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ABSTRACT 

The predictors of turnover intention among construction managers in the U.S. are examined. This 

article uses a quantitative correlational multiple linear regression to examine the relationships 

among construction managers’ job uncertainty, complexity, variety, interdependence, job 

satisfaction, and turnover intent in the United States. Previous studies have shown that turnover 

intent rates continue to reach new highs, with no signs of slowing in the U.S. and many other 

countries. Although researchers have recognized the importance of turnover intent, job 

uncertainty, complexity, variety, interdependence, and job satisfaction individually, their 

combined effects remain under-investigated. Therefore, this quantitative study aims to identify 

predictors of potential turnover intent among managers in the United States construction 

industry. The empirical findings highlight the moderate predictive relationship between job 

satisfaction and turnover intent, suggesting that improving job satisfaction may help reduce 

turnover intentions. However, the factors of job uncertainty, complexity, variety, and 

interdependence were not statistically significant predictors of turnover intent. These findings 

align with the push-pull-mooring theory, which explains most migration behaviors, and, 

alternatively, the two-factor theory, which explains that executive managers must establish a link 

between essential hygiene and motivator factors. This study contributes to understanding the 

importance of construction companies’ specific needs and perceptions. Finally, the study invests 

in measures to promote job satisfaction and retention to mitigate the challenges posed by high 

turnover rates in the industry. 
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Introduction/Background 

Turnover intention is an employee’s voluntary intention to leave an organization. The 

turnover intention rate is high and poses a significant challenge for construction companies 

(Rumawas, 2022). Employee turnover rates continue to reach new highs, with no signs of 

slowing in the U.S. and many other countries (Kashmoola et al., 2017; Rumawas, 2022). The 

U.S. Bureau of Labor Statistics (2024b) reported increased gross job losses in the construction 

sector from 2014 to 2023. Similarly, Rumawas (2022) explains that turnover intent will remain a 

significant problem in the 21st century. Studies indicate that employee turnover costs in some 

sectors can exceed 20% of salaries, including expenses for recruitment, training, consulting, and 

lost productivity (Rumawas, 2022; Vakira et al., 2023). Therefore, we must consider the impact 

of turnover intent (TI) on job uncertainty, complexity, variety, and interdependency (JUCVI), as 

well as on job satisfaction (JS). 

There are several types of construction managers. Architects, civil engineers, and 

construction managers work in various capacities, including design, consulting, and site 

supervision (Ayalp, 2022). Due to the nature of their work, these managers experience high 

levels of work pressure (Kasa et al., 2023). A 2018 survey indicates that approximately 60% of 

employees are dissatisfied with their jobs, compared to 20% in the 1960s (Gomez-Mejia et al., 

2020). This survey indicated employees’ sentiment about their work. In general, Devi et al. 

(2023) found that approximately 3.5 million Americans voluntarily leave their jobs each month. 

As a result of these working conditions, the construction industry in the United States is 

experiencing a decline in productivity, conflicts that affect project performance, and managerial 

turnover intentions (Ayalp, 2022). Therefore, it is worthwhile to investigate the predictors of 

turnover intent in the United States construction sector. 

The objective of this study is to address this research gap by examining the relationships 

among JUCVI and JS, as independent variables, and TI, as the dependent variable, among 

construction managers in the United States. This research used the push-pull-mooring theory to 

examine employee turnover intent. The study also drew on Frederick Herzberg’s two-factor 

theory to explain employee behavior in terms of extrinsic and intrinsic factors (Chang et al., 

2023; Yousaf, 2020). Furthermore, there is a lack of academic research on managers’ turnover 

intentions and the effects of JUCVI and JS on them. TI has been extensively explored in relation 

to managers (Ayalp, 2022; Borg et al., 2023; Ekrot et al., 2018; Lehtonen et al., 2022; Mubarak 

et al., 2023; Uğural et al., 2020). However, the current literature does not evaluate the 

relationships among JUCVI, JS, and TI. 

The problem examined in this study is the lack of insight into predictors of high turnover 

intent among managers in the United States construction industry (Ayodele et al., 2022; 

Rumawas, 2022; Wu et al., 2019; Uğural et al., 2020). High turnover intention among managers 

in the United States construction industry can lead to higher project costs, decreased morale and 

productivity, disruption of project workflows, and erosion of competitive advantages (Fan et al., 

2024; Uğural et al., 2020; Wu et al., 2019). The industry faces a talent retention crisis (Aghimien 

et al., 2024). Employees’ intentions to quit could signal poor work performance, poor well-being, 

and ineffective organizational processes (Liswandi & Muhammad, 2023). Other psychological 

stressors contributing to TI include long hours, heavy workloads, job uncertainty, and the need to 

stay connected 24/7 (Jugdev et al., 2018). Therefore, employers must recognize managers’ TI to 

limit its negative consequences in their organizations (Borg & Scott-Young, 2022). The 



Business Management Research and Applications: A Cross Disciplinary Journal 

3  

consequences of TI, in turn, raise the question of whether JUCVI predicts TI among managers in 

the construction sector. 

