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Abstract: Problem statement: The aim of this study is to find out the cause®odupational stress
within the organization and the implication on jedtisfaction and intention to leave and absenteeism
The researcher chooses 100 employees in CompaaemiSsion of Malaysia, a statutory body which
regulated company and business®gproach: All questionnaires are gathered after 2 weeks dfter
was distribute. Pearson product moment correlatrfind out correlations and Multiple Linear
Regression Technique were used to find out effettiden variables. The finding indicates that factor
such as external environment contribute to the jpational stress. This external factor is beyond the
control of the organizatiorResults: The finding showed that occupational stress da¢have direct
effect on intention to leave and absenteeism bue lthrect negative effect on job satisfaction. Job
satisfaction has negative effect on intention swvéand absenteeism. Some recommendation needed
to be applied by management to reduce the numbermdver.Conclusion: First organization need to
increase job satisfaction by reducing occupatieti@ss. By reducing stress companies can reduce the
level of intentional to leave and absenteeism.
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INTRODUCTION building in 2010 in order to ensure the employee
satisfied during work.
The Companies Commission of Malaysia Occupational stress which defined as perceived on-

Suruhanjaya Syarikat Malaysia (SSM) is a statutoryfhe-job anxiety. Work stress appears to have beame
body which regulated companies and businesses. SSN10T€ pervasive problem in recent years, judging by
which came into operation on 16 April 2002, is amuch survey done on the subject. Occupational stres
statutory body formed as a result of a merger betwe arises when demand exceed abilities, while joktedla
the Registrar Of Companies (ROC) and the Registra?‘tr"’“n.S are reacngﬁs or outcomes resulting from th
Of Businesses (ROB) in Malaysia. The main actieity expesrlfgscss ?éfsétrrs Sto the generalized, patterned
SSM is to serve as an agency to incorporate corapani ) '

q _ buSi I ' unconscious mobilization of the body’s natural itil
and register businesses as well as to provide coynpa Occupational stress defined as the harmful physicél
and business information to public.

. : emotional responses that occur when the requireofent
‘The topic of Occupational Stress and Jobne job do not match the capabilities, resourceseds

Satisfaction is always of interest in the emplogeel  of the worke. From that definition, Occupational
workplace. In this company, the employee has proble stress is chronic conditions caused by situatiothin
regarding the facilities such as lift where theyddo  workplace that mat negatively affect an individagtib
share with other organization staff and createperformance and their overall wellbeing.
difficulties to them especially during climax tim€his In the study setting, a role is the set of tasldl an
is because the organization don't have own buildingoehaviors that others expect a person to perforitewh
where the building is shared with other organizatio doing a jo5. This means that the role of individual in
and public. Yet, the organization will move to thew  the workplace can affect their performance.
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It is because role conflict occurs when a focalmethodology, which used to test the hypothesekah t
person responds with behavior that serves as irtputs proposed in chapter 1. The following term will gelich
the role senders’ process. The role conflict oaghien  the discussion.
a person perceives that some of the job requirearent
incompatible, resulting in greater anxiety, tensamd  Instrument reliability and validity: Several
ultimately, low job satisfactidfl. instruments were utilized to collect the data fbist

In addition, role ambiguity is experienced whea th research. Part 1 of the questionnaire asked for
message that evaluators send are not clear orgikkey demographic data. Part 2 contained job satisfaction
incomplete informatioY. Employee who are not clear questionnaire. Part 3 contained items from occopati
with their job are easy to get stress because dio@it  stress questionnaire. Part 4 asked a question for

understand what they need to do actually. intention to leave. Finally part 5 was a questian o
The next variable that discuss in this researgbhis intention to leave.
satisfaction. Job satisfaction arises when indigidu The reliability test was test by Alpha Cronbach.

