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 Employee mobility has become a growing concern in the retail 

industry, particularly in urban areas where competitive labor markets 

encourage frequent job changes. This study aims to analyze the 

influence of employee well-being and workload on job-hopping 

intentions among retail employees in Depok City. A quantitative 

research design was applied using a survey method involving 100 

respondents selected through purposive sampling. Data were collected 

using a structured questionnaire based on a five-point Likert scale and 

analyzed using SPSS version 25. The results of multiple linear 

regression analysis show that employee well-being has a negative and 

significant effect on job-hopping intention, indicating that higher levels 

of well-being reduce employees’ tendency to change jobs. Meanwhile, 

workload has a positive and significant effect on job-hopping intention, 

suggesting that excessive job demands increase employees’ desire to 

seek alternative employment opportunities. Simultaneously, employee 

well-being and workload significantly influence job-hopping 

intention, with a coefficient of determination (R²) of 0.468, meaning 

that 46.8% of job-hopping intention can be explained by the two 

variables. These findings highlight the importance of creating 

supportive work environments and balanced workload management 

to improve employee retention in the retail sector. The study provides 

practical implications for retail management in designing human 

resource strategies that enhance employee well-being and reduce 

turnover risk. 
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1. INTRODUCTION 

The rapid development of the retail 

industry in Indonesia has created increasingly 

dynamic working environments 

characterized by intense competition, high 

customer expectations, and fluctuating 

operational demands. Retail companies rely 

heavily on frontline employees to maintain 

service quality and customer satisfaction, 

making human resource stability a crucial 

factor for organizational sustainability [1], [2]. 

However, the phenomenon of job-hopping, 

defined as employees’ tendency to frequently 

change jobs within a relatively short period, 

has become more prevalent, especially among 
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younger retail workers in urban areas [3]. 

High employee mobility not only increases 

recruitment and training costs but also 

disrupts organizational performance and 

service continuity. Therefore, understanding 

the factors that influence job-hopping 

intentions among retail employees is essential 

for both academic inquiry and managerial 

practice. 

One of the primary factors associated 

with employees’ intention to leave their jobs 

is employee well-being. Employee well-being 

refers to the psychological, emotional, and 

physical conditions experienced by 

individuals in the workplace, encompassing 

aspects such as job satisfaction, work-life 

balance, and perceived organizational 

support [4]–[6]. Previous studies have 

highlighted that employees who experience 

positive well-being tend to demonstrate 

higher engagement, loyalty, and 

organizational commitment. Conversely, low 

levels of well-being often lead to burnout, 

emotional exhaustion, and decreased 

motivation, which can ultimately increase 

turnover intention [7], [8]. In the context of the 

retail sector, where employees frequently 

encounter demanding customers and 

irregular working schedules, maintaining 

employee well-being becomes a critical 

organizational challenge. 

In addition to well-being, workload is 

another important determinant of employee 

retention and mobility. Workload refers to the 

amount of physical and mental effort required 

to complete job tasks within a given 

timeframe [9], [10]. Retail employees often 

face long working hours, high sales targets, 

and multitasking responsibilities, which may 

contribute to perceived work overload. 

Excessive workload can create stress, fatigue, 

and reduced job satisfaction, thereby 

increasing the likelihood of employees 

seeking alternative employment 

opportunities [10]. While a certain level of 

workload may enhance productivity and skill 

development, an imbalance between job 

demands and employee capacity can 

negatively affect both performance and 

psychological health. 

Despite the growing body of research 

on employee turnover and job satisfaction, 

empirical studies that specifically examine the 

combined effects of employee well-being and 

workload on job-hopping intentions within 

the Indonesian retail context remain limited. 