The purpose of this quantitative study was to identify predictors of turnover intention 

among managers in the United States construction industry. The researcher gained insight into 

these predictors of turnover intent by examining the relationship among JUCVI, JS, and TI 

among managers in the U.S. construction industry. This research was conducted through the lens 

of the push-pull-mooring theory to examine factors influencing employee turnover intent (Chang 

et al., 2023). The study also applied Frederick Herzberg’s two-factor theory of motivation to 

explain how individuals behave in their employment (Yousaf, 2020). After conducting a 

thorough literature review, no such study examining the relationship among JUCVI, JS, and TI 

among managers in the U.S. construction industry was found. 

This study builds on the work of Chang et al. (2023), who integrated the push-pull-

mooring theory to explain outcomes of push and pull dynamics and examined how each factor 

influences employee migration from one company to another. A limitation of Chang et al.'s 

(2023) study was its exclusive focus on employees in Taiwan. This limitation presents an 

opportunity for further research in the United States. This research employed the push-pull-

mooring theoretical framework (Lee, 1966; Moon, 1995) and Frederick Herzberg’s two-factor 

motivation-hygiene theory (1959) (Chang et al., 2023; Yousaf, 2020). Understanding the 

relationship between JUCVI and JS, and how they influence TI, is crucial for modern 

organizations and warrants further investigation. Consequently, the research question and 

hypotheses that follow were formulated: 

RQ: How do job uncertainty, complexity, variety, interdependency (JUCVI), and job 

satisfaction (JS) affect the turnover intent (TI) of managers in the U.S. construction industry? 

H0: Job uncertainty, complexity, variety, interdependency (JUCVI), and job satisfaction 

(JS) do not affect the turnover intent (TI) of managers in the U.S. construction industry. 

Ha: Job uncertainty, complexity, variety, interdependency (JUCVI), and job satisfaction 

(JS) do affect the turnover intent (TI) of managers in the U.S. construction industry. 

This study used three research instruments: the Turnover Instrument Survey (TIS-6) to 

measure the turnover intention criterion variable; Dean and Snell’s (1991) job uncertainty, 

complexity, variety, and interdependency survey instrument; and Paul Spector’s (1985) Job 

Satisfaction Survey (JSS). A G*Power analysis indicates that at least 68 participants should be 

included in the study (Faul et al., 2009). The minimum sample size was increased by 25% to 

account for potential attrition, resulting in a target sample of 85 participants. The study employed 

a correlational design to examine relationships among variables, as this design is most suitable 

for achieving the study’s objective. 

Literature Review 

According to Carter et al. (2019), turnover costs are estimated to be about 20% or more 

of an employee’s wage, including productivity losses and training expenses. Edmondson & 

Matthews (2022) present an alternative perspective, suggesting that the intention to quit results in 

approximately $500 billion in productivity losses for U.S. companies, underscoring the 

importance of employee retention for businesses. Although turnover can sometimes have positive 

effects, as it facilitates the redistribution of work and allows companies to retain only the 

essential workers needed for operations based on economic conditions, it is not always 
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advantageous (Egemen, 2024). Rumawas (2022) also emphasizes that turnover intention will 

remain a significant concern in the 21st century. 

The push-pull-mooring (PPM) theory provides a framework for understanding the 

transition of intent from one original position to another. Initially developed to examine how 

individuals migrate from one place to another (Chang et al., 2023), the PPM model, as noted by 

Lin and Wu (2020), stems from the push-pull theory and elucidates individual decision-making 

processes regarding migration within population studies. 

In his seminal work, Lee (1966) proposed that migration can be classified as voluntary or 

involuntary and as internal or external. Lin and Wu (2020) observed that the PPM framework 

categorizes factors influencing turnover into three distinct groups: push, pull, and mooring. The 

push-pull element of the PPM framework traces back to the nineteenth century when Ernest 

George Ravenstein presented the “Laws of Migration” to the Royal Statistical Society in 1885 

(Carling, 2024; Lee, 1966). Four years later, Ravenstein (1889) revisited his paper on the “Laws 

of Migration,” asserting that both positive and negative processes influence individuals’ 

migration behaviors. 

Criticism of the push-pull mooring framework centers on its theoretical assumptions, 

geographic limitations, and its static, nineteenth-century roots. The theory’s static nature failed to 

adapt to changing times and individual circumstances (Carling, 2024; De Haas, 2021; Lisana, 

2023). A significant contribution of the PPM theory is the introduction of the concept of 

“moorings” by Longino (1992). Moon (1995) later incorporated “mooring” into the push-pull 

model, expanding the migration theory more comprehensively. Recent studies show that 

moorings are individual or spatial factors that facilitate or hinder migration decisions (Jo & Park, 

2023; Lisana, 2023; Marozva et al., 2024). 

