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ABSTRACT: This research explores the influence of Leader-Member Exchange (LMX) on work intentions, with job satisfaction 

and organizational commitment as mediating variables. The study sample comprises 200 Retail Sales Promotion Representatives 

(SPB/SPG) in Mall Bandar Lampung City, Indonesia. Data collection utilized a questionnaire based on purposive sampling 

techniques and was analyzed using Structural Equation Modeling (SEM) through the AMOS application. The findings reveal that 

LMX positively affects job satisfaction, positively influences organizational commitment, and has a negative impact on work 

intentions. Job satisfaction mediates the relationship between LMX and work intentions, while organizational commitment 

mediates the relationship between LMX and work intentions. This research provides insights into the dynamic relationship 

between leaders and team members, highlighting its impact on job satisfaction, organizational commitment, and ultimately 

work intentions. The study has the potential to enrich our understanding of factors influencing employee retention. 
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INTRODUCTION  

The rapid development of the digital era has led to increasingly diverse and complex marketing strategies. Companies are 

competing to capture consumer attention through various marketing tactics, ranging from advertising, promotions, to branding. 

However, amidst this intensifying competition, personal approaches remain effective in attracting attention and winning the 

hearts of consumers (Rehman et al., 2017; Teck Weng & Cyril de Run, 2013). One form of personal approach adopted by 

marketing companies is the use of Sales Promotion Girls (SPG) or Sales Promotion Boys (SPB). Personalized approaches through 

SPG/SPB are gaining popularity because consumers tend to trust and be more open to individuals they know or those who 

provide a personal touch. Additionally, personal approaches provide companies with the opportunity to better understand the 

individual needs and preferences of consumers, enabling them to design more effective products and marketing strategies (Teck 

Weng & Cyril de Run, 2013). The Leader-Member Exchange (LMX) concept emphasizes the importance of personal relationships 

between leaders and team members in achieving organizational goals (Krampitz et al., 2023; Yasin et al., 2023). Previous 

research has shown that the LMX concept is related to the intention to stay in an organization. A study in the United States 

indicates that the higher the quality of the relationship between leaders and team members, the lower the intention of team 

members to leave the organization. This is attributed to high job satisfaction and loyalty to the organization (H. Liao & Chuang, 

2004; Maier et al., 2013; Moliner et al., 2005). 

Research by Babič et al. (2019), Gottfredson et al. (2020), and Weng et al. (2020) found that a good interpersonal relationship 

between leaders and team members can enhance employee job satisfaction and ultimately influence organizational 

performance. Another study by Robert & Vandenberghe (2021) and Saragih et al. (2020) discovered that employees who have 

good interpersonal relationships with their leaders are more likely to feel satisfied with their jobs. Studies by Lee et al. (2019) 

and Liao et al. (2019) revealed that LMX directly and indirectly affects employee job satisfaction through mediator variables such 

as trust, motivation, and organizational commitment. These studies suggest that leaders with good interpersonal relationships 

with their team members can enhance trust, support, and perceptions of fairness among employees, ultimately leading to 

higher job satisfaction. Conversely, leaders with poor LMX with their team members tend to provide less support and 

recognition, affecting the job satisfaction and performance of their team members. 
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However, not all studies yield the same results regarding the relationship between LMX and job satisfaction. A study by Chung & 

Jeon (2020) showed that the LMX relationship does not have a significant impact on employee job satisfaction. Overall, research 

results on the influence of LMX on employee job satisfaction are still controversial and require further investigation. 

Nevertheless, the majority of studies indicate that a good interpersonal relationship between leaders and team members can 

influence employee job satisfaction and overall organizational performance. Therefore, companies and organizations need to 

recognize the importance of a good LMX relationship and develop strategies to enhance the quality of relationships between 

leaders and team members. 

Previous studies suggest that LMX relationships can influence employee organizational commitment. According to studies 

(Brown, O., Paz-Aparicio, C., and Revilla, 2019; Sa’adah & Rijanti, 2022), LMX can influence organizational commitment through 

several mechanisms, including engagement, trust, justice, and mutual benefit. Although previous studies show that LMX can 

influence employee organizational commitment, some research also finds that this relationship is not always linear. For 

example, in a study conducted by Eisenberger et al. (2002) and Susanto (2023), it was found that a very strong LMX relationship 

can negatively influence employee organizational commitment. Other research also indicates that poor or low LMX can 

influence employees' intention to quit. In studies conducted by Kiazad et al. (2014), C. H. Lee & Bruvold (2003), Ozcelik et al. 

