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Abstract 
Graduates are a crucial human resource for any organization. They are often seen as a semi-
skilled workforce ready to be deployed in organizational operations. Although graduate 
employability rates are reported to be high, the opposite is true in the field. High job turnover 
rates persist among graduates. At the same time, graduates must also compete with 
experienced individuals in the job market since the end of the COVID-19 pandemic. The 
competition for jobs in the current labour market is not easy for graduates. This directly poses 
challenges for both organizations and graduates. Various factors are seen to influence this 
occurrence. Among the identified factors are personality factors and job stress. Therefore, 
this study aims to identify the influence of personality factors and job stress on the intention 
to turnover among graduates. A quantitative cross-sectional survey design was used in this 
study through the distribution of questionnaires. A total of 345 respondents from the Perak 
region were involved in this study. The results of the study revealed a significant influence 
between several personality traits, such as conscientiousness and emotional stability on 
turnover intention among graduates. Job stress factors also showed a significant influence on 
the intention to turnover among graduates, especially the factor of workload. This study 
contributes to a clearer understanding of the intention to turnover among graduates. The 
research findings will provide valuable insights for organizations to develop targeted 
retention strategies, and graduates can also navigate their early career paths. 
Keywords: Graduates, Personality, Work Stress, Turnover Intentions. 
 
Introduction 
Today, the world is experiencing various drastic issues and changes since the onset of the 
Covid-19 pandemic. Economic uncertainty, technological revolution hurdles, the adoption of 
new norms, and high unemployment rates among graduates are key current concerns. 
Various efforts are being undertaken by the government, in collaboration with the private 
sector, to address these issues. Graduates are an extremely valuable and important asset for 
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any country. They also constitute a critical human resource in ensuring the smooth operation 
of organizations.  Human resources can be defined as a group of individuals forming the 
workforce of an organization, business sector, or a country's economy (Pravin Durai, 2012). 
To remain competitive in addressing today's economic challenges, organizations must 
practice strategic human resource management. This approach not only attracts talent from 
the labour market but also ensures the retention of existing talent within the organization 
(Jean Phillips & Stanley Gully, 2015). In Malaysia, economic activity has generally increased 
post-pandemic. According to the Department of Statistics Malaysia (DOSM), the national 
economy is projected to grow by up to 5% by the end of 2024. Typically, an expanding 
economy promises an increase in job opportunities. 
 
The National Graduate Employability Blueprint 2012–2017 defines employability as the ability 
to be marketed within the industry, demonstrating competency to secure and sustain suitable 
employment (Ministry of Higher Education, 2023). According to the graduate employability 
report by the Ministry of Higher Education (MOHE) in 2023, the employability rate of local 
graduates reached 90.2% (204,452 graduates) in 2022 out of a total of 295,962 graduates 
produced. This indicates that more than 90% of graduates were able to secure employment 
across all levels of education. However, the employability rate for first-degree graduates from 
public and private institutions was moderate, at 78.0%. A total of 91,510 first-degree local 
graduates were still unable to find employment, with 72.7% (148,598 graduates) working in 
the private sector. 
 
Despite the country's growing economy, graduate unemployment and employability remain 
central topics of discussion among the government and relevant stakeholders, including 
industry owners. Employers have voiced challenges in recruiting graduates, particularly fresh 
ones (Kosmo, 2023). Additionally, many employers find it difficult to retain employees, 
especially graduates, within their organizations. 
 
