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Lampiran B Formulir Bimbingan

FORMULIR KONSULTASI SKRIPSI PRODI MANAJEMEN

Semester
Nama Mahasiswa

NIM

Nama Dosen Pembimbing

Mama
MIM

Dosen Pembimbing

. 7 (Tujuh)
. Fiona Margaretha
: 00000055538

Form Bimbingan Skripsi
Program Studi Management
Semester Gasal 2024/2025

: FIOMA MARGARETHA
: DD0000s5538
Angkatan o202

- Dr. Amanda Setiorini, 5.Psi., M_M., ClQaR (Pembimbing)

: Dr. Amanda Setiorini, S.Psi., M.M., ClQar

Mo Tanggal Jam Keterangan Tanggal Approval

1 | 09 September 2024 12-00 Bimbingan pertama melakukan penge- 09 September 2024
cekan dan konsultasi untuk jurnal utama 13:40
(hipotesis dan indikator yang di bahas di
jurnal) dan masalah yang ingin diteliti.

2 | 20 Septamber 2024 10:00 | Bimbingan Kedua 27 Saplember 2024 153
Membahas BAB |
Merevisi dan menambahkan informasi-
latar belakang penelitian
Memberikan informasi untuk isi BAB 11
Sumbser Jurnal Penelitian 10 Tahun Buku 5
Tahun

3 | 2T Septamber 2024 14:00 | Bimbingan Ketiga, mereview dan merevisi | 27 Seplember 2024 15:3
Bab | dan Bab 11

4 10 April 2024 10:00 Bimbingan keempat, konsultasi tabel op- | 04 Okiober 2024 11:50
erasional
penelitian

5 11 Oktober 2024 10:00 Bimbingan Kelima 11 Oktober 2024 11:26

Mereview Bab 2 dan Bab 3

1] 18 Okfiober 2024 10:00 | Bimbingan Keenam 18 Okfober 2024 15:28
Melakukan bimbingan dan merevisi Bab 3

T | 01 November 2024 14:00 Bimbingan Ketujuh 01 MNowember 2024 16:0
Rewview dan Revisi Bab 1 sampai Bab 3

8 | 08 Movember 2024 10:30 Bimbingan Kedelapan 08 November 2024 11:35

Konsultasi Tabel Operasional
9 | 15 November 2024 10:30 Bimbingan Kesembilan 18 November 2024 13:19
Konsultasi Pre Test
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Lampiran C Data Pendukung

Hasil Pre-test Uji Validitas Variabel Work Stress

Correlations

ws1 ws2 ws3 wsd wss Ws6 Ws7 WsE WS wsio WSt ws12 ws13 Ws14  TOTALWS
ws1 Pearson Correlation 1 382 275 342 280 355 380 145 173 280 357 456 233 238 620
Sig. (2-ailed) 064 142 085 134 054 038 442 361 120 053 011 215 208 <001
N 0 El 30 30 30 30 0 0 30 30 30 30 0 0 30
ws2 Pearson Correlation 342 1 359 314 369 183 187 597" 208 043 .268 283 110 076 497"
Sig. (2-tailed) 064 051 091 045 334 I <,001 271 821 152 130 563 691 005
N 30 30 30 30 30 30 30 30 30 30 30 30 30 30 30
ws3 Pearson Correlation 275 350 1 225 413 215 055 380" 315 5417 191 335 141 140 562"
Sig. (2-tailed) 142 051 .232 .023 263 774 038 090 .002 312 070 456 461 001
N 0 El 30 30 30 30 kL] 0 30 30 30 30 0 0 30
wsa Pearson Correlation 342 34 225 1 404’ 087 085 138 82 424 .330 275 1385 175 477
Sig. (2-tailed) 065 091 232 027 610 657 466 335 020 075 141 476 355 008
N 30 30 30 30 30 30 30 30 30 30 30 30 30 30 30
ws5 Pearson Correlation 280 369" 413 404" 1 -011 198 330 259 251 161 208 054 200 487"
Sig. (2-tailed) 134 015 .023 027 955 203 075 167 181 .395 270 777 268 006
N 0 El 30 30 30 30 kL] 0 30 30 30 30 0 0 30
Ws6 Pearsan Correlation 355 183 215 087 -011 1 409 121 a0 202 1250 5907 497" 316 583"
Sig. (2-tailed) 054 334 253 610 855 025 524 504 285 182 =001 005 080 =001
N 30 30 30 30 30 30 30 30 30 30 30 30 30 30 30
ws7 Pearson Correlation 380" 187 055 085 198 409" 1 -.051 307 278 251 406 260 479" 589"
Sig. (2-tailed) 038 a7 774 657 .203 028 787 099 137 181 026 165 007 <001
N 30 30 30 30 30 30 0 30 30 30 30 30 30 30 30
wss Pearsan Correlation 146 597" 380" 138 .330 121 -051 1 339 019 243 250 4607 051 464"
Sig. (2-tailed) 442 <001 038 466 075 524 787 067 921 185 183 010 790 010
N a0 30 30 30 30 30 a0 a0 30 30 30 30 30 a0 30
wsg Pearson Correlation 173 208 315 182 259 101 307 339 1 438 154 083 360 390" 579"
Sig. (2-tailed) 361 271 .090 .335 167 594 099 067 018 418 623 051 033 <001
N 30 30 30 30 30 30 0 30 30 30 30 30 30 30 30
ws10 Pearsan Correlation 200 043 5417 424 251 202 278 019 438" 1 302 203 223 216 5847
Sig. (2-tailed) 120 821 002 020 181 285 137 921 015 105 281 237 252 <001
N a0 30 30 30 30 30 a0 a0 30 30 30 30 30 a0 30
ws11 Pearson Correlation 357 268 191 330 161 250 251 243 154 302 1 3907 378" 360 577"
Sig. (2-tailed) 053 152 312 075 .398 182 181 195 418 108 033 041 051 <001
N 30 30 30 30 30 30 0 30 30 30 30 30 EL] 30 30
Ws12 Pearson Correlation 456" 283 335 275 208 5907 406" 250 003 203 380" 1 408" 197 6397
Sig. (2-tailed) 011 130 070 141 270 <001 026 183 623 281 033 025 207 <001
N a0 30 30 30 30 30 a0 a0 30 30 30 30 30 a0 30
ws13 Pearson Correlation 233 110 141 135 054 497" 260 4607 360 223 378’ 408 1 200 582"
Sig. (2-ailed) 215 563 .456 476 a7 008 166 010 051 237 o041 025 289 <001
N 30 30 30 30 30 30 0 30 30 30 30 30 EL] 30 30
Ws14 Pearson Correlation 238 076 140 175 208 316 478" 051 380" 216 360 187 200 1 565
Sig. (2-tailed) 206 691 461 355 268 089 007 790 033 252 051 287 289 001
N 30 30 30 30 30 30 0 30 30 30 30 30 30 30 30
TOTALWS  Pearson Corelation 6207 497" 562" 477" 487" 583" 589" 4647 5797 5847 577 el 582" 565" 1
Sig. (2-ailed) <001 005 001 .08 .008 <001 <001 010 <001 <001 <001 <001 <001 001
N 30 30 30 30 30 30 0 30 30 30 30 30 El] 30 30

* Correlation is significant at the 0.05 level (2-tailed).

** Correlation is significant atthe 0.01 level (2-tailed)

Hasil Pre-test Uji KMO dan Bartlett’s Test VVariabel Work Stress
KMO and Bartlett's Test

Kaiser-Meyer-0lkin Measure of Sampling Adequacy.

Bartlett's Test of

Sphericity

Approx. Chi-Square

df

Sig.

626

134.980

91

002
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Hasil Pre-test Uji MSA (Anti-image Correlation) Variabel Work Stress

