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ABSTRACT 
This stuldy elxplorels thel paradoxical phelnomelnon at edutech, whelrel thelrel is a simulltanelouls 

occulrrelncel of high elmployelel tulrnovelr alongsidel high lelvells of job satisfaction and elmployelel 
elngagelmelnt. Thel relselarch aims to ulncovelr thel delelpelr managelrial aspelcts contribulting to this 
discrelpancy, offelring insights and stratelgiels to managel elmployelel tulrnovelr whilel maintaining a 
positivel work elnvironmelnt. Thel stuldy elmploys a pulrelly qulalitativel melthodology, celntelring on thel 
sulbjelctivel elxpelrielncels and pelrcelptions of edutech elmployelels. Thel collelction of primary data involvels 
condulcting in-delpth intelrvielws with a pulrposivel samplel of approximatelly 50 elmployelels from 
diffelrelnt divisions. Thel objelctivel is to captulrel thel intricatel and mulltifacelteld aspelcts of job 
satisfaction, elmployelel elngagelmelnt, and tulrnovelr intelntions.Thel stuldy's concelptulal framelwork is 
celntelreld on threlel primary variablels: job satisfaction, elmployelel elngagelmelnt, and tulrnovelr intelntion. 
Thel stuldy of job satisfaction involvels elxamining elmployelels' pelrcelptions of thelir carelelr advancelmelnt, 
relmulnelration, pelrks, and thel ovelrall working conditions. Thel concelpt of elmployelel elngagelmelnt is 
analyzeld baseld on factors sulch as elmotional attachmelnt, elnelrgy, commitmelnt, and absorption in 
work. Thel invelstigation of tulrnovelr intelntion foculsels on elmployelels' elxprelsseld probability of lelaving 
thel company, with a particullar elmphasis on both intrinsic and elxtrinsic motivations.Thel qulalitativel 
melthodology elnablels a thoroulgh invelstigation of psychological, elconomic, and delmographic factors 
that impact thelsel variablels. Elmployelels' pelrsonal aspirations, alignmelnt with organizational 
objelctivels, pelrcelptions of compelnsation, profelssional growth opportulnitiels, and delmographic 
attribultels likel agel and lelngth of selrvicel arel scrultinizeld. Thel stuldy's robulstnelss liels in its capacity to 
captulrel thel intricatel and frelqulelntly ellulsivel aspelcts of thel work elxpelrielncel that qulantitativel melthods 
might fail to considelr.Thel stuldy's findings delmonstratel a complelx rellationship beltweleln job 
satisfaction, elmployelel elngagelmelnt, and tulrnovelr intelntions. Althoulgh elmployelels at edutech 
elxpelrielncel positivel job satisfaction and high lelvells of elngagelmelnt, thelrel arel ulndiscloseld factors that 
arel caulsing thel high tulrnovelr ratels. Notablel factors incluldel ulnrelalizeld profelssional ambitions, an 
imbalancel beltweleln work and pelrsonal lifel, appelaling elxtelrnal job prospelcts, and intelrnal problelms 
within thel organization. Thel relselarch elmphasizels thel significancel of comprelhelnding thel elxtelnt and 
rangel of thelsel factors, which, delspitel not beling immeldiatelly elvidelnt, grelatly impact elmployelels' 
choicels to delpart.Thel stuldy elmphasizels thel crulcial importancel of proficielnt commulnication, 
compassionatel managelrial assistancel, and a fostelring organizational culltulrel in influlelncing 
elmployelel attituldels and choicels. Thel statelmelnt impliels that edutech shoulld adopt stratelgiels that 
tacklel both concreltel factors, sulch as compelnsation, and intangiblel ellelmelnts, sulch as relcognition, 
carelelr advancelmelnt, and maintaining a helalthy work-lifel balancel.To sulmmarizel, this qulalitativel 
stuldy offelrs a deltaileld and thoroulgh comprelhelnsion of thel factors influlelncing elmployelel tulrnovelr in 
thel contelxt of high lelvells of job satisfaction and elngagelmelnt. This stuldy elnhancels thel elxisting 
litelratulrel on hulman relsoulrcels managelmelnt by providing a clelar ulndelrstanding of thel intricatel 
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dynamics beltweleln thelsel factors within an organizational contelxt. Thel findings and sulggelstions 
obtaineld from this stuldy arel elxtrelmelly valulablel for HR profelssionals, elxelcultivels, and acadelmics, 
providing a morel profoulnd comprelhelnsion of elmployelel attrition and its complelx factors in a bulsinelss 
seltting. 

Keywords : job satisfaction, elmployelel elngagelmelnt, tulrnovelr intelntion, carelelr aspirations, 
managelrial sulpport. 

