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Abstract. This study aimed to examine the impact of Job Placement and Work 

Stress on Turnover Intention among employees at BPJS Kesehatan, Main Branch 

Office Makassar. A quantitative research design was adopted, utilizing a survey 

method that involved 51 permanent employees as respondents. Data were 

collected using structured questionnaires and analyzed through multiple linear 

regression to determine the influence of both Job Placement and Work Stress on 

Turnover Intention. The results showed that Job Placement had a significant 

negative effect on Turnover Intention, indicating that employees placed in 

positions matching their qualifications and competencies are less likely to leave 

the organization. Conversely, Work Stress exhibited a significant positive effect 

on Turnover Intention, suggesting that employees experiencing higher levels of 

stress are more inclined to consider leaving their jobs. These findings emphasize 

the importance of effective job placement strategies and comprehensive stress 

management programs to mitigate turnover intention and enhance organizational 

stability, which are crucial for maintaining a productive workforce in BPJS 

Kesehatan. 
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1 Introduction  

Resources in the company, namely the workforce, are the most crucial organizational
assets, because they can affect the allocation of other assets. Human resources have a
direct impact on the effectiveness and productivity of the company [1]. This is what
makes organizations really aware to evaluate employee investment as HR [2]. That it
is increasingly difficult to recruit people who have good commitment and quality of
work, especially for the sustainability of the organization now and in the future [3].
Therefore,  companies  must  emphasize  identifying,  training,  motivating,  and
developing  human  resources  as  desired  by  the  company,  as  well  as  protecting
qualified employees.

In  order  to  keep  the  company/organization  running  and  growing,  the
company/organization cannot ignore the element of human resources [3]. Therefore,
in  managing  human  resources,  companies  must  provide  qualified  employees  and
eliminate costs related to labor. Maintaining and preventing the desire to quit working
is  a  good step  in  managing an  organization because  human resources  are  a  very
important asset [4]. If human resources have the desire to move, it will have a bad

© The Author(s) 2025
M. Nohong et al. (eds.), Proceedings of the 9th International Conference on Accounting, Management, and
Economics 2024 (ICAME 2024), Advances in Economics, Business and Management Research 331,
https://doi.org/10.2991/978-94-6463-758-8_171

mailto:Muaidin@bpjs-kesehatan.go.id
http://orcid.org/0009-0006-2553-7455
http://orcid.org/0000-0003-4211-5546
https://doi.org/10.2991/978-94-6463-758-8_171
http://crossmark.crossref.org/dialog/?doi=10.2991/978-94-6463-758-8_171&domain=pdf


2146             Muaidin and M. Nohong

impact on the performance of  the organization, even if  the organization has good
performance [5]. If an organization or company has a high desire to quit working, it
will be a problem in the future because the company will need new employees [6].
One of the negative implications of the intention to move is that the organization will
lack  experienced  and  talented  personnel  in  its  profession,  which  will  negatively
impact the cost of training new employees [7], [8]. 

Badan Penyelenggara Jaminan Sosial  (BPJS) Kesehatan is  a  public  legal  entity
established by the Indonesian government to administer the National Health Insurance
(JKN)  program.  The  main  tasks  of  BPJS  Kesehatan  include  managing  the
contribution funds paid by participants, ensuring the availability of health services at
cooperating  health  facilities,  and  managing  claims  and  payments  for  services
provided. In carrying out its responsibilities, BPJS Kesehatan must ensure that the
JKN program runs effectively and is able to serve various levels of society, including
those in remote areas.

BPJS Kesehatan Makassar Main Branch Office, as one of the important branches,
has a great responsibility in ensuring that health services in the South Sulawesi region
run  optimally.  As  an  operational  center  for  densely  populated  areas  with  diverse
health needs, this branch plays a role in coordinating services to thousands of JKN
participants and collaborating with various health facilities. However, with this great
responsibility,  the  challenges  faced  by  employees  at  the  Makassar  Main  Branch
Office are also quite significant.  They must adapt to policy changes,  handle large
volumes of  claims, and ensure service quality  is  maintained under high workload
pressure.

In data related to turnover intention in various BPJS Kesehatan branch areas, the
data shows that the main factors that trigger the intention to leave work (turnover
intention) come from job placement challenges and work stress. The highest indices
in  regional  disengagement  data,  such  as  uncompensated  overtime  (36.99),
organizational structure changes (31.60), and policy changes (31.06), indicate that job
placements that do not match employees' skills or preferences can be the main triggers
of excessive work stress.

