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ABSTRACT: This study aims to analyze the role of job satisfaction in mediating the effect of job stress on
turnover intention. This research was conducted at Hotel Puri Santrian Sanur, Denpasar. The sample of this
study was determined by the saturated sampling method, the number of samples used was 145 employees. Data
collection was carried out through interviews and questionnaires. The analysis technique used is descriptive
analysis and path analysis, while to test the role of mediation, the single test technique is used. The results of the
analysis of this study indicate that 1) Job stress has a negative and significant effect on job satisfaction 2) Job
stress has a positive and significant effect on turnover intention 3) Job satisfaction has a negative and significant
effect on turnover intention. 4) The role of job satisfaction partially mediates the effect of job stress on turnover
intention. Based on the results of the analysis of this study, several suggestions were given, namely I) Hotel Puri
Santrian conducted a survey or in-house interview with employees to find out their wants and hopes for the
company. 2) Hotel Puri Santrian evaluates the amount of salary and expenses given to employees. Employees
who work beyond the specified target or have done the job optimally, employees should be given bonuses or
rewards as a form of appreciation to employees. 3) Hotel Puri Santrian provides more holiday schedules to suit
the workload of employees. The hope is that with appropriate holidays, employees can calm their thoughts and
feelings so that when they work they feel happy.

Keywords: job satisfaction, job stress, turnover intention.

l. INTRODUCTION

Turnover intention is a person's desire to leave an organization or company by showing a certain
attitude towards the organization (Santhanam et al, 2017). High turnover intention can have a negative impact
on the organization, such as creating instability and uncertainty regarding the conditions of the existing
workforce and high costs of human resource management, such as training costs for employees to recruitment
and retraining costs (Sartika, 2014). Sianipar and Haryati (2014) state that the attitudes of employees who wish
to make a turnover intention are lazy to work for work, increased absenteeism, and many violations in working
in an organization or company. Susanto and Gunawan (2015) state that there are several factors that affect
turnover intention, one of which is job satisfaction.

Job satisfaction is something that cannot be measured by own observations but job satisfaction can be
measured only by a person's own opinion stating that they are satisfied or not with the work they are doing
(Devi and Sintaasih, 2016). Kristanto, et al (2014) argue that one of the reasons for employees wanting to leave
(turnover intention) is low job satisfaction. Employees who are dissatisfied with the organization they work for
will trigger employees to intend to leave or move from the organization. Job satisfaction is the most important
factor in the success of an organization because if an employee is satisfied it will produce optimal performance
which will later achieve the success of an organization.

Employees who feel satisfaction at work, they will work as closely as possible to complete their duties,
but if employees often feel anxious and uncomfortable with their work, then the employee feels dissatisfied with
being in the organization. Employees who feel dissatisfied with their previous jobs will experience stress.
Siddiqui and Jamil (2015) state that in addition to job satisfaction factors that affect turnover intention, job stress
is also a major factor affecting turnover intention.

Stress is the most important issue that is most difficult to avoid in working in an organization. Syafii et
al. (2017) stated that stress is a condition in which a person experiences certain changes in emotions, thought
processes, and conditions. Job stress is a serious problem for a company because if employees feel stress, it can
affect the performance of the employee itself which will have an impact on the success of a company. The
phenomenon that occurs nowadays is that many employees experience stress at work. This stress is caused by
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the pressure felt by employees who are required to work with high achievements so that this large enough
pressure will result in employees becoming stressed at work. Therefore, if this work stress continues, employees
will feel low job satisfaction and a turnover intention will appear from a company.

This research was conducted at Hotel Puri Santrian. Hotel Puri Santrian Sanur is a hotel that has been
in great demand by domestic and foreign tourists. Friendly and polite employee service makes tourists have the
desire to visit again. Employees who are already known to be close by tourists will definitely be looked for
again to serve these tourists when they visit again. Tourists will find it easier to adapt to employees they are
familiar with. This phenomenon shows that these tourists feel safe and comfortable when served by friendly and
polite employees. Hotel Puri Santrian Sanur has several core departments in carrying out company operations,
these departments include the Accounting Department, the Human Resources Department, the Engineering
Department, the Sales and Marketing Department, the Housekeeping Department, and the Food and Beverage
Department. Hotel Puri Santrian Sanur has been running its operations well, and it requires a large number of
human resources. However, the phenomenon that occurs in the company, namely the high level of turnover
intention for employees at Hotel Puri Santrian Sanur, shows that the number is above the normal limit. Gillies
(1989) (in Yuda and Ardana, 2017) states that if employee turnover is said to be normal if it is around 5-10
percent per year and it is said to be high if it is more than 10 percent.

Based on the results of interviews with HRD Hotel Puri Santrian Sanur, that there was an increase in
the turnover of employees due to decreased levels of employee job satisfaction which are often indicated by
employees with visible characteristics, namely decreased employee performance, lack of cooperation between
employees, and low initiative of employees. In addition, a high employee turnover rate can also cause cost
losses for the company, because the company will incur costs for recruiting and selecting new employees
(Kumar et al., 2012). According to HRD Hotel Puri Santrian Sanur, the high turnover intention is caused by the
large number of employees who want to get a new atmosphere and experience in another place.

Employees who leave work at Hotel Puri Santrian are caused because they do not feel job satisfaction.
An uncomfortable work environment, such as inappropriate coworker behavior, makes them quit their job and
want to find another better job. Based on the results of interviews, employees who leave are not only caused by
not feeling job satisfaction, but there are other reasons, one of which is that employees feel a large enough
workload and pressure that makes them feel stressed so they don't feel comfortable at work. In addition, there
are also other factors that influence, namely family factors. Employees who initially worked with the status of
unmarried and after marriage want to leave their jobs because they follow their families who live in a new place
so they are far from their homes. Employees who leave are not all honest in giving reasons why they want to
leave. Job satisfaction at Hotel Puri Santrian Sanur can be said to be uneven, because until now there are still
some employees who have left the company.

1. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

Budiyono (2016) states that stress is an unpleasant psychological process that occurs in response to
environmental pressure. Research conducted by Usyal (2019), Chichra et al. (2019) and Lambert et al. (2018)
stated that job stress has a negative and significant effect on job satisfaction. Employees who have high work
stress will affect their satisfaction while working at the company. Dewi and Sriathi (2019) and Yasa and Dewi
(2019) state that the higher the level of stress felt by employees, the lower the level of employee job satisfaction
in the company. Wibowo et al. (2015) suggest that employees who have high levels of stress will reduce
employee satisfaction with their work. This shows that employees who feel stress in their work will decrease the
satisfaction of employees working at the company. Likewise research conducted by Dewi et al. (2014) there is a
negative relationship between job stress and job satisfaction. If the employee is not satisfied with his job, the
dissatisfaction is caused by the work stress experienced by the employee.

H1: Job stress has a negative and significant effect on job satisfaction.

Research conducted by Putra and Mujiati (2019) Employees who experience high work stress have a
high intention to quit their job. When employees feel high work stress, this will cause the employee's intention
to leave the company also increases. According to Parvaiz et al. (2015) found that job stress has a positive effect
on turnover intention. If the employee is experiencing work stress and cannot handle or reduce the stress, then
the employee will have the intention to leave a company.

In a study conducted by Mitchell et al. (2016) argued that work stress is the main cause of turnover
intention for employees, so work stress has a positive influence on turnover intention. The emergence of
anxiety, boredom, tension, and procrastinating work are symptoms of stress that lead to the desire to make a
turnover (Johartono and Widuri. 2015). Another study conducted by Rai (2015) found that job stress has a
positive effect on turnover intention. If the employee feels pressured in his work, the employee has the desire to
leave the company.

H2: Job stress has a positive and significant effect on turnover intention
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Job satisfaction is a positive or negative feeling about the job that results from an evaluation of its characteristics
(Robbins and Judge, 2014: 46). Research conducted by Wisantyo and Madiistriyatno (2015) suggests that job
satisfaction has a negative effect on turnover intention. If employees who have high job satisfaction, the level of
turnover intention will decrease. Satrio and Surya (2018) state that there is a negative and significant influence
between job satisfaction and turnover intention. Employees whose job satisfaction is low, then the employee is
most likely thinking about leaving the company.

Another study conducted by Saeed et al. (2015) and Candra and Riana (2017) state that job satisfaction
has a negative effect on turnover intention. If an employee feels dissatisfied with his work, then the employee
may want to make a turnover or leave the company. Januartha and Adnyani (2019) stated that if employees who
have a low level of job satisfaction will increase their intention to leave the company.

H3: Job satisfaction has a negative and significant effect on turnover intention

Research by Basri et al. (2017) found that many research results show that job stress has a negative
impact on job satisfaction and job satisfaction is significantly negatively related to turnover intention. Liu et al.
(2019) suggest that job satisfaction has a mediating effect between job stress and turnover intention. Employees
who often experience pressure at work, these employees will feel dissatisfied at work and will think of leaving
the company. Andini et al. (2018) found that job satisfaction has a mediating role in the effect of job stress on
turnover intention. If an employee feels pressured by his job, then the employee is indirectly dissatisfied with his
work, which ultimately leads to turnover intention.

In the research of Tziner et al. (2015) stated that job stress has a negative impact on turnover intention
mediated by job satisfaction. Employees who have a high level of stress will indirectly reduce the sense of
satisfaction at work which will lead to a desire to leave the company. Research conducted by Putra and Mujiati
(2019) states that employees who have high levels of stress tend to make employees feel that there is a decrease
in job satisfaction which will also increase the desire of employees to leave the company.

H4: Job satisfaction mediates the effect of job stress on turnover intention.

1. METHODS

This study uses a quantitative approach in the form of associative causality. This research was
conducted at Hotel Puri Santrian which is located at Jalan Cemara No 35, Sanur, Denpasar. The location
selection for this study was based on the phenomenon of turnover intention on employees of Hotel Puri
Santrian. It can be concluded that there is a problem regarding turnover intention.

The population in this study is included in the limited population because it has been determined that
the population used is 150 employees of Hotel Puri Santrian, Sanur, Denpasar. The sampling technique used in
this study was saturated sampling, because the entire population in this study was used as a sample. The sample
size used in this study is a saturated sample of 150 employees.

Path analysis is used to determine the relationship of 3 or more variables in confirming and rejecting
the hypothesis. Path analysis is used to analyze the pattern of relationships between variables in order to
determine the direct or indirect effect of exogenous and endogenous variables on the mediating variable. The
basis for calculating the path coefficient is correlation and regression analysis and the calculations use software
with the SPSS for windows program.

V. RESULTS AND DISCUSSION

Characteristics of Respondents

Respondents of this study were all employees at Hotel Puri Santrian Sanur Denpasar. The
questionnaires distributed in this study were 150 questionnaires, but 5 questionnaires or 3.33 percent did not
return so that the number of respondents who participated in this study were 145 respondents with a percentage
rate of return of 96.67 percent. The characteristics of the respondents in this study were the profiles of 145
respondents who participated in filling out the questionnaire. Respondent profiles contained in the questionnaire
consisted of gender, age, latest education, and years of service while in the company.

