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ABSTRACT

The success of an organisation largely depends on its employees. Employers put forward different ideas to
retain employees as to avoid turnover, which can cause both financial and moral loss to employers as well as
employees. The actual employees’ turnover behavior is strongly predicted by turnover intention and one
factor that affects it is work engagement. Many studies have consistently shown that the relationship between
work engagement and turnover intention is significantly negative. However, there is an inconsistency
pertaining to the strength of its association and there could be a moderating variable affecting the two
variables. Therefore, the objective of this study is to test whether organizational justice plays its role as a
moderator in the correlation of work engagement and turnover intention. This study used a cross-sectional and
guantitative design. Data were analysed from 225 employees in Jakarta, Indonesia, in which they were
required to complete a series of questionnaires to measure all three variables. Regression analysis confirms
the role of organizational justice (together with its three dimensions) as a moderating variable (F= 23.26; p<
0.05). Hence, it is recommended for the employers to consider employees’ perceived organizational justice
when they intend to promote work engagement as a way to decrease the employees’ turnover intention.
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1. INTRODUCTION

The role of employees is inevitable when discussing about
organisation effectiveness. Some speculate that employees
are the backbone or the greatest assets of every
organisation. Employees are required to have related
skills, knowledge, and experience so that they can work
effectively and efficiently to aid organisation to
accomplish its desired objectives and goals. Thus, it is
essential for any organisation to retain their employees by
proposing different ideas or providing organisational
supports to fulfil and satisfy their needs. However, when
employees are dissatisfied with their job or any treatments
given by the organisation, they tend to leave the
organisation for good.

When an employee leaves an organisation is defined as
turnover [1]. Turnover is usually interpreted as an
unfortunate event for any organisation because its costs are
worrying. Since 2010, costs related with turnover are high.
It nearly doubled from $331 billion to $617 billion. At the
current trend, it has been projected that it could hit to $800
billion by 2023 [2]. Supporting this data, one of data
companies in America, PayScale [3], stated that to replace
highly skilled employees costs five times than replacing an
entry-level employee. Another consequence of turnover is
that it disrupts well-being for both employees and
employers. Employees who are working in a team can

have difficult time bonding with the rest of the members if
the members keep leaving or changing. Moreover, it is a
draining process for employers to keep training the new
hires. Besides, each remaining employee at the
organisation will have more workload which may result in
demoralization and not to forget it can cause stress or
challenge for employers searching a suitable replacement
at a short period of time following the turnover [4].

As turnover causes financial as well as moral losses,
employers are critically examining different methods to
lower down the turnover rates. One of which is through
assessing employees’ turnover intention [1,5]. Turnover
intention is the likelihood that an employee will depart an
organisation [6]. It is a choice made by the employee to
leave their current employer and can be measured
quantitatively [7]. In short, turnover intention acts as an
indicator of whether employees are thinking to leave their
employment [8]. Turnover intention is one of the strongest
predictors of the actual turnover [9] because both variables
are highly correlated [5] and turnover intention accounts
for 25% of the actual turnover behaviour [1]. Consistent
with this view, Bluedorn [10] cited 23 studies in his
literature review and highlighted that there is a positive
correlation between turnover intention and actual leaving
behaviour. Hence, this explains why many practitioners
and researchers have continuously focused and identified
key variables in predicting turnover intentions [11,12].
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One of key variables that predicts turnover intentions is
work engagement. Engaged employees are energetic and
always focus in completing their work. They interpret
work as challenging rather than stressful or demanding.
Accordingly, work engagement is described to those
employees who are having energy, involvement, and
efficacy [13], which are exactly the opposite of burnout
and that is exhaustion, cynicism, and reduced
accomplishment [14]. In other word, the definition of work
engagement is characterised as (a) vigor, (b) absorption,
and (c) dedication [15, 13]. Moreover, in the following
year, Schaufeli [16] further explained that work
engagement and employee engagement have different
meaning although both are often used simultaneously.
How work engagement correlates with turnover intention
is clearly justified from various past literatures. Engaged
employees tend to be enthusiastic regarding their work,
occupied with high levels of positive energy, causing them
to focus in completing their work and hence making them
enjoy their work [16]. This enjoyment causes an employee
not to think for negative thoughts [17] or display their
higher-positive quality behaviour [18]. Example of such
behaviour is having an idea not to leave the organisation
[9]. In short, work engagement theoretically predicts
turnover intention.

