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ABSTRACT

The number of corruption cases in Indonesia that have been revealed from every year has given to the workload of
employees to take action on the cases to completion in restoring financial state losses that is caused from corruption.
The job characteristic that requires employees to be available at all times has also affected the balancing of two domains:
work and non-work, especially employees who work in the office of deputy for enforcement. This research aims to
examine the relationship between work life balance and work stress on turnover intention and the effect of job
satisfaction in mediating relationships between these variables among employees of Deputy for Enforcement of Anti-
Corruption Institution in Indonesia. This research was conducted by using quantitative method through the distribution
of questionnaires. An amount of 218 respondents were obtained as a sample of a population of 427 specialist and
administrative employees. Hypotheses were tested with structural equation modeling (SEM) using Amos 23. The results
found that there were positive influences on the relationships between work stress and turnover intention, both directly
and indirectly through the mediation of job satisfaction. The results also revealed that there was no direct effect on
work-life balance and turnover intention relationship, but indirect effect was found through the mediation of job
satisfaction.
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1. INTRODUCTION between work and life is a big challenge for organizations

and individuals [2]. Research conducted by [3]
The number of corruption cases in Indonesia in the

past few years has prompted the Anti-Corruption
Institution in Indonesia to crack down the cases to
completion. Enforcement of corruption cases is
important to restore state financial losses resulting from
these acts of corruption. The institution formed in 2002
is one of ninety-seven non-structural institutions in

Found that every disruption between work and family
creates  dissatisfaction among  workers.  This
dissatisfaction can ultimately have an impact on the
desire to leave his current job (turnover intention). In
addition to work-life balance, another thing that can also
affect the job satisfaction of a worker is work stress.

Indonesia, and is independent. Its distinctive character
and added duties and responsibilities to eradicate
corruption make this institution have job characteristics
that require employees to be available at all times,
especially in carrying out the task of prosecuting
corruption. Workload, which is one of the triggers for
work stress, and time, which is an important part in
forming work-life balance, is seen as two things that can
affect employee turnover intention. Work-life balance
talks about the ideal balance between an individual’s
personal and professional life [1]. Managing conflicts

Work stress is a feeling of distress felt by workers in the
face of their work, which can be triggered by working
conditions, excessive burdens, and interpersonal
relationships with colleagues by Anwar, 1993 and
Robbins, 2008. The high work stress causes a high level
of desire to get out of work [4]. Just like work stress, job
satisfaction is also considered an important predictor and
shows a significant inverse relationship with turnover
intention [4].
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Many studies have been conducted to prove the effect
of work-life balance, work stress, and job satisfaction on
turnover intention. Most of the research was carried out
in the private sector. Because of the special
characteristics of Indonesia's anti-corruption institutions,
this research was conducted to see whether there were
similarities in results with previous research or there were
differences due to the uniqueness of the characteristics of
the research object.

This research was focused on administrative and
specialist employees who worked in the Deputy for
Enforcement of Anti-Corruption Institution in Indonesia.
The purpose of this research was to examine the
relationship between work life balance and work stress
on turnover intention and the effect of job satisfaction in
mediating relationships between these variables among
employees of Deputy for Enforcement of Anti-
Corruption Institution in Indonesia.

2. METHODS

2.1 Participants and sampling

The population in this research was employees of the
Deputy for Enforcement of Anti-Corruption Institution in
Indonesia. Based on data received from the Secretariat of
the Deputy for Enforcement on April 2, 2019, the number
of employees in the Deputy for Enforcement of Anti-
Corruption Institution in Indonesia was 434 employees,
consisting of 7 structural-level employees, 346 specialist-
level employees, and 81 administrative-level employees.
The focus of the research

Was employees at specialist and administrative level.
Then, the total population becomes 427 employees. The
research sample was taken using the Slovin’s formula.
Because the population was not too large which was
between 100- 500, it can use a 5% margin error [5]. Thus
the number of samples in this study based on (1).
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Where n =sample size, N = population, e = eror
margin

