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ABSTRACT : This studyinvestigatesthe influenceofjob satisfaction, Job stress, and
organizationalcommitmentonintentiontoleave. Model verificationisbasedon 77 sample data
providedbyemployeesofDiscovery Kartika Plaza Hotel, Kuta Bali. The resultindicatedthatjob satisfaction,
jobstressand organizationalcommitment, affectedintentiontoleavesignificantly.Amongthem the effect of
organizationalcommitmentis the strongestoneon intention to leave. The second come up theeffect of job
satisfaction. Management have to minimize intention to leaveitsemployee by improvingtheir job satisfaction.
Low Pay satisfaction needpaypolicy to bereviewed and makeitcomplywith Labour regulation and
applyPerformance BasedPayPolicyconsistently. Researchfindingsalsoindicatedthat job stress is high and the
effect of job stressispositivelyand significant on intention to leave. workhours, high volume activities and
insufficientworkhoursrecommendmanagementtoextendworkcapacitybyemployingdayworker in
peakseasonwheredemandofserviceishigherthan normal season.
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l. INTRODUCTION
1.1. Study Background.

The intention to leave is referringan employee to leave the current job they are doing (Mobley, 1986).
Intention turn over that is not professionally handled creates a high intention to leaveand harming the
organization performance (Kumar and Sigh, 2011). For the organization intention to leave the high rate of
intention to leaveadversely affect the current employees. It increases the workload and makes work planning
difficult. Thus, Turn over may classified as voluntarily and involuntarily intention to leave and it is often
associates with variable of Job satisfaction (Kumar, 2011). Bashir and Durrani (2014) discover that job
satisfaction was found to have a significant negative association with intention to leave intention similar with
Long Cs et al,. (2012) found that job satisfaction was not the only significant predictors of future quits but also
the Job stressor can be another predictors for intention to leave. Jha (2009) indicated that Job stress is a major
organizational factor that augments quitting intentions of employees which will come from role ambiguity, role-
conflict, work-over-load, and work-family conflict, create stress among employees. Hassan (2014) discover that
job stress hava positive significant correlation with intention to leave intention. Organizational commitment is a
strong belief in and acceptance of the organization's goals and values; a willingness to exert considerable effort
on behalf of the organization; and a strong desire to maintain membership in the organization (Mowday et al,.
1982). Organizational Commitment negatively related with employees intention to leave (Wu and Poisaram,
2011) according to the previous research found by Cave et al ,. (2013) Organizational commitment was positive
significant related to intention to leave intention.Preliminary study at Discovery Kartika Plaza Hotel, Kuta Bali,
based on data conducted between 2016 — 2019 indicated that the company has major intention to leave up to
14,59% in 2019 meanwhile the level of intention to leave minimum is between 5 — 10% per year. It occurred
due to the negative impact of Organizational commitment on organization or individual, It Is important for
management to find out whether work stress, job satisfaction and organizational commitment have significant
correlation with intention to leave. Hospitality sector
isdynamicserviceduetodifferentguestbringdifferentexpectationtothe hotel employees. The researchfindingsare
expectedtohavehas  positiveimplicationonhowtominimizeworkstressorandalsohowtoincreased  employeejob
satisfaction and organizational commitment in Discovery Kartika Plaza Hotel.
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1. CONCEPTUAL MODEL AND RESEARCH HYPOTHESES

