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1. Introduction 

The term millennials was first issued by William Strauss and Neil in his book Millennials Rising: The Next Great 
Generation (2000). William and Neil created the term millennial in 1982. Another opinion was expressed by Elwood 
Carlson in his book Entitled The Lucky Few: Between the Greatest Generation and the Baby Boom (2008), millennials are 
those born between 1983 and 2001. 

According to Budiati et.al (2018), millennials have a unique character based on region and socio-economic 
conditions. One of the main characteristics of millennials is characterized by increased use and familiarity with 
communication, media, and digital technology. By using these devices millennials can become more productive and 
efficient individuals. From these devices they are able to do anything from just texting, accessing educational sites, 
transacting business online, to order online transportation services. Millennials have vast opportunities and opportunities 
to innovate. The creation of a digital ecosystem succeeded in creating a variety of business fields to grow mushrooming in 
Indonesia; for example, the trade and transportation sector. In addition, in terms of education, millennials also have 
superior quality. Where he has an interest in continuing higher tiered education. They realize that education is a top 
priority. The performance performed by millennial employees is an important focus, as millennials prefer flexible work, 
demand creativity and provide opportunities for them to have an impact on the company itself. 

Netindo Solution Group or commonly referred to as Netsolmind is a company in the field of information 
technology development for business interests. The company has many years of experience in carrying out specific 
relationships with complex market plans and greatly tailoring the needs of consumers. Netsolmind company presents 
conveniences for users who do not understand information technology though. In addition, convenience and security are 
professionally controlled. The company has a long and varied experience, namely: business consultants, technology scope, 
marketing, operations, human resources, and finance. 

Netsolmind has concerns about employees at the age of millennials who have the intention to turnover in their 
jobs on the grounds of moving jobs. These employees are dominated by employees of the progammer section under the 
age of 20 who fall into the millennial age category. 
 
2.  Literature Review and Hipotesis 

According to Mitchell et.al (2001) job embeddedness is a combined force that keeps employees attached to their 
work. Meanwhile, according to Sekiguchi (2008) job embeddedness is a concept of job stability that explains why people 
stay in their company. Job Embeddedness can be categorized as conformity, relationships, community, sacrifice between 
employees and organizations or companies. Job embeddedness can be measured by these things. The more attached an 
employee is to his company, the more likely it is that the employee remains in his current job (Holtom and Neil in Reitz 
2011). 
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According to Davis (2011) that "Job satisfaction is the favorableness or unfavorableness with employees view 
their work". Employees will be satisfied in working if the aspects of work with aspects that exist in line (Erni, et al, 2018). 
Human Resource Management (MSDM) experts and organization actors provide definitions or concepts of job satisfaction 
with different languages and fists from different points of view but still have the same meaning, where job satisfaction is a 
general attitude or feeling felt by an employee towards the work they do. 

According to Issa, et.,al (2013) turnover intention means the intention to move voluntarily which will later affect 
the status of the company also affects the productivity of other employees. Saeka and Suana (2016) defined turnover 
intention as a result of individual evaluation of what he felt in the company, then expressed a desire to leave the 
organization. 

Mangkunegara (2011) defines employee performance is the result of work in quality and quantity achieved by an 
employee in carrying out his duties in accordance with the responsibilities given to him. Performance reflects how well 
employees meet the requirements of a job. The performance of an employee is individual, because each employee has a 
different level of ability in doing their job. Management can measure employees for their performance based on the 
performance of each employee (Riski, 2018). 
 
