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Abstract - PT Kolaborasi Edukasi Nusantara is still 
experiencing problems with the data regarding employee 
turnover intention. The existing human resources have 
not been able to map the factors and reasons for 
turnover in the company. Therefore, this study aims to 
look at the factors that influence turnover intention 
at PT Kolaborasi Edukasi Nusantara and identify 
problems regarding the physical, technology, and cultural 
environment (employee experience) which lead to the 
possible turnover intention. The researcher conducted 
a quantitative method by distributing questionnaires 
to collect data from 49 employees and continued to 
analyze with simple and multiple linear regression. The 
researcher also conducted a qualitative method using 
the semi-structured interview to validate the results of 
the questionnaire. This study indicates that employee 
experience simultaneously has a negative and significant 
relationship with turnover intention. The results of the 
findings will enable the human resource to take action 
regarding the appropriate employee experience thus 
turnover intention can be minimized. 

Keywords - Education Technology; Turnover Intention; 
Employee Experience; Physical Environment; 
Technological Environment; Cultural Environment.

I.  INTRODUCTION
Running a technology education start-up takes a lot of 
competent and talented human resources to manage 
company resources to compete and survive [1]. Employees 
are one of the most significant elements that must be 
considered in a company [2], especially for a start-up that 
is just developing. As explained by Ardana, Mujati, & Utama 
[3], the success and failure of a company are determined 
by every human resource in it. The biggest challenge 
for the human resources department is selecting and 
determining the right person to fulfill the qualifications 
given by the company. The success of a company’s goals 
depends on the actions of managers in managing their 
human resources [4]. The actions taken will considerably 
affect the conditions and performance of employees and 
their continuance in the place. As mentioned in Mary [5] 
that employee loyalty is also an essential aspect of the 
company. If employee loyalty in the company is low, many 
workers will resign and hinder the company’s operations. 
This is what is usually better known as employee turnover. 
Therefore, De Connick [6] stated that every organization 
and company should know and understand the reason 

turnover occurs. As there is an increase in the idea of 
work environment and company culture among companies 
and organizations, it is proven that companies are also 
increasingly familiar with the term employee experience 
which is attached to every employee in the workplace.

PT Kolaborasi Edukasi Nusantara is an online education 
platform that focuses on improving the abilities of 
young talents following the skills required by the creative 
industry. Since PT Kolaborasi Edukasi Nusantara is 
engaged in providing educational services, the presence 
of a workforce is very important and needs to be 
considered. The company experience problems with the 
data regarding the employee turnover intention. During 
this process, the existing human resources have not been 
able to map the factors and reasons for turnover in the 
company due to the company does not yet have a clear 
assessment as a reference for calculating the fulfillment 
of individual employee needs.

These problems occur due to the formation of the human 
resource department in early 2022, three years since the 
establishment of the PT Kolaborasi Edukasi Nusantara 
in 2019. Human resource management is needed by 
companies to make managerial decisions, especially 
related to human resources so that they can achieve 
the company’s strategic goals and prevent employee 
turnover [7][8]. The effect of the turnover intention in the 
organization can lead to more difficulties to work on the 
project, creating multiple jobs, and the dissatisfaction 
of employees that can affect the company image. Thus, 
turnover will be a problem that can have an impact on 
the loss of potential human resources and increased 
company costs.

According to Morgan & Goldsmith [9], employee 
experience is the term that is designed for employees, or 
where the organization believes that it is what employee 
reality should be like. In addition, employee experience 
can also be defined as the exchange of employee 
expectations, needs, and wants and the organizational 
design of employee expectations, needs, and wants. It was 
found companies that implement employee experience will 
produce a 40% lower turnover rate than other companies.

The physical environment relates to the conditions in 
which employees work and the overall office environment. 
An excellent physical environment will act as a positive 
symbol and representation of the company, whereas a bad 
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physical environment will negatively affect employees. 
According to Applebaum et al. [10], the physical 
environment can affect the level of job satisfaction and 
can ultimately trigger turnover intention.

Any technology that can help employees get the job 
done is part of the technological environment. It can be 
anything, in the form of software or hardware. Technology 
is something that can help the future of work and 
employee experience [9]. Employees tend to leave their 
current jobs is correlated to the problem of technology 
that is not yet qualified in the company. Employees will 
feel very frustrated with the tools they use to get the job 
done.