2.1. Job Satisfaction and Intention to leave

Job satisfaction refers to the employee assessment of the intrinsic and extrinsic aspects of the
employment situation (Olson et al., 2014; Schmidt, 2007; Swider et al., 2011). It is the reflection of employee
perception and assessment to the degree acceptance level of organization. Holland et al., 2011; Spagnoli and
Caetano, 2012). Job satisfaction is an emotional response that represents a reaction to the workforce real
situationbased on Two factor theory (Hezberg,1959) described there are two factors that affect satisfaction,
namely: (1) Hygiene factors are factors that can cause or prevent dissatisfaction. (2) Motivation factors are
factors that are related to the job itself or with results that can be obtained directly from the job.Another
researchfinding stated thatjob satisfaction has become an important issue in management and organizational due
to the impact on organizational performances and according to Luthans (2011:141) job satisfaction is influenced
by five factors namely as (1) The work itself, the extent to which his work provides interesting tasks,
opportunities to learn, and opportunities to accept responsibility. (2) Salaryisthe amount of remuneration
received and the extent to which this is considered fair in relation to others in the same organization. (3).
Promotional opportunities. Opportunity to rise through the ranks in the organization. (4) Supervisor's ability to
provide technical assistance and behavioral support. Quite a few studies show that job satisfaction has a
significantly negative influence on intention to leave intention (Esra, et al, 2013; Faris et al , 2014) it is
explained that higher job satisfaction is associated with lower intention to leave intention. Gishella et al
(2017) showed negative and significant result on the job satisfaction on intention to leave, Putri and Prasetyo
(2017); Sallen et al (2012) discovered that job satisfaction has negative effect on intention to
leave.Predictionoftheeffectofjobsatisfactiononintentiontoleaveis:

H1: Job Satisfaction negativel y affects Intention to leave

2.2. WorkStressandlntention to leave

Workstressistheresponsemay individual employee has ondemandoftheworkanditsenvironment, and
theoriesofvocationalinterestsatwork are theoriesabout person organization fit.Itstatedthatcompatibilitybetween
individualknowledge, skillandattitude as well as organizationcultureispreferable  (Kristof, 1996).
Congruencebetweenpeopleandorganizationsisrelatedtopositivebehavioraloutcomes, such as jobperformance,
organizationalcitizenshipbehavior and reducedintentiontoleave (Hoffman&Woehr, 2006). Lou (2007)
discovered work stress weakened employee ability to take decision and being passive also might be losing their
potential skills thus caused the intention to leave intention is increasing. Work stress affects not only their health
but also their performance at work, leading to absence or intention to leave intention. (Lu et al,.2016).
Workstressmay cause by some factors such asmonotonous, lackofvariety, unpleasantenvironment,
havingtoomuchortoolitletodo, workingunderpreasuretime, long workinghours.

Sherazet al., (2014; Mxenge et al. (2014) identified that work stress has significant impact on intention to
leave intention. Number of studies have shown that work stress is positively correlated with intention to leave
intention (Harzer and Ruch, 2015). Memewe (2015); Anggraini, (2013) found work stress has positive
significant relationship with intention to leave. Khan et al. (2014); Kaur et al. (2013) suggest that if
organizations are willing to retain their employees, they must reduce work stressors, which may trigger work
stress and ultimately lead to intention to leave intentions. The effectofjobstressonintentiontoleaveisformulated
as:

H2: Jobstresspositivelyaffectsintention to leave

2.30rganizational Commitment and Intention to leave

Organizational Commitment is a multidimensional concept and refers to the attachment of an employee
to an organization where employees attach and feel fit and comply with the objectives of the organization
(Miller, 2003). Newstrom (2011:223) acknowledged that the organizational commitment is a condition in which
the worker associates himself/herself with the organization and its objectives and intends to continue his/her
membership of the organization. There are types of organizational commitment: affective commitment,
continuance commitment, normative commitment. Pepe (2010) identified a significant negative relationship
between affective commitment and Intention to leave intention. The results of Alniacik et al. (2011) showed a
negative effect of Affective commitment and intention to leave intention. Aydogdu and Asikgil (2011) this
study found that there was a positive effect of organizational commitment on intention to leave intentions. Khan
et al,. (2014) found that organizational commitment has negative impact toward intention to leave. Loi et al
(2006); Thakre (2015) discovered the higher intention to leave has negative significant relationship to
organizational commitment. Relationshipbetweenorganizationalcommitmentandintentiontoleaveispredicted as:

H3: Organizationalcommitmentnegativelyaffectsintention to leave
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2.4. ProposedConceptual Model.

