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ABSTRACT 

Purpose: This study aims to analyze the impact of favoritism and work pressure on 
turnover intention, with job satisfaction as a mediating variable in the outsourcing industry. 

Method: This research employs a quantitative approach, using data collected through 
both offline and online questionnaires distributed to 119 outsourcing employees at PT 
Kinarya Selaras Solusi. The data were analyzed using Structural Equation Modeling–
Partial Least Squares (SEM-PLS) with SmartPLS 4 software. 

Result: The findings indicate that favoritism and work pressure have a significant positive 
effect on employee turnover intention, while job satisfaction has a significant negative 
effect. Additionally, favoritism and work pressure significantly and negatively affect job 
satisfaction. Job satisfaction serves as a mediating variable by reducing the impact of 
favoritism and work pressure on turnover intention. 

Practical Implications for Economic Growth and Development: These findings offer 
insights for outsourcing companies seeking to reduce employee turnover. By addressing 
issues related to favoritism and work pressure, companies can enhance job satisfaction 
and lower turnover rates, thereby contributing to economic growth through increased 
workforce stability and efficiency in Indonesia’s outsourcing sector. 

Originality/Value: This study provides original value by integrating favoritism, work 
pressure, job satisfaction, and turnover intention into a single research model within the 
context of Indonesia’s outsourcing industry—an area that has received limited academic 
attention despite its high employee turnover rates. 
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INTRODUCTION 

Amid increasingly fierce business competition, a company’s success is determined not only 
by its marketing strategies but also by its ability to manage human resources (HR) effectively. 
Human resources are essential assets that support the sustainability and growth of an 
organization (Labola, 2019). Therefore, effective HR management is crucial to ensure 
employee satisfaction, which in turn helps to minimize turnover intention. Turnover intention 
refers to an individual’s inclination to leave their current job and is widely recognized as the 
strongest predictor of actual employee resignation (Yasin et al., 2023). To remain competitive 
and operationally effective, companies must retain high-quality human capital—one way to 
achieve this is by strengthening employees’ intention to stay. 

However, in the outsourcing sector, this challenge is more complex due to the often dynamic, 
high-pressure, and unstable nature of the work. Employees frequently face shifting tasks and 
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responsibilities due to project rotations, demanding productivity expectations, and uncertainty 
about job continuity (Safitri et al., 2024). Moreover, recent data from Workforce Management 
(Whiting, 2025) indicate that the average turnover rate across all industries is projected to 
reach 20% by 2024, significantly higher than the ideal turnover rate of 10% as recommended 
in HR management literature (Halimsetiono, 2014). High turnover makes it difficult for 
companies to retain talented employees and can degrade the quality of services offered. 
Additionally, it leads to increased operational costs related to recruitment, training, and 
decreased team productivity. 

One of the key contributors to turnover intention is favoritism. Vveinhardt (2020) defines 
favoritism as biased behavior that provides special treatment to certain employees regardless 
of their performance or achievements. Such practices can foster a sense of unfairness and 
jealousy among coworkers, erode organizational culture, and lower job satisfaction, ultimately 
increasing turnover intention. Research by Jimoh et al. (2020) found that favoritism has a 
significant positive effect on turnover intention—employees who perceive higher levels of 
favoritism are more likely to consider leaving their jobs. 

Another contributing factor is work pressure. Excessive work pressure can lead to chronic 
stress, which negatively impacts an employee’s well-being and increases turnover intention. 
According to Guangyi and Liyun (2016), work pressure arises from the interaction between 
individuals and their work environment, including stressors, personal responses, and coping 
strategies. Persistent work pressure can harm physical and mental health, reduce job 
satisfaction, and trigger absenteeism and turnover. Supporting this, Li et al. (2019) found that 
work pressure has a significant positive effect on turnover intention—employees experiencing 
high work pressure are more likely to consider leaving their jobs. 

