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PREFACE

The development of the Industrial Revolution 4.0 brought changes to the
adjustment of work in humans, machines, technology and processes in various
professional fields, including the accounting profession. The Industrial Revolution
requires the accounting profession to adapt to the development of information
technology and big data. Facing today's latest industrial era, the development of the
digital economy has opened up new possibilities while simultaneously increasing
risk. These changes have a significant impact on the development of accounting. In
this era, technological developments and innovations seem to keep pace with time.
New innovations encourage the creation of new markets and shift the existence of old
markets. Smart machines and robots are now taking on many roles and seem to rule
the world. In the Industrial Revolution 4.0 there was an extraordinary shift in various
fields of science and profession, therefore the way accountants work and practice
needs to be changed to improve service quality and global expansion through online

communication and the use of cloud computing and artificial intelligence.

Thank you for the hard work of the Steering Committee who has assessed the
articles to be published in Social Behaviour, Leadership, Sales, Communication,
Organization, Branding, Feasibility Analysis for Business Management: Inquiries

with New Approaches in the Post-Pandemic Era.

This publication is dedicated to the world of science in the field of Accounting
which is currently growing so rapidly. The development of Cloud Computing and

Artificial Intelligence has played a role in changing the work order of Accountants.

Assoc. Prof. Dr. Muhammad Ali Tarar; Enock Siankwilimba, PhD. Cand.
Bursa — January 2023
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ABSTRACT

Person-organization fit (P-O Fit) have become one important factor for company until now, how a compatibility of
values and expectations between employee and employer. These studies focusing on how person-organization fit in the
relationship between employee engagement and reduce turnover intention and investigated of person-organization fit as
a moderating and mediating effect based on the unique characteristic of the new generational cohort, Generation Z at
banks in Jakarta, now entering the workforce. This study conducted in 2022, by using survey data of 200 respondents
from Gen Z employees of seven Banks in Jakarta by BUKU 1V, age between 21-25 and at least having a diploma
degree or equivalent. Data will be analyzed using a structural equation model by employing SPSS and smartPLS. Our
research a whole encourages HR to enhance employee engagement for Gen Z employees to increase productivity at the
workplace through engagement management. The result showed that are several positive significant results such as
Employee engagement on Turnover Intention, employee engagement on person-organization fit, person-organization fit
on turnover intention, and person-organization fit in mediating relationship between employee engagement and
turnover intention. While person-organization fit negatively affects in moderating relationship between employee
engagement and turnover intention. For future research, there should be focus on other generations (e.g., Millennials,
Gen X) and other industries.

Keywords: Person-Organization Fit, Generation Z, Employee Engagement, Turnover Intention, Human Resources
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1. INTRODUCTION

Organizations today operate in a highly competitive global environment. Given that the cost
of labor is the most significant expense for most organizations, any steps that can be taken to
reduce these costs will be beneficial. While downsizing and automation can be effective, they come
with their own set of costs. As a result, improving productivity and reducing employee turnover are
better strategies; one of the factors that has a significant relationship is the degree of fit between a
person and the organization (Silverthorne, 2004). The relationship between individual and
organizational values has been extensively researched in order to comprehend the person-
organization (P-O) fit (Santos and De Domenico, 2015). Some notable outcomes in favor of the P-
O fit include increased productivity, improved loyalty, organizational commitment, rich
productivity, and decreased turnover. Employees are expected to have positive relationships with
their coworkers and to fit in at their workplace. As a result, P-O fit is commonly defined as the
compatibility of employees and organizations (Kristof-Brown, 1996). Furthermore, P-O fit is
defined as the compatibility of personal and organizational values, personalities, and goals. As a
result, numerous studies have found that the similarity between the individual and the organization
in certain attributes has a significant impact on individual attitudes and behavior. Drawing on social
exchange theory (SET; Blau, 1964), which focuses on the concept of reciprocity between two
different parties, proposes that people reciprocate when they are positively treated. Integrating SET
with the person-organizational fit theory, the fit between employee values and organizational values
(Cable & DeRue, 2002).

Now moving into the workforce is Generation Z. Gen Z grew up using modern
technologies and facilities and has the ability to use various technologies and learn quickly. They
are also maintain relationships with other people, whether it is family, friends, or self-fulfillment,
including matters related to achievement, use of free time (hobby), and money, because it is a
source of happiness for Gen Z. Total Population of Indonesia dominated by the Z generation by
27,94%. According to the Central Bureau of Statistics (BPS, 2020), the Z generation in DKI Jakarta
recorded that the number reached 2.71 million people. Surprisingly, Indonesia is currently
experiencing a demographic Bonus through 2045, which means that the majority of the population
is of productive age. According to Deloitte Gen Z-Millennial Survey (2022), Gen Z individuals
tend would like to leave their jobs within two years (40%), and 35% would leave even without
another job lined up. In the year 2020, the U.S. Bureau of Labor Statistics (2020) identified that the
average tenure of the employees who are young employees was three times lesser than those of the
previous generations.

