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Effect work family conflict, Job Insecurity, and
Transformational Leadership Style on Turnover Intention

This study aims to examine the association between work-family conflict characteristics and intention to
leave, job insecurity and intention to leave, and transformational leadership style and intention to leave
among SMEs in Palopo. This.investigation is quantitative in nature. The subjects of this study were 200
SME employees in Palopo City who were selected using a procedure of random sampling. Through social
media, online questionnaires with a Likert scale ranging from 1 to 5 were distributed to collect data. The
study employed Structural Equation Modeling (SEM), whereas SmartPLS 3.0 was used for data processing.
Work-family conflicts had a negligible effect on turnover intentions, but transformational leadership had a
large effect on turnover intentions among SMEs in Palopo. The implications of this research are very
important for the SMES industry in Indonesia because the market prospect has its own charm compared to
developing countries in the world. Transformational leaders in teams contribute to developing employee
engagement, and understanding the psychological attachment of each employee. Provide leadership
training in understanding the condition of employees so as to assist employees in carrying out their duties
and functions in improving the economy both individually, in organizations and in the country. This study
explores the relationship between family conflict, Job Insecurity, and Transformational Leadership Style
on turnover intention, and psychological attachment that has not been explored theoretically and tested
empirically in the Indonesian context.

Keywords: Effect Job Insecurity; Transformational Leadership Style; Turnover Intention

Introduction

In the era of the industrial revolution 4.0, competition in the industrial world is so tight, both locally,
nationally and internationally, resulting in companies vying to be winners. In order to win the competition,
every company must improve its quality to become a world class company. According to Zain et al. (2019)
a company is declared to be in the world class company category if the company can meet world class
competitiveness in five performance criteria commonly abbreviated as QCDSP namely quality, cost,
delivery, safety and human resources. In addition to having to pay attention to performance to win the
competition, companies must also pay attention to factors that can reduce productivity, namely absence,
lateness and turnover. According to Alyahya et al. (2021); Yoo et al. (2019); Zain et al. (2019) Employee
turnover (employee turnover) is a problem that often occurs in every company. According to Safaria et al.
(2014); Sim et al. (2021); Soraetal. (2013) Yoo et al. (2019); Zain et al. (2019) states, if the annual turnover
in a company is more than 10%, it can be said that the company's turnover is in the high category,



Some of the negative impacts of employee turnover are the increasing costs of recruitment and selection,
training costs as well as other administrative costs. Meanwhile, other effects are poorer communication and
disruption in productivity. Turnover begins with employee turnover intention (the desire to change jobs).
This need develops while workers are still employed, and it is impacted by a wide range of factors, there
are several factors that trigger turnover intention, one of which is burnout (fatigue and lethargy) which will
result in employee turnover. According to Asbari et al: (2020)'Dderman et al. (2016) When employees
decide to spend most of their time, mind and energy to work continuously with unlimited tasks (overload),
without sufficient rest time and also not accompanied by good mentoring, employees can experience
burnout symptoms so that possibility to leave the company will be very high. Another reason behind the
occurrence of turnover intention employees is the emergence of job insecurity (job insecurity). Job
insecurity is a taste the insecurity felt by employees in maintaining the continuity of work.This reason is
reinforced by research by Rahman et al. (2010); Rubel et al. (2017) which states that there is a significant
relationship between burnout and job insecurity on turnover intention. In addition, work-family conflict
(multiple role conflict) also has a significant influence on turnover intention. A worker who has multiple
roles will find it more difficult to divide his time between work or taking care of the family. This is what
can trigger turnover intention. This statement is also supported by research by Safaria et al. (2014); Sim et
al. (2021) that work-family conflict has a significant effect on turnover intention. Various studies also state
that apart from work-family conflict, there are other factors that influence employee turnover intention,
namely transformational leadership style.

