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 This study is aimed at examining the impact of work mutations on work stress, 
as well as on employee performance. Having seen the differences in the 
phenomenon that occurs between female employees and male employees. The 
respondents were included in this study were 108 millennial employees of 
Dental Clinic Centre, consisting of 68 women and 40 men. The technique of data 
analysis used is WrapPLS. The results of the study indicate that work mutations 
have a negative impact on work stress, as well as work stress negatively affects 
performance. Work stress furthermore mediates the impact of work mutations 
on employee performance. It’s also found that there were differences between 
men and women in facing the work mutations that occurred. The employee of 
men is found to be calmer and not stressed in facing the work mutations that 
occur, while women are the opposite. 
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1.  Introduction 
 

The change in work atmosphere is a common phenomenon that employees will always experience in their 
working period. It will be felt when employees experience mutations from one department to another. 
Employee responses to mutations vary in each generation. The millennial generation in 2018 dominates the 
number of workers throughout the world. The millennials were born in 1979 to 1994 (Smola & Sutton, 2002), 
now this generation is very productive in the world of work. The characteristics of the millennial generation 
are that they have high self-esteem, are selfish, have low loyalty and have a bad work ethic (Martson, 2007;  
2009). There are concerns among researchers that the characteristics of the millennial generation will have an 
impact on relationships between different generations of employees, while also affecting employee and 
organizational performance (Alsop, Nicholson, & Miller, 2009; Alsop, 2008; McGuire & Hutchings, 2007). Many 
positive things, however, are generated by the millennial generation in the workplace, for example they are 
more in control of information technology compared to previous generations, besides they have the ability to 
see threats and opportunities from different perspectives, and millennia’s tend to be more quickly adapt to 
new environments (Howe & Strauss, 2000; Gorman, Nelson, & Glassman, 2004). The millennials which are 
individualistic does not depend on the group in a department. If there is therfeore a mutation, the people will 
be very easy to accept. The intensity of mutations are too high can disrupt the quality of employees in carrying 
out their work, including millennials. This is due to the understanding of new tasks that have not been one 
hundred percent that can cause the maximum completion of a job. It will not only harm employees who 
experience mutations but also greatly harm the company, especially service companies that deal directly with 
consumers. The complaints will often occur, and the most extreme are customers who will turn to other 
similar companies with better service (Gronholdt et al., 2000; Deng et al., 2010). 

Gender greatly influences a person’s perception of the changes and pressures they experience, both in the 
world of work and family (Ravinarayana & Ramakrishna, 2016; Matud, 2004; Watson et al., 2011). The men 
tend to use focus coping problems wherein facing problems, pressures, and changes men prefer to directly 
solve the problems they faced while women use focus coping emotion which is used their feelings or more 
emotional in dealing with a problem (Hamilton & Fagot, 1988). It is to show that men will be calmer and less 
stressful in dealing with problems, while women will tend to experience stress (Shirom et al., 2008; Afolabi et 
al., 2010). This is a challenge for management in dealing with employees who are actually dominated by 
millennials, especially female employees. Reviewing the characteristics of millennials is very unwilling to be 
tied to the company and has the low commitment, employee turnover, in this case, cannot be avoided (Allen, 
1995; Hill, 2002). If working conditions are not possible, and make these millennials uncomfortable, they will 
not hesitate to quit their current employment and look for other jobs. 

The dental clinic is a private business entity that also conducts human resource management activities in 
carrying out its operations. The workforce in the health company consists of dentists, nurses, and 
administrative staff. The nurses who work every month will be rolled in a horizontal position, meaning nurses 
each month will help different doctors in preparing patient data, both in analyzing the patient's disease 
history, and helping the doctor when giving action. Because of frequent mutations, causing various problems 
to arise, among others, unlike nurses who feel confused because of the large number of patient data held by 
one doctor and the responsibilities faced by nurses will increase, which will affect the performance of 
employees in the Dental Clinic. The patients who come to the Dental Clinic have different complaints and 
different history of the disease. This is the motivation of researchers to further examine how nurses are 
dominated by millennial generations in addressing mutations, and how their psychological condition in 
dealing with it. Will mutations affect their performance at work? 
 
