Volume 15 No. 4 Desember 2026 https://ejournal.unibabwi.ac.id/index.php/sosioedukasi/index

THE EFFECT OF WORK-LIFE BALANCE ON TURNOVER INTENTION
THROUGH WORK STRESS AS A MEDIATING VARIABLE AT PT. X

Muhammad Imansyah Siregar'®’, Hasanuddin?’, and Suryani*

12Magister Psikologi, Universitas Medan Area, Medan, Indonesia

AE-mail: siregarimansyahl85@gmail.com
bE-mail: hasanuddin@staff.uma.ac.id
¢E-mail: suryani@staff.uma.ac.id

(*) Corresponding Author
siregarimansyahl85@gmail.com

ARTICLE HISTORY ABSTRACT
Received : 29-07-2026
Revised : 15-10-2026
Accepted : 25-10-2026

Employee turnover has become one of the major challenges for organizations in maintaining
workforce stability and organizational effectiveness. PT. X experienced a relatively high
employee turnover rate, indicating the need to identify factors influencing employees'
intention to leave the organization. This study aims to examine the effect of work-life balance

KEYWORDS on Turnover Intention, the effect of work-life balance on work stress, the effect of work stress
Turnover Intention, on Turnover Intention, and the mediating role of work stress in the relationship between work-
Work-life Balance, life balance and Turnover Intention. A quantitative approach with an explanatory research
Work Stress design was employed. The population consisted of 418 employees of PT. X, and 229

respondents were selected using purposive sampling. Data were collected through a structured
questionnaire using a seven-point Likert scale and analyzed using Structural Equation
Modeling—Partial Least Squares (SEM-PLS) with SmartPLS version 3.2.8. The results
revealed that work-life balance had a negative and significant effect on Turnover Intention
and work stress, while work stress had a positive and significant effect on Turnover Intention.
Furthermore, work stress significantly mediated the relationship between work-life balance
and Turnover Intention. These findings indicate that improving employees' work-life balance
can reduce work stress and ultimately decrease Turnover Intention. The study highlights the
importance of organizational policies that promote work-life balance to enhance employee

well-being and strengthen employee retention.
This is an open access article under the CC—BY-SA license.

@ 0O

INTRODUCTION

Changes in the workplace due to technological advancements, globalization, and demographic shifts have increased
the complexity of work and the demands placed on employees. This situation has blurred the boundaries between work and
personal life, increasing the risk of job stress and reducing work-life balance. On the other hand, millennials and Generation
Z have higher expectations for work-life balance, making it easier to move to another company if these expectations are not
met.
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This phenomenon has led to increased Turnover Intention, which is the desire of employees to leave the company
before actually resigning. High Turnover Intention can have various negative impacts on organizations, such as increased
recruitment costs, decreased productivity, reduced employee morale, and impaired service quality. Globally, employee
turnover rates continue to rise. The Mercer Global Talent Trends Study (2022) recorded a global turnover rate of 20%, while
in Indonesia it was 8.8%, higher than the global average of 7.3%.

This phenomenon also occurs at PT. X, which experienced monthly turnover from January to August 2025,
particularly in the positions of Account Officer (AO), Finance Administration Officer (FAO), and Senior Account Officer
(SAO). The number of employees resigning reached more than 200 each month and increased again in August 2025. This
situation indicates problems in human resource management that have the potential to disrupt organizational stability.
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Figure 1. Turnover Data Jan — Augt 2025
Source: Researcher Data, 2026

METHOD

Based on exploratory interviews, most employees stated that high workloads, demanding targets, and long working
hours often require them to work overtime, limiting time with family and rest. Furthermore, the pressure to meet targets
forces employees to continue working despite declining health because work is difficult to delegate to other colleagues.
Although employee relations are generally good, this situation indicates an imbalance between work demands and personal
life, potentially increasing work stress and the desire to leave the company.

Work-life balance is a crucial factor influencing Turnover Intention. Employees who are able to balance work and
personal life tend to have higher job satisfaction, mental health, and loyalty. Conversely, this imbalance can increase work
stress, ultimately leading to Turnover Intention. A survey of workers in several Asian countries showed that 43% of
Indonesian workers prioritize work-life balance when choosing a job, even willing to resign if the company cannot provide
a supportive work environment.

