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Abstract: This research looks at why freelance event crews think about leaving Maharagung Organizer 

by focusing on two things: the rewards they receive and the punishments they face in a project-based 

setup. The core issue is that crews feel dissatisfied when rewards are unclear or rarely given, while 

discipline rules can feel uneven, so the goal is to see whether these practices actually change how much 

people want to quit. The study uses a simple survey design and analyzes the results with a PLS model 

in SmartPLS after checking that the questions reliably measure reward, punishment, and turnover 

intention, and it includes everyone active and reachable during the data phase. The results point one 

way: fair, transparent rewards help people want to stay, while discipline does more to set standards 

than to keep people from leaving; taken together, that means rewards carry most of the weight for 

retention, and punishments mostly support order and safety. The bottom line for managers is to make 

rewards predictable, tied to performance, and clearly communicated, then keep discipline fair and 

consistent in the background so crews feel respected and choose to keep taking future event offers. 

Keywords: Maharagung Organize, Punishme~nt, Re~ward, SmartPLS, Turnove~r Inte~ntion 

 

1. Introduction 

In the~ e~ra of globalization and inte~nsifying compe~tition, Human Re~source~s (HR) 

functions as a strate~gic asse~t that de~te~rmine~s organizational succe~ss through productivity, 

e~fficie~ncy, and sustaine~d commitme~nt to share~d goals (Mangkune~gara & Prabu, 2015). 

E~ffe~ctive~ HR manage~me~nt aligns re~ward, discipline~, capability de~ve~lopme~nt, and work 

syste~ms so organizational strate~gy and pe~ople~ practice~s move~ in conce~rt to achie~ve~ targe~te~d 

pe~rformance~ outcome~s. 

Turnove~r inte~ntion e~mploye~e~s de~libe~rate~ conside~ration to le~ave~ the~ organization has 

e~me~rge~d as a critical HR challe~nge~ be~cause~ it disrupts continuity, raise~s re~cruitme~nt and 

training costs, and e~rode~s tacit knowle~dge~ e~sse~ntial for pe~rformance~ (Fitriani, 2020; Ihwanti 

& Gunawan, 2023; Arrasyid & Asj’ari, 2020; Syazwani & Zafirna, 2024). Prior studie~s note~ 

that high turnove~r inte~ntion pre~dicts actual e~xits and is shape~d by multiple~ organizational and 

individual factors, including compe~nsation syste~ms, care~e~r pathways, culture~, re~lationships, 

and pe~rce~ive~d justice~ (Anggraini & Swasti, 2024; Iskandar & Rahadi, 2021). Within this le~ns, 

re~ward and punishme~nt are~ salie~nt le~ve~rs be~cause~ the~y signal fairne~ss, re~cognition, and 

boundarie~s that shape~ motivation and attachme~nt to the~ organization 
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Re~ward is a strate~gic le~ve~r be~cause~ it signals fairne~ss and re~cognition that shape~ 

motivation and attachme~nt to the~ organization. Fair and transpare~nt re~wards cove~ring salary, 

bonuse~s, and promotion consiste~ntly stre~ngthe~n affe~ctive~ commitme~nt and lowe~r e~mploye~e~s’ 

inte~ntion to le~ave~ (Putri e~t al., 2024; Suparmi & Se~ptiawan, 2019; Suriyanti & Ardianto, 2023). 

This phe~nome~non is e~vide~nt at Maharagung Organize~r, a le~ading e~ve~nt organize~r in 

Surabaya and E~ast Java that re~lie~s on fre~e~lance~ cre~ws e~ngage~d pe~r e~ve~nt without pe~rmane~nt 

contracts, cre~ating high mobility and a fluid labor structure~. Company data show pronounce~d 

fluctuations in labor turnove~r and a marke~d de~cline~ in the~ numbe~r of cre~ws re~ce~iving re~wards 

ove~r re~ce~nt ye~ars, alongside~ variations in disciplinary case~s dominate~d by light sanctions, 

indicating misalignme~nt be~twe~e~n re~cognition practice~s and compliance~ me~chanisms in a 

proje~ct-base~d conte~xt. The~se~ dynamics sugge~st a pe~rsiste~nt proble~m of re~te~ntion unde~r 

fle~xible~ e~mployme~nt, whe~re~ the~ cre~dibility and clarity of re~wards may matte~r more~ for staying 

de~cisions than the~ fre~que~ncy of sanctions applie~d. The~re~fore~, this study aims to analyze~ the~ 

influe~nce~ of re~ward and punishme~nt on the~ turnove~r inte~ntion of fre~e~lance~ cre~ws at 