Mutation and Stress 

 
The purpose of management mutation is to avoid saturation in work routines that are sometimes boring 

(Pinder & Schroeder, 1987; Huang, 1999). The mutation has a function that is so that employees can master 
and explore work in other fields. It can be interpreted as shifting positions both vertically and horizontally 
(Noe et al., 1988). If the mutation, however, cannot be received properly by the employee. It will have an 
impact on the psychological employee. The work has never been done due to it is not in the field, the difficulty 
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of adapting and the severity of responsibility given by the company will have an impact in the form of work 
stress on employees (Munton & Forster, 1990). Not all employees can accept the occurrence of these 
mutations. The more frequent mutations are carried out, the more stressed the employee's level will be. Based 
on this, the first hypothesis in this study is as follows 
H1: Mutations have a positive effect on stress. 
 
Stress and work performance 
 

Job stress is a condition in which a person experiences tension due to conditions that affect him (Ganster & 
Schaubroeck, 1991). Stress in the workplace is something almost every day is experienced by employees. 
Competition and professionalism are increasingly high which raise the many pressures that must be faced by 
individuals (AbuAlRub, 2004; Frese & Fay, 2001). Employees who are always demanded with deadlines, 
completion of tasks, excessive workload, conflicts between employees and many other challenges. It can make 
stress become a factor that can hardly be avoided. It will, therefore, affect the performance of employees in a 
company. Research conducted Park (2007), shows that the source of work stress can come from all things, 
and have a different impact on everyone. His research however excessive levels of stress can cause employees 
to feel depressed and not concentrate on doing the work. The performance thus will decrease. Based on this, 
the hypothesis is arranged as follows 
H2: Job stress has a negative effect on employee performance 

Stassen (2004), examined the comparison of managers who were transferred to those who were not 
transferred. The results show that managers who experience mutations feel more stressed and experience 
stress with their new duties and responsibilities than those who are not transferred comfortably. This is due 
to the need for adjustments to the job desk and coworkers. 

Lack of employee ability to adapt will have an impact on stress on him. The symptoms are various, ranging 
from dizziness, anxiety, insomnia, and the most extreme is depression. Stress can also affect the performance 
of one’s employees. The more stressful the more difficult it is for someone to show their best performance. It 
impacts performance degradation. The following hypothesis is arranged. 
H3: Job stress mediates the negative influence of mutations on employee performance 
 
Gender 
 

Gender is the difference in roles, functions, status, and responsibilities of men and women as a result of the 
socio-cultural construction that is embedded through the process of socialization from one generation to the 
next (Rosenthal et al., 1996). The gender, in addition, is also defined as the result of an agreement between 
humans that is not natural (Bem, 1993). Women are known as gentle, beautiful, emotional and motherly. 
While men are considered strong, rational, manly and mighty. The characteristics of these traits are 
interchangeable traits, for example, there are men who are meek, there are women who are strong, rational 
and powerful. The changes in the characteristics of these traits can occur from time to time and from place to 
place. 

The gender greatly related to mutations influences perceptions of pressure, as well as reactions caused by 
mutations. Research conducted by Gyllensten & Palmer (2015) and Gianakos (2000), shows women 
experience higher stress levels than men. Women who have many roles, careers in their jobs, and often 
experience discrimination and mutation, have a higher influence on work stress because the workload they 
have also tended to be higher. The men unlike wherein tend to be able to deal with stress and are ready to face 
the pressure that exists. The hypothesis is arranged as follows. 
H4: Mutations have a positive effect on work stress in women. 
H5: Mutations negatively affect work stress in men. 
 

