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A B S T R A C T 

The banking sector is one of the sectors driving the Indonesian economy 
whose contribution is above. Banking activities are engaged in managing 
financial and non-financial products that are known to have a high employee 
turnover rate. The high level of employee turnover is influenced by various 
things, including work autonomy, work-life balance, and job satisfaction. For 
this reason, this study aims to examine the effect of work autonomy, work-
life balance, and job satisfaction on turnover intention in the banking sector 
of Malang City. This study uses a quantitative approach with online 
questionnaire data collection. Data was collected by distributing 
questionnaires (online and offline) using a Likert scale ranging from 1-5. The 
population in this study were employees in the banking sector. The sample 
in this study uses a non-probability method with a sample size of 100. Data 
analysis uses Smart PLS (Partial Least Square) to describe the relationship 
between variables. The Sobel test was used to analyze the effect of the 
mediating variables, namely work-life balance and job satisfaction. The 
results showed that work autonomy significantly affected job satisfaction, 
work-life balance, and turnover intention. Work-life balance also has a 
significant effect on turnover intention. However, job satisfaction has no 
significant effect on turnover intention. In terms of mediating effects, work-
life balance can mediate the effect of job autonomy on turnover intention. 
Meanwhile, job satisfaction has no mediating effect between work autonomy 
and turnover intention.  

 
1. INTRODUCTION 

 Since the early 1990s, work-life balance and job satisfaction have been regularly employed as a 
predictor of job and life happiness. The majority of studies look at the direct and indirect effects of work-
life balance (such as autonomy and work-life conflicts) on job satisfaction (Grolleau et al., 2022; Mas-
Machuca et al., 2016). Several work-life balance studies focus on women or female professionals who have 
several roles (Dickson et al., 2021; Y. Fan & Potočnik, 2021). The development of technology and the times 
in the current era continue to develop in society (Astuti et al., 2021; Kaplan et al., 2021). This also applies 
to the change of generations in the world of work today, there are two generations with different characters 
who are involved in the world of work. Generations X and Y are distinguished by the range of the year they 
were born, Gen X who is filling the world of work today are employees who are over 35 years old (Bento et 
al., 2018; Lissitsa & Laor, 2021). Meanwhile, Gen Y who now dominates the world of work are employees in 
the 21-35 year age range. Each generation category has its character, Gen X tends to work to achieve 
stability and independence in terms of economy and career, Gen Y who grows up with technology is better 
known as a generation that is thirsty for new challenges, curious, dynamic, and works to optimize potential 
they have. Millennials, often known as generation Y, are a group of people who are currently employed 
(Betz, 2019; Dhanapal et al., 2015). Millennials will select fascinating employment, achieve strong 
achievements, and have prospects for career advancement. The features of the creative millennial 
generation include a focus on work-life balance. Work-life balance is a state of equilibrium between one's 
work or career and one's personal life (pleasure, leisure, family development, and spiritual) (Y. Fan & 
Potočnik, 2021; Wei & Villwock, 2021). 

In comparison to earlier generations, the Millennial generation values a better work-life balance 
(Gabrielova & Buchko, 2021; Majmundar et al., 2021). Millennials are more likely to work flexibly or not at 
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all, to strike a balance between work and life (Cirillo et al., 2021; Tang et al., 2020). Studies related to the 
concept of individual and organizational outcomes have become an interesting discussion in the last few 
years, especially in the pandemic situation in the past year. The level of employee turnover intention in an 
organization becomes an important issue to be followed up immediately for organizational decision-
makers. The high turnover rate is a negative indication for an organization that many things are happening, 
generally related to personal factors, the environment, or even the organization itself. The main factor that 
causes a person to leave his job is often related to job satisfaction issues, which include the separation 
between personal and work life (work-life balance) as well as flexibility and work independence (job 
autonomy). Job autonomy creates jobs that provide employees a lot of freedom in how they carry out their 
responsibilities (Charoensukmongkol, 2022; Sang et al., 2021). Increased autonomy will allow people to be 
more flexible in their work, and it will also allow them to be more innovative. Work autonomy has been 
found to have a good impact on work-life balance (Fisher et al., 2009; Mas-Machuca et al., 2016). Job 
satisfaction is defined as the extent to which employees feel satisfaction or a sense of accomplishment 
obtained from their work. It is the cause of a person to achieve their work values or meet their basic needs 
through assessment. 