Most previous studies have focused on 

general turnover intention or organizational 

commitment without explicitly addressing 

the unique characteristics of retail employees 

in rapidly developing cities [11], [12]. Depok 

City, as one of the urban areas experiencing 

significant economic growth and retail 

expansion in West Java, provides an 

interesting context for examining employee 

mobility patterns. The increasing number of 

retail outlets, shopping centers, and service-

based businesses in Depok has intensified 

labor competition, potentially influencing 

employees’ perceptions of job opportunities 

and their willingness to switch employers. 

Furthermore, the rise of younger 

workforce demographics and evolving career 

expectations has significantly reshaped 

employee behavior, particularly in the retail 

sector where many workers now prioritize 

personal growth, flexible working conditions, 

and psychological comfort rather than long-

term organizational tenure. This shift 

underscores the urgency for organizations to 

move beyond traditional management 

approaches and adopt more employee-

centered human resource strategies that 

acknowledge changing workforce values. 

Understanding how employee well-being and 

workload interact to influence job-hopping 

intentions becomes increasingly important, as 

it offers insights into how supportive work 

environments can be designed without 

compromising operational efficiency. Based 

on these considerations, this study aims to 

analyze the influence of employee well-being 

and workload on job-hopping intentions 

among retail employees in Depok City. The 

findings are expected to enrich existing 

literature on employee behavior while 

providing practical recommendations for 

managers to reduce turnover risks and 

improve workforce stability. By identifying 

the underlying factors driving job-hopping 

intentions, organizations can develop more 
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adaptive policies that enhance well-being, 

manage workload effectively, and ultimately 

strengthen long-term organizational 

performance. 

 

2. LITERATURE REVIEW 

2.1 Employee Well-being 

Employee well-being has 

become a central concept in 

organizational behavior and 

human resource management, 

particularly in high service-

demand industries such as retail, 

as it reflects the overall quality of 

employees’ work experiences, 

including psychological health, 

emotional stability, job 

satisfaction, and perceived 

balance between work and 

personal life [4], [5]. Within the 

Job Demands–Resources (JD-R) 

model, well-being is shaped by 

the availability of organizational 

resources that enable employees 

to manage job demands 

effectively while maintaining 

positive engagement. 

Supportive working conditions, 

fair treatment, and opportunities 

for growth are known to enhance 

well-being, which in turn 

reduces stress and turnover 

intentions [7], [13]. Empirical 

studies consistently show that 

high levels of employee well-

being contribute to stronger 

motivation, organizational 

commitment, and improved 

performance, whereas low well-

being is often associated with 

emotional exhaustion and 

withdrawal behaviors. This issue 

becomes particularly critical in 

the retail sector, where 

employees regularly face 

customer interactions, sales 

pressures, and tight time 

constraints, making them more 

vulnerable to dissatisfaction and 

job-hopping tendencies when 

well-being is neglected [7], [14]. 

Consequently, employee well-

being should be viewed not only 

as a psychological construct but 

also as a strategic organizational 

factor that directly influences 

workforce stability and long-

term performance. 

2.2 Workload 

Workload refers to the 

quantity and complexity of tasks 

assigned to employees within a 

specific period, encompassing 

both physical and cognitive 

demands, and is closely 

associated with job stress 

theories which emphasize that 

excessive job demands can create 

strain when employees lack 

sufficient resources or control 

over their work. In retail 

environments, workload 

commonly emerges from long 

working hours, shift systems, 

performance targets, and 

multitasking responsibilities, 

including managing sales 

transactions while maintaining 

high customer service standards 

[9], [15]. Organizational 

psychology research highlights 

the dual nature of workload, 

where moderate levels can foster 

productivity and skill 

development, yet excessive 

workload frequently leads to 

fatigue, reduced job satisfaction, 

and heightened turnover 

intention. From the perspective 

of Conservation of Resources 

(COR) theory, employees 

continuously attempt to preserve 

their physical and psychological 

resources [10], [16], and when 

workload persistently depletes 

these resources, individuals 

become more prone to 

disengagement and consider 

leaving their jobs. Empirical 

evidence across service-based 

industries consistently 
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demonstrates that perceived 

work overload plays a 

significant role in generating job 

stress and increasing employee 

mobility. 

