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Abstract 

Human Resources are a very important asset in a company. Without qualified Human 

Resources/HR, the company cannot run its business system. This research uses quantitative 

methods with research samples of manufacturing employees in Batamindo Batam 

Industrial Area. Questionnaires are distributed via Google form with 478 respondents were 

collected. The variables used in this research were the dependent variable, retention and 

turnover intention, the independent training, and the mediation was employee satisfaction. 

The results of the research stated that the effect of training on  retention and  turnover 

intention in manufacturing companies in Batamindo Industrial Area, Batam City with 

variables that mediate employee satisfaction. From the test results, the relationship between 

employee satisfaction and retention has a positive and significant influence. The 

relationship between employee satisfaction and turnover intention has a positive and 

significant influence. The relationship between training and employee satisfaction has a 

positive and significant impact. The relationship between training and retention has a 

positive and significant impact. The relationship between training and turnover intention 

has a positive and significant impact. 
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Introduction 
Human Resources are a very important asset in the company, without 

qualified Human Resources/HR the company cannot run its business system. 

Manufacturing companies are industries that process raw materials into semi-

finished and even finished products. In the employment of employees, the 

manufacturing industry determines the permanent system and the contract system. 

Improving and developing employees' performance is a priority and a 

challenge in the era of globalisation. Good working methods will bring more 

effective and efficient results and the company's goals will be well achieved. 

Employee performance factors are a priority and should not be ignored in a 

company. If an error or mistake occurs, it will cause obstacles or even internal 

failure in the production process. To achieve good employee performance, good 

HRM practices must be implemented and coaching and development must be 

provided to employees to improve the quality not only for the employees but also 

for the company (Putri et al., 2022). 

In Indonesia alone, there are 30,000 companies in the manufacturing sector. 

These companies consist of medium and large industry (Directory of Indonesia 

Manufacturing Industry 2022, 2022).Batam itself has 30 industrial estates and the 

companies in Batam are about >100. both national and international companies 

(Industrial-Estates-in-Batam-2023.Pdf, 2023).Batam's economic growth will be 

6.84% in 2022. With a total population of 1,269,410 people with a workforce of 

767,507 domestic and 3,328 foreign (BP Batam, 2023).The existence of industry, 

both manufacturing and other industries, does not guarantee unemployment. 

According to national BPS data in August 2023, the unemployment rate in 

Indonesia was 5.32%, 0.54 percentage points lower than in 2022 (Statistik, 2023). 

Based on BPS Batam data in 2022, unemployment is 9.56%, 2.08% lower 

than in 2021 (BPS Batam, 2021). Unemployment is caused by many things, namely 

layoffs, lack of jobs, etc. Research This uses variables related to the company to 

assess employee satisfaction through training to reduce turnover intention and 

increase employee retention in the manufacturing industry. 

Employee satisfaction and performance can decline if the organisation does 

not implement a retention strategy. If the company does not take care of this, the 

turnover intention within the company can increase drastically (Pratiwi et al., 2020). 

Employee training is also very important for employee satisfaction within the 

organisation. Employee training must also be carefully planned to improve the 

quality of performance within the organisation. Every employee should be trained 

by the company so that they can do their job better (Jennifer & Asri, 2022). 

This research can determine and understand the conditions of the 

manufacturing industry located in the Batamindo Industrial Estate. The conditions 

referred to here are employee satisfaction in the implementation of training, 

whether it can cause turnover intention or vice versa, namely retention.  

This  study  proposes  five  relationships  among  the  investigated  

variables.Firstly training, training helps to develop positive employee attitudes and 

leads to improved organisational performance through employee retention. When 

employees feel that training is supported by the organisation, they develop an 

emotional attachment to the organisation. Training has an impact on employee 

retention and its direct relationship, helping organisations to increase employee 

retention and reduce employee turnover (Suryani et al., 2023).  
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Training is a systematic programme that teaches and equips individuals with 

important technical information and competencies relevant to their roles and 

responsibilities in the work environment (Ye, 2022). The purpose of training and 

development is to improve employees' skills, knowledge and abilities to meet the 

work objectives of the work organisation. Training programmes are systematically 

designed, organised and professionally managed with the aim of improving 

employees' work skills and changing their attitudes and behaviours (Boateng et al., 

2023). 

