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Abstract:
This study identifies the mediating role of organizational commitment
in the influence of organizational culture, person-organization fit, and
work-life balance on intention to stay among employees of PT
Madubaru PG/PS Madukismo. This research employs a quantitative
approach using a non-probability sampling technique, specifically
convenience sampling. Data was collected through the distribution of
questionnaires to 160 respondents and analyzed using Structural
Equation Modeling (SEM) with SmartPLS version 3.0 software. Based
on the analysis results, organizational culture has a positive and
significant effect on organizational commitment, organizational
culture has a positive and significant effect on intention to stay,
organizational commitment has a positive and significant effect on
intention to stay, person-organization fit has a positive and significant
effect on organizational commitment, person-organization fit has a
positive and significant effect on intention to stay, work-life balance
has a positive and significant effect on organizational commitment,
work-life balance has a positive and significant effect on intention to
stay, organizational commitment mediates the effect of organizational
culture on intention to stay, organizational commitment mediates the
effect of person-organization fit on intention to stay, and
organizational commitment mediates the effect of work-life balance
on intention to stay. This study aims to expand the existing literature
by examining the mediating role of organizational commitment in the
influence of organizational culture, person-organization fit, and work-
life balance on intention to stay. The results of this study provide
insights for practitioners and policymakers in organizations to
enhance employees' intention to stay. By building a strong
organizational culture, improving person-organization fit, and
https:/ /jurnal.usk suppo.rtin.g work-life b.alance, compani.es can strengthen. employees'
.ac.id/riwayat organizational commitment. This increased commitment can
ultimately reduce turnover and create a more stable and productive
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work environment.
Keywords: Organizational Culture, Person-Organization Fit, Work-
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Introduction

In an increasingly competitive business world, a company's sustainability
and success largely depend on its ability to retain high-quality human resources.
Skilled employees not only enhance innovation and operational efficiency but
also strengthen the company’s long-term competitiveness. Therefore, companies
need to create a conducive work environment and an organizational system that
makes employees feel comfortable and motivated to stay. Conversely, a high
turnover rate can disrupt a company's stability, ultimately negatively impacting
productivity and efficiency. By retaining employees with a high intention to stay,
companies can benefit from increased competitiveness and operational
sustainability.

One factor that contributes to increasing employees’ intention to stay is
organizational culture. Cameron & Quinn (2006) define organizational culture as
the values, beliefs, and assumptions taught to new members as a guide for
perceiving, thinking, and acting within the organization. When employees work
in an organization with a strong culture, they tend to better understand and
internalize the organization’s goals and core values, ultimately increasing their
loyalty. Several previous studies have proven that organizational culture
positively impacts intention to stay, as found by Naveed et al., (2022). However,
other studies present different findings, such as research by Ghosh et al., (2013),
which states that organizational culture does not have a significant influence on
intention to stay. To address this research gap, this study includes organizational
commitment as a mediating variable. According to Li & Wang (2023),
organizational commitment is a psychological state that binds employees to their
organization and influences their desire to stay.

Besides organizational culture, another factor influencing intention to stay is
person-organization fit. Person-organization fit describes the alignment between
individual values and organizational culture. Van Vianen (2018) defines person-
organization fit as the degree of congruence between an individual’s norms, values,
and behaviors with the organizational culture, which can impact employee well-
being and performance. Kakar (2022) found that employees who feel their values
align with the organization tend to have a higher intention to stay. However, Gregory
et al., (2009) indicated that person-organization fit does not always have a
significant influence on intention to stay, particularly in dynamic work
environments. To resolve these inconsistencies, this study also includes
organizational commitment as a mediating variable. Silva et al., (2023) explain that
the alignment between employee and organizational values can enhance
organizational commitment, ultimately encouraging employees to stay.

Another factor affecting intention to stay is work-life balance. Kalliath & Brough
(2008) define work-life balance as an individual’s perception of their ability to
balance work and personal life demands. Wildan Firdausi (2024) found that the
better an employee’s work-life balance, the higher their likelihood of staying in the
organization. However, Fisher et al., (2009) argue that while work-life balance is
positively related to intention to stay, its influence is not always significant due to
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other factors such as organizational support and personal commitment, which may
moderate this relationship. To address this gap, this study also includes
organizational commitment as a mediating variable. Silva et al., (2023) state that a
good work-life balance can enhance employee commitment to the organization,
which in turn strengthens their intention to stay.

In addition to the research gap in previous studies, the phenomenon
observed at PT Madubaru PG/PS Madukismo highlights challenges in employee
retention. An employee from
the asset development division revealed that despite the company’s strong desire
to retain employees for organizational stability and productivity, turnover
remains high. One primary cause of turnover is exhaustion due to irregular shift
work, which leads to physical and mental
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fatigue. As a result, employees seek jobs with better working conditions.

This situation poses a challenge for the company in retaining quality
employees and maintaining operational stability. This study is a replication of the
international study conducted by Silva et al., (2023), titled “Determinants of
Employee Intention to Stay: A Generational Multigroup Analysis.” The purpose of
this study is to deepen the understanding of factors influencing employees’
intention to stay by examining organizational culture, person-organization fit, and
work-life balance, as well as the role of organizational commitment as a mediating
variable. Based on the research gap in the literature and the phenomenon
observed at PT Madubaru PG/PS Madukismo, this study aims to further analyze
the relationship between these factors and employees’ intention to stay in the
company. Thus, this research is expected to provide deeper insights into strategies
companies can use to retain employees.