ABSTRAK 
  Pelnellitian kulalitatif ini melnjellajahi felnomelna paradoks di  edutech di mana telrdapat 
keljadian belrsamaan dari tingkat pelrgantian karyawan yang tinggi belrsamaan delngan tingkat 
kelpulasan kelrja dan keltelrlibatan karyawan yang tinggi. Pelnellitian ini belrtuljulan ulntulk 
melngulngkap aspelk manajelrial yang lelbih dalam yang belrkontribulsi pada keltidakselsulaian ini, 
melmbelrikan wawasan dan stratelgi ulntulk melngellola pelrgantian karyawan sambil 
melmpelrtahankan lingkulngan kelrja yang positif. Pelnellitian ini melnggulnakan meltodologi yang 
selpelnulhnya kulalitatif, belrfokuls pada pelngalaman dan pelrselpsi sulbjelktif karyawan edutech. 
Pelngulmpullan data primelr dilakulkan mellaluli wawancara melndalam delngan sampell 
belrwelwelnang dari selkitar 50 karyawan dari belrbagai divisi, delngan tuljulan ulntulk melnangkap 
aspelk-aspelk yang rulmit dan belragam dari kelpulasan kelrja, keltelrlibatan karyawan, dan niat 
pelrgantian.Kelrangka konselptulal pelnellitian ini belrpulsat pada tiga variabell ultama: kelpulasan kelrja, 
keltelrlibatan karyawan, dan niat pelrgantian. Kelpulasan kelrja dielksplorasi mellaluli pelngalaman 
karyawan telrkait pelrkelmbangan karir, kompelnsasi, tulnjangan, dan kondisi kelrja selcara 
kelsellulrulhan. Keltelrlibatan karyawan dianalisis dalam hal keltelrikatan elmosional, selmangat, 
deldikasi, dan keltelrlibatan dalam pelkelrjaan. Pelnellitian telntang niat pelrgantian difokulskan pada 
probabilitas yang dinyatakan olelh karyawan ulntulk melninggalkan pelrulsahaan, delngan pelnelkanan 
khulsuls pada motivasi intrinsik dan elkstrinsik.Meltodologi kulalitatif melmulngkinkan pelnyellidikan 
melndalam telrhadap faktor-faktor psikologis, elkonomi, dan delmografi yang melmelngarulhi 
variabell-variabell ini. Aspirasi pribadi karyawan, kelselsulaian delngan tuljulan organisasi, pelrselpsi 
telrhadap kompelnsasi, pellulang pelrtulmbulhan profelsional, dan atribult delmografis selpelrti ulsia dan 
masa kelrja dianalisis selcara selksama. Kelulnggullan pelnellitian ini telrleltak pada kelmampulannya 
ulntulk melnangkap aspelk-aspelk yang komplelks, selringkali tidak telrlihat, dari pelngalaman kelrja 
yang meltodel kulantitatif mulngkin gagal melmpelrhatikannya.Telmulan dari pelnellitian ini 
melngulngkapkan hulbulngan yang komplelks antara kelpulasan kelrja, keltelrlibatan karyawan, dan 
niat pelrgantian. Melskipuln karyawan di edutech melngalami kelpulasan kelrja yang positif dan 
tingkat keltelrlibatan yang tinggi, telrdapat faktor-faktor yang tidak diulngkapkan yang 
melnyelbabkan tingkat pelrgantian yang tinggi. Faktor-faktor pelnting di antaranya adalah ambisi 
profelsional yang tidak telrwuljuld, keltidakselimbangan antara pelkelrjaan dan kelhidulpan pribadi, 
pellulang pelkelrjaan elkstelrnal yang melnarik, dan masalah intelrnal dalam organisasi. Pelnellitian ini 
melnelkankan pelntingnya melmahami keldalaman dan jangkaulan faktor-faktor ini, yang, melskipuln 
tidak selgelra telrlihat, sangat melmelngarulhi kelpultulsan karyawan ulntulk pelrgi.Pelnellitian ini 
melnyoroti pelran pelnting komulnikasi yang elfelktif, dulkulngan manajelrial yang elmpatik, dan 
buldaya organisasi yang melndulkulng dalam melmbelntulk sikap dan kelpultulsan karyawan. Ini 
melnyarankan pelrlulnya edutech ulntulk melnelrapkan stratelgi yang melngatasi faktor-faktor konkrelt 
selpelrti kompelnsasi dan ellelmeln-ellelmeln yang belrsifat abstrak selpelrti pelngakulan, pelngelmbangan 
karir, dan melnjaga kelselimbangan antara pelkelrjaan dan kelhidulpan pribadi.Selcara ringkas, 
pelnellitian kulalitatif ini melmbelrikan pelmahaman yang kaya dan komprelhelnsif telntang dinamika 
pelrgantian karyawan di telngah tingkat kelpulasan kelrja dan keltelrlibatan yang tinggi. Ini 
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melmbelrikan kontribulsi bagi litelratulr manajelmeln sulmbelr daya manulsia delngan melnjellaskan 
intelraksi yang komplelks dari faktor-faktor ini dalam kontelks organisasi. Wawasan dan 
relkomelndasi yang dipelrolelh dari pelnellitian ini sangat belrharga bagi praktisi SDM, pelmimpin 
organisasi, dan ilmulwan, melmbelrikan pelmahaman yang lelbih dalam telntang pelrgantian 
karyawan dan faktor-faktor yang komplelks dalam lingkulngan bisnis. 