Figure 1  

Three Dimensions of the Push-Pull-Mooring (PPM) Framework  

 

 
 

Note. The Push-Pull-Mooring (PPM) theoretical framework examines factors influencing 

construction managers’ intentions to leave their positions. 
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These psychosocial factors influence individual migration, including the intention to 

move from one geographic location to another, and can also be applied to employment. The PPM 

framework has also been widely used in the social sciences, especially in business management, 

to clarify individual behavior regarding employment migration (Jo & Park, 2023; Wang et al., 

2023). Nevertheless, it remains essential to continuously reassess and refine our understanding of 

the PPM model as this theory evolves. Understanding the relationship among JUCVI, JS, and TI 

through the PPM framework helps navigate and predict construction managers’ intent to leave 

their organizations.  

Significant research into workforce motivation conducted in the mid-twentieth century 

includes works by Maslow (1954), Herzberg et al. (1959), Vroom (1964), Alderfer (1972), 

McClelland (1961), and Locke et al. (1981) (Büyükbeşe et al., 2023; Madiistriyatno et al., 2023; 

Ozsoy, E. 2019; Steers et al., 2004). Bassett-Jones and Lloyd (2005) referred to these 

foundational studies on job satisfaction as motivation theories championed by Herzberg and his 

colleagues. 

Several current studies on individuals’ employment behavior are based on Frederick 

Herzberg’s two-factor theory of motivation (Ayalp, 2022; Cavar et al., 2023; Ngoc Luu et al., 

2022; Yousaf, 2020). While Holmberg’s research emphasizes intentions, Herzberg (1966) argues 

that employee satisfaction stems from the degree of enjoyment or maintenance resulting from 

their cognitive evaluation of various factors. Workers’ evaluations can be positive, negative, or a 

recipe of both (Herzberg, 1966). Spector (1997) characterized job satisfaction as the level of 

enjoyment (satisfaction) or displeasure (dissatisfaction) that individuals experience in their work. 

Management and its style can significantly influence job satisfaction and turnover. 

Hosseini et al. (2014) confirmed that employee satisfaction is a psychological state that 

individuals experience regarding their jobs. Egemen (2024) concurred with Hosseini et al. (2014) 

that job satisfaction is the emotional state resulting from an evaluation of one’s job experience 

and reflects the employee’s feelings. These feelings toward the organization, perceived from 

various perspectives, could lead to intentions to stay or leave. 

Figure 2 

A Comparative Exploration of Satisfaction and Dissatisfaction Perspectives 

 
Note. Herzberg proposed a dual continuum model of motivation in which “satisfaction” 

motivators and “dissatisfaction” hygiene factors are treated as separate dimensions. Adapted 

from Organizational Behavior (p. 219), by Robbins, S. P., and Judge, T. A., 2018, 18th Edition. 

VitalSource Bookshelf. Retrieved from vbk://9780134729749. Copyright 2018 by VitalSource 

Bookshelf. 
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The two-factor theory of motivation explains how individuals behave in their jobs by 

distinguishing between extrinsic (hygiene) factors that diminish satisfaction and intrinsic factors 

(motivators) that enhance satisfaction (Herzberg et al., 1959). Traditionally known as the 

motivation-hygiene theory, this theory is mainly referred to as Herzberg’s two-factor theory or 

dual-factor theory (Holmberg et al., 2016; Munawwarah & Chaerudin, 2024). Xie et al. (2022) 

applied Herzberg’s two-factor theory to analyze construction employees’ behavior in the 

workplace. Yousaf’s (2020) study highlighted that Maslow’s hierarchy of needs inspired 

Herzberg’s motivation theory. Likewise, many studies suggest that the two-factor theory of 

motivation clarifies the relationship between job satisfaction and turnover intention by ensuring 

that fundamental hygiene and motivational factors are either met or unmet (Cavar et al., 2023; 

Yousaf, 2020). 

Criticisms have centered on Herzberg’s original methodology and assumptions (Bassett-

Jones & Lloyd, 2005; Ruthankoon & Ogunlana, 2003; Yousaf, 2020). Bassett-Jones and Lloyd 

(2005) argued that if hygiene and motivational factors are equally important to an individual, 

both should be capable of providing motivation. Similarly, Deci et al. (2001) found that extrinsic 

rewards can adversely impact intrinsic motivation. Nevertheless, interest in Herzberg’s two-

factor theory has expanded, and it remains highly relevant and is regarded as one of the most 

significant motivation theories affecting job satisfaction (Holmberg et al., 2016; Yousaf, 2020). 

This research builds on Yousaf's (2020) study. Yousaf applied Frederick Herzberg’s two-

factor theory of motivation to explain how individuals behave in their employment based on 

extrinsic and intrinsic conditions. Although Yousaf’s (2020) study is limited geographically, as it 

was conducted in Pakistan, the author advocates for further research on the theory using 

additional independent and dependent variables, such as turnover. This study ultimately 

addresses the call for further research by Kerdngern and Thanitbenjasith (2017), who examined 

the influence of leadership on job satisfaction and turnover intention in the construction industry 

in Thailand. Their work called for more research into the relationship between job satisfaction 

and turnover intention among top managers. 