(2008), and Schaubroeck et al. (2007), it was found that poor LMX quality influences employees' intention to quit through job 

satisfaction. The results suggest that the worse the LMX relationship, the higher the intention of employees to quit. Research 

also indicates that poor LMX influences employees' intention to quit through job satisfaction and organizational commitment. 

Research in Indonesia on the influence of LMX on the intention to quit is still relatively limited. Therefore, investigating the 

impact of LMX on the intention to quit in sales promotion staff (SPB/SPG) becomes an interesting topic for exploration. This 

research can offer new insights for companies to understand how building strong personal relationships between leaders and 

team members can affect employees' intentions to remain with the organization. Additionally, the findings of this study can 

assist companies in designing strategies and policies to enhance the quality of relationships between leaders and team 

members, ultimately reducing employee turnover rates within the organization.In conclusion, this study aims to test and analyze 

the influence of Leader-Member Exchange (LMX) on job satisfaction, organizational commitment, and intention to quit. 

Additionally, it seeks to examine and analyze the impact of Leader-Member Exchange (LMX) on the intention to quit, mediated 

by job satisfaction and organizational commitment. 

 

LITERATURE REVIEW AND HYPOTHESIS DEVELOPING 

Leader-Member Exchange on job satisfaction 

A good relationship between leaders and subordinates will enhance job satisfaction. According to Rana et al. (2011), there are 

four aspects underlying job satisfaction: behavioral potential, expectations, reinforcement factors, and psychological 

atmosphere. Leader-Member Exchange (LMX), also known as the leader-subordinate exchange, is a system of several 

components and relationships among these components that involve the leader's closeness to members or dyadic (Ghulam et 

al., 2018, and Muhammed, 2017). Another study conducted by Chieh-Peng and Hua (2004) revealed that Leader-Member 

Exchange has a positive and significant impact on job satisfaction. The findings of Chieh-Peng and Hua's research were also 

consistent with the study conducted by Mohammed (2017). Based on these opinions, the following hypothesis can be 

formulated. 

H1 : Leader-Member Exchange has a positive and significant impact on job satisfaction 

Leader-Member Exchange on organizational commitment 

Leader-Member Exchange (LMX) is a high-quality relationship between a leader and team members based on trust, mutual 

understanding, and support. A positive LMX relationship can influence team members' organizational commitment, ultimately 

having a positive impact on the overall organizational performance. Therefore, it is important to understand the role of LMX in 

building organizational commitment. Previous research on the relationship between LMX and organizational commitment 

supports the idea that there is an influence between LMX and organizational commitment. Research by Yang et al. (2020) found 

that LMX has a positive influence on organizational commitment through job satisfaction. This means that a good LMX 

relationship will increase job satisfaction among team members, which, in turn, will affect their level of organizational 

commitment. Research by Farooq et al. (2019) found that LMX has a positive influence on organizational commitment and 

employee performance. These findings indicate that a positive LMX can enhance both organizational commitment and 

employee performance simultaneously. Research by Çolak et al. (2019) found that LMX has a positive influence on 

organizational commitment through job satisfaction and trust in the leader. This implies that a good LMX relationship will 
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increase trust in the leader and job satisfaction among team members, which, in turn, will affect their level of organizational 

commitment. 

H2: Leader-Member Exchange has a positive and significant impact on organizational commitment. 

Leader-Member Exchange on intention to quit. 

Leader-Member Exchange focuses on the dyadic (two-way) relationship between the leader and each follower, aiming to 

enhance organizational success by creating a positive relationship between the leader and followers (Cheh-peng and Hua, 2004). 

