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ABSTRACT

In this study, it was aimed to examine the
relationship between job stress and turnover
intention and the mediating effects of
presenteeism and job satisfaction in this
relationship. The research was conducted on
healthcare professionals working in family
health centres in Erzincan province and a total
of 163 people, including 68 physicians, 34
nurses, 37 midwives and 24 other healthcare
professionals (laboratory, emergency medical
technician,  etc) were reached. The
questionnaire method was used as a data
collection tool in the study. The data were
analysed using SPSS 25.0 program with
PROCESS Macro 4.1 plug-in and the SPSS
24.0 AMOS program. Mediation analysis was
petformed using the Bootstrap method at 95%
confidence interval. As a result of the analysis,
it was determined that job stress has a
significant positive effect on turnover intention
and presenteeism variables and a significant
negative effect on the job satisfaction variable.
In addition, it was found that presenteeism had
a positive effect on turnover intention and job
satisfaction had a negative effect on turnover
intention. Finally, it was concluded that the
relationship between job stress and turnover
intention is mediated by presenteeism and job
satisfaction.

oz

Bu calisgmada is stresi ve isten ayrilma niyeti
arasindaki iliski ile bu iligkide iste var olamamanin
ve is tatmininin aracihk etkilerinin incelenmesi
amaglanmistir. Arastirma Erzincan ili aile sagligt
merkezlerinde gérev  yapan saglk calisanlar
tzerinde gergeklestirilmis ve 68 hekim, 34 hemsire,
37 ebe ve 24 diger saglik calisanlart (laborant, acil
tip teknisyeni gibi) olmak uzere toplamda 163
kisiye ulagtlmustir. Arastirmada veri toplama aract
olarak anket yontemi kullandmustir.  Veriler
PROCESS Macro 4.1 eklentili SPSS 25.0 programi1
ve SPSS 24.0 AMOS programi kullanilarak analiz
edilmistir. Aracilik analizi, %95 giiven arahginda
Bootstrap yontemi kullanilarak gerceklestirilmistir.
Analiz sonucunda is stresinin isten ayrilma niyeti ve
iste var olamama degiskenleri tzerinde pozitif
yonde, is tatmini degiskeni tzerinde ise negatif
yonde anlaml bir etkisinin oldugu tespit edilmistir.
Bununla birlikte iste var olamamanin isten ayrilma
niyeti Uzerinde pozitif yonde, i tatmininin isten
ayrilma niyeti tzerinde ise negatif yonde anlamli
etkilerinin oldugu saptanmigtir. Son olarak is stresi
ile isten ayrilma niyeti arasindaki iliskide iste var
olamama ve is tatmininin aracilik etkilerinin oldugu
sonucuna ulastlmstir.
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Introduction

Institutions providing primary healthcare services are of great importance in increasing accessibility to health
services, improving health outcomes, and ensuring equal service delivery to all segments of society. Family
health centres are undoubtedly the most important of these institutions. It is stated that health professionals
working in these centres have increased turnover intentions due to factors in the workplace environment such
as increased workload, time pressure, diversity of patient expectations, inability to cope with professional
responsibilities, and communication deficiencies. (Gregov et al., 2011).

Although there are many factors that cause turnover intention, one of the most important reasons is
undoubtedly job stress (Liu et al., 2019). Ning et al. (2023,) state that the stress levels of healthcare workers
increase due to reasons such as intense workload, long working hours, disruption of work-life balance,
interpersonal conflicts, and insecurity in the work environment, and therefore they tend to leave their jobs.
According to Kuusio et al. (2013), in most countries, the levels of job stress of healthcare professionals
working in primary care services are quite high and this situation paves the way for many problems that may
negatively affect the quality of service as well as increasing the turnover intention. Further, in some studies, it
is stated that the negative working conditions in primary care services increase the stress levels of healthcare
workers and therefore the job satisfaction levels of the employees are low (Linzer et al., 2015), and the levels
of presenteeism and turnover intention are high (Ning et al., 2023).

Another important reason for turnover intention is job satisfaction and presenteeism (Shader et al., 2001;
Aronsson et al., 2000). Job satisfaction and presenteeism are seen as the most important organisational factors
that affect both the formation and the outcome of many organisational concepts. For example, while high
levels of job satisfaction may positively affect the motivation and performance of employees in an
organisation, high levels of presenteeism may negatively affect them (Koinis et al., 2015). Based on this, it is
thought that employees with high levels of job satisfaction will have low levels of turnover intention, while
employees with high levels of presenteeism will have high levels of turnover intention. In addition, it is
expected that employees’ job satisfaction levels will decrease with an increase in job stress levels and their
levels of presenteeism will increase. The association between job stress and turnover intention is finally
predicted to be mediated by presenteeism and job satisfaction. In this context, the relationship between job
stress and turnover intention and the mediating roles of presenteeism and job satisfaction in this relationship
were examined in this study conducted on healthcare professionals working in family health centres located in
the centre, towns, and districts of Erzincan province. When the national literature is examined, it is seen that
the studies addressing the relationship between job stress and turnover intention in the health sector are
generally conducted within the scope of secondary or tertiary health institutions (Karabay, 2015; Tekingtindiiz
et al,, 2015; Aydogmus, 2017; Cankaya, 2020; Aydin et al., 2021; Ozkan & Kantek, 2021), and there are a
limited number of studies evaluating these two variables within the scope of primary healthcare workers
(Teles, 2023). Regarding the association between job stress and turnover intention, no research has examined
the potential mediation roles of presenteeism and job satisfaction. Therefore, it is thought that this study will
contribute to the related gap in the literature and will be a source for future studies on this subject.