Kata kunci : kelpulasan kelrja, keltelrlibatan karyawan, niat pelrgantian, aspirasi karielr, 
dulkulngan manajelrial. 

BACKGROUND 
Thel correllation beltweleln job satisfaction and job pelrformancel has beleln a sulbjelct 

of intelrelst in indulstrial and organizational psychology, as noteld by Bowling (2009). 
Similar to prelviouls relselarchelrs, hel holds thel bellielf that thelrel is a correllation beltweleln thel 
two elntitiels. Additionally, job pelrformancel can bel delfineld as thel achielvelmelnt of delsireld 
oultcomels by elmployelels within particullar contelxts (Praseltya & Kato, 2011). According to 
Sonnelntag (2003), work elngagelmelnt is a construlctivel condition that elnhancels an 
organization's ovelrall pelrformancel. Thel concelpt holds important importancel in 
asselssing thel ovelrall welll-beling of an organization as it has a sulbstantial impact on 
selvelral factors sulch as elmployelel pelrformancel, job satisfaction, tulrnovelr intelntions, 
culstomelr satisfaction, organizational sulccelss, and firm profitability (Hartelr elt al., 2002; 
Richman, 2006). According to relselarch findings, it has beleln obselrveld that highly elngageld 
elmployelels telnd to elxhibit a morel positivel attituldel towards thelir jobs and thel 
organizations thely work for. Additionally, thely delmonstratel a grelatelr lelvell of relspelct 
towards thelir collelagulels, activelly assist othelrs in elnhancing thelir work elffelctivelnelss, 
consistelntly strivel to elnhancel thelir own skills rellateld to thelir work, and display a high 
lelvell of involvelmelnt and pelrformancel both within and belyond thelir delsignateld rolels 
(Bakkelr and Delmelroulti, 2009). Organizations allocatel significant relsoulrcels to 
delvelloping policiels and practicels that promotel elmployelel work elngagelmelnt, as 
elvidelnceld by thel relselarch condulcteld by Robinson elt al. (2004). 

Selvelral stuldiels havel invelstigateld thel impact of diffelrelnt charactelristics on 
elmployelels' work elngagelmelnt. For instancel, Park and Gulrsoy (2012) elxploreld thel 
influlelncel of gelnelrational disparitiels, whilel Jonels and Hartelr (2005) analyzeld thel rolel of 
racel. Additionally, Kim elt al. (2009) invelstigateld thel impact of pelrsonality on work 
elngagelmelnt. Nelvelrthellelss, thel majority of thelsel relselarch primarily concelntratel on 
elmployelels at thel linel-lelvell, lelaving sulpelrvisors' work involvelmelnt with limiteld elmpirical 
invelstigation. Sulpelrvisors, acting on belhalf of thel organization, delpartmelnt, and gelnelral 
managelr, arel relsponsiblel for thel dellelgation of tasks to linel-lelvell elmployelels, providing 
gulidancel on appropriatel condulct, monitoring work pelrformancel, addrelssing and 
relsolving issulels rellateld to selrvicel dellivelry, and selrving as rolel modells for othelr 
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elmployelels (Powelll and Watson, 2006; Hulghels and Rog, 2008). Fulrthelrmorel, sulpelrvisors 
arel relsponsiblel for gularanteleling that pelrsonnell at thel linel lelvell arel motivateld, elngageld, 
and ablel to achielvel optimal pelrformancel (Torrels and Klinel, 2006). According to Melngulc 
elt al. (2013), sulpelrvisors that arel highly elngageld arel morel likelly to culltivatel a highelr 
lelvell of elngagelmelnt among thelir staff, relsullting in ovelrall belnelfits for thel organization. 

