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ARTICLE INFO ABSTRACT

Article history : However, in some businesses, job requirements are sometimes not in line
sties"e’gd ;2103'_‘1111_'225’2%3 with employees' aspirations for professional advancement, which often
Accepted : 22-11-2023 leads to a high incidence of employee turnover. The goal of this study is

to determine how the likelihood of employee turnover is influenced by
career development, emotional commitment, normative commitment, and
continuation commitment.Purposive sampling was also utilized in this

Keywords study to choose respondents. 158 employees, primarily on the island of
,Sﬁ;if,'vf Eoomrﬁz{itmem. Java, who work in the waste business industry were the subject of this
Normative Commitment: study. The data is examined using the structural equation model (SEM)
Continuance Commitment; technique. According to the study's findings, career growth positively and
Turnover Intention; significantly influences commitment, continuance commitment, and

normative commitment. Additionally, career growth, affective
commitment, normative commitment, and continuance commitment do
not influence turnover intention. Last but not least, psychological capital
does not moderate the relationship of affective commitment to turnover
intention.

1. INTRODUCTION

It is very possible to occur in the world of work in the form of turnover intention. In addition, if a
company cannot provide career growth in line with employee expectations, this is known as turnover
intention, which is the employee's desire to move or work elsewhere. To reduce turnover intention,
companies must provide career growth that is in accordance with the work that employees have done,
because with career growth that is in line with employee expectations, there will be an increase in positive
relationships between employees and the company.(Balushi et al, 2020).

Companies can meet employee needs by providing career growth in accordance with the results
of the employee's work for the company. Providing career growth can be through career goal progress,
professional development ability, promotion speed and remuneration growth. If the company can
guarantee career growth, then employees will remain in the company(Lima 2011). If an employee has
affective commitment, then there will be normative commitment. One of the factors that causes a sense
of responsibility towards work. Thus, if an employee is committed to his current job, it will be very
difficult to leave his job. When workers have continuance commitment, they will hope to stay with the
company. This optimistic hope is part of psychological capital. With optimistic hopes through affective
commitment that has been built, the level of desire to leave work can be reduced.

According to (liputan6.com), Indonesia is implementing the Sustainable Development Goals
(SDGs) program. One of the goals of this program is responsible consumption and production, this goal
is the 12th of the 17 SDG goals. In this case, the waste industry is responsible for managing waste from
industrial companies in Indonesia. In English, the SDGs goal is referred to as ensuring sustainable
consumption and production patterns or responsible consumption and production. To achieve economic
growth and sustainable development, we must realize how important it is to reduce our ecological
footprint by changing production, resource consumption and other means. Competent and committed
human resources are of course needed to achieve these goals. Therefore, to prevent turnover intention,
companies must increase employee commitment(Hair Jr. 2015).
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The Influence of Carrer Growth on Affective Commitment

Meyer & Herscovitch, (2001)suggests that affective commitment occurs when an organization can
meet the main needs of employees, and thus employees try to be committed to the company. Based on
research resultsMcDonald & Hite, (2005)A worker's affective commitment can be built in a company
organization if the career growth provided by the company is in line with the employee's needs.Balushi
et al., (2022)explains that appropriate employee career growth will increase affective commitment in a
significantly positive way. Thus it can be concluded that the role of career growth that suits employee
needs will have a positive and significant influence on affective commitment.

Hypothesis 1: Career growth that suits employee needs has a significant positive effect on affective
commitment.

The Influence of Career Growth and Normative Commitment

According to (Meyer & Herscovitch, 2001), employee engagement in the form of normative
commitment to the organization which is based on comfortable environmental conditions and is
influenced by career growth that suits employee needs, will make employees feel like they belong to the
company.Where normative commitment is a form of employee commitment to the company regarding
the career path that has been provided by the company(Choong et al., 2012). Employee comfort in a
company organization in the form of career growth that meets their needs will influence the employee's
job responsibilities so that it will give rise to normative commitment(Yucel et al., 2014). The relationship
between career growth and normative commitment will also give rise to employee loyalty towards the
company(Khan et al., 2013). Therefore, career growth has a positive and significant influence on
normative commitment(Meyer & Parfyonova, 2010).

Hypothesis 2: There is a positive and significant influence betweencareer growthtowards normative
commitment.