Mujahid and Mukhaer (2015) explain that the intention to quit refers to an employee voluntarily leaving a company or 

organization and moving to another company or organization. The research by Cheh-peng and Hua (2004) and Mujahid and 

Mukhaer (2015) is supported by studies conducted by Mahmud et al. (2015), Luke et al. (2018), and Muhammed (2017), where 

Leader-Member Exchange has a positive and significant impact on the intention to quit. However, a different result was found in 

the research conducted by Ceacilia et al (2017). In their study, Ceacilia et al. (2017) found that Leader-Member Exchange has a 

negative impact on the intention to quit. Therefore, the third hypothesis in this study is: 

H3: Leader-Member Exchange has a positive and significant impact on intention to quit. 

The influence of Leader-Member Exchange on intention to quit with job satisfaction as a mediator 

Heywood et al. (2016) state that job satisfaction is a reflection of an individual's beliefs about the determinants of their 

behavior. Increasing job satisfaction is expected to reduce employees' intention to quit. Intention to quit is something desired by 

an employee to leave the company they currently work for (Nyoman and Wayan, 2015). The weak Leader-Member Exchange 

influences job satisfaction, leading to the intention to quit (Luke et al. (2018), and Muhammed (2017)). 

H4: Job satisfaction mediates the impact of Leader-Member Exchange on intention to quit. 

The influence of Leader-Member Exchange on intention to quit with organizational commitment as a mediator 

There are several reasons why LMX can reduce an employee's intention to leave and maintain commitment to the organization. 

LMX encourages a positive psychological contract between leaders and followers (C. H. Lee & Bruvold, 2003). A positive 

psychological contract can be defined as a set of reciprocal obligations involving shared expectations, enhancing organizational 

identification among employees (Robert & Vandenberghe, 2021). Additionally, the quality of the relationship between leaders 

and followers can have a positive relationship with job performance (Lin & Ma, 2004), and followers' roles reflecting genuine 

commitment will result in more positive feedback (Sa’adah & Rijanti, 2022). 

Robert & Vandenberghe (2021); Sa’adah & Rijanti (2022) argue that a high level of perceived management and leadership 

support creates a duty for employees to demonstrate sportsmanship, diligence, and willingness that represent their loyalty. Silva 

et al. (2019) state that employee commitment increases when they feel they receive more trust, respect, and attention from 

leaders. If the leader-employee relationship is positive, it will lead them to positive work, influencing their emotions in the form 

of commitment, as the leader is a significant representation of the organization. 

H5: Organizational commitment mediates the impact of Leader-Member Exchange on intention to quit." 

 

METHODOLOGY 

This study is a descriptive quantitative research, where the obtained data consist of numerical values that are then processed 

and analyzed to obtain an overview and relationships between the variables used in this study (Creswell, 2018). The population 

in this research consists of Retail Sales Promoters (SPB/SPG) in the shopping malls of Kota Bandar Lampung, Indonesia. A total of 

200 samples are used in this study, employing a non-probability sampling technique. The data is analyzed using Structural 

Equation Modeling (SEM) with the assistance of the AMOS application. 

 

RESULTS AND DISCUSSION 

RESULT 

Validity and Reliability Test 

Table 1 Validity and Reliability Test 

No Indikator Loading Factor Loading ^2 Errror Cr AVE 

1 X1 0,846 0,716 0,284 

0,939 0,755 2 X2 0,820 0,672 0,328 

3 X3 0,886 0,785 0,215 

http://www.ijefm.co.in/
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No Indikator Loading Factor Loading ^2 Errror Cr AVE 

4 X4 0,916 0,839 0,161 

5 X5 0,873 0,762 0,238 

 
      

No Indikator Loading Factor Loading ^2 Errror Cr AVE 

1 Y11 0,714 0,510 0,490 

0,901 0,648 

2 Y12 0,781 0,610 0,390 

3 Y13 0,779 0,607 0,393 

4 Y14 0,894 0,799 0,201 

5 Y15 0,845 0,714 0,286 

 
      

No Indikator Loading Factor Loading ^2 Errror Cr AVE 

1 Y21 0,805 0,648 0,352 

0,890 0,575 

2 Y22 0,740 0,548 0,452 

3 Y23 0,720 0,518 0,482 

4 Y24 0,730 0,533 0,467 

5 Y25 0,750 0,563 0,438 

6 Y26 0,799 0,638 0,362 

 
      