Literature Review and Hypotheses Development (Quantitative) or
Literature Review (Qualitative)

Organizational Culture

Organizational culture is defined as a shared system of meaning embraced by
organizational members, encompassing values, beliefs, norms, and practices that
influence how individuals think, feel, and behave in the workplace (Robbins &
Judge, 2015). This culture serves four main functions: providing identity to
members, enhancing commitment, facilitating social stability, and guiding
acceptable behavior. According to Denison & Mishra (1995), organizational
culture can be measured through involvement, consistency, adaptability, and
mission. Factors influencing organizational culture include the values upheld by
leaders, as well as the policies and actions implemented (Robbins & Judge,
2015). Its impacts include improved performance, resilience to change, enhanced
teamwork, and a stronger drive for innovation Cameron & Quinn (2011).

Person-Organization Fit

Person-organization fit refers to the alignment between an individual’s
values, personality, and goals with the culture, values, and objectives of the
organization, influencing commitment and intention to stay (Robbins & Judge,
2015). It helps organizations harmonize employee expectations with corporate
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goals, fostering a productive work environment. According to Kristof-Brown
(2007), person-organization fit enhances job satisfaction, commitment, and
motivation, leading to better performance and retention. Netemeyer et al., (1997)
measure it through value congruence, goal congruence, and need fulfillment.
Factors influencing person-organization fit include value alignment, goal
alignment, and need fulfillment Kristof (1996). Its impacts include increased job
satisfaction, organizational commitment, and improved performance Haider et

al., (2022).
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Work-Life Balance

Work-life balance, according to Robbins & Judge (2015), refers to the
equilibrium between work and personal life, where individuals allocate their time
and energy harmoniously between job responsibilities and life outside of work.
This balance is crucial in preventing stress and excessive fatigue, allowing
individuals to work effectively while enjoying
their personal lives. Hayman (2005) Work-life balance supports physical and
mental health through exercise, sleep, and relaxation. Its indicators include time
balance for family, social life, and health. Key factors include time management,
task prioritization, and support from the organization and family. Its impacts
include conflict avoidance, increased job satisfaction, and overall employee
happiness Rohmatiah et al., (2023).

Organizational Commitment

Organizational commitment refers to the level of attachment and dedication
employees have toward their organization (Robbins & Judge, 2015). According to
Porter et al., 1(974), organizational commitment serves to enhance employee
productivity and reduce turnover. Netemeyer et al., (1997) identify three
indicators of organizational commitment: affective commitment (emotional
attachment to the organization), continuance commitment (awareness of the
consequences of leaving the organization), and normative commitment (a moral
obligation to stay). Meyer et al., (1993) state that factors influencing
organizational commitment include individual characteristics, organizational
characteristics, and organizational experiences. The impacts of organizational
commitment include increased job satisfaction and employee loyalty, as well as
greater workforce stability. Conversely, low commitment can lead to high
turnover and decreased company performance.

Intention to Stay

Intention to stay refers to an employee’s desire or intention to remain in an
organization for a certain period (Robbins & Judge, 2015). Blau (1985) states that
intention to stay helps improve social relationships in the workplace, strengthens
employee bonds, and fosters a more positive work environment. Widyawati
(2013) measures intention to stay using three indicators: an individual’s tendency
to think about staying, the likelihood of staying in the organization, and the
likelihood of staying in the near future. According to Aboobaker et al., (2019),
factors influencing intention to stay are divided into internal factors (motivation,
engagement, psychological empowerment, fair rewards, and organizational
justice) and external factors (learning and development opportunities, company
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support, organizational culture, and fairness in decision-making). As Griffeth et
al., (2000) explain, intention to stay helps reduce turnover, lowering recruitment
and training costs for new employees.

This research is designed based on the existing research gap and
phenomena. The study aims to develop the following conceptual framework:

Organizational
Culture

Person-Organization
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=
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Organizational
Fit

Commitment

Work-Life : HS
Balance

H7

Figure 1 Conceptual Model

The hypothesis derived from the relationships between variables is as follows:
The Influence of Organizational Culture on Organizational Commitment

A strong organizational culture influences organizational commitment. A
culture that encompasses involvement, consistency, adaptability, and mission can
enhance employees' sense of responsibility for the organization's success. By
fostering consistency in work practices and allowing adaptation to change,
organizations can create an environment that strengthens employee attachment
and encourages them to commit more fully to their contributions. This is
supported by research conducted by Utarayana & Dewi Adnyani (2020),
Arachim (2020), Nugroho et al., (2021), Abdullah & Azizan (2022), Prayuda
(2023), and Fauzan et al., (2023) which indicates that organizational culture
has a positive and

significant impact on organizational commitment. Based on the theoretical
framework and previous studies, the following hypothesis can be formulated:

H1: Organizational culture has a positive and significant effect on organizational
commitment.

