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Turnover is a critical issue for companies because of its negative impact on companies, such as recruitment costs,

training costs, low productivity, and operational disruption. The turnover intention has been acknowledged as

the best predictor of actual turnover, hence, the importance of studying turnover intention. Most private palm oil

enterprises in Indonesia offer trainee programs as their recruitment strategy for operational employees. Training

programs are designed to help recruit fresh graduates to adapt to the company's culture and job role. Training pro-

grams are mostly 3-6 months in length and adapt semi-military concepts. Most of the trainees are reported to ex-

perience dif􀅫iculty following the semi-military training and adapting to the company's culture due tomis􀅫it and in-

capability to handle stressful situations. This study aims to measure and analyze the effect of person-organization

􀅫it and hardiness on graduate trainee's turnover intention in one of Indonesia's Private Palm Oil Enterprises. This

research uses a quantitative approach with multiple linear regression analysis methods. The sample size of this

study is 103 graduate traineeswhowere taking part in the orientation training programwithin the enterprise. The

result of the study indicates a negative in􀅫luence of person-organization 􀅫it and hardiness on the turnover intention

with an effective contribution of 62.4%.

© 2018 The Author(s). Published by TAF Publishing.

INTRODUCTION

Agriculture is one of the key sectors of Indonesia’s econ-

omy. One of Indonesia’s important agricultural comodities

is palm oil. Indonesia is currently the largest producer and

exporter of palm oil worldwide. Palm oil cultivation in In-

donesia is usually managed by either state or private en-

terprises. Driven by increased global demand and higher

yields, palm oil cultivation in Indonesia has risen signi􀅫-

icantly (Food and Agriculture Organization, 2017). This

condition hasmade business environment very competitive

thus having competitive advantages is important for busi-

ness sustainabilty. Competent and highly talented employ-

ees are the key assests for a company to achieve competitive

advantages in business environment (Bernik, Azis, Kartini,

& Harsanto, 2015; Krisnawati, Perangin-Angin, Zainal, &

Suardi, 2016; Uren & Jakson, 2012).

At the same time, companies are 􀅫inding it increasingly dif􀅫i-

cult to 􀅫ind, hire and retain talent, which is also knownas the

War for Talent (Borngraber-Berthelsen, 2008). Many of the

highly skilled employees are being attracted by more than

one companies at the same time with various kinds of in-

centives such as better salary, promising career, and better

job environment which eventually lead them to leave their

current company, known as turnover (Augustine, 2011).

Employee turnover is a critical problem for companies be-

cause of its negative consequences and associated costs

that might affect companies's performance and productiv-

ity as awhole. Turnover can increase company's costs, such

as replacement costs, recruitment process cost, lower pro-

ductivity, decreasing organization's pro􀅫its, potential loss

of valuable knowledge, skills and also intellectual capital
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(Atef, El-Leithy., & Al-Kalyoubi, 2017; Hoai & Thanwadee,

2015). Because of its negative consequences, numerous re-

searches had been conducted to study the antecedents of

turnover. One of the strongest predictors of actual turnover

behavior is known as turnover intention (Kuean, Kaur, &

Wong, 2010), hence the importance of studying turnover

intention.

This turnover phenomenon was also founded in one of In-

donesia’s private palm oil enterprises. As part of their re-

cruitment strategy, this company offers trainee programs

to their operational employees. Fresh graduates with cer-

tain majors and degrees are recruited straight out of the

university. Recruited fresh graduates then begin their ca-

reer within the company by following training programs.

These training programs are designed to help the recruited

fresh graduates to familiarize with the company's culture

and their job role. Trainingprogramsaremostly 3-6months

in length, and adapt semi-military concepts. Recruited fresh

graduates who follow training programs, are called gradu-

ate trainees. Training programs are divided into two terms:

in class training and on the job training. In class training

includes basic disicpline program and learning the theo-

ries and demonstration of materials, while on the job train-

ing includes “on 􀅫ields” experiences for the positions. Dur-

ing training programs, trainees will be regularly evaluated

and 􀅫inal evaluation of the training programs will decide

trainees’ status to be accepted as permanent employee or

not.

Most of the trainees are reported to experience dif􀅫iculty

in following the semi-military training and adapting to the

company's culture due to mis􀅫it and incapability to han-

dle stressful situation. This situation later leads to trainees

turnover in training programs. Highest trainees's turnover

was recorded in year 2015 as 37.8%. Kristof (1996) de-

cribed the congruence between the values and norms of

an organization with the values and norms of the employ-

ees working in an organization as person-organization 􀅫it.