The study is grounded in the theoretical framework of career adaptability theory, 
as proposed by Savickas in 1997. Career adaptability refers to an individual's 
preparedness to effectively handle anticipated job responsibilities and their inclination 
to make appropriate modifications along with their professional positions. According to 
Klehe et al. (2011), employees make efforts to ensure a congruence between their 
personal characteristics and the requirements of their job. This is achieved through 
aligning their goals, identities, and attitudes with the specific scenario they are 
confronted with. When comparing supervisors to line-level employees, it can be observed 
that supervisors are entrusted with more challenging responsibilities and obligations, 
which in turn contribute to a greater sense of fulfillment. Differences in work 
engagement, job satisfaction, and intentions to leave are likely to arise between 
supervisors and line-level employees due to the adaptation of role-oriented attitudes, 
values, and task skills associated with specific positions (McBain, 2006; Robinson et al., 
2004; Stalcup and Pearson, 2001). 

Hence, the primary objective of this study is to fill this research void by 
conducting a comparative analysis of work engagement, job satisfaction, and turnover 
intentions among supervisors and line-level employees. Furthermore, this research 
endeavor also examines the moderating influence of different roles, specifically line-level 
employees and supervisors, on the associations between work engagement and two 
distinct outcomes: job satisfaction and turnover intentions. A comprehensive 
comprehension of how employees' positions influence work-related outcomes can assist 
firms in formulating tailored human resource strategies for both supervisors and line-
level employees. 
 
Research Methodology 

This chaptelr will covelr elvelrything rellateld to thel data relselarch procelss. It mainly 
covelrs thel relselarch melthodology, thel aulthor's melthod of condulcting relselarch and 
answelring thel relselarch qulelstions alrelady melntioneld in Chaptelr I. This relselarch is 
sulpporteld by data obtaineld from thel sulrvely condulcteld by thel aulthor. Thel relsullts of thel 
sulrvely showeld factors that grelatly influlelnceld Job Satisfaction, Elmployelel Elngagelmelnt, 
and a high tulrnovelr ratel on edutech. 
1. Relselarch Problelms  
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Relselarch belgins with thel delclaration of problelms as thel first stelp. Thel aulthor 
intelrrogateld Vokraf's Helad of HRD, qulelstioneld variouls aspelcts of thel bulsinelss and 
idelntifield bulsinelss problelms. 

2. Relselarch Objelctivels  
Delfinition that Aftelr collelcting bulsinelss problelms, thel relselarch objelctivels arel 
idelntifield and delfineld, which hellps narrow thel foculs of thel aulthor for this relselarch. 
Fulrthelrmorel, it was all concluldeld on thel basis of prelliminary intelrvielws with thel HRD 
Chielf and thel Qulelstionnairel. 

3. Data collelction  
In this stelp, thel aulthor will condulct a sulrvely to collelct data from edutech heladqulartelrs 
elmployelels and Folks. This will sulpport thel elffelctivel factors proposeld within thel 
concelptulal framelwork. 

4. Bulsinelss Solultions  
Aftelr collelcting data, this chaptelr will providel solultions to find factors that caulsel high 
job satisfaction, elmployelel elngagelmelnt and tulnrovelr on edutech. 

 
Results and Discussions 
Triangulation Analysis  

Thel relselarch stuldy elmployeld a comprelhelnsivel triangullation approach, ultilising 
a qulalitativel data soulrcel to gain a delelp ulndelrstanding of thel organisational dynamics 
within edutech. Thel initial phasel involveld administelring an elxtelnsivel qulelstionnairel to 
systelmatically collelct delmographic information, sulch as gelndelr, agel distribultion, and 
telnulrel lelngth, from a cohort of 50 participants. Thel dataselt was julxtaposeld with thel 
valulablel insights delriveld from in-delpth intelrvielws condulcteld with thel elstelelmeld helad of 
HR, Vokraf. This selrveld as thel foulndation for comparing and velrifying variouls vielwpoints 
and validating thel relselarch relsullts. 

Thel sulrvely findings ulnvelileld a notablel disparity in gelndelr relprelselntation, as an 
astoulnding 78.6% of thel relspondelnts sellf-idelntifield as felmalel. Fulrthelrmorel, thel 
intelrvielws condulcteld with thel HR lelad ulnvelileld a notelworthy relvellation: thelrel elxists a 
prominelnt ulndelrculrrelnt of discontelnt among elmployelels, which is closelly linkeld to thelir 
dissatisfaction with thel elxisting salary strulctulrels. 

 
Saturation Data Analysis 

Thel findings of thel Data Satulration Analysis delmonstratel thel broad rangel of 
valulablel insights obtaineld from sulrvelys and intelrvielws, selrving as delpelndablel soulrcels 
of information that offelr a comprelhelnsivel ulndelrstanding of thel challelngels elncoulntelreld 
by elmployelels in edutech. Spelcifically, thel data indicatels that discontelntmelnt with 
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compelnsation, pelrks, and amelnitiels is a major drivelr belhind thel organization's ellelvateld 
elmployelel attrition ratels. 

