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Abstract  

This study aims to analyzed the influence of hope, career identity, career compromise, and burnout on 
turnover intention, as well as the mediating role of job satisfaction among tanker crew members in 
Indonesia. A quantitative approach was applied using a survey design involving 810 crews, utilizing Partial 
Least Squares–Structural Equation Modelling (PLS-SEM) for data analysis. The results indicate that out of 
the nine proposed hypotheses, six were empirically supported, while three were not supported. Specifically, 
hope, career identity, career compromise, and burnout were found to have a significant influence on job 
satisfaction. Regarding the direct influence on turnover intention, hope and job satisfaction were found to 
have a negative and significant effect, while career compromise had a positive and significant effect. 
However, career identity and burnout did not have a statistically significant influence on turnover 
intention. The mediation analysis, based on the Variance Accounted For (VAF) criteria, reveals that job 
satisfaction acts as a partial mediator for the hope and career compromise variables, while serving as a 
full mediator for career identity and burnout. This study concludes that the work behavior dynamics of 
seafarers are highly contextual and unique, requiring adaptive maritime human resource management 
strategies through the management of career expectations, fatigue intervention, and the restructuring of 
incentive systems tailored to the extreme characteristics of life at sea.  
Keywords:  Career Compromise; Hope; Job Satisfaction; Tanker Ship Crew; Turnover Intention. 
 

Abstrak 
Penelitian ini bertujuan untuk menganalisis pengaruh harapan, identitas karier, kompromi karier, dan 
kelelahan kerja (*burnout*) terhadap niat untuk keluar (*turnover intention*), serta peran mediasi 
kepuasan kerja di kalangan awak kapal tanker di Indonesia. Pendekatan kuantitatif diterapkan 
menggunakan desain survei yang melibatkan 810 awak kapal, dengan memanfaatkan *Partial Least 
Squares–Structural Equation Modelling* (PLS-SEM) untuk analisis data. Hasil penelitian menunjukkan 
bahwa dari sembilan hipotesis yang diajukan, enam didukung secara empiris, sedangkan tiga lainnya 
tidak didukung. Secara khusus, ditemukan bahwa harapan, identitas karier, kompromi karier, dan 
kelelahan kerja memiliki pengaruh signifikan terhadap kepuasan kerja. Terkait pengaruh langsung 
terhadap niat untuk keluar, harapan dan kepuasan kerja ditemukan memiliki pengaruh negatif dan 
signifikan, sedangkan kompromi karier memiliki pengaruh positif dan signifikan. Namun, identitas 
karier dan kelelahan kerja tidak memiliki pengaruh yang signifikan secara statistik terhadap niat untuk 
keluar. Analisis mediasi, berdasarkan kriteria *Variance Accounted For* (VAF), mengungkapkan bahwa 
kepuasan kerja berperan sebagai mediator parsial bagi variabel harapan dan kompromi karier, serta 
berperan sebagai mediator penuh bagi identitas karier dan kelelahan kerja. Penelitian ini 
menyimpulkan bahwa dinamika perilaku kerja pelaut sangat kontekstual dan unik, sehingga 
memerlukan strategi manajemen sumber daya manusia maritim yang adaptif melalui pengelolaan 
ekspektasi karier, intervensi terhadap kelelahan, dan restrukturisasi sistem insentif yang disesuaikan 
dengan karakteristik ekstrem kehidupan di laut. 
Kata kunci: Kompromi Karier; Harapan; Kepuasan Kerja; Awak Kapal Tanker; Niat untuk Keluar 
(*Turnover Intention*). 
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1. Introduction 
The maritime industry plays a vital role in supporting global energy logistics, 

with tanker ship crews serving as the backbone of safe and efficient shipping 
operations. Maintaining a stable and competent workforce is therefore essential for 
ensuring operational continuity, minimizing safety risks, and sustaining 
organizational performance. However, the increasing prevalence of turnover intention 
among seafarers has become a major concern for shipping companies because 
employees' intentions to leave are associated with operational disruptions, escalating 
recruitment and training costs, and declining organizational productivity (Wang & al., 
2020). Compared with land-based occupations, tanker ship crews operate under 
unique working conditions characterized by prolonged periods at sea, social isolation, 
demanding workloads, uncertain contractual arrangements, and strict safety 
requirements, all of which intensify employees' intentions to leave their organizations 
(Park & Jang, 2022). Empirical evidence further indicates that excessive workloads, 
scheduling pressure, and inadequate organizational support are among the primary 
determinants of turnover intention among seafarers (Fin et al., 2024). Similarly, the 
Seafarers Happiness Index Q1 2023 reported a significant decline in seafarers' well-
being worldwide, highlighting an increasing risk of employee turnover across the 
maritime industry (Seafarers, 2023). Conversely, organizational support has been 
shown to reduce turnover intention among employees working in high-risk 
occupations, including seafarers (Tzeng, 2021). These findings demonstrate the 
importance of understanding both psychological and organizational determinants of 
turnover intention to improve workforce sustainability in Indonesian tanker shipping 
companies (Xie & al., 2024). 

Job satisfaction is a key determinant of turnover intention, particularly in the 
maritime industry, where it reduces occupational stress, enhances motivation, and 
strengthens organizational commitment (Vlachos & al., 2024). It is also recognized as 
a mediating mechanism linking workplace conditions to turnover intention among 
seafarers. Beyond organizational factors, psychological resources such as hope and 
career identity play important roles in employee retention. Hope enables seafarers to 
cope with prolonged isolation and workplace challenges, thereby increasing job 
satisfaction and reducing turnover intention (Hu et al., 2022; Snyder, 2021). Likewise, 
a strong career identity enhances professional commitment and job satisfaction while 
lowering turnover intention, whereas weak career identity is associated with higher 
intentions to leave, particularly among younger seafarers (Kusumaningrum & Santosa, 
2023). 

Conversely, employees often encounter career compromise when external 
constraints limit their ability to pursue desired career aspirations (Brown et al., 2021). 
In the maritime industry, slow promotion systems, prolonged contractual 
employment, career uncertainty, and extended family separation frequently force 
seafarers to adjust their career expectations (Kim & Park, 2023). Previous research 
has demonstrated that career compromise positively affects turnover intention while 
simultaneously reducing job satisfaction. Employees experiencing greater career 
compromise are more likely to perceive conflicts between personal aspirations and 
organizational realities, resulting in increased work stress, diminished motivation, 
and lower productivity. Similar findings among Indonesian seafarers revealed that 
career compromise is associated with declining job satisfaction and stronger 
intentions to leave the organization. These findings indicate that career compromise 
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represents a significant career-related antecedent of employee retention within 
shipping organizations. 

In addition to career-related challenges, burnout has emerged as one of the most 
critical occupational risks facing seafarers. Burnout reflects chronic psychological 
exhaustion resulting from prolonged exposure to demanding work environments and 
is characterized by emotional exhaustion, depersonalization, and reduced personal 
accomplishment (Maslach & Leiter, 2022). The confined working environment aboard 
ships, extended working hours, operational risks, and continuous responsibility make 
seafarers particularly vulnerable to burnout (Pauksztat et al., 2021). Previous studies 
have demonstrated that burnout reduces organizational commitment, while the 
Seafarers Happiness Index reported increasing burnout levels following the COVID-19 
pandemic because of additional health protocols, restricted crew changes, and 
prolonged isolation. Burnout has also been found to reduce job satisfaction while 
increasing turnover intention among transportation employees (Zhang & Wang, 
2023). Within Indonesian tanker shipping companies, burnout not only threatens 
employee well-being but also compromises operational safety and organizational 
effectiveness, making it a critical antecedent of both job satisfaction and turnover 
intention. 

