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Abstract 
This study aims to examine the effects of job satisfaction, work environment, and 
organizational commitment on turnover intention among instructors in the “Richness” art 
community in Bali. Previous studies have predominantly focused on formal organizations, 
leaving limited attention to turnover intention in non-formal, community-based 
organizations, particularly within the arts sector. Furthermore, the integration of Job 
Embeddedness Theory dimensions; fit, links, and sacrifice, within this context remains 
underexplored. A quantitative approach was employed by involving all active instructors as 
of February 2026, totaling 36 respondents, using a saturated sampling (census) technique. 
Data were collected through a Likert-scale questionnaire (1–5) and analyzed using multiple 
linear regression with SPSS. The findings indicate that job satisfaction, work environment, 
and organizational commitment each have a negative and significant effect on turnover 
intention. Simultaneously, these variables also exert a significant influence, with a coefficient 
of determination (R²) of 0.871, indicating that 87.1% of the variance in turnover intention is 
explained by the model. The study contributes theoretically by extending the application of 
Job Embeddedness Theory to nonformal, community based art organizations. Practically, the 
findings suggest that enhancing job satisfaction, fostering a supportive work environment, 
and strengthening organizational commitment are essential to reducing turnover intention.  
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INTRODUCTION  

The dynamic evolution of societal lifestyles has driven the growth of the creative 
industry, which demands high levels of creativity and innovation (Putri et al., 2025). This 
sector not only emphasizes products but also prioritizes the quality of human resources 
capable of generating value through ideas and skills (Widiastini et al., 2023). One segment of 
the creative industry is the arts sector, including art communities that play a role in character 
development, thereby contributing to the enhancement of human resource quality 
(Kurniawan, 2025). As community-based organizations, their sustainability is influenced by 
the quality of social relationships among members (Telagawathi et al., 2024). This condition 
indicates that the continuity of a community largely depends on individuals’ willingness to 
remain actively involved in organizational activities. Therefore, human resource 
management becomes a crucial aspect in maintaining the stability and sustainability of such 
communities (L. G. Putri et al., 2025). 
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The nonformal and flexible nature of art communities results in employment 
relationships that are not always strongly bound (Andanjaya, 2023; Rahayu et al., 2025). In 
many cases, instructors do not consider teaching activities as their primary occupation, 
making the continuity of their roles highly dependent on individual circumstances and 
priorities. While such flexibility provides a degree of autonomy, it also increases the 
potential for human resource instability within the community (Delavani, 2025). This 
condition may be reflected in individuals’ tendencies to reduce their involvement or even 
leave the community, commonly referred to as turnover intention (Mobley, 1977).  

This phenomenon is evident in the “Richness” Bali Art Community, which faces 
challenges in retaining its instructors. Historical data from the establishment of the 
community in 2023 until December 31 2025 indicate that a significant proportion of 
instructors have relatively short tenure, with 47% leaving within less than one year. This 
condition suggests potential human resource instability that may affect the sustainability of 
community activities, particularly in maintaining program consistency and the quality of 
instruction. The high proportion of short-tenured instructors highlights the importance of 
understanding the factors that influence individuals’ intentions to remain in or leave the 
community (Nam et al., 2026; Muna et al., 2025). 

Table 1. Historical Data of Instructor Turnover from June 2023 to 31 December 2025 

No. Length of Service at Exit Frequency Percentage (%) 
1. < 1 year 9 47 
2. 1 to < 2 years 6 32 
3. 2 to < 3 years 4 21 
Total 19 100 
Source: Internal Data of “Richness” Bali Art Community (2025) 
 
Turnover intention refers to an individual’s conscious tendency to consider or intend 

to leave an organization within a certain period (Mobley, 1977). It is commonly regarded as a 
precursor to actual turnover, making it an important indicator for predicting employee 
withdrawal behavior (Nguyen et al., 2022). Individuals who exhibit turnover intention tend 
to experience a decline in psychological attachment to the organization, which is reflected in 
their attitudes, level of commitment, and desire to seek alternative employment 
opportunities (Mobley, 1977). Previous studies have demonstrated that turnover intention 
does not emerge suddenly; rather, it is influenced by individuals’ evaluations of their work 
experiences, including job satisfaction, work environment conditions, and motivation in 
performing their roles (Heryanda, 2019; Oktavia & Ali, 2022; Metariani & Heryanda, 2022; 
Pawesty &  Kartini, 2025). Therefore, understanding the factors that can reduce turnover 
intention is essential to maintaining organizational stability and sustainability (Saepudin et 
al., 2025). 