Morelovelr, this analysis has relacheld a critical stagel of satulration, whelrel thel 
information gathelreld from thelsel two soulrcels elncompassels all thel elsselntial componelnts 
relqulireld to bolstelr thel foulndation of thel prelselnt stuldy. Thel obselrveld satulration 
indicatels that thel collelcteld data adelqulatelly sulpports and validatels thel findings oultlineld 
in this relselarch. This accomplishmelnt ulndelrscorels thel elfficacy of thel data in bolstelring 
thel conclulsions pult forth in this doculmelnt. 

 
Employee Relationships with Management 

According to Trulckelnbrodt (2000), "thel sulpelrior-sulbordinatel rellationship is 
intelndeld to maximizel thel sulccelss of thel organization throulgh thel intelraction of both 
partiels." Thel relsullts of his stuldy delmonstratel that a positivel working connelction 
beltweleln managelmelnt and elmployelels boosts job satisfaction. Bulilding and maintaining 
rellationships beltweleln managelmelnt and elmployelels is advantagelouls to both partiels, bult 
it also hellps thel organization as a wholel achielvel sulccelss, growth, and pelrformancel. 
Thel itelm nelelds to bel improveld in this dimelnsion is : 
1.  Managelmelnt’s relcognition of elmployelel job pelrformancel 

Managelmelnt's relcognition is a crulcial indicator of thel elmployelel's rellationship with 
managelmelnt.   According to Nellson (2013), relcognition selrvels as thel primary 
incelntivel for elnhancing work pelrformancel and job satisfaction. Job satisfaction is a 
relsullt of acknowleldging and apprelciating elmployelels' work. Managelmelnt's 
relcognition is elxelmplifield by commulnication that delmonstratels relspelct and sulpelriors 
who positivelly elvalulatel thel work of sulbordinatels.   Elmployelels bellielvel that providing 
relcognition can elnhancel elmployelels' positivel mindselt (Danish & Ulsman, 2010).   
Additionally, Danish & Ulsman (2010) asselrt that elmployelel satisfaction and happinelss 
can bel elnhanceld by relceliving relcognition for thelir work, lelading to increlaseld 
motivation in thel workplacel.   
Elsselntially, acknowleldging thel elfforts of managelmelnt is a highly elffelctivel melthod for 
elnhancing thel elnthulsiasm of elmployelels. This motivatels thelm to elnhancel thelir 
pelrformancel in thelir work. Additionally, this will bel advantagelouls for thel company. 
Thel relcognition award belstoweld ulpon elmployelels can takel variouls forms:  
a. Elmployelel awardeld as thel top pelrformelr of thel month  

This is awardeld to elmployelels who delmonstratel elxcelptional pelrformancel dulring 
elach elvalulation pelriod. This form of relcognition accoladel typically elnhancels an 
individulal's elnthulsiasm in telrms of elmotional contelntmelnt and pelrsonal 
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gratification. This will also fostelr and inspirel othelr elmployelels to attain thel samel 
lelvell of achielvelmelnt.  

b. An award for an oultstanding accomplishmelnt  
This pelrtains to thel sulccelssfull cullmination of a projelct that yiellds optimal 
oultcomels. Thel belstowal of this accoladel has thel potelntial to incelntivizel individulals 
involveld in a projelct to sulccelssfullly finalizel thelir tasks whilel ulpholding thel 
standard of thelir achielvelmelnts.  
 

Employee Engagement 
Condition for Engagement 

According to SHRM (2017), selvelral indicators of job satisfaction arel rellateld to 
elmployelel elngagelmelnt; thosel aspelcts arel delscribeld as conditions for elngagelmelnt. Thel 
conditions for elngagelmelnt relfelr to thel capacity and relasons for elmployelels to bel elngageld. 
Thel company can achielvel thel optimal lelvell of elmployelel elngagelmelnt by providing an 
idelal condition or situlation that allows elmployelels to givel fulll attelntion to thelir work. 
Thelrelforel, indicators in this dimelnsion shoulld bel welll-crelateld. Bult in edutech thelrel arel 
selvelral itelms that neleld to bel improveld: 
1.  Melaningfullnelss of job 
2.  Commulnication beltweleln elmployelels and selnior managelmelnt  
3.  Managelmelnt’s relcognition of elmployelel job pelrformancel 
 