Despite extensive research on turnover intention, empirical evidence integrating 
hope, career identity, career compromise, and burnout within a single framework 
remains limited, particularly among Indonesian tanker ship crews, whose unique 
working conditions involve prolonged isolation, rotational work, contract uncertainty, 
and high operational risk. Existing studies have generally examined these variables 
separately and have rarely explored the mediating role of job satisfaction. To address 
this gap, the present study integrates Psychological Capital Theory (Snyder, 2021), 
Career Development Theory (Brown et al., 2021), and the Job Demands–Resources 
(JD-R) Model to develop a comprehensive framework explaining how psychological 
resources, career-related perceptions, and occupational strain jointly influence 
turnover intention through job satisfaction (Bakker & Demerouti, 2017). 

Accordingly, the novelty of this study lies in three important aspects. First, it 
integrates hope, career identity, career compromise, and burnout into a single 
research model to explain turnover intention. Second, it investigates the mediating 
role of job satisfaction in explaining the indirect mechanisms linking these 
antecedents to turnover intention. Third, it extends existing literature by examining 
these relationships among Indonesian tanker ship crews, a population that has 
received relatively limited empirical attention despite its strategic importance to the 
maritime industry. Based on these considerations, this study aims to examine the 
effects of hope, career identity, career compromise, and burnout on turnover 
intention, with job satisfaction serving as a mediating variable among Indonesian 
tanker ship crews. The findings are expected to enrich the theoretical understanding 
of employee retention in high-risk occupations while providing practical implications 
for shipping companies in developing effective human resource strategies to enhance 
employee well-being, strengthen workforce stability, and reduce turnover intention. 

 
Hypotheses Development 

Based on Psychological Capital Theory, Career Development Theory, and the Job 
Demands–Resources (JD-R) Model, this study proposes that hope, career identity, 
career compromise, and burnout function as antecedents of turnover intention, both 
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directly and indirectly through job satisfaction. Hope and career identity are expected 
to enhance job satisfaction and reduce turnover intention, whereas career 
compromise and burnout are expected to decrease job satisfaction and increase 
turnover intention. Furthermore, job satisfaction is proposed to mediate the 
relationships between the four antecedent variables and turnover intention, providing 
a more comprehensive explanation of employee retention among Indonesian tanker 
ship crews. 

 
Figure 1. Conceptual Framework 

According to Psychological Capital Theory, hope enables individuals to set 
meaningful goals, generate alternative pathways, and sustain motivation despite 
workplace challenges (Luthans et al., 2015; Snyder, 2002). Employees with higher 
hope demonstrate greater psychological resilience and are less likely to withdraw 
from their organizations. Empirical evidence supports this relationship, showing that 
hope significantly reduces turnover intention in both healthcare and maritime 
contexts by strengthening employees' coping capacity under demanding working 
conditions (Kim & Park, 2023; Rahman & al., 2024). Therefore, the following 
hypothesis is proposed Hope negatively affects turnover intention (H1). Career 
identity reflects individuals' professional self-concept and commitment toward their 
occupations (Hall, 2002). Employees with a strong career identity perceive greater 
meaning in their work, resulting in stronger organizational attachment and lower 
intentions to leave. Previous studies have consistently reported a negative 
relationship between career identity and turnover intention across healthcare and 
high-risk industries, including maritime occupations (Alshammari et al., 2024; 
Gustafsson et al., 2021). Accordingly, the following hypothesis is proposed Career 
identity negatively affects turnover intention (H2). 

Career compromise occurs when individuals adjust their career aspirations 
because of limited opportunities or external constraints (Gottfredson, 2002). Such 
discrepancies between career expectations and organizational realities often generate 
dissatisfaction and encourage withdrawal behavior. Empirical findings indicate that 
career compromise significantly increases turnover intention while simultaneously 
reducing employees' psychological well-being (Xie & al., 2024; Li & Wang, 2023). 
Therefore, Career compromise positively affects turnover intention (H3). Burnout 
represents prolonged emotional exhaustion resulting from chronic occupational 
stress (Maslach & Leiter, 2016). Within the maritime industry, long working hours, 
isolation, and demanding operational responsibilities substantially increase the 
likelihood of burnout. Previous studies consistently demonstrate that burnout 
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contributes to stronger turnover intention, particularly in occupations characterized 
by high psychological demands (Hu et al., 2022; Bakker & Demerouti, 2017). 
Therefore, Burnout positively affects turnover intention (H4). 

Hope contributes to positive work attitudes by enabling employees to overcome 
workplace obstacles while maintaining motivation and optimism (Snyder, 2002). 
Employees with stronger hope generally report higher job satisfaction because they 
perceive workplace challenges as opportunities rather than barriers. Empirical 
evidence confirms the positive influence of hope on job satisfaction across various 
occupational settings, including the maritime sector (Hu et al., 2022; Rahman & al., 
2024). Thus, Hope positively affects job satisfaction (H5). Employees who strongly 
identify with their profession tend to experience greater intrinsic motivation, 
organizational commitment, and work meaningfulness (Hall, 2002). Previous studies 
demonstrate that career identity significantly enhances job satisfaction by 
strengthening employees' psychological attachment to their occupations (Hu et al., 
2022; Zhang & Wang, 2023). Therefore, Career identity positively affects job 
satisfaction (H6). Career compromise often creates discrepancies between employees' 
career aspirations and organizational realities, reducing work motivation and 
satisfaction (Gottfredson, 2002). Recent studies consistently report that career 
compromise negatively influences job satisfaction through diminished intrinsic 
motivation and increased psychological strain (Xie & al., 2024; Li & Wang, 2023). 
Therefore, Career compromise negatively affects job satisfaction (H7). 

The JD-R Model explains that excessive job demands accompanied by insufficient 
resources gradually lead to burnout, which subsequently reduces positive work 
attitudes (Bakker & Demerouti, 2017). Employees experiencing burnout generally 
report lower job satisfaction because emotional exhaustion diminishes both work 
engagement and perceived well-being (Maslach & Leiter, 2016; Shi & al., 2023). 
Therefore, Burnout negatively affects job satisfaction (H8). Job satisfaction has 
consistently been regarded as one of the strongest predictors of turnover intention. 
Employees who perceive their jobs positively are more likely to remain committed to 
their organizations, whereas dissatisfied employees are more inclined to seek 
alternative employment (Locke, 1976). Recent evidence confirms that job satisfaction 
significantly reduces turnover intention across industries, including maritime 
transportation (Xie & al., 2024; Oldenburg & Jensen, 2022). Therefore, Job satisfaction 
negatively affects turnover intention (H9). 
 
2. METHOD  

This study employed a quantitative research approach with a deductive research 
design to examine the causal relationships among hope, career identity, career 
compromise, burnout, job satisfaction, and turnover intention. A correlational survey 
design was adopted because it enables the empirical testing of hypotheses derived 
from established theories and previous studies through numerical data analysis 
(Creswell & Creswell, 2018). Primary data were collected from Indonesian tanker ship 
crews using a structured self-administered questionnaire. Considering the 
geographically dispersed and highly mobile nature of seafarers, data collection was 
conducted through both online questionnaires using Google Forms and offline 
distribution during crew leave or rest periods to maximize the response rate while 
ensuring respondents' confidentiality and convenience (Sekaran & Bougie, 2016; 
Fowler, 2014). 
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The study population consisted of tanker ship crews employed by Indonesian 
shipping companies, including both active and inactive contract workers who were 
either onboard or on leave. Respondents were selected using purposive sampling, with 
two inclusion criteria: (1) having at least six months of working experience or having 
completed one employment contract on a tanker ship, and (2) voluntarily completing 
the questionnaire in full. The minimum work experience requirement was established 
because seafarers are considered to have acquired sufficient experience to evaluate 
their job satisfaction, burnout, and turnover intention after completing one contract 
period (Fin et al., 2024). Following the recommendation of Hair et al. (2019), the 
minimum sample size for PLS-SEM ranges from five to ten times the total number of 
measurement indicators. Since this study employed 81 indicators, a total sample of 810 
respondents (81 × 10) was considered adequate to ensure stable parameter estimation 
and reliable hypothesis testing (Anderson & Gerbing, 1988). 

