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ABSTRACT

This study seeks to determine the impact of job stress and workload on
turnover intention along with the mediation role of job satisfaction. A total
of 140 academics and management personnel participated in this study’s
survey. A partial least square structural equation modeling was used for
data analysis. The results show that job stress and workload have a positive
effect on turnover intention, while job satisfaction mediates the relationship
between job stress, workload, and turnover intention. Future research could
adapt and adopt the herein used methodology and research topic to other

countries or in other industries.
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I. INTRODUCTION

Human resources are one of the core assets of any
organization. In today's competitive world, organizations
struggle to keep and retain their employees. To increase
productivity, organizations are under tremendous pressure to
satisfy and retain staff. The departure of trained and dedicated
employees is a great loss to the organization. High turnover
and brain drain have been identified as some of the main
problems facing especially universities, including in
Malaysia. Qualified and competent academic staff are leaving
higher education institutions to work outside their country of
birth and Africa [1]-[3]. However, the resignation of
employees negatively affects the effectiveness and
performance of the organization. Therefore, effective
managers should always research the reasons for leaving and
seek solutions to retain their best employees. Yet, for multiple
reasons, employee turnover is common in organizations. The
current body of literature shows that job satisfaction greatly
reduces employee turnover rate [4].

Due to the nature of this problem and its direct impact on
organizational performance, researchers often attempt to
explore factors impacting employee turnover. Understanding
these mechanisms is important, because only by fully
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understanding the process of how turnover occurs, can
employers’ steps to reduce said turnover. However, current
studies do not specifically study the mechanisms by which
pressure and work input affect rotation intention. We believe
that the relationship between job pressure, job commitment,
and turnover intention is likely to be an indirect relationship
in the organization through job satisfaction. Therefore, this
study specifically investigates how job satisfaction in
organizations can reconcile the relationship between job
stress, job participation, and turnover intention in Malaysian
universities.

Il. LITERATURE REVIEW

A. Turnover Intention

In current literature, the intention of resignation and the
intention of resignation and resignation or the intention of
resignation can be expressed interchangeably. Employee
resignation generally includes three stages: Resignation
thought, job search, and intention to resign [5]. The most
important precursor to resignation behavior is the intention to
quit. The intention to leave is a measure of the employee’s
intention to remain in the hiring organization, the employee’s
tendency to leave the hiring organization, and the employee’s
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willingness to consciously and intentionally leave work [6].

Resignation in itself consists of psychological, cognitive,
and behavioral aspects. Tett and Meyer [7] defined
resignation as “the termination of an individual’s work in a
given company,” and defined resignation intention as “the
last of a series of exit perceptions, that is, a set of intentions
in the ones to think about and find the way out”. In general,
the intention to leave has become the most important sign of
leaving. A review of the literature by Bluedorn [8] cited 23
studies that reported a significant positive correlation
between an intention to leave and actual exit behavior.
Employees create efficiency and effectiveness by cultivating
stable organizational relationships, and they will stay long
enough to get acquainted with their customers, suppliers, and
colleagues, and become more stable. Research by Kim and
Fernandez [9] shows that personal factors affect the intention
to stay or leave an organization. The resignation of employees
is a very complicated matter, as it is a private and personal
decision of an individual within a larger organization. [10].
Hancock et al. [11] state that employees generally need a
period of reflection before making the final decision to leave;
this is the so-called intention to leave. Scanlan and Still [12]
add that internal drive is a work-related factor that encourages
people to stay, while external drive is a work-related factor
that encourages people to leave the organization. External
attraction can be described as various factors that attract a
person to another job, while external attraction is a factor that
has nothing to do with work and can encourage a person to
leave, such as personal commitment [13]. Turnover intention
contributes to detrimental influences on the company such as
costs incurred in the recruiting phase, training, psychological
confusion of other employees and lower affinity for the
organization [14]. Thus, a higher turnover rate will bring high
costs and huge losses to the higher education system,
especially after outstanding academics leave. This is business
critical as it is difficult to replace qualified human resources.
According to Dipboye [15], several indicators to measure the
intention of leaving are:

1. Thinking of quitting: Employees consider leaving or
staying in the work environment. Start with the employee's
dissatisfaction with the job and then the employee considers
leaving the workplace.