Turnover intention is influenced by various factors, one of which can be explained 
through the Job Embeddedness Theory. This theory, introduced by Mitchell et al. (2001) 
posits that an individual’s decision to remain in or leave an organization is determined by 
the level of attachment to their job and surrounding environment, which consists of three 
main dimensions: fit, links, and sacrifice. The fit dimension refers to the compatibility 
between individuals and their job as well as the organization, which in this study is 
represented by job satisfaction (Locke, 1976; Robbins & Judge, 2019). The links dimension 
reflects social relationships and organizational networks, represented by the work 
environment (Rhoades & Eisenberger, 2002). Meanwhile, the sacrifice dimension refers to the 
perceived psychological, financial, and social costs that individuals would incur if they leave 
the organization, such as the loss of benefits, status, or valuable social relationships. In this 
study, organizational commitment is used as a proxy for sacrifice, referring to the perceived 
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loss associated with leaving the organization, measured through organizational commitment 
(Meyer & Allen, 1991). These three dimensions collectively play a role in reducing turnover 
intention, as higher levels of attachment in terms of fit, links, and sacrifice are associated 
with a lower tendency to leave the organization (Setthakorn et al., 2024). 

Job satisfaction is defined as a positive feeling or a subjective evaluation of an 
employee toward their job, encompassing both intrinsic and extrinsic aspects such as the 
nature of the work itself, rewards, relationships with colleagues, and opportunities for 
personal development (Locke, 1976). Within the framework of Job Embeddedness Theory, 
job satisfaction represents the fit dimension, which refers to the compatibility between 
individuals and their job as well as the organization. A higher level of job satisfaction 
indicates a stronger alignment between employees’ values, goals, and personal needs with 
job demands and organizational culture (Locke, 1976; Robbins & Judge, 2019). This 
alignment fosters a sense of comfort, recognition, and motivation to remain within the 
organization. Consequently, job satisfaction plays a crucial role in reducing turnover 
intention, as employees who are satisfied with their work are less likely to leave positions 
that align with their preferences, competencies, and expectations, thereby minimizing the 
perceived loss of valuable aspects associated with their job (Heryanda, 2019). 

Previous empirical findings regarding the effect of job satisfaction on turnover 
intention have shown inconsistent results. Dwiyanti (2020) found that job satisfaction has a 
negative effect on turnover intention. Similarly, Sahara et al. (2026), Oktavia & Ali (2022) 
reported that job satisfaction has a significant negative effect on turnover intention. In 
contrast, Azzahra & Gani (2026) found that job satisfaction does not have a significant effect 
on turnover intention. 

According to Job Embeddedness Theory, turnover intention is also influenced by the 
work environment. The work environment encompasses social and psychological conditions, 
as well as the availability of physical facilities that affect employees’ comfort, productivity, 
and well-being (Mawey et al., 2024). Within the framework of Job Embeddedness Theory, the 
work environment represents the links dimension, referring to the social connections and the 
extent to which individuals are attached to other people and networks within the 
organization. A supportive, open, and collaborative work environment fosters positive 
interactions with colleagues and supervisors, strengthens a sense of belonging, and enhances 
employees’ attachment to the organization (Rhoades & Eisenberger, 2002). A positive work 
environment, effective communication, and the presence of constructive organizational 
norms and culture further contribute to employees’ sense of connectedness, making them 
less likely to leave the organization. Therefore, a favorable work environment can reduce 
turnover intention, as employees who are socially embedded within the organization tend to 
remain and demonstrate stronger commitment, thereby lowering their intention to seek 
employment elsewhere (Metariani & Heryanda, 2022). 

Previous studies examining the effect of the work environment on turnover intention 
have yielded inconsistent findings. Oktavia & Ali (2022) and Antara et al. (2024) reported 
that the work environment has a significant negative effect on turnover intention. In contrast, 
Nursalimah & Oktafien (2023) found a significant positive relationship between the work 
environment and turnover intention. Stefanya & Winarto (2024) also identified a negative 
effect of the work environment on turnover intention, although the relationship was not 
consistently significant across contexts. Meanwhile, Jannah & Laili (2024) concluded that the 
work environment has no significant effect on turnover intention. These mixed findings 
indicate the need for further investigation to clarify the role of the work environment in 
influencing turnover intention across different organizational settings. 

