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1. Introduction

Business development in Indonesia and even in the world is becoming increasingly rapid. Organizations
without management will find it difficult to achieve common goals. One important part of management is
human resource management. This science is used to organize, manage and even control human resources in
an organization so that they can carry out their duties properly.

According to (N. K. Suryani & FoEh, 2019) Human Resource Management is the process of conveying
organizational goals through utilizing humans or people contained in it so as to create order and order among
fellow humans who are interconnected and become beauty in the organization.

Hospital employees play an important role in providing medical, treatment, and rehabilitation services
to patients. In this context, employee loyalty becomes a crucial aspect to ensure continuity and stability in
health services. The presence of loyal and dedicated employees not only improves service quality but also
creates a positive work environment. Therefore, reducing turnover intention needs to be a key focus, given
that employee fluctuation can be detrimental to hospital performance, productivity and reputation. As such,
strategies and policies that support employee loyalty, professionalism and ethos are crucial investments for
the success and sustainability of hospital operations.

To support such cooperation requires a high work ethic and a great sense of responsibility. In addition,
employees with high religiosity will also have an impact on how these employees work well as commanded
by Allah in QS At Taubah verse 105 which means "And Say: "Work, then Allah and His Messenger and the
believers will see your work, and you will be returned to (Allah) Who knows the unseen and the real, then
He will tell you what you have done."
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However, not all hospital employees have high religiosity and work ethic. Some employees may feel
dissatisfied, depressed, or uncomfortable with their work environment. This can lead to turnover intention,
which can disrupt the quality of hospital services. The following is data on employees who resigned from
2021-2023 at Private Hospital X in Central Java Province.

Table 1. Number of Resigns per Year

Year Number

2021 17
2022 17
2023 24

Source: HR Hospital X

Based on Table I data on the number of employees who resigned over the past few years, in 2021 and
2022, the number of resignations remained stable at 17 people per year, but there was a significant spike in
2023, reaching 24 people. This increase indicates potential problems that need to be taken seriously, such as
possible problems in the work environment or lack of career development.

The work environment is something that is around the employee that can affect him in carrying out the
work given (Kholilah et al., 2024) The Physical Work Environment according to (Masruro & Musoli, 2022)
is all physical conditions around the workplace that can affect employees either directly or indirectly.

In addition to the work environment, religiosity and work ethic may be able to influence employees in
the desire to leave the company. According to (Rozikan & Zakiy, 2019) Religiosity is a form of religious
aspect that has been lived by individuals in the heart. The meaning of religiosity is described in several aspects
that must be fulfilled as instructions on how to live life correctly so that humans can achieve happiness in this
world and the hereafter.

Work Ethic includes moral principles and norms that must be followed by workers and business owners
so that economic activities and work achieve a level of justice, blessing, and sustainability. According to
(Fitriana, 2019) Work ethics are often defined as an attitude or fundamental view held by a person to improve
the quality of work so that it can affect the achievement of the best performance in a job.

Literature Review

2.1.Religiosity

According to (Mahudin et al., 2016) Religiosity is a "way of life" that shapes followers' views of the
world and value systems, which have an impact on beliefs and habits. Religiosity includes psychological,
social, and cultural dimensions that shape individual religious beliefs, values, and practices. According to
Religiosity is divided into 3 dimensional aspects, namely aspects of Faith, Islam and Thsan.
2.2.Work Environment

The work environment according to (Afandi, 2016) is a social, psychological and physical life in a
company that affects workers in carrying out their duties. According to (Sari & Anitra,2023) The physical
work environment includes comfort and safety around the workplace such as chairs, tables, lighting, air
circulation in accordance with standard needs, while the non-physical work environment such as good
relations between employees and employees, employees with superiors and with subordinates While aspects
of the work environment are work services, working conditions and employee relations.
2.3.Work Ethic

Islamic Work Ethic is the character and habits of humans regarding work, emanating from the Islamic
faith /aqidah system which is a fundamental life attitude towards Him (Asifudin, 2003; Rozikan & Zakiy,
2019) Work Ethic includes moral principles and norms that must be followed by workers and business owners
so that economic activities and work reach the level of justice, blessing, and sustainability. Indicators of work
ethic indicators are active and like to work, passionate and frugal, persistent and professional, efficient and
imaginative, honest, disciplined and responsible, independent.
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2.4.Trunover Intention