No Indikator Loading Factor Loading ^2 Errror Cr AVE 

1 Z1 0,770 0,593 0,407 

0,879 0,647 
2 Z2 0,750 0,563 0,438 

3 Z3 0,801 0,642 0,358 

4 Z4 0,889 0,790 0,210 

Source: Primary Data (2023) 

 

Based on the results of the instrument validity test, it is evident that all research indicators for the 4 variables used in the 

research model are valid. This finding is supported by all loading factor values > 0.5. According to the instrument reliability test 

results, it can be concluded that all items in the research instrument are reliable. This research finding is supported by all CR 

values for each research variable having a coefficient greater than 0.6. Regarding the discriminant validity test results, it is 

observed that all research variables meet the criteria for discriminant validity. This is evidenced by all AVE values being greater 

than 0.5. In conclusion, the data in this study are valid and reliable. 

 

Table 2. GOF Test 

GOF Criteria Cut Off Value Keterangan 

Probabilitas (  > 0,05 0,392 Good Fit 

Chisquare Expected to be small 158.201 Good Fit 

CMIN / df ≤ 5 1,027 Good Fit 

RMSEA  ≤ 0,08 0,012 Good Fit 

GFI > 0,9 0,928 Good Fit 

AGFI ≥ 0,9 0,902 Good Fit 

TLI ≥ 0,9 0,998 Good Fit 

CFI ≥ 0,9 0,998 Good Fit 

Source: Primary Data (2023) 
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Based on the test results, it can be concluded that this model has met the criteria for Goodness-of-Fit (GoF). The GoF fit criteria 

encompass various aspects, such as a low Chi-square value, Comparative Fit Index (CFI) and Tucker-Lewis Index (TLI) values close 

to 1, and a Root Mean Square Error of Approximation (RMSEA) close to zero. These positive results indicate that the research 

model, in general, aligns well with the observed data. Thus, it can be considered that the model exhibits a good level of fit with 

the available empirical data. 

 

Table 3. Hypothesis Test 

 Hypothesis  Path Standardized Coef S.E. C.R. P 

H1 LMX (X1) → Job Satisfaction (Y1) ,542 ,062 8,695 *** 

H2 LMX (X1) → Organizational Commitment (Y2) ,393 ,073 5,365 *** 

H3 LMX (X1)→ Intention to Quit (Z) ,344 ,097 3,538 *** 

H4 LMX (X1) *Job Satisfaction (M) → Intention to Quit (Z) ,163 ,056 2,908 ,004 

H5 LMX (X1) *Organizational Commitment (M) → Intention to Quit (Z) ,361 ,079 4,578 *** 

Source: Primary Data (2023) 

 

Based on the calculations presented table 3, the obtained results are as follows: 

1. LMX has a positive and significant effect on job satisfaction. This is evidenced by the estimate value of 0.542 and a p 

coefficient of 0.000, which is lower than the significance level (0.05). 

2. LMX has a positive and significant effect on organizational commitment. This is supported by the estimate value of 0.393 and 

a p coefficient of 0.000, which is less than the significance level (0.05). 

3. LMX has a positive and significant effect on the intention to quit. This is reinforced by the estimate value of 0.344 and a p 

coefficient of 0.000, which is lower than the significance level (0.05). 

4. Job satisfaction mediates the relationship between LMX and the intention to quit, as evidenced by the estimate value of 

0.163 and a p coefficient of 0.004, which is less than the significance level (0.05). 

5. Organizational commitment mediates the relationship between LMX and the intention to quit, as evidenced by the estimate 

value of 0.361 and a p coefficient of 0.000, which is lower than the significance level (0.05). 

These results indicate that the variables LMX, job satisfaction (JS), and organizational commitment (OC) have a significant and 

positive influence on the variable intention to quit (ITQ). Additionally, LMX has a significant and positive influence on job 

satisfaction and organizational commitment. Thus, these findings support the hypotheses proposed in the study. 

 

DISCUSSIONS 

LMX Influences Job Satisfaction Positively and Significantly 

The results of the first hypothesis testing indicate that Leader-Member Exchange (LMX) has a significant positive relationship 

with job satisfaction. This finding aligns with statements from Erdogan et al. (2011), C. H. Lee & Bruvold (2003), and Narpati et al. 

