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Abstract. Teaching is a demanding profession that can jeopardize the physical and mental
health of teachers. Generation Z teachers, born between 1995 and 2009, are innovative, flexible,
and adaptive in the teaching approach but dislike complicated rules and tend to change job,
resulting to increased turnover intention. One of the predictors affecting turnover intention is
job stress, an aspect that has not been previously explored. Therefore, this correlational
quantitative study aimed to investigate the role of resilience in determining the magnitude of the
effect of job stress on turnover intention. The participants were 170 Generation Z teachers from
private elementary schools in District X Medan. The study instrument included job stress scale
adapted from Dinyati (2019), turnover intention scale adapted from Bothma and Roodt (2013),
and resilience scale adapted from Connor and Davidson (2003). The Structural Equation Model
(SEM) test results showed that resilience played a crucial role in determining the strength of the
effect of job stress. The effect of stress on turnover intention decreased with increase in resilience
and vice versa.
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Stres Kerja dan Turnover Intention pada Guru Generasi Z: Resiliensi sebagai
Moderator

Mengajar adalah profesi yang menuntut dan dapat membahayakan kesehatan fisik dan mental
guru. Guru Generasi Z, yang lahir antara tahun 1995 dan 2009, bersikap inovatif, fleksibel, dan
adaptif dalam pendekatan pengajaran tetapi tidak menyukai aturan yang rumit dan cenderung
berganti pekerjaan, sehingga meningkatkan niat untuk berpindah (turnover intention). Salah
satu prediktor yang mempengaruhi niat berpindah adalah stres kerja, sebuah aspek yang belum
pernah dieksplorasi sebelumnya. Oleh karena itu, penelitian kuantitatif korelasional ini bertujuan
untuk mengetahui peran resiliensi dalam menentukan besarnya pengaruh stres kerja terhadap
niat berpindah. Partisipan penelitian ini adalah 170 orang guru Generasi Z dari SD swasta di
Kecamatan X Medan. Instrumen penelitian meliputi skala stres kerja yang diadaptasi dari Dinyati
(2019), skala turnover intention yang diadaptasi dari Bothma dan Roodt (2013), dan skala
resiliensi yang diadaptasi dari Connor dan Davidson (2003). Hasil uji Structural Equation Model
(SEM) menunjukkan bahwa resiliensi berperan penting dalam menentukan kuatnya pengaruh
stres kerja. Pengaruh stres terhadap niat berpindah menurun seiring dengan peningkatan
ketahanan, dan sebaliknya.

Kata Kunci: Generasi Z, resiliensi, stres kerja, turnover intention
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Teachers, as crucial components in

educational activities and the learning process

(Lestari, 2018), are essential in achieving

educational quality (Ratnasari, 2019). A perfect

curriculum, advanced educational facilities, or

detailed academic regulations do not

significantly affect students success without

teachers support in the learning process

(Pardede, 2019). Teachers at the elementary

school (SD) level, central in providing early

education to students (Akbar & Tahoma, 2018),

commonly face monotonous nature of teaching

(Sari, 2021), where the same students are

taught from morning to the end of the school

day with various scheduled subjects (Akbar &

Pratasiwi, 2017). This necessitates the

improvement of the quality of elementary

school teachers to enhance the education

quality (Aliyyah et al., 2019).

Teachers are considered to have quality

by possessing four competencies, namely

professional, pedagogical, social, and personal

(Ahmad, 2019; Dudung, 2018; Heristyan et al.,

2021; Sari & Setiawan, 2020). Competencies can

be observed in the teaching quality across

different ages, with younger teachers

specifically having high expectations and

ambitions (Budiarti et al., 2022), more

enthusiastic about bringing new changes to the

school (Waluyo, 2019), and creative or

innovative (Elvirada et al., 2021). Generation Z

teachers are considered to be in a productive

phase and are perceived to have a better

command of technology than previous

generation (Firdausi, 2022). In 2022, the

Ministry of Education and Culture recorded

514.233 teachers aged 20 to 29 years, with

Indonesia recording approximately 3.988

(Jayani, 2022).

Generation Z, born between 1995 and

2009, are often called the technology generation

(Luhulima et al., 2016; Septania & Proborini,

2020). Bencsik et al. (2016) stated that

Generation Z included those born between 1995

and 2010, while BPS (Statistic Indonesia) in

2021 showed Generation Z spanned from 1997

to 2011 (BPS, 2020). The current study

specifically focused on those between 1995 and

2009. The 2021 BPS data showed that a

significant portion of Indonesia population was

Gen Z, constituting 27.94% of the total (BPS,

2021). Furthermore, characteristics of

Generation Z include enjoying online activities,

multitasking ability, preferring images over text,

viewing job as an interesting game, expecting

recognition, and being satisfied with instant or

randomly accessible materials (Aulia et al.,

2021).

Generation Z as the youngest generation

which recently entered the workforce, has

different traits and characteristics than the

previous X and Y generations. In the workplace,

Generation X shows characteristics of

adaptability, resilience, independence, loyalty,

hard work, and acceptance of change (Putra,

2016). Generation Y has a working

understanding that transcends meeting basic

life needs, specifically prioritizing meaningful
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or creative activities, achieving satisfaction,

and receiving recognition for changing the

world. The primary reason for this persistence

in the workplace is the perception that job

holds meaning (Paramitha & Ihalauw, 2018).

Generation Z tend to dislike complex

regulations within a company, and will resign

when rules do not conform with their

preferences (Kusumawati et al., 2021). This is

the primary reason for switching from one job

to another, also known as turnover (Purba &

Ananta, 2018). Eventually, this situation

becomes a key factor contributing to the high

turnover rates among Generation Z (Wijoyo et

al., 2020). Prayogi et al. (2019) stated that age

significantly affected turnover intention. The

younger a worker becomes, the higher the

turnover intention (Dodanwala & Santoso,

2022).

Surveys conducted in 42 countries

showed that 53% of Generation Z preferred to

change workplaces within two years, while 21%

within five years (Deloitte, 2018). Turnover

percentage for Generation Z in Indonesia was

higher (51.83%) than other generations

(48.17%) (Afandi et al., 2022). An investigation

showed teachers turnover rate ranging from 10-

16% between 2013 and 2016 in Tangerang

(Poeh & Soehari, 2019), and 2-7% from 2005

to 2013 (Suryani et al., 2014), and 20-29% from

2013 to 2015 in Jakarta (Suharno et al., 2017).

SMK (Vocational School) in Jember (Arsih et

al., 2018) and an elementary school in East

Jakarta (Juanita R & Prasetya, 2021) specifically

reported high turnover. Some had a low

turnover rate, although the leaving teachers

possessed specific expertise (Zulistiawan,

2014). Other studies also showed that more

teachers left than entered in the same year

(Gragnano et al., 2020; Saragih, 2021). The

PGRI (Indonesian Teachers Union) Foundation

in Cipayung Branch showed a 19% turnover

rate in 2018 (Mariana et al., 2021).