Turnover Intention according to (Bothma & Roodt, 2013; Hanida, 2022) is an attitudinal tendency where
employees have a desire to leave the organization or resign consciously / voluntarily and intentionally from
the organization in the presence of certain reasons. Employee retention is considered a pressing human
resource issue and consequently much has been published on this subject. Turnover Intention Scale - 6 is
composed of one dimensional construct or one aspect which is unidimensional - Turnover Intention. In this
case, the Turnover Intention Scale with 6 items only captures 1 aspect. Turnover Intention is a conscious and
planned desire to leave the organization.

Based on the discussion above, the research hypothesis is formulated as follows:

HI1 : Religiosity Has a Positive and Significant Effect on Work Ethic

H2 : Religiosity Has a Positive and Significant Effect on Turnover Intention

H3 : Work Environment Has a Positive and Significant Effect on Work Ethic

H4 : Work Environment has a Negative and Significant Effect on Turnover Intention

HS5 : Work Ethic has a Negative and Significant Effect on Turnover Intention

H6 : Work Ethic Mediates the Effect of Religiosity on Turnover Intention

H7 : Work Ethic Mediates the Effect of Work Environment on Turnover Intention

Religiusitas
(X1)

Turnover
Intention (Y

Lingkungan
Kerja (X2) H4

Figure 1. Framework of Thought

Research Methods

This type of research is quantitative research to research certain populations or samples, data collection
using research instruments, data analysis is quantitative or statistical, with the aim of testing predetermined
hypotheses. The variables used are Religiosity (X1), Work Environment (X2), Work Ethic (Z) and Turnover
Intention (Y). This research was conducted at one of the Private Hospitals located in Central Java Province.

The population in this study amounted to 499 employees. Furthermore, it is focused on certain criteria
and sample calculation is carried out using the Slovin formula with an error rate of 5% so that a sample size
of 111 employees is obtained. The data used in this study are primary data obtained from respondents' answers
to the questionnaires distributed. The instrument measurement scale in this study is a Likert scale.

Instrument test using validity test and reliability test. The data analysis techniques used are the
Assumption Test, multiple linear regression test, coefficient of determination test, Hypothesis Test and finally
the Mediation Test using the Process macro 4.2 test by Hayes.
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4. Results And Discussion

4.1.Results
Validation Test

(Istanuroaini Habibah, et.al)

Based on the validity test results in Table 2, all instruments used in the statement items in this study
are declared valid because all instrument items have a significance value <0.05 so it can be concluded

that the data can be continued to the next testing stage.

Table 2 Validity Test
Variable Indicator Sig Sig data Ket
Religiosity X1.1 0,05 0,00 Valid
XD X1.2 0,05 0,00 Valid
X1.3 0,05 0,00 Valid
X1.4 0,05 0,00 Valid
X1.5 0,05 0,00 Valid
X1.6 0,05 0,00 Valid
X1.7 0,05 0,00 Valid
X1.8 0,05 0,00 Valid
X1.9 0,05 0,00 Valid
X1.10 0,05 0,00 Valid
Environment  X2.1 0,05 0,00 Valid
Work (X2) X2.2 0,05 0,00 Valid
X2.3 0,05 0,00 Valid
X2.4 0,05 0,00 Valid
X2.5 0,05 0,00 Valid
X2.6 0,05 0,00 Valid
Work Ethic Z.1 0,05 0,00 Valid
2} Z2 0,05 0,00 Valid
Z3 0,05 0,00 Valid
z4 0,05 0,00 Valid
Z5 0,05 0,00 Valid
7.6 0,05 0,00 Valid
Turnover Y.1 0,05 0,00 Valid
Intention Y.2 0,05 0,00 Valid
Y) Y.3 0,05 0,00 Valid
Y.4 0,05 0,00 Valid
Y5 0,05 0,00 Valid
Y.6 0,05 0,00 Valid

