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The purpose of this study was to determine the effect of organizational citizenship behavior, workload, and compensation on 
turnover intention at CV. Maju Bersama Kisaran. The research methodology used was a quantitative descriptive method. The type 
of data used in this study was quantitative data, namely data obtained in the form of numbers. The data sources consisted of 
primary data and secondary data. Primary data were obtained through questionnaires distributed to respondents, while secondary 
data were obtained from documents and literature related to the research problem. The population in this study consisted of all 79 
employees working at CV. Maju Bersama Kisaran. Since the population only consisted of 79 employees, the sampling technique 
used was saturated sampling, where the entire population was used as the research sample. Based on the results of the study, it 
can be concluded that organizational citizenship behavior had a negative and significant effect on turnover intention, while 
workload had a positive and significant effect on employee turnover intention at CV. Maju Bersama Kisaran. In addition, 
compensation also affected turnover intention, and organizational citizenship behavior, workload, and compensation 
simultaneously affected employee turnover intention at CV. Maju Bersama Kisaran. The company is expected to use the results of 
this study as evaluation material to improve organizational citizenship behavior, manage workload proportionally, and improve the 
compensation system in order to reduce employee turnover intention. 
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1. Introduction 

Human resources are the most important asset in a company because they serve as the primary driving 
force behind all organizational activities (Sofyan et al., 2022). The success of a company is determined not 
only by capital, technology, and infrastructure, but also by the quality of its human resources (Naza et al., 
2025). Employees play roles as planners, implementers, and controllers of various company policies and 
strategies (Robin, Denni, et al., 2024). Therefore, companies need to manage human resources optimally 
so that organizational goals can be achieved effectively and efficiently (Robin, Simamora, et al., 2024). High-
quality human resources are capable of enhancing a company’s competitiveness in facing increasingly 
intense business competition (Robin, Devi, et al., 2024). 

One of the main challenges in human resource management is turnover intention, namely the desire of 
employees to leave the company (Hendi & Robin, 2023). Turnover intention has become a serious issue 
because it can disrupt the operational stability of a company and result in various financial and non-financial 
losses (Honkley et al., 2025). High turnover intention forces companies to incur additional costs for 
recruitment, selection, training, and adaptation processes for new employees (Herfianti et al., 2025). In 
addition, this condition can reduce work productivity and disrupt teamwork within the organization 
(Susanto, 2025). Furthermore, turnover intention refers to employees’ tendency to plan to leave the 
organization due to psychological factors, work environment conditions, and job opportunities elsewhere 
(Harinto, 2024). 
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The phenomenon of turnover intention occurs not only in large companies but also in small and medium-
sized enterprises in Indonesia (Syaifuddin, Rezeki, et al., 2024). One company experiencing this condition 
is CV. Maju Bersama Kisaran, a distributor of Fast Moving Consumer Goods (FMCG) products that supplies 
various daily necessities to the community. The company has a relatively large business scale in the Kisaran 
area and serves as one of the employment providers for the local community. However, despite its business 
growth, the company faces a fairly high turnover intention problem among its employees. 

Based on the researcher’s observations, many employees of CV. Maju Bersama choose to leave the 
company because they perceive other job opportunities offering better conditions in terms of compensation, 
workload, and career development opportunities. This condition is exacerbated by the increasing number 
of job opportunities in Kisaran City, making it easier for employees to move to other workplaces. High 
turnover intention causes the company to experience losses in the form of increased recruitment costs, 
decreased work productivity, and disrupted operational stability. In addition, the departure of experienced 
employees also affects the decline in service quality provided to customers (Syaifuddin, Lie, et al., 2024). 

This study focuses on three main factors suspected of influencing turnover intention, namely Organizational 
Citizenship Behavior (OCB), workload, and compensation. Organizational Citizenship Behavior (OCB) refers 
to voluntary employee behavior performed beyond formal job duties to help the organization achieve its 
goals effectively (Wijaya, 2023). According to Susanto (2023), OCB reflects employees’ loyalty, concern, 
and willingness to assist coworkers and the organization without expecting direct rewards. Employees with 
high OCB generally have a stronger sense of belonging toward the company and therefore tend to remain 
longer within the organization. Conversely, low OCB can lead to weak teamwork and low emotional 
attachment to the company, thereby increasing turnover intention (Jankelová et al., 2025). 