The Influence of Organizational Culture on Intention to Stay

Organizational culture shapes the work environment and influences
employees' experiences. It reflects values, norms, and practices that impact
comfort and connection with the company. When the culture aligns with
employees' needs and values, they feel more engaged and are more likely to stay.
Thus, a positive organizational culture fosters the intention to stay. This is
consistent with studies conducted by Pundhiarto & Hidajat (2021), Naveed et al.,
(2022), Islam et al., (2022), Wildan Firdausi (2024), Oztuna & Bayraktar (2024),
and Waruwu (2024) which found that organizational culture has a direct,
positive, and significant influence on intention to stay. Based on the theoretical
framework and previous studies, the following hypothesis can be formulated:
H2: Organizational culture has a positive and significant effect on intention to
stay.
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The Influence of Organizational Commitment on Intention to Stay

Organizational commitment is a key indicator of an employee's intention to
stay, reflecting their attachment and participation in the organization. Highly
committed employees feel responsible for the organization's success, contribute
positively, and are less likely to seek other job opportunities. This aligns with
studies conducted by Evan-Reber (2021), Monica & Prasetyo (2021), Mahfouz et
al., (2022), Silva et al., (2023), Herrity (2023), and Wildan Firdausi (2024) which
found that organizational commitment has a direct, positive, and significant
influence on intention to stay. Based on the theoretical framework and previous
research, the following hypothesis can be formulated:
H3: Organizational commitment has a positive and significant effect on intention
to stay.
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The Influence of Person-Organization Fit on Organizational Commitment

The alignment of personal and organizational values enhances employee
commitment by fostering satisfaction, acceptance, and comfort at work. This
harmony reduces conflicts, allowing employees to focus without pressure from
differing values. Shared values also create a sense of belonging and purpose,
reinforcing commitment as employees see their contributions align with
organizational goals. This is supported by studies conducted by Rombaut & Guerry
(2020), Putri & Parmin (2022), Jayanti (2022), Ali (2022), Silva et al., (2023),
and Christian et al., (2023) which found that person-organization fit has a positive
and significant impact on organizational commitment. Based on the theoretical
framework and previous research, the following hypothesis can be formulated:
H4: Person-organization fit has a positive and significant effect on organizational
commitment.

The Influence of Person-Organization Fit on Intention to Stay

A good person-organization fit is crucial for a supportive and satisfying work
environment. When organizational values align with employees' values, they feel
more connected, reducing conflicts and improving focus and productivity. This
alignment makes employees feel valued and see their role as meaningful,
fostering a sense of belonging and motivation. As a result, a strong person-
organization fit enhances employees' intention to stay long-term. This is supported
by studies conducted by Rombaut & Guerry (2020), Rai & Nandy (2021),
Bloxsome et al., (2021), Bagus Swastasi & Sartika (2021), Noviaristanti (2022),
and Kakar (2022) which found that

person-organization fit has a positive and significant impact on intention to stay.
Based on the theoretical framework and previous research, the following
hypothesis can be formulated:

Hs: Person-organization fit has a positive and significant effect on intention to
stay.

The Influence of Work-Life Balance on Organizational Commitment

Work-life balance is essential for strengthening organizational
commitment. When employees can manage work and personal life effectively,
they experience greater satisfaction and lower stress. This balance enhances
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well-being, reduces burnout, and allows employees to focus better on their
tasks. Employees who feel supported in maintaining work-life balance tend to
be more motivated and committed, as they perceive that the organization values
their well-being. This aligns with studies by Kesumayani et al., (2020),
Hutagalung et al., (2020), Hasan et al., (2021), Nikmatul Azizah et al., (2023),
and Silva et al., (2023) which found that work-life balance positively and
significantly affects organizational commitment. Based on previous research, the
following hypothesis is proposed:

H6: Work-life balance has a positive and significant effect on organizational
commitment.
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The Influence of Work-Life Balance on Intention to Stay

Work-life balance affects employees' intention to stay by helping them
manage work and personal life demands effectively. A healthy balance reduces
stress and work-life interference, making employees feel more comfortable
and supported. This fosters a positive work environment where employees feel
valued and encouraged. Research conducted by Sudibjo & Suwarli (2020),
Sriram et al., (2022), A. Choi & Hwang (2023), Rezeki (2023), Saraswati et al.,
(2023), dan Wildan Firdausi (2024) indicates that work-life balance has a positive
and significant effect on intention to stay. Based on previous theories and research,
the formulated hypothesis is:
H7: Work-life balance has a positive and significant effect on intention to stay.

The Influence of Organizational Culture on Intention to Stay with Organizational
Commitment as a Mediating Variable

A strong and positive organizational culture creates a supportive work
environment where employees feel valued and accepted. When employees connect
with the core values upheld by the company, they experience greater comfort and a
stronger sense of attachment. This attachment reinforces their commitment to the
organization. A supportive work environment makes employees feel appreciated,
increasing their likelihood of staying with the company. This aligns with studies
conducted by Choi et al., (2015), Hassan & Shahbaz (2020), dan Li & Wang
(2023) which found that person-organization fit has an indirect positive and
significant influence on intention to stay through organizational commitment as a
mediating variable. Based on the theoretical framework and previous research, the
following hypothesis is proposed:
H8: Organizational culture has a positive and significant effect on intention to stay,
with organizational commitment as a mediating variable.

