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Abstract: This study aims to examine and analyze the
Effect of Job Satisfaction as a mediator variable Job
Stress and Career Development on PT PKSS
Employee Turnover Intention. This type of research
used in this study is quantitative. Samples are
calculated using the saturated sample method. The
subjects of this study were 98 PT PKSS head office
employees. Data were analyzed using Path Analysis
with the help of Smart PLS. The results of this study
show that (1) Job Stress has a significant negative
effect on Job Satisfaction; (2) Career Development
has a significant positive effect on Job Satisfaction;
(3) Job Stress has a significant positive effect on
Turnover Intention; (4) Career Development has a
significant positive effect on Turnover Intention; (5)
Job Satisfaction mediates Job Stress and Career
Development towards Turnover Intention.

Keywords: Job Stress, Career Development, Job
Satisfaction Turnover Intention.

INTRODUCTION

Currently, many organizations realize that HR is the most important element of the
organization. HR management must be managed properly so that the policies and practices
can run as desired by the organization. In fact, companies often have problems related to
human resources, such as the difficulty of finding a competent workforce to make it even
more difficult to maintain existing human resources, so that the high number of employee
movements can cause losses both in terms of time and cost. also occurred at PT Prima Karya
Sarana Sejahtera (PKSS) a company engaged in the business of managing labor.
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Table 1. PT PKSS Employee Turnover Data

YEAR

NUMBER OF

EMPLOYEES TURN OVER RATE (%)
2016 98 13,30
2017 100 -4.08
2018 92 16.00

Source: Internal Data PT. Sarana Karya Prima Sejahtera (2018)

From this data it can be said that the PT PKSS Employee Returns are still quite high
from year to year. Based on the survey conducted to 15 employees, the result is that
employees tend to have the desire to leave the company and look for another job. They feel
dissatisfied with their work, the workload is too heavy and they are not given the opportunity
to promote.

Based on the results of the pre-research data, the desire to move employees at PT
PKSS is related to several factors, namely: Job Stress, Career Development and Job
Satisfaction. Based on the above problems, researchers need to examine "Job Satisfaction as a
Mediator Effect of Job Stress and Career Development on PT PKSS Employee Turnover
Intention.

LITERATURE REVIEW

A. Work stress
Stress is an adaptive response, mediated by individual debate or psychological
process, which is a consequence of each activity (environment), situation, or external
events, which weighed on psychological or physical demands that belebihan against
someone. (Gibson Ivancevich in Hermita, 2011: 17),
Work stress is also a condition of tension that creates physical and psychological
imbalance, affecting the emotions, thought processes and conditions of an employee
(Grrenberg in Setiyana, 2013: 384).

B. Career development
Career development is a lifel ong kegiataan series that contributed to the exploration,
establishment, success and fulfillment of one's career. (Dessler, 2016).
Career development is an attempt to improve the ability of employees to handle
multiple tasks and to foster the employees beyond that required by the current job.
(Mathis and Jackson, 2013).
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C. Job satisfaction
Job satisfaction is an attitude and a feeling that people have about thei works. Pleasant
and positive attitude towards work shows their job satisfaction. Negative attitudes and
an unknown number of jobs showed job dissatisfaction (Armstrong & Taylor, 2014:
168).

Job satisfaction is a person's emotional response to the situation and working
conditions Sopiah (2008: 173)

D. Turnover Intention.

According to Robbins and Coulter (2012: 373) Turnover Intention is the
process of withdrawing from the company either voluntarily or involuntarily. Turover
Intention is the desire or intention of employees to move the work which is marked by
increased attendance, getting lazy work, rising courage to violate work rules, the
courage to oppose or protest against the boss, or the seriousness of resolving a very
different responsibilities than usual. (Saklit, 2017).

RESEARCH METHODS

The research used is quantitative research, using surveys as primary data. In addition to
primary data, researchers used secondary data in the form of Turnover Intentions data at PT
PKSS. This study aimed to analyze the correlation between independent variables on the
dependent variable.