Perspectiveofattribution theorywasappliedtotesttherelationshipbetweenwork stress and organizational
commitment to employee intention intention to leave, and the two factor theory was taken to explained the
relationship  betweenjob satisfaction to intention to leave intention. The conceptual model
proposedrelationshipamongworkstress, job satisfaction and organizational Comitment toward intention to leave
intentionispresentedonfigure 1.

H,
- .
Hs;

Figure 1. Proposedconceptual model

Research Metodology
3.1 Researchdesign.

Researchdesignofpresent study isqualitative methods by distribute the questionnaire as well as
interview to ensure participants fill the questionnaire properly. Data
accumulationinvolved77employeesofDiscovery Kartika Plaza Hotel.RespondentCharacteristicsare presentedon
tabel 1. Conceptual model proposedthe effect of job satisfaction, work stress and organizational commitment
tointention to leave intention. ResearchpopulationwasemployeesofDiscovert Kartika Plaza Hotel located in JI.
Kartika Plaza Kuta, badung regency, Bali. The numberof unit samplepopulationis329employees. They are front
officers, bartenders, housekeepers, marketingofficers, SPA therapis, finansial andaccountingofficers,
generalaffairsand Human Resource officers.

Workstressmeasurementcomprisesworkdemand, workcapacityavailableand individual
perceivedcontrolwhichelaborated in 17 item indicators ( Alves at al,. 2004). Job Satisfaction consist of 9 item
indicators based on two factor theory (Spector,2007). Organizational commitmentwasmeasuredby24 item
indicatorsdevelopedbyChristy (2019) covered 3 dimensions such as Affective Commitment, Continuance
Commitment, and Normative Commitment. Turn Over Intentionconsist of 4dimensionsand 4 item indiator
(Mobley et al, 1978 in Irwanto et al,.(2016). Data were measuredbysemanticaldifferentialscalewithfiveinterval (
1 - 5)whichrepresentedopinionofstronglydissagre— strongly agre. Data Validity were
verifiedbyConfirmatoryFactorAnalysis (CFA). Indeks measure of sampling adequacy (KMO) criticalvalueis
0,50. ScalevalidationisevaluatedthroughCumulative Explained Variancewheretheresultshouldbehigherthan
0.05significance in  order tobeacceptedandtheEigenvaluesofthefactor are above 1,0,and Total
varianceExplainedbyallfactorcomponentswith a factorabove 1.0isabove 51%. Data  reliability were
testedbyscalemethodwithAlphaCronbachvaluesabove 60%.

Table.l. Respondentcharacteristic

No. Description Quantity( Percent)
1.
Sex
Men (51.95)
Female (48.05)
2. Age
21-25.. (33.77)
26-30. (46.75)
31-35. (10.39)
35<... (9.09)
3. Educationbackground
High Senior (54.54)
Diploma (33.77)
Undergraduate (6.50)
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4, Lenghtofservice
1- 5 year (41,56)
b.6 — 10year (37.66)
c.> 10year (20.78)

source: Primary Data, 2020.

The numberof male responden (51.95%) islargerthanfemalerespondent (48.05%). The numberof male
employeesisslightlyhigherthanfemaleemployee. Mostrespondents are between26-30
yearoldltisaccountedfor46.75% of total unit sample. Level
ofeducationofrespondentdominatedbythosewhograduatedfromhigh senior school (54,54%), theremains are
graduatedfrom diploma andundergraduate program. Mostrespondenthavebeenworkingforthecompanylessthan 6
years (41. 56%).

