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Abstract

This study aims to examine the influence of remote work flexibility on job
satisfaction and turnover intention among permanent lecturers at the Institute of
Technology and Business (IT&B) Medan. Lecturer turnover remains a pressing concern
that undermines academic continuity and the overall quality of higher education. Adopting
a quantitative approach, the research employed Partial Least Squares Structural
Equation Modeling (PLS-SEM) and involved a full population of permanent faculty
members through a saturated sampling technique. The results reveal that remote work
flexibility positively and significantly affects job satisfaction as well as turnover intention.
Conversely, job satisfaction was found to have a negative yet statistically insignificant
effect on turnover intention. These findings indicate that while remote flexibility enhances
satisfaction, it may also increase the likelihood of lecturers seeking alternative career
opportunities. The study offers practical recommendations for university leadership in
developing flexible work arrangements that foster satisfaction while preserving
institutional loyalty and long-term retention.

Keywords: remote work flexibility, job satisfaction, turnover intention, permanent
lecturers, PLS-SEM

INTRODUCTION

In recent years, higher education institutions in Indonesia have been grappling with
significant challenges in managing human resources, particularly in retaining skilled and
qualified permanent faculty members. In cities like Medan, the increasing trend of
lecturers transferring between institutions has become a notable concern (Theng et al.,
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2021). This high turnover rate is driven by multiple factors, including overwhelming
workloads, uncertain career advancement, dissatisfaction with institutional governance,
and poor work-life balance (Simamora et al., 2022). Such issues not only disrupt
academic continuity but also undermine the long-term quality of education (Theng et al.,
2024). Nonetheless, with advancements in technology and shifts in post-pandemic work
dynamics, one promising solution has emerged flexible remote working arrangements
which are believed to help reduce lecturer turnover while enhancing job satisfaction
(Susanto et al., 2021).

Remote work flexibility refers to a work arrangement that allows individuals to
complete job tasks outside the physical office such as from home or other suitable
locations while providing autonomy in managing their work time and location. According
to (Chatterjee et al., 2022), work flexibility encompasses elements of time and location,
granting employees greater control over when and where they work. (Leonardi et al.,
2024) add that work flexibility is the degree of freedom and autonomy individuals have in
scheduling and executing their tasks. Meanwhile, (Barbieri & Bellini, 2024) state that
remote-based work flexibility can enhance perceptions of autonomy, reduce work—life
conflict, and positively impact job satisfaction.

Remote work flexibility provides flexibility for lecturers in managing work time and
place, which is proven to increase autonomy, life balance, and a sense of belonging to
the institution. Therefore, it is important to explore how remote work flexibility contributes
to reducing turnover intention and increasing job satisfaction, especially among
permanent lecturers in Medan City such as at the Institute of Technology and Business
(IT&B) Medan. Turnover Intention or intention to leave a job is a person's tendency or
desire to leave the organization voluntarily in the near future. According to (Cohen et al.,
2015), turnover intention is the initial stage of the cognitive process that leads to
resignation, starting from job dissatisfaction to the emergence of the intention to find
another job. (Huang, 2020) explains that turnover intention is a strong indicator that can
predict actual turnover (Mariana et al., 2024).

In the lecturer environment, turnover intention can be triggered by various factors,
such as high workload, lack of institutional recognition (Sulistiarini, 2024), (Syah, 2021),
limited career development opportunities, and imbalance between work and personal life
(Gunarto, 2024). However, remote work flexibility can be one of the factors that reduce
the level of lecturers’ intention to leave the institution. With flexibility in work time and
place, lecturers feel more valued and have the space to manage academic and family
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responsibilities in a more balanced manner (Novita et al., 2025). This has a positive
impact on job satisfaction and loyalty to the institution.

