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ABSTRAK

Tujuan dari penelitian ini yaitu untuk mengetahui budaya kerja, kesehatan
dan keselamatan kerja (K3), dan turnover intention pada perkebunan kelapa sawit
Plasma Sumber Makmur. Penelitian ini juga mengamati pengaruh budaya kerja
terhadap turnover intention, pengaruh budaya kerja terhadap K3, pengaruh K3
terhadap turnover intention, dan apakah K3 mampu memediasi pengaruh budaya
kerja terhadap turnover intention. Penelitian ini dilakukan pada karyawan
transmigran Plasma Sumber Makmur dengan jumlah populsi sebanyak 64
karyawan yang semuanya menjadi responden dalam penelitian ini. Teknik sampling
menggunakan teknik total sampling. Pengumpulan data dilakukan dengan teknik
kuesioner. Teknik analisis data menggunakan analisis jalur dan program Smart-PLS
4. Hasil analisis rentang skala dalam penelitian ini menunjukan bahwa budaya kerja
tinggi, kesehatan dan keselamatan kerja tinggi, turnover intention tinggi. Hasil uji
hipotesis menunjukan jika budaya kerja tidak memberikan pengaruh terhadap
turnover intention, budaya kerja tidak berpengaruh terhadap kesehatan dan
keselamatan kerja. K3 berpengaruh terhadap turnover intention, dan K3 tidak
mampu memediasi pengaruh budaya kerja terhadap turnover- intention.

Kata Kunci : Budaya Kerja, Kesehatan dan Keselamatan Kerja, Turnover

intention.
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THE INFLUENCE OF WORK CULTURE ON TURNOVER INTENTION
MEDIATED BY OHS (Study on Plasma Sumber Makmur)

Aditya Yudha Arifandi
Management Department, Universitas Muhammadiyah Malang, Indonesia

e-mail; adityayudhaarifandi@gmail.com

ABSTRACT

The purpose of this study was to determine the work culture, occupational health
and safety (OHS), and turnover intention on the Sumber Makmur Plasma oil palm
plantation. This study also examines the effect of work culture on turnover intention,
the effect of work culture on OHS, the effect of OHS on turnover intention, and
whether OHS is able to mediate the effect of work culture on turnover intention.
This research was conducted on transmigrant employees of Plasma Sumber
Makmur with a total population of 64 employees who all became respondents in
this study. The sampling technique used total sampling technique. Data collection
was carried out using a questionnaire technique. The data analysis technique uses
path analysis and the Smart-PLS 4 program. The results of scale range analysis in
this study indicate that work culture is high, occupational health and safety is high,
turnover intention is high. The results of hypothesis testing show that work culture
has no effect on turnover intention, work culture has no effect on occupational
health and safety. OHS affects turnover intention, and OHS is not able to mediate
the effect of work culture on turnover intention.

Keyword: OHS, Turnover intention, Work Culture
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