Turnover intention is when employees

consciously prioritize alternative employment

in a different organization (Susilo & Satrya,

2019). The desire to quit job for certain reasons

is a normal and acceptable aspect of the

working world. However, a high turnover

intention can negatively affect the company,

leading to instability in costs, time, opportunities

to leverage, the loss of experienced employees,

and a decrease in the working atmosphere

(Dalgiç, 2022). Turnover rate needs to be well-

managed up to a certain level to avoid

disrupting business operations and achieving

company objectives.

Turnover intention can be classified into

three dimensions, namely the thought of

quitting, the desire to leave, and the desire to

find another job (Mobley, 2011). This can

manifest as resignation, relocation, leaving the

organization, termination, or employee death

(Prawitasari, 2016). The emergence of turnover

intention is affected by various factors such as

compensation, job stress, job satisfaction,

organizational commitment, new job

opportunities, seniority, position, and
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workplace pressure (Sa’adah & Praseti, 2018).

Based on these factors, job stress is a frequently

investigated topic (Collie, 2023; Yang et al.,

2017; Zeng et al., 2021).

Job stress is a condition of tension that

affects emotions, thought processes, and

physical condition during job activities

(Dinyati, 2019). The current study specifically

measured job stress based on four aspects,

namely psychological, behavioral, cognitive,

and physiological symptoms. It arises due to

increasing external and internal job demands

as well as tense situations where employees feel

unsupported by superiors and colleagues when

facing job challenges (Mullai, 2018).

Job stress is often experienced by

teachers (Galanakis et al., 2020), specifically

endangering their physical and mental health,

hindering professional development, and

leading to a high intention to switch job (Brady

et al., 2023; Chan, 2002). Stress in teachers

consequently affects performance and worsens

social relationships among colleagues, students,

and parents (Abdullah & Ismail, 2019). It can

also affect productivity, resulting in a lack of

commitment to the job, redirect aggression

toward students, and disruption of the

workplace (Yusuf et al., 2015).

Teachers job stress is attributed to a lack

of support from colleagues, insufficient

recognition of professions, limited professional

development, and lack of experience

(Polimeropoulou et al., 2015). It can also arise

due to dissatisfaction, delayed salary payments,

and inadequate school facilities. Other factors

include high job demands, roles, interpersonal

relationships, career development, organiza

tional structure, and work-life balance (Asih et

al., 2018). The accumulation of workload,

social jealousy among teachers treated

discriminatively, completing tasks within

specific deadlines, and extra job than designated

hours also contribute to high job stress (Jalil,

2020). The sources of stress for elementary and

secondary school teachers are mainly high

workload demands and inadequate rewards

(Zhao et al., 2022).

Several investigations have been

conducted on stress and turnover intention in

Indonesia. Juanita R and Prasetya (2021)

specifically showed a significant positive

effect of job stress on turnover intention. This

was in line with (Dewi & Sriathi, 2019),

showing that high levels of job stress could

generate a strong desire to resign. Ibrahim and

Suhariadi, (2021), and Kurniawati et al. (2018)

explained that job stress did not influence

turnover intention. However, Putra and

Mujiati (2019) showed a significant effect

effect of 87.5%. Some other studies showed

that secondary school teachers face increased

job stress, leading to turnover and a reduced

number of teachers (Xu et al., 2023). In

essence, these results varied with different

data. The current study aimed to investigate

the psychological factors influencing the

strength of job stress on turnover intention,

specifically resilience.
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Resilience is the ability of an individual

experiencing stress to endure in job and achieve

a high quality of work life. It is also a personal

quality that enables one to face challenges

(Connor & Davidson, 2003). Therefore, a

resilient individual can mitigate feelings of job

stress (Hakim & Rizky, 2021). Resilience is often

shown by individuals facing challenging job

situations, enduring difficulties, and

successfully adapting to changes (Steven &

Prihatsanti, 2017). As a key factor for recovery

and growth, enabling workers to perform

optimally (Aula et al., 2022), the potential should

be explored to reduce the negative effects of

stressors (Lanz & Bruk Lee, 2017).

Resilience can be classified into five

dimensions, namely personal competence, trust

in instincts, positive acceptance of change,

control, and spiritual effect (Basith, 2020).

Personal competence is the ability of a resilient

individual to always strive to achieve set

objectives (Prihartono et al., 2018), without

hesitating to make unpopular or difficult

decisions (Mahmudah & Wibowo, 2022).

Positive acceptance of change is the ability to

be flexible in facing changes or incoming

problems (Apriani & Listiyandini, 2019), and

have self-control (Sarbini et al., 2021). Resilient

individuals also have faith in God or destiny

(Suprapto, 2020).

The quality of resilience varies among

individuals (Firdiansyah & Pandapotan, 2022),

with the youth tending to have lower resilient

levels than the elderly (Sewasew et al., 2017).

The results also showed a negative correlation

between resilience and job stress.

Based on the discussion above, the effect

of job stress on turnover intention cannot be

conclusively determined due to varying

empirical evidence. Moreover, there is

currently no study explaining how job stress

affects turnover intention in Generation Z

teachers. This has prompted study experts to

investigate the factors influencing the strength

of the effect of job stress on turnover intention.

On the other hand, resilience has a negative

effect on job stress (Nastasia, 2022;

Tampombebu & Wijono, 2022), and

significantly affects turnover intention (Liu et

al., 2021). Based on these considerations, the

study aimed to examine the role of resilience

and job stress on turnover intention in

Generation Z teachers. The assumption is that

when resilience is high, the effect of job stress

on turnover intention becomes significant. In

contrast, when resilience is low, the effect of

job stress becomes low on turnover intention

in teachers.

Method

This study adopted a quantitative

correlational approach. The independent

variable was job stress, the dependent was

turnover intention, and resilience served as

moderating variable. The participants were 170

private elementary school teachers in District

X, Medan City, born between 1995 and 2003,

with a minimum job experience of one year.
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The study instruments included

psychological scales comprising job stress,

resilience, and turnover intention scales. A

Likert scaling model was adopted, consisting of

five response options ranging from 1 (Strongly

Disagree), 2 (Disagree), 3 (Neutral), 4 (Agree),

to 5 (Strongly Agree). The job stress scale

comprised 58 items adapted from (Dinyati,

2019) referring to four aspects of symptoms,

namely psychological, behavioral, cognitive,

and physiological.

Turnover intention scale was 15 items

adapted from Bothma and Roodt (Bothma &

Roodt, 2013) referring to three aspects outlined

by Mobley and comprising, namely intention to

leave, intention to find other job, and thoughts

of quitting. Resilience, which was the third scale,

consisted of 25 items, and used a framework

developed by Connor and Davidson (2003),

focusing on five aspects, namely personal

competence, belief in instincts, positive

acceptance of change, control, and spiritual

influence.