All research variables were measured using validated instruments adapted from 
previous studies and modified to reflect the working context of tanker ship crews, 
including voyage duration, work rotation, occupational pressure, and contract 
uncertainty. Hope was measured using the Adult Dispositional Hope Scale (ADHS) 
consisting of 12 items on an eight-point Likert scale (Hu et al., 2022). Career identity 
was assessed using the NCIS/Vocational Identity Scale comprising 26 dichotomous 
(true/false) items (Hu et al., 2022). Career compromise was measured using the 12-
item Career Compromise Scale with a five-point Likert scale (Xie et al., 2024). Burnout 
was assessed using 19 items adapted from the Maslach Burnout 
Inventory/Copenhagen Burnout Inventory (MBI/CBI) on a five-point Likert scale 
(Psychology, 2024). Job satisfaction was measured using the six-item Job Satisfaction 
Index (Hu et al., 2022), while turnover intention was assessed using the six-item 
Turnover Intention Scale (TIS-6) developed by Mobley (1977), both employing five-
point Likert scales. The original English instruments were translated into Indonesian 
using a forward-translation procedure and subsequently reviewed to ensure linguistic 
clarity and contextual appropriateness for maritime employees. 

Data were analyzed using Partial Least Squares Structural Equation Modeling 
(PLS-SEM) with SmartPLS version 4.0.9.9, which is appropriate for examining complex 
structural relationships involving both direct and indirect effects (Hair et al., 2022). 
The analysis consisted of two stages: measurement model (outer model) evaluation 
and structural model (inner model) evaluation (Ghozali & Latan, 2015). Convergent 
validity was assessed using outer loadings (> 0.70) and Average Variance Extracted 
(AVE > 0.50), while discriminant validity was evaluated using the Fornell–Larcker 
criterion and the Heterotrait–Monotrait Ratio (HTMT). Construct reliability was 
confirmed through Cronbach's Alpha and Composite Reliability values exceeding 0.70 
(Henseler et al., 2015). Although PLS-SEM does not require strict multivariate 
normality, outlier screening was performed to ensure the robustness of the estimation 
results (Kline, 2016). Structural relationships were examined using the bootstrapping 
procedure with 5,000 resamples, with statistical significance determined at p < 0.05 
(Chin, 2010). Model quality was further evaluated using the coefficient of 
determination (R²), effect size (f²), and predictive relevance (Q²). The mediating role 
of job satisfaction was assessed through specific indirect effects and further 
interpreted using the Variance Accounted For (VAF) approach to distinguish between 
full mediation, partial mediation, and no mediation (Zhao et al., 2010; Nitzl et al., 2016). 
Prior to the main survey, a pilot study involving 30 respondents was conducted to 
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evaluate the clarity and reliability of the questionnaire. All constructs achieved 
Composite Reliability values above 0.60, indicating that the instrument was suitable 
for the main data collection after minor revisions to improve wording clarity (Fornell 
& Larcker, 1981). 

Table 1. Demographic profiles respondents 

Characteristic Category Frequency (n) Percentage (%) 

Gender Male 795 98.1 
 Female 15 1.9 

Age ≤ 35 years 360 44.4 
 > 35 years 450 55.6 

Marital Status Married 622 76.8 
 Single/Others 188 23.2 

Department Deck Department 532 65.7 
 Engine/Catering/Others 278 34.3 

A total of 810 tanker ship crew members participated in this study. The survey 
was conducted between February and April 2026. As presented in Table 1, the majority 
of respondents were male (98.1%), reflecting the male-dominated workforce 
characteristic of the Indonesian maritime industry, particularly in operational 
shipboard positions. More than half of the respondents (55.6%) were over 35 years 
old, indicating that most participants were experienced seafarers within the mature 
productive age group. In terms of marital status, 76.8% of respondents were married, 
suggesting that many participants carried substantial family and financial 
responsibilities that may influence their work attitudes and career decisions. 
Regarding job assignments, 65.7% of respondents served in the deck department, 
which represents the largest occupational group aboard tanker vessels and is directly 
involved in navigation, cargo operations, and other high-risk operational activities. 

Overall, the demographic profile of the respondents is consistent with the 
characteristics of Indonesia's maritime workforce, which is predominantly male, 
experienced, and engaged in physically demanding operational roles. These 
characteristics provide an appropriate representation of tanker ship crews and offer a 
relevant context for examining the relationships among hope, career identity, career 
compromise, burnout, job satisfaction, and turnover intention. 

Following the analysis of respondents' demographic characteristics, the 
measurement model (outer model) was evaluated to assess the validity and reliability 
of the research constructs before testing the structural relationships. In accordance 
with the PLS-SEM procedure, the measurement model was assessed through five 
criteria: indicator reliability (outer loadings), convergent validity using Average 
Variance Extracted (AVE), discriminant validity using the Heterotrait–Monotrait Ratio 
(HTMT), and construct reliability using Composite Reliability (CR) and Cronbach's 
Alpha. Indicator loadings greater than 0.70 were considered ideal, although loadings 
above 0.50 were regarded as acceptable for exploratory research (Haryono, 2016). The 
initial measurement model consisted of 36 indicators, all of which demonstrated 
satisfactory convergent validity with AVE values exceeding 0.50 and Composite 
Reliability values above 0.70, indicating that the constructs adequately explained the 
variance of their indicators and exhibited good internal consistency. Furthermore, 
discriminant validity was confirmed through the HTMT criterion, while Cronbach's 



Sureni & Wicaksana, (2026) 
 

 2555 

Alpha values exceeded the recommended threshold of 0.70 for most constructs, 
supporting the reliability of the measurement instrument. Although the turnover 
intention construct exhibited a relatively lower Cronbach's Alpha, its Composite 
Reliability remained above the recommended threshold, indicating that the construct 
retained acceptable reliability for subsequent structural model analysis. 

 
Figure 2. Outer Loadings Measurement Model 

The structural model was evaluated by examining the coefficient of 
determination (R²), effect size (f²), model fit, and hypothesis testing. The coefficient of 
determination indicates that the proposed model achieved moderate explanatory 
power for the endogenous constructs. The R² value for Job Satisfaction was 0.399, 
indicating that burnout, career compromise, career identity, and hope jointly explained 
39.9% of the variance in job satisfaction, while the remaining 60.1% was attributable 
to factors outside the proposed model. Similarly, the R² value for Turnover Intention 
was 0.327, suggesting that burnout, career compromise, career identity, hope, and job 
satisfaction collectively explained 32.7% of the variance in turnover intention, 
whereas 67.3% was accounted for by variables not included in this study. Moreover, 
the small differences between the R² and adjusted R² values for both endogenous 
constructs indicate that the structural model is stable and unlikely to suffer from 
substantial estimation bias due to the number of predictors. 