The banking industry is the primary preferred industry to start a career by Business
student. Research conducted by Universum in 2021 suggests that young adults with a business
background are drawn to a start career in the Banking Industry. According to a Compdata survey
(2018), the Banking & Finance industry has an 18.6% turnover rate, which is one of the highest
among all industries. While many factors play a significant role in the high turnover rate.
Furthermore, according to Deloitte Indonesia (2019), the current turnover rate in the banking
industry is approximately 10%.

Many of the challenges that organizations are currently facing such as attracting, retaining,
and especially working with a younger workforce can be solved only with a better understanding of
the younger generation’s value priorities. P-O fit engages employees and cause them to be
committed to their organization. Therefore, an organization needs to know the best way to foster P-
O fit. This study to ensure that P-O Fit as moderating and mediating would be strengthened
employee engagement and reduce turnover intention in Gen Z employees at Banks in Jakarta.



Social Behaviour, Leadership, Sales, Communication, Organization, Branding, Feasibility Analysis for Business Management:
Inquiries with New Approaches in the Post-Pandemic Era

2. LITERATURE REVIEW

2.1. Social Exchange Theory (SET)

Individuals who are engaged exhibit voluntary behavior that has been postulated on the
basis of "Social Exchange Theory" (SET) (Blou, 1964). This theory provides a comprehensive
theoretical account of the relationship between P-O fit, employee engagement, and turnover
intention. When employees are treated positively by their employers, they feel obligated to repay
the organization in kind "One way for employees to respond to their employers is by their level of
engagement” (Saks, 2006, p. 603). Notably, this belief aligns with Robinson et al. (2004)'s
description of engagement as a two-way street between individuals and organizations. As a result,
as previous research has shown, a high level of engagement fosters favorable attitudinal and
behavioral outcomes, particularly low turnover (e.g., Juhdi et al., 2013; Saks, 2006; Schaufeli &
Bakker, 2004). In other words, employees will choose to engage themselves to varying degrees in
response to the resources they received from their organization.

2.2. Turnover Intention

Turnover, according to Dessler (2015), is a voluntary or involuntary withdrawal from an
organization. While the term "intention™ is derived from English, it means "intention or desire."
When these two factors are combined, the Turnover Intention is an employee's desire to leave the
company voluntarily. Turnover intention is a term for the psychological and behavioral tendencies
of employees that lead to the desire to leave the organization that they currently work for (Chen et
al., 2018). Tett and Meyer define turnover intention as employee awareness and a deliberate desire
to leave the organization where he works (Akgunduz & Eryilmaz, 2018). The occurrence of high
turnover intention indicates that the employees do not feel comfortable working for a company. In
this research, the author examined voluntary turnover. When an employee leaves his work and the
organization by his or her will the turnover is termed as voluntary turnover. Because of the turnover
intention, the company issued quite high costs because the company became more frequent in
conducting recruitment and debriefing in the form of training, which was quite pressing in terms of
costs.

2.3 Employee Engagament

Employee engagement is found to correlate with organizational outcomes including job
performance and employee retention (Sundaray, 2011). Khan (1990) defined the harnessing of
organizational members selves to their roles at work roles. (Simons et al., 2013) also concurs that
employees who are engaged tend to be more confident in executing their work tasks. The two most
dominant role for most organizational members are their work role and their role as a member of an
organization” (Saks, 2006). The recent definition from Ewing, Men, & O'Neil (2019), has defined
employee engagement as employees who are connected to the values and mission of the company,
feel empowered, bring energy, passion, and discretionary effort to their jobs, and serve as
advocates.

Employees who are dedicated to their jobs are more engaged in their work, have better
health, and perform better (Susana et al., 2007). Employees who are committed to their jobs are
more engaged, healthier, and perform better (Susana et al., 2007). Dedicated employees are more
satisfied with their jobs, are more committed to their organizations, and are less likely to leave
(Yang, 2005). Devoted employees exhibit positive behavior (Wilmar & Arnold, 2006).