perceives his or her job as fulfilling values tteae  The result of the test, only one question from fSart
considered important to that individfal Job  (occupational stress) because other question is not
satisfaction is one of the criteria of establishiag reliable where it less than 0.7. It same with Role
healthy organizational structure in n organizatittis =~ ambiguity and external environment where only one
because, in any organization, job satisfactiondsyv question can be selectd
important | order to produce quality worker as was|
the product. Sampling technique: The sampling technique that is
The rate of turnover is quite high. | recognizatth applied for this study is a sample random sampling.
one of the factors is within the workplace its€lfctors Each person in the population has equal and
such as communication at workplace, environmentindependent chance to be part of the sample and the
assignment given, salary and benefit received nopopulation members are similar to one another on
satisfy the employee. The employee will dissatigfy important variablé”. So, to ensure high degree of
the assignment received is too many and at the samepresentatives ands avoid wasting time, simpldaan
time they need to meet datelfhe Little supervision sampling are chosen because this technique reghies
and less support from manager in conducting theesearcher to select the population of the emplayee
assignment will need to the high level of stresd an headquartef'.
dissatisfaction.

Adding up, the number who feels to intent to leavepgyy|ation and sample: The population of worker in
the organization is seriously hampering the pragitgt  {nege companies was a group of respondent who are

expansion. Even employee just feels to intent girth employed in this company. At this company, emplsyee

heart, it will show that the organization is noisl®ing  fom headquarters are chosen to be a sample of

them anymoﬂ@. , o , population in this study. The sample frame and the
Besides that, in the organization there is SOM&ample utilized were (N = 100) in this company. She

employee where they assume that they jib is onlypjre employees are choosing from headquartegs onl
temporary only which means that's their job in this

organization just temporary until they get betta. It

shows the low commitment within th&h This type of Data collection: The data from this study were

employee will lead to the low performance as WeIIcoIIected by distributed by hand a set of questinen

productivity. Some employee seems to take for gant ©0 17 March 2009, Tuesday. A cover letter was
with their job and as a result, the task given it accompanied together for each set of questionriBiire.
accomplish properly and cannot meet the datelines T COVEr letter asked the employee to complete allstite

will affect organization image especially which Hea of questionnaire and return as soon as possible. Th
with public®. respondent was asked to answer the entire setvaards

given some times to complete the questionnaire. The
questionnaire is in two languages which is Bahasa
MATERIALSAND METHODS Malaysia and English. After some time, when the
respondent return the questionnaire, the data was
The main purpose of this study is to determine theanalyzed by using SPSS software in order to get the
effect of occupational stress job satisfaction tiaturs  reliability and validity as well as the result ofiet
in this company. This chapter outlines thefinding.
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Table 1: The level of Reliability of variables imet questionnaire Table 2: Years of service in the organization
Variables N Reliability Years Frequency Percentage
Occupational stress 100 0.502 Below 1 year 25 25.0
Job satisfaction 100 0.719 1-5 years 47 47.0
Intention to leave 100 0.864 6-10 years 18 18.0
Absenteeism 100 0.791 11 and above 10 10.0
External environment 100 0.864 Total 100 100.0
Role ambiguity 100 0.510

Table 3: Type of organization respondent work
Pilot study: Before questionnaires are distributed, aNumbers Frequency Percentage
pilot study was conducted. | choose from 10-15% 3431 gj-g
samples to answer the question. During that tinvead 5 27 370
with them so that they can ask whatever questiey th 4 and above 16 16.0
don’t understand. The question which frequentlylagk Total 100 100.0

respondent will be consider and change if necessary
Table 4: Level of current position

Reliability table: The reliability of the research Yhatisyourcurrentposition level?

instrument for the final research was support lsyféftt  pogition Frequency Percentage
that Cronbach’s alpha can be seen in the Table 1. Executive 35 35.0

As seen above, occupational stress and rol&on executive 65 65.0
ambiguity is below than 0.7. Because of the quagto Total 100 100.0

not reliable, | decide to find other alternativéheTpast

. . . Table 5: The distribution of respondent sala
researcher had done the same thing which is ondy on D 2

1
qguestion for one variable because the variableois n Salary
reliable if use more than of8. Salary Frequency Percentage

Due to the factor, the researcher decides to &005RM100-RM1500 41 41.0

only one question for the variable (I'm not cleaithy ~ RM1501-RM2500 36 36.0
my job duty).same with occupational stress questiorﬁmgggi:gmggg 1? 147'00
where only one is select (in the overall, | feekss i Rma501 and above 2 20
the workplace. It is because due to some mistdke, irotal 100 100.0
choose more than two question, the question sill n
reliable Table 6: Comparing of mean

