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Abstract: Turnover is a problem, often faced by an organization, including hospital 

organizations. High nurse turnover will disrupt hospital productivity, and increase 

hospital budgets to carry out recruitment, selection and training. Nurses might have the 

desire to move (Turnover Intention) which results in the nurse's decision to leave her job. 

Nurse turnover at Gading Pluit Hospital showed an increase from 9.3% (in 2019) to 

15.5.0% (in 2020) with the largest percentage coming from inpatient nurses (86.7%). This 

study was conducted to identify the effect of Quality Work of Life (QWL), work stress, and 

organizational citizenship behavior (OCB) of inpatient nurses on turnover intention (TOI) 

at Gading Pluit Hospital. This research used mixed methods. Proof of the hypothesis using 

the causality method with SEM-PLS analysis then followed by qualitative method. The 

study was carried out from May to August 2021 using a saturated sample of 101 out of 107 

nurses, followed by random inter-views with 5 nurses. The results showed that there was 

an influence of Quality of Work Life and Organizational Citizenship Behavior on Turnover 

Intention. OCB increased the effect of QWL in lowering TOI. Work stress with medium 

index has not affected OCB and TOI. Efforts to reduce Turnover Intention can be done by 

improving the Quality of Work Life and regulating the OCB behavior to in-crease a 

positive impact on nurses in carrying out their duties and functions. Interview results 

indicate the need to adjust the remuneration system, health insurance, and improve 

communication between management and nurses. 
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I. Introduction 
 

 Health services are complex and their quality is influenced by many factors. The 

quality of medical care depends on the people working within the system; the most 

valuable resource in a health system is not the latest technology or the most modern 

facilities, but the workers who are human resources. The largest and most diverse 

workforce in the health care system is health care nurses.  

 The problem that is also an issue in the field of human resources (HR) in various 

organizations or companies is the nurse turnover rate which tends to be high. A high level 

of turnover intention can make organizations need to budget higher costs to carry out 

recruitment, selection, and carry out new nurse training where the high costs for all of 

these things can hamper financial performance and hospital services. Mobley (1986) 

describes that nurse turn-over can incur relatively high costs, and organizations should 

analyze the real value of these costs carefully. Even if an organization is fully committed 

to making its environment a great place to work, there will still be nurses who leave. 

According to Gillies, the normal turnover of nurses is about 5-10% per year. There is an 

increase in nurse turnover in Gading Pluit Hospital from 9.8% (in 2019) to 15.5.0% (in 

2020). Where 86.7% (26 people) came from inpatient nurses, so the total inpatient room 

nurses in 2021 was 107 people. This TOI is quite high compared to the normal limit for 

nurse turnover in hospitals according to Gillies. The number of nurses in the inpatient 
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room is calculated not to be suitable for the average bed capacity that is actively used 

around 147 units. According to the Ilyas method, the ideal number of nurses in the 

inpatient room is 175 people. If using the PPNI workshop method, the ideal number of 

nurses in the inpatient room is 204 people. Lack of nurses in the inpatient room at the 

hospital. Gading Pluit due to high turnover can increase work stress.   

In this thesis, the author conducts research at Gading Pluit Hospital, located in North 

Jakarta. This hospital is a privately owned type B hospital, which was established in 2005. 

Gading Pluit Hospital succeeded in achieving a plenary assessment given by the Hospital 

Accreditation Commission (KARS). Results of interviews with the nursing department, 

there are several complaints regarding the quality of work life, for example in the overtime 

payment system, nurses will be given additional overtime pay with a shift count, so that if 

the nurse works several hours past the shift time, it will not be counted as overtime. There 

are no achievement opportunities, such as a reward system for nurses. However, the thing 

that supports nurses to work is good cooperation between nurses and seniors. Good 

cooperation in an organization can be formed from Organizational citizenship behavior 

(OCB). These attitudes are referred to as a set of discretionary behaviors in the workplace 

that exceed one's basic job requirements. They are often described as behavior that goes 

beyond the call of duty. Research on OCB has been extensive since its introduction nearly 

twenty years ago (Bateman & Organ, 1983). Most OCB research focuses on the effects of 

OCB on individual and organizational performance. There is a consensus in this particular 

field that OCB addresses silent behavior for organizational firms (Barbuto, Brown, 

Wilhite, & Wheeler, 2001). Successful organizations have employees who take 

responsibility beyond their formal jobs and devote their time and energy to the success of 

their assigned work. However, some controversies were found in several studies regarding 

organizational citizenship behavior on turnover intention. 

