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Abstract: Employee turnover costs pose a big challenge for many companies. Studies
show that employee furnover can cost about 20% of the salaries in hiring, fraining and lost
productivity, although estimates give much higher figures. Therefore, company management
must have a strategy in terms of retaining employees to avoid the desire of moving (turnover
intfention) from the company. This study aims to analyse the turnover intention of construction
employees by extending the planned behaviour model’s theory. The research method used
is a survey method with a quantitative descriptive approach. The population in this study are
employees who work in construction companies in Indonesia. The sampling method using
a non-probability sampling fechnique, namely using a convenience sampling technique is
employed in the current study. A questionnaire was used to collect data from 197 respondents.
The data were collected and analysed using structural equation modelling (SEM) techniques,
using maximum likelihood estimation with covariance matrix as the input with Amos 24
software. The results indicated that attitude and perceived behavioural control had a positive
and significant effect on turnover intention. In contrast, subjective norm had a positive but not
significant effect on turnover intention. Subjective norms indirectly had a significant effect on
turnover intention through attitude and perceived behavioural control.

Keywords: Employees, Turnover intention, Theory of planned behaviour, Construction industry,
Indonesia

INTRODUCTION

Turnover rates are an essential issue for companies. From the second decade of this
cenfury and into the foreseeable future, employee turnover remains a dominant
concern for managers and executives. In 2016, for instance, the Society for Human
Resource Management (SHRM) reported that 46% of HR managers deem employee
furnover as their fop concern, up from 25% in 2013 (Lee et al., 2018). Voluntary
furnover remains a significant problem in Asia. Employee turnover rates confinue
reaching new highs with no sign of slowing down. Turnover rates in Hong Kong
are 2,011 and in Singapore are close to 10%, with China's shocking 20%. Among
firms in China and Hong Kong, 30% reported 11% to 40% of employee turnover
(Anvari, JianFu and Chermahini, 2014). Turnover attracts organisational scientists
and employers alike because this apparent behaviour may signal poor quality of
working life and ineffective organisational processes. In particular, turnover often
imposes high financial costs on firms. When employees leave their jobs, employers
must expend funds fo find and train replacements (Hom, 2004). Thus, employee
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turnover costs are a significant challenge for many firms. Studies show that
employee furnover can cost around 20% of salaries in recruiting, fraining and lost
productivity, although some estimates are much higher (Carter et al., 2019).

Rebollo-Sanz (2012) revealed that understanding job turnover holds the key
to understanding how the labour market operates. Turnover is necessary because
it helps allocate workers to those jobs where they are most productive and allows
employers to hire and fire according to prevailing economic conditions, though
it is not always optimal. Reducing the turnover rate of employees who meet and
exceed goals could significantly impact the firm's overall bottom line (Gyensare et
al., 2016).

The presence of the construction industry in the global economy is
ubiquitous. It means that regardless of the state of economic development in a
country, virtually everyone can identify with its outputs and its tenure (Jacobsson
and Wilson, 2012). The construction industry builds and provides infrastructure for
other economic sectors, such as agriculture, energy, tourism, manufacturing,
frade and others (Budiwibowo et al., 2009). The construction industry is a project-
based industry where team members of a project work together and this team
often disintegrates at project termination. Due to the dynamic nature of the
industry, learning new concepts happens every day by addressing specific issues
that lead to project success (Deepak, Mahesh and Medi, 2019). The construction
industry has contributed significantly to the development of different countries
from the post-industrial era to the present. Nevertheless, the construction business
is persistently plagued by high employee turnover (Kerdngern and Thanitbenjasith,
2017). Therefore, innovation may be of great importance to the global construction
industry as it plays a critical role in leveraging the competitiveness of enterprises
(Staniewski, Nowacki and Awruk, 2016).