The Influence of Person-Organization Fit on Intention to Stay with Organizational
Commitment as a Mediating Variable

Employees whose personal values align with the organization's values and
culture tend to develop a higher level of commitment to the organization. When
employees feel that their values are recognized and appreciated by the company,
they experience a stronger sense of connection and commitment. This strong
commitment enhances their sense of responsibility toward their work, making
them more likely to stay. This is supported by studies conducted by
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Choi et al., (2015), Dechawatanapaisal (2019), Radite (2020), Wahyanto et al.,
(2020), Adams & Smith (2022), dan Silva et al., (2023) which found that person-
organization fit has an indirect positive and significant influence on intention to
stay through organizational commitment as a mediating variable. Based on the
theoretical framework and previous research, the following hypothesis is
proposed:

Ho: Person-organization fit has a positive and significant effect on intention to
stay, with organizational commitment as a mediating variable.
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The Influence of Work-life balance on Intention to Stay with Organizational
Commitment as a Mediating Variable

Work-life balance is a key factor in organizational commitment. Employees
who achieve a good balance experience greater satisfaction, less stress, and a
stronger connection to the organization. Feeling valued and supported in both
work and personal life enhances their commitment, increasing their likelihood of
staying and contributing long-term.This is supported by studies conducted by Choi
et al., (2015), Fayyazi & Aslani, (2015), Chang et al., (2019), dan Silva et al., (2023)
which found that work-life balance has an indirect positive and significant
influence on intention to stay through organizational commitment as a mediating
variable. Based on the theoretical framework and previous research, the following
hypothesis is proposed:
H1o: Work-life balance has a positive and significant influence on intention to
stay, with organizational commitment as a mediating variable.

Research Method

This study uses a quantitative approach, analyzing numerical data with
statistical methods (Sekaran & Bougie, 2017). The research focuses on PT
Madubaru PG/PS Madukismo in Bantul, Yogyakarta, with employees as subjects.
Primary data was collected through questionnaires on organizational culture,
person-organization fit, work-life balance, organizational commitment, and
intention to stay. Using convenience sampling, 300 questionnaires were
distributed, and 160 responses were analyzed. Data analysis was conducted using
Structural Equation Modeling (SEM) with SmartPLS 3.0. The following tests were
performed:
Instrument Quality Test

The instrument quality test ensures the validity and reliability of the
questionnaire as an appropriate measurement tool. The validity test includes
convergent validity, which assesses the extent to which indicators positively
correlate with the same construct (with outer loading > 0.70 and AVE > 0.50),
and discriminant validity, which ensures that a construct is distinct from others
by comparing loading and cross-loading values Sarstedt et al., (2021) The
reliability test is conducted using Cronbach’s Alpha (values > 0.60 indicate good
internal consistency) and Composite Reliability (values > 0.70 indicate high
reliability), where Composite Reliability is always higher than Cronbach’s Alpha
(Ghozali & Latan, 2015).
Descriptive Analysis

Descriptive analysis is used to describe and present research data in a
structured manner without analyzing relationship between variables (Sekaran &
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Bougie, 2017). This technique presents data in numerical or graphical form, such
as maximum, minimum, mean, and standard deviation, to understand data
patterns or trends. In this study, descriptive analysis employs the Likert scale based
on Sugiyono (2016), with an interval of 0.8 to determine respondents' perception
levels, ranging from Very Low (1.00-1.80) to Very High (4.21-5.00).
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Measurement (Outer Model)

The Outer Model in Structural Equation Modeling (SEM) assesses the
quality of latent variable measurements based on validity and reliability (Ghozali
& Latan, 2015). Validity tests include convergent validity, which ensures indicator
correlation with its construct (outer loading > 0.70, AVE > 0.50), and discriminant
validity, which confirms construct distinctiveness through higher item loading on
its construct than cross-loading values. Reliability tests measure the consistency of
the questionnaire using Cronbach’s Alpha (> 0.60 for acceptable internal
consistency) and Composite Reliability (> 0.70 for high reliability), where
Composite Reliability values are always higher than Cronbach’s Alpha.

Structural Model (Inner Model)

According to Ghozali & Latan (2015), the inner model represents the
estimated influence between latent variables based on theoretical foundations and
is used to predict causal relationships. R-Square (R2) indicates the extent to which
independent (exogenous) variables influence the dependent (endogenous)
variable, with values ranging from o to 1. It is categorized as strong if R2 > 0.75,
high if R2 > 0.50, and moderat if R2 > 0.25. weak, f-Square (f2) measures the
effect size of independent variables on dependent variables, with classifications of
weak (>0.02), moderate (>0.15), and high (>0.35) (Sarstedt et al., 2021).

Hypothesis Testing

Hypothesis testing aims to determine whether there is a significant influence
between the studied variables. According to Ghozali & Latan (2015) a hypothesis is
accepted based on the following criteria: a) Original Sample—this value determines
the direction of the hypothesis test, where a positive value indicates a positive
effect, and a negative value indicates a negative effect, b) t-statistic—this measures
statistical significance, with a hypothesis being accepted if t-statistic > 1.96, and c)
P-value—used to assess the significance of the relationship between variables,
where a hypothesis is supported if P-value < 0.05, indicating a low margin of error.