The effect size (f²) analysis revealed that most structural relationships exhibited 
small effect sizes, while only one relationship demonstrated a moderate effect, and 
none reached the threshold for a large effect. The relationship between Job Satisfaction 
and Turnover Intention produced the largest effect (f² = 0.182), indicating that job 
satisfaction made the strongest contribution to explaining turnover intention. In 
contrast, the effects of Career Compromise on Job Satisfaction (f² = 0.093), Burnout on 
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Job Satisfaction (f² = 0.086), Hope on Job Satisfaction (f² = 0.072), Career Identity on 
Job Satisfaction (f² = 0.036), and Hope on Turnover Intention (f² = 0.026) were all 
classified as small, suggesting that although these constructs contributed to the 
endogenous variables, their individual explanatory power was relatively limited. The 
evaluation of model fit yielded a Standardized Root Mean Square Residual (SRMR) 
value of 0.087. According to Henseler et al. (2015), the SRMR in PLS-SEM should be 
interpreted cautiously and should not be considered the sole criterion for evaluating 
model adequacy. Given the strong theoretical foundation of the proposed framework, 
the obtained SRMR value indicates that the model is acceptable for subsequent 
structural analysis. 

The structural relationships were then assessed using the significance criteria of 
t-statistics > 1.96 and p-values < 0.05 (Hair et al., 2019). The results showed that 
Burnout had a significant negative effect on Job Satisfaction (β = −0.245, t = 8.538, p < 
0.001) but did not significantly influence Turnover Intention (β = −0.062, t = 1.718, p 
= 0.086). Career Compromise exerted a significant negative effect on Job Satisfaction 
(β = −0.270, t = 9.800, p < 0.001) and a significant positive effect on Turnover Intention 
(β = 0.106, t = 2.531, p = 0.011). Career Identity had a significant positive effect on Job 
Satisfaction (β = 0.168, t = 5.005, p < 0.001), whereas its direct effect on Turnover 
Intention was not statistically significant (β = −0.010, t = 0.289, p = 0.773). Likewise, 
Hope significantly increased Job Satisfaction (β = 0.228, t = 7.048, p < 0.001) and 
significantly reduced Turnover Intention (β = −0.150, t = 4.188, p < 0.001). Finally, Job 
Satisfaction demonstrated a significant negative effect on Turnover Intention (β = 
−0.451, t = 6.793, p < 0.001). This relationship exhibited the largest standardized path 
coefficient among all direct effects in the model, indicating that job satisfaction is the 
most influential predictor of turnover intention among Indonesian tanker ship crews. 
 
RESULTS AND DISCUSSION  
Results  

Table 2. Hypothesis Testing Results 

Hypothesis Relationship between Variables Coefficient (β) 
t-
statistic 

p-
value 

Decision 

H1 Hope → Turnover Intention (-) -0.150 4.188 0.000 Accepted 
H2 Career Identity → Turnover Intention (-) -0.010 0.289 0.773 Rejected 
H3 Career Compromise → Turnover Intention (-) 0.106 2.531 0.011 Rejected 
H4 Burnout → Turnover Intention (+) -0.062 1.718 0.086 Rejected 
H5 Hope → Job Satisfaction (+) 0.228 7.048 0.000 Accepted 
H6 Career Identity → Job Satisfaction (+) 0.168 5.005 0.000 Accepted 
H7 Career Compromise → Job Satisfaction (-) -0.270 9.800 0.000 Accepted 
H8 Burnout → Job Satisfaction (-) -0.245 8.538 0.000 Accepted 
H9 Job Satisfaction → Turnover Intention (-) -0.451 6.793 0.000 Accepted 

Table 1 summarizes the results of the hypothesis testing obtained through the 
bootstrapping procedure in SmartPLS 4.0.9.9. Statistical significance was determined 
using the criteria of t-statistics > 1.96 and p-values < 0.05. Overall, the findings indicate 
that most of the proposed relationships were statistically supported. Regarding the 
direct effects on Turnover Intention, Hope exhibited a significant negative effect (β = 
−0.150, t = 4.188, p < 0.001), thereby supporting H1. In contrast, the relationship 
between Career Identity and Turnover Intention was not significant (β = −0.010, t = 
0.289, p = 0.773), leading to the rejection of H2. Career Compromise showed a 
significant positive effect on Turnover Intention (β = 0.106, t = 2.531, p = 0.011). 
However, because the direction of the relationship was opposite to the hypothesized 
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negative effect, H3 was rejected. Similarly, Burnout did not significantly influence 
Turnover Intention (β = −0.062, t = 1.718, p = 0.086), resulting in the rejection of H4. 

All hypotheses involving Job Satisfaction were supported. Hope positively 
influenced Job Satisfaction (H5; β = 0.228, t = 7.048, p < 0.001), while Career Identity 
also demonstrated a significant positive effect (H6; β = 0.168, t = 5.005, p < 0.001). 
Conversely, Career Compromise (H7; β = −0.270, t = 9.800, p < 0.001) and Burnout (H8; 
β = −0.245, t = 8.538, p < 0.001) both exerted significant negative effects on Job 
Satisfaction. Furthermore, Job Satisfaction had a significant negative effect on 
Turnover Intention (H9; β = −0.451, t = 6.793, p < 0.001), confirming that higher job 
satisfaction substantially reduces employees' intention to leave the organization. 
Overall, six of the nine proposed hypotheses were supported (H1, H5, H6, H7, H8, and 
H9), whereas H2, H3, and H4 were not supported. The rejection of H2 and H4 resulted 
from the absence of statistically significant relationships, whereas H3 was rejected 
because the observed relationship was significant but in the opposite direction to that 
hypothesized. Collectively, these findings suggest that Job Satisfaction plays a central 
role in explaining Turnover Intention. While Hope directly reduced turnover intention 
and Career Compromise directly increased turnover intention, Career Identity and 
Burnout did not exert direct effects on turnover intention. Instead, their influence 
appears to operate primarily through Job Satisfaction, which emerged as the strongest 
direct predictor of turnover intention in the proposed model. 

The mediating role of Job Satisfaction was examined to determine whether it 
explained the relationships between Hope, Career Identity, Career Compromise, 
Burnout, and Turnover Intention. The bootstrapping results indicated that all indirect 
effects through Job Satisfaction were statistically significant, confirming the 
importance of job satisfaction as an intervening mechanism. For the relationships 
involving Hope and Career Compromise, Job Satisfaction functioned as a partial 
mediator, as both constructs retained significant direct effects on Turnover Intention 
while also exerting significant indirect effects through Job Satisfaction. These findings 
indicate that job satisfaction explains part of the mechanism through which hope and 
career compromise influence employees' intention to leave the organization. 

In contrast, Job Satisfaction acted as a full mediator in the relationships between 
Career Identity and Turnover Intention, as well as between Burnout and Turnover 
Intention. Although the direct effects of career identity and burnout on turnover 
intention were not statistically significant, their indirect effects through job 
satisfaction were significant. This finding suggests that both Career Identity and 
Burnout influence turnover intention primarily by affecting employees' level of job 
satisfaction. Overall, these results reinforce the pivotal role of Job Satisfaction as the 
key psychological mechanism linking individual psychological and career-related 
factors to turnover intention among Indonesian tanker ship crews. 

 
Discussion  

The present study examined the relationships among hope, career identity, 
career compromise, burnout, job satisfaction, and turnover intention among 
Indonesian tanker ship crews by integrating Psychological Capital Theory, Career 
Development Theory, and the Job Demands–Resources (JD-R) Model into a single 
conceptual framework. Overall, the findings demonstrate that job satisfaction serves 
as the central psychological mechanism linking individual psychological resources and 
career-related perceptions to turnover intention. Among the nine proposed 
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hypotheses, six were supported, indicating that positive psychological resources and 
career-related perceptions primarily influence employees' intention to leave through 
their impact on job satisfaction rather than through direct effects alone. These findings 
provide empirical evidence that employee retention in high-risk maritime occupations 
is not solely determined by adverse working conditions but also by the way seafarers 
evaluate their careers and experience satisfaction with their jobs. 