2.1. Effect of Job Embeddedness on Turnover Intention 
 Research conducted by Hussain and Deery (2018) using a sample of 204 revealed that job embeddedness negatively 
affects turnover intention. Coetzer et.al (2018) used a sample of 147 SME employees located in Perth, Western Australia 
and 350 employees from SMEs operating in four South African business centers revealed that job embeddedness and its 
various dimensions had a negative relationship to turnover intention. 
 Research conducted by Dechawatanapaisal (2017) using questionnaires with respondents as many as 1,028 
accountants working at large companies in Thailand interaction effects showed a negative relationship between job 
embeddedness on turnover intention when job satisfaction is high. Research conducted by Rarasanti and Suana (2016) on 
pt employees. Luhur Permai's work with questionnaires as many as 147 results from this study is job embeddedness 
negatively and significantly affect turnover intention. Research conducted by Jiang, et.al (2012) using a sample of 65 found 
that on the job and off the job embeddedness is negatively related to the intention of turnover and actual turnover. 
 Thus, the higher the job embeddedness felt, the higher the intention to stay. On the contrary, if the lower the job 
embeddedness, the higher the intention for turnover. 

 H1: Job embeddedness negatively affects turnover intention. 
 
2.2. The Effect of Job Satisfaction on Turnover Intention 

Research conducted by Mahdi et.al (2012) using questionnaires as many as 32 distributed to executives and non-
executives from local printing companies found results that job satisfaction both intrinsic and extrinsic affect turnover. 
Lambert et.al (2001) shows that the work environment has an important role to play in the formation of job satisfaction, 
and that job satisfaction is a very influential role in turnover. So that the employee who feels the environment is good for 
him then he is satisfied with his work so as not to make turnover. 

Research conducted by Li et.al (2019) conducted research in 13 Beijing public hospitals showed that workplace 
violence has a significant influence on turnover intentions, and job satisfaction has a significant negative influence on 
turnover. However, job satisfaction mediates workplace violence relationships against turnover. So that it can be 
concluded that, if there is violence in the workplace, it will reduce the satisfaction of an employee or nurse of the hospital 
resulting in the intention to commit turnover. Chen and Wang (2018) with questionnaires distributed to hotel chefs of 
tourists produced the finding that inactivity in the workplace has a very negative effect on job satisfaction, resulting in a 
positive effect on the intention to turnover. If the tourist feels satisfaction then he does not make turnovers. 

Dole and Richard (2015) produced the finding that job satisfaction and turnover intentions had a negative 
relationship. Simone et. al (2018) in 194 nurses and 181 patients from 22 inpatient wards at two hospitals in the Southern 
Italy region, resulted in findings that job satisfaction, work engagement, self-efficacy and agency capacity were 
interconnected and correlated negatively with turnover intention. 
The higher the satisfaction of an employee in his/her job, the lower the turnover intention. On the contrary, if an 
employee's job satisfaction is low, the higher the intention to turnover. 

 H2: Job Satisfaction negatively affects turnover intentions. 
 
2.3. Effect of Turnover Intention on Employee Performance 

Research conducted by Watrous et.al (2006) found that turnover has a certain relationship to performance, both 
directly and moderation. Turnover that occurs can also vary in effect in each organization. Zimmerman and Darnold 
(2007) used 65 questionnaires distributed to employees, resulting in the finding that under-performing employees were 
more likely to commit turnover and even engage in unplanned terminations. Ton and Huckman (2008) revealed that over 
the past 48 months the average employee turnover was related to decreased performance. This decrease in performance 
can be noticed through the overall customer service score of the store. 

Research conducted by Biron and Corine (2013) in the branch of an elderly care organization with questionnaire 
responses of 225 employees resulted in findings that performance assessed by individuals and assessed by managers both 
had a negative relationship to turnover intentions. Javed, et.al (2014) findings also show that there is no significant 
relationship between turnover intentions and employee empowerment and employee performance. Asmara (2017) 
produced the finding that turnover intention affects employee performance. 
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The higher the turnover intention in employees, the lower the employee's performance, and vice versa if the lower the 
turnover intention, the higher the performance performed by employees. 

 H3: Turnover intention negatively affects employee performance. 
 