Employee retention is vital for ensuring that organizations maintain high-quality human 
resources and sustain competitiveness for future growth (Mahadi et al. 2020). Retention also 
reduces the costs associated with training new employees (Krishna & Garg, 2022). Graduate 
employability is closely linked to the issue of retention, influenced by factors such as 
demographics, individual differences, and physical and mental health (Fukui et al. 2020). 
Demographic factors, such as age and locality, significantly impact both employability and 
retention. For instance, employers tend to prefer hiring workers aged 18–35. Additionally, 
urban areas with ongoing development offer more job opportunities compared to saturated 
regions. Graduates from rural areas face challenges in entering the job market and must 
decide whether to migrate to urban areas or remain in their hometowns (Rahman, 2020). 
Job-hopping behaviour, particularly among fresh graduates, also affects employability rates 
(Islam et al. 2023). Job-hopping refers to frequent transitions between firms, roles, or 
employment statuses, often voluntary or involuntary (Abbasi and Hollman, 2000). Research 
shows that fresh graduates in the private sector are highly prone to job-hopping, influenced 
by factors such as personality traits (Ameirul & Nik Akmal. 2023; Ketkaew et. al. 2020; Roselina 
et. al. 2020) and job stress (Lai Meng Lee et al. 2022; Khalil Omar et. al. 2020). 
 
Personality has a distinctive role in the professional world. Personality is not limited to 
individual traits and behaviour, but job positions and roles in carrying out tasks also have their 
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own required personality. Personality can be referred to as traits or stable characteristics that 
distinguish a person’s behaviour towards the environment, influenced by external and 
internal aspects. According to Schultz and Schultz (2017), personality is the unique 
characteristics of an individual. encompassing lifestyle, beliefs, thought patterns, perceptions, 
habits, attitudes, and character, involving both external and internal aspects. According to 
Allport (1930), personality is the personal character or personal disposition that serves as the 
key to understanding the uniqueness and consistency of an individual's behaviour. Personality 
traits are considered dynamic forces that interact with the environment to determine actions 
or behavioural reactions to situations. 
 
According to Gatewood et al. (2010), there are generally two personality traits relevant to all 
types of jobs: conscientiousness and emotional stability. Furthermore, agreeableness is also 
seen to have a connection with most job types in the professional world. However, this trait 
is not associated with all job types. Most previous studies have proven that one of the factors 
causing turnover behaviour is the mismatch between an individual’s personality and the 
personality requirements of their job (Ketkaew et al. 2020; Roselina et al. 2020). When there 
is a mismatch between individual personality and job personality, this will affect their 
motivation and job satisfaction (Ketkaew et al. 2020; Roselina et al. 2020). Consequently, they 
will choose to engage in turnover behaviour to achieve the job satisfaction they desire. 
 
In addition, differences in personality among the current generation also show tendencies for 
turnover behaviour among graduates (Sakshi et al. 2021). Graduates today also exhibit lower 
emotional stability in the workplace, making them prone to excessive work stress and possibly 
facing burnout in fulfilling their tasks and roles (Sakshi et al. 2021). Graduates with low 
conscientiousness levels also seem to face challenges in the workplace (Sakshi et al. 2021). 
Employees with low conscientiousness levels are also exposed to stress caused by workplace 
rules and standard operating procedures. This makes them lose motivation to carry out their 
tasks and roles, leading to a higher risk of turnover behavior (Vermooten et al. 2019). 
 
The perfectionist attitude also drives employees to be prone to work stress. This attitude not 
only negatively affects the individual but also impacts others in the organization. This 
perfectionist attitude will provoke negative reactions from those around, leading them to 
struggle with the pressure exerted. This may lead them to act by switching to new jobs or 
transferring to other departments with new roles (Sakshi et al. 2021). 
 
Furthermore, a widely discussed factor in previous studies that drives turnover behavior is 
work stress experienced by employees (Lai Meng Lee et al. 2022; Khalil Omar et al. 2020). 
According to Lee and Kim (2020), work stress directly influences turnover intentions. Work 
stress experienced by employees also correlates with other factors such as job satisfaction 
and their performance (Khalil Omar et al. 2020). 
 
Work stress can be understood as a physiological and psychological response in fulfilling job 
demands and workplace conditions, which can negatively affect health, well-being, and 
functionality in meeting job and life demands. Karasek (1979) stated that work stress refers 
to stress arising from the interaction between job demands and job control. Stress occurs 
when individuals cannot meet job demands and fail to manage the situation. Caplan (1987) 
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defined work stress as stress resulting from a mismatch between perceived demands and an 
individual’s ability to meet those demands. 
 