2. Intention to search for alternatives: This reflects the
desire of the individual to find work in other organizations
after the employee has started considering quitting and is
trying to find a new job.

3. Intention to quit: This is someone who intends to leave;
and if they find a better job, employees tend to resign.

B. Job Stress

According to Badeni [16], stress is the feeling of
discomfort, anxiety, and anxiety that can cause bad thoughts
and emotions, and can even impact an employee’s physical
conditions. Stress can also be defined as a response that can
easily adapt to the external environment, which can lead to
psychological, behavioral, and physical deviation of the
members of an organization. Evidence shows that there is a
positive correlation between job stress caused by role
ambiguity and turnover rate [17]. Contrary to this, research
shows that there is no obvious pressure conversion
relationship, especially when using samples from different
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cultural origins. In recent years, discomfort in the workplace
has been gradually considered as one of the stressors in the
workplace [18], [19]. Increased workload and other factors
can put pressure and discomfort on employees that affect
performance. Stress is an uncomfortable emotional state that
occurs when a person is not convinced of their ability to
overcome significant perceptual challenges [20]. Petrus et al.
[21] believe that work stress is a state of tension that affects
people's emotions, thought processes and physical conditions.
According to the research of Davis and Newstrom [22], work
stress is caused by an excessive workload, limited work
hours, lack of adequate responsibilities, and value differences
with the company. Work stress can also be defined as
respondents’ perceptions of various work-related conditions
and the level playing field of employees [23]. The impact of
work pressure on employee performance is a factor worth
considering, as these factors can cause discomfort to
employees at work, reducing productivity and causing
employees to consider moving to another company.
Sugiyanto and Irawati [24] propose that physical fatigue can
lead to work-family conflicts among employees. If this
situation continues to occur, the desire to move will become
stronger. Both Beehr [25] and Suharnomo [26] point out that
stress is a situation that forces someone to leave due to
psychological or physiological changes, and this situation
forces the person to deviate from their normal functions.
Some indicators that affect work stress are:

1. Psychologically: Prolonged stress will affect people
negatively.

2. Physically: Employees will feel tired from being
overworked.

3. Behavioral: Employees will engage in unpleasant
behaviors during work hours.

Syahronica and Ruhana [27] state that stress is the main
factor of turnover intention, which is consistent with other
research of Manurung and Ratnawati [28] that stress has a
positive effect on turnover intention the employees:

Hla: Job stress is negatively associated with turnover
intention.

Every employee spends a significant amount of hours in
the workplace, and the workplace atmosphere can have a
profound impact on one’s personal life. The concept of stress
is a multidimensional, and it may be interpreted from two
major perspectives: eustress and distress. Stress has been
conceptualized differently in literature. Yet exhaustion,
psychological strain, emotional distress, physical illness all
occurs due to extreme levels of stress in the workplace. Syele
[29] defines this as a psychological reaction to certain
threatening environmental events, while Riggio [30] states
that it is a physiological and/or psychological reaction to
events that are perceived to be threatening. In the case of this
present research, work-related stress is conceptualized as
physiological stress (PHS) and psychological stress (PSS) in
carrying out the duties and responsibilities to achieve key
performance indicators [31]-[33]. The PHS reactions of the
body (i.e., abdominal pain, chest pain, fatigue, headache,
lethargic, migraine, and sleep disturbance) to various stressful
triggers at the workplace can directly and negatively affect an
individual’s productivity, effectiveness, quality of work, and
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personal health [34]-[36]. In juxtaposition to this, PSS refers
to the internal pressure an employee feel [37] due to
substantial influence from internal and external environment
[38]-[40] that result in an imbalance of one’s feelings and
senses, which in turn contributes to an inability to cope with
work and pressure in the workplace. It is also important to
note that stress in turn creates serious psychological stress in
the workplace and long-term sickness [41]. People with PSS
tend to behave irrationally and are emotionally deficient [42],
which ultimately affects their performance level. The better
an organization is able to clear the workplace from stress and
develop a positive attitude towards its work and to create the
right conditions for job satisfaction, the better it can achieve
its goal of high productivity and efficiency. Job satisfaction
is one of the most challenging organizational concepts and
the basis of many management policies to increase
organizational productivity and efficiency. While problem
avoidance strategies are often associated with symptoms of
depression and high levels of self-reported aggressive
behavior and anxiety [43]. Depressed individuals with high
attachment experience higher levels of stress [44]. There is a
negative correlation between anxiety attachment and job
satisfaction. That is, the higher the stress level, the less job
satisfaction. Job stress can predict job satisfaction. Self-
control is the only component of emotional intelligence that
plays an important role in projecting job satisfaction [45]:

H1b: Job stress is negatively associated with job satisfaction.