2.4. The Effect of Job Embeddedness on Employee Performance 

Emmerik and Sanders (2004) found that there is a positive relationship between temporal embeddedness in 
compliance and performance. Work attachment in this study has a positive relationship with both types of job 
performance both who have tenure and do not have tenure. Karatepe and Vatankhah (2014) produced the finding that 
flight attendants who have longer working hours have an excellent working attachment to the team, while married flight 
attendants are more attached to their work. Therefore, flight attendants who have long worked for the company know 
better how to work and contribute to the team and the married do not sacrifice many benefits but have no intention of 
leaving the company. 

Sekiguchi et.al (2008) with the aim of investigating the role of work attachment to OCB and performance, 
resulting in the finding that employment attachment has a direct but low impact on employee performance. Coetzer et.al 
(2018) found that embedded on the job has a positive and significant influence related to the innovative behavior of 
employees operating in various industries. NG and Feldman (2009) found that job attachment was positively related to 
task performance and creativity and negatively related to counterproductive work behavior, even after controlling for the 
effects of organizational attachment. 

The higher the job embeddedness is felt, the more it improves employee performance, and vice versa if the job 
embeddedness is low then the performance is also lower. 

 H4: Job Embeddednes positively affect employee performance. 
 H6: Job Embeddedness affects employee performance by being mediated by turnover intention. 

 
2.5. The Effect of Job Satisfaction on Employee Performance 

Research conducted by Valaei and Jiroudi (2016) shows that all aspects of job satisfaction are positively related to 
performance except additional allowances, contingency rewards and communication. Siengthai and Ngarm (2015) showed 
that there is a positive and significant relationship between job satisfaction and employee performance. Gu and Siu (2008) 
The results of this study are that job satisfaction is significantly correlated with performance. There is a significant driver 
of job satisfaction, namely training, salaries, benefits and there is support between colleagues and leaders. 
Shu et.al (2018) found that the effect of job satisfaction on performance is not very prominent for family members, but 
more significant for non-family members. Eliyana et.al (2019) found that job satisfaction and performance showed 
significant and positive results at mid-level leaders at Pelabuhan Indonesia III Inc.  Crossman (2003) indicates the job 
satisfaction variable does not have a significant relationship to the Performance variable. 
The higher the satisfaction felt by employees, the more improved the performance of employees, and vice versa if the 
employee's job satisfaction is low then the performance is also low. 

 H5: Job Satisfaction has a positive effect on employee performance. 
 H7: Job Satisfaction has a positive impact on employee performance mediated by turnover intention. 

 
3. Research Methods 

This research uses a descriptive quantitative approach. With a sample of 218 employees of PT. Netindo Solution 
Group, then uses random sampling techniques with the criteria: mielnial employees and permanent employees who have 
worked at least 1 year. So that the total respondents as many as 91 employees. 
 
3.1. Job Embeddedness 

According to Mitchell et.al (2001) in Sekiguchi et.al (2008), job embeddedness is part of the totality of strength 
that keeps employees in their jobs. The indicators in job embeddedness measurement are as follows, Setialestari (2015): 

 Employee compatibility with organization 
 Employee's suitability for employment 
 Good relationships with colleagues 
 Good relations with working group members 
 Material benefits 

 Psychological benefit. 
 
3.2. Job Satisfaction 

According to Davis (2011) that "Job satisfaction is the favorableness or unfavorableness with employees view 
their work". The indicators in measuring job satisfaction are as follows, Luthans (2015): 

 Interesting work 
 Proximity to Colleagues 
 leaders 
 Salary 

 Promotional opportunities 
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3.3. Turnover Intention 
Saeka and Suana (2016) define turnover intention as a result of an individual's evaluation of what he feels in the 

organization or company, then expressed a desire to leave the organization. 
The indicators in this study measurement are (Mobley, 2011): 

 Thoughts of quitting work. 
 Desire to leave. 
 Desire to find a new job. 
 Opportunity for a career. 
 Other companies are more attractive. 