Corporate culture is defined by how employees are 
treated, products and services are trained, collaboration 
is established, and employees can complete their work 
[9]. Kumar & Yacob [11] in their research stated that the 
organizational culture will affect turnover intention. When 
employees accept a high corporate culture, the turnover 
intention will be negatively proportional, which means it 
will be low.

Employee turnover intention is a very important problem 
in the field of Human Resource Management [11]. High 
employee turnover becomes a great and continuous 
problem for the company. Gawali [12] also stated that 
employee turnover causes a decrease in motivation and 
low morale.

A set of hypotheses was constructed based on the 
framwork and used in this study.

H1:  There is a negative and significant relationship 
between Employee Experience and Turnover 
Intention.

H2:  There is a negative and significant relationship 
between Physical Environment and Turnover 
Intention.

H3:  There is a negative and significant relationship 
between Technological Environment and Turnover 
Intention.

H4:  There is a negative and significant relationship 
between Cultural Environment and Turnover Intention.

II.  METHODOLOGY

The researcher conducted by using the mixed-method 
research approach. A quantitative approach to explore 
the relationship between variables to run a hypothesis. 
In this research, the researcher will use a questionnaire 
to gather the data needed. This questionnaire will use 
a 5-item scale where participants will answer with a 
5-point Likert continuum from 1 (strongly disagree) to 
5 (strongly agree) following the studies that have been 
formed. A random sampling method was also formed to 
determine the questionnaire. For the data analysis, it will 
use descriptive and regression analysis to conduct the 
analysis and dig deeper into the data obtained.

The qualitative approach used to be able to validate 
the results of research conducted on the quantitative 
approach. In this research, the researcher used an interview 
method to gather the data needed. The interview in this 
research will be conducted using the semi-structured 
interview method. Judgment or purpose sampling was 
chosen in this semi-structured interview because it began 
with a purpose in mind and the sample was therefore 
chosen to include those of interest, and exclude those 
who were unfit for the purpose [13]. For the data analysis, 
the researcher uses coding that marks and categorizes 
data to identify various themes and their associations 
[14].

III.  RESULTS

A. Quantitative Method

Validity Test & Reability Test Result

Based on the findings of the validity test, all research 
instruments have been calculated and found that the 
r-count is greater than the r-table at the time the 
significance level is 5% n-49, namely 0.2759. It can be 
concluded that the 37 existing instruments are valid and 
can be used as a research measure.
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A reliable questionnaire instrument is if the results of 
Cronbach’s Alpha are above 0.6. Based on the data 
analysis, Physical Environment has Cronbach Alpha of 
0.825, Technological Environment of 0.834, Cultural 
Environment of 0.930, and Turnover Intention of 0.944. 
Therefore, the data collected in the questionnaire are 
considered reliable.

Simple and Multiple Linear Regression

In this research, 4 models will be analyzed in the SLR 
and MLR. The first model has an independent variable 
Employee Experience, the second model is independent 
of the Physical, Technological, and Cultural variables, 
and the third and fourth models with additional control 
variables from the first and second models.

Model 1

Based on the table below, 50.8% of turnover intention can 
be described by employee experience, while the other 
49.2% is influenced by other variables outside the study.

The table below shows that the significant level is below 
0.05, thus proving that employee experience has a 
significant relationship with turnover intention.

This data is also proven in the partial test (t-test) which 
has the following results.

Table 1 - PHYSICAL ENVIRONMENT VALIDITY TEST RESULT

Table 2 - TECHNOLOGICAL ENVIRONMENT VALIDITY TEST RESULT

Table 3 - CULTURAL ENVIRONMENT VALIDITY TEST RESULT

Table 4 - TURNOVER INTENTION VALIDITY TEST RESULT

Table 5 - RESEARCH VARIABLE REABILITY TEST RESULT

Table 6 - R-SQUARE TEST MODEL 1

Table 7 - F-SIGNIFICANT TEST MODEL 1
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In the table, it is proven that the significant level is also 
below 0.05 and the t-count (7.114) > t-table (2.0096).

By entering into the simple regression model formula, the 
results of model 1 are obtained as follows:

Based on the results of the above formula, it can be 
concluded that:

1.  a is a constant coefficient value of 69.372. This 
shows that if employee experience is 0, then turnover 
intention is 69.372.

2.  Assuming employee experience (X1) is fixed 
(unchanged), then every 1 unit increase in employee 
experience will reduce turnover intention by 0.451.