(2020), highlighting various aspects underlying job satisfaction, such as behavioral potential, expectations, reinforcing elements, 

and psychological atmosphere. Leader-Member Exchange (LMX) refers to a system involving several components and 

relationships among these components, encompassing the closeness of a leader with each team member or dyadic relationship 

(Ghulam, 2017; Yasin et al., 2023). Other studies by S. S. Liao et al. (2017) and Menon (2014) reveal that role exchanges, as long 

as they do not disrupt performance, tend to improve job satisfaction. In the context of LMX with SPB/SPG, employees may feel a 

sense of ownership and responsibility, leading to enhanced job satisfaction. A stronger LMX relationship between leaders and 

team members correlates with increased job satisfaction. Job satisfaction plays a crucial role in contributing to work quality, 

performance, and employee retention. 

Moreover, satisfied employees are more motivated, enthusiastic, and dedicated. This positive impact extends to productivity, 

service quality, and customer loyalty. Organizations with high employee job satisfaction levels tend to be more stable with lower 

turnover rates. This stability helps reduce costs associated with retraining and layoffs while retaining experienced personnel. 

Strong LMX relationships can also foster better collaboration between teams and departments. Employees who feel valued and 

have positive relationships with their leaders are more cooperative in achieving organizational goals. These findings emphasize 

the importance of cultivating and maintaining a positive LMX relationship between leaders and team members, positively 

impacting job satisfaction among SPB/SPG employees in Mall Bandar Lampung City. Efforts to improve the quality of leader-
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team member relationships can yield significant benefits for organizations, both in terms of performance and employee 

retention. 

LMX Influences Organizational Commitment Positively and Significantly. 

The positive and significant results indicating that LMX influences organizational commitment align with the context of this 

study. In the competitive retail business, having satisfied employees is a valuable asset. The positive relationship between LMX 

and organizational commitment suggests that the quality of interactions between leaders and team members has a positive 

impact on employees' perceptions of their organization. Several factors influencing the LMX-organizational commitment 

relationship should be considered. Leadership style, communication, and leader support play crucial roles in shaping the quality 

of LMX. Inclusive leadership styles, effective communication, and leader support contribute to building stronger LMX 

relationships. 

Effective communication is key to building positive LMX relationships. Clear and continuous communication between leaders 

and team members enhances trust and mutual understanding, influencing organizational commitment positively. Support and 

attention provided by leaders to their team members are also crucial. Leaders who pay attention to the needs and development 

of employees and provide assistance when needed tend to create positive LMX relationships. Previous research by Kaukab et al. 

(2020) and C. H. Lee & Bruvold (2003) indicates that perceived high levels of management and leadership support create a sense 

of obligation in employees to demonstrate sportsmanship, diligence, and a willingness to represent loyalty. Silva et al. (2019) 

suggest that employee commitment increases when they feel they receive more trust, respect, and attention from leaders. 

Positive leader-employee relationships lead to positive work outcomes, influencing emotions in the form of commitment, as 

leaders are essential representations of the organization. These findings underscore the importance of support from 

management and the development of positive relationships between leaders and team members. Such efforts contribute to 

employees' commitment, loyalty, and satisfaction, influencing their intention to stay with the organization. 

LMX Influences Intention to Quit Positively and Significantly 

The positive and significant relationship between LMX and intention to quit implies that a well-established LMX results in lower 

intentions among SPB/SPG employees to leave their jobs. This finding aligns with previous studies (Jabutay & Rungruang, 2021; 

Kaukab et al., 2020; Srinadi & Supartha, 2015; Treglown et al., 2018), emphasizing that Leader-Member Exchange positively 

affects the intention to quit. A mutually beneficial relationship and openness in carrying out duties and responsibilities 

contribute to reducing employees' intent to leave. In this study, a positive LMX is considered a factor that helps reduce 

employees' intentions to quit. The establishment of relationships through LMX results in employees feeling ownership and 

responsibility for their work. This sense of ownership encourages higher job satisfaction, leading to a lower intention to quit. The 

importance of the LMX relationship highlights that building a positive LMX in the context of SPG/SPB in retail leads to employees 

feeling valued, supported, and having good relationships with their leaders, reducing the intention to quit. Understanding the 

significance of LMX emphasizes its role in minimizing negative impacts on organizational operations. In the context of retail, 

where competition is high, reducing employee turnover is crucial for maintaining experienced and committed personnel. Intent 

to quit can disrupt productivity, team stability, and customer service quality. Thus, these findings emphasize the importance of 

LMX in minimizing the negative impact on organizational operations. 