Observations at PT. X also showed that most employees experience work stress due to excessive workloads, tight
deadlines, and limited access to time off due to the inability to be replaced by coworkers. Although the company grants time
off with certain conditions, employees are still contacted when urgent work is required, thus limiting their opportunity for
rest. This situation has the potential to increase psychological stress and strengthen employees' desire to leave the company.
Several previous studies have shown that work-life balance influences Turnover Intention. However, results regarding the
role of work stress as a mediating variable have been inconsistent. Some studies found that work stress mediates the
relationship, while others showed insignificant results. Therefore, this study aims to analyze the effect of work-life balance
on Turnover Intention, with work stress as a mediating variable, among employees at PT. X.
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RESULT AND DISCUSSION

Outer Model (Measurement Model Evaluation)

Outer model (measurement model) evaluation is the initial stage in Partial Least Squares Structural Equation
Modeling (PLS-SEM) analysis, which aims to assess the quality of the measurement model. This evaluation is conducted to
ensure that each indicator accurately and consistently measures the latent construct through validity and reliability testing.

Testing was conducted using SmartPLS software version 3.2.8 through the PLS Algorithm feature.

Validi
v Table 1. Convergent Validity
Work Stress Turnover Intention Worklife Balance

SK1 0.985 - -
SK2 0.979 - -
SK3 0.984 - -
SK4 0.984 - -
SK5 0.983 - -
SK6 0.983 - -
SK7 0.983 - -
SK8 0.989 - -
TI1 - 0.980 -
TI2 - 0.991 -
TI3 - 0.985 -
T14 - 0.984 -
TIS - 0.983 -
TI6 - 0.986 -
TI17 - 0.985 -
TI8 - 0.985 -
TI9 - 0.988 -

WLBI1 - - 0.986

WLB2 - - 0.988

WLB3 - - 0.982

WLB4 - - 0.987

WLB5 - - 0.982

WLB6 - - 0.987

Based on the results of the outer model testing in the table, all indicators in the research variables have outer loading
values >0.70, indicating that all indicators meet the convergent validity criteria and are suitable for further analysis in the

inner model testing stage.

Source: Output Result SmartPLS, 2026

Table 2. Average Variance Extracted (AVE)

Average Variance Extracted (AVE)

Work Stress

0.967
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Turnover Intention 0.971
Worklife balance 0971

Source: Output Result SmartPLS, 2026
Based on the table, the results of the discriminant validity test using the Fornell-Larcker Criterion show that the
square root of the Average Variance Extracted (AVE) value for each variable is on the main diagonal and is greater than the
correlation between variables in the same row and column. This indicates that the construct is more capable of explaining its
own indicators than the relationship with other constructs, so it can be concluded that all variables in the model meet the
Fornell-Larcker discriminant validity criteria.
Table 3. Results of Discriminant Validity Test with the Fornell — Lacker Method

Work Turnover Worklife
Stress Intention Balance
Work Stress 0.984 - -
Turnover Intention 0911 0.985 -
Worklife Balance -0.858 -0.866 0.985

Source: Output Result SmartPLS, 2026

Based on the table, the results of the discriminant validity test using the Fornell-Larcker Criterion show that the
square root of the Average Variance Extracted (AVE) value for each variable is on the main diagonal and is greater than the
correlation between variables in the same row and column. This indicates that the construct is more capable of explaining its
own indicators than the relationship with other constructs, so it can be concluded that all variables in the model meet the
Fornell-Larcker discriminant validity criteria.