C. Workload

Workload is a multidimensional concept that considers
time, mental tasks, physical tasks, and stressors. It can be
used to plan a workforce, assign duties, and assess the impact
of work practices on operator efficiency and health [46].
According to Arshad and Tham [47], [48], work stress can
have a negative impact on the health of employees due to
excessive stress, thus leading many employees to change
jobs. This is also the result of the work environment,
including the skills and behaviors of employees, the
workplace, and the perceptions of workers. A cooperative
work environment based on an organizational culture of
support and teamwork can be encouraging and reduce job
stress [49]. According to Masta and Riyanto [50], workload
is defined as a working condition, and the job description
needs to be completed in a short time. Previous research by
Rizka [51] along with Suarthana and Riana [52] found that
workload has a significant impact on turnover intention.
Tulangow [53] also found that workload has a great influence
on turnover intention. According to Hart et al. [54], the
workload is generated by the interaction between the
requirements of the task, the work environment used as a
workplace, the skills, attitudes, and perceptions of the
employee. Sometimes, workload can be operationally defined
based on various factors, such as task requirements or work
difficulty to complete a job. Workload can be described as the
degree of excessive demand for job roles [55]. Xiaoming [56]
considers workload as the workload in the work environment
that exceeds personal capacity, leading to threats and
responses to stress, anxiety, frustration, oppression, or
annoyance. This reaction will change the physical and mental
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condition and behavior of normal people. Zhang and Kumada
[57] add that there are three methods for measuring mental
load, namely self-report, performance, and physiological
methods:

H2a: Workload is negatively associated with turnover
intention.

Job satisfaction can be improved by reconsidering
employees’ amount of workload, as the excessive workload
can reduce employee job satisfaction. The workload is
defined as a variety of demands that include quantitative,
qualitative, mental, and physical tasks [58]. Workload is one
aspect that must be considered by every company, as it is one
that can increase employee productivity. Several studies [59],
[60] state that workload is a number of activities that require
expertise and must be carried out within a certain period in
physical or psychological form. Furthermore, it is noted that
[61], [62] workload is the average frequency of each job
within a certain period. Workload (both physical and mental)
can significantly affect job satisfaction, and physical
workloads can cause fatigue, work errors, and decreased
productivity even over short work periods [63]. However,
handling mental workloads is not easy either because it is
related to employee mental state [64]:

H2b: Workload is negatively associated with job satisfaction.

D. Job Satisfaction as Mediator

Job satisfaction refers to an emotional state that reflects an
emotional response to work and working conditions [65].
Employees often react negatively to work, leading to
withdrawal behavior and loss of motivation for job functions
[66]. Job satisfaction indicates a person's common behavior
toward her profession. People with high job satisfaction have
positive behaviors about their work. People who are not
satisfied with their profession behave negatively. People with
high professional satisfaction have a positive attitude towards
their profession, while those who are dissatisfied have a
negative attitude towards their profession [67]. Literature
points to another possibility of this mixed result, indicating
that there is an unexplored mechanism through which job
pressure affects employee turnover. In particular, this study
examines the possibility that job satisfaction may mediate this
relationship with the organization's employees. Previous
research shows that different dimensions of job stress will
affect employee satisfaction in different ways [68]. On one
hand, sources of pressure related to challenges, such as
workload and sources of time pressure, can be seen as
opportunities for people to obtain work-related development,
which in turn can directly lead to work satisfaction. On the
other hand, stressors related to barriers, such as role conflict
and role ambiguity can be seen as barriers to personal growth,
leading to job dissatisfaction [69]. The dissatisfaction of
autonomy and relevance (satisfaction of basic psychological
needs) has a significant impact on the willingness of
employees to leave (intention to resign) [70]. People with
high occupational satisfaction have a positive attitude
towards the occupation, and those who are dissatisfied have a
negative attitude towards the occupation:

Vol 6 | Issue 3 | May 2021



European Journal of Business and Management Research
www.ejbmr.org

H3: Job satisfaction is negatively associated with turnover
intention.