Employees who are actively looking for other employment (i.e., job search)
or frequently avoiding the workplace (e.g., absences, taking extended breaks)
tend to quit the workplace permanently as well. Along these lines, one’s job
performance can provide clues about eventual employee departures, especially
“dysfunctional turnover” when quitting by valued employees can most damage
companies. Several studies have shown that low performers (because they are
denied rewards or fear potential dismissal) and high performers (because they have
more job options) more often quit than moderate performers (Lee, Lee and Jeon,
2017). Minimising employee turnover has always been one of the key performance
indicators for human resource managers in most companies. A possible solution is
to understand the factors that affect employee turnover. One strategy to retain
employees is to recognise employee behaviour, in this case, turnover intention.
Numerous studies have been conducted to understand more about employee
turnover using the attitude variable. Most of this research also uses job satisfaction
and organisational commitment as the primary attitude (Castle, Engberg and
Anderson, 2007; Hall et al., 2010; Lee et al., 1992; Stanley et al., 2013; Vandenberghe
et al., 2021). Researchers consider measuring turnover intentions as one of the
best predictors of turnover, as well as a predecessor of actual employee turnover
(Zhang et al., 2019; Leisanyane and Khaola, 2013; Tziner et al., 2015; Mosadeghrad,
Ferlie and Rosenberg, 2008; Sahi and Mahajan, 2014; Park, Christie and Sype, 2014;
Park and Jung, 2015; Labrague et al., 2018; Tnay et al., 2013; Van Dick et al., 2004).
Employee turnover intention has received much scholarly attention because the
turnover intention is associated with actual voluntary turnover (Lambert, Hogan
and Barton, 2001).
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In this study, to understand the behaviour of employees to leave, the theory
of planned behaviour (TPB) from Ajzen (1991) was applied. TPB has been applied in
various fields, more specifically in understanding employee behaviour (Jimmieson,
Peach and White, 2008; Solikhah, 2014; Straatmann et al., 2016). Research has
supported the predictability of TPB in the context of harmful activities, fashion
counterfeits (Kim and Karpova, 2010), exit public rental housing (Li et al., 2017) and
employee turnover (Van Breukelen, Van Der Vlist and Steensma, 2004). The majority
of these studies support the usefulness of Ajzen’s theory and his view that behavioural
intent is a powerful predictor of targeted behaviour. TPB is a widely used framework
that links beliefs and behaviour. Its central theme is that intention is the motivational
factor that influences behaviour. Its constructs (i.e., attitude, subjective norm [SN]
and perceived behavioural control [PBC]) can explain intention and behaviour
with high accuracy (Sun et al., 2015).

Researchrelated to the use of the TPB model in predicting employee turnover
intention includes Sahi and Mahajan (2014), who examined the effect of employee
organisational commitment on actual turnover through behavioural intention
in the telecommunications service sector, the results of the study showed that
commitment affects attitude, SN and PBC, thereby affecting employee turnover
intention where PBC was found to be the strongest predictor of turnover intention.
Furthermore, Van Dick et al. (2004) examined whether the variables that have
fraditionally played an essential role in turnover studies, namely, job satisfaction,
organisational commitment, age and tenure can explain the additional variants in
intention and voluntary turnover. The results showed that turnover intention proved
to be the best predictor of actual turnover, where the effects of the TPB variable
and the external variable were considered.

This study corroborates Sahi and Mahajan’s (2014) findings. Van Breukelen,
Van Der Vlist and Steensma (2004) empirically tested the relationship between
TPB and turnover intention. We developed the TPB model used by empirically
investigating the relationship of SNs towards attitude towards behaviour and SN
tfowards PBC.

Several studies are related to employee turnover intention with a variable
that influences it. Including research conducted by Bani-Melhem, Quratulain and
al-Hawari (2021), who state that employee self-esteem and innovative behaviour
are very influential on turnover intention, where the two variables can be regarded
as a form of employee attitude towards the work undertaken. Subsequent research
was conducted by Zafar et al. (2021), which shows that family motivation is very
influential on turnover intention, wherein this study family motivation is one part
of PBC. Finally, Boakye et al. (2021) also studied the topic of employee turnover
intention and reported that interpersonal support had a significant effect on
employee intentions to move from work, where interpersonal support is part of the
employee’s aftitude.