Variables are measured through dimensions and indicators and use a Likert scale. The
independent (exogenous) variables examined in this study are Job Stress (X1) and Career
Development (X2) while the dependent (endogenous) variables studied are Job Satisfaction
(Y1) and Turnover Intention (Y2).

The population in this study were all employees at PT PKSS, amounting to 98 people
who were at the Head Office located on JI. Warung Buncit Raya No.75, RW.5, Kalibata, Kec.
Pancoran, Kota Jakarta Selatan, Special Capital Region of Jakarta 12790.

In this study, because the total population is not greater than 100 respondents, the authors
take 100% of the population in PT PKSS as many as 98 respondents. Thus the researcher
uses the entire population without having to draw the study sample as an observation unit
called the census technique.

This study uses data analysis techniques using SmartPLS Version 3.2.8 and is run by a
computer. Partial Least Square (PLS) is a structural equation model (SEM) analysis by using
its variants simultaneously to test the measurement model and structural model.

FINDINGS AND DISCUSSION

Descriptive statistical analysis of research variables is used to determine the tendency of
the answers to the questionnaire or the extent to which respondents responded according to
the choice of answer categories by using a Likert scale from scale 1 (strongly disagree) to 5
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(strongly agree) to the statements of each variable. The data collected is then tabulated to find
out the distribution of respondents' answers from each indicator on each research variable.

Based on the data collected, then tabulated to find out the distribution of the answers of
each indicator for each research variable and the results show as follows:

e Work Stress Variable has an average of 2.51. The results of the variable frequency
distribution of Job Stress indicate that the majority of answers on all items of this
variable strongly disagree, so it can be interpreted that generally respondents feel
Work Stress, although not too high. This is evidenced by as many as 17.76 percent of
respondents said they agree they feel stress at work while 12.65% stated strongly
agree that they experience stress at work.

e Career development variables have an average value of 3.10. Each item has an
average of answers above 3.00 so that it can be interpreted in general respondents
rated career development as good.

e The Job Satisfaction variable has an average value of 3.16. Each item has an average
of answers above 3.00 so it can be interpreted in general that respondents consider
that they are satisfied with their work.

e The Turnover Intention variable has an average of 3.3. Each item has an average
above 3.00 so that it can be interpreted in general respondents rated Turnover
Intention is quite high.

Testing the measurement model (Outer Model) defines how each indicator relates to its
latent variable, or it can be said that the outer model can specify the relationship between the
latent variable and its indicators. Tests conducted on the outer model using the Confimatory
Factor Analysis (CFA) technique.

In this study, the validity criteria based on the reflexive indicator model measured by
convergent validity and discriminant validity. The indicator is said to meet convergent
validity if the loading factor value is above 0.5 and is indicated by the Average Variance
Extracted (AVE) value above 0.50.

Based on the results of the study all indicators of each variable Job Stress, Career
Development, Job Satisfaction and Turnover Intention showed a loading factor value above
0.5. This proves that all indicators used in this study are valid or have fulfilled convergent
validity so that all indicators of each variable are still used in the model or are not excluded
from the model.

Next to discriminant validity testing is done by looking at the value of AVE (Average
Variance Extracted). AVE value is good if it has a value greater than 0.50 (Ghozali & Latan,
2012) .
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Table 2- AVE (Average Variance Extraction) Research Model

Variable Average Variance Extracted
Value (AVE)
0.783
Job Stress
Career Development 0.808
Job Satisfaction 0.727
Turnover Intention 0.748

Source: Results of analysis using SmartPLS (2019)

Table 2 shows the AVE Value of the research model for all research variables has a
value above 0.5, namely Work Stress 0.783; Career Development 0.808; Job Satisfaction
0.727, and Turnover Intention 0.748 so that the AVE value for discriminant validity testing
has met the next test. Thus, the Discriminant Validity test has been fulfilled as well as the
Convergent Validity test so that it can be concluded that the research model has been Valid.

Evaluation of the convergent validity of internal reliability can be measured by the
value of Composite Reliability (CR) and Crobach's Coefficient Alpha in the Table Value
Composite Reliability of Model Research below.

