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ABSTRACT

Objective — This paper aims to investigate the impact of the work stress on job satisfaction and employee turnover
among the employees in Bandung.

Methodology/Technique — The study is conducted between January — April 2019 in a private company in Bandung.
We distributed questionnaire to 400 participants through the human resource department in each company and obtained
216 valid and usable participants. We used SPSS software to analyze the regression and Macro Process to identify the
mediation role.

Findings — The findings reveal a direct effect of work stress on both job satisfaction and turnover intention, and there
was also direct significant relationship between job satisfaction and turnover intention. Job satisfaction plays a
mediatory role in the relationship between work stress and turnover intention. The results indicate the strategic policies
of HR manager that they should consider stress and satisfaction when confront with high turnover. To identify the
turnover leave, managers need to conduct routine survey regarding the employee intention.

Novelty — The study uses participants from Indonesia which is considered as a collectivist culture which is still limited;
thus our contribution is to provide wider perspective regarding the relationship model of work stress, satisfaction, and
turnover intention. Both academics and practitioners could use the results of this study as a basis for future research.
Type of Paper: Empirical
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1. Introduction

The European Union General Data Protection Regulation, regulating the processing and use of personal
data in the EU, forces companies to review and upgrade their existing policies, procedures, and practices to
ensure compliance (Rodriguez-Doncel et. al., 2016).
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Business organizations either in service or product markets are determined to achieve their goals and
continue to grow. They need to be organized and manage their valuable resources. One important asset is
employees. Human resources have conceptual, analytical, and strategic ideas that can be optimized for
managing other resources. Failure to take care of employees will result in the loss of the opportunity to grow.
Organizations that have difficulty retaining their employees will experience obstacles in pursuing their target
(Hughes et. al., 2010). Gyensare et. al. (2015) states that the most difficult challenge confronting most
businesses in the 21st century is the issues of employee turnover, and turnover intention. A Report from the
Work Institute (2018) states that 33% of employees will leave their job each year by 2020.

Turnover intention describes an individual’s own thoughts that they might leave the organizations at some
point of time in the near future. Chen et. al. (2014) explains turnover intention as turnover plan. Turnover
intention is different than the actual turnover. The latter refers to the employee’s actual behavior when they
decide to end the employment. Turnover intention is a behavioral tendency or thought to leave their work
organization. This intention might lead to actual turnover. It is important to focus the study on turnover
intention as it is the driver for actual turnover. The negative effect of turnover has been the focus of top
management in almost every industry because it is one of the most expensive and difficult workforce
challenges (Moynihan & Pandey, 2008). Therefore, determining the antecedents of employee turnover
intention has been an ongoing goal of both employers and researchers (Park & Shaw, 2013). This is
confirmed by the results of studies by Morneau Shepell (2018) that employees are still a top concern for
management. Boss (2018) also argues that employee turnover rates have reached the highest level in the last
10 years.

The findings of many previous studies conclude that job satisfaction (Yucel & Bektas, 2012), affective
commitment (Albrecht & Andreeta, 2011), rewards and work-life balance (Cao et. al., 2013), and perceived
organizational support (Hussain & Asif, 2012) are inversely related to employee turnover intention. Other
factors that can influence the intention to leave but in positive way are work stress (Javed et. al., 2014), work
life conflict (Sang et. al., 2009), and job demand (Babakus et. al., 2008). The purpose of this study is to test a
relationships model between work stress, job satisfaction, and employee turnover intention in Indonesia.
Organizations in this part of the Asian country also face similar challenges regarding employee turnover. Our
study design also examines the mediation effect of job satisfaction.

The contribution of this study is to enhance the discussion regarding work stress and turnover intention
from different cultures, in this case from Indonesia. Stress is an individual perception and is believed to have
great variation between cultures. It will be interesting to identify employees work stress from various
industries and to study its effect on work behavior. The result can be used by business organizations to
develop better human resources and work related policies. In addition, academics may also refer to this study
when discussing the relationship model of work stress, satisfaction, and turnover intention.