Model 2

The results of the coefficient of determination model 2 
are as follows.

Based on the table above, it can be concluded that the 
physical, technological, and cultural environment can be 
explained by a turnover intention of 55.7%, while the other 
44.3% are influenced by other variables outside the study.

The table above shows that the significant level is below 
0.05, thus proving that the physical, technological, and 
cultural environment simultaneously or together has a 
significant relationship with turnover intention. However, 
this can be disputed at the results of the partial test (T 
Test) below.

In the table, it is shown that the significant level below 
0.05 is only in the cultural environment and t-count 
(4.807) > t-table (2.0096). Meanwhile, in the physical and 
technological environment, the significant level is above 
0.05 and the t-test (0.798 and -0.39) < t-table (2.0096).

By entering into the multiple regression model formula, 
the results of model 2 are obtained as follows:

Table 8 - T-Significant Test Model 1 Table 11 - F-SIGNIFICANT TEST MODEL 2

Table 12 - T-SIGNIFICANT TEST MODEL 2

Table 13 - REGRESSION EQUATION MODEL 2

Table 9 - REGRESSION EQUATION MODEL 1

Table 10 - R-SQUARE TEST MODEL 2
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Based on the results of the above formula, it can be 
concluded that

1.  a is a constant coefficient value of 65.039. This 
shows that if the physical, technological, and cultural 
environment are 0, the turnover intention is 65.039.

2.  In the physical environment (X1), assuming the value 
is fixed (unchanged), then every 1 unit increase in the 
physical environment will reduce turnover intention by 
0.071. However, this can not be used as a reference 
because t shows that the physical environment 
variable does not have a significant effect on the 
employee turnover intention.

3.  In the technological environment (X2), assuming the 
value is constant (unchanged), then every 1 unit increase 
in the technological environment will decrease turnover 
intention by 0.407. However, this cannot be used as 
a reference because t shows that the technological 
environment variable has no significant effect on the 
employee turnover intention.

4.  However, it is different from the cultural environment 
(X3) where assuming it has a fixed value (unchanged), 
then every 1 unit increase in the cultural environment 
will reduce turnover intention by 0.925.

Model 3

Multi-linear regression analysis with control variables was 
also used to see the robustness of the research results. 
The results of the coefficient of determination model 3 
are as follows.

Based on the table above, 47.1% of turnover intentions 
can be described by employee experience, while the other 
52.9% is influenced by other variables outside the study.

Next, a simultaneous test (F test) will be conducted to 
determine whether all independent variables affect the 
dependent variable. If the significant level is <0.05, it 
can be concluded that the independent variable jointly 
influences the dependent variable.

In the table, it is proven that the significant level of 
employee experience is also below 0.05 and t-count 
(5.883) > t-table (2.0096). Model 3 also shows that there 
is no significant control variable on turnover intention 
because the significant level of each control variable is 
above 0.05.

Table 14 - R-SQUARE TEST MODEL 3

Table 15 - F-SIGNIFICANT TEST MODEL 3

Table 16 - T-SIGNIFICANT TEST MODEL 3

Table 17 - REGRESSION EQUATION MODEL 3

The table above shows that the significant level is below 
0.05, thus proving that employee experience has a 
significant relationship with turnover intention. This data 
is also proven in the partial test (t-test) which has the 
following results.
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intention is 74,372.

2.  Assuming employee experience (X1) is fixed 
(unchanged), then every 1 unit increase in employee 
experience will reduce turnover intention by 0.442.

From the results of the regression summary model table, 
it can be concluded that the addition of control variables 
in model 3 shows weakens in the regression model. This is 
indicated by the adjusted R square value which decreased 
from 0.508 to 0.471. And by adding these variables, the 
core variable is still significant on turnover intention with 
an error rate of 5%. This shows that the regression model 
is a robust model.

Model 4

The results of the coefficient of determination model 4 
are as follows.

Based on the table above, it can be concluded that the 
physical, technological, and cultural environment can be 
explained by turnover intention of 51.4%, while the other 
48.6% are influenced by other variables outside the study.

Next, a simultaneous test (F test) will be conducted to 
determine whether all independent variables affect the 
dependent variable. If the significant level is <0.05, it 
can be concluded that the independent variable jointly 
influences the dependent variable.