Source: Data processing, 2024

Reliability Test

Based on the reliability test in Table 3, it shows that all indicators of each statement item in this
study can be said to be reliable and can be trusted as a variable measuring instrument, because all the

indicators used have a Cronbach Alpha value> 0, 70.
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Variable Cronbach  Reliability ~ Descriptio
Alpha Standard n
Religiosit .
S 0,915 0,07 Reliable
(X1)
Work
Environme 0,811 0,07 Reliable
nt (X2)
rk Ethi .
Work Ethic 914 0,07 Reliable
2)
Turnover
Intention 0,774 0,07 Reliable
(Y)
Source: By Data, 2024
Respondent Characteristics
Number of Percenta
Description Criteria Responden N g
ts
Job Title a. Nurse 72 64,9%
b.  Rehabilitatio
n 6 5,4%
c.  Pharmacy 19 17,1%
d.  Midwife 3 2,7%
€. Laboratory 5 4.5%
f.  Radiology 6 5,4%
Total 111 100%
Gender a. Female 68 61,3%
b. Male 43 48,7%
Total 111 100%
Employment
Status a.  Permanent 11 100%
Total 111 100%
Length of a. More than
Service 24 months 111 100%
Total 111 100%
Age a. 18-25 years
old 8 7,2%
b. 26-40 years
old 100 90,1%
c. 41-60 years
old 3 2,7%
Total 111 100%

Source: Data Processing, 2024

Multiple Linear Regression Analysis

The results of multiple linear regression analysis can be seen from Table 4 below:

Table 4 Multiple Linear Regression Analysis

Unstandardized Standardized
Model Coefficients Coefficients
B Std. Error Beta
(Constant)  26.370 2.495
Religiosity .028 .080 .043
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Work -.281 135 -.270
Environme

nt

Work Ethic =277 126 -.302

Source: Data Processing, 2024

Then it can be arranged into a multiple linear regression equation as follows:
Y =26.370 + 0.028 X 1-0.281 X 2-0.277 Z + ¢

The constant value is 26.370, indicating that if Religiousness, Work Environment and Work Ethic are 0,
then Turnover Intention will be 26.370. The religiosity regression coefficient is 0.028 (positive) which means that
if religiosity increases, turnover intention will increase. The Work Environment regression coefficient is 0.281
(negative) which means that if the work environment increases, the level of turnover intention will decrease. The
Work Ethic regression coefficient is 0.277 (negative) which means that if the work ethic increases, the level of
turnover intention will decrease.

Partial Test (t Test)

According to (Ghozali, 2018) Partial test basically shows how far the influence of one independent variable
individually in explaining the variation in the dependent variable.

Religiosity on Work Ethic
Table 5 Religiosity t test on Work Ethic

Unstandardized Standardized
Coefficients Coefficients
Sig.
Std.
Model B Error Beta t
(Constant) 3200 2114 1.514 133
Religiosity 501 .049 701 10.261 .000

a. Dependent Variable: Work Ethic

Source: Data Processing, 2024

Based on the calculation of the value of t count> t table. T table can be seen in the statistical table at a
significance of 0.05/2 = 0.025 with degrees of freedom df =n-2 or 111-2 = 109, the results obtained for t table are
1.981. Based on this data, it shows that the significance value of the effect of Religiosity (X1) on Work Ethic (Z)
is 0.000 <0.05 and the calculated t value is 10.261> 1.981. This means that there is a positive and significant
influence of Religiosity on Work Ethic.

Religiosity on Turnover Intention

Table 6 Religiosity t test on Turnover Intention

Unstandardized Standardize
. d
Coefficients Coeffici
Model oefficients t Sig.
Std.
B Error Beta
23.55 2.54 0.00
(Constant) 3 3 9.247 0
Religiosity 0.05 - 0.00
-.226 9 -.346 3847 0

a. Dependent Variable: Turnover Intention
Source: Data Processing, 2024

Based on the calculation of the value of t count> t table. T table can be seen in the statistical table at a
significance of 0.05/2 = 0.025 with degrees of freedom df =n-2 or 111-2 = 109, the results obtained for t table are
1.981. Based on these data, the significance value of the effect of religiosity (X1) on turnover intention (Y) is
0.000 <0.05 and the value of t count -3.847 <1.981. This means that there is a negative and significant effect of
religiosity on turnover intention.