Section 1 of this paper provides the background and contribution of this study. Exploration regarding
related literatures and hypotheses development is describe in Section 2. Section 3 explains how the data is
collected, measure, and analyzed. The main ingredient for this study is in Section 4, which provides the
results and discusses the findings. Finally, Section 5 will conclude the paper.

2. Literature Review
2.1 Work Stress, Job Satisfaction, and Turnover Intention

According to Robbins and Judge (2017), work stress is a dynamic condition whereby an individual faced
with an opportunity, claim, or resource related to the interests of the individual and the results are considered
important but have a level of uncertainty about them. This condition can cause psychological discomfort.
Employees often experience high levels of work-related demands and are therefore exposed of stress and
burnout. Demanding supervisors, long work-hour, unfriendly work environment, higher target/goals, and
demanding customers are some of the most common situations faced by employees. Employee work stress
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needs to be well managed because it can harm the individual and organization. Gibson et. al (2012) explains
the behavioral impact of work stress including satisfaction, performance, absenteeism, turnover, accidents,
drug abuse, and health service claims. Stress also has a cognitive impact which includes the inability to make
decisions, frustration, reduced concentration, apathy, and forgetfulness. Furthermore, stress will have impact
on individual physiological effects in terms of increased blood pressure, high cholesterol, and coronary heart
disease.

Schermerhorn et. al. (2012) defines job satisfaction as employee’s positive or negative feeling toward their
job, co-workers, supervisor, and their work environment. Employee job satisfaction will increase if they
experience positive feelings regarding these work factors. Organizations are concerned about maintaining
high levels of job satisfaction because of the various consequences such as higher productivity, increased
customer loyalty, low absenteeism and turnover, safety performance, and life satisfaction (DuBrin, 2019).

Snell and Bohlander (2013) define it as the movement of employees out of the company. Meanwhile, the
term Turnover Intention (TI) is explained by Branham (2012) as a tendency for employee attitudes to look
for new opportunities outside their current organization. Tl is different from turnover because it is concerned
with the tendency (intention), not actual resignation. By understanding TI, organizations can identify the
level of employee intentions to quit and find new jobs within a certain period of time. In this sense, it
contains an element of intention which means that employees resign because of their own desires. Employee
turnover is considered as negative and costly for the organization. Employee turnover can cost organizations
millions of dollars (Scandura, 2019). Managers must aware of the various antecedents of Tl such as job
stress, job satisfaction, organizational commitment, leadership style, and organizational justice (Gyensare et.
al., 2015; Griffeth et. al., 2000; Siddiqui & Jamil, 2015; Kaur et. al., 2013).

2.2 The Relationship Between Work Stress, Job Satisfaction and Turnover Intention

Work stress levels are believed to have an impact on job satisfaction. Research in various industries
confirms the view regarding the inverse correlation between job stress and job satisfaction. This relationship
is supported by previous studies from Malik et. al. (2011), Terera and Ngirande (2014), Venkataraman and
Ganapthi (2013), Troesch and Bauer (2017), and Tziner et. al. (2015). Studies from Pakistan, lsrael,
Switzerland, and South Africa agree that work stress has a significant and negative relationship with job
satisfaction. Employees who experience higher stress levels will have less satisfaction at work.

Most studies that address the relationship between work stress and turnover intention found a significant
and positive relationship. Employees with higher work stress tend to develop greater intentions to quit.
Studies in Pakistan found a strong correlation between work stress and turnover intention (Javed et. al.,
2014). Studies in Turkey, Thailand, and South Korea found a moderate correlation (Chung et. al., 2017;
Demiral, 2018).

Employees who perceive that the company gives attention to their well-being will provide positive returns.
One positive feedback is that they stay longer in the organization. Robbins and Judge (2017) corroborate the
statement that unhappy employees will drive negative responses such as leaving the organization. Most
behavioral studies which examine the relationship between job satisfaction and turnover intention found a
significant and negative correlation. Oosthuizen et. al. (2016) in South Africa, Jaramilo et. al. (2006) in the
USA, Ang et. al. (2013) in Australia, and Mihelic (2014) in Slovenia found a moderate to strong negative
correlation.