However, the relationship between favoritism, work pressure, and turnover intention does not 
operate in isolation. In many cases, job satisfaction serves as a mediating variable that can 
either weaken or strengthen this relationship. According to Mobley (1977), job satisfaction is 
an emotional response to one’s job, reflecting the extent to which personal expectations and 
values are fulfilled. Job dissatisfaction can initiate a cognitive process that leads to the 
decision to quit. Shahid et al. (2022) found that job satisfaction mediates the relationship 
between favoritism and turnover intention, while Pebriasanty et al. (2024) demonstrated a 
similar mediating effect between work pressure and turnover intention. 

The novelty of this study lies in its integrated examination of favoritism and work pressure as 
antecedents of turnover intention, with job satisfaction serving as a mediating variable—
specifically within the context of outsourced employees. While previous studies have often 
analyzed these factors separately or in sectors such as public service or manufacturing, this 
research uniquely combines them into a comprehensive framework tailored to the outsourcing 
industry, which is characterized by unique employment challenges and high workforce 
volatility. By focusing on outsourced employees, this study addresses a gap in the literature 
and provides valuable insights into how organizational dynamics influence turnover intentions 
in this specific labor segment. Moreover, it contributes to the existing body of knowledge by 
underscoring the mediating role of job satisfaction in the relationships among favoritism, work 
pressure, and turnover intention. This integrated approach offers a more nuanced 
understanding of how workplace factors shape employees’ decisions to stay or leave—
especially in contexts where job security and equitable treatment are critical concerns. 

This study aims to analyze the impact of favoritism and work pressure on turnover intention, 
with job satisfaction acting as a mediating variable in the outsourcing industry. 

 

Hypotheses Development 

Favoritism and Turnover Intention 

Favoritism refers to a condition in which certain individuals or groups receive preferential 
treatment without regard to objective performance or achievement, while others are neglected 
(Iqbal & Ahmad, 2020). This kind of treatment can foster jealousy among employees, erode 
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organizational culture, and reduce job satisfaction. Several studies have demonstrated that 
favoritism influences turnover intention. For instance, Arasli et al. (2019) found that favoritism 
has a positive and significant effect on turnover intention, particularly in family-owned firms 
where professional standards may be compromised. In such settings, non-beneficiary 
employees are more likely to express an intention to quit, as they face difficulty competing for 
promotions against favored individuals. These findings are supported by Widyati (2023), who 
reported that favoritism in the workplace can heighten employees’ desire to leave the 
company. In essence, the greater the level of perceived favoritism, the higher the resulting 
turnover intention. However, contrasting findings were reported by Putra (2012), who found 
that favoritism does not significantly affect turnover intention. These discrepancies may stem 
from differences in organizational context, the intensity of perceived favoritism, or how 
management addresses such behavior. 

H1: Favoritism has a positive and significant effect on turnover intention. 

 

Work Pressure and Turnover Intention 

Work pressure is not solely the result of job demands but also a complex reaction arising from 
the interaction between individuals and their work environment. This perspective is supported 
by Nurdianto et al. (2021), who define work pressure as a condition emerging from the 
interaction between humans and their work, leading to psychological changes that can impair 
normal functioning. Such pressure can stem from various aspects of work, including 
excessive workload, tight deadlines, and role ambiguity—all of which can disrupt employees’ 
mental and physical equilibrium in performing their daily tasks. Therefore, companies must 
manage work pressure effectively, as excessive pressure can lead to work-related stress. 
According to Saputro (2024), high levels of work stress can create discomfort in the workplace 
and trigger a desire to leave the company. 

Empirical findings on the relationship between work pressure and turnover intention vary. For 
instance, Sukanti (2019) found that work pressure has a positive and significant effect on 
turnover intention—indicating that the more pressure employees experience, the greater their 
intention to resign. In contrast, research by Mohamad et al. (2019) concluded that work 
pressure does not directly affect turnover intention. These differing outcomes may be 
influenced by factors such as organizational culture, individual coping mechanisms, or the 
availability of support systems within the workplace. 

H2: Work pressure has a positive and significant effect on turnover intention. 

