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Abstract

This study aims to examine the influence of the human resource tecruitment system, workload, and
organizational commitment on employee turnover intention at PT Maybank Indonesia Tbk Medan Branch.
Turnover intention is a critical issue in the banking sector due to its impact on organizational stability,
operational efficiency, and human resource sustainability. The research employs a quantitative descriptive
approach. The population in this study consists of all employees of PT Maybank Indonesia Thk Medan Branch,
totaling 47 employees. Because the population size is relatively small, a saturated sampling (census) technique
was applied, meaning that all members of the population were used as the research sample, totaling 47
respondents. Data were collected using a structured questionnaire with a Likert scale measurement. The
variables measured include the recruitment system (X1), workload (X2), organizational commitment (X3), and
turnover intention (Y). Data analysis was conducted using SPSS software, including descriptive statistics,
instrument testing (validity and reliability), classical assumption tests, multiple linear regression analysis, and
hypothesis testing using t-test, F-test, and coefficient of determination (R?). The results indicate that employee
turnover intention is influenced by the recruitment system, workload, and organizational commitment. These
variables simultaneously and partially affect turnover intention based on multiple linear regression analysis. The
study implies that banking management should improve recruitment accuracy to ensure person—job fit, manage
workload distribution to reduce employee stress, and strengthen organizational commitment through effective
engagement and supportive leadership practices. These efforts are essential to reduce turnover intention and
improve organizational performance.

Keywords: Recruitment System, Workload, Organizational Commitment, Turnover Intention,
Population And Sample, Banking Sector.

INTRODUCTION

The period of globalization has radically transformed the structure of organizational
competitiveness, where competitive advantage is no longer only defined by capital and technology
but increasingly depends on the quality of human resources (HR) held (Simanjuntak et al., 2026). In
this context, HR is characterized as a strategic asset that plays a critical role in defining the degree of
competitiveness, adaptability and sustainability of an organization in responding to the dynamics of
a continuously changing business environment (Napitupulu et al., 2026). A company’s inability to
manage its HR efficiently can lead to several difficulties such as reduced performance, operational
inefficiencies and increased workforce instability (Faris et al., 2024). Therefore, HR management
must be done in an integrated manner through a comprehensive system, which includes a recruitment
process that can ensure the match between individual competencies and values with organizational
needs, proportional workload management to prevent excessive work pressure, and strengthening
work commitment as a primary instrument in maintaining employee loyalty (Tambun et al., 2020).
These three components are linked and constitute a system that influences organizational stability,
where deficits in one aspect can effect the increase of turnover intention and the decrease of total
organizational performance (Bhastary et al., 2024).
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One of the key challenges that often occurs in the banking industry is the high turnover
intention or intention to leave the organization. Turnover intention is a major concern due to
increased recruitment and training costs, poor organizational stability and interrupted corporate
operational performance (Rasulova & Tanova, 2025). This situation also occurred in PT Maybank
Indonesia Thk Medan Branch which increased the number of employees leaving from 2021 to 2025
from 7 to 15 persons suggesting a severe problem in HR management.

The HR recruitment system is seen to be one aspect that influences turnover intention. Poor
recruitment can cause a mismatch between the employee and the job (person-job fit) and the
organizational culture (person-organization fit), leading to low job satisfaction and a higher intention
to leave the organization (Butson et al., 2025). In addition, one of the main factors that might raise
work stress, emotional titedness and decreased work motivation is the imbalance of workload
(Galanis et al., 2025). Low work commitment is also found to be a significant factor of greater
turnover intention, as employees who do not have emotional attachment are more likely to leave the
tirm (Chang et al., 2025).

Previous studies have explored the influence of recruitment procedures, workload and work
commitment on turnover intention, but there are still significant study gaps. First, most of the prior
studies only include variables partially, therefore they are not able to present a comprehensive picture
about the simultaneous influence of all three factors in one integrated research model. Second, the
research on turnover intention in the banking sector, especially at the branch level of regional banks
such as PT Maybank Indonesia Tbk Medan Branch, is still very restricted. Third, the findings of prior
research are inconsistent, especially regarding the role of workload on turnover intention. Some
research has shown that workload has a considerable beneficial effect on turnover intention, while
other research has shown different results. The scenario highlights a need for re-examination in many
organizational settings and research sites.

The urgency of this research lies in the importance of understanding the factors influencing
turnover intention in the highly competitive banking industry. High turnover intention can disrupt
operational stability, increase organizational costs, and reduce the quality of service to customers.
Therefore, a more in-depth empirical study is needed to provide a basis for management in
formulating more effective HR management strategies. This research is also crucial for providing
policy recommendations related to improving recruitment systems, managing workloads, and
increasing work commitment to sustainably reduce turnover intention.