Work-life balance is the concept of achieving satisfying experiences in all life domains and requiring 
personal resources such as energy, time, and commitment to be well distributed across domains. The 
imbalance in this regard can take any form when work extends to the family realm or family problems 
extend to the work realm, this can be a potential cause of stress and non-constructive work attitudes for 
employees, which is positively related to burnout (Dickson et al., 2021; Tziner et al., 2015). Organizations 
that adhere to the work-life balance concept are favored by potential employees and they will also gain a 
reputation as the employer of choice (Inegbedion et al., 2020; Sergeeva & Kortantamer, 2021). The 
inconsistency of research results related to job autonomy, work-life balance, job satisfaction, and turnover 
intention is an interesting thing to study further, especially during the Covid-19 pandemic in the banking 
sector which is synonymous with high turnover rates. This study discusses related to job autonomy which 
has an understanding of the extent to which work can provide great freedom, independence, and individual 
wisdom in scheduling work and determining the procedures to be used in implementing the work that is 
being carried out and carried out (Johari et al., 2016; Sang et al., 2021). Some studies also mention that 
autonomy leads to a critical psychological state in which a person can be responsible for the results of the 
work he does, which in turn leads to results, such as better work efficiency and higher levels of internal 
work motivation. It can be said that this factor is considered to result in increased motivation and work 
effectiveness.  

Job satisfaction can be defined as a person's feelings towards his job. Job satisfaction will appear in 
the positive attitude of employees towards work and everything that is faced in the work environment. As 
a collection of feelings, job satisfaction is dynamic (Davidescu et al., 2020; Yuliandi & Tahir, 2019). Job 
satisfaction has experienced ups and downs, thus requiring leaders to pay attention to employee 
satisfaction at all times (Hanna et al., 2017; Katsantonis, 2019). Job satisfaction has two main parts, namely 
an affective component and a non-affective component. The affective component refers to the emotional 
state of the employee, while the non-affective (cognitive) component refers to the satisfaction associated 
with performance appraisal. Job satisfaction is an important factor that needs to be considered by the 
management because it greatly affects the organization both directly and indirectly. Several researchers 
have confirmed the relationship between job satisfaction and turnover intention (Cegarra-Leiva et al., 2012; 
Chen et al., 1999). Poor job satisfaction will arise when workers begin to feel that unwanted financial, 
emotional, and intellectual aspects will have an impact on their work which is indicated by frequent 
absenteeism and substandard work (Holtom et al., 2008; Mihelic & Tekavcic, 2013). 

Work-Life Balance (WLB) has the meaning of a harmonious balance between various areas of life 
(Abendroth & den Dulk, 2011; Badri, 2019). The WLB concept is built on the idea that work life and personal 
life are interrelated with each other and need to be run together in one's life. Success in achieving a work-
life balance can bring many benefits to employers because employees are more motivated, productive, and 
feel less work stress (Abendroth & den Dulk, 2011; Mas-Machuca et al., 2016). Lack of attention to WLB will 
inhibit employee motivation which causes them to show it by withdrawing from the organization 
(turnover) (Cegarra-Leiva et al., 2012; Fuadiputra & Novianti, 2021). The more conflicts that arise between 
work and personal life, the more employees or individuals will struggle to maintain a balance and eventually 
quit their jobs. In the end, this will be very detrimental to the organization because the resources that have 
been given make a turnover.  

Turnover intention is the possibility of an employee leaving the organization (Lotfi et al., 2022; Ma 
et al., 2020). Researchers measure the desire to do turnover itself using time intervals and opportunities as 
a person's choice to leave the company. Some researchers have also noted several factors that might 
contribute to the increased consideration of individuals leaving the organization. One of the things that 
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encourage someone to do turnover intention is someone's desire to look for new challenges or the worker 
just wants to quit the routine is used to.  If the characteristics of work or job autonomy do not achieve job 
satisfaction for employees, it will have a positive impact on increasing absenteeism and turnover. But if on 
the contrary, when employees are satisfied, it will reduce the employee's desire for absenteeism and 
turnover. For this reason, this study aims to examine the effect of job autonomy, work-life balance, and job 
satisfaction on turnover intention in the Malang City banking sector. 

 

2. METHODS  

 Using a quantitative approach, this research tries to describe the relationship between variables 
tested that is job autonomy, work-life balance, and job satisfaction on turnover intention in the banking 
sector. Data was collected by distributing questionnaires (online and offline) using a Likert scale ranging 
from 1-5. The population in this study were employees in the banking sector in Malang City. The 
determination of the sample in this study used a non-probability method because the population size could 
not be identified (Cooper & Schindler, 2014). Determination of the minimum sample size with the variable 
5, the number of samples is 100, while for the variable 7 the minimum is 150, and the variable 7 is 300. Job 
autonomy is measured using 15 items in the Nordic QPS questionnaire, work-life balance is measured using 
10 items proposed by (Hayman, 2005). Job satisfaction adapted from (Lee & Bruvold, 2003) and turnover 
intention is measured using 3 items adapted from (Rizwan, 2014) so the total items are 31 items. Data 
analysis uses Smart PLS (Partial Least Square) to describe the relationship between variables using the 
outer model, inner model, and hypothesis testing. The Sobel test was used to determine the effect of the 
mediating variables, namely work-life balance, and job satisfaction. 