The Influence of Career Growth on Continuence Commitment

Meyer & Parfyonova, (2010)believes that one of the factors that employees can continue to work
for the company is the employee's continued commitment to being able to advance the company. Where
continuance commitment is influenced by career growth that is in line with employee
expectations.Huselid et al. (1991)believes that continuance commitment itself is an attitude of employee
commitment to a company that is sustainable. According to researchGuchait & Cho, (2010) career
growthpositive and significant effect on continuance commitment. .So a hypothesis can be formulated
as follows:

Hypothesis 3: The influence of a positive and significant relationship between career growth and
continuance commitment.

The Influence of Career Growth on Turnover Intention

According toChang, (1999)Career growth is a form of appreciation for employee performance.
However, the career growth provided must also be in accordance with the needs and results of the
employee's work. So therefore,Huselid et al. (1991)believes that the level of employee retention in the
same company depends on how the company provides career growth based on the results of employee
performance. Career growth itself plays a very important role in suppressing turnover intention(Weng et
al. 2010). According toSalamin & Hom, (2005), there is a negative and significant relationship between
career growth and turnover intention.

Hypothesis 4: The influence of a negative and significant relationship between career growth and
turnover intention.

The Influence of Affective Commitment, Normative Commitment and Continuance Commitment
on Turnover Intention

There is researchLum et al. (1998);Mathieu & Zajac, (1990);Meyer et al. (2002), which states that
organizational commitment is closely related to turnover intention. The commitment factor to the
company here can reduce the level of turnover intention on a regular basis. The commitments that
influence include affective commitment, normative commitment and continuance commitment(Balushi
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et al. 2022). According to researchLum et al. (1998)affective commitment has a negative and significant
effect on the level of turnover intention. The relationship between normative commitment and the level
of turnover intention has a significant negative influence(Mathieu & Zajac, 1990). Meanwhile
researchChang, (1999)said that continuance commitment has a negative and significant influence on
turnover intention.

Hypothesis 5: The relationship between affective commitment which has a negative and significant
effect on turnover intention.

Hypothesis 6: The relationship between normative commitment which has a negative and significant
influence on turnover intention.

Hypothesis 7: The relationship between continuance commitment which has a negative and significant
effect on turnover intention.

Moderate beetween Psychological Capital and Turnover Intention through Affective Commitment

Having hope and optimism in employees will make employees have more hope in a company.
Moreover, if affective commitment in employees has been created, then employees will have more hope
for their career growth in the current workplace. The attitude of hope and optimism itself is an employee
attitude contained in psychological capital(Khan et al., 2013). Based on researchObeng et al., (2013)
states that Psychological Capital shows an observable moderating effect on the relationship between
affective commitment and turnover intention. Meanwhile, hope and optimism show a negative and
significant moderating effect on turnover intention.

Hypothesis 8: Psychological Capital moderates affective commitment on turnover intention..

Psychological Capital
Hope
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Fig 1. Research Model

2.METHOD

Data collection was carried out by distributing questionnaires via the internet using Google forms.
The researcher used an appropriate standard Likert scale from one to five, where one represents “Strongly
Disagree” and five represents “Strongly Agree” in this study. The final target, or final sample, was 155
respondents randomly selected from the waste industry on the island of Java. To measure the career
growth (CG) variable, which consists of eleven statements, the affective commitment (AC) variable, the
normative commitment (NC) variable, the continuance commitment (CN) variable and the psychological
capital (PsyCap) variable as moderators, each consisting of of four statements. Therefore, the total
statement is 31 items. This study will be conducted on the island of Java, Indonesia. This study uses
SPSS to determine the validity and credibility of each statement that will be used in the questionnaire. In
addition, to determine the level of significance and correlation between variables, this researcher
processed and analyzed the data using the Structured Equation Modeling (SEM) analysis method using
the SmartPLS program(Balushi et al, 2022)
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3.RESULTS AND DISCUSSION

1. Respondent Demographics

Using a questionnaire distributed online via a Google Form with 31 questions, researchers conducted
research on 155 employees who worked in the waste industry on the island of Java for more than
three years. This research uses characteristics such as length of work at PT. Wahana Pamunah
Industrial Waste. Based on working time of more than one year, it is 3% and more than three years is
97%.