In addition to OCB, workload is also a factor contributing to increased turnover intention. Workload refers 
to the amount of tasks and responsibilities that employees must complete within a certain period (Astika et 
al., 2022). Excessive workload can create pressure, physical and mental fatigue, as well as work stress, 
which negatively affect employees’ motivation and job satisfaction (Astrama, 2023). At CV. Maju Bersama, 
the high distribution activities and work demands cause some employees to feel overburdened, leading to 
the desire to seek other jobs perceived as lighter and more suitable to their abilities. 

Another factor influencing turnover intention is compensation (Kosasih, 2023). Compensation refers to all 
forms of rewards provided by the company to employees, both financial and non-financial (Ayuningtyas & 
Fadli, 2023). Fair and competitive compensation can increase employees’ motivation, loyalty, and job 
satisfaction. On the other hand, compensation perceived as not proportional to the contributions made by 
employees may lead to dissatisfaction and encourage them to leave the company (Hutabarat et al., 2022). 
At CV. Maju Bersama, some employees believe that the salaries and benefits they receive are not 
commensurate with the workload and responsibilities they undertake. 

Previous studies indicate that Organizational Citizenship Behavior (OCB), workload, and compensation 
influence turnover intention (Aditya & Deviastri, 2024). However, a research gap still exists because only a 
limited number of studies have examined these three variables simultaneously within a single research 
model, particularly at CV. Maju Bersama Kisaran. Furthermore, differences in research locations, 
organizational cultures, and company characteristics may produce different findings compared to previous 
studies (Aryanti & Perkasa, 2024). 

Based on the explanation above, this study was conducted to analyze the influence of Organizational 
Citizenship Behavior (OCB), workload, and compensation on turnover intention among employees of CV. 
Maju Bersama Kisaran. This research is expected to contribute to the company in determining more effective 
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human resource management strategies in order to reduce turnover intention and enhance employee 
loyalty toward the company. 
 
2. Method 

This study employed a descriptive quantitative approach with a causal research method. The descriptive 
approach was used to systematically describe the conditions and phenomena occurring in the research 
object, while the causal approach aimed to analyze the cause-and-effect relationship between the 
independent variables and the dependent variable. Descriptive research functions to describe phenomena 
factually and accurately. The type of data used in this study was quantitative data, namely numerical data 
that can be analyzed using statistical methods. According to Santika (2024) and Santika & Hidayat (2022), 
quantitative data enable researchers to conduct objective and systematic measurements so that 
relationships among variables can be described more accurately (Putri, 2024; Rahman, 2022; Ramadhani, 
2022). The data sources in this study consisted of primary data and secondary data. Primary data were 
obtained directly through the distribution of questionnaires to respondents, while secondary data were 
obtained from books, journals, company documents, and other scientific sources relevant to the research 
(Santoso, 2023; Lestari, 2024). 

The population in this study consisted of all employees of CV. Maju Bersama Kisaran, totaling 79 employees. 
Since the population size was relatively small, the sampling technique used was saturated sampling, in 
which all members of the population were used as the research sample. According to Nugraha (2022), 
saturated sampling is used when the entire population is feasible to be studied so that the research results 
can comprehensively represent the population conditions (Nugraha, 2023; Prakoso, 2022). 
 
3. Results and Discussion 

Descriptive Statistics 
Table 1. Descriptive Statistics 

Statistics Organizational Citizenship Behavior Workload Compensation Turnover Intention 
N Valid 79 79 79 79 
Missing 0 0 0 0 
Mean 22.20 19.28 16.18 34.56 

Median 22.00 20.00 15.00 34.00 
Mode 20ᵃ 20 13 32ᵃ 

Std. Deviation 3.979 3.226 5.061 4.676 
Variance 15.830 10.409 25.609 21.865 

Based on the descriptive statistical results, the Organizational Citizenship Behavior (OCB) variable showed 
a relatively high level with a moderate variation in responses. The workload variable demonstrated fairly 
consistent perceptions among respondents with a low level of variation. The compensation variable 
indicated relatively low assessments along with considerable differences in perceptions among 
respondents. Meanwhile, the turnover intention variable was at a relatively high level with variations in 
respondents’ answers that were still considered reasonable. 

