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Abstract

This study aims to determine the significance of the influence of Burnout, Job stress, Workload
and Job Satisfaction Employee Turnover Intention at PT. Indo Stationary Retail Utama. The
population in this study was 134 employees. The sampling technique uses the Slovin method
and the selected sample is 100 respondents. Data collection techniques used in this study were
using interview techniques and by distributing questionnaires. The analytical method used in
this study is the Component or Variance Based Structural Equation Model where the data
processing uses the Partial Least Square (Smart-PLS) version 3.2.8 PLS program. The results
showed that Burnout, Job stress, Workload and Job Satisfaction had a positive and significant
effect on turnover intention, and Job Satisfaction had a negative and significant effect on
Turnover Intention.
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INTRODUCTION

One of the most important management in a company in addition to marketing management is
the management of human resources. This is because human resources are the backbone in
running the wheels operational activities of a company. Human resources are an important
factor in the company that determines the success or absence of a company in achieving the
objectives.

Basically, the company should be able to consider the quality of human resources,
human resources are important factor of the company, so it is necessary to engage employees
in conducting all company activities. If the employee is not managed properly there will be a
movement of employees who entry the organization in general is called turnover. As happened
to PT. Indo Stationary Retail Utama which is engaged in retail stationery which has several
branches in Gramedia bookstore. The company has a high turnover this is based on entry
employee data from the year 2015-2018 turnover amount in PT. Indo Stationary Retail Utama
for three years increasingly increased, namely from 2.13% in 2016 to 7.22% in 2018. When this
turnover occurs and the relative increase will have a negative impact on the company because
the company has to spend the cost of finding a substitute employee and training for the newly
signed employee. Employee exit means that the position is empty and must be filled in, so long
as the position has not been replaced there will be no work in accordance with the proper task.
This situation suggests that there is a good human resource management technique in an
organization or a company to achieve this goal (Mugiono et al, 2020; Saratian et al, 2019;

Soelton and Atnani, 2018; Soelton et al, 2018). Behaviors that can trigger increased employee
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turnover are like evaluating the possibility of employees to get better jobs elsewhere, as well as
the desire for employees to find job openings for other companies.

Therefore, it is important to know the factors that cause turnover intention in
the employees so that the tendency to arise turnover in the company can be suppressed. On a
number of studies and literature that suggests intention turnover can be tied to, burnout,
occupational stress, workload and job satisfaction. Burnout is one factor that is indicated to
affect turnover intention. In Suzabar et al, 2020; Dinda, et. al (2018), burnout was positive and
significant to the turnover of intention. This situation indicates that the higher the level of burnout
in the employee will increase the turnover intention. The impact of prolonged burnout will be
embodied in the form of absenteeism (not working), work productivity becomes low, lack of
loyalty responsibilities towards the company and of course will leave the company.

Then PT. Indo Stationary Retail Utama in the last 2 years did not succeed to reach the
desired target. This indicates the cause of stress work occurred at PT. Indo Stationary Retail
Utama. At the research of Lu et al, (2017), found that work stress has a positive effect on
turnover intention. In the study of (Jumadi et al, 2018; Ssoelton dan Nugrahati, 2018; Suwandi
D.V.S. & Perere, 2016), also found that working stress positively affects intention turnover. In
the short term if work stress is left and not getting any handling from the company will lead to
decreased performance of employees and employees are not able to work optimally. While in
the long run, employees who cannot control the stress level of their work will make employees
sick or even resign from their turnover. In addition to work stress factors affecting intention
turnover are workloads. Workloads are one of the

Leading factors for the high level of sense of turnover, a group workload or a number of
activities that employees must work on for a certain period of time and an aspect that
companies should look out for, as workloads affect employees in improving productivity and
experiencing comfort in working.