Conceptual Framework
Job Stress

The concept of stress is derived from the word “estrictia” and means “strain, regression, and pressure” (Teles,
2023). According to another definition, stress is defined as the physical and mental involuntary reactions of
the individual as a result of events that excite, frighten and create a perception of danger (Akcakaya & Erden,
2014). Job stress is defined as all of the physical and emotional reactions that an employee experiences when
faced with problems such as increased work demands and time pressure, which are difficult to cope with
(Starc, 2018).

Although there are many factors that cause job stress, organisational factors are among the leading causes of
potential stress for employees. Poor working conditions, role conflict, and role ambiguity, increased workload,
long working hours, lack of management support or the presence of incompetent managers, imbalances in the
harmony between work and family life are among the stress factors that an individual may experience while
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working in an organisation (Lundberg & Cooper, 2010). These factors may be related to the natural structure
of the job, as well as the structure of the organisation, physical working conditions, policies, and bilateral
relations (Cankaya, 2020).

Work-related stress causes many negative situations both individually and organisationally. From an individual
point of view, employees with increased stress levels physically experience fatigue and illness, cardiovascular
disorders such as headache, high blood pressure, and stomach problems, psychologically problems such as
forgetfulness, depression, fear, anxiety, and irritability, and behaviourally active and passive behaviours to cope
with or escape from these problems (Ornek & Aydin, 2008). From an organisational point of view, employees
whose stress level increases due to work decreases their job satisfaction (Igbal et al., 2014; Liu et al, 2019), job
performance (Veloutsou & Panigyrakis, 2004) and commitment to the organisation (Uzun & Yigit, 2011)
decrease and turnover intentions increase (Shader et al., 2001; Bonenberger et al., 2014; Linzer et al., 2005).

Turnover Intention

According to Lambert (2000), turnover intention is a cognitive process that develops in the form of idea,
planning, and intention to leave the job. Employees who plan to leave their jobs in the future turn this idea
into action and may search for alternative new jobs. The reasons why employees want to leave their jobs
include the desire to work in a better job where they can use their existing knowledge and experience or
dissatisfaction with the wages they receive (Teoman, 2007). According to Cotton and Tuttle (1986), who
categorise the factors that cause turnover under three headings as individual, organisational, and
environmental factors, the age, gender, current position in the organisation, educational level, and marital
status, ability, intelligence, and the number of dependents are the individual factors that cause turnover.
Factors such as wage, organisational communication, whether there is an opportunity for promotion or self-
development within the organisation, subordinate-superior relationship, physical conditions related to the
working environment, and job stress level are organisational factors that cause turnover. Economic
conditions, the presence of trade unions, the unemployment rate, or variety of employment opportunities are
environmental factors that cause turnover.

With the increase in employees’ turnover intention, there are consequences that may negatively affect the
organisation such as the increase in training and training costs, decrease in organisational performance, loss of
productivity, deterioration of the social structure of the organisation, conflicts in bilateral relations and these
conflicts reduce the morale and motivation of employees, increase in workload and work slowdown
(Sabuncuoglu, 2012; Yiicel & Demirel, 2013; Ozdevecioglu, 2004; Eren, 2004; Yang, 2008; Acaray, 2014).
Factors such as material and moral damage to the family and social environment of the employees, loss of
image, loss of personal rights such as seniority, promotion and retirement, and interruption of their careers are
expressed as the negative aspects caused by the turnover intention (Ozyer, 2010; Kése, 2020).

The Relationship Between Job Stress and Turnover Intention

According to “Effort-Reward Imbalance Model”, job stress is caused by the low reward that the person
receives in return for his/her high effort at work. In other words, when employees exert intense effort to fulfil
the requirements of the job, they want to be rewarded with mechanisms such as promotion and wage
increases as a result of this effort. In employees whose expectations are not met in this direction, the level of
stress increases, and situations such as decreased loyalty to the organisation or increased tendency to turnover
intention arise (Siegrist, 1996).

In the literatiire, it is seen that research on the turnover intention among healthcare workers largely focus on
the effect of job stress (Jia et al., 2022). For example, a study on Iranian healthcare professionals revealed a
strong positive correlation between workplace stress and the intention to leave (Mosadeghrad, 2013). A
different study on medical staff in Egypt’s triage hospitals found that workers who reported feeling under a lot
of physical and mental strain were more likely to resign from their positions (Said & El-Shafei, 2021).
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Mediating Effect of Job Satisfaction and Presenteeism

Job satisfaction refers to the satisfaction of employees with their jobs (Yong et al., 2017). Since it is related to
employees’ personal preferences, values, and expectations, the factors affecting each employee’s job
satisfaction may vary. Some of the factors affecting job satisfaction are the characteristics of the job, meeting
employee expectations about the job, the wage received, the adequacy of the rewards given, personal rights,
career and training opportunities, relations with colleagues and senior management, trust in the organisation
and a suitable working environment with physical conditions (Zhang et al., 2020).

Numerous studies in the literature have concluded that there are significant negative relationships between job
satisfaction and turnover intention, and that job satisfaction is an important antecedent variable affecting the
intention of healthcare workers to leave their jobs (Ali Jadoo et al., 2015; Yong et al., 2017; Tett & Meyer,
1993). Furthermore, job stress plays a significant role in determining job satisfaction (Kuo et al., 2014), and
job satisfaction plays the role of a moderator in the association between work stress and turnover intention.
This association states that job satisfaction declines with increasing job stress, and that turnover intention rise
with declining job satisfaction (Ning et al., 2023; Kuo et al., 2014; Liu et al., 2019).

Presenteeism is defined as the employee having to go to work when he/she should stay at home and rest due
to his/her physical illness, experiencing a decrease in work performance as a result of not being able to fully
devote himself/herself to his/her work due to his/her illness, infecting his/her illness to other colleagues and
reducing the morale and motivation of the employees of the organisation (Monojit & Tilley, 2002). According
to Kang and Lee (2022), presenteeism is defined as the employee having to continue working not only
because of physical ailments but also because of organisational problems or mental distress.