Results and Discussion
Measurement (Outer Model)

This research employed the Structural Equation Modeling (SEM) method
using SmartPLS. SEM-PLS analysis was conducted by testing the Outer
Model and Inner Model as this study fulfilled its requirements.

Convergent Validity

The Outer Model in SEM assesses the relationship between latent variables
and their indicators to ensure validity and reliability. The table below shows the
convergent validity test results, where indicators are valid if outer loading > 0.70
and AVE > 0.50.
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-% Table 1 Result of Outer Loading
5 Variable Indicator | Loading Rule of Explan
Factor Thumb ation
0C1 0.876S 0.70 Valid
Organizational 0OC2 0.846 0.70 Valid
Culture 0C3 0.883 0.70 Valid
0C4 0.874 0.70 Valid
Person- POF1 0.870 0.70 Valid
Organization Fit POF2 0.871 0.70 Valid
POF3 0.796 0.70 Valid
WLB1 0.791 0.70 Valid
Work-Life Balance WLB 0.902 0.70 Valid
2
WLB 0.870 0.70 Valid
3
OCM1 0.898 0.70 Valid
Organizational OoCM 0.912 0.70 Valid
Commitment 2
OCM 0.877 0.70 Valid
3
ITS1 0.857 0.70 Valid
Intention to Stay ITS2 0.781 0.70 Valid
ITS3 0.843 0.70 Valid

Source: Research data processing results
Based on Table 1, the variables of organizational culture, person-
organization fit, work-life balance, organizational commitment, and intention

to stay have outer loading values > 0.70, confirming their validity.

Table 2 Average Variance Extracted (AVE)

Average Variance
Extracted (AVE)
Organizational Culture 0.757
Person-Organization Fit 0.716
Work-Life Balance 0.732
Organizational Commitment 0.802
Intention to Stay 0.685

Source: Research data processing results

Based on Table 2, convergent validity with an AVE value > 0.50, indicating
that each indicator adequately explains its construct.

Discriminate Validity

Discriminant validity ensures that a construct is unique and not
overlapping with others. It is achieved when an item's loading on its construct
is higher than its cross-loading on other constructs. The test results are as
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5 Table 3 Cross Loading

oC POF WLB | OCM | ITS

0OC1 0.876 0.559 0.575 | 0.533 | 0.499
0OC2 0.846 0.520 0.477 | 0.470 | 0.499
0Cs3 0.883 0.584 0.536 | 0.640 | 0.474
0C4 0.874 0.581 0.552 | 0.624 | 0.498
POF1 0.532 0.870 0.564 | 0.646 | 0.542
POF2 0.581 0.871 0.573 | 0.609 | 0.516
POF3 0.532 0.796 0.595 | 0.499 | 0.409
WLB1 0.578 0.644 0.791 | 0.580 | 0.501
WLB2 0.520 0.559 0.902 | 0.608 | 0.494
WLB3 0.480 0.534 0.870 | 0.559 | 0.496
OCM1 0.604 0.636 0.586 | 0.898 | 0.580
OCM2 0.565 0.616 0.651 | 0.912 | 0.594
OCM3 0.609 0.620 0.596 | 0.877 | 0.519
ITS1 0.475 0.490 0.501 | 0.560 | 0.857
ITS2 0.387 0.483 0.436 | 0.521 | 0.781
ITS3 0.538 0.475 0.505 | 0.441 | 0.843

Source: Research data processing results

Based on Table 3, the loading value of each indicator item on its construct is
greater than the cross-loading value. Therefore, it can be concluded that all
constructs or latent variables have good discriminant validity.

Cronbach's Alpha is used to evaluate the internal consistency of a scale. An
Alpha value > 0.60 indicates adequate reliability in research.

Table 4 Cronbach Alpha
Cronbach’s | The Reliable | Explanation
Alpha Standard

Organizational Culture 0.893 0.60 Reliable
Person-Organization 0.803 0.60 Reliable
Fit

Work-Life Balance 0.815 0.60 Reliable
Organizational 0.877 0.60 Reliable
Commitment

Intention to Stay 0.769 0.60 Reliable

Source: Research data processing results
Based on Table 4, Cronbach’s Alpha values exceed 0.60, meeting reliability
standards and confirming that all indicators are reliable.
Composite reliability measures a variable’s true reliability, making its value
higher than Cronbach’s Alpha. A construct is reliable if Cronbach’s Alpha > 0.60 and
Composite Reliability > 0.70.

Table 5 Composite Reliability
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Q@

E

j_‘é Cronbach’s Composite Reliability

g) Alpha (rho_A)

'S Organizational Culture 0.893 0.896
Person-Organization Fit 0.803 0.817
Work-Life Balance 0.815 0.815
Organizational 0.877 0.877
Commitment
Intention to Stay 0.769 0.772

Source: Research data processing results

Based on Table 5, Composite Reliability has met the criteria, as Cronbach’s
Alpha value is greater than 0.60 and the Composite Reliability value is greater
than 0.70. Thus, it can be concluded that all tested indicators are reliable.