LITERATURE REVIEW

Turnover intention

Turnover intention is a psychological construct that indicates an employee's conscious and
deliberate intention to leave the organization and seek alternative employment in the future and is
thus often considered the most relevant early indicator in predicting actual turnover within an
organization (Syaifuddin et al.,, 2024). Conceptually, turnover intention is not only the individual
decision but also the outcome of accumulation of work experience, perception of organizational
environment and individual assessment of the fit of the individual to the job (Khoir et al., 2024). (S
& Bangun, 2025) indicates that turnover intention has strategic consequences from the perspective
of management because of its potential to increase recruitment and training costs and impair stability
in the workforce and disrupt the efficacy and continuity of organizational operations. Moreover,
many studies indicate that turnover intention is not a result of a single factor but rather is shaped by
a combination of organizational and individual factors, such as workload, job satisfaction,
organizational commitment, and the effectiveness of human resource management systems (Aktiirk
& Yesiltas, 2024). Therefore, the control of turnover intention should be an integral and complete
management (Suresh & Nigam, 2022).

Human Resources Recruitment System

The human resource recruiting system is a systematic process in which organizations obtain,
select and place people that best meet the job needs and long-term goals of the organization
(Gezinski, 2024). This approach is not only aimed to fulfill workforce needs in numeric terms, but
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also in terms of quality elements through the alignment of individual competencies, values and
character with organizational culture (Butar et al., 2023). It is a valuable device in attaining the best
person-job fit and person-organization fit so that the chosen personnel are able to adapt and
contribute maximally to the organizational performance (Madanchian, 2024). Moreover, a clear,
objective, and competency-based recruitment approach can boost the fairness perception of
prospective employees, enhance the initial commitment to the business, and decrease the gap in job
expectations (Noble et al., 2025). Eventually, these conditions will have ramifications for enhancing
staff retention and reducing turnover intention levels within the firm (Fabbri et al., 2023).

Research results (Mittal & Singh, 2021) suggest that a structured recruitment approach based
on competency can improve the quality of recruited human resources, consequently reducing the
level of desire of employees to quit the firm. Also, (Stoliaruk, 2023) reported that good recruitment
process helps in improving employee-job fit, which minimizes turnover intention. Other research
also suggests that when inappropriate recruitment occurs, it can lead to employees not being a good
match for the job, which can then cause low job satisfaction and higher desire to quit the firm (Lubis
et al,, 2024).

Workload

Workload is a multidimensional notion that refers to the degree of job demands to be met by
employees within a particular time limit, representing the combination of task complexity, time
pressure and individual capacity to effectively accomplish work (Harianto, 2024b). From the
standpoint of human resource management, workload is considered not only as a quantitative
accumulation of activities but also as a psychological aspect that can affect the mental and physical
balance of an employee when fulfilling their position (Syihabudhin, 2022). When expectations of the
job are greater than what the individual is capable of doing a condition of job strain is created which
can lead to long term work stress, emotional tiredness and lowered intrinsic motivation. This
condition is often empirically linked with lower individual performance and a higher tendency of
employees to detach themselves from the business (Fatajo, 2024). At the macro scale, a poorly
managed workload might be a major factor that drives turnover intention, especially when the
businesses do not supply appropriate work resources to fulfill high job demands (Anggraeny et al.,
2024).

According to research (S & Bangun, 2025), heavy workloads have a substantial effect on
increased turnover intention as employees feel unable to meet the demands of the job efficiently.
Furthermore, (Ode et al., 2025) discovered that a mismatch between workload and individual capacity
can diminish work motivation and elevate employees’ inclination to seek other employment. Other
studies also indicate that overwork is a major element that gives rise to work stress and job
unhappiness in organizations.

Work Commitment

Work commitment is a psychological construct that represents the level of connection,
identity, and participation of an individual with an organization as evidenced in an employee’s
readiness to remain with and contribute to the achievement of organizational goals on an ongoing
basis (Marnisah, 2022). Theoretically, job commitment is not only a sign of loyalty but also a
psychological mechanism that affects the stability of employee work behavior in an organization
(Nutrlina, 2022). Employees with a high level of commitment tend to exhibit persistent positive
attitudes, strong emotional attachments and orientation for the organization which would suppress
the tendency to leave their positions despite the external demands and work challenges (Simbolon et
al., 2023). Conversely, the lower the amount of work commitment, the lower the internalization of
organizational principles, which in turn makes employees more vulnerable to turnover intention,
especially when faced with job discontent or more enticing external options (Abebe & Assemie,
2023). Organizational commitment is a determining element that greatly affects employee decisions
to stay or leave an organization, and the lower the level of work commitment, the higher the chance
of turnover intention in a business (Holliman et al., 2022).
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The results of the study (Serang et al., 2024) shown that organizational commitment had a
negative and substantial effect on turnover intention; that is, the more the employee's commitment
to the organization, the lower the intention to leave the organization. Strong corporate commitment
can promote employee loyalty, and lower willingness to quit jobs. Other studies have also shown that
organizational commitment is a significant factor in long term employee retention (Panjaitan, 2022).

METHODOLOGY

This study employs a quantitative approach with descriptive methodologies in analyzing the
influence of the human resource recruitment system, workload, and work commitment on employee
turnover intention. The study was designed with a quantitative approach and sought to explore the
cause and effect relationship of the variables through evaluating the eatlier developed hypotheses.
The research was held in PT Maybank Indonesia Thk Medan Branch J1. P. Diponegoro No. 18
Medan. The research period was from October 2025 to February 2026.