The right job placement has an important role in influencing turnover intention
employee [9],  [10].  When an employee is placed in  a  position that  matches their
skills, interests, and preferences, they tend to feel more engaged and satisfied with
their work. Conversely, inappropriate job placements, both in terms of qualifications
and employee  expectations,  can  lead  to  dissatisfaction.  Employees  who feel  their
duties and responsibilities are not aligned with their competencies often experience
work stress, loss of motivation, and feel that their contributions are not appreciated.
This condition can increase their intention to look for job opportunities elsewhere. In
addition,  job  placements  that  involve  relocation  are  also  a  significant  factor  in
influencing turnover intention, especially when the new location doesn't match their
personal  preferences  or  needs  [11].  This  location  factor  is  very  influential  in
determining whether employees will feel comfortable and stay in the company. The
regret  that  Community  attachment  factors  such  as  conformity,  sacrifice  and
relationships explain differences in relocation intentions, which indicates their impact
on relocation behavior [12] 

Other factors that contribute to work stress include a lack of career development
opportunities, poor working conditions, and inadequate feedback. These stress factors
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negatively impact job satisfaction and overall employee well-being[13]. In this case,
employees may feel that their role does not support career progression or provide the
expected opportunities (e.g., index 29.45 about employees feeling not progressing at
BPJS Kesehatan). In some studies, it has been found that work stress can increase the
intention to leave the company [14], [15]. 

This work stress directly contributes to turnover intention, where employees feel
that they cannot thrive within the company (for example, index 31.06 in the region).
The company's inability to manage work stress that arises due to various pressures
such as overtime [16], changes in organizational structure [17], and rapidly changing
policies [18],  increasing the potential turnover intention. A work environment that
constantly demands quick adjustment in the absence of adequate support or solutions
exacerbates employee dissatisfaction [19], so they are more likely to consider leaving
the  company.  This  condition  emphasizes  the  need  for  management  to  be  more
responsive to sources of stress to maintain labor stability. In this article, it is important
to discuss how improper job placement locations and high levels of work stress, as
seen  in  regional  disengagement  data,  are  the  main  causes  of  increased  turnover
intention. A deeper understanding of this relationship can provide companies with
insights  into  the  need  for  a  more  structured  placement  management  strategy  and
effective work stress management policies to reduce turnover rates among employees.

2 Literatur Review

2.1 Job placement and turnover intention

Job placement is the process of assigning and assigning jobs to employees who
have passed the selection, and this must be done on an ongoing basis to ensure that
employees can carry out their responsibilities effectively (Ardana et al., 2012). This
process involves not only physical placement in appropriate positions, but also the
granting of authority and responsibilities that are proportional to the role undertaken.
Thus, employees are expected to be able to carry out their duties well and be able to
account for all risks that may arise from the tasks, authorities, and responsibilities
given. The relationship between improper job placement and turnover intention has
been confirmed by various studies that show that employees who feel they don't fit
their position or role have a greater tendency to look for new jobs elsewhere [20],
[21].  Proper  job  placement  has  a  significant  impact  on  employee  behavior  and
satisfaction  in  the  workplace.  Previous  research  has  shown  that  appropriate  job
placement not only increases job satisfaction, but can also effectively lower turnover
intention  employee [9],  [10].  Employees who feel  their  position  aligns  with their
skills,  interests,  and  career  goals  tend  to  have  higher  loyalty  to  the  company.
Conversely,  inappropriate  placements  can  lead  to  dissatisfaction  and  ultimately
increase employees' intentions to look elsewhere [22]. Thus, a good job placement
strategy  can  be  one  of  the  important  tools  for  companies  in  reducing the  rate  of
turnover and maintain the stability of their workforce.
2.2 Work stress and turnover intention

Work stress is one of the most frequently faced problems in the world of work and
can  have  a  wide  impact  on  employees  and  organizations  [23].  When  employees
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experience work stress, they not only face challenges emotionally and mentally, but
also their performance can decline drastically [24]. Work stress is often caused by a
variety of  factors,  such as  excessive  workload,  unrealistic  work demands,  lack of
support  from management  or  co-workers,  and  an  unconducive  work  environment
[25].  Exposure  to  work-related  stress  over  a  long  period  of  time  can  result  in
psychological  distress,  including  anxiety,  fatigue,  and  depressive  symptoms  [26],
[27].  As these feelings continue, employees begin to lose satisfaction and attachment
to the job, which ultimately encourages them to consider moving to another job [28].
Therefore, it is important for companies to not only focus on productivity, but also on
the mental well-being of employees. 

