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Production employees at PT Mustika Dharmajaya have good job
satisfaction which is reflected in their satisfaction with their fellow
colleagues. All production employees who work at PT Mustika
Dharmajaya have a harmonious relationship between their colleagues
(such as helping each other when doing their work, having good
communication when working, etc.) so that they respect and respect
each other to all their colleagues. Production employees at PT Mustika
Dharmajaya also have a good organizational commitment because there
are many production employees who are loyal to work at PT Mustika
Dharmajaya. The purpose of this study is to find out the effect of work
stress and OCB (Organizational Citizeship Behavior) on Turnover
Intention. The analysis method used in this study is a quantitative
descriptive method with a statistical test analysis tool. The formulation
of this research problem is whether Work Stress and OCB have a partial
effect on Turnover Intention in employees of PT. Mustika Dharma Jaya
Lamongan, Does Work Stress and OCB Simultaneously Affect Turnover
Intention in Employees of PT. Mustika Dharma Jaya Lamongan, Of the
two variables (Work stress and OCB) which variable has a dominant
effect on turnover intention in employees of PT. Mustika Dharma Jaya
Lamongan. The results of this study are from the results of the t-test for
the variable Organizaton Citizenship Bihavior (X2) on Turnover Intention,
the results of the significance level were obtained which were 0.177 <
0.10 and tcount of 1.370 and ttable of 1.67412. From this data, the value
of tcalcul> ttable (1,370> 1,67412) was obtained. Therefore, it can be
concluded that partially the variable Organization Citizenship Behavior
has a significant effect on Turnover Intention. It can be seen from the
results in table 5.22 that it can be concluded that the value of F is
calculated as 683.377 while F of the table a = 10% or 0.01 the result of
F of the table is 2.30 which means that F calculates 683.377 > F table
2.30, with a significance of 0.000 < 0.1, then HO is rejected and H1 is
accepted so that there is a significant influence between the variable
Work Stress (X1), OCB (X2), to Turnover Intention (Y) in Employees of
PT. Mustika Dharma Jaya Lamongan.
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INTRODUCTION
Human resources are always inherent in every company as a determining factor for its
existence and play a role in contributing to the achievement of the company's goals effectively
and efficiently. Realizing this, the company needs reliable and quality human resources.
Therefore, companies must be able to manage and pay attention to human resources as best
as possible.

Currently, the problem of high turnover intention has become a serious problem for
many companies. The negative impact felt due to turnoverin the company is on the quality
and ability to replace employees who leave the company, so it takes time and new costs to
recruit new employees (Waspodo et al., 2015). Human resources are an important asset or
capital in organizational effectiveness in developing the company's innovation systems and
efforts so that it can still have competitive advantage values compared to competitors (Alif,
2015).

Increased workload and other factors can cause stress and discomfort for employees,
thus interfering with their performance. Sugiyanto, et al. (2016) stated that physical fatigue
causes work-family conflicts in employees. If this happens continuously, the desire to move
is even stronger. Kardiman, et al. (2016) said that although turnover intention in general has
a bad impact on the organization, turnover intention is often needed by companies that have
employees with low performance. This method is done to replace employees who have low
performance or to find several experts in their fields so that they can increase the productivity
and performance of the company.

The causes of work stress that occur due to excessive workload, high pressure from the
company, not being on target continuously, lack of concentration in carrying out work, so that
it will have an impact on health disturbances, headaches and nausea so that it will trigger job
dissatisfaction, (Beloor et al., 2017), that work must be maintained effectively to ensure that
all employees work at their respective potentials and are free from stress.

RESEARCH METHODS
The type of research used in this study is the type of quantitative influence analysis which is
intended to provide a clear picture of the problems being researched, interpresent and explain
the data systematically. The basis of this research is a survey, which is the distribution of
questionnaires to respondents containing questions about matters related to the research.

Sample Drawing Technique
Populasi

Population is a generalized area consisting of: objects or subjects that have certain
qualities and characteristics that are determined by the researcher to be studied and then
drawn conclusions. So population is not only about people, but also objects and other natural
objects. Population is not just the number of objects/subjects studied, but includes all the
characteristics or traits possessed by the subject or object. Sugiyono, (2016 : 117). In this
study, the population is 400 employees from PT. Mustika Dharma Jaya Lamongan part.
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Sample

The number of respondents obtained was 80. The sample used is Random Sampling.
Random sampling is the collection of sample members from a population that is carried out
randomly without paying attention to the strata in that population Sugiyono, (2016: 93). Thus
the samples needed for research at the PT. Mustika Dharma Jaya has 80 employees.

RESULTS AND DISCUSSION

From the above discussion, the following results were obtained:

1. From the reliability test table, it was shown that Cronbach’sAlpha value for each of the
study variables was greater than 0.60. Thus, it can be concluded that all of the research
instruments are reliable

Table 1. Reliability Test Results
NO Variabel Cronbach's Alpha Remarks

1 X1 0.854> 0.60 Reliabel
2 X2 0.860 > 0.60 Reliabel
3 Y 0.863> 0.60 Reliabel

Source : SPSS 26.0 Output Result
2. From the multiple linear regression test table, the coefficients for the independent varia-
ble B1 =0.777,B2 = 0.317, and the constant of a = 13.462 were obtained so that the
regression equation model obtained was:
Y=a+blX1l+b2X2++e
Y =13.462+ 0.777X1+ 0.317 X2+ e

The regression equation can be explained as follows:

a. a (constant) = 13.462 is a constant which means that if the independent variables
(Work stress and OCB) in the study have an effect = 0 (X1, X2 = 0), then the result
obtained from Turnover Intentionis 13.462

b. bl=0.777, meaning that for the variable Work Stress the regression coefficient (b1)
shows a value of 0.777 which means that if the variable Work Stress increases by 1
unit, it will be able to increase the Turnover Intention by 0.777 assuming that the
value of the coefficient of the other variable is constant or (a, X2, = 0).

c. b2=0.317, meaning that for the OCB variable the regression coefficient (b2) shows
a value of 0.317 which means that if the OCB variable increases by 1 level, it will be
able to increase the Turnover Intention by 0.317 assuming that the value of the other
variable coefficients is constant or (a, X1, = 0).

