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Abstract

The desire to change jobs among hospital nurses is a critical issue related to service quality. Nurses have the desire to
move if they feel work stress and the level of job satisfaction tends to decrease. Nurses' high stress levels will cause
them to feel less satisfied with their work which will ultimately lead to their intention to leave the hospital. This research
aims to (1) analyze the influence of job stress on turnover intention, (2) analyze the influence of job stress on job
satisfaction, and (3) analyze the influence of job satisfaction on turnover intention. The sample in this study used a
proportional sampling technique which was only aimed at nurses in four divisions, totaling 100 people. The data
analysis technique uses SEM-PLS.

The research results show that (1) work stress has a positive and significant effect on turnover intention, (2) work stress
has a negative and significant effect on job satisfaction, and (3) job satisfaction has a negative and significant effect on
turnover intention. This research implies that a low level of stress at work will increase job satisfaction and reduce their
intention to leave the hospital, especially as nurses know the consequences of their work.
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1. Introduction

The level of work stress and job satisfaction of nurses in hospitals are key factors that influence the quality of service
and patient safety. In complex healthcare environments, nurses play a critical role in providing effective and empathetic
care. Therefore, understanding the factors that influence nurses' job satisfaction is very important for hospital
management to improve service quality and minimize turnover.

Nurses have the intention to leave the hospital due to discomfort at work. The work stress experienced by nurses can
also make nurses dissatisfied with their work and is also the reason why they want to move. Job stress has a positive
and significant influence on turnover intention [1][2][3], this shows that higher work stress can increase the turnover
intention of the nurse.

Job stress will affect the level of job satisfaction of nurses which ultimately leads to the intention and decision to leave
work. Research conducted [4] states that work stress has a negative and significant effect on nurses' job satisfaction,
this means that the lower the work stress, the higher the nurses' job satisfaction. Other research conducted by [5] [6],
also shows that Job stress has a negative and significant effect on nurses' job satisfaction.

Job satisfaction is also a factor that can influence the level of turnover intention. Job satisfaction will occur if the
individual's needs are met, this is related to the degree of liking or disliking associated with nurses, which is an attitude
commonly shown by nurses because it is closely related to the rewards, they believe they will get after they do a job.
Research conducted by [7][8] states that job satisfaction has a negative effect on turnover intention, which shows that
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job satisfaction with organizational policies and strategies, satisfaction with career development, and satisfaction with
supervision, other research conducted by [9][10][ 11] also shows that job satisfaction has a negative and significant
effect on nurses' turnover intention.

One way that companies can prevent the emergence of turnover intention behavior caused by work stress is to pay
attention to nurses' job satisfaction. Perceived job satisfaction can encourage nurses to do their jobs better and
encourage nurses to stay with the company. Management needs to reduce the level of turnover intention by paying
attention to the level of work stress and job satisfaction with the efforts that the company can make to be able to control
problems with turnover intention.

Based on the results of interviews conducted, several nurses stated that they were stressed at work and had a tendency
to decrease job satisfaction [12]. This is due to excessive workload, stress, and imbalance of job demands with available
resources [13]. Job satisfaction felt by nurses indicates that there is a feeling of dissatisfaction with the work of nurses
which is indicated by incentives that are inappropriate or insufficient because nurses feel that their salary does not
reflect the value of their work or responsibilities [14]. Based on the results of previous research and the phenomena
that occur, researchers are interested in researching the influence of work stress on job satisfaction and nurse turnover
intention.

2. Literature Review and Research Hypothesis

2.1. Theory of Planned Behavior

Research conducted by [15] states that a person's behavior depends on the desire to behave (behavioral intention)
which consists of three components, namely: attitude, subjective norm, and perceived behavioral control. The attitude
and subjective norm variables are in the "Theory of Reasoned Action", while the third variable appears in the "Theory
of Planned Behavior". According to [16] A person's intention to behave can be predicted by three things, namely the
attitude towards the behavior which is the overall evaluation of a person regarding the positive or negative aspects of
displaying a certain behavior, then the subjective norm [17] which is a person's belief. regarding demands from other
people who are considered important to them and are willing to display a certain behavior by the demands, and finally,
namely perceived self-control (perceived behavioral control) which is a person's perception of their ability to display a
certain behavior [18].