Several factors are identified as sources of work stress. Among them, workload itself (Khalil 
Omar et al. 2020) has a direct influence on experienced stress. This also directly impacts 
employees' intentions to leave their workplace and seek new employment. Besides workload, 
role conflict between work and home responsibilities is also a contributing factor (Lai Meng 
et al. 2022; Khalil Omar et al. 2020: Farradinna et al. 2020). This factor makes it difficult for 
employees to distinguish their roles at home and work, leading to work-related stress. One 
reason for this is that some employees bring work home to complete it or handle urgent tasks 
assigned by employers after office hours. This makes it challenging for them to separate and 
manage their roles at home. 
 
The workplace environment is also a factor contributing to work stress (Rasool et al. 2020). A 
conducive workplace environment ensures employees provide optimal productivity. 
Therefore, the workplace environment should support employees’ required roles. According 
to Rasool et al. (2020), a workplace environment stimulating an employee’s role increases 
their motivation and job satisfaction. However, an unsupportive workplace environment 
contributes to employee stress, decreasing motivation and job satisfaction, which leads to 
turnover intentions (Rasool et al. 2020). 
 
Overall, research on personality among graduates and work stress, as well as their 
relationship with turnover behaviour, has been extensively studied by scholars. However, all 
these factors still lack sufficient empirical data to address the issue of turnover behaviour 
among employees, particularly new graduates. Observations also indicate that previous 
studies focused more on pre-pandemic periods. This may provide a different perspective 
compared to the current job market situation, where the labour market once experienced a 
decline, leading to high unemployment rates. As is well known, the competition to enter the 
labour market after the COVID-19 pandemic presents significant challenges for new 
graduates, who must compete with job candidates possessing high skills and work experience 
(Tahrir et al. 2023; Hisham & Tajuddin, 2022; Li Gih Ni, 2022). 
 
Thus, this study will focus on the main issue of turnover behaviour among graduates. 
Additionally, it will emphasize personality and work stress factors influencing turnover 
behaviour among graduates. 
 
Research Objectives 
In this study, there are two main objectives to be achieved: 
1. Identify the relationship between personality traits and work stress with job-hopping 

intentions among graduates. 
2. Examine the association of personality traits and work stress on job-hopping intentions 

among graduates. 
 
Hypotheses 
The hypotheses examined in this study were developed based on the research problems and 
objectives. The hypotheses are as follows: 
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H1: There is a relationship between personality traits and job stress with turnover intention 
among graduates. 

H2: Personality traits and job stress have an association on turnover intention among 
graduates. 

 
Methodology 
This study employs a cross-sectional survey design using a quantitative approach. The survey 
is conducted through the use of a set of questionnaires to collect the required research data. 
There are three main variables in this study: two independent variables, namely personality 
traits and job stress, and one dependent variable, which is turnover intention. 
 
In total. three measurement tools were utilized to collect the required data. The 
questionnaire used consisted of four sections: Section A: Demographics. Section B: 
Personality Trait Assessment. To measure personality traits, the study employed the shorter 
version of the Big Five Inventory-2 (BFI-2-XS), developed by Soto and John (2017). This tool is 
based on Goldberg's (1993) Five-Factor Model (FFM) of personality. It contains 15 items and 
uses a five-point Likert scale: 1 (Strongly disagree), 2 (Disagree), 3 (Neutral), 4 (Agree), and 5 
(Strongly agree). The reliability of this tool ranges between 0.60 and 0.70. The instrument was 
adapted and translated for this study. 
 