 

Favoritism and Job Satisfaction 

Favoritism, as defined by Gradwohl et al. (2024), refers to the tendency of supervisors to 
provide preferential treatment to certain employees based on non-performance-related 
factors, such as personal relationships or social closeness. This behavior undermines the 
principles of fairness and meritocracy in the workplace, leading to a decline in employee trust 
toward management. When favoritism becomes pervasive, it fosters an unhealthy 
organizational climate in which employees outside the favored group may feel undervalued 
and neglected. Consequently, their morale and emotional engagement with the organization 
often deteriorate. Arasli and Tumer (2008) empirically demonstrated that favoritism has a 
negative impact on job satisfaction; higher levels of perceived favoritism are associated with 
lower employee satisfaction due to perceptions of injustice and inequality. Over time, such 
conditions may lead to indifference toward one’s success at work, as noted by Jimoh et al. 
(2020), with employees becoming disengaged and less motivated to exert effort. 

However, an alternative perspective is offered by Raja et al. (2013), who found that in certain 
organizational contexts, favoritism and political behavior can actually enhance job 
satisfaction—particularly for those who benefit from such practices. In these cases, 
employees who perceive themselves as favored may experience increased motivation, 
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recognition, and appreciation, resulting in higher levels of satisfaction despite the ethical 
concerns these dynamics raise. 

H3: Favoritism has a negative and significant effect on job satisfaction. 

 

Work Pressure and Job Satisfaction 

Work pressure refers to a condition in which individuals are unable to meet job demands 
within a designated time frame, resulting in psychological strain and emotional exhaustion. 
According to Li et al. (2019), this condition typically arises from factors such as irregular or 
extended working hours, limited rest periods, inadequate holidays, and a workload that is 
disproportionate to the compensation received. When employees face excessive demands 
without sufficient support or reward, they often experience fatigue, reduced motivation, and 
elevated stress levels—factors that contribute to lower job satisfaction. 

Empirical studies by Nian et al. (2018) and Sary & Syaputra (2023) found that work pressure 
has a negative and significant effect on job satisfaction, indicating that heightened pressure 
can substantially diminish employees’ sense of fulfillment and contentment in their roles. High-
pressure work environments tend to suppress morale, reduce engagement, and negatively 
affect overall employee well-being. However, contrasting results were reported by Saputra 
(2021), who found that while work pressure negatively influences job satisfaction, the 
relationship was not statistically significant. This suggests that in certain contexts, employees 
may possess coping mechanisms or benefit from organizational support systems that buffer 
the adverse effects of pressure—or that other variables may mediate this relationship. 

H4: Work pressure has a negative and significant effect on job satisfaction. 

 

Job Satisfaction and Turnover Intention 

Job satisfaction is a concept that describes how employees evaluate and feel about their 
work, encompassing both its positive and negative aspects. According to Salleh et al. (2012), 
job satisfaction reflects a positive attitude that includes employees' emotional responses and 
behaviors toward their job, often shaped by how valued they feel and the extent to which their 
work aligns with their personal values. When employees perceive that their contributions are 
recognized, their efforts are fairly rewarded, and the work environment supports both personal 
and professional development, their level of job satisfaction tends to increase. 

High job satisfaction fosters a sense of attachment and organizational commitment, thereby 
reducing the likelihood of turnover. This relationship is supported by studies conducted by 
Dewi & Sriathi (2019), Susilo & Satrya (2019), and Karundeng et al. (2024), which consistently 
demonstrate that job satisfaction has a negative and significant effect on turnover intention. 
In other words, when employees are satisfied with their jobs, they are less inclined to consider 
resignation, making job satisfaction a critical factor in employee retention strategies. 

H5: Job satisfaction has a negative and significant effect on turnover intention. 