2.2. Turnover Intention

Turnover intention is the tendency of employees to quit their jobs voluntarily because of their desires [19] [20].
Turnover intention is the entry and exit of employees in a company within a certain period/time, which means that
there are employees who enter through recruitment and who leave for various reasons that cause changes in the
number of employees. [21] says turnover intention is the desire or intention of workers to leave the company or
organization and must be replaced immediately. As a step towards realizing that a person's desire to move, namely from
one workplace to another, has not been realized. Turnover intention is the desire for an employee to move from one job
to another [22]. Five factors cause turnover intention, namely: structural factors, pre-entry factors, environmental
factors, trade union factors, and job orientation. Indicators of turnover intention include intention to quit, job search,
and thinking of quitting [23] [24].

Results of research conducted by [11][25] state that job satisfaction has a negative and significant effect on turnover
intention. This indicates that higher employee job satisfaction will be able to reduce the level of employee turnover
intention. Companies need to increase employee job satisfaction to reduce the level of employee turnover intention
within the company.

2.3. Job Stress

According to [26] Work stress is a condition of tension that affects a person's thinking process, emotions, and condition,
the result being that excessive stress can threaten a person's ability to deal with the environment and ultimately
interfere with carrying out their duties. Job stress is a feeling of pressure experienced by employees when facing work.
Work stress is a condition that puts pressure on a person's self and soul beyond the limits of one's abilities [26] or a
condition of tension that affects a person's emotions, thought processes, and condition. Factors that influence work
stress, namely: work conditions, stress due to roles, interpersonal factors, career development, organizational structure,
work home appearance. According to [27][28] describes the indicators of work stress namely: workload, working time,
feedback received, responsibilities,
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Results of research conducted by [27][26] stated that work stress has a positive and significant influence on employee
turnover intention, which shows that the higher the work stress, the greater the increase in turnover intention among
employees.

2.4. Job Satisfaction

Job satisfaction is a person's feelings towards his work which are produced by his efforts (internal) and supported by
things outside himself (external), regarding work conditions, work results, and work itself [10][29]. An employee's
positive attitude towards their work arises based on an assessment of the work situation, and this assessment can be
carried out on one of their jobs and as a sense of appreciation for achieving one of the important values in work. Job
satisfaction is a result of an individual's estimation of a positive and pleasant job or experience. Employees' estimates
of their work experience can indicate whether employees feel happy or unhappy with their work. The level of a person's
feelings of pleasure as a positive assessment of their work and the workplace environment. Factors that can influence
job satisfaction are Fair remuneration or compensation, placement of nurses, workload, work atmosphere and
environment, leadership attitude, and job or job attitudes. Indicators of job satisfaction include: work itself, pay,
promotion, supervision, and workers [29].

Results of research conducted by [30][31] state that work stress has a negative and significant effect on employee job
satisfaction. This indicates that the lower the work stress felt by employees, the higher the job satisfaction felt by
employees.

H1: Work stress has a positive effect on turnover intention.

H2: Job stress has a negative effect on job satisfaction.

H3: Job satisfaction has a negative effect on turnover intention.

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

The following is the conceptual framework for this research as follows:

Job Satisfaction

Turnover
Intention

Job Stress

Figure 1 Conceptual Framework

3. Materials and Methods

This research was conducted at General Hospital, Gianyar Bali. The population in this study were all nurses in 4 units,
namely the Inpatient Unit, Emergency Department, Central Surgery Installation, and Outpatient Unit. The sample in this
study was aimed directly at nurses, and a sampling technique was used, namely proportional random sampling so that
100 respondents were obtained for the four units. The object of this research is work stress and job satisfaction turnover
intention nurses.

Work stress is defined as an imbalance between the job demands given the abilities possessed and the work
environment, which can cause pressure. Indicators of work stress. According to [27][28] namely: workload, working
time, feedback received, and responsibilities.

Job satisfaction is a feeling of happiness from a positive assessment of various aspects of work based on evaluation

results that meet expectations. Indicators of job satisfaction according to [29] are: work itself, pay, promotion,
supervision, and workers.

1107



World Journal of Advanced Research and Reviews, 2024, 21(03),1105-1114

Turnover intention is an employee's desire or intention to leave the company for various reasons to quit their job to get
a better job. Indicator of turnover intention or desire to change nurses. According to [23] [24], namely: intention to quit,
job search, thinking of quitting.

Next, the indicators on the variables are reduced to research instruments. For an instrument to obtain reliable results,
the instrument must meet the criteria for validity and reliability. The data analysis technique used in this research is
quantitative analysis, namely, the structural equation model (Structural Equation Modeling-SEM) variance-based or
component-based structural equation model, known as Partial least squares (PLS). The analysis stages using Partial
Least Square (PLS) are: Conceptualization of the model, determining the algorithm analysis model, determining the
resampling method, drawing path diagrams, and evaluating the model Mediation testing was carried out by examining
the indirect effect of the results of the total indirect effect of the work stress variable on job satisfaction and turnover
intention.