2.2 Measuring instruments

The questionnaire was divided into five main parts.
The first part contains questions related to the identity of
the respondent including gender, age range, marital
status, education background, and years of service,
occupation, roles, work units, and types of work time.
The other four sections contain statements from each
research variable.
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To obtain work-life balance related data, the research
used six items of questionnaires used by referenece [6] in
their study, where two items were adapted from a
questionnaire developed by reference [7] about
supervisor work-life balance support and four items were
adapted from reference [8] about employees’ perception
about work-life balance. There were eight work stress
questionnaire items adapted from [4], consist of four
items about workload and four items about negative
emotions. There are twenty-three job satisfaction
questionnaire items adapted from the questionnaire used
by [4] in their study, which came from a questionnaire
built by research team of Xi'an Jiaotong University,
consist of seven items about reward satisfaction, four
items about social recognition satisfaction, four items
about organizational management satisfaction, and eight
items about occupation satisfaction. To measure turnover
intention, items to be used are selected from a
questionnaire developed by Camman et al (1979) and
Mobley (1977), as used by reference [9]. All variables
were assessed on six-point Likert scale ranging from 1
(highly disagree/highly dissatisfied) to 6 (highly
agree/highly satisfied). The questionnaire was compiled,
and then proof reading was carried out on the
questionnaire. Proof reading aimed to determine the
understanding of each item in the questionnaire. Then a
pretest was conducted to measure the validity and
reliability of the research instrument. The pretest was
conducted for eight days, starting on February 15, 2019
until February 22, 2019 with a total of 33 valid
respondents.

2.3 Hypotheses

The previous studies found that work family conflict
had a direct effect on turnover intention [9, 10] . Work
interfere with family was believed to positively influence
turnover intention [3, 11]. Reference [12] in their study
also stated that work life balance was the most significant
cant predictor (compared to supervisory behavior and job
characteristics) in influencing employee turnover
intention. Based on the results of previous studies, the
following hypotheses are made:

H1: Work-life balance will influence turnover intention
negatively.

Klassen said in reference [13] found that high work
stress felt by employees had turnover intention
implications. In addition, Reference [9,14] study found
that there was an association between work stress and
turnover intention. The same finding was also shown by
reference [13], who revealed that work stress affects the
intention to leave. Based on the results of previous
studies, the following hypotheses are made:

H2: Work stress influenced turnover intention positively.

Previous research found that work to family conflict
and family to work conflict were negatively correlated
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with job satisfaction [3,15]. Itis in line with the opinions
of reference [6] who emphasized the importance of
organizations paying attention to the work-life balance of
their employees. By doing so, job satisfaction can also
increase. Reference [9] also found that work family
conflict had a direct effect on job satisfaction. Based on
the results of previous studies, the following hypotheses
were made:

H3: Work-life balance influenced job satisfaction
positively.

Reference [16] conducted a study to know the
influence of work stress and work motivation in job
satisfaction. They found that work stress negatively
affected job satisfaction. Besides, a study conducted by
[17] to doctors who worked in hospitals also found that
there was a direct negative relationship between work
stress and job satisfaction. In addition, the same results
were shown through the study conducted by [4,9] Based
on the results of previous studies, the following
hypotheses were made:

H4: Work stress influenced job satisfaction negatively.

[10, 18] found that there was an association between
job satisfaction and turnover intention which made
employees feel dissatisfied with their work and distrusted
by their organizations, so that they desired to leave
becomes even greater. Several studies also proved that
job satisfaction negatively influenced turnover intention
[4,9, 13, 17]. Based on the results of previous studies, the
following hypotheses were made:

H5: Job satisfaction influenced turnover intention
negatively.

Reference [9] found that job satisfaction succeeded in
mediating the relationship between work family conflict
and turnover intention, where the significance value of
mediation relationship was greater than the significance
value of the direct relationship between work family
conflict and turnover intention. Likewise reference [10],
who found that job satisfaction significantly, mediated
the relationship between work-life conflict and turnover
intention. Based on the results of previous studies, the
following hypotheses were made:

H6: Job satisfaction mediated the relationship between
work-life balance and turnover intention.

Previous studies found that job satisfaction mediates
the relationship between work stress and turnover
intention [9], [17]. In a study conducted on health
workers in eleven provinces in China, reference [4] found
that employees who had turnover intention showed lower
job satisfaction and higher work stress than those who did
not have turnover intention. Furthermore, reference [4]
concluded that job satisfaction plays a mediating role in
the relation of work stress to turnover intention. Based on
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the results of previous studies, the following hypotheses
are made:

H7: Job satisfaction will mediate the relationship between
work stress and turnover intention.

