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Abstract 

PT Indofood CBP Sukses Makmur of Noodle Division always tries to improve 

its human resources' welfare. This study aims to examine the influence of work 

environment, work stress, and workload on turnover intention at PT Indofood 

Sukses Makmur Tbk Semarang, particularly regarding the influence of work 

environment relationships, work stress, and workload on employee turnover 

intention. This research used quantitative approach. The sample in this study 

involved 45 employees of PT Indofood CBP Sukses Makmur of Noodle 

Division Semarang. The analysis used multiple linear analysis. The results 

revealed that there are some influences between the work environment variable 

(X1), workload variable (X2), and the work stress load variable (X3) on the 

turnover intention variable (Y). 

 

Kata Kunci:  

Lingkungan Kerja; 

Stres Kerja Dan 

Beban Kerja Terhadap 

Turnover Intention  

Abstrak 

PT Indofood CBP Sukses Makmur Noodle Division berupaya untuk 

melakukan selalu meningkatkan kesejahteraan bagi sumber daya manusia yang 

dimiliki. Penelitian ini bertujuan untuk menguji pengaruh antara lingkungan 

kerja, stres kerja dan beban kerja terhadap turnover intention pada PT Indofood 

Sukses Makmur Tbk Semarang, khususnya menyangkut pengaruh hubungan 

lingkungan kerja, stres kerja, beban kerja terhadap turnover intention 

karyawan. Jenis penelitian ini adalah kuantitatif. Sampel dalam penelitian ini 

adalah sebanyak 45 karyawan PT Indofood CBP Sukses Makmur Noodle 

Division Semarang. Analisis yang digunakan adalah analisis linear berganda. 

Hasil dalam penelitian ini adalah terdapat pengaruh antara variabel lingkungan 

kerja (X) terhadap variabel turnover intention (Y), terdapat pengaruh antara 

variabel lingkungan kerja (X1) terhadap variabel turnover intention (Y), 

terdapat pengaruh antara variabel beban kerja kerja (X2) terhadap variabel 

turnover intention (Y), terdapat pengaruh antara variabel beban stres kerja (X3) 

terhadap variabel turnover intention (Y). 
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INTRODUCTION 

Human resources (HR) are important for companies to consider in developing their 

business. HR is a unique thing. Thus, the companies need to develop their human resources. 

This is supported by a survey conducted by the Oxford Business Group (OBG), entitled 

Indonesia CEO Survey 2019 which revealed that 49% of respondents agreed that HR 

development must be the first priority policy (Chitra, 2020). In order to achieve the company's 

goals and compete in obtaining qualified human resources, the company needs to focus on 

appropriately developing its employees' potential. Therefore, well-qualified employees can be 

retained, and they will not have the intention to leave the company (turnover intention) due to 

a lack of attention from the company (Nitisemito, 2018). 

   Turnover intention is a form of withdrawal behavior in the world of work, as well as 

being a right and choice for individuals, whether to continue working or choose to leave 

(Mangkunegara, 2017). In the current globalization era, companies need a large and high-

quality supply of resources to keep up with intense competition. Maintenance of such resources 

requires a lot of time and money. This must be provided the extra attention by companies that 

aim to succeed in the intense business competition in their surrounding. An increase in job 

vacancies in Indonesia indicates this. 

There needs to be more competition in getting quality human resources to achieve the 

company's goals. Moreover, companies must focus on developing the potential of their 

employees appropriately so that employees with good qualifications can survive and even have 

no desire to leave the company (turnover intention) due to lack of attention from the company. 

Therefore, companies must prioritize appropriate human resource management activities. Poor 

human resource management activities can result in big losses, such as increased employee 

desire to leave work or also known as turnover intention (Mangkunegara, 2017). If it ends with 

actual turnover, it means that the company loses a number of workers and this loss must be 

replaced with new employees. It can result in companies that must incur costs recruiting to 

getting a ready-to-use workforce. In addition, the new employees also need time to adjust and 

adapt with the new environment. 