According to Nurmalitasari research, corporate training in 2021 will take the 

form of on-the-job training programmes that help you master specific skills and 

work processes in order to increase self-confidence and create value.The 

relationship between training and retention and turnover intentions with employee 

satisfaction as a mediating variable. 

Training is an organisation's effort to provide employees with skills and 

knowledge relevant to their jobs. As a result, with proper training, employees will 

acquire knowledge, skills and abilities that will make them satisfied with their 

different jobs. Training has a significant impact on employee retention and turnover 

because it can influence employee satisfaction (Ingsih et al., 2021). Previous 

research shows that training and development plays an important role in increasing 

employee retention by providing knowledge and increasing job satisfaction (Elsafty 

& Oraby, 2022). 

Secondly, employee satisfaction. Satisfaction is a feeling of pleasure resulting 

from the fulfilment of wants, desires or needs. Unfulfilled satisfaction is a 

consequence that occurs, such as reduced performance, failure to achieve goals, an 

unhealthy work environment, and the effects of worsening organisational 

performance (Mugira, 2022). Based on previous research, employee satisfaction is 

an overall or global affective state about how employees feel about their work. It is 

also known as employees' job satisfaction or dissatisfaction. Job satisfaction is 

achieved when the expectations that employees bring with them when they join an 

organisation are matched by reality (Suryani & Sugianingrat, 2021).The 

Relationship Between Employee Satisfaction and Retention and Turnover 

Intentions Retention is a fundamental factor in an organisation's ability to remain 

competitive in the global economy. It is therefore important to attract, develop and 

retain staff with the appropriate skills and expertise to improve organisational 

performance (Jason R. Isom, 2023). 

Research has identified various factors that can contribute to employee 

turnover, such as job satisfaction and the nature of the manufacturing industry, 

through the training system provided and what programmes the company runs for 

employee retention (Jason R. Isom, 2023). 

Thirdly, turnover intention. Turnover intention is a term used to describe a 

person's intention to leave their current job or leave an organisation (Hutabarat & 

Yuniawan, 2022). Turnover intention is the possibility that employees will leave 

the organisation. Organisations need to consider and prevent it because turnover 

has a negative impact on the business. Generational differences can also lead to 

differences in how employees value work and differences in employee burnout, 

leading to higher levels of turnover intention (Skelton et al., 2020). Different 

approaches to workplace support (e.g. training, development opportunities, 

manager's understanding of work-life balance) have been identified for employees 
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who stay and those who leave engineering. Commitment to work and turnover 

intentions were identified as two key factors explaining job retention. However, 

self-efficacy and outcome expectations do not differ between those who stay and 

those who leave (Salzmann et al., 2023). 

According to Aykan, turnover intention is seen as a negative factor for 

company productivity and efficiency. This is because turnover intention has the 

following negative effects on an organisation: 1. loss of employees; 2. disruption of 

operations; 3. retraining of new employees; 4. risk of additional burden due to 

employee turnover. 

It has been argued that generational differences may also lead to differences 

in how employees view their jobs and differences in employee burnout, resulting in 

higher turnover intentions. Researchers note that the current workforce is made up 

of three groups: baby boomers, generation X and millennials. It is suggested that if 

managers are aware of these generational differences, they can create better policies 

that meet the needs of each generation. As the baby boomer generation dominates 

many organisations, it has been suggested that there may be a disconnect between 

the values of managers and the values of millennial workers (Skelton et al., 2020). 