Many past researches had found the relationship between

person-organization 􀅫it and turnover intention. Those stud-

ies show that employeeswho shared values and normswith

their organization tended to stay longer in the company and

employees who felt mis􀅫it with the organizations’s values

and norms are tended to leave the company (Giffen, 2015;

Liu, Liu, & Hu, 2010; MacArthur, 2012; Manirojana, 2016;

Na Ayutthaya, Tuntivivat, & Prasertsin, 2016; Peng, Lee, &

Tseng, 2014; Wen, Zhu, & Liu, 2016).

Another factor that leads to trainees’s turnover is their

incapability to handle stressful situation during training

programs. Kobasa (1979) described that an individual’s

personal characteristics acted as resistance resources that

mediate the negative consequences of high level stress as

hardiness. Past studies had found that employees with

highly hardy attitudes showed the action pattern of coping

with stressful circumstances by facing them and struggling

to turn them from potential disaster into opportunities

(Subramanian & Vinothkumar, 2009). Furthermore, em-

ployeeswith high hardiness also had been found associated

with higher positive organizational behavior such as job

satisfaction, organization citizenship behavior, work en-

gagement, and organizational commitment and lower neg-

ative organizational behavior such as perceived job stress,

perceived job strain, abstenteeism, and turnover intention

(Bal TaşTan, 2016; Cash, 2009; Cash & Gardner, 2011; Fer-

reira, 2012; Garrosa, Ladstätter, Moreno, Gan, & Carmona,

2014; Oetomo, Satrio, & Lestariningsih, 2016; Vijayabanu,

Govindarajan, & Renganathan, 2014; Yanuardi & Hadiwid-

jojo, 2014). This study aims to measure and analyze the

effect of person-organization 􀅫it and hardiness on gradu-

ate trainees turnover intention in one of Indonesia’s Private

Palm Oil Enterprises.

LITERATURE REVIEW

Turnover Intention

Price (1977) de􀅫ined turnover as the ratio of the number

of organizational members who have left during the pe-

riod being considered divided by the average number of

people in that organization during the period. Employee

turnover is a critical issue at both organizational and in-

dividual levels. Employee turnover can lead to the loss of

talented employees, which might increase organizational

cost (Liu et al., 2010) also damage organizational produc-

tivity and interruption in the organizational activities (Atef

et al., 2017). Reviews on the antecedents of turnover in-

tention have highlited intention to leave as an outcome

variable. Turnover intention had been acknowledged as

the best predictor of actual turnover. Therefore turnover

intention has been studied as an alternative in measuring

actual turnover. According to the Theory of Planned Be-

havior by Fishbein and Ajzen (1975), individual behavior is

driven by behavior intention. This behavior intention con-

cept proposes that individuals rationally reach a decision

by systematically employing accesible information on the

costs and bene􀅫its of the behavior and the control they have

or believe they have, over carrying out. In order words be-

havior intentions are determined by attitudes towards the

behavior, subjective norms and perceived behavior control.

Themeasurement of intentions in the theory of planned be-

havior, can be de􀅫ined in terms of its target, action, context
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and time element.

Person-Organization Fit

Chatman (1989) describes person-organization 􀅫it as the

congruence between the norms and the values of organi-

zations and persons. Meanwhile, Kristof (1996) described

that person-organization 􀅫it happens when: (1) person and

organization, at least either of them is able to provide the

counterpart with required resources; (2) person and orga-

nization hold similarities in certain characteristics; (3) or

both the conditions above are ful􀅫illed. Person-organization

􀅫it has often been conceptualized in two different perspec-

tives, 􀅫irst one is supplementary and complementary 􀅫it and

the second is need-supplies and demand-abilities distinc-

tion. From these perspectives, Kristof (1996) identi􀅫ied

four operationalizations of person-organization 􀅫it:

1) Value congruence which is described as similarity be-

tween fundamental characteristics of an individual and or-

ganizations such as value and personality.

2) Goal congruence which is described as similarity be-

tween individual’s goal and organizational leaders, peers

or organizational goal.

3) Employee need ful􀅫illment which is described as similar-

ity between individual preferences or needs and organiza-

tional system and structure.

4) Culture personality congruence which is described as

similarity between the characteristics of individual person-

ality and organizational climate.