Turnover intention is very related to job satisfaction. This is because employees in a
company whose job satisfaction will tend to be more productive, contribute to the objectives and
objectives of the Organization and have a low desire to exit the company (Soelton and Pratama,
2017; Soelton and Yuliana, 2018; Harter et al, 2002). Research started by researchers by
interviewing 15 employees, resulting in data turnover causes intention employees are influenced
by the problem of low level of work satisfaction felt by employees. Employees feel the workload
provided does not match the rewards received. So that employees feel the dissatisfaction where
employees should get motivation, cooperation between employees so as to produce good

feedback for employees.
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RESEARCH OBJECTIVES

1. Analyze the impact of burnout on turnover intention employees at PT. Indo Stationary
Retail Utama.

2. Analyzing the impact of work stress on turnover intention employees at PT. Indo
Stationary Retail Utama.

3. Analyzing workload influence on turnover intention employees at PT. Indo Stationary
Retail Utama.

4. Analyze the impact of job satisfaction on turnover intention employees at PT. Indo

Stationary Retail Utama

LITERATURE REVIEW
Burnout
Freudenberger (Priansa 2017:259) stated that burnout is a form of fatigue caused by a person
working too intense, dedicated and high-commitment, working too much and too long, looking at
their needs and desires as a second thing. Griffin (Priansa 2017:260) stated that burnout is a
feeling of fatigue (physically and mentally) that may arise when a person experiences too
severe stress over a long period of time. Indicators of burnout According to Priansa (2017) are
as follows:

- Physical fatigue, such as constipation, headache attacks, lack of appetite and

individuals feel sick limbs.
- Emotional fatigue, such as depression, irritability, fast offense.
- Mental fatigue, such as being cynical towards others.

- The lack of appreciation for oneself, as individuals have never been satisfied with the

results of self-work.

- Depersonalization, such as a distant individual from the social environment, apathy,

and do not care about the environment and people around it.

Work Stress

According to Robbins and Judge (2013:597), declaring work stress is a dynamic condition in
which an individual is faced with an opportunity, a claim or a resource related to environmental
conditions, an organizational condition, and one's self. According to Hasibuan (2016:76) it
reveals that working stress is a condition of tension affecting the emotion, thought process, and

condition of a person.
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According to Robbins (2014), presents a working stress indicator, namely:

- Duty demands It is a factor attributed to a person's work such as working conditions
and physical layout

- Role demands It relates to the pressure given to a person as a function of a particular
role played in an organization.

- Organizational Structure If the form and structure of the organization is less obvious
and occurs for a long period of time, it can be a source of stress. Individual positions in
an organizational structure can also illustrate how stress levels are experienced.

- Leadership Attitude, The leadership attitude towards employees can be a source of
stress for their employees. When a supervisor does not give good attention to its
employees, the employees will feel depressed and feel unnoticed.

Workload

According to Munandar (2013:383), the workload is a condition of work with a description of its
task to be completed at a certain time limit. According to Hart and Staveland, in Tarwaka
(2013:106) It is said that the workload is an emerging interaction between the demands of work
environment tasks that are used as a workplace. Workloads are sometimes defined
operationally on factors such as the demands of the task and the efforts undertaken to do the
work. According to Tarwaka (2015) The dimensions of the workload are as follows:

- Load time (time load) indicates the amount of time available in planning,
implementation and monitoring of tasks include: Too much time overtime and Hardly
ever spare time.

- The burden of mental (mental effort load), which means a lot of mental effort in
carrying out a job, indicators include: Very little effort is needed mentally with the
awareness or very little need of concentration, it is necessary to mentally attempt with
awareness or need sufficient concentration and very necessary mental effort and high

concentration of activity is very complex so it takes full attention.

Job Satisfaction

Siagian (2013:295) says that work satisfaction is a person's point of view of both positive and
negative about his work. Job satisfaction refers to the general attitude of an individual to his
work. A person with a high level of job satisfaction shows a positive attitude towards his work
and conversely when an employee is unhappy with his or her work, the employee will show a
negative attitude towards his job. Edi Sutrisno (2014:75) suggests that job satisfaction is a

pleasurable or unpleasant emotional state for employees to view their work.
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- Satisfaction of the work itself, how much work it gives a person an interesting task, an

opportunity to learn and a chance to accept responsibility.

- Satisfaction of salary, how much financial rewards are received and how much it is

considered appropriate/fair compared to the rewards in other organisations.

- Satisfaction on promotion, opportunity to advance in the organization.

- Satisfaction of supervision (supervision), the provider's capabilities provide technical

assistance and behavioral support.

- Satisfaction with co-workers, how large a colleague is technically skilled and socially

provide support.