From the above hypotheses, the research model can be
described as follows fig.1 .

Worklife

Balance

Tumover

Satisfaction Intention

Figure 1 Hypotheses model

3. RESULTS AND DISCUSSION

3.1 Socio-demographic information of
participants

Based on the The main test was carried out from 1
April 2019 until 3 May 2019. The questionnaire was
distributed in hard copies of 250 copies and in digital
form through Google Form to 433 employees of Deputy
for Enforcement. There was 250 print questionnaires, and
there were returned 92 or had a response rate of 36.8%
and only 91 copies could be further processed. While of
the 433 employees who were given a digital
questionnaire, 127 employees gave a response back or
had a response rate of 29.3% and all of them could be
further processed. Thus, there are 218 questionnaires that
can be continued to the next process. This number has
fulfilled the needs of 207 samples.

The main test was carried out from 1 April 2019 until
3 May 2019. The questionnaire was distributed in hard
copies of 250 copies and in digital form through Google
Form to 433 employees of Deputy for Enforcement.
There were 250 print questionnaires, and there were
returned 92 or had a response rate of 36.8% and only 91
copies could be further processed. While of the 433
employees who were given a digital

Table_questionnaire, 127 employees gave a response
back or had a response rate of 29.3% and all of them
could be further processed. Thus, there are 218
questionnaires that can be continued to the next process.
This number has fulfilled the needs of 207 samples based
on table 1.
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Table 1. Socio-Demographic Information of
Participants

Information N (%) Information N (%0)
Gender Years of service

Male 138 (63.3) <5 98 (45.0)
Female 80 (36.7) 610 70 (32.1)
IAge range > 10 50 (22.9)
<25 7(3.2) Occupation
2535 119 (54.6) IAdministrative 53 (24.3)
36 — 40 55 (25.2) Specialist 165 (75.7)
41 — 45 20 (9.2) Role
46 — 50 11 (5.0) 'Team member 182 (83.5)
51 —55 5(2.3) Team leader 36 (16.5)

> 55 1(0.5)
Marital status \Work unit
Unmarried 58 (26.6) LID 61 (28.0)
Married 160 (73.4) DIK 58 (26.6)
Education TUT 34 (15.6)
High School 0 (0) LABUKSI 29 (13.3)
Diploma 14 (6.4) KORWIL 32 (14.7)
Bachelor 150 (68.8) SET 4 (1.8)
Master 52 (23.9) \Work time
Doctor 2 (0.9) Flexi 216 (99.1)

Regular 2 (0.9)

Overall, the level of work life balance, work stress,
and job satisfaction were rather high, while the level of
turnover intention was rather low based on table 2.

Table 2. Item Scores In Work-Life Balance, Work
Stress, Job Satisfaction, and Turnover Intention

Item Mean
Work-life balance 4,13
[The company facilitates work-life balance. 4,81
My supervisor emphasize work-life balance. 4,48
[There is enough time for recreation activities. 4,04

I do not need to work overtime as | use to finish work within(3,30
working hours.

| have enough time for my family and friends. 3,72
| value the social benefits that the company offers me. 4,41
Work stress 3,56

[There is a lot of work to do in the office. 5,11
I’m very busy with my work every day. 4,86
| often fail to finish my work on time. 2,67
My work requires a lot of time and effort. 4,86
I’m always nervous because of work. 2,39
| am difficult to fall asleep because of work. 2,63
| feel a high-level tension at work. 2,78
| feel a lot of pressure at work. 3,21
Job satisfaction 4,29

My income compared with colleagues in my office. 4,09
My income compared to employees at other similar institutions. 4,36
Salary system in my office. 3,90
Income equity in my office. 4,07
Balance between my effort and salary. 3,77
Performance evaluation mechanism in my office. 3,55
Rationality of incentive mechanism in my office. 3,77

Respect from clients (Supervisors and/or Users who receive youri4,33
work).
Respect from the public. 4,94
Clients’ (Supervisors and/or Users who receive your work)@4,81
satisfaction with my services.
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IThe opportunity to play my abilities at work. 4,32
Mode of policy implementation in my office. 3,96
Job promotion opportunities. 3,12
lAutonomy of my job in my office. 4,64
ork environment 4,42
IA sense of achievement of my job 4,72
Relationship with my colleagues 4,89
Turnover intention 2,75
| am thinking of leaving the organization | served now. 2,95
| am thinking of leaving the type of work | am currently working3,11
on.
| am looking for a new job recently 2,39
| am looking for a new job next year 2,56

