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Abstract: Turnover intentions are to lose skilled workers. Job stress is the cause of the use of employee turnover.
Work-Family Confiict (WFC) and Family Work Confiict (FWC)] were considered to be intermediaries between the
employees' Turnover Intentions. This study investigates the relationship between Job Stress and Turnover Intentions. It
was studied by taking Work-Family Confiict (WFC] and Family Work Conflict (FWC] as mediator. Research is based on a
quantitative approach. Data were collected from employees in the public and private sectors by means of a questionnaire
distributed among 330 employees, and a total of 296 responses was received. An analysis was conducted on SPSS.
The relationship was estimated through the association between Pearson and the gist of the variables determined by
conducting regression analysis. It was designed to evaluate the impact of the WFC and FWC using the Hayes process.
With the mediated influence of WFC and FWC, this study showed the significant positive impact of Job Stress and
Turnover Intentions.

Key Words: Job Stress, Turnover Intentions, VWWork-Family Conflicts, Family-Work Conflicts, Employees and
Employer.

Introduction
Background of Job Stress

Hans Selye in 1936 was the first to present the concept of stress and described it as a physical reaction to
distress, a negative impulse or a positive stress impulse, and defined stress as a “nonspecific result of any
demand upon the body” (Selye, 1980; Naoum, Herrero, Egbu, and Fong, 2018). The Health and Safety
Executive (2007) defined stress as “the adverse effect that people experience under excessive pressure or
other kinds of pressure” (Naoum et al., 2018).

Stress can be found to be positive or stressful. An uncomfortable circumstance may lead to bad stress,
like the red ink of work. A condition that creates excitement, stimulation and excitement for the person would
be an example of good stress. An example of a type of upbeat and vigorous stressor could be a promotion at
work. The individual is tense due to each type of stress. Health stress has, however, been less showy to the
person (Selye, 1976; Salo et al.,, 2018).

Work, Family Conflict and Family, Work Conflict

Family and work have long been seen as the central domains of life of most adults (Andrews and \Withey,
1976; Chelariu and Stump, 2011). However, WFC is a form of inter-role conflict in which general
requirements, time spent, and work-related stresses interfere with the performance of family responsibilities.
FWC is a kind of inter role conflict in which the worldwide demands of, time devoted to, and strain produced
by the family interfere with performing work-related responsibilities (Netemeyer et al., 1996; Chelariu
and Stump, 2011).

Background of Turnover Intentions

Documentation on organizational behavior, because of its psychological and economic aspects, has shown
the importance of turnover to the researchers (Price, 2001; Busari et al., 2017). The intent to change jobs
is also the mental decision that prevails when a person decides to stay or quit their job (Jacobs and Roodt,
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2007; Busari et al, 2017). Similarly, Pearson (19986) also endorsed the idea, in psychology, sociology,
economics and organizational behavior, that turnover is the maost interesting subject (Busari et al., 2017).

The turnover problem is a major problem for companies, and the costs of hiring new workers are
enormous (Kaupla, 2008; Busari et al, 2017). According to Abdullah et al., (2012), when lecturers are
available for other work or because of a lack of satisfaction, they determine to pass on the work (Busari et al.,
2017).

Supporting Theory

Social Exchange Theory (SET)

The fundamental theory of social exchange is a theory of sociology and management that uses economics
and behavioral psychology to explain behavior (Zoller & Muldoon, 2018). Homans (1961) indicated that the
aim of the theory of social exchanges is to explain behavior rather than to describe it. Behavioral interactions

between two or more individuals and how those behavioral interactions reinforce each other's behavior are
described in SET (Zoller & Muldoon, 2018]).

Problem Statement

Today, work stress and the intention of employees linked to turnover are crucial subjects. People are
dissatisfied with their surroundings of organ inactivity. They feel a burden because of conflicts that can be
caused by WFC and FWC. There are a lot of researchers out there doing research. Previous studies have not
investigated the multi-mediated impact of WFC and FWC on Job Stress and Turnover Intention (Tl). This gap
has created a new model for analyzing their relationship. The research provides an additional contribution.
This research contributed to the literature, including a review of the pressure exerted on the intention to roll.
This research also gives a solution to problem such as job stress may reduce due to better design of the
organization, in detail explain work designation, provide guidelines related to working, provide training to
employees, develop family care strategies, not overloaded work and develop programs of personnel assistant
all these, measures help in less turnover of employees.

Objectives of the Study

e Tolook into the relationship between job stress and turnover intentions.

e  Examine the relationship between Job Stress and Turnover Intentions through family conflict in the
warkplace.

e  Examine the relationship between Job Stress and Turnover Intentions as a result of family conflict.

Research Questions

e Isthere a correlation between Job Stress and Turnover Intentions?
e Isthere a link between Job Stress and Turnover patterns as a result of family conflict?
e |sthere any connection between Job Stress and Turnover Intentions due to family conflict?