2.3 Job-Hopping Intention 

Job-hopping intention 

refers to an employee’s 

conscious willingness or plan to 

leave their current job in favor of 

new employment opportunities 

within a relatively short 

timeframe, representing a more 

dynamic and proactive career 

strategy compared to traditional 

turnover intention. This 

behavior is often driven by the 

pursuit of better compensation, 

improved work-life balance, 

career advancement, or more 

supportive working conditions, 

and has become increasingly 

prominent alongside shifting 

workforce demographics and 

evolving career expectations, 

especially among younger 

employees who prioritize 

flexibility and personal 

development [17], [18]. Drawing 

on the Theory of Planned 

Behavior (TPB), behavioral 

intentions are shaped by 

attitudes, subjective norms, and 

perceived control, meaning that 

job-hopping intention is strongly 

influenced by how employees 

evaluate their current work 

environment, including 

workload pressures and 

perceived well-being [19], [20]. 

Empirical studies indicate that 

dissatisfaction, burnout, and 

limited organizational support 

significantly increase employees’ 

tendencies to seek alternative 

employment, and within the 

retail sector, where turnover 

rates are traditionally high, 

understanding job-hopping 

behavior becomes essential for 

organizations aiming to design 

effective retention strategies and 

maintain workforce stability. 

2.4 Conceptual Framework and 

Hypotheses Development 

Based on the theoretical 

perspectives and empirical 

findings discussed above, this 

study proposes a conceptual 

framework that positions 

employee well-being and 

workload as independent 

variables influencing job-

hopping intention. Employee 

well-being is expected to 

demonstrate a negative 

relationship with job-hopping 

intention, as higher levels of 

psychological and emotional 

well-being tend to reduce 

employees’ desire to leave their 

current jobs. In contrast, 

workload is anticipated to have a 

positive relationship with job-

hopping intention, since 

excessive job demands and 

pressure may encourage 

employees to explore alternative 

employment opportunities. 

Accordingly, the following 

hypotheses are proposed. 

H1: Employee well-being 

has a negative and significant 

effect on job-hopping intention 

among retail employees in 

Depok City. 

H2: Workload has a positive 

and significant effect on job-

hopping intention among retail 

employees in Depok City. 

H3: Employee well-being 

and workload simultaneously 

influence job-hopping intention 

among retail employees in 

Depok City. 

 

3. METHODS 

3.1 Research Design 

This study employed a quantitative 

research approach using a survey method to 

examine the influence of employee well-being 
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and workload on job-hopping intentions 

among retail employees in Depok City. 

Quantitative research was selected because it 

allows the researcher to measure relationships 

between variables objectively through 

statistical analysis. The study used a cross-

sectional design, meaning that data were 

collected at one point in time to capture 

employees’ perceptions regarding their well-

being, workload, and job-hopping intentions. 

This design is appropriate for identifying 

patterns and testing hypotheses related to 

behavioral intentions in organizational 

settings. 

 

3.2 Population and Sample 

The population of this research 

consisted of retail employees working in 

various retail businesses located in Depok 

City, including minimarkets, fashion stores, 

and shopping centers. Due to the lack of an 

exact sampling frame, purposive sampling 

was applied to select respondents who met 

specific criteria, namely employees who had 

at least six months of working experience in 

the retail sector and were actively involved in 

daily operational activities. A total of 100 

respondents participated in this study, which 

is considered adequate for regression analysis 

and hypothesis testing in social science 

research. 

 

3.3 Data Collection Technique 

Primary data were collected through 

a structured questionnaire distributed 

directly to respondents and through online 

forms. The questionnaire was designed using 

a five-point Likert scale ranging from 1 

(strongly disagree) to 5 (strongly agree). The 

instrument consisted of several sections 

measuring the main research variables: 

employee well-being, workload, and job-

hopping intention. Prior to distribution, the 

questionnaire items were reviewed to ensure 

clarity and relevance to the research context. 