Table 1. Characteristics of Respondents

Criteria Classification Total (Persons) Percentage (%)
Gender Male 56 38,6
Female 89 61,4
Total 145 100
Age (Years Old) 21-26 25 17,2
27-32 57 39,3
33-38 29 20
39-44 26 17,9
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>45 8 55

Total 145 100

Education Background Senior High 26 17,9
School

Diploma 43 29,7

Bachelor Degree 76 52,4

Total 145 100

Job Experiences (Years) <3 31 21,4

3-5 81 55,8

>5 33 22,8

Total 145 100

Primary Data, 2020

Table 1 shows the characteristics of the respondents that the number of men is 56 people with a
percentage of 38.6 percent and the number of women is 89 people with a percentage of 61.4 percent. This shows
that the employees of Hotel Puri Santrian Sanur Denpasar who were respondents in this study were dominated
by women compared to men. Hotel Puri Santrian Sanur Denpasar prefers female employees because female
employees are more friendly and can provide excellent service to hotel visitors. Respondents aged 21-26 years
are as many as 25 people with a percentage of 17.2 percent. Respondents aged 27-32 years are as many as 57
people with a percentage of 39.3 percent. Respondents aged 33-38 years are as many as 29 people with a
percentage of 20 percent. Respondents 39-44 years are as many as 26 people with a percentage of 17.9 percent.
Respondents aged >45 years were as many as 8 people with a percentage of 5.5 percent. This shows that the
employees of Hotel Puri Santrian Sanur Denpasar who were respondents in this study were dominantly aged
between 27-32 years, this indicates that employees who work at Hotel Puri Santrian Sanur Denpasar are
classified as employees of productive age.

Respondents who took the last SMA / SMK or equivalent education were 26 people with a percentage
of 17.9 percent. Respondents who took the last diploma education were as many as 43 people with a percentage
of 29.7 percent, while respondents who had the latest education from S1 were 76 people with a percentage of
52.4 percent. This shows that the employees of Hotel Puri Santrian Sanur Denpasar who were respondents in
this study dominated their last S1 education, this shows that employees of Hotel Puri Santrian Sanur Denpasar
are educated employees. This is in line with this type of company which is a hotel company where competent
employees are needed in order to provide satisfactory service to consumers.

Respondents who have worked <3 years are as many as 31 people with a percentage of 21.4 percent.
Respondents who have worked between 3 and 5 years are as many as 81 people with a percentage of 55.8
percent, while respondents who have a service period of> 5 are as many as 33 people with a percentage of 22.8
percent. This shows that the tenure of employees of Hotel Puri Santrian Sanur Denpasar who became the
respondents in this study was dominant between 3 to 5 years.

Path Analysis Results
The calculation of the path coefficient was carried out by means of regression analysis using SPSS 17.0 for
Windows software, the results were shown as follows:

Table 2.Results of the Regression Equation Path Analysis 1

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

(Constant) 4,792 0,144 33,256 0,000
Job Stress (X) -0,379 0,055 -0,502 -6,941 0,000
R’ 0,252
FValue 48,179
Sig. F 0,000

Primary Data, 2020
The results of the substructural path analysis 1 are as presented in Table 4.10, the structural equation is as
follows.
Z=p1X +el
Z=-0.502X +el
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Table 3.Results of the Regression Equation Path Analysis 2

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

(Constant) 3,079 0,552 5,581 0,000

Job Stress (X) 0,302 0,082 0,307 3,688 0,000

Job Satisfaction -0,370 0,108 -0,285 -3,418 0,001
2

R’ 0,263

F Value 25,363

Sig. F 0,000

The results of the substructural path 2 analysis are as presented in Table 4.11, the structural equation is as
follows.
Y252X+B3Z+Cz
Y =0.307X - 0.285Z + e,
Determination (R°m) and the error variable (e)
Based on the substructure 1 and 2 substructure models, the final path diagram model can be drawn up. Before
compiling the final path diagram, first calculate the standard error values as follows:
Pe; =v1 — Ri?
Pe;=+v1—R12=,/1- 0,252 = 0,865
Pe,=+v1—R1% =y/1-0,263 = 0,858
Based on the calculation of the effect of error (Pei), the result of the effect of error (Pel) is 0.865 and the effect
of error (Pe2) is 0.858. The results of the total coefficient of determination are as follows:
R’m = 1— (Pe,)? (Pe,)?
= 1- (0,865) (0,858)?
=1-(0,748) (0,736)
=1-0,551
= 0,449
The total determination value of 0.449 means that 44.9 percent of employee turnover intention variations are
influenced by variations in job stress and variations in job satisfaction, while the remaining 55.1 percent is
explained by other factors not included in the model.
The Effect of Job Stress on Job Satisfaction
The results of the analysis of the effect of job stress on job satisfaction obtained the value of Sig. t is
0,000 with a beta coefficient value of -0,502. Sig value. t 0.000 < 0.05 indicates that HO is rejected and H1 is
accepted. This result means that job stress has a significant negative effect on job satisfaction.
Based on the hypothesis testing of job stress variables on job satisfaction, it states that in this study the results of
HO are rejected and H1 is accepted. This result means that job stress has a negative and significant effect on job
satisfaction, this means that the higher the level of work stress felt by employees, the lower the job satisfaction
felt by employees. The level of job satisfaction of employees at Hotel Puri Santrian Sanur is influenced by the
work stress that is felt by employees. The level of work stress is mostly caused by employees often feeling tired
after working every day and employees often feeling anxious due to the employee's own work. The level of job
stress needs to be lowered to increase the level of job satisfaction felt by employees of Hotel Puri Santrian
Sanur.

These results are supported by research conducted by Usyal (2019), Chichra et al. (2019), and Lambert
et al. (2018) stated that job stress has a negative and significant effect on job satisfaction. Research by Wibowo
et al. (2014), Dewi and Sriathi (2019), and Yasa and Dewi (2019) state that employees who have a high level of
stress will reduce their satisfaction with their work. These results are also supported by research conducted by
Dewi et al. (2014) and Ariana and Riana (2016) which state that there is a negative relationship between job
stress and job satisfaction, the feeling of satisfaction felt by employees is caused by work stress experienced by
these employees.