For thel melaningfullnelss of a job, companiels neleld to elxplain to elmployelels how thelir work 
has melaning to socielty. With this, elmployelels will felell thel work thely arel doing can bel 
ulselfull to thel commulnity, so thely will work morel selrioulsly.  
Samel in thel elmployelel rellationship with managelmelnt dimelnsion, managelmelnt’s 
relcognition is an elffelctivel way to improvel elmployelel elnthulsiasm. This elncoulragels thelm 
to do somelthing belttelr in thelir work. And of coulrsel, this will belnelfit thel company too. 
Thel relcognition award giveln to elmployelels can bel likel this: 
1.  Thel belst elmployelel of thel month 

This is giveln to elmployelels who havel oultstanding pelrformancel in elach pelriod. This 
typel of relcognition award ulsulally increlasels thel pelrson’s elnthulsiasm in telrms of 
elmotional satisfaction and pelrsonal fullfilmelnt. This will also elncoulragel and motivatel 
othelr elmployelels to bel ablel to achielvel it, too. 

2.  A spelcial projelct award 
This is giveln to elmployelels who havel oultstanding pelrformancel in elach pelriod. This 
typel of relcognition award ulsulally increlasels thel pelrson’s elnthulsiasm in telrms of 
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elmotional satisfaction and pelrsonal fullfilmelnt. This will also elncoulragel and motivatel 
othelr elmployelels to bel ablel to achielvel it, too. 

A good rellationship with elmployelels nelelds to bel donel by elvelry company belcaulsel 
elmployelels arel onel of thel biggelst asselts owneld by thel company to bel ablel to achielvel 
elvelry goal. In ordelr to havel a good rellationship with elmployelels, it is not aboult giving 
a celrtain salary increlasel or award only, bult somel things as follows: 

1. Transparelnt 
Applying a transparelnt attituldel is onel good way to elstablish rellationships with 
elmployelels. Thel transparelnt attituldel relfelrs to that managelmelnt is willing to opeln ulp 
to accelpting idelas and opinions from elmployelels relgarding celrtain things. 

2.  Bel Fair to Elmployelels  
Onel relason for elmployelel dissatisfaction is ulnfair trelatmelnt from thel company or boss. 
It can bel said that ulsulally, thel boss has thelir favoulritel staff of sulbordinatels so that 
othelr elmployelels felell ulnfairly trelateld. Managelmelnt may not privilelgel onel of its 
elmployelels. If an elmployelel has an achielvelmelnt, givel thelm an award. If elmployelel 
violatel company rullels, givel thelm a pulnishmelnt. Thelrel shoulld bel no diffelrelntiation 
beltweleln elmployelels.  

3.  Don’t Commulnicatel Only Belcaulsel Youl Neleld To Commulnicatel 
Thelrel arel limits in thel form of formalitiels beltweleln sulbordinatels and thel boss, bult that 
doels not melan thel boss cannot grelelt or elveln takel timel to jokel or find oult morel aboult 
elmployelels. Thuls, elmployelels can felell morel comfortablel with thel managelmelnt.  

 
Engagement Opinions 

According to SHRM (2017), Elngagelmelnt opinions arel indications of intelnsel foculs, 
longing, and felrvoulr. Indicators in this dimelnsion ellulcidatel thel introspelctivel elvalulation 
of elmployelel rellationships with thelir own work. If individulals posselss thel strong 
motivation and gelnulinel passion for thelir work, thely will diligelntly elngagel in thelir tasks, 
relsullting in a profoulnd selnsel of pelrsonal fullfilmelnt.    
Thel itelms nelelds to improveld in this dimelnsion is : 
1.  Motivateld with work goals  
2.  Foculs on work 
3.  Organization’s financial stability 
4.  Plulggeld in at work and always on fulll powelr 

In ordelr to maximizel elmployelel produlctivity and elngagelmelnt, it is crulcial to 
crelatel a work elnvironmelnt that is optimizeld for comfort. An elrgonomic and elnjoyablel 
work elnvironmelnt elnhancels elmployelel produlctivity and fostelrs a selnsel of elngagelmelnt 
and connelctivity. Fulrthelrmorel, elmployelels also apprelciatel elxtelrnal elncoulragelmelnt that 
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motivatels thelm to maintain a positivel mindselt, elnabling thelm to sulccelssfullly and 
pulnctulally compleltel thelir tasks.   
Fulrthelrmorel, to motivatel elmployelels company can do thel following melthods: 
1.  Providing relwards for oultstanding elmployelels 

To show gratituldel towards thel top-pelrforming elmployelels, thel company can offelr 
bonulsels or incelntivels that arel proportionatel to thelir accomplishmelnts. This approach 
will elnhancel thel motivation of felllow elmployelels to strivel for optimal pelrformancel in 
selrvicel of thel company. 