Ahmad [71] deployed Pearson's correlation and multiple
regression analysis to discover that job satisfaction and job
stress have a significant negative correlation with the
turnover of the textile industry in Pakistan. Employees are
more likely to want to leave when they are dissatisfied with
being able to influence their job roles and how to perform
their duties and have no sense of belonging to the
organization. Further prior research also shows that different
dimensions of job stress will affect employee satisfaction in
different ways [67]. Specifically, not all sources of job stress
are closely related to job satisfaction and/or employee
dissatisfaction in the workplace [72]. Furthermore, there is a
recognized negative relationship between job satisfaction and
turnover in organizations [73], [74]. Combining these two
conditions, we believe that job pressure has a direct impact
on job satisfaction, which can lead to the intention of
turnover, which implies that the intermediate relationship
between job pressure and the intention of turnover leads to
the following final research hypotheses of this empirical
study:

H5: Job satisfaction mediates the relationship between job
stress and turnover intention.

H6: Job satisfaction mediates the relationship between
workload and turnover intention.

E. Theoretical Framework

The framework of this study is based on two main
variables: job stress and the workload effect on the turnover
intention with a mediator job satisfaction. The theoretical
foundation of this study is supported by ethical climate theory
(ECT). Ethical climates are defined as employees’
perceptions of what practices and ethical issues are
considered right or wrong in an organization [75]. In fact,
ethical climates have been associated with turnover intention
in past studies [76].

Job Stress R
P Job Satisfaction

Workload ~ Aeul

= Turnover Intention

Fig. 1. Theoretical framework.

I1l. METHODOLOGY

This quantitative research study uses questionnaires to
collect all utilized data. The deployed questionnaire evaluated
work pressure, workload, turnover intention, and job
satisfaction as an intermediary effect, and conducted a cross-
sectional survey using simple random sampling. The target
population for this study were professors from four private
universities in Malaysia. These included professors, senior
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lecturers, junior lecturers, tutors, and administrative staff
from various departments. The city of Cyberjaya was chosen
as the research site because it has multiple private
universities. A total of 140 academics and management
personnel participated. The questionnaire was delivered
manually and online, and participants completed the
questionnaire during their free time. The researchers
collected the completed questionnaire several days after it
was distributed. Partial least square structural equation
modeling (PLS-SEM) was used for data analysis in the
current study, as proven in similar prior research [77]-[80].
Measurements of all items were achieved using a 5-point
Likert scale (ranging from 1 = “Strongly Disagree” to 5 =
“Strongly Agree”).

IV. RESULTS

PLS-SEM is a two-step process that involves evaluation
measurement and structural models [81], [82]. The model of
measurement is part of the entire model in which latent
constructs are prescribed. Unobserved variables implied by
the covariance between two or more indicators observed are
latent constructs. The structural equation modeling of partial
least squares was utilized in Smart-PLS to estimate the
hypothesis. In past studies, this method has seen widespread
use [83]-[85]. PLS-SEM was used for the following reasons:
Due to an incremental character of this study, the research
focused on the prediction of endogenous variables secondly
[86]. First the measurement model should be evaluated by
examining the reliability of internal consistency, convergent
validity (CV) and discriminant validity (DV) [87]. Internal
reliability of consistency measures the extent to which the
items measure the latent construct [88], this evaluation was
performed by composite reliability (CR) scores. The findings
show that all constructs’ CR scores exceeded the 0.700
threshold criterion, demonstrating high internal consistency
of the scales used in this study. Next, to evaluate the CV of
the constructs, factor loadings and average variance extracted
(AVE) were measured. CV is the degree to which a variable
is positively associated with alternate measurements of the
same construct. The loading factor should be 0.708 or greater,
and 0.700 should be deemed similar enough to be appropriate.
The threshold value of 0.500 was also met by the AVE scores
of all constructs, suggesting an acceptable CV. The factor
loadings, CR and AVE scores are presented in Table | DV is
another criterion for testing the construct's validity. DV is the
extent to which a construct by empirical standards is truly
distinct from other constructs DV is tested in this analysis
with the aid of Fornell and Larcker’s guidelines, which notes
that the AVE meaning square root should be greater than the
square association with other constructs [89]. The results in
Table 11 show that DV was achieved.
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TABLE |: MEASUREMENT MODEL (FL, CR & AVE)
Factor