Organizational commitment refers to the degree of employees’ identification, 
involvement, and loyalty toward the organization in which they work. Within the 
framework of Job Embeddedness Theory, organizational commitment functions as an 
indicator of the sacrifice dimension, reflecting the perceived losses an individual may 
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experience if leaving the organization, including financial, psychological, and social costs 
(Meyer & Allen, 1991). Employees with a high level of commitment tend to perceive 
significant value, security, and meaningful relationships within the organization, such that 
leaving would result in substantial losses, including benefits, status, and valuable social 
networks (Rebecca, 2020). These perceived sacrifices lead employees to be more cautious in 
making decisions to leave. Therefore, organizational commitment acts as a protective factor 
against turnover intention, as stronger commitment reduces the likelihood of seeking 
alternative employment while enhancing loyalty and attachment to organizational goals and 
values (Callado et al., 2023). 

Previous studies examining the effect of organizational commitment on turnover 
intention have produced inconsistent findings. Research by Jaya & Widiastini (2021) 
indicates that organizational commitment has a significant effect on turnover intention. In 
contrast, Neli et al. (2021) found that organizational commitment does not have a significant 
effect on turnover intention. Furthermore, Indah et al. (2023) reported that organizational 
commitment has a positive and significant effect on turnover intention, whereas Amalia 
(2020) found a negative effect of organizational commitment on turnover intention. These 
inconsistencies highlight the need for further empirical investigation to better understand the 
role of organizational commitment in influencing turnover intention across different 
organizational contexts. 

Although turnover intention has become an important issue for organizational 
sustainability, most prior studies have predominantly focused on formal organizations such 
as corporations or public institutions. In contrast, research on turnover within community-
based organizations, particularly art communities, remains relatively limited. In fact, the 
flexible and non-formal characteristics of such communities create distinct dynamics in 
human resource management compared to formal organizations. Furthermore, the 
inconsistency of findings in previous studies indicates that examining the effects of job 
satisfaction, work environment, and organizational commitment on turnover intention 
remains a relevant and necessary area of inquiry. Given these conditions, this study offers 
novelty by simultaneously incorporating job satisfaction, work environment, and 
organizational commitment as predictors of turnover intention, while also employing a 
unique research setting within a community-based art organization. 

Based on the aforementioned background, this study is entitled “Job Satisfaction, 
Work Environment, and Organizational Commitment as Predictors of Turnover Intention 
among “Richness” Bali Art Instructors” The primary objective of this research is to analyze 
the influence of job satisfaction, work environment, and organizational commitment on the 
turnover intention of teachers within the “Richness” art community in Bali. 

Within the framework of Job Embeddedness Theory, job satisfaction represents the fit 
dimension, referring to the alignment between individuals and their jobs as well as the 
organization (Locke, 1976; Robbins & Judge, 2019). Individuals who experience higher levels 
of job satisfaction tend to feel more comfortable, motivated, and psychologically attached to 
the organization, thereby reducing their intention to leave (Heryanda, 2019). Previous 
empirical studies generally support the relationship between job satisfaction and turnover 
intention, although some inconsistencies have been identified. Studies by Dwiyanti (2020), 
Sahara et al. (2026), and Oktavia & Ali (2022) reported a significant negative effect of job 
satisfaction on turnover intention. In contrast, Azzahra & Gani (2026) found that job 
satisfaction has no significant effect on turnover intention. Based on these findings, the first 
hypothesis proposed in this study is as follows: 
H1: Job satisfaction has a negative effect on instructors’ turnover intention. 

The work environment encompasses social, psychological, and physical conditions 
that influence employees’ comfort, productivity, and well-being (Mawey et al., 2024). Within 
the framework of Job Embeddedness Theory, the work environment represents the links 
dimension, referring to the social connections and networks individuals develop within the 
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organization (Rhoades & Eisenberger, 2002). A supportive, open, and collaborative work 
environment fosters positive interactions, enhances a sense of belonging, and strengthens 
individuals’ attachment to the organization. Consequently, a favorable work environment is 
expected to reduce turnover intention, as socially embedded employees are more likely to 
remain in the organization (Metariani & Heryanda, 2022). Empirical findings on the 
relationship between the work environment and turnover intention, however, remain 
inconsistent. Studies by Oktavia & Ali (2022) and Antara et al. (2024) found a significant 
negative effect, while Stefanya & Winarto (2024) also reported a negative relationship. In 
contrast, Nursalimah & Oktafien (2023) identified a significant positive effect, and Jannah & 
Laili (2024) found no significant relationship between the work environment and turnover 
intention. Based on these findings, the second hypothesis proposed in this study is as 
follows: 
H2: The work environment has a negative effect on instructors’ turnover intention. 