In the table, it is shown that the significant level below 
0.05 is only in the cultural environment and t-count 
(3.9) > t-table (2.0096). Meanwhile, in the physical and 
technological environment, the significant level is above 
0.05 and the t-test (0.246 and 0.825) < t-table (2.0096). 
Model 4 also shows that there is no significant control 
variable on turnover intention because the significant 
level of each control variable is above 0.05.

By entering into the multiple regression model formula, 
the results of model 3 are obtained as follows:

Based on the results of the above formula, it can be 
concluded that

1.  a is a constant coefficient value of 74,372. This 
shows that if employee experience is 0, then turnover 

Table 18 - MODEL REGRESSION SUMMARY

Table 19 - R-SQUARE TEST MODEL 4

Table 20 - F-SIGNIFICANT TEST MODEL 4

Table 21 - T-SIGNIFICANT TEST MODEL 4

The table above shows that the significant level is below 
0.05, thus proving that the physical, technological, and 
cultural environment simultaneously or together has a 
significant relationship with turnover intention. However, 
this can be disputed if you look at the results of the partial 
test (T Test) below.
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By entering into the multiple regression model formula, 
the results of model 4 are obtained as follows:

Description:

X1 = Physical Environment (PE) 
X2 = Technological Environment (TE) 
X3 = Cultural Environment (CE) 
CV = C-Level/VP  IC = Intern/Contract 
L = Lead  G = Gender (Male) 
U = Age   LW = Length of Work

Based on the results of the above formula, it can be 
concluded that

1.  a is a constant coefficient value of 72.524. This 
shows that if the physical, technological, and cultural 
environment are 0, the turnover intention is 72.524.

2.  In the physical environment (X1), assuming this value 
is fixed (unchanged), then every 1 unit increase in the 
physical environment will reduce turnover intention by 
0.050. However, this cannot be used as a reference 
because t shows that the physical environment 
variable does not have a significant effect on the 
employee turnover intention.

3.  In the technological environment (X2), assuming the 
value is constant (unchanged), then every 1 unit increase 
in the technological environment will decrease turnover 
intention by 0.496. However, this cannot be used as 
a reference because t shows that the technological 
environment variable has no significant effect on the 
employee turnover intention.

From the results of the regression summary model table, it 
can be concluded that the addition of control variables in 
model 4 indicates weakens in the regression model. This is 
indicated by the adjusted R square value which decreased 
from 0.557 to 0.517. And by adding the control variable, 
the final result of the analysis of the two is still the same. 
This shows that the regression model is a robust model.

The table below shows the results of the hypothesis 
testing.

From these results, it can be seen that the independent 
variables that have a negative and significant relationship 
to turnover intention are Employee Experience 
simultaneously and Cultural Environment. Meanwhile, 
the independent variable physical and technological 
environment has no negative and insignificant relationship 
to the turnover intention of PT Kolaborasi Edukasi 
Nusantara.

B. Qualitative Method

In conducting research using this qualitative method, the 
researcher found data that the respondents interviewed 
4 people served as leads of a division and 4 other people 

4.  However, it is different from the cultural environment 
(X3) where assuming it has a fixed value (unchanged), 
then every 1 unit increase in the cultural environment 
will decrease turnover intention by 0.902.

Table 22 - REGRESSION EQUATION MODEL 3

Table 23 - MODEL REGRESSION SUMMARY

Table 24 - MODEL REGRESSION SUMMARY
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were full-time staff. Each of the existing respondents has 
also worked for more than 6 months at PT Kolaborasi 
Edukasi Nusantara. So it can be said that this data 
is valid because it has met the criteria that have been 
set previously. In addition, the respondents who were 
interviewed were 5 women and 3 men.

Physical Environment

Based on the results of interviews conducted by 
researchers with the interviewees, the physical environment 
at PT Kolaborasi Edukasi Nusantara gives rise to various 
opinions that differ from one another. As the description 
provided by the interviewees, the demographics of 
employees at PT Kolaborasi Edukasi Nusantara have 
an age range of under 30 years, so they are still young 
and easy to adapt to one another. The interviewees also 
added that the PT Kolaborasi Edukasi Nusantara office is 
located in a complex area that is a bit far from the main 
highway. This condition makes employees less disturbed 
by street noise because several divisions work indoors. 
This is shown by several statements by Ms. KS and Mr. 
BI regarding their division which is given their room. Ms. 
NT and Mr. EA also mention that the office form is more 
likely home and an open workspace so that divisions can 
face each other also creates a working environment that 
is tolerant and can get to know each other from different 
divisions.