Hypothesis of the Study

e  H1:There is a positive relationship between Job Stress and Turnover Intentions.

e HO: There is a negative relationship between Job Stress and Turnover Intentions.

e H2: There is a positive relationship between Job Stress and Turnover Intentions through Work-Family
Conflicts.

e HO: There is a negative relationship between Job Stress and Turnover Intentions through Work-Family
Conflicts.

e  H3: There is a positive relationship between Job Stress and Turnover Intentions through Family Work
Conflicts.

e  HO: There is a negative relationship between Job Stress and Turnover Intentions through Family \Work
Conflicts.

Literature Review

Job stress is characterized as "the presence of stresses resulting from work requirements, which include
potential feelings or physical symptoms (House and Rizzo, 1972; Chelariu and Stump, 2011). Moorehead
(2003) refined the concept to put work stress in order to be adaptive to certain stimuli which place excessive
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demands on a person in terms of psychology and/or physicality (Chelariu and Stump, 2011). Left
uncontrolled, the stress in jobs can result in emotional fatigue or burnout from psychological work, decreased
corporate engagement, and an increase in the tendency for left-and-go intentions (Boles et al., 1997; Lee and
Ashforth, 1996; Maslach and Jackson, 1981; Sager, 1994, Singh et al., 1994; Taylor et al., 1974; Chelariu
and Stump, 2011).

Family Conflict at the Workplace and Family Conflict at the Workplace

Family and work have long been seen as the central domains of life of most adults (Andrews and \Withey,
1976; Chelariu and Stump, 201 1). This can have negative consequences on all sides. Numerous surveys have
linked the conflict between work and family (WFC) and household labor (FWC]) in relation to job dissatisfaction,
job burnout and turnover along the operating side (Burke, 1661; Frone et al., 1992; Greenhaus et al., 1987,
Pleck et al., 1980; Chelariu and Stock, 201 1). Personal arguments were associated with a reduction in marital
satisfaction and lifestyle (Bedieian et al., 1998; Kopelman et al., 1983; Chelariu and Stump, 2011).

Kahn, (1964) identified that inter-role conflict could occur if one domain's rolled-up pressures conflict
with the other domain's role pressures (Crawford, Shanine, Whitman & Kacmar 201 8). Work-family conflicts
have had adverse effects on individuals and organizations [Allen et al., 2000; Carlson et al., 2000; Crawford
et al,, 20186).

The WFC deals with professional involvement in family life. WFC occurs when the requirements and
expectations of other industries vary, and it becomes challenging to meet the expectations and requirements
(Ahmed, Zhao and Meng Xi, 2018). Extensive research into the negative effects of family and professional
conflict was carried out by Ahmed et al., 2018). The separate existence of conflicting directorates such as
work with family and family at work has also been confirmed, with specific results (Frone et al., 2003; Ahmed
et al, 2018). There is no need to prove the relevance of research into work-family conflict. The growing
frequency of research in this area confirms that work-life issues continue to be of interest and concern to
researchers and practitioners (Poelmans, Greenhaus & Maestro, 2013).

Turnover Intentions

Price (2001) defined turnover intentions as a “movement of personnel beyond organizational limits” (Busari
et al., 2017). Several other terminologies such as lay-off, discharge, unlocking, egress and mobility were used
by researcher (Morrell et al., 2001; Busari et al., 2017). Morrell et al., (2001) reported turnover as having
three types of features: voluntary, avoidable, and running. Much attention has been given to voluntary turnover.
It can be described as if the employees are resigning and have to do with job satisfaction. It also indicates that
the efficacy of the system is compromised if there is a high volunteer turnover rate (Price, 2001; Busari et
al, 2017).

As a result, it is clear from burnout, and the cause of attrition is not satisfied (Zia Uddin, 2010). Saif et
al. (2010J; Sattar and Nawaz [2011) found that workers' personal characteristics, job satisfaction qualities
and overall job satisfaction have a positive impact on job satisfaction, including commitment and dedication.
Mobley describes the turnover intention as the intention to conduct an individual to leave the organization
(Mabley et al., 1979; Busari et al., 2017). Preliminary considerations were made of the relationship between
turnover and organizational efficiency to highlight staff costs incurred in selecting, hiring, grooming and
developing new staff to replace those employees who are departing the company voluntarily (Hancock et al.,
201 3; Azanza, Moriano, Molero and Mangin, 2015).

Azanza et al. [2013) examined the impact of work stress, organizational justice and Organizational
Citizenship Behavior (OCB) with WFC. Stress and conflict between work and family are equally positive.
GURBUZ & TOGRAN [2020) investigated the relationship between job stress and work-family conflict. In this
study, the researcher found that in today's era, women play an important role in the organization. WWomen are
the ones who can keep a balance between work and family life. Armstrong et al. [2015) examined the
relationship between work and family, job satisfaction and work-related stress. Balance in work and the family
are resourceful employees.

Bolino & Turnley (20085] Investigated relationship in private enterprise and work-family conflicts, job strain
and role overloaded. This research looks at the positive side of Organizational Citizenship Behavior (OCB). The
OCB companies are getting stuffed. This research focused on the relationship in OCB, an individual initiative
to work overloaded, work-family conflict and work stress. This research has produced results that show that
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work-family conflicts and work-family conflicts simultaneously affect work stress. Work Conflict Family effects
stress at work, and family work conflict is against work stress.