The purpose of this study is to analyze the effect of the quality of work life (Quality 

of Work Life) and work stress on the Turn Over Intention of nurses in the inpatient room 

of the Gading Pluit  Hospital with Organizational citizenship behavior as an intervening 

variable. The benefits of the results of this study are as material for consideration for 

management in determining policies to reduce the Turnover Intention of inpatient nurses 

and as an evaluation tool for current hospital management policies. 

  

II. Research Methods 
 

The relationship between the dependent variable turnover intention (Y) with the 

independent variable / exogenous quality of work life (X1) and work stress (X2) with the 

intervening variable Organizational Citizenship Behavior (Z). Research Model Design, 

shows that the Turnover Intention (TO) variable as the dependent latent variable has three 

manifest indicators, namely Y1 (thinking out of work), Y2 (intentions to quit work), Y3 

(Intention to find work as an alternative). ). The latent variable Quality Work of Life 

(QWL) is an independent variable, with 4 (four) manifest variables, namely X1.1 

(Dimension of Work Life/Home Life), X1.2 (Dimension of Work Design), X1.3 

(Dimension of Context Work), X1.4 (the dimensions of the world of work). Another latent 

variable Job Stress is an independent variable, with 6 (six) manifest variables, namely 

X2.1 (Behavioral Support), X2.2 (Social Support), X2.3 (Role Conflict), X2.4 (Work 

Environment) . ), X2.5 (Workload). Organizational Citizenship Behavior (OCB) is a latent 

variable free intervening, has 5 (five) manifest indicators, namely: altruism (Z1), 

Conscientiousness (Z2), Sportmanship (Z3), Courtesy (Z4), Civic Virtue (Z5).  
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This research method uses mixed methods where quantitative associative with 

hypothesis testing to see the effect between variables, and followed by qualitative using in-

depth inter-views (narrative). This variable will be examined using several dimensions in 

the form of quanti-tative primary data using a questionnaire. The research location is 

Gading Pluit Hospital in North Jakarta, Indonesia. The study was con-ducted from May to 

August 2021. Informed consent and the confidentiality of the respond-ents were 

maintained. The research population is inpatient room nurses. Questionnaires were col-

lected by 101 nurses from 107 saturated sample nurses who worked in the inpatient room. 

Quan-titative data was processed using the Structural Equation Model (SEM) method with 

the Partial Least Square (PLS) approach using Smart PLS verse 3 software. The 

independent variables found to have an effect on turnover intention with the lowest index 

will be used as interview material. Interviewed nurses were selected randomly. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Figure 1. Research Concept Framework 

 

III. Results and Discussion 
 

3.1 Results 

a. Characteristics of Respondents 

The general description of 101 respond-ents includes age, gender, marital status, 

educa-tion, inpatient rooms, employee status and length of work. Table 1 shows that most 

of the respondents are of productive age, ie 49.5% of 20-30 years old and 43.56% of 30-40 

years old. Respondents with employee status as permanent employees with a total of 82 

people from 101 people with a percentage of 81.19% and the service period of the 

respondents is 2-5 years with a total of 40 people from 101 with a per-centage of 39.60%, 

while nurses who <2 years of work is only 7.92%. The results of the study on the 

description of the characteristics of the respondents are presented in the following table: 
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Table 1. Respondent Profile 