Job design influences how construction managers perform their tasks. Dean and Snell 

(1991) utilized the job uncertainty, complexity, variety, and interdependency (JUCVI) to 

demonstrate how job design affects workers’ skills and task performance. Dean and Snell (1991) 

also use JUCVI to illustrate the difficulty of workers’ integration into the business enterprise. Job 

satisfaction occurs when observed performance meets or exceeds individual expectations. 

According to Saufi et al. (2023), turnover intent refers to an employee’s conscious and voluntary 

desire to leave their organization in search of a better job opportunity. 

Methods 

This study employed a quantitative, correlational design and multiple linear regression to 

examine the predictive relationships among JUCVI, JS, and TI among managers in the U.S. 

construction industry. This study assesses the influence of JUCVI and JS, as independent variables, 

on TI, as the dependent variable, among managers in the United States construction sector. 

Consequently, the research question and hypotheses that follow were formulated:  
RQ: How do job uncertainty, complexity, variety, interdependency (JUCVI), and job satisfaction 

(JS) affect the turnover intent (TI) of managers in the U.S. construction industry?  

H0: Job uncertainty, complexity, variety, interdependency (JUCVI), and job satisfaction (JS) do not 

affect the turnover intent (TI) of managers in the U.S. construction industry.  
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Ha: Job uncertainty, complexity, variety, interdependency (JUCVI), and job satisfaction (JS) do affect 

the turnover intent (TI) of managers in the U.S. construction industry. 

Population of the Study 

The population of this study comprises construction-sector managers aged 18 or older 

residing in the United States. In 2023, there were about 10.3 million construction workers and 

329,190 construction managers in the U.S. (United States Bureau of Labor Statistics, 2024a; 

IBISWorld, 2024). A G*Power calculation in Figure 4 shows that the study needed at least 68 

participants to achieve 0.8 power. G* Power version 3.1.9.6, illustrated in Figure 3, was used to 

calculate the study’s total sample size of 68 participants. Responses to the surveys were collected 

using a Likert-type scale, with various anchors provided for each item. This research required 68 

managers (n = 68) in the construction sector in the United States. This estimate relied on an F-

test for the family and on multiple linear regression. The participants were selected via 

convenience sampling, as it is the most common sampling method used by students and 

researchers (Gliner et al., 2017). 

 

Reliability of the Research 

Comparisons were conducted for both the 4-month and 4-year periods following the end 

of the survey (Bothma & Roodt, 2013). A Serbian study published in Engineering Economics 

utilized TIS-6 to assess the turnover intention of 100 human resource professionals and reported 

a Cronbach’s alpha of 0.711 (Ivanovic et al., 2020). The JSS instrument has a coefficient alpha of 

.91 and has shown strong reliability over time (Spector, 1985). Similarly, Cronbach’s alpha (α) 

for job uncertainty and other groups within the instrument ranges from 0.69 to 0.80 (Dean & 

Snell, 1991). Finally, according to Roodt (2004), the TIS-6 has a Cronbach’s alpha of 0.80. 

Survey responses were scored in Microsoft. Excel-based on the specific instrument instructions 

and analyzed using R and RCmdr statistical software and a graphical user interface (GUI). 

Furthermore, Dean and Snell’s (1991) survey instrument comprises 17 items, each with 

different response anchors; the Turnover Intention Questionnaire (TIS-6) from Roodt (2004) 

comprises 6 items; and the Job Satisfaction Survey (JSS) from Spector (1994) comprises 36 

items. Moreover, there were two screening questions and four demographic questions. The 

screening and demographic questions cover residence, position, age, gender, education level, and 

tenure. The TIS-6 and JSS instruments were administered using Likert scales from 1 to 5 and 1 

to 6, respectively, and responses to the JUCVI survey questions were collected on a 7-point 

Likert-type scale. 

Data Collection and Analysis 

Participant Recruitment and Survey Implementation 

A third-party vendor, Prolific.com, was selected to securely obtain a sample. Prolific.com 

was selected because the platform provides tools for delivering high-quality responses. 

Prolific.com provides quality-control features, including bot detection, attention checks, and IP 

address duplication checks. The survey used proactive control prompts, as these items have been 

shown to detect inattention (Wiwatowska et al., 2022). The use of bot recognition technology is 

essential, as increased bot activity was identified beginning in the summer of 2018 (Chmielewski 

& Kucker, 2019). An email was sent to selected individuals, inviting them to participate in a 

voluntary online questionnaire. The researcher included screening questions to confirm that 
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participants were 18 or older, employed as managers in the construction sector, and residing in 

the United States. Participants who were not employed as managers in the construction industry 

and who did not reside in the United States were excluded from further participation in the 

survey. Therefore, a quantitative approach is appropriate, as the researcher aims to evaluate 

managers' turnover intentions in the U.S. construction sector, which poses significant challenges 

for observation. 