Previous research on employee turnoverintention in the construction business
is still minimal, especially in Indonesia. Specifically, the current study attempts to
determine the turnover intention of construction employees by implementing TPB
and examines the inclusion of other relationships that are expected to increase
the strength of the theory explained in the context of employee turnover. The first
step of the research is to understand employee turnover intention and understand
the factor behind employee turnover intention. Then determine the research
population and the sampling technique used. Data were collected with the help
of a questionnaire filled out by all research samples (construction employees), with
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analytical techniques using descriptive statistics and inferential statistics. Statistical
inferencing was done by structural equation modelling (SEM) to evaluate the
strength of the empirical relationship in the proposed model.

Turnover Intention

Employee turnover is the voluntary cessafion of membership in an organisafion
by an individual receiving monetary compensation for parficipation in that
organisatfion (Hom, 2004). Many researchers have used turnover intentions as the
most immediate and most accurate predictor of actual turnover (Van Breukelen,
Van Der Vlist and Steensma, 2004). A meta-analysis by Griffeth, Hom and Gaertner
(2000) revealed that tfurnover intention is the best predictor of (voluntary) furnover.
Turnover intent is the probability that an employee will leave an organisation
(Mobley, 2011). Turnover intention is also referred to as turnover plan or turnover
tendency. Turnover intention is the behavioural fendency of employees to attempt
fo leave their work organisation, which may lead to actual turnover (Chen et al.,
2014). Quit intenfions are of unique importance because an employee who is
preoccupied with the thought of leaving the organisation may be detached from
his/her work and coworkers with considerable consequences for performance
(Ladebo, 2006).

The issue of employee furnover is essential o address because high attrition
can extensively affect companies, directly and indirectly, resulting in increased
hiring and training costs, lost production, reduced profits and overall lower
employee morale (Hayward et al., 2016). When the highest performing employees
leave, as so offen seems the case, turnover is a more significant problem than
when poor performers quit (Mowday, 1984). However, organisations may benefit
from employees leaving because of payroll reductions and voluntary separation
of poor performers, leading to better organisational performance (Dess and Shaw,
2001).

TPB

Since its infroduction 26 years ago, the TPB has, by any objective measure, become
one of the most frequently cited and influential models for the prediction of human
social behaviour (Ajzen, 1985; 1991; 2011). The theory focuses on an individual's
infention to undertake a given behaviour when it is presumed that the behaviour
is under the individual’s volitional control (Gakobo and Jere, 2016). TPB model is
subjective and inherently veered toward individualistic/personalised perception
of human behaviour. It implies that individuals will infend to perform a behaviour
when they evaluate it positively, believe that significant others think they should
perform it and perceive it to be within their control (Courneya and McAuley, 1995).

The TPB postulates three conceptually independent determinants of
intention. The first is the attitude toward the behaviour refers to the degree to
which a person has a favourable or unfavourable evaluation or appraisal of the
behaviour in question. The second predictoris a social factor, termed SN. It refers to
the perceived social pressure to perform or not to perform the behaviour. Finally, the
third antecedent of intention is the degree of PBC, which, as we saw earlier, refers
fo the perceived ease or difficulty of performing the behaviour. It is assumed to
reflect the experience and anticipated impediments and obstacles. As a general
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rule, the more favourable the attitude and SN concerning behaviour are and the
greater the PBC is, the stronger the individual intends to perform the behaviour
under consideration (Ajzen, 1991).

CONCEPTUAL FRAMEWORKS AND HYPOTHESES

The conceptual framework of this study is stated in Figure 1, using the construct
drawn from the TPB. TPB explains how an individual's attitude toward behaviour, SN
and PBC predict intent, leading to behaviour (Ajzen, 1985). The stronger a person’s
aftifude, SNs and PBCs, the more likely behavioural intentions will be triggered.
Behavioural beliefs are the cognitive basis of behavioural attitudes, norms and PBCs
(Li et al., 2018). This study assumes that individuals decide to leave work based on
three constructs of TPB: attitude toward behaviour, SN and PBC. Precisely, attitude
toward the act (ATT) reflects the results of employee evaluations of benefits or
losses when leaving work. The SN presents the perception of employee confidence
obtained from the views of others towards leaving work. Finally, employee beliefs
determine PBC about the ease or difficulty of leaving the job. This perception is
also determined by the potential resources that support or inhibit leaving work.
The assumed hypothesis is based on TPB in the confext of employee turnover is as
follows:

H1: ATT has a positive and significant influence on turnover
infention.