Structural Model (Inner Model)

The inner model illustrates the relationships between latent variables based on
substantive theory and is used to predict causal relationships between constructs. The
tests used in the inner model include R-Square and f-Square:

R-Square
Table 6 R-Square
R-Square Explanation
Organizational 0.461 Weak
Commitment
Intention to Stay 0.605 Moderat

Source: Research data processing results

Based on Table 6, the R-Square value for organizational commitment is
0.461 (weak category), indicating that it is influenced by organizational culture,
person-organization fit, and work-life balance by 46.1%. Meanwhile, the R-
Square value for intention to stay is 0.605 (moderate category), meaning these
factors explain 60.5% of the variance in intention to stay.

f-Square
Table 7 f-Square
Intention Organizational
to Stay Commitment

Intention to Stay
Organizational 0.048
Commitment
Organizational Culture 0.026 0.098
Person-Organization 0.021 0.117
Fit
Work-Life Balance 0.029 0.110

Source: Research data processing results

Based on Table 7, the f-square value for organizational commitment on
intention to stay is 0.048, indicating a weak effect. The f-square value for
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organizational culture on intention to stay is 0.026, also indicating a weak
effect. The f-square value for organizational culture on organizational
commitment is 0.098, indicating a moderate effect. The f-square value for
person-organization fit on intention to stay is 0.021, indicating a weak effect,
while its effect on organizational commitment is 0.117, indicating a moderate
effect. The f-square value for work-life balance on intention to stay is 0.029,
indicating a weak effect, whereas its effect on organizational commitment is
0.110, indicating a moderate effect.
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Hypothesis Test

Hypothesis testing determines the significance of direct and indirect
effects between variables. A hypothesis is accepted if the t-statistic > 1.96 and
the P-value < 0.05, while the original sample indicates the direction of the
influence. The following are the results of the direct and indirect effect

hypothesis tests:
Table 8 Specific Direct Effect
Original
Sample t-statistic P-
Hipotesis (0) (O/STDEV) | values
Organizational Culture —
H1 | Organizational Commitment 0.2720 4.1330 | 0.0000
Organizational Culture —
H2 | Intention to Stay 0.1730 2.2280 | 0.0260
Organizational Commitment
H3 | — Intention to Stay 0.2550 2.7980 | 0.0050
Person-Organization Fit —
H4 | Organizational Commitment 0.1380 4.3170 | 0.0000
Person-Organization Fit —
Hjs | Intention to Stay 0.1650 2.0840 | 0.0380
Work-Life Balance —
H6 | Organizational Commitment 0.2990 3.4740 | 0.0010
Work-Life Balance —
H7 | Intention to Stay 0.1890 2.3720 | 0.0180

Source: Research data processing results

Based on Table 8, the results of the direct effect hypothesis test using
bootstrapping can be seen:
Hi: Organizational culture has a positive and significant effect on
organizational commitment

The test results confirm that organizational culture has a positive and
significant effect on organizational commitment. This is indicated by an original
sample value of 0.272, which is positive, meaning the direction of the effect is
positive. The t-statistic value of 4.133 > 1.96 shows that the effect is significant,
and the P-value of 0.000 < 0.05 confirms that the effect is statistically
significant, thus H1 is accepted.
H2: Organizational culture has a positive and significant effect on intention to
stay.

The test results confirm that organizational culture has a positive and
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significant effect on intention to stay. This is indicated by an original sample
value of 0.173, which is positive, meaning the direction of the effect is positive.
The t-statistic value of 2.228 > 1.96 shows that the effect is significant, and the
P-value of 0.026 < 0.05 confirms that the effect is statistically significant, thus
H2 is accepted.

H3: Organizational commitment has a positive and significant effect on intention
to stay.

The test results confirm that organizational commitment has a positive
and significant effect on intention to stay. This is indicated by an original
sample value of 0.255, which is positive, meaning the direction of the effect is
positive. The t-statistic value of 2.798 > 1.96 shows that the effect is significant,
and the P-value of 0.005 < 0.05 confirms that the effect is statistically
significant, thus H3 is accepted.

H4: Person-organization fit has a positive and significant effect on organizational
commitment.

The results of the testing prove that person-organization fit has a positive
and significant effect on organizational commitment. This is indicated by the
original sample value of 0.138, which is positive, meaning it has a positive
direction. The t-statistic value of 4.317 > 1.96 shows that the effect is significant,
and the p-value of 0.000 < 0.05 indicates that this effect can be proven, thus
Hg is accepted.

Hs: Person-organization fit has a positive and significant effect on intention to
stay.

The results of the testing prove that person-organization fit has a positive and
significant effect on intention to stay. This is indicated by the original sample value of
0.165, which is positive, meaning it has a positive direction. The t-statistic value of
2.084 > 1.96 shows that the effect is significant, and the p-value of 0.038 < 0.05
indicates that this effect can be proven, thus H5 is accepted.

H6: Work-life balance has a positive and significant effect on organizational
commitment.

The results of the testing prove that work-life balance has a positive and
significant effect on organizational commitment. This is indicated by the
original sample value of 0.299, which is positive, meaning it has a positive
direction, the t-statistic value of 3.474 > 1.96 shows that the effect is significant,
and the p-value of 0.001 < 0.05 indicates that this effect can be proven, thus H6
is accepted.