Table 3- Value Composite Reliability of Model Research.

Variable g::;g;::;ﬁ Requirement Information
Job Stress 0.955 =0.7 Reliable
Career Development 0.974 =0.7 Reliable
Job Satisfaction 0.947 =0.7 Reliable
Turnover Intention 0.982 =0.7 Reliable

Source: Results of analysis using SmartPLS (2019)

The composite reliability value of the research model shows that each variable has a
composite reliability value above 0.7. From these results it can be concluded that the research
model has met the value of composite reliability. The next stage of reliability testing is testing
the value of Cronbach’s alpha. The construct is declared to be reliable if it has a Cronbach's
alpha value above 0.60 (Imam Ghozali, 2012).

Reliability testing next step is testing the value of Cronbach's alpha. Constructs declared
reliable if the Cronbach's alpha values above 0.60 (Imam Ghozali, 2012).
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Table 4 - Cronbach’s Alpha value of Model Research.

Variable g;:::zack s Requirement Information
Job Stress 0.931 =0.6 Reliable
Career Development 0.970 = 0.6 Reliable
Job Satisfaction 0.946 =0.6 Reliable
Turnover Intention  0.980 =0.6 Reliable

Source: Results of analysis using SmartPLS (2019)

The results showed that each variable has had a Cronbach'’s alpha values above 0.6. From
these results it can be concluded that the model has met the criteria Composite Reliability and
Cronbach's Alpha so that our model has met the criteria of reliability and a measure that is
trustworthy and reliable.

Furthermore, researchers conducted hypothesis testing in this study through several
steps, namely evaluating the value of R2, validating the overall Structural Model with the
Goodness of Fit Index, and testing the predictive relevance (Q2). Meanwhile, the SmartPLS
calculation uses Bootstrap to reveal the results for the path coefficient which explains the
relationship between constructs / variables as shown in the Table 5- Path Coefficient Test
Results below:

Table 5- Path Coefficient Test Result.

Relationship Original
. Standard o
Between Samples Sample Deviation T Statistics
Constructions (O) Mean (M) (STDEWV) (o / P Values
STDEV)
Job Stress (x1) -=
Job Satisfaction (y1) -0.211 -0.217 0.080 2.642 0,004
Job Stress (x1) -=
Turnover Intention 0313 0312 0.076 4115 0.000
@2)
Career
Development(x2) -= 0,738 0,733 0,076 9.72 0.000
Job Satisfaction (v1)
Career
Development(x2) -= 0287 0281 0.122 2362 0.009
Turnover Intention ? ? ' ? ?
&2)
Job Satisfaction(v1) -
= Turnover -0.345 -0.362 0.115 3.079 0.001

Intention (v2)

Source: Results of analysis using SmartPLS (2019)

Effect of variables simultaneously and Career Development Job Stress on Job
Satisfaction can be done by calculating the arithmetic f / f statistic using the formula as
below.

R2 =0.861 (Y1)
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Fcount = (R 2/ ((k-1))) / (1-R * 2) / ((nk)))

F count = (0,861 / ((3-1))) / ((1-0,861) / ((98-3)))
F count = 0.431/0.001

F count = 294.227

Values in the table F (DF1 = 3-1; DF2 = 98-3) alpha 0.05 is 3.092. This means that
the f count> F table then there is a simultaneous effect Career Development and Job Stress
on Job Satisfaction.

Variables Job Stress, Career Development, Job Satisfaction and Turnover Intention
able to influence amounted to 0.842 or 84.2%. Effect of Job Stress variables simultaneously,
Career Development and Job Satisfaction on Turnover Intention can be done by calculating
the arithmetic f / f statistic using the formula as below.

R2 =0.842 (Y2)

F count = (R 2/ ((k-1))) / ((1-R ~ 2) / ((nk)))

F count = (0,842 / ((4-1))) / ((1-0,842) / ((98-4)))
F count = 0.281 / 0.002

F count = 166.979

Values in the table F (DF1 = 4-1; DF2 = 98-4) alpha 0.05 yaitu2,701. This means
that the f count> F table then there is a simultaneous effect Job Stress, Career Development
and Job Satisfaction on Turnover Intention.

