the hospital, where the health worker feels cared for by the 

management. In addition to the physical environment, the non-physical environment also 
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provides job satisfaction for health workers, this is marked by the creation of a harmonious 

relationship between superiors and subordinates, co-workers, and subordinates in the work 

environment. With the creation of a conducive working environment and able to produce an 

efficient and effective performance to increase the job satisfaction of health workers in type B 

Private Hospitals in Bekasi. The results of this study are in line with the findings conducted 

(Al-hamdan et al., 2016) which explains that a positive relationship between work 

environment will increase job satisfaction and intention to stay Jordanian nurses found a 

significant relationship between nursing work environment and nurse outcomes of intention 

to stay and job satisfaction. 

The results of testing the second hypothesis state that the work environment hurts 

turnover intention. This indicates that the intensity of the desire to change workplaces 

decreases in type B Private Hospitals in Bekasi because health workers at the hospital feel 

comfortable with the facilities and places provided by the hospital that is by the work being 

done and ultimately make health workers feel more comfortable feel at home, this will reduce 

the level of the turnover intention of health workers at type B Private Hospitals in Bekasi. 

The results of previous research conducted by Lee et.al. (2016); Meriandayani & Subudi 

(2019) showed that the work environment had a significant negative effect on turnover 

intention. Working with a conducive environment, both from the work environment in 

physical and non-physical dimensions also affects turnover intentions. A quality work 

environment has been reported to be a significant factor influencing the outcome of nurses' 

turnover intention (Al Sabei et al., 2020). 

The results of testing the third hypothesis state that organizational culture has a positive 

effect on job satisfaction. These results indicate that the organizational culture in type B 

Private Hospitals in Bekasi is strong enough and has been carried out well by health workers 

because it has become part of the way of working and always pays attention to the principle 

of fairness in work to produce good job satisfaction. This is because a strong organizational 

culture can help establish interpersonal relationships with cultures related to teamwork, so 

organizational culture can be the main influence on employee decisions to leave or stay in an 

organization. According to Sapada et al. (2017), a good organizational culture will create 

better job satisfaction. Organizational culture influences employee attitudes, which in turn 

drive or contribute to organizational outcomes. The results in this study support previous 

research conducted by Habba et al. (2017); Stephen & Stephen (2016) which show that 

organizational culture has a positive and significant effect on job satisfaction. 

The results of testing the fourth hypothesis state that organizational culture hurts 

turnover intention. This indicates that the stronger the organizational culture, the lower the 

desire to switch to health workers at type B Private Hospitals in Bekasi. An organizational 

culture that is well accepted and followed by all health workers in the hospital is very 

important in retaining employees. Through a strong organizational culture that creates a 

comfortable and pleasant work environment, health workers can feel at home and survive in 

this hospital. An organizational culture that always promotes innovation, forms teamwork, 

upholds employee examples, pays attention to stability, and also all forms of policies that 

make health workers at Type B Private Hospitals in Bekasi not leave the organization. Health 

workers will think again about leaving their organization for the physical and psychological 

benefits of a comfortable work environment from the applied organizational culture. 

According to Lee & Jang (2019), if an organization has a high organizational culture, this 

will affect the desire to change smaller jobs. The results in this study support previous 

research conducted by Jalees & Ghauri (2016) which states that organizational culture hurts 

turnover intention. Furthermore, the results of research conducted by Kim et al. (2017) stated 

that organizational culture hurts turnover intention. 
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The result of testing the fifth hypothesis states that job satisfaction hurts turnover 

intention. These results indicate that a health worker gets a level of job satisfaction, then the 

employee will have a higher level of engagement, thus the intention to switch will decrease. 

If job satisfaction is met such as (feeling satisfied with the type of work done, feeling 

satisfied after receiving recognition when doing a good job, feeling satisfied with the 

relationship between the leader and subordinates), then the health worker will feel 

comfortable at work and if the employee is comfortable at work, the employee will not move. 

The results of this study are in line with previous research conducted by Wang et al. (2020); 

Rathore & Singh (2020); Musawer et al. (2021) which states that job satisfaction hurts 

turnover intention. Job satisfaction has a negative influence on turnover intention, which 

means that the higher the job satisfaction, the lower turnover intention (Kholiq & 

Miftahuddin, 2019). 

Job satisfaction in this study mediates the work environment and organizational culture 

and gives good results by giving a positive value to job satisfaction. (Al-Sada et al., 2017) 

explained that job satisfaction depends on the match between individual characteristics and 

organizational culture which means that employees can better adapt to the work environment 

if characteristics of organizational culture according to individual orientation. Sapada et al. 

(2017) stated in their research that the existence of a good organizational culture will create 

better job satisfaction. Further research by Stephen & Stephen (2016) concludes that there is 

indeed an influence of organizational culture on job satisfaction. Employees have high work 

aggressiveness, namely, employees are always full of initiative in doing tasks, employees do 

not always depend on superior's instructions in carrying out tasks, and every employee makes 

work plans and tries to finish well. The same results were found by Habba et al. (2017) show 

that organizational culture has a positive effect on job satisfaction. A positive cultural 

structure can increase employee commitment, job satisfaction will reduce employee retention, 

and can improve performance (Pandey, 2019). (Review & Ramli, 2019) show that 

organizational culture has a prominent positive influence on job satisfaction, job satisfaction 

has a positive effect on employee performance. 

Job satisfaction shows a significant influence on turnover intention, but in comparison 

with other variable relationships, the value of the relationship between variables is the 

smallest. So it can be interpreted that job satisfaction in this study does not fully mediate or is 

called partial mediation for the work environment and organizational culture on turnover 

intention, which means that even though the absence of job satisfaction as mediation will not 

change the negative relationship between the work environment and organizational culture 

towards turnover intention. This can be caused because the work environment is good and is 

supported by an organizational culture that has become part of each health worker in the 

hospital in providing services so that job satisfaction does not have a strong influence on 

turnover intention.  

 

V. Conclusion 
 

This study succeeded in confirming that a conducive work environment will increase 

the job satisfaction of health workers, and a conducive work environment will reduce the 

desire of health workers to change jobs. A strong organizational culture will reduce the desire 

to change jobs and high job satisfaction will reduce the desire of health workers to move from 

their current workplace. This explains that this research can be applied during the COVID-19 

pandemic because the results show that all variables are acceptable and have a significant and 

mutually influencing relationship.  

In this case, the hospital needs to pay attention to the conditions of the employee's work 

environment, taking into account the noise level of the room so as not to interfere with the 
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concentration of health workers in carrying out their work. Suggestions for hospital 

management to give positive attention to improving the quality of organizational culture by 

providing more positive policies for the benefit of health workers. To increase job 

satisfaction, it is recommended that management socialize the regulations before they are 

implemented so that these health workers understand better and do not cause 

misunderstandings in interpreting a set of regulations. 

The current study was conducted at a type B private hospital in Bekasi so that it did not 

describe the entirety of the health workers working in the hospital, in the future it is 

recommended that it be carried out in hospitals by sharing different types of hospitals to 

provide more representative results and by adding other factors which can affect turnover 

intention and job satisfaction, such as workload, compensation, and so on. So that it will be 

more known which factors have a wider influence on the increase in job turnover intention. 
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