Turnover Intention

Mathis and Jackson (2011:159) stated the turnover intention was a process when employees

left an organization and left a job position and where the position had to be replaced by others.

Robbins and Judge Diana Angelica (2015) stated that: "Turnover intention is a tendency or level

in which an employee has the possibility to leave the company both voluntarily and unwillingly

due to the lack of attractive work present and other alternative jobs. According to Mobley (2011)

that there are two dimensions that are closely related to turnover intention mentioned as follows:

- External Factors — higher salary, self-potential development and better offer

- Internal Factors - working environment, worker’s relationship, compensation, work load.
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Figure 1 Research Framework
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METHODOLOGY
The research adopted a descriptive research design. This research begins with the preliminary
research and follow by formulating the construct variables.

The formulation and purpose of this study is to describe and reveal the interrelationship
between the research variables explained above. This research is using descriptive and
verification method with the type of causal research on the relationship and influence between
the exogenous and endogenous variables.

The process of observation in this research is using time horizon with cross section/one
shot, the collective data is obtained from the research done in 2019, the unit of analysis are the
employee of the IT provider products and services company in Jakarta, Indonesia. The design
of analysis is using Partial Least Square (PLS) as the alternative method from Structural
Equation Modeling (SEM).

The population in this study was 134 employees. The sampling technique uses the
Slovin method and the selected sample is 100 respondents. The attempt of this validity testing
is to find out the eligible of the selected items including the overall data collection process. The
result of the validity test are as follows:

Table 1 Validity Test Results

Variable Item Correlation Description
B1 0,581 Valid
B3 0,510 Valid
Burnout
B4 0,681 Valid
B7 0,573 Valid
S1 0,617 Valid
S2 0,560 Valid
S4 0,893 Valid
Work Stress
S6 0,519 Valid
S8 0,649 Valid
S10 0,704 Valid
BK1 0,522 Valid
BK2 0,608 Valid
Workload
BK5 0,637 Valid
BK7 0,743 Valid
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K2 0,743 Valid Table 1...
Job Satisfaction K4 0,71 Valid

K5 0,655 Valid

TO1 0,822 Valid

TO2 0,716 Valid
Turnover Intention

TOA4 0,590 Valid

TO7 0,608 Valid

Based on table 1 above, the calculation of the item score correlation with the total score show
that the validity coefficient is greater than 0.300, so all the items used to measure the said
variables are considered as valid.

The reliability test of this research data is using Cronbach’s Alpha coefficient method.
The Cronbach’s Alpha coefficient is the reliability coefficient that are most commonly used
because the coefficient will indicate the variance of items with either correct or incorrect format
such as Likert scale format.

Table 2 Standard Criteria of Validity and Reliability Research

Description Reliability Validity
Good 0.8 0.5
Acceptable 0.7 0.3
Marginal 0.6 0.2
Poor 0.5 0.1

Source: Barker, Pistrang dan, Elliot (2002:70)

Table 3 Reliable Test Result

Variable Cornbach’s Alpha Description
Burnout 0,782 Reliable
Work Stress 0,811 Reliable
Workload 0,728 Reliable
Job Satisfaction 0,770 Reliable
Turnover Intention 0,767 Reliable

The result of the above calculation of the score items with the total based on the table above
has a reliability coefficient Cronbach Alpha’s value which is greater 0,7 which means that all

instruments can be classified as reliable.
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Figure 2 The Correlation of Variables

RESULTS AND DISCUSSION

The measurement model of analysis above shows the link between manifest variables
(indicators) and each of the latent variables. The analysis of the measurement model is to test
the validity and reliability of each of the dimensions and the indicators utilized to measure the
variables constructed earlier. The analysis of the measurement model describe that the value of
discriminant validity is by looking at the value of square root of Average Variance Extracted
(AVE) with the suggestion value above 0,5, loading factor (>0.5), and constructed Composite
Validity and Reliability (Cronbach’s Alpha >0.70). Therefore, the conclusion of the dimensions

and indicators which are classified as reliable earlier are showed below:

Table 4 Goodness of Fit Model (GoF)