The Effect of Job Stress on Turnover Intention

The results of the analysis of the effect of work stress on turnover intention obtained a Sig value. t is
0.000 with a beta coefficient value of 0.307. Sig value. t 0.000 < 0.05 indicates that HO is rejected and H1 is
accepted. This result means that work stress has a significant positive effect on turnover intention.

Based on the hypothesis testing of work stress variables on turnover intention, it is stated that in this
study the results of HO are rejected and H1 is accepted. This result means that work stress has a positive and
significant effect on turnover intention, this means that the higher the level of work stress felt by employees, the
higher the level of turnover intention or the high intention of employees to leave the company. The turnover
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intention rate of employees at Hotel Puri Santrian Sanur is caused by the work stress that is felt by employees.
In this case, the level of work stress is mostly caused by employees often feeling tired after working every day
and employees often feeling restless due to the employee's work itself. We recommend that the level of work
stress needs to be lowered in order to minimize the high level of turnover intention at Hotel Puri Santrian Sanur.
This study is in accordance with research conducted by Parvaiz et al. (2015), Mitchell et al. (2016), and Rai
(2015) state that job stress has a positive effect on turnover intention, if employees feel depressed in their work,
the employee has the desire to leave the company. This result is also supported by research conducted by
Johartono and Widuri (2013) and Putra and Mujiati (2019) which stated that when employees feel high work
stress, the employee's intention to leave the company also increases.

The Effect of Job Satisfaction on Turnover Intention

The results of the analysis of the effect of job satisfaction on turnover intention obtained a Sig value. t

of 0.001 with a beta coefficient value of -0.285. Sig value. t 0.000 < 0.05 indicates that HO is rejected and H1 is
accepted. This result means that job satisfaction has a significant positive effect on turnover intention.
Based on the hypothesis testing of job satisfaction variables on turnover intention, it is found that the theory
used in this study is the traditional turnover theory. This theory shows that if employees who have low job
satisfaction are believed to be leaving an organization, this is in accordance with this study which results in HO
being rejected and H1 accepted. This result means that job satisfaction has a negative and significant effect on
turnover intention, this means that the lower the level of job satisfaction felt by employees, the higher the level
of turnover intention or the high intention of employees to leave the company.

The turnover intention rate of Hotel Puri Santrian Sanur is influenced by the job satisfaction felt by
employees. In this case, the level of job satisfaction is mostly due to the salary given that is not in accordance
with the workload, which causes employees to have the desire to find work elsewhere. We recommend that the
level of employee job satisfaction needs to be increased to reduce the level of turnover intention at Hotel Puri
Santrian Sanur. This research is in line with research conducted by Wisantyo and Madiistriyatno (2015),
Warshawsky and Havens (2014), and Satrio and Surya (2018) which state that there is a negative influence
between job satisfaction and turnover intention, that employees who have low job satisfaction will the employee
will think about leaving the company. These results are also in line with research conducted by Saeed et al.
(2014), Candra and Riana (2017), and Januartha and Adnyani (2019) stated that if employees who have a low
level of job satisfaction will increase their intention to leave the company.

Sobel test

The Sobel test is an analytical tool to test the significance of the indirect relationship between the
independent variable and the dependent variable which is mediated by the mediator variable. The Sobel test is
formulated and calculated through the Microsoft Excel application. If the Z value is greater than 1.96, the
mediator variable is considered to significantly mediate the relationship between the dependent variable and the
independent variable.

The results of the Sobel test in this study are presented as follows.

ab
vb2Sa? + a? Sb? + Sa?Sh?
Information:
a =-0,502
Sa =0,055
b =-0,285
Sh =0,108
(—0,502) x (—0,285)
+/—0,28520,0552 4+ —0,50220,1082 + 0,05520,1082
Z=2521

Job Satisfaction Mediates the Effect of Job Stress on Turnover Intention

Based on the results of the calculation, it shows that the tabulation results are Z = 2,521> 1.96, which means that
the mediator variable, namely job satisfaction, is considered to significantly mediate the relationship between
job stress and employee turnover intention partially.

The Sobel test results show that job satisfaction significantly mediates the effect of job stress on
turnover intention. In the previous test, job stress has a negative and significant effect on job satisfaction and job
satisfaction has a negative and significant effect on turnover intention, so it can be said that job satisfaction
partially mediates the effect of job stress on turnover intention. As stated by. Sheraz et al. (2014), Tziner et al.
(2015), and Putra and Mujiati (2019) who state that job stress has a negative impact on turnover intention
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mediated by job satisfaction. This study was also conducted by Liu et al. (2019) and Andini et al. (2018) that job
satisfaction has a mediating effect between job stress and turnover intention.

V. CONCLUSION

The results of this study indicate that job stress has a direct effect on turnover intention, and indirectly
through job satisfaction. Theoretically, if the results of this study are related to Traditional Turnover Theory, it
can be said that the company must pay attention to employee job satisfaction so that it will lead to low intention
to leave the company.

The findings of this study have implications for human resource development strategies at Hotel Puri
Santrian Sanur to pay more attention to indicators of job stress and job satisfaction. Especially what must be
considered is fatigue at work, in a way that the company must pay attention to the ability of employees to fit the
existing workload and the job satisfaction variable that must be the main concern is satisfaction with colleagues,
by maintaining harmonious relationships with fellow colleagues. and above in order to behave fairly with
subordinates. So that this research is expected to be used as a consideration for decision makers in reducing
employee turnover rates by reducing employee turnover intention.

REFERENCES

[1]  Adelia, A. A. S. R. C., & Mujiati, N. W. (2016). Pengaruh Kompensasi, Gaya Kepemimpinan dan Stres
Kerja terhadap Kepuasan Kerja Karyawan Di Rs Dharma Kerti. E-Jurnal Manajemen Unud, 4(1), 102-
105.