 

3. RESULTS AND DISCUSSIONS 

Results 
Based on table 1, the description of the respondents obtained is that 60% are women who are 

respondents in this study. In addition, it can be seen from the table that 52% are married and the rest are 
single. They are 36 to 40 years old, and most of the work between 3-4 years. The majority of respondents 
are university graduates 80%. The demographics of respondents can be seen in Table 1. 

 
Table 1. Demographics of Respondents 

Detail Item 
Frequency 
(N = 100) 

Percentage 
% 

Gender Female 
Male 

60 
40 

60 
40 

Age (years) 20-25 
26 - 30 
31 - 35 
36 - 40 
41 - 45 

> 46 

22 
12 
20 
24 
12 
10 

22.3 
12.5 
20 

24.3 
12.5 
8.4 

Status Married 
Single 

52 
48 

52 
48 

Length of service <1 year 
1-2 years 
3-4 years 
5-6 years 
> 6 years 

9 
24 
32 
15 
20 

9 
24 
32 
15 
20 

Education High school 
Diploma 
Bachelor 
Magister 

1 
5 

80 
14 

1 
5 

80 
14 

The findings of the external model evaluation are shown using convergent validity and uni-
dimensionality. The ideal loading value is greater than 0.7 but loading values between 0.5 and 0.7 are 
acceptable (Hair et al., 2014). There were no variables with an outer loading of less than 0.5 in this study, 
indicating that there was no convergent validity issue. Composite reliability was used to assess 
unidimensionality. Each variable's composite reliability value must be greater than 0.7. Because the score 
was above 0.8, there were no issues with unidimensionality. 
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Table 2. External Load and Composite Reliability  

Variable AVE √AVE Composite Reliability 

Job Autonomy 0.5185 0.72 0.928 
Job Satisfaction 0.6288 0.7929 0.949 
Work Life Balance 0.5301 0.728 0.816 
Turnover Intention 0.6873 0.829 0.9388 

 
The cross-loading value is compared to the outer loading score to verify discriminant validity. The 

external loading score must be higher than the cross-loading score. The outer loading of each variable is 
bigger than the cross-loading value, according to the PLS analysis. As a result, no discriminant validity 
concerns were found, as shown in Table 3. 

 
Table 3. Summary of External Model Evaluation 

Variable JA WL WLB JS 
Job Autonomy (JA) 1    
Job Satisfaction (JS) 0.6871 1   
Work Life Balance (WLB) 0.661 0.6181 1  
Turnover Intention (TI) 0.3174 0.4274 0.2785 1 

 
The coefficient of determination score is used to evaluate the inner model (R square). R2 values 

were divided into three categories: minor (0.25), moderate (0.50), and significant (0.75) (Hair et al, 1998). 
The value of R square is regarded as moderate in this investigation. 
 
Table 4. Evaluation of Inner Model 

Variable R Square 
Job Autonomy (JA) 0 
Job Satisfaction (JS) 0.4721 

Work-Life Balance (WLB) 0.437 
Turnover Intention (TI) 0.1837 

 
Table 5. Hypothesis Test for Direct Effect Research 

Variable T-Stat Original 
sample (O) 

P Values Result 

JA → JS 9.409 0.661 0.000 Significant 
JA → TI 2.245 0.317 0.025 Significant 

JA → WLB 9.146 0.687 0.000 Significant 
JS→ TI 0.048 0.007 0.962 Not significant 

WLB → TI 2.514 0.394 0.012 significant 
 

In this investigation, seven hypotheses were offered. The hypothesis testing of each variable's 
direct effect is summarized in Table 5. Work-life balance is significantly influenced by job autonomy. 
Autonomy has a huge impact on work-life balance as well (H2). Other hypotheses (H3 and H4) have an 
impact on turnover intention. There is only one non-significant hypothesis (H5), namely the effect of work 
satisfaction on turnover intention, which the results do not support. Work autonomy has an indirect effect 
on turnover intention, which is mediated by work-life balance and job satisfaction, as shown in Table 6. 
Work-life balance is predicted to have a mediating influence on the relationship between work autonomy 
and turnover intention in Hypothesis 6. The mediation effect of work satisfaction on the connection 
between job autonomy and turnover intention is predicted by Hypothesis 7. It can be described in the table 
below, based on the findings of hypothesis testing. 