The study instrument was tested using

the Structural Equation Model (SEM) through

the Partial Least Square (PLS) program called

the outer model evaluation. Outer model

measurement was carried out to assess the

validity and reliability of the model (Syahrir

et al., 2020). The validity test could be classified

into convergent and discriminant. The

convergent validity test was carried out to

measure the correlation of the manifest

variables of a construct, and assessed based

on the AVE value> .50, stating whether a

construct was valid or invalid. Meanwhile,

discriminant validity was carried out by

comparing the root AVE value of each

construct with the root AVE correlation value

of other constructs or variables. Good

discriminant validity was showed by the root

AVE value of a construct greater than the root

AVE correlation value of other constructs.

Reliability testing was conducted in two ways,

namely with Cronbach Alpha and Composite

Reliability. The construct is declared reliable

when the Cronbach Alpha value is > .60 and

the Composite Reliability value is > .70

(Haryono, 2016).

Data were obtained by sharing the

three scales through a Google form link to the

participants.  The part icipants gave

information about this study and expressed

their consent in writing and filling out the

form as well as possible. Meanwhile, the

distribution of the link was assisted by the

principal and PIC (Person in Charge) from

the school. The data were subsequently

analyzed using smart PLS software version

3.0. The outer model was used to determine

construct validity and reliability. The

significance test of the effect is presented in

the subsequent stage.

Results

The respondents were 170 Generation Z

teachers in District X of Medan City, grouped

based on demographic data presented in Table 1.
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Table 1

Demographic Data

Characteristic N % 
Gender   

Male 16 9.41 
Female 154 90.58 

Birth year   
1995 42 24.70  
1996 26 15.29  
1997 30 17.64  
1998 33 19.41  
1999 22 12.94  
2000 8 4.70  
2001 3 1.76  
2002 2 1.17  
2003 4 2.35  

Length of service   
1 Year 39 22.94  
2 Years 38 22.35  
3 Years 20 11.76  
4 Years 30 17.64  
5 Years 43 25.29  

 

 Table 2

Convergent Validity Test Results based on AVE value 

Variable AVE 
Resilience (M) .849 
Job Stress (X) .814 
Turnover Intention (Y) .761 
X*M 1.000 

 

According to convergent validity test

results the three variables showed AVE values

> .5, showing that the validity requirements

were met.

Table 3

Discriminant Validity Test Results based on The AVE Root Value on The Study Variables

Variable Resilience (M) Job Stress (X) Turn Over 
Intention (Y) X*M 

Resilience (M) ඥ𝐴𝑉𝐸𝑀 = .922    
Job Stress (X) .255 ඥ𝐴𝑉𝐸𝑋 = .902   
Turnover Intention (Y) .283 .470 ඥ𝐴𝑉𝐸𝑌 = .872  
X*M -.339 -.111 .024 ඥ𝐴𝑉𝐸𝑋∗𝑀 = 1.000 
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The square root value of AVE for each

latent variable was greater than the

correlation value between the latent variable

and other latent variables, showing that the

scale used met the discriminant validity

requirements.

Table 4

Reliability Test Results of Resilience Scale, Job Stress and Turn Over Intention
based on Composite Reliability (CR) and Cronbach Alpha (CA)

Variable Composite Reliability α 
Resilience (M) .993 .993 
Job Stress (X) .996 .996 
Turnover Intention (Y) .979 .977 
X*M .000 1.000 
 

Based on the Cronbach alpha test,

t he  t hr e e  va r i a ble s  s h o we d C A >  . 7 ,

meaning that the reliability requirements

were met.

Table 5

Path Coefficient & Significance of Effect Test Results

Variable 
Original 

Sample (O) 
M SD 

T Statistics 
(|O/STDEV|) 

p 

M -> Y .223 .220 .075 2.986 .001 
X -> Y .429 .437 .071 6.064 .000 
X*M -> Y .116 .117 .067 1.715 .043 

 Note. M=Resilience; X=Job Stress; Y=Turnover Intention; M=Mean; SD=Standard Deviation 
 

Table 5 shows that: (1) Resilience (M)

had a significant effect on turnover intention

(Y), with a p-value of .001 < .05 (Hypothesis

Accepted). (2) Job stress (X) had a significant

effect on turnover intention (Y), with a p-

value of .005 < .05 (Hypothesis Accepted).

(3) Resilience (M) significantly moderated

the effect of job stress (X) on turnover

intention (Y), with a p-value of .043 < .05

(Moderation Hypothesis Accepted). The

moderation coefficient value of X*M was

.116, showing that resilience (M) streng

thened the effect of job stress (X) on turnover

intention (Y).

Table 6

R-Square and Q-Square Before Moderation

Variable R2 Q² (=1-SSE/SSO) 
Turnover Intention (Y) .220 .151 

 
The R-Square value before modera tion was

.220, showing that the effect of job stress (X) on

turnover intention (Y) was 22%. The Q-Square

value for turnover intention (Y) was .151.

Because Q-Square = .151 > 0, job stress (X) had

predictive relevance for turnover intention (Y).
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Variable R2 Q² (=1-SSE/SSO) 
Turnover Intention (Y) .268 .182 

 

 

Table 7

R-Square and Q-Square After Moderation

The R-Square value of turnover intention

after moderation (Y) was .268, showing job

stress (X) and resilience (M) could collectively

affect turnover intention (Y) by 26.8%. The Q-

Square value for turnover intention (Y) was

.182. Since Q-Square = .182 > 0, job stress (X)

and resilience (M) had predictive relevance for

turnover intention (Y).

Table 8

Goodness of Fit Model Testing

 Estimated Model 
SRMR .086 

 
Based on the goodness of fit test as

shown in Table 8, the SRMR value was

.086 < .1, showing that the model was

FIT.

Table 9

Empirical and Hypothetical Values

Variable 
Empirical Value Hypothetical Value 

Score 
M SD 

Score 
M SD 

Min Max Min Max 
Resilience  25 125 93 27.2 25 125 75 16.7 
Job Stress  58 290 193.88 72.01 22 132 174 38.7 
Turnover Intention 30 75 40 18 15 75 45 10 

 Note. N=170; M=Mean; SD=Standard Deviation 
 
 Based on the effect on resilience variable,

the empirical mean value was higher than the

hypothetical mean value, specifically 93 > 75. This

showed resilience of participants was higher than

the general population. The results of the

empirical and the hypothetical values on job stress

variable showed the empirical mean value was

higher than the hypothetical mean value, namely

193.88 > 174. This showed job stress of

participants was higher than in the general

population. The results of the empirical and the

hypothetical values on turnover intention variable

showed the empirical mean value was lower than

the hypothetical mean value, namely 40 < 45. This

showed turnover intention of the participants was

in the moderate category.