Latent Variables - CR AVE
Loading
Job Stress 0.941 0.779
JS1 0.716
JS2 0.711
JS3 0.709
JS 4 0.778
JS5 0.812
Workload 0.869 0.736
WL 1 0.702
WL 2 0.759
WL 3 0.789
WL 4 0.757
WL 5 0.792
Job Satisfaction 0.909 0.719
JS1 0.780
JS2 0.723
JS3 0.753
JS 4 0.741
JS5 0.745
Turnover Intention 0.928 0.698
TI1 0.721
TI2 0.742
TI3 0.732
Tl4 0.702

TABLE |I: DISCRIMINANT VALIDITY (FORNELL AND LARCKER CRITERIA)

RESEARCH ARTICLE

effect presented in Table IV show that job satisfaction
significantly mediates job stress, workload, and turnover
intention. If both direct and indirect effects are significant
while pointing in the same direction; then, complementary
mediation exists [88]. Following this, present research results
suggest the existence of partial mediation.

TABLE IV: MEDIATION EFFECT

. Path t- p-
Hypothesis Path Coefficient  Statistics  Values
Job Stress — Job
H4 Satisfaction — 0.411 2.561 0.001
Turnover Intention
Workload — Job
H5 Satisfaction — 0.296 3.110 0.001

Turnover Intention

Constructs Job Stress Workload .JOb . Turnoyer
Satisfaction Intention
Job Stress 0.882
Workload 0.641 0.857
Job
Satisfaction 0.685 0.581 0.847
Tumover 0.551 0.531 0.598 0.835
Intention

A. Structural Model Assessment

As proposed by Hair Jr et al. [88], the importance of the
indirect impact study was tested next by utilizing the Smart-
PLS bootstrapping feature. To produce t-values and standard
errors to validate the statistical validity, a bootstrapping
procedure of 5,000 interactions was carried out.
Bootstrapping provides no claim as to the sampling
distribution of data or the distribution form of variables; in
comparison, it can also be used with certainty with a limited
sample size. The bootstrapping methodology for indirect
impact testing is therefore ideally suited for the PLS-SEM
process [90].

TABLE I11: DISCRIMINANT VALIDITY (FORNELL AND LARCKER

CRITERIA)
. Path t- p-
Hypothesis Path Coefficient  Statistics  Values
Job Stress —
Hila Turnover Intention 0.421 2.780 0.000
Hib Workload = 0.325 2182 0.002
Turnover Intention
Hea Job Stress — Job 0.299 2651 0.001
Satisfaction
Workload — Job
H2b Satisfaction 0.158 3.215 0.002
H3 Job Satisfaction — 0211 2991 0.002

Turnover Intention

B. Mediation Analysis

Following [88] suggestion, the present research employed
SmartPLS bootstrapping function to examine the indirect
effect significance to confirm the mediation of Job
Satisfaction in the relationship between Job Stress, Workload
and Turnover Intention. The values of the specific indirect
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C. Coefficients of Determination (R2)

The decision coefficient (R2 values) and direction
coefficients (beta values) were criteria for evaluating how
well the hypothesized relationships were supported by the
evidence (Hair Jr et al., 2017). R2 is rated as .250 (weak),
.500 (moderate) and .750 (substantial). R2 was identified as a
moderate value of .509. Therefore, the outcomes should be
considered important to revenue success [77], [88], [91].