Respondents were informed about the 

purpose of the study, and participation was 

voluntary to maintain ethical research 

standards. 

 

3.4 Operational Definition of 

Variables 

This study involved two independent 

variables and one dependent variable. 

Employee well-being (X1) refers to 

employees’ psychological and emotional 

condition at work, including job satisfaction, 

work-life balance, and perceived support 

from the organization. Workload (X2) 

represents employees’ perception of task 

demands, time pressure, and the intensity of 

work responsibilities. The dependent 

variable, job-hopping intention (Y), reflects 

employees’ tendency or desire to leave their 

current job and seek alternative employment 

opportunities. Each variable was measured 

using several indicators adapted from 

previous studies and adjusted to the retail 

context. 

 

3.5 Instrument Testing 

Before conducting hypothesis testing, 

the measurement instrument was evaluated 

through validity and reliability tests. The 

validity test was conducted using the Pearson 

correlation method to ensure that each 

questionnaire item accurately measured the 

intended construct. Items with correlation 

coefficients higher than the critical value were 

considered valid. Reliability testing was 

performed using Cronbach’s Alpha to assess 

the internal consistency of each variable. A 

Cronbach’s Alpha value greater than 0.70 

indicated that the instrument was reliable and 

suitable for further analysis. 

 

3.6 Data Analysis Technique 

Data analysis was carried out using 

SPSS version 25. The analysis began with 

descriptive statistics to summarize 

respondents’ demographic characteristics and 

responses to each variable. Next, classical 

assumption tests were conducted, including 

normality, multicollinearity, and 

heteroscedasticity tests, to ensure that the data 

met the requirements for regression analysis. 

Multiple linear regression analysis was then 

applied to examine the effect of employee 

well-being and workload on job-hopping 

intention. Hypothesis testing was performed 

using t-tests to assess partial effects and F-
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tests to evaluate the simultaneous effect of 

independent variables on the dependent 

variable. The coefficient of determination (R²) 

was also calculated to measure the proportion 

of variance in job-hopping intention 

explained by employee well-being and 

workload. 

 

4. RESULTS AND DISCUSSION 

4.1 Respondent Characteristics 

The respondents in this study 

consisted of 85 senior high school students in 

East Java who had participated in Islamic 

Education (Pendidikan Agama Islam/PAI) 

learning supported by digital technology. The 

respondent profile was analyzed to describe 

This study involved 100 retail 

employees in Depok City. The demographic 

profile shows that most respondents were 

within the productive age group and actively 

involved in frontline retail operations.  

 

Table 1. Respondent Demographic Profile (n = 100) 

Characteristics Category Frequency Percentage 

Gender 
Male 42 42% 

Female 58 58% 

Age 

18–25 years 37 37% 

26–30 years 34 34% 

>30 years 29 29% 

Work Experience 

<1 year 21 21% 

1–3 years 46 46% 

>3 years 33 33% 

Table 1 shows that the majority of 

respondents were female (58%), indicating a 

slightly higher representation of women 

within the retail workforce sample, which 

reflects common employment patterns in 

service-oriented sectors. In terms of age 

distribution, respondents were relatively 

young, with 37% aged 18–25 years and 34% 

aged 26–30 years, suggesting that the study 

largely captures perspectives from early-

career employees who are often more 

adaptive yet potentially more mobile in their 

career decisions. Meanwhile, work experience 

was dominated by employees with 1–3 years 

of tenure (46%), followed by those with more 

than three years (33%) and less than one year 

(21%), illustrating a workforce with moderate 

organizational exposure. This demographic 

composition is relevant because younger 

employees with shorter tenure may be more 

sensitive to workload pressures and well-

being conditions, which can influence their 

job-hopping intentions and shape the overall 

behavioral patterns observed in the study. 

 

4.2 Descriptive Statistics 

Descriptive analysis was conducted to 

observe respondents’ perceptions of 

employee well-being, workload, and job-

hopping intention.