Ethical Adherence and Data Retention 

The Belmont Report is recognized in the United States and globally as the primary source 

for establishing ethical standards that hold research participants accountable for protecting 

human subjects in research studies (Serpico, 2024). According to the National Commission for 

the Protection of Human Subjects of Biomedical and Behavioral Research (1979), respect for 

persons encompasses two key ethical considerations: adherence to fundamental ethical principles 

and guidelines for informed consent. The basic ethical principles state that respect for persons 

means treating individuals as autonomous agents, while those with diminished autonomy are 

entitled to protection. The researcher involved only participants of legal age (18 and older) who 

can make informed decisions. There was no coercion to participate in the survey; participation is 

entirely voluntary. Moreover, the researcher does not benefit monetarily from this exercise. 

Prolific sourced all participants without bias regarding race, ethnicity, education, or other 

factors to ensure that all participants are treated equally, thus indicating that justice is upheld. 

The Prolific program continuously handled the survey responses until the study concluded. Any 

surveys that were not completed were removed from the analysis. The survey data were exported 

to Microsoft Excel, cleaned and organized, and then imported into R Commander for analysis. 

Tabulation will be performed to ensure the completeness and accuracy of the data between the R 

Commander and the original Prolific data. 

To ensure confidentiality and anonymity, access to respondent data will be controlled 

through password–protected, encrypted files. Additionally, anonymity will be preserved by 

omitting individual identifiers, such as IP addresses and specific demographic information, from 

the dataset. All electronic versions of the survey data will be stored securely on a password-

protected cloud platform with controlled access to prevent unauthorized access. Data will be kept 

for three years and then permanently deleted from all devices, except for any unstructured data 

used in the analysis. 

Limitations  

This research has several limitations. First, it focuses exclusively on a sample from the 

United States. This geographic limitation influences the return rate and limits generalization. 

Additionally, the researcher gathers insights solely from construction managers, excluding 

subordinates and leaders. Another constraint involves the study’s limited outcomes. Since 

quantitative research typically employs structured questionnaires with closed-ended questions, it 

restricts the conclusions that can be drawn. The investigation was explicitly limited to predicting 

the relationships among job uncertainty, complexity, variety, interdependence (JUCVI), job 

satisfaction (JS), and turnover intention (TI) among construction managers. The research was 

also constrained by the time allotted for the study. The selected methodology, research design, 

and data collection and analysis methods were determined beforehand to meet the goals of this 

study. 
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Results and Discussion 

The target population consisted of construction industry managers in the United States. 

The researcher used the Prolific Internet survey tool to recruit participants and create a sample 

that accurately represents the U.S. population of construction managers. Similarly, an online 

survey was developed using Qualtrics, a web-based software platform. The survey was 

conducted after the Institutional Review Board (IRB) approval. The G*Power sample size 

calculator indicated that at least 68 participants were required to achieve adequate statistical 

power, as shown in Figure 4. Quantitative data analysis and multiple linear regression were 

designed to examine the predictive relationship among JUCVI, JS, and TI among managers in 

the U.S. construction industry. 

The effect size in multiple regression indicates the magnitude and practical importance of 

the difference between the independent and dependent variables, or the strength of the 

relationship between them (Kang, 2021; Maher et al., 2013). According to Cohen (1988), effect 

sizes of 0.8, 0.5, and 0.2 standard deviation units correspond to large, moderate, and small effect 

sizes, respectively (Kang, 2021). In the case of this dissertation, a 0.89 was considered large. 

This result indicates that the predictors (JUCVI and JS) account for a substantial portion of the 

variation in the outcome variable (TI). 

Table 1 shows that the test sample consisted of 27% females and 73% males. The 

participants' ages ranged from 18 to 66+, with most (32%) falling into the 26–35 and 36–45 age 

categories, accounting for 64% of participants across both groups. The years of experience 

category showed that 48% of respondents had between six and ten years, while 37% had between 

zero and five years, totaling 85% across the two groups. The other groups had tenure exceeding 

10 years. Regarding respondents' educational backgrounds, 30% were high school graduates, 

15% held an associate’s degree, 33% held a bachelor’s degree, 19% held a master’s degree, and 

3% held a doctoral degree. 

Table 1 

Demographic Statistics from the Completed Surveys 
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Note. The table represents the demographic statistics of the sample dataset. 

Table 2 shows that the skewness and kurtosis for JUCVI and job satisfaction are negative, 

whereas the turnover intent is positive. The mean score for the JUCVI variable was 5.395 (SD = 

0.647). The mean score for the job satisfaction variable was 6.223 (SD = 0.474). Additionally, 

the mean score for the turnover intent variable was 2.591 (SD = 0.829) among 75 participants. 

Table 2 

Numerical Summary of JUCVI, Job Satisfaction, and Turnover Intent 

 

Numerical Summaries  

 M SD Skew Kurt n 

JUCVI  5.395  0.647  -0.171  -0.501  75  

Job Satisfaction  6.223  0.474  -0.567  -0.468  75  

Turnover Intent  2.591  0.829  0.612  0.225  75  
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Note. Information about the data. Kurt: Kurtosis, M: Mean, n: Frequency counts, SD: Standard 

deviation, Skew: Skewness, JUCVI: job uncertainty, complexity, variety, interdependency. 

Where applicable, each number is rounded to three decimal places. 