Employee turnover intention of a company can be caused by various factors, such as work 

stress, workload, and non-physical work environment (Riani, 2017). Work stress is an 

important factor for the industry, especially its relation to turnover intention. Job stress is the 

conceptualization of an individual in work reaction to environmental characteristics that will be 

faced by employees, including threats that are likely to be encountered by employees in working 

in an organization (Robbins et al., 2019) In the short term, stress without serious handling from 

the company makes employees depressed, unmotivated, and frustrated, causing employees to 

work not optimally and their performance will be disrupted (Muslim, 2022). The high stress 

pressure, work system, and role demands make employees have turnover intention. The 

selection process's importance is to be more selective in recruiting employees. Research 

conducted by Sabuhari (2021) and Aditya et al. (2021) produced a positive correlation between 

work stress and turnover intention. Meanwhile, the research conducted by Sofia et al. (2019) 

shows that work stress does not influence turnover intention. This indicates that companies 

must prevent employees from experiencing stress at work so that they do not physically and 

emotionally feel stress. 
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Besides the work stress, there are other factors that affect turnover intention, namely 

workload. Workload is one thing that every company must consider, because it affects 

employees in increasing productivity and feeling comfortable at work. The workload is all 

forms of work given to human resources to be completed within a certain time (Sedarmayanti, 

2019). Workload is the number of dependent tasks that must be completed within a 

predetermined period of time. A high workload will stress employees along with existing work 

demands, making them feel restless and confused if they cannot fulfill them. The high workload 

can be a factor in increasing the turnover intention of a company's employees (Purnaya, 2021). 

Research conducted by Sabuhari (2021) and Aditya et al. (2021) showed a positive correlation 

between workload and turnover intention. Meanwhile, the research conducted by Hidayatin et 

al. (2019) produced further research, namely workload that did not affect turnover intention. 

This means that the company must provide sufficient opportunities for each employee to carry 

out their duties properly in line with the workload given, keep in mind that excessive workload 

can bring various employee reactions and indirectly harm employees and the company. 

Another factor that influences turnover intention is the work environment. It refers to 

everything that is around the workers and can influence them in carrying out the assigned tasks 

(Sedarmayanti, 2019). A company, even with the support of using new technology, if its work 

environment is uncomfortable, can improve its efforts to achieve its goals (Sedarmayanti, 

2019).  

The turnover made by employees of PT Indofood CBP Sukses Makmur Semarang can be 

attributed to the work environment within the company. This is evidenced by the limited 

communication between management and employees (staff) of PT Indofood CPB Sukses 

Makmur Semarang. As a result, when encountering difficulties, employees are required to be 

able to make decisions that prioritize profits for the company. According to research conducted 

by Sabuhari (2021), Kristin & Lawita (2022), and Aditya et al. (2021), there is a positive 

correlation between the work environment on turnover intention. However, the research 

conducted by Putra & Utama (2017) produced different results, that the work environment did 

not influence turnover intention. A work environment that has a harmonious relationship 

between employees and superiors, and is supported by adequate facilities and infrastructure 

positively influences employees to stay in the company. 

PT Indofood CBP Sukses Makmur Noodle Division is a company that produces food, 

especially instant noodles. This company has various departments to facilitate the work process 

based on each field. 2020 is a new chapter for PT Indofood CBP Sukses Makmur Noodle 

Division after the recent strategic acquisition was carried out, through the Indomie trademark 

license agreement in Africa, the Middle East, and Southeast Europe, this instant noodle can be 

produced and sold. PT Indofood CBP Sukses Makmur Noodle Division strives always to 

improve the welfare of its human resources, because by improving the quality of its human 

resources, the company's goals will be carried out properly. 

Accordilng to human relsourcels data, elmployele l turnovelr has relacheld 17,58% iln 2021. 