Nora & Fitri Anggraeni (2020] has identified in their research:
1. Family conflict Work is part of stress and satisfaction in the workplace.
2. There are significant positive effects of family work conflicts on work stress.
3. There are important negative influences in family work conflicts on job satisfaction.
4. There is a substantial negative relationship between work stress and work satisfaction.
5. There is a significant negative influence between family labor conflicts and job satisfaction due to job
stress.

In 2018 Kumar & Chaturvedi has examined mediating impact of satisfaction in employment and the life
balance, conflicts of Work, Family and conflicts of Family, Work on relationships among job satisfaction and
gender ideology, gender and life satisfaction with gender ideology and turnover intentions with gender ideology.

The study looked at COVID-19's fear of job satisfaction among nurses, the profession, staff turnover and
psychological distress within the organization. The emergence of COVID-19 dramatically affects the mental
and psychological well-being of leading health care workers, including nurses. Design of cross-sectional used
for filling questionnaire from 261 nurses in the Philippines. The scale of 5 standards used data. The results
indicated that 19.92 is the value of fear of COVID-19 [Leodoro J. Labrague & Janet De los Santos, 2020] .

Study based on employees of the head office. Path Analysis used to analyze by Smart PLS. The results
predicted:

1 Work stress and job satisfaction are significantly negatively related;

2. There is a strong positive relationship between job satisfaction and professional development;
3. Work stress has a significant positive effect on turnover intention;

4. Turnover intentions and Career Development have a significant positive relationship;

5. if employee satisfaction with job lesser Job Stress and lessen the towards Turnover intentions.

The definite impact of work stress on turnover intentions also takes job satisfaction into consideration
[Sholohah & Sulistyawati, 2018). 104 employees filled questionnaire those worked in PT Company in Indonesia
Yogyakarta. Suswati [2020) looked at how work stress affects employee performance, employee
performance affects turnover intentions, and work stress affects turnover intentions. The survey also
examined the indirect impact of work stress on employee turnover intentions and performance.

Job stress has a positive and insignificant impact on satisfaction, there is a positive and significant
relationship between job stress and the turnover intentions, job stress and organizational commitment have
insignificant and negative relation, job satisfaction and turnover has insignificant and negative relation, and
organizational commitment and turnover intentions have insignificant and positive relation (Tamengkel, 2020]

The study investigated Work-Family Conflict and Work-related Attitude and Stressed Meditation causes’
employee turnover intent. In work-family conflicts, two conflicts are involved. First, it is connected to work and
connected to the family. Second, there is no family satisfaction that affects work [Yusof & Bin, 2012]. The
researchers examined the effect of work stress on turnover intentions with the mediating role of affective
engagement, job-related satisfaction and work-family conflicts (Kafashpoor et al., 2014]. The study examined
work-family conflict balance, work overload, work stress, job anatomy with turnover intentions [Ahuja and

others, 2007].

The above literature explained that from different perspectives and with different variables, job stress,
turnover intentions, work-family conflicts and family work conflicts were discussed. Job stress is an
independent variable, the dependent variable of turnover intentions, conflicts with the work-family and conflicts
with family work are mediators in the study. In a single model, these variables have not been analyzed before.
So, this is research that is unique.

Work Family
/ Conflict \
Job Stress » Turnover Intention
\A‘ Family Work /
Conflict

Fig.1. Research Model
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Methodology

Based on the research prablem, explanatory research was to identify the connections that existed between
variables analyzed in the study. This included; developing the relationship, if any, between the intention of stress
and turnover with the mediating role of work-family conflict and conflict with family work. The Non-Probability
sampling method is used for research purposes because it is easy to collect data from the population through
this technique. In addition, to gather data, convenient sampling is used. Data from the population that is very
easily accessible has been gathered through this technique. The following criteria are applied to reach the
300 respondents from the population in this research.

Four of Pakistan's provinces are Punjab, Sindh, Baluchistan, and Khyber Pakhtunkhwa. Whereas, due to
time and cost constraints, Punjab is selected for the research purpose; furthermore, the data is collected as
conveniently available from the various districts of Punjab: Bahawalpur, Sialkot, Faisalabad, Gujranwala,
Lahore, Multan, Narowal, Sargodha and Sheikhupura. Finally, 296 respondents were selected to meet the
300 population requirement.

From various studies that have been used at the universal level, the questionnaire was adopted, and its
results are solid. With five items each from Netemeyer, Boles and McMurrian, (1996), we measured WFC
and FWC. "The demands of my family or spouse/partner interfere with work-related activities." Role stress
was measured by Cullen, Link, Wolf, and Frank (1989) alpha=.79 and used by Crank, Regoli, Hewitt, &
Culbertson (1995). Example items are "The demands of my job interfere with my home and family life." "The
sample item is, "l don't feel | have much to worry about most of the time when I'm at work. For the
measurement of turnover intentions, Lichtenstein et al. 2004 alpha=0.83 scale were used. The items
included in the scale are: "There is a good chance that in the next year | will leave this organization;" "l often
think about leaving this organization;" and "In the next year, | will probably look for a new organization." The
study's main respondents are as follows:

Life Insurance Company and Takaful Company Business Development Officers, Life Insurance and Takaful
Managers, General Insurance Company Marketing Staff, and Life Insurance and General Insurance Company
Operational Staff.