1. RESULTANDDISCUSSION
ResultofValidityandReliabilitytest are presentedontable2. Criticalvalueof KMO parameter largerthan
0,50; Barlett’stestrange 42,980 — 137,018; Commulativeexplainedvariancelargerthan 0,50 indicatedthatthe data
are valid.
Table 2. TestofValidity

No KMO Barlett’stest CommulativeVariance | Interp.
Variable
1 JobSatisfaction 0,837 226.785 75.810 Valid
2 Workstress 0,802 795.327 71.517 Valid
3 Organizational 0.699 1281,528 73,385
Commitment Valid
4 Intention to leave 0,763 165.450 71,107 Valid
Intention
Source; Primary data, 2020
ReliabilitytestindicatedthatValueof Cronbach Alpha ofJobsatisfaction, workload,
compensationandemployeeretention are above 0,60. Itindicatedthat data are
reliableandthenresultofdescriptiveanalysisdescribed in  detilhowhigh are  jobsatisfaction,  workstress,
organizationalcommitmentandintentiontoleavereportedbyrespondents. Descriptiveanalysisresults are

presentedon tabel 3 in detil.

Table3.ReliabilityTest

Variabel Cronbach’s Alpha Reliability
Intention to leave Intention () 0,861 Reliable
Job Satisfaction (X;) 0,961 Reliable
Work Stress(X5) 0,773 Reliable
Organizational Commitment(Xs) 0,859 Reliable

Source :Priary data,, 2020

4.1. Job Satisfaction Score Distribution.
Averagescoreofjobsatisfactionreportedbyrespondentsis ~ 3,67.  Itisindicatedthatjobsatisfactionishigh.

Contributionof motivator factorishigher (3,76) thanHygienefactor (3,48). The
resultindicatedthatmanagementneedtopayattentionmoretoimproveHygieneFactor.
Priorityshouldbeplaceonrewardpolicyimprovement (2,94),

redirectmanagementpolicytomeetemployeeexpectation ( 2,95). On motivator aspects finansial incentive (3,14)
and careerdevelopment (3,10) are thelowestscore.

Table. 4. Job Satisfactionscoredistribution

No SatisfactionIndicator N | Average | Interpretation
score
Motivation Factor
1 Company Achievementrecognition 77 3.65 High
2 I lovemyjob 77 3.70 High
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3 Development opportunity 77 3.87 High
4 Careerdevelopment 77 3.10 High
5 Finansial incentive 77 3.14 High
6 Skilldevelopmentopportunity 77 3.97 High
7 Activityvariation 77 3.60 High
8 Attainablestandard 77 4.08 High
9 Challengingjob. 77 3.62 High
10 Supervisor support 77 3.51 High
11 Supervisor trust 77 3.87 High
12 Selfdevelopment 77 4.00 High
13 Growthopportunity 77 3.96 High
14 Network building. 77 3.91 High
15 Social Network 77 4.13 High
16 Performance realization 77 3.99 High

77 3,76 High

Averagescore motivator

Hygiene Factor

17 Managementpolicy 77 3,40 Moderate
18 Jobpolicy 77 2,95 Moderate
19 Workgoal 77 3,77 High
20 Organizationcommunication 77 4,06 High
21 Cooperation 77 3,96 High
22 Peersupport. 77 3,56 High
23 Supervisor support 77 3,71 High
24 Supervisor credibility. 77 3,69 High
25 Pay. 77 3,27 Moderate
26 Work volume 77 2,94 Moderate
27 Workequipment 77 3,25 Moderate
28 Jobclarity 77 3,19 Moderate
AveragescoreHygieneFactor 3.48 Moderate
Averagescoresatisfactionscore 3.67 High

Source : Primary data, 2020

4.2. JobStressScoreDistribution

Data presentedontable5indicatedthataverage total scoreofjobstressishigh (3,44).
ContributionofJobdemandisstronger ( 3,47) thanjobcontrol (3,33).
Respondentreportedthathighdemandoftheirjobiareresultingfromrequirementtoworkfastly(4,13) withhigh volume
activities (3,77) butthereisinsufficienttimetowork (2,86). They havetoworklongerthan normal condition (3,06).
Requirementfornewskillishigh ( 4,16), creativityrequirementishigh ( 3,56)
eventhoughworkotonomyisrelativelyhigh (3,65). Workenjoymentisreportedverylow ( 2,16).