Regarding performance, gender can also affect a person’s performance due to perceptions of working 
conditions experienced, in this case, mutations. Rosenthal et al., (1996) and Erickson (2005), shows that more 
female employees cannot show good performance because of the way they deal with stress which is 
considered unstable. This is inversely proportional to men where men are more able to deal with their stress 
so that their performance is better. For this reason, the following hypotheses can be arranged. 
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H6: Job stress mediates the negative influence of mutations on employee performance in women. H7: Job 

stress mediates the positive effect of mutations on employee performance in men 
 
 

 
 

 

 

 

 

 

 

 

 

 

 
 
 

Figure 1. Framework millennial generation in accepting mutations and its impact on employee stress and 
employee performance 

 
 
2.  Materials and Methods 

 
The data displayed in this study are data that show the relationship between work mutations, work stress 

and employee performance in the millennial generation. Another thing to be examined is the role of gender in 
the phenomenon that occurs. Data were obtained through the distribution of questionnaires from November 
2018 to February 2019. The respondents were employees who worked at the Denpasar Dental Clinic. The 
sampling method used was purposive sampling with contracts, employees born between 1979 and 1994, 
employees had worked for at least two years, had mutations more than once in one year. To obtain data, 
researchers collaborated with Human Resource Management at each existing dental clinic. Based on the initial 
data filtering in accordance with the established criteria, 150 employees were eligible. Next, the researchers 
gave questionnaires to employees who had fulfilled these requirements directly. This is conducted to avoid 
the existence of statement items in the questionnaire that are not understood, and ensure that each statement 
is truly answered. Being 150 questionnaires, 108 questionnaires were returned and could be analyzed further. 
The response rate thus in this study was 72%. Data were analyzed using SPSS version 23 for Windows, and 
WrapPLS software 
 
Measurement 
 

Dependent variables; employee performance is measured using indicators developed by Robbins (2006), 
which number 6 indicators, namely quality, quantity, timeliness, effectiveness, independence, and work 
commitment. The six indicators are measured by a Likert scale (1 for statement strongly disagrees, up to 5 for 
statements strongly agree). 

MUTATION 

(X1) 

WORK 

STRESS  

(X2) 

GENDER 
EMPLOYEE 

PERFORMANCE  

(Y) 
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Independent variables; employee mutations are measured by 3 indicators developed by Ambarita (2015). 
The indicators of work mutations in this study are mutation frequency, the reason for mutation, and accuracy 
in making mutations. Mutation indicators are measured using a Likert scale. 

Intervening variable; intervening variables in this study are job stress and are measured using 6 indicators 
modified by Hasibuan (2014). The six indicators are workload, leader attitude, conflict communication work 
time, and work authority. This indicator measurement uses a Likert scale. Moderating variable; gender is a 
discrete variable and its measurement is coded one for men and zero for women 
 
Result  
 

Based on the results of processed data using SPSS, which tests the validity and reliability of the research 
instrument results obtained that all indicators are declared valid and reliable. Having seen the value of the 
correlation coefficient of each item which is > 0.3 and the value of Cronbach Alpha > 0.6. It is next testing used 
the WrapPLS application. The purpose of using this application is the research model uses intervening and 
moderating variables. The software so that is more effective and efficient. 

This model fit test has 3 test indices, namely Average Path Coefficient (APC), average R-squared (ARS), and 
Average Variances Factor (AVIF) with APC and ARS criteria accepted on condition p-value < 0.01 or p-value 
<0.05 and AVIF is smaller than 5. The following is the output of the fit indices model from the WrapPLS 6.0 
program: 

 
Table 1 

Model fit male and female indices 
 

Goodness of Fit Indeks Signifikansi 
APC 0,305 p-value <0,001 
ARS 0,165 p-value = 0,019 
AVIF 1,161 <5 

Source: Output of WrapPLS 6.0 (2019) 
 

The output results in Table 1 explain that APC has an index of 0.305 with a p-value <0.001. While ARS has an 
index of 0.165 with p-value = 0.019. The second P-value of the index shows results below <0.05 which means 
it meets the criteria and can be said to be significant. AVIF shows an index below 5 which is equal to 1.161. 
The conclusion is the FIT model. 
 