Section C: Job Stress Assessment. The Sources of Stress – The Pressure Management Indicator 
(PMI), developed by Williams and Cooper (1998), was used to measure respondents' job 
stress. This tool was translated and adapted by Fatimah Wati Halim (2019) in Mastura et al. 
(2019). It comprises 16 items and four sub-scales, using a six-point Likert scale: 1 (Definitely 
not a source), 2 (Certainly not a source), 3 (Generally not a source), 4 (Generally a source), 5 
(Clearly a source), and 6 (Definitely a source). The reliability score of this tool is 0.88. 
 
Section D: Turnover Intention Assessment. The study used the short version of the Turnover 
Intention Scale (TIS-6), developed by G. Roodt (2013), to measure turnover intention among 
graduates. This tool contains 6 items and utilizes a five-point Likert scale: 1 (Strongly 
disagree), 2 (Disagree), 3 (Neutral), 4 (Agree), and 5 (Strongly agree). The overall reliability of 
the tool is 0.77. This instrument was also adapted and translated for this study. 
 
The sampling technique chosen in this study is purposive sampling. The study respondents 
consist of local graduates from the state of Perak. The graduates must have graduated 
between 2020 and 2024. Additionally, they must currently be employed, whether in the 
public sector, private sector, or other sectors such as the gig economy. Meanwhile, the 
method for determining the sample size used in this study is based on the method suggested 
by Hair et al. (2010). The researcher used a 1:15 ratio method to determine the minimum 
sample size required. A total of 345 respondents participated in this study. 
 
The data obtained through the designed questionnaire will be processed using the Statistical 
Package for the Social Sciences (SPSS) version 25. Descriptive statistical analysis is used to 
describe the demographic characteristics of the respondents involved and the characteristics 
of the variables used in this study. Meanwhile, inferential analysis is used to test the 
hypotheses formulated in this study. Correlation analysis is applied to examine the 
relationship between each variable involved. Additionally, multiple regression analysis is used 
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to test the influence of each independent variable, namely personality traits and job stress, 
on the dependent variable, which is turnover intention. 
 
 
 

 

 

 

 

 

 

 

 
 
Figure 1 Conceptual framework of the relationship between personality traits and job stress 
on turnover intention. 
 
Research Findings 
The results of the descriptive analysis revealed that the majority of respondents were female, 
totalling 245 individuals (71.0%). Additionally, respondents aged 24 and 25 years each 
recorded the same number, with 80 individuals (23.2%) each. Most respondents were Malay, 
totalling 305 individuals (88.4%), and adhered to Islam, with 325 individuals (94.2%). 
Respondents who were single were the highest, at 300 individuals (87.0%), and the majority 
were graduates from public universities (IPTA), with 226 individuals (65.5%). Most 
respondents had work experience of 1 to 5 years, totalling 225 individuals (65.2%), and were 
employed in the private sector, with 208 individuals (60.3%). Regarding income, 175 
respondents (50.7%) earned between RM 2,001 and RM 4,000. 
 
For the descriptive analysis of personality traits, the mean score for openness was 10.78 (SD 
= 1.95), with a median of 11.00, indicating a moderate overall score for this trait. The mean 
score for conscientiousness was 11.36 (SD = 2.08), with a median of 11.00. The mean score 
for extraversion was 10.14 (SD = 2.51), with a median of 11.00. For emotional stability, the 
mean score was 7.97 (SD = 2.95), with a median of 8.00. These three traits also demonstrated 
moderate scores. Agreeableness exhibited a high level, with a mean score of 11.88 (SD = 2.15) 
and a median of 12.00. These personality dimensions or traits cannot be aggregated as 
personality traits are single constructs. Next, for the job stress variable, the overall mean 
score was 52.48 (SD = 16.40), with a median of 53.00. The turnover intention variable 
exhibited a moderate score level, with a mean of 18.45 (SD = 5.00) and a median of 19.00. 
 