Table.5Workstress score distribution

No. VariabelWork Stress (X;) N Rata Keterangan
rata
JobDemand
1 | Workfastly 77 4,13 High
2 | Activity volume 77 3,77 High
3 | Stamina requirement 77 3,55 High
4 | Insufficienttimetowork 77 2,86 Moderate
5 | Over timework 77 3,06 High
Jobdemandaveragescore 77 347 High
Control
6 | New skillrequirement 77 4,16 High
7 | Problem solving 77 2,52 Low
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11 | Creativityrequirement 77 3,56 High
12 | Worksignificancy 77 2,90 Moderate
13 | Workotonomy 77 3,65 High
14 | Workflexibility 77 3,16 Moderate
Jobcontrolaveragescore 3,33 Moderate
Support
12 | Jobsafety 77 3,18 Moderate
13 | Jobsecurity 77 3,57 High
14 | Peersupport 77 3,31 Moderate
15 | Team workprocess 77 3,32 Moderate
16 | Socialrelationship 77 4,13 High
17 | Workenjoyment 77 2,16 High
Supportaveragescore 77 3.51 High
Average total scorejobstressStress 77 3.44 High

Source : Primary data, , 2020

4.3.0rganizational CommitmentScoreDistribution.

Level oforganizationalcommitmentisreportedmoderatewithaveragescore 3,16.
Averagescoreofaffectivecommitmentishigher ( 3,51) thancontinuancecommitmentaveragescore (2,83).
Eventhoughthey are happyworkingfororganization ( 3,45) butatthesametimetheydontfeelthatthey are

partoftheorganization (  3,81). Organization problem is not their problem (3,62).
Regardingcontinuanceaspectoforganizationalcommitmenttheresultindicatedthatrespondents are not
afraidtoquitfromtheirjob (2,36) anditis not hardforthemtoleaveorganization ( 3.0),
becausetherewillbenomuchdisrupted in theirlife (2,66).
Respondentsclaimedthattheconsecuencesofleavingtheorganizationismoderate ( 2,83)
andtherewillalsojustneedmoderate personal sacrifice (2,73).

Averagescoreofnormativeelementoforganizationalcommitmenttoldthatrespondentssawjumpingfromoneorganizat
iontoanotheris not uneticalbehavior (2,39), they are not taughttobe loyal tooneorganization ( 2,77)
andtheybelievethattodaypeople are not staywithoneorganizationformostoftheircarrier ( 2,51).
Averagescoreoforganizationalcommitment are presented in detiontable 7.

Table.6.0rganizational commitmentscoredistribution

No. Organizationcommitmentindicator N | Average | Interpret
score
Affective Commitment
1 | | amhappyworkfororganization 77 3,45 High
2 | I amProudofthisorganization 77 3,39 Moderate
3 | My prideisdependentoncompanyimage 77 3,19 Moderate
4 | Thisorganization has a greatdealof personal meaningfor 77 3,74 High
me
5 | I do not feellikepartofthefamilyatmyorganization 77 3,81 High
6 | Organization problem is not my problem 77 3,62 High
7 | Organizationcontributionformylive 77 3,51 High
8 | 1 do not feel a strongsenseofbelongingtomyorganization 77 3,34 Moderate
Sub total averagescoreofaffectivecommitment 77 3.51 High
9 | | amafraidofwhatmighthappenif I quitmyjob 77 2,36 Low
10 | It would be very hard for me to leave my organization right 77 3,00 Moderate
now,
11 | Too much in my life would be disrupted if | decided to leave 77 2,66 Moderate
myorganization now.
12 | It wouldn't be too costly for me to leave my organization now | 77 2,81 Moderate
13 | Right now, staying with my organization is a matter of 77 3,57 High
necessity
14 | | feel that | have too few options to consider leaving this 77 2,68 Moderate
organization.
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15 | consequences of leaving this organization would be 77 2,83 Moderate
thescarcity of available alternatives.