From the above definition and perspective, it can be concluded that turnover 

intention refers to an employee's desire to leave the company, but if the employee's 

intention to leave is fulfilled, then it is considered as turnover because the employee 

left voluntarily or not (Rafliani, 2023). The dimensions of turnover intention 

according to Simamora & Henry, (2004) are: 

 

1. Job search: People who want to quit their job and look for another job. 

2. Intention to quit: When an employee says "I want to quit", it means they 

want to leave their current job. The more frequently an employee expresses 

his or her desire to leave, the greater the likelihood that he or she will change 

jobs. 

3. Thinking about quitting: People who want to move to a new company with 

the hope that their career will develop there and with the possibility of 

relocation in the future. 

Fourthly, retention. Manufacturing companies also need to consider issues 

related to employee retention, which is very important because employees are a 

company's asset, especially since employees are already experts in their field. 

Companies can implement an employee retention system by providing trust, 

flexibility, benefits, etc. to employees who are considered deserving within the 

company. This can motivate employees to stay with the company longer because 

the employee feels highly valued within the company (Lestari et al., 2021).High 

employee turnover leads to increased costs in terms of resources, recruitment and 

time to replace vacancies. Recruiting new employees costs organisations between 

50-200% of the previous employee's salary. Increased recruitment costs include 

overlapping advertising and salaries, making it difficult to maintain a positive work 

environment and employee morale. In addition, high employee turnover results in 

lost opportunities to meet production and budget matrices set within the department, 

resulting in additional costs to the organisation (Nayak et al., 2021).In general, 

companies in Indonesia tend to retain senior employees. This is because senior 

employees have a wealth of experience and are reliable in their field. Having skilled 
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and experienced employees is one of the intangible assets of an organisation (Kurdi 

et al., 2020). On average, company managers believe that education and experience 

are the benchmarks for recruiting employees to their company (Millena & Mon, 

2022). 

The discussion above provides the basis for this research to develop the above 

hypothesis as illustrated in Figure 1. As shown in Figure 1, this research proposes 

one independent variable, namely training. And two dependent variables, namely 

retention and turnover intention. In addition, this research proposes one mediation: 

employee satisfaction. This investigation investigates our understanding of whether 

employee satisfaction is influenced by training, retention, and turnover intention. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 1.Research Model 

Source: Author (2024) 

 

 

Methodology  

This research uses a system of quantitative methods. This research uses a 

system of quantitative methods. Quantitative research involves the collection and 

analysis of numerical data in order to describe, explain, predict or control 

phenomena. However, it is important to remember that quantitative research 

methods are not just about numbers. At the beginning of the research process, 

quantitative methods generate hypotheses to be tested and determine research 

procedures. In quantitative research, the researcher controls for contextual factors 

that influence the data (Pahleviannur et al., 2022). Methods that use quantitative 

data are data expressed in terms of the number of respondents, the number of 

genders, and the results of filling out the entire questionnaire that has been created. 

This research is a variation of previous research (Suryani et al., 2023). The 

purpose of this research is to analyse the effect of training on employee retention 

and turnover intention which is mediated by employee satisfaction in 

Training 
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Retention 
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manufacturing companies in Batam. The method with quantitative data is data 

expressed in the number of respondents, number of genders, and the results of 

filling the entire questionnaire that has been created. The population and samples 

used in this research come from the employees of manufacturing companies in 

Batamindo Industrial Area, Batam City. Batamindo Investment Cakrawala ( BIC) 

or Batamindo Industrial Area was established in 1990 with an area of about 320 ha. 

In 2023, there will be about 73 company tenants operating in the Batamindo area. 

The Batamindo Industrial Estate is strategically located near shopping malls, 

community settlements and one of the largest wholesale centres (Indogrosir) 

(Industrial-Estates-in-Batam-2023.Pdf, 2023). The population and number of 

samples in the Batamindo industrial estate are not known with certainty, so the 

author uses the Hair et al. system to calculate the completion of the questionnaire 

created (Hair et al., 2019). Based on the opinion of Hair et al., (2021), the sample 

size is appropriate depending on the number of questions in the research multiplied 

by 10. There are 47 questions,therefore 470 (47x10) samples are required.The 

software used for data management is Smart PLS.     