Empirically, various research studies have consistently
concluded that the association between work engagement
and turnover intention is negative. However, what remains
debatable is the strength of the correlation between both
variables that varies among studies. According to Cohen,
Cohen, West, and Aiken [19], the strength of the
correlation between any two variables can be measured by
an effect size and that is interpreted to have either a small,
medium, or a large effect. The rule of thumb is, based on
Cohen et al. [19], when coefficient of determination is
ranging from 0.01 to 0.09 is described as having a small
effect size, 0.091 to 0.25 as having a medium effect size,
and lastly 0.0251 to 1 is characterised as having a large
strength.

A quantitative research conducted by Gupta and Shaheen
[9] yielded a conclusion that the magnitude of the
relationship between work engagement and turnover
intention is small. They conducted both online and offline
survey questionnaire using a sample of 228 Indian
employees. Result shows that the association between
work engagement and turnover intention is negative.
Specifically, work engagement accounts for 9% of
variance in turnover intention. Hence, based on Cohen et
al. [19], the strength of the correlation between both
variables is considered having a small effect size.

Contrary to the findings from Gupta and Shaheen [9],
many studies in the recent years have suggested that the
size of the association between work engagement and
turnover intention is medium [20, 21, 22]. For instance, Li
et al., [20] performed a cross-sectional mail-survey design
research and their participants were 410 Chinese nurses.
Result indicates that correlation between work engagement
and turnover intention is significantly negative. Besides,
work engagement also explains for 14.44% of variance in
turnover intention. Based on Cohen et al.’s [19] reference,
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the strength of both variables is classified having a
medium effect size. Similarly with the Li et al.’s [20]
conclusion, Agarwal and Gupta [22] also specified that the
strength of how work engagement associates with turnover
intention is medium. They adopted a survey questionnaire
method to collect the data from 1,302 Indian managers.
The result stipulates that work engagement is correlated
negatively with turnover intention in which work
engagement accounts for 16% of variance in turnover
intention.

Opposed to the literature findings collected in India [9, 22]
and China [20], multiple research studies have claimed
that the size of the relationship among work engagement
and turnover intention is having larger effect size [23, 24,
25, 26]. For example, Merissa [24] carried out a non-
experimental research and data were collected from 120
employees working at one of the shopping malls in
Indonesia. Result reveals work engagement affects
turnover intention negatively and accounts for 28.25% of
variance in turnover intention. On the other hand, in
Hermawan et al.’s [23] study, they recruited employees
who were working at Bali Airport in Indonesia as their
participants and used questionnaires to collect the data.
Accordingly, they reported that work engagement is
negatively correlated with turnover intention and that work
engagement explains for 82.63% of variance in turnover
intention. Although both studies concluded identical
conclusion of having larger effect size, one should notice
that there is a large difference in term of the magnitude of
its strength, in which it may lead to some doubts
pertaining to the correlation between both variables.

The literature findings above can be summed up to one
main idea that how work engagement associates with
turnover intention in the negative direction is proven
empirically. However, what remains inconsistent is the
strength of the correlation between the two variables. With
this notion, one may deduce that there could be a third
variable that occurs in between the correlation of work
engagement and turnover intention. Based on Baron and
Kenny’s [27] study, this third variable is in fact named as
moderating or moderator variable. Furthermore, Namazi
dan Namazi [28] also mentioned that moderator variable
could affect the amount of the correlation of the dependent
and independent variable. With that, one might say that
there should be a moderating variable in between the
correlation of work engagement and turnover intention,
resulting its strength to be inconsistent among research
studies.

One possible moderating variable that may enhance the
correlation of those two variables is organisational justice.
Organisational justice refers to the perception on how
organisational resources are distributed fairly [29]. The
term fairness is coined as justice which means decisions
and actions taken by management [30]. Organisational
justice consists of three dimensions and they are (a)
distributive justice, (b) procedural justice, and (c)
interactional justice.

The definition of distributive justice is perceived fairness
related to the distribution of resources within an
organisation [31]. This type of justice refers to the
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allocation of monetary or non-monetary resources such as
giving monthly salary or praise after helping other
employees to complete a task.