Validity Test 
Table 2. Results of the Validity Test of Variable X and Y Instrument Statements 

Research Variables Statement r-
count 

r-
table 

Sig. (2-
tailed) 

Description 

Statement 1 0.875 0.361 0.000 Valid 
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Research Variables Statement r-
count 

r-
table 

Sig. (2-
tailed) 

Description 

Organizational Citizenship Behavior 
(X1) 

Statement 2 0.794 0.361 0.000 Valid 
Statement 3 0.873 0.361 0.000 Valid 
Statement 4 0.927 0.361 0.000 Valid 
Statement 5 0.784 0.361 0.000 Valid  
Statement 6 0.906 0.361 0.000 Valid 

Workload (X2) Statement 1 0.841 0.361 0.000 Valid  
Statement 2 0.691 0.361 0.000 Valid  
Statement 3 0.833 0.361 0.000 Valid  
Statement 4 0.792 0.361 0.000 Valid  
Statement 5 0.728 0.361 0.000 Valid  
Statement 6 0.819 0.361 0.000 Valid 

Compensation (X3) Statement 1 0.899 0.361 0.000 Valid  
Statement 2 0.786 0.361 0.000 Valid  
Statement 3 0.857 0.361 0.000 Valid  
Statement 4 0.840 0.361 0.000 Valid  
Statement 5 0.598 0.361 0.000 Valid  
Statement 6 0.869 0.361 0.000 Valid 

Turnover Intention (Y) Statement 1 0.845 0.361 0.000 Valid  
Statement 2 0.836 0.361 0.000 Valid  
Statement 3 0.793 0.361 0.000 Valid  
Statement 4 0.702 0.361 0.000 Valid  
Statement 5 0.850 0.361 0.000 Valid  
Statement 6 0.772 0.361 0.000 Valid  
Statement 7 0.881 0.361 0.000 Valid  
Statement 8 0.866 0.361 0.000 Valid  
Statement 9 0.792 0.361 0.000 Valid  
Statement 
10 

0.808 0.361 0.000 Valid 

Based on the table above, it can be seen that all r-count values for each statement are greater than the r-
table value, and all significance levels of the statements are below 0.05. Therefore, it can be concluded that 
all statements in the questionnaire are valid and appropriate to be used. 

Reliability Test 
Table 3. Results of the Reliability Test of Variable X and Y Instrument Statements 

Variable Cronbach’s Alpha N of Items 
Organizational Citizenship Behavior (X1) 0.927 6 

Workload (X2) 0.875 6 
Compensation (X3) 0.888 6 

Turnover Intention (Y) 0.943 10 

Based on the table above, all instruments are considered reliable because the obtained Cronbach’s Alpha 
coefficient values are greater than 0.60. Therefore, the responses provided by the respondents can be 
trusted or considered reliable. Thus, the instruments used in this study are sufficiently dependable in 
measuring respondents’ perceptions of the variables being examined. 
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Classical Assumption Test 

Normality Test 

 
Figure 1. Histogram Graph 

Based on the histogram graph above, it can be seen that the data are normally distributed. The histogram 
shows a symmetrical bell-shaped distribution pattern that is neither skewed to the left nor to the right. 
Therefore, the regression model is considered to have met the normality assumption. 

Multicollinearity Test 
Table 4. Results of the Multicollinearity Test 

Model Unstandardized 
Coefficients (B) 

Std. 
Error 

Standardized 
Coefficients 

(Beta) 

t Sig. Tolerance VIF 

(Constant) 23.658 3.442 – 6.872 0.000 – – 
Organizational 

Citizenship 
Behavior 

-0.206 0.087 -0.175 -
2.351 

0.021 0.889 1.125 

Workload 1.019 0.108 0.703 9.432 0.000 0.887 1.127 
Compensation -0.258 0.065 -0.279 -

3.942 
0.000 0.984 1.017 

a. Dependent Variable: Turnover Intention 

ased on the table above regarding the results of the multicollinearity test, it can be seen that the 
Organizational Citizenship Behavior, workload, and compensation variables have tolerance values greater 
than 0.10 and VIF values less than 10. Therefore, it can be concluded that all variables do not exhibit 
symptoms of multicollinearity. 
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Heteroscedasticity Test 
 

 
 

Figure 2. Scatterplot Graph 

Based on the scatterplot graph above, it can be seen that the points are randomly distributed and spread 
both above and below the value of 0 on the Y-axis. Therefore, it can be concluded that heteroscedasticity 
does not occur in the regression model. 

