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1. INTRODUCTION

This study aims to analyze the effect of job stress,
workload, and career development on turnover intention
among employees at PT XYZ, Medan Branch. The
research employs a quantitative approach using multiple
linear regression analysis. Data were collected through
questionnaires and processed using SPSS version 30. The
sample consisted of all 32 employees of PT XYZ, Medan
Branch. The results indicate that, partially, job stress has
a positive and significant effect on turnover intention.
Similarly, workload has a positive and significant effect
on turnover intention, while career development has a
negative and significant effect on turnover intention.
Furthermore, the findings reveal that job stress,
workload, and career development simultaneously have
a significant effect on turnover intention. These results
suggest that increased job stress and workload tend to
raise employees’ intention to leave the company, whereas
effective career development opportunities can reduce
such intentions. Therefore, organizations should manage
workload appropriately, reduce job-related stress, and
provide clear career development opportunities to
minimize employees’ turnover intention.

Keywords: Job Stress, Workload, Career Development,
Turnover Intention

In the era of globalization and digital transformation, the business sector faces
substantial challenges in maintaining human resource stability. Turnover intention,
defined as employees’ intention to voluntarily leave the organization in the near future,
has become a major global concern (Tett & Meyer, 1993; Ritonga et al,, 2024). This
phenomenon not only increases operational costs, including recruitment, training, and
productivity decline, but also disrupts organizational culture and business sustainability
(Al Mamun & Hasan, 2017). According to a global survey conducted by Mercer in 2025, the
average employee turnover rate across sectors reached 22%, with the retail and wholesale
sectors recording the highest rate of 26.7% in the United States. A report by the U.S.
Bureau of Labor Statistics (BLS) further indicates that turnover in the global retail sector
often reaches 60%, driven by factors such as high work pressure, poor work-life balance,
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and limited career opportunities (TruRating, 2025). Following the COVID-19 pandemic,
this trend has worsened due to shifts in employee expectations regarding flexibility and
personal development, with the retail sector being among the most affected due to its fast-
paced work environment and intense customer interactions (Kotler & Keller, 2016).

In Indonesia, turnover intention has also become a national concern, particularly in the
retail sector, which plays a crucial role in economic activity. Data from the Indonesian
Ministry of Manpower and reports from People Matters show that in the first half of 2025,
layoffs in the retail sector increased by 32.1% compared to the previous year, influenced
by economic slowdown, cost pressures, and workforce instability (People Matters, 2025).
Turnover intention is considered an early indicator of employee departure, which incurs
high costs for organizations due to its direct association with recruitment, training, and
reduced productivity (Mobley, 2019; Al Mamun & Hasan, 2017). Previous studies in
Indonesia indicate that factors such as job stress, workload, job satisfaction,
compensation, and work environment significantly affect turnover intention (Lestari &
Ekowati, 2021; Putri & Riana, 2022; Hafizh & Raharja, 2021).

Specifically, research by Alatawi et al. (2020) found that high job pressure increases
employees’ intention to leave the company. Putri and Riana (2022) emphasized that
excessive workload has a positive impact on turnover intention, while Hafizh and Raharja
(2021) showed that an imbalance between job demands and individual capacity triggers
burnout and accelerates the desire to resign. Thus, job stress and workload are two
dominant factors that often explain the increase in turnover intention in organizations.

This phenomenon is also relevant in the modern retail industry, which is characterized
by high operational demands, a fast-paced work environment, and strict sales targets.
Several studies suggest that retail employees are more prone to Job Stress than employees
in other sectors due to direct customer interaction requirements and the need to meet
daily sales targets imposed by the company (Kotler & Keller, 2016). However, another
crucial factor is career development, which refers to opportunities provided by the
organization to enhance employees’ competencies through training, promotions, or job
rotations (Munandar, 2019). Within the framework of the Job Demands-Resources (JD-R)
model (Bakker & Demerouti, 2017), career development is categorized as a job resource
that can buffer the negative effects of job demands such as stress and workload. Research
shows that employees who perceive clear career development opportunities, such as
access to training or promotion pathways, tend to have lower turnover intention as they
feel valued and motivated to remain with the organization (Weng & McElroy, 2012;
Khuong & Yen, 2016). In contrast, limited career development opportunities may lead to
dissatisfaction and an increased desire to seek alternative employment, particularly in the
retail industry where entry-level positions often provide limited career progression
(Deery & Jago, 2015).

PT XYZ is a global retail company specializing in casual apparel, supported by a modern
and integrated management system. The company implements a strategic management
approach that emphasizes operational efficiency, product innovation, and customer
satisfaction. It adopts a centralized yet flexible organizational structure, where key
decisions are made at the headquarters while allowing for contextual adaptations within
each country of operation.
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In terms of human resource management, PT XYZ prioritizes continuous training, a
disciplined work culture, and career development through structured promotion and job
rotation systems. The company employs a highly selective recruitment process with
rigorous standards to ensure that each employee possesses the competencies and work
ethics aligned with its core values. Following recruitment, PT XYZ provides intensive
training for all employees, particularly in-store staff, to ensure they understand the
company’s work culture, customer service standards, and operational procedures. This
training is conducted regularly to maintain consistent service quality across branches.