2. Evaluation of the Measurement Model
Outer Model Measurement

How accurate a model is is measured by the term validity. Validity testing is carried out to ensure
that the results of the model used are valid. Comparative tests compare model results with results
from other methods. Results should not conflict with the theory underlying the model. Correlation
tests can be used to evaluate reliability, which determines how consistent a model and its results are.
Researchers tested the validity and credibility of the research sample, which consisted of 155 people
who filled out 31 questionnaires. This study conducted convergent validity testing (loading factor,
Cronbach alpha, composite reliability, AVE) and discriminant validity testing (HTMT and Fornell-
Larcker Criterion). It was found that the discriminant validity test and convergent validity test were
met in this study.

3. Evaluation of Structural Model Measurement (Inner Model)

Inner models can be used to predict behavior and find out how latent variables can influence
dependent variables and their relationships with each other. It can also provide a deeper understanding
of how various variables interact with each other.

R-Square

R-Square is used to show how much influence exogenous variables have on endogenous variables.
The calculation results show that the exogenous variables are affective commitment, normative
commitment, continuance commitment and turnover intention variables. The results of the affective
commitment variable are 0.248 with a percentage of 2.53% so there is 97.47% which has not been
determined by other research. Then the result of the normative commitment variable is 0.360 with a
percentage of 3.64% so there is 96.36% which has not been determined by other research. For the
continuance commitment variable, the value was 0.234 with a percentage of 2.39%, so there is
97.61% which has not been determined by other research. The results of the turnover intention
variable are 0.415 with a percentage of 4.37% so there is 95.63% which has not been determined by
other research.

Table 1. Test Results for R-Square Values
R Square R Square Adjusted Criteria
Affective Commitment 0.253 0.248 Low
Normative Commitment 0.364 0.360 Low
Continuance Commitment 0.239 0.234 Low
Turnover Intention 0.437 0.415 Low

Path Coefficient

Ghozali (2013)says that showing variable relationships is useful, regardless of whether the hypothesis
shows positive or negative results. The path factor has a value between 0 and 1; values between -1
and O are considered positive, and values between -1 and O are considered negative. Below is a
regression model that shows the path coefficient values for the independent (exogenous) variable and
the dependent (endogenous) variable. According to previous data, the hypothesis shows a positive
relationship of 0.5 between variables X and Y, 0.6 between variables X and Y2, and 0.4 between
variables X and Y3. In the career growth variable, the affective commitment Path Coefficient is 0.503
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and the P value is 0.000 and the T-statistics value is 6.965 > 1.96. So career growth can have a positive
and significant effect on turnover intention. This means that the career growth provided by the
company is in accordance with employee needs and will create affective commitment in employees.
So hypothesis 1 can be accepted (Table 2).

In the career growth variable on normative commitment, the Path Coefficient value is 0.603 and the
P value is 0.000 and the T-statistics value is 9.108 > 1.96. So career growth can be significantly
positively influenced by normative commitment. This means that if the career growth provided by
the company is in accordance with the employee's abilities, the employee will feel they have a
responsibility to the company and will not leave the company. So hypothesis 2 can be accepted (Table
2). For the career growth variable on continuance commitment, the Path Coefficient value is 0.489
and the P value is 0.000 and the T-statistics value is 6.325 > 1.96, so career growth can have a
significant positive influence on continuance commitment. This means that the career growth
provided by the employee is in accordance with the employee's wishes, so the employee's continuance
commitment will be sustainable. So hypothesis 3 can be accepted (Table 2).

In the career growth variable on turnover intention, the Path Coefficient value is 0.291 and the P value
is 0.001 and the T-statistics value is 3.233 > 1.96, so career growth has a positive but not significant
effect on turnover intention. This means that if career growth has been provided in accordance with
employee needs, it will influence the level of turnover intention, although not significantly. So
hypothesis 4 is rejected because it is not in accordance with the proposed research (Table 2). For the
affective commitment variable on turnover intention, the Path Coefficient value is 0.025 and the P
value is 0.807 and the T-statistics value is 1.96 > 0.244, so affective commitment does not have a
positive and insignificant effect on turnover intention. This means that the affective commitment
given by employees has no effect on the level of turnover intention, although it is positive but not
significant. So hypothesis 5 is rejected, because it is not in accordance with the research proposal
(Table 2).