Anti-image Matrices

WS1 Ws2 Ws3 Ws4 WS5 WSE WS7 wsa Wsga WS10 WS11 WS12 Ws13 WS14
Anti-image Covariance  WS1 639 -077 -.020 -.063 -.050 -.040 -.066 041 .002 -.018 -.070 -.081 -012 .008
WsS2 -077 384 -077 -148 004 -.091 -142 -200 -038 102 -.082 059 153 109
WS3 -020 -077 405 136 -129 -.035 137 -.064 -.004 -.230 053 -118 061 -.056
WS4 -.063 -148 136 538 -178 .050 164 065 023 -.190 -022 -1 -.040 -.084
WS5 -.050 004 -129 -178 599 097 -1 -.082 .002 .033 046 -.006 040 -.050
WSE -.040 -.091 -.035 050 097 439 -017 067 095 -.035 100 -173 -178 -.142
WS7 -.066 -142 137 164 -1 -017 442 120 -.063 -110 042 -139 -.081 -174
Ws8 041 -.200 -.064 065 -.082 {067 120 318 -.076 055 -.009 -041 -191 -017
Ws8 002 -038 -.004 023 002 095 -.063 -076 522 -146 121 041 -.109 -181
WS10 -018 102 -.230 -190 033 -.035 -110 055 - 146 .368 -113 087 -015 101
WS11 -070 -.092 .053 -.022 046 100 .042 -.009 A - 113 592 -109 -120 -.205
WS12 -.081 059 -118 =111 -.006 -173 -138 -041 041 0BT -109 441 -.014 096
WS13 -012 153 061 -.040 040 -178 -.061 -191 -109 -015 -120 -014 396 .081
WS14 006 109 -.056 -.084 -.050 -142 -174 -017 -181 AL -.205 096 .081 650
Anti-image Correlation  WS1 917% -156 -.040 -108 -.080 -.076 -124 030 003 -.038 -113 -153 -.024 010
Ws2 -156 5267 -.196 -.326 009 -222 -.345 -571 -.085 .270 -192 144 392 .238
Ws3 -.040 - 196 5957 280 -.262 -.082 322 -A77 -.008 -.585 108 -278 152 -119
WS4 -108 -326 200 5597 -314 102 337 157 043 -427 -.039 -229 -.087 -.155
Ws5 -.080 .009 -.262 -314 7487 188 =217 -189 .004 .070 077 -om .082 -.087
WS6 -076 -222 -.082 102 188 651% -.038 180 198 -.088 185 -392 -.426 -.288
WS7 -124 -345 322 337 -7 -.038 5647 3N -132 -272 082 -314 -146 a=HE
Ws8 030 -571 -A77 157 -189 180 321 547° - 187 159 -021 -109 -.539 -.040
Ws8 003 -.085 -.008 043 004 198 -132 -187 .695% -.333 218 085 -.239 -.337
Ws10 -038 .270 -.585 -427 070 -.0geg -272 159 -333 5407 -.243 215 -.040 224
WS11 =113 -192 108 -.039 077 195 082 -021 218 =243 705% -214 -.248 -.360
Ws12 -153 144 -.278 -.229 -0 -.302 -314 -109 085 215 -214 7237 -.034 194
WS13 -024 392 152 -.087 082 -.426 -.146 -539 -239 -.040 -.248 -034 581% 173
WS14 o1 .238 -119 -155 -.087 -.288 == -.040 -.337 224 -.360 194 A73 571°

a. Measures of Sampling Adequacy(MSA)

Hasil Pre-test Uji Factor Loading (Component Matrix) Variabel Work Stress

Component
Matrix®

Component

1
W51 635
W52 545
W53 585
W54 519
W55 510
WS6 565
WSs7 542
W58 500
W59 534
Ws10 564
Ws11 597
Ws12 670
WS13 571
Ws14 504

Extraction Method:
Frincipal Component
Analysis.

a1
components
extracted.
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Hasil Pre-test Uji Reliability Variabel Work Stress

Reliability Statistics
Cronbach's
Alpha M of ltems
B26 14

Hasil Pre-test Uji Validitas Variabel Job Burnout

Correlations

JBO1 JBO2 JBO3 JBO4 JBOS JBO6G JBOT JBOS JB09  TOTALJBO

JBO1 Pearson Correlation 1 546 000 473" a3 216 118 219 304 5277

Sig. (2-tailed) 002 1.000 008 042 252 535 244 103 003

N 30 30 30 a0 30 30 30 30 30 30

JBO2 Pearson Correlation 546 1 296 361" 369" 497" 261 351 066 608"

Sig. (2-tailed) 002 112 050 045 005 163 057 73 <001

N 30 30 30 a0 30 30 30 30 30 30

JBO3 Pearson Correlation 000 296 1 270 3807 362 130 49” 150 516

Sig. (2-tailed) 1.000 112 150 039 050 495 006 430 004

N 30 30 30 a0 30 30 30 30 30 30

JBO4 Pearson Correlation 473" 3617 270 1 45 019 336 396 482" 7047

Sig. (2-tailed) 008 050 150 022 819 069 030 007 <001

N 30 30 30 a0 30 30 30 30 30 30

JBOS Pearson Correlation 373’ 369 380 415 1 462 049 419 356 8217

Sig. (2-tailed) 042 045 039 022 010 799 o 053 <001

N 10 10 10 a0 10 10 10 10 10 10

JBO6 Pearson Correlation 216 497" 362 019 462 1 251 402 193 5247

Sig. (2-tailed) 252 005 050 819 010 181 028 307 003

N 30 30 30 a0 30 30 30 30 30 30

JBO7 Pearson Correlation 118 261 130 336 048 251 1 597" 3817 6227

Sig. (2-tailed) 535 163 495 069 799 181 <001 038 <001

N 30 30 30 a0 30 30 30 30 30 30

JBOS Pearson Correlation 219 351 49” 396 g 402" 597" 1 562" 820"

Sig. (2-tailed) 244 057 006 030 021 028 <001 oo <001

N 30 30 30 a0 30 30 30 30 30 30

JBOg Pearson Correlation 304 066 150 4a2” 356 193 aa1” 5627 1 666

Sig. (2-tailed) 103 a3 430 007 083 307 038 oo <001

N 30 30 30 a0 30 30 30 30 30 30

TOTALJBO  Pearson Correlation 527" 609" 516 7047 6217 5247 6227 820" 666 1
Sig. (2-tailed) 003 <001 004 <001 <001 003 <001 <001 <001

M 30 30 30 a0 30 30 30 30 30 30

** Correlation is significant atthe 0.01 level (2-tailed).

* Caorrelation is significant atthe 0.05 level (2-tailed).

Hasil Pre-test Uji KMO dan Bartlett’s Test VVariabel Job Burnout

KMO and Bartlett's Test

Kaiser-Meyer-0lkin Measure of Sampling Adeguacy.

Bartlett's Test of
Sphericity

Approx. Chi-Square

df
Sig.

638
93.958
36
=001
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Hasil Pre-test Uji MSA (Anti-image Correlation) Variabel Job Burnout

Anti-image Matrices

JEO1 JBO2 JEO3 JEO4 JBOS JEOG JEOT JBO® JEOQY
Anti-image Covariance  JBO1 506 -.222 159 -120 -.057 -.002 076 000 -.086
JBO2 -.222 431 -.049 -.099 013 -180 -.043 -.045 78
JBO3 159 -.049 570 -134 -.038 -108 140 -.185 .087
JBO4 =120 -.099 -134 441 -147 213 -136 046 -.152
JBOS -.057 013 -.038 -147 509 =191 75 -.086 -.034
JBOG -.002 -.180 -.105 213 =191 484 -104 008 -.081
JBOT 076 -043 140 -136 7S -104 493 -212 -016
JBOSE .000 -.045 -.185 046 -.086 .008 -212 336 - 163
JBOY -.096 75 087 -152 -.034 -.081 -016 - 163 484
Anti-image Correlation  JBO1 B57° -475 .296 25T -112 -.005 151 001 -.185
JBO2 -475 6417 -.100 -.228 027 -.385 -.093 -118 382
JBEO3 206 -.100 5937 -.268 -070 -.200 264 -423 165
JEO4 -.253 -.228 -.268 &107 -310 460 -.293 120 -.328
JBOS -112 027 -.070 =30 7208 -.386 .350 -.207 -.068
JBOG -.005 -.395 -.200 460 -.386 588° =213 020 -.168
JBOT 151 -.093 264 -.293 350 =213 5637 -522 -.033
JEOS .00 -118 -.423 120 -.207 .020 -.622 6a7? -.404
JBOY -.195 382 65 -.329 -.068 -.168 -.033 -.404 6547

a. Measures of Sampling Adequacy(MSA)

Hasil Pre-test Uji Factor Loading (Component Matrix) Variabel Job Burnout

Component

Matrix?

Component

1

JBO1 567
JBOZ2 G656
JBO3 536
JBO4 G6E
JBOS 584
JBOEG 591
JBO7V 545
JBOB 795
JBOS 622
Extraction Method:
Principal
Component
Analysis.
a.
components
extracted.
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Hasil Pre-test Uji Reliability Variabel Job Burnout
Reliability Statistics

Cronbach's
Alpha M oofltems

802 g

Hasil Pre-test Uji Validitas Variabel Turnover Intention

Correlations

I Iz TI3 TOTALTI
T Pearson Correlation 1 5297 583" 825"
Sig. [2-tailed) .003 <001 <001
M 30 30 30 30
TI2 Pearson Correlation 5287 1 6447 848"
Sig. (2-tailed) .003 <001 <001
M 30 30 30 30
TI3 Pearson Correlation 5837 Bad” 1 arg”
Sig. (2-tailed) <001 <0071 <001
M an 30 30 30
TOTALTI  Pearson Correlation 825" 848" 879" 1
Sig. [2-tailed) <001 <0071 <001
M an 30 30 30

** Correlation is significant atthe 0.01 level (2-tailed).

Hasil Pre-test Uji KMO dan Bartlett’s Test VVariabel Turnover Intention
KMO and Bartlett's Test

Kaiser-Meyer-0lkin Measure of Sampling Adequacy. 703
Bartlett's Test of Approx. Chi-Square 27 .553
Sphericity df 3

Sig. = 001

Hasil Pre-test Uji MSA (Anti-image Correlation) Variabel Turnover Intention

Anti-image Matrices

TH TI2 T3
Anti-image Covariance TN 620 -144 -.208
TI2 -144 549 -.256
TI3 -.208 -.256 504
Anti-image Correlation TN 7569 -.247 =372
TI2 -.247 7007 -.487
TI3 -372 -.487 BET?

a. Measures of Sampling Adequacy(MSA)
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Hasil Pre-test Uji Factor Loading (Component Matrix) Variabel Turnover
Intention

Component
Matrix®

Component
1

TH 821
TI2 853

TI3 877
Extraction Method:
Principal
Component
Analysis.

a.
components
extracted.