V. DiscussioN AND CONCLUSION

Hypothesis 1a predicted that job stress positively
influences turnover intention. The results of testing the
structural equation model presented a significant effect of
organizational commitment on turnover intention, as shown
in Table III (B = 0.421, p < 0.000). Accordingly, hypothesis
la was accepted. Hypothesis 1b projected that job stress
positively influences job satisfaction. The results of testing
the structural equation model indicated an insignificant
influence of satisfaction with job stress to job satisfaction, as
il-lustrated in Table IIT (B = 0.299, p > 0.010). Therefore,
Hypothesis 2b was accepted. Hypothesis 2a predicted that
workload positively influences turnover intention. The results
of testing the structural equation model illustrated a
significant influence of workload to turnover intention, as
depicted in Table III (B = 0.325, p < 0.020). Consequently,
the results led to the acceptance of Hypothesis 2a. Hypothesis
2b stated that satisfaction with workload positively influences
job satisfaction. The results of testing the structural equation
model showed a significant influence of workload positively
influences Job Satisfaction, as described in Table III (B =
0.158, p > 0.02). Therefore, the results led to the accepted of
Hypothesis 2b. Hypothesis 3 showed that job satisfaction
positively influences turnover intention. The results of testing
the structural equation model indicated an insignificant effect
of satisfaction with supervision on organizational
commitment, as shown in Table III (B = 0.211, p > 0.020).
Accordingly, Hypothesis 3 was accepted. Hypothesis 4 and 5
stated that job satisfaction mediated the relationship between
job stress, workload, and turnover intention. Results showed
that both Hypothesis (i.e., H4, H5) indicating a partial
mediation since H 3 and H4 was found to accept the direct
impact on turnover intention as shown in Table V.
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VI. CONCLUSIONS

This study aimed to test the mediating effect of job
satisfaction on the relationship between job stress, workload,
and turnover intentions. The results showed that job stress
and workload have a significant positive effect on turnover
intentions. This study further concludes that academic and
management staff in universities faces two major problems:
job stress and workload. Research shows differences in the
perception of academic stressors and psychophysiological
responses of stress based on different profiles of emotional
regulation [92]. Psychological support or training coping
strategies can help to manage uncertainty and stress and
maintain adequate levels of well-being, physical and mental
health [93]. Both these problems bear with negative effects
on performance and output of employees’ turnover. Since the
job stress and workload values are found to be negatively
associated with job satisfaction. Therefore, it is concluded
that job satisfaction is negatively associated with turnover
intention. Therefore, top leadership in the education sector
must focus of making sure to satisfy the needs of the
employees to make sure that they are not leaving the
organization soon. These results reflect the importance of this
study and its consequent impact on the literature.

Job satisfaction is impressed by job stress and workload,
while job satisfaction does not predispose turnover intention
either directly or indirectly, to reduce the grade of turnover
intention in the universities. Openness in terms of the work
responsibilities di-vision to employees, especially for young
employees, at that age the grade of desire to get a better career
path is very large, the need for a sense of security in the
enterprise becomes important for them to stay afloat. Job
satisfaction consists of various supporting elements, one of
which is a comfortable work environment by providing space
to innovate, so that employees can improve their performance
which can then increase job satisfaction and reduce the
intention to move. For result that show job satisfaction has
negative impact on turnover intention, the universities must
create a comfortable work environment and clarity in terms
of the responsibilities, which can be done with all staff every
two or three months, where university-to-employee
communication and vice versa can be enabled, with
employees asking anything as desired. The result of this
research shows that job satisfaction in fact does mediate
turnover intention, and companies need to increase
employees’ linkages to departmental or university policies.
Such a change of rewards could come, e.g., in the form of
money being replaced with vacation trips in order to increase
employee enthusiasm.

VII. LIMITATIONS & FUTURE RESEARCH

This study is limited to the geographical boundaries of
Malaysia. Therefore, this study provides minimal
generalizability of results on a global scale. Future research
could include similar studies conducted in other parts of the
country or in new regions and cultures such as Austria, Italy,
or Spain as this could give more insight into the theoretic
construct. Furthermore, there is a need to test the role of other
variables in the relationship between turnover intentions. In
this regard, it is suggested that the role of job satisfaction and
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perceived employment opportunity should be tested. It is also
suggested that this study should also be conducted by
researchers in others business sectors. For further research
can improve this study by adding research variables, such as,
organizational commitment, organizational culture, and other
variables in examining the factors that influence turnover
intention. Researchers may also use other methods in
researching turnover intention to obtain more varied results.
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