 

Favoritism, Job Satisfaction, and Turnover Intention 

Favoritism in organizations refers to the tendency of leaders or decision-makers to prioritize 
employees with personal connections—such as family members, close friends, or other 
special relationships—over those without such affiliations. This favoritism often manifests in 
unequal access to resources, preferential treatment in promotions, and biased decision-
making. Such practices undermine fairness in the workplace, lower morale, and create an 
environment in which non-beneficiary employees may feel undervalued and demotivated. 
Over time, this can lead to increased stress and dissatisfaction, prompting even the most 
committed and high-performing employees to consider leaving the organization. Because 
favoritism undermines organizational justice and fosters a distrustful work environment, 
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H1 

H2 

H3 

H4 

H5 

H6 

H7 

genuine performers may be compelled to either engage in political games or ultimately choose 
to quit their jobs (Daskin & Tezer, 2012). 

Research by Shahid et al. (2022) found that job satisfaction can mediate the relationship 
between favoritism and turnover intention, although the effect was not statistically significant. 
In this study, job satisfaction acts as a mediator in the influence of favoritism on turnover 
intention. 

H6: Job satisfaction mediates the influence between favoritism and turnover intention. 

 

Work Pressure, Job Satisfaction, and Turnover Intention 

Low or decreasing work pressure has a significant effect on job satisfaction (Saputra, 2021). 
This suggests that when employees experience manageable workloads and reduced stress 
levels, their job satisfaction is likely to improve. Job satisfaction is increasingly recognized as 
a key mediating variable that bridges the relationship between work-related stressors—such 
as work pressure—and turnover intention. Previous studies indicate that job satisfaction can 
serve as a mediator in this relationship, although the body of research is still relatively limited, 
highlighting the need for further exploration. As noted by Pebriasanty (2024), job satisfaction 
significantly mediates the effect of work pressure on turnover intention. These findings 
suggest that when employees face high levels of work pressure, their job satisfaction tends 
to decline, which in turn increases the likelihood of them leaving the company. 

However, these conclusions are not universally supported. Research by Saputro (2024) found 
that job satisfaction does not mediate the relationship between work pressure and turnover 
intention, indicating that other factors may play a more dominant role in certain organizational 
contexts. This inconsistency highlights the importance of continuing to investigate the 
mediating role of job satisfaction across different settings. 

H7: Job satisfaction mediates the influence between work pressure and turnover intention. 

 

Figure 1. Research Framework 

 

 

 

 

 

 

 

 

 

 

Source: Developed by the authors (2025) 
 

METHOD 

This study uses a quantitative research approach, focusing on collecting and analyzing 
numerical data to test relationships between variables through statistical analysis. 
Quantitative methods are appropriate for this research because they allow for the objective 
measurement of constructs such as favoritism, work pressure, job satisfaction, and turnover 
intention, as well as hypothesis testing using a structured model. 

Favoritism 

Work Pressure 

Job Satisfaction Turnover Intention 
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The sample for this study was all 119 employees of PT Kinarya Selaras Solusi, selected 
through a saturated sampling technique. According to Saputra et al. (2024), the saturated 
sampling technique involves including all members of the population as respondents. This 
technique is suitable for relatively small populations, ensures full representation, and 
minimizes sampling error. PT Kinarya Selaras Solusi was chosen as the unit of analysis 
because it operates as an outsourcing company in the digital distribution sector, an industry 
known for its high turnover rates. The company is currently facing significant turnover issues, 
with a recorded turnover rate of 45% by 2024, based on data from company management. 

Data collection was conducted using questionnaires as the primary data collection instrument. 
The questionnaires were distributed through both offline and online methods. Offline 
distribution was conducted with 34 employees (29%) based at the company's central office in 
Bengkulu City. The remaining 85 employees (71%), located in regional areas such as South 
Bengkulu, North Bengkulu, Kaur, Kepahiang, Lebong, Mukomuko, Rejang Lebong, and 
Seluma, were reached via online distribution using Google Forms. 

The collected data were analyzed using the Structural Equation Modeling-Partial Least 
Squares (SEM-PLS) technique with the assistance of SmartPLS 4 software. The analysis was 
conducted in two main stages: the evaluation of the measurement model (outer model) and 
the structural model (inner model). The outer model analysis tested the reliability and validity 
of the constructs through indicators such as outer loadings (acceptable if above 0.70), 
Average Variance Extracted (AVE) (above 0.50), Composite Reliability (CR) (above 0.70), 
and Cronbach’s Alpha (above 0.70), as recommended by Hair et al. (2021). Meanwhile, the 
inner model analysis assessed the relationships between latent variables by examining path 
coefficients, t-statistics, p-values, and the R² value for each dependent variable. The model 
tested both direct effects and indirect effects through job satisfaction as a mediating variable. 