Further testing Goodness of Fit Index (GoF) to validate the performance of the
combination of the measurement model (outer model) and structural models (inner model),
obtained by the calculation as follows:

GoF =V (AVE xR "2)

GoF =1 (0,755x 0.362)

GoF = 0,274

GoF = 0,523

Information :

AVE =(0.738 + 0.808 + 0.727 + 0.748) / 4 =3.021 / 4 = 0.755
R square = (0,861x0,842) / 2 = 0.362.

The calculation result Goodness of Fit Index (GoF) shows the value of 0,523. Based
on these results it can be concluded that the combined performance measurement model

Available Online:https://dinastipub.org/DIJDBM Page 586



Volume 1, Issue 4, June 2020 E-ISSN :2715-4203, P-ISSN : 2715-419X

(outer model) and structural models (inner model) as a whole is good because the value of
Goodness of Fit Index (GoF) is more than 0.23 (moderate Scale).

Researchers further testing predictive relevance (Q2) is to validate the models. Q2
calculation results are as follows:

Q2=1-(1-R12) (1-R22)
Q2=1-(11t00.861) (1-.842)
Q2 =1-(0.139) (0.158)
Q2=1100.022

Q2=0.978

Based on calculations of predictive relevance (Q2) above, shows the value of 0.978.
In our model, the latent variables endogenous value predictive relevance (Q2) is greater than
0 (zero) so that the latent variable exogenous correspond as explanatory variables capable of
predicting variables endogennya other words prove that this model is considered to have
predictive relevance good.
Hypothesis test to determine the influence Job Satisfaction as a Mediator Job Stress
and Career Development of the Turnover Intention can be seen in the table below:

Table 6- Path Coefficient, t-Statistics, and P-Values values

R elationship (é)ugulal Sample S‘a?.da.r a T L.
Between | amples  yfean e mm..m Al 1 P Values
e e @D (STPEWD (S(’:‘I)E‘ ! Table
b}
Job Stress (x1) -=
Job Satisfaction (y1) -0,211 -0,217 0.080 2.642 1.96 0,004
Job Stress (x1) -=
Twnover Intention 0,313 0,312 0,076 4.115 1.96 0.000
2)
Career
Development(x2)-= 0,738 0,733 0,076 9,72 1.96 0.000
Job Satisfaction (y¥1)
Career
Development(x2)- -0,287 -0.281 0,122 2,362 1,96 0,009
=Twrmover Intention
2)
Job Satisfaction(y1) -
=Twrmover Intention -0,345 -0,362 0,115 3,079 1.96 0,001
@2)

Source: Results of hypothesis testing using software SmartPLS (2019)

Statistical calculation results obtained are presented in Table for strukutural models with the
following hypotheses:

1. Hypothesis 1 - Work Stress influences Turnover Intention. Obtained t statistics value
4.115> t Table 1.96 with p of 0.000 which is less than a = 0.05. The coefficient value
IS positive, that is equal to 0.313 meaning that the Work Stress variable (X1) has a
positive effect on Turnover Intention, thus H3 is accepted and HO is rejected, Job
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Stress has a significant positive effect on Turnover Intention.

2. Hypothesis 2 - Career Development influences Turnover Intention. Obtained t
statistics value 2.362> t Table 1.96 with p equal to 0.009 which is less than a = 0.05.
The coefficient value is negative, that is equal to -0.287 means that the Career
Development variable (X2) has a negative effect on Turnover Intention (Y2), thus
H4 is accepted and HO is rejected, Career Development has a significant negative
effect on Turnover Intention.

3. Hypothesis 3 - Job Stress influences Job Satisfaction. Obtained t statistics value
2.642> t Table 1.96 with p equal to 0.004 which is less than a = 0.05. The
coefficient value is negative, that is equal to -0.211 means that the Job Stress
variable (X1 has a negative effect on the Job Satisfaction variable, thus H1 is
accepted and HO is rejected, Job Stress has a significant negative effect on Job
Satisfaction.

