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Abstract

Job stressor has been taken seriously by the health care organizations because of its effect on employees’
behaviours at the workplace. This study was conducted to identify the influence of job stressors on
organizational loyalty and intention to quit. This study approach was quantitative with cross-sectional research
design. The instruments used were Job Content Questionnaires, Organizational Loyalty Questionnaires, and
Intention to Quit Questionnaires. A total of 340 health care staffs in several public hospitals and clinics in
Malaysia were involved in the study. Descriptive statistic and multiple regression were used to analyse
the data. It was found that job stressors have significant influence on organizational loyalty and intentions
to quit. The findings proposed that the management of health care organizations should focus more on
managing job stressors in order to increase organizational loyalty and reduce employees’ intentions to quit

among public health care staffs.
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Introduction

Nowadays, the intention to quit and the lack of
organizational loyalty are among the critical issues
in  human management!. Every large
organizations have tendency to lose an average of 20
employees a year®. That means most of the employees
in various industries and organizations especially in
health care sector have a tendency to quit their current
job and looking for another job. It is expected to be
almost 76 percent of employees in various industries and
organization will tend to look for another job and will
leave the organization when better job opportunities are
available?.
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Although employees quit their work due to many
factors, research evidence indicates that the intention to
quit and the lack of loyalty are important indicators for
the loss of workers in an organization*>. This problem
will cause organizations to spend a lot of money to
find,recruit and train new employees. The estimated
costs could be double the amount of the employees’
annual salary®. It will undermine the organization overall
performance and productivity, thus contribute to the low
morale and motivation among the colleagues’?®.

The intention to quit refers to the tendency of
workers to think and plan to leave the organization
for a variety of reasons. Whereas, the organizational
loyalty refers to the employees’ tendency to stay in an
organization. Many studies have been conducted to
identify the causes of employees’ problematic behavior,
which characterized by high intention to quit and low
organizational loyalty as it could interfere with overall
achievement of an organization.

One of the main reason for organizations to lose their
employees is job stressor’!?. The United Nations has
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labeled job stressor as a “worldwide epidemic” as it has
been recognized as one of the major global challenges of
the 21% century!"!213, All employees experience stress
and there is no way for them to avoid job stressor at
workplace!*!3.

Previous researchers studied the association between
job stressor and intention to quit'®!”. However, mostpast
studies only focused on general effect of job stress and
lack of explanations on the effect of specific job stressor
towards the workers’ intention to quit especially in the
context of public health care staff.

Other than that, there is also limited research
on the causal relationship between job
and organizational loyalty'®!°. Despite loyalty can
contribute to the organizational achievement, but it is
often overlooked by most organizations because they
focused more on the quality of service which is expected
to influence customer loyalty?*2!.

stressor

Therefore, this study conducted to fill the research
gapin the context of health care organization as it striving
to increase loyalty and reduce intention to quit among
employees®?. There are two objective of this study, first
to identify the influence of job stressor on organizational
loyalty and second to identify the influence of job
stressor on intention to quit.

Literature Review: The concept of organizational
loyalty and intention to quit can be understand through
the Social Exchange Theory which proposes the element
of retention (loyalty) and dissolution (quit) as a process
that occurs in the social exchange relationship between
employer and employees®*?*. The theory also explained
that the social exchange imbalance could create job
stress, which in turn reduces employees’ loyalty to
the organization. It indicates that there is a connection
between job stress, organizational loyalty and intention
to quit.

Job stress exists due to the combination of job
demands and job control*. High job demand with a
combination of low job control creates a high stress
work environment. Job control refers to the potential
and the ability of the employee to control and make
decisions about the task they performed®. Whereas, job
demands refers to the burden such as unexpected tasks,
time pressures, physical and psychological workloads®*.

Past researchers support the relationship between
job stressor and organizational loyalty in the context
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of health care staff?®?7-?®, Previous study also support
the association between job stressor and intention to
quit?>3031 Excessive workload and low authority to
make decision will contribute to the increased intention
to quit among health care staffs’?>?334 Based on the
support from previous studies, this study will test four
hypotheses.