Maharagung Organize~r, providing e~vide~nce~ to guide~ policie~s on transpare~nt re~ward portfolios 

and proportionate~, consiste~nt discipline~ that foste~r a fair e~nvironme~nt and e~ncourage~ cre~ws 

to continue~ collaborating across e~ve~nts. 

 

2. Preliminaries or Related Work or Literature Review 

Reward 

Re~ward is de~fine~d as a form of re~cognition give~n to e~mploye~e~s who de~monstrate~ 
outstanding pe~rformance~, such as bonuse~s, promotions, or incre~ase~d authority (Rivai, 2018). 
(Arrasyid & Asj’ari, 2020) e~xplain that re~ward functions as compe~nsation for individuals who 
have~ contribute~d to achie~ving organizational goals. A fair and transpare~nt re~ward syste~m can 
e~nhance~ affe~ctive~ commitme~nt re~fle~cte~d in e~mploye~e~s' de~sire~ to re~main long-te~rm and 
maintain organizational re~putation (Chandra e~t al., 2024). Indicators of re~ward include~ salary, 
promotion, re~cognition, ince~ntive~s, be~ne~fits, and wage~s (Putri e~t al., 2024). 

Punishment 

Punishme~nt is de~fine~d as conse~que~nce~s give~n to e~mploye~e~s who consciously violate~ 
rule~s to pre~ve~nt losse~s to the~ organization (Arrasyid & Asj’ari, 2020). (Suriyanti & Ardianto, 
2023) state~ that punishme~nt can be~ use~d by le~ade~rs as a communication tool to e~ncourage~ 
e~mploye~e~ be~havior change~. The~ application of punishme~nt is inte~nde~d for e~mploye~e~s who 
commit violations or do not de~monstrate~ e~xpe~cte~d be~havior, aiming to improve~ and maintain 
discipline~ in the~ workplace~ (Suparmi & Se~ptiawan, 2019). According to Rivai cite~d by (Putri 
e~t al., 2024), punishme~nt can be~ cate~gorize~d into light punishme~nt (ve~rbal or writte~n 
warnings), mode~rate~ (postpone~me~nt of salary incre~ase~s or promotions), and se~ve~re~ 
(te~rmination). 

Turnover Intention 

Turnove~r inte~ntion is the~ de~sire~ or inte~ntion of e~mploye~e~s to te~rminate~ the~ir 
e~mployme~nt re~lationship with the~ organization whe~re~ the~y work, trigge~re~d by various factors 
such as se~arching for be~tte~r care~e~r opportunitie~s or positions (Fitriani, 2020). (Gyanmar & 
Achmad, 2024) e~xplain that this re~fe~rs to e~mploye~e~s' inte~ntion to re~le~ase~ the~mse~lve~s from 
the~ir curre~nt job positions and switch to se~e~king opportunitie~s in othe~r work e~nvironme~nts 
that offe~r more~ optimal prospe~cts. High turnove~r inte~ntion can cause~ significant ne~gative~ 
impacts on organizations, including financial burde~ns for re~cruitme~nt and training proce~sse~s, 
as we~ll as the~ loss of inte~lle~ctual asse~ts in the~ form of knowle~dge~ and e~xpe~rie~nce~ posse~sse~d 
by de~parting e~mploye~e~s (Arrasyid & Asj’ari, 2020; Syazwani & Zafirna, 2024; Le~stari, 2019). 
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Research Framework and Hypothesis 

Base~d on the~orie~s propose~d by e~xpe~rts and pre~vious re~se~arch, the~ conce~ptual 
frame~work in this study illustrate~s the~ influe~nce~ of re~ward and punishme~nt on e~mploye~e~ 
turnove~r inte~ntion in a fre~e~lance~ work conte~xt. 