Hasil Pre-test Uji Reliability VVariabel Turnover Intention
Reliability Statistics

Cronbach's
Alpha M oof tems

809 3|

Hasil Outer Model

Ws01 - Ws02 - Ws03 Ws04 Ws05 Ws06 Wso7 Ws08 Ws09 Ws10 Ws11 ws12 Ws13

I N \m\% ]
==

h 0811 =
0.849770825 0,823 __0.865_0-819 0839 0218 0805~ 0827 -08207"0.833

ko.m?

18006
08237 /job Burnout
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a) Hasil uji validitas dan relliabilitas
Uji Validitas

JBOO1 0770
JBO02 0244

JBOO03 0838

JBO04 0833

JBO0S 0786 |

JBO06 0813

JBOO7 0223 |

JBO08 0795

JBO09 0240

TIo1 0.907

Tioz 0.897

T3 ' 0921

Wso1 0.849
ws02 ' 0825
Ws03 ' 0823
WS04 0.865
Ws05 ' 0819
WSs0e 0.826
Wso07 0.831
WSs08 0.811
Ws09 0839
ws10 ' 0818
ws11 0.805
ws12 0827
ws13 0829
Ws14 0833

Uji Reliabilitas

Job Burnout 0937 0939 0947 0.666
Turnover Intention 0.894 0.894 ‘ 0.934 ‘ 0.825
Work Stress 0.965 0965 0968 0687

b) Hasil Outer Model
Fornell-Larcker

Job Burnout 0.816
Turnover Intention 0.822 0.908
Work Stress 0.750 0.745 0.829
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HTMT

Job Burnout

Turnover Intention 0.897

Work Stress 0.787 0.801

Cross Loadings

JBOO1 0770 0.644 0.559
JBOO2 0.844 0.719 0.666
JBOO3 0.838 0.713 0.650
JBOO4 0.833 0.681 0.636
JBOOS 0.786 0.646 0.561
JBOO6 0813 0.649 0.606
JBOO7 0.823 0.678 0.630
JBOO08 0.795 0.612 0.561
JBOO09 0.840 0.684 0.627
TIo1 0744 0.907 0.681
Tio2 0.740 0.897 0.685
TI03 0.755 0.921 0.664
wso1 0.631 0.652 0.849
wso02 0.615 0.612 0.825
Ws03 0.602 0.599 0.823
Ws04 0.669 0.675 0.865
Ws05 0.596 0.574 0.819
Wso06 0.630 0.618 0.826
Wso7 0.598 0.590 0.831
wsos 0.596 0.611 0.811
Ws09 0.641 0.628 0.839
Ws10 0.647 0.621 0.818
wsi11 0.601 0.613 0.805
ws12 0.606 0.594 0.827
Wws13 0.632 0.635 0.829
ws14 0631 0.610 0.833
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c) Hasil Uji Inner Model
Bootstrapping

Ws01 Ws02 Ws02 Ws04 Ws03 WSs06 Wso7 Ws08 Ws09 Ws10 Ws11 Ws12 Ws12 Wws14

$'\\'m\;}w‘\ww\w A m/; /'/'///'// )

—_0.0000.000-0.000

Tio1
O.IXlO*
> 0.000 Tio2
0.000,
.
Tio3

Turnover Intention

VIF

Job Burnout 2.286

Turnover Intention

Work Stress 1.000 2.286

R-Square

Job Burnout 0.563 0.561

Turnover Intention 0.713 0.711
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Job Burnout

0.552

Turnover Intention

Work Stress

1.286

0.132

Job Burnout -> Turnover Intention

0.552

Work Stress -> Job Burnout

1.286

Work Stress -> Turnover Intention

Q-Square

0.132

Job Burnout

0.557

0.669

0.450

Turnover Intention

0.550

0.674

0.463

SRMR 0.032 0.032
d_ULs 0.359 0.359
dG 0.289 0.289
Chi-square 448.279 - 448.279
NFI 0.931 | 0.931
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Path Coefficients

Job Burnout -> Turnover Intention
Work Stress -> Job Burnout

Work Stress -> Turnover Intention

0294 0297 0.094 3.137 0.002

0.451 0.072 6.249 0.000
f

Work Stress -> Job Burnout - Turnover Intention 0.451
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Lampiran D Pertanyaan Google Form

KUESIONER PADA KARYAWAN

Hallg, zelamat pagi, siang, dan malam! Perkenalkan saya Fiona, salah satu mahasiswa
semester tujuh di Universitas Multimedia Musantara jurusan Manajemen konsentrasi
Hurnan Capital. Saat ini, saya sedang melaksanakan sebuah penelitian di dalam rangka
penyusunan tugas akhir berupa skripsi, yang dimana merupakan salah satu syarat untuk
memperoleh gelar sarjana.

Saya sangat mengharapkan partisipasi anda untuk mengisi pertanyaan-pertanyaan yang
terdapat di dalam kuesioner ini. Kuesioner ini terdiri dari 5 halaman. Perlu diketahui bahwa
jawaban Anda tidak ada yang benar atau salah. Jadi, silahkan pilin jawaban yang paling
cocok dengan diri Anda. Dan jangan khawatir, karena identitas dan jewaban Anda akan
dijaga kerahasiaannya, dan diperlakukan sesuai dengan kebutuhan akademis dan sesuai
dengan profesionalitas berdasarkan standar etika penelitian.

fionamargaretha28@gmail_com Switch account &y
B2 Mot shared

* Indicates required question

Mame *

YYour answer

Jenis Kelamin *

() Lakidaki

O Perempuan

21-25
26-30
31-35
36-40
40-45
=45

132
PENGARUH WORK STRESS..., Fiona Margaretha, Universitas Multimedia Nusantara



Tempat Bekerja *

O Hotel Atria

Atria Residences
Hatel Vega
Hotel Vivere
Haotel Episode
Hotel Ibis

Hatel Quibika

OO0 0O0O0C0O0O0

Parador Hotels & Resorts

Bekerja di Hotel Bintang 3 atau 4 di Gading Serpong *

IC:I lya
() Tidak

Divisi Pekerjaan *

Your answer

Lama Bekerja *

() 1-2 Tahun
O =2 Tahun

Apakah status karyawan anda tetap di hotel bintang 3 atau hotel bintang 4 di *
Gading Serpong?

() Iya
() Tidak
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Section 2 of 5

Stress Kerja ¥

Stress Kerja dianggap sebagai salah satu bahava kesehatan di tempat kerja vang fenomenal di seluruh dunia
bagi setiap karyawan {Salama 202Z2)

Saya dapat melakukan pekerjaan dengan cara yang berbeda *
Sangat Tidak Setuju @ @ - @ @ Sangat Setuju

&

Saya mendapat tugas tanpa mengetahui persyaratan (job specification) yang dibutuhkan
untuk melakukan pekerjaan tersebut

Sangat Tidak Setuju @ @ - @ @ Sangat Setuju
Sava perlu melanggar kebijakan dan/atau aturan untuk menyelesaikan sebuah tugas ®

Sangat Tidak Setuju @ @ - @ @ Sangat Setuju
Saya bekerja sama dengan beberapa kelompok yang memiliki cara kerja berbeda ™

Sangat Tidak Setuju @ @ - @ @ Sangat Setuju
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Saya mendapatkan tugas yang bertolak belakang dari beberapa orang ™

Sangat Tidak Setuju . . - - Sangat Setuju

&

Saya menerima tugas tanpa bahan dan sumber daya (job specification) yang sesuai untuk
menyelesaikannya

Sangat Tidak Setuju . . - - Sangat Setuju

&

Sava melakukan hal-hal yang lebih pantas dilakukan oleh orang tertentu dan tidak dilakukan
oleh orang lain

Sangat Tidak Setuju . . - - Sangat Setuju

Saya mengerjakan hal-hal yang tidak penting *

Sangat Tidak Setuju 9 9 WA 9 9 Sangat Setuju

Saya belum merencanakan tujuan dan sasaran yang jelas untuk pekerjaan saya *

Sangat Tidak Setuju @) @) L @) @) Sangat Setuju
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Saya sadar bahwa saya tidak membagi waktu dengan baik *

Sangat Tidak Setuju . . - - Sangat Setuju

Saya tidak memahami tanggung jawab saya dalam pekerjaan *

Sangat Tidak Setuju . . - - Sangat Setuju

Saya tidak tahu persis apa yang diharapkan dari pekerjaan saya ™

Sangat Tidak Setuju 9 9 WA 9 9 Sangat Setuju

Saya tidak tahu dengan jelas apa yang harus saya lakukan *

Sangat Tidak Setuju 9 9 WA 9 9 Sangat Setuju

Saya tidak yakin dengan otoritas yang saya miliki

Sangat Tidak Setuju . . - - Sangat Setuju
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Burnout v
*

Burnout merupakan salah satu jenis respon yang timbul karena stress yang sering muncul pada orang-orang
yang berhubungan langsung dan imens dengan orang lain, baik itu mahasiswa, klien, maupun tamu (Salama
2022)

Saya merasa terkuras secara emosional karena pekerjaan saya *

Sangat Tidak Setuju 9 @ L 9 9 Sangat Setuju

Saya merasa lelah di penghujung hari kerja ™

Sangat Tidak Setuju @, @, - - - Sangat Setuju

Saya merasa sangat lelah saat bangun pagi dan harus menjalani hari ini di tempat kerja ”