To collect all of the scales used in the study with anchors of strongly disagree 1 and strongly agree 5,
five-point Likert scales were used. The responses were coded in such a way that low values represent low
instances of each construct's perceptions of the respondents.

The data analysis was performed using correlation and regression measures.

Response Rate

The questionnaire was physically distributed to the respondents. The table below shows the questionnaire
distributed and returned.

Questionnaires No. of Questionnaires Filled by Response Rate
Distributed Respondents P
330 296 89.69 percent

Data Analysis
Descriptive Statistics

Data set characteristics are explained by descriptive statistics. For descriptive statistics, there are two basic
sets of measuring tools that include variability and central measurement—Centre of the given data set for
central trend measurements. Validity measures in the data set explain the dispersion of data. In the data,
Valid N shows non-missing values. The observation in Table 4.1 shows that the overall value is 296, and there
is no missing value in the data. N reflects the number of observations valid for that variable. N is the number
of observations overall. The total number of observations is 296 in this data. The smallest value in the data
represents the minimum value. The lowest observation value for gender is 1. Marital status, age, qualification
shows that 1 in information is the smallest value. The maximum represents the greatest observational value.
Gender, marital status, age and qualifications show values of 2, 2, 4 and 3 in the data, respectively. The mean
is the arithmetical mean of observations. Mean central tendency measurement is mostly used. The average
value is known as the mean. Sensitivity to extremely small and large values is demonstrated by means. 1.1250
is the main gender trend. 1.4730 is the marital average. The central trend value for age is 2.1655, and the
average value for qualification is 2.2838. Standard deviation examined the validity of square root variance.
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S.D examines the spread of the observed data. If S.D's value is large, it shows that values are more widespread
and values are far from their average, and there is more risk. If values show small values close to the mean,
there is less difference between the mean and the S.D value, showing less risk and value spread. Gender S.D
is 0.33128, which is close to its average, showing less data risk. 0.5001 1 is marital status data that is not
far from its mean, which represents less data spread. Age has a 0.89641 S. D value which is not too much
away from its mean. The qualification has a 0.66425 S. D value that shows a spread of data is less. All values
of S.D shows less spread of data as values of S.D are small and show less risk.

Table 1. Descriptive Statistics

N Minimum Maximum Mean Std. Deviation
Gender 296 1.00 2.00 1.1250 .33128
Marital status 296 1.00 2.00 1.4730 50011
Age 296 1.00 4.00 2.1655 99641
Qualification 296 1.00 3.00 2.2838 66425
Valid N List wise 296
Correlations
Table 2. Correlations
Stress WFC FWC Tl
Pearson Correlation 1 440~ 596~ 379"
Stress Sig. 2-tailed .000 .000 .000
N 296 296 296 296
Pearson Correlation 440~ 1 427" 335"
Sig. 2-tailed .000 .000 .000
WEFC N 296 296 296 296
FWC Pearson Correlation 596~ 427" 1 346
Sig. 2-tailed .000 .000 .000
N 296 296 296 296
Pearson Correlation 379" 335" 346 1
Tl Sig. 2-tailed .000 .000 .000
N 296 296 296 296
**_Correlation is significant at the 0.07 level -tailed.
Regression
Discussion

H.. job stress has a significant impact on the work-family conflict.
01: How does job stress relate to work-family conflict?

The results show that the relationship between work stress and work-family conflicts is significant and
positive. Many other researchers have also reported the same findings. If an attractive and good working
environment is provided by the organization, employees may remain in the organization rather than leave
(Marion, 2001). Shah and Jalees (2004) have argued that the result of burnout and turnover is also
dissatisfaction. There may be less intention for employees satisfied with their job to leave [Butt et al., 2007).
The study by Marion (2001) found that job satisfaction was related to job market attributes and calculated
the intention to leave (Busari et al, 201 7). There is a positive relationship between work stress and conflicts
in the working family. Bivariate results revealed that in any dimension of work-family conflicts associated with
increased work stress increase. In particular, strain-based conflict, behavioral conflict and family conflicts are
significantly linked to work stress [Lambert et al., 2002).

H1: hypaothesis is accepted as work stress has a major impact on the conflict with the work-family, and the
null hypothesis is rejected.

H. job stress has a significant impact on family-work conflicts.

Q2: How does job stress relate to family-work conflicts?
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The results show that the relationship between work stress and family-work conflicts is significant and
positive. Several research findings have shown that 1 family work conflicts belong to work stress and job
satisfaction. 2 There are significant positive influences on job stress in family-work conflicts. 3 There are
significant negative influences on job satisfaction in family-work conflicts. 4 There is an important negative
relationship between job stress and job satisfaction. 5 There is a significant negative influence between family-
work conflicts with job satisfaction through work stress [Nora & Fitri Anggraeni, 2020]. As work stress has
a significant impact on family-work conflicts, the H2 hypothesis is accepted, and the null hypothesis is rejected.