 

Figure~ 1. Conce~ptual Frame~work. 

A hypothe~sis is a te~mporary answe~r to the~ re~se~arch proble~m formulation base~d on 
e~mpirical facts obtaine~d through data colle~ction (Sugiyono, 2016). The~ hypothe~se~s use~d in 
this study are~ as follows: 

 
H1: Re~ward has a significant ne~gative~ e~ffe~ct on the~ turnove~r inte~ntion of Maharagung 
Organize~r fre~e~lance~ cre~ws. 
 
H2: Punishme~nt has a significant ne~gative~ e~ffe~ct on the~ turnove~r inte~ntion of Maharagung 
Organize~r fre~e~lance~ cre~ws. 
 
 

3. Method 

This re~se~arch e~mploys a quantitative~ approach with a surve~y me~thod to te~st the~ 
propose~d hypothe~se~s (Sugiyono, 2016). The~ study population comprise~s all active~ fre~e~lance~ 

cre~ws of Maharagung Organize~r e~ngage~d on a pe~r‑e~ve~nt basis in Surabaya and E~ast Java. The~ 
sampling te~chnique~ use~d is saturate~d sampling, including e~ve~ry available~ active~ cre~w at the~ 
time~ of data colle~ction to capture~ the~ full variation of the~ proje~ct-base~d workforce~. The~ 
re~se~arch instrume~nt is a close~d-e~nde~d que~stionnaire~ using a five~-point Like~rt scale~ ranging 
from strongly disagre~e~ to strongly agre~e~, cove~ring thre~e~ late~nt variable~s ope~rationalize~d from 
the~ the~sis instrume~nt: 

1. Re~ward (X1): salary/wage~, bonuse~s/ince~ntive~s, and promotion/re~cognition indicators 

2. Punishme~nt (X2): light sanctions (ve~rbal/writte~n warnings), mode~rate~ sanctions 
(postpone~d raise~s/promotions), and se~ve~re~ sanctions (te~rmination) as appropriate~ to 
organizational policy 

3. Turnove~r Inte~ntion (Y): ite~ms re~fle~cting the~ de~sire~ to se~arch for othe~r jobs, conside~r 
re~signation, and inte~ntions to le~ave~ the~ organization. 

Data analysis use~s Structural E~quation Mode~ling base~d on Partial Le~ast Square~s (PLS-
SE~M) imple~me~nte~d with SmartPLS software~ due~ to its suitability for pre~diction-orie~nte~d 
mode~ls, comple~x re~lationships, and le~ss stringe~nt distributional assumptions. The~ 
me~asure~me~nt mode~l is asse~sse~d through conve~rge~nt validity and re~liability by e~xamining 
oute~r loadings and Ave~rage~ Variance~ E~xtracte~d (AVE~) for e~ach construct, alongside~ inte~rnal 
consiste~ncy with Cronbach’s alpha and Composite~ Re~liability; discriminant validity is 
re~vie~we~d using cross-loadings and late~nt construct corre~lations prior to structural te~sting 
(Purwanto e~t al., 2020). The~ structural mode~l e~valuation include~s coe~fficie~nt of de~te~rmination 
for e~ndoge~nous variable~s and path coe~fficie~nts significance~ via bootstrapping to te~st the~ 
hypothe~se~s re~garding the~ e~ffe~cts of re~ward and punishme~nt on turnove~r inte~ntion in the~ 
fre~e~lance~ cre~w conte~xt. 
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4. Results and Discussion 

Outer Model 

 

Figure~ 2. Oute~r Mode~l (Factor Loading, Path Coe ~fficie~nt, and R-Square~). 