However, different opinions were also given by other 
respondents. Due to the open form of the office, Ms. IF 
believes that often at certain hours the situation become 
not conducive.

New problems also arise when the company continues to 
grow and recruit more employees. Ms. AN mentioned that 
some people find it difficult to concentrate in a large room 
because there are discussions and conversations. The 
number of chairs and tables is also increasingly limited due 
to the increase in human resources, so a hybrid system 
is formed where employees take turns rolling to go to 
the office. Supported by Ms. KS, where Vokraf’s office is 
also increasingly inadequate. Ms. NT also mentioned that 
the design of the office owned by PT Kolaborasi Edukasi 
Nusantara has a theme of industrial gray, even though the 
message of being a creative industry company has not 
been conveyed. However, according to her, this is not a 
big obstacle because she feels more comfortable with the 
people in it than with PT Kolaborasi Edukasi Nusantara’s 
physical condition.

Technological Environment

Based on the results of interviews obtained from 8 
interviewees, was found that PT Koloborasi Edukasi 
Nusantara provides appropriate technology to each of its 

employees. Every employee who has passed the probation 
to become a full-time staff will be allowed to get laptop 
technology to support their work in the office. According 
to Mr. IB himself, every employee in his division that 
currently actively working also gets a monitor screen that 
can help with their work. Besides, Ms. NT also mentioned 
that in his current division, due to communication with 
various external parties, such as customers, they also get 
technological facilities in the form of cellphones. Every 
employee who is in PT Kolaborasi Edukasi Nusantara also 
has an age range under 30 years, so it is not difficult for 
them to be able to adapt to all new technologies in the 
office. During the pandemic and carrying out the work 
from the home process, every employee can easily use 
the Google Meet and Zoom services to conduct meetings 
and pitch.

Cultural Environment

When the researcher asked about how PT Kolaborasi 
Edukasi Nusantara works, most of the interviewees 
answered that the company prioritizes achievement-
oriented toward its employees. Employees also feel 
that their work is flexible because there are no written 
standard rules that must be adhered to such as the use 
of clothes, hours of work, which are commonly found in 
corporate and state-owned companies. According to 
the interviewees, PT Kolaborasi Edukasi Nusantara has a 
relaxed work culture, flexible communication, democracy, 
and mutual support between one another, as superiors 
and colleagues. Every superior and subordinate is open to 
criticism, input, and suggestions. They also support each 
other and help each other when experiencing obstacles or 
difficulties. Every existing employee also creates a work 
environment that is friendly to one another. In the process, 
several divisions also conduct one-to-one sessions to 
evaluate each other and provide input between superiors 
and staff so that each work done can be continuously 
developed every week. 

Morgan [9] said that the cultural environment is a 
side effect of working in a company. So that it can be 
interpreted as a feeling when employees can work for 
the company or the leader. In this case, each interviewee 
gave a different response from one another. Ms. KS in the 
interview felt a pleasant side effect. Mr. BI felt safe and 
more than what he imagined. Sometimes he feels unhappy 
when his workload is too much or there is no work at all. 
But in the end, he had no problem with it.

Another story was also given by Ms. IF, where she feels 
happy because of the openness between each other’s 
criticism of superiors and co-workers. Ms. RP, Ms. AN, and 
Ms. NT also added that they find it exciting to be in a 
workplace where the age range is not too far from each 
other. They feel motivated to see the role of young people 
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in the creative industry. So far, they feel that working at PT 
Kolaborasi Edukasi Nusantara is as expected, even though 
they often feel busy and congested. Mr. EA also gave his 
opinion that he felt happy because he felt that it suited 
the work atmosphere of young people so that he saw a 
lot of things that could be learned. Related to the story of 
Mr. RF where having a workmate is very fun because they 
can discuss and laugh with each other.

Turnover Intention

Based on the interview result, if the respondents were 
asked about their desire to be able to develop themselves 
elsewhere, some interviewees who have been above 1 year 
at PT Kolaborasi Edukasi Nusantara said that they prefer 
to be able to develop the company to be the best. This 
is evident from the statements of Ms. KS, Ms. AN, and Ms. 
NT feels that there is still a lot that wants to be explored 
more deeply about the company. While Mr. IB argues that 
if he feels bored with his current job, he overcomes this 
by looking for exciting things outside (external), such as 
freelance or deepening his skills.