4. Discussion

Based on field results, each dimension has the lowest value. According to affective commitment, the
value "employees will spend their career at this company", and "company problems are employee
problems". Thus, you can evaluate the factor value for each variable by increasing affective employee
commitment through appropriate career growth. Furthermore, in terms of normative commitment of
PT Wahana Pamunah Limbah Industri in Banten, Indonesia, the correlation results show that the
lowest values are for "employees' feelings of guilt when leaving the company" and "responsibility for
the company". Therefore, each variable has the ability to evaluate the value of its factors by increasing
normative commitment through employee responsibility for work in the company. Further research
was conducted on PT's continuance commitment. Wahana Pamunah Industrial Waste in Banten, and
found that the correlation matrix value was "the number of needs that are disrupted if you leave the
company”. As a result, each variable can assess its factor value on dimensions that can retain
employees in the job currently performed.

4. CONCLUSION

This research proves that career growth does not have a positive and significant effect on turnover
intention through the variables affective commitment, normative commitment, and continuance
commitment. The research results are as follows: the research variables career growth and affective
commitment on turnover intention have a negative and insignificant effect, so that affective commitment
has no effect on turnover intention. Then, research into the variables of career growth and normative
commitment on turnover intention has a negative and insignificant effect. Furthermore, research between
the variables career growth and continuance commitment on turnover intention has a negative and
insignificant effect, so it has no effect on the level of employee turnover intention.

With the results of the research that has been carried out, it can be concluded that the career growth
that the company has provided to employees has no influence on the level of turnover intention. Because
every time a hypothesis is proposed, the results are found to be insignificant. So, for results to be
influential, research must be carried out in accordance with the submissions in previous research.
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Research Limitation

There are still several limitations or limitations that need to be corrected in the future. Research can
only take samples from PT employees. Wahana Pamunah Industrial Waste which has been working
for more than 3 years. Each employee has their own assessment of their career growth, as long as they
work for the company. This research only focuses on the variables career growth, affective
commitment, normative commitment, continuance commitment, psychological capital, and turnover
intention.

Suggestion for Further Research

Researchers are expected to continue to follow developments in the waste industrial sector, especially
on the island of Java, Indonesia and use it to obtain broader data. Researchers are also advised to dig
deeper into the topic under study and verify the data obtained. Future researchers are expected to be
able to develop methods or models that can measure the effectiveness of the learning process. This
needs to be done so that the results obtained can be more valid and accurate

Managerial Implications

Furthermore, this research contains the lowest variables from each dimension. In career growth, the
research results found the lowest scores for "current job position is much better than the previous
company" and "increased work professionalism abilities" and "career growth possibilities”. So each
variable can evaluate the value of the factor to improve career growth even better and also pay
attention to the commitment made by the company to employees in order to reduce the level of
turnover intention.

Furthermore, the affective commitment at PT Wahana Pamunah Limbah Industri in the Java island
region, Indonesia, results from the lowest score in "employees will spend their career time at this
company", and "company problems are employee problems". Thus, companies can evaluate the factor
value for each variable by increasing affective employee commitment through appropriate career
growth. Further research on continuance commitment at PT. Wahana Pamunah Industrial Waste on
the island of Java, Indonesia, namely "many needs are disrupted if you leave the company". As a
result, each variable can assess its factor value on dimensions that can retain employees in the job
currently performed.

REFERENCES

[1]

[2]

[3]

[4]

[5]

[6]

[7]

Adler, N.J. (1986). International dimensions of organizational behavior. The International
Executive, 28(1), 31-32. https://doi.org/10.1002/tie.5060280112

Al Balushi, AK, Thumiki, VRR, Nawaz, N., Jurcic, A., & Gajenderan, V. (2022). Role of
organizational commitment in career growth and turnover intention in the public sector of Oman.
In PLoS ONE (Vol. 17, Issue 5 May). https://doi.org/10.1371/journal.pone.0265535

Chang, E. (1999). Career commitment as a complex moderator of organizational commitment
and turnover intention. Human Relations, 52(10), 1257-1278.
https://doi.org/10.1177/001872679905201002