Population in this study were all 47 workers of PT Maybank Indonesia Tbk Medan Branch.
The sampling technique employed is saturated sampling (census) that is the complete population is
used as a research sample because the number is relatively modest. Data were obtained via a
questionnaitre issued by the researcher to the respondents using a five-level Likert scale to examine
the respondents' impressions of the research vatiables, namely the HR recruitment system (X1),
workload (X2), work commitment (X3), and turnover intention (Y). In addition, documentation
investigations were also carried out to assist the research study.

Statistical analysis was performed using the Statistical Package for the Social Sciences (SPSS).
The study steps include descriptive analysis, data quality testing (Validity and reliability testing),
classical assumption testing (normality, multicollinearity, and heteroscedasticity), and multiple linear
regression analysis to evaluate the influence between variables. Hypothesis testing with partial tests
(t-test), simultaneous test (F-test) and the coefficient of determination (R?) for the magnitude of
contribution of independent variables to the dependent variable.

The regression model was Y = a + b1X1 + b2X2 + b3X3 + e.

RESULTS and DISCUSSION
Validity Test Results

The validity test results show that all indicators in the HR recruitment system—workload,
organizational commitment, and turnover intention—have r-count values greater than r-table (0.361),
so all items are declared valid. In the HR recruitment system variables, the r count value is in the
range of 0.654 to 0.941, which indicates a high level of validity, with the strongest indicator in SR3
(0.941). Workload variables also show very good results with r count values between 0.743 and 0.923,
where BK1 has the highest value.

Furthermore, the Organizational Commitment variable has an r count value ranging from
0.734 to 0.868, indicating that all indicators are able to measure the construct well and consistently.
Similarly, the Turnover Intention variable shows high r count values, ranging from 0.751 to 0.910,
with TI6 as the strongest indicator. Overall, all study variables have met validity criteria and are
therefore suitable for further analysis.

Table 1. Validity Test Results

Variables Code rcount rtable (0.05) Information

SR1 0.856 0.361 Valid

SR2 0.898 0.361 Valid

SR3 0.941 0.361 Valid

HR recruitment SR4 0.829 0.361 Val%d
ystem SR5 0.745 0.361 Valid
SR6 0.694 0.361 Valid

SR7 0.693 0.361 Valid

SR8 0.654 0.361 Valid

SR9 0.798 0.361 Valid
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SR10 0.683 0.361 Valid

SR11 0.721 0.361 Valid

SR12 0.842 0.361 Valid

BK1 0.923 0.361 Valid

BK2 0.806 0.361 Valid

BK3 0.880 0.361 Valid

BK4 0.849 0.361 Valid

Workload BK5 0752 0.361 Valid

BKo6 0.743 0.361 Valid

BK7 0.821 0.361 Valid

BKS8 0.843 0.361 Valid

KO1 0.868 0.361 Valid

KO2 0.832 0.361 Valid

Organizational KO3 0.843 0.361 Valid

commitment KO4 0.868 0.361 Valid

KO5 0.792 0.361 Valid

KO6 0.734 0.361 Valid

TT1 0.789 0.361 Valid

TI2 0.836 0.361 Valid

T13 0.805 0.361 Valid

Turnover T14 0.825 0.361 Valid

intention TI5 0.838 0.361 Valid

TI6 0.910 0.361 Valid

TI7 0.872 0.361 Valid

TI8 0.751 0.361 Valid

Reliability Test
Table 2. Reliability Test Results for All Research Variables
Variables Cronbach'sAlpha  r teori Information

HR recruitment system (X1) 0.914 0.600 Reliabel
Workload (X2) 0.903 0.600 Reliabel
Work commitment (X3) 0.902 0.600 Reliabel
Turnover intention (Y) 0.933 0.600 Reliabel

Source: Data Processed from Research Results, 2026

The results of the reliability test showed that all study variables have a Cronbach's Alpha value
over the minimum limit of 0.600 such that all instruments were deemed reliable . The variable of HR
recruiting system (X1) was acquired with a Cronbach's Alpha value of 0.914 which suggests a vety
high level of dependability. Also, the Workload variable (X2) had a solid result with a value of 0.903
which shows good internal consistency of the instrument to measure the same construct. In addition,
the Work commitment variable (X3) has a Cronbach’s Alpha score of 0.902 which means that all
indications in this variable ate consistent and can be believed in measurement. The Turnover
Intention variable (Y) obtained the highest value of 0.933 which means a very strong and highly
consistent level of reliability. All variables in this study met the reliability criteria and are thus prepared
for further analysis.

Normality Test
Table 3. Normality Test
One-Sample Kolmogorov-Smirnov Test

Unstandardized Residual

N 47
Normal Parametersab Mean .0000000

Std. Deviation 3.86564433
Most Extreme Differences  Absolute 113
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Positive .080
Negative -.113
Test Statistic 113
Asymp. Sig. (2-tailed) 171

a. Test distribution is Normal.
b. Calculated from data.
c. Lilliefors Significance Correction.
Source: Data Processed from Research Results, 2026

The results of the normality test using One-Sample Kolmogorov-Smirnov reveal the number
of research samples that are 47 observations, the average residual value of 0.0000000 and the standard
deviation of 3.86564433. The value of Kolmogorov-Smirnov test statistic is 0.113 and the value of
Asymp. Sig. (2-tailed) is 0.171. Based on these results, the significance value is 0.171 which is greater
than 0.05 therefore it can be inferred that the residual data is normally distributed. This implies that
the assumption of normality in the regression model is satisfied so that the research model is
appropriate for further analysis and hypothesis testing.