Sangat Tidak Setuju @ @ L @ @ Sangat Setuju

Bekerja dengan orang-orang vang sifatnya beragam sepanjang hari sebenarnya merupakan
tekanan bagi saya

Sangat Tidak Setuju @ o @) @ o Sangat Setuju
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Saya merasa lelah dengan pekerjaan saya

Sangat Tidak Setuju o @ (U o Sangat Setuju

Saya merasa frustasi dengan pekerjaan saya ™

Sangat Tidak Setuju P @, A 9 P Sangat Setuju

Saya merasa telah bekerja terlalu keras *

Sangat Tidak Setuju . - - . Sangat Setuju

Bekerja secara langsung dengan orang lain membuat saya merasa stress ”

Sangat Tidak Setuju - - - - Sangat Setuju

Saya merasa pekerjaan saya selesai begitu saja*

Sangat Tidak Setuju 9 (U (U 9 Sangat Setuju
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Turnover Intention

w
Ay

Turnover Intention dipandang sebagai sebuah pergerakan karyawan di luar batas-batas organisasi (Salama
202Z)

Jika diberikan kesempatan, saya akan memilih pekerjaan yang berbeda *

Sangat Tidak Setuju 9 9 L @ U Sangat Setuju

Saat ini, saya benar-benar mempertimbangkan untuk berhenti dari pekerjaan ini *

Sangat Tidak Setuju 9 (L @ 9 Sangat Setuju

&

Saya berniat mencari pekerjaan baru dalam kurun waktu kurang dari setahun atau satu tahun
lebih

Sangat Tidak Setuju - - - - - Sangat Setuju
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employees” t eri tnlhchnldmdustry h it aims to identify the effect of work
stress on job burnout besid ing the p | mediating role of job burnout in the relationship
between work stress and employees’ t eri in Egyptian hotels. For achseving this aim,

the questionnaire was designed for Egyptian hotel employees and structured to cover four key parts:
(1) demographic chnxacﬁauhc: of c.-mployts of I'mtr.-ls. (2) work stress items, (3) job bumout items,
and (4) b eri Structural g (SEM) Its were obtained using AMOS
software, 1BM, version 24. The results mdlabe that job burnout partially mediates the relationship
between work stress and turnover intentions. To be more specific, work stress has a significant
positive effect on the tumover intention (f = +0.40, p < 0.01), and a significant positive effect on job
bumout (§ = +0.43 p < 0.01). Thus, there exists a strong positive association between work stress
and turnover intentions as well as a positive assocation between job burnout and work stress. The
findings of this study would help policymakers, hotel managers as well as practitioners to fonnul.\te
policies for lessening the work stress, job bumout, and turnover i i hotel employees.

Keywords: work stress; job burnout; tumover; intentions

1. Introduction

Employee tumover has given rise to a challenge for the hotel organizations as they
had always shown their concerns about providing the quality service to their clients [1].
The hotel industry is experiencing the labor shortages in the developed countries as well as
the emerging markets [2]. In the hospitality industry, the entire turnover rate was found to
be 27.6 percent in 2014 alone, in China [3], drawing the attention of the industry managers
and academics [4]. Consequently, bringing down the turnover rate has become the top
priority for the industry.

Hotel employees are instrumental in building positive customer experiences that
are vital elements of the customer satisfaction as well as the evaluation of the service
quality [5,6]. Although technological development contributes to the development of
employees” performance and capabilities, this transformation is capable of creating the
nerve-wracking working conditions, where almost every employee is put under persis-
tent observation/monitoring [7]. Duraisingam et al. [8] suggest that intense stress at the
workplace adversely impacts the employees and lessens their association with the work,
consequently affecting turnover intention. Hotel employees also face a lot of provoca-
tions /challenges while accomplishing their tasks/jobs [9]. Experiencing a substantial
amount of work, regular variations in conditions, dearth of the feedback about perfor-
mance, and truncated remunerations, they grow upset as well as exhausted very easily,

int. |. Emourowe. Res. Public Health 2022, 19, 9724 https:/ /doLorg/10.3390/ gerph19159724
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which sequentially impacts their behavior adversely and might result in their resignation
frorm the jol [10].

Ome precarious challenge being faced by the hotel emplovees is work stress. Ex-
tended time of operation, diverse behaviors, a high demand /low resource job model, and
miniature feedback give rise to high levels of burnout and stress [11]. With the passage
of time, burnout and work stress pave the way to a low level of job performance as well
as extraordinary turnover intention. Staff work pressures have captivated scholars over
the previous two decades, but research studies have primarily focused on other areas,
for instance accounting, sales, and nursing [12]. The hotel sector, although seen as more
stressful, has attracted less attention [13].

Upon surpassing a threshold, the stress brings about the behavioral and psycholog-
ical reactions for defense [14]. If hotels make available a support system that facilitates
workers in relieving the stress, diminishing the deleterious emotions, and adapting to hotal
establishments, the workers are expected to demonstrate higher lovallty and performance,
consequently bringing down the turnover. Moreover, various studies have explored the
associations among workplace characteristics, job, organizational environment, turnover
intention, and self-styled support | 14].

Job burnout is without a doubt a precarious issue calling for extensive attention from
researchers and managers. It has been associated with a variety of adverse retorts to the
profession /job, encompassing squat organizational commitment, job discontentrment, and
extraordinary profession,/job turnover intention [15]. Several studies [16-158] have advo-
cated thal burmout gives rise to a considerable cost for workers as well as organizations an
account of extraordinary reduced productivity, absentesism, and job turnover. Job burnout
serves as one of the most imperative predictors of tumover intention and job satisfaction.

Most studies have investigated the impact of work stress on turnover intentions.
Moreover, there are studies that have investigated job burmout and its effect on turnover
intentions. However, there are no prior studies that dealt with the association between
work turnover and work stress and the facilitating role of job burnout. In this research
study, we aim at exploring the effect of work steess and job bumoul on employees’ lurmover
intention in the hotel industry besides identifying the adverse impact of work stress on
job burmout.

1.1. Work Stress

Work stress is perceived to be among the phenomenal workplace health perils in the
entire world for emplovees. The word stress refers to force or pressure on the individuwal
caused by higher authorities [19]. Job stress has been viewed as incapability, an adverse
emational state, burden, response to job stressors, psychological state, and the trait depen-
dence [20]. Occupational stress means the incompetence o tackle the challenge or pressure
as a result of the job owing to a pitiable fit amongst the capability of the workforce and the
job conditions and essentials [19].

Causes of work stress can be divided into two categories, namely internal causes and
external causes. The internal causes implicate an individual's mindset and approach, ete.
They stem from within the person and bring about stress. They hinge on the perception of
any individual. Even if no threat exists in the surrounding, a person might experience an in-
timidating situation or person and might become fatigued [21]. External causes encompass
numerows external factors inside an organization that adversely impact the performance
of an individual in an organization. They encompass control al work, working hours, job
insecurity, managerial style, overload, and underload. Occasionally, the situations calling
for the behavioral allerations might put any employves under stress [21].

The paychosocial risks caused by work stress can be classified into job insecurity, labor
intensification, and imbalance in the work and personal life. The businesses are unable
to continue their contracts, leading to a decline in jobs, and bringing about a sense of
imsecurity as well as anxiety among the employees. They must handle a higher day-to-day
workload and work pressure om a daily bagis. The pressure at work, greater workload, and
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imsecure work may give rise to the problems which the workforces hold over into theie
private lives [22]. The work stress results in adverse consequences. Loads of behavioral
glitches are the result of work-related stress, which encompasses disagreeable inleractions
among coworkers, increased rate of absence, and steady loss of morale [23].

Work stress is divided into two key structural dimensions, namely role ambiguity and
role conflict. Role conflict spells out that when persons experience two or more expectations
about their role, they are unable to fulfill both expectations simultanesusly. Role ambiguity,
alternatively, denotes the feelings of the emplovees when they are undecided or lack an
appropriate mastery of their role and are unable to attain vibrant role expectations at
work [24].

1.2, Job Burnouit

Ower the past few years, interest in burnout has increased as we have begun to under-
stand the significant negative impact it has on the employees in the work environment [25].
Workplace bumout is, in fact, an ultimate calamity in the psychosomatic of the people
acquaintances al work. Stress originates from environmental plus internal demands which
adversely impact psychosomatic well-being. Psychosocial stressors that contribute to
burnout at the workplace take account of extended working times, job uncertainty, higher
workloads, poorer scenarios for salary as well as promotion, vague project roles, and time
and budget pressures which contribute to errors and compromise on the standards of
ethics and quality. Burnout can affect engagement at the workplace [25]. Burnout is a type
of stress response that often appears in people who have direct and intense contact with
others, whether they are students, clients, or guests. It arises when an individual tries o
accomplish oo many tasks in a short time duwe 1o unrealistic deadlines, loo many projects,
and meetings. While stress is not bad at times, everyone has his/her limits. Once you cross
those limils, burnout i more likely to set in [27].

Workplace burnout leads to loss of productivity and employee tumover. Burnout
affects the human systern, thus affecting productivity and performance [28-30]. Burnoul
describes a particular type of emotional depletion with tight work, lack of commitment,
and loss of motivation in young volunteers with high commitment within the work en-
vironment [31]. Maslach referred to this as the phenomenon of indifference and lack of
respect for the organization’s clients [32].