Table 2 
Model fit male indices 

 
Goodness of Fit Indeks Signifikansi 

APC 0,352 p-value = 0,003 
ARS 0,207 p-value =0,040 
AVIF 1,029 <5 

       Source: Output of WrapPLS 6.0 (2019) 
 

The output results in Table 2 explain that APC has an index of 0.352 with a p-value = 0.003. ARS has an index 
of 0.207 with p-value = 0.040p – the second value of the index shows results below <0.05 which means it 
meets the criteria and can be said to be significant. AVIF shows an index below 5 which is equal to 1.029. The 
conclusion is that the model is FIT 
 

Table 3 
Model fit indices female 

 
Goodness of Fit Indeks Signifikansi 

APC 0,247 p-value = 0,008 
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ARS 0,126 p-value =0,071 
AVIF 1,008 <5 

      Source: Output of WrapPLS 6.0 (2019) 
 

The output results in Table 3 explain that APC has an index of 0.247 with a p-value = 0.008. While ARS has an 
index of 0.126 with p-value = 0.071p – the second value of the index shows results below <0.05 which means 
it meets the criteria and can be said to be significant. AVIF shows an index below 5 which is equal to 1.029. 
The conclusion is the FIT model. 
 
 

 
 
Source: Output of WrapPLS 6.0 (2019) 
Figure 2. Research Models and Results of Men and Women 

 
 
Source: Output of WrapPLS 6.0 (2019) 
Figure 3. Path Coefficient P Value for Men 

and women 
 

Interpretation term; Mutasi (Mutation); Stres (Stress) and Kinerja (Performance). Based on Figure 2, it can be 
seen the hypothesis testing in this study as follows 
 
H1: Mutations have a positive and significant effect on employment 

The test results show that the direct effect coefficient on the performance of stressed employees has a 
value of β = - 0.25 with p-value <0.01 which means significant. But the sign in β is negative does not match 
the initial hypothesis, it was in this study rejected. 

H2: Stress has a negative effect on employee performance 
The test results show that the direct effect stress coefficient on employee performance has the value of β = 
- 0.40 with p-value <0.01 which means significant. H2 is then accepted 

H3: Mutations negatively affect employee performance through work stress as a mediating variable 
Figure 3 shows that stress affects employee performance with the p-value obtained 0.001 <0.05 and the 
Coefficients path value of -0.398. This means that stress can be a mediator of the relationship between 
mutations with employee performance. H3 is then acceptable. 
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Source: Output of WrapPLS 6.0 (2019) 
Figure 4. Research Model and Women's Results 

 

 
 

Source: Output of WrapPLS 6.0 (2019) 
Figure 5. Women's Path Coefficient P Value 

 

Interpretation term; Mutasi (Mutation); Stres (Stress) and Kinerja (Performance). Based on figure 4, it can be 
seen the hypothesis testing in this study as follows: 
H4: Mutations have a positive effect on work stress in women 

The test results show that the direct effect mutation coefficient on stress has a value of β = 0.15 with p-
value = 0.10 which means it is not significant, it was in this study rejected. 

H6: Mutations negatively affect employee performance through work stress on women 
Figure 5 shows that stress affects employee performance with the p-value obtained 0.001 <0.05 and the 
path Coefficients value of -0.444. This means that stress can be a mediator of the relationship between 
mutations with employee performance. H6 then is acceptable. 

 
 

 
Source: Output of WrapPLS 6.0 (2019) 
 

Figure 6. Research Models and Results of Men 
 

 
Source: Output of WrapPLS 6.0 (2019) 
 

Figure 7. Male Path Coefficient P Value 
 

 
Interpretation term; Mutasi (Mutation); Stres (Stress) and Kinerja (Performance). Based on Figure 6, it can be 
seen the hypothesis testing in this study as follows: 
H5: Mutations negatively affect work stress in men 

The test results show that the direct effect mutation coefficient on the performance of stressed employees 
has a value of β = - 0.37 with p-value <0.01 which means significant. H5 is then accepted 