Multicollinearity Test
Table 4. Multicollinearity Test

Coefficients?
Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics

Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 55.429 15.174 3.653  .001

HR rectuitment 485 172 373 2.814  .007 713 1.402

system

Workload .805 .339 317 2374 022 702 1.424

Work commitment  -.844 293 -.332 -2.882  .006 944 1.059

a. Dependent Variable: Turnover intention

The outcome of regression test shows that HR recruitment system has positive and significant
effect on Turnover Intention with coefficient of 0.485 (t = 2.814; sig = 0.007). Workload also has a
positive and significant influence with a coefficient of 0.805 (t = 2.374; sig = 0.022) meaning that
increased workload can raise turnover intention. On the other hand, Work commitment has a
negative and significant effect with coefficient of -0.844 (t = -2.882; sig = 0.006) which means that
the higher the work commitment the lower the turnover intention. Furthermore, tolerance value >
0.10 and VIF < 10 suggest that there is no multicollineatity problem, hence the regression model is
appropriate for further research.

Heteroscedasticity Test

Figure 2. Heteroscedasticity Test

Scatterplot

Dependent Variable: Turnover Intention

ssion Studentized Residual

Regre:

Regression Standardized Predicted Value

Based on the graph of the scatterplot, the results of the heteroscedasticity test can be seen that
the distribution of the data points does not follow a certain systematic pattern and is scattered
randomly above and below the zero line. The random pattern of distribution shows that the residual
variance is constant over the whole range of expected values. So it can be argued that the regression
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model does not show signs of heteroscedasticity or has met the assumption of homoscedasticity. This
implies that the regression model used in this study is viable and satisfies the BLUE (Best Linear
Unbiased Estimator) criteria for use in subsequent analysis and decision making.

Multiple Linear Regression Analysis Results
Table 5. Multiple Linear Regression Analysis Results

Coefficients®
Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics

Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 55.429 15.174 3.653  .001

HR recruitment 485 172 373 2.814  .007 713 1.402

system

Workload .805 .339 317 2374  .022 702 1.424

Work commitment -.844 293 -332 -2.882  .006 944 1.059

a. Dependent Variable: Turnover intention

Based on the table above, the equation of multiple linear regression obtained, namely Y =
55.429 + 0.485 X1 + 0.805 X2 — 0.844 X3. The constant value of 55.429 implies that if the variable
HR recruitment system, workload and job commitment are constant or equal to zero the turnover
intention level is 55.429. In addition, the coefficient of HR recruiting system variable is positive
(0.485) which shows that one unit increase will raise turnover intention by 0.485. Further, workload
variables have a positive coefficient of 0.805 which suggests that an increase in workload will raise
the turnover intention by 0.805. Meanwhile work commitment has a negative coefficient of 0.844
that is for every increase in work commitment will reduce turnover intention by 0.844. Thus, work
commitment is the biggest element to lower levels of employee turnover intention.

Coefficient of Determination (R?) Results

Table 6. Coefficient of Determination (R?) Results
Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 .8792 761 723 3.998
a. Predictors: (Constant), X3, X1, X2

The value of the adjusted R-squared is 0.723 or 72.3% based on the results given in the table
above. Thus, the variables of HR recruiting system (X1), workload (X2), and work commitment (X3)
may explain the variation in the change of employee turnover intention variables (Y) of 72.3% at PT
Maybank Indonesia Tbk., Medan Branch. The remaining 27.7% is explained by other variables not
included in this research model. Therefore, this study model has a rather significant predictive power
to explain the effect of independent variables on turnover intention. But there are also additional
aspects that are not investigated in this study that have the ability to affect employee turnover
intention; thus, it can be a space for further research to broaden the research model.

t-Test (Partial Test)
Table 7. t-Test (Partial Test)

Coefficients?
Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 55.429 15.174 3.653  .001
HR recruitment 485 172 373 2.814  .007 713 1.402
system
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Workload 805 .339 317 2374 022 702 1.424
Work commitment  -.844 293 -332 -2.882  .006 944 1.059
a. Dependent Variable: Turnover intention

The value of Adjusted R Square is 0.723 or 72.3% based on the results given in the table above.
Thus, the variables of HR recruiting system (X1), workload (X2), and work commitment (X3) may
explain the variation in the change of employee turnover intention variables (Y) of 72.3% at PT
Maybank Indonesia Tbk Medan Branch. The remaining 27.7% is explained by other variables not
included in this research model. Therefore, this study model has a rather significant predictive power
to explain the effect of independent variables on turnover intention. But there are also additional
aspects that are not investigated in this study that have the ability to affect employee turnover
intention, thus it can be a space for further research to broaden the research model.