No. Factor n % 

1. Age 

20 - 30 years  50 49,50 

30 - 40 years 44 43,56 

41 - 50 years 4 3,96 

> 50 years 3 2,97 

Total 101 100,00 

 2. Gender 
Male 1 0,99 

Female 100 99,01 

Total 101 100,00 

 3. Marital Status 

Married 57 56,44 

Single 40 39,60 

Others 4 3,96 

Total 101 100,00 

 4. Education 

Vocatioanl School 4 3,96 

Diploma 87 86,14 

Bachelor 10 9,90 

Total 101 100,00 

 5. Ward 

Bougenvile 17 16,83 

Gladiola 18 17,82 

ICU 18 17,82 

Lotus 12 11,88 

Edelweis 10 9,90 

Mawar 9 8,91 

Melati 17 16,83 

Total 101 100,00 
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No. Factor n % 

 6. Employee Status 
Permanent 82 81,19 

Contract 19 18,81 

Total 101 100,00 

 7. Length of work 

< 2 years 8 7,92 

2 - 5 years 40 39,60 

6 - 10 Tahun 22 21,78 

> 10 Tahun 31 30,69 

Total 101 100,00 

 

The survey results are expected to obtain valid and reliable manifest data variables 

that will describe the latent variables studied so that it is possible to describe the condition 

of each research variable. Furthermore, quantitative data processing will be carried out 

using the structural Equation Model (SEM) statistical test method with the Partial Least 

Square (PLS) approach using Smart PLS verse 3 software to determine the effect of one 

variable on another variable. 

Data collection techniques: Description of variables used to determine respondents' 

an-swers. The number of respondents' answers starts from the number 1 minimum and 

maxi-mum 5. To get the tendency of respondents' an-swers to each variable will be based 

on the aver-age score (index) which is categorized into a score range based on the 

calculation of the three-box method [5]. Upper limit of score range: (% F x 5); if all 

respondents answered 5. Lower limit of score range: (% F x 1); if all respondents answered 

1. With % F: is the frequency of each respondent's answer to each question. 

 

b. Instrument Testing 

Validity and reliability tests were carried out on the four research variables. for 

discrimi-nant validity testing is done by looking at the AVE (Average Varience Extracted) 

value. The AVE value is good if it has a value greater than 0.50 (Ghozali & Latan, 2012). 

The AVE value for all research variables was above 0.5. Thus, the Discriminant Validity 

test has been fulfilled as well as the Convergent Validity test so that it can be concluded 

that the research model is val-id. 

 

Table 2. TOI, QWL, Job Stress, and OCB, Reliability Tests 

Latent Variables CR AVE 

TOI 0,969 0,913 

QWL 0,900 0,694 

Stres Kerja 0,923 0,668 

OCB 0,886 0,664 
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c. Level of Kidney Function Disorder 

The next stage of reliability testing is testing Cronbach's alpha value. A construct is 

said to be reliable if it has Cronbach's alpha value above 0.60 (Ghozali, 2012). The 

cronbach's alpha value of each variable has a cronbach's alpha value above 0.6, thus each 

variable is reliable. From the model above, it can be concluded that the model has met the 

criteria of Composite Reliability and Cronbach's Alpha so that the re-search model has met 

the criteria of reliability and is a reliable and reliable measuring instrument. 

 

d. Goodness of Fit Analysis 

The goodness of fit test or model feasibility test is used to measure the accuracy of 

the sample regression function in estimating the actual value. Goodness of fit test or model 

feasibility test can also be analyzed from the results of the F test. The basis for decision 

making is based on the significance value, if the calculated F value is greater than F table 

or significantly less than the 5% error rate (sig. < 0.05), then Ho is rejected. 

 

Tabel 3. The Goodness of Fit 

No. Variable Mean Index Total Total Mean 
Index Category 

  
Lo
w Moderate High    

1. 
Quality 

Work of 

Life 
- 25 

1

7 
3

206 
72,05 Medium 

2.  Work 
Stress - 22 7 

1
908,8 

65,82 Medium 

3. 