In the academic environment, particularly for lecturers, remote work flexibility has
become highly relevant, especially with the growing need for online teaching and learning
activities in the post-pandemic era. Lecturers bear the responsibility of fulfilling the
"tridharma" of higher education teaching, research, and community service. Work
flexibility enables them to manage their time more effectively to carry out these three
duties without the necessity of being physically present on campus (Tuerah et al., 2024).
This flexibility also contributes to increased job satisfaction, as lecturers feel more trusted
and granted the space to balance their professional and personal lives. Moreover, work
flexibility has been shown to reduce turnover intention, as lecturers experience greater
comfort and commitment to their institutions (Yuhertiana et al., 2024). Nonetheless,
implementing work flexibility presents challenges, such as technological infrastructure
limitations and the need for direct interaction in activities like practicums or student
mentoring (Faruque et al., 2024), (Ardi et al., 2024). Despite these challenges, remote
work flexibility remains an adaptive and promising approach to support productivity and
the sustainability of academic activities.

Technological developments and the impact of the COVID-19 pandemic have
encouraged various higher education institutions, including in Indonesia, to adopt a
remote work system as a form of adaptation to changes in the work environment (Turnip
et al., 2024). One form of work flexibility that has emerged is Remote Work Flexibility,
which is the flexibility in determining the time and place of work independently. In the
academic world, this work system provides an opportunity for lecturers to organize work
schedules and locations more flexibly without reducing obligations to the tridharma of
higher education. However, this work flexibility not only has an impact on productivity, but
also on the psychological and emotional aspects of lecturers, such as job satisfaction and
turnover intention. Lecturers' job satisfaction is an important indicator in measuring the
quality of performance, loyalty, and long-term sustainability of the teaching force.
Conversely, increased turnover intention or the desire to leave the institution can be a
warning signal for management of internal problems that need to be addressed
immediately.

Based on internal data from IT&B Medan in 2024, out of a total of 53 permanent
lecturers, the results of an initial survey on the level of job satisfaction and turnover
intention of lecturers towards the institution were obtained. Job satisfaction is an
important aspect of organizational behavior, reflecting the level of comfort and satisfaction
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of individuals with their work. (Liem et al., 2024) state that job satisfaction is a positive
emotional condition that arises from a person's evaluation of his work experience. Job
satisfaction is the result of an individual's assessment of his job characteristics (Fatahillah
et al., 2024). Meanwhile, according to (Ozkan & Basol, 2025), job satisfaction is related
to the extent to which a person enjoys his job, both in terms of the tasks performed and
the supportive work environment. There are several indicators commonly used to
measure job satisfaction (Hansson & Eriksson, 2025): First, satisfaction with the job itself,
which reflects the level of interest and meaning in the tasks performed. Second,
satisfaction with compensation, which relates to the fairness and adequacy of salary.
Third, satisfaction with supervision, which is the quality of the relationship with the
supervisor and the support provided. Fourth, satisfaction with coworkers, which refers to
the social aspects of the work environment. Fifth, promotion and career development
opportunities. Finally, the balance between work and personal life, or work-life balance,
which is an important factor in job satisfaction.

The survey showed that most lecturers were still at moderate to low levels of job
satisfaction, and there was an increasing trend of turnover intention. This is an important
concern because lecturer turnover can disrupt the continuity of the teaching and learning
process, reduce the quality of academic services, and increase the administrative burden
of recruitment for institutions. To clarify these conditions, the following fictitious data are
presented from a survey of 53 permanent lecturers at IT&B Medan related to job
satisfaction and turnover intention:

Table 1. Job Satisfaction Level of Permanent Lecturers of IT&B Medan

Job Satisfaction Rank Total Lecture Persentage (%)
High 12 22.6%
Middle 26 49.1%
Low 15 28.3%
Total 53 100%