Effective work stress management, through approaches such as stress management
training,  improved  communication,  providing  flexibility  in  work,  as  well  as  a
supportive  environment,  can  help  reduce  the  negative  impact  of  work  stress  and
maintain employee retention in the organization [29]. Thus, attention to work stress
management is the key to creating a healthy, productive, and loyal workforce to the
company. Various studies have found a significant positive relationship between work
stress and willingness to move among employees [30]–[32]. Work stress can arise due
to excessive workload, pressure from coworkers, and other work-related factors [31]
To reduce turnover intention, organizations must focus on managing employee stress
levels, increasing job satisfaction, and increasing organizational commitment [33].

3 Methodology

This  study employed a  quantitative  approach  using  a  survey  to  gather  data  from
employees. The primary data were collected through the distribution of questionnaires
to 51 permanent employees at BPJS Kesehatan, Main Branch Office Makassar, South
Sulawesi.  The  sampling  technique  used  was  a  census  method,  where  the  entire
population  of  67  permanent  employees  was  included  in  the  study,  but  only  51
responded to the questionnaire.

The indicators measured in this study were work stress (WS), job placement
(JP),  and  turnover  intention  (TOI).  Work  stress  was  assessed  through  role
ambiguity,  role  conflict,  work-overload,  and  work-family  conflict  [34].  Job
placement  was  evaluated  based  on  academic  achievement,  work  experience,
physical  and  mental  health,  marital  status,  and  age  factors  [35].  Turnover
intention was measured through the intention to leave, the intention to seek new
employment ,  and the intention to leave the organization [36]. To ensure the
accuracy and reliability of the research instruments, several tests were conducted.
The validity test used Pearson correlation, where an item was considered valid if
its p-value was less than 0.05 (p < 0.05). Reliability was tested using Cronbach's
Alpha, with a threshold of 0.7. Items were considered reliable if the Cronbach's
Alpha coefficient (α) was equal to or greater than 0.7 (α ≥ 0.7), and unreliable if
α < 0.7 [37].

Before  performing  the  regression  analysis,  several  classical  assumption  tests
required by Ordinary Least Squares (OLS) regression were conducted. The normality
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test  ensured  that  the  residuals  followed  a  normal  distribution,  tested  using  the
Kolmogorov-Smirnov test and visualized through a normal probability plot, with data
considered  normal  if  the  significance  value  was  greater  than  0.05  [38].
Multicollinearity  was  examined  by  checking  the  tolerance  value  and  Variance
Inflation Factor (VIF), with a tolerance value below 0.1 or a VIF value greater than 10
indicating multicollinearity [38]. A scatterplot of residuals versus fitted values was
also  used  to  visually  assess  homoscedasticity,  ensuring  constant  variance  of  the
residuals across the independent variables.

After  confirming  that  the  data  met  all  the  OLS  assumptions,  multiple  linear
regression analysis was conducted to examine the relationships between work stress
and  job  placement  on  turnover  intention.  The  t-test  was  used  to  evaluate  the
significance of  individual  predictors.  The coefficient  of  determination (R-squared)
was reported to measure the model's explanatory power, indicating how much of the
variation in turnover intention could be explained by work stress and job placement.

4 Result 

Based on the data collected from 51 employees who completed the questionnaire,
out of a total of 67 permanent employees at BPJS Kesehatan, Main Branch Office
Makassar, the majority of respondents were female, with 37 individuals accounting
for 72.55% of the sample, while the remaining 14 employees, or 27.45%, were male.
In terms of educational background, most employees held a Bachelor's degree (S1),
with 44 employees (86.27%) in this category. Additionally, 4 employees (7.84%) held
a postgraduate degree (S2 or higher),  and 1 employee (1.96%) had a high school
education (SMA). Regarding work tenure, 46 employees (90.20%) had been working
for more than 8 years, and 2 employees (3.92%) had a tenure of less than 2 years.
This data illustrates that the majority of the employees who participated in the survey
were female, held a Bachelor's degree, and had extensive work experience, with most
having worked for the organization for more than 8 years.