Organizati

onal 
Citizenshi

p 

Behavior 

- 2 
1

3 
1

152,4 
76,83 High 

4. Turnover 

Intention - 9 - 5

49 
61 medium 

 

Based on the table above, it shows that the results of the simultaneous hypothesis test 

or F test resulted in a significant value (sig.) of 0.003 < 0.05. It can be concluded that this 

research model is feasible or has a good goodness of fit. 

 

e. Three Box Method Result Description 

From the results of the collection of questionnaires from 101 respondents, 

descriptive analysis was carried out by tabulating the questionnaire with the Three-box 

Method scoring technique. The index values obtained are grouped into 20.2-47.13 low, 

47.14-74.06 moderate, and 74.07-101 high. The results of the three-box method show that 

QWL, work stress and turnover intention have a medium average index and OCB has a 

high average index. 
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Table 4. Matrix of Research Variables 

No. Variable Mean Index Total 

Total 

Mean 

Index 

Category 

  Low Moderate High    

1. 
Quality 

Work of Life 
- 25 17 3206 72,05 Medium 

2.  Work Stress - 22 7 1908,8 65,82 Medium 

3. 

Organization

al 

Citizenship 

Behavior 

- 2 13 1152,4 76,83 High 

4. 
Turnover 

Intention 
- 9 - 549 61 Medium 

 

f. Structural Model Analysis 
The direct effect of Quality of Work Life (QWL) on Turnover Intention (TOI) is (-

0.274), while the indirect effect of QWL on Turnover Intention through OCB as an 

intervention is (-0.089). In other words, the direct effect is great-er than the indirect effect. 

The total effect is (-0.363), meaning that there are other factors (-0.637). Other possible 

causes such as labor market conditions and alternative opportunities are important barriers 

to leaving the existing job (Mosadegrad, 2008). 

The direct effect of work stress on turnover intention is 0.144, while the indirect 

effect is -0.054, with a total value of 0.09. The effect of work stress is not significant on 

the turnover intention of nurses at Gading Pluit Hospital 

 

Table 5. Total Model Analysis 

Effect Direct Indirect Total 

Quality of Work Life -> 

Turnover intention 

-0,274 -0,089 -

0,363 

Work Stress -> Quality of 

Work Life 

0,144 -0,054 0,09 

 

g. Hypothesis Testing Analysis 

From the results of hypothesis testing, it appears that an increase in QWL and OCB 

has a significant effect on reducing turnover intention. Medium level work stress has no 

significant ef-fect on OCB or on turnover intention. 
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Table 5. Results of Hypothesis Testing Analysis 

Hypothesis 
Original 

Sample 

(O) 

T 

Statis

tics 

(|O/S

TDE

V|) 

P 

Valu

es 

Explanation 

Quality work of life -

> organization 

citizenship behavior 
0,363 5,206 0,000 Hypothesis 

Accepted 

Quality work of life -

> turnover intention -0,274 2,654 0,008 Hypothesis 

Accepted 

Work Stress -> 

organization 

citizenship behavior 
0,220 1,344 0,179 Hypothesis 

Rejected 

Work Stress -> 

turnover intention 0,144 0,961 0,337 Hypothesis 

Rejected 

Organization 

citizenship behavior -

> turnover intention 
-0,246 2,350 0,019 Hypothesis 

Accepted 

Quality work of life -

> organization 

citizenship behavior -

> turnover intention 

-0,089 2,041 0,042 Hypothesis 
Accepted 

Work Stress -> 

organization 

citizenship behavior -

> turnover intention 

-0,054 1,170 0,243 Hypothesis 

Rejected 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Total Model Path Chart 
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3.2 Discussion 

a. Effect of Quality of Work Life on Organizational Citizenship Behavior of Nurses 

Based on the results of the hypothesis test, Quality work of life on organizational 

citizen-ship behavior has an influence with a P value of 0.000 (p <0.05). These results 

indicate that the quality of work of life of nurses in the inpatient room of the Gading Pluit 

hospital directly has a significant effect on organizational citizenship behavior with a 

positive relationship direction. This shows that the higher the quality of work of life, the 

more organizational citizenship behavior will increase. 