The results of Lawrence et al. (2013); Ohunakin et al. (2019) stated that transformational leadership style
has a significant effect on turnover intention. If someone works under a leader who is able to motivate,
admire, be trusted and highly respected, then the employee will feel comfortable working in the company
and there is little chance of turnover intention. is one of the companies experiencing high employee
turnover. This is probably due to a lack of employee loyalty to the company. Lack of loyalty causes
employees to be more free to leave the company, especially there are many garment companies out there
that easily accept these employees. In addition, the authors also indicate that the occurrence of turnover
may be caused by the large targets assigned to employees. So that employees who are not able to achieve
the target feel pressured until they:experiencerstresssEmployeesswho-experience, stressicontinuously and
uncontrollably will lead to burnout, namely, a combination of physical, psychological and emotional
exhaustion. This situation is‘exacerbated by the inability of employees to'maintain their'continuity of work
in connection with the clarity of work status in a company, which eventually leads to job insecurity. In
addition to burnout and job insecurity, if you pay attention there is also the effect of work-family conflict
or dual role conflict. Generally, work-family conflicts are experienced by female employees who are
married, but it is possible that this is also experienced by male employees. According to Alyahya et al.
(2021); Aguiar et al.. (2021); Asbari et al. (2020); Dual role conflict will result in depression and anxiety
in employees. Usually this anxiety arises because they find it difficult to balance and divide time between
work and family. Another factor that can influence employee turnover intention is the transformational
leadership style, namely a leadership style in which a leader is highly respected, valued, respected, able to
motivate, able to become a role model (role model) and highly trusted by his employees. According to
Lawrence et al. (2013); Ohunakin et al. (2019) When a leader is able to make employees feel comfortable
under his leadership, it is more likely that employees will stay in the company. According to Aguiar et al.
(2021); Asbari et al. (2020); if a leader makes employees feel uncomfortable, it is likely that employees
will choose to leave the company. A good leader must be able to make his employees respect, admire and
trust him. Leaders must also be able to motivate their employees at work and must be able to provide



creative ideas and ideas to solve a problem in a company, so it is hoped that awareness will arise in the
hearts of employees to be committed to the company.

Literature review

Work-family conflict

According to Alyahya et al. (2021); Aguiar et al.(2021), work-family conflict is a mismatch of roles in
which there are different pressures between family and work roles. Work-family conflict is a conflict that
arises because individuals have dual roles, specifically work roles and family roles. This state typically
arises when the hours and workload are so intense that the individual's thoughts and attention are
exclusively focused on one role. Research findings Ke et al. (2019) and Lambert et al. (2017) demonstrated
that work-family conflict was more prevalent among women than men. Although it cannot be denied that
both have the potential to face work-family conflict. Job-family conflict is a condition of role imbalance in
persons because they have dual responsibilities (family and work) and are unable to meet the expectations
of both roles. There are two notions that can be utilized as markers of dual role conflict: work conflict (work
interferes with family) and family conflict (family interferes with work).

Transformational Leadership Style

According to Lambert et al. (2017) defines transformational leadership as a leader who is able to make his
followers prioritize the interests of the organization over personal interests and is able to provide an
inspiring influence on his followers . According to Gul et al. (2012);Ke et al. (2019); Lambert et al. (2017)
argues that transformational leadership is a leader who is able to motivate his followers to work optimally
to achieve organizational goals so that their needs at higher levels can be met. Based on the above definition,
it can be concluded that transformational leadership style is a leadership style in which a leader is able to
inspire and motivate his followers to prioritize the interests of the organization so that they can work
optimally to achieve the goals of the organization. According to Ke et al. (2019); Lambert et al. (2017)
suggested several indicators of transformational leadership style in 41 behavior, Specifically, idealistic
impact, intellectual stimulation, inspirational motivation, and individualized concerns or attention.

Turnover intention

Turnover intention According to Ke et al. (2019); Lambert et al. (2017) is the desire to change jobs that
have not yet reached the realization stage. The realization stage in question is leaving/changing work from
one workplace to another. Turnover intention can cause someone to decide to leave the job where this is
caused by employee dissatisfaction with the job. According to Alyahya et al. (2021); Aguiar et al.. (2021)
stated that turnover intention is the possibility or desire of a person within a certain period of time to make
a job change, where this is seen as the beginning of turnover. Based on the above definition, it can be
concluded that turnover intention is the desire or tendency of employees to move from one workplace to
another because they are not satisfied with the job. According to Lambert et al. (2017) there are several
indicators of turnover intention, namely thinking of resigning or leaving (thinking of quitting), intention or
desire to find another job (intention to search), intention to leave or resign (intention to quit).

Method

This study is an example of quantitative research. The subjects taken in this study were 200 SMES
employees in Palopo City which were calculated using a system of random samples. With the help of social
media, we disseminated online questionnaires containing a Likert-scaled question of 1-5 for data collection.
The analysis method utilised Structural Equation Modeling (SEM) and SmartPLS 3.0 software for data



processing. The independent variables in this study are work family conflict, burnout, job insecurity, and
transformational leadership style, while the independent variable is turnover intention.