Before conducting further analysis,  this study performed validity and reliability
tests to ensure the accuracy of the data collection instruments. The validity test was
conducted  using  Pearson  correlation  to  measure  the  strength  of  the  relationship
between each item and the overall variable. An item is considered valid if the Pearson
correlation value is  greater than 0.5 and has a significance level of p < 0.05. For
reliability  testing,  Cronbach's  Alpha  was  used,  where  a  value  greater  than  0.7
indicates that the scale is reliable [37].

Table 1. Validity And Reliability Tests

Variable Item Pearson correlation Cronbach's Alpha
WS WS1 0.551** 0.778

WS2 0.775**

WS3 0.870**

WS4 0.868**

JP JP1 0.687** 0.800
JP2 0.743**
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JP3 0.758**

JP4
JP5

0.781**

0.762**

TOI TOI1 0.829** 0.736
TOI2 0.731**

TOI3 0.629**

TOI4 0.846**

TOI5 0.440**

Description: **, * = significant P-value 1%, 5%
Sources: Data Processed by Researchers, 2024

Table 1, which summarizes the results of the validity and reliability tests for the
variables  in  the  study.  The  Pearson  correlation  values  for  all  items  exceed  the
threshold required for validity, and the Cronbach’s Alpha values for each variable
(work stress, job placement, and turnover intention) are all above 0.7, confirming that
the measurement instruments used in the study are reliable and suitable for further
analysis.

4.1 Classical Assumption Tests

Before conducting regression analysis, it is crucial to verify that the data meet the
classical  assumptions  to  ensure  the  validity  and  reliability  of  the  model.  These
assumptions  include  normality,  homoscedasticity,  absence  of  multicollinearity,
independence of errors, and linearity.

Normality.  The normality of the data was assessed using the Kolmogorov-Smirnov
test. In Table 2, the results showed a test statistic of 0.087 with an Asymp. Sig. (2-
tailed) value of 0.200. Since the p-value is greater than the significance level of 0.05
(p =0.200> 0.05),  we  fail  to  reject  the  null  hypothesis  that  the  data  are  normally
distributed. This indicates that the normality assumption is satisfied, allowing for the
use of parametric statistical methods in subsequent analyses.

Table 2. Kolmogorov-Smirnov Test

Test Statistic 0.087
Asymp. Sig. (2-tailed) 0.200

Homoscedasticity.  To evaluate the assumption of homoscedasticity, which requires
that  the  variance  of  the  residuals  is  constant  across  all  levels  of  the  independent
variables, residual plots were examined. In Fig. 1, The visual inspection did not reveal
any patterns or trends indicating heteroscedasticity. Therefore, the homoscedasticity
assumption is considered to be met.
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Fig. 1. Homoscedasticity test

Multicollinearity.  The presence  of  multicollinearity  among independent  variables
was assessed using Variance Inflation Factor (VIF) values. In Table 3, All VIF values
were  found to  be  below the  commonly accepted threshold of  10,  suggesting  that
multicollinearity is not a concern in this model.

Table 3. Variance Inflation Factor

Model Tolerance VIF

JP 0.940 1.064

WS 0.940 1.064
Sources: Data Processed by Researchers, 2024

4.2 Hypotheses test. 

The  study  investigated  the  effects  of  job  placement  and  work  stress  on  turnover
intention. A multiple regression analysis was conducted to assess how job placement
and  work  stress  predicted  turnover  intention.  Job  placement  represented  the
appropriateness  of  employee  assignments  based  on  qualifications  and  experience,
while work stress denoted the pressure and demands employees faced in their roles.
Turnover intention referred to the employees' inclination to leave the organization.
The analysis aimed to determine the significance of job placement and work stress as
predictors of turnover intention, providing insights for reducing turnover rates.

Table 4. Hypotheses test

Model B t P-value.
(Constant) 1.973 4.829 0.000***

JP -> TOI -.254 -2.575 0.013**

WS -> TOI .357 5.209 0.000***

R Square 0.472 F 21.481
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Adjusted R Square 0.450 P-value. 0.000***

Description: ***, **, * = significant P-value 1%, 5%, 10%
Sources: Data Processed by Researchers, 2024

Based on Table 4, the regression analysis presented in the study found that both job
placement  (JP)  and  work  stress  (WS)  significantly  influenced  turnover  intention
(TOI). The model showed a good fit, with an R Square value of 0.472, indicating that
approximately  47.2%  of  the  variance  in  TOI  was  explained  by  the  independent
variables  JP and WS. The Adjusted R Square  was 0.450,  confirming the  model's
robustness after adjusting for the number of predictors. The overall significance of the
regression model was confirmed by the F-test, which yielded a value of 21.481 with a
p-value of 0.000***. This result was significant at the 1% level, demonstrating that
the model was statistically significant and that the independent variables collectively
had a significant effect on TOI.

