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to Indonesia, thus affecting all lines of human life. Some
reasons for the intensity of turnover intention are
organizational environment, work stress, depression, fafigue,
workload, and its effect on employee job satisfaction. This
study aims to analyze the impact of work stress and workload
on furnover intention with job satisfaction as a mediation role
amongst Generation Z employees. The sample in this study
was 422 people representing the Generation Z workforce in
Batam. PLS-SEM was used to analyze this data. The
conclusions of this study indicate that job stress and job
satisfaction have a positive effect on turnover intention and
job satisfaction; workload has a negative relationship with
turnover intention, while job satisfaction mediates the
relationship between job stress, workload, and turnover
intention.
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1. INTRODUCTION

According to Badan Pusat Statistik (2020), generation Z is classified as residents born in
the range 1997-2012, occupying the highest composition with a percentage of 27.94%
compared to other generations. In Indonesia, employment has begun o be filled by workers
from Generation Z, who are also predicted to dominate the workforce as well as being the
foundation for organizations and the nation when experiencing a demographic bonus in 2030
and can be categorized as an opportunity to accelerate economic growth because they are
at their productive age (Tamengkel & Rumawas, 2022).

Based on turnover intention survey data from 2019-2020 by Mercer (2022), workers in
Indonesia who make voluntary turnover were at 8.3% in 2019, which is the highest percentage
from the data, then in 2020, at a percentage of 6.3% which is the second highest level after
Vietnam which is at a percentage of 7.3%. Workers in Indonesia who make voluntary furnover
are at a percentage of 5.0% in 2019, then face a two-fold increase in 2020, which is at 10.8%.
The drastic increase in furnover intention in 2020 was caused by the outbreak of the COVID-19
pandemic, which spread to Indonesia and several other countries, thus affecting all lines of

human life, including in the economic sectors (Lulu et al., 2021).
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According to Yuniasanti, Binti Abas, and Hamzah (2019), high employee turnover
intention can affect and reduce employee performance. The stronger the employee’s
inclination to relocate, the higher costs should the company brace, both in hiring and training
new employees. However, according to Deloitte (2022), Gen Z tends to change jobs relatively
quickly and at a higher rate than previous generations. This is evidenced by 40% of Gen Z
respondents choosing to switch jobs within two years and 35% of Gen Z respondents even
willing to leave their current jobs even if no alternative employment is available. Many reasons
lead to furnover intention among employees, including business factors such as financial
situation, promotion system, type of management, career planning, fairness in the distribution
of compensation, workload, organizational environment, work stress, depression, fatigue, and
the effect it has on job satisfaction. Therefore, it becomes imperative to investigate the factors
influencing turnover intentions, especially among the dominant Generation Z workforce
(Dalgic & Akgunduz, 2022).

Therefore, this study aims to research the relationship between work stress, workload, and
employee turnover intentions, which tend to have an indirect relationship with job satisfaction;
given the limited research on turnover infention among Generation Z employees, the research
that will be conducted aims to explore the impact of work stress and workload on turnover

intentions with job satisfaction as a mediation role in Generation Z employees.

2. METHODS
2.1. Research Design

The research to be conducted is the causal-comparative research type. Based on
Maheshwari et al.’s causal-comparative research, it is a research problem formulation that
seeks to inquire about the relationship between two or more variables. In this research, there
are independent variables, dependent variables, and mediating variables (Namazi, 2016).
Based on the level of problems in this study, there is a causal relationship between work stress
and workload on the dependent variable, employee turnover intentions, and job satisfaction
to mediate the relationship between the independent and dependent variables.
2.2. Population and Sample

The target population for this study is the Z-generation workforce. The researcher used
the J. F. J. Hair et al. (2014) method, namely 1:10, which means that 10 respondents' answers
represent 1 statement. Therefore, the number of statements in this study is 41, with a minimum
of 410 respondents. 422 questionnaires will be distributed to avoid data errors or
misunderstandings. In this case, the researcher selects a sample according to the following

criteria: (1) Indonesian Citizen (WNI), (2) has an age range of 18-26 years, and (3) an

employee. Therefore, some of the items analyzed in this study have a relationship with the
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impact of work stress and workload on turnover intention with job satisfaction as a mediation
role in Generation Z employees in Indonesia.
2.3. Data Collection Techniques

The data collection instrument in this study was distributing questionnaires online using
Form, which would then be transferred again to Excel to re-examine the results of the data
that had been received; this method is also employed by (Masykuroh & Muafi, 2021) (Irawanto
et al., 2021) and (Rahma et al., 2021).
2.4. Data Analysis Techniques

According to Anees et al. (2020), this method is a two-step process involving
measurement evaluation and structural model assessment. In this study, the researcher
employs the Structural Equation Model (SEM) statistical method to analyze the correlation
between variables, between variables and indicators, and direct measurement errors to
obtain a comprehensive model representation. SEM has two types: Covariance-Based
Structural Equation Modeling (CB-SEM) and Partial Least Square Path Modeling (PLS-SEM).
Therefore, the method for validating measurement models and testing hypotheses and
analysis in this research will use the Partial Least Square-Structural Equation Model (PLS-SEM)
Version 3.2.9 application since it was considered more appropriate in the phase of developing
theories regarding potential relationships between variables and indicator variables
(Astrachan et al., 2014).