Quality of work life (QWL) is a multidimensional concept building that offers 

satisfac-tion in work life and balance in work and life, where this is reflected in the feeling 

of belong-ing to a work group, a sense of being yourself, a sense of being rewarded and 

respected. (Morin M.E and Morin W, 2003). OCB is individual behavior that is 

independent, not directly or ex-plicitly related to the reward system and usually enhances 

the effective functioning of the organ-ization. (Organs, 1988). Based on the definition of 

the quality of work life is what appears in the job satisfaction of nurses, in relation to OCB 

nurses will feel free and work well if they have a quality of work life in accordance with 

expec-tations, so nurses also feel comfortable and safe in carrying out their duties. 

From the results of the nurse's questionnaire in the inpatient room said that according 

to them, the highest QWL is that friendship with fellow co-workers is very important. This 

is in line with the findings of high Organizational Citizenship behavior among hospital 

inpatient nurses. Therefore this culture needs to be maintained 

 

b. Effect of Quality of Work Life on Turnover Intention of Nurses 

The quality of work of life directly has a significant effect where the P value is 0.008 

(p <0.05) on turnover intention with a negative relationship direction. This shows that the 

higher the quality of work of life, the lower the turnover intention. 

According to Brooks & Anderson (2005), QWL is defined as "the degree to which 

registered nurses are able to meet important personal needs through their experience in 

work organizations while achieving organizational goals". Therefore, the notion of staff 

satisfaction is a broad concept that includes issues that are more important than simply 

providing some jobs and wages to individuals. According to Chang (2008), Turnover 

intention is a nurse's desire or perception to find a new job and have the motivation to 

leave her current work environment because she is not satisfied. Therefore, it is expected 

that with the high quality of work life, nurses will feel comfortable working, causing 

turnover intention to decrease. 

In a study conducted by Rokhman (2013) on nurses working at Baitul Mal Wat 

Tamwil (BMT) it was found that Quality of Work Life has a negative influence on 

turnover intention or nurses' desire to move from the organization. The higher the quality 

of life of nurses in an organization will reduce the desire of a nurse to look for alternative 

jobs in other organizations. In Almaki's research (2012) regarding the relationship between 

QWL and TOI in nurses at primary care centers in Saudia Arabia, it was found that nurses 

were dissatisfied with their work life and around 40% showed turnover intention. Turnover 

intention was significantly related to QWL. 

 

c. The Effect of Work Stress on Organizational Citizenship Behavior of Nurses 

Based on the results of the hypothesis test, job stress has no direct effect on 

increasing organizational citizenship behavior where the P value is 0.179 (p>0.05). This is 

in accordance with Agheli et al's research (2017) on nurses where it was found that there 

was no significant relationship be-tween nurses' work stress at work and OCB. 



 

 

328 

d. The Effect of Job Stress on Turnover Intention of Nurses 

Based on the results of the hypothesis test, it was found that the work stress of the 

inpatient nurse at the Gading Pluit Hospital has no signifi-cant effect on turnover intention 

with a P value of 0.337 (p>0.05). According to Quick and Quick (1984) stress is divided 

into 2, namely eustress and distress. Eustress is stress that is healthy, positive and 

constructive (constructive). This includes individual as well as organization-al well-being 

which is associated with individual well-being, organizational growth, organizational 

flexibility and adaptability. 

This can also be caused because nurses have good resilience. Resilience is a person's 

ability to bounce back in overcoming all pressures. This can be seen in research on 

teachers where resilience has an effect on reducing work stress (Nurmitasari, 2012) 

Stress experienced by inpatient hospital nurses can be included in the eustress 

category so that it does not have a direct effect on turnover intention. This can be seen in 

the questionnaire "I will take the positive side of the problems that occur" which is 82.8 

and is included in the high category. 

 

e. Effect of Organizational Citizenship Behavior on Turnover Intention of Nurses 

Based on the results of hypothesis testing, it was found that Organizational 

Citizenship Behavior had a significant effect on Turnover Intention at Gading Pluit 

Hospital with a significant value of less than 0.05, namely P = 0.019 with a negative 

relationship direction. 