 

Table 2. Descriptive Statistics of Research Variables 

Variable N Min Max Mean Std. Deviation 

Employee Well-being (X1) 100 2.10 4.80 3.62 0.54 

Workload (X2) 100 2.30 4.90 3.74 0.58 

Job-Hopping Intention (Y) 100 1.80 4.70 3.41 0.61 

Table 2 presents the descriptive 

statistics of the research variables, showing 

that employee well-being has a mean score of 

3.62 with a standard deviation of 0.54, 

indicating that respondents generally 

perceive their well-being at a moderately 

positive level with relatively low variability. 

Meanwhile, workload records the highest 

mean value at 3.74 with a standard deviation 

of 0.58, suggesting that employees experience 

fairly high task demands and pressure within 

the retail work environment. Job-hopping 
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intention has a mean score of 3.41 and a 

standard deviation of 0.61, reflecting a 

moderate tendency among respondents to 

consider changing jobs. The relatively 

balanced spread of standard deviations across 

variables implies consistent perceptions 

among participants, while the higher 

workload mean compared to well-being 

highlights the possibility that job demands 

may play a stronger role in shaping 

employees’ mobility intentions within this 

sample. 

 

4.3 Validity and Reliability Test 

All questionnaire items showed 

correlation coefficients greater than 0.30, 

indicating acceptable validity. Reliability 

testing using Cronbach’s Alpha also 

demonstrated strong internal consistency.

 

Table 3. Reliability Test Results 

Variable Cronbach’s Alpha Interpretation 

Employee Well-being 0.882 Reliable 

Workload 0.865 Reliable 

Job-Hopping Intention 0.901 Reliable 

Table 3 demonstrates that all research 

variables meet the reliability criteria, as 

indicated by Cronbach’s Alpha values above 

the commonly accepted threshold of 0.70. 

Employee well-being shows a Cronbach’s 

Alpha of 0.882, workload records 0.865, and 

job-hopping intention reaches 0.901, 

suggesting a high level of internal consistency 

among the measurement items used in this 

study. These results indicate that the 

instruments reliably capture respondents’ 

perceptions across each construct, reducing 

measurement error and strengthening the 

credibility of subsequent statistical analyses. 

The strong reliability values also imply that 

the questionnaire items are well-structured 

and consistent in representing the underlying 

concepts of well-being, workload, and job-

hopping intention within the retail employee 

context. 

 

4.4 Classical Assumption Tests 

Before conducting the regression 

analysis, several classical assumption tests 

were performed to ensure the suitability of the 

data. The normality test using the 

Kolmogorov–Smirnov method produced a 

significance value of 0.086, which exceeds the 

0.05 threshold, indicating that the data are 

normally distributed. The multicollinearity 

test showed tolerance values of 0.721 for both 

independent variables (X1 and X2), exceeding 

the minimum requirement of 0.10, while the 

Variance Inflation Factor (VIF) values were 

1.386, well below the critical value of 10, 

confirming the absence of multicollinearity 

among the predictors. Additionally, the 

heteroscedasticity test based on scatterplot 

analysis revealed a random distribution of 

residuals, suggesting that no 

heteroscedasticity issue was detected, and 

therefore the regression model meets the 

classical assumptions required for further 

analysis. 

 

4.5 Multiple Linear Regression 

Analysis 

Multiple linear regression analysis 

was used to test the research hypotheses. 

 

Table 4. Regression Analysis Results 

Variable Unstandardized Coefficient (B) Std. Error t-value Sig. 