[2]  Anggraini, M. I. D. P. 2013. Pengaruh Kepuasan Kerja, Komitmen Organisasional dan Stres Kerja
Terhadap Keinginan Untuk Keluar. Tesis Universitas Atmajaya Yogyakarta.

[3]1 Andini, O. P., Sunuharyo, B. S., & Utami, H. N. (2018). Pengaruh Kepuasan Kerja Terhadap Stres Kerja
Dan Turnover Intention Karyawan (Studi Pada Karyawan Pt Indolakto Factory Pandaan). Jurnal
Administrasi Bisnis (JAB), 54(1), 1-7

[4] Arshadi, N., dan Hojat, D. 2013. The Relationship of Job Stress with Turnover Intention and Job
Performance: Moderating Role of OBSE. Procedia Social and Behavioral Sciences, 84(1): 706 —710.

[5] Ariana, I. W. J., & Riana, I. G. (2016). Pengaruh Work-Family Conflict, Keterlibatan Kerja dan Stres
Kerja terhadap Kepuasan Kerja Karyawan. E-Jurnal Manajemen Unud, 5(7), 4630-4659.

[6] Abdillah, M. I. D. P. 2017. Pengaruh Stres Kerja Terhadap Kepuasan Kerja Dan Intensi Meninggalkan
Organisasi Pada Bank-Bank Milik Negara Di Kota Tegal. Jurnal Sekolah Bisnis Dan Manajemen Institut
Teknologi Bandung, 5(7), 1-9

[71 Bothma, F. C., dan G. Roodt. 2012. Work-Based Identity and Work Engagement as Potential
Antecedents of Task Performance and Turnover Intention : Unravelling A Complex Relationship. SA
Journal of Industrial Psychology, 38, pp: 1-17

[8] Budiyono, R. (2016). Analisis Pengaruh Kepuasan Kerja, Stress Kerja, Dan Komitmen Organisasi
Terhadap Turnover Intention (Studi Pada Pt. Duta Service Semarang). Journal Stie Semarang, 8(1): 37-
53.

[91 Basri, M. H. (2017). Pengaruh Stress Kerja terhadap Turnover Intentions melalui Kepuasan Kerja Pada
CV. Aneka Produksi. Jurnal limu Manajemen, 5 (2), 1-7.

[10] Baporikar, N. (2017). Organization Communiqué Effect on Job Satisfaction and Commitment in
Namibia. International Journal of Service Science, Management, Engineering, and Technology
(IJSSMET), 8(4), 19-41.

[11] Cekmecelioglu, Hulya, G., Ayse, G., dan Ulutas, T. 2012. Effect of Emotional Intelligence on Job
Satisfaction: An Empiral Study on Call Center Employees. Procedia-Social and Behavior Science, 58(2):
363-369.

[12] Candra, P. D. K., & Riana, I. G. (2017). Peran Komitmen Organisasional Memediasi Pengaruh Kepuasan
Kerja terhadap Turnover Intention. E-Jurnal Manajemen Unud, 6(10), 5287-5318

[13] Chaudhry, Abdul Qayyum. 2012. The Relationship Beetwen Occupational Stress and Job Satisfaction:
The case of Pakistan Universities. International Education Studies, 5(3): 212-221.

[14] Chichra, A., Abhijnhan. A., & Tharyan, P. (2019). Job Stress And Satisfaction In Faculty Of A Teaching
Hospital In South India: A Cross- Sectional Survey. Journal Of Postgraduate Medicine. 65(4), 201-206.

[15] Dewi, C. N. C., Bagia, I. W., & Susila, G. P. A. J. (2014). Pengaruh Stres Kerja dan Kepuasan Kerja
terhadap Kinerja Karyawan Pada Bagian Tenaga Penjualan UD Surya Raditya Negara. E-Journal Bisma
Universitas Pendidikan Ganesha, 2(1), 2-9.

[16] Dewi, K. A. B. P., & Wibawa, I. M. A. (2016). Pengaruh Stres Kerja pada Turnover Intention yang
Dimediasi Kepuasan Kerja Agen AJB Bumiputera 1912. E-Jurnal Manajemen Unud, 5(2), 762-78.

AJHSSR Journal Page |230



American Journal of Humanities and Social Sciences Research (AJHSSR) 2021

[17]

[18]

[19]

[20]

[21]

[22]

[23]

[24]

[25]

[26]

[27]

[28]

[29]

[30]

[31]

[32]

[33]

[34]

[35]

[36]

[37]

Devi, N. P. A. A. K., & Sintaasih, D. K. (2016). Organizational Citizenship Behavior, Kepemimpinan
Transaksional, dan Komitmen Organisasional: Pengaruhnya terhadap Kinerja Karyawan. E-Jurnal
Manajemen Unud, 5 (11), 7418-7445.

Dewi, N. P. E. L., & Netra, I. G. S. K. (2015). Pengaruh Stres Kerja dan Motivasi Kerja terhadap
Kepuasan Kerja Karyawan pada Matahari Bungalow Restaurant and Spa Legian Kuta-Bali. E-Jurnal
Manajemen Unud, 4(6), 98-105.

Dewi, P. S. A., & Sriathi, A. A. A. (2019). Pengaruh Stres Kerja TerhadapTurnover IntentionYang
Dimediasi Oleh Kepuasan Kerja. E-Jurnal Manajemen Unud, 8(6), 3646-3673.

Enshassi, A., EI-Rayyes, Y., & Alkilani, S. (2015). Job stress, job burnout and safety performance in the
Palestinian construction industry. Journal of Financial Management of Property and Construction, 20(2),
170-187.

Fong, L. H. N., Chui, P. M. W., Cheong, I. S. C., & Fong, D. K. C. (2018). Moderating effects of social
support on job stress and turnover intentions. Journal of Hospitality Marketing & Management, 27(7),
795- 810.