This is in accordance with the research by Susanti R et al (2020) in hospitals on 

nurses, where the turnover intention of nurses is influenced by job satisfaction and OCB. 

Where the indirect effect through OCB is 1.43 times greater than the direct effect of job 

satisfaction on turn-over intention. These results are also in accordance with the research 

of Kasraie et al (2014), where the study was conducted on employees of the Oshnaviyeh 

Hospital. This study shows a significant positive relationship between QWL, job stress, job 

satisfaction and OCB. QWL is the most important variable among the independent 

variables. However, this result is not in accordance with the research by Wibowo PS 

(2019) on employees of the production division of the Manufacturing Sector, where there 

is no effect of OCB on TOI. This could be due to the fact that Wibowo PS's research was 

conducted on factory employees and not on nurses. 

The behavior that is demanded by organizations today is not only in-role behavior, 

but also extra-role behavior. This extra-role behavior is also known as Organizational 

Citizenship Behavior (OCB). This behavior tends to see a person as a social being 

(becoming a member of an organization), rather than as an individual being who is selfish. 

Meanwhile, turnover intention is the desire or perception of nurses to find a new job and 

have the motivation to leave their current work environment because they are not satisfied. 

Therefore, it appears that if a nurse shows high organizational citizenship behavior and is 

loyal to the hospital where she works, the nurse's intention to leave will decrease. 

 

f. The Effect of Organizational Citizenship Behavior Mediating between Quality of 

Work Life and Job Stress on Turnover Intention of Nurses at Gading Pluit Hospital 

Based on the results of hypothesis testing, it was found that Organizational 

Citizenship Behavior had a significant effect mediating the Quality of Work Life on 

Turnover Intention at Gading Pluit Hospital with a significant value of less than 0.05, 

namely P = 0.042. These results indicate that the quality of work of life mediated by 

organizational citizenship behavior has an effect on decreasing turnover intention. 

However, there was no significant effect of Organizational Citizenship Behavior 
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mediating between work stress and turnover intention in inpatient ward nurses at the 

hospital. Gading Pluit with a significant value of more than 0.05, namely P = 0.237. These 

results indicate that work stress mediated by organizational citizen-ship behavior has no 

effect on decreasing turn-over intention. 

OCB has become a popular organizational factor in the organizational literature over 

the past few years (Podsakoff et al., 2000) and, perhaps because of that popularity, is 

generally considered a desirable employee behavior in work life; however high and 

uncontrolled OCB can have negative consequences. This can be seen in the results of 

research on school teachers by dividing two factors of OCB based on the theory of 

Williams and Anderson (1991), namely OCB towards the individual (OCB-I) and OCB 

towards the organization (OCB-O). In this study, it was found that OCB had a significant 

effect on co-workers' social laziness, and social laziness on nurses themselves and had a 

negative impact on organizational commitment (Sesen H, et al, 2014). 

OCB-I has a positive and significant effect on co-workers' social laziness, but OCB-

O has a negative and insignificant effect on co-workers' social laziness. According to Kerr 

and Brunn (1983), OCB-O involves actions such as voluntary contributions to 

organizational activities and the decision not to complain about common problems in the 

organization, co-workers do not consider that behavior as an excuse to slack off, because 

the action is not directed at them. Thus, managers should be careful about OCB and should 

define behavior in each employee's role. Otherwise, voluntary helping behavior can easily 

lead to social loafing behavior. 

Organizational Citizenship Behavior in-creases the effect of quality of work life in 

reducing turnover intention of nurses. Organizational Citizenship Behavior with a high 

average index can be maintained in the organizational culture of the hospital, but this high 

OCB attitude needs to be monitored by the manager. Therefore, regulations need to be 

carried out in order to remain controlled to avoid the negative effects of OCB in the 

organization. 

The presence of social support in the organization provides an additional resource 

that enables and empowers nursing staff to better cope with the stress of their work. 