 
Table 6. Hypothesis Test for Mediating Effect 

Variable T-Stat Original 
sample (O) 

P-value Result 

JA → JS → TI 0.047 0.005 0.962 Not significant 
JA → WLB → TI 2.406 0.271 0.016 significant 
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Discussion   
The results of the research above show that job autonomy has a positive and significant relationship 

with the desire to move, which is mediated by work-life balance, which is supported by the results show the 
results that work autonomy and work-life balance have a significant effect on the desire to move (Abdien, 
2019; Abendroth & den Dulk, 2011; Mas-Machuca et al., 2016). Job autonomy itself has a meaning that with 
work autonomy, it is expected that workers will be able to complete work (Saragih, 2011; Sisodia & Das, 
2013).The intention of turnover in the banking sector has an impact. The more the autonomy of the work 
made, the more limited the balance of life that he has also had an effect. Someone as an individual feels this 
is an attempt to get out of someone's current job. This study also measures supports research that the 
impact generated when job autonomy can affect the backlash with some research findings this is also 
evident in the banking sector, which is supported by job autonomy. make their job satisfaction does not 
affect their desire to leave (Liu & Lo, 2018). This is due to the limited job autonomy provided by the banking 
profession, which encourages a person to be dissatisfied. 

According to the findings of the research, job autonomy has a considerable impact on work-life 
balance and supported the prior research by (Fuadiputra & Novianti, 2021; Johari et al., 2016; Valcour, 
2007; Valcour & Hunter, 2017). This conclusion is influenced by the level of work autonomy provided, which 
has a substantial impact since the larger the sense of responsibility to complete the task, the stronger the 
sense of duty to complete the task, and ultimately the impact on work balance (Fuadiputra & Novianti, 2021; 
Sisodia & Das, 2013). Work-life balance will also influence overall performance and success. These findings 
are based on the work authorization granted to both male and female employees, which encourages them 
to perform at their best, which has an impact on how they complete work, particularly in the banking 
industry, which demands experience to complete work well. The above study's findings are also consistent 
with those found that work autonomy improves work-life balance (Chawla & Sondhi, 2011; J. Fan & Smith, 
2017).  Work autonomy inevitably raises the level of job satisfaction among bank employees. This study 
also suggests that managing a decent workload will result in a work-life balance. The more the workload, 
the worse the work-life balance becomes, or it may even make them feel more challenged and as if this is an 
advantage. The findings of the above study are also consistent with those found that work autonomy 
improves work-life balance Work autonomy inevitably raises the level of job satisfaction among bank 
employees. This study also suggests that managing a decent workload will result in a work-life balance. The 
more the workload, the worse the work-life balance becomes, or it may even make them feel more 
challenged and as if this is an advantage.  

Furthermore, when banking staff is in middle management and senior management positions, their 
authority grows significantly. Workers in this position are thought to be of higher quality when it comes to 
completing duties. These findings highlight the need of focusing on aspects of work-life balance and job 
satisfaction that need to be improved, particularly among bank employees. When using work satisfaction 
mediation, the data gathered based on the findings of the previous study likewise shows that job autonomy 
has no significant impact on turnover intention. When job autonomy is linked to job happiness, however, it 
still has an impact. This is corroborated by research, which found no link between work satisfaction and 
turnover intention, and that the association is negative (Badri, 2019). This is because when someone is 
satisfied, they do not feel compelled to leave did research that backs this up (Vui-Yee & Yen-Hwa, 2020). 
The study contains limitations, such as the small number of samples and the fact that it only included 
personnel in Malang's banking sector. This concept could be replicated in other sectors such as industry, 
education, tourism, the private sector, and government in the future. We propose that future research 
include numerous dependent variables such as ostracism, quality of work-life, work conflict, job 
performance, and welfare. Moderating variables utilized in further study, such as work atmosphere or 
variables connected to the work environment, can also be introduced. 

 

4. CONCLUSION 

The findings of this study show that work authority has no bearing on the likelihood of turnover. 
This is because when someone is content with their employment, they tend to feel more at ease with the 
authority that has been handed to them. These findings can help leaders make better decisions. When work 
authority is coupled with job pleasure, a person can be encouraged to stay at his job by providing a pleasant 
environment and incentives that are appropriate for his workload. It can be observed from one of the 
hypotheses, which suggests that giving a great job power produces a sense of responsibility in every person, 
allowing them to share it with life outside the workplace, which does not affect workers' desire to quit the 
banking industryt. 
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