One of the techniques is to distribute questionnaires via electronic means 

(Google Forms). The Likert Scale, developed by Rensis Likert, was employed in 

the distribution of the questionnaire to gauge respondents' perceptions. There will 

be a score assigned to each response.  

 

Result and Discussion 

The measurement approach used in this study included multiple steps to 

guarantee the reliability and validity of the questionnaire items. First, variables with 

a factor loading value greater than 0.708 were chosen, and variables with a factor 

loading value less than 0.708 were removed(Hair et al., 2019).  More than 50% of 

the indicator variance is thought to be explained by a factor loading value of 0.708 

or higher(Hair et al., 2019). 

. 
Table 1. Loading Factor and AVE 

  Employee 

Satisfaction 

Retention Training Turnover 

Intention 

AVE 

ES1 0,704       0,515 

ES2 0,667        

ES3 0,698        

ES4 0,731        

ES6 0,757        

ES7 0,745        

R2   0,699     0,510 

R4   0,683      

R5   0,734      

R6   0,699      

R7   0,725      

R8   0,754      

R9   0,703      



Kusumo & Mon / Jurnal Manajemen dan Kewirausahaan 9 (1) 2024, 38-50 

 

44 

 

T5     0,757   0,554 

T8     0,793    

T9     0,679    

TI1       0,777 0,597 

TI10       0,567  

TI2       0,825  

TI3       0,848  

TI4       0,814  

TI5       0,836  

TI6       0,764  

TI7       0,844  

TI8       0,578  

TI9       0,811  

Source:Author(2024) 

 

All of the variables in Table 1 have factor loading values greater than 0.708. 

Because of this, the indicators' variation for all variables is more than 50%, 

indicating the reliability of the items' questions (Hair et al., 2019). 

The Average Variance Extracted (AVE) was utilized in this investigation to 

evaluate the convergent validity. For each admissible variable to be able to 

explain at least 50% of the variation of the related items, its AVE value must be 

greater than 0.50 (Hair et al., 2019).  

For every variable, the AVE values are displayed in Table 2, and they are all 

greater than 0.50. An AVE value greater than 0.50, which for each idea accounts 

for at least 50% of the objective variance, thereby validates convergent validity 

(Hair et al., 2019). Internal consistency reliability is evaluated using Cronbach's 

alpha and composite reliability(Hair et al., 2021). Table 2 displays the composite 

reliability and Cronbach's alpha values for each variable. According to these results, 

all of the study's variables showed internal consistency reliability because their 

composite reliability values were less than 0.95 and their Cronbach's alpha was 

much higher (Hair et al., 2019). 
 

Table 2. Reliability Test 

Variable Cronbach’s Alpha Composite 

Reliability 

Results 

Employee 

Satisfaction 

0,811 0,864 Reliable 

Retention 0,840 0,879 Reliable 

Training 0,598 0,788 Reliable 

Turnover Intention 0,928 0,936 Reliable 
Source:Author(2024) 

 
Testing discriminant validity, which establishes if a variable differs from 

other variables, is the next step. According to Fornell & Larcker, (1981), making 

ensuring that each AVE value's square root is greater than the inter-construct 

correlations is how this test is conducted. Table 3 demonstrates that all research 



Kusumo & Mon / Jurnal Manajemen dan Kewirausahaan 9 (1) 2024, 38-50 

 

45 

 

variables exhibit significant differences, indicating that the requirements for 

discriminant validity have been met (Fornell & Larcker, 1981). 
 