The results of comparing the hypothetical

and empirical mean showed most of the

participants had high resilience (108 people,

64%), high stress (89 people, 52%), and low

turnover intention (77 people, 45%), as shown

in Table 10.
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Table 10

Categorization of Resilience, Job Stress, and
Turnover Intention

 
 

Category Score Range N % 
 Resilience   

Low X < 58 24 14 
Moderate 58 ≤ X< 92 38 22 
High X ≥ 92 108 64 

Job Stress 
Low X < 135 39 23 
Moderate 135 ≤ X< 213 42 25 
High X ≥ 213 89 52 

Turnover Intentiion 
Low X < 35 77 45 
Moderate 35 ≤ X< 55 56 33 
High X ≥ 55 37 22 

Discussion

This correlational quantitative study aimed

to investigate the role of resilience in determining

the magnitude of the effect of job stress on

turnover intention. The results showed job stress

had a positive and significant effect on turnover

intention, showing that when teachers

experienced high levels of stress, there was a

higher tendency to have turnover intention.

According to Juanita R and Prasetya (2021), job

stress influenced turnover intention of Generation

Z teachers. Butar et al. (2019) also showed the

significant effect of job stress on turnover

intention of teachers at Batari School Medan.

Lestari and Mujiati (2018) discovered a positive

and significant effect of job stress on turnover

intention. Baskoro and Wardana (2017) showed

a positive effect of job stress on turnover intention,

while Dewi and Sriathi (2019) concluded that job

stress increased with turnover intention.

The source of stress felt by teachers

originated from the demands, including

accumulated workloads, social jealousy among

workers treated discriminatively, tasks with

special deadlines, and additional responsibilities

outside designated hours (Jalil, 2020).

Supportive leadership tended to decrease

teachers turnover intention (Habibi, 2020). This

was in line with Ashar and Murgiyanto (2019),

stating that efficient support corresponded to

lower teachers turnover intention.

Resilience played a role in moderating the

effect of job stress on turnover intention. This

was supported by Elitharp (2005), showing

that resilience served as a moderator between

stress and turnover intention as it had a greater

effect. The data specifically showed that

resilience, before being moderated by job stress,

could affect turnover intention by 22%, and by

26.8% after moderation.
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The current study showed that job stress

and resilience could affect turnover intention

by 26.8%, with the remaining 73.2% being

influenced by other factors not examined. Fauzi

et al. (2022), and Muharni and Wardhani (2020)

showed that demographic factors, such as

gender, marital status, job satisfaction,

organizational commitment, leadership model,

and job attachment were potential contributors

to turnover intention. The moderating effect of

resilience in the relationship between job stress

and turnover intention was further supported

by the findings that, despite high teachers job

stress, turnover remained in the moderate

category. This could be attributed to the

moderating effect of resilience, which was in

the high category.

Approximately 108 participants,

equivalent to 64% of the total participants, had

a high level of resilience. Resilience of teachers

in this study was higher than the general

population. This was because the participants

were Islamic private elementary school

teachers, more diligent in religious practices,

such as prayer, showing a close relationship

with God. High religiosity can enhance

resilience in facing task-related pressures

(Suprapto, 2020). These results were supported

by Tampombebu and Wijono (2022), who

stated that resilience increased with decrease

in job stress.

The current study provided valuable

insights for schools aiming to reduce turnover

intention among Generation Z teachers in

elementary schools. However, it was limited to

Generation Z teachers from Islamic Private

Elementary Schools in Medan, necessitating the

generalization to a wider population. The

sampling method was not drawn using a

random method, potentially reducing sampling

bias (Firmansyah & Dede, 2022). Data collection

was carried out using scale method, facilitating

social desirability that was addressed by

providing informed consent and using an

anonymous and private scale.

Conclusions

This study aimed to examine the role of

resilience and job stress on turnover intention

in Generation Z teachers. In conclusion,

resilience specifically increased with a decrease

in the relationship between job stress and

turnover intention, and vice versa. Moreover,

the study provided valuable insights for

government agencies and schools regarding the

significance of resilience in shaping the impact

of job stress on turnover intention. The results

could serve as a basis for school principals to

mitigate turnover intention by enhancing

resilience and alleviating job stress among

teachers. Generation Z teachers could also

incorporate the results to uphold high resilience,

ensuring that high job stress did not facilitate

the desire to resign. Schools and government

bodies might consider developing policies or

programs aimed at maintaining high levels of

employee resilience, thereby minimizing the

effect of job stress on turnover intention.
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Suggestion

Future studies were recommended to

investigate teachers from public schools or

non-Islamic religious-based schools to enhance

understanding of the moderating role of

resilience in the relationship between job stress

and turnover intention. In addition, Generation

Z teachers in public schools, higher education

levels, or in other cities of Indonesia could be

included. Further investigations might also

consider different age groups, such as

Generation X and Y, explore the impact of job

stress and resilience on turnover intention,

taking into account factors like marital status,

gender, and length of service to get a more

accurate description.

References

Abdullah, A. S., & Ismail, S. N. (2019). A
structural equation model describes
factors contributing teachers’ job stress
in primary schools. International Journal
of Instruction, 12(1), 1251-1262. https:/
/doi.org/10.29333/iji.2019.12180a

Afandi, A., Wicaksono, B., & Satwika, P. A.
(2022). Peran kepemimpinan autentik
dan person-job fit terhadap turnover
intention pada karyawan generasi Z.
Jurnal Psikologi Teori dan Terapan,
13(3), 282–293. https://doi.org/10.267
40/jptt.v13n3.p282-293

Ahmad, M. A. (2019). Komunikasi sebagai
wujud kompetensi sosial guru di sekolah.
Jurnal Komodifikasi, 7, 33–44. https://
journal.uin-alauddin.ac.id/index.php/
Komodifikasi/article/view/9968

Akbar, Z., & Pratasiwi, R. (2017). Resiliensi diri
dan stres kerja pada guru sekolah dasar.
JPPP - Jurnal Penelitian dan Pengukuran
Psikologi, 6(2), 106–112. https://doi.org/
10.21009/JPPP.062.08

Akbar, Z., & Tahoma, O. (2018). Dukungan sosial
dan relisiensi diri pada guru. JPPP-Jurnal
Penelitian dan Pengukuran Psikologi,
7(1), 53–59. https://doi.org/10.21009/
JPPP.071.07

Aliyyah, R. R., Widyasari, W., Mulyadi, D., Ulfah,
S. W., & Rahmah, S. (2019). Guru
berprestasi sumber daya manusia
pengembang mutu pendidikan Indonesia.
Alignment: Journal of Administration
and Educational Management, 2(2),
157–165. https://doi.org/10.31539/
alignment.v2i2.957

Apriani, F., & Listiyandini, R. A. (2019).
Kecerdasan emosi sebagai prediktor
resiliensi psikologis pada remaja di panti
asuhan. Persona: Jurnal Psikologi
Indonesia, 8(2), 325–339. https://
doi.org/10.30996/persona.v8i2.2248

Arsih, R. B., Sumadi, & Susubiyani, A. (2018).
Pengaruh kepuasan gaji, kepuasan kerja
dan iklim organisasi terhadap komitmen
organisasi dan turnover intention. Jurnal
Sains Manajemen dan Bisnis Indonesia,
8(2), 164-179.https://doi.org/10.32528/
jsmbi.v8i2.1787

Ashar, M. K., & Murgiyanto, M. (2019). Pengaruh
kompetensi, dukungan organisasi,
terhadap kinerja guru dengan motivasi
sebagai variabel intervening pada
Yayasan Pendidikan Cendekia Utama
Surabaya. Management and Accounting
Research Journal Global, 4(1), 16–29.
https://jurnal.ikbis.ac.id/global/article/
view/245/133

Asih, G. Y., Widhiastuti, H., & Dewi, R. (2018).
Stres kerja. Semarang University Press.