Previous studies have demonstrated a negative effect of

person-organization 􀅫it on turnover intention. Caldwell,

Chatman, and O'Reilly (1990) found that person–organiza-

tion 􀅫it was negatively associated with intention to quit for

an accountant. Hoffman and Woehr (2006) also revealed

that person-organization 􀅫it was related to turnover. A sim-

ilar result was also shown by Jung and Yoon (2013) who

found a negative relationship between person-organization

􀅫it and turnover intention. These studies have indicated

that the individual and organizational “􀅫it” increases the

likelihood of the individual’s willingness to stay with the

organization.

Hardiness

Hardiness was 􀅫irst introduced by Kobasa (1979) who de-

􀅫ined it as a pattern of personality characteristics that facil-

itates turning stressful circumstances from potential disas-

ter into growth opportunities. According to Kobasa (1979),

hardiness consisted of three components: Commitment,

Control and Challenge.

1) Commitment is de􀅫ined as a tendency to involve oneself

in the activities in life and have genuine interest in and cu-

riosity about the activities, things and other people (rather

than sink into detachment and alienation).

2) Control is de􀅫ined as a tendency to believe and act as if

one can in􀅫luence the life events through one’s own effort

(rather than feeling helpless).

3) Challenge is de􀅫ined as the belief that changes in life

(rather than stability) is the normative mode of life and see

them as opportunities for personal growth.

Maddi (2002) suggested that hardiness acts as a protec-

tive factor in stressful situations predominantly through

cognitive appraisal and coping behavior. He also explained

that individuals high on hardiness tend to approach life

demands more actively and perceive that they can handle

them successfully which results in less stressful experience.

Cash and Gardner (2011) also suggested that hardiness is

positively related to job satisfaction and the use of adaptive

coping strategies more frequently. Employees with high

hardiness also had been found associated with higher work

engagement, and organizational commitment and lower

perceived job stress, perceived job strain, abstenteeism, and

turnover intention (Bal TaşTan, 2016; Garrosa et al., 2014;

Vijayabanu et al., 2014; Yanuardi & Hadiwidjojo, 2014).

Research Framework and Hypothesis

Research framework of this study is shown in Fig-

ure 1. Therefore, the hypothesis of this study is person-

organization 􀅫it and hardiness have a signi􀅫icant negative

in􀅫luence on turnover intention among graduate trainees.

FIGURE 1. Conceptual framework

METHODOLOGY

Participants

This study used total sampling as sample collection tech-

nique, where all of the population becomes the research

participants. Population for this study are 120 graduate

trainees from year 2017. From 120 graduatee trainees only

103 can be selected as research participants due to incom-

plete data. All of research participants are male, 51% (53)
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trainees are in class training, and 49% (50) trainees are on

the job training.

Measurement Scales

Main variables of this study are turnover intention, person-

organization 􀅫it and hardiness. Quantitative approach by

using a questionnaire for data collection is used in this

study. Turnover intention was measured by adopting the

intention aspect from Fishbein and Ajzen (1975), person-

organization 􀅫it was measured by adopting the person-

organization 􀅫it aspect from Kristof (1996) and hardi-

ness was measured by adopting the hardiness aspect from

Kobasa (1979). All questionnaires utilized a 5 point Likert

type scale. A pilot study for ascertaining research instru-

ments’s reliability and validity was conducted. A total of

70 questionnaires was administered to a similiar sample

but only 62 questionnaires were found useable for the pilot

study. Questionnaires responses collected from the pilot

study were then analyzed by using SPSS program. Reliabil-

ity and principle component factor analysis with varimax

rotation were performed for all three measurement scales.

The total items for the questionnaires after the pilot study

is 39 questions, divided into four sections. the 􀅫irst section

is about personal information of the research participants,

the second section is turnover intention scale which con-

sists of 11 questions (α = 0.87), the third section is person-

organization 􀅫it scale which consists of 19 questions (α =

0.894) and the fourth section is hardiness scale which con-

sists of 9 questions (α = 0.865). Each questionnaire had a

covering page explaining the purpose of the study, detailed

instruction, and guarantee of con􀅫identiality of each partic-

ipant's data.

Procedures

Questionnaire was distributed to research participant by

the assistance from company’s representatives. Collected

data from research participants were analyzed using SPSS

program. Data were analyzed using descriptive statistics

andmultiple linear regression analysismethods. Datawere

also checked for multiple linear regression’s basic assump-

tions (normality, linearity, multicollinearity, autocorrela-

tion, and homoscedasticity).