F-Test (Simultaneous Test)
Table 8. F-Test (Simultaneous Test)

ANOVA?
Model Sum of Squares Df  Mean Square F Sig.
1 Regression 587.038 3 195.679 12241 .000v
Residual 687.387 43 15.986
Total 1274.426 46

a. Dependent Variable: Turnover intention
b. Predictors: (Constant), X3, X1, X2

The hypothesis test was performed by a simultaneous test (F test) with the F value of 12.241

and the significance level of 0.000. The results show that the value of F count is more than the value
of I (12.241 > 2.82) and the value of significance is less than 0.05 (0.000 < 0.05). So that HO is
rejected and Ha is accepted, which means that the HR recruitment system (X1), workload (X2), and
job commitment (X3) simultaneously have a major effect on the employee turnover intention (Y) at
PT Maybank Indonesia Tbk, Medan Branch.
The result shows that these three independent variables are not only somewhat effective but also
mutually reinforcing in explaining variation of turnover intention. The findings empirically support
that the dynamics of employee turnover intention are not explained by a single factor, but rather the
result of the combination of structural and psychological organizational elements.

DISCUSSION

The Influence of HR Recruitment System on Turnover Intention

The findings of the test suggest that the HR recruitment system has a good and substantial
influence on employee turnover intention at PT Maybank Indonesia Thk Medan Branch with a t
value of 2.814 > t table 2.016 and significance of 0,007 < 0,05. This result is consistent with other
earlier investigations. First, (Butson et al., 2025) found that recruitment system has a considerable
effect on turnover intention in the financial sector. Second, research (35) suggests that strong
recruitment quality can enhance work fit and decrease turnover intention. Third, (Wenyan et al., 2024)
reveals that efficient recruitment affects the increase in work satisfaction and the decrease in turnover
intention. Fourth, (Hussein & Zakhem, 2024) shows that competency-based recruitment strategy
helps to HR stability. Fifth, study (Madanchian, 2024) affirms that recruitment variables is one of the
main determinants in influencing the employee turnover intention.

The managerial implications of the results indicate that PT Maybank Indonesia Tbk, Medan
Branch, should improve the effectiveness of the recruitment system by applying competency-based
selection, using objective assessment methods, and increasing the transparency of job information
for prospective employees. In addition, the company must guarantee that the values and character of
the candidates are aligned with the organizational culture in order to limit the possibility of mismatch.
Therefore, the improvement of recruiting system is not only conducive to the improvement of human
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resource quality, but also an important technique for decreasing turnover intention and ensuring
sustainable organizational performance.

The Influence of Workload on Turnover Intention

The test result indicates that workload has a substantial and positive effect on staff turnover
intention at PT Maybank Indonesia Tbk Medan Branch, with t-value 2.374 > t-table 2.016 and
significance 0.022 < 0.05. This conclusion continually enhances empirical evidence that workload is
an important predictor that predicts turnover intention in diverse organizational environments.
Research (Galanis et al.,, 2025) demonstrates that growing workload affects not only operational
aspect but also deteriorates the psychological condition of employees which eventually results in the
development of intentions to leave the organization. In line with that, (Chang et al., 2025) reveals
that disproportionate workload works as a primary trigger for work stress which immediately leads
to increased turnover intention. Moreover, (Chang et al., 2024) underlines that the mismatch between
job needs and human potential generates a condition of workload misfit that progressively erodes
employee motivation and commitment to the business. More precisely, the study in (Ode et al., 2025)
shows that workload has a considerable positive effect on turnover intention in the banking sector,
hence stressing the importance of this finding for work-intensive businesses. Furthermore, (S &
Bangun, 2025) points out that workload is not only an operational element, but also a structural
factor, which always affects the employees' decisions to stay with or quit the business.

The managerial implications of these findings indicate that PT Maybank Indonesia Tbk Medan
Branch needs to do more optimal workload management through proportional task allocation,
adjusting work targets to employee capacity, and increasing organizational support, such as effective
supervision and adequate work facilities. Also, the organization should improve job resources, such
as training, rewards and excellent support, to balance job demands. Therefore, efficient workload
management not only minimizes work stress but also is a significant method in decreasing employee
turnover intention.

The Influence of Work Commitment on Turnover Intention

The test findings show that the variable of work commitment has a t-value of -2.814 with a
significance threshold of 0.006 < 0.05, hence HO is rejected and Ha is accepted. The results show
that job dedication has a strong negative effect on employee turnover intention at PT Maybank
Indonesia Tbk Medan Branch. The results show that the greater the work commitment of the
employee, the lower the level of turnover intention. Conversely, the lower the level of work
commitment, the higher the inclination of employees to leave the firm. The results of this research
are in line with other earlier studies that have consistently shown a negative link between work
dedication and turnover intention. (Kesuma et al., 2022) did research that high job commitment can
boost employee loyalty so that it can reduce the intention to leave the organization. Moreover, (Astika
etal., 2022) showed that high organizational commitment is significant in the generation of workforce
stability and reduction of employee turnover rates. (Sulaiman, 2022) also found that employees who
have strong commitment have high feeling of responsibility and emotional tie to the organization. In
the same vein, (Harianto, 2024a) have said that affective commitment can enhance job satisfaction
and in turn reduce turnover intention. Furthermore, (Bhastary et al., 2023) noted that firms that
generate commitment through rewards, career growth, and favorable work environment will be more
effective in retaining personnel.

Managerial implications of the finding PT Maybank Indonesia Tbk Medan Branch has to
improve its strategy on enhancing job commitment through improving organizational support, fair
reward, career growth, and supportive work environment. Improving these factors is important to
increase the emotional commitment of employees to the organization and thus reduce turnover
intention. So, the management of job commitment is not only a psychological feature but also a
strategic approach in order to retain quality human resources in the competition of the banking
environment.