2.4 Person-Organization Fit

Kristof (1996) defines Person Organization Fit (P-O Fit) as a match between people and
organizations. When a person or organization meets each other's needs, shares fundamental
characteristics, or both, this occurs (Carless, 2005). P-O Fit's role is to reference the needs and
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desires of existing employees in an organization, but it can also be used as a reference at the
beginning of the recruitment and selection process for new employees. According to Carless
(2005), an organization's recruitment and selection can be influenced by perceived similarities
between prospective employees and their future work environment, particularly individuals who
believe their personality, attitudes, and values match those of the organization. Person-organization
(P-O) fit theory refers to how aligned a person’s core values, beliefs, ethics, and purpose are to
those of the organization they work for. For example, someone who is results-focused and values
speed will fit best with an organization that shares, and enacts, these values (Kristan Bernor, 2021).
And According Kristan also the advantages of assessing P-O fit during recruitment is: Improve
Obijectivity, Cut Through unconscious bias, improve employee engagement, support retention, and
reduce recruitment cost.

2.3. Research Framework
The framework of this study is seen in Figure 2.1.

H5

Person-
Organization Fit

Employee
Engagement

Turnover
Intention

Figure 2.1 Research Framework

Based on the research framework, there are several hypotheses to examine:

H1: Employee engagement has a negative effect on Turnover Intention

H2: Employee Engagement has a positive effect on Person-Organization Fit

H3: Person-Organization Fit has a negative effect on Turnover Intention

H4: (Moderation): Person-Organization Fit moderate the relationship between employee
engagement and turnover intention

H5: (Mediation): Person-Organization Fit mediate the relationship between employee engagement
and turnover intention

3. RESEARCH METHODOLOGY

The research methodology flow chart is as shown at Figure 3.1.
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Validity and Reliability test of 1
questionnaire

Descriptive Statistics

Valid and I
reliable?
Model Evaluation
Continue to collect data
1 Hypothesis Testing
Data screening : outliers,
missing value etc

Chapter Summary

Respondent profile

Figure 3.1 Flowchart of research methodology
Source: Data processed by the author (2022)

This research using the research onion approach (Saunders, Lewis, & Thornhill, 2009). To
accomplish the research and answer the research question, researcher will be using a quantitative
method with using survey data as the research strategy that will be conducted to a sample of Gen Z
employees in Banks in Jakarta to answer the research questions.

In this study, primary data will be obtained directly from the questionnaire filled out by the
respondents. Meanwhile, secondary data which is the source of research data will be collected by
searching for and collecting material from literature reviews, research, books, reports, and feedback
from academic supervisors.

Google forms will be used to implement online questionnaires through WhatsApp. The
questionnaire will be distributed to respondents from a limited sample population of Gen Z
employees at Banks in Jakarta. The questions used in the questionnaire are a closed type using a
Likert scale, a type of question so that the answer to the question is in the form of a scale of five, in
this study the researchers used a scale of 1-5 with each scale as follows: "1" Strongly Disagree, "2"
Disagree, "3" Neutral, "4" Agree, and "5" Strongly Agree (Hair et al., 2014).

This study will use a disproportionate sample. So a population of 17.000 people Gen Z
working in Banks in Jakarta, a sample of 200 people will be taken. Based on Cohen’s tables, two
arrows point to a construct, with a significance level of 0.05, a minimum R2 of 0.25, statistical
Power of 80%, the minimum sample size was 52. Considering the f? value of at least 0.15 with a
5% probability of error and a statistical power of 0.8, the required sample size calculated by G
Power is 87.

The causal relationship pattern which is the focus of the study is the independent variable
consisting of employee engagement. The dependent variable is turnover intention. The mediating
and moderating variable is the person-organization fit.

Table 3.1 Operationalization of Variables
Variable Dimension | Dimension Items Source
Employee Vigor EEO1 At my work, | feel bursting | Schaufeli et al,
Engagement with energy (2002) & Schaufeli
(EE) EEO2 At my job, | feel strong and | and Bakker (2004)
vigorous
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EEO3 When | get up in the
morning, | feel like going to
work

EEO4 I can continue working for
very long periods at a time

EEQ5 At my job, I am very
resilient, mentally.

EEQ6 At my work | always

persevere, even  when
things do not go well

EEQ7 Everyone in the company Is

treated fairly
Dedication EEO8 | find the work that | do full

of meaning and purpose

EEO09 I am enthusiastic about my
job

EE10 I believe I can contribute in
making a difference in the
company

EE11 | feel proud of the work I
do

EE12 To me, my job challenging

EE13 I would recommend the

organization as a good
place to work

EE14 My job inspires me
Absorption EE15 Time flies when [I'm
working
EE16 When | am working, |
forgot  everything else
around me
EE17 I feel happy when | am
working intensely
EE18 I am immersed in my work
EE19 | feel personally attach to
my company
EE20 It is difficult to detach
myself from my job
EE21 | get carried away when
I’m working
Turnover Thinking of TIO1 | often think about leaving | Mobley et al,
Intention Quitting my job (2000)
(Tn TIO2 | often dream about getting

another job that will suit
personal needs

TI03 My current job is very toxic
place

T104 Increment is too low in
current job

TI05 I am frequently emotionally

agitated when arriving
home after work

T106 Thoughts of quitting my job
cross my mind
TI107 | often feel bored with my

current Job
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Intention to TI08 I will actively look for a
search for new job within the next
another job year.