The results reveal that hope significantly reduces turnover intention while 
simultaneously enhancing job satisfaction. This finding supports Psychological Capital 
Theory, which argues that hopeful individuals possess stronger goal-directed 
thinking, greater resilience, and higher motivation to overcome obstacles (Luthans et 
al., 2008; Snyder, 2021). Tanker ship crews with higher levels of hope are therefore 
more capable of adapting to prolonged isolation, demanding work schedules, and 
operational uncertainty without developing a strong intention to leave their 
organizations. This result is consistent with the findings of Hu et al. (2022), who 
reported that hope negatively influences turnover intention and positively affects job 
satisfaction. Within the maritime context, the finding also aligns with Pauksztat et al. 
(2021) and Yuen et al. (2023), who emphasized that psychological resilience enables 
seafarers to cope more effectively with loneliness and occupational stress during long 
voyages. These findings suggest that hope functions not only as a personal 
psychological resource but also as an important organizational asset for improving 
employee retention in the shipping industry. 

Unlike hope, career identity did not exhibit a significant direct effect on turnover 
intention, although it significantly enhanced job satisfaction. This finding suggests that 
professional identity alone may not be sufficient to discourage employees from leaving 
their organizations. Instead, career identity appears to influence turnover intention 
indirectly by improving employees' satisfaction with their work. This finding partially 
supports previous studies by Nguyen et al. (2021) and Hu et al. (2022), which reported 
that stronger career identity contributes to lower turnover intention. However, the 
absence of a direct relationship in this study may reflect the unique characteristics of 
tanker ship employment. Unlike many land-based occupations, career decisions 
among seafarers are often influenced by external considerations, including rotational 
work systems, family separation, contractual employment, and financial obligations. 
Consequently, employees may maintain a strong professional identity while still 
considering leaving their organizations if their overall job satisfaction is insufficient. 
The mediation analysis further supports this interpretation by demonstrating that job 
satisfaction fully mediates the relationship between career identity and turnover 
intention, indicating that career identity contributes to employee retention only when 
it successfully enhances positive work experiences. 

The findings also indicate that career compromise significantly increases 
turnover intention while simultaneously reducing job satisfaction. Although the 
relationship was statistically significant, its direction differed from the original 
hypothesis, resulting in the rejection of H3. Nevertheless, the empirical evidence 
clearly indicates that employees who perceive greater discrepancies between their 
career aspirations and actual career opportunities are more likely to experience 
dissatisfaction and develop intentions to leave their organizations. This finding 
supports Career Development Theory, which argues that unmet career expectations 
generate frustration, reduce organizational commitment, and encourage withdrawal 
behaviors (Brown et al., 2021). The results are also consistent with Xie et al. (2024), 
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who found that career compromise negatively influences job satisfaction while 
increasing turnover intention. Within the tanker shipping industry, limited promotion 
opportunities, contract uncertainty, and prolonged separation from family members 
may intensify perceptions of career compromise, ultimately encouraging employees 
to seek alternative employment. Therefore, career development systems and 
transparent promotion mechanisms appear to play an important role in reducing 
employee turnover. 

Another interesting finding concerns burnout, which significantly reduced job 
satisfaction but did not directly influence turnover intention. This result differs from 
many previous studies reporting burnout as a direct antecedent of turnover intention 
(Gao et al., 2022; Xie et al., 2024). Instead, the present study demonstrates that 
burnout influences turnover intention only indirectly through job satisfaction. From 
the perspective of the JD-R Model (Bakker & Demerouti, 2017), this finding suggests 
that chronic occupational strain primarily deteriorates employees' evaluation of their 
work rather than immediately triggering withdrawal intentions. In the maritime 
environment, tanker ship crews often perceive fatigue and emotional exhaustion as 
unavoidable aspects of their profession. Consequently, burnout alone may not be 
sufficient to encourage resignation unless it substantially reduces employees' 
satisfaction with their work. This explanation is reinforced by the full mediation effect 
identified in this study, indicating that job satisfaction constitutes the principal 
psychological pathway through which burnout affects turnover intention. 

The most influential finding of this study is the significant negative relationship 
between job satisfaction and turnover intention, which also exhibited the largest 
standardized path coefficient among all direct effects. This result confirms that job 
satisfaction is the strongest predictor of employee retention within the proposed 
model. Consistent with previous studies (Fin et al., 2024; Park & Jang, 2022; 
Pantouvakis & Karakasnaki, 2023), employees who experience higher levels of 
satisfaction with their work environment, interpersonal relationships, compensation, 
and career conditions are substantially less likely to develop intentions to leave their 
organizations. Considering the physically demanding and psychologically challenging 
nature of tanker shipping operations, job satisfaction appears to function as a critical 
psychological buffer that mitigates the adverse effects of occupational stressors. These 
findings further support the JD-R Model by demonstrating that positive work 
resources can effectively offset demanding job characteristics and promote employee 
retention. 

The mediation analysis provides additional evidence regarding the psychological 
mechanisms underlying turnover intention. Job satisfaction partially mediated the 
relationships between hope and career compromise with turnover intention, 
indicating that these variables influence turnover intention both directly and 
indirectly through employees' work satisfaction. In contrast, job satisfaction fully 
mediated the effects of career identity and burnout, demonstrating that these 
constructs affect turnover intention only by shaping employees' overall satisfaction 
with their jobs. These findings extend previous studies that primarily examined 
isolated antecedents of turnover intention by demonstrating that multiple 
psychological and career-related factors operate through different mediating 
mechanisms within a unified model. 

The primary contribution and novelty of this study lie in its comprehensive 
integration of hope, career identity, career compromise, and burnout within a single 
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structural framework while simultaneously examining the mediating role of job 
satisfaction among Indonesian tanker ship crews. Previous studies generally 
investigated these variables independently or focused on healthcare, education, or 
general transportation sectors (Hu et al., 2022; Xie et al., 2024). Empirical evidence 
specifically addressing tanker ship crews has remained limited despite the unique 
occupational characteristics of maritime employment, including prolonged isolation, 
rotational work systems, contractual uncertainty, and high operational risks. By 
demonstrating that job satisfaction functions as the primary mechanism linking 
psychological and career-related factors to turnover intention, this study extends the 
application of Psychological Capital Theory, Career Development Theory, and the JD-
R Model within the maritime sector. These findings contribute to a more 
comprehensive understanding of employee retention in high-risk occupations and 
provide new empirical evidence that psychological resources alone are insufficient to 
reduce turnover intention unless they are translated into higher levels of job 
satisfaction. Consequently, this study enriches the existing turnover intention 
literature by offering an integrated theoretical framework that is specifically 
applicable to maritime human resource management and highlights the strategic 
importance of fostering job satisfaction to improve workforce sustainability in the 
tanker shipping industry. 