Organizational commitment reflects the degree of employees’ identification, 
involvement, and loyalty toward the organization (Meyer & Allen, 1991). Within the 
framework of Job Embeddedness Theory, organizational commitment represents the 
sacrifice dimension, which refers to the perceived losses that may arise when leaving the 
organization, including financial, psychological, and social costs (Callado et al., 2023). Higher 
levels of organizational commitment increase the perceived cost of leaving, thereby reducing 
turnover intention and strengthening employees’ loyalty to organizational goals and values. 
However, empirical findings regarding the relationship between organizational commitment 
and turnover intention remain inconsistent. Jaya & Widiastini (2021) reported a significant 
effect, while Indah et al. (2023) found a significant positive relationship. In contrast, Amalia 
(2020) identified a negative effect, whereas Neli et al. (2021) found no significant influence of 
organizational commitment on turnover intention. Based on these findings, the third 
hypothesis proposed in this study is as follows: 
H3: Organizational commitment has a negative effect on instructors’ turnover intention. 

Referring to Job Embeddedness Theory, job satisfaction (fit), work environment 
(links), and organizational commitment (sacrifice) interact to reduce turnover intention 
(Mitchell et al., 2001; Setthakorn et al., 2024). Individuals who experience a strong alignment 
with their jobs, maintain positive social connections within the work environment, and 
demonstrate high organizational commitment are less likely to leave the organization. These 
interconnected factors collectively provide a more comprehensive explanation of turnover 
intention when examined simultaneously. Accordingly, the fourth hypothesis proposed in 
this study is as follows: 
H4: Job satisfaction, work environment, and organizational commitment simultaneously 
have a negative effect on instructors’ turnover intention. 

 
METHODOLOGY 

This study employed a quantitative research approach. The population consisted of 
all active instructors in the “Richness” Art Community Bali, totaling 36 individuals; 
therefore, a saturated sampling (census) technique was applied. Primary data were collected 
through a questionnaire using a five-point Likert scale. Turnover intention was measured 
using indicators adapted from Locke (1976) including: (1) thinking of quitting, reflecting an 
individual’s tendency to consider leaving the organization; (2) intention to search, referring 
to the willingness to actively seek alternative employment opportunities; and (3) intention to 
quit, indicating the conscious likelihood of leaving the organization in the near future. Job 
satisfaction was assessed based on Locke (1976), encompassing satisfaction with the job itself, 
rewards received, and opportunities for personal development. The work environment was 
measured using indicators from Rhoades & Eisenberger (2002), including social conditions in 
the workplace, psychological support from colleagues and supervisors, and the availability 
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of physical facilities. Organizational commitment was evaluated based on Meyer & Allen 
(1991), covering organizational identification, emotional involvement, and loyalty to 
organizational goals and values. Data were analyzed using multiple linear regression with 
SPSS to examine both partial effects (t-test) and simultaneous effects (F-test) of the 
independent variables on turnover intention. The analysis was supported by validity testing, 
reliability testing, classical assumption tests, multiple regression analysis, and the coefficient 
of determination. 
 
RESULTS AND DISCUSSION 

The data analysis technique employed in this study was multiple linear regression 
using SPSS version 25. This method was utilized to examine the effect of independent 
variables on the dependent variable, both partially and simultaneously. Prior to hypothesis 
testing, instrument quality testing was conducted, including validity and reliability tests, 
followed by classical assumption tests consisting of normality, multicollinearity, and 
heteroscedasticity tests. 

The validity test was performed to assess the extent to which the research instrument 
accurately measures the variables under investigation. An indicator is considered valid if the 
correlation coefficient (r-count) exceeds the critical value (r-table) and has a positive value. 

Table 2. Validity Test of Dependent and Independent Variables 

Variable Indicator Corrected item – total     
correlation 

Decision 

Job Satisfaction (X1) 1 0,765  
 
 
 
 
 
Valid 

2 0,779 
3 0,825 

Work Environment (X2) 1 0,836 
2 0,763 
3 0,873 

Organizational Commitment 
(X3) 

1 0,884 
2 0,730 
3 0,821 

Turnover Intention (Y) 1 0,887 
2 0,904 
3 0,937 

Source: Processed data (2026) 
Based on the validity test results, the number of respondents in this study was 36, 

resulting in degrees of freedom (df) of 34 (n–2). Using a significance level of 0,05 in a two-
tailed test, the r-table value was determined to be 0,329. The results indicate that all 
indicators have corrected item–total correlation values greater than the r-table value and are 
positive. Therefore, all measurement items in this study are considered valid and 
appropriate for use as research instruments (Ghozali, 2012). 