Figure~ “Oute~r Mode~l” displays factor loadings above~ e~ach arrow from a construct to its 
indicator, path coe~fficie~nts on the~ arrows be~twe~e~n e~xoge~nous and e~ndoge~nous constructs, 
and the~ R-square~ value~ inside~ the~ e ~ndoge~nous construct circle~ for Turnove~r Inte~ntion. The~se~ 
value~s inform me~asure~me~nt quality and the~ stre~ngth of structural re~lations prior to hypothe~sis 
te~sting. 

Convergent Validity 

Table~ 1. Oute~r Loading 

 Reward  

(X1) 

Punishment 

(X2) 

Turnover Intention  

(Y) 

X1.1 0.932   

X1.2 0.908   

X1.3 0.923   

X2.1  0.921  

X2.2  0.922  

X2.3  0.938  

Y1   0.931 

Y2   0.926 

Y3   0.904 

Source~: Data proce~sse~d by the~ re~se~arche~r (2025) 

Base~d on Table~ 1, the~ loading factor shows the~ stre~ngth of the~ re~lationship be~twe~e~n 
e~ach indicator and its construct. The~ data proce~ssing re~sults show that all indicators have~ a 
loading factor value~ gre~ate~r than 0.70 (loading factor > 0.70), which me~ans the~ indicators are~ 
de~clare~d valid and me~e~t the~ spe~cifie~d crite~ria. 

Table~ 2. Ave~rage~ Variance~ E~xtracte~d (AVE~). 

 AVE (Average Extracted  
Re~ward 0.848 

Punishme ~nt 0.859 
Turnove~r inte~ntion 0.847 

Source~: Data proce~sse~d by the~ re~se~arche~r (2025) 

Base~d on Table~ 2, the~ data proce~ssing re~sults show that all AVE~ value~s are~ > 0.50, 
which me~ans the~ me~asure~me~nt has me~t the~ conve~rge~nt validity crite~rion. 

Discriminant Validity 

Table~ 3. Cross Loading. 

 Reward  

(X1) 

Punishment (X2) Turnover intention 

(Y) 

X1.1 0.932 0.885 -0.922 
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X1.2 0.908 0.800 -0.863 

X1.3 0.923 0.833 0.870 

X2.1 0.799 0.921 -0.843 

X2.2 0.823 0.922 -0.809 

X2.3 0.911 0.938 -0.871 

Y1 -0.874 -0.816 0.931 

Y2 -0.897 -0.865 0.926 

Y3 -0.884 -0.824 0.904 

Source~: Data proce~sse~d by the~ re~se~arche~r (2025) 

Base~d on the~ cross loading data proce~ssing re~sults in Table~ 3, it is found that all loading 
factor value~s for e~ach indicator (highlighte~d) on the~ Re~ward (X1), Punishme~nt (X2), and 
Turnove~r Inte~ntion (Y) variable~s show a highe~r loading factor value~ compare~d to the~ loading 
factor value~s of the~ indicators from othe~r variable~s. 

Reliability 

Table~ 4. Cronbach’s Alpha and Composite~ Re~liability. 

 Cronbach’s  

Alpha 

Composite  

Reliability 

Reward 0.944 0.911 

Punishment 0.948 0.918 

Turnover intention 0.943 0.909 

Source~: Data proce~sse~d by the~ re~se~arche~r (2025) 

Base~d on Table~ 4, all constructs have~ a Cronbach’s alpha and Composite~ Re~liability 
value~ gre~ate~r than 0.70 (Cronbach’s alpha / Composite~ Re~liability > 0.70), which me~ans all 
instrume~nts have~ good re~liability in me~asuring the~ construct. Thus, the~ re~sponde~nts' answe~rs 
are~ de~clare~d consiste~nt, and the~ re~se~arch que~stionnaire~ can be~ conside~re~d re~liable~. 

Inner Model 

R-Square 

Te~sting the~ structural mode~l is done~ by looking at the~ R-Square~ value~, which is a 
goodne~ss-of-fit mode~l te~st. The~ inne~r mode~l te~sting can be~ se~e~n base~d on the~ R-Square~ value~ 
in the~ e~quation be~twe~e~n late~nt variable~s. The~ R2 value~ e~xplains how much the~ e~xoge~nous 
variable~s (inde~pe~nde~nt/fre~e~) in the~ mode~l are~ able~ to e~xplain the~ e~ndoge~nous variable~ 
(de~pe~nde~nt/bound). 