Job burmout is, as a matter of fact, a psychosomatic syndrome associated with stress
at the place of work [32]. Job bumaout is, in reality, a type of mental fatigue accompanied
by meental stress related to the job and work atmosphere. It is also a delayed response bo
factors causing chronic interpersonal stress plus mobility in the field of occupations which
are likely Lo be seen in relieving and counseling occupations, responsibilities, and duties
of these types of jobs. Job bumout is, actually, one of the foremost reverberations of work
stress [33-35].

1.3, Impact of fob Burnout

Many health and psychological problems for workers result from job burnout, such
a5 job dissatisfaction, low production quality, and work-related factors such as constantly
changing expectations, work pressure withoul an cutlet for support, and conflicting job
roles that can cause job bumout syndrome [36,37]. Personality traits such as work orienta-
tion, need for assertiveness, and idealism can increase the risk of job burnout [33]. Maslach
asserted that job burnout is, as a matter of fact, a rejoinder to personal and emotive stressors
at the occupation,/ job, resulting in negative feelings such as dearth of accomplishment, low
productivity at work, and inefficiency | 39—41]. Emotional exhaustion, ranging from mild
boredom to severe depression, unemotional treatment of people, and a dearth of a sense of
individual completion are seen as the main causes of job burnout [42,43].

Job burnowt means a condition that pops up due to the recurrent exposure bo stressful
situations al work that cause physical, mental, and emotional exhaustion. Job burnoul
continues to adversely affect workers in many organizations [44], which resulls in an

142
PENGARUH WORK STRESS..., Fiona Margaretha, Universitas Multimedia Nusantara



It |. Environ. Brs. Pubilic Heafth 2022, 19, 5724 4of20

impact on the efficacy of the institutions besides bringing about unacceptable effects on the
employees. Risk factors associated with the job burnout encompass lack of support by the
organization, lack of motivation, dearth of clarification, incompetence, increased respon-
sibilities, and unrealistic expectations [45]. It also includes manifestations of controlling
interpersonal relationships and withdrawal symptoms, family problems, health issues, and
low performance. For this reason, all managers must implement appropriate strategies
which will facilitate them in making an advantageous workstation atmosphere to protect
the employees from going through the issues linked to burnout [37].

Job burnout increases alcohol addiction, which can often lead to violence and aggres-
sion within the work environment. Reasonably, once employees are content with their
profession/ jobs and feel extra efficient, they become able to voluntarily assist others in
their related work. Similarly, when they find themselves less capable and less skillful at
their work, they perceive that they are unable to control their irritability, and exhaustion
causes mood swings that lead to mistreatment of others [46]. Unfortunately, there is little
interest in the affiliation between the mistreatment of co-workers and job burnout, and
sabotage from poor work environmments [34].

Roy [41], Beheshtifar and Omidvar [47]. Shah et al. [45], and Elgil et al. [49] referred to
a model of the Maslach Burnowt Inventory General Survey (MBI-GS) that was developed
by Maslach and Jackson in 1996, According to this model, there exist three core facets of
burnout, namely depersonalization, reduced personal accomplishments, and emotional ex-
haustion. The burnout occurs as workers become frustrated with their occupation /jobs and
less concerned about their customers, conseqguently culminating in progressively adverse
work-related insolence. It is associated with the forfeiture of resources and personality
characteristics. It envisages numerous adverse employee-related abilities, such as absen-
teeism and job tumover. Furthermore, it has been associated with adverse mental health
aftermaths such as depression, poor sleep, and the use of aleohol or drugs [40].

1.4, Turnooer Intention

Turnover is viewed as the movement of employees outside the boundaries of the
organization [50]. Employee turnover denotes the phenomenon of employees’ saying
goodbye to an organization willingly. The decision of an employee to say goodbye to an
organization i exorbitant for the organization as well as the individual [37]. Tumover
intention refers to the chances that a person will leave the current job within a short
period of time. In simple words, it is the employee’s intention to change the job [51].
The twrnover intention may be explicated as an intention of sayving goodbve to a job.
High turmover is generally explicated as bad, and it is presumed expensive as it threatens
quality. Another negative is the endless need for hiring and training new employees. In
the healthcare sector, it is expected to have an adverse impact on fulfilling the needs of
the customers plus offering a satisfactory service [5Z]. Three fundamental components
are generally given due consideration while computing turnover costs of the employee,
encompassing training costs, replacement costs, and separation costs. Labor tumover
was seen as a two-dimensional concept, divided into voluntary and involuntary turnover,
between an individual leaving a job and joining another workplace [5354]. The tumover
intentions were weighed with the help of an adapted three-item measure scale on the basis
of Abdu [55]. These three items are as follows: (1) At present, | am surely considering
resigning from my current employment in the resort; (2) Perhaps 1 will make an effort to
find a new occupation within a vear; (3) If I have a choice of choosing again, 1 will opt for
working in another profession [40,56].

1.5, The Association between Work Stress and Tiernooer Intenbions in Holels

Liu et al. [57] mentioned that work stress had a positive and ancillary impact on the
turnover intentions of the employees. Job satisfaction weakens the impact of work siress
on turnover and indicated only a univariate linkage between work stress and tumover
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intentions. The rate of work turnover intentions rises because of the high work stress that
results from the workload and negative emotions at work.

Ahn and Chaoyu [58] and Zahra et al. [59] laid emphasis on the existence of a re-
lationship between work stress and the rate of work turnover from the perspective of
organizational justice. They explained the effect of organizational justice on the unsteadi-
ness of the negative effects that increase the rate of work turnover, and they revealed a
direct connection between the intention of turnover and work pressure, with the presence
of satisfaction as a mediating variable between the three variables. Prasetio et al. [60]
supported a significant positive connection between turnover intentions and work stress in
hotels. Hotel employees who have lower stress levels will exhibit a lower level of intention
to quit. Moreover, Omar [24] revealed a positive association between intention to leave
and job stress. The extraordinary stress of the employees increases their aspiration to
leave the workstation [61]. Though every employee aspires to leave the work at diverse
levels, work stress is an imperative factor behind the intention to leave, and it increases the
probability of resigning from the work. Huang et al. [62] referred to the effect of avoidance,
social support, and problem-solving as the managing strategies for turnover intentions and
occupational stress among the employees of a hotel. They found that occupational stress
was positively associated with the intentions of the hotel employees regarding leaving the
job. The study also elucidated occupational stress's role as an imperative facilitator in the
association between the managing strategies.

1.6. The Relationship between Work Stress and Job Burnout

Li [63] and Firouzbakhsh [64] indicated a correlation between job burnout and work
stress, showing that jobs in the healthcare sector are exceedingly stressful, the work atmo-
sphere is pathetic, and occupational experience, work relationships, work responsibilities,
and work overload add to the occupational tension [65,66]. The psychological aspect has
turmed out to be a more and more obvious social issue among medical workers. Thus, it is
understandable that extended working hours and performing frequent shift work result in
anxiety, burnout, tension, negative emotions, and depression along with physical tiredness,
which further emanant a decline in quality of life and working ability [67,65].

Other researchers persuaded burnout amongst correctional officers and prison case-
workers [69]. They focused on the effect of correctional officers” burnout and job stress, the
effect of organizational commitment, job satisfaction, and job stress on burnout [70], and
the effect of cynicism and depersonalization on burnout [71].

Concerning job burnout, the employees in five-star hotels informed that they occa-
sionally feel bumed out with their work just due to the work stress. They elucidated that
they become fatigued as a consequence of excessive work demands. Various employees
remarked that work stress has resulted in burnout of the employees. Job bumout and work
stress are positively correlated. It is hypothesized that burnout is positively correlated with
1S amongst hospitality employees [72]. Hu et al. [73] indicated that applying direct work
strategies in dealing with work stress for some hospitality sector supervisors reduces the
possibility of job burnout. Wen et al. [74] stated that there are four facels of role stress: qual-
itative overload, quantitative overload, ambiguity, and conflict. Role ambiguity and role
conflict are found to be expressively associated with burnout. Ambiguity has an adverse
impact on the employees. The study also revealed that role conflict is a vital conjecturer of
emotional exhaustion. Moreover, role ambiguity is positively associated with the dearth
of self-perception and turnover intention of front-line hotel employees. Furthermore, job
stressors have been found to be positively associated with emotional overtiredness amongst
hotel employees.

1.7. The Relationship between Job Burnout and Turnover Intention in Holels

Job burnout causes negative effects on employees—i.e., negative attitudes toward
the job and indifference to customer service [75]. Job burnout is a syndrome that occurs
through interaction with various personal, environmental, and professional factors [76].
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The increased competition and the development of human resource techniques have facili-
tated the organizations in sustaining capable/competent employees besides enabling them
to keep their performance high. Monetheless, the organizations are at all times scared of
mislaying their human capital as each organization bears a lot of expenses for educating,
culturing, and preparing its staff in attaining prime efficiency and productivity; the orga-
nization experiences mislaying experiences and skills by losing its critical and valuable
wiorkioroe, for which the organization has pul in yvears of effort [34].