Choong, Y.-O., Wong, K.-L., & Lau, T.-C. (2012). Organizational Commitment: An Empirical
Investigation on the Academicians of Malaysian Private Universities. Business and Economics
Research Journal, 3(2), 51-64

Green S B. (1991). How Many Subjects Does It Take To Do A Regression Analysis. Multivariate
Behavioral Research, 26(3), 499-510. https://doi.org/10.1207/s15327906mbr2603

Guchait, P., & Cho, S. (2010). The impact of human resource management practices on intention
to leave employees in the service industry in India: The mediating role of organizational
commitment. International Journal of Human Resource Management, 21(8), 1228-1247.
https://doi.org/10.1080/09585192.2010.48384

Hair jr, Celsi, Wolfinbarger, M., H. Money, A., Samouel, P., & J. Page, M. (2015). Business
research methods. Armonk, New York, 1-494

Anik Rahmawati et.al (Is Turnover Intention of Waste Industry Employees Determined ...)


https://doi.org/10.1002/tie.5060280112
https://doi.org/10.1371/journal.pone.0265535
https://doi.org/10.1177/001872679905201002
https://doi.org/10.1207/s15327906mbr2603
https://doi.org/10.1080/09585192.2010.48384

120

Jurnal Logistik Indonesia ~ Vol.7, No.2, Oktober 2023, pp. 114-122

E ISSN 2621 6462
[

[8]

[9]

[10]

[11]

[12]

[13]

[14]

[15]

[16]

[17]

[18]

[19]

[20]

[21]

[22]

[23]

Huselid, M. A., Associates, B., & Day, N. E. (1991). Organizational Commitment, Job
Involvement, and Turnover: A Substantive and Methodological Analysis. 76(3), 380-391.

Januszyk, K., Liu, Q., & Lima, C. D. (2011). Activities of human RRP6 and structure of the
human RRP6 catalytic domain. Rna, 17(8), 1566-1577. https://doi.org/10.1261/rna.2763111

Khan, I., Khan, F., Khan, H., Nawaz, A., & Bakht Yar, N. (2013). Determining the Demographic
Impact on the Organizational Commitment of Academicians in the HEIs of DCs like Pakistan.
European Journal of Sustainable Development, 2(2), 117-130.
https://doi.org/10.14207/ejsd.2013.v2n2p117

Lum, L., Kervin, J., Clark, K., Reid, F., & Sirola, W. (1998). Explaining nursing turnover intent:
Job satisfaction, pay satisfaction, or organizational commitment? Journal of Organizational
Behavior, 19(3), 305-320. https://doi.org/10.1002/(S1CI)1099-1379(199805)19:3<305::AID
JOB843>3.0.CO;2-N

Mathieu, J. E., & Zajac, D. M. (1990). A Review and meta-analysis of the antecedents, correlates,
and consequences of organizational commitment. Psychological Bulletin, 108(2), 171-194.
https://doi.org/10.1037/0033-2909.108.2.171

McDonald, K.S., & Hite, L.M. (2005). Reviving the Relevance of Career Development in Human
Resource Development. Human Resource Development Review, 4(4), 418-439.
https://doi.org/10.1177/1534484305281006McNabb, D. E. (2018). Exploring Multivariate
Statistics. Research Methods in Public Administration and Nonprofit Management, 233-250.
https://doi.org/10.4324/9781315181158-21

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general model.
Human Resource Management Review, 11(3), 299-326.
https://doi.org/10.1016/S10534822(00)00053-X

Meyer, J. P., & Parfyonova, N. M. (2010). Normative commitment in the workplace: A
theoretical analysis and re-conceptualization. Human Resource Management Review, 20(4),
283-294. https://doi.org/10.1016/j.hrmr.2009.09.001

Meyer, J.P., Stanley, D.J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, continuance,
and normative commitment to the organization: A meta-analysis of antecedents, correlates, and
consequences. Journal of Vocational Behavior, 61(1), 20-52.
https://doi.org/10.1006/jvbe.2001.1842

Porter, L. W., & Steers, R. M. (1973). Organizational, work, and personal factors in employee
turnover and absenteeism. Psychological Bulletin, 80(2), 151-176.
https://doi.org/10.1037/h0034829

Publication, R., Rand, J., August, O., Blair, L., Pignataro, R., & Poore, N. (2000). The Raymond
Road Runner.