Multiple Linear Regression Analysis 
Table 5. Results of Multiple Linear Regression Analysis 

Model Unstandardized 
Coefficients (B) 

Std. 
Error 

Standardized 
Coefficients 

(Beta) 

t Sig. Tolerance VIF 

(Constant) 23.658 3.442 – 6.872 0.000 – – 
Organizational 

Citizenship 
Behavior 

-0.206 0.087 -0.175 -
2.351 

0.021 0.889 1.125 

Workload 1.019 0.108 0.703 9.432 0.000 0.887 1.127 
Compensation -0.258 0.065 -0.279 -

3.942 
0.000 0.984 1.017 

Based on the results of the multiple linear regression analysis, the regression equation obtained is: 
Y = 23.658 - 0.206X_1 + 1.019X_2 - 0.258X_3 + e 

The constant value of 23.658 indicates that if the variables Organizational Citizenship Behavior (OCB), 
workload, and compensation are assumed to be constant, then the turnover intention value is 23.658. The 
OCB variable has a negative effect on turnover intention of -0.206, meaning that higher OCB will reduce 
turnover intention. The workload variable has a positive effect of 1.019, indicating that an increase in 
workload will increase turnover intention. Meanwhile, the compensation variable has a negative effect of -
0.258, showing that better compensation provided by the company will reduce turnover intention. 
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Hypothesis Testing Results 

Partial Test (t-Test) 
Table 6. Results of the Partial Test (t-Test) 

Model Unstandardized 
Coefficients (B) 

Std. 
Error 

Standardized 
Coefficients 

(Beta) 

t Sig. Tolerance VIF 

(Constant) 23.658 3.442 – 6.872 0.000 – – 
Organizational 

Citizenship 
Behavior 

-0.206 0.087 -0.175 -
2.351 

0.021 0.889 1.125 

Workload 1.019 0.108 0.703 9.432 0.000 0.887 1.127 
Compensation -0.258 0.065 -0.279 -

3.942 
0.000 0.984 1.017 

Based on the results of the partial test (t-test), the Organizational Citizenship Behavior (OCB) variable has 
a negative and significant effect on turnover intention, as indicated by the t-count value of 2.351, which is 
greater than the t-table value of 1.992, with a significance value of 0.021, which is less than 0.05. The 
workload variable has a positive and significant effect on turnover intention, with a t-count value of 9.432 
greater than the t-table value of 1.992 and a significance value of 0.000 less than 0.05. Meanwhile, the 
compensation variable also has a negative and significant effect on turnover intention, as shown by the t-
count value of 3.942 greater than the t-table value of 1.992, with a significance value of 0.000 less than 
0.05. 

These findings indicate that good Organizational Citizenship Behavior (OCB) and compensation can reduce 
turnover intention, whereas high workload can increase turnover intention among employees at CV. Maju 
Bersama Kisaran Medan. 

Simultaneous Test (F-Test) 
Table 7. Results of the Simultaneous Test (F-Test) 

Model Sum of Squares df Mean Square F Sig. 

Regression 1075.359 3 358.453 42.664 0.000 

Residual 630.135 75 8.402 – – 

Total 1705.494 78 – – – 

a. Dependent Variable: Turnover Intention 
b. Predictors: (Constant), Compensation, Organizational Citizenship Behavior, Workload 

Based on the table above, the F-count value (42.664) is greater than the F-table value (2.73), with a 
significance value of 0.000 less than 0.05. Therefore, it can be concluded that there is a significant and 
positive simultaneous effect of Organizational Citizenship Behavior (OCB), workload, and compensation on 
turnover intention at CV. Maju Bersama Kisaran Medan. 

Coefficient of Determination Test (R²) 
Table 8. Results of the Coefficient of Determination Test (R²) 

Model R R Square Adjusted R Square Std. Error of the Estimate 
1 0.794 0.631 0.616 2.899 
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Based on the coefficient of determination test, it can be seen that the Adjusted R Square (R²) value or 
coefficient of determination is 0.616. This means that the influence of Organizational Citizenship Behavior 
(OCB), workload, and compensation on turnover intention is 61.6%, while the remaining 38.4% is 
influenced by other factors outside the scope of this research model. 