As organizations are well aware of the efficacious factors as well as the causes behind
employees’ leaving the organization, they employ various effective policies and techniques
for sustaining the efficaciows human resources beforehand. Hence, studies are needed that
explore the effect of conflict in life and work and job burnout [77]. Imperative research
studies were conducted on the existence of burnout to increase the absentesism rates of
the employvee besides exploring the statistically significant correlations between employes
absenteeism and the dimensions of job burnoul. These studies revealed that the dimensions
of job bumout were found to be associated with absenteeism attitudes and behaviors [45].
Han |[78] indicated that the custorner rudeness and its relationships explicit to the work-
place environment of the restaurant that give rise to job burnout for the workforces in
addition o its impact on the intent of work tumover among frontline employees in the
restaurants. These studies also revealed that organizational as well as supervisory support
has noteworthy cross-level interaction impacts on the association berween burnout and
customer redeness besides a substantial effect on the turmover intentions of the employes.

Rahim and Cosby [79] explored the presence of a positive association between job
burnout and the rate of work turnover. They found out that job burnout arbitrates the
association between tumover intention and workplace rudeness. Moreover, workplace
rudeness was found o be adversely associated with job performance. To pul it another
way, participants undergoing advanced levels of rudeness stated superior levels of the
job bumout and consequently augmented turnover intention and lesser levels of job
performance. Rahim and Cosby [79] showed that there exists a direct relationship, linking
burncut and turnover intention about the ancillary effect of burnout on the tumover
intention with work engagement acting as the partial mediator. Kartono and Hilmiana [50]
showed that job burnout positively impacts the tumaover intention. This is contemplated in
the job burnout indicators, namely declining work performance, depersonalization, and
exhaustion |75]. Exhaustion is permeated by boredom and the sense of too much workload,
whereas depersonalization is permeated by selfishness (abways believing that he or she
is far better than others). In addition, declining work performance is permeated by low
productivity and self-efficacy, which are the factors responsible for the lurmover intention
in any company.

Bayer [31] explained that the employee should invest more in physical and mental
standards besides making more effort in case of difficulties in achieving themn. For em-
ployees, workload might be a sweet burden plus a disturbing nightmare; an appropriate
workload could inspire employees continuously for mastering their skills, enhancing their
confidence, and promoting their work performance [52]. Kim and Stoner [53] suggest that
the ernotional exhaustion subscale poses the utmost effect on the turnover intention. An
average decrease in employee turmover results from an increase inemplovee job satisfaction.
The lower level of job satisfaction of the nurses taking care of the patients diagnosed with
COVID-1% has been found to be hurting their burnout and turnover intention [54].

1.8, The Mediating Role of Job Burnou! in the Relationship between Work Stress and Turnover
Intentions

Thomas [53] emphasized that the employee will show different reactions when waork-
Ipads are excessive. He stressed that job bumout is amongst the causes of increased work
turnover intentions. The employee turmover intention arises when the individual feels
a lot of work pressure and job dissatisfaction. There exist parallels between tumover
intention and burnout besides remarkable impacts of burnout on turnover intention [15]
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because an employee experiencing higher burnout would display greater turnover inten-
tion [ 54]. Shanafelt et al. [85] determined the notably positive parallels between lumover
intention and burnout. Shreffler et al. [56] indicated the considerably positive impacts of
burnout on furnover intention along with the facilitating effects of emotional exhaustion,
dehumanization, and diminished personal accomplishmsent.

Cattan [ £7] talked about a positive association between bumout and levels of work-
related stress among hospital nurses serving in all three kinds of hospitals in Saudi Arabia.
On the other hand, there exists a very feeble association between job performance and work-
related stress amongst private hospital (International Medical Centre) nurses as compared
tor the meétier of this association witnessed in public hospitals. Chiang et al. | 55] referred to
a positive association among work stress, job burnout, and emplovee turmnover intentions of
attendants of the hotel rooms. [t revealed that job stress resulls in greater job burnout, which
sequentially impacts their turnover intentions. Furthermone, organizational cormibnnent
and internal marketing considerably arbitrate job burnout and job stress. Jung et al. [59]
also confirmed this positive relationship through the study which refers to understanding
interconnections among turmover intention in a deluxe hotel, burnout, and perception of
role stress of the culinary employees. [t presented a positive association between burmout
and perceplions of role stress of the emplovees. Participants with a greater level of burnout
were more likely to leave their work/ position. Moreover, moderating effects associated
with the temure in the causal relationships wese found bebween tlurmover intent and burnout
of the employees (Figure 1).

Figure 1. The research conceptual model.

Based on the preceding literature review, we assumed the following:
HL. Work stress significantly affects empiloyees” turnoer infentions in the hotels,
H2. Work stress significantly affects job burnont in the hotels.
H3. Job buernout significantly affects employess” turnover intenbion in the hotels.

H4. Job burmowt significantly and positively mediates the relationship beteen work stress and
employees’ Furnaver intentions.

2. Materials and Methods
2.1, Meansures and Instrument Development

In this research study, data was collected mainly via the self-administrated question-
naire. As a result of a wide-ranging analysis of the literature, a standardized questionnaire
was developed by pinpointing valid as well as recurrently used measures. The question-
naire entails four sections. The first section handled demographic data of the participants,
encompassing age, education level, gender, and marital status. The second section took
account of the perceptions of the participants conceming work stress. The work stress scale
developed by Rizzo et al. [9)] was improved and emploved for identifying the perceptions
of the participants concerning work stress via role ambiguity items and role conflict with
the help of a fve-point Likert scale ranging from 1 = strongly disagree to 5 = strongly
agree. A unidimensional scale was used. The scale entails fourteen itemas (e, "T receive an
assignment without adequate resources and materials o execute it” and "The explanation
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is unclear of what has to be done”). A greater value of the average score replicates higher
work stress declared by the participants. The internal consistency reliability (Cronbach’s
alpha) for the work stress scale was found to be 0.951. The third as well as fourth sec-
tions envisioned to divulge the turnover intentions and perceptions of job burnout of
the participants.

With regard to JBO, the emotional exhaustion burnout scale, as a subscale of the
Maslach Bumout Inventory-General Survey (MBI-GS), suggested by Maslach and Jack-
son [ 18], validated and utilized in numerous studies, was modified and utilized to investi-
gate JBO among the investigated hotel employees. The scale included nine items which
were calculated by using a five-point Likert scale ranging from 1 = never to 5 = always.
A sample item is “You feel emotionally drained from your work”. A greater value of the
average score replicates greater job burnout perceived by the participants. The scale had
good internal consistency (o = 0.910).

The turmover intentions were appraised by means of an improved three-item measure
scale in line with Abdou et al. [55]. These items are as follows: (1) If you are given a choice
to choose once again, vou will decide to work in another occupation /job; (2) At present,
you are surely considering saying goodbye to your current job in the hotel; (3) Perhaps 1
will make an effort to find a new occupation/job within next year or less. The response rate
was quantified with the help of a five-point Likert scale ranging from 1 = strongly disagree
to 5 = strongly agree. A greater value of the average score replicates a greater intention to
leave. The intemal consistency reliability (Cronbach’s alpha) about the turnover intention
scale was 0.906.

The survey was originally prepared in the English language and was then translated
into the native Arabic language of the participants. It was then reverse translated from
Arabic to English for confirming that there existed no changes in meaning. Further, to
guarantee that the study instrument quantifies the constructs set out for measuring the
variables of the study, face validity of the questionnaire was confirmed by four hospitality
academics who were requested to evaluate the content of the questionnaire as well as to
offer any feedback. Additionally, a pilot study was carried out on a sample of 25 hotel
employees, who have not been incorporated in the main sample of the study with the
intent of exploring the viability of the questionnaire by testing if the questionnaire was
appropriate and coherent plus if the questions were clearly understood, well-defined, and
presented consistently. In line with the comments of the participants, a modification was
made to the language and wordings of some statements. Even some statements were also
reorganized and re-ordered.

2.2. Sampling and Data Collecting

As stated earlier, the foremost aim of this study is to ascertain the effect of the work
stress on JBO plus turnover intentions besides exploring the probable facilitating role of
JBO in the association between turnover intentions and work stress in a sample of three-
and four-star hotels in Egypt. For attaining this aim, a self-administered questionnaire
was developed and sent to the selected employees to ascertain their perceptions of the
study constructs (work stress, JBO, and turnover intentions). The research team, using
their associations with human resources managers and employees of the hotels in Egyptian
destinations, requested them to participate in the field study. The convenience sampling
technique is “a type of nonprobability sampling, in which people are sampled simply
because they are convenient sources of data for researchers” Lavrakas [91].

Consequent to the recommendation of Hair et al. [92], a decision was made on the
suitable sample size. They recommended computing the suitable sample size on the basis
of the number of the explored variables. The minimum ratio (variable:sample = 1:10) is
adequate. As a result, the minimum sample size essential for this study was 260 participants,
wherein the total variables under exploration were 26. The sample size of 279 participants
in our study was adequate. Based on the valid responses obtained from the investigated
participants (279), more than three-quarters of the considered participants (77.4%, N =
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216) were males and 22.6% were females. Regarding age, participants with an average age
ranging from 30 to 45 years represented the greater category (52.7%, N = 147). In terms of
the educational level of the participants, those who had a university degree represented
41.9% (N = 117). About their marital status, married participants were 72.8% (N = 203).

Participants were informed that taking part in the study is completely voluntary.
Before taking part in this study, they were requested to sign a consent form. Because the
study was using a self-administrated questionnaire, common method variances (CMV)
could pose an issue. For reducing the likelihood of common method variance (CMV),
the participants were guaranteed that the collected data would be kept confidential and
anonymous and would be used only for the research purposes. Participants were requested
to provide answers to all questions honestly, as there were no incorrect or correct responses.
Further, a simple and common statistical tool (Harman's single-factor test) was used for
discovering CMV [93]. The data collection period lasted nearly two months, from January
2022 to March 2022.