Procedural justice is defined as how organisational
policies and procedures lead to any decision outcomes
[31]. It takes on the process in which how organisation
reaches to a decision. This involves procedural issues such
as how an employee is (a) recruited and selected, (b)
getting a reward or punishment. In short, procedural
justice is achieved when employees perceive that
managerial process and procedures are perceived to be fair
[30].

Interactional justice means that the fairness on how an
employee is being treated by other people or how an
employee evaluates fairness via social or communication
criteria. This includes (a) interpersonal justice and (b)
informational justice [31, 32]. The first aspect focuses on
perception of how an individual is being respected in any
circumstance. For example, are employees being treated
with respect and dignity? On the other hand, the
informational justice focuses on the perception of whether
management provides sufficient information and
explanation to the employees. For instance, is management
is willing to share important information? [30].
Theoretically, the idea of having organisational justice as a
moderator in the relationship between work engagement
and turnover intention could be supported. It could be
justified by social exchange theory. Social exchange
theory simply means that when one party receives a
favourable treatment from the other party, the receiver
obligates him/her to provide favourable treatment in return
[33, 34]. In this case, organisational justice being the
moderator alters the magnitude of the linkage between the
two variables. This means that if employees perceive
themselves of being treated fairly by the organisation to a
large extend, they are obligated to do something in return
to the organisation by focusing in completing the work and
eventually they will stay and do not have any idea of
leaving the organisation. Contrary, when employees
perceived that they are being treated less fairly by the
organisation, employee will not give their best effort in
focusing or completing the works. Besides, they are not
occupied with high level of energy but giving them more
space and time in thinking negative thought or displaying
their behaviour and one of which is having an idea of
leaving the organisation.

Not only theoretically, the proposal of having
organisational justice as a moderating variable in the
relationship of work engagement and turnover intention is
also supported empirically under three notions and they
are: (a) the effect of organisational justice to work
engagement is positive, (b) organisational justice effects
negatively with turnover intention, and (c) organisational
justice has been proven to be a moderator in a correlation
between independent and dependent variables.

First, many studies have repeatedly concluded that
organisational justice affects work engagement positively
[35, 36, 37]. Cao et al. [36], as an example, conducted a
descriptive cross-sectional research design for two months
and recruited 569 newly licensed registered nurses
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working in the hospital across Beijing as their participants.
Structural equation modelling analysis shows that the
relationship between organisational justice and work
engagement is positive. Furthermore, Navarro-Abal et al.
[37] also has identical finding as Cao et al. [36] and their
result was based on a study conducted in Spain using 543
university students and they were tasked to complete a
series of questionnaires.

Second, multiple recent literatures have consistently
shown that organisational justice has a negative effect on
turnover intention [38, 39, 40, 41]. For example,
Mengstie’s [40] study followed a mixed research method
in which it involved 197 healthcare workers. They used
self-report questionnaire and semi-structured interview to
analyse the data. Regression analysis implies that
organisational justice negatively accounts for 9.9%
variation in turnover intention. Supporting Mengstie’s [40]
result, Ekmekcioglu and Aydogan [39] reported a similar
finding (organisational justice affects turnover intention
significantly in negative direction) in which their data
were based on 339 employees working in one of the
Turkey  financial institutions ~ who  completed
questionnaires that had been translated to Turkish
language.

Third, past literature studies have shown that
organisational justice successfully moderates some
correlation between predictor and criterion [42, 43, 44, 45,
46]. For instance, Kwantes and Bond [43] hypothesised
that organisational justice moderates the correlation
between social and organisational cynicism in their
Canadian and American participants. Hierarchical
regression  analysis  supported  their  hypothesis.
Furthermore, recently, Wei et al. [46] conducted a survey
study to examine whether organisational justice could
successfully  moderate  the  correlation  between
psychological empowerment on voice behaviour. They
recruited a total of 236 Chinese employees. Result clearly
confirms the role of organisational justice as a moderating
variable.

Based on social exchange theory and literature findings
supporting the three notions, one could infer that the
relationship of work engagement and turnover intention is
most likely to be moderated by organisational justice.
Organisational justice may alter the magnitude of both
variables, resulting its effect size to be different among
studies found in the current literature. However, no
research study has been found examining these three
variables concurrently. Therefore, the aim of this current
study is to investigate whether organisational justice able
to moderate the association of work engagement and
turnover intention.