The “Conservation of Resources Theory” is used in the literature to explain the relationship between turnover
intention and presenteeism. According to this theory, when people offer valuable personal resources like
“knowledge, time, and energy” yet get less in return, they are more likely to absent from work. Sick employees
must make efforts to use their individual resources such as time, knowledge, and skills more to increase the
quality of the service provided and to maximise their performance. However, if the rewards received in return
for this effort are insufficient and even more losses are experienced in terms of individual resources,
employees may resort to situations such as considering leaving the job to reduce resource losses (Hobfoll et
al., 2018).

Presenteeism is a common problem among healthcare professionals (Yang et al., 2016) and job stress is one of
the important determinants of presenteeism. Studies conducted on healthcare professionals in the literature
suggest that there is a significant positive relationship between job stress and presenteeism (Baek et al., 2022;
Yang et al, 2017; Chun & Song, 2020). In addition, job stress is one of the important determinants of
presenteeism and there is a mediating effect of presenteeism in the relationship between job stress and
turnover intention. According to this relationship, as job stress increases, employees’ level of presenteeism
increases, and as the level of presenteeism increases, turnover intention also increases (Chun & Song, 2020;
Ning et al., 2023).

Methodology
Aim and Hypotheses of the Study

The purpose of this study is to investigate how job satisfaction and presenteeism mediate the association
between job stress and turnover intention. Rather than the dependent and independent variables having a
direct causal link, a mediation model proposes that the independent variable influences the mediating variable,
and the mediating variable impacts the dependent variable (VanderWeele, 2016). Accordingly, the study model
schematised in Figure 1 was developed for the purpose of the study and hypotheses were developed to test
whether the model is valid or not.

313



Job Satisfaction
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Job Stress Turnover Intention

H, Hs

Presenteeism

Figure 1. Study Model

Hy: Job stress has a significant negative effect on job satisfaction of healtheare workers.

H.: Job stress has a significant positive effect on turnover intentions of healthcare workers.

H;: Job satisfaction has a significant negative effect on turnover intentions of healthcare workers.

Hy: Job stress has a significant positive effect on health workers’ presenteeism.

Hj: Presenteeism bas a significant positive effect on turnover intentions of bealthcare workers.

Hyg: Job satisfaction has a mediating effect on the relationship between job stress and turnover intention.

Hy: Presenteeism bas a mediating effect on the relationship between job stress and turnover intention.

Population and Sample of the Study

The population of the study consisted of family physicians, nurses, midwives, and other health workers (such
as emergency medical technicians, laboratorians) working in family health centres operating in the centre,
towns, and districts of Erzincan province between 4 December 2023 and 29 December 2023. At the time of
the study, a total of 189 employees, including 79 family physicians, 75 midwives-nurses, and 35 other health
workers, were working in family health centres. Within the scope of the study, no sample selection was made,
and it was tried to reach the entire population. The questionnaire method was used as the data collection
method. The questionnaires were sent via e-mail to the participants who voluntarily agreed to participate in
the study and were collected back in the same way. After the data collection process, 163 usable
questionnaires were obtained and approximately 86% of the population was reached.

Data Collection Tools

The study’s method for gathering data on participants was the questionnaire method. The survey is divided
into 5 components overall. The first section inclueds “Personal Information Form”, the second section
includes “Job Stress Scale”, the third section includes “Turnover Intention Scale”, the fourth section includes
“Stanford Presenteeism Scale (SPS 6)” and finally the fifth section includes “Job Satisfaction Scale”. In the
questionnaire form, except for the Personal Information Form containing socio-demographic information,
Job Stress, Turnover Intention, and Stanford Presenteeism Scales are 5-point Likert-type scales with values
between “1=Strongly Disagree” and “5=Strongly Agree” and Job Satisfaction Scale between “1=Not Satisfied
at All” and “5=Very Satisfied”.

Personal Information Form consists of a total of 6 questions to determine the socio-demographic characteristics
of the participants suc as “age, gender, marital status, educational status, occupation, total working time”.
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The Job Stress Scale is a measurement tool consisting of 2 sub-dimensions, “time pressure and workload” and
“work environment”, and 9 items in total. There are four statements in the time pressure and workload sub-
dimension of the scale (1, 2, 3, 7) and five statements in the work environment sub-dimension (4, 5, 6, 8, 9).
The scale was developed by Parker and Decotiis (1983) and adapted into Turkish by Aydin (2018). The
Cronbach’s Alpha coefficient of the scale were calculated as 0.89 for the total scale, 0.79 for the time pressure
and workload sub-dimension, and 0.83 for the work environment sub-dimension.

Turnover Intention Scale is a one-dimensional measurement tool consisting of 5 statements in total and has no
sub-dimensions. The scale developed by Wayne et al. (1997) and adapted into Turkish by Demirci (2017). The
Cronbach’s Alpha coefficient of the scale was calculated as 0.90.

The Stanford Presenteeism Scale (SPS 6) is a one-dimensional measurement tool consisting of 6 statements in total
and has no sub-dimensions. The scale was developed by Koopman et al. (2002) and adapted into Turkish by
Mog (2018). The Cronbach’s Alpha coefficient of the scale was calculated as 0.88.

Minnesota Job Satisfaction Scale consists of two sub-dimensions: intrinsic and extrinsic satisfaction. There are a
total of 20 items on the scale and the arithmetic mean of the score obtained from the total of these items
determines the general level of satisfaction with the job. The scale developed by Weiss et al. (1967) and
adapted into Turkish by Baycan (1985). The Cronbach’s Alpha coefficient of the scale was calculated as 0.77.