HI There is a significant negative influence of job
demand on organizational loyalty

H2 There is a significant positive influence of job
control on organizational loyalty

H3 There is a significant positive influence of job
demand on intention to quit

H4 There is a significant negative influence of job
control on intention to quit

Material And Method

The population of this study were public health care
staff which consist of trained nurses and medical assistant
officers in several public health clinics and hospitals in
Malaysia. Previous study showed that employment in the
health care sector is among the high stress occupations
in Malaysia**. In addition, past researchers also often
associate health care staff with a high desire to leave the
organization' %36,

The respondents were chosen using simple random
sampling technique. The total samples obtained in this
study was 340 public health care staffs. Overall, the
majority of respondents were nurses (76%), female
(66%), between 20 and 29 years old (49%) and have
less than 5 years working tenure (42%). This study uses
cross-sectional research design with quantitative data
approach.

The Job Content Questionnaire used in this study
to measure job stressor’’. It has high reliability with
Cronbach’s alpha value of 0.71 to 0.86. Furthermore, the
Organizational Loyalty Questionnaire used to measure
organizational loyalty3®. The 7 items questionnaire have
high reliability with Cronbach’s alpha of 0.84.

As for the intention to quit, this study used 3 items
from Intention to Quit Questionnaire®”. The instrument
have high reliability with Cronbach alpha 0.92. All of
the questionnaires were measured using 5 point Likert
scales ranging from 1 “strongly disagree” to 5 “strongly
agree”. Simple linear regression analysis was conducted
to identify the influence of job stressor on organizational
loyalty and intention to quit.
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Findings: This study found that there is a significant
influence of job stressors on organizational loyalty. Both
job stressors explain 14% variance of organizational
loyalty among health care staffs. Specifically, the
findings showed that job demands negatively influence
organizational loyalty. On the contrary, job control was
found to be positively influence organizational loyalty.
Therefore, the findings of this study accept hypotheses
H1 and H2.

This study also found that job stressors were
significantly influence the intention to quit. Both job
stressors explain 13% variance of intention to quit
among health care staffs. Specifically, it was found that
job demand influence the intention to quit positively,
whereas job control predicts the desire to quit negatively,
thus accepting hypothesis H3 and H4 in this study.

Table 1: Regression Analysis

Model Orgzg;z;:i;mal Intention to Quit
B t B t

Job Demand -0.29%** -3.69 0.75%* 5.89

Job Control 0.42%* 7.01 -0.51%* -5.21

R 0.37 0.37

R? 0.14 0.13

F 27.21%* 25.90%*

**Significant at the level of two-tail(p< 0.01)

Discussion

This could be one of a very few study that examine
the causal relationship between job stressors and
organizational loyalty especially among health care staffs
in Malaysia. Based on the results of regression analysis,
this study found that the presence of job stressors in the
workplace can cause changes in the workers’ intention
to stay in the health care organization. The findings of
this study was consistent with the findings of previous
research0.

Specifically, this study shows that higher job
demands will contribute to a lower organizational
loyalty. The finding is in line with previous study which
shows the negative association between job demands
and organizational loyalty*>*3. Health care staffs who
are often overworked and overwhelmed with task will
tend to leave the organization.

On the contrary, this study found that job control will
increase the organizational loyalty. The results support
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previous study which found that job control positively
related with organizational loyalty?®?%, Hence, when a
health care staff is given freedom to make decisions about
his appointed tasks, the staff tends to help organizations
to succeed and continue to stay in the organization in
the future. This is probably because the staff felt that the
authority given to them reflects the employers’ trust in
them, so they tend to be more committed in their work.

Other than organizational loyalty, this study also
found that job stressors influence the intention to
quit among health care staffs. Specifically, this study
found that the increase in job demand will increase
the employees’ intention to quit. This finding supports
previous studies that positively associated job demands
with intention to quit among health care staffs!?31-36,

The findings also showed that the health care staffs
who often work hard to complete their task within a
limited time will tend to think of quitting their current
job. Basically, high job demands can increase employees’
emotional, mental and physical fatigue. Therefore, to
avoid being constantly confronted with the situation, the
employees tend to think about leaving the organization
in the future.

Furthermore, this study found that employees who
have higher job control, will less likely to quit their
job. This finding supported previous studies that found
significant association between job control and intention
to quit'®313* When employees are given less freedom to
make decisions regarding their assigned task, they will
feel dissatisfied with their work and as a result, they tend
to think about quitting their current job. It is because
individuals’ perceptions of their ability to manage and
controlling their work is what predicts their actions to
quit.