However, some opinions were also given by other 
interviewees regarding the intention to be at PT 
Kolaborasi Edukasi Nusantara. Ms. IF believes that there 
is a desire to go out and question whether the field she 
is currently working on is a job he has wanted to do for a 
long time. A similar opinion was also given by Mr. RF who 
once questioned whether he should leave the company. 
But he again thought about the factors that made him not 
want to go out. So far, although he has quite a lot of work, 
he also enjoys it so much that he still goes to the office.

Another opinion was also given by Ms. RP and Mr. EA, 
where they once felt bored and made them lazy to 
work. They think the intention to leave will occur when 
they get something better outside the company. If work 
emotions are unstable, then often the urge to see other 
opportunities out there will occur. Ms. NT also mentioned 
that there are still many things that can be explored out 
there, so she wants to plan what the future will be like.

Mr. IB also said that while he was at PT Kolaborasi Edukasi 
Nusantara, he had not found anything exciting in doing his 
job. The team also doesn’t know what the future goals will 
be, seeing the company’s main focus is the development 
of the Kelas Prakerja. When the Kelas Prakerja is reached, 
there will be no further goals that can be achieved. 
According to Mr. IB, this can not only be initiated by his 
team but should be initiated holistically and thoroughly 
with other divisions. PT Kolaborasi Edukasi Nusantara 
is still looking for its color in this regard. Supported by 
the opinion of Ms. AN where she still hopes that fellow 
employees have the same vision, namely to advance the 
company so that in the future, PT Kolaborasi Edukasi 

Nusantara can continue to survive and present innovations

IV. DISCUSSION
This research was conducted to find out the factors from 
employee experience that cause turnover intention at PT 
Kolaborasi Edukasi Nusantara. The researcher will discuss 
in more detail the results of the study by using triangulation 
data that has been obtained through questionnaires and 
semi-structured interviews.

Hypothesis 1. Employee Experience has a negative 
and significant relationship to Turnover Intention in PT 
Kolaborasi Edukasi Nusantara

Based on the data obtained from the quantitative 
approach, employee experience simultaneously has a 
negative and significant relationship with the turnover 
intention of PT Kolaborasi Edukasi Nusantara. This is in 
line with IBM and Globoforce [15] which stated that with a 
positive employee experience, will lead to trust and belief 
in the company, the relationship between employees, 
recognition, feedback, empowerment, and voice within the 
company, as well as work-life balance of employees to the 
company so that there is a decrease in turnover intention. 
Morgan [9] also proves in his book that companies that 
implement employee experience will produce a 40% lower 
turnover rate than other companies.

Supported by the result of the interview, employees at 
PT Kolaborasi Eduaksi Nusantara are currently satisfied, 
don’t mind the current office conditions and situation, feel 
that the facilities provided are good enough, can work 
flexibly, and are open to criticism and suggestions from 
one another. However, PT Kolaborasi Edukasi Nusantara 
still has to be able to improve some parts that employees 
feel are lacking and make them want to look for new and 
bigger opportunities elsewhere. Some employees feel 
they haven’t seen a long-term opportunity here, there is no 
big purpose yet. the company wants to bring, employees 
who do not share the same vision, as well as limited tables 
and chairs for employees. Therefore, human resources 
must be able to improve this situation.

Hypothesis 2. Physical Environment does not have a 
negative significant relationship to Turnover Intention in 
PT Kolaborasi Edukasi Nusantara

Based on the data, the physical environment does not 
have a negative and significant relationship with turnover 
intention. From the result, it can be seen that although 
physical can affect turnover intention, employees who 
are exposed to extreme physical conditions will have 
a greater impact on employee turnover intention [16]. 
Other studies have also shown that there are no direct 
effects on different perceptions of the work environment 
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and turnover intention. Employee turnover intention is 
not directly related to the perception of elements of the 
work environment such as work layout, air circulation, 
lighting, equipment, and furniture [17]. Van Meel [18] also 
stated that currently with the development of technology, 
every employee can work anywhere and anytime. So this 
makes every employee able to have when and where 
they want to work depending on the task given [19]. The 
questionnaire distributed to employees of PT Kolaborasi 
Edukasi Nusantara also indicated that currently they are 
quite satisfied with the current physical condition of 
the office. However, this does not mean that this should 
not be considered, it must be improved in the future to 
minimize the occurrence of turnover intention.