Me lanwhi llel, i ln one l ye lar e lmployelel, turnove lr should be l at most 10% pe lr ye lar. Base ld on data 

from PT Ilndofood CBP Sukse ls Makmur Se lmarang's human relsource ls, most elmploye lels only 

work for 3-5 ye lars at thils company. I ln addi ltilon, base ld on thel relsults of i ln-de lpth i lntelrvi lelws 

conducteld, 7 out of 12 e lmployele ls sai ld that thely plan to re lsi lgn from the l company i lf thely ge lt a 
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be lttelr job offelr be lcausel thelre l arel many job targelts wi lth short deladlilne ls. Thils makel the l 

e lmployelels have l to ovelrtilme l elve lryday. 

Thel currelnt phelnomelnon ils that many milllelnni lals ofteln havel a short-telrm turnove lr 

i lntelntilons at the lilr workplace l. Baseld on thel mi lllelnni lal and geln Z surve ly conducte ld by the l 

De lloilttel iln 2021, as many as 53% of thel total 8.273 partilcilpants from thel milllelnnilal ge lnelratilon 

i ln thel surve ly prelfe lr to changel jobs wilthi ln two yelars, whillel 21% prelfe lr to stay at work for at 

lelast fi lvel ye lars (De lloilttel, 2021). I ln thi ls case l, e lmployelel age l ils an i lndi lvi ldual factor that cause ls 

e lmployelel turnovelr (Mujilatil & Delwi l, 2016). Elach agel stagel has dilffelre lnt delve llopmelntal tasks. 

Mi lllelnni lals ageld 24-30 yelars arel e lvilde lnceld to elxpe lrile lncilng a quartelrlilfe l crilsi ls. Thi ls i ls a crilsi ls 

that somelone l iln theli lr twelntile ls milght elxpe lrile lncel, ilnvolvi lng anxilelty ovelr thel dilre lctilon and 

qualilty of onel's li lfe l (He lnde lrson, 2019).  

The study results show that the Work Environment and Job Stress affect Turnover Intention. 

Stress is needed to improve employee performance (Pricelda & Pramono, 2021). Other research 

shows that workload can cause stress at work and affect turnover intention (Haholongan, 2018). 

In contrast to this study, this study aims to look at the influence of the Influences of work 

environment, workload, and job stress on turnover intention in PT Indofood CPB Sukses 

Makmur of Noodle Division. 

MElTHOD 

Iln thils study thel approach useld ils quantiltatilvel re lselarch (Sugilyono, 2017). The l 

populatilon iln thi ls study i lnvolveld 70 elmploye lels of PT Ilndofood CBP Sukse ls Makmur of Noodle l 

Di lvi lsi lon Se lmarang. Thel sampli lng telchni lque l use ld purposi lve l samplilng te lchnilque l This research 

focuses on employees in the millennial generation category, so only respondents aged 24-30 

years are used (Putra, 2016). So that the number of samples in this study was obtained as many 

as 45 people. A sampling of the millennial generation aged 24-30 years is prone to experiencing 

a quarter-life crisis, which is likely to be shared by someone in their twenties, involving anxiety 

over the direction and quality of one's life.(Jaenudin & Sahroni, 2021). Thils re lse larch elxamilne ld 

thel hypothe lsi ls through data collelctilon by di lstrilbuti lng que lstilonnai lrels onli lne l usi lng the l Google l 

form to relsponde lnts who we lrel ilncludeld iln thel relse larch qualilfi lcatilons. The l data analysils 

telchni lquel i lnvolveld an analysils te lchni lquel wi lth thel Gle ljse lr telst system (Riyanto & Hatmawan, 

2020). 

RElSULT AND DIlSCUSSIlON 

 Thel re lsponde lnts i ln thils study i lnvolve ld all elmployelels of the l PT I lndofood Sukse ls 

Makmur Se lmarang Tbk dilvi lsi lon. The l authors di lstri lbuteld que lsti lonnailre ls to 45 re lsponde lnts. 