H7: Mutations have a positive effect on employee performance through stress on men 
Figure 7 shows that stress affects employee performance with the p-value obtained 0.006 <0.05 and the 
path Coefficient value of -0.331. This means that stress can be a mediator of the relationship between 
mutations with employee performance. H7, however, can be rejected due to the value of path coefficients 
shows negative. 
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3.  Results and Discussions 

 
The Millennials with characteristics that are independent and adaptable to the environment, both the work 

environment and the social environment are not affected by changes that in this case are mutations. They are 
even though transferred to a new workplace with a new working atmosphere and new people. It does not 
affect the psychological condition of the millennials. They, therefore, do not experience work stress. The 
millennial generation in this study gave a positive response to the mutations occur. In accordance with the 
previous research, these people are people who are easily bored with monotonous working conditions and 
always want new things in their lives (Herriot, 2002; Ondeck, 2002). The one hypothesis which says 
mutations has a positive effect on work stress is not answered. The results of testing the data show the 
opposite results where mutations have a negative effect on work stress. The more frequent the mutation the 
lower the stress level. The results of this study are in accordance with research Ellyzar et al., (2017), found 
that mutations have a good impact such as increasing work experience for employees. The employees thus can 
eliminate stress in their work and can reduce boredom. 

Regardless of the millennial generation, someone who experiences work stress, with high levels of stress 
will greatly affect a person’s psychological and physical condition. Work passion will decrease because mental 
fatigue is experienced due to stress. Employees who are always demanded with deadlines, completion of 
tasks, excessive workload, conflicts between employees and many other challenges that can make stress 
become a factor that can hardly be avoided. It will, therefore, affect the decline in employee performance. 
Related to hypothesis two which states that stress has a negative effect on employee performance, in this 
study, the hypothesis is supported. These results are in accordance with the research Myers & Sadaghiani 
(2010) and Chou (2012), showing that millennials who are in an organization, still feel stress when the work 
target is not achieved. It will result in a decrease in performance in the future. In a non-conducive 
environment, such as high conflict with coworkers, excessive workload, leaders who lack motivation can 
cause a person to become depressed. The pressure left to accumulate will eventually become an atomic bomb. 
It can damage the mental and physical health of employees. The impact will be detrimental to the company 
because employees who experience stress result in a decrease in performance 

The third hypothesis is to detect work stress variables as mediating variables on the effect of motivation 
on performance. Mutations made by the company to employees in a short time are not always acceptable to all 
employees. Employees who cannot adapt to the new environment greatly affect the performance of their 
employees. The higher or often the mutation is carried out the lower the performance of its employees. If the 
person experiences stress due to mutations that are too often it greatly affects the performance of his 
employees. It was answered significantly and in accordance with Main research (2017) and Gilboa et al., 
(2008), found that mutations had an effect on employee performance and had a negative impact through 
stress. Another reason that can be explained in this study is the percentage of respondents who are dominated 
by women, where based on strategy coping theory. The women will be more easily stressed facing stressful 
situations. Due to the women use emotions more than logic in dealing with problems. It will impact on its 
performance in the company 

The fourth hypothesis is mutations have a positive effect on job stress in women at Dental Clinic Center 
Denpasar. But the results of the analysis showed that mutations had no significant effect on stress in women 
as indicated by p = 0.10. Hofstede et al., (2010), states that in a collectivist culture, work is a supporter of 
family continuity. Work is a strong indicator of one's financial side. The stronger one’s financial quality and 
happier life. This causes even though employees experience stress due to mutations or other factors, but these 
employees still need work to meet their financial needs and still try to work optimally for their company. In a 
study conducted by Gyllensten & Palmer (2015), it was shown that women experience higher stress levels 
than men. The women who have many roles experience greater discrimination and mutations often compared 
to men so that they have a higher level of work stress. Unlike men, they tend to be able to deal with stress and 
are ready to face the pressure that exists, even though it is as heavy as the work at hand 

Frequent mutations carried out cause stress levels to employees. The mutations, however, are not a major 
factor affecting stress levels in female employees. This means that there are other things that make women’s 
stress levels increase. This can happen because most of the respondents in this study were women aged 



          e-ISSN : 2550-7001  p-ISSN : 2550-701X 

IJSSH   Vol. 3 No. 1, April 2019, pages: 102~114 

110 

between 19 years and 28 years, where this age is a millennial generation who likes change, gets bored quickly 
and is active in technology development 