Aula, S., Hanoum, S., & Prihananto, P. (2022).
Peran manajemen sumber daya manusia
dalam meningkatkan resiliensi organi
sasi: Sebuah studi literatur. Jurnal Sains
dan Seni ITS, 11(1), D143-D148. https:/
/doi.org/10.12962/j23373520. v11i1.
67483

Aulia, M. F., Wahyu, A. M., Anugrah, P. G.,
Chusniyah, T., & Hakim, G. R. U. (2021).
Tujuan hidup sebagai prediktor



137

Job Stress and Turnover Intention in Generation Z Teachers: Resilience as a Moderator

PSIKOLOGIKA Volume 29 Nomor 1 Januari 2024

kesejahteraan psikologi pada generasi Z.
Prosiding Seminar Nasional Psikologi
dan Ilmu Humaniora (SENAPIH) 2021,
Fakultas Ilmu Psikologi Universitas
Negeri Malang, 413–423. http://
conference.um.ac.id/index.php/psi/
article/view/1164

Basith, A. (2020). Hubungan antara berpikir positif
dan resiliensi dengan stres pada petugas
kesehatan dalam menghadapi Virus Corona
(Doctoral dissertation, Universitas 17
Agustus 1945 Suraba ya). http://reposi
tory.untag-sby.ac.id/7149/ 

Baskoro, A., & Wardana, L. W. (2017). Pengaruh
stres kerja terhadap turnover intention
pekerja melalui kepuasan kerja di UMKM
pengolahan tahu (Tahu RT, industri tahu
RDS dan tahu Duta) di Malang. Jurnal
Penelitian Manajemen Terapan (PENA
TARAN), 2(2), 119–126. https://journal.
stieken.ac.id/index.php/penataran/
article/view/325/412

Bencsik, A., Juhász, T., & Horváth-Csikós, G. (2016).
Y and Z generations at work places. Journal
of Competitiveness, 6(3), 90–106.https://
doi.org/10.7441/joc.20 16.03.06

Bothma, C. F. C., & Roodt, G. (2013). The
validation of the turnover intention scale.
SA Journal of Human Resource Manage
ment, 11(1), 1-12. https://doi.org/
10.4102/sajhrm.v11i1.507

BPS. (2020). Jumlah penduduk menurut
wilayah, klasifikasi generasi, dan jenis
kelamin, di Indonesia. Badan Pusat
Statistik. https://sensus.bps.go.id/topik/
tabular/sp2020/2/0/0

BPS. (2021, January 21). Hasil Sensus Penduduk
(SP2020) pada September 2020
mencatat jumlah penduduk sebesar
270,20 juta jiwa. Badan Pusat Statistik.
https://www.bps.go.id/id/pressrelease/
2021/01/21/1854/hasil-sensus-pendu
duk—sp2020—pada-september-2020-
mencatat-jumlah-penduduk-sebesar-
270-20-juta-jiwa-.html

Brady, L. L., McDaniel, S. C., & Choi, Y. (2023).
Teacher stress and burnout: The role of

psychological work resources and
implications for practitioners. Psychol
ogy in the Schools, 60(6), 1706–1726.
https://doi.org/10.1002/pits.22805

Budiarti , E. M., Kusumaningrum, D. E.,
Zulkarnain, W., Sumarsono, R. B., Bur
ham, A.S.I., &  Bengen, E. J. (2022). Anali
sis karakteristik responden dalam
menggali pelaksanaan tugas profesi guru
melaksanakan pendidikan masa pande
mi di sekolah dasar. JAMP:  Jurnal
Adminis trasi dan Manajemen Pendidi
kan, 5(1), 71–76. http://dx.doi.org/
10.17977/um027v5i12 022p71

Butar, R. F. B., Matondang, A. R., & Absah, Y.
(2019). Analysis of the effect of job
satisfaction and job stress on turnover
intention of teachers at Batari School
Medan. South East Asia Journal of
Contemporary Business, Economics and
Law, 18(5), 353–364. https://seajbel.
com/wp-content/uploads/2019/08/
seajbel5-VOL18_311.pdf

Chan, D. W. (2002). Stress, self-efficacy, social
support, and psychological distress
among prospective Chinese teachers in
Hong Kong. Educational Psychology,
22(5), 557–569. https://doi.org/
10.1080/0144341022000023635

Collie, R. J. (2023). Teacher well being and
turnover intentions: Investigating the
roles of job resources and job demands.
British Journal of Educational Psycho
logy, 93(3), 712–726. https://doi.org/
10.1111/bjep.12587

Connor, K. M., & Davidson, J. R. T. (2003).
Development of a new resilience scale:
The Connor-Davidson Resilience Scale
(CD-RISC). Depression and Anxiety,
18(2), 76–82. https://doi.org/10.1002/
da.10113

Dalgiç, A. (2022). The effects of person-job fit and
person-organization fit on turnover
intention: The mediation effect of job
resourcefulness. Journal of Gastronomy
Hospitality and Travel, 5(1), 355-365.
https://doi.org/10.33083/joghat. 2022.136



138 PSIKOLOGIKA Volume 29 Nomor 1 Januari 2024

Rahmi Lubis, Nellinda Syafitri, Risky Nurlita Maylinda, Nurin Nadhira Alyani, Novi Zulfiyanti, Riski Anda

Deloitte. (2018). The Deloitte millenial survey
2018; Millennials’ confidence in business,
loyalty to employers deteriorate. Deloitte.
https://www2.deloitte.com/tr/en/
pages/about-deloitte/articles/millennial
survey-2018.html

Dewi, P. S. A., & Sriathi, A. A. A. (2019). Pengaruh
stres kerja terhadap turnover intention
yang dimediasi oleh kepuasan kerja. E-
Jurnal Manajemen Universitas Udayana,
8(6), 3646. https://doi.org/10.24843/
EJMUNUD.2019.v08.i06.p13

Dinyati, D. D. (2019). Uji validitas ukur stres.
Jurnal Pengukuran Psikologi dan Pendidi
kan Indonesia (JP3I), 7(2), 86–91. https://
doi.org/10.15408/jp3i.v7i2. 12100

Dodanwala, T. C., & Santoso, D. S. (2022). The
mediating role of job stress on the
relationship between job satisfaction
facets and turnover intention of the
construction professionals. Engineering,
Construction and Architectural Manage
ment, 29(4), 1777–1796. https://doi.org/
10.1108/ECAM-12-2020-1048

Dudung, A. (2018). Kompetensi profesional
guru. JKKP (Jurnal Kesejahteraan
Keluarga dan Pendidikan), 5(1), 9–19.
https://doi.org/10.21009/JKKP.051.02

Elitharp, T. (2005). The relationship of occupa
tional stress, psychological strain,
satisfaction with job, commitment to the
profession, age, and resilience to the
turnover intentions of special education
teachers (Doctoral Dissertation, Virginia
Polytechnic Institute and State Univer sity).
https://vtechworks.lib. vt.edu/server/
api/core/bitstreams/5440c6db-8cd2-
45fd-b74c-80041c16716d/content.