Faslah, R., Hairiah, L. (2017). The Influence of Job Involement and Job Satisfaction Toward Turnover
Intention on Employees of PT. Global Nikel Multiguna Tangerang. Jurnal llmiah Econosains, 15(1):
140-165.

Fahrizal., & Utama, I. W. M. (2017). Pengaruh Persepsi Dukungan Organisasi Terhadap Komitmen
Organisasional Dan Turnover Intention Karyawan Hotel Kajane Mua Ubud. E-Jurnal Manajemen Unud,
6(10), 5405-5431.

Foon. Y. S,, Leong. L. C., & Osman, S. (2015). An Exploratory Studyson Turnover Intention Among
Privated Sectors Employees. International Journal of Business and Management, 5(8), 57-64.
Hlatywayo, C. K., & Zingwe, T. (2014). Precursors Of Emotiona Lstability, Stress and Work-Family
Conflict Among Female Bank Employees. International Business & Economics Research Journal, 13(4),
861-866.

Indrayani, 1. G. P. A. W. (2015). Peran Mediasi Kepuasan Kerja dan Komitmen Organisasional pada
Hubungan Stres Kerja dengan Intensi Keluar Karyawan. Jurnal Bisnis Hospitaliti, 1(1), 1-7.

Irwanto., Riana, I. G., Yasa, N. N. K. (2016). Peran Komitmen Organisasional Memediasi Pengaruh
Stres Kerja dan Kepuasan Kerja Terhadap Intensi Keluar. E-Jurnal Ekonomi dan Bisnis Universitas
Udayana, 5(9): 2891- 2920.

Irvianti, L. S. D., & Verina, R. E. (2015). Analisis Pengaruh Stres Kerja, Beban Kerja, dan Lingkungan
Kerja terhadap Turnover Intention Karyawan pada PT XL Axiata Thk Jakarta. Binus Business Review,
6(1), 117-126.

Jehanzeb, K., Anwar, R., & Rasheed, F. M. (2013). Organizational Commitment and Turnover
Intentions: Impact of Employee’s Training in Private Sector of Saudi Arabia. International Journal of
Business and Management, 8(8), 79-90.

Jamadin, N., Samsiah, M., Syarkawi, Z., & Fauziah, N. (2015). Work Family-Conflict and Stress:
Evidence From Malaysia. Journal of Economics, Business and Management, 3(2), 309-312.

Johartono & Widuri, R. (2015). Analisa Pengaruh Stress Kerja, Kepuasan Kerja, Budaya Organisasi, dan
Komitmen Organisasi terhadap Turnover Intention Karyawan Kantor Konsultan Pajak Di Surabaya. Tax
and Accounting Review, 5(2), 1-13.

Januartha, M. T., & Adnyani, I. (2019). Analisis Pengaruh Stres Kerja dan Kepuasan Kerja Terhadap
Turnover Intention Karyawan (Studi Pada STIKES Widya Husada Semarang). Diponegoro Journal Of
Management, 1(2), 145-157.

Kristanto, S., Rahyuda, I. K., & Riana, I. G. (2014). Pengaruh Keadilan Organisasional terhadap
Kepuasan Kerja dan Dampaknya terhadap Komitmen, dan Intensi Keluar di PT Indonesia Power UPB
Bali. E-Jurnal Ekonomi dan Bisnis Universitas Udayana, 3(6), 25-80.

Ketabchi, H., and Hazraty, M. (2015). Examining the Relationship between Job Stress and Turnover
Tendency with Mediating Role of Job Satisfaction among the Employees of Alzahra Hospital in Rasht.
Jurnal UMP Social Sciences and Technology Management, 3 (3): 842-846.

Karambut, C. A., & Noormijati, E. A. T. (2012). Analisis Pengaruh Kecerdasan Emosional, Stres Kerja
dan Kepuasan Kerja terhadap Komitmen Organisasional (Studi pada Perawat Unit Rawat Inap RS Panti
Waluya Malang). Jurnal Aplikasi Manajemen, 10(3), 655-668.

Liu, J., Zhu, B., Wu, J., & Mao, Y. (2019). Job Satisfaction, Work Stress, and Turnover Intentions
Among Rural Health Workers: Across-Sectional Study In 11 Western Provinces Of China. BMC Family
Practice, 20(9), 2-11.

Liu,B.C.,Liu,J.X.,&Hu,J.(2010). Person-organization fit, Job satisfaction and turnover intention: A
empirical study in the Chinese Public Sector. Social behavior and Personality, 38(5), 615-626.

AJHSSR Journal Page |231



American Journal of Humanities and Social Sciences Research (AJHSSR) 2021

[38]

[39]

[40]
[41]

[42]

[43]

[44]

[45]

[46]

[47]

[48]

[49]

[50]

[51]

[52]

[53]

[54]

[55]
[56]

[57]

[58]

[59]

Listyorini, Inon dan Lilis EW., 2012. Pengaruh job insecurity dan Kepuasan kerja terhadap Turnover
Intention. Makalah simposium Nasional Forum Manajemen Indonesia ke4, Yogyakarta Nov, 2012
Lambert, E. G., Qureshi, H., Frank. J., Klahm, C., & Smith, B. (2018). Job Stress, Job Involvement, Job
Satisfaction, and Organizational Commitment and Their Associations with Job Burnout Among Indian
Police Officers: a Research Note. Journal Of Police And Criminal Psychology, 33(2), 85-99.

Luthans, Fred. (2009). Perilaku Organisasi (Edisi 10 Cetakan 1). Yogyakarta: Andi Offset.

Manuel, G. P. E. B., & Rahyuda, A. G. (2015). Pengaruh Kepuasan Kerja, Komitmen Afektif, Komitmen
Kalkulatif dan Komitmen Normative terhadap Turnover Intention Di Ayodya Resort Bali. E-Jurnal
Manajemen Unud, 4(8), 2243-2268.