Reliability Analysis 

Table 3 shows that Cronbach’s α value for JUCVI was acceptable (α = 0.76); the 

Turnover Intent Scale was good (α = 0.85); and the Job Satisfaction Scale was excellent (α = 

0.96). Therefore, a reliability analysis was conducted on the JUCVI, turnover intention, and job 

satisfaction survey instruments. The Cronbach’s alpha statistics exceeded 0.70, indicating that 

the instruments were reliable. 

 

Table 3  

Reliability Analysis of the Scales and Their Respective Subscales 

 

Scales  Item numbers α _ 

JUCVI  1-17 0.76 

Turnover Intent  1-6 0.85 

Job Satisfaction  1-36 0.96 

Note. Reverse items were coded per the scoring guidelines specific to each instrument. (n = 75). 

 

Exploratory Data Analysis 

Exploratory data analysis (EDA) is used to summarize key features and identify general 

patterns in the data, including outliers, anomalies, and violations of assumptions underlying tests 

(Dhummad, 2025). Figure 3 presents histograms of the variables. 

Figure 3 

The Histogram Frequency Distributions of Variables  

   
Note. Data appears normally distributed. JS variable appears to be skewed to the left. 

 

The Anderson-Darling Test was used to assess the normality assumption for the variables.  

 

The p-value from the Anderson-Darling Test of Normality for job satisfaction was less 

than 0.05, indicating that the variable is not normally distributed. Conversely, the p-values for 
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JUCVI and turnover intent exceeded 0.05, indicating both variables are normally distributed. The 

Q-Q Plots (Frequency scores) for the variables are displayed in Figure 4. Data in the shaded area 

fall within the 95% confidence interval (p > 0.05) and are considered normal. Possible outliers 

have been noted. 

 

Figure 4  

The Q-Q Residuals Plot of Variables 

   
Note. The normal Q-Q plot aligns closely with the diagonal; this suggests that the residuals are 

approximately normally distributed (Figure 5). 

Figure 5 

Boxplots and Residuals Versus Fitted Graphs 

   

Note. The boxplots of job satisfaction and JUCVI variables show no outliers; however, the 

boxplot of the turnover intent variable does. The residuals vs. fitted of Dependent and 

Independent Variables indicate no pattern. Since the red line is relatively flat, it suggests no 

discernible non-linear trend in the residuals.  

Normality Test for the Variable Residuals  

Anderson-Darling Test for the Normal Distribution  

Table 4 shows the results of the Anderson-Darling (A-D) test for job satisfaction, JUCVI, 

and turnover intent variables. The Anderson-Darling (A-D) test is one of the most powerful 

statistical tools for detecting departures from normality and is an adaptation of the Cramér-von 
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Mises (CVM) test (Sampaio et al., 2024). If the p-value of the A-D test is less than 0.05, H1 is 

accepted; otherwise, H0 is accepted (Roustaei, 2024; Sampaio et al., 2024). The test result for the 

job satisfaction variable was significant, with A = 1.0102 (p = 0.01095). However, the results for 

the JUCVI and turnover-intent variables were not statistically significant. For the JUCVI 

variable, A = 0.28913, p-value = 0.6059. Additionally, the results for the turnover intent variable 

are A = 0.6153, p-value = 0.1056. Therefore, the p-value for job satisfaction did not exceed 0.05 

(Table 5), indicating the variable is not normally distributed. Conversely, the p-values for JUCVI 

and turnover intent exceeded 0.05, indicating both variables are normally distributed.  

Table 4  

Anderson-Darling Test Normality (n = 75) 

 Normality Test  

 A  p-Value 

Anderson-Darling  

Job Satisfaction  1.0102  0.01095  
JUCVI  0.28913  0.6059  

Turnover Intention  0.6153  0.1056  

Note. JUCVI refers to job uncertainty, complexity, variety, and interdependence. 

Table 5 

 

Summary of Findings 

A multiple regression analysis was conducted to examine whether a construction 

manager’s job satisfaction and job uncertainty, complexity, variety, and interdependence 
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(JUCVI) predict their turnover intent. The result of the test was statistically significant: F(2,72) = 

26.99 (degrees of freedom), p<0.001, R2 = 0.413. Since p<0.001, the null hypothesis was 

rejected. This adjusted R-squared (R2) indicates that 41.3% of the variation in turnover intent is 

attributable to a construction manager’s job satisfaction level, suggesting a moderate level of 

predictability; the remaining 58.7% is attributable to other latent factors (Roustaei, 2024). A post 

hoc power analysis in G*Power indicated an effect size of 0.89. According to Cohen (1988), a 

correlation coefficient of 0.89 is considered significant.  

 

Recommendations and Conclusions 

To foster a greater sense of support and motivation, the current research contributes to the 

current understanding by providing researchers with various tools and frameworks, such as 

leadership style, workload, and stress management, that positively impact construction managers’ 

turnover intentions. Human Resource Managers (HRMs) can better understand construction 

managers’ turnover by allocating time, resources, and materials to discourage their intention to 

leave the company while also enhancing their job satisfaction. 