LMX Positively and Significantly Influences Intention to Quit with Job Satisfaction as a Mediator 

This study reveals that Leader-Member Exchange (LMX) positively and significantly influences the intention to quit, with job 

satisfaction mediating this relationship. Several factors explain why a positive LMX contributes to lower intentions to quit. 

Support and trust are crucial elements in a strong LMX; when leaders listen, provide support, and acknowledge employees, they 

tend to be more satisfied and committed, reducing the desire to seek alternative employment. Effective communication plays a 

vital role in positive LMX relationships. Clear and consistent communication helps avoid conflicts and misunderstandings, 

contributing to lower intentions to quit. Employees who can freely communicate with their leaders and feel heard tend to be 

more satisfied and less likely to quit. Recognition and appreciation also play a significant role. Employees with positive 

relationships with their leaders tend to receive more acknowledgment for their contributions, motivating them to stay and give 

their best effort. Job satisfaction as a mediator plays a crucial role in explaining the relationship between positive LMX and lower 

intentions to quit. Satisfied employees tend to have lower intentions to quit, feeling connected to their work and experiencing 

lower stress levels. 

Previous studies, such as S. S. Liao et al. (2017), found that positive LMX helps reduce employees' intentions to quit and 

improves job satisfaction, ultimately positively impacting customer service quality and customer retention. The results 

emphasize the key role of a positive LMX relationship, mediated by job satisfaction, in achieving success and stability in retail 
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business. Consequently, these findings are highly relevant in the competitive retail context. Another study by Erdogan et al. 

(2011) highlights that in a competitive retail business environment, organizations need to understand the crucial role of LMX in 

designing strategies to retain competent and committed employees. This research underscores the importance of supporting 

leaders in building positive relationships with their teams and creating a work climate that promotes job satisfaction. These 

findings have significant implications for human resource management (HRM). In retail businesses with high employee turnover, 

understanding and leveraging positive LMX relationships can help organizations reduce turnover and retain experienced 

personnel. Management implications include leadership training to build skills in establishing positive LMX and focusing on 

developing a work climate that promotes organizational commitment. 

LMX Positively and Significantly Influences Intention to Quit with Organizational Commitment as a Mediator 

LMX is a key factor in shaping organizational commitment levels. The positive relationship between leaders and team members 

creates a more supportive work environment. When leaders listen, provide support, and acknowledge employees, they tend to 

be more satisfied with their work. Previous studies, such as Dennis and Bocarnea (20XX), show that better LMX is significantly 

related to higher job satisfaction levels. Therefore, a strong LMX can form the basis for organizational commitment. In this 

research framework, organizational commitment serves as a mediator that explains the relationship between LMX and the 

intention to quit. Considering that a positive LMX creates organizational commitment, employees are more likely to stay 

committed when satisfied with their organization. Organizational commitment reflects that the organization meets employees' 

expectations and needs, creating a supportive work environment. Thus, higher levels of organizational commitment can reduce 

the intention to quit as employees feel connected to the organization and satisfied with their work. 

The intention to quit is the end result of interactions between LMX, organizational commitment, and various other factors. 

Intention to quit can arise as a response to dissatisfaction, mismatch, or the desire to seek better opportunities. In the retail 

business, high employee turnover rates can disrupt operations and customer service quality. Therefore, understanding the 

factors influencing the intention to quit is crucial in human resource management. These findings have significant implications 

for human resource management in retail businesses. To reduce the intention to quit and improve employee retention, 

organizations need to pay attention to developing positive relationships through LMX. This may involve leadership training in 

communication skills, effective feedback, and deserving recognition. Additionally, organizations need to focus on developing a 

work climate that promotes organizational commitment, including career development programs, appropriate incentives, and 

constructive feedback. 