Based on the above, the following hypotheses are proposed:

H1: Work stress will have significant and negative effect on job satisfaction.
H2: Work stress will have significant and positive effect on turnover intention.

H3: Job satisfaction will have significant and negative effect on turnover intention.
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2.3 Mediation Model of Job Satisfaction

Job satisfaction has often functioned as a mediator as evidenced in scientific work. Nasra and Heilbrunn
(2015) investigate the mediation of job satisfaction in the relationship of transformational leadership and
organizational citizenship behavior. Fried et. al. (2008) examine the mediation role between work stress and
performance. A study related with the mediating role of job satisfaction in the causal relationship of work
stress and T1 found a significant correlation (Fried et. al., 2008; Chung et. al., 2017). Based on the above, the
following hypothesis is proposed:

H4: Job satisfaction will have mediation role in the relationship of work stress and turnover intention.

3. Research Methodology
3.1 Participants

A total of 400 questionnaires were sent out via human resources departments in 8 organizations in
Bandung. The cover letter described the objectives of the study. The participants consist of employees
working with the same organization for more than 1 year. 216 participant responses were usable for this
study resulting in an overall response rate of 54%. The participant demographic profiles are displayed in
Table 1.

Table 1. Demographic Characteristics

Characteristi Numbe Percentag Characteristi Numbe Percentag
Category Category
c r e c r e
High School 95 53.4% < 25 years 39 21.9%
Diploma 39 21.9% 25 - 30 years 22 12.4%
> -
Education Under 75 42.1% 80-35 34 19.1%
Graduate years
> -
Post Graduate 7 3.9% 35-40 39 21.9%
Age years
< 1years 18 10.1% >40-45 51 28.7%
years
> -
1 -3 years 36 20.2% 45-50 18 10.1%
Tenure years
>3 -5 years 13 7.3% > 50 years 13 7.3%
>5-10 years 21 11.8% Officer 165 92.7%
> 10 years 128 71.9% Position Supervisor 24 13.5%
Gender Male 71 39.9% Manager 27 15.2%
Female 145 81.5%

3.2 Measurement and Analysis

Job satisfaction is measured using 20 items developed by Prasetio et. al. (2019). The results of the
Cronbach alpha is > .07 (.928). Sample items were ‘I have the authority to do my work independently’ and
‘My job allowed me to perform various activities’. The work stress and turnover intention scale was
developed based on the work of Elci et. al. (2012). The work stress scale consists of 8 items with a Cronbach
alpha of .750 and sample items were ‘I feel Exhausted after work® and ‘My Work demands a lot of my time
and energy’. Turnover intention was measured with 6 items and the Cronbach alpha is .810. Sample items
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were ‘Often thinking of quitting from work’ and ‘Actively look for better employment opportunities’.
Participants were asked to choose 1 of 6 alternatives ranging from 1= very disagree and 6= very agree.

After the raw data was codified, the analysis using SPSS V. 21 and Macro Process was conducted. We
obtained regression results for each causal relationship and, using a bootstrap approach, we determined the
mediation. First, we put the data in the SPSS with Macro Process installed. Next, regression analysis was
conducted using model 6 in the Macro Process Menu. This provides the results regarding regression and also
the mediation analysis. This method avoids the normality assumption. The application of bootstrapping
confidence intervals will reveal whether there is mediation or not. We apply the 95% confidence interval (CI)
with 5.000 bootstraps. Bootstrap was used because this method does not require the normality assumptions
related to sample distribution through the application of bootstrapping confidence intervals (Preacher et. al.,
2007). Job satisfaction has a mediation role in the relationship if the value of the Upper-level and Lower-
level Confidence Interval do not contain 0. Ghadi et. al. (2013) also states that researchers show that the
bootstrapping approach is a more valid and powerful method for testing mediation effects.