Hs. job stress has a significant impact on turnover intentions.
Q3: How does job stress relate to turnover intentions?

The results examined the significant and positive relationship between work stress and turnover
intentions. Job stress is related to job burnout. Findings show that firms should pay attention to creating new
stress management policies, thereby reducing the turnover intentions of employees that guarantee a good
working environment. Study analysis showed that there is a significant and direct connection between job
stress and worker turnover intentions, such as an increase in the level of work stress, the main cause of an
increase in the intent of employees to leave the company and vice versa (Kenny's and Baron, 19886).

As work stress has a significant impact on turnover intentions, the H3 hypaothesis is accepted, and the null
hypothesis is rejected.

H. work-family conflicts have a significant impact on turnover intentions.
Q4: How do work-family conflicts relate to turnover intentions?

The results examined significant and positive relationships between the conflicts between the work-family
and the turnover intentions. Other researchers have shown that turnover intentions and organizational
engagement have significant and negative relationships with the same results, so employees don't want to
leave companies with more dedicated organizational regard for employees. Less employee organizational
engagement leads to a turnover. Turnover intentions and WFC has a significant and positive relationship;
more work-family-related conflicts over employees, more employee intention to turnover. Thus, there exists a
positive relationship

H4: hypothesis is accepted as work-family conflicts have a major impact on the turnover intentions, and the
null hypothesis is rejected.

Hs family-work conflicts have a significant impact on turnover intentions.
Q5: How does family-waork conflicts relate to turnover intentions?

The results examined the significant and positive relationship between the conflicts between family work
and turnover intentions. Other researchers also said that FWC family-work conflicts affect burnout, stress at
work, and turnover. First, family-work conflicts have an effect on the satisfaction that affects turnover. The
intentions of turnover are directly related to employees in an economic firm. Research has found that family-
work conflicts in firms that cause companies to leave have increased. Therefore, high levels of family-work
conflicts are associated with more turnover intentions [Nwakide & Nwibo, 2014). The H5 hypothesis is
accepted as family-work conflicts have a significant impact on turnover intentions, and null hypotheses are
rejected.

Hs job stress has a significant impact on turnover intentions with the mediation of WFC.
Q6: How does job stress relate to turnover intentions with the mediation of WFC?

Results investigated important and positive relationships with WFC mediation between job stresses and
turnover intent. Other researchers also demonstrate that it leads to turnover intentions as if staff are
constantly facing stress and conflicts related to work-family and family work. \Workdife conflicts are the main
reason why their ability to participate in the workplace is controlled. Results also revealed that work-family and
work stress conflicts have a significant positive impact on turnover intentions, but organizational engagement
has a significant negative impact on turnover intentions. Job stress and turnover intentions indicate that work-
family conflicts demonstrate full mediation. That is the main cause of job stress when work-family conflicts
occur, and then employees think about leaving the organization [CIRA & CELK, 2013).

HB: hypothesis is accepted as job stress with the mediation of WFC has a significant impact on turnover
intentions, and the null hypothesis is rejected.
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H:. job stress has a significant impact on turnover intentions with the mediation of FWC.
Q7: How does job stress relate to turnover intentions with the mediation of FWC?

Results examined significant and positive relationships with FWC mediation between job stresses and
turnover intent. The results of this research have also been observed by other researchers. One researcher
said that encouraging them, encouraging those, not only discussing work-related issues but also giving them
time for their families if families are happy that they will concentrate on work that will relieve their stress and
reduce turning over. Work attitude, family-work conflicts play a vital role in job stresses that ultimately lead to
turnover intentions [Bin & Yusof, 2012].

H7: hypothesis is accepted as job stress with the mediation of FWC has a major impact on turnover

intentions, and the null hypothesis is rejected.

Limitations and Future Directions

Similar to past studies, there are certain areas, and boundaries that have not been considered in our research
work. We used cross-sectional design because of the time horizon, since studies of job stress and turnover
intentions are long-term so that future researchers can work on longitudinal research design to get a clearer
picture of the results. In our study, data was collected from some districts of Punjab, Pakistan. Future research
can be done on other provincial states and cities, as different cultures respond differently, and also in different
regions of the world. One of our suggestion for future researchers is to analyze how the turnover intentions
can be further controlled whenever they try to explore the reasons behind the turnover intention.

Conclusion

The aim of the study is to analyze the work stress associated with turnover intentions. This study
demonstrated the significant positive impact of Job Stress and Turnover Intentions with the mediated
influence of WFC and FWC. The research paper looked at the study's impact. The results of the study
concluded that Job Stress has a positive effect on turnover intentions based on WFC and FWC. Since the
correlation between job stress and turnover intentions and the impact of WFC and FWC on mediation was
not previously taken into account. Furthermore, the research will also be useful for researchers, policymakers,
practitioners and employers as well. As per the findings of the study, job stress has a significant positive
relationship and impact on turnover intention. Job stress also significant positive relationship and impact on
turnover intention through Work-family conflict(VWFC) and Family work conflicts(FWC]).