Through its structured HR system, PT XYZ not only safeguards operational excellence
but also fosters a loyal and competent workforce capable of addressing global business
challenges. This approach has become a key success factor in sustaining the company’s
competitive position within the apparel retail industry.

2. RESEARCH METHOD

This study employs a causal associative approach with a quantitative method to
examine the relationship between job stress (X1), workload (X2), and turnover intention
(Y). Data are collected from primary sources, specifically employees of PT XYZ, Medan
Branch, through questionnaires, with optional interviews conducted to obtain deeper
insights. The study spans from March to August 2025 and involves 32 respondents.
Secondary data are also obtained from company records. The research aims to analyze the
effects of job stress, workload, and career development on employees’ turnover intention.

The data collection process includes questionnaires through which respondents
provide perceptions regarding job stress, workload, and career development, as well as
their intention to leave the company. Data validity and reliability are tested using SPSS to
ensure that the research instruments accurately measure the intended variables. The
study applies several analytical methods, including descriptive analysis, multiple linear
regression, and hypothesis testing using t-tests and F-tests. Descriptive analysis is used to
summarize the data, while regression analysis is conducted using SPSS Statistics 30.0.

Assumptions such as normality, multicollinearity, and heteroscedasticity are tested to
validate the regression model. The multiple regression model predicts the dependent
variable, turnover intention (Y), based on job stress (X1) and workload (X2). Additionally,
the strength of the relationship between the variables is evaluated using the coefficient of
determination (R?), which shows the percentage contribution of job stress and workload
to turnover intention. These methods provide valuable insights into the factors
influencing turnover intention at PT XYZ, Medan Branch

3. RESULT AND ANALYSIS

Data Validity Test

In testing the validity of the research instruments, the procedure involves comparing
the r-calculated value with the r-table value based on the degree of freedom (df) using the
formula df = n - 2, where n represents the number of research samples. In this study, the
number of respondents was 32, resulting in df = 32 - 2 = 30 with a significance level of
0.05 (5%), which produced an r-table value of 0.2960. If the r-calculated value is greater
than the r-table value at the 5% significance level, the questionnaire items are declared

Journal Analytica Islamica



Journal Analytica Islamica 1507

valid, whereas if the r-calculated value is smaller than the r-table value, the items are
declared invalid. The complete results of the validity test are presented in the following

table:
Table 4.8 Validity Test
Question r-calculated r-table Keterangan
Job Stress (X1)
X1.1.1 0.768 0.2960 Valid
X1.1.2 0.758 0.2960 Valid
X1.1.3 0.768 0.2960 Valid
X1.1.4 0.824 0.2960 Valid
X1.2.1 0.747 0.2960 Valid
X1.2.2 0.778 0.2960 Valid
X1.2.3 0.696 0.2960 Valid
X1.2.4 0.849 0.2960 Valid
X1.2.5 0.546 0.2960 Valid
X1.3.1 0.758 0.2960 Valid
X1.3.2 0.655 0.2960 Valid
X1.3.3 0.737 0.2960 Valid
X1.3.4 0.728 0.2960 Valid
X1.3.5 0.710 0.2960 Valid
Workload (X2)
X2.1.1 0.736 0.2960 Valid
X2.1.2 0.691 0.2960 Valid
X2.1.3 0.746 0.2960 Valid
X2.2.1 0.690 0.2960 Valid
X2.2.2 0.794 0.2960 Valid
X2.3.1 0.666 0.2960 Valid
X2.3.2 0.669 0.2960 Valid
X2.3.3 0.745 0.2960 Valid
Career Development (X3)
X3.1.1 0.819 0.2960 Valid
X3.1.2 0.747 0.2960 Valid
X3.1.3 0.708 0.2960 Valid
X3.2.1 0.521 0.2960 Valid
X3.2.2 0.689 0.2960 Valid
X3.2.3 0.567 0.2960 Valid
X3.3.1 0.834 0.2960 Valid
X3.3.2 0.612 0.2960 Valid
X3.3.3 0.655 0.2960 Valid
Turnover Intention (Y)
Y1.1.1 0.683 0.2960 Valid
Y1.1.2 0.563 0.2960 Valid
Y1.2.1 0.785 0.2960 Valid
Y1.2.2 0.636 0.2960 Valid
Y1.2.3 0.690 0.2960 Valid
Y1.3.1 0.706 0.2960 Valid
Y1.3.2 0.739 0.2960 Valid
Y1.3.3 0.819 0.2960 Valid

Source: SPSS output results 2025

Based on Table 4.8, the validity test results for all statement items on the variables Job
Stress (X1), Workload (X2), Career Development (X3), and Turnover Intention (Y) show
that each statement item has an r-calculated value greater than the r-table (0.2960). For
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the Job Stress (X1) variable, the r-calculated values range from 0.546 to 0.849, meaning all
14 statement items are declared valid. Similarly, for the Workload (X2) variable, the r-
calculated values range from 0.666 to 0.794, so all 8 statement items are also valid.