Variable Mean SD Variance  Number
Data analysis. Collected survey forms were checked ?Octf‘;‘;ﬁts'?;c"’t‘i'osrfress 32.'34534030 01.'7217038300 01.'560251 110000
for completeness of data and proper data entry. Thgention to leave 3.0463  0.69094  0.477 100
Statistical Packages for Social Sciences (SPSS) washsenteeism 3.1888 0.62291  0.388 100
used to make appropriate calculation of statisticdRole ambiguity 1.8800  0.94580  0.895 100
including means, median, ranges, frequency ar“Iixternal environment 3.6650 1.02999  1.061 100

standard deviation. Research finding: The purpose of this chapter is to

Pearson correlation tests were used to determingnalyze the results of these surveys sent to tie 10
the relationship between variables such as ocauplti employee. Of 100 surveys sent to them, all is cetspl

stress and intention to leave, occupational SteEBE 5.4 yeturned over a two week period. There was no
absenteeism, job satisfaction and intention t0defb  igsing data. The following information is takewrfr
satisfaction and absenteeism and between occupbtiony,. qata contained in this questionnaire.

str_ess and JOt? satlsfacnon.- .The level of S|_gnrftca; The majority respondent has been work for at least
using a ong—taﬂ test. In addition, data on theak;le of 2 organizations which is 34% out of 100% as seen in
demographic were analyzed to determine thene Tapie 2. Current position level-based on the
percentage of respon_dent. The result used to ma‘?%spondents 65 (65%) of the 100 were non execasve
valuable recommen(_janons to the management. seen in the Table 3.

After the variable are test using Pearson g5y BASED on the respondents 41 (41%) of the

correlation, if there is significant relationshiphe 1459 were RM1501-RM2500 as seen in the Table 4
variable can be test for second test by using Idelti '

Linear Regression to get the Beta value for eactfComparing of variables, means and standard
relationship. deviations: Following on the Table 5 and 6 are the
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variables, means of the scale, standard deviatiowls Table 8 shows that between job satisfaction,
variance of the data collected and the number ointention to leave and absenteeism. The result show
respondents. that correlation of job satisfaction and intenttorieave

ltem 1, 5, 6, variable construct the occupationalis r = -0.258 is very weak and p(0.005)<0.01 int#ica
stress variables. Item 3 and 4 is the key to measur there is significant relationship between occupstio

intention to leave and absenteeism. stress and intention to leaveoat 0.01.
As for relationship between job satisfaction ands
RESULTS absenteeism is r -0.259 and it shows that weak and

negative relationship. Since p(0.005)<0.01, it show
that there is significant with a significant
ﬁelationship between  occupational stress and
absenteeism at= 0.01.

Table 9 shows that relationship of occupational
stress and role ambiguity and external environment.
The result shows that the strength of relationship
between occupational stress and role biguity
= 0.379** and this shows that the weak relatiopsh
nd p(0.00)<0.01 and this shows that there is fbogimit
relationship between occupational stress and role
1ambiguity While the strength of relationship betwee
occupational stress and external environment r1680
and this indicate that negative and weak. Thereois
Ssignificant relationship between occupational strasd
external environment p(0.047)>0.01

Table 10 shows the relationship between job
satisfaction and occupational stress. Results shbais
(ihe strength of relationship between occupatiotraks

Correlation result: The data for variable chosen for
this study were tested using Pearson correlatio
analysis. The Table 7 shows the correlation refsult
each variable. If the variables have relationsbgzond
test will be testing by using regression. The syhdjo
(**) show the correlation between variables and mus
do second test.

Table 8 shows that between occupational stresg,
intention to leave and absenteeism. The result sho
that correlation of occupational stress and intento
leave is r = -0.24 is very weak and p(0.45)>0.0
indicate there is no significant relationship betwe
occupational stress and intention to leave at0.01.