RESULTS

Basic Assumptions

Normality

Multiple regressions assume that residuals are normally

distributed (Jung & Yoon, 2013). Normality in this study

was checked through histograms of the standardized resid-

uals. Figure 2 shows normality test for this study.

FIGURE 2. Normality test

Linearity

Multiple linear regression requires the relationship be-

tween the independent and the dependent variables to be

linear. Linearity in this study was checked through statisti-

cal analysis by using the test for linearity p-value must be <

0.05 to be concluded as linear. Table 1 shows linearity test

for this study.
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TABLE 1. Linearity test

Variable Linearity Remarks

Turnover intention * Hardiness 0.000 Linear

Turnover intention * Person organization 0.000 Linear

Autocorrelation

Multiple linear regression requires that there is little or no

autocorrelation in the data. Autocorrelation occurs when

the residuals are not independent of each other. Autocorre-

lation in this study was checked through statistical analysis

by using Durbin-Watson test and Run test to further check.

Table 2 shows autocorrelation test using Durbin-Watson

and Table 3 shows autocorrelation test using Run Test. Run

test result shows p-value > 0.05 which means data are free

from autocorrelation.

TABLE 2. Autocorrelation test by Durbin-Watson

Model Summaryb

Model Change Statistics Durbin-Watson

R Square Chang F Change df 1 df 2 Sig. F Change

Dimension 0 1 .624 83.084 2 100 .000 1.654

a. Predictors: (Constant),

Person Organization Fit, Hardiness

b. Dependent Variable:

Intensi Turnover

TABLE 3. Autocorrelation test by run test

Runs Test Unstandardized Residual

Test valuea -.27878

Cases < test value 51

Cases > = test value 52

Total cases 103

Number of runs 47

Z -1.088

Asymp. Sig. (2-tailed) .276

a. Median

Multicollinearity

Multiple linear regression assumes that there is no multi-

collinearity in the data. Multicollinearity occurs when the

independent variables are too highly correlated with each

other. Multicollinearity in this study was checked through

statistical analysis by using tolerance value andVariance In-

􀅫lation Factor (VIF).

TABLE 4. Multicollinearity test

Coef􀅮icientsa

Model Collinearity Statistics

Tolerance VIF

1 (Constant)

Hardiness .490 2.041

Person organization 􀅫it .490 2.041

a. Dependent variable: Intensi turnover
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If tolerance value is > 0.1 and VIF < 10, it is concluded that

there is no multicollinearity. Table 4 shows multicollinear-

ity test for this study.

Homoscedasticity

The assumption of homoscedasticity refers to equal vari-

ance of errors across all levels of the independent vari-

ables. Multiple linear regression assumes that there is

no heteroscedasticity. Homoscedasticity in this study was

checked through statistical analysis by using Glejser test.

If p-value > 0.05 then it can be concluded that there is no

heteroscedasticity. Table 5 shows heteroscedasticity test

for this study.

TABLE 5. Heteroscedasticity test

Model t Sig.

1 (Constant) 3.827 .000

Hardiness -1.209 .229

Person organization 􀅫it -.824 .412

Testing of Hypothesis

The hyphotesis for this study states that there is a signi􀅫i-

cant in􀅫luence of person-organization 􀅫it and hardiness to-

gether on turnover intention. Multiple regression analysis

by entermethodwas conducted to test this hypotesis. Table

6 provides the estimated coef􀅫icients of independent con-

structs and their signi􀅫icance values.

TABLE 6. Coef􀅫icient of estimators

Coef􀅮icientsa

Model Unstandardized Coef􀅮icients Standardized Coef􀅮icients

B Std. Error Beta t Sig.

1 (Constant) 54.431 3.085 17.646 .000

Hardiness -.411 .107 -.337 -3.845 .000

Person organization 􀅫it -.281 .048 -.514 -5.866 .000

a. Dependent variable: Intensi turnover

Hence, the multiple linear regression model is:

TI = 54.431− 0.281POF − 0.411H

Hypothesized relationships of person-organization 􀅫it and

hardiness with turnover intention are supported from the

derived model (negative in􀅫luence). Next, Table 7 provides

the effective contributions of person-organization 􀅫it and

hardiness together towards turnover intention.

Empirical model has achieved R-square of 62.4% depict-

ing that 62.4% of the variation of turnover intention is ex-

plained by person organization 􀅫it and hardiness.