 

Table 1. Variables Measurement 

Variables Codes Statements 

Favoritism (Fav) 
 

Fav1 I feel that employees in this company are always 
dependent on family members who have high 

positions. 

Fav2 I feel that leaders' decisions in this company are 
influenced by family relationships with certain 

employees. 

Fav3 I am careful in communicating with colleagues 

Fav4 I feel that superiors more often listen to and fulfil 
requests from employees who are related to them. 

Fav5 I feel that employees who are related to management 
get more benefits or facilities than ordinary 

employees. 

Fav6 I feel that nepotism causes internal conflict in the 
company. 

Fav7 I feel the company should be fair to employees who 
are not related to the boss. 

Fav8 I feel that it is difficult to demote employees who 
have a relationship with superiors. 

Work Pressure or 
Tekanan Kerja (TK) 

 
 

TK1 I get a lot of work and have to finish it quickly. 

TK2 I feel that the salary given is not in accordance with 
the work I do. 

TK3 The workload I face is too much in my job. 
In carrying out my duties, I am pressured by many 

regulations from superiors. 

TK4 In carrying out my duties, I am pressured by many 
regulations from superiors. 
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Variables Codes Statements 

TK5 I feel unable to fully carry out the responsibilities 
given by the company. 

TK6 I feel offended when a colleague reprimands my 
mistakes. 

TK7 I often experience differences of opinion with my 
superiors. 

Turnover Intention (TI) 
 

TI1 I am considering whether to quit my current job. 

TI2 I often wonder if I should look for a similar job 
elsewhere. 

TI3 I am thinking of looking for a different type of job. 

Job Satisfaction or 
Kepuasan Kerja (KK) 

 

KK1 I like the work I do. 

KK2 I receive a salary or wage that is in line with 
expectations and workload. 

KK3 I have the same promotion opportunities as other 
employees. 

KK4 I have pleasant co-workers. 

KK5 I feel that work supervision is carried out well by 
superiors. 

Source: Compiled by the authors (2025) 
 

RESULT AND DISCUSSION 

Preliminary Analysis 

Figure 2 below shows the outer model in the SEM-PLS analysis, which illustrates the 
relationship between latent variables and their indicators.  

 

Figure 2. Measurement Model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Processed data (2025) 
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Each latent variable (Favoritism, Work Pressure, Job Satisfaction, and Turnover Intention) is 
measured using several indicators, represented by the loading factor value on each arrow. All 
indicators have a loading value above 0.7, indicating that the indicator is valid and reliable in 
measuring its construct. This measurement model demonstrates that the instruments used 
meet the required standards.  

According to Hair et al. (2021), a loading above 0.7 is recommended, as it indicates that the 
construct can explain more than 50% of the indicator variance, ensuring sufficient item 
reliability. In general, the higher the loading value, the higher the level of reliability. Therefore, 
based on Table 2, it can be concluded that since the loading factor value for all question items 
is greater than 0.70, all the question items are considered valid. 

 

Table 2. Validity Test 

Indicators Estimates Limit Conclusion 

Fav1 0.873 

 > 0.5 

Valid 

Fav2 0.802 Valid 

Fav3 0.843 Valid 

Fav4 0.874 Valid 

Fav5 0.881 Valid 

Fav6 0.838 Valid 

Fav7 0.861 Valid 

Fav8 0.841 Valid 

TK1 0.865 

> 0.5 

Valid 

TK2 0.883 Valid 

TK3 0.837 Valid 

TK4 0.844 Valid 

TK5 0.832 Valid 

TK6 0.878 Valid 

TK7 0.819 Valid 

TI1 0.909 

 > 0.5 

Valid 

TI2 0.899 Valid 

TI3 0.882 Valid 

KK1 0.898 

 > 0.5 

Valid 

KK2 0.877 Valid 

KK3 0.832 Valid 

KK4 0.815 Valid 

KK5 0.889 Valid 

Source: Processed data (2025) 