Furthermore, for the Career Development (X3) variable, the r-calculated values are in
the range of 0.521 to 0.834, indicating that all 9 statement items are valid. Meanwhile, for
the Turnover Intention (Y) variable, the r-calculated values range from 0.563 to 0.819,
which also shows that all 8 statement items are valid. Thus, it can be concluded that all
statement items for the four research variables have a significant correlation with their
total scores, as the r-calculated values obtained are greater than the r-table (0.2960). This
indicates that the research instrument used has met the validity requirements, making it
suitable for measuring each variable in this study.

Data Reliability Test
The reliability test is conducted to assess the consistency level of the research
instrument, particularly the questionnaire used to measure the indicators of each variable.
A questionnaire is declared reliable if the statistical test results show a Cronbach’s Alpha
(a) value greater than 0.60.
Table 4.9 Reliability Test

Variable Cronbach's Alpha r-table Product Momenta 5 Keterangan
Job Stress (X1) 0.936 0.2960 Reliable
Workload (X2) 0.866 0.2960 Reliable
Career Development (X3) 0.858 0.2960 Reliable
Turnover Intention (Y) 0.856 0.2960 Reliable

Source: Data processed, SPSS 30 Output, 2025

Based on Table 4.9, the reliability test results show that all research variables, namely
Job Stress (X1) with a Cronbach's Alpha value of 0.936, Workload (X2) with 0.866, Career
Development (X3) with 0.858, and Turnover Intention (Y) with 0.856, have Cronbach's
Alpha values greater than the Product Moment r-table of 0.2960, and Cronbach's Alpha
(a) > 0.60. Therefore, it can be concluded that all variables in this study have an excellent
level of internal consistency and it is proven that all instruments used are reliable,
meaning each statement item in the questionnaire provides consistent and trustworthy
results for measuring each variable studied.

Statistical Normality Test

The normality test is conducted to determine whether the data used in this study are
normally distributed. The test is performed using the Kolmogorov-Smirnov method in
SPSS version 30. If the significance value (Asymp. Sig.) is greater than 0.05, the data are
considered normally distributed, whereas if the significance value (Asymp. Sig.) is less
than 0.05, the data are considered not normally distributed. The SPSS version 30 output
results from this study are as follows.

Table 4.10 Statistical Normality Test
Kolmogorov-Smirnova Shapiro-Wilk

Statistic df
Job Stress 0.107 32
Workload 0.103 32
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Career Development 0.094 32

Turnover Intention 0.113 32

*. This is a lower bound of the true significance.

a. Lilliefors Significance Correction

Source: Data processed, SPSS 30 Output, 2025

Based on the normality test results presented in Table 4.10, it is known that the
significance (Sig.) values for each variable, in both the Kolmogorov-Smirnov and Shapiro-
Wilk tests, are greater than 0.05. The Job Stress (X1) variable has significance values of
0.200 and 0.196, the Workload (X2) variable has values of 0.200 and 0.264, the Career
Development (X3) variable has values of 0.200 and 0.110, and the Turnover Intention (Y)
variable has values of 0.200 and 0.135. These values indicate that all data for each variable
are normally distributed. Thus, it can be concluded that this research data has met the
normality assumption, making it suitable for further multiple linear regression analysis to
examine the relationships between the research variables.

Histogram Normality Test

The histogram above shows the distribution of standardized residuals from the
regression model with the dependent variable Turnover Intention. The histogram shape
resembles a bell-shaped curve, symmetrical and centered around zero, indicating that
most residual values are close to zero, with only a small amount of data located at the far
left and right ends of the distribution. The mean residual value of -2.39E-16 (~0), which
is nearly zero, and a standard deviation of 0.950 indicate that the spread of residuals is not
wide and remains within reasonable limits. The black curved line representing the
theoretical normal curve appears to follow the pattern of the histogram bars, indicating
that the residuals are normally distributed. Thus, the assumption of residual normality in
the regression analysis is met, meaning that the regression model is suitable for further
interpretation because there is no violation of the basic regression assumption regarding
residual distribution. Source: Data processed, SPSS 30 Output, 2025 Figure 4.2 Graph of
Normality Test.