Data Analysis

The data were analysed using SPSS 25.0 program with PROCESS Macro 4.1 plug-in and SPSS 24.0 AMOS
program. The study’s descriptive data about the sociodemographic and occupational traits of the health
professionals who took part were presented using frequency and percentage values. Skewness and kurtosis
levels and Cronbach’s Alpha internal consistency coefficient were used to test the normal distribution
assumptions and reliability of the scales. Confirmatory factor analysis was used to assess the scales’ structural
validity. The associations between the variables in the study model were ascertained using Pearson correlation
analysis, and the PROCESS Macro 4 model developed by Hayes (2017) was used to determine the effects and
mediation effects of the variables on each other. Mediation analysis was performed using the Bootstrap
method at 95% confidence interval. The indirect effect was calculated by selecting very different samples from
the sample analysed in the Bootstrap method. Then, the lower and upper limits of the indirect effect were
determined at 95% confidence interval. Hayes (2017) claims that the effect at zero (0) between the assumed
lower and upper values is significant.

Ethical Statement

In order to conduct the study, the necessary ethics committee permission was obtained from “Erzincan Binali
Yildirim University Human Research Health and Sports Sciences Ethics Committee” (protocol number 10/03
dated 27.10.2023) and the necessary application permission was obtained from “Erzincan Public Health
Directorate”.

Findings

Table 1 shows the findings related to the descriptive characteristics of the healthcare professionals who
participated in the study. In terms of gender, 72.4% of the 163 healthcare workers were female and 27.6%
were male. In terms of age groups, 60.1% of the participants were between 31-45 years old, 20.9% were 30
years old or younger, and 19% were 46 years old or older. When analysed according to educational status, it is
seen that most of the participants have bachelor’s degree (66.9%), followed by associate degree (15.3%) and
doctorate (8%). In addition, according to marital status, married participants constituted the majority with a
rate of 79.8%, while physicians (41.8%) and midwives (22.6%) constituted the largest groups in the
occupational distribution. Further, 39.3% of the participants have been working for less than 10 years, 38.7%
for 11-20 years, and 22.1% for 21 years or more.
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Table 1. Descriptive Characteristics of the Participants

Variables N %
Woman 118 72.4
Gender Man 45 27.6
<30 34 20.9
Age 31-45 98 60.1
=46 31 19.0
High School 9 5.5
Associate Degree 25 15.3
Educational Status Bachelor’s Degree 109 66.9
Master’s Degree 7 4.3
Doctorate 13 8.0
. Married 130 79.8
Marital Status Single 33 202
Physician 68 41.8
o d Nurse 34 20.9
ceupation Midwife 37 22.6
Other (laboratory, emergency medical technician, etc.) 24 14.7
<10 64 39.3
Working Time 11-20 63 38.7
>21 36 22.1
Total 163 100.0

The validity and reliability test findings for the scales used as data collection instruments in the study are
showed in Table 2. Accordingly, Cronbach’s Alpha coefficients for the job stress scale were calculated as 0.89
for the total scale, 0.80 for the time pressure and workload dimension and 0.82 for the work environment
dimension. In addition, Cronbach’s Alpha coefficient for the turnover intention scale was 0.93, Cronbach’s
Alpha coefficient for the presenteeism scale was 0.92 and Cronbach’s Alpha coefficients for the job
satisfaction scale were calculated as 0.89 for the total scale, 0.85 for the intrinsic job satisfaction sub-
dimension and 0.84 for the extrinsic internal satisfaction sub-dimension. Altunisik et al. (2005) Cronbach’s
Alpha value is required to be at least 0.70 and above in social sciences. These levels indicate that the scales are
reliable at good and excellent levels.

The factors that are commonly used in confirmatory factor analysis to test the structural validity of the scales
used in the study were taken into account: “chi-square (y2), chi-squate/degree of freedom (y2 /df), Root
Mean Square Error of Approximation (RMSEA), Goodness of Fit Index (GFI), Normed Fit Index (NFI), and
Comparative Fit Indices (CFI)”. The cut-off points indicating that the confirmatory factor analysis criteria are
acceptable indices differ from each other. In this context, RMSEA value takes a value between “0 and 17 and
in this index, “0” indicates perfect fit and “1” indicates no fit. In addition, a value less than “0.5” corresponds
to good fit, a value between “0.5 and 0.8” corresponds to acceptable fit, and a value higher than 0.1
corresponds to poor fit (Browne & Cudeck, 1992). GFI, NFI, and CFI values also vary between “0 and 17,
but unlike the RMSEA value, “0” means no fit, and “1” means perfect fit (Schermelleh-Engel et al., 2003;
Shadfar & Malekmohammadi, 2013). A value greater than “0.90” corresponds to acceptable fit, and a value
greater than “0.95” corresponds to good fit (Xia & Yang, 2019). The findings that the measurements have an
acceptable fit with the original scale structures for some indices and an excellent fit for others.
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Table 2. Statistical Values Related to the Validity and Reliability of the Scales in the Study Model

Scales and Subscales i{;ﬁfac}l,s X2 x2 /df p RMSEA GFI NFI CFI
Time Pressure and 0.80

Wortkload

Work Environment 0.82 47.90 1.996 0.003 0.07 0.940 0.958 0.979
Job Stress 0.89

Turnover Intention 0.93 10.24 3.416 0.017 0.09 0.976 0.986 0.990
Presenteeism 0.92 16.41 2.052 0.037 0.08 0.968 0.979 0.989
Intrinsic Job 0.85

Satisfaction

Extrinsic Job 0.84 156.5 1.437 0.002 0.05 0.917 0.902 0.966
Satisfaction

Job Satisfaction 0.89

Tabachnick and Fidell (2013) state that the ideal range for skewness and kurtosis values is “-1.5 and +1.5”.
When the normality test results of the data obtained from the scales and sub-dimensions in Table 3 is taken
into account, it can be seen that the data are normally distributed and that the skewness and kurtosis values
are within the specified ranges. Based on this finding, it is concluded that parametric tests such as correlation
and regression can be performed between variables.