Conclusion

This study provide the additional value in literature
by expanding the causal relationship between job
stressor, organizational loyalty and intention to quit in
the context of health care staffs. However, it would be
beneficial for future researcher to expand the research
among health care staffs in the private sector too. Job
demand and job control was found to be significantly
associated with the employees’ workplace behaviour.
The findings of this study revealed that managing the
job stressor would be beneficial to prevent the loss of
employees in the health care organization.



1782

Indian Journal of Public Health Research & Development, January 2020, Vol. 11, No. 01

Conflict of Interest: Nil

Source of Funding: Research Management

Centre, Universiti Teknologi Malaysia (UTM), Tier-2,
Q.J130000.2653.16J65.

Ethical Clearance: Done research committee.

References

Aziz KA, Rahman RHA, Yusof HM, Yunus
WMAWM. A Review on Generational Differences
and Work-related Attitude. International Journal
of Academic Research in Business and Social
Sciences, 2018, 8(8), 346—360.

Wharton K. Declining employee loyalty: A casualty
of the new workplace.[Internet]. Online Business
Journal. 2012 [cited 22 September 2016]. Available
from:wharton.upenn.edu.

Nikravan L. New CareerBuilder study unveils
surprising must know for job seekers and companies
looking to hire. [Internet]. CareerBuilder Press
Releases. 2016 [cited 1 June 2018]. Available
from:https://www.prnewswire.com/new.

Zhang G, Lee G. The Moderation Effects of
Perceptions of Organizational Politics on the
Relationships between Work Stress and Turnover
Intention. iBusiness. 2010; 2: 268-273

Omar K, Halim A, Johari H. Job satisfaction and
turnover intention among nurses: The mediating
role of moral obligation. Journal of Global
Management. 2013 Jan 1; 5(1): 44-55.

Borysenko K. What was management thinking?
The high cost of employee turnover. [Internet].
Talent Management and HR. Ere Media. 2015
[cited 5 August 2016]. Available from:https://
www.tlnt.com/

Kokemuller N. The effects of high turnover in
companies.[Internet]. Demand Media. 2010
[cited 20 February 2016]. Available from http://
yourbusiness.azcentral.com/effects-high-turnover-
companies-2173.html

Tarig MN, Ramzan M, Riaz A. The impact of
employee turnover on the efficiency of
the InterdisciplinaryJournalof
ContemporaryResearchinbusiness. 2013 Jan; 4(9):
700-711.

Lo WY, Chien LY, Hwang FM, Huang N, Chiou,
ST. From job stress to intention to leave among
hospital nurses: A structural equation modelling

organization.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

approach. Journal of advanced nursing. 2018;
74(3): 677-688.

Mosadeghrad, AM. Occupational stress
intention: Implications for nursing
management. International Journal of Health Policy
and Management. 2013 Aug; 1(2): 1-8.

Alter DE. Stress in the workplace: A growing and
costly epidemic. [Internet]. The Suit Magazine. 2013
[cited 20 November 2016]. Available from http://
www.thesuitmagazine.com/top-stories/22025

and
turnover

Baba 1. Workplace stress among doctors in
government hospitals: An empirical study.
International Journal of Multidisciplinary Research.
2012 May; 2(5): 208-221.

Dewe PJ, O’Driscoll MP, Cooper C. Coping with
work stress: A review and critique. John Wiley &
Sons; 2010 Oct 26.

Hansen RS. Managing Job Stress: 10 Strategies
for Coping and Thriving at Work. [Internet]. Live
Career. 2014 [cited 3 February 2017]. Available
from http://www.quintcareers.com/managing_job
stress.

Hazell KW. Job stress, burnout, job satisfaction,
and intention to leave among registered nurses
employed in hospital settings in the state of Florida.
Lynn University; 2010.

Peterson JZ. Job stress, job satisfaction and intention
to leave among new nurses (Doctoral dissertation),
2009.

Yeh MC, Yu S. Job stress and intention to quit
in newly-graduated nurses during the first three
months of work in Taiwan. Journal of Clinical
Nursing. 2009 Dec;18(24):3450-60.

Antonova E. Occupational Stress, Job Satisfaction,
and Employee Loyalty in Hospitality Industry: A
Comparative Case Study of Two Hotels in Russia:
Master Thesis. Modul University; 2016.

Douglas RJ. The influence of outsourcing on
organizational loyalty: a phenomenological study
in the aerospaceindustry,(Doctoral dissertation)
University of Phoenix, 2008.

Arai K. Organizational loyalty: A preliminary
Study. Hitotsubashi of
1995;36(1):21-32.