Elvirada, R., Panduwinata, M., & Lubis, M.
(2021). Menjadi guru yang kreatif dan
inovatif di masa depan. Prosiding
Seminar Nasional PBSI-IV Tahun 2021
Tema: Pembelajaran Bahasa dan Sastra
Indonesia Berbasis Digital Guna
Mendukung Implementasi Merdeka
Belajar, 97-102. http://digilib.unimed.ac.
id/43385/1/Fulltext. pdf

Fauzi, A., Wulandari, A. S., Cahyani, D. R., Nurfitri,
N., Khairani, N., Deva, R., & Nursafitri, S.
(2022). Pengaruh kepuasan kerja dan
stres kerja terhadap turnover intention
pada karyawan (Literature review
manajemen kinerja). Jurnal Ilmu
Manajemen Terapan, 4(2), 229–241.
https://doi.org/10.31933/JIMT. V4I2.
1223

Firdausi, L. N. (2022). Gen Z jadi guru, kenapa
tidak? Guru Inovatif. https://guru
inovatif.id/@linanawarfirdausi/gen-z-
jadi-guru-kenapa-tidak

Firdiansyah, A., & Pandapotan, H. (2022).
Pengaruh kepemimpinan resilien terha
dap resiliensi organisasi pada perban
kan (Unpublished undergraduate thesis).
Universitas Airlangga. https://repository.
unair.ac.id/116431/

Firmansyah, D., & Dede. (2022). Teknik
pengambilan sampel umum dalam
metodologi penelitian: Literature review.
JIPH: Jurnal Ilmiah Pendidikan Holistik,
1(2), 85–114. https://doi.org/10.55927/
jiph.v1i2.937

Galanakis, M., Alexiou, E., Androutsopoulou, A.,
Chiotaki, I.-F., Mouselimidou, I., Mylona-
Fountzoula, M.-T., Papado poulou, C., &
Tsirozidi, S. (2020). Occupational stress
relation to tenure and educational level
in primary school teachers in Greece.
Psychology, 11(06), 865–873. https://
doi.org/10.4236/psych.2020.116056

Gragnano, A., Simbula, S., & Miglioretti, M.
(2020). Work–life balance: Weighing the
importance of work–family and work–
health balance. International Journal of
Environmental Research and Public
Health, 17(3), 907. https://doi.org/
10.3390/ijerph17030907

Habibi, I. (2020). Peningkatan kinerja guru
melalui paradigma kepemimpinan
kepala sekolah. AL YASINI: Jurnal Hasil
Kajian dan Penelit ian dalam Bidang
Keislaman dan Pendidikan, 5(1), 359–
373.https://doi.org/10.15642/al yasini.
v5i1.3818



139

Job Stress and Turnover Intention in Generation Z Teachers: Resilience as a Moderator

PSIKOLOGIKA Volume 29 Nomor 1 Januari 2024

Hakim, G. R. U., & Rizky, D. K. (2021). Hubungan
resiliensi dengan stres kerja karyawan
bagian layanan pelanggan PT. X Area Jawa
Timur di masa pandemik COVID-19.
Prosiding: Seminar Nasional Psikologi dan
Ilmu Humaniora (SENAPIH), Fakul tas
Ilmu Psikologi Universitas Negeri Malang,
201–212. http://conferen ce.um.ac.id/
index.php/psi/article/view/1143

Haryono, S. (2016). Metode SEM untuk
penelitian manajemen dengan AMOS,
LISREL, PLS. Intermedia Personalia
Utama.

Heristyan, D. R., Swatinah, T., & Rahayu, S.
(2021). Pengaruh kompetensi personal
guru BK terhadap aktivitas belajar siswa.
Jurnal Consulenza: Jurnal Bimbingan
Konseling dan Psikologi, 4(2), 54–59.
http://ejurnal.uij.ac.id/index.php/CONS

Ibrahim, R. N., & Suhariadi, F. (2021). Pengaruh
kepuasan dan stres kerja terhadap
turnover intention pada pengurangan
gaji karyawan saat pandemi. Buletin Riset
Psikologi dan Kesehatan Mental
(BRPKM), 1(2), 1388–1396. https://
doi.org/10.20473/brpkm.v1i2.28619

Jalil, A. (2020). Pengaruh beban kerja, stres kerja
dan lingkungan kerja terhadap kinerja
guru Madrasah Aliyah Negeri 2 Kota Palu.
Jurnal Ilmu Perbankan dan Keuangan
Syariah, 1(2), 117–134. https: //doi.org/
10.24239/jipsya.v1i2.14.117-134

Jayani, D. H. (2022). Mayoritas guru di
Indonesia generasi milenial. Databoks.
h ttps : //da ta b oks .ka ta da ta . co. i d/
datapublish/2022/01/11/mayoritas-
guru-di-indonesia-generasi-milenial

Juanita R, G., & Prasetya, A.B. (2021). Pengaruh
motivasi kerja, stres kerja dan kepuasan
kerja guru milenial terhadap turnover.
Jurnal Syntax Fusion, 1(10), 554–567.
https://doi.org/10.54543/fusion. v1i10.68

Kurniawati, N. I., Werdani, R. E., & Pinem, R. J.
(2018). Analisis pengaruh work family
conflict dan beban kerja terhadap stres
kerja dalam mempengaruhi turnover
intention (Studi pada karyawan PT. Bank

Negara Indonesia (Persero), Tbk
Wilayah Semarang). Jurnal Administrasi
Bisnis, 7(2), 95-102. https://doi.org/
10.14710/jab.v7i2.22694

Kusumawati, E., Sofiah, D., & Prasetyo, Y.
(2021). Keterikatan kerja dan tingkat
turnover intention pada karyawan
generasi milenial dan generasi Z. SUKMA:
Jurnal Penelitian Psikologi, 2(2), 100–
111. https://jurnal.untag-sby.ac.id/
index.php/sukma/article/view/5994