4. Results

The correlation results are shown in Table 2 and reveal that work stress is significantly and strongly
related to turnover intention (r = 0.610). However, it has weak negative correlation with job satisfaction (r = -
.265). On the other hand, job satisfaction also has a weak correlation with turnover intention (r = -.360).

Table 2. Correlations Between Constructs

Mean Std. Deviation 1 2 3 4 5 6 7 8
1 Age 3.4583 1.52441 1
2 Education 1.9722 .95925 -.115 1
Tenure . -
3 3.9491 1.44099 877 176™ 1
4  Position 1.3611 .69494 3397 5597 279™ 1
; Workhour 1.2731 44661 054 4m” o043 O g
Stress - o - 251"
6 3.4622 .84657 995" .338 293" 133 * 1
Satisfaction o - o -
7 4.6655 .63886 275 339" 357 .032 -.056 265" 1
Turnover - - - « 178" - -
8 3.1471 1.04133 261" 495 330™ 142 * .610 360" 1
*. Correlation is significant at the 0.05 level (2-
tailed).

**_Correlation is significant at the 0.01 level (2-tailed).

Table 3 displays the criteria to determine the level of employee perception toward work stress, job
satisfaction, and turnover intention. Participants feel they experienced a little stress which classified as
medium to low level (3.46). Regarding their satisfaction, participants reveal they are satisfied with their
current job (4.67). They are also less likely to quit in the near future. They score 3.15 which is considered as
medium to low intention to leave. In short, employees perceived satisfaction with their job, they do not
experience uncontrollable stress and they have little intention to quit.

35
J. Mgt. Mkt. Review 5 (1) 31 — 40 (2020)



Ary Ferdian, Bachruddin Saleh Luturlean, Khairani Ditha Zhafira, Nabilla Kalvina Izumi

Table 3. Perception Level for Work Stress, Job Satisfaction, and Turnover Intention

Satisfaction Stress Turnover

Range Category Category Category

1-1.83 Very dissatisfied Very Low Very Low
1.83-2.67 Dissatisfied Low Low

2.67 -3.50 Tend to dissatisfied Mediumto Low Medium to Low
3.50-4.33 Tendtosatisfied  Medium to High Medium to High
4.33-5.17 Satisfied High High

517 -6 Very Satisfied Very High Very High

Based on the regression results shown in Table 4, our hypotheses regarding the direct effect of each
variable are supported. Hypothesis H1 that work stress has significant and negative effect on job satisfaction
is supported (p-value < .01). Hypothesis H2 that work stress has significant and positive effect on turnover
intention is also supported. And hypothesis H3 that job satisfaction has significant and negative effect on
turnover intention, is also supported. All independent variables can predict the dependent variables.

Table 4. Regression Coefficient, Standard Error and Model Summary

Job Satisfaction Turnover intention
Coeff SE  p-value Coeff SE  p-value
Work Stress -0.200 0.049 0.000 0.681 0.067 0.000
Job Satisfaction - - - -0.348 0.089 0.000
Constant 5358 0.177 0.000 2.411 0.528 0.005
R Square 0.070 R Square 0.414
F= 16.154 F= 75.377
p= 0.000 p= 0.000

The indirect effect of work stress on turnover intention which is mediated by job satisfaction is supported.
Job satisfaction mediates the relationship. Table 5 show the bootstrapping results. Thus, H4 is supported (no
0 value between Boot-LLCI and Boot-ULCI). Job satisfaction has a contribution to reduce employee
intention to leave.

Table 5. Indirect Effect of Job Satisfaction in the Relationship Between Work Stress and Turnover Intention

Effect BootSE BootLLClI BootULCI
Work Stress 0 Job Satisfaction O Turnover 0.07 0.032 0.021 0.143

5. Discussion

Our study reveals that the level of work stress is at medium to low as well as turnover intention. This
means that workers perceive that their stress levels can be managed. Every job has its own risks regarding
stress. In fact, without certain levels of stress, a job might be not interesting. In other words, they can cope
with current work stress levels. Deadlines, various tasks, time concerns, conflict with co-workers or
supervisors, are all conditions which happen frequently in any organization. Daily routines are exposed with
such risk so that employees are already prepared to face them. If such conditions occur in the long term and
increase the intensity, then employees might experience high stress levels. This is not happening in this
study. Employees perceive the have a medium level of work stress.