Base ld on thel que lstilonnai lrel, thel charactelri lstilcs of thel relsponde lnts can bel ilde lntilfi leld baseld on 

ge lndelr, le lngth of work, and last elducatilon. 

Tablel 1. Relsponde lnts’ Charactelri lsti lcs base ld on Ge lndelr 

Gelnde lr                Re lsponde lnts               Pelrcelntage l 

Me ln              34               75,5% 

Womeln              11               24,5% 

Total              45              100% 

Elducati lon               Re lsponde lnts                Pelrcelntage l 
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               E llelmelntary School 

– Juni lor Hi lgh 

School            0              0 

               Se lni lor Hi lgh 

School             14                  31% 

               Di lploma             11                 24% 

               Bachellor – 

Maste lr’s De lgre lel            20                 45% 

Durati lon of Work                Re lsponde lnts                       Pelrcelntage l 

<1 yelar 0 0 

1-5 ye lars 14 31% 

 6-10 ye lars 11 24% 

 >10 yelars 20 45% 

<1 yelar 0 0 

Source l: Quelsti lonnailre l Data 

 Base ld on thel tablel abovel, i lt can bel se leln that thel data on thel charactelri lstilcs of 

re lsponde lnts baseld on gelndelr shows that thelrel we lrel 34 meln relsponde lnts and 11 womeln 

re lsponde lnts, wilth thel calculatilon of malel relsponde lnts havilng a grelatelr pelrcelntagel of 75.5% 

compareld to felmalel relsponde lnts whi lch amounteld to 24.5%. Baseld on thel tablel abovel, ilt can bel 

se le ln that thel data on thel charactelri lsti lcs of the l relsponde lnts base ld on last e lducatilon shows that 

14 peloplel or 31% of thel relsponde lnts studi leld at Selnilor Hi lgh School, 11 elmploye lels wi lth a 

Di lploma (D3) e lducatilon or 24%, and e lmployele ls wi lth a Bache llor's de lgre le l (S1- S2) amounteld 

to 20 pe loplel or 45%. Base ld on the li lr durati lon of work shows that relsponde lnts who have l worke ld 

for 1-5 ye lars arel 14 pe lople l or 31%, e lmployele ls wi lth the l work duratilon of 6-10 ye lars arel 11 

pe loplel or 24%, and elmployele ls wi lth thel work duratilon > 10 yelars amounteld to 20 peloplel or 

45%. 

Thel re lsults of telsti lng thel valildi lty and re llilabilli lty of relse larch ilnstrumelnts usi lng thel SPSS 

applilcatilon can bel se le ln i ln thel followilng tablel: 

Tabell 4. Valildi lty Telst 

Vari lablel R count R tablel De lscri lptilon 

Work Elnvi lronmelnt (X1) 0.841 0,2940 Valild 

Workload (X2) 0.823 0,2940 Valild 

Work Strelss (X3) 0.673 0,2940 Valild 

Turnovelr i lntelnti lon (Y) 0.622 0,2940 Valild 

Source l: Output SPSS, 2023 

 Base ld on thel re lsults of thel valildi lty telst of the l relse larch ilnstrumelnts abovel, ilt can bel se le ln 

that all score ls of work stre lss and compe ltelncy i lnstrumelnt que lsti lons on work pe lrformancel have l 

a valuel of r count ≥ r tablel, i lndi lcatilng all ilnstrumelnts use ld iln thi ls study can bel delclareld as valild. 

Thel output of thel re llilabillilty telst re lsults can be l se leln i ln Tablel 5 as follows: 

Tablel 5. Relli labillilty Telst 

Rellilabi llilty Statilstilcs 

Cronbach's Alpha N of Iltelms 

.844 4 
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Ilt can be l se le ln that from elach varilablel Cronbach's Alpha i ln thi ls study i ls gre late lr than 

0.60. Thus, thel relse larch ilnstrumelnt use ld to melasurel thel re lse larch varilablels can bel sai ld to bel 

re llilablel. 