Table~ 5. R-Square~. 

 R-Square  

Turnover intention 0.931 

Source~: Data proce~sse~d by the~ re~se~arche~r (2025) 

Base~d on Table~ 5, the~ R-Square~ value~ of 0.931 can be~ inte~rpre~te~d as the~ mode~l be~ing 
able~ to e~xplain the~ phe~nome~non of turnove~r inte~ntion, which is influe~nce~d by inde~pe~nde~nt 
variable~s including re~ward and punishme~nt, with a variance~ of 93.1%. The~ re~maining 6,9% is 
e~xplaine~d by othe~r variable~s outside~ the~ study (be~side~s re~ward and punishme~nt). 

Hypothesis Testing 

Hypothe~sis te~sting can be~ se~e~n through the~ coe~fficie~nt re~sults and T-statistic value~ of 
the~ inne~r mode~l in the~ following table~: 

Table~ 6. Path Coe~fficie~nt (Me~an, STDE~V, T-Value~s). 

 Path 

Coefficien 

(O) 

Sample 

Mean 

(M) 

Standart 

Deviation 

(STDEV) 

T 

Statistic 

P Values 
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Reward -> Turnover 

intention 

-0.796 -0.695 0.221 0.801 0.000 

Punishment -> 

Turnover intention 

-0.182 -0.281 0.227 3.602 0.423 

Source~: Data proce~sse~d by the~ re~se~arche~r (2025) 

Base~d on Table~ 4.13 above~, a hypothe~sis conclusion can be~ drawn stating: 

1. Hypothesis 1: Re~ward on Turnove~r Inte~ntion is ne~gative~ and significant, as indicate~d 
by a p-value~ of 0.000, which is be~low the~ 0.05 thre~shold; the~re~fore~, the~ hypothe~sis is 
acce~pte~d. The~ path coe~fficie~nt of −0.796 me~ans that highe~r Re~ward is associate~d with 
a lowe~r te~nde~ncy toward Turnove~r Inte~ntion, and the~ SmartPLS p-value~ of 0.000 
indicate~s an e~xtre~me~ly small probability e~ve~n whe~n rounde~d to thre~e~ de~cimals. 

2. Hypothesis 2: The~ e~ffe~ct of Punishme~nt on Turnove~r Inte~ntion is ne~gative~ but not 
significant, be~cause~ the~ p-value~ of 0.423 e~xce~e~ds the~ 0.05 thre~shold; the~re~fore~, the~ 
hypothe~sis cannot be~ acce~pte~d. The~ path coe~fficie~nt of −0.182 shows a de~cre~asing 
re~lationship, but it is not statistically strong e~nough according to the~ PLS-SE~M 
bootstrap te~st. 

The~ significance~ of the~ T-Statistic re~sult can also be~ se~e~n from the~ SmartPLS output 
with bootstrapping in the~ image~ be~low: 

 

Figure~ 3. Output Bootstrapping. 

Discussion 

Influence of Reward on Turnover Intention 

The~ re~sults of this study indicate~ that re~ward has a ne~gative~ e~ffe~ct on turnove~r 
inte~ntion; the~ be~tte~r the~ re~wards provide~d, the~ lowe~r the~ cre~w’s inte~ntion to le~ave~ the~ir jobs. 
This finding shows that re~wards play an important role~ in re~taining cre~w, whe~re~ 
improve~me~nts in the~ quality or inte~nsity of re~wards are~ inve~rse~ly re~late~d to the~ company’s 
turnove~r inte~ntion. In othe~r words, re~wards that are~ pe~rce~ive~d as fair and consiste~nt can se~rve~ 
as a primary de~te~rre~nt for cre~w me~mbe~rs who are~ conside~ring le~aving. 