The  results  supported  both  hypotheses.  For  the  first  hypothesis,  the  analysis
showed  that  job  placement  (JP)  negatively  and  significantly  influenced  turnover
intention (TOI) at the 5% significance level (β = -0.254, p = 0.013**). This indicates
that  better  job  placement  is  associated  with  lower  turnover  intention  among
employees. Regarding the second hypothesis, the findings revealed that work stress
(WS) had a positive and significant effect on TOI at the 1% significance level (β =
0.357, p = 0.000***), suggesting that higher work stress leads to a higher likelihood
of employees intending to leave the organization.

4.3 Discussion

The findings of this study provided significant insights into the relationship between
job  placement,  work  stress,  and  turnover  intention  among  employees  at  BPJS
Kesehatan, Main Branch Office Makassar. The results from the multiple regression
analysis indicated that both job placement and work stress significantly influenced
turnover intention, offering valuable implications for human resource management
and organizational strategies.

Firstly, job placement had a significant negative impact on turnover intention. This
result  aligned  with  previous  studies,  which  showed  that  proper  job  placement
increases  job  satisfaction  and  employee  loyalty  [9],  [10].  Employees  who  were
assigned roles that matched their skills, experience, and abilities were less likely to
consider leaving the organization [20]. The results confirmed that a strong alignment
between roles and employees’ competencies effectively reduced turnover intention
[21].  Therefore,  companies  like  BPJS  Kesehatan  should  implement  effective  job
placement processes to minimize turnover risks and enhance workforce stability [22].

Secondly, work stress was found to have a significant positive effect on turnover
intention. This finding supported existing literature, which indicated that work stress,
particularly from excessive workloads, role conflicts, or role ambiguity, significantly
contributed to employees' intentions to leave their jobs [23], [24]. When employees
experienced  psychological  strain  due  to  unrealistic  job  demands  or  a  lack  of
managerial support, they were more likely to feel dissatisfied and disconnected from
their work [25]. This study reinforced the notion that unmanaged work stress could
lead to burnout, further increasing turnover intention [26], [27].
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Organizations  need  to  adopt  a  holistic  approach  to  managing  work  stress  by
improving  communication,  offering  stress  management  training,  and  creating  a
supportive work environment [28]. Implementing support systems, such as flexible
working  arrangements  and  policies  that  promote  work-life  balance,  could  help
mitigate the negative effects of work stress and enhance employee retention [29].

5 Conclusion

This study demonstrated the significant impact of job placement and work stress on
turnover  intention  among  employees  at  BPJS  Kesehatan,  Main  Branch  Office
Makassar.  The results  showed a  negative relationship between job placement  and
turnover intention, indicating that employees who were placed in roles aligned with
their  qualifications  and  competencies  were  less  likely  to  consider  leaving  the
organization.  On the other  hand,  a  positive relationship was found between work
stress and turnover intention, meaning that employees who experienced higher levels
of work stress were more prone to turnover intention. These findings suggest  that
organizations  must  prioritize  proper  job  placement  to  reduce  turnover  risks  and
implement  effective  stress  management  strategies  to  retain  employees  and  ensure
workforce stability. By creating environments that foster job satisfaction and reduce
stress, organizations can effectively lower the risk of turnover and improve overall
employee retention.

However,  this  study  had  several  limitations.  First,  it  focused  on  a  single
organization and a specific sector, which may limit the generalizability of the findings
to other industries or regions. Future research could expand the scope by exploring
job  placement  and  work  stress  across  diverse  sectors  and  cultural  contexts.
Additionally, the study relied on quantitative data, which may not capture the full
depth of employee experiences and motivations. Incorporating qualitative approaches,
such as interviews or focus groups, could offer richer insights into the factors driving
turnover intention. Despite these limitations, the study provides valuable contributions
to understanding how job placement  and work stress  influence turnover intention,
offering practical  implications for human resource management and organizational
development.
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