16 | Leavingthisorganizationwould require considerable personal 77 2,73 Moderate
sacrifice
AveragescoreofContinuance Commitment 2,83 Moderate
Normativecommitment

17 | These days move from company to company too often 77 3,91 High

18 | I do not believe that a person must always be loyal to his or 77 3,23 Moderate
her organization

19 | Jumping from organization to organization seems unethical to | 77 2,39 Low
me

20 | I continue to work for this organization becauseof 77 3,61 High
a sense of moral obligation to remain.

21 | If I got another offer for a better job elsewhere | would leave 77 3,97 High
my organization

22 | | was taught to believe in the value of remaining loyal to one's | 77 2,77 Moderate
organization..

23 | Thisdays people stayed with one organization for most of 77 2,51 Low
their careers.

24 | Become a ‘company man' or ‘company woman' is sensible 77 2,96 Moderate
Sub total averagescoreofnormativecommitment 3,16 Moderate
Average total scoreofcommitment 3,16 Moderate

Source: Primary data, 2020
4.4lIntention to leaveScore.

Averagescoreofintentiontoleaveismoderate (2,92).
Respondentreportedthattheyhavebeenthinkingtoquitfromthecurentjob ~ (3,16).  Eventhoughthey are not
lookingforjobvacancyinformationactively  (2,48),  actuallytheysentjobapplicationtoothercompany  (3,13).
Whentheygetthejoboutside, theywillbereadytoleavethecompany (2,92). Data
regardingaveragescoreoftointentiontoleaveindicators are presentedontable 7.

Table7.Intention to leaveScoreDistribution

No Indicator N | Averagescore Interp.
1 | I havebeenthinkingtoleavemyjob 77 3,16 Moderate
2 | I amlookingforjobvacancyinformationactively 77 2,48 Low
3 | I sendjobapplicationtoothercompany 77 3,13 Moderate
4 | 1 willsubmitresignationletter, when | get a newjob 77 2,90 Moderate

Averagescoreintentiontoleave 77 2.92 Moderate

Source: Primary Data, 2020

4.5 Hyphoteses testing.

Researchhyphotesestested in twostage. Initialstageisclassicassumptionverificationforregressionequation
model andthenconductedcorrelationanalysisamongworkstress, jobsatisfaction,
organizationalcommitmentandintentiontoleave.
4.5.1Verificationoftheeffectsofjobsatisfaction, work stress, organizational commitment onintentiontoleave.

Table 8. RegressionEquationModel

Coefficients®
Model Unstandardized Coefficients | Standardized Coefficients T Sig.
B Std. Error Beta
1 | (Constant) 24.208 2.994 8.223 | 0.000
Jobsatisfaction -0,075 0,021 -0,360 -3,634 | 0,001
Jobstress 0,121 0,042 0,245 2,869 0,005
Organizationalcommitment -0,157 0,032 -0,478 -4,988 | 0,000

Source : Primary data , 2020
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Regressionequationdepictedtheeffectsofjobsatisfaction,
jobstressandorganizationalcommitmentonintentiontoleaveisformulated :
Intentiontoleave= 24,208 + -0,075jobsatisfaction + 0,121Jobstress- 0,1570rang. Commit. + €
4.5.2 . VerificationofClassicAssumption.
ResultofTestofNormality, TestofMulticolliniarityandGlesyertestindicatedthatthereis No.
violationclassicassumptionontheregressionequation model, presentedontable .8. data in detilpresentedon tabel 9,
table 10 andtable 12.

Table 9. TestofNormality.

One-Sample Kolmogorov-Smirnov Test

Unstandardized

Residual
N 77
Normal Parameters®” Mean 0,0000000
Std. Deviation 3,65099345
Test Statistic 0,050
Asymp. Sig. (2-tailed) 0,774

Source : Primary data, 2020

Table 10. TestofMulticoliniarity

2021

Variabel Collinearity Statistics Interpretation
Tolerance VIF
Jobsatisfaction 0,678 1,475 BebasMultikolinearitas
Jobstress 0,914 1,095 BebasMultikolinearitas
Organizationalcommitment 0,727 1,376 BebasMultikolinearitas

Source : Primary data, 2020

Table. 11. TestofHeteroscedasticity (Gletsyertest)

Coefficients®
Model Unstandardized Standardized T Sig.
Coefficients Coefficients
B Std. Beta
Error
(Constant) 0,005 1,821 0,003 | 0,998
Jobsatisfaction 0,016 0,013 0,176 | 1,266 | 0,210
1 Jobstress 0,019 0,026 0,087 | 0,725 | 0,471
Organizationcommitme -0,006 0,019 -0,042 - | 0,755
nt 0,313
4.5.3. Model validation.