Recommendations 

Future research on managers in the construction sector should distinguish among 

managerial roles. This research does not distinguish between the types of managers. Studying 

manager roles in the construction sector, such as contract manager, project manager, human 

resource manager, cost manager, supply chain manager, quality control manager, health and 

safety manager, and commissioning manager, could yield significant contributions to future 

researchers in the construction field. Specifically, investigating different types of managers will 

deepen understanding of each manager’s needs and inform the tailoring of job-retention 

strategies accordingly. 

Prospective researchers should also consider including categories such as regions of the 

United States and public, private, or governmental organizations. The study examined 

construction managers across the United States without distinguishing by region or business 

type. Future researchers can also employ non-experimental designs to investigate the extent of 

differences between groups, rather than attempting to infer causality within a study (Schenker & 

Rumrill, 2004). These new categories will yield significant insights into the impact of JS and 

JUCVI on TI and help mitigate TI's effects. 

Future researchers should use a qualitative study of the lived experiences of construction 

managers that influence turnover intent. Exploring qualitative research will provide the context 

and depth that quantitative research cannot capture. Specifically, the researchers will gather 

personal insights from unique stories, understand the nuances of societal and cultural contexts, 

and highlight the individual narratives of construction managers, thereby amplifying their voices. 

Researchers can use interviews and focus groups to collect rich, descriptive data that provide 

invaluable insights and deepen understanding of construction managers’ turnover intentions and 

how to increase their tenure in the organization. 

Additionally, women in construction often do not receive the same level of respect as 

their male counterparts (Siqaqa & Mzangwa, 2024). Consequently, the researcher recommends 

that scholars research evidence-based guidelines to promote inclusivity and address gender-based 

discrimination and harassment (Howe et al., 2024; Siqaqa & Mzangwa, 2024). These 

recommendations are targeted at team leaders, organizational managers, government regulators, 
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and external stakeholders. Moreover, these recommendations emphasize raising awareness, 

providing education, advocating for inclusive and supportive construction job sites, and 

enhancing job satisfaction among construction workers to reduce the intention to quit among 

construction managers. 

Implications of Findings  

To enhance employee retention and engagement in the construction industry, future 

studies should build upon these findings by examining the intricate relationships between job 

satisfaction and turnover intent. Longitudinal research that tracks changes over time, along with 

qualitative methods to understand employee experiences, is recommended. 

Future studies can also examine the influence of culture on construction managers across 

the United States, by region or by business type. Construction companies should implement 

targeted strategies based on these study findings and provide employee engagement programs, 

growth opportunities, and a supportive work environment to improve job satisfaction. 

Organizational leadership can also align compensation packages, including bonuses, with 

industry trends to effectively reduce turnover.  

Conclusion 

The primary takeaway from this study is that job uncertainty, complexity, variety, 

interdependence (JUCVI), and job satisfaction (JS) significantly influence turnover intent (TI) 

among managers in the U.S. construction industry. The research highlighted the moderate 

predictive relationship between JS and TI, indicating that improving job satisfaction may help 

reduce turnover intentions. However, the factors of job uncertainty, complexity, variety, and 

interdependence were not statistically significant predictors of turnover intent. These findings 

underscore the importance for construction companies of understanding their managers' specific 

needs and perceptions, and of investing in measures that promote job satisfaction to retain 

managers and mitigate the challenges associated with high turnover rates in the industry. By 

implementing these measures, leadership can mitigate turnover intent, enhance employee 

engagement, and foster a more stable, productive workforce. Collaborative efforts between 

academia and industry practitioners can help develop best practices to improve retention and 

engagement in the construction sector. 

References 

Aghimien, L., Aigbavboa, C., & Aghimien, D. (2024). Construction workforce management in 

the fourth industrial revolution era. Emerald Publishing Limited, 11–39. 

https://doi.org/10.1108/978-1-83797-018-620241002 

Alderfer, C. P. (1972). Existence, relatedness, and growth: Human needs in organizational 

settings. Journal of Applied Psychology, 51(6), 509–20 

Ayalp, G. G. (2022). Critical predictors of burnout among civil engineers at construction sites: A 

structural equation modeling. Engineering, Construction and Architectural Management, 

29(9), 3547–3573. https://doi.org/10.1108/ECAM-12-2020-1066 

Ayodele, O. A., Chang-Richards, Y., & González, V. A. (2022). A framework for addressing 

construction labor turnover in New Zealand. Engineering, Construction and 

Architectural Management, 29(2), 601–618. https://doi.org/10.1108/ecam-05-2020-0358 

https://doi.org/10.1108/978-1-83797-018-620241002
https://doi.org/10.1108/ECAM-12-2020-1066


March 2026 | Volume 5, Number 1 
16  

Bassett-Jones, N., & Lloyd, G. C. (2005). Does Herzberg's motivation theory have staying 

power? Journal of Management Development, 24(10), 929–943. 

https://doi.org/10.1108/02621710510627064  

Borg, J., & Scott-Young, C. M. (2022). Contributing factors to turnover intentions of early career 

project management professionals in construction. Construction Management and 

Economics, 40(10), 835–853. https://doi.org/10.1080/01446193.2022.2110602 

Borg, J., Scott-Young, C. M., & Borg, N. (2023). Early career project managers’ work readiness: 