As for relationship between occupational stres
ands absenteeism is r -.0.42 and it shows that wedk
negative relationship. Since p(0.339)>0.01, it show
that there is no significant with a significant

relationshi between occupational stress an . : oo )
b P and job satisfaction is weak and negative. (r 218%).

absenteeism at= 0.01. .
While the strength of relationship between_The result also shows that p(0.015)<0.05 and this

intentions to leave and absenteeism is r = 0.662. lmdicate_ that there i_s no. rela_tionship between
shows that the strength between intentions to leak occupational stress and job satl_sfacnp n. .

absenteeism is moderate. Since p(0.00)<0.01, ivsho Table 11 shows .tha.t relationship of occqpatlonal
that there is significant with a significant retatship stress and role ambiguity and external environment.

between intentions to leave and absenteeisnFdd.01. The result shows that the strength of re_latl_onsh|p
between occupational stress and rolebiguity

r = 0.379** and this shows that the weak relatiopsh
and p(0.00)< 0.01 and this shows that there is

Table 7: Relationship between occupational striessntion to leave
and absenteeism

Occupational Intention significant_ rel_ations_hip between occupational strzmd
Correlations __stress toleave  Absenteeism role ambiguity While the strength of relationship
Occupational Pearson correlation  1.000 -0.024 .04 between occupational stress and external envieohm
stress Sig. (1-tailed) 0.405 0.339 ... .
N 100.000  100.000  100.000 r = -0168 and this indicate that negative and weak.
Intentionto  Pearson correlation -0.024 1.000 01662 There is no Significant relationship between
leave Sig. (1-tailed 0.405 0.000 . L
N o-( ) 100.000 100.000 100.000 occupational stress and external environment
**: Correlation is significant at the 0.01 leve-iled) p(0.047)>0.01.
Table 8: Relationship between job satisfactiorerition to leave and ~ 12ble 9: Relationship between occupational stres ambiguity
absenteeism and external environment
Intention c i Oct:cupational Roleb_ " Extel_'nal .
Correlations Job satisfaction toleave Absenteeism —=2rrerations stress ambiguity _ environmen
Job Pearson Occupational Pearison
o ' St ti 1 0.379*  -0.168*
satisfaction correlation 1 -0.258* -0.259** ress Sﬁgrr(eliallﬁgd) 0.000 0.047
Sig. (1-tailed) 0.005  0.005 N 100 100.000  100.000
- N — 100 109'000 100.000 **. Correlation is significant at the 0.01 level-{ailed); *: Correlation is
**. Correlation is significant at the 0.01 levekdiled) significant at the 0.05 level (1-tailed)
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Table 10: Relationship between occupational stremsd job Table 13: Multiple Linear Regression between rafebmuity and

satisfaction occupational stress
Correlations Job satisfaction ~ Occupational stress Unstandardized coefficients  Standardized
Job Pearson correlation 1 -0.218* Coefficient@ coefficients
satisfaction Sig. (1-tailed) 0.015 Model B Std. error  Beta t Sig
N 100 100.000
1(Constant) 1.442 0.267 5.396  0.000

*: Correlation is significant at the 0.05 level tdited) Role ambiguity 0.520 0.127 0.385 4110 0.000

Table 11: Multiple linear regression between johistaction and  * Dependent variable: Occupational stress
intention to leave

Unstandardized coefficients ~ Standardized Table 14: Multiple linear regression between eexal environment
Coefficient$ coefficients . and occupational stress
Model B Std. error  Beta t Sig Unstandardized ficients Standardized
1(constant) 3.887 0.325 11.950 0.000 . nstandardized coetlicients Standardize
Job satisfaction -0.251 0.095 -0.258 -2.641 0010 Coefficients coefficients .
3 Dependent variable: Intention to leave Model B Std. error _ Beta t  Sig

1(Constant) 3.180 0.472 6.744 0.000
Table 12: Multiple linear regression between jolis§action and External environment -0.206 0.124 -0.167 -1.66599.0
absenteeism & Dependent variable: Occupational stress

Unstandardized coefficients ~ Standardized
Coefficients coefficients . . .
Model B Std. error  Beta t Sig. Table 13 shows multiple linear regression between
(Constan)  3.950 0.293 13.475 0.000 role ambiguity and occupational stress Result shows
Job satisfaction _-0.227 0.086  -0.259 2653 0009 that the relationship between role ambiguity and

= Dependent Variable: absenteer ; .
ependent variable: absenieetsm occupational stress; occupational stress =1.4428%).