Vol V, No. IV (Fall 2020] 37



Zargham Ullah Khan and Gullam Muhyuldeen

References

Adelia, F. E., Hatta, J. S, Kulon, T., Pedurungan, K., Semarang, K., Keluar, |, & Intention, T. (2020). Analisis
Pengaruh Stress Kerja dan Work Family Conflict pada Komitmen Organisasi dan Turnover Intention
Karyawan. 22(1), 35-43. https://doi.org/10.37470,/1.022.1.05

Ahuja, M. K., Chudaoba, K. M., Kacmar, C. J., Harrison McKnight, D., & George, J. F. (2007]. It road warriors:
Balancing work-family conflict, job autonomy, and work overload to mitigate turnover intentions. MIS
Gluarterly: Management Information Systems, 31(1), 1-17. https://doi.org/10.2307 /251487
78

Al Musadieq, M. (2020). Effect of Work Conflict, Work Involvement, and Family Work Conflict on Turnover
Intentions and Intention to Move Through Job Satisfaction as a Moderation. /nternational Journal of
Applied Management Theory and Research, A2), 41-53. https:;//doi.org/10.4018/ijamtr.
2020070103

Armstrong, G. S., Atkin-Plunk, C. A, & Wells, J. (2015). The Relationship Between Work-Family Conflict,
Correctional Officer Job Stress, and Job Satisfaction. Criminal Justice and Behavior, 4910), 1066-
1082. https://doi.org/10.1177,/0093854815582221

Azanza, G., Moriano, J. A., & Melero, F. (2013). Journal of Work and Organizational Psychology. Journal of
Work and Organizational Psychology, 292), 45-50. https./ /doi.org/10.5093,/tr2013a7.

Badawy, P. J., & Schieman, S. (2020). With Greater Power Comes Greater Stress? Authority, Supervisor
Support, and Work-Family Strains. Journal of  Marriage and  Family.
https://doi.org/10.1111/jomf.12714

BATUR, O, & NART, S. (2014). The relation between work-family conflict, job stress, organizational
commitment and job performance: A study on turkish primary teachers. European Journal of
Research on Education, 42), 72-72. https./ /doi.org/10.15527 /ejre.201426250

Bin, R., & Yusof, M. (2012). Work-Family Conflict and \Work-Related Attitude: The Mediating Effects of Stress
Reactions. International Journal of Social Sciences and Humanity Studies, 41), 377 -387.

Bolino, M. C,, & Turnley, W. H. [2005). The personal costs of citizenship behavior: The relationship between
individual initiative and role overload, job stress, and work-family conflict. Journal of Applied
Psychology, 904), 740-748. https./ /doi.org/10.1037,/0021-9010.80.4.740

Boumans, N. P. G., & Dorant, E. (2020). The relationships of job and family demands and job and family
resources with family caregivers’ strain. Scandinavian Journal of Caring Sciences.
https://doi.org/10.1111/scs.12873

Burki, F. N., Khan, N. U,, & Saeed, I. (2020). The Impact of Job Stress on Turnover Intentions-The Moderating
Role of Emotional Intelligence. MICE Research Journal, 151), 100-121.

Burnout, A. (2020). The Effects of Clinical Practice Stress and Resilience on Nursing Students’ Academic
Burnout. Korean Medical Education Review, 242), 115-121.

Chang, S. I. (2008). Work role stressors and turnover intentions: A study of IT personnel in South Korea.
Zeitschrift Fur Personalforschung, 243), 272-290. https://doi.org/10.1177 /2397002208
02200304

CIRA, A, 8 CELIK, M. (2013). Orgiitsel Vatandaslik Davranisinin is Performansi ve isten Ayrilma Niyeti Uzerine
Etkisinde Agsirt Is Yikinin Aracilik Roli. Ege Akademik Bakis [Ege Acadernic Review), 131), 11-11.
https://doi.org/10.21121/eab.20131 19496

Forces, M., Kazmi, S. W., Rafig, T., & Tabassum, S. (2020]. The Role of Job Satisfaction and Burnout on \Work-
Family Confiict and Turnover Intentions. 151), 63-85.

GURBUZ, F. G., & TOGRAN, E. (2020). a Study on Job Stress and Wark-Family Conflict. Oneri Dergisi, 119-
130. https://doi.org/10.14783,/maruoneri.681821

Khan, |, T, Kaewsaeng-on, R., Hassan Zia, M., Ahmed, S., & Khan, A. Z. (2020). Perceived Organizational Palitics
and Age, Interactive Effects on Job Outcomes. SAGE  Open, 1.3).
https://doi.org/10.1177/2158244020936989

Jamadin, N., Mohamad, S., Syarkawi, Z,, & Noordin, F. [2015). Work - Family Conflict and Stress: Evidence
from Malaysia. Journal of Economics, Business and Management, S2), 309-312.
https://doi.org/10.7763/joebm.2015.v3.200

Jeong, K, & Ryu, J. (2020). AI2|EX|TEHSFRC| L7PFIAS0| o|He0of OjX|= e - &TInt
A2 oEo| O/ NS B4 O 2 - Effects of Work - Family Conflict among Public Social Welfare
Officers on Turnover Intentions. 11(7), 337-344.