 
4. Conclusion  

This study examined how hope, career identity, career compromise, and burnout 
influence turnover intention among Indonesian tanker ship crews, with job 
satisfaction serving as a mediating variable. The findings demonstrate that job 
satisfaction represents the central mechanism through which psychological and 
career-related factors shape employees' intention to leave the organization. Hope 
emerged as a positive psychological resource that strengthens job satisfaction while 
directly reducing turnover intention. Conversely, career compromise increases 
employees' intention to leave and simultaneously diminishes job satisfaction, 
highlighting the importance of aligning career expectations with organizational career 
opportunities. Although career identity and burnout did not directly influence 
turnover intention, both significantly affected job satisfaction, indicating that 
employees' decisions to remain with or leave an organization are largely determined 
by their overall evaluation of work experiences rather than by isolated psychological 
conditions. These findings suggest that turnover intention among tanker ship crews is 
a multidimensional phenomenon in which individual psychological resources, career 
perceptions, and workplace experiences interact through job satisfaction. 

From a theoretical perspective, this study contributes to the employee retention 
literature by integrating Psychological Capital Theory, Career Development Theory, 
and the Job Demands–Resources Model into a comprehensive framework tailored to 
the maritime industry. Unlike previous studies that examined these antecedents 
separately, this research demonstrates that their influence on turnover intention 
operates through different mechanisms, with job satisfaction functioning as the 
primary explanatory pathway. The unsupported hypotheses further indicate that 
theoretical relationships established in other occupational settings cannot always be 
generalized to the maritime sector, where prolonged isolation, rotational work 
systems, contractual employment, and demanding operational environments may 
alter employees' behavioral responses. These findings suggest that future theoretical 
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development should incorporate industry-specific contextual factors and explore 
additional organizational and environmental variables capable of explaining turnover 
intention beyond individual psychological characteristics. 

The findings also provide several managerial implications for shipping 
companies. Employee retention strategies should extend beyond improving general 
working conditions by strengthening seafarers' psychological resources, establishing 
transparent career development systems, minimizing perceptions of career 
compromise, and implementing initiatives that enhance job satisfaction throughout 
the employment cycle. Particular attention should be given to career planning, fair 
promotion practices, workload management, mental health support, and 
communication facilities that help seafarers maintain connections with their families 
during long voyages. Such initiatives are expected to improve both employee well-
being and workforce stability in the tanker shipping industry. 

Despite these contributions, this study has several limitations. The cross-
sectional research design restricts the ability to capture changes in employees' 
psychological conditions over time, while the use of self-reported questionnaires may 
introduce subjective response bias. Furthermore, the relatively homogeneous 
respondent profile, dominated by male and experienced tanker ship crews, limits the 
generalizability of the findings to other maritime occupations and workforce groups. 
The proposed model also focuses primarily on psychological and career-related 
variables without incorporating broader structural influences, such as organizational 
policies, labor market conditions, or macroeconomic factors. Future studies are 
therefore encouraged to employ longitudinal research designs, develop measurement 
instruments that better reflect the unique characteristics of maritime employment, 
include more diverse samples across different vessel types and demographic groups, 
and integrate contextual organizational and environmental factors to provide a more 
comprehensive explanation of turnover intention in the maritime industry. 

Author contribution: Sureni contributed to the conceptualization of the study, 
literature review, research design, data collection, data analysis, interpretation of the 
findings, and preparation of the original manuscript. Harits Hijrah Wicaksana 
supervised the research process, provided methodological guidance, critically 
reviewed and revised the manuscript, and approved the final version for publication. 
Both authors have read and approved the final manuscript. 

Funding statement: This research received no external funding. The study was 
conducted through self-funding by the author as part of the requirements for 
completing the Master's degree at the Master of Management Program, Faculty of 
Economics and Business, Universitas Esa Unggul.  

Acknowledgments: The authors would like to express their sincere gratitude to 
the Master of Management Program, Faculty of Economics and Business, Universitas 
Esa Unggul, for providing academic support throughout this research. The authors 
also extend their appreciation to all tanker ship crew members who voluntarily 
participated in this study by completing the research questionnaire. Special thanks are 
addressed to Harits Hijrah Wicaksana for his valuable guidance, constructive 
feedback, and continuous encouragement throughout the research process. 
Conflicts of interest: The authors declare that there are no conflicts of interest 
regarding the publication of this paper. 
 
 



Sureni & Wicaksana, (2026) 
 

 2562 

References  
Alshammari, A., Al-Shammari, M., & Al-Qurashi, H. (2024). The Role of Career Identity 

in High-Risk Professions. International Journal of Occupational Health, 12(2), 
45–58. 

Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: A 
review and recommended two-step approach. Psychological Bulletin, 103(3), 
411–423. 

Andreas, P. A., Firmansyah, S. F., & Pradana, H. H. (2025). Studi Fenomenologi Burnout 
pada Mahasiswa yang Kuliah dan Bekerja. Psycho Aksara: Jurnal Psikologi, 3(2), 
154–178. 

Ardani, D. S. (2022). Dampak Kompromi Karier pada Kinerja Sektor Maritim. Jurnal 
Riset Maritim. 

Ardiansyah, F., & Kanisius, T. (2026). Peran Komitmen Organisasi dalam Memediasi 
Pengaruh Stres dan Kepuasan Kerja terhadap Turnover Intention Pada 
Karyawan Universitas X. Jurnal Manajerial, 13(01), 239–263. 

Avey, J. B., Reichard, R. J., Luthans, F., & Mhatre, K. H. (2011). Meta-analysis of the 
impact of positive psychological capital on employee attitudes, behaviors, and 
performance. Human Resource Development Quarterly, 22(2), 127–152. 

Bakker, A. B., & Demerouti, E. (2017). Job demands–resources theory: Taking stock 
and looking forward. Journal of Occupational Health Psychology, 22(3), 273–
285. 

Brown, S. D., Ryan Krane, N. E., & Niles, S. G. (2021). Career Compromise and 
Development in Challenging Environments. Journal of Career Assessment, 29(4), 
567–582. 

Chin, W. W. (2010). How to write up and report PLS analyses. In Handbook of Partial 
Least Squares (pp. 655–690). Springer. 

Cooper, D. R., & Schindler, P. S. (2019). Business Research Methods. McGraw-Hill 
Education. 

Creswell, J. W., & Creswell, J. D. (2018). Research Design: Qualitative, Quantitative, and 
Mixed Methods Approaches. SAGE Publications. 

Eberlein, L., & Pavlopoulos, D. (2026). Job mismatches and their implications for the 
career development of vocational graduates. Empirical Research in Vocational 
Education and Training, 18(5). 

Fachruddin, M. (2024). Manajemen SDM Maritim: Tantangan dan Strategi. Gramedia 
Pustaka. 

Fin, A., Wibowo, S., & Santoso, B. (2024). Analisis Beban Kerja dan Turnover Intention 
pada Pelaut Indonesia. Jurnal Psikologi Industri Dan Organisasi, 13(1), 22–35. 

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation models with 
unobservable variables and measurement error. Journal of Marketing Research, 
18(1), 39–50. 

Fowler, F. J. (2014). Survey Research Methods. SAGE Publications. 
Gao, Y., Wang, X., & Liu, Z. (2022). Burnout and Organizational Commitment Among 

Seafarers: A Post-Pandemic Study. Marine Policy, 141, 105–115. 
Ghaleb, B. D. S., & Dahiam, B. (2024). The relationship between career selection and 

career satisfaction. Journal of Business Management and Economic 
Development, 2(03), 1045–1056. 

Ghozali, I., & Latan, H. (2015). Partial Least Squares: Konsep, Teknik dan Aplikasi 
menggunakan SmartPLS 3.0. Universitas Diponegoro. 



Sureni & Wicaksana, (2026) 
 

 2563 

Gottfredson, L. S. (2002). Gottfredson’s theory of circumscription, compromise, and 
self-creation. In D. Brown (Ed.), Career choice and development (pp. 85–148). 
Jossey-Bass. 