 
 
 

Personality traits: 

1. Openness (O) 

2. Conscientiousness (C) 

3. Extraversion (E) 

4. Open-mindedness (O) 

5. Negative emotionality (N) 

Job stress: 

1. Workplace relationships 

2. Workload 

3. Work-life balance 

4. Personal responsibility 

Job Turnover Intentions 
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Table 1  
Analysis of Variable Levels 

Variable Mean Median Level 

Personality 
Openness (O) 
Conscientiousness (C) 
Extraversion (E) 
Open-mindedness (A) 
Negative emotionality (N) 

 
10.78 
11.36 
10.14 
11.88 
7.97 

 
11.00 
11.00 
11.00 
12.00 
8.00 

 
Moderate 
Moderate 
Moderate 
High 
Moderate 

Job stress 
Workplace relationship 
Workload 
Work-life balance 
Personal responsibility 

52.48 
14.20 
12.30 
10.43 
14.96 

53.00 
15.00 
12.00 
10.00 
15.00 

Moderate 
Moderate 
Moderate 
Moderate 
Moderate 

Job turnover intentions 18.44 19.00 Moderate 

 
To achieve the first objective and test Hypothesis 1, Pearson correlation analysis was 
employed. Table 2 presents the results of the correlation analysis between personality traits 
and job stress with turnover intention among graduates. 
 
Table 2  
Correlation analysis between personality traits and job stress with turnover intention among 
graduates 

Variable Job turnover intentions 

Openness (O) -0.047 
Conscientiousness (C) -0.188** 
Extraversion (E) 0.003 
Open-mindedness (A) -0.401** 
Negative emotionality (N) 0.285** 
Job stress 0.566** 
Workplace relationship 0.641** 
Workload 0.641** 
Work-life balance 0.395** 
Personal responsibility 0.412** 

**p<0.01, *p<0.05 
 
Based on the Pearson correlation analysis results, several personality traits were found to 
have significant relationships with turnover intention. Among them, the conscientiousness 
trait demonstrated a highly significant negative relationship with turnover intention (r = -
0.188, p < 0.01). Similarly, agreeableness also showed a highly significant negative 
relationship with turnover intention (r = -0.401, p < 0.01), while emotional stability exhibited 
a highly significant positive relationship with turnover intention (r = 0.285, p < 0.01). 
Conversely, the openness trait had a non-significant negative relationship with turnover 
intention (r = -0.047, p > 0.05), and extraversion had a non-significant positive relationship 
with turnover intention (r = 0.003, p > 0.05). 
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For the job stress variable, a highly significant positive relationship was observed with 
turnover intention (r = 0.566, p < 0.01). All dimensions of job stress showed highly significant 
positive relationships with turnover intention, including workplace relationships (r = 0.641, p 
< 0.01), workload (r = 0.448, p < 0.01), work-life balance (r = 0.395, p < 0.01), and self-
responsibility (r = 0.412, p < 0.01). 
To achieve the second objective and test Hypothesis 2, multiple regression analysis was 
conducted. Table 3 presents the regression analysis results between personality traits and job 
stress on turnover intention among graduates. 
 
Table 3  
Multiple Linear Regression Analysis of the Influence of Personality Traits and Dimensions of 
Job Stress on Turnover Intention Among Graduates 

Variable B Std. Error t p 

Conscientiousness (C)  0.340 0.115 2.966 0.003** 
Agreeableness (A)  -0.455 0.110 -4.151 0.000** 
Negative emotionality (N)  0.395 0.082 4.804 0.000** 
Workplace Relationships  0.527 0.051 10.365 0.000** 
Workload  0.221 0.062 3.590 0.000** 
Work-Life Balance  -0.097 0.056 -1.739 0.083 
Personal Responsibility  -0.055 0.061 -0.892 0.373 
 
Constant (Turnover Intention) 
 

 
9.430 

   

R2  

F 
SEE 
n 

= 
= 
= 
= 

0.511 
50.270 
3.5364 
345 

 
p < 0.00** 

    

**p<0.01, *p<0.05 
 
The results of the multiple regression analysis show that personality traits and work stress 
factors significantly explain 51.1% of the variance in turnover intention (R² = 0.511, F(7, 344) 
= 50.270, p = 0.000). Several personality traits influence turnover intention. 
Conscientiousness shows a positive and significant influence (β = 0.340, p = 0.003), 
agreeableness shows a negative and highly significant influence (β = -0.455, p = 0.000), and 
emotional stability shows a positive and highly significant influence (β = 0.395, p = 0.000). 
 