Table 11 shows multiple linear regression betweerfole ambiguity. The relationship show role ambiguit
job satisfaction and intention to leave The reshttws ~ does not contribute to occupational stress.
that the relationship between job satisfaction and Table 14 shows that the multiple linear regression
intention to leave; Job satisfaction = 3.887+(-8)25 between external environment and occupational
intention to leave. The relationship show thatsh j Stress. The result shows that relationship between
satisfaction give effect to intention to leave ahere is ~ €xternal  environment and occupational stress;
a negative relationship. occupational stress = 3.180 (-0.167) External

environment; the relationship show external

Overall findings. First relationship is between job environment negatively contributes to the effect of
satisfaction and intention to leave. It shows thkig of  occupational stress.
Beta is B = -0.258. This means that, job satisfecti
negatively effect intention to leave. Second relahip  Recommendation: Based on the literature review and
is between job satisfaction and absenteeism. Itvsho findings of this study, the researcher has maderagv
the value of Beta is B = -0.218. This means tha, ] recommendations that proposed to the Companies

satisfaction negatively effect absenteeism. Commission of Malaysia. The recommendations are
Third relationship is between occupational steess  highlighted as below.
jOb satisfaction. It show the value of Beta is BO=218. According to Goodman and Penn[ilﬁb an

This means that, occupational stress negativelgceff jmportant criterion related to employee absence and
job satisfaction. Occupational stress not affeCt§pention to leave is employee satisfaction that is
intention to leave and absenteeism, but through joRmpiovee with high level of job satisfaction is des
satisfaction, it may effect. It is because jobsfatition likely to be absent and intent to leave the orggtion.

act as a mediator in this relationship. In order to reduce the number of absenteeism and

Lastly, “the  relationship ~between —external intention to leave the organization, organizationsn
environment and occupational stress which show the . : .
value of Beta is B = -0.167. This means that. ewer 'Mcrease the level of job satisfaction so that eygpd

environment negatively effect occupational stress. will feel satisfy when working in .the o_rganumt. .

Table 12 shows multiple linear regression between 2Pl 15 shows that the multiple linear regression
job satisfaction and absenteeism. The result dlsavs ~ P€tween occupational stress and job satisfactio.
that Relationship between job satisfaction and€Sult shows that relationship between occupational
absenteeism; job satisfacton = 3.950+(-0.259)stress and job satisfaction; job satisfaction
absenteeism; The relationship show that's, job3.650+(-0.218) occupational stress; the relatignshi
satisfaction give effect to absenteeism and thera i Shows that occupational stress give effect to job
negative relationship. satisfaction (negatively).
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Table 15: Multiple linear regression between octiopal stress and However, tension is created when demand of job or
job satisfaction _ - : job environment exceed the capacity of the person t
Unstandardized coefficients Standardized d eff . W Thi h h |
Coefficientd coefficients respond effectively. This means that when employee
Model B Std. error _Beta t Sig exceed their capability, they easy to get stress or
1{Constant) 3.650 0.151 24199 0.000 tansjon. Other studies have identified heave waidklo

Occupational stress -0.122 0.055 -0.218 -2.210 90.02
& Dependent variable: Job satisfaction

External
environment

urgency of work to be performed and role confliatk
of social support, poor job fit, insufficient knosdge
base and unsafe workplace.

Occupation
According to™® the lack of job satisfaction is one
of the variables that are strongly related to engdo

Intention to leave

N 002+ leaving a company. Other includes lack of
organizational commitment and job involvement.
o E Effect of occupational stress on intention to leave
satisfaction N . . . .
B=-0218 and absenteeism: An increase in occupational stress

has spillover effect on the both on the job anbahe.

Fig. 1: causes of occupational stress and its effect oPCcupational stress is a chronic condition causgd b
job satisfaction, intention to leave and situation in the workplace that nay negatively etfean
absenteeism individual job performance and/or overall wellbeing