Thel normalilty telst use ld the l Kolmogorov-Smi lrnov telst. Thel data ils state ld to bel normal ilf the l 

si lgni lfilcant valuel i ls gre late lr than 0,05 at (P>0,05). Conve lrse lly, ilf the l si lgni lfi lcant valuel i ls le lss than 

0,05 at (P <0,05), theln thel data ils stateld to be l abnormal. 

Tablel 6. Data Normalilty Telst 

Onel-Samplel Kolmogorov-Smilrnov Telst 

  Unstandardilzeld 

Relsildual 

N 45 

Normal Parame ltelrsa Melan .0000000 

Std. Delvilatilon 1.41710758 

Most Elxtrelme l Dilffelrelncels Absolutel .139 

Posiltilvel .099 

Nelgatilvel -.139 

Kolmogorov-Smilrnov Z .933 

Asymp. Silg. (2-tailleld) .348 

a. Telst dilstrilbutilon ils Normal. 

 

Tablel 6 shows that the l si lgni lfilcant valuel i ls 0,348 > 0,05. Thus, the l normalilty telst i lt can be l stateld 

that thel re lsi ldual valuels i ln thi ls study are l normally dilstrilbute ld. Thel thre le l thilngs above l show that 

thel re lgre lssi lon modell i ls fe lasi lblel to use l be lcausel i lt mele lts thel normalilty assumptilon. Thel output 

of thel re lsults of multilplel lilne lar relgre lssi lon analysils can bel se le ln iln Tablel 7 be llow: 

 

Tablel 7 Multilplel Li lnelar Analysils 

Coelffilci lelntsa 

Modell 

Unstandardilzeld Coelffi lcilelnts 

Standardilzeld 

Coelffi lcilelnts 

t Si lg. B Std. Elrror Belta 

1 (Constant) 10.337 2.719  3.802 .000 

Work Elnvilronmelnt .467 .134 .867 3.491 .001 

Workload -.563 .248 -.570 -2.272 .028 

Work Strelss .445 .149 .419 2.992 .005 

a. Delpelndelnt Varilablel: Turnovelr Ilntelntilon    

 

 Tablel 8 shows a re lgre lssi lon of a posi lti lve l constant of 2,719, whi lch melans that ilf the lrel are l 

no work e lnvi lronmelnt varilablels, workload and work stre lss (X), the ln thel turnovelr i lntelntilon 

varilablel (Y) kele lps at a constant valuel of 2,719. Thel work elnvi lronmelnt (X1) shows a coelffi lcile lnt 

valuel of 0,467. Ilt melans that ilf thel work elnvi lronmelnt varilablel (X1) ilncrelase ls, the l turnovelr 

i lntelntilon vari lablel (Y) wi lll also i lncrelase l. Workload (X2) shows a coe lffi lcile lnt valuel of -0,563, 

whi lch melans that ilf the l workload varilable l (X2) ilncre lasels, the l turnovelr i lntelntilon varilablel (Y) 
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wi lll delcrelase l. Work Strelss (X1) shows a coelffi lcile lnt valuel of 0,445 melanilng that ilf thel work 

stre lss vari lablel (X1) i lncrelasels, the l turnovelr i lntelntilon vari lablel (Y) wi lll also ilncre lasel. 

 Thel partilal t-telst was carri leld out to deltelrmi lnel the l partilal elffe lct beltwele ln thel i lnde lpelnde lnt 

varilablels, name lly work e lnvi lronmelnt, workload, and work stre lss (X) wi lth the l de lpelnde lnt 

varilablel of turnovelr i lntelnti lon (Y). 