In ope~rational role~s such as E~ve~nt Organize~r cre~ws, a transpare~nt re~ward syste~m and 
formal re~cognition clarify the~ link be~twe~e~n the~ e~ffort e~xpe~nde~d and the~ compe~nsation 
re~ce~ive~d. At Maharagung, the~ re~ward syste~m and fe~e~ (wage~) payme~nts are~ de~signe~d in tie~rs 
base~d on cre~w grade~s. E~ach cre~w me~mbe~r is cate~gorize~d into a spe~cific grade~ according to 
the~ir le~ngth of se~rvice~ and the~ numbe~r of e~ve~nts the~y take~. This grading syste~m is the~ main 
basis for de~te~rmining the~ fe~e~ e~ach cre~w me~mbe~r will re~ce~ive~. Such a syste~m motivate~s cre~ws 
to continuously improve~ the~ir compe~te~ncie~s so the~y can move~ up to highe~r grade~s with large~r 
fe~e~s. 

Fe~e~s/wage~s are~ a crucial factor that strongly influe~nce~s cre~ws’ de~cisions to re~main with 
the~ organization. This is close~ly re~late~d to the~ir status as fre~e~lance~rs who are~ not bound by a 

pe~rmane~nt contract with Maharagung. Maharagung cre~ws work on an e~ve~nt‑base~d or proje~ct 
basis. Whe~n an e~ve~nt arise~s, Maharagung offe~rs the~ cre~w the~ opportunity to join, and the~y 
are~ comple~te~ly fre~e~ to acce~pt or de~cline~ the~ offe~r according to the~ir availability and sche~dule~s. 
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This fle~xible~ work mode~l allows cre~ws to manage~ the~ir own time~, but it also me~ans the~y do 
not have~ guarante~e~d monthly income~. 

Cre~ws’ de~cisions to acce~pt subse~que~nt e~ve~nt offe~rs are~ influe~nce~d by se~ve~ral factors, 
with most cre~ws conside~ring the~ir fre~e~ time~ and the~ amount of the~ fe~e~ offe~re~d. The~ fe~e~ must 
be~ compe~titive~ and comme~nsurate~ with the~ workload, re~sponsibilitie~s, and duration of the~ 
e~ve~nt. If the~ pay offe~re~d is conside~re~d unattractive~, the~y will choose~ to de~cline~. A cle~ar and 
transpare~nt grading syste~m also provide~s cre~ws with hope~ for progre~ssion. Whe~n cre~ws se~e~ 
the~ opportunity to move~ up to a highe~r grade~ with gre~ate~r compe~nsation, the~y are~ motivate~d 
to ke~e~p de~monstrating the~ir be~st pe~rformance~ by acce~pting e~ve~nt offe~rs from Maharagung. 

This is consiste~nt with the~ study by (Nabila e~t al., 2023) at PT Karya Dayun, which 
found that re~wards have~ a ne~gative~ and significant e~ffe~ct on turnove~r inte~ntion among the~ 
company’s cre~ws. The~ findings e~mphasize~ that improve~me~nts in the~ quality of re~wards whe~n 
pe~rce~ive~d as fair and consiste~nt are~ associate~d with re~duce~d inte~ntions to quit in the~ 
population studie~d. In the~ conte~xt of PT Karya Dayun, cre~ws who pe~rce~ive~ the~ re~ward 
syste~m as cle~ar and aligne~d with the~ir contributions te~nd to maintain loyalty and re~sist the~ 
urge~ to se~e~k job opportunitie~s outside~ the~ organization. 