Table 3. Reliability Test of Dependent and Independent Variables  

Variable Cronbach’s Alpha Decision 
Job Satisfaction (X1) 0,693  

Reliable Work Environment (X2) 0,755 
Organizational Commitment (X3) 0,745 
Turnover Intention (Y) 0,893 

Source: Processed data (2026) 
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Reliability testing was conducted to assess the consistency of respondents’ answers. A 
variable is considered reliable if it has a Cronbach’s Alpha value greater than 0,60. The 
results indicate that all variables have Cronbach’s Alpha values exceeding 0,60. Therefore, it 
can be concluded that all measurement items used in this study are reliable and appropriate 
for use as research instruments (Ghozali, 2012). 

Table 4. Classical Assumption Test; Normality Test 

Asymp. Sig. (2-tailed) Decision 
0,200 Passed 

Source: Processed data (2026) 
The normality test was conducted to determine whether the data in this study are 

normally distributed. The Kolmogorov–Smirnov test was employed using SPSS software. 
The test results show an Asymp. Sig. (2-tailed) value of 0,200, which is greater than the 
significance level of 0,05. Therefore, it can be concluded that the data are normally 
distributed. Accordingly, the normality assumption of the regression model has been 
satisfied.  

Table 5. Classical Assumption Test; Multicollinearity Test 

Variable Tolerance VIF Decision 
Job Satisfaction (X1) 0,534 1,874  

Passed Work Environment (X2) 0,311 3,214 
Organizational Commitment (X3) 0,308 3,245 
Source: Processed data (2026) 
The multicollinearity test was conducted to examine whether there is a high 

correlation among the independent variables in the regression model. This test was 
performed by evaluating the Tolerance values and the Variance Inflation Factor (VIF). A 
regression model is considered free from multicollinearity if the Tolerance value is greater 
than 0,10 and the VIF value is less than 10. The results indicate that all independent variables 
have Tolerance values exceeding 0,10 and VIF values below 10. Therefore, it can be 
concluded that the regression model in this study does not exhibit multicollinearity, and the 
independent variables are suitable for further analysis. 

Table 6. Classical Assumption Test; Heteroskedasticity Test 

Variable Sig. Decision 
Job Satisfaction (X1) 0,371  

Passed Work Environment (X2) 0,994 
Organizational Commitment (X3) 0,524 

Source: Processed data (2026) 
The heteroskedasticity test aims to examine whether there is an inequality of residual 

variances in the regression model. In this study, the test was conducted using the Glejser 
method by observing the significance values of each independent variable. A regression 
model is considered free from heteroskedasticity if the significance value exceeds 0,05. The 
results indicate that all independent variables have significance values greater than 0,05. 
Therefore, it can be concluded that the regression model in this study does not exhibit 
symptoms of heteroskedasticity, indicating that the assumption of homoscedasticity has been 
fulfilled (Ghozali, 2012). 

 
Multiple linear regression analysis is employed to examine the relationship and the 

effect of several independent variables on a single dependent variable. This model illustrates 
how changes in the independent variables influence the dependent variable, both partially 
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and simultaneously, under the assumption that other variables remain constant. The 
regression equation obtained in this study is as follows: 
Y = 22,857 – 0,292X1 - 0,397X2 - 0,775X3 

The constant value of 22,857 indicates that when Job Satisfaction (X₁), Work 
Environment (X₂), and Organizational Commitment (X₃) are equal to zero, the value of the 
dependent variable is 22,857. The regression coefficient for Job Satisfaction (X₁) is -0,292, 
implying that a one-unit increase in Job Satisfaction leads to a decrease of 0,292 units in the 
dependent variable, assuming other variables remain constant. Similarly, the regression 
coefficient for Work Environment (X₂) is -0,397, indicating that a one-unit increase in the 
Work Environment results in a decrease of 0,397 units in the dependent variable. 
Furthermore, the regression coefficient for Organizational Commitment (X₃) is -0,775, which 
suggests that a one-unit increase in Organizational Commitment reduces the dependent 
variable by 0,775 units. 
Overall, all independent variables demonstrate negative coefficients, indicating an inverse 
relationship with the dependent variable. This implies that improvements in Job Satisfaction, 
Work Environment, and Organizational Commitment are associated with a reduction in 
turnover intention, while holding other variables constant. 