Gustafsson, S., Eriksson, A., & Larsson, J. (2021). Identity and Resilience in the Maritime 
Industry. Maritime Policy & Management, 48(3), 312–328. 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2019). A Primer on Partial Least 
Squares Structural Equation Modeling (PLS-SEM). SAGE Publications. 

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2022). A Primer on Partial Least 
Squares Structural Equation Modeling (PLS-SEM) (3rd ed.). SAGE Publications. 

Hall, D. T. (2002). Careers in and out of organizations. SAGE Publications. 
Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A new criterion for assessing 

discriminant validity in variance-based structural equation modeling. Journal of 
the Academy of Marketing Science, 43(1), 115–135. 

Hidayat, R. (2021). Ketidaksesuaian Karier dan Stres Psikologis Karyawan. Jurnal 
Manajemen SDM, 9(2), 112–125. 

Hirschi, A., Niles, S. G., & Akos, P. (2011). Engagement in adolescent career preparation: 
Social predictors and outcomes. Journal of Counseling Psychology, 58(1), 85–94. 

Hu, H., Wang, C., Lan, Y., & Wu, X. (2022). Nurses’ turnover intention, hope and career 
identity: the mediating role of job satisfaction. BMC Nursing, 21(1), 43. 

Hu, X., Jiang, Y., & Chen, J. (2022). The impact of psychological capital and career 
identity on turnover intention: The mediating role of job satisfaction. Frontiers 
in Psychology, 13, 895–910. 

Hystad, S. W., Eid, J., Laberg, J. C., & Johnsen, B. H. (2021). Psychological climate and 
work-related safety in the maritime industry. Journal of Occupational Health 
Psychology, 16(2), 241–255. 

Judge, T. A., Weiss, H. M., Kammeyer-Mueller, J. D., & Hulin, C. L. (2017). Job attitudes, 
job satisfaction, and job affect: A century of continuity and of change. Journal of 
Applied Psychology, 102(3), 356–374. 

Kim, J., & Park, S. (2023). Hope and Turnover Intention in the Healthcare Sector. 
Journal of Nursing Management, 31(4), 890–905. 

Kline, R. B. (2016). Principles and Practice of Structural Equation Modeling. Guilford 
Press. 

Kustiawan, U. (2022). Analisis Kebutuhan Ekonomi dan Retensi Karyawan. Jurnal 
Manajemen SDM. 

Kusuma, A. (2022). Dinamika Psikologis Pelaut di Era Modern. Penerbit Maritim 
Indonesia. 

Kusumaningrum, D., & Santosa, B. (2023). Identitas Profesi Pelaut: Kebanggaan dan 
Tantangan. Jurnal Maritim Indonesia, 5(2), 88–102. 

Leiter, M. P., & Maslach, C. (2017). Burnout and engagement: Contributions to a new 
vision. Burnout Research, 5, 55–57. 

Lestari, D. (2022). Persepsi Hambatan Karier pada Pekerja Kontrak. Jurnal Psikologi 
Organisasi, 11(1), 45–58. 

Li, C., & Wang, Y. (2023). The Path from Career Compromise to Burnout. Journal of 
Vocational Behavior, 140, 103–120. 

Li, X., & Zhao, H. (2022). Career Compromise and Its Effects on Productivity and Stress. 
Journal of Organizational Change Management, 35(3), 400–415. 



Sureni & Wicaksana, (2026) 
 

 2564 

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.), 
Handbook of Industrial and Organizational Psychology (pp. 1297–1349). Rand 
McNally. 

Loghman, S., Quinn, M., Dawkins, S., Woods, M., Om Sharma, S., & Scott, J. (2023). A 
comprehensive meta-analyses of the nomological network of psychological 
capital (PsyCap). Journal of Leadership & Organizational Studies, 30(1), 108–
128. 

Lutfiani, M. (2025). Mengelola Keseimbangan Hidup dan Pekerjaan: Dampak Burnout 
dan Peran Penting Kepuasan Kerja. Jurnal Akuntansi Dan Manajemen, 22(2), 
205–220. 

Luthans, F. (2011). Psychological Capital: Developing the Human Competitive 
Advantage. Oxford University Press. 

Luthans, F., Avey, J. B., Avolio, B. J., Norman, S. M., & Combs, G. M. (2008). Psychological 
capital development: Toward a micro-intervention. Journal of Organizational 
Behavior, 29(1), 177–193. 

Luthans, F., Luthans, B. C., & Luthans, K. W. (2015). Organizational Behavior: An 
Evidence-Based Approach. Information Age Publishing. 

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal 
of Organizational Behavior, 2(2), 99–113. 

Maslach, C., & Leiter, M. P. (2016). Understanding the burnout experience: Recent 
research and its implications for psychiatry. World Psychiatry, 15(2), 103–111. 

Maslach, C., & Leiter, M. P. (2022). The Burnout Challenge: Managing People’s 
Relationships with Their Jobs. Harvard University Press. 

Mobley, W. H. (1977). Intermediate linkages in the relationship between job 
satisfaction and employee turnover. Journal of Applied Psychology, 62(2), 237–
245. 

Nguyen, T., Mai, K., & Nguyen, H. (2021). Career Identity and Turnover Intention in the 
Digital Age. Journal of Business Research, 128, 456–468. 

Nitzl, C., Roldan, J. L., & Cepeda, G. (2016). Mediation analysis in partial least squares 
structural equation modeling: Helping researchers discuss more sophisticated 
models. Industrial Management & Data Systems, 116(9), 1849–1864. 

Nurmaulida, D., Nandang, N., & Pranata, R. M. (2026). Pengaruh Work Life Balance dan 
Social Support Terhadap Burnout Pada Karyawan PT. Sum Hing Indonesia. 
Digital Bisnis: Jurnal Publikasi Ilmu Manajemen Dan E-Commerce, 5(2), 212–
230. 

Oldenburg, M., & Jensen, H. J. (2022). Job satisfaction and turnover intention of 
seafarers during the COVID-19 pandemic. International Journal of 
Environmental Research and Public Health, 19(15), 9037. 

Ouyang, C., Zhu, Y., Ma, Z., & Qian, X. (2022). Why employees experience burnout: an 
explanation of illegitimate tasks. International Journal of Environmental 
Research and Public Health, 19(15), 8923. 

Pantouvakis, A., & Karakasnaki, M. (2023). The impact of working environment on 
seafarers’ job satisfaction. Maritime Policy & Management, 50(2), 210–225. 

Park, S., & Jang, H. (2022). Turnover intention and job satisfaction among seafarers: A 
study on the mediating role of organizational support. Marine Policy, 136, 
104910. 

Pauksztat, B., Grech, M. R., & Kitada, M. (2021). Burnout and social support among 
seafarers. Marine Policy, 124, 104321. 



Sureni & Wicaksana, (2026) 
 

 2565 

Pratama, A. (2019). Identitas Profesional dan Kepuasan Kerja. Jurnal Psikologi, 15(1), 
33–47. 

Pratiwi, A., & Hartanto, S. (2023). Dinamika Psikologis Kru Kapal Tanker. Jurnal 
Psikologi Industri, 12(2), 150–165. 

Psychology, F. in. (2024). Burnout, Psychological Well-being, and Turnover Intention 
in High-Stress Sectors. Frontiers in Psychology, 15, 120–135. 

Purwanto, A. (2022). Dinamika Sektor Maritim di Indonesia. Pustaka Pelajar. 
Putra, O. B., Sudibyo, Y. R., Safira, H. L., Pangaribuan, C. H., & Hidayat, D. (2023). 