2.3. Data Analysis

The analysis of the collected data was done with the help of SPSS v. 22 and Amos v.
24. For reflecting the respondents’ demographic data besides ascertaining their perceptions
towards study constructs, descriptive statistics incorporating percentage, standard devia-
tion, mean, and frequencies were used. Common method variance (CMV) was observed
via Harman's single factor test. The reliability and validity of the measurement items were
validated by confirmatory factor analysis (CFA) and reliability analysis (Cronbach’s alpha).
The average variance extracted (AVE) plus composite reliability (CR) were computed for the
validation of the convergent validity. Discriminant validity on the basis of Fornell-Larcker
criterion and Heterotrait-Monotrait ratio (HTMT) was also studied. Finally, structural
equation modeling (SEM) with bootstrapping approach was implemented to ascertain the
direction plus inter-relationships between the study hypotheses.

3. Results
3.1. Descriptive Statistics

Table | presents the standard deviation and mean of every construct of the research
study. With regard to the work stress, the investigated participants showed their consent
on the majority of the investigated items, wherein the average mean accounted for 4.02.
Regarding the other constructs, they highly perceived job bumout and turnover intention.
The average mean constituted 4.37 and 4.23, respectively.

3.2. Mensurement Model

As stated earlier, the data were gathered with the help of a self-administrated question-
naire. Hence, a common method of variance /bias (CMV) was observed using Harman's
single-factor test [%4]. Consequently, one component was observed to constitute only
41.01% (smaller than 507) of the variance that divulges that CMV does not characterize a
concern.

For discovering the reliability and validity of the study constructs, CFA using max-
imum probability was administered (see Figure 2). As shown in Table 1, the values of
composite reliability (CR) and Cronbach’s alpha of all latent variables surpass the recom-
mended threshold of 0.80 [92], specifying acceptable internal reliability.
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Table 1. Reliability and Confirmatory Factor Analysis Properties.

Std. Mean
Construct/Ttems Loadin {Standard E:"l“':u“h" cr? AVE?
ICFA) Deeviation) P
1. Work Stress (WS)
W_S'I: You must do things that should be done in a 0755
different manner.
WEE: You receive an assignment devoid of the required 0768
manpower bo accomplish it. i
Waa: Yuu must dety a policy or rule in order o complete 0743
an assignment.
W‘_T'v-t: Tuu work with bwo or more groups that operate 0842
quite differently.
WSS You receive mnl'h.:tmg tasks from bao or mone 1745
W6 Yuu receive am assignment de.\:uci::l of suitable 1.789 4.02 0.951 0953 0591
materials and resources to accomplish it {DB7E)
WET: You do things which ane appropriate to be taken on 1813
by ome person and not taken on by others.
WEE: You work on unnecessary things. [LF-s]
WS»‘?:_Tuu have not planned clear objectives and goals for e
your job.
WEID: You are aware that you have not divided your ime 1621
appropriately.
WS11: You are not aware of your responsibilities. 0743
W=12: You do not exactly know what is expected of you. D.A81
WE13: It ix not clear what must be done. A0
WEL: You are uncertain about your authority. LA18
X, Burmond (BO)
BOV: You feel emotiomally drained from your work. (LAAD
BOZ: You feel exhausted by the end of the workday. 830
BO3: You feel overtired when you wake up in the (699
maoming and have to expenence another day on the job.
Bk 'Wm'kmg.wnh people of diverse nature all day is 0671
actually a kension for you 437
- 0 0.910 1911 0537
BOA: You feel burned out due to your work. a3 {0620)
BOK: You feel frustrated by your job. NS85
BOZ: You feel you are working too hard on your job. La6d
BOE: Working directly with people puts too much tension 0849
om Yo
BOE: You feel like you are simply Finished. 07z
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Table 1. Cort
Mean
Shd. {5tan-
Cronbach's
ConstructTtems Loadi dard Adpha cR* AVE*
CFA) Devia- P
tHon)
3. Tiwrmoover Intendton (TI)
TI: If yeu mg'w:na |:I1.|:|i|:\|.~ o .|:I1.m'u|.~ again, you will choose 1.930
o work in another nu:l.lpatum.-"ph.
TIZ: At present, you are mll}' m'lxi.dl:r.in.g F’ving n:lcit';naﬁun 423
from }'uurmnl:n{iﬂb:inﬂh: hotel. e (0LE40) 0.906 0.0 07ed
T13: Perhaps | will make an efost to find a new job within next 0.B86

wyear o less.

Er={E]

H
Er={E]

(EL)

Std. Loading, (CFA) 1 = Standardized Factor Loading. CR Ia Comipasite Reliability, AVE a Awerage Varance
Extracted. Model fit; «* /df = 3396, p = (LO01, Comparative Fit Index (CFI) = 0.917, Mormed Fit Index (MFL) = 0901,
Incremenital Fit Index (IFT) = (0917, the Tucker=Lewis coefficient (TLL) = 0907, Root Mean Squarne Residual (RME)
= (L0154, Root Mean Square Error of Approcdmation (EMSEA) = 0.006.

(i1

= =

] bl ] b ] B ] =
DOV @

Figure 2. Cﬂm.ﬁn'naﬁu’}' Factor Analysis.

foce]
—
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Construct validity was also studied with the help of discriminant and convergent
validities [95]. Convergent validity demands a factor loading of not less than (.50 as well
as an average variance extracted (AVE) above 0.50 [96]. The factor loading of all the study
objects is greater than (.50, and the AVE of each construct was found to be above 0.50,
ranging from 0.537 o 0769, which indicates that convergent validity has been attaimed.
In line with the criterion of Fornell-Larcker, the discriminant validity of the constructs
necessitates the square rool of AVE of each construct to be higher than its correlation with
another construct. Data in Table 2 exemplify that the AVE's square root of all the constructs
is greater than their correlations with other ones. Furthermore, the Heterotrait-Monotrait
Ratio of correlations (HTMT) proposed by Henseler et al. [66] to test discriminant validity
was also utilized. In their view, discriminant validity is compromised when the HTMT
value exceeds (LB5. In line with the results in Table 3, all HTMT values were less than 0085,
indicating that discriminant validity was present in all pairs of latent constructs.
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Table 2. Constructs” Correlation and Discriminant "r'a|.i|:|.il}' Based on Fomell-Larcker Criterion.

Construct 1 1 3
1-Waorrk Stress 0.769
I-Job Burnout A32 = 0.733
FTumover Intention DABT ™ 0.364 " [ or

5 = (001 The bold diagoral valucs represent the square root of AWE.

Table 3. Discriminant Validity via HTMT.

Construct 1 1 3
1-Waorrk Stress
I-Job Burnout DASD
FTurnover Intention D498 0.388

Bote: HTMT should be Tess than 085 Henseler ot al. [57]

Concerning the fit of the study’s model, the data presented in Table 1 indicate that it
was good; 7 /df = 3.396, p < 0.001, Comparative Fit Index (CFI) = 0.917, Normed Fit Index
[MFT) = 0.901, Incrermental Fit Index (IFI) = 0.917, Tucker—Lewis coefficient (TLI) = 0.907,
Root Mean Square Residual (RMR) = 0.054, Rool-Mean Square Ervor of Approximation
(RMSEA) = (L076.

3.3. Structwral Equation Modeling (SEM})

To determine the direction and intercomnections among study hypotheses, SEM was
brought into play. Data in Table 4 divulged that the fit of the research model was good
as acclaimed by Hair et al. [92]. The goodness of fit indices was as follows; r’,-fdt' =
3,396 p < 0001, CFL = 0.917, NFI = 00901, IFI = 0,917, TLI = 0.907, EMR = 0,054, RMSEA =
0.076. The results in Table 4 and Figure 3 elucidate the direct effect of work stress on job
bumout and tumover interdion, and the indirect effect of work stress on uemover indention
via the facilitating role of job bumout. Hypothesis 1 (Work stress significantly affects
employees’ turnover intentions) is supported (B = 0.403, t-value =7.376, p < 0.001). Likewise,
work stress significantly and positively affects job burnout (B = 0432, t-value = 8223, p
< 0.001). Hence, H2 is supported. Hypothesis 3 that anticipated that JBO significantly
affects TL({p = 0.193, t-value = 3.654, p < 0001} is also supported. A bootstrapping approach
was utilized to validate the indirect association between turnover intention and work
stress besides exploring the role that job burnout might play in it. The results in Table 4
emphasized that W5 had indirect, positive, and significant effects on T1 via JBO (B = 0.083,
t-value = 2452, p < (L01). Henceforth, Hy is accepted. To analyze the arbitration effect
of JBO on the association between professed WS and TI, the path was appraised using
both partial and full mediation suggestions from Kelloway [98] and Zhao et al. [99]. They
showed that full mediation can only be determined if the indirect impacts are significant,
whereas the direct impacts are not significant; partial mediation can only be established if
both paths are significant. According to the outcomes of the SEM, we can conclude that
JBO partially mediates the relationship between WS and TI
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Table 4. Structural Parameter Estimates.