TABLE 7. Model summary

Model R R Square Adjusted R Square Std. Error of the Estimate

Dimension0 1 .790a .624 .617 2.984

a. Predictors: (Constant), Person organization 􀅫it, Hardiness

TABLE 8. ANOVA

Model Sum of Squares Df Mean Square f Sig.

1 Regression 1479.489 2 739.744 83.084 .000a

Residual 890.356 100 8.904

Total 2369.845 102

a. Predictors: (Constant), Person organization 􀅫it, Hardiness

b. Dependent variable: Intensi turnover
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Further analysis by Analysis of Variance (ANOVA) was con-

ducted to test the validity of the modelT􀂵 he result in Table 8

showed p-value = 0.000 which proved the validity of the

model. This implies that person-organization 􀅫it and har-

diness have an effect on turnover intention. These overall

result then concluded that the hypothesis of the study was

supported.

DISCUSSION AND CONCLUSION

Current study examines the in􀅫luence of person-

organization 􀅫it and hardiness on turnover intention among

graduate trainees in one of Indonesia’s private palm oil en-

terprises.The 􀅫inding of this study indicates that there is a

negative in􀅫luence of person-organization 􀅫it and hardiness

together towards turnover intention with effective contri-

bution of 62.4% which supported hypothesis of the study.

This implies if the person-organization 􀅫it and hardiness

are high, the trainee will have lower intention to leave the

company. This 􀅫inding is in accordance with the earliest

research, which indicatedwhen employee has a higher con-

gruence with organization’s values, norms and goals they

tend to stay longer in the organization (Giffen, 2015; Jung

& Yoon, 2013; Peng et al., 2014; Tugal & Kilic, 2015; Wen et

al., 2016) also when employees have high hardiness, they

tend to adopt positive coping mechanism and show lower

turnover intention (Bal TaşTan, 2016; Cash & Gardner,

2011; Evendi & Dwiyanti, 2013; Vijayabanu et al., 2014).

Findings in this study could be explained by these reasons.

First, is the recruitment strategy adopted by the company.

In recruiting graduate trainee, company shows detailed in-

formation about company's pro􀅫ile as well as training pro-

grams and also the compensation bene􀅫its provided during

and after graduating from the training program. Mayrhofer

et al. (2005) stated that at the early stage of recruitment, ap-

plicant tends tomake attribution towards company’s values

and perceives how well they will “􀅫it in with those values.

When applicant 􀅫inds similarity between their personal val-

ues and company’s value, they tend to 􀅫ind that company as

the best place to have their career (Carless, 2005; Larsen

& Phillips, 2002; McCulloch & Turban, 2007). Second, is

the compensation management adopted by the company.

Compensationmanagement is an integral part of human re-

source management which helps in designing appropriate

compensation package, motivating employees and improv-

ing organizational effectiveness (Price Water House Coop-

ers, 2014). In designing their compensation and bene􀅫it for

the trainees, company attends to the yearly benchmarking

with other companies from the same industry. This process

enables the company to stay competitive within the mar-

ket. Tugal and Kilic (2015) described that when employee’s

expectations and priorities are aligned with the facilities

offered by the company, employees tend to stay longer and

happier within the company. Third, trainees sees training

programs as a challenge. Kobasa (1979) described that in-

dividuals with high hardiness tend to accept that life is by

its nature stressful, and see those stressful changes as an

opportunity to grow in wisdom and capability which can

be turned to their advantage. They also see failures as the

opportunities to learn for the future successes and feel that

ful􀅫illment can only be gained by having turned the stresses

into growth opportunities. With this perspective, individ-

ual high on hardiness then tends to see things in positive

perspectives and actively looks for an optimistic coping

mechanismwhich results in lower job stress and decreased

intention to leave the company (Maddi, 2002).

LIMITATIONS AND RECOMMENDATIONS

This study is not without limitations. Several limitations

need to be noted when generalizing the results from this

study: (1) This study was limited to studying the in􀅫luence

of person-organization 􀅫it and hardiness on turnover inten-

tion, other variables were not included in the study; (2) The

collection of research data was conducted not directly by

the researchers which caused incomplete data from some

questionnaires; (3) This study used quantitative research

methods to study the in􀅫luence of person-organization 􀅫it

and hardiness on turnover intention. In light of the limita-

tions described above, recommendations for further stud-

ies are to study other variables besides the variables in this

study, careful consideration for data collection and adop-

tion of other research methods.
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