4. Result and Discussion

4.1. Characteristics of respondents

Based on gender, more than half, namely 55 people or 55.0% (percent) of respondents were women, and only 45 people
or 45.0% (percent) were men. This indicates that the majority of respondents are female. This shows that women are
more dominant as hospital nurses because they are synonymous with femininity and their ability to care for family
members. The majority of respondents were aged between 25 and 35 years, namely 31 people or 31.0% (percent), and
only 17 people or 17.0% (percent) of respondents were under 25 years old. Based on age, most of the respondents were
between 25 and 35 years old. This indicates that nurses are still in the energetic age range, easier to adapt to technology,
and have a career path. Based on work experience, the majority of respondents with a work experience of more than 10
years were 38 people or 38.0% (percent), and only 15 people or 15.0% (percent) of respondents had a work period of
less than 2 years. Based on the length of service, most of the respondents had work periods of more than 10 years. This
shows that nurses have expertise and work experience in their field.

4.2. Inferential Analysis

Inferential analysis in this research uses 2 stages, namely the outer model and the inner model. The measurement model
consists of validity tests and reliability tests on indicators of research variables. The validity test and reliability test
consist of(a) convergent validity, (b) discriminant validity, dan (c) reliability. The structural model analyzed by (a) Adj.
R-Square (R?), (b) Q-Square Predictive Relevance (Q?), and (c) Goodness of Fit (GoF). Evaluation of the outer model and
inner model using SEM-PLS.

4.2.1. Results of the Evaluation of the Measurement Model/Outer Model

Convergent Validity

This evaluation is carried out through examination of the coefficients outer loading each indicator on the latent variable

Table 1 Outer Loading Result

Variable Indicator Coefficient Outer Loading | P-Values
Workload 0.868 0.000

Work Stress (X1) Working time 0.977 0.000
Feedback 0.987 0.000
Responsibility 0.975 0.000
The job itself 0.977 0.000

Job Satisfaction (Y1) Income/salary 0.956 0.000
Promotional opportunities | 0.956 0.000
Supervision 0.967 0.000
Work colleague 0.961 0.000
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Turnover Intention (Y2) | Intention to quit 0.951 0.000
Job search 0.997 0.000
Thinking of quit 0.961 0.000

Source: Primary Data Source

Based on Table 1, shows the results of the calculations outer loading of each indicator of work stress, job satisfaction,
and turnover intention has a coefficient outer loading greater than 0.50 and p-values namely 0.000 which is significant
at an alpha level of 0.05. This proves that the indicators that form the latent variable are valid and significant.

Discriminant Validity

In this analysis measurements discriminant validity is done by knowing the average variance extracted (AVE) value.
AVE greater than 0.50. Table 2 shows the results showing that the value AVE all constructs > 0.50, so they meet the valid
requirements based on the criteria discriminant validity. Results calculation will AVE (\/AVE or square root average
variance extracted) in this study are shown in Table 2 below.

Table 2 Discriminant Validity Result

Variable AVE v AVE
Job Stress (X1) 0.869 0.936
Job Satisfaction (Y1) 0.938 0.973
Turnover Intention (Y2) 0.942 0.975

Source: Primary Data Source

Composite Reliability and Cronbach’s Alpha

A measurement can be said to be reliable when composite reliability and Cronbach alpha have a value greater than 0.70.
Composite reliability and Cronbach alpha a measurements of reliability between indicator blocks in the research model.
Table 3 shows that the value of all constructs has shown a value greater than 0.70 so it meets the requirements for
reliability based on the criteria composite reliability and Cronbach alpha. The calculation results composite reliability
and Cronbach alpha in this research which is processed with the program SmartPLS 3.0, shown in Table 3 as follows.

Table 3 The Composite Reliability and Cronbach Alpha Result

Variable Composite Reliability Cronbach Alpha
Job Stress (X1) 0.970 0.943
Job Satisfaction (Y1) 0.995 0.982
Turnover Intention (Y2) 0.986 0.964

Source: Primary Data Source

4.2.2. Structural Model Evaluation/Inner Model

R-Square (R?)

Adj.R2 can show the strengths and weaknesses of the influence that the dependent variable has on the independent
variable. Adj. R2 can also indicate the strengths and weaknesses of a research model. Table 4.