4. Hypothesis 4 - Career Development influences Job Satisfaction. Obtained t statistics
9.72> t Table 1.96 with p of 0.000 which is less than a = 0.05. The coefficient value
is positive, that is 0738 means that the Career Development variable (X2) has a
positive effect on the Job Satisfaction variable, thus H2 is accepted and HO is
rejected, Career Development has a significant positive effect on Job Satisfaction.

5. Hypothesis 5 - Job Satisfaction Mediating Job Stress and Career Development
towards Turnover Intention.

Table 7- The indirect effect (Indirect effects) to the Independent Variables
Dependent Variables

BRela_tmnshlp Original Sampel Standar T

etween . . . T .

Constructions Samples Mean Deviasi Statistik Tabel P Value
(0) (M) (STDEV) (O/STDEV)

Job Stress(x1) = 0.073 0.078 0.039 1.929 1.96 0.027

Job Satisfaction

(v1) -= Turnover

Intention

Career 0,265 0.090 2.900 1.96 0,002

Development (x2) -

= Kepusan Kerja -0262
(v1) -= Turnover
Intention (¥v2)

Source: Results of analysis using SmartPLS (2019)

The path coefficient value of the direct influence of Job Stress on Turnover Intention
is 0.312 whilea the value of the path coefficient of indirect effect of Job Stress on Turnover
Intention is 0.075 and the p value of the indirect effect of the variable Job Stress on Turnover
Intention with mediated by Job Satisfaction variable is 0.027 with T value of 2,900. Because
the p value obtained <0.05 and T statistic> 1.96 and the path coefficient value of Career
Development toward employee turnover Intention from direct effect to indirect effect, the
value rises from -0,378 to 0.075, then HO is rejected and H5 received.
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This shows that good management of Work Stress at PT PKSS can reduce the level
of Employee Turnover Intention through mediator variables, namely Job Satisfaction. The
path coefficient value of the direct influence of Career Development on Turnover Intention -
0.287 while the value of the path coefficient of indirect influence Job Stress on Turnover
Intention is -0,262 and the value of p value of the indirect effect of the Career Development
variable on Turnover Intention with mediated by the Job Satisfaction variable is equal to
0.002 with T value of 2,900.

Because the p value obtained <0.05 and T statistic> 1.96 and the path coefficient
value of Career Development Career Turnover towards employee turnover Intentions from
direct effects to indirect effects, the value increases from -0.287 to -0.262, then HO is rejected
and H5 is accepted.

This shows that the management of good Career Development at PT PKSS can
reduce the level of Employee Turnover Intention through mediator variables namely Job
Satisfaction. Based on the analysis results above, then HO is rejected and H5 is accepted.
Thus it can be concluded that the Job Satisfaction variable mediate the Job Stress variable.

CONCLUSION AND SUGGESTION
Conclusion

Based on the results of the research and discussion in the previous chapters, several
conclusions can be made as follows:

1. Job Stress has a significant negative effect on Job Satisfaction.

Career Development has a significant positive effect on Job Satisfaction.

Job Stress has a significant positive effect on Turnover Intention.

Career Development has a significant positive effect on Turnover Intention.

Job Satisfaction as a mediator in this study has a significant effect on Turnover

Intention.

6. Job Satisfaction mediates Job Stress and Career Development towards Turnover
Intention.

ok wn

Suggestion
The suggestions that can be given to complete the results of this study are as follows:

1. For Companies

a. The company leaders are expected to provide socialization to employees related to
the task of working objectives more clearly, for example, employees are given
information about the responsibilities of their respective jobs so as to reduce the
level of employee stress and can increase satisfaction with their work.

b. The company leadership is expected to develop employee career planning programs
well for example by providing the best employee opportunities to occupy managerial
positions, paying attention to career plans for employees and creating training

Available Online:https://dinastipub.org/DIJDBM Page 589



Volume 1, Issue 4, June 2020 E-ISSN :2715-4203, P-ISSN : 2715-419X

programs for career development so as to increase employee satisfaction with their
work and increase employee job satisfaction.