3.1.1 Statistical analysis

Main test data processing was carried out using
structural equation modeling (SEM) statistical method
that took a confirmatory approach, using Amos [19]. The
validity test was done by looking at the factor loading
value of each variable. Variable was considered valid if
the factor loading value is + 0.50 or more [20]. The
results of the validity test found 1 item of work-life
balance was invalid, 4 items of work stress were invalid,
2 items of job satisfaction were invalid, and no invalid
items on the turnover intention. All invalid items were
removed from the model, and were recalculated. After all
variables were declared valid, then the reliability test was
performed by looking at the value of construct reliability
(CR). CR values equal to or above 0.7 indicate good
reliability; reliability is still acceptable if the CR value is
between 0.6 and 0.7, provided it is accompanied by a
good indicator value of validity [20], based on table 3.
The reliability test results indicated that all research
variables had good reliability, because they had a CR
value> 0.7. The model fit test was also conducted by
looking at the values of GFI, AGFI, RMSEA, CMIN/DF,
NFI, RFI, IFI, TLI, CFI, PNFI, PGFI based on table 4.

Table 3. Factor Loadings of Items and Construct
Reliability of Each Variable.

Work-life balance

IThe company facilitates work-life balance. 0,812
My supervisor emphasize work-life balance. 0,732
IThere is enough time for recreation activities. 0,792

| do not need to work overtime as | use to finish work within|0,748
orking hours.

| value the social benefits that the company offers me. 0,685
Construct Reliability (CR) of work-life balance 0,932
Work Stress
I’'m always nervous because of work. 0,522
| am difficult to fall asleep because of work. 0,621
| feel a high-level tension at work. 0,821
Ifeel a lot of pressure at work.. 0,771
Construct Reliability (CR) of work stress. 0,786

Job Satisfaction
My income compared to employees at other similar in stitutions.|0,548

Clients’ (Supervisors and/or Users who receive your work) trusti4,90 Salary system in my office. 0,527
in my services. Income equity in my office. 0,581
Level of my job’s enrichment. 4,54 Balance between my effort and salary. 0,619
IAppreciation from Supervisors. 4,44 Performance evaluation mechanism in my office. 0,654
[The way Supervisors treat employees. 4,50 Rationality of incentive mechanism in my office. 0,602
Managerial decision-making ability. 4,39 Respect from clients (Supervisors and/or Users who receive your|0,733
Stability of my job. 4,37 ork).
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Clients’ (Supervisors and/or Users who receive your work)(0,532 3.1.2 Direct effect test
satisfaction with my services.
.Clients’ (S_upervisors and/or Users who receive your work) trust0,581 Hypotheses testing of direct relationships were done
Tevme){ (S)efrr\g;?zb,s encrichment. 0,601 by I_ooking at the \_/a}lue of the Cr_itical Ratio (C_.R.) anq the
[Apprecition from SUpervisors. 0,640 Estimated Probability (P) \{alue inthe Regrgssmn Weights
The way Supervisors treat employees. 0,646 table, where the hypothesis was accepted if the value of
Managerial decision-makin ability. 0,650 C.R.> 1,648 (one-tailed) and P <0.05. From the results of
Stability of my job. 0,768 the structural model test, found that H1 was rejected based
[The opportunity to play my abilities at work. 0,747, on table 5.
Mode of policy implementation in my office. 0,754
Uob promotion opportunities. 0,617 Table 5. Test Result of Direct Effect Hypotheses
IAutonomy of my job in my office. 0,504
IWork environment. 0,756 C.R. P Result Conclusion
|A sense of achievement of my job. 0,559 H1 | -0.683 0.945 Not Significance Rejected
Contruct Reliability (CR) of job satisfaction. 0,783] H2 | 3.396 Fokk Positively Accepted
Turnover Intention Significance
I am thinking of leaving the organization | served now. 0,962 H3 | 4.784 Hokx Positively Accepted
I am thinking of leaving the type of work I am currently working|0,878 Significance
on. H4 | -2.499 0.012 Negatively Accepted
I am looking for a new job recently. 0,731 Significance
I am looking for a new job next year. 0,713 H5 | -3.542 | *** Negatively Accepted
(Construct Reliability (CR) of turnover intention. 0,895, Significance
3.1.3 Mediating effect test
Table 4 Goodness of Fit Measurement
5 = o Vi Hypotheses testing of mediation effect were done by
Category arameter eco\?;mn ¢ alue looking at the Estimate value in the Standardized Indirect
Absolute  [GFI 0,90 0,786 | Marginal Effects table or by multiplying the two values of the
measures Fit direct relationship effect (dependent—mediator x
AGF P 0.90 0:736 """"E’i{”"" mediator—independent). Mediation effect criteria were
RMSEA < 0,08 0,073 | Good Fit determined following the standards of reference [21],
CMIN/DF K3 2,166 | Good Fit based on table 6.
Incremental |NFI > 0,90 0,815 | Marginal
measures Fit Table 6. Test Result of Mediating Effect Hypotheses
RFI > 0,90 0,784 | Marginal
Fi? Direct Effect Indirect Effect Conclusion
IFI 0,90 0,891 | Marginal H6 | WLB—TI WLB—js xjs—TI | Indirect-only
Fit (Not 0.471 x0.315 mediation
TLI > 0,90 0.871 ""a{:@{;”a' Significance) | =-0.148365 (Accepted)
- =-0.148
CFl P 0,90 0,889 Ma'r:g}:nal H7 | WS—TI WS—JSxJS—TI Complementary
Parsimony Fit PNFI 0-1 0,700 | Good Fit 0.285 '_0'214 x -0.315 mediation
measures  PGFI -1 0,637 | Good Fit Bytian (Accepted)