Atiyah L. Product’s quality and its impact on
customer satisfaction. In Proceeding of the 10th
International Management Conference: challenges

journal economics.



22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

Indian Journal of Public Health Research & Development, January 2020, Vol. 11, No. 01

of modern management. November 3rd-4th.
Bucharest, Romania 2016 Nov 3 (pp. 57-65).

Aityan SK, Gupta TK. Challenges of employee
loyalty in corporate America. Business and
Economics Journal. 2012 Jan 1.

Homans GC. Social Behavior: Its Elementary
Forms Harcourt. Brace & World, New York. 1961.

Gerbasi A. Social exchange in networks and groups.
Encyclopedia of group processes and intergroup
relations. 2010;2:787-90.

Karasek Jr RA. Job demands, job decision latitude,
and mental strain: Implications for job redesign.

Administrative science quarterly. 1979 Jun 1:285-
308.

AbuAlRub RF, AlZaru IM. Job stress, recognition,
job performance and intention to stay at work
among Jordanian hospital nurses. Journal of nursing
management.2008 Apr;16(3):227-36.

Abdullah NA, Aminudin N, Domil AK, Adham
KA. Factors for Retaining Workers in IT Firms
in Malaysia. Asia-Pacific Journal of Information
Technology and Multimedia. 2010;9(1):15-30.

Nadia, A. M. & Salwa, A. M. Impact of job demand
and control and nurses intention to leave Obstetrics
and Gynaecology department. Life Science Journal,
2013 10(2), 223-229.

Blewett, V., Shaw, A., LaMontagne, A. D.
& Dollard, M. Job stress: Cause, impact and
interventions in the health and community services
sector: University of South Australia; 2006.

Ahuja, M. K., Chudoba, K. M., Kacmar, C. J.,
McKnight, D. H. & George, J. F. IT road warriors:
balancing work-family conflict, job autonomy
and work overload to mitigate turnover intention.
Management Information Systems Quarterly,2007
Mar: 31(1), 1-17.

Chiu YL, Chung RG, Wu CS, Ho CH. The effects
of job demands, control, and social support on
hospital clinical nurses’ intention to turnover.
Applied Nursing Research. 2009 Nov 1;22(4):258-
63.

Lee Y, Lee M, Bernstein K. Effect of workplace
bullying and job stress on turnover intention in
hospital nurses. Journal of Korean Academy of

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

1783

Psychiatric and Mental Health Nursing. 2013 Jun
1;22(2):77-87.

Yang H, Lv J, Zhou X, Liu H, Mi B. Validation
of work pressure and associated factors influencing

hospital nurse turnover. BMC health services
research. 2017 Dec;17(1):112.

Jourdain G, Chénevert D. Job demands—resources,
burnout and intention to leave the nursing
profession: A questionnaire survey. International
journal of nursing studies. 2010 Jun 1;47(6):709-
22.

Regus R. From distressed to the stressed. [Internet].
Health at Work. 2012 [cited 07 November 2016].
Available from www.healthatwork-online.

Roslan JMG, Filzatun, N, Manaf, NH, Azahadi
M.O. Turnover intention among public sector
health workforce: is job satisfaction the issue? The
International Medical Journal Malaysia. 2014 Jan
1;13(1):51-6.

Karasek R, Brisson C, Kawakami N, Houtman I,
Bongers P, Amick B. The Job Content Questionnaire
(JCQ). Journal of occupational health psychology.
1998 Oct;3(4):322-355.

Mowday RT, Steers RM, Porter LW. The
measurement of organizational commitment.
Journal of wvocational behavior. 1979 Apr

1;14(2):224-247.
Mobley WH. Some unanswered questions in

turnover and withdrawal research. Academy of
management review. 1982 Jan 1;7(1):111-116.

Zin ML, Pangil F, Othman SZ. The moderating
role of job stress in the relationship between
organization support and employee retention.
Journal of Management. 2012;36:33-44.

Palmer S, Cooper C, Thomas K. A model of work
stress. Counsel. Work. 2004:2-5.

Lu L, Siu OL, Lu CQ. Does loyalty protect Chinese
workers from stress? Stress and Health: Journal of
thelnternational Society for the Investigation of
Stress.2010 Apr;26(2):161-8.

Sukor MS, Shah IM, Panatik SA. The influence of
self-enhancing humor on the relationship between

job stress and organizational loyalty.Journal of
Management. 2018 Oct 3, 53.