c. The company leadership is expected to be able to provide better opportunities to
develop employee skills because based on research results show that Career
Development has a very big influence on the desire of employees to leave their jobs.

d. The head of the company is expected to consider paying attention to the amount of
employee salaries, for example by giving them higher pay so that the better wages
they get at the company, the lower the desire of employees to leave the company and
vice versa

2. For Further Researchers.
The hope of the author is that further research can dig deeper into the variables that
affect Turnover Intention. The significance of the effect of Job Satisfaction as a
mediator of Turnover Intention encountered in this study opens up the possibility of
other effects of Job Satisfaction on other variables.

REFERENCE

Anik Istiyani , Heru Sri wulan., SE., M.M., Patricia Dhiana., S.E., M.M. (2017)." The Effect
Of Compensation, Work Stress And Career Development On Turnover Intention With
Work Leadership As An Intervening Variable (Case Study At PT. Rajawali Nusindo
2013-2017 Period

Aulia Rahman, Syahrizal(2018)." Effect of Compensation and Career Development on
Turnover Intention: Job". Satisfaction as a Mediation Variable”. Advances in
Economics, Business and Management Research, volume 64 Bandung

Chan Su Hui, Chok Shan Yee , Lae Siew Yen, Lam An Chie, Lee Chia Yi, (2017) ." The
Impact of Perceived Organizational Support, Job Satisfaction, Leader-Member
Exchange (LMX) and Work-Life Balance on Employee’s Turnover Intention in
Manufacturing Industry, Malaysia".

Christian Anugerah, Rusdi Pramudika, Yulianeu, Aziz Fathoni, Amanda Mastisia Rakanita
(2016) "Pengaruh Kepuasan Kerja, Pengembangan Karir dan Komitmen Organisasi
terhadap Turnover Intention Pada Karyawan Belle View Hotel Semarang™

Hartono, Jogiyanto dan Willy Abdillah. (2009). Konsep dan Aplikasi PLS untuk Penelitian
Empiris. BPFE. Yogyakarta.

Hartono, Jogiyanto dan Willy Abdillah. (2009). Konsep dan Aplikasi PLS untuk Penelitian
Empiris. BPFE. Yogyakarta

Husein, Umar. (2010). Metode Penelitian Untuk Skripsi dan Tesis Bisnis. Edisi 11. Jakarta:
PT Raja Grafindo Persada

Husein, Umar. (2010). Metode Penelitian Untuk Skripsi dan Tesis Bisnis. Edisi

Available Online:https://dinastipub.org/DIJDBM Page 590



Volume 1, Issue 4, June 2020 E-ISSN :2715-4203, P-ISSN : 2715-419X

Jaya, | Gede Nyoman Mindra dan | Made Sumertajaya. (2008). “Permodelan Persamaan
struktural dan Partial Least Square”. Seminar Nasional Matematika dan Pendidikan
Matematika. Fakultas Matematika dan Ilmu Pengetahuan Alam Universitas Negeri
Yogyakarta.

Kasmir. (2016). Manajemen Sumber Daya Manusia (Teori dan Praktik). PT. Rajagrafindo
Persada. Depok.

Kim, Mi Ja, Choi, Jeong Sil (2015) ." Effects of Perception of the Healthcare Accreditation,
and Job Stress on Turnover Intention in Nurses". J Muscle Jt Health Vol. 22 No. 2,
87-95, August, 2015

Kromei L. Aritonang, Nira Fadilah, Tomy A. Aritonang, Okta V. Saragih (2019) ."Pengaruh
Pengembangan Karir dan Lingkungan Kerja Fisik terhadap Kepuasan Kerja
Karyawan Pada Sinar Sosro". Jurnal Manajemen Volume 5 Nomor 1 (2019)

Kurniawatya, Mansyur Ramly, Ramlawati (2019)."The effect of work environment, stress,
and job satisfaction on employee turnover intention™. Management Science Letters 9
(2019) 877886