Tabell 8. T-telst (Partilal) 

Coelffilci lelntsa 

Modell 

Unstandardilzeld Coelffi lcilelnts 

Standardilzeld 

Coelffi lcilelnts 

t Si lg. B Std. Elrror Belta 

1 (Constant) 10.337 2.719  3.802 .000 

Work Elnvilronmelnt .467 .134 .867 3.491 .001 

Workload -.563 .248 -.570 -2.272 .028 

Work Strelss .445 .149 .419 2.992 .005 

 

 Base ld on Tablel 8, i lt can be l se le ln that thel te lst re lsults obtailne ld by t-count of 2.01954 wi lth 

a t-tablel valuel of 3.491. Thus, thel t-count < t-tablel or 2.01954 < 3.491 and a silgni lfi lcance l 

valuel of 0,001 < 0,05. I lt can bel concludeld that Ha1 ils accelpteld, whi lch melans that thelre l ils an 

i lnfluelncel be ltwele ln work e lnvi lronmelnt varilablel (X) and turnovelr i lntelntilon vari lablel (Y). 

  More love lr, thel te lst re lsults obtailne ld t-count of 2.01954 wi lth a t-tablel valuel of -2.272, 

whi lch melans that thel t-count valuel < t-tablel or 2.01954 > -2.272 and a silgni lfilcance l valuel of 

0.028 <0.05. Thus, i lt can bel concludeld that Ha2 ils accelpteld, whi lch melans that thelrel i ls an e lffelct 

of thel workload varilablel (X) on thel turnove lr ilntelnti lon varilablel (Y). Belsi lde ls, thel telst re lsults 

obtailne ld t-count of 2.01954 wilth a t-tablel valuel of 2.992. Thus, thel t-count < t-tablel or 2.01954 

< 2.992 and a si lgnilfi lcancel valuel of 0.005 < 0.05. Ilt can bel concludeld that Ha3 ils accelpteld, whi lch 

melans that thelre l i ls an i lnflue lncel be ltwe le ln work stre lss vari lablel (X) and turnove lr i lntelnti lon vari lablel 

(Y). 

  Thel F te lst i ls use ld to delte lrmilne l thel i lnfluelncel of the l ilnde lpe lndelnt varilablels, namelly work 

e lnvilronme lnt, workload, and work strelss (X) on the l de lpe lnde lnt varilablel, namelly turnovelr 

i lntelntilon (Y). Table l 10 be llow shows the l output of thel re lsults of multi lplel re lgre lssi lon analysils 

whi lch shows the l valuel of thel F-te lst as follows: 

Tablel 9. F-telst (Si lmultanelous) 

ANOVAb 

Modell Sum of Squarels df Melan Squarel F Si lg. 

1 Relgrelssilon 92.439 3 30.813 14.298 .000a 

Relsildual 88.361 41 2.155   

Total 180.800 44    

a. Preldilctors: (Constant), Workstrelss, Work Elnvilronmelnt, Workload  

b. Delpelndelnt Varilablel: Turnovelr Ilntelntilon    

 

From thel re lsults of the l F-telst i ln Tablel 9 above l, ilt i ls obtailne ld that thel f-count valuel i ls 14.298, 

wi lth an f-tablel i ls 2.83. Si lncel the l f-count valuel of 14.298 > 2.83, and thel si lgnilfi lcancel valuel i ls 

0,000 < 0,05, the l H03 hypothe lsi ls i ls re lje lcteld, and the l altelrnatilve l hypothelsi ls Ha3 i ls accelpteld. 
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Thelre lforel, thel work e lnvilronme lnt, workload, and work stre lss varilablels (X) collelctilve lly 

si lgni lfilcantly ilnfluelncel thel turnove lr ilnte lntilon varilablel. 