Table 3. Discriminant Validity 

 Variable Employee Satisfaction Retention Training Turnover Intention 

Employee 

Satisfaction 
0,718       

Retention 0,842 0,714     

Training 0,578 0,600 0,744   

Turnover 

Intention 
0,474 0,481 0,429 0,773 

Source:Author(2024) 

 

Table 4. Hypotesis test result 
  Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P Values Conclusion 

Employee 

Satisfaction -> 

Retention 

0,744 0,737 0,052 14,381 

0,000 Supported 

Employee 

Satisfaction -> 

Turnover 

Intention 

0,340 0,342 0,054 6,323 

0,000 Supported 

Training -> 

Employee 

Satisfaction 

0,578 0,579 0,070 8,209 

0,000 Supported 

Training -> 

Retention 
0,169 0,175 0,052 3,285 

0,001  Supported 

Training -> 

Turnover 

Intention 

0,233 0,238 0,047 4,914 

0,000 Supported 

Source:Author(2024) 

 

Table 5.Indirect effect test result 

Source:Author(2024) 

 

From this table, the results show that the higher the employee satisfaction 

with employee retention, the higher it will be because it is directly proportional and 

the coefficient is positive. And it is significant because the P Values are less than 

0.5 and the T Statistics are more than 1.96. The higher the employee satisfaction 

with employee turnover, the greater the also increases because it is directly 

  Original 

Sample 

(O) 

Sample 

Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics 

(|O/STDEV|) 

P Values Conclusion 

Training -> 

Employee 

Satisfaction -> 

Retention 

0,430 0,426 0,051 8,432 0,000 Supported 

Training -> 

Employee 

Satisfaction -> 

Turnover 

Intention 

0,196 0,198 0,041 4,824 0,000 Supported 
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proportional and the coefficient is positive. And it is significant because the P 

Values are less than 0.5 and the T statistic is more than 1.96. The higher the 

relationship between training and employee satisfaction, the higher it will also be 

because it is directly proportional and the coefficient is positive. And it is significant 

because The P Values are less than 0.5 and the T Statistics are more than 1.96. 

The higher the relationship between training and employee retention, the 

lower it will be because it is inversely proportional and the coefficient is positive. 

And it is significant because the P value is less than 0.5 and the T statistic is more 

than 1.96. The higher the relationship between training and employee turnover, the 

lower it will be because is inversely proportional and the coefficient is positive. 

And it is significant because the P values are less than 0.5 and the T statistics are 

more than 1.96. Employee satisfaction is proven to mediate training, employee 

retention and employee turnover with P values less than 0.5 and T statistics more 

than 1.96. 

 

Table 6. Coefficient of Determination Test Results (R-Square) 

 Variable R Square R Square Adjusted Conclusion 

Employee Satisfaction 0,334 0,333 Moderate 

Retention 0,728 0,727 Strong 

Turnover Intention 0,261 0,258 Weak 

Source:Author(2024) 

 

From this table, the coefficient of determination test functions to test 

variables. According to Chin, (1998), the R-Square value is categorized as strong if 

it is more than 0.67, moderate if it is more than 0.33 but lower than 0.67, and weak 

if it is more than 0.19 but lower than 0.33. Based on table 6, employee satisfaction 

with a result of 0.333 is declared moderate, retention with a result of 0.727 is 

declared strong and turnover intention with a result of 0.258 which is below 0.333 

is declared weak. Based on the data above, it can be concluded that the r-square 

value which shows 0.727 means that there is integration with retention having a 

very strong relationship with employee satisfaction and turnover intention, 

meanwhile the turnover intention variable shows weak integration. 
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Figure 2. Result of structural model assesment 

Source:Author(2024) 

 

 

Conclusion 

This research explains the effect of training on employee retention and 

employee turnover in manufacturing companies in the Batamindo industrial area, 

Batam City with variables that mediate employee satisfaction. From the test results, 

the relationship between employee satisfaction and retention has a positive and 

significant influence. The relationship between employee satisfaction and turnover 

intention has an influence, positive and significant. The relationship between 

training and employee satisfaction has a positive and significant influence. 

The relationship between training and retention has a positive and significant 

influence. The relationship between training and turnover intention has a positive 

and significant influence. Manufacturing enterprises in the Batamindo industrial 

region of Batam city have the opportunity to enhance employee satisfaction through 

several means, including training, salary increases, and promotions. Additionally, 

completing reviews can help minimize uncontrollably high employee turnover. 

Uncontrolled staff churn can raise operating expenses, which might result in losses 

for the business. 
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