Standardized Path

Hypothesized Path C sents t-Value Results
H1: Work stress — Tumover Intention 0.403 7376 Supported
H2: Work Stress e Job Burnout 0.432 8.223 Supported
H3: Job — Tumover Intention 0.193 3.654 " Supported
Burnout
SR —¥Job Turnover o
H4: Work Stress Bacnaat — Intention 0.083 2452 Supported

Note: Model fit; x° /df = 3396 p < 0,001, CFl = 0.917, NFl = 0.901, [Fl = 0.917, TLI = 0.907, RMR = (054, RMSEA =
0076, *** p <0001, ** p < OD1.

@15) (016) (e17) (018) (019) (020) (e21) (e22) (023

@-.' WSt ROy BO7| |BO8.
083 oAty TR 7
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@28,
=3
074
o, ™ 024
Ws7 081
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083 ws n = 17 025
wss 089
o.ry
n 026
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4
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Figure 3. The structural model.
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4. Discussion and Implications

The main objective of this research was to identify the impact of work stress on
employees’ turnover intentions as well as to explore the potential mediating role of JBO in
the relationship between WS and TI in a sample of three- and four-star hotels in Egyptian
destinations. In line with the earlier literature, the intangible model suggested in this
study hypothesized that work stress meaningfully impacts the tumover intention of the
employees directly and indirectly via job burnout. Likewise, the model also assumed that
work stress has a noteworthy impact on job burnout, and JBO too has a substantial impact
on the tumover intention of the employees.

With regard to the association between WS and TI, the outcomes of the study revealed
that WS has a significant positive effect on Tl among the surveyed hotels’” employees. This
outcome is consistent with the findings of most prior studies that examined the association
between two constructs. Prasetio et al. [60] concluded that WS positively and significantly
affects employees” turnover intention in a privately owned hotel in Karawang, West Java.
Further, this finding supports the results of the empirical study conducted by Rehman and
Mubashar [100] on a sample involving 200 employees from dissimilar hotels in Lahore,
Pakistan, who concluded that work stress is positively correlated with turnover intentions.
This finding reinforces the empirical study outcomes adopted by Babakus etal. [101] on
Turkish hotel employees suggesting that role stressors (role ambiguity and role conflict)
provoke emotional exhaustion of the frontline employees. Moreover, a study conducted in
seven cities in South China by Wen et al. [74] confirmed that role stress as a four-dimensional
construct (i.e., quantitative overload, qualitative overload, ambiguity, and conflict) has
a statistically significant effect on hotel front-line employees” turnover intentions. From
this finding, one can conclude that the greater the professed work stress, the greater the
professed turnover intentions among hotel employees. Hotel employees who have lesser
stress levels will exhibit a lower level of intention to quit.

Additionally, the findings of the study confirmed the causal relationship between WS
and JBO. The study findings indicated that employees’ job burnout is significantly and
positively affected by work stress. This finding fosters the results of previous research
that argued that WS positively and significantly affects JBO in the hotel industry (i.e., Wan
et al. [74]; "Sunny’ Hu and Cheng [73]; Chiang and Liu [S5]. Among hotel supervisors
in Taiwan hotels, ‘Sunny’ Hu and Cheng [73] suggested that the foremost job stress of
the hotel administrators emanates from the characteristics of the assigned task and the
amount of work which significantly affects employees’ job burnout. Chiang and Liu [85]
examined the association between burnout and job stress among room attendants. They
indicated a positive association between job stress and job burnout. The room attendants
experiencing job stress do have greater job burnout. Furthermore, the outcome of this
research study is in accordance with that revealed by Jung et al. [91] who investigated
the relationship between WS and JBO among the Korean hotels’ culinary employees and
exhibited a positive connection between burnout and the perceptions of role stress of the
employees. Upon the previous finding, we confirm that WS is the main predictor of JBO
among Egyptian hotel employees. The higher the perceived job stress, the greater the
job burmnout.

The finding of the study also indicated that [BO has a positive significant impact on
TIL. From this finding, it could be suggested that the greater the perceived JBO, the higher
the perceived TI. This outcome is in line with the pragmatic study findings conducted by
Babakus et al. [101] who confirmed the positive significant relationship between hotel front-
line employees’ turnover intentions and emotional exhaustion in Turkish hotels. Among
restaurants’ service frontline emplovees, Han et al. [75] concluded that job burnout is a key
forecaster of employees” tumover intentions. This outcome is also in agreement with Wen
et al. [74] who found that burnout has a significant positive effect on employees’ turnover
intention. Hence, one can conclude that the greater the experienced JBO, the greater the
professed TL
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Regarding the facilitating role of job burnout in the work stress—turnover intention
relationship—the finding of the study suggested that job burnout to some extent arbitrates
the relationship between WS and TI. This outcome is in agreement with the outcomes of
earlier studies in different contexts. Cho et al. [102] showed that emotional exhaustion
to some extent arbitrates the association between job stress factors (conflict, ambiguity,
and overload) and turnover intention of the employees in the airline industry. Further,
in the hospital context, Tziner et al. [97] concluded that job burnout partially mediates
the association between turnover intentions and work stress among hospital physicians.
This outcome is at odds with Wen et al. [74] who revealed that job burnout fully arbitrates
the association between turnover intention and role stress; hotel employees with the
role stress do not put up resignation immediately unless they encounter higher levels
of burnout. In commercial banks of Pakistan, Aqeel and Sher [103] revealed that the
association between job stress and turnover intention is partially arbitrated by job bumout.
As a result, it could be concluded that hotel employees experiencing prolonged or excessive
job stress can eventually become emotionally exhausted, which can ultimately lead to
voluntary turnover.

In essence, the findings of this research study confirm that the work stress and job
burnout are the key predictors of turnover intentions of the employees. Furthermore, the
blatant work stress positively and significantly impacts JBO. Additionally, the outcomes
demonstrate that JBO significantly arbitrates the association between work stress and
tumover intentions.

Upon the findings of the study, some pragmatic implications for practitioners of the
hotel industry could be interpreted as follows. The findings of this study would help
policymakers, hotel managers, and practitioners in formulating policies for diminishing
work stress, job burnout, and turnover intentions among hotel employees. Hotel managers
need to understand that creating a flexible and supportive work environment among hotel
employees is vital. Employee retention can be enhanced by reducing work stress and
providing a more enjoyable working environment. Receiving assignment work without
the adequate resources and workers to execute it, receiving conflicting requirements from
two or more people, having unclear or unplanned objectives, unclear explanations of
what has to be done, and dividing work time improperly should be discouraged. Having
adequate social and organizational support from hotel supervisors and managers is crucial.
Social and organizational support from hotel executives significantly negatively affects JBO
and Tl and positively affects employees’ emotional engagement. Providing a supportive
work environment that encourages mindfulness and resilience among hotel employees is
extremely important. Practicing mindfulness aids in the self-control of thoughts, feelings,
and behaviors, thereby minimizing burnout-causing emotional stress. Further, under
stressful situations, resilient employees engage in active coping strategies that allow them
to overcome adverse circumstances more effectively. Factors affecting the level of stress,
job burmout, and turnover intentions among hotel employees should be identified.

5. Limitations and Further Research

In the current study, we have encountered some limitations. Firstly, this study was
conducted on hotel employees serving in three- and four-star hotels in Egypt. Therefore,
it would be difficult to generalize these results. These findings should apply specifically
to this category of the hospitality industry. Possibly, the upcoming research may examine
how employees perceive WS, JBO, and TI in other hotel types {(such as luxury hotels).
Secondly, as a mediator in the relation between WS and TI, the study only examined one
dimension of job burmout (emotional exhaustion). In future research, the other dimensions
of JBO (depersonalization and reduced personal accomplishment) may also be explored.
Thirdly, the data was gathered with the help of a self-administered questionnaire, allow-
ing the participants to provide answers to the questions consistent with their personal
perceptions. Future research may provide a better understanding if it is conducted using
both quantitative and qualitative methods. Fourthly, future studies may examine how JBO
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References

affects the other variables associated with behavior and attitude of the employees instead
of their turnover intentions (i.e., performance, satisfaction, commitment, organizational
citizenship behavior ... etc.). Finally, backgrounds and consequences of work stress in
other hospitality sectors (Le., restaurants, resorts, cruises ... etc.) may be examined.

6. Conclusions

Work stress represents the employee’s feeling in a negative emotional state towards
the work environment and his inability to deal with work pressure as a result of its accu-
mulation, resulting in a state of job bumout, which is considered one of the occupational
health risks, affecting the job satisfaction rate and impacting the rate of achievement and the
employee’s lack of productivity and status from imbalance, ultimately resulting in a state
of boredom that reaches the severity of depression for employees in the work environment.
All of these reasons lead to employees’ desire to leave work and search for other jobs in
other hotels, where the intensity of the pressure is less than in their current job. The study
recommends the necessity of identifying the causes of work pressures, relieving them,
distributing tasks to employees equally, and observing organizational justice in hotel work,
as an attempt to diminish the severity of job burmout amongst employees as well as to
convince them to fit the current work environment with their living conditions so that they
do not have the intentions of work turnover and the search for another job. For sustaining
the competent /qualified employees at work, it will be beneficial to certify the insights that
the valuable contributions of the employees are imperative for the hotel. Furthermore, the
management of the hotel must take care of the employees. Even if the performance of the
employees in the organization declines due 1o any reason, the executives must support the
employees for their welfare and happiness and should permit them to pursue their work.
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