Table 3. Normality Test Results

Scales and Subscales Skewness Kurtosis
Time Pressure and Workload -0.740 -0.866
Work Environment -0.272 -1.205
Job Stress -0.521 -1.218
Turnover Intention -0.485 -1.272
Presenteeism -0.555 -1.348
Intrinsic Job Satisfaction -0.175 -0.566
Extrinsic Job Satisfaction 0.593 -0.940
Job Satisfaction 0.342 -1.009

Table 4 shows the average, standard deviation values, and correlation analysis findings between variables for
the scales and dimensions in the study model. According to the data obtained, it was determined that the job
stress levels of healthcare workers were above the average (x=3.46%1.17). When analysed in terms of job
stress sub-dimensions, it is seen that time pressure and workload-related stress are higher (x=3.9311.14).
Similarly, health workers’ levels of presenteeism (x=3.56%1.29) and turnover intention (x=3.37%1.40) are also
above the medium level. Job satisfaction levels of healthcare workers are below the medium level
(x=2.84%0.82). Extrinsic job satisfaction has a greater role in low job satisfaction (x=2.15%0.95).
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When the correlation analysis results in Table 4 are analysed, it is seen that there are high and above medium
level relationships between the variables in the study model. When these relationships are analysed in detail, it
is found that job satisfaction has high level and negative significant relationships with job stress (r=-0.838,
p<0.001), turnover intention (r=-0.766, p<0.001) and presenteeism (r=-0.809, p<0.001). In addition, it was
found that turnover intention has high positive correlations with job stress (r=0.718, p<0.001) and
presenteeism (r=0.731, p<0.001), and presenteeism has high positive correlations with job stress (r=0.815,
p<0.001).

Table 4. Average, Standard Deviation, and Cotrelation Analysis Findings Related to Variables

Variables Avg. () SD 1 2 3 4 5 6 7
1. Time

Pressure and 3.93 1.14 1

Workload

2. Work 3.08 129  0.820° 1

Environment

3. Job Stress 3.46 117 0.936° 0.968" 1

4. Turnover 3.37 140 0713 0.667* 0.718* 1

Intention

5. Presenteeism 356 129  0.838 0.737* 0.815* 0.731* 1

0. Intrinsic Job 5 089  -0.719°  -0.734°  -0762°  -0.700°  -0.704" 1
Satisfaction

7. Bxtrinsic Job 5 095  -0781° 0673 0752  -068%  -0771° 0626 1
Satisfaction

8.Job 2.84 0.82  -0.823°  -0.784°  -0.838  -0766°  -0.809° 0934 0.864"
Satisfaction

Note. *p<0.01

Before proceeding to the analysis methods for testing the hypotheses, the assumptions of the analysis
methods used were first questioned. For talking about the existence of a mediating effect, there should be a
significant effect between all variables. According to the approach of Baron and Kenny (1986; pp. 1176-1177),
this effect statistically consists of three stages: “first, the independent variable should have a significant effect
on the mediator variable; second, the independent variable should have a significant effect on the dependent
variable; thirdly, the regression coefficient of the independent variable on the dependent variable should
decrease with the mediating variable included in the regression analysis in the second step and the mediating
variable should have a significant effect on the dependent variable”. If the mediator variable explains the
entire relationship between the dependent and independent variables, it is referred to as full mediation, and if
it explains a part of it, it is referred to as partial mediation.

PROCESS Macro 4 model developed by Hayes (2017) was preferred in the analysis of the hypotheses. Since it
is stated in the literature that the Bootstrap method is more reliable than the method used by Baron and
Kenny (Preacher & Hayes, 2004), the Bootstrap method was used at 95% confidence level to analyse whether
job satisfaction and presenteeism have a mediating effect on the relationship between job stress and turnover
intention. The regression analysis results of the hypotheses are given in Table 5.
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Table 5. Regression Analysis Results for the Study Model and Mediation Analysis

Presenteeism Job Satisfaction Turnover Intention Turnover Intention

Predictors
B LILCI ULCI B LLCI ULCI B LICI ULCI B LILCI ULCI

Job Stress 0.898  0.79 099  -0592° -0.65 -0.53 0.858 072 098 0.156" -0.07 0.87

Presenteeism 0.293  0.09 048
Job -0.741*  -1.06  -0.41
Satisfaction
R?=0.66 R?=0.70 R?=0.51 R2=0.62

Job Stress —
Turnover Intention Unstan. E (3) BootLLCI BootULCI  Stand. E (§) SOBEL T(p)
Direct impact 0.156™ -0.075 0.387 0.130
Indirect impact (Job

439" 2 . 0.367
Satisfaction) 0439 0236 0686 5.913 (0.001)
Indirect impact (Presenteeism) 0.263* 0.067 0.456 0.220 5.011 (0.001)
Total impact 0.858" 0.729 0.988 0.587

Note. *p<0.001; *p=0,185, LLCI-ULCI: Lower Limit Confidence Interval-Upper Limit Confidence Interval

Table 5 presents the regression-based mediation analysis findings for testing the study model. In line with the
findings in the table, the job stress variable has significant effects on the variables of presenteeism (3=0.898;
p<0.001) and job satisfaction (3=-0.592, p<<0.001). Accordingly, it can be stated that as job stress increases,
presenteeism increases and job satisfaction decreases. However, job satisfaction (3=-0.741, p<0.001) and
presenteeism (3=0.293, p<0.001), which are the mediating variables in the model, have significant effects on
the dependent variable, turnover intention. According to this finding, it can be inferred that as the level of job
satisfaction increases, turnover intention decreases, and as the level of job presenteeism increases, turnover
intention increases. In line with the positive effect of job stress, which is the independent variable in the
model, on turnover intention (8=0.858, p<0.001), it is seen that the assumptions of Baron and Kenny (19806)
for mediation analysis are met. These results support the acceptance of hypothesis “Hi, Ha, H3, Hy, and Hs ™.