Table 7. Coefficient of Determination (R² Test) 

R Square Interpretation 
0,871 The model explains 87,1% of the variance in the 

dependent variable 
Source: Processed data (2026) 
The coefficient of determination (R²) is used to assess the extent to which the 

independent variables explain the variation in the dependent variable within the regression 
model. Based on the analysis, the R Square value is 0,871, indicating that Job Satisfaction 
(X₁), Work Environment (X₂), and Organizational Commitment (X₃) collectively explain 
87,1% of the variance in turnover intention. The remaining 12,9% of variance is influenced by 
other factors not examined in this study, such as compensation, workload, and burnout, 
which Yosiana & Suci (2022) found to affect turnover intention.  

The relatively high coefficient of determination suggests that variations in turnover 
intention, particularly within the context of art communities, are predominantly influenced 
by internal organizational factors, especially psychological and social aspects of employees. 
This finding implies that job satisfaction, the quality of the work environment, and 
organizational commitment are key determinants in explaining individuals’ intention to 
remain in or leave an organization. However, the high R Square value should be interpreted 
with caution. The relatively small sample size and the homogeneous characteristics of 
respondents within a specific community setting may artificially increase the model fit and 
limit the generalizability of the findings (Babyak, 2004; Hair et al., 2019). 

Additionally, the use of self-reported questionnaire data collected at a single point in 
time may introduce common method bias. This condition can inflate the observed 
relationships among variables, as the variance may be influenced not only by the constructs 
being measured but also by the measurement method itself (Podsakoff et al., 2003). 
Furthermore, the high coefficient of determination may also be associated with the potential 
for overfitting, particularly in studies with limited sample sizes. Although the regression 
model may demonstrate a strong fit with the observed data, it does not necessarily guarantee 
equivalent predictive power when applied to a broader population (Babyak, 2004). 
Therefore, the findings of this study should be interpreted prudently, and future research is 
recommended to validate the model using larger and more diverse samples to enhance 
external validity. 
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Tabel 8. F-Test (Simultaneous Test) 

F-value Sig. 
71,960 0,000 

Source: Processed data (2026) 
The F-test is conducted to examine whether the independent variables 

simultaneously have a significant effect on the dependent variable within the regression 
model. This test is performed by comparing the significance value with the predetermined 
level of significance (α = 0,05). Based on the results, the calculated F-value is 71,960 with a 
significance value of 0,000. Since the significance value is lower than 0,05, it can be concluded 
that Job Satisfaction (X₁), Work Environment (X₂), and Organizational Commitment (X₃) 
simultaneously have a significant effect on the dependent variable. Therefore, the regression 
model employed in this study is statistically appropriate and can be used to explain the 
relationships among the variables under investigation. 

Table 9. t-Test (Partial Test) 

Variable t-value Sig. 
Job Satisfaction (X1) -2,073 0,046 
Work Environment (X2) -2,761 0,009 
Organizational Commitment (X3) -4,577 0,000 
Source: Processed data (2026) 
The t-test is employed to examine the partial effect of each independent variable on 

the dependent variable. This test is conducted by comparing the significance value with the 
predetermined significance level (α = 0,05). An independent variable is considered to have a 
significant effect on the dependent variable if its significance value is less than 0,05 (Ghozali, 
2012). At a significance level of 0,05 (two-tailed test), the critical t-value is 2,037.  

The results indicate that Job Satisfaction has a t-value of -2,073 with a significance 
value of 0,046, Work Environment has a t-value of -2,761 with a significance value of 0,009, 
and Organizational Commitment has a t-value of -4,577 with a significance value of 0,000. In 
absolute terms, all calculated t-values exceed the critical t-value (|t-value| > t-table), 
indicating that all independent variables significantly affect the dependent variable. 
Furthermore, all coefficients are negative, suggesting that increases in Job Satisfaction, Work 
Environment, and Organizational Commitment are associated with a decrease in turnover 
intention. 

 
The Influence of Job Satisfaction on Turnover Intention in the “Richness” Bali Art 
Community. 