H2: SN has a positive and significant influence on turnover intention.
H3: PBC has a positive and significant effect on turnover intention.

In this study, two paths between SN and ATT, and SN and PBC were examined
in addifion to relatfionships suggested by TPB. Previous research has shown that
normative and afttitudinal constructs may be dependent, therefore, SN could
influence attitudes toward behaviour (Kim and Karpova, 2010). Furthermore, SN
has a significant influence on the intentions and attitudes of individuals concerning
certain types of behaviour (Hsu and Lu, 2004).

SN may also affect perceptions about the ease or difficulty of performing a
behaviour. PBC reflects experience, knowledge about products and anticipated
obstacles. Because people share information, knowledge and experiences with
family and friends, the opinions of significant others may influence perceptions
about the amount of control over certain behaviours (Kim and Karpova, 2010).

H4: SN has a positive and significant influence on ATT.
H5: SN has a positive and significant influence on PBC.
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Figure 1. Conceptual framework

METHODOLOGY

The population in this study is employees working in construction companies in
Indonesia. The population includes both managers and skilled workers. To obtain
a representative sample, we randomly selected five construction companies in
Indonesia. The sampling method in this study used a non-probability sampling
tfechnique, namely using a convenience sampling technique.

We employed the questionnaire survey method to collect data to test the
research hypotheses. The survey instrument consisted of 12 questions designed to
assess various variables related to the TPB. The form confained questions about ATT,
SN, PBC and turnover intentfion. The questionnaire was distributed to 228 employees
working in the five construction companies. A total of 197 questionnaires were
returned, while 31 respondents did not submit the questionnaire.

The proposed model and hypothesis were tested with SEM with Amos 24
software. SEM refers to a broad statistical framework that involves the specification
of a substantive or theoretical model and the testing of the model to observed
data (Bauldry, 2015). Structural models are often represented by a path diagram
in which squares represent observed variables, ovals represent hypothesised
latent variables and unidirectional arrows represent regression-type coefficients.
Bidirectional arrows represent unanalysed correlations or covariances (Hayashi,
Bentler and Yuan, 2007). SEM remains a significant sample analytic technique
(Schreiber, 2017). SEM can handle a large number of endogenous and exogenous
variables, as well as latent (unobserved) variables specified as linear combinations
(weighted averages) of the observed variables (Golob, 2003).

All variables in the current study are latent variables and were measured by
various item scales. All items were adopted from previous literature and modified
slightly to fit the current research context. Each item is measured on a 5-point
Likert scale from 1 = “Strongly disagree” to 5 = "“Strongly agree”. Table 1 shows
the measurement items which can be explained as follows: The ATT is measured
using three items from Moksness and Olsen (2017). The SN measurement consists
of three items adapted from Gao et al. (2017) and Roncancio et al. (2015). Three
items from Kim and Karpova (2010) were employed to measure PBC. Finally, the
turnover intention was measured using three items as per the method proposed by
(Madden, Ellen and Ajzen, 1992).
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Procedural and statistical methods are used to overcome common-method
bias (Podsakoff et al., 2003). Participation in this research was voluntary. All
questionnaires were filled anonymously to ensure confidentiality. The questionnaires
were tested for validity and reliability before being used in retrieving the primary
data. Testing was conducted on 30 respondents. Furthermore, Harman's single
factor test was conducted to determine whether there is any common method
bias in the data set. The result of exploratory factor analysis indicates that the first
factor held 38.591% variance (< 40), suggesting that common method bias has no
impact on the present study (Babin, Griffin and Hair, 2016).