When the mediating effects of job satisfaction and presenteeism in the relationship between job stress and
turnover intention are considered, it is seen that the mediating effect of both variables is significant. In the
mediation effect analysis applied with the Bootstrap method, the confidence interval values at 95% confidence
level should not be zero (0) in order for the hypotheses to be supported (Mallinckrodt et al., 2006). In the
analysis, the Bootstrap confidence interval values for job satisfaction and presenteeism variables do not exceed
0 and are confirmed by the SOBEL test (p=0.001). Accordingly, the high level effect of job stress on turnover
intention (total effect: 3=0.858, p<0.001) becomes insignificant when job satisfaction (indirect effect:
3=0.439, p<0.001) and presenteeism (indirect effect: =0.263, p<0.001) variables are included in the model
(direct effect: 3=0.156, p=0.185). In this case, it can be stated that job satisfaction and presenteeism variables
have a full mediating effect. In other words, as employees’ job stress levels increase, their job satisfaction
levels decrease, and as job satisfaction levels decrease, employees’ turnover intentions increase. In addition, as
the level of job stress increases, the level of presenteeism increases, and the level of turnover intention of
employees whose level of presenteeism increases also increases. When the effects of mediating variables on
turnover intention were analysed separately, it was found that the effect of job satisfaction was higher as stated
above. Accordingly, hypotheses “Hs and H7”, which propose that job satisfaction and presenteeism mediate
the relationship between job stress and turnover intention, are accepted.
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Conclusion, Discussion and Suggestions

This study was conducted to examine the relationship between job stress and turnover intention and the
mediating effects of this context, data were obtained from presenteeism and job satisfaction on this
relationship in primary healthcare workers. In this context, data were obtained from a total of 163 health
workers working in family health centres operating in the centre, towns, and districts of Erzincan province by
questionnaire method. These data were analysed with appropriate statistical methods and the results obtained
were discussed with the studies in the literature.

In the study, it was concluded that job stress has a significant negative effect on job satisfaction. According to
this finding, it can be claimed that the job satisfaction of healthcare workers decreases with the increase in job
stress. This outcome is consistent with eatlier research findings found in the literatiire (Riklikiené et al., 2015;
Chao et al., 2015; Ning et al., 2023). This situation, which indicates avoiding making efforts in line with the
goals of the organisation and taking responsibility for work, may have led to a decrease in the motivation and
thus job satisfaction levels of healthcare workers.

The study found that the turnover intention is significantly positively effected by job stress. According to this
finding, it can be claimed that the turnover intention of healthcare workers increases with the increase in job
stress. The studies on the subject in the literature are similar to this finding (Ning et al., 2023; Al-Mansour,
2021; Said and El-Shafei, 2020). Primary healthcare organisations face resource constraints more than
secondary and tertiary healthcare organisations (Ning et al., 2023). From this point of view, it is thought that
health workers whose workloads increase due to lack of resources will experience role ambiguity, healthcare
workers who work with high performance will naturally have high job expectations such as promotion and
wage increase, and employees whose expectations are not met will increase their turnover intention due to
increased job stress.

In the study, it was determined that job satisfaction has a significant negative effect on turnover intention.
According to this finding, it can be stated that turnover intention will increase with decreasing job satisfaction.
The results of the studies conducted in the literature are similar to this finding (Gu et al., 2019; Wang et al.,
2020; Ab Rahman et al., 2019). Furthermore, it was found that the association between job stress and turnover
intention is fully mediated by job satisfaction. According to this finding, it can be claimed that job satisfaction
will decrease with the increase in job stress and turnover intention will increase with the decrease in job
satisfaction. When the studies in the literature are examined, it is seen that the number of studies on the
mediating effect of job satisfaction on the relationship between job stress and turnover intention is quite
limited (Kuo et al., 2014; Ning et al., 2023; Liu et al., 2019). The suggestion to be brought for these relations
will be to realise some arrangements to increase the job satisfaction levels of health workers. In this context, it
can be suggested to determine the factors that cause the decrease in job satisfaction levels of healthcare
workers and to take measures against these factors. For example, health institution managers can increase their
employees’ job satisfaction and reduce their tendency to leave their jobs by ensuring their participation in the
decision-making process and meeting their needs in terms of individual resources such as time, knowledge,
and skills.

Within the parameters of the study, another finding was that presenteeism is positively and significantly
effected by job stress. According to this result, it is possible to say that as the level of job stress increases, the
level of employees’ presenteeism also increases. These results are corroborated by studies on the topic
published in the literatiire (Yang et al., 2020; Deng et al., 2019; Ning et al., 2023). One significant factor that
has a detrimental impact on workers’ physical and mental health as well as raising presenteeism rates is job
stress. According to Aronsson et al. (2000), job stress paves the way for increased presenteeism by causing
psychological disorders such as depression, tension, and burnout, as well as physical disorders such as head
and neck pain, stomach upsets, and fatigue. Further, job stress can also reduce enthusiasm and motivation for
the work done and increase presenteeism (Deng et al., 2019).