 
3.4. Employee Performance 

Mangkunegara (2011) defines employee performance is the result of work in quality and quantity achieved by an 
employee in carrying out his duties in accordance with the responsibilities given to him. The indicators in this 
measurement are as follows (Robbbins, 2006): 

 Quality 
 Quantity 
 Effectiveness 
 Punctuality 

 Self-reliance 
 
4. Result 
 
4.1. Test Validity 

Validity test is used to measure the validity of a questionnaire by using sigifikansi level of 0.05 (5%). 
 
4.2. Reliability Test 

Reliability Test is used to obtain reliable results by using spss cornbach alpha >0.6. 
 
4.3. Inferential Analysis 
 
4.3.1. Regression Analysis Model 1 

From the results of multiple linear regression analysis obtained the result of regression coefficient that connects 
Job Embeddedness variable and Job Satisfaction variable to Turnover Intention with the following equation: 
Y = -0,379X1 + -0,347X2              Standardized 
 
4.3.1.1. Affect coefficient testing (T Test) 
 
4.3.1.1.1. Test the effect of Job Embeddedness on Turnover Intention 

As a result of data processing calculation, there is a coefficient of influence of -2,798 and significance of 0.006 
which means that there is an influence between job embeddedness variables on turnover intention variables. 
 
4.3.1.1.2. Test the effect of Job Satisfaction on Turnover Intention 

As a result of data calculation, there is a coefficient of influence of -2,560 and significance of 0.012 which means 
that there is an influence between job satisfaction variables on turnover intention. 
 
4.3.1.2. Coefficient of Determination (R2) 

As a result of data calculation, there is a coefficient of influence of -2,560 and significance of 0.012 which means 
that there is an influence between job satisfaction variables on turnover intention. 
 
4.3.1.3.. Simultaneous Significance Test (Test F) 

Based on the results of the calculation processed data, obtained a significance value of 0.000. Because the 
significance value is 0.000 < 0.05 (α = 5%) this means that the variables Job Embeddedness and Job Satisfaction 
simultaneously (together) affect turnover intention. The lower the Job Embeddedness and Job Satisfaction of employees, 
the higher the Employee Turnover Intention. 
 
4.3.2. Regression Analysis Model 2 

From the results of multiple linear regression analysis obtained the results of the regression coefficient. The 
results of linear regression analysis can produce the following equations: 
Z = 0,254X1 + 0,684X2 + -0,107Y  standardized 
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4.3.2.1. Testing the Effect Coefficient (t test) 
 
4.3.2.1.1. Test the Effect of Turnover Intention on Employee Performance 

The result of the data was found coefficient of -3,782 and significance of 0.000. So we can conclude that there is an 
influence between the variable Turnover Intention on Employee Performance. 
 
4.3.2.2. Test the Effect of Job Embeddedness on Employee Performance 

The result of data calculation is a coefficient of 6,774 with a significance of 0.000. So, Job Embeddedness affects 
Netindo Solution Group Employee Performance. 
 
4.3.2.3. Test the Effect of Job Satisfaction on Employee Performance 

The result of data calculation obtained coefficient of 18,352 and significance of 0.000. Thus, Job Satisfaction has a 
significant effect on the Performance of Netindo Solution Group Employees. 
 
4.3.2.4. Coefficient of Determination (R2) 

Based on the results of the SPSS data, a double determination coefficient of 0.964 was obtained. This means that 
96.4% of Netindo Solution Group's Employee Performance is influenced by the three free variables consisting of Job 
Embeddedness, Job Satisfaction, and Turnover Intention. While the remaining 3.6% were affected by other variables not 
included in the study. 
 
4.3.2.5. Simultaneous Significance Test (Test F) 

Based on the results of the calculation of processed data, obtained the probability value of significance of 0.000. So 
we can know that 0.000 < 0.05 (α = 5%), this means simultaneously (together) job embeddedness variables, Job 
Satisfaction variables, and Turnover Intention variables affect employee performance. 
 