Thel re lsults of de ltelrmilnatilon coelffi lcile lnt analysils can be l se leln i ln Tablel 11 be llow: 

Tabell 10. Coelffi lcile lnt of Delte lrmilnatilon 

Mode ll Summary 

Modell R R Squarel Adjusteld R Squarel 

Std. Elrror of thel 

Elstilmatel 

1 .715a .511 .476 1.46804 

a. Preldilctors: (Constant), StrelsKelrja, Li lngkunganKelrja, Be lbanKelrja 

 

Base ld on Tablel 10, ilt ils known that thel Adjusteld R Square l valuel i ls 0,476 (44,6%). Thils me lans 

that 47,6% of thel work e lnvi lronmelnt, workload, and work stre lss vari lablels can i lnflue lncel the l 

turnovelr i lnte lntilon vari lablel, whi lle l thel re lmailni lng 52,4% i ls e lxplai lne ld by othe lr vari lable ls and not 

e lxamilneld i ln thils study, such as work moti lvatilon and work di lscilpli lnel. 

 Based on the results of the study, which stated that the work environment, workload, 

and work stress influence turnover intention, it is better for PT Indofood Sukses Makmur Tbk 

Semarang to be able to control employee stress levels to reduce turnover intention; this can be 

done by paying attention to the workload that is given with the time given to complete the work, 

there are variations in the assignment of work because employees tend to feel bored when given 

work that is specific and narrow. PT Indofood Sukses Makmur Tbk Semarang is also advised 

to provide awards to employees who have done their job well; the suitability of the salary and 

workload must also be considered properly so that employee job satisfaction remains high. 

These things can control the level of work stress and keep employee satisfaction high, indirectly 

preventing employees from wanting to leave PT Indofood Sukses Makmur Tbk Semarang and 

look for work elsewhere. This research results, which show that supervisor support, 

organizational commitment, and workload partially affect turnover intention, and supervisor 

support, corporate obligation, and workload simultaneously significantly impact turnover 

intention (Buulolo & Ratnasari, 2020). 

 A good work environment is an environment that can support smooth work so that 

results can be maximized and optimal. Conversely, a bad work environment can reduce work 

motivation, so work is not completed effectively(Nitisemito, 2018). In addition, the work 

environment can be defined as a place or condition that allows various company activities to 

occur (Suastini et al., 2016). Work environment factors are among the most critical factors to 

consider in achieving company goals. Even though new technology supports a company, the 

work environment could be more comfortable, then efforts to achieve company goals can be 

improved. Research conducted bySabuhari (2021); Kristin & Lawita (2022) and Aditya et al 

(2021) produced a positive relationship between the work environment and turnover intention. 

CONCLUSIlON 

 Thel conclusilon iln thi ls study ilndi lcatels that thelre l arel somel ilnflue lncels be ltwele ln thel work 

e lnvilronme lnt varilablel (X), workload vari lablel (X2), and workload (X3) on the l turnove lr i lntelnti lon 

varilablel (Y). The l relse larchelrs sugge lst that PT I lndofood Sukse ls Makmur Tbk Selmarang must 

mailntailn and always conce lrn about how much thel work elnvi lronmelnt and job satilsfactilon fellt 

by e lmployele ls at thel company. Thel work e lnvilronmelnt must bel consi lstelntly we lll-mailntailne ld 

and relgularly to do mailntelnancel whi llel foste lrilng good worki lng re llatilonshi lps and coope lratilon 
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among delpartmelnts and ilndi lvi lduals. Failrne lss should be l uphelld, elspe lci lally iln telrms of worki lng 

hours, salarile ls, and compelnsatilon gi lveln to elmployelels. The l salary relceli lve ld must bel i ln 

accordancel wi lth the l e lffort gilve ln by e lmploye lels to the l company, adjusteld to the l e lducati lon, status, 

dutile ls, re lsponsi lbi lli ltile ls, and posi ltilons of the lse l elmployele ls. The implications of this research are 

expected to control work stress levels and maintain high employee satisfaction, which can 

indirectly prevent employees from wanting to leave PT Indofood Sukses Makmur Tbk 

Semarang and look for work elsewhere. The limitations of this study are studies that use the 

independent variables of work environment, work stress, and workload, while the dependent 

variable is turnover intention. Future research to research other factors that can affect employee 

turnover intention besides work stress. 
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