Table 4 Adj. R-Square (R2) Result

Variable R-Square Adjusted Description
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Job Satisfaction (Y1) 0.878 High
Turnover Intention (Y2) 0.984 High

Source: Primary Data Source

Based on Table 4, the Adj.R2 value for work stress (X1) on job satisfaction (Y1) is 0.878, which means that 87.8% of job
satisfaction is influenced by work stress, while the remaining 12.2% is other factors outside the research model.
Meanwhile, the R2 value of 0.878 is classified as a strong model. Adj Value R2 is 0.984, shown by the influence of work
stress (X1) and job satisfaction (Y1) on turnover intention (Y2). This means that 98.4% of turnover intention is
influenced by work stress (X1) and job satisfaction (Y1). The remaining 1.6% is other factors outside the research model.
The Adj.R2 value is 0.984, including the strong category.

Q-Square Predictive Relevance (Q?)

Q-Square Predictive Relevance (Q?) is a measure of how well the observations made provide results for the research
model. MarkQ- Square Predictive Relevance (Q?) ranges from 0 (zero) to 1 (one). The closer to 0 the value Q-Square
Predictive Relevance (Q2), indicates that the research model is getting worse, whereas on the contrary, the further it
gets away from 0 (zero) and the closer it gets to the value 1 (one), this means the research model is getting better. The
following is the calculation results in Q-Square Predictive Relevance (Q2):

Q2 =1-(1-R21)(1-R22)

=1-(1-0.878) (1-0.984)

=1-(0.122) (,016)

=1-(0.002)

=0.998

The calculation resultsQ? amounting to 0.998 (99.8%) can be explained by the relationship between the variables job
stress, job satisfaction, and turnover intention while the remaining 0.2% is other factors outside the research model.
Refers to the criteria for the strength and weakness of the model based on values Q-Square Predictive Relevance (Q3?),

which means this model is quite strong.

Goodness of Fit (GoF)

Goodness of Fit (GoF) is a measurement of the accuracy of the model as a whole because it is considered a single
measurement of the measurement outer model and measurement inner model. Measurement value based on Goodness
of Fit (GoF) has a value range between 0 (zero) to 1 (one). Mark Goodness of Fit (GoF) The closer it gets to 0 (zero), the
less good the model is, conversely, the further it gets away from 0 (zero) and the closer it gets to 1 (one), the better the
model. The following is the calculation of Goodness of Fit (GoF), is:

GoF =+(AVExR2)

GoF =+ [{(0.869+ 0.938 + 0.942)/3} x {(0.878 + 0.984)/2}]

GoF =+ [{2.749/3} x {1.862/2}]

GoF =+v0.916x 0,931

GoF =+0.853

GoF =0.924

The calculation results GoF above, show a value of 0.924, so it refers to the criteria for the strength and weakness of the
measurement model through Goodness of Fit (GoF), this model is classified as a strong model.

4.3. Hypothesis testing
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Hypothesis testing was carried out to determine the results of direct and indirect influence tests in this research.

4.3.1. Direct Effect Testing

Hypothesis testing on the direct influence consists of (1) the influence of work stress on turnover intention, (2) the
influence of job stress on job satisfaction, and (3) the influence of job satisfaction on turnover intention. The following
are the results of the direct influence hypothesis test as follows:

Table 5 Direct Effect of Job Stress, Job Satisfaction and Turnover Intention

Relationship Between Variables | Coefficient | T P Information
Track Statistics | Values

Job Stress (X1) = 0.812 10.038 0.000 | Significant

Turnover intention (Y2)

Job Stress (X1) = -0.942 39.842 0.000 | Significant

Job Satisfaction (Y1)

Job satisfaction (Y1) = -0.191 2.365 0.000 | Significant

Turnover intention (Y2)

Source: Primary data processed

Based on Table 5, shows that the test of the path coefficient between work stress and construct turnover intention
amounting to 0.812 with a t-statistic coefficient of 10.038 > t-table 1.96 and a significance value of 0.000 <0.05,
indicating that work stress has a positive and significant effect on turnover intention. The results of this test prove
hypothesis 1 (H1), which states that work stress positive influence on turnover intention acceptable.

Testing of the path coefficient between work stress and the construct of job satisfaction is -0.942 with a t-statistic
coefficient of 39.842> t-table 1.96 and a significance value of 0.000 <0.05, indicating that work stress has a negative and
significant effect on job satisfaction. The results of this test prove hypothesis 2 (Hz), which states that work stress
negative effect on job satisfaction is acceptable.

Testing of the path coefficient between job satisfaction and constructs turnover intention amounting to -0.191 with a t-
statistic coefficient of 2.365> t-table 1.96 and a significance value of 0.000 < 0.05, indicating that job satisfaction has a
negative and significant influence on turnover intention. The results of this test prove hypothesis 3 (Hz), which states
that job satisfaction hurts turnover intention.