Influence of Punishment on Turnover Intention 

The~ re~sult indicate~ that the~ se~cond hypothe~sis is re~je~cte~d be~cause~ the~ re~sults show that 
punishme~nt doe~s not affe~ct turnove~r inte~ntion. Although the~ application of sanctions te~nds 
to de~cre~ase~ cre~ws’ inte~ntion to le~ave~, the~ hypothe~sis about a ne~gative~ e~ffe~ct of punishme~nt 
on turnove~r inte~ntion was built on the~ assumption that sanctions would lowe~r cre~ws’ de~sire~ 
to quit an e~ve~nt organize~r. This assumption re~ste~d on the~ ide~a that stricte~r punishme~nt foste~rs 
discipline~, make~s work more~ orde~rly, and minimize~s violations that could harm both the~ 
company and the~ cre~ws the~mse~lve~s. Cle~ar tasks and ce~rtainty about sanctions should make~ 
cre~ws who inte~nd to work se~riously fe~e~l comfortable~, the~re~by re~ducing the~ turnove~r inte~ntion 
of Maharagung cre~ws. Howe~ve~r, the~ te~sts did not find any e~ffe~ct of punishme~nt on turnove~r 
inte~ntion. This shows that turnove~r inte~ntion is not influe~nce~d by how high or low the~ le~ve~l 
of punishme~nt re~ce~ive~d by the~ cre~ws is. 

In ope~rational role~s such as e~ve~nt organize~r cre~ws, consiste~nt punishme~nt can, in 
principle~, provide~ be~havioral boundarie~s and cre~ate~ discipline~. In practice~, howe~ve~r, cre~ws 

te~nd to re~spond more~ strongly to the~ re~ward syste~m than to sanctions. The~ non‑significant 
e~ffe~ct of punishme~nt sugge~sts that cre~ws are~ not substantially influe~nce~d by the~ company’s 
punitive~ syste~m whe~n de~ciding whe~the~r to re~main, be~cause~ Maharagung cre~ws are~ not bound 
by formal contracts; as a re~sult, the~y are~ more~ re~sponsive~ to re~wards than to the~ sanctions 
applie~d. 

The~se~ re~sults are~ consiste~nt with (Zafar e~t al., 2022), who found that punishme~nt 
(punitive~ supe~rvision) did not affe~ct turnove~r inte~ntion, and with (Ali e~t al., 2022), who 
re~porte~d that a form of punishme~nt abusive~ supe~rvision had no significant dire~ct e~ffe~ct on 
turnove~r inte~ntion. Conve~rse~ly, the~ re~sults contrast with (Arrasyid & Asj’ari, 2020) at CV. 
Cahaya Motor, whe~re~ punishme~nt was re~porte~d to have~ a ne~gative~ e~ffe~ct on turnove~r 
inte~ntion in that company’s conte~xt. The~ir findings unde~rscore~ the~ role~ of fair and consiste~nt 
e~nforce~me~nt as be~havioral guardrails that can dampe~n the~ impulse~ to look for alte~rnative~ 
jobs. Punishme~nt was positione~d as a control me~chanism that clarifie~s be~havioral limits and 
the~ conse~que~nce~s of violations, e~ncouraging compliance~ and re~straining the~ inte~ntion to quit 
whe~n rule~s are~ e~nforce~d transpare~ntly and proportionate~ly. In othe~r words, a sound punitive~ 
syste~m can he~lp cre~ate~ a conducive~ work e~nvironme~nt in which cre~ws fe~e~l comfortable~ 
be~cause~ of ce~rtainty in how activitie~s are~ carrie~d out. Howe~ve~r, the~ pre~se~nt study diffe~rs 
be~cause~ punishme~nt did not succe~e~d in influe~ncing turnove~r inte~ntion. 

The~ dive~rge~nce~ in re~sults can be~ trace~d to fundame~ntal diffe~re~nce~s in industry 
characte~ristics and the~ nature~ of work. Maharagung’s E~O cre~ws ope~rate~ in a 

proje~ct/e~ve~nt‑base~d e~nvironme~nt that is te~mporary and fle~xible~, whe~re~as CV. Cahaya Motor 
(a motorcycle~ de~ale~r) has a stable~ structure~ and routine~ ope~rations. In the~ E~O conte~xt, the~ 

de~cision to le~ave~ is more~ strongly shape~d by e~xte~rnal factors such as pe~r‑e~ve~nt fe~e~s, 
alte~rnative~ proje~ct opportunitie~s, and unce~rtain workloads, re~nde~ring punishme~nt le~ss 
re~le~vant in shaping turnove~r inte~ntion. 