According to Almendra, it is easier and more practical to pro-vide a supportive work 

environment for employees than trying to reduce stress or stress at work. 

At Gading Pluit Hospital, it appears that organizational citizenship behavior has a 

high category average index which means that inpatient nurses have high social support. 

OCB is generally regarded as a positive organizational behavior and affects the perception 

of turnover intention. While the work stress of inpatient nurses has a medium average 

index so that in this study there was no significant effect be-tween work stress and 

turnover intention and also no mediating effect of OCB was found on the relationship 

between work stress and turn over intention. 

Referring to the statements on the Quality Work of Life variable, the lowest is the 

item condition indicator "I feel that the salary given by the hospital is in accordance with 

the work I do and the current labor market conditions", which is 53, 4. The second lowest 

index is “I feel protected by security and health insurance working in this hospital”, which 

is 55.4 and is included in the moderate category, so depth interviews were conducted on 5 

nurses randomly on this topic. 

From the results of the interviews, it can be concluded that some nurses complained 

about incentives such as non-existent nursing care services, health insurance which was 

fully submitted to the BPJS system so that nurses could not be handled in Gading Pluit 

hospital, which has not collaborated with BPJS, has improved communication between the 

management and nurses. 
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In this study, several differences were found from previous research, while the 

findings were: 

1. Judging from the tree box in this study, it was found interesting things where 

moderate work stress did not affect Turnover Intention and did not affect high 

Organizational Citizenship Behavior. This is different from other studies and shows 

that factors such as quality of work of life or other external factors that affect 

Organizational Citizenship Behavior and Turnover Intention 

2. There is a difference in the results where the work stress of the inpatient nurse at 

Gading Pluit Hospital which is in the moderate category does not affect Turnover 

Intention. This shows that the level of work stress of nurses has not caused a nurse to 

make a decision to switch hospitals. 

3. Another difference is that Organizational Citizenship Behavior which is in the high 

category of inpatient room nurses at Gading Pluit Hospital cannot mediate the effect 

of work stress on Turnover Intention. This can be caused because work stress which 

is in the moderate category also does not affect the nurses' organizational citizenship 

behavior. 

4. Quality Work of Life is the most influential factor compared to other variables in 

reducing the Turnover Intention of nurses in the Gading Pluit Hospital inpatient 

room. 

This research has been attempted and carried out with scientific procedures, 

however, it still has limitations, namely there are many other variables that also affect 

turnover intention that are not used in this study, the population is very limited (slightly) so 

that the conditions are different from the object of different types of industries, other 

objects and a larger population can give different results, there are questionnaires that are 

not collected, the pandemic conditions make research a little hampered, because they have 

to undergo a very strict protocol, so the interview process is quite difficult to do. 
 

IV. Conclusion 
 

There is an influence of Quality of Work Life and Organizational Citizenship 

Behavior in reducing the Turnover Intention of nurses in Gading Pluit Hospital.  There is a 

positive effect of QWL on OCB. There is no effect between work stress on OCB and TOI 

of nurses. There is an effect of OCB mediating between QWL on TOI but OCB has no 

effect mediating work stress on TOI. 

 

Implication 

Quality of Work Life (QWL) is a multidi-mensional concept that offers satisfaction 

in work life and balance in work and life (Morin M.E and Morin W, 2003). The results of 

this study illustrate the need for implementation to reduce turnover intention through 

increasing the quality of work life, especially in the dimen-sions of the world of work. Job 

stress has no effect on turnover intention. This is supported by the theory of Quick and 

Quick (1984) which states that stress is divided into two, namely eu-stress and distress. 

Responses to stress that are still in the eustress category are healthy, positive and 

constructive (constructive). These include individual and organizational well-being associ-

ated with individual well-being, organizational growth, organizational flexibility, and 

adaptabil-ity. The results of this study are in line with oth-er studies that OCB affects the 

desire to leave (Lee et al., 2004; in Khalid & Ali, 2005, Susanti, 2020). OCB can also 

increase the effect of qual-ity of work life on decreasing turnover intention. 
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