Mega Nur Asofa, Arif Partono Prasetio.(2018)." Analisi Dampak Stres terhadap Kepuasan
Kerja pada Karyawan Witel Yogyakarta”. JMM Online Vol . 2 No.3 Mei (2018) 217-
226

Ni Kadek Candra Pradnya Dewi ( 2017) " Pengaruh Kepuasan Kerja terhadap Turnover
Intention yang Dimediasi dengan Komitemen Organisasi pada Karyawan Nusa Penida
Beach Inn".ejournal Jurusan Pendidikan Ekonomi VVolume: 10 No: 2 Tahun: 2017

Ni Made Tiya Jumani Monica , Made Surya Putra (2013)." Pengaruh Stres Kerja, Komitmen
Organisasional dan Kepuasan Kerja terhadap Turnover Intention." E-Jurnal
Manajemen Unud, Vol. 6, No. 3, 2017: 1644-1673

Panagiotis Trivellasa, Panagiotis Reklitisa, Charalambos Platis ( 2013) . " The effect of job
related stress on employees' satisfaction: A survey in Health Care.” by Elsevier Ltd.
and peer-review under responsibility of The 2nd International Conference on
Integrated Information Open access under CC BY-NC-ND license.

Prasetio Prasetio, Arif Partono, Puspita Wulansari, Suci Trisno Putri (2018)." The Mediation
of Job Satisfaction in the Relation of Work Stress and Turnover Intention in Hotel
Industry™. Advances in Economics, Business and Management Research, volume 65

Prasetyo, Bambang, Lina Miftahul Jannah. (2008). Metode Penelitian Kuantitatif: Teori dan
Aplikasi, PT Raja Grafindo Persada. Jakarta

Putu Agus Eka Rismawan, Wayan Gede Supartha, Ni Nyoman Kerti Yasa (2014) " Peran
Mediasi Komitmen Organisasional pada Pengaruh Stres Kerja dan Kepuasan Kerja

Available Online:https://dinastipub.org/DIJDBM Page 591



Volume 1, Issue 4, June 2020 E-ISSN :2715-4203, P-ISSN : 2715-419X

terhadap Intensi Keluar Karyawan ™ .E-Jurnal Ekonomi dan Bisnis Universitas

Udayana 3.8 (2014) :424-441

Qadoos Zafar, Ayesha Ali, Tayyab Hameed, Togeer llyas, Hafiz Imran Younas (2015).
"The Influence of Job Stress on Employees Performance in Pakistan” . American
Journal of Social Science Research Social Science Research Vol. 1, No. 4, 2015,
pp. 221-225

Robbins, Stephen P. dan Timothy A Judge. (2011). Perilaku Organisasi. Salemba Empat,
Jakarta.

Shoaib Raza , Muhammad Azeem , Asad Afzal Humayon, Noor-ul-Ain Ansari (2017). "
The Impact of Pay Satisfaction, Job Stress, and Abusive Supervision on Turnover
Intention among Banking Employees”. Vol. 3, Issue 2 ISSN 2414-2336 (Print),
ISSN 2523-2525 (Online)

Solihin, M. Havidz Aima,Tri Widyastuti (2019)."The Impact of Compensation and Career
Development on the Organizational Commitment and the Implication on Employee’s
Turnover Intention of Pt Serasi Autoraya Head Office”. International Journal of
Innovative Science and Research Technology, Volume 4, Issue 7, July — 2019

Sugiyono. (2017). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Alfabeta.

Syeda Sania Zahra, Muhammad Imran Khan, Muhammad Imran, Qaiser Aman, Rafaget Ali
(2018)."The relationship between job stress and turnover intentions in the pesticide
sector of Pakistan: An employee behavior perspective”. Management Issues in
Healthcare System 4(2018) 1-12

Xianyin Lee, Boxu Yang, Wendong Li (2017)."The influence factors of job satisfaction and
its relationship with turnover intention: Taking early-career employees as an example™.
Anales de psicologia, 2017, vol. 33.

Available Online:https://dinastipub.org/DIJDBM Page 592