In the study, it was concluded that presenteeism has a significant positive effect on turnover intention.
According to this finding, it can be stated that as the level of presenteeism increases, turnover intention also
increases. This finding is consistent with the findings of the research reported in the literatiire (Ning et al.,
2023; Olasupo, 2023; Wynen et al., 2022). In addition, it was determined that presenteeism has a full mediating
effect on the relationship between job stress and turnover intention. According to this finding, it can be
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claimed that with the increase in job stress, the level of presenteeism increases, and with the increase in the
level of presenteeism, turnover intention also increases. This finding is similar to the results of the studies
conducted in the literature (Chun & Song, 2020; Ning et al., 2023). It can be suggested to determine the
factors that cause healthcare workers’ presenteeism and to take measures against these factors. Illness is an
important health problem that affects human functioning and performance. When healthcare workers feel
psychologically or physiologically ill, it paves the way for the disruption and decrease in the quality of the
health service provided, a decrease in productivity, an increase in work-related errors due to impaired
concentration, and more importantly, the emergence of some negative situations that threaten patient safety
(Wezyk & Czarnecka, 2019). It is possible to say that when healthcare workers get sick for any reason, they
have difficulty in completing their tasks at the workplace, they cannot focus on fulfilling their duties and they
do not feel energetic about completing their work. Considering that one of the most important determinants
of presenteeism is job stress, it is thought that it is very important for health institution managers to make
arrangements for reducing the job stress of employees and motivating them. In addition, monitoring the
reasons for health workers’ presenteeism and making improvements to address the existing problems in this
area is of vital importance, especially in terms of health service delivery.

This study has some limitations. The first one is that the study was conducted only in Erzincan province and
included only primary healthcare workers. Therefore, the results obtained are valid only for this sample.
Future studies can be conducted in different provinces, on employees of private or public hospitals, or more
comprehensive studies can be conducted by addressing public and private hospital employees together.
Another limitation of the study is that the data were obtained based on a pre-prepared questionnaire form and
cross-sectional data method. Therefore, these data reflect the psychological state or perception of the
participants at that moment. In the future, qualitative or longitudinal studies that address the relationship
between these variables in more depth can be conducted.
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GENISLETILMIS OZET

Saglik hizmetlerine erisilebilirligi artirmak, saglik sonuglarini iyilestirmek ve toplumun her kesimine esit hizmet
sunumunu saglayabilme konusunda birinci basamak saglik hizmeti veren kurumlarin 6nemi biytktir. Bu
kuruluslarin baginda hi¢ siiphesiz aile sagligi merkezleri gelmektedir. Bu merkezlerde gbrev yapan saglik
calisanlarinin is yiklerinin artmasi, zaman baskisi, hasta beklentilerinin ¢esitlilik gOstermesi, mesleki
sorumluluklarla bas edememe ve iletisim eksiklikleri gibi is yeri ortamindaki faktdrlere baglt olarak isten
ayrilma niyetlerinin arttigt belirtilmektedir (Gregov vd., 2011). Isten ayrilma niyetine neden olan birgok faktér
bulunmakla birlikte, en 6nemli nedenlerinden biri hi¢ stphesiz is stresidir (Liu vd., 2019). Ning vd. (2023)
saglik calisanlarinin is ortaminda yogun is ylkd, uzun calisma saatleri, is-yasam dengesinin bozulmas, kisiler
arast yaganan catismalar ve glvensizlik gibi nedenlerle stres diizeylerinin arttsfint ve bu nedenle islerinden
ayrilmaya yonelik egilim gosterdiklerini belirtmektedirler. Isten ayrilma niyetinin 6nemli nedenlerinden bir
digeri ise, is tatmini ve iste var olamama (presenteeism)’dir (Shader vd., 2001; Aronsson vd., 2000). Koinis vd.
(2015)’ne gore bir kurumda c¢alisanlarin motivasyon ve performanslarint is tatmin diizeylerinin yitksek olmasi
olumlu yonde etkilerken, iste var olamama duzeylerinin yitksek olmast olumsuz yonde etkileyebilmektedir.
Dolayisiyla bu ¢alismada is stresi ile isten ayrilma niyeti arasinda iste var olamamanin ve is tatminin aract rolu
olup olmadigi incelenmistir.

Ulusal literatiir incelendiginde saglk sektériinde is stresi ile isten ayrilma niyeti arasindaki iliskiyi ele alan
calismalarin genellikle ikinci basamak ya da tigtincii basamak saglik kuruluslarinda yurttildigi, birinci basamak
saglik calisanlart kapsaminda bu iki degiskeni ele alarak degerlendiren ¢alismalarin ise sinirli sayida oldugu
goriilmektedir. Is stresi ile isten ayrilma niyeti arasinda iste var olamamanin ve is tatminin araci roli olup
olmadigini inceleyen herhangi bir calismaya ise rastlanmamustir. Dolayisiyla bu ¢alismanin literatiirdeki bosluga
katki saglayacagt ve bu konu ile ilgili gelecekte yapiacak olan ¢alismalara kaynak teskil edilecegi
distnilmektedir.

Arastirmanin evrenini Erzincan ili merkez, belde ve ilgelerde faaliyette bulunan aile sagligt merkezlerinde 4
Aralk 2023-29 Arahk 2023 tarihlerinde goérev yapan 79 aile hekimi, 75 ebe-hemsire ve 35 diger saglik
calisanlari (acil tip teknisyeni, laborant gibi) olmak tizere toplam 189 kisi olusturmus, ¢alismaya géniillii olarak
katlmayr kabul eden toplam 163 kisiye (evrenin yaklastk 9%86’s1) wulasilarak veri toplama streci
sonlandirilmistir.