Journal of Innovation, Business Management and Entrepreneurship

27



Work Environment on Work Ethic

Table 7 Work Environment t test on Work Ethic

(Istanuroaini Habibah, et.al)

Unstandardize Standgrdue
d Coefficients Coeffici
Model oefficients ¢ Sig.
Std.
B Error Beta
(Constant)  4.050  1.804 2245 .0;
Work
Environme .842 .073 742 1 1.53 ,08
nt

a. Dependent Variable: Work Ethic

Source: Data Processing, 2024

Based on the calculation of the value of t count> t table. T table can be seen in the statistical table at a
significance of 0.05/2 = 0.025 with degrees of freedom df =n-2 or 111-2 = 109, the results obtained for t table are
1.981. Based on these data, the significant value of the effect of Work Environment (X2) on Work Ethic (Z) is
0.000 <0.05 and the t value is 11.567> 1.981. This means that there is a positive and significant influence of the

work environment on Work Ethic.

Work Environment on Turnover Intention

Table 8 Working Environment T test on Turnover Intention

Standardize

Unstandardized
. d
Coefficients Cocffici
Model oefficients t Sig.
Std.

B Error Beta
25.73 2.18 11.80 0.00
(Constant) 9 1 0 0
Work 0.00
Environme -.485 .088 -467  -5.508 0

nt

a. Dependent Variable: Turnover Intention
Source: Data Processing, 2024

Based on the calculation of the value of t count> t table. T table can be seen in the statistical table at a
significance of 0.05/2 = 0.025 with degrees of freedom df =n-2 or 111-2 = 109, the results obtained for t table are
1.981. Based on this data, the significance value of the effect of the work environment (X2) on turnover intention
(Y) is 0.000 <0.05 and the calculated t value is -5.508 <1.981. This means that there is a negative and significant
influence of the work environment on furnover intention.

Work Ethic on Turnover Intention

Table 9 Work Ethic T test on Turnover Intention

Standardize

Unstandardized
. d
Coefficients Coeffici
Model oethictents ¢ Sig.
Std.
B Error Beta
24.54 1.93 12.69 0.00
(Constant) 5 3 3 0
Work 0.00
Environme -.433 .077 -473  -5.604 ’ 0
nt

a. Dependent Variable: Turnover Intention

Source: Data Processing, 2024

Journal of Innovation, Business Management and Entrepreneurship

28



(Istanuroaini Habibah, et.al)

Based on the calculation of the value of t count> t table. T table can be seen in the statistical table at a
significance of 0.05/2 = 0.025 with degrees of freedom df =n-2 or 111-2 = 109, the results obtained for t table are
1.981. Based on these data, the significant value of the effect of work environment (X2) on turnover intention (Y)
is 0.000 <0.05 and the calculated t value is -5.604 <1.981. This means that there is a negative and significant effect
of Work Ethic on turnover intention.

Coefficient of Determination

The coefficient of determination is used to measure how far the model's ability to explain variations in the
independent variable.

Table 10 Coefficient of Determination

Mode R R Adjusted  Std. Error
1 Square R Square of the
Estimate
1 .504* 254 233 2.846

Source: Data Processing, 2024

Based on the results of the R Square test in the table above, the amount of R Square is 0.254. This means
that the variables of Religiosity, Work Environment and Work Ethic can explain Turnover Intention in medical
personnel at Hospital X by 25.4%, while the remaining (100% - 25.4% = 74.6%) 74.6% is explained by other
factors from outside this study.

Mediation Test

Mediation test or mediator role test is a test conducted to measure the level of influence of variable Z in
mediating variables X and Y. If the range of BootLLCI and BootULCI values does not include the value of zero,
the estimate is significant, and the mediation effect occurs. In the research of Shah & Handrito (2022) states that
if BootLLCI and BootULCI do not include the value of zero (0), it can be concluded that the mediation effect
occurs.

Religiosity - Work Ethic - Turnover Intention
Table 11 Mediation Test of Religiosity

Indirect effect(s) of X on Y:

Effect BootSE BootLLCI BootULCI

TOTAL_Z -.2080 .0592 -.3275 -.0961

Completely standardized indirect effect(s) of X on Y:

Effect BootSE BootLLCI BootULCI

TOTAL_Z -.3177 .0905 -.5045 -.1460
Source: Data Processing, 2024

Based on the data above, it can be explained that the interpretation shows that the BootLLCI and BootULCI
values do not include the value 0, with the results of -0.3275 in the BootLLCI value and -0.0961 in the BootULCI
value. In other words, it can be explained that the Work Ethic variable can mediate the effect of Religiosity on
Turnover Intention.