Discussion 

The Effect of Organizational Citizenship Behavior on Turnover Intention 

The results of the t-test indicate that Organizational Citizenship Behavior (OCB) has a negative and 
significant effect on turnover intention at CV. Maju Bersama Kisaran Medan, with a t-count value of 2.351 
greater than the t-table value of 1.992 and a significance value of 0.021 less than 0.05. The regression 
coefficient value of -0.206 indicates that an increase in OCB will reduce turnover intention. This finding 
suggests that employees who demonstrate voluntary behavior, loyalty, concern, and high involvement in 
the organization tend to have a lower intention to leave the company (Rahman & Karim, 2022; Iqbal & 
Parray, 2025; Hemsworth et al., 2024). Conversely, low OCB can increase employees’ tendency toward 
turnover intention (Soomro & Soomro, 2024; Nguyen, 2022). 

The Effect of Workload on Turnover Intention 

The results of the t-test show that workload has a positive and significant effect on turnover intention at 
CV. Maju Bersama Kisaran Medan, with a t-count value of 9.432 greater than the t-table value of 1.992 and 
a significance value of 0.000 less than 0.05. The regression coefficient value of 1.019 indicates that an 
increase in workload will increase turnover intention. This means that excessive workload can lead to 
fatigue, stress, and reduced employee job satisfaction, thereby encouraging employees’ intention to leave 
the company (Charoensukmongkol, 2022; Choudhury & Shamszare, 2024; Doleman et al., 2023). On the 
other hand, workload that is managed proportionally can create a more comfortable work environment and 
help reduce turnover intention (Wati & Robain, 2024; Mariska & Helmi, 2023; Salleh et al., 2024). 

The Effect of Compensation on Turnover Intention 

The results of the t-test indicate that compensation has a negative and significant effect on turnover 
intention at CV. Maju Bersama Kisaran Medan, with a t-count value of 3.942 greater than the t-table value 
of 1.992 and a significance value of 0.000 less than 0.05. The regression coefficient value of -0.258 
indicates that an increase in compensation will reduce turnover intention. This means that fair compensation 
aligned with employees’ contributions can improve job satisfaction and employee loyalty, thereby reducing 
employees’ intention to leave the company (Katabalo & Mwita, 2024; Ratnawati & Sugiarti, 2023; Azhari, 
2022). Conversely, inadequate compensation can increase turnover intention (Andi, 2022; Budiyono et al., 
2022; Cafe et al., 2025). 

The Effect of Organizational Citizenship Behavior, Workload, and Compensation on Turnover Intention 

The results of the F-test indicate that Organizational Citizenship Behavior (OCB), workload, and 
compensation simultaneously have a significant effect on turnover intention at CV. Maju Bersama Kisaran 
Medan, with an F-count value of 39.447 greater than the F-table value of 2.7 and a significance value of 
0.000 less than 0.05. The Adjusted R Square value of 0.538 indicates that these three variables are able to 
explain 53.8% of turnover intention, while the remaining 46.2% is influenced by other factors outside the 
scope of this study (Sunaris, 2021). These findings suggest that high OCB, balanced workload, and fair 
compensation can create a more comfortable work environment and increase employee loyalty, thereby 
reducing turnover intention (Syaifuddin et al., 2023). Conversely, low OCB, excessive workload, and 
inadequate compensation can increase employees’ intention to leave the company (Dewi & Abadi, 2023). 
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4. Conclusion 

Based on the results of the study, it can be concluded that Organizational Citizenship Behavior (OCB), workload, and 
compensation have an effect on turnover intention among employees of CV. Maju Bersama Kisaran Medan. 
Organizational Citizenship Behavior (OCB) has a negative and significant effect on turnover intention, indicating that 
the higher the level of employee loyalty, concern, and voluntary behavior toward the organization, the lower the 
employees’ intention to leave the company. In contrast, workload has a positive and significant effect on turnover 
intention, meaning that the higher the workload perceived by employees, the greater the tendency of employees to 
leave the company. Meanwhile, compensation has a negative and significant effect on turnover intention, indicating 
that fair compensation aligned with employees’ contributions can increase job satisfaction and employee loyalty while 
reducing the intention to leave the company. 

Simultaneously, Organizational Citizenship Behavior (OCB), workload, and compensation were proven to have a 
significant effect on turnover intention at CV. Maju Bersama Kisaran Medan. These three variables were able to explain 
53.8% of turnover intention, while the remaining 46.2% was influenced by other factors outside the scope of this 
study. Therefore, the company needs to enhance Organizational Citizenship Behavior (OCB), manage workload 
proportionally, and provide fair and appropriate compensation in order to reduce employee turnover intention. 
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