3.  RESULTS AND DISCUSSION

In conducting the hypothesis testing to examine the relationships between variables in
aresearch model, data will be collected from 422 respondents (176 men and 246 women) by
distributing questionnaires online on social media. Data dissemination and collection was
carried out within a period of 3 months from March to May 2023, with a total of 301 people as
workers, 88 people as civil servants, and 33 people as enfrepreneurs.
PLS-SEM is used because this research focuses on predicting endogenous variables. First, the
measurement model must be evaluated by examining internal consistency, convergent
validity (CV), and discriminant validity (DV) (J.F. Hair et al., 2017). This evaluation was carried
out using a composite reliability score (CR). This study shows that the CR scores of all constructs
exceed 0.700, indicating high internal consistency of the scale used in this study (Shuttleworth,
2014). Next, factor loadings and average variance exiract (AVE) were measured to evaluate
the CV construct. CV is the extent to which a variable is positively associated with alternative
measures of the same construct (Perry Hinton, 2017). Factor loadings must be 0.708 or greater,
and 0.700 must be considered sufficiently suitable. The scale value of 0.500 must also be fulfilled

by the AVE score of all constructs, thus indicating that the CV is acceptable. The following are
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the results of factor loadings, Composite Reliability (CR), and AVE in Table 1 to test construct
validity.
a. Model Measurement

Discriminant validity (DV) shows how much a construct differs from other constructs
according to empirical standards (Larcker, 1981). The DV test in this analysis is assisted by Fornell
and Larcker's guidelines, which note that the square root of the meaning of AVE must be
greater than the association with the squares of other constructs (J.F. Hair et al., 2017). The DV

results will be shown in Table 2.

Table 1. Model Measurement (Factor Loadings, Composite Reliability (CR), and Average

Variance Extract (AVE))

Variable Outer Loading CR AVE
WORK STRESS 0.948 0.695
SK 1 > Work Stress 0.822

SK 2 > Work Stress 0.871

SK 3 > Work Stress 0.834

SK 4 > Work Stress 0.734

SK 5 > Work Stress 0.796

SK 6 > Work Stress 0.874

SK 7 > Work Stress 0.885

SK 8 > Work Stress 0.845

WORKLOAD 0.913 0.677
BK 1 > Workload 0.823

BK 2 > Workload 0.813

BK 3 > Workload 0.899

BK 4 > Workload 0.814

BK 5 > Workload 0.759

JOB SATISFACTION 0.969 0.642
KP 1 > Job Satisfaction 0.866

KP 5 > Job Satisfaction 0.705

KP 6 > Job Satisfaction 0.617

KP 7 > Job Satisfaction 0.604

KP 8 > Job Satisfaction 0.724

KP 9 > Job Satisfaction 0.918

KP 10 > Job Satisfaction 0.757

KP 12 > Job Satisfaction 0.694

KP 13 > Job Satisfaction 0.848
KP 14 > Job Satisfaction 0.623
KP 16 > Job Satisfaction 0.798
KP 17 > Job Satisfaction 0.984
KP 18 > Job Satisfaction 0.88

KP 19 > Job Satisfaction 0.781
KP 20 > Job Satisfaction 0.679
KP 21 > Job Satisfaction 1.007
KP 22 > Job Satisfaction 0.818
KP 23 > Job Satisfaction 0.944
TURNOVER INTENTION 0.929 0.687

IPK 1 > Turnover Intention 0.893
IPK 2 > Turnover Intention 0.892
IPK 3 > Turnover Intention 0.836
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Variable Outer Loading CR AVE
IPK 4 > Turnover Intention 0.852
IPK 5 > Turnover Intention 0.723
IPK 6 > Turnover Intfention 0.763

Based on the processed questionnaire data, 37 question indicators from the variables
are considered valid, while 5 question indicators from the variables are categorized as invalid.
This is because the factor loading values for these indicators did not reach the threshold of 0.6,
and removing these variables was necessary to preserve the overall data quality. Specifically,
for job satisfaction, the outer loading was as follows: Job satisfaction 2 had a loading of 0.587,
job satisfaction 3 had a loading of 0.570, job satisfaction 4 had a loading of 0.216, job
satisfaction 11 had aloading of 0.173, and job satisfaction 15 had a loading of 0.478. Therefore,
the results of this model measurement test exclude these five question indicators that were
deemed invalid.