From the coefficient of the free variables (Work stress and OCB) above, it has a positive

value. This means having a direction of change that is in line with the bound variable

(7urnover Intention). In addition, the coefficient of the variable of work stress with a

regression coefficient of 0.777 has the largest value compared to the regression

coefficient of other independent variables (work stress and OCB). With possession, it can
be concluded that the most dominant factor affecting Turnover Intention is work stress.
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Table 2. Multiple Linear Regression Test Results

Model Unstandardized Coefficients Standardized Coefficients
B Std Error Beta T Sig
(Constant) 13.462 1.327 10.145 .000
Work Stress 777 192 -671 -4.053 .000
OCB 317 232 .289 1.370 177

Source : SPSS 26.0 Output Result

3. From the multiple linear correlation test table, it can be concluded that the value can be
concluded that the variables Work Stress (X1), and OCB (X2), have a significant relation-
ship with Turnover Intention (Y) together. And the R value of 0.993 can be concluded
that the level of relationship between the variables Work Stress (X1), and OCB (X2), to
Turnover Intention (Y) together has a strong relationship because it is in the range of 4,
which is 0.60 — 0.993.

Table 3. Interpretation of Correlation Coefficients

No Weight Alternatif

1 0,00-10,199 Very Low

2 0,20-0,399 Low

3 0,40 - 0,599 Enough

4 0,60-0,799 Strong

5 0,80 -1.000 Very Powerful

Source : Sugiyono (2011:184)

Table 4. Multiple Correlation Test Results
Model R R Square Adjusted R Square Std. Error of the Estimate
1 .993a .986 .984 .308
Source : Data processed 2022
4. From the determination coefficient analysis table, it can be seen that the determination
coefficient (R Square) obtained is 0.986. This means that 98% of the dependent variable
(bound), namely Turnover Intention, can be explained by the independent (free) variables,
namely Work Stress and OCB. While the remaining 2% was influenced by other variables
outside the variables in the study.
Table 5. Coefficient of Determination
Model R R Square Adjusted R Square Std. Error of the Estimate
1 .993a .986 .984 .308
Source : Data processed SPSS version 23, 2022
5. From the t-test table (partial test) calculation using the SPSS program, it can be seen
that:
a. Effect of Work Stress (X1) on 7urnover Intention (Y)
From the results of the t-test for the variable Work Stress (X1) on 7urnover Intention,
significant results were obtained which were 0.000< 0.10 and teacuation of 4.053 and
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tbe Of 1.67412. From the data obtained the value of tcalcul> ttable (4.053>1.67412),
it can be concluded that partially the variable Work Stress has a significant effect on

Turnover Intention.
Regio ns Regio

Regions

HoO Receptio:n
1

083 0 4.053 1
Influence '

b. Organization Citizenship Behavior (X2) terhadap 7urnover Intention (Y)
From the results of the t-test for the variable Organizaton Citizenship Behavior (X2)
on Turnover Intention, the results of the significance level were obtained which were
0.001 < 0.10 and tcount of 1.370 and ttable of 1.67412. From this data, the value of
tcalcul> ttable (1,370 > 1.67412) was obtained. Therefore, it can be concluded that
partially the variable Organization Citizenship Behavior has a significant effect on

. . ‘_
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Table 6. Hypothesis Test Results (t-Test)

Model Unstandardized Coefficients Standardized Coefficients

B Std Error Beta T Sig

(Constant) 13.462 1.327 10.145 .000
Work Stress 777 192 671 4,053 .000
oCB 317 232 .289 1.370 .001

Source : SPSS 26.0 Output Result
From the results of the f test (simultaneous test) it can be concluded that the value of F
is calculated as 683.377 while F of the table a = 10% or 0.01 the result of the F table is
2.30 which means that F is calculated as 683.377 > F table is 2.30, with a significance of
0.000 < 0.1 then HO is rejected and H1 is accepted so that there is a significant influence
between the variables Work stress (X1), OCB (X2), on Turnover Intention (Y) in Employ-
ees of PT. Mustika Dharma Jaya Lamongan.
Table 7. F Test Results

Model F Sig
Regression 683.377 .000b
Residual

Total

Source : SPSS output processed 2022
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CONCLUSION

By looking at the results of the research that has been discussed regarding the influence of

Work Stress, Organization Citizenship Behavior on Turnover Intention , the following

conclusions can be drawn:

1. Work Stress and OCB (Organization Citizenship Behavior) have a partial effect on 7urn-
over Intention in employees of PT. Mustiika Dharma Jaya Lamongan.

2. Work Stress and OCB (Organization Citizenship Behavior) have a simultaneous effect
on Turnover Intention in employees of PT. Mustiika Dharma Jaya Lamongan.

3. The Work Stress variable has a dominant influence on 7urnover Intention in employees
of PT. Mustiika Dharma Jaya Lamongan.
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