Employees also have little thoughts to leave their current organization. Many factors can affect the
intention to leave. External factors of turnover cannot be controlled. Instead, organizations need to focus on
the internal factors including how to provide attractive jobs and rewards, develop organizational support,
administer clear career opportunities, promote objective appraisal, and establish positive industrial relations.
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Employee who perceived that their organization cares for their well-being will reciprocate with loyalty. They
are less likely to quit or even to consider the thought. There will be a great deal of advantages that they
should sacrifice if they leave the organization. In reverse, if organizations do not have anything that can
encourage employees to stay longer, they have nothing to lose if they leave. Organizational concerns
regarding employee work life plays an important role to deter the intention to leave since it creates an
attractive situation which might be available outside.

This cross-sectional study on Indonesian workers in Bandung provides several important findings related
to job-related stress, satisfaction, and turnover intention. Work stress can predict job satisfaction and turnover
intention. Regarding the effect of work stress on job satisfaction, our findings confirm the results from Chung
et. al. (2017) and Lambert and Paoline Ill (2008) that work stress negatively affects job satisfaction.
Employees with high levels of stress will experience a decrease in satisfaction. Stress that cannot be managed
can become distress which reduces the level of satisfaction.

The current study identified the positive effect of work stress on turnover intention. This result is in line
with research from Sheraz et. al. (2014) and Duraisingam et. al. (2009). Work stress is significantly
associated with turnover intention whereas workers who reported to have high levels of stress develop high
levels of turnover intention. On the contrary, Tziner et. al. (2015) found the mediation role of job satisfaction
in work stress and turnover intention. Interestingly, work stress does not have a significant effect on turnover
intention. This means that the causal effect of work stress on turnover intention still needs to be explored
with various cultural backgrounds. The mediation of job satisfaction for work stress and turnover intention
has been researched by Fried et. al. (2008) and Paille (2011). They found that job satisfaction mediates the
relationship between work stress and employee turnover intention.

Our study suggests that organizations can use work stress and job satisfaction as predictors of turnover
intention. It seems easy just to create less work stress and enhance job satisfaction. In reality, organizations
face continuous challenges to balance those strategies. Business organizations need to be better which
resulted in more pressure for employees. Thus, management should find a way to create a competitive
environment that does not cause excessive stress to employees. They can start by improving selection criteria
and focusing on individuals who are not prone to stress. This can help a lot since most stress is related with
individual characteristics.

6. Conclusion

Various factors can affect the intention to quit. This research conducted an investigation into work stress
and job satisfaction as antecedents to turnover intention. In conclusion, work stress has a direct negative
impact on job satisfaction and a positive impact on turnover intention. Meanwhile, job satisfaction negatively
affects turnover intention. Given the importance of employee turnover, organizations should always conduct
routine surveys. They must also carry out human resource programs that can create a positive work
environment such as providing clear career paths, providing training and development programs to prepare
employees for future jobs, practice effective industrial relations, implement flexible work arrangements,
provide challenging jobs, and practice the right leadership styles. Effective human resource practice can
reduce stress levels. For example, if a company provides flexible hours, this may help employees to manage
their work hours. Clear and fair career development systems also help employee to feel at ease because they
do not have to worry about their future as long as they follow the provided career path. Opportunities to
develop also play a vital role in reducing stress. Faced with intense competition, employees must be trained
and developed properly. Failure to provide adequate training can affect job performance. With the reduction
of stress, employees can better manage their life and work. The supportive environment makes them enjoy
what they do and develop a higher job satisfaction. This feeling, according to the social exchange theory, will
create a positive image of an organization. Employees who are more committed, engaged, and stay longer
contribute more to the performance of the organization.
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