As for the results for each tested variable, an average variance extracted (AVE) value
was obtained that meets the convergent validity standard. According to Joseph F. Hair Jr et
al. (2014), the convergent validity scale can be assessed through AVE, and the AVE threshold
value is expected to be at least less than 0.5. Therefore, based on the data analysis results, it

can be concluded that each variable has met the convergent validity standard.

Table 2. Discriminant Validity (Fornell-Larcker Criterion)

Job Sdtisfaction  Turnover Intention Workload Work Stress
Job Satisfaction 0.801

Turnover Intention  0.341 0.829
Workload 0.258 0.617 0.823
Work Stress 0.265 0.843 0.774 0.834

Good discriminant validity is indicated when the Average Variance Extracted (AVE)
square root for each construct is greater than the correlations between constructs in the model
(Larcker, 1981). Based on the data processing table above, the results of the discriminant
validity test are valid and meet the criteria.

b. Structural Model Test

J.F. Hair et al. (2017) stated that the importance of a study's direct and indirect impact
was tested by utilizihg the bootstrapping feature on SmartPLS. To produce t-values and
standards to validate statistical validity, the bootstrapping procedure was carried out for 5,000
interactions. Bootstrapping makes no claims about the side distribution of the data or the
shape of the distribution of the variables in comparison; it can also be used using a finite
sample size (Fauzi, 2022). The values in booftstrapping show the direction and influence of each
latent variable on one another. Table 3 shows the results of the direct effect test of this research

variable.
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Table 3. Structural Model Test Results

Hypothesis Path Path T- P- Conclusion
Coefficient Statistics Values

H1 Work Stress -> Turnover Intention  0.774 19.831 0.000 Significant

H2 Work Stress -> Job Satisfaction 0.167 2.693 0.007 Significant

H3 Workload -> Turnover Intention  -0.020 0.413 0.680 Insignificant

H4 Workload -> Job Satisfaction 0.127 1.980 0.048 Significant

H5 Job Satisfaction -> Turnover 0.133 5557 0.000 Significant

Intention

The structural model test results show that in hypothesis 1, the influence of work stress on
turnover intention among Gen Z is significant. This is evident from the mean value of 0.774 and
p-value of 0.000. This research indicates that work stress can indeed affect employee’s desire
to change jobs. The same findings were also shown by reference (Lebang & Ardiyanti, 2021).

In Hypothesis 2, it is evident that the influence of work stress on job satisfaction among
Gen Z is significant. This is supported by a mean value of 0.167 and a p-value of 0.007. This
indicates that work stress can indeed affect employees’ job satisfaction. In their study, Prilia
Diah Nita (2022) also stated that work stress positively influences employee job satisfaction.

In hypothesis 3, the relationship between workload and turnover intention among Gen Z
employees has no significant effect. This is indicated by the mean value of -0.020 and p-value
of 0.680. Workload does noft significantly impact furnover intention, suggesting that workload
is not a primary factor affecting employee’s decisions to change jobs. Previous research by
Wibowo Akbar et al. (2021) also revealed that workload did noft significantly influence turnover
intention.

In hypothesis 4, the influence of workload on job safisfaction among Gen Z is considered
significant due to a mean value of 0.127 and p-value of 0.048. Therefore, this result indicates a
significant relationship between workload and job satisfaction among Gen Z employees.
Physical workload can lead to fatigue, work errors, and decreased productivity. In hypothesis
5, the results of the direct effect test indicate that job satisfaction significantly influences
turnover intention among Gen Z, with a mean value of 0.133 and p-value of 0.000. Therefore,
job satisfaction significantly impacts tfurnover intention among Gen Z employees. Research by
Fajar et al. (2022) also proves that workload negatively and significantly affects job satisfaction.
c. Test the Mediation Variable

This study uses booftstrapping on the SmarPLS application to test the significance of the
indirect effect and confirm the mediation of job satisfaction in the relationship between work
stress, workload, and employee furnover intentions. Table 4 shows that job satisfaction
significantly mediates work stress on employee turnover intentions. In contrast, job satisfaction
cannoft significantly mediate the relationship between workload and employee turnover

infentions.
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Table 4. Mediation Model Test Results

Hvoothesis Path Path T- P- Conclusion
ypP Coefficient Statistics Values
H6 Work Stress -> Jop Satisfaction - 0,021 2843 0,005 Significant
> Turnover Intention
H7 Workload -> Job Satisfaction -> 0,018 | 489 0.137 Insignificant

Turnover Intention

In hypothesis 6, the influence of work stress on turnover intention with job satisfaction as
a mediating variable is considered significant. This is evident from the mean value of 0.021 and
p-value of 0.005. In this study, job satisfaction mediates the relationship between work stress
and tfurnover intentfion. This is because as work sfress increases, job safisfaction tends to
decrease, which can lead to a higher level of turnover intention among employees. These
results indicate the same findings as the study conducted by Lebang Ardiyanti (2021) but are
the opposite of the study conducted by (Prasetio et al., 2019).