TI09 I frequently scan the

internet  in  search  of
alternative job opportunities
TI10 My current job has a
negative effect on my
personal well-being

TI11 I often look for other
information regarding job
vacancies

TI12 There is narrow scope of
growth and development
my position

TI13 I often  ask  about

opportunities at my
colleague’s work

TI14 It becomes difficult for me
to maintain strict working
hours in the current job

Intention to | TI15 | intend to leave this
quit company as soon as | can
TI16 I am likely to accept
another job at the same
salary
TI17 | often think about starting
my own business
TI18 | often look forward to
another day at work
TI19 I am likely to accept
another job at the same
benefit
TI20 I do not plan to be in this
company much longer
TI21 I will voluntarily leave this
company before | retire
TI22 I would seriously consider

leaving my job for even a
slightly  better  position
elsewhere

Person- Value POFO01 Things that | value in life | Kristof (2005)
Organization | Congruence are very similar to the
Fit things that my organization
(POF) values

POF02 | agree with the values of
my organization

POF03 My personal values match
values of my organization
POF04 | find that sometimes | have
to compromise personal
principle to conform to my
organization’s expectation

POF05 I can work in this company
without giving up my
principles
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POF06 I enjoy discussing my
organization with people
outside it

POF07 My current organization

meets the needs | expect an
organization to meet.

Goal POFO08 Organization goals support
Congruence me in achieving my career
goals

POF09 My education and personal
skill  about job are
compatible with the needs
of company

POF10 I am motivated to work in
the current organization
POF11 I feel like a part of the
organization, at the
organization | work in
POF12 The employees trust each
other at the organization |
work in

POF13 There is an inspiring work
vision, mission and
philosophy.

POF14 I would be very happy to
spend the rest of my career
with this organization

Employee POF15 Organization provide salary
need based on needs of employee
fulfillment POF16 Bonuses are provided in
accordance with
performance
POF17 The environment for career
improvement is provided
POF18 At the organization | work

in encourages open
knowledge and information

sharing.
POF19 The ability to achieve
higher position is provided.
POF20 The traditions are cherished
(for example, festivities are
celebrated, employee
birthdays are

commemorated, there are
important dates for the
organization)

POF21 This organization provide
attractive opportunities for
training and development

Culture- POF22 Easly adjust to the norm
personality and rules applied in the
congruence organization

POF23 There are understandable

written rules of work
policies
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POF24 | feel I have too few options
to consider leaving this
organization.

POF25 I really feel as if this
organization’s problem are
my own

POF26 | feel emotionally attached
to this organization

POF27 I feel a strong sense of
belonging to this
organization

POF28 One of the major reasons |

continue to work for this
organization is that |
believe that loyalty is
important and therefore feel
a sense of moral obligation
to remain.

Source : Data processed by the author (2022)

Researchers will describe the demographic profile of the respondents using SPSS (Statistical
Package for Social Sciences). Descriptive statistical analysis represents the general view of the
survey responses by showing the main measures of variables such as mean, standard deviation,
variance, kurtosis and skewness. PLS-SEM (Partial Least Square - Structural Equation Modeling)
is @ method for building a predictive model when the factors are many and highly collide. This
gives a value of R2 and indicates the significance of the relationship between constructs. PLS-SEM
is also suitable for describing research with not too many theories and uncertain form of models
(Gefen, Straub & Boudreau, 2000).

The measurement model represents the relationship between the construct and the
corresponding indicator variable (called the outer model in PLS-SEM). There are two broad types
of measurement models, namely reflective and formative measurement models. Reflective
indicators can be seen as representative samples of all possible items in the conceptual domain of
constructs (Nunnally & Bernstein, 1994).

Goal Congruence

Employee need
fulfillment

Culture-personality
Congruence

Person-
Orgamzation Fit

Employes
Engagement

Turnover
Intention

Thinking of quitting
Intention to search
for another job
Intention to quit

Absorption

Figure 3.2 Conceptual model
Source: Data processed by the author (2022)
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The path coefficients' significances will be assessed by bootstrapping computations of PLS-
SEM. The bootstrapping samples are decided to be 5000. The one- tail t-test will be used with a
significance level of t-value 1.65 and p-value 0.05.