From the table above, it can be seen that only 22.6% of lecturers have a high level
of job satisfaction, while 28.3% are at a low level. On the other hand, 41.5% of lecturers
showed a high level of turnover intention. This indicates a potential organizational
problem that could impact the academic sustainability of IT&B Medan. The data reflects
that there are still many lecturers who have not reached an optimal level of job
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satisfaction, while most others show an intention to leave the institution. Problems that
often arise among lecturers include high administrative burden, lack of appreciation for
academic performance, limited access to training and professional development, and lack
of effective communication between management and lecturers. This is exacerbated by
a rigid work system that is less adaptive to the needs of individual lecturers. When
lecturers do not feel valued or have control over how they work, job satisfaction decreases
and the intention to seek opportunities outside the institution increases. Based on the
above background, this research is worth doing to find out whether remote work flexibility
can be a strategic solution in increasing job satisfaction while reducing turnover intention
among lecturers, especially at IT&B Medan which is currently facing challenges in
maintaining the stability and quality of its teaching staff.

METHOD

This research is a quantitative study with a causal associative approach that aims to
determine the effect of remote work flexibility on job satisfaction and turnover intention in
permanent lecturers. This research was conducted at the Institute of Technology and
Business (IT&B) Medan, a private university in Medan City which has a number of active
permanent lecturers. The population in this study were all permanent lecturers at IT&B
Medan, totaling 53 people. Because the population is relatively small and can be reached
entirely, the sampling technigue uses saturated sampling, namely all members of the
population are used as research samples.

The data collection technique used is the survey method using a closed
guestionnaire prepared based on indicators of each research variable. The questionnaire
was distributed directly to respondents to obtain the required primary data, while secondary
data was obtained through documentation or staffing reports of related institutions. This
research instrument will be tested for validcity and reliability first before being used in the
main analysis. The data analysis technique used in this research is Structural Equation
Modeling-Partial Least Squares (SEM-PLS). This method was chosen because it is able to
analyze the relationship between latent variables simultaneously, including direct and
indirect effects between constructs.
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RESULTS AND DISCUSSION
Respondent Description
Table 2. Respondent By Gender

Gender Total Persentage (%)
Female 31 59%

Male 22 41%

Total 53 100%

Description of Respondents Based on the table above, it can be explained that the
distribution of permanent lecturers at the Institute of Technology and Business (IT&B)
Medan based on gender shows that the majority of lecturers are female, which is 59%, while
male lecturers amount to 41% of the total population. This indicates that female educators
are more dominant in the IT&B campus environment. This condition may reflect the
characteristics of the institution that may be more inclusive of female lecturers, or indicate
the tendency of academic profession preferences that are more in demand by women at the
institution.

PLS SEM Test Results
Table 3. Convergen Validity

Job Satisfaction Remote Work Turnover
(y1) Flexibility (X) Intention(Y2)
X1 0,771
X2 0,768
X3 0,787
X4 0,787
X5 0,755
X6 0,800
Y1.1 0,825
Y1.10 0,782
Y1.2 0,810
Y1.3 0,854
Y1.4 0,844
Y1.5 0,811
Y1.6 0,856
Y1.7 0,861
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Y18 0,765

Y1.9 0,785

Y2.10 0,735
Y2.2 0,823
Y2.3 0,746
Y2.4 0,828
Y25 0,817
Y26 0,900
Y2.7 0,868
Y2.8 0,857
Y2.9 0,836
y2.1 0,774

The table illustrates the outer loading values for each indicator in relation to its
corresponding construct within the Partial Least Squares Structural Equation Modeling
(PLS-SEM) framework. The study evaluates three main constructs. The first, Remote Work
Flexibility (X), comprises six indicators (X1-X6) with loading values ranging from 0.755 to
0.800. The second construct, Job Satisfaction (Y1), consists of ten indicators (Y1.1-Y1.10),
yielding loading values between 0.765 and 0.861. The third construct, Turnover Intention
(Y?2), also includes ten indicators (Y2.1-Y2.10), with loadings varying from 0.735 to 0.900.
Among these, indicator Y2.6 recorded the highest loading (0.900), indicating a strong
reflection of turnover intention, while Y2.10 exhibited the lowest (0.735), yet remained above
the acceptable threshold.