Lanz, J. J., & Bruk Lee, V. (2017). Resilience as a
moderator of the indirect effects of
conflict and workload on job outcomes
among nurses. Journal of Advanced
Nursing, 73(12), 2973–2986. https://
doi.org/10.1111/jan.13383

Lestari, N. N. Y. S., & Mujiati, N. W. (2018). Pengaruh
stres kerja, komitmen organisasi, dan
kepuasan kerja karyawan terhadap
turnover intention. E-Jurnal Manajemen,
7(6), 3412-3441. https://doi.org/10.24
843/EJMUNUD. 2018.v07. i06.p20

Lestari, S. (2018). Peran teknologi dalam
pendidikan di era globalisasi. Edureligia:
Jurnal Pendidikan Agama Islam, 2(2),
94–100. https://doi.org/10.33650/
edureligia.v2i2.459

Liu, F., Chen, H., Xu, J., Wen, Y., & Fang, T. (2021).
Exploring the relationships between
resilience and turnover intention in
Chinese high school teachers: Conside
ring the moderating role of job burnout.
International Journal of Environmental
Research and Public Health, 18(12),
6418. https://doi.org/10.3390/ijerph1
8126418

Luhulima, D. A., Degeng, I. N. S., & Ulfa, S. (2016).
Pembelajaran berbasis video untuk anak
generasi Z. Prosiding Inovasi Pendidikan
di Era Big Data dan Aspek Psikologinya,
85–92. https://www.academia.edu/
42003882/Prosiding_Big_Data_2016_
pembelajaran_revolusi_4

Mahmudah, N., & Wibowo, D. H. (2022).
Hubungan self efficacy dan resiliensi pada
karyawan yang terdampak Pemutusan



140 PSIKOLOGIKA Volume 29 Nomor 1 Januari 2024

Rahmi Lubis, Nellinda Syafitri, Risky Nurlita Maylinda, Nurin Nadhira Alyani, Novi Zulfiyanti, Riski Anda

Hubungan Kerja (PHK) akibat pandemi.
Jurnal Pendidikan dan Konseling (JPDK),
4(5), 7017–7021. https://doi.org/10.31
004/JPDK.V4I5.7470

Mariana, M., Satrya, A., & Elu, W. B. (2021).
Pengaruh supervisory behavior, budaya
organisasi dan motivasi. Syntax Idea, 3(6),
1370. https://doi.org/10.36418/syntax-
idea.v3i6.1230

Mobley, W. H. (2011). Pergantian karyawan:
Sebab-akibat dan pengendaliannya.
Pustaka Binaman Pressindo.

Muharni, S., & Wardhani, U. C. (2020). Analisa
faktor-faktor yang mempengaruhi
terjadinya turnover intention perawat di
Rumah Sakit Santa Elisabeth Kota Batam.
Jurnal Kesehatan Saelmakers PERDANA
(JKSP), 3(2), 236–245. https://doi.org/
10.32524/jksp.v3i2.92

Mullai, E. (2018). Impact of the stress on the
productivity of the teachers at school.
European Journal of Research and
Reflection in Arts and Humanities, 6(1).
9-15. https://www.idpublications.org/
wp-content/uploads/2018/04/Full-
Paper-IMPACT-OF-THE-STRESS-ON-
THE-PRODUCTIVITY-OF-THE-TEA
CHERS.pdf

Nastasia, K. (2022). Hubungan antara resiliensi
dengan stres kerja pada guru pada masa
pandemi Covid-19. Psyche 165 Journal,
15(2), 86–92. https://doi.org/10.35134/
jpsy165.v15i2.170

Paramitha, Y., & Ihalauw, J. J. O. I. (2018).
Persepsi generasi Y mengenai pekerjaan,
komitmen kerja, dan keberlanjutan kerja.
Journal of Business and Applied Manage
ment, 11(2), 2621–2757. https://journal.
ubm.ac.id/index.php/business-applied-
management/article/view/1351

Pardede, P. (2019). Menjadi guru “zaman now”
dan cara pembelajaran siswa memasuki
era industri 4.0. Makalah Seminar dan
Workshop Guru Mahanaim di Sekolah
Mahanaim Bekasi, 1-2 Juli 2019. https://
www.researchgate.net/profile/Parlin
dungan-Pardede/publication/33423 0917

Poeh, G. C., & Soehari, T. D. (2019). Pengaruh
komitmen organisasi, kepuasan kerja dan
stres kerja terhadap turnover intention
guru sekolah X di Tangerang. SWOT:
Jurnal Ilmiah Ilmu Manajemen, 7(2),
224–238. https://doi.org/10.22441/
SWOT.V7I2.5465

Polimeropoulou, Â., Skorda, Å., & Sorkos, G.
(2015). Professional satisfaction and
professional identity of secondary school
teachers before and during the economic
crisis. Educational Review, 158–175.
https://ojs.lib.uom.gr/index.php/
paidagogiki/article/view/8613

Prawitasari, A. (2016). Faktor-faktor yang
mempengaruhi turnover intention
karyawan pada PT. Mandiri Tunas
Finance Bengkulu. Ekombis Review:
Jurnal Ilmiah Ekonomi dan Bisnis, 4(2),
177-186. https://doi.org/10.37676/
ekombis.v4i2.283

Prayogi, M. A., Koto, M., & Arif, M. (2019).
Kepuasan kerja sebagai variabel
intervening pada pengaruh work-life
balance dan stres kerja terhadap turnover
intention. Jurnal Ilmiah Manajemen dan
Bisnis, 20(1), 39–51. https://doi.org/
10.30596/jimb.v20i1.2987

Prihartono, M. N., Sutini, T., & Widianti, E.
(2018). Gambaran resiliensi mahasiswa
tahun pertama program A2016 Fakultas
Keperawatan Universitas Padjajaran.
Jurnal Keperawatan BSI, 6(1), 96–104.
https://ejournal.bsi.ac.id/ejurnal/
index.php/jk/article/view/3807/2434

Purba, S. D., & Ananta, A. N. D. (2018). The
effects of work passion, work engage
ment and job satisfaction on turn over
intention of the millennial generation.
Jurnal Manajemen dan Pemasaran Jasa,
11(2), 263–274. https://doi.org/10.251
05/jmpj.v11i2.2954

Putra, D. M. B. A., & Mujiati, N. W. (2019). Peran
kepuasan kerja dalam memediasi pengaruh
stres kerja dan motivasi kerja terhadap
turnover intention. E-Jurnal Manajemen,
8(7), 4045-4072. https://doi.org/10.248
43/EJMUNUD.2019. v08. i07.p02



141

Job Stress and Turnover Intention in Generation Z Teachers: Resilience as a Moderator

PSIKOLOGIKA Volume 29 Nomor 1 Januari 2024

Putra, Y. S. (2016). Theoritical review: Teori
perbedaan generasi. Among Makarti:
Jurnal Ekonomi dan Bisnis, 9(2), 123-134.
https://doi.org/10.52353/ama.v9i2. 142