Table 4. Cross Loading Result
Work Stress Turnover Intention Worklife Balance

SK1 0.985 0.886 -0.832
SK2 0.979 0.904 -0.858
SK3 0.984 0.893 -0.839
SK4 0.984 0.899 -0.848
SKS5 0.983 0.896 -0.849
SK6 0.983 0.898 -0.843
SK7 0.983 0.892 -0.840
SK8 0.989 0.896 -0.841
TI1 0.891 0.980 -0.846
TI2 0.897 0.991 -0.855
TI3 0.903 0.985 -0.859
TI4 0.895 0.984 -0.851
TIS 0.895 0.983 -0.860
TI6 0.898 0.986 -0.846
TI7 0.900 0.985 -0.850
TI8 0.897 0.985 -0.861
TI9 0.898 0.988 -0.855
WLBI1 -0.853 -0.859 0.986
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Work Stress Turnover Intention Worklife Balance

WLB2 -0.841 -0.850 0.988
WLB3 -0.854 -0.855 0.982
WLB4 -0.859 -0.866 0.987
WLB5 -0.824 -0.838 0.982
WLB6 -0.840 -0.854 0.987

Source: Output Result SmartPLS, 2026
Based on the cross-loading results in the table, all indicators in this study showed the highest factor loading values
for their respective original constructs compared to their correlation values with other constructs. Thus, the cross-loading
analysis results in this study confirm that all indicators have good discriminatory ability and meet the discriminant validity
requirements in the PLS-SEM measurement model.

Table 5. HTMT Result
Work Stress  Turnover Intention Worklife Balance

Work Stress - - _
Turnover Intention 0914 - -
Worklife Balance 0.862 0.870 -

Source: Output Result SmartPLS, 2026

The test results show that the relationship between job stress and Turnover Intention has a HTMT value of 0.914,
which exceeds the limit of 0.90, thus indicating that the discriminant validity between the two constructs has not been met
adequately. Meanwhile, the HTMT value between job stress and work-life balance (0.862) and between Turnover Intention
and work-life balance (0.870) is below the limit of 0.90, so that both pairs of constructs have met the criteria for discriminant
validity.

Reliability
Table 6. Cronbach's Alpha Result
Cronbach's Alpha

Work Stress 0.995
Turnover Intention 0.996
Worklife Balance 0.994

Source: Output Result SmartPLS, 2026
Based on the reliability calculations using Cronbach's Alpha values in the table, all variables in this study showed
values > 0.70. Thus, all variables in this study met the internal reliability criteria based on Cronbach's Alpha, making them
suitable for use in further analysis of the structural model.
Table 7. Composite Reliability Result
Composite Reliability

Work Stress 0.995
Turnover Intention 0.996
Worklife Balance 0.994

Source: Output Result SmartPLS, 2026
Based on the results of reliability testing using the Composite Reliability (CR) method in the table above, the
Composite Reliability value for the Job Stress variable was 0.995, Turnover Intention was 0.996, and Work-Life Balance
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was 0.994. All of these values are above the minimum limit of 0.70, thus indicating that each construct has a very high level
of internal consistency and has met the reliability criteria.
Inner Model (Structural Model Evaluation)

The evaluation of the inner model (structural model) aims to assess the suitability of the constructed structural model
in explaining the relationships between latent constructs based on empirical data. Through this evaluation, the model's ability
to explain the variance of endogenous constructs, the strength of the influence between variables, and the level of significance
of the tested relationships can be determined. The evaluation results serve as the basis for determining whether the research
hypothesis can be accepted or rejected according to the established testing criteria.

R?* Value (Coefficient of Determination)
Table 8. R-square Analysis Test Results
R-square R-square Adjusted

Work Stress 0.736 0.735
Turnover Intention 0.857 0.855

Source: Output Result SmartPLS, 2026
Based on the results of the R-square analysis, the work stress variable has a value of 0.736, which means that 73.6%
of the variation in work stress can be explained by variables in the research model, while the remaining 26.4% is influenced
by other factors outside the model. Meanwhile, the Turnover Intention variable has an R-square value of 0.857, which
indicates that 85.7% of its variation can be explained by the research model, while the remaining 14.3% is influenced by
other factors. These values indicate that the model has a strong ability to explain the variables of work stress and Turnover
Intention.