From table 6 above, it can be seen that job satisfaction
successfully played a mediating role in this study. The
effect of job satisfaction mediation on work life balance
and turnover intention relationships was indirect only
mediation, meaning that there was a relationship effect
when mediated, but there was no direct relationship
effect. While the mediating effect of job satisfaction on
work stress relationships and turnover intention was
complementary mediation, meaning that the effects of
mediated relationships and direct relationships were both
exist and pointed at the same direction based on fig.2 .
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Figure 2 Hypotheses model results

3.2 Discussion

3.21  Work Life Balance

Hypotheses test results indicated that the relationship
between work life balance and turnover intention was
negative, but statistically proven to be insignificant or in
other words there was no effect of work-life balance on
turnover intention in the Deputy for Enforcement of Anti-
Corruption Institution. This condition is similar to
research conducted by reference [22] on scientists and
engineers working in the Research & Development
(R&D) industry, who found that the relationship between
family interference with work (FIW) and turnover
intention was small and not statistically significant,
whereas work interference with family (WIF) had no
significant relationship on turnover intention. If we look
at the characteristics of this institution, the demand for
the amount of time spent on work should not be an
objection for employees. Employees realized that it was
their nature to work with flexible working hours.
Therefore, they must be ready when needed. Although
employees often worked overtime to complete their
work, the average respondent’s answers indicated that the
desire to leave the organization was rather low.
According to reference [22], the lack of relationship
between these two variables could be caused by what
they called as the "survivor effect”, meaning that
employees prefer to stay where they work now rather
than have to go out with conditions that are not
necessarily as good as where they work this time. Thus,
it was natural that there was no relationship between
work life balance and turnover intention in this
Institution. The result of the hypotheses also proved that
statistically work life balance had a significant positive
effect on job satisfaction. These results were similar to
the results in previous studies which showed that there
was a significant positive influence in the relationship
between work-life balance and job satisfaction [3, 6, 9,
15]. Besides, reference [6]found that the element of
organizational where employees work also influenced
this relationship. Also, reference [23] revealed that
employees Employees who were well-known and proud
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to work for their employer will be pleased with their
work. In addition to corporate pride, superiors' and
organizations' encouragement for work-life balance were
essential in ensuring employee job satisfaction [6, 24].
Overall, the average respondent’s answers agreed enough
that the implementation of work life balance had been
implemented well at this institution. Then, the assistance
involves implementing flexible working hours and
maintaining a family, gathering, organizing blood donor
social activities, and holding employee’s week which
contains sports competitions and art competitions
between work units which the support covers in the form
of providing facilities such as sports rooms and dormitory
for employees who cannot go home to complete their
work.