Regression model oftheeffectsofjobsatisfaction,
jobstressandorganizationalcommitmentonintentiontoleaveis valid ( F 75 = 25,642 ; p < 0,05).
Parametersanalysisispresentedontable 12

Table 12. Validity Model Regression
ANOVA?
Model Sum of Df Mean Square F Sig.
Squares
1 Regression 704,418 3 234,806 25,642 0,000
Residual 668,465 73 9,157
Total 1372,883 76

Source: Primary data, 2020

4.5.4 Determinationanalysis.
Data presentedontable 12 indicatedthatvariancejobsatisfaction,
jobstressandorganizationalcommitmentcontributed 49% of total varianceintentiontoleave.

Table 13. ResultofDeterminationAnalysis(R?)

Model Summary

Model

R

R Square

Adjusted R Square

Std. Error of the
Estimate
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| 1 | 071680 | 0,513 | 0,493 | 3,026 |
Source :Primary data, 2020.
4.6.1.1.The effectofJob Satisfaction on intention to leave.
Regression model of theeffectjobsatisfactiononintentiontoleaveispresentedonTable 8. Data
indicatedthatcontributedvarianceofjob satisfactiononvarianceon intention to leaveisnegatively significant ( = -
0,075;t=3.634; p <0,05).

4.6.1.2. The effectofwork stress onintention to leave.
Data presentedon table.8showedthattheeffectofjobstressonintention to leaveispositivelysignificant ( f =
0.121 ;t=2.869 ; p <0,05).

4.6.1.2. The effectofwork stress onintention to leave.
Data presentedon table.8 discoveredthattheeffectoforganizational commitmentonintention to
leaveisNegatively significant ( p =-0.157; t = -4.988 ; p <0,05).

4.7 Discussion.

The effects of ofjob satisfaction, work stress as well as organizational commitment are
statisticallysignificant.
Amongthemtheeffectoforganizationalcommitmentisthestrongestonintentiontoleaveofemployeeat Kartika Plaza
Hotel, Kuta, Bali. The secondcomeuptheeffectofjobsatisfaction. Basedontheresultofregression model,
managementneedtopaymoreattentiononcommitmentbuildingtroughworkplacebranding. Respondentsaidthatthey
are proudofbecaming Kartika Plaza Hotel employee. At thesametimethey They
perceivedtheconsecuencesofleavingtheorganizationismoderateandtherewillalsojustneedmoderate personal
sacrifice. Respondentssawthatethical has nothingtodoondecisiontoleavecurrentorganization.
Leavingoneorganizationtoanotheroneforbetterpayorbatterjobconditionis normal today.

Managementhavetominimizeintentiontoleaveitsemployeebyimprovingtheirjobsatisfaction. Low  Pay
satisfactionneedpaypolicytobereviewedandmakeitcomplywithLabourregulationandapply Pay
Regulationconsistently. Researchfindingsalsoindicatedthatjobstressishighandtheeffectofjob stres Sis
negativelyandsignificantonintentiontoleave.  Respondentsaidthattheyhavelongerworkhours,  high  volume
activitiesand normal workhoursdoes not enoughtocompletetheirjob. They havetostaylongeratthe hotel
tocompletetheirresponsibility. Managementisrecommendedtoevaluateworkcapacityavailableatthe Hotel.
Workdeammndandworkcapacityshouldbeequtable.
Itcanbedonethroughplacetemporaryworkeranddesignsustainabletraining program fortheemployees.
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