 

Based on the results of the reliability and construct validity analysis, all variables demonstrate 
a good level of reliability. The Average Variance Extracted (AVE) values for all variables 
exceed 0.5, indicating that each construct has an adequate level of convergent validity. 
Additionally, the Composite Reliability (CR) values are all above 0.7, suggesting that the 
research instruments exhibit good internal consistency. These findings confirm that the 
research instruments are both reliable and valid, making them suitable for accurately and 
consistently measuring the variables in this study. 

 

Table 3. Reliability Test 

Variables (AVE) Limit Composite Reliability Limit Conclusion 

Favoritism 0.726 
> 0.5 

0.955 
> 0.5 

Reliable 

Work Pressure 0.725 0.949 Reliable 
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Variables (AVE) Limit Composite Reliability Limit Conclusion 

Turnover 
Intention 

0.804 0.925 Reliable 

Job Satisfaction 0.745 0.936 Reliable 

Source: Processed data (2025) 

 

The results of the R-square test show that the independent variables in this model effectively 
explain the variability in job satisfaction and turnover intention. The R-square value for job 
satisfaction is 0.604, meaning that 60.4% of the variability in job satisfaction can be explained 
by the independent variables—favoritism and work pressure—while the remaining 39.6% is 
influenced by factors not included in the model. After adjusting for the number of predictors, 
the adjusted R-square value slightly decreases to 0.597, but still indicates a significant 
contribution. On the other hand, the R-square value for turnover intention is 0.697, which 
suggests that the model can explain 69.7% of the variability in turnover intention, with an 
adjusted R-square of 0.689 after adjustment. This indicates that the research model has 
strong predictive power, although approximately 30-40% of the variability is influenced by 
factors outside the scope of the model. 

 

Table 4. R-Square Test 

Variables R-Square R-Square Adjusted 

Job Satisfaction 0.604 0.597 

Turnover intention 0.697 0.689 

Source: Processed data (2025) 

 

Hypotheses Testing 

The results of the hypothesis testing indicate that all relationships between variables are 
statistically significant, with p-values < 0.05 and t-statistics > 1.96. The original sample (O) 
values reflect the direction and strength of the relationships: a positive value indicates a 
unidirectional relationship, while a negative value signifies an inverse relationship. Favoritism 
and work pressure are shown to directly increase turnover intention and significantly reduce 
job satisfaction. Additionally, job satisfaction negatively affects turnover intention, suggesting 
that higher job satisfaction reduces the likelihood of employees leaving the organization. Job 
satisfaction is also proven to mediate the effects of favoritism and work pressure on turnover 
intention. Therefore, all hypotheses in this study are accepted. 

 

Table 5. Hypotheses Testing 

Direction 
Original 
Sample 

(O) 

Sample 
Mean 
(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values Conclusion 

Fav→TI 0.506 0.506 0.077 6.581 0.000 Accepted 

TK→TI 0.345 0.348 0.067 5.170 0.000 Accepted 

Fav→KK -0.596 -0.606 0.054 10.934 0.000 Accepted 

TK→KK -0.536 -0.536 0.059 9.088 0.000 Accepted 

KK→TI -0.286 -0.281 0.082 3.49 0.001 Accepted 

Fav→KK→TI 0.170 0.170 0.052 3.298 0.001 Accepted 

TK→KK→TI 0.153 0.151 0.048 3.195 0.002 Accepted 

Source: Processed data (2025) 
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Discussion 