As for the work stress factors, two out of the four dimensions in this variable show a highly 
significant influence on turnover intention. Workplace relationships show a positive and 
highly significant influence (β = 0.527, p = 0.000), and workload shows a positive and highly 
significant influence (β = 0.221, p = 0.000). Work-life balance shows a negative and non-
significant influence (β = -0.097, p = 0.083), and personal responsibility shows a negative and 
non-significant influence on turnover intention (β = -0.055, p = 0.373). 
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Discussion 
The Relationship Between Personality Traits, Work Stress, and Turnover Intention Among 
Graduates. 
The findings of this study indicate a significant relationship between personality traits and 
turnover intention. The personality trait of conscientiousness was found to have a negative 
and significant relationship with turnover intention. This suggests that individuals with high 
discipline, a well-organized attitude, and careful decision-making are more likely to remain 
within the organization. 
 
Furthermore, the trait of agreeableness also showed a significant negative relationship with 
turnover intention. Individuals who are accommodating, peaceful, and respectful are more 
likely to stay in the organization. This finding supports previous studies which have shown 
that conscientiousness and agreeableness can help individuals remain within an organization 
(Syamsyinar et al. 2023; Tsaousoglou et al. 2022). According to Syamsyinar et al. (2023) and 
Tsaousoglou et al. (2022), agreeableness can serve as a buffer for individuals to avoid turnover 
among employees. This study also concurs with the research by Topino et al. (2021), which 
found that conscientiousness is a key factor in retaining individuals within an organization. 
This is also attributed to the careful evaluation of the current situation when considering 
leaving the organization. 
 
On the other hand, emotional stability showed a significant positive relationship with 
turnover intention. This finding contrasts with the results of previous studies. Most past 
research reported that emotional stability has a negative and significant relationship with 
turnover intention (Syamsyinar et al. 2023; Ameirul & Nik Akmal. 2023; Tsaousoglou et al. 
2022). High emotional stability refers to individuals who are calm, less sensitive, and less 
stressed by their surroundings. Several studies suggest that this unexpected outcome may 
stem from the nature of graduates themselves, who have high ambitions in the job market, 
even though their current work environment does not affect their emotional stability 
(Pinnington et al. 2023; Hu et al. 2022; Tang et al. 2021). 
 
Furthermore, this study also indicates that work stress has a significant positive relationship 
with turnover intention. All dimensions within this variable show a positive and significant 
relationship with turnover intention. These findings support previous research that has 
examined this relationship (Lai Meng Lee et al. 2023; Brenda Ranee et al. 2022; Zainoor 
Hafizah Darsana et al. 2022; Elias Hosen, 2022; Mohd Juraimy Kadir et al. 2021; Jamilla Syaza 
Zainourudin et al. 2021). In the study by Lai Meng Lee et al. (2023), it was stated that work 
stress is a major factor in turnover intention among IT workers in the Klang Valley. Work stress 
is also a contributing factor for police officers to consider turnover (Brenda Ranee et al. 2022). 
Elias Hosen (2022) also stated that work stress is a primary predictor of turnover intention in 
multinational company workers. 
 
The dimension of workplace relationships shows a significant positive relationship with 
turnover intention. This explains that issues in workplace relationships, such as 
communication and interactions between individuals and colleagues or between individuals 
and superiors, as well as the surrounding environment, will push individuals to leave their 
current organization (Brenda Ranee et al. 2022; Zainoor Hafizah Darsana et al. 2022). 
Additionally, generally, the workload that individuals bear is a major contributor to the work 
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stress they experience. This study shows that workload has a significant relationship with 
turnover intention. High workload will undoubtedly affect an individual’s motivation to 
perform the roles and responsibilities assigned to them. This will encourage individuals to 
leave the organization (Brenda Ranee et al. 2022; Elias Hosen, 2022; Mohd Juraimy Kadir et 
al. 2021; Zahra Chegini, 2019). These findings are consistent with the research by Mohd 
Juraimy Kadir et al. (2021), which stated that the workload experienced by military personnel 
has a direct relationship with turnover intention. High work stress also leads to higher 
turnover intention among healthcare workers (Zahra Chegini, 2019). 
 