The findings of this study demonstrate that job satisfaction exerts a significant 
negative effect on turnover intention. This indicates that higher levels of perceived job 
satisfaction among employees correspond to diminished intentions to leave the organization. 
Conversely, low job satisfaction heightens employees’ propensity to depart. This dynamic 
underscores job satisfaction as a critical factor in sustaining the workforce, as it fosters 
feelings of comfort, appreciation, and attachment to the job, thereby encouraging employee 
retention.  

The influence of job satisfaction on turnover intention is grounded in Job 
Embeddedness Theory. This theory posits that individuals’ decisions to remain in or exit an 
organization are shaped by their degree of embeddedness in the job, particularly through the 
dimension of fit. Job satisfaction embodies the alignment between individuals and their 
roles, encompassing congruence between personal values, needs, and expectations and the 
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actual working conditions. When such alignment is perceived, employees experience 
comfort, emotional attachment, and motivation to stay within the organization. In the 
context of an art community, job satisfaction extends beyond financial aspects to include the 
meaningfulness of work, freedom of expression, social relationships, and opportunities for 
self-development. These elements strengthen individuals’ bonds to their work environment, 
enhancing their sense of ownership toward the organization. Furthermore, individuals 
weigh the potential sacrifices of leaving, such as the loss of social networks, creative 
opportunities, and a sense of identity tied to the community. Thus, greater individual-job fit 
substantially reduces the likelihood of turnover intention. 

These results align with those of Dwiyanti (2020), Sahara et al. (2026), and Oktavia & 
Ali (2022), who similarly identified a negative effect of job satisfaction on turnover intention. 
The findings are further supported by Rafsanjani et al. (2021), who employed the Job 
Demands-Resources (JDR) model to elucidate the role of occupational well-being. In the art 
community context, satisfaction derived from role balance and minimal work conflicts 
effectively suppresses instructors’ exit intentions. Additionally, these results corroborate 
Heryanda et al. (2022), who examined farmers’ well-being in Buleleng and emphasized that 
competence and satisfaction with work outcomes form the primary foundation for 
professional resilience.  
 
The Influence of Work Environment on Turnover Intention in the “Richness” Bali Art 
Community. 

The findings indicate that work environment exerts a significant negative effect on 
turnover intention. This suggests that favorable work environment conditions both physical 
and non-physical, generate comfort and support employees in performing their duties. A 
conducive work environment also enhances interpersonal relationships, communication, and 
a harmonious atmosphere, fostering greater employee attachment and retention within the 
organization. Conversely, an unsupportive work environment induces discomfort and 
elevates employees’ desires to exit their positions.  

Within Job Embeddedness Theory, work environment corresponds to the links 
dimension, representing individuals’ connections to others and networks within the 
organization. A supportive work environment, bolstered by open communication, strong 
interpersonal relationships, and a positive organizational culture, cultivates harmonious 
interactions among members. In the art community context, work environment transcends 
mere facilities to encompass collaborative atmospheres, spaces for expression, and social 
support that reinforce interpersonal bonds. These connections engender a sense of belonging 
and emotional attachment to the organization, positioning individuals as integral parts of the 
community. Moreover, established social relationships serve as key retention factors, as 
departure entails forfeiting networks, comfort, and shared experiences. Consequently, 
stronger social ties forged in the work environment substantially diminish individuals’ 
turnover intentions. 

These results align with Oktavia & Ali (2022), Antara et al. (2024), and Stefanya & 
Winarto (2024), who likewise reported a negative effect of work environment on turnover 
intention. The findings are corroborated by Meitriana & Irwansyah (2025), whose study on 
digital ecosystems highlights that adaptive and supportive environments build resilience 
among creative economy actors. In the “Richness” art community, a collaborative work 
environment acts as a social and professional anchor (links). Furthermore, Suparsa et al. 
(2021) assert that infrastructural and technological support plays a pivotal role in enhancing 
instructors’ performance and comfort, particularly amid evolving environmental dynamics. 

 
The Influence of Organizational Commitment on Turnover Intention in the “Richness” 
Bali Art Community. 
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 The findings reveal that organizational commitment exerts a significant negative 
effect on turnover intention. This demonstrates that employees’ levels of attachment, loyalty, 
and sense of ownership toward the organization play a crucial role in suppressing desires to 
leave. Employees with high commitment tend to feel comfortable, value the organization’s 
presence, and assume responsibility for its continuity. Moreover, established emotional 
bonds and accumulated work experiences prompt employees to weigh multiple factors 
before deciding to exit, thereby reducing turnover intentions.  