Base~d on prior studie~s, the~ e~ffe~ct of punishme~nt and its various forms is not always 
dire~ctly re~late~d to turnove~r inte~ntion. In some~ organizational conditions, othe~r factors or 
variable~s participate~ in shaping turnove~r inte~ntion. The~ same~ applie~s to Maharagung cre~ws: 
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the~re~ is like~ly a se~t of additional factors not e~xamine~d in this study that influe~nce~, or e~ve~n 
mode~rate~, the~ re~lationship be~twe~e ~n punishme~nt and turnove~r inte~ntion. 

 

5. Conclusion 

Base~d on data analysis using the~ SE~M‑PLS me~thod conducte~d on 59 Maharagung E~O 
cre~w me~mbe~rs to e~xamine~ how re~ward and punishme~nt influe~nce~ the~ir inte~ntion to le~ave~ the~ 
company, this study produce~s se~ve~ral ke~y findings as follows. 
1. Re~ward is shown to play a role~ in re~ducing turnove~r inte~ntion.  Cre~w me~mbe~rs who 

re~ce~ive~ comme~nsurate~ pay as the~ most promine~nt aspe~ct of re~ward te~nd to show a 
de~cre~ase~ in the~ir de~sire~ to le~ave~ the~ company.  This finding indicate~s that incre~asing salary 
as part of the~ re~ward syste~m can lowe~r the~ le~ve~l of turnove~r inte~ntion. 

2. Punishme~nt is not shown to play a role~ in re~ducing turnove~r inte~ntion. Cre~w me~mbe~rs 
who face~ the~ thre~at of te~rmination whe~re~ te~rmination is the~ most promine~nt aspe~ct of 
punishme~nt—do not consiste~ntly show a de~cre~ase~ in the~ir de~sire~ to le~ave~.  This finding 
indicate~s that tighte~ning te~rmination policie~s doe~s not lowe~r turnove~r inte~ntion unde~r 
the~ obse~rve~d conditions. 

As an implication of this study, the~ following re~comme~ndations are~ formulate~d base~d on 
the~ finding that the~ highe~st indicator within the~ re~ward variable~ is salary and the~ highe~st 
indicator within the~ punishme~nt variable~ is te~rmination, with punishme~nt having no 
significant e~ffe~ct on turnove~r inte~ntion. 
1. Base~d on the~ re~sults, the~ stronge~st influe~nce~ within the~ re~ward variable~ lie~s in the~ salary 

indicator.  The~ company is advise~d to re~vie~w and manage~ compe~nsation policie~s more~ 
e~ffe~ctive~ly, transpare~ntly, and proportionally to workload, and to e~nsure~ payme~nt 
accuracy and consiste~ncy.  The~ company can also e~valuate~ workload, adjust wage~s, and 
provide~ cle~ar re~cognition so that cre~w me~mbe~rs fe~e~l fairly tre~ate~d and se~cure~ at work.  
By stre~ngthe~ning a proportional and consiste~nt re~ward syste~m, the~ cre~w’s turnove~r 
inte~ntion is e~xpe~cte~d to de~cre~ase~ in line~ with the~ re~lationship obse~rve~d in this study. 

2. Base~d on the~ re~sults, the~ stronge~st indicator within the~ punishme~nt variable~ is 
te~rmination; howe~ve~r, punishme~nt doe~s not have~ a significant e~ffe~ct on turnove~r 
inte~ntion.  The~ company is the~re~fore~ advise~d not to re~ly on stricte~r te~rmination policie~s 
as the~ main strate~gy to re~duce~ turnove~r inte~ntion, but to prioritize~ stre~ngthe~ning re~wards 
while~ e~nsuring that disciplinary policie~s re~main cle~ar and proportional through 
me~chanisms such as ve~rbal warnings, promotion de~lays, and te~rmination only as a last 
re~sort.  By focusing on improving re~wards and applying re~asonable~ and consiste~nt 
discipline~, cre~w me~mbe~rs’ de~cisions to stay are~ e~xpe~cte~d to be~ drive~n more~ by pe~rce~ive~d 
fairne~ss and ce~rtainty of compe~nsation than by the~ thre~at of sanctions. 
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