Table 1. Multicollinearity statistics test

Variable Collinearity Statistics
Tolerance Variance Inflation Factor (VIF)
0.738 1.356
0.810 1.235
0.867 1.153

Bias can also be caused by the correlation between independent variables
(there is an indication of multicollinearity), so a non-multicollinearity test must be
carried out. The existence of multicollinearity can be ascertained by testing the VIF.
The VIF was used to evaluate the presence of multicollinearity among variables.
VIFs ranged from 1.153 to 1.356 (as shown in Table 2), providing evidence that
multicollinearity was not a problem in this study.

Table 2. Assumption fest (normality test)

Variable Min. Max. Skew. Composite Reliability (CR) Kurtosis CR

PBCI 1.000 5.000 -0.862 —4.253 0.525 1.294
PBC2 1.000 5.000 -0.357 -1.760 -0.932 -2.298
PBC3 1.000 5.000 -0.527 -2.600 -0.323 -0.796
SN1 1.000 5.000 0.646 3.188 0.326 0.803
SN2 1.000 5.000 -0.019 -0.095 -0.595 —1.467
SN3 1.000 5.000 0.135 0.667 -0.640 -1.579
TI3 1.000 5.000 -0.296 —-1.461 -0.716 -1.767
TI2 1.000 5.000 -0.080 -0.393 -0.878 -2.166
il 1.000 5.000 -0.368 -1.814 -0.827 —2.040
ATT3 1.000  5.000 0.188 0.927 -0.920 —2.269
ATT2 1.000  5.000 0.058 0.284 -1.027 -2.534
ATTI 1.000  5.000 0.051 0.254 —-1.049 —2.586
Multivariate -1.968 —0.649
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RESULTS

Of the total respondents, 77.2% were male and 22.8% female. The majority 42.6%
were aged between 30 years old and 40 years old, 25.4% were aged between 40
years old to 50 years old, 20.8% were aged less than 30 years old and 11.2% were
aged more than 50 years old. The education level of the respondents was 25.8%
had a diploma-level education, 68.5% had a university-level education and 5.7%
had postgraduate-level education.

SEM using maximum likelihood estimation was applied to analyse the data.
Two assumptionsin the SEM analysis were the assumption of normality and no outliers.
The normality assumption test was carried out using the critical ratio skewness value
of + 2.58 at a significant level of 0.01 (1%). The data is normally distributed if the
critical ratio skewness value is below = 2.58 (Ghozali, 2005). Table 2 demonstrates
that all indicators have a critical ratio skewness value between £ 2.58, so it can be
concluded that the data from the indicators are normally distributed. The second
assumption states that there are no outliers. Mahalanobis distance (Md) was used
to test the outliers. Examination of multivariate outliers was performed using the
Mahalanobis criteria at a level (p < 0.001). Md was evaluated using x2 at degrees
of freedom for the number of parameters in the model used, namely 49, where
from the statistical table obtained x249 = 33.93 as the decision-making rule. If Md
from the observation point is > 33.93, then it showed that the observation point is an
outlier. In contrast, if Md from the observation point < 33.93, the observation point
is not an outlier. The farthest observation point is the 63rd respondent with an Md-
value = 21.453 when compared to the value x 249 = 33.93, then the Md-value of
the 63rd point < 33.93. It can be concluded that in this study, all observation points
are not outliers.

The measurement model can be assessed by examining the reliability,
convergent validity and discriminant validity. Reliability can be assessed by
determining Cronbach’s alpha (a), the CR and the average variance extracted
(AVE). Hair et al. (2014) suggested that Cronbach’s alpha is acceptable when it
exceeds 0.70; CR is acceptable when it exceeds 0.70; AVE is acceptable when it
exceeds 0.5. Table 3 shows that Cronbach’s alphas for this study ranged from 0.797
to 0.888, all of which exceed the recommended value of 0.7. The CR ranges from
0.701 to 0.868, exceeding the recommended level of 0.70. The AVE range from
0.442 to 0.689, although the AVE of the SN (0.442) was lower than the standard
(0.50) recommended by Hair et al. (2014), the construct was included in the SEM
model, considering adequate reliability of the scale and the importance of the
construct in the model. The convergent validity can be assessed using factor
loadings. The factor loadings show the weight of each indicator as a measure of
each variable. Based on data presented in Table 3 and Figure 2, the factor loading
for each indicatoris above 0.6 at the significance level of p < 0.05, suggesting good
convergent validity.
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Table 3. Test results of measurement model in SEM