4. DATA ANALYSIS AND DISCUSSION

4.1 Instrument Validity and Reliability

Internal reliability values (Cronbach’s alpha) for the variables: EE, POF, and TI are
acceptable with all values are more significant than 0.7. The Pearson correlation also confirmed that
the questionnaires were valid, with a resulting coefficient of correlation of 0.30 as a minimum point
of validity (Sekaran & Bougie, 2019).

4.2 Data Preparation

Data screening and editing were done before examining the basic descriptive statistics and
frequency distributions of the data. No missing data were found, and all respondents answer the
google form entirely. There are no outliers was detected in the respondent’s answers, and therefore
data analysis will be continued to the respondent profile.

4.3 Demographic Profile of the Respondent

Respondent was selected with three criteria: 1) Gen Z e employees who work in the largest
Banks in Jakarta based on BUKU 1V; 2) Age 21-25; and 3) Having a diploma degree or equivalent.
The demographic profile of respondents is shown in Table 4.1

Table 4.1 Respondent Profile

Demographic Category Count Percentage
Variable
Gender Female 81 40%
Male 119 60%
Age 21 6 3%
22 11 6%
23 63 32%
24 72 36%
25 48 24%
Education Diploma 18 9%
Bachelor 153 7%
Master 29 15%
Bank BRI 34 17%
Mandiri 52 26%
BCA 31 16%
BNI 45 23%
CIMB Niaga 19 10%
Panin 8 4%
Danamon 11 6%
Area West Jakarta 28 14%
East Jakarta 54 27%
Central Jakarta 44 22%
North Jakarta 18 9%
South Jakarta 56 28%
Working Tenure <1 13 7%
1 37 19%
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73 37%

41 21%

>3 36 18%

Positions Staff 84 42%
Supervisor 74 37%

Assistant Manager 42 21%

Status Contract 122 61%
Permanent 78 39%

Source: SPSS Report, 2022
4.4 Descriptive Statistics
Descriptive analysis of the sample and variables is provided in Table 4.2 to describe and

summarize the data set’s main characteristics and variables from the respondents’ perspective.

Table 4.2 Mean Value and Data distribution of the variables

Std. Deviation Kolmogorov-Smirnov?
Variables Mean Skewness Kurtosis -
Statistic Sig.
EE 3.7329 0.547 -0.190 -0.594 0.077 0.006
TI 3.2482 0.836 -0.222 -0.818 0.094 0.000
POF 3.6818 0.701 -0.526 -103 0.143 0.000

Source: SPSS Report, 2022

45 Measurement Model Evaluation
Figure 4.2 shows the whole research model, which may be evaluated in two ways: The first
is a measurement model, and the second is an evaluation of a structural model.

CPC'\ EFK /;C /‘ VC

0.93g 0.925 0.951 pa73

N

Person-
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Figure 4.2 Research Model
Source: PSL-SEM Report, 2022

42



Social Behaviour, Leadership, Sales, Communication, Organization, Branding, Feasibility Analysis for Business
Management: Inquiries with New Approaches in the Post-Pandemic Era

The Cronbach’s alpha value of all five variables namely, EE, POF and TI exceeded 0.70,
indicating that the model has internal consistency. All outer loading value are above 0.7. The
Composite reliability (CR), are all above 0.7 for all three constructs, EE, POF, and TI. This meant
that the measurement model provided excellent reliability. AVE values for all constructs are above
0.50, so convergent validity was established.. All HTMT value are below 0.9, providing evidence
for the HTMT criterion was established, and therefore constructs’ discriminant validity criterion
has been fulfilled.

4.6 Structural Model Evaluation
Evaluating the structural model consists of assessing for collinearity issues (VIF), path
coefficient (B), coefficient of determination (R?), the effect sizes (f*) (Hair et al., 2017). The
coefficient of determination - R Squared (R?) measures the dependent variable’s variance in relation
to the independent variable’s change.
Table 4.3 Coefficient of Determination (R2)

R Square
Person Organization Fit 0.475
Turnover Intention 0.625

Source: PLS-SEM Report 2022

As can be seen in Table 4.3, it is known that the R-Square the R? of Turnover Intention has
moderate level of predicting accuracy (0.625) and for Person Organization Fit has weak level of
predicting accuracy (0.475).