70



Applied Multidisciplinary Science — E-ISSN: 3110 — 8725

CONCLUSION

This study aims to examine the effect of human resource recruitment system, workload, and
organizational commitment on employee turnover intention at PT Maybank Indonesia Tbk Medan
Branch. The findings confirm that the recruitment system has a positive and significant effect on
turnover intention, indicating that the quality of recruitment practices plays a crucial role in shaping
employees’ intentions to stay or leave the organization. Similarly, workload is found to have a positive
and significant effect on turnover intention, suggesting that excessive job demands increase
employees’ psychological strain and strengthen their intention to leave the organization.

In contrast, organizational commitment exhibits a negative and significant effect on turnover
intention, implying that higher levels of employee commitment are associated with lower turnover
intention. This finding highlights the importance of emotional attachment, loyalty, and psychological
identification with the organization in retaining employees. Furthermore, the simultaneous test
indicates that recruitment system, workload, and organizational commitment collectively have a
significant influence on turnover intention, confirming that employee turnover behavior is shaped by
a combination of organizational and psychological factors rather than a single determinant.

From a practical perspective, the findings suggest that organizations, particularly in the banking
sector, should strengthen their human resource management strategies in a more integrated manner.
Improving recruitment accuracy through competency-based selection and ensuring person—job fit
and person—organization fit are essential to reduce eatly-stage employee mismatch. In addition,
workload management should be optimized by balancing task distribution and organizational capacity
to minimize job stress and burnout. Furthermore, strengthening organizational commitment through
career development, reward systems, and employee engagement initiatives is critical to enhance
employee retention and reduce turnover intention in the long term.

Although the model demonstrates meaningful explanatory power, this study has several
limitations. First, the research focuses only on three antecedent variables, whereas turnover intention
is a complex phenomenon that may also be influenced by other factors such as job satisfaction,
leadership style, work stress, and organizational culture. Second, the study employs a cross-sectional
design with a relatively small sample size, which limits the generalizability of the findings. Future
research is encouraged to adopt longitudinal approaches and larger samples to capture behavioral
changes over time. Third, the study is limited to a single banking branch, which may restrict external
validity. Therefore, future studies should consider multi-sector and cross-cultural comparisons to
enhance the robustness of the model. Finally, potential moderating or mediating variables were not
included in this study, suggesting the need for more complex analytical models such as moderated
mediation in future research.

REFERENCES
Abebe, A., & Assemie, A. (2023). Quality of work life and organizational commitment of the
academic staff in Ethiopian universities. Heliyon, 94), 1-20.

https://doi.org/10.1016/j.heliyon.2023.¢15139

Aktirk, C., & Yesiltas, M. (2024). Seasonal employee leadership and turnover intention in the
hospitality and tourism industry: Serial mediation model workplace ostracism and work
alienation. Canadian  Journal of  Administrative Sciences, 41(1), 77-93.
https://doi.org/10.1002/cjas. 1728

Anggraeny, Y., Saleh, L. M., Thamrin, Y., Russeng, M. S., Wahyu, A., & Ibrahim, E. (2024). The
Effect of Workload, Dual Role Conflict and Job Stress on the Performance of Female Lecturers
at X University. Jowrnal of Law and  Sustainable — Development, 12(1), 3193.
https://doi.org/10.55908 /sdgs.v12i1.3193

Astika, E., Nasib, Bhastary, M. D., Amalia, F., & Hou, A. (2022). Effect Of Work Environment And
Workload On Employee Satisfaction. Jmari, 3(1), 1-12.

Bhastary, M. D., Hou, A., & Goh, T. S. (2024). The Role of Employee Green Behaviors in Green
Teacher Performance in the Madrasah Environment in Medan City with an Organizational
Ambidexterity and  Green  Self-Efficacy = Approach.  Socery, 12(2), 696-713.
https://doi.org/10.33019/society.v12i2.729

71



Applied Multidisciplinary Science — E-ISSN: 3110 — 8725

Bhastary, M. D., Lubis, A. R., Utami, S., & Meldi, T. (2023). Implementation Of Talent Management
as An Effort to Realize Sustainable Performance of The Palm Oil Industry in Indonesia. General
Management, 24(195), 1-22. https:/ /doi.org/10.47750/QAS /24.195.30

Butar, R. S. B., Sigalingging, L., Pramono, S., Nuryanto, U. W., & Butarbutar, D. J. A. (2023).
Employee Recruitment Decision Support System Using Analytical Hierarchy Process Method
in  Security Services Companies. Jurnal Informasi Dan Teknologi, 5(4), 177-182.
https://doi.org/10.60083/jidt.v5i4.435

Butson, M., Du, E., Jeanes, R., Tower, J., Butson, M., Du, E., & Jeanes, R. (2025). Human resource
retention strategies to reduce swim instructor turnover intention. Managing Sport and Leisure,
30(3), 321-339. https://doi.org/10.1080/23750472.2023.2180081

Chang, H., Lin, Y., Yu, W., Wu, H., & Liao, G. (2025). Impact of Nurses * Peak Workload and Time
Pressure on Work Exhaustion and Turnover Intention. Journal of Nursing Management, 1(1), 1—
21. https://doi.org/10.1155/jonm /2311721