Work Environment - Work Ethic - Turnover Intention
Table 12 Mediation Test of Work Environment

Indirect effect(s) of X on Y:

Effect BootSE BootLLCI BootULCI

TOTAL_Z -2176 .0859 -.3951 -.0617

Completely standardized indirect effect(s) of X on Y:

Effect BootSE BootLLCI BootULCI

TOTAL_Z -.2093 .0807 -.3753 -.0602

Source: Data Processing, 2024
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Based on the data above, it can be explained that the interpretation shows that the BootLLCI and BootULCI
values do not include the value 0, with the results of -0.3951 in the BootLLCI value and -0.0617 in the BootULCI
value. In other words, it can be explained that the Work Ethic variable can mediate the effect of the Work
Environment on Turnover Intention.

4.2. Discussion

The first hypothesis proposed in this study is that religiosity has a positive and significant effect on work
ethics. The T test results show the religiosity variable shows 0.000. These results are in line with (Budi, 2020;
Febriyanti, 2022) show that religiosity has a positive and significant effect on work ethic or in other words the
first hypothesis (H1) is accepted. This means that if religiosity is high, the Work Ethic of medical personnel at
Hospital X increases, and vice versa.

Based on the characteristics of respondents regarding age range, respondents have ages ranging from 18 to
60 years. At the age of 18 people are said to be mature and can start working. People who have grown up usually
have good religious attitudes in themselves. Religiosity has a good impact on all aspects, not only in work but
even in daily human life. In this condition, it shows that medical personnel at Hospital X have very good religiosity
in their company. Employees with high religious attitudes can show a positive attitude towards the work they are
responsible for. Employees with a high level of religiosity usually have a good behavioral habit by doing the work
that has been approved to be their responsibility. And we have a good relationship to help each other. With this is
one that can realize the goals of an organization in developing and establishing the religiosity of employees. A
person can maximize the progress of Work Ethic, without feeling burdened with work as his responsibility.

The second hypothesis proposed in this study is that religiosity has a positive and significant effect on
turnover intention. The T test results show the religiosity variable shows 0.000. These results are in line with
(Fachrurrozi, 2024; Kusuma, 2023) which shows that it has a negative and significant effect on Turnover Intention
or in other words the second hypothesis (H2) is rejected. This means that if the level of religiosity is high, the
turnover intention of medical personnel at Hospital X will decrease, and vice versa.

Based on the gender of the respondents in this study, it cannot be confirmed that male or female respondents
have better religiosity. Basically, religiosity is owned by everyone without exception, because religiosity itself
will be embedded with age and the support of the surrounding environment. People who have high religiosity will
always in doing all actions pay attention to the good and bad. Thus, people who have high religious status will
like to be in a religious environment, one of which is in Hospital X. Employees, especially medical personnel at
Hospital X, will feel comfortable and peaceful if they have a high level of religiosity so that the level of desire to
leave will decrease.

The third hypothesis proposed in this study is that the Work Environment has a Significant Positive Effect
on Work Ethic. The T test results show the Work Environment variable shows 0.000. These results are in line
with (Jazil, 2021; Muliyani, 2019; F. D. Suryani & Aji, 2020) shows that it has a positive and significant effect
on Work Ethic or in other words the third hypothesis (H3) is accepted. This means that if the level of work
environment is high, the work ethic of medical personnel at Hospital X will increase, and vice versa.

Based on the characteristics of respondents based on age range, most respondents are between 26 and 40
years old. This age is a productive age at work so that most employees, especially medical personnel at Hospital
X, have equal enthusiasm and enthusiasm for work. This will provide comfort and security for the work
environment so that performance between employees will be well established. Also supported by the Work Ethic
that has been built since employees decided to join Hospital X provides encouragement to always do good and be
responsible at work so as to create a positive work environment. In the end, a good work environment will
encourage the Work Ethic owned by employees, especially medical personnel at Hospital X, to increase.