Salamin, A., & Hom, P. W. (2005). In search of the elusive U-shaped performance-turnover
relationship: Are high performing Swiss bankers more liable to quit? Journal of Applied
Psychology, 90(6), 1204-1216. https://doi.org/10.1037/0021-9010.90.6.1204

Watkins, W.D. (1975). 1970) Has Defined Different Primary Catalysts in the Rat and the Rhesus
Monkey for the Oxidation of. Toxicology and Applied Pharmacology, 34, 49-61.

Wells, J. (2021). Biosocial Research Methods. In The Encyclopedia of Research Methods in
Criminology and Criminal Justice: Volume I Parts 5-8.
https://doi.org/10.1002/9781119111931.ch108

Weng, Q., McElroy, J.C., Morrow, P.C., & Liu, R. (2010). The relationship between career
growth and organizational commitment. Journal of Vocational Behavior, 77(3), 391-400.
https://doi.org/10.1016/j.jvb.2010.05.003

Yucel, I, McMillan, A., & Richard, O. C. (2014). Does CEO transformational leadership
influence top executive normative commitment? Journal of Business Research, 67(6), 1170—

Anik Rahmawati et.al (Is Turnover Intention of Waste Industry Employees Determined ...)


https://doi.org/10.1261/rna.2763111
https://doi.org/10.14207/ejsd.2013.v2n2p117
https://doi.org/10.1037/0033-2909.108.2.171
https://doi.org/10.4324/9781315181158-21
https://doi.org/10.1016/S10534822(00)00053-X
https://doi.org/10.1016/j.hrmr.2009.09.001
https://doi.org/10.1006/jvbe.2001.1842
https://doi.org/10.1037/h0034829
https://doi.org/10.1037/0021-9010.90.6.1204
https://doi.org/10.1002/9781119111931.ch108
https://doi.org/10.1016/j.jvb.2010.05.003

Jurnal Logistik Indonesia ~ Vol.7, No.2, Oktober 2023, pp. 114-122 121

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

[35]

[36]

[37]

[38]

E ISSN 2621 6462

1177. https://doi.org/10.1016/j.jbusres.2013.05.005Adler, N.J. (1986). International dimensions
of  organizational ~ behavior.  The International  Executive, 28(1), 31-32.
https://doi.org/10.1002/tie.5060280112

Al Balushi, AK, Thumiki, VRR, Nawaz, N., Jurcic, A., & Gajenderan, V. (2022). Role of
organizational commitment in career growth and turnover intention in the public sector of Oman.
In PLoS ONE (Vol. 17, Issue 5 May). https://doi.org/10.1371/journal.pone.0265535

Chang, E. (1999). Career commitment as a complex moderator of organizational commitment
and turnover intention. Human Relations, 52(10), 1257-1278.
https://doi.org/10.1177/001872679905201002

Choong, Y.-O., Wong, K.-L., & Lau, T.-C. (2012). Organizational Commitment: An Empirical
Investigation on the Academicians of Malaysian Private Universities. Business and Economics
Research Journal, 3(2), 51-64.

Green S B. (1991). How Many Subjects Does It Take To Do A Regression Analysis. Multivariate
Behavioral Research, 26(3), 499-510. https://doi.org/10.1207/s15327906mbr2603

Guchait, P., & Cho, S. (2010). The impact of human resource management practices on intention
to leave employees in the service industry in India: The mediating role of organizational
commitment. International Journal of Human Resource Management, 21(8), 1228-1247.
https://doi.org/10.1080/09585192.2010.483845

Hair jr, Celsi, Wolfinbarger, M., H. Money, A., Samouel, P., & J. Page, M. (2015). Business
research methods. Armonk, New York, 1-494.

Huselid, M. A., Associates, B., & Day, N. E. (1991). Organizational Commitment, Job
Involvement, and Turnover: A Substantive and Methodological Analysis. 76(3), 380—391.