 

CONCLUSIONS & MANAGERIAL IMPLICATION 

CONCLUSIONS 

This research has yielded several significant findings regarding the relationship between Leader-Member Exchange (LMX), job 

satisfaction, organizational commitment, and intention to quit. Here are the conclusions drawn from this study: 

1. Positive Influence of LMX on Job Satisfaction: 

The research results indicate a positive influence between LMX and job satisfaction. An improvement in the quality of the 

relationship between leaders and team members (LMX) has the potential to enhance levels of job satisfaction, and vice 

versa. 

2. Positive Influence of LMX on Organizational Commitment: 

Research findings suggest a positive influence between LMX and organizational commitment. An increase in LMX can elevate 

levels of organizational commitment, and conversely. 

3. Positive Influence of LMX on Intention to Quit: 

The study reveals a negative influence between LMX and the intention to quit. Enhancement in the quality of LMX can 

reduce the tendency to quit the job. 

4. Mediating Role of Job Satisfaction in the Relationship Between LMX and Intention to Quit: 

Job satisfaction is identified as a significant mediator in the relationship between LMX and the intention to quit. This implies 

that employees who are satisfied with their jobs are less likely to quit, especially when their relationship with their leaders 

(LMX) improves. 

5. Mediating Role of Organizational Commitment in the Relationship Between LMX and Intention to Quit: 

Findings indicate that organizational commitment mediates the relationship between LMX and the intention to quit. A positive 

relationship between leaders and team members creates a supportive work environment, which, in turn, influences 

organizational commitment and reduces the intention to quit. 
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In conclusion, this study underscores the importance of paying attention to and enhancing the relationship between leaders and 

team members (LMX) as a strategy to improve job satisfaction, organizational commitment, and reduce the intention to quit 

among employees. The implications of these findings can assist organizations in designing more effective human resource 

management policies, with a focus on improving the quality of interactions between leaders and team members. 

 

MANAGERIAL IMPLICATIONS 

Based on the assessment of individual indicators in the job satisfaction variable, the statement regarding "opportunities for 

promotion" received the lowest appreciation. This suggests that some respondents may have doubts or lower expectations 

regarding promotion opportunities in the workplace. Therefore, the suggestion for this study is to focus on strategies that foster 

social relationships and a sense of ownership among employees. This may include implementing team-building activities, 

creating opportunities for open communication and collaboration, and promoting a supportive and inclusive work culture. 

Additionally, conducting surveys or focus groups to gather more specific feedback from employees about their feelings of social 

connection in the workplace can provide valuable insights for improvement. 

According to the assessment of individual indicators in the organizational satisfaction variable, the indicator "part of a family in 

the workplace" received the lowest appreciation. This indicates that some respondents may feel less socially connected in the 

workplace. It is important for the company to find ways to enhance employees' sense of accountability and ownership in 

addressing issues within the organization. This could involve providing clear guidelines on problem-solving processes, offering 

training or workshops on effective problem-solving skills, and recognizing and rewarding employees who demonstrate a 

proactive approach to solving challenges. Additionally, seeking input from employees through feedback mechanisms such as 

suggestion boxes or anonymous feedback channels can help identify the underlying reasons for the perceived lack of personal 

responsibility for a problem. 

Based on the assessment of individual indicators in the organizational satisfaction variable, the indicator "responsibility for 

issues" received low appreciation. This suggests that there may be a sense of responsibility, but not everyone feels that if there 

is a problem, employees perceive it as not their personal responsibility. The research recommendation is twofold. First, 

conducting a survey to gather more specific information about why employees do not feel responsible for issues. This could 

include questions about the level of communication and transparency within the organization, the availability of resources and 

support, and to what extent employees feel empowered to own and make decisions about problems. Second, analyzing 

organizational culture and leadership styles to determine if there are factors that may contribute to a lack of personal 

responsibility. This could include assessing the level of autonomy and decision-making authority given to employees, the level of 

accountability and feedback provided, and the extent to which the organization values and appreciates existing issues. 

Implementing training and development programs to help employees build problem-solving and decision-making skills. This 

could include workshops on effective communication, conflict resolution, and decision-making, as well as opportunities for 

employees to practice these skills in a supportive and safe environment. 
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