H7: Work-life balance has a positive and significant effect on intention to stay.

The results of the testing prove that work-life balance has a positive and
significant effect on intention to stay. This is indicated by the original sample value of
0.189, which is positive, meaning it has a positive direction, the t-statistic value of
2.372 > 1.96 shows that the effect is significant, and the p-value of 0.018 < 0.05
indicates that this effect can be proven, thus Hy is accepted.
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Table 9 Specific Indirect Effects

Hipotesis Original t-statistics P-
Sample (O/STDEYV) val
(0) ues
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i)
E
j_‘; HS8 Organizational Culture — 0.069 2.164 0.031
= Organizational Commitment
S — Intention to Stay
Ho Person-Organization Fit — 0.081 2.279 0.023
Organizational
Commitment— Intention to
Stay
Hio Work-Life Balance — 0.076 2.137 0.033

Organizational Commitment

— Intention to Stay

Source: Research data processing results
Based on Table 9, the results of the indirect effect hypothesis test using

bootstrapping can be seen:

HS8: Organizational culture has a positive and significant effect on intention to
stay, with organizational commitment as a mediating variable.

The results of the testing prove that organizational commitment mediates the
effect of organizational culture on intention to stay. This is indicated by the
original sample value of

0.069, which is positive, meaning it has a positive direction, the t-statistic value
of 2.164 > 1.96 shows that the effect is significant, and the p-value of 0.031 < 0.05
indicates that this effect can be proven, thus H8 is accepted.

Ho: Person-organization fit has a positive and significant effect on intention to
stay, with organizational commitment as a mediating variable.

The results of the testing prove that organizational commitment mediates the
effect of person-organization fit on intention to stay. This is indicated by the
original sample value of 0.081, which is positive, meaning it has a positive
direction. The t-statistic value of 2.279 > 1.96 shows that the effect is significant,
and the p-value of 0.023 < 0.05 indicates that this effect can be proven, thus Hg
is accepted.

H1io: Work-life balance has a positive and significant influence on intention to
stay, with organizational commitment as a mediating variable.

The results of the testing prove that organizational commitment mediates the
effect of work-life balance on the intention to stay. This is indicated by the
original sample value of 0.076, which is positive, meaning it has a positive
direction. The t-statistic value of 2.137 > 1.96 shows that the effect is significant,
and the p-value of 0.033 < 0.05 indicates that this effect can be proven, thus Hio
is accepted.

The Influence of Organizational Culture on Organizational Commitment

The analysis confirms that organizational culture significantly influences
employees' organizational commitment at PT Madubaru PG/PS Madukismo,
supporting Hi1. A strong culture fosters employee responsibility, increasing
their commitment. This finding aligns with previous studies by Utarayana &
Dewi Adnyani (2020), Arachim (2020), Nugroho et al., (2021), Abdullah &
Azizan (2022), Prayuda (2023), and Fauzan et al., (2023) which state that
organizational culture has a significant positive impact on organizational
commitment.
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The Influence of Organizational Culture on Intention to Stay

The analysis confirms that organizational culture significantly and
positively influences the intention to stay among employees at PT Madubaru
PG/PS Madukismo, supporting H2. A strong organizational culture shapes a
work environment that enhances employees' comfort and connection with the
company by aligning with their needs, expectations, and values. This, in turn,
encourages long-term commitment. These findings align with previous studies
by Pundhiarto & Hidajat (2021), Naveed et al., (2022), Islam et al., (2022),
Wildan Firdausi (2024), Oztuna & Bayraktar (2024), and Waruwu (2024)
which also highlight the positive impact of organizational culture on intention
to stay.
The Influence of Organizational Commitment on Intention to Stay

The analysis confirms that organizational commitment significantly and
positively impacts intention to stay at PT Madubaru PG/PS Madukismo,
supporting H3. Employees with strong commitment feel emotionally attached,
responsible, and motivated to contribute, making them less likely to seek
opportunities elsewhere and more inclined to remain with the organization. This
finding is supported by studies from Evan-Reber (2021), Monica & Prasetyo
(2021), Mahfouz et al., (2022), Silva et al., (2023), Herrity (2023), and Wildan
Firdausi (2024) which also highlight the positive influence of organizational
commitment on intention to stay.
The Influence of Person-Organization Fit on Organizational Commitment

The analysis confirms that person-organization fit significantly enhances
organizational commitment at PT Madubaru PG/PS Madukismo, supporting
H4. Value alignment fosters job satisfaction, workplace harmony, and a sense
of belonging, reducing conflict and strengthening employees’ connection to the
company’s mission, reinforcing their commitment. These findings align with
studies by Rombaut & Guerry (2020), Putri & Parmin (2022), Jayanti (2022),
Ali (2022), Silva et al., (2023), and Christian et al., (2023) which also highlight
the positive impact of person-organization fit on organizational commitment.
The Influence of Person-Organization Fit on Intention to Stay