Januszyk, K., Liu, Q., & Lima, C. D. (2011). Activities of human RRP6 and structure of the
human RRP6 catalytic domain. Rna, 17(8), 1566-1577. https://doi.org/10.1261/rna.2763111

Khan, I., Khan, F., Khan, H., Nawaz, A., & Bakht Yar, N. (2013). Determining the Demographic
Impact on the Organizational Commitment of Academicians in the HEIs of DCs like Pakistan.
European Journal of Sustainable Development, 2(2), 117-130.
https://doi.org/10.14207/ejsd.2013.v2n2p117

Lum, L., Kervin, J., Clark, K., Reid, F., & Sirola, W. (1998). Explaining nursing turnover intent:
Job satisfaction, pay satisfaction, or organizational commitment? Journal of Organizational
Behavior, 19(3), 305-320. https://doi.org/10.1002/(S1CI)1099-1379(199805)19:3<305::AlID
JOB843>3.0.CO;2-N

Mathieu, J. E., & Zajac, D. M. (1990). A Review and meta-analysis of the antecedents, correlates,
and consequences of organizational commitment. Psychological Bulletin, 108(2), 171— 194.
https://doi.org/10.1037/0033-2909.108.2.171

McDonald, K.S., & Hite, L.M. (2005). Reviving the Relevance of Career Development in Human
Resource Development. Human Resource Development Review, 4(4), 418-439.
https://doi.org/10.1177/1534484305281006

McNabb, D. E. (2018). Exploring Multivariate Statistics. Research Methods in Public
Administration and Nonprofit Management, 233-250. https://doi.org/10.4324/9781315181158-
21

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general model.
Human Resource Management Review, 11(3), 299-326. https://doi.org/10.1016/S1053
4822(00)00053-X

Meyer, J. P., & Parfyonova, N. M. (2010). Normative commitment in the workplace: A
theoretical analysis and re-conceptualization. Human Resource Management Review, 20(4),
283-294. https://doi.org/10.1016/j.hrmr.2009.09.001

Anik Rahmawati et.al (Is Turnover Intention of Waste Industry Employees Determined ...)



122

Jurnal Logistik Indonesia ~ Vol.7, No.2, Oktober 2023, pp. 114-122

E ISSN 2621 6462

[39]

[40]

[41]

[42]

[43]

[44]
[45]

[46]

[47]

[48]

Meyer, J.P., Stanley, D.J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, continuance,
and normative commitment to the organization: A meta-analysis of antecedents, correlates, and
consequences. Journal of Vocational Behavior, 61(1), 20-52.
https://doi.org/10.1006/jvbe.2001.1842

Porter, L. W., & Steers, R. M. (1973). Organizational, work, and personal factors in employee
turnover and absenteeism. Psychological Bulletin, 80(2), 151-176.
https://doi.org/10.1037/h0034829

Publication, R., Rand, J., August, O., Blair, L., Pignataro, R., & Poore, N. (2000). The Raymond
Road Runner.

Salamin, A., & Hom, P. W. (2005). In search of the elusive U-shaped performance-turnover
relationship: Are high performing Swiss bankers more liable to quit? Journal of Applied
Psychology, 90(6), 1204-1216. https://doi.org/10.1037/0021-9010.90.6.120

Watkins, W.D. (1975). 1970) Has Defined Different Primary Catalysts in the Rat and the Rhesus
Monke for

the Oxidation of. Toxicology and Applied Pharmacology, 34, 49-61.

Wells, J. (2021). Biosocial Research Methods. In The Encyclopedia of Research Methods in
Criminology and Criminal Justice: Volume I Parts 5-8.
https://doi.org/10.1002/9781119111931.ch108

Weng, Q., McElroy, J.C., Morrow, P.C., & Liu, R. (2010). The relationship between career
growth and organizational commitment. Journal of Vocational Behavior, 77(3), 391-400.
https://doi.org/10.1016/j.jvb.2010.05.003

Yucel, I, McMillan, A., & Richard, O. C. (2014). Does CEO transformational leadership
influence top executive normative commitment? Journal of Business Research, 67(6), 1170—
1177. https://doi.org/10.1016/j.jbusres.2013.05.005

Zhou, H., Long, L. R., & Wang, Y. Q. (2009). What is the most important predictor of employees'
turnover intention in Chinese call center: Job satisfaction, organizational commitment or career
commitment? International Journal of Services, Technology and Management, 12(2), 129 145.
https://doi.org/10.1504/1JSTM.2009.025231

Anik Rahmawati et.al (Is Turnover Intention of Waste Industry Employees Determined ...)