) Cronbach Composite
Variable o AVE R Square
Alpha Realibility
Burnout 0,782 0,791 0,608 -
Work Stress 0,811 0,708 0,617 -
Workload 0,728 0,813 0,551 -
Job Satifaction 0,770 0,804 0,597 -
Turnover Intention 0,767 0,730 0,711 0,877
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Predictive relevance value is obtained by the formula:

Q> =1-(1—-R1)

Q? =1-(1-0,877)

Q% =1-(0,123)

Q% =0.877

From the above Goodness of Fit table it pointed out that the value of R2 shows that the criteria
are strong, with a large Q value, it can be concluded that the proposed model is supported by
empirical research which is quite suitable. Likewise, the AVE values are> 0.5, indicating that all
variables in the model are estimated to meet the discriminant validity criteria. The value of
Composite Reliability and Cronbach's Alpha for each variable is> 0.70 (above 0.70) meaning

that all variables studied are classified as reliable.

Table 5 Hypothesis Testing Results

Variable Original  Standard T P _
o o Conclusion
Sample Deviation Statistic Values
Burnout -> Turnover Positive -
) 0,371 0,227 3,328 0,001 o
Intention Significant
Work Stress -> Turnover Positive -
) 0,505 0,316 4,115 0,001 o
Intention Significant
Workload -> Turnover Positive -
) 0,394 0,338 3,904 0 o
Intention Significant
Job Satisfaction -> Negative -
] -0,294 0,274 5,057 0,001 o
Turnover Intention Significant

From the hypothesis testing results, it was revealed that variable burnout, occupational stress,
workload and job satisfaction had an influence on turnover intention. Job satisfaction has

considerable influence on employees in turnover intention.

Figure 3 The Testing Result
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Based on the results of the above testing, the research variables show that job satisfaction has
the most significant influence on turnover intention as a variable intervention, with a value of
5.057 compared to the 4.225 work stress variables, 3.904 workloads and burnout with a value of
3.328.

CONCLUSION
The result of the hypothesis testing concluded that the work satisfaction that employees can
make a significant difference in burnout, occupational stress and workload of the workforce and
prevents them from taking action leaves the company to find a better job offer outside the
company.

The purpose of this research is to know the basic problems faced by PT. Indo Stationary
Retail Utama Company. This research has built that five variables of research in order to know
the main cause of the problem. The results of the hypothesis testing concluded some findings
as follows:
1) Burnout significantly positive and significant to the Turnover of PT. Indo Stationary Retalil
Utama. This means that if the level of burnout in one company is high, it will cause the
employee's desire to exit the company.
2) Stress work positively and significantly against Turnover Intention PT. Indo Stationary Retail
Utama. This means that if the level of work stress in one company is high, it will cause a sense
of desire out of the company.
3) Workload positive and significant impact on Turnover Intention PT. Indo Stationary Retalil
Utama. This means that if the level of workload in one company is high, then there is a desire
for employees to leave the company.
4) Job satisfaction negatively and significantly affect the Turnover of Intention PT. Indo
Stationary Retail Utama. This means that if the level of work satisfaction in one company is bad,
then there will be a desire for employees to exit the company.

The result of this research is to bring into attention that this phenomenon that may also
occurred in the rest of the country. It would be worthwhile to study further the leadership style

and development of human resource capabilities in the company.

RECOMMENDATIONS
Based on the conclusion above, the results of this study has pointed out that the company pays
more attention to the level of failure of the employee rather employees can feel happy when in

the attention and so that the work performed can run smoothly.
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The company to be able to consider the level of work stress that is received by employees so
that employees do not quickly feel the stress in the work that could cause the process of a
company can not walk with the appropriate plan applied. The company pays more attention to
the level of workload that employees receive in order to work employees can feel comfortable.
The company further enhances the work satisfaction that each employee receives in order for

the performance of employees to work can result in good results.

FURTHER RESEARCH SUGGESTIONS

This study aims to determine the significance of the effect of burnout, work stress, workload and
job satisfaction on employee turnover intentions. The results showed that Burnout, Job stress,
Workload and Job Satisfaction had a positive and significant effect on turnover intentions, and
Job Satisfaction had a negative and significant effect on Turnover Intention. According to the
hypothesis we developed, we can look for it in the future with a variety of variables and more

population
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