4.3.2. Indirect Effect Testing

Following are the results of the indirect influence test with job satisfaction mediating the influence of work stress on
turnover intention which can be shown in Table 6.

Table 6 Indirect Effect of Job Stress, Job Satisfaction and Turnover Intention

Relationship Between Variables | Mediating Variables | Coef. Of Indirect Effect | t-statistics | Description

Job Stess — Turnover Intention Job Satisfaction 0.188 2.263 Significant

Source: Primary data processed

Based on Table 6, testing of the path coefficient between work stress through job satisfaction towards the construct
turnover intention of 0.188 with a t-statistic coefficient of 2.263 > t-table 1.96 and a significance value equal to 0.063 <
0.05. The results of this test prove hypothesis 4 (H4), Which states that job satisfaction can mediate the relationship
between work stress and turnover intention.

The effect of Job Stress on Intention Turnover

Testing on the influence of work stress on turnover intention shows the results that work stress has a positive and
significant effect on the turnover intention of nurses. This means, if the work stress of nurses is getting higher, then
turnover intention will increase further. Nurses often have to care for several patients at once, which can increase work

1111



World Journal of Advanced Research and Reviews, 2024, 21(03),1105-1114

pressure. Apart from that, nurses are faced with administrative burdens such as medical records, documentation, and
other nursing documentation. Erratic work hours such as night shifts often disrupt nurses' sleep patterns and affect
nurses' personal lives, thereby increasing their work stress. The impact of work pressure and work schedules causes
nurses to often feel worried and intend to quit their jobs. The results of this study are supported by research [27][26]
[32] which states that work stress has a positive and significant influence on turnover intention.

The effect of Job Stress on Job Satisfaction

Testing the effect of work stress on job satisfaction shows that work stress has a negative and significant effect on
nurses' job satisfaction. This means that if work stress is higher, job satisfaction will decrease. Erratic work schedules
make nurses tired so their level of job satisfaction decreases. Apart from that, work also requires a fit body and active
movement for several hours. This situation makes nurses feel a high workload and can influence their level of job
satisfaction to decrease.

The results of this study are supported by research [30][31] which states that work stress negative and significant effect
on job satisfaction.

The effect of job satisfaction on turnover intention

Testing the effect of job satisfaction on turnover intention shows that job satisfaction has a negative and significant
effect on turnover intention nurses. This means, that if the nurse's job satisfaction is higher, then turnover intention will
decrease further. Even though the work they have done is good, they feel there is no opportunity to develop their careers
and often do not get the awards or recognition they deserve. This causes the level of satisfaction to decrease, which will
result in their desire to leave work becoming higher.

The results of this study are supported by research [11][25] which states that job satisfaction has a negative and
significant effect on turnover intention.

The role of job satisfaction mediates the influence of job stress on turnover intention

Testing the effect of work stress on the turnover intention with job satisfaction as a mediating variable shows that job
satisfaction can mediate the effect of job stress on the turnover intention of nurses. This condition indicates that job
satisfaction can mediate the relationship between work stress and turnover intention.

High job stress can cause a decrease in job satisfaction because nurses feel dissatisfied with their working conditions,
including heavy workloads, lack of support, and uncertainty in work including promotions. In addition, ongoing work
stress can increase nurses' desire to change jobs (turnover intention) because they may look for a work environment
that is more supportive and less stressful.

The results of this study are supported by research [14][30][33][34] which states that job satisfaction can mediate the
influence of work stress on turnover intention.

5. Conclusion

Based on the results of the analysis, it is proven that if nurses experience work stress it will have an impact on
dissatisfaction with work which will then increase their intention to leave the hospital. Nurses who feel the workload is
too high and feel that there are no career opportunities for those who have good performance will reduce job
satisfaction. Even though nursing is the job they dream of, the high workload and irregular work schedule cause job
stress and affect satisfaction and turnover intention.

Changes in nurses' behavior in leaving the hospital occur when their stress levels are high and there is a tendency to
decrease job satisfaction. Nurses often think they can advance their careers in hospitals, but in reality, these career
opportunities are limited. An important thing is to create a sense of pride in the hospital so that they do not have the
desire to look for another place to work. Collaboration between fellow nurses is very important to create a conducive
work environment and the work will feel lighter. This research implies that to reduce nurses' intention to move to
another workplace, it is important to maintain nurses' job satisfaction and reduce their work stress.
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