Supported by the opinion given by respondents through 
semi-structured interviews, the researcher can see 
a pattern where the physical condition of the office 
where the employee is currently working does not make 
employees want to leave the company. At first, some of 
the employees felt disturbed due to the open workspace 
with other divisions, but as time goes on, they increasingly 
find solutions or ways to overcome these problems. Like 
Mr. RF sometimes overcomes it by using headphones and 
Mr. EA looking for a quiet place when doing a meeting 
or pitching. These data conducted certainly become 
an input that can be used by the management of PT 
Kolaborasi Edukasi Nusantara in the future in maintaining 
and developing the company’s physical environment.

Hypothesis 3. Technological Environment does not have 
a negative significant relationship to Turnover Intention in 
PT Kolaborasi Edukasi Nusantara

However, based on the result of the researcher, it is 
shown that there is no relationship between technological 
environment and turnover intention. Therefore, the results 
of this study do not align with the results obtained 
from Morgan (2017) regarding the relationship between 
technological environment and turnover intention.

The results of the interviews conducted can help support 
the results of the questionnaire on the use of existing 
technology at PT Kolaborasi Edukasi Nusantara. The 
company provides laptop facilities, email domains, and 
several tools to the employees. However, employees 
themselves can choose whether they want to take it or 
not. Just like a monitor screen that is given only to the 
tech team and a smartphone that is given to the customer 
service team. The use of these technologies back to the 
needs of each employee. Employees do not feel that the 
presence of this technology makes them want to leave 
or continue to be in the company. The data obtained will 
certainly be input to the management of PT Kolaborasi 
Edukasi Nusantara in maintaining and evaluating its 
technological environment.

Hypothesis 4. Cultural Environment has a negative 
and significant relationship to Turnover Intention in PT 
Kolaborasi Edukasi Nusantara

Based on the data obtained from the quantitative 
method, the cultural environment has a negative and 
significant relationship with turnover intention in PT 
Kolaborasi Edukasi Nusantara. According to Pallock 
(1969), organizational culture has an impact on employee 
retention. If the organizational culture is positive, then 
employees will stay and not leave their jobs and be loyal. 
In contrast, if the organizational culture is negative, it 
causes high turnover intention. Yacob [11] in his research 
also stated that the organizational culture will affect 
turnover intention. Morgan [9] explained that culture is 
40% of the total employee experience. The data shows 
that the cultural environment has the biggest relationship 
among others in decreasing turnover intention.

From the interview results, the researcher can conclude 
that the cultural environment provided by PT Kolaborasi 
Edukasi Nusantara in the form of openness, flexibility, 
relaxed work, democracy, and achievement-oriented also 
gives a good side effect to each employee. Proved by a 
positive work environment, every employee feels happy, 
according to expectations, thus facilitating discussions 
of constructive criticism and suggestions between each 
other. However, management ought not to neglect this 
culture. Most interviewees began to wonder if in the future 
they saw a great opportunity to grow at PT Kolaborasi 
Edukasi Nusantara. They also feel that they have not yet 
found a major purpose for the company to move. Each 
employee still has a different vision and has not shown 
its true potential. The results of the interview will also be 
used and given to maintain and evaluate the company’s 
cultural environment.

V.  CONCLUSION
The researcher conducted this research to identify the 
problem regarding the physical, technology, and cultural 
environment that leads to the possible turnover intention 
in PT Kolaborasi Edukasi Nusantara. This study uses 
quantitative and qualitative methods by distributing 
questionnaires and conducting interviews, and processing 
them using single and multi-linear regression and coding.

Based on 49 respondents who are currently actively 
working at PT Kolaborasi Edukasi Nusantara, it was found 
that employee experience and cultural environment have a 
negative and significant relationship to turnover intention. 
The data supported by the research conducted by Morgan 
[9] dan Yacob [11]. Meanwhile, physical and technological 
have no negative and significant relationship with 
turnover intention. The data also supported by research 
conducted by Layne [16]. Semi-structured interviews were 
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also conducted with 8 resource persons from different 
positions and divisions.