The image above shows the Normal P-P Plot of Regression Standardized Residual for
the dependent variable Turnover Intention. This graph is used to test whether the
residuals from the regression model are normally distributed. The blue dots represent the
observed cumulative distribution of residuals, while the black diagonal line shows the
expected cumulative distribution if the residuals were normally distributed. Most points
are close to the diagonal line, with only slight minor deviations at the beginning and end
of the line, indicating that the residual distribution sufficiently follows the theoretical
normal line. Thus, the residuals of the regression model are normally distributed, or in
other words, the normality assumption is met. This supports the histogram results and
confirms that the regression model used to explain Turnover Intention meets one of the
classic regression assumptions, making its analysis results reliable and suitable for further
interpretation.

The multicollinearity test aims to determine whether there is a strong linear
relationship between the independent variables in the regression model. This test is
observed from the Tolerance and Variance Inflation Factor (VIF) values. According to
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Ghozali (2018), if the Tolerance value is greater than 0.10 and the VIF value is less than
10, it can be concluded that there is no multicollinearity among the independent variables.
Table 4.11 Multicollinearity Test

Model Collinearity Statistics
Tolerance
1 (Constant)
Job Stress 0.256
Workload 0.260
Career Development 0.924

a. Dependent Variable: Turnover Intention
Source: Data processed, SPSS 30 Output, 2025

Based on the multicollinearity test results displayed in Table 4.11, it can be seen that
the Job Stress (X1) variable has a Tolerance value of 0.256 and a VIF value of 3.908; the
Workload (X2) variable has a Tolerance value of 0.260 and a VIF value of 3.839; while the
Career Development (X3) variable has a Tolerance value of 0.924 and a VIF value of 1.082.
The Tolerance values of all three independent variables are above 0.10, and the VIF values
are below 10. This indicates that there are no symptoms of multicollinearity among the
independent variables in the regression model used. Thus, it can be concluded that each
independent variable, namely Job Stress, Workload, and Career Development, is
independent of each other, making the regression model suitable for further analysis.

Heteroscedasticity Test

The heteroscedasticity test aims to determine whether there is an inequality of residual
variance between observations in the regression model. A good regression model is free
from heteroscedasticity, meaning the residual variance is constant (homoscedasticity).
One method used to detect heteroscedasticity is by examining the scatterplot between the
ZPRED values (predicted values) and SRESID values (standardized residuals). If the points
in the graph are randomly scattered above and below the horizontal axis (zero axis)
without forming a specific pattern, it can be concluded that there is no heteroscedasticity.
Source: Data processed, SPSS 30 Output, 2025 Figure 4.3 Heteroscedasticity.

Based on the heteroscedasticity test results shown in the scatterplot, the data points
are randomly scattered above and below the horizontal axis (zero axis) without forming
any distinct pattern such as wavy, widening, or narrowing. This random distribution
indicates that the residual variance at each predicted value is constant. Thus, it can be
concluded that the regression model used in this study does not exhibit heteroscedasticity
and has met the classic assumption of homoscedasticity, making it suitable for multiple
linear regression analysis to examine the effect of job stress, workload, and career
development on employee turnover intention at PT XYZ Medan Branch.

Descriptive Statistics Analysis
Descriptive analysis is used to provide a general overview of the research data through
minimum, maximum, mean, and standard deviation values, which are presented in the
following table:
Table 4.12 Descriptive Analysis
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N Minimum Maximum Mean Std. Deviation

Job Stress 32 35 68 49.94 10.616
Workload 32 18 37 28.72 5.390
Career Development 32 15 34 25.78 5.546
Turnover Intention 32 18 38 28.72 5.737
Valid N (listwise) 32

Source: Data processed, SPSS 30 Output, 2025

Based on the descriptive analysis results presented in Table 4.12, the number of
respondents (N) in this study is 32. The Job Stress variable has a minimum value of 35, a
maximum value of 68, a mean of 49.94, and a standard deviation of 10.616. The Workload
variable has a minimum value of 18, a maximum value of 37, a mean of 28.72, and a
standard deviation of 5.390. The Career Development variable shows a minimum value of
15, a maximum value of 34, a mean of 25.78, and a standard deviation of 5.546. The
Turnover Intention variable has a minimum value of 18, a maximum value of 38, a mean
of 28.72, and a standard deviation of 5.737. Overall, the descriptive analysis results
indicate variation among respondents for each variable, as reflected in the respective
standard deviation values.

Hypothesis Test Results
Multiple Linear Regression Analysis

Multiple linear regression analysis is used to determine the influence of the
independent variables, namely Job Stress (X1), Workload (X2), and Career Development
(X3), on the dependent variable, Turnover Intention (Y), among employees of PT XYZ
Medan Branch. The general multiple linear regression equation is expressed as follows: Y
=a+blX1 +b2X2 - b3X3 +e.