38 Global Sociological Review (GSR]



Investigating the Relationship of Job Stress and Turnover Intentions by taking Work-Family Conflict and Family Work
Confiict as Mediators

Junaidi, A, Sasono, E., Wanuri, W., & Emiyati, D. W. (2020). The effect of overtime, job stress, and workload
on turnaver intention. Management Science Letters, 10, 3873-3878. https.//doi.org/10.5267/
jmsl.2020.7.024

Kafashpoor, A., Sadeghian, S., Shakori, N., & Kavoosi, S. (2014). The Impact of Job Stress on Turnover
Intention Mediating role of Job Satisfaction and Affective Commitment; Case Study: Mashhad ’ s
Public Hospitals. Applied Mathematics in Engineering, Management and Technology, 41), 96-102.

Kumar, K., & Chaturvedi, R. (2018). Role of gender ideology, workife balance in determining job and life
satisfaction among Indian working mathers. /nternational Journal of Mechanical Engineering and
Technology, 98), 898-9086.

Lambert, E. G., Hogan, N. L,, & Barton, S. M. (2002). The impact of work-family conflict on correctional staff
job satisfaction: An exploratory study. American Journal of Criminal Justice, 271), 35-52.
https://doi.org/10.1007 /bf02898969

Lambert, E. G., Hogan, N. L, Camp, S. D.,, & Ventura, L. A. (2008). The impact of work-family conflict on
correctional staff: A preliminary study. Criminology and Criminal Justice, 64), 371-387.
https://doi.org/10.1177,/1748885806068572

Lambert, E. G., Qureshi, H., Frank, J., Keena, L. D., & Hogan, N. L. (2017). The relationship of work-family conflict
with job stress among Indian palice officers: a research note. Police Practice and Research, 191),
37-48. https://doi.org/10.1080/15614263.2016.1210010

Lee, E. K, & Kim, J. S. (2020). Nursing stress factors affecting turnover intention among hospital nurses.
International Journal of Nursing Practice, September 2019, 1-7. https:;//doi.org/10.1111/
iin.12818

Leodoro J. Labrague, & Janet De los Santos. (2020). Fear of COVID-19, psychological distress, work
satisfaction and turnover intention among front line nurses. Research Square, 1-18.
https:/ / assets.researchsquare.com/files/rs-35366,/v1/4e09d4aa-3100-414a-S0bS-
d8dSe79bc974.pdf

Lu, Y., Hu, X. M., Huang, X. L, Zhuang, X. D., Guo, P., Feng, L. F., Hu, W., Chen, L., Zou, H., & Hao, Y. T. (2017).
The relationship between job satisfaction, work stress, work-family conflict, and turnover intention
among physicians in Guangdong, China: A cross-sectional study. BMJ Open, A5), 1-12.
https://doi.org/10.1136/bmjopen-2016-014894

Memon, U., Ali, A. J., & Nisa, Z. U. (2020). Teachers’ war against terrorism: A mediated moderation model.
Journal of Public Affairs, June. https./ /doi.org/10.1002/pa.2406

Miheli¢, K. K. (2014). Work-family interface, job satisfaction and turnover intention: A CEE transition country
perspective. Baltic Journal of Management, 94), 446-466. https://doi.org/10.1108/BJM-0S-
2013-0141

Muhaimin, A., Abdul, B.I. N,, Imanina, A, & Abdul, B. [2020]. Universiti teknologi mara job stress, organizational
justice, empowerment and alternative employment opportunities influencing employee turnover
intention.

Muttagiyathun, A., & Rosita, D. A. (2020). the Effect of Work Satisfaction and Work Stress on Employees’
Turnover Intention in Pt. Telkom Indonesia Yogyakarta. Journal of Management and Business, 191),
42-49. https://doi.org/10.24123/jmb.v19i1.406

No BFES FHLHITE 22 &R T B94E ATitle. (n.d.). 6(1), 131-142.

Nora, E., & Fitri Anggraeni, P. (2020). Influence of Work Family Conflict on Job Satisfaction through the
Employees’ Work Stress at Islamic Hospitals in Unisma Malang East Java Indonesia. KnE Social
Sciences, 2020, 117-131. https://doi.org/10.18502/kss.v4i10.7399

Nwakide, G. C., & Nwibo, S. U. (2014). Journal of Business, Economics & Finance (2014), Vol.3 (3) Erkmen &
Esen, 2014. Journal of Business, Economics & Finance, J3), 302-312.

Omar, M. K. (2020). Work stress, workload, work-life balance, and intention to leave among employees of an
insurance company in malaysia. 21(2), 70-78.