Adopting a self-efficacy lens. International Journal of Project Management, 41(2), 

102454. https://doi.org/10.1016/j.ijproman.2023.102454 

Bothma, C. F. C., & Roodt, G. (2013). The validation of the turnover intention scale. SA Journal 

of Human Resource Management 11(1). http://doi.org/10.4102/sajhrm.v11i1.507 

Bothma, C. F. C., & Roodt, G. (2013). The validation of the turnover intention scale. SA Journal 

of Human Resource Management 11(1). http://doi.org/10.4102/sajhrm.v11i1.507 

Bothma, C. F. C., & Roodt, G. (2013). The validation of the turnover intention scale. SA Journal 

of Human Resource Management 11(1). http://doi.org/10.4102/sajhrm.v11i1.507 
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APPENDIX A 
Job Uncertainty, Complexity, Variety, and Interdependence Survey Instrument 

Responses are obtained on a 7-point Likert-type scale. The anchors vary and are provided with 

each item (Dean & Snell, 1991). 

 

Complexity items: 

• How much technical knowledge do the jobs in this unit require? 

o (Anchors are 1 = very little, 4 = a moderate amount, 7 = a great deal) 

• To what extent do the jobs involve solving problems? 

o (Anchors are 1 = very little, 4 = a moderate amount, 7 = a great deal) 

• How complicated are the jobs in this unit? 

o (Anchors are 1 = not at all, 4 = a moderate amount, 7 = very complicated) 

 

Variety items: 

• How much variety in tasks, clients, or things do members of your work unit generally 

encounter in a working day? 

o (Anchors are 1 = very little, 4 = a moderate amount, 1 = a great deal) 

• How routine is the work of members in your unit? 

o (Anchors are 1 = not routine, 4 = moderately routine, 7 = very routine) (R) 

• How much opportunity do members have in this unit to do a number of different things? 

o (Anchors are 1 = very little, 4 = a moderate amount, 7 = a great deal) 

• How similar are the tasks members perform in a typical day? 

o (Anchors are 1 = very similar, 4 = moderately different, 7 = very different) 

• People in this unit do the same job in the same way most of the time. 

https://doi.org/10.3390/ijerph16132394
https://doi.org/10.1108/ecam-08-2021-0691
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o (Anchors are 1 = completely true, 7 = completely false) 

• In doing their jobs from day to day, unit members generally have to adopt different methods or 

procedures. 

o (Anchors are 1 = completely true, 7 = completely false) (R) 

• There are different types or kinds of work to do every day in this job. 

o (Anchors are 1 = completely true, 7 = completely false) (R) 

 

Interdependence items: 

• How much do people in this unit have to coordinate work with others? 

o (Anchors are 1 = very little, 4 = a moderate amount, 7 = a great deal) 

• How often do members start work that is finished by others? 

o (Anchors are 1 = rarely, 4 = occasionally, 7 = frequently) 

• How often do members finish work that is started by others? 

o (Anchors are 1 = rarely, 4 = occasionally, 7 = frequently) 

• To what extent is dealing with other people part of jobs in this unit? 

o (Anchors are 1 = very little, 4 = a moderate amount, 7 = a great deal) 

• How often do individuals in this unit work by themselves? 

o (Anchors are 1 = very little, 4 = a moderate amount, 7 = a great deal) 

• How much does success in this unit depend on cooperation with other people? 

o (Anchors are 1 = very little, 4 = a moderate amount, 7 = a great deal) 

• How much do people in this unit rely on people in other units? 

o (Anchors are 1 = very little, 4 = a moderate amount, 7 = a great deal) 

APPENDIX B 
 

Turnover Intention Survey Questionnaire (TIS-6) (Roodt, 2004) 

 

Key: 1 = Never 2 = Rarely 3 = Sometimes 4 = Often 5 = Always  

1. How often have you considered leaving your job? ………………………………...1 2 3 4 5 

2. How often are you frustrated when not given the opportunity at work to achieve your personal 

work-related goals? ................................................................................. 1 2 3 4 5 

3. How often do you dream about getting another job that will better suit your personal 

needs?...................................................................................................................... 1 2 3 4 5 

Key: 1 = Always 2 = Often 3 = Sometimes 4 = Rarely 5 = Never 

4. How often do you look forward to another day at work?......................................... 1 2 3 4 5 

Key: 1 = Very Satisfying 2 = Satisfying 3 = Neither Satisfying nor Dissatisfying 4 = 

Dissatisfying 5 = Totally Dissatisfying 

5. How satisfying is your job in fulfilling your personal needs? ……………………1 2 3 4 5 

Key: 1 = Highly unlikely 2 = Unlikely 3 = Neutral 4 = Likely 5 = Highly Likely 

6. How likely are you to accept another job at the same compensation level should it be offered 

to you?....................................................................................................... 1 2 3 4 5 
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APPENDIX C 
 

Job Satisfaction Survey by Spector (1994) 
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