Ratnasari, Y. T. (2019). Profesionalisme guru
dalam peningkatan mutu pendidikan.
Prosiding Seminar Nasional Revitalisasi
Manajemen Pendidikan Anak Usia Dini
(PAUD) di Era Revolusi Industri 4.0, 235–
239. http://conference.um.ac.id/index.
php/apfip2/article/view/404/355

Sa’adah, S., & Praseti, A. P. (2018). Pengaruh
stres kerja terhadap turnover intention
pada karyawan PT Internusa Jaya
Sejahtera Merauke. Jurnal Riset Manaje
men dan Bisnis, 13(1), 59. https://
doi.org/10.21460/jrmb.2018.131.304

Saragih, C. T. (2021). Pengaruh stres kerja
terhadap turnover intention pada
Yayasan Perguruan Gajah Mada di Kota
Medan (Undergraduate Thesis, Universi
tas HKBP Nommensen). https://reposi
tory.uhn.ac.id/handle/123456789/5629

Sarbini, S., Kurniadewi, E., & Santoso, R. (2021).
Peran religiusitas dan kecerdasan
emosional terhadap resiliensi penyintas
tsunami Selat Sunda. Jurnal Psikologi Islam
dan Budaya, 4(2), 119–128. https://
doi.org/10.15575/jpib.v4i2. 9476

Sari, D. (2021). Permasalahan guru sekolah dasar
selama pembelajaran daring. Jurnal Ilmiah
KONTEKSTUAL, 2(02), 27–35. https://doi.
org/10.46772/kontekstual. v2i02.394

Sari, K.M., & Setiawan, H. (2020). Kompetensi
pedagogik guru dalam melaksanakan
penilaian pembelajaran anak usia dini.
Jurnal Obsesi: Jurnal Pendidikan Anak
Usia Dini, 4(2), 900. https://doi.org/
10.31004/obsesi.v4i2.478

Septania, S., & Proborini, R. (2020). Self-
compassion, grit dan adiksi internet pada
generasi Z. Analitika, 12(2), 138–147.
https://doi.org/10.31289/analitika.
v12i2.4175

Sewasew, D., Braun-Lewensohn, O., & Kassa, E.
(2017). The contribution of guardian

care and peer support for psychological
resilience among orphaned adolescents in
Ethiopia. Contemporary Social Science,
12(3–4), 175–188. https://doi.org/10.10
80/21582041.2017.1384048

Steven, J., & Prihatsanti, U. (2017). Hubungan
antara resiliensi dengan work engage
ment pada karyawan Bank Panin Cabang
Menara Imperium Kuningan Jakarta.
Empati, 6(3), 160–169. https://doi.org/
10.14710/empati.2017.19745

Suharno, P., Ketut, S., Setyadi, & Farida, E. (2017).
The effect of organizational commitment
toward turnover intention at Narada
School, Indonesia. Russian Journal of
Agricultural and Socio-Economic Scien
ces, 62(2), 55–66. https://doi.org/10.185
51/rjoas.2017-02.07

Suprapto, S. A. P. (2020). Pengaruh religiusitas
terhadap resiliensi pada santri pondok
pesantren. Cognicia, 8(1), 69–78. https:/
/doi.org/10.22219/cognicia.v8i1.1
1738

Suryani, A., Kuncara, H., & Nurjanah, S. (2014).
Pengaruh kepuasan kerja terhadap
intensi turnover pada guru di Yayasan
PGRI Cipayung Jakarta Timur. Jurnal
Pendidikan Ekonomi dan Bisnis (JPEB),
2(1), 1-22. https://doi.org/10.21009/
JPEB.002.1.4

Susilo, J., & Satrya, I. G. B. H. (2019). Pengaruh
kepuasan kerja terhadap turnover intention
yang dimediasi oleh komitmen organisa
sional karyawan kontrak. E-Jurnal
Manajemen, 8(6), 3700. https://doi.org/
10.24843/EJMUNUD.2019.v08. i06.p15

Syahrir, Danial, Yulinda, E., & Yusuf, M. (2020).
Aplikasi metode SEM-PLS dalam
pengelolaan sumberdaya pesisir dan
lautan. Penerbit IPB Press.

Tampombebu, A. T. V., & Wijono, S. (2022).
Resiliensi dan stres kerja pada karyawan
yang bekerja di masa pandemi COVID-
19. Bulletin of Counseling and Psycho
therapy, 4(2). 145-152. https://doi.org/
10.51214/bocp.v4i2.195



142 PSIKOLOGIKA Volume 29 Nomor 1 Januari 2024

Rahmi Lubis, Nellinda Syafitri, Risky Nurlita Maylinda, Nurin Nadhira Alyani, Novi Zulfiyanti, Riski Anda

Waluyo, M. (2019). Manajemen psikolo
gi industri (1st ed.). Literasi Nusantara.

Wijoyo, H., Indrawan, I., Handoko, A.L., Santamoko,
R., & Cahyono, Y. (2020). Generasi Z &
revolusi industri 4.0. Pena Persada.

Xu, J., Zhang, Y., Li, X., Liu, F., & Chen, H. (2023).
“Bite the bullet?”—The influence of job
stress on turnover intention: The chain
mediating role of organization-based
self-esteem and resilience. Current
Psychology, 1-13. https://doi.org/10.10
07/s12144-023-05240-6

Yang, H., Lv, J., Zhou, X., Liu, H., & Mi, B. (2017).
Validation of work pressure and
associated factors influencing hospital
nurse turnover: A cross-sectional investi
gation in Shaanxi Province, China. BMC
Health Services Research, 17(1), 112.
https://doi.org/10.1186/s12913-017-
2056-z

Yusuf, F. A., Olufunke, Y. R., & Valentine, M. D.
(2015). Causes and impact of stress on
teachers’ productivity as expressed by

primary school teachers in Nigeria.
Creative Education, 06(18), 1937–1942.
https://doi.org/10.4236/ce.2015. 6181 99

Zeng, X., Huang, Y., Zhao, S., & Zeng, L. (2021).
Illegitimate tasks and employees’ turnover
intention: A serial mediation model.
Frontiers in Psychology, 12. https://
doi.org/10.3389/fpsyg. 2021.7 39593

Zhao, W., Liao, X., Li, Q., Jiang, W., & Ding, W.
(2022). The relationship between teacher
job stress and burnout: A moderated
mediation model. Frontiers in Psycho
logy, 12. https://doi.org/10.3389/fpsyg.
2021.784243

Zulistiawan, R. (2014). Hubungan antara
komitmen organisasi dan keadilan
organisasi dan intensi turn over.
Psikostudia: Jurnal Psikologi, 3(1), 12–
23. https://doi.org/10.30872/PSIKOSTU
DIA.V3I1.2243

 
Received 31 January 2023

Revised 11 January 2024
Accepted 11 January 2024