The second criteria on structural model evaluation is path coefficient, which shows the
correlation between two variables, ranging from -1.00 to 1.00. A correlation of 0 shows no
relationship at all, a correlation of 1.0 indicates a perfect positive correlation, and a value of -1
shows a perfect negative correlation. the effect of Employee Engagement (EE) on Person
Organization Fit (POF), demonstrated by path coefficient (B) (0.689) shows strong relationship. A
moderate relationship is shown on the effect of employee engagement (EE) on turnover intention
(TI) by path coefficient (B) (0.460), and the effect of person-organization fit (POF) on turnover
intention (TI) by path coefficient () (0.395).

The third criterion in structural model evaluation is multicollinearity. The result indicates
no collinearity issues because all of the VIF value below 5 (Joe F Hair Jr et al., 2014). The fourth
criterion in structural model evaluation is the f* values, which assesses a predictor variable’s
comparative influence on an independent variable (Hair et al., 2014). which range from .02, .15,
and .35, correspondingly, indicate small, medium, and large effect sizes (Cohen, 1988). Almost all
of the variables have a medium effect and can be predicted, with the exception of the other large
results on the effect of employee engagement (EE) on person-organization fit (POF) (0.905).

4.7 Hypothesis Testing

The final stage in data analysis was to use SmartPLS4 to validate the hypothesized
associations by calculating the significance of the path coefficients using bootstrapping
computations. The bootstrapping method determines the significance of path coefficients by
producing empirical t values that are significant at a given probability of error if they are greater
than the critical value (t distribution values). The following crucial values were used in this study
for one-tailed tests: 1.65 (significance level= 5%), (Hair et al., 2017). As a result, the following
direct hypotheses were examined:
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H1: Employee Engagement has a positive effect on Turnover Intention

H2: Employee Engagement has a positive effect on Person-Organization Fit

H3: Person-Organization Fit has a positive effect on Turnover Intention.

H4: Moderating of Person-Organization Fit has a negative effect on Employee Engagement and
Turnover Intention

H5: Mediating of Person-Organization Fit has a positive effect on Employee Engagement and
Turnover Intention,

The hypothesis was evaluated using the bootstrapping procedure, which determines the
importance of path coefficients by producing empirical t values that exceed the critical value (t
distribution values). At a given margin of error (0.05), the coefficient is considered significant. Hair
et al. (2014) suggest a bootstrap sample size of 5000. To determine the significance and t values of
path coefficients, the bootstrapping technique in SmartPLS4 was used. Using only one tail, the t-
value is 1.65 and the p-value is 0.05 (at = 5%). (Hair et al., 2014). The outcome is summarized in

Table 4.4.
Table 4.4 Hypothesis testing result
Ha Effect Path T Statistics p Values Result
Coefficient
H1 | EE->TI 0.460 19.918 0.000 H1 not Supported
H2 | EE -> POF 0.689 7.934 0.000 H2 Supported
H3 | POF ->TI 0.395 6.278 0.000 H3 not Supported
H4 | EE-POF-TI -> Tl -0.014 0.365 0.358 H4 not Supported
H5 | EE -> POF -> Tl 0.272 6.119 0.000 H5 Supported

Source: PLS-SEM Report 2022

As shown in Table 4.4, The effect of Employee Engagement (EE) on Turnover Intention
(TT) is high, as showed by the path coefficient () (0.460), and t-value and p-value (19.918) that is
greater than 1.65 and (0.000). Using a one-tail test as a result; H1 is not supported.

The second highest path coefficient (B) (0.689) was shown on the effect of employee
engagement (EE) on person-organization fit (POF) with a t-value of 7.934 (greater than 1.65) and
p-value 0.000 less than 0.05, as a result, employee engagement (EE) a good and considerable
impact on person-organization fit (POF); the effect is significant and considered H2 is supported.

The third highest path coefficient (B) (0.395) was shown on the effect of person-
organization fit (POF) on turnover intention (TI) with a t-value of 6.278 (greater than 1.65) and p-
value 0.000 less than 0.05. Using a one-tail test as a result; H3 is not supported.

The last hypothesis was not supported, as shown in Table 4.9. the lowest and negative path
coefficient (B) (-0.014) was shown on moderating effect of Person Organization Fit (POF) to the
relation of Employee Engagement (EE) and Turnover Intention (TI) indicate that the effect is not
significant with the t-value of (0.365), less than 1.65 and a p-value of (0.358), greater than 0.05. As
a result, the moderating effect of Person Organization Fit (POF) to the relation of Employee
Engagement (EE) and Turnover Intention (TI); the effect is insignificant and considered H4 is not
supported.

The other hypothesis supported with path coefficient (B) (0.272) was shown on mediating
effect of Person Organization Fit (POF) to the relation of Employee Engagement (EE) and
Turnover Intention (TI) with a t-value of 6.119 (greater than 1.65) and p-value 0.000 (less than
0.05; as a result, a good and considerable impact on employee engagement (EE) on turnover
intention (T1); the effect is significant and H5 is supported.