Work-life balance or the conflict between family and work is one of the factors that contribute 
to work stress (Lai Meng Lee et al. 2023; Brenda Ranee et al. 2022). This study shows that the 
dimension of work-life balance has a significant relationship with turnover intention. 
Graduates are not exempt from facing this issue. The conflict arises because individuals fail to 
balance the roles they need to play after work hours. This occurs due to the workload they 
bear, such as urgent tasks required by employers outside office hours. This affects individuals' 
relationships with their families as they try to meet work demands (Lai Meng Lee et al. 2023; 
Zahra Chegini, 2019). 
 
The factor of personal responsibility is also a contributor to the work-related stress faced by 
graduates. The preliminary findings of this study reveal a significant relationship between 
personal responsibility and turnover intention. These findings clearly show that an individual's 
responsibility in performing tasks, and the risks involved in decision-making related to work 
will impact their turnover intention (Zainoor Hafizah Darsana et al. 2022; Mohd Juraimy Kadir 
et al. 2021; Jamilla Syaza Zainourudin et al. 2021). Zainoor Hafizah Darsana et al. (2022) 
explain that the pressure resulting from the responsibilities individuals carry in fulfilling job 
demands will influence their consideration to leave the organization. Zahra Chegini (2019) 
also states that personal responsibility is one of the factors that affects workers' quality of life 
and leads them to consider turnover. 
 
The Association of Personality Traits and Work Stress on Turnover Intention Among Graduates 
Personality traits indeed play a crucial role in the workplace. Nearly every type of job in the 
world is related to human personality (Gatewood et al. 2010). The findings of this study 
suggest that several personality traits influence turnover intention, including traits of thrift, 
agreeableness, and emotional stability. These influences align with the findings of previous 
studies conducted by Simon and Andrew (2017). Individuals with agreeableness, seen as 
independent, creative, gentle, polite, and often at peace with their surroundings, will strive 
to remain in the organization. 
 
Individuals with high thrift traits are seen as cautious, highly disciplined, productive, and enjoy 
challenges. They are sociable and will make appropriate considerations about the current 
state of the organization. If the organization fails to meet their expectations and needs, they 
are likely to consider turnover. 
 
Conversely, this study also reports an unexpected finding: the positive influence of emotional 
stability on turnover intention. This suggests that high emotional stability in an individual may 
increase turnover intention. Several previous studies suggest that this may occur due to 
individual factors, particularly graduates with high aspirations for their career expectations 
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(Pinnington et al. 2023; Hu et al. 2022; Tang et al. 2021). Unrealistic expectations of current 
jobs can also drive them to seek other employment. Even when their current job meets their 
needs, individuals with high emotional stability may still choose to leave the organization 
(Arora & Dohle, 2019). 
 
Age also plays a role in turnover practices. In this study, the majority of respondents were 
under 30 years old. Several previous studies also indicate that employees under 30 tend to 
engage in turnover practices despite having high emotional stability (Hu et al. 2022; Zainoor 
Hafizah Darsana et al. 2022; Tang et al. 2021). This may be closely related to the individual's 
ambition. A study by Syamsyinar et al. (2023) also found that preschool teachers under 30 
frequently engaged in turnover practices. 
 