The fourth hypothesis proposed in this study is that the work environment has a negative and significant
effect on Turnover Intention. The T test results show the Work Environment variable shows 0.000. These results
are in line with (Kristin et al., 2022; Putri & Irfani, 2020; Taufik, 2022) show that it has a negative and significant
effect on Turnover Intention or in other words the fourth hypothesis (H4) is accepted. This means that if the level
of work environment is good, the turnover intention of medical personnel at Hospital X will decrease, and vice
versa.

Based on the characteristics of respondents based on age range, 90.1% of respondents are aged 26 years to
40 years. Most respondents have an age that is not far adrift from each other so that they are able to create a safe,
comfortable and happy work atmosphere. With a pleasant work environment, it will increase morale and also be
able to establish emotional relationships between employees well and can even foster a great sense of kinship, so
that this can reduce the level of desire of employees to leave work.

The fifth hypothesis proposed in this study is that Work Ethic has a Negative and Significant Effect on
Turnover Intention. The T test results show the Work Ethic variable show 0.000. The results of the Test are in
line with (Maharani, 2019) shows that the Work Ethic Variable affects Turnover Intention negatively and
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significantly or in other words the fourth hypothesis (HS) is accepted. This means that if the level of work ethic
is high, the level of turnover intention in medical personnel at Hospital X will decrease, and vice versa....

Based on the characteristics of respondents regarding length of service, all respondents have more than 2
years or 24 months of service. With long enough tenure, the work ethic of employees, especially medical personnel
at Hospital X, will be even greater. Work Ethic at Hospital X is not a difficult thing to do because basically the
existing Work Ethic is in accordance with the norms that apply in daily life. That way, the existence of Work
Ethic will guide employees, especially medical personnel, to always behave well and responsibly. This will
improve employee performance to reduce the level of turnover intention in Hospital X.

The sixth hypothesis proposed in this study is that Work Ethic Mediates the Effect of Religiosity on
Turnover Intention. From the analysis above, the bootstrap unstandardized indirect effect value is -0.2080 and the
95% confidence interval (CI) ranges from -0.3275 to -0.0961. Since zero is not included in the 95% confidence
interval range, it can be concluded that there is a significant indirect effect of religiosity on turnover intention
through Work Ethic. With good religiosity and supported by a high level of Work Ethic, the level of desire to
leave the job of employees, especially medical personnel at Hospital X will be reduced.

The seventh hypothesis proposed in this study is Work Environment Mediates the Effect of Religiosity on
Turnover Intention From the results of the analysis above, the bootstrap unstandardized indirect effect value is -
0.2176 and the 95% confidence interval (CI) ranges from -0.3951 to -0.617. Since zero is not included in the 95%
confidence interval range, it can be concluded that there is a significant indirect effect of work environment on
turnover intention through Work Ethic. A good, safe and comfortable work environment and supported by a good
Work Ethic can reduce the level of turnover intention in employees, especially medical personnel at Hospital X.

5. Conclusion and Suggestion

Conclusion

Religiosity has a positive and significant effect on Work Ethic. This means that if religiosity is high, the
Work Ethic of medical personnel at Hospital X increases, and vice versa. Religiosity has a significant negative
effect on Turnover Intention. This means that if the level of religiosity is high, the turnover intention of medical
personnel at Hospital X decreases, and vice versa. Work Environment has a Significant Positive effect on Work
Ethic. This means that if the level of work environment is high, the Work Ethic of medical personnel at Hospital
X increases, and vice versa. The work environment has a Significant Negative effect on Turnover Intention. This
means that if the level of the work environment is high, the turnover intention of medical personnel at Hospital X
decreases, and vice versa. Work Ethic has a significant negative effect on Turnover Intention. This means that if
the level of work ethic is high, the level of turnover intention in medical personnel at Hospital X decreases, and
vice versa. From the results of the analysis, it is concluded that there is a significant indirect effect of religiosity
on turnover intention through Work Ethic. From the results of the analysis, it is concluded that there is a significant
indirect effect of work environment on turnover intention through Work Ethic.

Suggestion

Based on the results of this study, it is hoped that X Hospital Medical Personnel will be able to maintain
and improve Religiosity and a good Work Ethic in themselves so that the implication is that employee performance
will increase and can maintain and improve the Work Environment by creating a pleasant and comfortable
atmosphere in carrying out all activities. For future researchers, hopefully in the future they can develop more
variables related to this research or use other variables as mediation so that there will be more other factors that
can affect turnover intention.
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