Manurung, M. T., & Ratnawati, I. (2012). Analisis Pengaruh Stress Kerja dan Kepuasan Kerja terhadap
Turnover Intention Karyawan. Studi Pada Stikes Widya Husada Semarang. Diponogoro Jurnal Of
Management, 1(2), 145-157.

Mahdi, A. F., Zin, M. Z. M., Nor, M. R. M., Sakat, A. A., & Naim, A. S. A. (2012). The Relationship
Between Job Satisfaction and Turnover Intention. American Journal Of Applied Sciences, 9(9), 1518—
1526.

Mosadeghrad, A. M., Ferlie, E., & Rosenberg, D. (2012). A Study Of Relationship Between Job Stress,
Quality Of Working Life And Turnover Intention Among Hospital Employees. Health Service
Management Research, 21(3), 211-227.

Mitchell, O., Mackenzie, D. L., Styve, G. J.,, & Gover, A. (2016). The Impact of Individual,
Organizational and Environmental Attributes on Voluntary Turnover Among Juvenile Correctional Staf
Members. Justice Quarterly:Academy of Criminal Justice Science, 17(2), 332-357.

Monica, N.M.T.J., & Putra, S.M. (2017). Pengaruh Stres Kerja, Komitmen Organisasi dan Kepuasan
Kerja terhadap Turnover Intention. E-Jurnal Manajemen Unud Vol.6, No.3, Page 1644-1673. Diakses
dari halaman https://ojs.unud.ac.id/index.php/Manajemen/article/view/28478

Najam, U., Ishaque, S., Shoukat, S., Awan, M. H., & Ansar, N. Y. (2018). Interactive Effect Of CCM
Between The Relationship Of Workplace Bullying, Burnout, And Turnover Intentions. Cogent Business
& Management, 5(1), 1-13.

Puangyokeaw, K., &Nishide, Y. (2015). Organizational Commitment And Turnover Intention In Low-
Skilled Immigrant Workers In Thailand: An Empirical Assessment Of Need Satisfaction, Job Satisfaction
And Overall Life Satisfaction Factors. International Journal Of Business And Management, 10(5), 98-
112.

Parvaiz, L., Batool, S., Khalid, A., & Farooqi, Y. A. (2015). Impact Of Stresors (Role Conflict, Role
Overload, Leadership Support And Organizational Politics) On Job Stres And Its Subsequent Impact On
Turnover intention. International Journal Of Business And Management Intention, 4(10), 52-63.

Putra, D. M. B. A., & Mujiati, N. W. (2019).Peran Kepuasan Kerja Dalam Memediasi Pengaruh Stres
Kerja Dan Motivasi Kerja Terhadap Turnover Intention. E-Jurnal Manajemen Unud, 8(7), 4045-4072.
Prameswari, K., & Suwandana, G. (2017). Pengaruh Keadilan Organisasional, Komitmen
Organisasional, dan Kepuasan Kerja terhadap Organizational Citizenship Behavior. E-Jurnal Manajemen
Universitas Udayana, 6(3), 1368 -1397.

Qureshi, M. I., Raja, A. J., Mehwish, 1., Sadia, A., Saeed, L., Imran, N., & Khalid, Z. (2012). Job Stress,
Workload, Environment and Employees Turnover Intentions: Destiny or Choice. Archives Des Sciences,
65(8), 230-241.

Riana. | G., Wiagustini, N. L. P., Dwijayanti, K. I, & Rihayana, I. G. (2018). Managing Work-Family
Conflict and Work Stress through Job Satisfaction and Its Impact on Employee Performance, Jurnal
Teknik Industri, 20(2), 127 — 134.

Rizwan, M., Shahid, M., Shafig, H., Tabassum, S., Bari, R. & Umer, J. (2013) Impact of Psychological
Factors on Employee Turnover Intentions, International Journal of Research in Commerce, Economics
and Management, 3(3), 63-69.

Rivai, V., & Mulyadi, D. (2012). Kepemimpinan dan Perilaku Organisasi (edisi ketiga). Jakarta: PT.
Rajagrafindo Persada.

Riani, N. L. T., & Putra, M. S. (2017). Pengaruh Stres Kerja, Beban Kerja, dan Lingkungan Kerja Non
Fisik terhadap Turnover Intention. E-Jurnal Manajemen Universitas Udayana, 6(11), 2302-8912.
Retnaningrum, A. K., & Musadieq, M. Al. (2016). Pengaruh Work-Family Cocflict terhadap Kepuasan
Kerja dan Kinerja ( Studi pada perawat wanita RSUD Wonosari Yogyakarta ). Jurnal Administrasi
Bisnis, 36(1), 72-81.

Riduwan & Kuncoro. (2011). Cara Menggunakan dan Memakai Path Analysis (Analisis Jalur).
Bandung: Alfabeta

Rai, G. S. (2015). Turnover Intention among Long-term Care Staff: Three Possible Culprits.
International Jpurnal Of Business and Social Science, 6(8), 1-9

AJHSSR Journal Page |232



American Journal of Humanities and Social Sciences Research (AJHSSR) 2021

[60]
[61]

[62]

[63]

[64]

[65]

[66]

[67]

[68]

[69]

[70]
[71]
[72]

[73]

[74]

[75]

[76]

[77]
[78]
[79]

[80]

[81]

[82]

[83]

Robbins, S. P., & Judge, T. (2012). Essentials of organizational behavior

Saeed, I., Waseem, M., Sikander, S., &Rizwan, M. (2014). The Relationship of Turnover intention with
Job Satisfaction, Job Performance, Leader Member Exchange, Emotional intelligence and Organizational
Commitment. International Journal of Learning dan Development, 4 (2), 242-256.