Chang, Wei, C., Tseng, Hsien, S., Lee, & Yen, M. (2024). Exploring the Relationship Between
Workload , Leadership and Turnover Intentions among Taiwanese Army Personnel A Research
Study.  Advances  in Management & Applied  Economics, 14(4), 1-18.
https://doi.otg/10.47260/amae/ 1441

Fabbri, C., Stockl, H., Jones, K., Cook, H., Galez-davis, C., & Zimmerman, C. (2023). Labor
Recruitment and Human Traf fi cking: Analysis of a Global Traf fi cking Survivor Database.
Current Forced Migration Flows: Refugee, Irregnlar, and Trafficked Migrants, 57(2), 629—651.
https://dol.org/10.1177/01979183221139120

Faris, S., Rezeki, F., & Lubis, A. (2024). Enhancing Public Sector Performance : Work Engagement
as a Mediator between Organizational Justice , Support , and Employee Outcomes in Bireuen
Regency , Indonesia. Jouwrnal of Laogistics, Informatics and Service Science, 11(12), 1-17.
https://doi.org/10.33168/JLISS.2024.1201

Fatajo, E. (2024). Towards Equitable Teaching Workload Allocation In Online Higher Education: A
Case Study Of The International Open University. Journal of Integrated Sciences, 5(1), 1-60.

Galanis, P., Moisoglou, 1., Katsiroumpa, A., & Gallos, P. (2025). Workload increases nurses * quiet
quitting , turnover intention , and job burnout: evidence from Greece. AIMS Public Health,
12(July), 44-55. https://doi.org/10.3934/publichealth.2025004

Gezinski, L. B. (2024). Sex Trafficking and Technology : A Systematic Review of Recruitment and
Exploitation. Journal of Human Trafficking, 10(3), 10-13.
https://doi.org/10.1080/23322705.2022.2034378

Harianto, A. (2024a). Kepemimpinan Perusahaan dan Modal Intelektual terhadap Kinerja Keuangan
Bumdes: Kemampuan Inovasi sebagai Variabel Pemoderasi. Mbd Restu Razaq Adi Harianto
Albert Manda Dwipayani Bhastary Dewi Rafiah Pakpahan, 4(1), 276-283.

Harianto, A. (2024b). The Influence of Workload on Lecturer Performance through Job Satisfaction
at the IT & B Medan Campus. Journal of Business Integration and Competitive (JoBIC), 1(1), 1-9.

Holliman, A. J., Revill-Keen, A., & Waldeck, D. (2022). University lecturers’ adaptability: examining
links with perceived autonomy support, organisational commitment, and psychological
wellbeing. Teaching Education, 33(1), 42-55. https://doi.org/10.1080/10476210.2020.1803822

Hussein, S. H., & Zakhem, N. B. (2024). The Impact of Green Human Resource Management
Practices on Brand Citizenship Behavior and Employee Turnover Intention : A Mixed Methods
Approach. Sustainability, 16(6528), 1-20. https://doi.org/10.3390/sul16156528

Kesuma, N., Bhastary, M. D., & Novirsari, E. (2022). Pengaruh Stres Kerja dan Insentif Terhadap
Kinerja Karyawan Pada PT Arista Auto Lestari Medan. Jurmal MAKBLS (Mahkota Bisnis), 1(2),
111-124.

Khoir, O. D., Dwiyanti, E., Mandagi, A. M., & Alfayad, A. (2024). Literature Review: The Impact Of
Work Stress, Workload, And Work Environment On Employee’s Turnover Intention In
Indonesia.  Journal Of Community Mental Health And Public Policy, 7(1), 48-59.
https://doi.org/10.51602/cmhp.v7i1.179

Lubis, Y., Ananda, F. R., Syaifuddin, Sofiyan, & Nasib. (2024). The Impact of Volunteerism and
Emotional Regulation Traits on Job Satisfaction and Performance an Indonesian Agribusiness

72



Applied Multidisciplinary Science — E-ISSN: 3110 — 8725

Corporation.  Journal — of  System  and ~ Management — Sciences, — 14(11),  431-448.
https://doi.org/10.33168/jsms.2024.1123

Madanchian, M. (2024). From Recruitment to Retention: Al Tools for Human Resource Decision-
Making. Applied Sciences, 14(11750), 1-21. https://doi.org/10.3390/app142411750

Marnisah, L. (2022). Organizational Commitment Based on Contribution from WFH ,
Organizational Culture , and Work Motivation at the Badan Keuangan and Aset Daerah Kota
Kupang. Journal of Education, Humaniora and Social Sciences (JEHSS), 5(1), 771-788.
https://doi.org/10.34007 /jehss.v5i1.1283

Mittal, D. E., & Singh, H. (2021). Moderating Role of Perception towards Poaching in the
Relationship between Way of Recruitment and Employee > s Commitment and Satisfaction.
Optimization : Journal of Research in Management Companies, 1-9.

Napitupulu, N. K., Ginting, E. S. B., Gea, R. R., Novita, H., & Nasib. (2026). The Effect Of Job
Training , Motivation , And Discipline On Employee Job Satisfaction At The Medan City
Manpower. Economics and Digital Business Review, 7(2), 120—135.