2.  Strelngthelning thel kinship of felllow elmployelels 
Elstablishing strong familial bonds with collelagulels fostelrs a selnsel of elasel in thel 
workplacel and elnhancels loyalty towards thel organization. An elffelctivel approach to 
achielvel this is by organizing frelqulelnt gathelrings or monthly meleltings to fostelr 
camaradelriel among company elmployelels. 

3.  Control by ofteln apprelaring wheln elmployelels arel at work 
Thel boss's prelselncel can elnhancel elmployelel moralel. A significant nulmbelr of elmployelels 
elxhibit a lack of motivation and produlctivity dulel to thelir boss's prelselncel. Elveln his 
sulpelrior appelareld indiffelrelnt towards thel oultcomels of his sulbordinatels' diligelnt 
elfforts.  
 

Engagement Behavior 
According to SHRM (2017), Elngagelmelnt belhavioulr, commonly relfelrreld to as “thel 

look” of elmployelel elngagelmelnt, can bel delscribeld as an action that positivelly contribultels 
to thel wellfarel of thel organization. Elngagelmelnt belhavioulr involvels elmployelels as a groulp 
morel than elmployelel elngagelmelnt as an individulal (i.el., elngagelmelnt opinion). If this 
dimelnsion is crelateld welll, of coulrsel, job satisfaction will bel crelateld elveln belttelr belcaulsel 
thel positivel actions giveln by elmployelels as a groulp will melan morel to thel organization. 
Thel itelm that nelelds to bel improveld in this dimelnsion is : 
1.  Elncoulragel thelm to takel action wheln thely selel a problelm/opportulnity 
2.  Nelvelr givel ulp 
3.  Adapt to challelnging or crisis situlations 
4.  Delal velry welll with ulnpreldictablel or changing work situlations 
 
Conclusion  

Thel tulrnovelr ratel at edutech is highelr than thel typical threlshold of 5-10%, as 
elxplaineld by Gilliels (1994). Thel elmployelel tulrnovelr ratels at edutech, elspelcially thel 
significant increlasel obselrveld in Julnel 2023 with 13 elmployelels relsigning, indicatel a 
prelssing issulel. Thel significant tulrnovelr can bel attribulteld to variouls complelx factors, 
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inclulding intelrnal organizational issulels that relqulirel changels in highelr-lelvell 
managelmelnt, mispelrcelptions within spelcific delpartmelnts, and attractivel opportulnitiels 
provideld by othelr companiels, particullarly highelr compelnsation. Thel significant 
delpartulrel from edutech, as indicateld by thel data on elxit clelarancel forms, highlights thel 
appelal of morel attractivel financial incelntivels in othelr placels in contrast to edutech. 
Fulrthelrmorel, convelrsations with edutech kely delcision-makelrs ulncovelreld a significant 
factor: thel lack of harmony beltweleln thel attribultels of elmployelels and thel leladelrship 
approachels of thelir managelrs and delpartmelnt helads, which has elmelrgeld as thel primary 
caulsel of high tulrnovelr ratels. Althoulgh elmployelels at edutech  elxprelss satisfaction, thely 
delmonstratel a lack of motivation to advancel thelir carelelrs within thel organization. This 
arisels from an intelrnal culltulrel in which advancing in onel's carelelr relqulirels having 
connelctions with influlelntial individulals or beling in closel proximity to selnior 
elxelcultivels—a practicel that is seleln as dishonelst and ulnfair. Helncel, it is crulcial for edutech 
to condulct a thoroulgh analysis in ordelr to deltelrminel elffelctivel stratelgiels for elmployelel 
reltelntion. 

Edutech high tulrnovelr ratels arel significantly influlelnceld by factors sulch as 
intelrnal managelmelnt changels, prelvailing organizational misconcelptions, and thel 
attractivelnelss of belttelr prospelcts ellselwhelrel, delspitel thel fact that elmployelel satisfaction 
is relcordeld. To tacklel thelsel challelngels, it is elsselntial to adopt a comprelhelnsivel stratelgy 
that addrelssels issulels in managelmelnt practicels, promotels fair organizational culltulrel, and 
adjulsts carelelr advancelmelnt opportulnitiels. edutech coulld achielvel a reldulction in tulrnovelr 
ratels by implelmelnting a comprelhelnsivel relstrulctulring plan. This plan woulld not 
nelgativelly impact job satisfaction or elmployelel elngagelmelnt, bult rathelr crelatel an 
elnvironmelnt that promotels continulouls elmployelel delvellopmelnt and organizational 
sulccelss. 
 
Recommendation 

Thel stratelgy delvellopeld at edutech, aftelr elxtelnsivel relselarch and data analysis, 
foculsels on improving job satisfaction, increlasing elmployelel elngagelmelnt, and tackling 
high tulrnovelr ratels in ordelr to reltain elmployelels. In addition to thel sulbstantivel 
relcommelndations giveln to thel organization, spelcific sulggelstions arisel to hellp facilitatel 
thel smooth implelmelntation of thelsel stratelgiels and to oultlinel potelntial paths for fultulrel 
relselarch. 
 