Table 4.13 Multiple Linear Regression Test

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta
1 (Constant) 4.506 2.464 1.828
Job Stress 0.199 0.063 0.369 3.162
Workload 0.636 0.123 0.598 5.172
Career Development -0.155 0.063 - -
0.150 2.448

a. Dependent
Variable: Turnover
Intention

Source: Data processed, SPSS 30 Output, 2025

Based on the regression analysis results presented in Table 4.13, the multiple linear
regression equation obtained is Turnover Intention = 4.506 + 0.199X; + 0.636X; — 0.155X:.
The constant value of 4.506 indicates that if the variables Job Stress (X;), Workload (X;),
and Career Development (X3) are disregarded or assumed to be zero, Turnover Intention
remains at 4.506. This implies that even in the absence of influence from the three
independent variables, employees still exhibit a baseline intention to leave the company.
The regression coefficient for Job Stress (X;) is 0.199 with a significance value of 0.004 (<
0.05), demonstrating that Job Stress has a positive and significant effect on Turnover
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Intention. This means that an increase in job stress by one unit will result in an increase of
0.199 in Turnover Intention, assuming other variables are constant, indicating that higher
levels of stress experienced by employees tend to increase their desire to leave the
organization. Furthermore, the regression coefficient for Workload (X;) is 0.636 with a
significance value of <0.001 (< 0.05), indicating that workload also has a positive and
significant effect on Turnover Intention. Thus, a one-unit increase in workload will lead to
an increase of 0.636 in Turnover Intention, assuming other variables remain constant,
suggesting that heavier workload increases employees’ inclination to change jobs. This
variable has the most dominant influence, as reflected by the highest coefficient among
the independent variables. Meanwhile, the regression coefficient for Career Development
(X3) is -0.155 with a significance value of 0.021 (< 0.05), indicating a negative and
significant effect on Turnover Intention. This means that a one-unit improvementin career
development will decrease Turnover Intention by 0.155, assuming other variables are
constant, implying that better career development opportunities reduce employees’
intention to leave their jobs. In conclusion, Job Stress (X;) and Workload (X;) have a
positive and significant effect on Turnover Intention, while Career Development (X3) has
a negative and significant effect. This suggests that higher levels of stress and workload
increase the employees’ tendency to resign, whereas improved career development
opportunities help lower their intention to leave the company.

Partial Significance Test (t-test)

The partial significance test (t-test) is conducted to determine the influence of each
independent variable, namely Job Stress (X;), Workload (X;), and Career Development
(X3), on the dependent variable, Turnover Intention (Y), individually. The test compares
the significance value (Sig.) with a significance level of a = 0.05. If the Sig. value < 0.05, the
independent variable is considered to significantly affect the dependent variable. The t-
table value in this study is calculated using df =n -k-1=32 -3 -1 =28, with a = 0.05,
resulting in a value of 2.04841. Based on Table 4.13, first, the constant shows a t-calculated
value of 1.828 with a significance value of 0.078 (> 0.05), indicating that the constant does
not significantly affect Turnover Intention. Although the constant has a value of 4.506, its
influence is not statistically significant, suggesting that changes in Turnover Intention are
mainly determined by the independent variables. Second, the Job Stress variable (X;) has
a t-calculated value of 3.162 (> t-table 2.04841) with a significance value of 0.004 (< 0.05),
indicating a positive and significant effect on Turnover Intention. Therefore, Hypothesis 1
(Ho) is rejected and Ha is accepted, meaning that higher Job Stress leads to a greater
intention among employees to leave the company. Third, the Workload variable (X;) has
a t-calculated value of 5.172 (> t-table 2.04841) with a significance value of < 0.001 (<
0.05), showing a positive and significant effect on Turnover Intention. Consequently,
Hypothesis 2 (Ho) is rejected and Ha is accepted, indicating that higher workload increases
employees’ intention to change jobs. Finally, the Career Development variable (X3) has a
t-calculated value of -2.448 (absolute value > t-table 2.04841) with a significance value of
0.021 (< 0.05), showing a negative and significant effect on Turnover Intention. Thus,
Hypothesis 3 (Hy) is rejected and Ha is accepted, meaning that better career development
reduces the intention of employees to leave the company. In summary, the t-test results
demonstrate that Job Stress and Workload have a positive significant effect, while Career
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Development has a negative significant effect on Turnover Intention, indicating that
changes in these variables significantly influence employees’ intention to change jobs.
Simultaneous Significance Test (F-test)