4.8 Discussion on Findings
44
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The effect of Employee Engagement (EE) on Turnover Intention (T1)

The primary purpose of this study determine how Employee Engagement (EE) has an effect on
turnover intention (TI). The path coefficient of EE on TI positive effect (0.460). The t-value
(19.918) and p-value (0.000) indicate a statically. This show that employee engagement has a
positive and significant effect on turnover intention. Using a one-tailed test as the result; H1 is
not supported. because the hypothesis of this study is that employee engagement has a negative
effect on turnover intention but the results of the hypothesis are positive. These results do not
confirm with Jennifer C. Bonilla (2018) research which found that engaged employees are less
inclined towards turnover intention. and Juliantara et al., (2020) Employee Engagement was
proven to have a negative and significant effect on the turnover intention. This can happen in
organizations in Indonesia that Gen Z employees who work at banks in Jakarta who are not
involved in the organization will choose to remain in the organization, and result in low
turnover intention, because it is difficult for people to find work after Covid and Gen Z
employees prefer to stay in the organization. or conversely Gen Z employees with high levels
of engagement will still leave the company. The main reason might be when they compare
their salary with friends/former co-workers who work in other companies, follow friends, and
tend to compare other things like workload and useful things like free meals, free insurance,
free transportation and things other. This conclusion is supported by a 2019 Deloitte survey on
Gen Z in Indonesia which resulted in 30% of respondents wanting to gain work experience,
and 27% of them wanting to earn a good income

2) The effect of Employee Engagement (EE) on Person-Organization Fit (POF)

3)

Employee Engagement (EE) has a significant positive effect on Person-Organization Fit (POF).
The path coefficient employee engagement (EE) on person-organization fit (POF) is high
(0.689) and positively significant, the t-value (7.934) and p-value (0.000) indicate a statistically
significant effect. Our research findings also confirm the findings gained previous research by
Brihan fateen yehia (2018) found that person-organization fit has a positive relationship on
employee engagement. Also, Memon et al., (2014) implied that employees who perceive their
organization as consistent with their personal values and will be more engaged in their
workplace. That Gen Z employees who work at banks in Jakarta, when engaged
organizationally will find it easy to provide positive feedback to the company, and support
organizational values and goals

The effect of Person-Organization Fit (POF) on Turnover Intention (T1)

Person organization fit (POF) has significant positive effect on turnover intention (TI). The
path coefficient of person-organization fit (POF) on person-organization fit on turnover
intention (T1) is high (0.395) and positively significant, the t-value (6.278) and p-value (0.000)
indicate a statistically significant effect. This show that person-organization fit has a positive
and significant effect on turnover intention. Using a one-tailed test as the result; H3 is not
supported. because the hypothesis of this study is that person organization fit has a negative
effect on turnover intention but the results of the hypothesis are positive. These results do not
confirm Naman Sharma (2019) research which found that employee fit with the organization,
then he/she is better engaged with organizational activities, when employee engagement
increases, his/her intention to quit the job decreases. And Apriyanti et al., (2022) Person-
organization fit has a direct and significant positive impact on retention intentions. This can
happen to Gen Z employees who work in banks in Jakarta who do not fit into the organization
do not always predict the employee's intention to leave, Gen Z employees who are unfit and
dissatisfied will choose to stay in the organization with various factors such as not having other
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opportunities, many dependents in the family. and vice versa, Gen Z employees who fit into the
organization will leave the organization due to dissatisfaction at work, or are offered higher
salaries and benefits, this is in accordance with the characteristics of Gen Z who maintain
relationships with other people.

4) The moderating effect of Person-Organization Fit (POF) on the relationship between Employee
Engagement (EE) and Turnover Intention (T1)
Moderating effect of Person Organization Fit (POF) to the relation of Employee Engagement
(EE) and Turnover Intention (TI) has not significant effect. The path coefficient is significantly
negative (-0.014) with the t-value of (0.365) and a p-value of (0.358). As a result, the
moderating effect of Person organization fit (POF) has no impact on employee engagement
(EE) and turnover intention (TI). H4 is not supported. These results confirm with Eko Nur
Pratama et al., (2022) research which found P-O has no significant effect as a moderator on the
relationship between the variable job satisfaction and employee turnover. For Gen Z employees
who work at banks in Jakarta, person-organization fit does not have a moderating effect on the
relationship between employee engagement and turnover intention.