Based on the results, the researcher saw the similarity 
between the data from quantitative and qualitative 
methods. Thus, the results of the questionnaire and semi-
structured interviews that have been conducted are valid 
to determine the factors of employee experience and 
turnover intention at PT Kolaborasi Edukasi Nusantara. 
With this, it intends that PT Kolaborasi Edukasi Nusantara 
can improve and enhance employee experience in order 
to minimize turnover intention.

ACKNOWLEDGMENT
This researcher wishes to extend special appreciation 
to PT Kolaborasi Edukasi Nusantara (Vokraf) for giving 
the researcher permission to conduct the research. The 
researcher would also like to express gratitude towards 
the employee of PT Kolaborasi Edukasi Nusantara for the 
time given in filling out the questionnaire and interview. 
Any involved in that research has been very helpful.

REFERENCES
1.  Ariyanto, R. and Kustini, K., 2021. Employer branding 

and employee value proposition: The key success of 
startup companies in attracting potential employee 
candidates. Annals of Human Resource Management 
Research, 1(2), pp.113-125.

2.  Talim, S.R., Ali, B.J., Top, C. (2021). Elaborating the 
Antecedents of Purchase Intentions in Second-Hand 
Car Industry: Case Study in Kurdistan Region of Iraq. 
Journal of Contemporary Issues in Business and 
Government, 27(3), 1526-1547.

3.  Ardana, K.I., Mujiati N., Utama, M.W., (2012). Human 
Resource Management (in Indonesia), First Press, PT. 
Graha Ilmu Publisher, Yogyakarta.

4.  Gitosudarmo, I. and Sudita, I.N., 2008. Organizational 
behavior (in Indonesia), first edition. Yogyakarta: BPFE.

5.  Mary, Muller. (2016). Impact of Employee Training 
and Motivation on Business Development in Banking 
Sector: Study Conducted in Pakistan. American Journal 
of Business, Economics, and Management. 7(9):145-
230.  

6.   DeConinck, J.B., 2009. The effect of leader–member 
exchange on turnover among retail buyers. Journal of 
Business Research, 62(11), pp.1081-1086.

7.  Terziev, V., 2018. Importance of human resources to 
social development. Available at SSRN 3310508.

8.  Da Silva, M.P. and Shinyashiki, G.T., 2014. The human 
resource management can reduce turnover?. Journal 
of Management Research, 6(2), p.39.

9.  Morgan, J., & Goldsmith, M., 2017. The Employee 
Experience Advantage: How to Win the War for Talent 
by Giving Employees the Workspaces they Want, the 
Tools they Need, and a Culture They Can Celebrate 
(1st ed.). Wiley.

10.  Applebaum, D., Fowler, S., Fiedler, N., Osinubi, O. and 
Robson, M., 2010. The impact of environmental factors 
on nursing stress, job satisfaction, and turnover 
intention. The Journal of nursing administration, 40, 
p.323. 10.1097/NNA.0b013e3181e9393b 

11.  Kumar, R., Ramendran, C. and Yacob, P., 2012. A study 
on turnover intention in fast food industry: Employees’ 
fit to the organizational culture and the important of 
their commitment. International Journal of Academic 
Research in Business and Social Sciences, 2(5), pp.9-
42.

12.  Gawali, V., 2009. Effectiveness of employee cross-
training as a motivational technique. ASBM Journal of 
Management, 2(2), p.138. 

13.  Etikan, I., Musa, S.A. and Alkassim, R.S., 2016. Comparison 
of convenience sampling and purposive sampling. 
American journal of theoretical and applied statistics, 
5(1), pp.1-4. 10.11648/j.ajtas.20160501.11

14.  Alyona Medelyan, P. (2020) Coding Qualitative Data: 
How To Code Qualitative Research.

15.  IBM and Globoforce. 2016. The Employee Experience 
Index- A new global measure of a human workplace 
and its impact. NY: Software Group.

16.  Layne, C. M., Hohenshil, T. H., & Singh, K. 2001. The 
Relationship of Occupational Stress, Psychological 
Strain, and Coping Resources to the Turnover Intentions 
of Rehabilitation Counselors. Doctor of Philosophy, 
Virginia Polytechnic Institute and State University

17.  De Leeuw, S.R.R., The Impact of The Perception of The 
Work Environment on Employee Turnover Intention.

18.  Van Meel, J., 2020. The activity-based working practice 
guide. ICOP.

19.  Dooley, K. (2017). Routines, Rigidity and Real Estate: 
Organizational Innovations in the Workplace. 
Sustainability, 9(6), 1-13.