Variable  Indicator Standardised p-value CR Average Alpha
factor loading Variance  Cronbach
extracted
Attitude Leaving work is 0.836 o 0.796 0.566 0.845
towards fun for me
the act
Leaving work is a 0.721 ok
good idea for me
Leaving work is 0.693 ok
profitable for me
SN My family thinks 0.733 ok 0.701 0.442 0.814
that | have to
leave work
My colleagues 0.638 ok
think that | have
to leave work
My boss wanfts 0.617 e
me to leave work
PBC Leaving work is 0.973 e 0.868 0.689 0.888
easy for me
I have full control 0.777 ok
to leave work
If Il want, | can 0.720 ok
easily leave work
Turnover  lintend to leave 0.820 ok 0.819 0.601 0.797
Intention  work in the future
I will fry to leave 0.724 ok
work in the future
| am going to fry 0.780 ok

fo leave work in
the future

Overall structural model validation with the goodness of fit index (GoF) can
also be done to validate the combined performance of the measurement model
(outer model) and structural model (inner model) obtained through the following
calculations:

GoF = AVE X R®

GoF = y/(0.566 + 0.442 + 0.689 + 0.601) /4 = /0.5745 X 0.925
GoF = /0.531 = 0.729

The determination of the GoF shows a value of 0.729. According fo Ghozali
(2005), small GoF = 0.1, medium GoF = 0.25 and large GoF = 0.36. Therefore, it
can be concluded that the overall performance of the measurement model (outer
model) and structural model (inner model) is good because the GoF value is more

than 0.36 (GoF large scale).

Eg. 1
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H1 to H5 were tested through an SEM, using maximum likelihood estimation
with a covariance matrix as the input. The goodness of fit overall model test results
(as shown in Table 4) show that not all criteria indicate a good model. Arbuckle
and Wothke (1995) stated that the best criteria used as an indication of model
goodness are CMIN/df values less than 2 and RMSEA below 0.08. In this study, the
values of CMIN/df (1.947) and RMSEA (0.070) have met the cut-off values. Therefore,
the model is found suitable and feasible to use so that that interpretation can be
made for further discussion.

Table 4. Test results of the overall GoF model

GoF Cut-off Value Model Result Fit
Chi-square Smaller the better 95.426 Yes
Probability >0.05 0.000 No
CMIN/df <2.00 1.947 Yes
GFl >0.90 0.925 Yes
RMSEA <0.08 0.070 Yes
AGFI >0.90 0.880=0.9 Yes
TLI >0.90 0.937 Yes
NFI >0.90 0.910 Yes
PNFI 0.60 to 0.90 0.675 Yes
CFl >0.9 0.953 Yes
PGFI 0fo1.0 0.581 Yes