The simultaneous significance test (F-test) is used to determine whether all
independent variables collectively have a significant effect on the dependent variable. This
test is conducted by examining the significance value (Sig.) in the ANOVA test results. The
decision criterion is that if the Sig. value is less than 0.05, the regression model is declared
significant, indicating that all independent variables simultaneously influence the

dependent variable.
Table 4.14 Results of Simultaneous Significance Test (F-test)
Model Sum of Squares df Mean Square F Sig.
Regression 921.100 3 307.033 86.515 <0.001b
Residual 99.369 28 3.549
Total 1020.469 31
a. Dependent Variable: Turnover
Intention

b. redictors: (Constant), Career
Development, Job Stress, Workload

Source: Data processed, SPSS 30 Output, 2025

Based on the analysis results presented in Table 4.14, an F-calculated value of 86.515
is obtained with a significance value of < 0.001. This value is compared with the F-table
obtained from the F distribution table at a significance level (a) of 0.05, with degrees of
freedom dfl = k - 1 = 3 (number of independent variables) and df2 =n -k =32 -3 =29,
resulting in an F-table value of 2.93. Since the F-calculated value (86.515) is greater than
the F-table value (2.93), and the significance value is less than 0.05, it can be concluded
based on the F-test criteria that Hy is rejected and H, is accepted. This indicates that the
variables Job Stress, Workload, and Career Development simultaneously and significantly
affect employee Turnover Intention at PT XYZ Medan Branch. These results demonstrate
that simultaneous changes in employee levels of Job Stress, Workload, and Career
Development have a tangible impact on their intention to change jobs. Therefore, the
regression model used in this study is declared valid and simultaneously significant.

Coefficient of Determination Analysis (R? Test)

The Coefficient of Determination (R?) test is conducted to determine the extent to
which the independent variables Job Stress (X;), Workload (X;), and Career Development
(X3) contribute to explaining the dependent variable Turnover Intention (Y). The value of
the coefficient of determination is indicated by the Adjusted R Square value, where the
closer the value is to 1, the better the model is in explaining the variation that occurs. The
following table presents the SPSS version 30 output results of the coefficient of
determination test.

Table 4.15 Results of Coefficient of Determination Test
Model R R Square Adjusted R Square Std. Error of the Estimate
1 0.950a 0.903 0.892 1.884
a. Predictors:
(Constant),
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Career
Development,
Job Stress,
Workload

b. Dependent
Variable:

Turnover
Intention

Source: Data processed, SPSS 30 Output, 2025

Based on Table 4.15, the results of the Coefficient of Determination test show that the
R value of 0.950 indicates a very strong relationship between the variables Job Stress (X;),
Workload (X;), and Career Development (X3) and the dependent variable Turnover
Intention (Y). The R Square value of 0.903 demonstrates that 90.3% of the variation in
Turnover Intention can be explained collectively by the three independent variables.
Meanwhile, the Adjusted R Square (R?) value of 0.892 indicates that after adjusting for the
number of variables and research samples, 89.2% of the variation in Turnover Intention
can still be explained by Job Stress, Workload, and Career Development. The remaining
10.8% is attributed to other factors not examined in this study. Thus, these results indicate
that the regression model used in this research has excellent predictive ability, and the
three independent variables make a substantial contribution to explaining the variation in
employee Turnover Intention at PT XYZ Medan Branch.

Discussion of Research Results 4.4.1 Influence of Job Stress on Turnover Intention

Based on the partial test (t-test) results, the Job Stress variable (X;) has a regression
coefficient of 0.199, with a t-calculated value of 3.162 greater than the t-table value of
2.04841 and a significance value of 0.004, which is below the threshold of 0.05. These
findings indicate that Job Stress has a positive and significant effect on Turnover Intention
among employees of PT XYZ Medan Branch. This implies that the higher the level of Job
Stress experienced by employees, the greater their tendency to leave the company.
Theoretically, Job Stress is a state of tension that affects an individual’s emotions, cognitive
processes, and physical condition, which, if not properly managed, may reduce
performance and increase the intention to resign. Job Stress typically arises when job
demands exceed one's coping capacity, both physically and psychologically.

These results also support the findings of Handoko (2020), which state that Job Stress
significantly influences turnover intention, where employees experiencing work pressure,
high responsibility, and role conflict tend to seek alternative employment that is perceived
as more comfortable. In the context of the present study, employees at PT XYZ Medan
Branch are exposed to rapid work dynamics, stringent sales targets, and prolonged direct
interaction with customers. Such conditions have the potential to induce Job Stress if not
balanced with effective work management systems and adequate organizational support.
If Job Stress persists without proper intervention, employee commitment and loyalty to
the company are likely to decline, ultimately leading to turnover intention.

The present findings are consistent with previous studies demonstrating that Job
Stress has a positive and significant effect on turnover intention. Research conducted by
Ni Nyoman Egarini and Ni Luh Putu Eka Yudi (2022) found that Job Stress positively and
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significantly affects turnover intention among employees of SPBU 54.811.05 in Lokapaksa
Village. Similar conclusions were also reported by studies conducted by Christiandi
(2022), Miftahul et al. (2021), Muslim (2021), Widiyanto and Yunus (2021), Ello et al.
(2024), Wulandari et al. (2024), and Manggala and Siswanto (2024), all of which
confirmed similar findings. Thus, the results of this study reinforce that the higher the level
of Job Stress experienced by employees, the greater the likelihood of their intention to
leave the company.