The findings show that favoritism has a positive effect on turnover intention. This suggests 
that when employees perceive unequal treatment—such as management prioritizing certain 
individuals based on personal relationships rather than professional merit—it fosters a deep 
sense of injustice, dissatisfaction, and demoralization among those who are not favored. 
According to equity theory (Adams, 1965), individuals continuously evaluate the fairness of 
their input-output ratios compared to others, and when they perceive inequality, it can lead to 
emotional distress and withdrawal behaviors, including the intention to leave the organization. 
Nurdianto et al. (2021) emphasize that favoritism can trigger workplace jealousy, reduce 
morale, and erode interpersonal trust, particularly when hard-working employees feel 
overlooked or undervalued. Similarly, Akuffo and Kivipold (2021) found that higher levels of 
perceived favoritism are strongly associated with a greater tendency among employees to 
consider quitting, indicating a direct link between perceived unfairness and turnover intention. 
These results underscore the importance of adopting transparent, objective, and merit-based 
human resource practices to minimize disengagement and enhance employee retention. 

This study also found that work pressure increases employee turnover intention. High levels 
of work pressure often reduce job satisfaction and ultimately trigger a stronger desire among 
employees to resign. Based on the Job Demand-Resources (JD-R) model, when employees 
are exposed to excessive demands without adequate support or resources, they may 
experience prolonged stress that motivates them to seek a healthier work environment. One 
key indicator in this study is the presence of unreasonable deadlines, which place employees 
under constant pressure and create a sense of urgency that can be mentally and physically 
exhausting. Guangyi and Liyun (2016) also stated that work pressure significantly affects 
turnover intention, where greater work pressure results in higher staff turnover and a reduced 
tendency for individuals to maintain optimal performance. These findings align with Lontoh et 
al. (2022), who confirmed that increased work pressure significantly contributes to employees’ 
intention to leave, underscoring the importance of workload management and realistic 
expectations in employee retention strategies. 

Furthermore, this study confirms that favoritism has a negative and significant impact on job 
satisfaction. Special treatment of certain individuals or groups without a clear basis can lead 
to a sense of unfairness, especially for employees who feel excluded or undervalued. One of 
the main indicators of favoritism in this study is the tendency of superiors to give promotions 
or recognition not based on performance, but rather on personal relationships such as kinship 
or friendship. This kind of biased decision-making can severely damage morale and create a 
toxic work environment where merit is overlooked. Employees who are not part of the favored 
group may feel demotivated, experience decreased organizational commitment, and develop 
negative perceptions toward leadership. Vveinhardt (2020) emphasizes that individuals who 
perceive discriminatory treatment tend to respond negatively toward the company. These 
findings are consistent with research by Bute (2011), who concluded that favoritism 
significantly contributes to low levels of employee job satisfaction, reinforcing the importance 
of fairness and transparency in human resource practices. 

Work pressure has also been found to negatively impact job satisfaction. When employees 
consistently experience heavy workloads and tight deadlines, it can trigger prolonged stress, 
leading to diminished enthusiasm, reduced motivation, and lower overall job satisfaction. One 
key indicator from this study is the pressure to complete tasks within a limited timeframe, 
which often causes employees to feel overwhelmed and mentally drained. According to the 
Job Demands-Resources Model (Demerouti et al., 2001), when job demands such as high 
workload, time pressure, and limited rest periods exceed available resources—such as 
managerial support, fair compensation, or autonomy—employees are more likely to 
experience emotional exhaustion and disengagement. This condition not only deteriorates job 
satisfaction but can also create a work climate where dissatisfaction becomes normalized. 
Supporting this view, Widjayanti (2021) concluded that work pressure significantly reduces 
job satisfaction, affirming the link between excessive demands and emotional well-being. 
These findings underscore the importance for organizations to regularly evaluate workload 
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distribution, encourage realistic performance expectations, and cultivate a supportive work 
environment. Reducing excessive work pressure is not only vital for maintaining job 
satisfaction but also instrumental in curbing turnover intention. 