Q-Square
Table 9. Q-Square Analysis Test Results
SSO SSE Q? (=1-SSE/SS0O)
Work Stress 1744.000 512.542 0.706
Turnover Intention 1962.000 346.042 0.824
Worklife Balance 1308.000 1308.000 0.000

Source: Output Result SmartPLS, 2026

Based on the results of the Q-square (Q?) analysis, the work stress variable has a Q? value of 0.706 and Turnover
Intention of 0.824. Both values are greater than 0, indicating that the model has good predictive ability for endogenous
variables. Meanwhile, work-life balance has a Q? value of 0.000 because it is an exogenous variable that is not predicted by
other variables in the model. Overall, the analysis results indicate that the research model has good predictive relevance in
explaining the relationship between variables.

F-Square
Table 10. F-Square Analysis Test Results
F-square
Work Stress -> Turnover Intention 0.741
Worklife balance -~ Work Stress 2.785
Worklife balance -> Turnover Intention 0.192

Source: Output Result SmartPLS, 2026

Based on the results of the effect size (f-square) analysis, work-life balance on job stress has an f-square value of
2.785 which is included in the large effect category, indicating that work-life balance has a very strong influence on job
stress. Furthermore, work stress on Turnover Intention has an f-square value of 0.741 which is also included in the large
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effect category, thus indicating a strong contribution in explaining Turnover Intention. Meanwhile, work-life balance on
Turnover Intention has an f-square value of 0.192 which is included in the medium effect category, thus providing a
significant influence in the research model.

SRMR (Standardized Root Mean Square Residual)

Table 11. SRMR Analysis Test Results
Saturated Model Estimated Model

SRMR 0.009 0.009

d ULS 0.022 0.022

d G 0.337 0.337
Chi-square 415.358 415.358

NFI 0.971 0.971

Source: Output Result SmartPLS, 2026

Based on the results of the model fit test using the SRMR indicator, a value of 0.009 was obtained for both the
saturated model and the estimated model. This value is below the 0.08 limit, indicating that the model has a very good level
of fit. In addition, the NFI value of 0.971 also indicates that the model has a high level of fit because it exceeds the 0.90
criterion. Low d ULS and d_G values indicate a good fit between the model and the empirical data. Overall, the results of
the model fit test indicate that the research model has good goodness of fit and is suitable for further analysis.

Hypothesis
In this study, hypothesis testing will be conducted to determine the direct influence between variables. The following

is the research model:
Table 12. Direct Effect Hypothesis Test Analysis

Original Standard . e
Hipotesis Variabel Sample Sample Mean Deviation T Statistics P-Values
(0) M) (STDEV) (|O/STDEYV))
Worklife balance
H1 -> Turnover -0.322 -0.322 0.049 6.597 0.000
Intention
Work Stress ->
H2 Turnover 0.634 0.635 0.046 13.884 0.000
Intention
H3 Worklife balance ) g5 -0.857 0.019 45.745 0.000

-> Work Stress

Source: Output Result SmartPLS, 2026

Based on the data processing results in the Direct Effect Analysis Table, the following results were obtained:
1. Work-life balance — Turnover Intention

The results show that the effect of work-life balance on Turnover Intention has an original sample (O) value of -
0.322, a t-statistic of 6.597 (> 1.96), and a p-value of 0.000 (< 0.05). Thus, work-life balance has a negative and significant
effect on Turnover Intention. These results indicate that the better the work-life balance perceived by employees, the lower
their tendency to have Turnover Intention.
2. Job Stress — Turnover Intention

The results show that the effect of job stress on Turnover Intention has an original sample (O) value of 0.634, a t-
statistic of 13.884 (> 1.96), and a p-value of 0.000 (< 0.05). Thus, job stress has a positive and significant effect on Turnover
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Intention. These results indicate that the higher the level of work stress experienced by employees, the higher their tendency
to have Turnover Intention.
3. Work-Life Balance — Work Stress

The results show that the effect of work-life balance on work stress has an original sample (O) value of -0.858, a t-
statistic of 45.745 (> 1.96), and a p-value of 0.000 (< 0.05). Thus, work-life balance has a negative and significant effect on
work stress. This indicates that the better the work-life balance, the lower the level of work stress experienced by employees.