Proposed hypothesis in this study are as follows:

Hi : work engagement contributes significantly
towards turnover intention

H> : organisational justice significantly moderates
work engagement’s correlation with turnover
intention

Hs : the dimensions of organisational justice

significantly moderate work engagement’s
correlation with turnover intention
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The model of the current study is described in the Figure 1
below:

Organizational Justice
- Distributive Justice
- Procedural Justice

- Interactional Justice

Turnover
Intention

T
Work -

Engagement

Figure 1 Research model

2. RESEARCH METHODOLOGY

This study used a non-experimental and quantitative
method and data were analysed based on the response of
225 participants. The participants were permanent
employees of a manufacture company located in Jakarta,
Indonesia. Information of the demographics of the
participants are depicted in the Table 1.

Table 1 Demographic characteristics of the participants
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A reliability analysis was conducted in this study. The
result of its analysis is shown in Table 2. It shows that the
questionnaires are suitable for measuring the variables:

Table 2 Alpha Cronbach

Scale Alpha Cronbach
Utrecht Work Engagement Scale 0.775
Turnover Intention Scale 0.831
Organisational Justice Scale 0.933

Regression analysis was conducted with the SPSS
Program version 21.

3. RESULTS

The results of data analysis that used to investigate the
hypothesis are described below.

Hypothesis 1: Work engagement contributes a significant
impact towards turnover intention.

Work engagement significantly affects turnover intention
(p < 0.05). The analysis result is described in Table 3.

Table 3 Linear regression analysis of work engagement
and turnover intention

Sum of df Mean F Sig.
Squares Square

Regression | 322.614 1 322.614 19.626 | .002

Residual 7474.168 | 223 | 33.516

Total 7796.782 | 224

Table 4 indicates that work engagement contributes 4.1%
impact towards turnover intention. The result of the
analysis is as follows:

Table 4 Contribution of work engagement towards
turnover intention

Gender Male 91.56%
Female 8.44%
Age 21-25 15.11%
26 - 30 40.89%
31-35 36.44%
36 — 40 7.56%
Education Elementary 62.22%
Diploma 13.33%
Under and/or Graduate 24.45%
Position Team Member 46.22%
Level Team Leader 16%
Foreman 19.11%
Supervisor 17.33%
Manager 1.34%
Years of 1-5 21.78%
Service 6-10 30.67%
11-15 41.33%
>15 6.22%

R R Square Adjusted Std. Error of
R Square the Estimate
.203° 041 .037 5.78934

This study used three questionnaires such as 3-item
Utrecht Work Engagement Scale (UWES) (example:
“Ketika bekerja, saya merasa asyik dan larut di dalam
pekerjaan itu”), 10-item Turnover Intention Scale
(example: “Secara aktif, saya mencari perusahaan lain
sebagai alternatif tempat bekerja”), and 18-item
Organisational Justice Scale (example: “Kesempatan saya
untuk memberikan informasi yang akurat dalam proses
pengambilan keputusan™). For a better comprehension, the
questionnaires had been translated into Bahasa Indonesia.
Thus, the participants were enabled to deliver actual
response of their perception and attitude towards their
work. Each questionnaire uses a five-point Likert-scale (1
= Strongly disagree to 5 = Strongly agree).

Hypothesis 2:  Organisational  justice significantly
moderates the correlation of work engagement and
turnover intention.

Table 5 exhibits the regression analysis of how
organisational  justice significantly —moderates the
correlation of work engagement and turnover intention (p
< 0.05).

Table 5 Linear regression analysis of organisational
justice as moderator of the correlation of work engagement
and turnover intention

Sumof | df Mean F Sig.
Squares Square

Regression | 1350.71 2 675.356 | 23.26 | .000

Residual | 6446.07 | 222 | 29.036

Total 7796.78 | 224
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Further analysis suggests that organisational justice
contributed 17.3% impact towards work engagement and
TI. The result of the analysis is shown in Table 6.

Table 6 Contribution of organisational justice as
moderator of the correlation of work engagement and
turnover intention

R R Square Adjusted  [Std. Error of the
R Square Estimate
4162 173 .166 5.38854

Hypothesis 3: The dimensions of organisational justice
significantly moderate the correlation of work engagement
and turnover intention

Below is the regression analysis of how distributive justice
(DJ), procedural justice (PJ), and interactional justice (1J)
significantly ~moderates the correlation of work
engagement and turnover intention (p<0.05).