Influence of Workload on Turnover Intention

Based on the results of the partial test (t-test), it is known that the Workload variable
(X2) has a t-calculated value of 5.172, which is greater than the t-table value of 2.04841,
with a significance value of <0.001. Since the significance value is less than 0.05, it can be
concluded that workload has a positive and significant effect on turnover intention. This
indicates that an increase in workload will be followed by a rise in employees’ intention to
leave the company. An excessively high workload may lead to physical and psychological
pressure, such as fatigue, increased stress levels, and reduced work motivation. Over time,
these conditions may prompt employees to seek alternative employment that offers
lighter responsibilities or a more suitable balance between job demands and individual
abilities. Thus, workload constitutes one of the key factors influencing employees’
decisions to stay with or leave an organization.

These findings are in line with the results of studies conducted by Ni Nyoman Egarini
and Ni Luh Putu Eka Yudi (2022), Aldy Christiandi (2022), Muhammad Muslim (2021),
Gregorius Widiyanto and Kheren Yunus (2021), and Dian Mega Pratiwi et al. (2020), all of
which similarly confirm that workload has a positive and significant effect on turnover
intention. In accordance with these previous studies, the results of this research reaffirm
that excessive workload may lead to physical and mental exhaustion and reduced job
satisfaction, ultimately encouraging employees to look for employment opportunities
perceived as more balanced. Therefore, it is essential for company management to allocate
workload proportionally to mitigate the level of turnover intention.

Influence of Career Development on Turnover Intention

Based on the multiple linear regression analysis results, the Career The Career
Development variable (X3) has a regression coefficient of -0.155, with a t-calculated value
of -2.448, which is greater than the t-table value of 2.04841, and a significance value of
0.021 < 0.05. These results indicate that career development has a negative and significant
effect on turnover intention. This implies that improved career development
opportunities provided by the organization decrease employees’ intention to leave their
jobs. Conversely, if the company does not offer clear opportunities for career advancement
or development, employees are more likely to seek employment elsewhere that is
perceived to provide better career prospects.

Within a company, career development is a process designed to provide employees
with opportunities to enhance their abilities and responsibilities according to their
potential. Generally, employees begin at a basic position and have the opportunity to
progress to higher levels based on their performance, competence, and work experience.
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These research findings are consistent with studies conducted by Sutiknyo, Mukzam,
and Mayowan (2017), Yumna and Setiawati (2022), and Zakaria and Hapzi (2024), all of
which also demonstrate that career development has a significant negative effect on
turnover intention. According to these studies, turnover intention is influenced by
employees’ perceptions of their growth opportunities within the organization. When
employees feel they have the chance to improve their skills, obtain promotions, or develop
their careers, they tend to be more committed and loyal to the company. In contrast,
insufficient career development opportunities may lead to job dissatisfaction and increase
the desire to resign. Furthermore, career growth opportunities are an important factor in
employee retention. Employees who perceive that the organization supports their career
progression are more motivated to contribute and remain with the company in the long
term. Therefore, these research findings reinforce the view that career development plays
a crucial role in reducing turnover intention.

Simultaneous Influence of Job Stress, Workload, and Career Development on
Turnover Intention

Based on the F-test results presented in Table 4.15, an F-calculated value of 86.515 was
obtained with a significance level of < 0.001 (< 0.05). This indicates that simultaneously,
the variables of Job Stress, Workload, and Career Development significantly influence
Turnover Intention. In other words, these three independent variables collectively
contribute substantially to explaining employees’ intention to leave the organization. The
findings suggest that high Job Stress, excessive workload, and limited career development
opportunities, when experienced simultaneously, can increase employees' desire to
resign.

These results are consistent with the theory proposed by Mobley (1977) in his
Employee Turnover Model, which explains that turnover intention arises as a result of job
dissatisfaction triggered by various organizational stressors such as work pressure,
excessive workload, and inadequate career development opportunities. When such
conditions occur concurrently, employees may experience psychological exhaustion and
reduced organizational commitment, thereby increasing their likelihood of seeking
alternative employment.

This research also supports the findings of Suhartini and Handayani (2021) in Jurnal
[Imu Manajemen, Vol. 9 No. 2, which demonstrated that Job Stress, workload, and career
development simultaneously and significantly influence turnover intention among
employees of manufacturing companies in East Java. Their study revealed that high work
pressure and disproportionate workload contribute to increased stress levels, while
inadequate career development opportunities further strengthen employees’ intention to
leave the organization. Theoretically, these results reinforce the view of Robbins and Judge
(2017) that job satisfaction and organizational commitment are strongly affected by
working conditions, job demands, and opportunities for self-development. Failure to
effectively manage these three aspects may result in decreased motivation, increased
work pressure, and ultimately lead to turnover intention.