The analysis confirms that person-organization fit significantly and
positively affects intention to stay at PT Madubaru PG/PS Madukismo,
supporting H5. Alignment between individual and organizational values creates
a supportive work environment, minimizing conflicts and enhancing job
satisfaction. Employees who share the company's values feel more motivated,
engaged, and committed, ultimately strengthening their intention to remain
with the organization. These findings align with studies by Rombaut & Guerry
(2020), Rai & Nandy (2021), Bloxsome et al., (2021), Bagus Swastasi & Sartika
(2021), Noviaristanti (2022), and Kakar (2022) which also demonstrate that
person-organization fit positively and significantly influences intention to stay.
The Influence Work-Life Balance on Organizational Commitment

The analysis confirms that work-life balance positively affects organizational
commitment at PT Madubaru PG/PS Madukismo, supporting H6. A balanced
work-life enhances job satisfaction, reduces stress, and prevents burnout,
improving focus and commitment. Organizations that support this balance foster
motivation and loyalty by valuing employee well-being and growth. These

findings align with studies by Kesumayani et al., (2020), Hutagalung et al.,
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(2020), Hasan et al., (2021), Nikmatul Azizah et al., (2023), and Silva et al.,
(2023) which also confirm the significant positive effect of work-life balance on
organizational commitment.
The Influence Work-Life Balance on Intention to Stay

The analysis confirms that work-life balance positively influences intention
to stay at PT Madubaru PG/PS Madukismo, supporting H7. A healthy balance
reduces stress, enhances comfort at work, and prevents job interference with
personal life. Employees who feel supported in maintaining this balance are
more connected to the company and more likely to stay. This result is
supported by studies conducted by Sudibjo & Suwarli (2020), Sriram et al.,
(2022), A. Choi & Hwang (2023), Rezeki (2023), Saraswati et al., (2023), and
Wildan Firdausi (2024) which state that work-life balance has a significant
positive effect on intention to stay.
The Influence of Organizational Culture on Intention to Stay with Organizational
Commitment as a Mediating Variable

The analysis shows that organizational commitment mediates the effect of
organizational culture on the intention to stay at PT Madubaru PG/PS Madukismo,
confirming H8. A strong organizational culture fosters a supportive work
environment, enhances employee attachment, and strengthens their commitment.
This commitment, in turn, increases their intention to stay. These findings align with
studies by Choi et al., (2015), Hassan & Shahbaz (2020), and Li & Wang (2023).
The Influence of Person-Organization Fit on Intention to Stay with Organizational
Commitment as a Mediating Variable

The analysis confirms that organizational commitment mediates the effect of
person-organization fit and work-life balance on intention to stay at PT Madubaru
PG/PS Madukismo, supporting Hg9 and H10. Value alignment fosters commitment,
while work-life balance enhances satisfaction, both strengthening employees'
intention to stay. These findings align with studies by Choi et al., (2015),
Dechawatanapaisal (2019), Wahyanto et al., (2020), Adams & Smith (2022), and
Silva et al., (2023) on person-organization fit, as well as research by Malone & Issa
(2013), Choi et al. (2015), Fayyazi & Aslani (2015), Chang et al. (2019), and Silva et
al. (2023) on work-life balance.
The Influence of Work-life balance on Intention to Stay with Organizational
Commitment as a Mediating Variable
The analysis confirms that organizational commitment mediates the effect of work-
life balance on intention to stay at PT Madubaru PG/PS Madukismo, supporting
H1o0. A well-maintained work-life balance increases commitment by reducing stress
and enhancing job satisfaction. Employees who feel supported in balancing work
and personal life develop a stronger connection to the organization, making them
more likely to stay long-term. These findings align with studies by Choi et al., (2015),
Fayyazi & Aslani, (2015), Chang et al., (2019), and Silva et al., (2023) which state
that organizational commitment mediates the effect of work-life balance on the
intention to stay.
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Conclusion

The findings of this study indicate that organizational culture, person-
organization fit, and work-life balance have a positive and significant impact on both
organizational commitment and employees' intention to stay. This suggests that when
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a company fosters a positive culture, ensures alignment between individual and
organizational values, and supports employees' work-life balance, employees are more
motivated to commit to and remain in the organization. Furthermore, the study
confirms that organizational commitment mediates the relationship between
organizational culture, person-organization fit, and work-life balance with the
intention to stay. In other words, the higher an employee's commitment to the
organization, the more likely they are to remain and contribute in the long term rather
than seek alternative employment opportunities.

However, this study has several limitations that should be considered. A key
limitation is that many field employees faced difficulties in completing the
questionnaire due to high mobility, time constraints, and limited access. This may have
affected participation rates and the representativeness of the data. Therefore, future
research is recommended to expand its scope by including all employees, including
those in field roles. By involving all employee groups, the study results will be more
representative and provide a comprehensive understanding of the factors influencing
employees’ intention to stay.

For companies, these findings can serve as a reference for designing policies and
strategies to enhance employee retention. One effective approach is to conduct regular
surveys to assess the alignment between employees’ values and organizational values.
Such surveys can help identify potential misalignments that may not be apparent in
daily interactions. Based on these insights, organizations can make adjustments in
policies, leadership styles, and employee development programs to better meet
employees' needs. Strengthening this alignment can enhance employee commitment
and encourage them to remain with the organization, ultimately fostering a more
stable, productive, and harmonious work environment.
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