Table 7 Linear regression analysis of the dimensions of
organisational justice as moderators of the correlation of
work engagement and turnover intention

Sum of df Mean F Sig.
Squares Square
Regression
DJ 1412.470 2 706.235 |24.558 | .000
PJ 1084.391 2 542,195 (17.932 | .000
N 778.285 2 389.143 [12.309 | .000
Residual
DJ 6384.312 | 222 | 28.758
PJ 6712.392 | 222 | 30.236
N 7018.497 | 222 | 31.615
Total
DJ 7796.782 | 224
PJ 7796.782 | 224
N 7796.782 | 224

The contribution of each of the dimensions of

organisational justice is explained in the Table 8.

Table 8 Contribution of the dimensions of organisational
justice as moderators of the correlation of work
engagement and turnover intention

R R Square | Adjusted |Std. Error
Dimension R Square of the
Estimate
DJ 426 181 174 5.36266
PJ 373 139 131 5.49873
N .316 .100 .092 5.62271
4. DISCUSSION

The result shows that work engagement affects turnover
intention significantly (3.7%). As supported by many
previous studies [9, 20, 21, 22, 23, 24, 25, 26], the
intention to quit the job decreases as the employees
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experience a positive attitude towards their work. On the
other hand, their intention to leave their employer will
likely develop when the employees are occupied with
negative attitudes such as burnout, which is also known as
the antipode of work engagement [14]. The employees
who are highly engaged will also less likely to quit their
job because they are fully attached with their organisations
[47].

Organisational justice is also found to be a significant
moderator toward work engagement and turnover intention
(17.3%). Previous research results also claimed that
organisational justice affects the employee’s behaviors and
when it fails to implement organisational justice, that may
lead to negative behaviour [35]. The role of organisational
justice as a moderator can be explained by Job Demands-
Resources Model [48]. In this case, organisational justice
is viewed as an essential source of organisational safety
that may enhance the job resources. The employees
perceive fairness if they experience justice in distributed
rewards, cconsistent and predictable decision making and
how their bosses and co-workers treat them. Another
perspective to understand how organisational justice
affects the relationship of two variables is by applying the
social exchange theory in the context [33]. The
relationship between the employers and the employees is
built on reciprocal exchange. When the employees
perceive justice displayed by the employers, they will
exchange it by remaining with the organisation.

Further findings suggest that each of the dimensions of
organisational  justice also contributes significant
moderating impacts. Distributive justice is the main
contributor  (18.1%) on work engagement-turnover
intention correlation. This finding strengthens the
phenomenon which social exchange theory explains, that
when the employer provides a fair reward for any efforts
the employee has performed, the employee will give the
same level of contribution to the employer in return.

The second dimension, procedural justice, ranks as the
next significant contributor (13,9%). When the employee
perceive that fair procedures and policies are implemented
in day-to-day management process. According to Job
Demands-Resources Model, management process can be
classified as a form of resource that the organisation
provides for their employees to enable them to achieve
their work goals. Moreover, this resource is a significant
factor that promotes the employee’s work engagement.
Interactional justice also contributes a significant impact
towards the two variables (10%). Again, this finding can
be explained by social exchange theory, in which
interpersonal relationship, sufficient information, and
explanation to the employees are perceived beneficial.
When the employees feel that the organisation treats them
respectfully and shares information as if they are an
important part of the organisation, they will treat the
organisation the same way in exchange.

For further studies, it is recommended for researchers to
investigate another demographic aspect, such as
employment status. This recommendation is addressed due
to the current research which focuses on permanent
employees only. An interesting issue may arise among
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temporary employees in the assumption of the different
perception of organisational justice from the permanent
ones.

The outcome of this study is highly applicable and it
delivers significant contribution to industrial and
organisational settings. To expect high work performance,
employer should create a condusive work atmosphere by
providing organisational justice. When their environment
is perceived as psychologically safe, the employees will be
more engaged emotionally, cognitively, as well as
physically. Furthermore, they will reluctantly leave the
organisation.

5. CONCLUSION

The objective of this study is to explore how
organisational justice moderates the relationship of work
engagement and turnover intention. This study concludes
that organisational justice significantly affects the
relationship between work engagement and turnover
intention. It proves that the participants perceive that
organisational justice provided by the organisation is an
essential element that influences their decision to depart
the organisation.
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