In addition, the findings of this study are in line with those of previous researchers such
as Muhammad Muslim (2021), Gregorius Widiyanto & Kheren Yunus (2021), and Ni
Nyoman Egarini & Ni Luh Putu Eka Yudi (2022), who also found that Job Stress and
workload exert a positive and significant influence on turnover intention. Furthermore,

Journal Analytica Islamica



Journal Analytica Islamica 1517

research conducted by Aldy Christiandi (2022) and Rizky Josua Ello et al. (2024)
reinforces the argument that the combination of stress and workload plays a key role in
increasing turnover intention across various industrial sectors.

This study provides additional insight by confirming career development as one of the
significant factors affecting turnover intention. This finding aligns with Robbins and
Judge's (2017) assertion that career development opportunities are critical determinants
of job satisfaction and employee loyalty. Employees who perceive that they have
opportunities for growth within the organization are more likely to remain, whereas those
who feel stagnant are more inclined to seek opportunities elsewhere.

Thus, it can be concluded that Job Stress, workload, and career development
simultaneously have a significant effect on turnover intention. Therefore, organizations
should strive to balance workloads, reduce excessive pressure, and provide clear career
development pathways. These efforts are expected not only to reduce turnover intention
but also to enhance employee loyalty and productivity over the long term.

Research Implications

The findings of this study have important practical implications for the management of
PT XYZ Medan Branch in developing effective human resource strategies to reduce
employee turnover intention. Based on the results showing that Job Stress and Workload
have a positive effect on turnover intention, while Career Development has a negative
effect, the company should implement several strategic actions, including stress
management programs such as stress management training, team building activities, and
counseling sessions for employees experiencing high pressure, as well as fostering a
supportive work environment through participative leadership to enhance engagement.
Workload should be evaluated and redistributed proportionally according to individual
capacity by applying job rotation, utilizing work scheduling technologies, and redesigning
job tasks. Strengthening career development initiatives is also crucial through transparent
career pathing, regular training, promotion opportunities, and mentoring programs,
supported by performance-based reward systems to boost motivation and loyalty.
Furthermore, work-life balance policies such as flexible working hours, adequate rest
facilities, and recreational programs should be implemented to reduce excessive job
pressure. Management is advised to conduct regular employee satisfaction surveys and
exit interviews to identify early indicators of turnover and assess the effectiveness of HR
policies. To address these issues more comprehensively, the researcher suggests the
formation of an HR Retention Task Force to monitor turnover factors and design data-
driven preventive policies, establishing realistic employee KPIs, implementing mentoring
and coaching systems between senior and junior employees, increasing communication
transparency through regular discussion forums, and optimizing reward and recognition
systems such as monthly performance awards and loyalty awards for long-tenured
employees.

The results of this study contribute significantly to the development of organizational
behavior and human resource management theories, particularly regarding psychological
and structural factors influencing turnover intention. First, the findings reinforce the Job
Demands-Resources (JD-R) Model (Bakker & Demerouti, 2017), which posits that the
balance between job demands, such as Job Stress and workload, and job resources, such
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as career development, affects employee well-being and decisions to remain or leave an
organization. In the context of PT XYZ, the results indicate that when high job demands are
not counterbalanced with adequate career development resources, the risk of turnover
increases. Second, this study enriches Turnover Intention Theory proposed by Mobley
(1977) by demonstrating that psychological factors (Job Stress) and structural factors
(workload and career development opportunities) play distinct roles in shaping
employees’ intentions to resign, supporting the notion that turnover intention results
from a cognitive evaluation of working conditions and future opportunities. Third, the
study provides empirical insights within the Indonesian retail sector, showing that despite
PT XYZ applying strong global management standards, local aspects such as operational
pressure, work culture, and perceptions of career opportunities remain influential
determinants of turnover intention. Thus, this research expands the applicability of cross-
cultural human resource management theory in the international retail context of the
Indonesian market.

4. CONCLUSION

Based on the research findings regarding the influence of Job Stress, workload, and
career development on employee turnover intention at PT XYZ Medan Branch, it can be
concluded that Job Stress and workload have a positive and significant effect on turnover
intention, while career development has a negative and significant effect. Additionally, Job
Stress, workload, and career development simultaneously have a significant impact on
turnover intention. In accordance with these results, several recommendations are
proposed for the company and future researchers. The company is advised to prioritize
the management of employee Job Stress through well-being programs, team-building
activities, and psychological support to prevent mental and emotional exhaustion. The
management should also review workload distribution to ensure it aligns with the
capacity and responsibilities of each position, taking into account working hours, realistic
targets, and the need to increase personnel in divisions experiencing excessive workload.
Furthermore, strengthening career development programs by providing promotion
opportunities, skills training, and clear career pathways will enhance employees’ sense of
belonging and reduce turnover intention. For future researchers, it is suggested to
incorporate additional variables such as job satisfaction, compensation, leadership style,
work environment, or organizational culture and to expand the scope across different
sectors or regions to achieve a more comprehensive and comparative analysis across
industries
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