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ABSTRAK 

Penelitian ini bertujuan untuk mengetahui pengaruh work life balance dan person-

organization fit terhadap turnover intention dengan perceived organizational support sebagai 

variabel moderasi. Populasi pada penelitian ini adalah anggota AIESEC Local Chapter 

Universitas Muhammadiyah Malang masa jabatan tahun 2023/2024 dan 2024/2025 berjumlah 

134 orang dan sampel pada penelitian ini sebanyak 60 orang. Teknik pengambilan sampel 

penelitian ini menggunakan metode probability sampling dengan teknik simple random 

sampling. Teknik pengumpulan data pada penelitian ini menggunakan kuesioner. Metode 

analisis data menggunakan uji regresi linier berganda dengan SPSS 25. Hasil penelitian ini 

menunjukkan bahwa work life balance berpengaruh signifikan negatif terhadap turnover 

intention. Person-organization fit berpengaruh signifikan negatif terhadap turnover intention. 

Perceived organizational support tidak mampu memoderasi pengaruh work life balance 

terhadap turnover intention. Perceived organizational support tidak mampu memoderasi 

pengaruh person-organization fit terhadap turnover intention. 

Kata Kunci: work life balance, person-organization fit, turnover intention, perceived 

organizational support 
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ABSTRACT 

This research aims to determine the influence of work life balance and person-

organization fit on turnover intention with perceived organizational support as a moderating 

variable. The population of this study consist of members of AIESEC Local Chapter 

Universitas Muhammadiyah Malang for the terms 2023/2024 and 2024/2025 totaling 134 

person, with a sample size of 60 respondents. The sampling technique employed in this 

research is probability sampling using simple random sampling. Data collection was 

conducted through a questionnaire. The data analysis method used is multiple linear 

regression with SPSS 25.  The results of the research show that work life balance has a 

significant negative effect on turnover intention. Person-organization fit has a significant 

negative effect on turnover intention. Perceived organizational support has no significant effect 

on turnover intention. Perceived organizational support is unable to moderate the effect of 

work life balance on turnover intention. Perceived organizational support is unable to 

moderate the effect of person-organization fit on turnover intention. 

Keywords: work life balance, person-organization fit, turnover intention, perceived 

organizational support 
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