Subjective
Norm

Turnover
Intention

Perceived
Behavioral
Control

Figure 2. Standardised regression coefficient

Based on the SEM results (Figure 2 and Table 5), the following hypothesis
testing results are obtained: ATT to furnover intention (B8 = 0.568, p = 0.000), because
p < 0.05 then ATT has a positive and significant effect on turnover intention. This
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result shows empirical evidence to support H1. The SN on turnover intention
(B =0.120, p = 0.251), because p = 0.05 then the SN has a positive and insignificant
effect on turnover intention. This result shows that there is no empirical evidence
to support H2. PBC on turnover intention (8 = 0.261, p = 0.000), because p has a
value < 0.05 PBC has a positive and significant effect on turnover intention. These
results suggest that there is empirical evidence to support H3. The SN to attitude
towards the act (8 = 0.574, p = 0.000), because p < 0.05 then the SN has a positive
and significant effect on ATT. This result shows that there is empirical evidence to
support H4. The SN to PBC (8 =0.332, p = 0.000), because p <0.05 then the SN has a
positive and significant effect on PBC. These findings indicate empirical evidence
to support H5. SN indirectly affected turnover intention through ATT and PBC. The
estimate of the indirect effect from SN to turnover intention through ATT was 0.326
(0.574 x 0.568), whereas the indirect effect from SN to turnover intention through
PBC was 0.086 (0.332 x 0.261). The mediation variable is tested using the Sobel
test, namely through hypothesis testing, to determine whether or not the mediation
variable is significant. The standard deviation of the indirect effect (multiplication)
refers to MacKinnon, Fairchild and Fritz (2007):

O =vosa to, b Eq. 2

In this case, a and b are the coefficients of the path traversed. Sobel test
staftistics are z_value, calculated by dividing the coefficient of indirect influence by
the standard error,

z value = (a * b)/+/ b2SEa2 + azSE,,2 Eq.3

where

a = Standardised regression coefficient influence of the explanatory variable
X on the mediating variable M,

SE, = Standard error for coefficient a,

b = Standardised regression coefficient influence of the mediating variable M
on the dependent variable Y, and

SE, = Standard error for coefficient b.

Table 5. Result structural model

Independent Variable  Dependent Variable Standardised CR p-Value
ATT Turnover intention 0.568 5.491 0.000*
SN Turnover intention 0.120 1.148 0.251
PBC Turnover intention 0.261 3.713 0.000*
SN ATT 0.574 5.645 0.000*
SN PBC 0.332 3.815 0.000*

Note: *Significant at p < 0.05

The results of the Sobel test (as shown in Table 6) reveal that ATT and PBC
remarkably mediate the relationship between SN and turnover intention.
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Table 6. Result of Sobel test

Relationship Sobel Test Statistics (> 1.96) Sig. (p < 0.05)
P > 3.107 0.002

SN Tl via ATT
L — > 2.172 0.029

SN Tl via PBC

Furthermore, to verify the usefulness of the TPB model development, the
goodness of fit of the original TPB model was also evaluated. The measurement
results on the original TPB model, the GoF indicator (Chi-square = 147.067; CMIN/df
=2.884; GFI = 0.889; RMSEA = 0.098; AGFI =0.830; TLI = 0.875; NFI=0.861; PNFI = 0.665;
CFl = 0.903; PGFI = 0.581), compared with the measurement results of the GoF in
model development (as shown in Table 6) show that the model development has
a better fit.

DISCUSSION

The objective of this study was to examine TPB in the context of the turnover
intention of construction employees in Indonesia. The study findings show a positive
and significant effect of ATT and PBC on turnover intention, while SN does not
significantly influence turnover intention. SN has a positive and significant effect on
ATT and PBC. ATT and PBC significantly mediate the relationship between SN and
turnover intention.

The findings showed that ATT has the most positive and significant influence
on furnover intention, which corroborates previous research (Armitage and Conner,
2001; Gorgievski et al., 2018; Nasri and Charfeddine, 2012; Oluka et al., 2017; Shih
and Fang, 2004). This result implies that the individual forms a strong attitude towards
leaving work, based on the belief that the behaviour can provide benefits or
satisfaction for them. Ajzen (2005) suggests that beliefs determine attitudes towards
behaviour about a behaviour’'s consequences or behavioural beliefs.

This study also validated that PBC is a positive and significant determinant of
turnover intention. The findings show conformity with previous research (Cheung
and To, 2017; Jalivand and Samiei, 2012; Lee, 2009; Rhodes et al., 2015; Oztekin
et al., 2017). This may be attributed to the fact that employees feel they have the
competence and opportunity to get a job elsewhere, they tend to have a high
turnover rate.