Based on previous research studies, the p hypothesis is formulated as follows:
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Figure 1. Research Maodel

The hypotheses in this study are:
1. There there is a causal link between work family conflict and Turnover Intentions
2. There there is a causal link between between job insecurity and turnover intentions
3. There there is a causal link between transformational leadership styles Against Turnover Intentions

Results and Discussion

A. Model Validity Test

The first step in data analysis is to evaluate the model's validity and dependability. According to
Purwanto et al. (2021), an indicator is deemed legitimate if its loading factor is greater than 0.70. The results
of the validity test are listed below.
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Figure 2. VValidity Test

Based on Figure 2, all indicator statements are declared valid because they already have a loading
factor above 0.70.

Table 1. Reliability Test

Average

Alpha ho A Composite Extracted

Cronbach = Reliability Variance

(AVE)

Job Insecurity 0.812 0.856 0.711 0.713
Work family conflict 0.821 0.821 0.731 0.814
Transformational leadership 0.842 0.821 0.812 0.832
Turnover Intentions 0.727 0.723 0.821 0.733




Source: processed data (2022)

Checking the model's validity and reliability is the initial step of data analysis. An indicator is
considered reliable if its loading factor is greater than 0.70, as explained by Purwanto et al. The findings of
the validity analysis are shown below.

Structural Model Evaluation (Inner Model)
The results of testing the inner model, which includes calculating the R-Square value, are presented
below.

Table 2. Evaluation of the Structural Model (Inner Model)

R box R Square Customized
Turnover Intentions 0.868 0.853

Based on table 2, transformational leadership variables can be explained by 86.8% in this model, while
the remaining 13.2% is explained by other variables not discussed in this study .

Hypothesis test
The following are the outcomes of PLS Bootstrapping data processing for hypothesis testing.
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Figure 3. PLS Bootstrap

The following table clarifies the description of the hypothesis test described above.



Table 3. Hypothesis Test

Original T P value Result
Sample (O) | statistics
Job Insecurity-> Turnover Intentions | 0.035 0.115 0.231 Not
supported
Work_ family conflict->Turnover 0.389 2006 0.003 Supported
Intentions
Transformational  leadershipm - | 0.521 2.360 0.000. | Supported
>Turnover Intentions

Discussion

Based on the examination of the data, it was established that the p value was more than 0.050, hence
it was concluded that Job Insecurity and Turnover Intentions for SMEs Employees in Palopo did not have
a significant link. The increase in the variable Job Insecurity has no significant impact on the variable
Turnover Intentions of SME employees in Palopo. This result contradicts the findings of xxx, which imply
that Job Insecurity has a strong influence on the Turnover Intentions variable.

The findings of this study are consistent with those of earlier research by Yoo et al. (2019); Zain et
al. (2019) which states that job insecurity has a significant positive effect on turnover intention. According
to Lawrence et al. (2013); Ohunakin et al. (2019) stated that job insecurity is a reflection of employees who
feel their work is threatened but they are powerless to do something. If the level of threat felt by employees
is higher, the level of turnover intention will also be higher. This situation is due to the large number of
jobs with outsourcing/contract status which are currently often applied by several companies. The more
jobs with temporary durations, the more employees will experience job insecurity and then it will continue
to turnover intention. Based on the respondents' answers from the four statement items contained in the job
insecurity variable, it is known that the statement "I feel insecure about the continuity of my job in the next
1 to 3 years" has the highest.score. This shows that.employees are really. worried about the continuity of
their work in the company. Given that/they are employees'with contract work status with a span of one to
three years. Therefore, SMES must pay mare attention to/the welfare of.employees with‘contract status so
that the job insecurity they feel can be reduced. The more employees who feel insecure about the continuity
of their work, the more job insecurity increases and leads to turnover intention.

The p value was less than or equal to 0.050, showing that there was a significant link between work-
family conflict and the intention to leave among SMEs employees in Palopo. Increases in Work-family
conflict have a significant effect on the variable Turnover Intentions among Palopo SME employees.
Contrary to the findings of Sora et al. (2013); Yoo et al. (2019); and Zain et al. (2019), Work-family conflict
does not have a significant effect on the Turnover Intentions variable. The findings of this study are
consistent with prior studies undertaken by According to Lawrence et al. (2013); Ohunakin et al. (2019);
Rahman et al. (2010) on a different subject, work-family conflict has a strong favorable effect on intention
to leave. According to Safaria et al. (2014); Sim et al. (2021); Sora et al.. (2013); Yoo et al. (2019); and
Zain et al. (2019), work-family conflict is a problem that comes from the strain between family
responsibilities and job responsibilities, which then leads to intention to leave the organization. This disease
can occur in both men and women, but women are more likely to encounter work-family conflicts that
result in a desire to leave their jobs.