Sartika, D. (2014). Pengaruh Kepuasan Kerja Dan Gaya Kepemimpinan Transformasional Terhadap
Keinginan Keluar Karyawan Dengan Komitmen Organisasi Sebagai Variabel Mediasi (Studi Kasus di
CV. Putra Taman Jaya). Management Analysis Journal, 3(2), 1-11.

Satrio, M. I. B., & Surya, I. B. K. (2018). The Role Of Organizational Commitment In Mediating The
Effect Of Job Satisfaction And Perceived Organizational Support On Turnover Intention. International
Journal of Social Science and Humanities Research, 6(4), 1240-1247.

Suparyadi, H. (2015). Manajemen Sumber Daya Manusia Menciptakan Keunggulan Bersaing Berbasis
Kompetensi SDM. Yogyakarta: Andi.

Sheraz, A., Wajid, M., Sajid, M., Quershi, W. H., & Rizwan, M. (2014). Ancedents of Job Stress and Its
Impact on Employee’s Job Satisfaction And Turnover Intention. International Journal of Learning
&Development, 4(2), 204-226.

Sianipar, A. R. B., & Haryanti, K. (2014). Hubungan Komitmen Organisasi dan Kepuasan Kerja dengan
Intensi Turnover pada Karyawan Bidang Produksi CV.X. Psikodimensia, 13(1), 98-114.

Singh, R., & Nayak, J. K. (2015). Mediating Role Of Stress BetweenWork-Family Conflict AndJob
Satisfaction AmongThe Police Officials Moderating Role Of Social Support. Policing: An International
Journalof Police Strategies & Management, 38(4), 738-753.

Santhanam (2017). Antecedents of Employees’ Turnover Intentions : Evidence from Private Educational
Institutions. American Journal of Economics and Business Administration, 7(4), 160-165.

Suciati, A. T. H., & Minarsih, M. M. (2015). Pengaruh Job Insecurity dan Stres kerja terhadap Turnover
Intention Pegawai pada karyawan PT. Berkat Abadi Surya Cermelang Semarang (HO).
JurnalManajemen Universitas Pandanaran, 1(1), 1-12.

Sugiyono. (2016). Metode Penelitian Kuantitatif, Kualitatif, Dan R&D. Bandung: PT Alfabeta.
Sugiyono. (2017). Metode Penelitian Kuantitatif, Kualitatif, Dan R&D. Bandung: PT Alfabeta.

Siddiqui, A. A., & Jamil, R. A. (2015). Antecedents of Employees’ Turnover Intentions : Evidence from
Private Educational Institutions. American Journal of Economics and Business Administration, 7(4),
160-165.

Syahronica, G., Hakam, M. S., & Ruhana, I. (2015). Pengaruh Kepuasan Kerja Dan Stres Kerja Terhadap
Turnover Intention (Studi Pada Karyawan Departemen Dunia Fantasi PT. Pembangunan Jaya Ancol,
Tbk). Jurnal Administrasi Bisnis, 20(1), 1-6.

Salleh, R., Nair, M. S., & Harun, H. (2012). Job Satisfaction , Organizational Commitment , and
Turnover Intention : A Case Study on Employees of a Retail Company in Malaysia. World Academy of
Science, Engineering and Technology International Journal of Economics and Management Engineering,
6(12), 3429-3436.

Tripathi, P., &Pandey, M. K. (2017). Examining the relationship between work-family conflict, job
satisfaction and employee’s turnover intention. Journal of Psychosocial Research, 12 (2), 451-459.
Tziner, A., Rabenu, E., Radomski, R., & Belkin, A. (2015). Work Stress And Turnover Intentions
Among Hospital Physicians: The Mediating Role Of Burnout And Work Satisfaction.Journal of Work
and Organizational Psychology, 31(3), 207-213.

Udayana, I. G. A. P., & Dewi, I. G. A. M. (2017). Pengaruh Stres Kerja dan Komitmen Organisasional
terhadap Turnover Intention Di Simpang Inn Hotel Kuta. E-Jurnal Manajemen Unud, 6(12), 6734-6762.
Warshawsky, N. E., & Havens, D. S. (2015). Nurse Managemer Job Satisfaction and Intent to Leave.
Journal Of Economics, 32(1), 32-39

Wibowo, G., Riana, I. G., & Putra, M. S. (2015). Pengaruh Stres Kerja Terhadap Kepuasan Kerjadan
Komitmen Organisasional Karyawan. E-Jurnal Ekonomi dan Bisnis Universitas Udayana, 5(1), 86-90.
Wijaya, | Made Yogi. 2014. Pengaruh Stres Kerja, Lingkungan Kerja Fisik dan Kompensasi Finansial
terhadap Kinerja Karyawan Hotel Puri Raja Kuta Badung. Skripsi. Fakultas Ekonomi dan Bisnis
Universitas Udayana, Denpasar.

Wardani, Shanti ke, Sutrisno, dan Rudy Eko Pramono. 2014. Pengaruh Job Insecurity Terhadap
Turnover Intention Karyawan CV Putra Makmur Abadi Temanggung Jawa Tengah.llmu Administrasi
Bisnis, Fakultas llmu Sosial dan Ilmu Politik, Universitas Jember (UNEJ). Artikel llmiah Hasil
Penelitian Mahasiswa, pp: 1-7.

Yasa, I. G. R., & Dewi, A. A. S. K. (2019). Pengaruh Stres Kerja Terhadap Kepuasan Kerja Dengan
Motivasi Kerja Sebagai Variabel Mediasi. E-Jurnal Manajemen Unud, 8(3), 1203-1229.

Yuda, 1.B.D.P., & Ardana, I.K. (2017). Pengaruh Kepuasan Kerja Dan Stres Kerja Terhadap Turnover
Intentionpada Karyawan Hotel Holiday Inn Express. E-Jurnal Manajemen Unud, 6(10), 5319-5347.

AJHSSR Journal Page |233