3.2.2  Work stress

Hypotheses test results indicated that there was a
positive influence on the relationship between work
stress and turnover intention. Overall, it was known that
the average level of work stress was rather high, but the
turnover intention of the employee was quite low. It is
caused that the work stress indicator in contributing the
high average value was an indicator of work stress related
to work load, which when tested for validation was
declared not significant to represent the work stress while
valid indicators, all of which were representations of
negative emotion, were recognized by respondents as
quite low. Thus, a positive relationship was created in this
relationship, which states that a low level of employee
work stress was associated with a low level of employee
turnover intention. This positive relationship between
work stress and turnover intention was also found in the
results of previous studies conducted by [9, 13, 14].
High-level tension and a lot of pressure at work were
strong indicators that represent work stress. Griffin
(2010) in reference [25] stated that work stress could
occur when a person felt violence, tension, anxiety,
frustration, worry, and work-related difficulties. Thus, it
was not about how much work load (work load)
employees received, but how they felt (negative emotion)
when receiving the workload that causes work stress. In
this institution, this tension might arise because
employees were faced with cases of large corruption,
which involve top-level officials who had a very strategic
position (big fish). While the pressure might arise
because employees were faced with high expectations
from the public to be able to resolve the large case so that
state financial losses caused by corruption could be
immediately restored, but support for the completion of
the case was still not felt by employees, whether it came
from Government, for example there were policies that
limit the institution in carrying out the task of enforcing
criminal acts of corruption, or it could be from within the
institution itself. Hypotheses test result also showed that
there was a statistically significant negative relationship
between work stress and job satisfaction. These results
were similar to previous studies where work stress had a
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direct negative effect on job satisfaction [9, 16, 17]. From
the overall responses of respondents, it was known that
the average employee work stress related to negative
emotion was rather low, while the average job
satisfaction was rather satisfying. In the Deputy for
Enforcement of this institution, the handling and
settlement of cases was carried out in team collaboration,
and there was a feeling of satisfaction when finishing
handling a case, because the results could be enjoyed by
the public.

3.2.3  Job satisfaction as a mediator

Job satisfaction successfully mediated work-life
balance and turnover intention relationships, and without
mediation, this relationship did not occur. Reference [21]
refer to this condition as indirect-only mediation. These
results were similar to previous studies by reference [9,
10]. Job stability was believed to be a strong indicator of
this relationship. This could be due to the organization as
a state institution whose budget was sourced from the
State Budget, so that in terms of work and finance it
would be more secure when compared to organizations
engaged in the private sector. Previous research revealed
that job stability positively influenced organizational
commitment which could reduce turnover intention, and
that employees who felt safe in their work will had a low
rate of absence and turnover [26-28]. In addition,
organizational pride was also believed to had a strong
influence on creating employee job satisfaction.

Job satisfaction was also proven to mediate the
relationship of work stress and turnover intention, where
the mediating nature that was mentioned is referred to,
by[21], as complementary mediation, meaning that both
direct relationships and mediated relationships have a
significant effect. Previous findings also proved that job
satisfaction could mediate the relationship between work
stress and turnover intention [4, 9, 17]. Reference [4]
explained in more detail that organizational management
satisfaction, reward satisfaction, and occupation
satisfaction succeeded in mediating the relationship
between negative emotion and turnover intention. In
addition to job stability, satisfaction with the work
environment was a strong indicator that represented
employee satisfaction in this institution. The results of the
initial interview stated that 6 out of 7 employees
recognized that the work environment in the Deputy for
Enforcement of this institution was conducive and
comfortable so that it made the employees feel
comfortable working at this institution. It was illustrated
by a family friendly environment, coworkers who
respected each other and trusted each other, relationships
between colleagues who were not rigid making it easier
to discuss or asked for advice, and colleagues who
supported each other.