Arastirma verilerini toplamak icin kullanilan ve 5 ayr1 boliimden olusan anket formunun birinci béliminde
“Kisisel Bilgi Formu”, ikinci béliimiinde “Is Stresi Olgegi”, tigiincii béliimiinde “Isten Ayrilma Niyeti Olgegi”,
dérdiincii boliimiinde “Stanford Presenteeism Olgegi (SPS 6)” ve son olarak besinci bélimiinde “Is Tatmini
Olgegi” bulunmaktadir. Kisisel Bilgi Formu harig, Is Stresi, Isten Ayrilma Niyeti ve Stanford Presenteeism
Olgekleri “1=Kesinlikle Katilmiyorum” ve “5=Kesinlikle Katiliyorum” ile Is Tatmini Olgegi “1=Hi¢c Memnun
Degilim” ve “5=Cok Memnunum” arasinda derecelendirilen 5li Likert tipi 6zellikte olan dl¢eklerdir.
Anketlerden elde edilen veriler PROCESS Macro 4.1 eklentili SPSS 25.0 programt ve SPSS 24.0 AMOS
programi kullanilarak analiz edilmistir. Arastirmada tanimlayict bulgulart ortaya koymak icin frekans ve
ylzdelik degerlerden, Slceklerin normal dagilim varsayimlarint ve giivenirliklerini test etmek icin carpiklik-
basiklik diizeyleri ile Cronbach Alpha i¢ tutarlilik katsayisindan yararlanimistir. Olgeklerin yapisal gecerliligi ise
dogrulayici faktor analizi ile test edilmistir. Arastirma modelindeki degiskenlerin birbirleriyle olan iligkilerini
ortaya koymak icin korelasyon analizi yapilmus, degiskenlerin birbirleri tizerindeki etkilerini ve aracilik etkilerini
belirlemek icin ise Hayes (2017) tarafindan gelistirilen PROCESS Macro 4 modelinden yararlanilmgtir.
Aracilik analizi, %95 gliven araliginda Bootstrap yontemi kullanilarak gerceklestirilmistir.

Arastirmada is stresinin artmastyla saglik calisanlarinin is tatminlerinin azaldigl tespit edilmistir. Ayrica is
stresinin artmastyla isten ayrilma niyetinin de artis gosterdigi elde edilen bir diger bulgudur. Birinci basamak
saglik kurumlar, ikinci ve Gglincti basamak saglik kurumlarina gére kaynak kisitlamalariyla daha fazla karst
karstya kalmaktadir (Ning vd., 2023). Buradan hareketle kaynak yetersizligine baglh olarak is yikleri artis
gosteren saglik calisanlarinin rol belirsizligi yasayacaklari, ayrica yiksek performans ile calisan saghk
calisanlarinin dogal olarak terfi, tcrette artis gibi yiiksek is beklentilerine girecekleri, beklentileri karsilanmayan
calisanlarin ise is streslerinin artmasina bagl olarak isten ayrilma niyetlerinin de artacagi distiniilmektedir.
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Arastirmada is tatmininin azalmasiyla isten ayrilma niyetinin arttig1 sonucuna ulagilmustir. Ayrica is tatmininin is
stresi ile isten ayrilma niyeti arasindaki iliskide tam aracilik etkisinin oldugu tespit edilmistir. Bu bulguya gére is
stresinin artmastyla is tatmininin azalacagy, is tatmininin azalmasiyla beraber isten ayrilma niyetinin artacag
sOylenebilir. Bu iliskilere yonelik getirilecek olan 6neri saglik calisanlarinin is tatmini diizeylerinin artirilmasina
yonelik birtakim dizenlemelerin gerceklestirilmesi olacaktir. Bu kapsamda saglik kurumlari yoneticileri
calisanlarinin karar alma strecine katilimlarini saglayarak ve zaman, bilgi ve yetenek gibi bireysel kaynaklar
acisindan ihtiyaglarint gidererek is tatminlerini artirabilirler ve isten ayrilmaya yonelik egilimlerini azaltabilirler.

Arastirmada saglik calisanlarinin is stresi dizeylerinin artmasiyla iste var olamama dizeylerinin de arttif1
belirlenmistir. Ayrica iste var olamama diizeyl arttikca isten ayrilma niyeti dlzeyinin de arttigl arastirma
kapsaminda elde edilen bir diger bulgudur. Son olarak iste var olamamanin is stresi ile isten ayrilma niyeti
arasindaki iliskide tam aracilik etkisi s6z konusudur. Bu bulguya gére is stresinin artmastyla iste var olamama
diizeyinin arttigl, iste var olamama diizeyinin artmastyla beraber isten ayrilma niyetinin de arttg1 séylenebilir.
Hastalik, insan isleyisini ve performansini etkileyen 6nemli bir saglik sorunudur. Saglik calisanlarinin psikolojik
ya da fizyolojik acidan kendilerini hasta hissetmeleri verilen saglik hizmetinin aksamasina ve kalitesinin
dismesine, tretkenligin azalmasina, konsantrasyonda bozulmalara baglt olarak ise yonelik yapilan hatalarda
artisa ve daha da 6nemlisi hasta glivenligini tehdit edecek bazi olumsuz durumlarin ortaya ¢ikmasina zemin
hazirlamaktadir (Wezyk & Czarnecka, 2019). Kendilerini hasta hisseden saglik ¢alisanlarinin hastalik stirecine
bagli olarak islerine odaklanamadiklarini ve dolayisiyla is yerindeki sorumluluklarini yerine getirememeye baglt
olarak motivasyon kaybt yasadiklarini soylemek mimkindiir. Iste var olamamanin en Snemli
belirleyicilerinden birinin is stresi oldugu disuntldiginde; saglik kurumlart yoneticilerinin ¢alisanlarinin is
stresini azaltacak yonde dizenlemeler yapmalarinin, bununla birlikte iste var olamama nedenlerini
gozlemlemelerinin ve tespit edilen sorunlara yonelik iyilestirmeler yapmalarinin saglik hizmetlerinin kalite,
strdurilebilirlik ve ¢alisan katilimint dikkate alan amag ve hedeflerine hizmet edecegi diistintilmektedir.
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