5) The mediating effect of Person-Organization Fit (POF) on the relationship between Employee
Engagement (EE) and Turnover Intention (T1)
Mediating effect of Person Organization Fit (POF) to the relation of Employee Engagement
(EE) and Turnover Intention (TI) has significant positive effect. The path coefficient (0.272)
with t-value (6.119) and p-value (0.000). Person-organization fit as mediating has a direct and
significant positive impact on employee engagement and turnover intention. Our research
finding is in accordance with the social exchange theory showing that the more employees feel
compatible with their workplace, the greater the likelihood that they will have a better sense of
identity and, and that the improved sense of identification indirectly impacts workforce
retention. And also confirm the findings gained previous research Shumaila Naz et al., (2020)
Person organization fit partially mediates the association between supportive work behavior
and employee retention. The compatibility between people and organizations in Gen Z
employees who work in banks in Jakarta has an effect as a mediation of the relationship
between employee engagement and turnover intention.

5. CONCLUSION AND RECOMMENDATION

5.1. Conclusion

1. The first objective of this research was to explore the effect of employee engagement (EE) on
turnover intention (TI1). The result indicating that H1 was not supported. This means that there
is a positive and significant influence of employee engagement on the turnover intention by
Gen Z employees at banks in Jakarta.

2. The second objective of this study is to assess the effect of employee engagement (EE) on
person-organization fit (POF) by Gen Z employees at banks in Jakarta. The bootstrapping
report from SmartPLS4 indicates that H2 is supported, it means that EE has a positive effect on
person-organization fit.

3. The third research goal was to examine the relationship between person-organization fit (POF)
and turnover intention (TI). As a H3 was not one supported, the findings reveal that POF has a
positive and significant effect on Tl by Gen Z employees at banks in Jakarta.

4. The fourth research objective is to determine the moderating effect of Person Organization Fit
(POF) on the relationship between Employee Engagement (EE) and Turnover Intention (TI).
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The result reveals that H4, Person organization Fit (POF) as moderating has no relationship on
employee engagement (EE) and turnover intention (T1).

5. The fifth research objective is to determine the mediating effect Person Organization Fit (POF)
on the relationship between Employee Engagement (EE) and Turnover Intention (TI). The
result reveals that H5 was supported.

5.2. Theoretical Contribution

This empirical study contributes to the existing theory by explaining how a great person-
organization fit stimulates employee engagement in the workplace. The results indicate that such
relationships are well explained through an effect direction and mediating process. Such findings
support the social exchange theory (Blau, 1964) by showing that the more employees feel
compatible with their workplace, the greater the likelihood that they will have a better sense of
identity.

This study examined the potential moderating and mediating role of P-O fit, which may
affect the direction and strength of the effects of employee engagement on turnover intention.
However, the results do not provide sufficient evidence to show the moderating effect of P-O fit on
the relationship between employee engagement and turnover intention.

5.3 Managerial Implication

Managers are consistently in search of strategies which enhance the performance of the
employees. A set of integrated strategies like how to engage employees in the organization,
management must have a clear program in deliberately incorporate worker engagement activities
with their work culture and also provide motivation for employees to work. Higher engagement
leads to increased productivity and a variety of other work-related outcomes. The results of the
current study state the role of employee engagement in increasing the alignment of values between
the workforce and the organization. This gives rise to many managerial implications such as a
workforce that is involved from top to bottom will be positively inclined to learn about challenges
in the organization. Furthermore, it will also assist in developing an affirmative employer-employee
relationship with a positive psychological contract thereby increasing employee engagement and
retention. With employee engagement as a strategy, organizations can treat employees as assets in
the organization with clear career goals as well as use their business acumen for the organization to
achieve newer heights.

5.4 Recommendation for Future Study

The most of studies had some limitations. However, these limitations are deemed useful as
they provide guidance for future research. This research only focused on 3 variables which are
employee engagement, person-organization fit, and turnover intention and identifying that person-
organization fit can be affected by employee engagement and POF also employs as moderating and
mediating. The respondents involved were only Gen Z employees at the largest banks in Jakarta.

As indicated in the study's restriction, there are some recommendations for further research
based on the current study's findings and methodologies. Person organization fit was not found to
moderate the relationship between employee engagement and turnover intention. An interesting
future study could examine the employee engagement levels and person-organization fit among
different generational groups from generation X and millennials and other industries. That is
because these age groups have been known to display different values, work ethics, and
technological inclinations due to varying societal exposure amid a pandemic Covid 19 Hair et al.
(2007) suggested that longitudinal studies are a better way to seek cause-and-effect relationships
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among variables at different periods. Future research can also examine other variables such as
employee branding, job satisfaction, and person job fit.
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