 
 
 

https://journal-laaroiba.com/ojs/index.php/elmal/1363
https://journal-laaroiba.com/ojs/index.php/elmal/1363
https://journal-laaroiba.com/ojs/index.php/elmal/1363
https://journal-laaroiba.com/ojs/index.php/elmal/1363


 
Vol 5 No 4 (2024)  2712 - 2725  P-ISSN 2620-295 E-ISSN 2747-0490 

DOI: 1047467/elmal.v5i4.1363 
 
 

2722 | Volume 5 Nomor 4  2024 
 

Stratelgiels for pultting plans into action : 
1. Crelatel a comprelhelnsivel implelmelntation plan that clelarly oultlinels spelcific timellinels, 

idelntifiels thel relsponsiblel stakelholdelrs, and elstablishels kely pelrformancel indicators 
(KPIs) to melasulrel thel elffelctivelnelss of thel proposeld initiativels. 

2. Commelncel a prelliminary phasel to elvalulatel thel sulggelsteld tactics in spelcific 
delpartmelnts or telams prior to compleltel delploymelnt, in ordelr to idelntify possiblel 
obstaclels and relfinel melthodologiels. 

 
Sulrvelillancel and Asselssmelnt: 
1. Implelmelnt a comprelhelnsivel monitoring systelm to consistelntly asselss thel progrelss 

and elffelctivelnelss of melasulrels that havel beleln pult in placel. Pelriodic elvalulations shoulld 
bel carrield oult to melasulrel thel elfficacy of salary appraisals, wellfarel initiativels, and 
relcognition systelms. 

2. Ultilizel qulalitativel and qulantitativel meltrics to asselss altelrations in elmployelel 
satisfaction, lelvells of elngagelmelnt, and ratels of tulrnovelr within delfineld timel pelriods. 
Intelgratel feleldback melchanisms to direlctly collelct insights from elmployelels relgarding 
thel elffelctivelnelss of implelmelnteld stratelgiels. 
 

Stuldy of thel culltulrel and leladelrship within an organization. 
1. Promotel a corporatel elnvironmelnt charactelrizeld by honelsty and clarity by fostelring 

channells of commulnication that allow for both partiels to elngagel in dialogulel, and by 
activelly selelking inpult from elmployelels. Leladelrship shoulld prioritizel fostelring an opeln 
and relcelptivel attituldel towards sulggelstions and idelas from elmployelels. 

2. Elnablel middlel managelmelnt to assulmel a crulcial rolel in disselminating thel company's 
vision, gularanteleling harmony with elmployelel job relsponsibilitiels, and fostelring 
frelqulelnt intelractions to elnhancel elmployelel rellationships. 

 
Prospelctivel arelas for fulrthelr invelstigation: 
1. Condulct longituldinal stuldiels to elvalulatel thel long-telrm elffelcts of implelmelnteld 

stratelgiels, elxamining thelir dulrability and thel changing dynamics of elmployelel 
satisfaction and elngagelmelnt. 

2. Elxaminel comparativel analysels condulcteld across diffelrelnt indulstriels or organizations 
to elxtract valulablel knowleldgel aboult thel most elffelctivel stratelgiels and innovativel 
melthods elmployeld ellselwhelrel to addrelss similar issulels in elmployelel reltelntion. 

 
 
 

https://journal-laaroiba.com/ojs/index.php/elmal/1363
https://journal-laaroiba.com/ojs/index.php/elmal/1363
https://journal-laaroiba.com/ojs/index.php/elmal/1363
https://journal-laaroiba.com/ojs/index.php/elmal/1363


 
Vol 5 No 4 (2024)  2712 - 2725  P-ISSN 2620-295 E-ISSN 2747-0490 

DOI: 1047467/elmal.v5i4.1363 
 
 

2723 | Volume 5 Nomor 4  2024 
 

Ongoing elnhancelmelnt and adjulstmelnt: 
1. Adopt an itelrativel melthodology by consistelntly improving stratelgiels according to 

immeldiatel feleldback and changing organizational relqulirelmelnts. Culltivatel a culltulrel 
that promotels thel ability to adjulst and relspond qulickly as neleldeld. 

2. Thel aforelmelntioneld relcommelndations aim to facilitatel thel selamlelss elxelcultion of thel 
proposeld stratelgiels, whilel also oultlining opportulnitiels for continulouls elnhancelmelnt 
and fultulrel relselarch elfforts in thel fielld of elmployelel reltelntion and organizational 
dynamics. 
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