According to Job Embeddedness Theory, organizational commitment embodies the 
sacrifice dimension, reflecting individuals’ perceptions of potential losses incurred by 
leaving the organization. Employees with strong commitment exhibit emotional attachment 
and loyalty, viewing their roles not merely as income sources but as integral to their personal 
identity. In the art community context, this attachment intensifies due to shared values, 
creative opportunities, and close-knit social relationships among members. Individuals 
contemplate various consequences of departure, such as forfeiting expressive outlets, 
professional networks, and recognition for built contributions. Additionally, enduring 
relationships and collective experiences further reinforce retention considerations. 
Perceptions of these potential sacrifices motivate individuals to maintain their organizational 
membership. Thus, greater perceived value from the organization substantially diminishes 
turnover intentions. 

Consistent with Jaya & Widiastini (2021) and Amalia (2020), this study confirms the 
influence of organizational commitment on turnover intention. Widiastini et al. (2019) 
revealed that providing career opportunities and organizational trust fosters high emotional 
loyalty. This commitment aligns with the sacrifice concept in Job Embeddedness Theory, 
where art instructors perceive the loss of valuable opportunities upon community exit. 
Furthermore, Arsa et al. (2025) emphasize that managing cultural capital and group identity 
cultivates pride, strengthening individuals’ long-term intentions to remain and contribute. 

 
Simultaneous Influence of Job Satisfaction, Work Environment, and Organizational 
Commitment on Turnover Intention in the “Richness” Bali Art Community. 

The findings demonstrate that job satisfaction, work environment, and organizational 
commitment collectively exert a significant influence on turnover intention. This indicates 
that employees’ decisions to remain or depart from the organization are not determined by a 
single factor but rather emerge from the interplay of multiple job-related aspects. 
Comfortable working conditions, harmonious relationships, and organizational attachment 
mutually reinforce one another in shaping employee attitudes. When these three elements 
are adequately fulfilled, employees’ propensity to leave diminishes substantially. 

Consistent with Job Embeddedness Theory, the dimensions of fit, links, and sacrifice 
interact to influence individuals’ choices to stay or exit the organization. In the art 
community context, individual-job fit manifests through satisfaction derived from creative 
expression, while a collaborative work environment fosters tight-knit social connections 
among members. Meanwhile, organizational commitment bolsters attachment via 
considerations of accumulated value, experiences, and networks. These factors do not 
operate in isolation but complement each other to forge robust individual-organization 
bonds. When individuals perceive alignment, social support, and meaningful value from the 
organization, their turnover intentions decline markedly. Accordingly, the combination of 
these variables provides a more comprehensive explanation of turnover intention than 
partial analyses.  

These simultaneous findings are supported by Mastiasih et al. (2025), who 
demonstrated that the integration of motivation, workload, and compensation (as proxies for 
job satisfaction and work environment) collectively determines employee performance and 
retention in educational organizations. The synergy of satisfaction, conducive environments, 
and strong commitment creates a stable work ecosystem, as emphasized in multidisciplinary 
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studies on university faculty regarding the critical role of internal and external factor 
interactions in curbing employee turnover rates.  

 
  
CONCLUSION 

Based on the data analysis of 36 instructors in the “Richness” Bali Art Community, it 
is concluded that job satisfaction, work environment, and organizational commitment both 
individually and collectively, exert significant negative effects on turnover intention. These 
findings validate Job Embeddedness Theory, wherein the dimensions of fit (job satisfaction), 
links (work environment), and sacrifice (organizational commitment) serve as primary 
anchors binding instructors to the organization. High job satisfaction fosters value 
congruence, while a conducive work environment strengthens social networks among art 
instructors. Organizational commitment emerges as a pivotal factor due to perceptions of 
material and social losses upon community exit. Simultaneously, the integration of these 
three factors comprehensively predicts instructors’ turnover intentions, underscoring that 
workforce sustainability in the creative sector hinges on harmonious and meaningful work 
ecosystems. Thus, bolstering psychological well-being, facility support, and emotional 
loyalty in tandem will effectively curb turnover intentions, thereby preserving instructional 
stability and quality in the community.  

This study is limited by its relatively small sample size (census of 36 respondents) 
and geographically confined scope to a single Bali-based community, necessitating cautious 
generalization of results. Recommendations for future research include expanding to more 
heterogeneous art communities and incorporating moderating variables such as self-efficacy 
or transformational leadership. For the “Richness” Art Community management, it is 
advised to continually nurture creative expression spaces and tighten interpersonal bonds to 
reinforce instructor attachment and ensure long-term retention.  
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