4. Path Analysis 

Line Analysis is an extension of multiple regression analysis aimed at estimating the significance of relationships 
between multiple variables and involving intervening variables (Ghozali, 2006). The influence of analysis can be described 
as follows: 

 

 
Figure 1 

 
Based on the diagram above, it can be made a summary of the results with the following details: 
Mediation hypothesis testing is calculated using a procedure developed by Sobel (Ghozali, 2016). 
 

Direction of Influence Koefisien 
Regresi 

Indirect 
Effect 

Total 
Effect 

    Y     -0,379 - - 
    Y     -0,347 - - 
    Z                                                                                                                                                           0,254 - - 
    Z                                                                          0,684 - - 
Y         Z -0,107 - - 
X1      Y       Z - 0,040553 0,294553 
X2      Y       Z - 0,037129 0,721129 

Table 1: Result Test 
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4.1. Testing Mediation Effects 1 

  
               

√                                          
 

 
      

      
= 3,716 

From the results of the calculation of sobel test above, we can know that the value of Z is 3.716. Because the value of 3.716 
> 1.66256 with a significance of 0.05, it proves that Turnover Intention is able to mediate the influence of Job 
Embeddedness on Employee Performance. 
 
4.2. Testing Mediation Effects 2 

  
               

√                                          
 

 
     

     
= 2,183 

From the calculation of sobel test above, obtained Z value of 2,183, because 2.183 > 1.66256 with a significance of 0.05, 
turnover intention mediates the influence of Job Satisfaction on Employee Performance. 
 
5. Discussion  
 
5.1. Job Embeddedness against Turnover Intention 

Job Embeddedness negatively affects Turnover Intention. Data processing and analysis of Job Embeddedness to 
Turnover Intention in accordance with the hypothesis that Job Embeddedness negatively affects Turnover Intention. 
Therefore, if the Job Embeddedness of employees is low, it will have a negative impact, namely increasing employee 
Turnover Intention. 
 
5.2. Job Satisfaction against Turnover Intention 

Job Satisfaction negatively affects Turnover Intention. Data processing and analysis of Job Satisfaction on 
Turnover Intention in accordance with the hypothesis that Job Satisfaction negatively affects Turnover Intention. That is, if 
employee Job Satisfaction is low, it will affect the increase in employee Turnover Intention. 
 
5.3. Turnover Intention to Employee Performance 

Turnover Intention negatively affects Employee Performance. Data processing and analysis of Turnover Intention 
on Employee Performance in accordance with the hypothesis that Turnover Intention negatively affects Employee 
Performance. That is, if turnover intention is high, it will affect employee performance, i.e. resulting in the decrease in 
quality and quantity of work. 
 
5.4. Job Embeddedness to Employee Performance 

Job Embeddedness positively affects Employee Performance. Data processing and analysis of Job Embeddedness to 
Employee Performance in accordance with the hypothesis that Job Embeddedness has a positive effect on Employee 
Performance. That is, if the Job Embeddedness of employees is high, it will improve employee performance. 
 
5.5. Job Satisfaction to Employee Performance 

Job Satisfaction has a positive effect on Employee Performance. Data processing and analysis of Job Satisfaction on 
Employee Performance in accordance with the hypothesis that Job Satisfaction has a positive effect on Employee 
Performance. That is, if the Employee Job Satisfaction is high then the Employee Performance is also high. 
 
5.6. Job Embeddedness to Employee Performance through Turnover Intention 
The results of the data process state that Turnover Intention is able to mediate the relationship of Job Embeddedness to 
Employee Performance.   
 
5.7. Job Satisfaction to Employee Performance through Turnover Intention. 
The result of the data process states that Turnover Intention is able to mediate the relationship of Job Satisfaction to 
Employee Performance. 
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