Burnout and turnover intention: The moderating impacts of perceived 
organizational support and leader-member exchange (Evidence from 
Indonesian retail industry). 3rd International Conference on Biospheric 
Harmony Advanced Research (ICOBAR), April, 1–7. 
https://doi.org/10.1063/5.0112934 

Putrawan, I. M. (2026). Membangun Kinerja Unggul: Peran Psychological Capital 
(PsyCap) dalam Perilaku Organisasi Modern. Media Nusa Creative (MNC 
Publishing). 

Rahman, A., & al.,  et. (2024). The Role of Hope in Enhancing Seafarers’ Resilience. 
Journal of Maritime Research, 21(1), 10–25. 

Ramadhan, D. A., & Nawawi, M. T. (2021). Analisis Pengaruh Professional Identity Dan 
Work Engagement Terhadap Turnover Intention Pada Agen Asuransi Allianz Life 
Indonesia Generasi Milenial Yang Di Mediasi Oleh Job Satisfaction. Jurnal 
Manajerial Dan Kewirausahaan, 3(2), 327–334. 

Ramajoe, S. M., Kokt, D., & Proos, E. (2025). Human resource management practices as 
a predictor of employee turnover intentions in the hospitality industry: 
Mediating role of psychological capital. SA Journal of Human Resource 
Management, 23, 3178. 

Rasool, S. F., Wang, M., Tang, M., Saeed, A., & Iqbal, J. (2021). How toxic workplace 
environment effects the employee engagement: The mediating role of 
organizational support and employee wellbeing. International Journal of 
Environmental Research and Public Health, 18(5), 1–17. 
https://doi.org/10.3390/ijerph18052294 

Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior (17th ed.). Pearson. 
Romero-Carazas, R., Almanza-Cabe, R. B., Valero-Ancco, V. N., Espíritu-Martínez, A. P., 

Espinoza-Casco, R. J., Garro-Aburto, L. L., Vizcarra-Quiñones, A. M., Samaniego-
Montoya, C. M., Denegri-Velarde, M. I., & Ochoa-Tataje, F. A. (2024). Burnout and 
physical activity as predictors of job satisfaction among Peruvian nurses: the job 
demands-resources theory. Journal of Primary Care & Community Health, 15, 
21501319241256264. 

Rubenstein, A. L., Eberly, M. B., Lee, T. W., & Mitchell, T. R. (2018). Surveying the forest: 
A meta-analysis, moderator investigation, and future-oriented discussion of the 
antecedents of voluntary employee turnover. Personnel Psychology, 71(1), 23–
65. 

Sari, I. P. (2020). Burnout pada Pekerja Sektor Maritim. Jurnal Kesehatan Mental 
Indonesia, 2(1), 15–28. 

Sari, I. P. (2021). Sumber Daya Psikologis Pelaut di Lingkungan Kerja Ekstrem. Jurnal 
Psikologi Kerja, 10(2), 90–105. 

Seafarers, M. to. (2023). Seafarers Happiness Index Q1 2023. 



Sureni & Wicaksana, (2026) 
 

 2566 

Sekaran, U., & Bougie, R. (2016). Research Methods for Business: A Skill Building 
Approach. Wiley. 

Shi, L., & al.,  et. (2023). Burnout and Job Satisfaction in High-Stress Environments. 
Journal of Applied Psychology, 108(4), 560–575. 

Simanjuntak, D. (2023). Manajemen Karier dan Loyalitas Organisasi. Pustaka Utama. 
Snyder, C. R. (2002). Hope theory: Rainbows in the mind. Psychological Inquiry, 13(4), 

249–275. 
Snyder, C. R. (2021). Psychology of Hope: You Can Get There from Here. Free Press. 
Snyder, C. R., Harris, C., Anderson, J. R., Holleran, S. A., Irving, L. M., Sigmon, S. T., & al.,  

et. (1991). The will and the ways: Development and validation of an individual-
differences measure of hope. Journal of Personality and Social Psychology, 60(4), 
570–585. 

Sutanto, H. (2018). Kepuasan Kerja sebagai Filter Psikologis Karyawan. Jurnal Riset 
Manajemen, 6(2), 220–235. 

Sypniewska, B., Baran, M., & Kłos, M. (2023). Work engagement and employee 
satisfaction in the practice of sustainable human resource management–based 
on the study of Polish employees. International Entrepreneurship and 
Management Journal, 19(3), 1069–1100. 

Tantri, F. (2024). Perilaku Organisasi di Industri Jasa. Erlangga. 
Tzeng, H. M. (2021). Organizational support and turnover intention. Journal of Nursing 

Management, 29(5), 1100–1110. 
Utami, S. (2019). Peran Mediasi Kepuasan Kerja pada Pekerjaan Berisiko Tinggi. Jurnal 

Psikologi Organisasi, 8(1), 50–65. 
Vlachos, P., & al.,  et. (2024). Job Satisfaction and Loyalty in the Maritime Industry. 

International Journal of Shipping and Transport Logistics, 16(1), 1–20. 
Wang, Y., & al.,  et. (2020). Turnover intention and its antecedents in the maritime 

industry. Maritime Policy & Management, 47(3), 360–375. 
Wibowo, A. (2019). Kelelahan Kerja dan Lingkungan Kerja. Jurnal Psikologi Industri, 

7(2), 110–125. 
Wibowo, A. (2020). Psikologi Positif di Tempat Kerja. Jurnal Manajemen SDM, 8(1), 

45–60. 
Widodo, S. (2020). Penguatan Identitas Profesional Sektor Maritim. Jurnal Manajemen, 

12(2), 80–95. 
Widya, D., & Suhartono, P. (2022). Ketidakpastian Kontrak dan Niat Keluar Pelaut. 

Jurnal Ekonomi Dan Bisnis, 15(1), 55–70. 
Wong, I. A., Lin, Z., & Kou, I. E. (2023). Restoring hope and optimism through staycation 

programs: An application of psychological capital theory. Journal of Sustainable 
Tourism, 31(1), 91–110. 

Wu, Z., & Fu, J. (2024). The effects of professional identity on retention intention of 
international Chinese language teachers in Guizhou colleges and universities: the 
chain mediating role of job satisfaction and career commitmen. Salud, Ciencia y 
Tecnología-Serie de Conferencias, 3, 989. 

Xie, X., & al.,  et. (2024). Career Compromise, Burnout, and Turnover Intention among 
Seafarers. Journal of Vocational Behavior, 145, 103–125. 

Xie, Z., Chen, Z., Wang, W., Pu, J., Li, G., Zhuang, J., & Fan, X. (2024). The effect of career 
compromise on nurses ’ turnover intention : the mediating role of job 
satisfaction. BMC: Nursing, 23, 700. 



Sureni & Wicaksana, (2026) 
 

 2567 

Yuen, K. F., & al.,  et. (2023). Psychological pressure and well-being of seafarers. Marine 
Policy, 148, 105423. 

Zhang, J., & Chen, L. (2023). Career Identity and Job Satisfaction: An Empirical Study. 
Journal of Career Development, 50(2), 150–168. 

Zhang, Y., & Wang, Q. (2023). Adaptability and Job Satisfaction in the Transportation 
Sector. Journal of Organizational Behavior, 44(3), 350–365. 

Zhao, X., Lynch Jr, J. G., & Chen, Q. (2010). Reconsidering Baron and Kenny: Myths and 
truths about mediation analysis. Journal of Consumer Research, 37(2), 197–206. 

Zhou, X., Zhang, Y., Lin, Y., & Li, L. (2021). The influence of employees ’ perception of 
over-qualification on career compromise : Mediated by role conflict and sense of 
relative deprivation. Frontiers in Psychology, 13, 1039800. 

 