In Hypothesis 7, the influence of workload on furnover intention with job satisfaction as a
mediating variable is deemed insignificant, with a mean value of 0.018 and a p-value of 0.137.
In this study, the role of job satisfaction is considered unable to mediate the relationship
between workload and turnover intention. This is because a high workload does not
necessarily impact job safisfaction among employees and does not necessarily lead to an
intention to change jobs. Therefore, high workload, affecting job satisfaction, is not considered
the primary reason why Generation Z employees have a desire to switch jobs; these results
indicate the same finding as the study conducted by (Fajar et al., 2022) and (Prilia Diah Nita,
2022).

d. Test the Coefficient of Determination

By the criteria of J.F. Hair et al. (2017), the R squares value is categorized as vital if it is

more than 0.75, moderate if it is less than 0.50, and weak if it is less than 0.25.

Table 5. Coefficient Determination Test Results

Sample Mean (M) T-Statistics P Values Conclusion
Job Satisfaction 0.073 4.563 0.00 Weak
Turnover Intention 0.648 29.022 0.00 Moderate

Table 5 shows that the R squares value for the endogenous variable of job safisfaction is
0.073, which means that Work Stress and Workload can explain job satisfaction by 0.73%. In
comparison, the remaining 99.27% is explained by other variables not included in the model.
According to the criteria of Hair et al. (2019), an R squares value of less than 0.25 indicates a
predictive result in the weak category, so this endogenous variable is categorized as weak.

The R squares value for the endogenous variable employee furnover intention is 0.648,
which means that Work Stress and Workload can explain the employee furnover intention

variable by 64.8%. In comparison, the remaining 35.2% is explained by other variables not
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included in the model. Therefore, if, according to the criteria of previous researchers, an R
squares value of more than 0.75 indicates a prediction result in the strong category, this
endogenous variable is categorized as vital.
e. Goodness of Fit index (GoF) test

They are used to test the suitability of the sample data between two particular variables
(Tenenhaus et al., 2005). Three categories of values are used in the GoF test. Namely, it is
categorized as weak if the value is more significant than 0.01, moderate if 0.25, and vital if it
exceeds 0.36. (Ghozalil, 2016).

Table 6. Quality Index Test Results

Communality R Square GFI Conclusion
0,675 0,361 0,493 Strong

Based on Table 6, the calculation of the quality index test obtained GoF results of 0.493,
meaning the value is greater than 0.36. Therefore, this value is categorized as a strong or large
model fit. The following is the result of calculating the Goodness of Fit Index (GoF) using the

formula,

oF =vComm x R?

Comm = 0.695 +0.677 + 0.687 + 0.642
4

=0.675s

RQ = 0.073 +0.648 = 036]
2

GoF =0.675 x 0.361 = 0.493.

4. CONCLUSION

Based on 422 respondents whom Generation Z employees filled in, the results of this study
indicate that work stress significantly affects employee turnover intentions and job satisfaction.
The workload does not significantly affect employee turnover intentions, which means
workload is not the main factor influencing employees’ decisions to change jobs. However,
workload significantly affects job satisfaction, implying that a high workload without good
feedback can lead to low employee performance satisfaction. Job satisfaction is stated fo
significantly influence employee turnover intentions, signifying that if employees feel
dissaftisfied with their work, it can be a reason for employee turnover intfentions to occur.

Job satisfaction is also a mediating variable in the relationship between work stress and
workload on employee turnover intentions. This can happen because the higher the job stress,
the lower the job satfisfaction, causing a high intention of employee turnover. However, job
satfisfaction cannot mediate the relationship between workload and employee furnover
intentions because high workloads do not necessarily affect employee job satisfaction, which

impacts employee turnover intentions. Therefore, workload is not one of the reasons

[JEMI Vol.4, No.3, September 2023, pp. 243~253



|JEMI e-ISSN:2716-2338 251

Generation Z employees choose to change jobs. The test results show a low R Square value,
which is 0.073 or 0.73%. This means that other variables outside of this study influence job
satisfaction by 99.27%.
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