Research has consistently demonstrated that
From the Fig. 1 explained that job satisfaction ca excessive_ occupational stress has adverse gffect fo
be increase by give reward, recognition, give bettePOth physical and psychological V\{ellbelﬁﬂ. Besides
salary and benefit and provide good facilities aadn.  that, it is estimated that occupational stress ¢t
Besides that, even occupational stress is notteffe Organization billion of dollar through increase hiea
intention to leave and absenteeism, it may effecfare cost, higher ra]\te of absenteeism and turnawer
through job satisfaction because occupational stredOWer performanc¥ oor employer, the cost are felt in
effect job satisfaction. Organization must redube t term of low productivity, reduced profit, high ratef
stress level so that job satisfaction will be high.staff turnover and cost of recruiting and training
Occupational stress can be reduced by give support "eéplacement staff.
employee, give training, good communication in

workplace, give extra leave, better salary and fiene Effect of job satisfaction on intention to leave and
and so on. absenteeism: According to Goodman and Penrfiify

In addition, only one factor is recognizing inghi @n important criterion related to employee abseisce
research which is external environment. Organizatio €Mployee satisfaction that is employee with higrele
must find as much as possible factor to reduceewed  Of job satisfaction is less likely to be absent.ioyee
of occupational stress in the company so that éutur@'€ easily to absent from work when they are nissfga

way can be predicted. with some factor. o _ o
Indeed, some interest in job satisfaction is foduse
DISCUSSION primarily on its impact on employee commitment,

absenteeism, intention lo quit, and actual turnoWer
Factor influencing occupational stress. Stress can shows that job satisfaction give negative effecthi
arises from one or more dimension and can be eith@mployee has low job satisfaction.
internal or externalas stated bf! that stressor or cause Based on the researched the lack of job
of stress can range from catastrophic eventsitating  satisfaction is one variable that are strongly teglato
incidents, however these stressor do not eliciress employee leaving the company and job involvement,
responses in the individual until the person amesit which means that, employee who has low job
as exceeding the available resources. satisfaction has intent to leave the organization.

Role ambiguity is experienced when the message Job satisfaction is usually defined as a pleasarabl
those evaluators send are not clear or they givéeeling that arises from one’s workpl&€esatisfaction
incomplete informatiof”. This is one of the factor has been show to be related to jobs performance,
contribute to occupational stress. Role ambiguigans turnover and life dissatisfaction. From the pregiou
employees are not clear with their job andresearch, we can say that, job satisfaction caeceff
responsibilities. towards employee performance and attitudes.
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Recommendation: Based on the literature review and

findings of this study, the researcher has maderaév occupational

For the overall, it can be concluded that, when
stress increase, job satisfaction will

recommendations that proposed to the Companiedecrease and can effect on intention to leave and
Commission of Malaysia. The recommendations arebsenteeism in this organization. As the conclysion

highlighted as below:

when occupational stress increases, job satisfautith

decrease and can effect on intention to leave and

« According to Goodman and Penniff an

absenteeism in

this organization. The factor of

important criterion related to employee absencé’ccupational stress is external environment whigh i
and intention to leave is employee satisfaction thaSomething beyond organization control.

is employee with high level of job satisfaction is
less likely to be absent and intent to leave the
organization. In order to reduce the number of
absenteeism and intenton to leave thel-
organization, organization must increase the level
of job satisfaction so that employee will feel shti
when working in the organization. Job satisfaction
can be increase by give reward, recognition, give2-
better salary and benefit, and provide good
facilities and so on

» Besides that, even occupational stress is notteffec
intention to leave and absenteeism, it may effect
through job satisfaction because occupational stres
effect job satisfaction. Organization must reduce
the stress level so that job satisfaction will lghh
Occupational stress can be reduced by give support
to employee, give training, good communication in
workplace, give extra leave, better salary and*
benefit and so on

e In addition, only one factor is recognizing in this
research which is external environment. ™"
Organization must find as much as possible factor
to reduce the level of occupational stress in the
company so that future way can be predicted

CONCLUSION

The finding from the study will provides the
overall conclusion of the study. The cause of
occupational stress is external environment wheére i
was supported by hypothesis which is external
environment negatively contributes to occupationaly,
stress. The job satisfaction effect intention vk and
absenteeism where it was supported by hypothesis
which shows that is negative relationship betwesn j g.
satisfaction and intention to leave and negative
relationship between job satisfaction and absesteei

The result also shows that the occupational stsess
effect job satisfaction because from the result,
hypothesis is accepted which is occupational stress
negatively effect job satisfaction. Occupationakss 9.
indirectly effect intention to leave and job saisfon
but through job satisfaction, it may effect.
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