Noble, A., Rogers, J., Thulien, N., Julian, M., Korpan, R., Stockall, C., & Mann, R. (2025). Children
and Youth Services Review “ Like shooting fish in a barrel: ” recruitment into sex trafficking
in emergency shelters for youth experiencing homelessness. Children and Youth Services Review,
179(December), 1-18. https://doi.org/10.1016/j.childyouth.2025.108552

Nurlina, N. (2022). Examining Linkage Between Transactional Leadership , Organizational Culture ,
Commitment and Compensation on Work Satisfaction and Performance. Human Resource
Management, 2(2), 108-123. https:/ /doi.org/10.52970/grhrm.v2i2.182

Ode, W., Angraeni, N., Suprapto, S., & Alshammari, S. (2025). Workload , job satisfaction , and salary
satisfaction with turnover intention of health workers. Jurnal Edukasi Imiah Kesehatan, 3(2), 63—
69.

Panjaitan, D. G. D. K. H. P. (2022). Leadership Style, Commitment, and Work Motivation on Job
Satisfaction and Teacher Performance at the Vocational School of Multi Mekanik Masmur
Pekanbaru.  Journal  of  Applied  Business  and  Technology,  3(2),  130-142.
https://doi.org/10.35145/jabt.v3i2.95

Rasulova, D., & Tanova, C. (2025). The constant ping: Examining the effects of after-hours work
connectivity on employee turnover intention. Acta Psychologica, 254(October), 1-19.
https://doi.org/10.1016/j.actpsy.2025.104789

S, F. C,, & Bangun, W. (2025). Workload , Job Stress , and Employee Turnover Intention. Journal of
Management and Digital Business, 5(2), 435—448.

Serang, S., Ramlawati, R., Suriyanti, S., Junaidi, J., & Nurimansjah, R. A. (2024). The role of ethical
leadership on employees’ behaviours and commitment to the organisation. S.A4 Journal of Human
Resonrce Management, 22(1), 10-23. https://doi.org/10.4102/sajhrm.v22i0.2373

Simanjuntak, R. A., Tiopan, F., Haitmen, N., & Friska, L. (2026). The Influence of Commitment ,
Loyalty , and Work Environment on Employee Performance at the Election Supervisory Body
of North Sumatra Province. Jurnal Manajemen, Akuntansi Dan Rumpun Lmn Ekonomi (MAR-
Ekonomi), 4(03), 289-300.

Simbolon, S., Sutiono, L., & Simbolon, D. M. (2023). The Effect of Leadership Style, Work Stress
and Commitment on Employee Work Productivity at PT. Lunadorii Utama in Medan,
Indonesia.  International  Journal — of  Finance,  Ecomomics — and  Business, 2(1), 1-12.
https://doi.org/10.56225/ijfeb.v2i1.167

Stoliaruk, S. T. K. (2023). Green recruitment and adaptation practices in GHRM. IOP Conference Series:
Earth  and  Environmental — Science, — 1126(1),  0-10.  https://doi.org/10.1088/1755-
1315/1126/1/012029

Sulaiman, M. D. B. A. R. L. S. U. (2022). Impact Of Green Human Resource Management On
Sustainability Performance In Palm Oil Industry. Proceeding 2nd International Conference on Business
& Social Sciences ICOBUSS), 662—670.

Suresh, L., & Nigam, S. (2022). Effects of Servant Leadership Style on Hindrance Stressors, Burnout,
Job Satisfaction, Turnover Intentions, and Individual Performance in a Nursing Unit. Journal of
Health Management, 7(1), 157-162. https:/ /doi.org/10.1177 /097206340400700108

Syaifuddin, F., Rezeki, F., & Lubis, A. (2024). Drivers of Turnover Intentions and Vulnerability to

73



Applied Multidisciplinary Science — E-ISSN: 3110 — 8725

Employee Poaching: A Study of Permanent Lecturers in Indonesian Private Universities.
Journal of  Logistics, Informatics and  Service Science, 11(12), 90-115.
https://doi.org/10.33168/JLISS.2024.1205

Syihabudhin, A. M. A. H. (2022). Effect Of Workload And Organizational Justice On Employee
Performance Through Job Satisfaction (Case Study On Employees Of Perumda Air Minum
Tugu Tirta, Malang). International Jonrnal of Economy, Education and Entrepreneuship, 2(2), 356-3066.

Tambun, D. C., Raaj, P., Tarigan, D. 1. L. B., Purba, M. R., & Nasib. (2026). The Effect of Work
Motivation , Work Discipline and Work Environment on the Performance of ASN Employees
at the North Sumatra Provincial Education Office. Jurnal Manajemen, Akuntansi Dan Rumpun
Linn Ekonomi (MAR-Ekonomi), 4(02), 179-191.

Wenyan, Y., Arshad, M. A., & Chenshu, Y. (2024). The Impact of Human Resource Management
Practices on Turnover Intention: A Literature Review. International Journal of Academic Research in

Economics and Management - Sciences, 13(1), 254-271. https://doi.org/10.6007 /ijjarems/v13-
i1/20867.

74



	INTRODUCTION
	LITERATURE REVIEW
	METHODOLOGY
	RESULTS and DISCUSSION