Additionally, the demographics of the respondents also contribute to this phenomenon. The 
majority of respondents work in the private sector, which may affect job security despite their 
high emotional stability. A study by Siti Nuralieya Syahirah Zahari and Fadilah Puteh (2023) 
also found that employees in the private sector are more likely to engage in turnover 
practices. Those in the private sector often "job-hop" in pursuit of better benefits and career 
advancement (Mahadi et al. 2020). Furthermore, the respondents' educational background 
plays a role in their consideration of turnover. Most respondents hold a bachelor's degree, 
suggesting a high cognitive level in evaluating job offers. If an offer surpasses the benefits of 
their current job, they are likely to consider turnover. As for the work stress variable, the 
influence shown in this study is positive and significant.  
 
As is well known, work stress is one of the main factors leading someone to leave an 
organization. This finding is consistent with previous studies that also identified work stress 
as a key factor in turnover practices (Lai Meng Lee et al. 2023; Brenda Ranee et al. 2022; 
Zainoor Hafizah Darsana et al. 2022; Elias Hosen, 2022; Mohd Juraimy Kadir et al. 2021; Jamilla 
Syaza Zainourudin et al. 2021; Nurul Hakimah et al. 2019; Zahra Chegini, 2019). This can be 
explained by the fact that high work stress leads individuals to experience tension and 
excessive pressure. If this pressure is not managed well, it can result in burnout, reducing 
motivation and productivity, ultimately leading to turnover practices (Norehan Hassan et al. 
2023; Halizah Mat Rifin & Mahmoud Danaee, 2022; Brenda Ranee et al. 2022). 
 
The study also revealed that factors like work-life balance and personal responsibility do not 
have a direct influence on turnover practices among graduates. However, work-life balance 
can positively affect employees. According to Roselina Ahmad Saufi et al. (2023), employees 
who can balance work and home demands tend to have higher job satisfaction. This 
satisfaction makes them more comfortable with their current job and reduces their intention 
to engage in turnover practices. 
 
The influence of personal responsibility on turnover intention may be closely linked to 
intrinsic motivation factors such as job satisfaction or affective commitment (Roselina Ahmad 
Saufi et al. 2023; Massoud Moslehpour et al. 2023). For example, when employees feel 
empowered and supported in their roles, their perception of personal responsibility can 
increase engagement and reduce turnover intention. However, excessive or unsupported 
personal responsibility may not show a direct effect but can indirectly influence turnover 
through work stress or burnout. 
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Overall, this study provides an initial insight for stakeholders to understand turnover practices 
frequently occurring among graduates. Organizations need to prioritize individual differences 
in meeting the career development needs of graduates. The findings clearly show that 
differences in individual traits affect turnover intention. Therefore, organizations can adopt 
different approaches in implementing interventions or training programs tailored to their 
strengths. 
 
Furthermore, organizations should promote appropriate measures to reduce work stress. For 
instance, they can implement strategies such as encouraging a healthy work-life balance, 
providing adequate resources for task completion, and fostering open communication 
between management and staff. This culture will create transparency between the 
organization and employees, resulting in a win-win situation and creating a highly productive 
organization. 
 
Another step organizations can take is investing in employee development and training 
programs, especially for graduates. Although many organizations view graduates as human 
capital ready for "plug and play," training programs are essential for this group. Organizations 
cannot solely rely on educational institutions to prepare graduates, as the context and 
environment in both phases are different. Educational institutions can provide a knowledge 
foundation, but organizations must also take responsibility for reinforcing the application of 
knowledge based on experience. Offering training programs, mentorship opportunities, and 
clear career paths will help graduates adjust and thrive in the organization. 
 
Conclusion 
Overall, the findings of this study reveal unexpected results compared to previous studies. 
The results also provide an explanation to organizations about the key factors contributing to 
turnover intention and practices among graduates. This will help organizations design 
appropriate programs or strategies to retain new graduates, ensuring the organization 
remains competitive and avoids the costs associated with turnover practices. The study also 
suggests that future research interested in examining this topic could use a mixed-methods 
design for data collection. The combination of quantitative and qualitative data can provide 
a clearer understanding of the turnover phenomenon among graduates. 
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