Job satisfaction has been shown to have a negative and significant impact on turnover 
intention. This means that the higher the job satisfaction of employees, the lower their desire 
to leave the company. This finding is consistent with research conducted by Tamundong and 
Caballero (2024), which concluded that lower employee job satisfaction is associated with a 
higher desire to leave. Similarly, Puhakka et al. (2021) asserted that job dissatisfaction can 
encourage employees to seek employment opportunities elsewhere, as they try to find a work 
environment that is more in line with their expectations and personal values. Conversely, 
Chen et al. (2019) found that when employees feel satisfied with their jobs, their turnover 
intention decreases. This occurs because satisfied employees feel secure and connected to 
the organization, which discourages turnover (Maqableh et al., 2023). Thus, high job 
satisfaction plays a crucial role in reducing turnover intention in the workplace. 

This study also confirms that job satisfaction mediates the influence of favoritism on 
employees' intention to quit. High levels of favoritism in the workplace can reduce job 
satisfaction, which in turn increases employees' desire to leave. This supports findings by 
Ahmed (2018), who stated that organizational politics and favoritism negatively affect job 
satisfaction and increase turnover intention. Favoritism, characterized by preferential 
treatment based on personal relationships rather than merit, can lead to perceptions of 
unfairness and discrimination among employees. Such perceptions erode trust in 
management and reduce overall job satisfaction, prompting affected employees to consider 
leaving the organization. 

Similarly, work pressure has been found to decrease job satisfaction, subsequently increasing 
the intention to change jobs. These results are consistent with the study by Mohamad et al. 
(2019), which revealed that factors such as work pressure, wages, and work environment 
affect employee satisfaction and their intention to stay. Bramasta et al. (2023) also found that 
increased work pressure heightens employees' desire to leave their jobs. A comfortable and 
pleasant work atmosphere is one of the factors that encourages individuals to remain with the 
company. Therefore, managing work pressure effectively is crucial for maintaining high levels 
of job satisfaction and reducing turnover intention. 

 

CONCLUSION 

This study aims to examine the influence of favoritism and work pressure on turnover 
intention, with job satisfaction serving as a mediating variable in the outsourcing industry. The 
results of hypothesis testing indicate that favoritism and work pressure both have a significant 
and positive effect on turnover intention, meaning that higher levels of favoritism and work 
pressure increase employees’ desire to leave the company. Additionally, both variables have 
a negative and significant impact on job satisfaction—suggesting that when employees 
experience favoritism or excessive work pressure, their satisfaction with their jobs tends to 
decline. 

Furthermore, the study confirms that job satisfaction has a significant negative effect on 
turnover intention, implying that more satisfied employees are less likely to consider leaving. 
Most importantly, job satisfaction is shown to mediate the relationship between favoritism and 
turnover intention, as well as between work pressure and turnover intention. This indicates 
that job satisfaction plays a crucial role in mitigating the negative effects of workplace 
favoritism and pressure, thereby acting as a protective factor against employee turnover. 

The findings offer valuable insights for companies in formulating effective human resource 
strategies to reduce turnover intention. Organizations are encouraged to foster a fair and 
conducive work environment through transparent and merit-based HR policies. For instance, 
anti-favoritism measures—such as standardized performance evaluations, open recruitment, 
and anonymous reporting mechanisms—can help build trust and equity in the workplace. 
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Similarly, managing work pressure through balanced task distribution, periodic workload 
assessments, and aligning responsibilities with fair compensation can improve employee 
well-being. Initiatives such as flexible working hours, mental health support, and employee 
assistance programs are also vital in boosting job satisfaction and retention. 

By managing favoritism and work pressure effectively, companies not only enhance employee 
retention but also support organizational stability and long-term performance. This contributes 
to sustained business competitiveness and regional economic development. 

Despite its contributions, this study has certain limitations. First, the research was conducted 
in a single company—PT Kinarya Selaras Solusi Bengkulu—limiting the generalizability of the 
findings to other organizations or industries. Second, the study focuses solely on four 
variables: favoritism, work pressure, job satisfaction, and turnover intention. Other potentially 
influential factors, such as organizational commitment, work engagement, or external job 
opportunities, were not included. Therefore, future research should consider expanding the 
study to different sectors and regions, and include additional variables to provide a more 
comprehensive understanding of the determinants of turnover intention. 
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