Table 13. Indirect Test Hypothesis

Hipotesis Variabel Original Sample Standard deviation T statistics P values
sample (O)  mean (M) (STDEV) ((O/STDEV))
Worklife balance ->
H4 Work Stress -> -0.544 -0.544 0.041 13.263 0.000

Turnover Intention

Source: Output Result SmartPLS, 2026

Based on the results of the indirect effect test, the indirect effect of work-life balance on Turnover Intention through
job stress has an original sample value of -0.544, a t-statistic of 13.263 (>1.96), and a p-value of 0.000 (<0.05). These results
indicate that job stress acts as a significant mediator in the relationship between work-life balance and Turnover Intention. A
negative coefficient value indicates that increasing work-life balance can reduce job stress, thus impacting Turnover
Intention.

000070000 0,000 000

// v ooo{:\\

SK1 SK2 SK3 Ska SK5 SKE SK7 Sk8

Figure 2. Bootsraping Hipotesis
Source: Output Result SmartPLS, 2026

Discussion
The Effect of Work-Life Balance on Turnover Intention

The findings indicate that work-life balance has a significant negative effect on Turnover Intention. This means that
employees with better work-life balance tend to have lower intentions to leave the organization. A balanced relationship
between work and personal life enables employees to maintain psychological well-being, job satisfaction, and organizational
commitment. Conversely, an imbalance between work demands and personal needs may cause physical and emotional
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exhaustion, which increases employees' intention to seek alternative employment. This finding supports previous studies by
Pamungkas and Sudiro (2024) and Abadiyah et al. (2020), which reported that work-life balance contributes to reducing
Turnover Intention by increasing employee satisfaction and loyalty. Therefore, PT X needs to improve work-life balance
through appropriate workload management, adequate rest periods, and policies that support employee well-being.
The Effect of Work Stress on Turnover Intention

The results show that work stress has a significant positive effect on Turnover Intention. This indicates that higher
levels of work stress experienced by employees increase their intention to leave the organization. Excessive workload,
demanding targets, limited recovery time, and continuous work pressure may lead to emotional exhaustion and reduced job
satisfaction, encouraging employees to seek a more supportive work environment. These findings are consistent with
Suryanto et al. (2022) and Sari et al. (2024), who found that prolonged work stress increases Turnover Intention by weakening
employee commitment and motivation. Therefore, organizations need to implement strategies to manage work stress through
realistic workload distribution, supervisor support, and employee welfare programs.
The Effect of Work-Life Balance on Work Stress

The findings demonstrate that work-life balance has a significant negative effect on work stress. Employees who
are able to maintain a balance between work responsibilities and personal life experience lower levels of stress because they
have better control over their time, energy, and personal needs. Conversely, poor work-life balance may create role conflicts,
emotional exhaustion, and psychological pressure. This result is supported by Murpiari (2025) and Wardhani and Shashamie
(2023), who emphasized that work-life balance plays an important role in reducing employee stress levels. In the context of
PT X, long working hours and high job demands may disrupt employees' personal lives, indicating the importance of
organizational efforts to create a more balanced working environment.
The Mediating Role of Work Stress in the Relationship between Work-Life Balance and Turnover Intention

The mediation analysis confirms that work stress significantly mediates the relationship between work-life balance
and Turnover Intention. This finding indicates that work-life balance reduces Turnover Intention not only directly but also
indirectly by decreasing employees' work stress. Employees who experience a better balance between work and personal life
are better able to manage job demands, resulting in lower stress levels and stronger intentions to remain in the organization.
This finding supports previous research by Sari et al. (2024), which found that work stress acts as a mechanism linking work-
life balance and Turnover Intention. Therefore, PT X should focus on improving work-life balance as a strategic approach to
reduce work stress and strengthen employee retention.

CONCLUSION

Work-life balance has a negative and significant effect on Turnover Intention of employees at PT X. The better the
work-life balance, the lower the employee's desire to leave the company. Work stress has a positive and significant effect on
Turnover Intention of employees at PT X. The higher the work-life stress experienced by employees, the higher the tendency
to leave the company. Work-life balance has a negative and significant effect on work stress of employees at PT X. The better
the work-life balance, the lower the level of work stress experienced by employees. Work stress significantly mediates the
relationship between work-life balance and Turnover Intention. This means that work-life balance can reduce Turnover
Intention directly and through reduced work stress.
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