All indicators across the three constructs demonstrate satisfactory convergent
validity, as evidenced by loading values exceeding the recommended threshold of 0.700.
Consequently, each construct meets the criteria to advance to the structural model
assessment stage without the necessity of indicator elimination.

Construct Reliability and Validity
Table 4. Construct Reliability and Validity

Cronbach's rho_A Composite | Average Variance
Alpha Reliability Extracted (AVE)
Job Satisfaction (y1) 0,946 0,949 0,953 0,672
Remote Work 0,856 0,862 0,893 0,582
Flexibility (X)
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Turnover 0,945 0,950 0,953 0,673
Intention(Y2)

All constructs in the model are confirmed to be both reliable and valid. This is
supported by Cronbach's Alpha and Composite Reliability (CR) values exceeding 0.700,
demonstrating strong internal consistency among the indicators. Additionally, the Average
Variance Extracted (AVE) values surpass 0.500, indicating that a substantial proportion of
variance in the indicators is accounted for by their respective latent constructs. Given that
these criteria for construct measurement have been satisfactorily met, the model is deemed
appropriate to advance to the structural (inner model) analysis stage.

R Square
Table 5. R Square
R Square R Square Adjusted
Job Satisfaction (y1) 0,327 0,320
Turnover Intention(Y2) 0,716 0,710

Based on the results of the R Square value analysis, it is known that the Remote
Work Flexibility variable is able to explain the variability of Job Satisfaction by 32.7%. This
shows that the effect of Remote Work Flexibility on Job Satisfaction is in the moderate
category, so there are still other variables outside the model that influence lecturers' job
satisfaction. Meanwhile, the Remote Work Flexibility and Job Satisfaction variables together
are able to explain the Turnover Intention variable by 71.6%. This value indicates that the
model has strong explanatory power in explaining the factors that influence lecturers'
intention to change jobs. Thus, the structural model built is considered good enough in
describing the relationship between the variables studied.

Path Coefficient
Table 6. Path Coefficient

Original Sample Standard T  Statistics | P
Sample (O) Mean (M) | Deviation (|O/STDEV]) Values
(STDEV)
Remote Work Flexibility (X) -> Job | 0,572 0,589 0,086 6,678 0,000
Satisfaction (y1)
Job Satisfaction (yl) -> Turnover | -0,147 0,737 0,085 1,753 0,200
Intention(Y2)
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Remote Work Flexibility (X) ->| 0,457 0,369 0,097 4,620 0,005
Turnover Intention(Y2)

Effect of Remote Work Flexibility on Job Satisfaction

The findings of this study indicate that remote work flexibility has a positive and
significant impact on job satisfaction among permanent lecturers at IT&B Medan, with a path
coefficient of 0.572, a t-statistic of 6.678, and a p-value of 0.000. Since the t-statistic exceeds
the critical threshold of 2.009 and the p-value is below 0.05, this relationship is statistically
significant. The implications of these findings suggest that the implementation of remote
work flexibility enables lecturers to manage their teaching, research, and community service
responsibilities more adaptively. This autonomy fosters a sense of institutional trust and
appreciation, as lecturers are given the authority to fulfill their academic duties
independently. Such flexibility not only promotes a healthier work-life balance but also
enhances intrinsic motivation and work engagement, which ultimately contributes to
increased job satisfaction.

These results align with existing literature, which highlights that flexible work
arrangements play a crucial role in fostering a positive organizational climate and can serve
as an effective strategy for retaining academic personnel in higher education (Wang et al.,
2021)(Skogen, 2021)(Krajcik et al., 2023). In the context of post-pandemic transformations
in work patterns, the adoption of remote work flexibility may become a strategic imperative
for universities seeking to maintain competitiveness and ensure sustainable human
resource management (Archer et al., 2024).