Pal, S., & Saksvik, P. @. (2008). Waork-Family Conflict and Psychosocial Work Environment Stressors as
Predictors of Job Stress in a Cross-Cultural Study. /nternational Journal of Stress Management,

751), 22-42. https://doi.org/10.1037,/1072-5245.15.1.22

Pang, Y., Dan, H., Jung, H., Bae, N., & Kim, O. (2020). Depressive symptoms, professional quality of life and
turnover intention in Korean nurses. /nternational Nursing Review, 1-8. https://doi.org/
10.1111/inr.12600

Vol V, No. IV (Fall 2020] 39



Zargham Ullah Khan and Gullam Muhyuldeen

Park, T., & Pierce, B. (2020). Transformational Leadership and Turnover Intention in Child Welfare: A Serial
Mediation Model. Journal of Evidence-Based Social Work (United States], 1/5), 576-592.
https:/ /doi.org/10.1080,/26408066.2020.1781729

Profile, S. E. E. (2020). WORK-FAMILY CONFLICT , FAMILY SUPPORT , AND JOB STRESS : INVESTIGATING A
THREE-WAY EFFECTS. February.

Putra, I. P. K. S. D. (2020). Effect of organizational commitment, job stress and work-family conflict to turnover
intention. /nternational Research Journal of Management, IT and Social Sciences, /2), 30-37.
https://doi.org/10.21744 /irjmisv7/n2.859

Putra, I. P. K. S. D. (2020). Effect of organizational commitment, job stress and work-family conflict to turnover
intention. /nternational Research Journal of Management, IT and Social Sciences, /2), 30-37.
https://doi.org/10.21744 /irjmisv7n2.859

Salehi, T., Barzegar, M, Yekaninejad, M., & Ranjbar, H. (2020). Relationship between Healthy Work
Environment , Job Satisfaction and Anticipated Turnover among Nurses in Intensive Care unit ( ICUs
). 826-831.

Sarmawa, |. W., Ariana, |. P., & Sitiari, N. (2020). The Impact of Work Stress and Organizational Commitment
to Turnover Intention at Mm Juice Restaurant Bali District. 1 -6. https://doi.org/10.4108/eai.19-
8-2019.2293781

Sholohah, S. A, 8 Sulistyawati, A. I. (2018]). Fokus Ekonomi. Jurnal Fokus Ekonomi; 152), 280-300.

Sinthya, P. V., Bagus, |, Dharmanegara, A., Ngurah, P., Yasa, S., & Sinthya, P. V. (2019). Job-Family Conflict
and Impact on Turnover Intention through Job Engagement and Emational Fatigue of Female
Employess. Jurnal Ekonomi Dan Bisnis Jagaditha, 62), 104-112. https:// doi.org/ 10.22225/
ji.6.2.1350.104-112

Suswati, E. (2020). the Influence of Work Stress on Turnover Intention: Employee Performance As Mediator
in  CasualDining  Restaurant.  Jurnal  Aplikasi  Manajemen, 7482), 391-398.
https://doi.org/10.21776,/ub.jam.2020.018.02.20

Tamengkel, L. (2020). Analysis of Factors That Influence Employees Turnover Intention (Study of Starred Hotel
Employees in  North Sulawesi). Jurnal Administrasi  Bisnis [Jab), 1001), 32-40.
https://doi.org/10.35797/jab.10.1.2020.28841.32-40

Tziner, A., Rabenu, E., Radomski, R., & Belkin, A. (2015). Work stress and turnover intentions among hospital
physicians: The mediating role of burnout and work satisfaction. Revista de Psicologia Del Trabajo y
de Las Organizaciones, 31(3), 207-213. https://doi.org/10.1016/j.rpto.2015.05.001

Unisma, F. E. [n.d.). Prodi manajemen. 45-59.

Vallone, F., Smith, A. P., & Zurlo, M. C. (2020). Work-related stress and well-being among nurses: Testing a
multi-dimensional model. Japan Journal of Nursing Science, June, 1-17. https:;//doi.org/
10.1111/jins.12360

Weeks, et al, (2013). (2010). 7| Al (Article) 2F RtLH= (Information) [. 7he Eletronic Library, 341), 1-5.

Widayati, C. at all. (2020). the Effect of Job Satisfaction and Job Environment on. Oinasti International Journal
of Digital Business Management, 1(2), 1-186. https://doi.org/10.31933/DIJDBM

Yoon, J. H,, & Park, J-H. (2020). Effects of Leader-Member Exchange of Nurses who Return to Work after
Parental Leave on Conflict between Work and Family: Focus on the Mediating Effects of Job Stress.
Journal of Korean Academy of Nursing Administration, 26(3), 294. https.//doi.org/ 10.11111/
jkana.2020.26.3.284

Zhang, M., Griffeth, R. W., & Fried, D. D. (2012). Work-family conflict and individual consequences. Journal of
Managerial Psychology, 2/7), 696-713. https./ /doi.org/10.1108,/02683941211259520

40 Global Sociological Review (GSR]