(Constant) 5.214 0.621 8.394 0.000 

Employee Well-being (X1) -0.452 0.094 -4.808 0.000 

Workload (X2) 0.517 0.103 5.019 0.000 

Table 4 presents the regression 

analysis results, indicating that both 

employee well-being and workload 

significantly influence job-hopping intention. 
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Employee well-being shows a negative 

coefficient (B = -0.452, p < 0.001), suggesting 

that higher levels of well-being are associated 

with lower job-hopping intention among 

retail employees, which supports the 

assumption that positive psychological 

conditions strengthen organizational 

attachment. In contrast, workload has a 

positive coefficient (B = 0.517, p < 0.001), 

indicating that increasing workload levels 

tend to elevate employees’ intentions to 

change jobs, reflecting the pressure of 

excessive job demands. The constant value of 

5.214 further illustrates the baseline level of 

job-hopping intention when independent 

variables are not considered.  

 

4.6 Coefficient of Determination 

and Simultaneous Test 

 

Table 5. Model Summary 

R R Square Adjusted R Square Std. Error 

0.684 0.468 0.457 0.451 

The R² value of 0.468 indicates that 

46.8% of the variation in job-hopping 

intention can be explained by employee well-

being and workload, while the remaining 

53.2% is influenced by other variables not 

included in this study. 

 

 

Table 6. F-Test Results 

Model F-value Sig. 

Regression 42.685 0.000 

Discussion 

The findings show that employee 

well-being has a negative and significant 

effect on job-hopping intention among retail 

employees in Depok City. This result 

indicates that employees who experience 

higher psychological comfort, job satisfaction, 

and organizational support are less likely to 

consider leaving their jobs. The retail 

environment often requires employees to 

manage emotional labor and customer 

interactions; therefore, positive well-being 

conditions play a crucial role in maintaining 

organizational commitment. These findings 

support theoretical perspectives from the Job 

Demands–Resources model, which 

emphasize the importance of organizational 

resources in sustaining employee engagement 

and reducing withdrawal behavior [21]–[23]. 

The study also reveals that workload 

has a positive and significant effect on job-

hopping intention. Employees who perceive 

their workload as excessive tend to experience 

stress and fatigue, which increases their 

intention to seek alternative employment 

opportunities. In the retail context, heavy 

workload may arise from long working hours, 

high sales targets, and limited staffing. This 

finding aligns with the Conservation of 

Resources theory, suggesting that individuals 

attempt to protect their personal resources 

when facing prolonged work pressure. As 

workload increases beyond employees’ 

capacity, the likelihood of job-hopping 

behavior also rises [4], [8], [14]. 

Simultaneously, employee well-being 

and workload significantly influence job-

hopping intention, indicating that both 

psychological and operational factors shape 

employees’ career decisions. The relatively 

high R² value suggests that workplace 

conditions play an important role in 

determining employees’ mobility behavior. 

Organizations that aim to reduce turnover 

risk should focus on improving employee 

well-being through supportive leadership, 

fair scheduling, and recognition programs, 

while also ensuring balanced workload 

distribution. By integrating human resource 

strategies that prioritize employee experience, 

retail companies can enhance workforce 

stability and maintain service quality in 

competitive urban markets. 
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5. CONCLUSION 

This study concludes that employee 

well-being and workload play significant 

roles in shaping job-hopping intentions 

among retail employees in Depok City. 

Employee well-being was found to have a 

negative and significant effect on job-hopping 

intention, indicating that employees who 

experience higher levels of psychological 

comfort, satisfaction, and organizational 

support are less likely to consider leaving 

their jobs. Conversely, workload showed a 

positive and significant effect, suggesting that 

excessive job demands increase employees’ 

tendency to seek alternative employment 

opportunities. Simultaneously, both variables 

significantly influence job-hopping intention, 

demonstrating that workplace psychological 

conditions and operational demands are 

interconnected factors in employee mobility 

behavior. These findings emphasize the 

importance for retail organizations to 

implement strategies that promote employee 

well-being while managing workload 

effectively to reduce turnover risk and 

maintain workforce stability. Future research 

is recommended to include additional 

variables such as leadership style, 

compensation, or career development 

opportunities to provide a more 

comprehensive understanding of job-hopping 

behavior. 
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