3.2.4  Additional discussion
Research investigating the relationship between
work-life balance, work stress, job satisfaction, and
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turnover intention had raised an interesting variable to be
discussed. The variable was organizational pride.
Reference [29] in [6] defined organizational pride as
providing a positive and encouraging work environment,
which requires high social identification with companies.
In this study, indicators that describe organizational pride
could be found in indicators of employee satisfaction
with respect received from the public. If we looked at the
answers of respondents as a whole on the job satisfaction,
it was found that the highest average value of employee
satisfaction was the statement of respect from the public.
As had been proven by reference [6] that organizational
pride positively affected job satisfaction. Previous
research by reference [23] also revealed that employees
who were known and felt proud to work in their company
would also feel satisfied with their work. Organizational
pride was seen as able to play a central role in the
company because organizational pride could increase
stress resistance, increase employee commitment, and
reduce turnover intention [6, 29,30]

3.25  Implications

While work-life balance was not shown to have a
major impact on turnover intention in this report, it is
crucial for these organizations to continue to provide
practical support for employees in achieving work-life
balance, whether through direct support from the agency,
supervisors' supported to subordinate employees
(supervisor work-life balance support), or through a
combination of these methods, as well as through
facilities, social benefits, and other programs that support
the work life balance of employees. The institution also
needs to examine further what can cause the emergence
of negative emotions in work that can affect work stress,
whether it comes from the employee himself (such as
lack of soft skills or hard skills to complete his work) or
from outside the employee (such as the absence superiors
and co-workers support related to the task being carried
out). By knowing the cause of the emergence of negative
emotions, the organization can provide the right solution
for employees. Organization also needs to consider
employee satisfaction with regard to job stability, work
environment, and how to implement policies in the
office, as well as how to create pride in every employee
who works at the organization in order to increase
employee job satisfaction.

Because the Corruption Perception Index (CPI) in
Indonesia is still below the 180 countries average GPA
recorded by Transperancy International, which is 38 (the
average CPl is 43), then support for corruption
eradication in Indonesia must continue to be improved.
The government needs to consider policies that help
prevent acts of corruption, especially policies that can be
applied by agencies that provide public services. In
addition, the actions of certain parties who try to weaken
the Anti-Corruption Institution in carrying out acts of
corruption eradication also need to be a serious concern
for the Government. The Anti-Corruption Institution
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should be seen as a partner of the Government to
accelerate the realization of an Indonesia that is clean of
corruption. State officials need to increase their
awareness of the treatment or matters that lead to
corruption and must dare to reject corrupt matters, and
dare to carry out their duties and role with high integrity
because they realize their role as role models for the
community.

The community needs to support every policy made
to prevent acts of corruption. The community also needs
to increase their understanding of corruption and the
effects that can be caused by acts of corruption, and thus
be able to apply anti- corruption actions in daily life. In
addition, because public respect is seen as important for
XYZ Institution employees, the community may
continue to provide full support for the XYZ Institution
in carrying out their duties to eradicate corruption in
Indonesia.

3.2.6  Limitation and suggestions for future research
It is needed further studies to investigate the relation
between job satisfaction and turnover intention that
should consider organizational pride as a variable
suspected to affect job satisfaction and turnover
intention. Besides, it should investigate the relationship
between work-life balance and work stress, as well as any
relationships that could emerge as a result of those
relationships. Thus, further studies can further enrich the
literature relating to work-life balance, work stress, job
satisfaction, and turnover intention, which can be
beneficial for organizations and other parties who need
understanding and references regarding these variables.

4. CONCLUSIONS

Based on the results of the analysis and discussion of
the hypotheses test, it can be concluded that the Work life
balance did not have a significant negative effect on
employee turnover intention in the Deputy for
Enforcement of Anti-corruption institution in Indonesia.
This condition is understood as the dedication of
employees in combating corruption, where service is the
main key in carrying out their duties. However, work life
balance was proven to have a significant positive effect
on job satisfaction of the Deputy for Enforcement of
Anti-corruption institution in Indonesia. It means that the
level of work-life balance of employees will have a
comparable effect on the level of employee job
satisfaction whereas work stress was proven to have a
significant positive effect on employee turnover intention
and a negative significant effect on the job satisfaction of
the Deputy for Enforcement of Anti-corruption
institution in Indonesia employees. Job satisfaction
proved to have a significant negative effect on employee
turn- over intention in the Deputy for Enforcement of
Anti-corruption institution in Indonesia. The results also
found that job satisfaction was proven to mediate work-
life balance and employee turnover intention in the
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Deputy for Enforcement of Anti-corruption institution in
Indonesia, where the mediating effect that occurred in
this relationship was indirect-only mediation. In addition,
job satisfaction has also been proven to mediate work
stress and employee turnover intention in the Deputy for
the Corruption Eradication Commissionin Indonesia,
where the mediating effect that occurs in this relationship
is complementary mediation.
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