In contrast to women, hypothesis 5 in this study that mutations have a negative effect on work stress and 
occur in men, can be verified. Based on strategy coping theory, men in accepting a pressure will be more able 
to control emotions because they tend to use logic in dealing with existing pressure. Male employees in the 
millennial generation feel happy when the mutation is done. They assume that mutations can eliminate the 
work stress they feel, especially the saturation with monotonous work, even though the work to be faced will 
increase but they tend to be ready to do it. The results of this study are in line with the research conducted by 
Wiley (2016), and Gyllensten & Palmer (2015), who found that men tend to be able to deal with stress and are 
ready to face the pressure, so they are very positive to accept the changes that occur including work they 

Regarding the analysis using warps version, 6.0 shows that mutations have a negative and significant effect 
on employee performance through stress in women at the Dental Clinic Center Denpasar. On testing the 
hypothesis, the test results show stress has an effect on employee performance with the p-value obtained 
0.001 < 0.05 and the path Coefficient value of -0.444. It means that stress can be a mediator of the relationship 
between mutations with employee performance. H6 is therefore accepted because the path coefficients value 
is negative. The mutations have a negative and significant effect on employee performance through stress on 
women. 

The women in facing a problem will feel higher stress than men. The female employees assume that 
mutations make themselves stressful because they have to add to their burdens, responsibilities, and other 
jobs. They also have to build communication with new people. It can make you feel awkward, uncomfortable, 
resulting in a decrease in performance. It thus can be concluded that the more frequent mutations are carried 
out the lower the performance of employees, because of perceived job stress 

Unlike the nature of women, men are ready to face the pressure that exists. The male employees assume 
that mutations can reduce work stress. The more frequent mutations occur, the stress level of male employees 
will tend to decrease. If male employees experience excessive stress. It will have an impact on decreasing 
employee performance even though. It is considered male employees are more able to deal with stress. For 
this reason, Hypothesis 7 in this study was rejected. 

 
 

4.  Conclusion 
 

The millennials have unique characteristics, due to the management careful in managing their employees. 
Their nature is independent, easily bored, but easy to adapt to change, a tough challenge for human resource 
management, in carrying out the functions of human resources. It examines the relationship between 
mutations with work stress and the perceived performance of millennial generation employees, shows 
evidence that, globally, millennial employees like company policies in terms of mutations. It is evidenced the 
more frequent mutations carried out the better the employee’s performance, even though at the beginning of 
the placement. It is caused by psychological stress for employees so that employees experience mild stress. 
The adaptation however in the new environment will make feel uncomfortable for some people, including 
millennials. This uncomfortable condition can reduce employee performance. It thus can be concluded 
mutations cause employees to feel stressed. It will have an impact on performance degradation. If mutations 
however conversely make employees happy, then an increase in performance will occur. 

It can also be concluded that gender greatly influences employee’s perceptions of the mutation policies 
carried out by the company. The women will feel more stress if the mutations are carried out. This is very 
different from men who consider mutations to be pleasant. The difference in views between men and women 
has an impact on performance. The men’s performance will remain stable or increase even though their work 
environment changes. The women’s performance, on the contrary, will decrease when changes occur. 

There are many shortcomings in the current study. It needs to be addressed in future studies. The details 
of the respondent’s marital status were not explained in detail. This is important because many of the 
differences that can be experienced by married and unmarried employees are related to perceived stress. The 
pressure experienced by married employees is much higher than that of unmarried employees. This is very 
related to the stress they will experience. The transfer of the employee studied is still general in nature, in 
subsequent studies. It is better to differentiate the transfer of employees who are promotional, parallel, or 
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reduce the grade of employees. It can very clear explain the feelings of employees when these conditions are 
experienced. Finally, to generalize the results of the study, respondents should be used in each district, not 
only in one district. 
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