The effect of Job Satisfaction on Turnover Intention
The test results indicate that job satisfaction has a negative but statistically
insignificant effect on turnover intention, with a path coefficient of -0.147, a t-statistic of
1.753, and a p-value of 0.200. Since the t-value falls below the critical threshold of 2.009
and the p-value exceeds 0.05, the effect is deemed statistically insignificant. Despite the
lack of statistical significance, the negative coefficient direction suggests a tendency: the
higher the level of job satisfaction perceived by lecturers, the lower their intention to leave
the institution. This aligns with theoretical perspectives and prior empirical findings, which
consistently demonstrate that individuals who are satisfied with their jobs tend to exhibit
greater organizational loyalty and lower turnover intentions.
These findings are consistent with previous studies which also reported an
insignificant relationship between job satisfaction and turnover intention (Syaifuddin et al.,
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2022)(Faris et al., 2024)(Syaifuddin, Rezeki, et al., 2024). The non-significant effect
observed in this study may be attributed to several factors, such as the absence of
potential mediating or moderating variables in the model, as well as institutional
differences and the unique organizational cultures across higher education institutions (F.
R. A. Lubis, Syaifuddin, Lubis, et al., 2023). Another possible explanation is that lecturers
may possess strong intrinsic motivation and a high degree of professional commitment,
which encourages them to remain in their positions despite dissatisfaction in certain
areas. Contributing factors such as job stability, career advancement opportunities, and
a sense of moral responsibility toward students may further influence their decision to
stay (Syaifuddin, Lie, et al., 2024).

Effect of Remote Work Flexibility on Turnover Intention

The results showed that remote work flexibility has a positive and significant effect
on turnover intention. This finding indicates that the higher the level of remote work
flexibility perceived by lecturers, the greater their tendency to consider leaving the
institution where they work. High work flexibility is not always positive for academic staff
retention. On the contrary, too much flexibility can give lecturers room to explore career
opportunities outside the institution, feel that they do not have strong emotional or
organizational attachments, and create a feeling that they can get similar or better working
conditions elsewhere.

This phenomenon is consistent with several previous studies which highlight that
while remote work flexibility can enhance job satisfaction and work-life balance (F. R. A.
Lubis, Syaifuddin, Sofiyan, et al., 2023)(Y. Lubis et al., 2024)(Fadli, 2024), under certain
conditions it may also reduce organizational commitment and increase employee mobility
(Harinto, 2024). These findings suggest that higher education institutions must strike a
balance between granting flexibility and strengthening lecturer engagement and loyalty.
This can be achieved through policies that support career development, performance
recognition, and the improvement of workplace relationships (Tambunan, 2023).

CONCLUSION

Based on the results of the study, it can be concluded that remote work flexibility
has a positive and significant effect on the job satisfaction of permanent lecturers at IT&B
Medan. The higher the level of work flexibility perceived by lecturers, the higher their job
satisfaction, as such flexibility allows them greater autonomy in managing their time and
academic responsibilities. However, job satisfaction does not have a significant effect on
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turnover intention, although the direction of the relationship indicates that higher
satisfaction tends to reduce the desire to leave the institution. This means that increasing
job satisfaction alone is not sufficient to suppress lecturers’ intention to change jobs
without being accompanied by other organizational strategies such as career
development or adequate recognition.

Meanwhile, remote work flexibility is shown to have a positive and significant effect
on turnover intention, meaning the greater the flexibility provided, the higher the tendency
of lecturers to explore job opportunities outside the institution. These findings suggest
that work flexibility must be balanced with efforts to strengthen loyalty, organizational
culture, and retention strategies to prevent negative impacts on faculty continuity.
Therefore, the implementation of flexible work policies must be carefully designed not
only to enhance satisfaction but also to ensure the long-term sustainability of academic
human resources.
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