The findings of this study also show that SN has a positive and insignificant
influence on turnoverintention. This finding is consistent with several studies using TPB,
which found that SN was the weakest intention predictor (Van Breukelen, Van Der
Vlist and Steensma, 2004; Solikhah, 2014; Gakobo and Jere, 2016) and insignificant
(Gao et al., 2017). This result is contrary to TPB, which states that the SN influences
intention. This result shows that social pressure from others does not impact the
employees’ decision to leave their job. This finding is beyond our expectations but is
interesting to explain. Perhaps the reason is that the survey participants came from
several companies. Moreover, it is also possible that most of the participants in this
survey are still young (= 37.59 years old). They are more rational and have their own
opinions. Final decisions and behaviour largely depend on their rational thinking.
This argument supports the opinion of Gao et al. (2017).
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SN has a positive and significant effect on ATT. It shows that the influence of
one's community plays an essential role in shaping attitudes toward behaviour. This
result aligns with Kim and Karpova's (2010) research and Weng et al. (2017). The
results also show that ATT significantly mediates the indirect effect of SN on turnover
intention. These results imply that construction company employees tend to refer
to the opinions of their family members, colleagues and superiors in forming an
intention to leave. For example, people around them express a strong view that
leaving the organisation is best.

Also, SN has a positive and significant effect on PBC; it indicates that one’s
community plays a role in shaping PBC. This result is also in line with the study of
Kim and Karpova (2010). The results also show that PBC significantly mediates
the indirect effect of SN on turnover intention. This result shows that employees’
confidence to leave the organisation may be from people around them because
people can be influenced by information or opinions.

These findings also provide empirical evidence that two additional pathways,
namely SN for ATT and SN for PBC are essential extensions of TPB because they help
improve the theory’s ability to predict turnover intention.

CONCLUSIONS AND RECOMMENDATIONS

This study employs the conceptual framework of TPB to predict the turnoverintention
of construction employees in Indonesia. The findings show that ATT and PBC have
a positive and significant effect on turnover intention, while SN has a positive and
insignificant effect on turnover intention. ATT is confirmed as the most dominant
factor influencing employees’ intentions to leave work, while SN is the most minor
and insignificant. SN has a positive and significant effect on ATT and PBC. ATT and
PBC significantly mediate the relationship between SN and furnover intention.

Overall, the results of this study have immense implications for future research
and practice. The model developed in this study represents a significant increase
for TPB by adding two pathways, namely SN to ATT and SN to PBC, significantly
increasing the strength of the theory explanation in employee turnover intention.
The results of this study provide practical insights for construction company human
resource managers in reducing employee turnover. The following are some
recommended implications:

1. Managers can start by influencing employee attitudes. Build a positive
aftifude by orienting and socialising the values and culture of the
company in helping employees adapt. Managers are expected to provide
opportunities for employees to improve their skills, career opportunities and
responsibilities.

2. The construction industry is very dynamic and fast, which will result
in employee fatigue, lack of fime with family and so forth. Vacation
packages, gifts or bonuses should be provided to make employees feel
part of the organisation.

3. Management must strengthen emotional ties with employees and their
families by doing activities such as recreation and so forth.
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4. The research results confirm that attitude is a critical output. Thus, work
attitudes need to be built before entering the working world, both in society
and in higher education.

LIMITATIONS AND FUTURE RESEARCH

There are several limitations in this research study. First, the data were collected from
five construction companies in Indonesia, which may restrict the generalisability of
the results. Thus, in future research, we should attempt to collect data from more
companies. Second, this research only considers the effects of psychological
factors on employee furnover intfention in construction companies in Indonesia.
Therefore, future studies can consider other factors that might influence employee
turnover intention in the construction industry. Third, the conclusions drawn from our
study are based on cross-sectional data. We hypothesised causal relationships in
line with the direction of causal influence as proposed in the TPB.

Further research should consider validating the proposed model in a
longitudinal study, which would enable inferences about the direction of causality
among variables in the model. Finally, the research model could be applied and
investigated in different periods to make comparisons. For example, Ajzen (1991)
suggested that the relative importance of atftitude toward behaviour, SN and PBC
in predicting behavioural intention may vary according to the specific behaviour
and situation.
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