According to the results of the data analysis, the p value was 0.000 0.050, indicating that there was a
significant relationship between Transformational leadership and Turnover Intentions among SMEs
Employees in Palopo. Increases in the variable Transformational leadership have a significant impact on
the variable Turnover Intentions among Palopo SME employees. According to Sim et al. (2021); Sora et
al.. (2013); Yoo et al. (2019); and Zain et al. (2019), transformational leadership has a considerable impact
on the Turnover Intentions variable. According to studies conducted by Lawrence et al. (2013) and
Ohunakin et al. (2019) on a different subject, transformational leadership style does not have a substantial
detrimental influence on turnover intention. \We are aware that transformational leadership style has a little
effect on intention to leave the organization (not significant). This is likely-owing to the majority of
responders being between 21 and 35 years old and being married. There is a potential that their primary
motivation for working is to make money to support their family. They do not care about the leader's attitude
or actions when leading them. Therefore, the leadership style employed, whether transformative or
transactional, will have little impact on employees' decisions to quit or remain with the organization. This
demonstrates that employees believe their leader is capable of motivating them in a positive direction,
particularly with regard to attaining work goals. However, this does not appear to have a significant impact
on the employees’ plans to leave or remain with the organization.

Conclusion

According to the results of the data study, the association-between Job Insecurity and Employee Turnover
Intentions in Palopo was deemed inconsequential. The increase in the variable evaluating job insecurity has
no effect on the variable measuring intention to leave among Palopo's SME employees. Work-family issues
have a significant impact on the intention to leave among Palopo SME employees. Transformational
leadership has a significant impact on the revenue goals of Palopo's small and medium-sized enterprises.
Increases in the variable assessing transformative leadership have a substantial effect on the intentions of
Palopo SME employees to leave the company. Small and medium-sized enterprises pay more attention to
the amount of work allotted to employees so as not to exceed their capabilities.
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Effect work family conflict, Job Insecurity, and
Transformational Leadership Style on Turnover Intention \

[This study aims to examine the association between work-family conflict characteristics and intention to
leave, job insecurity and intention to leave, and transformational leadership style and intention to leave
among SMEs in Palopo. The role theory proposed by Khan et al. (1964) emphasizes the individual's social
role and how it effects his conduct in the workplace and society. This investigation is quantitative in nature.
The subjects of this study were 200 SME employees in Palopo City who were selected using a procedure
of random sampling. Through social media, online questionnaires with a Likert scale ranging from 1 to 5
were distributed to collect data. The study employed Structural Equation Modeling (SEM), whereas
SmartPLS 3.0 was used for data processing. Work-family conflicts had a negligible effect on turnover
intentions, but transformational leadership had a large effect on turnover intentions among SMEs in
Palopo.The implications of this research are very important for the SMES industry in Indonesia because
the market prospect has its own charm compared to developing countries in the world. Transformational
leaders in teams contribute to developing employee engagement, and understanding the psychological
attachment of each employee. Provide leadership training in understanding the condition of employees so
as to assist employees in carrying out their duties and functions in improving the economy both individually,
in organizations and in the country. This study explores the relationship between family conflict, Job
Insecurity, and Transformational Leadership Style on turnover intention, and psychological attachment that
has not been explored theoretically and tested empirically in the Indonesian context,

Keywords: Effect Job Insecurity; Transformational Leadership Style; Turnover Intention

Introduction

In the era of the industrial revolution 4.0, competition in the industrial world is so tight, both locally,
nationally and internationally, resulting in companies vying to be winners. In order to win the competition,
every company must improve its quality to become a world class company. According to Zain et al. (2019)
a company is declared to be in the world class company category if the company can meet world class
competitiveness in five performance criteria commonly abbreviated as QCDSP namely quality, cost,
delivery, safety and human resources. In addition to having to pay attention to performance to win the
competition, companies must also pay attention to factors that can reduce productivity, namely absence,
lateness and turnover. According to Alyahya et al. (2021); Yoo et al. (2019); Zain et al. (2019) Employee
turnover (employee turnover) is a problem that often occurs in every company. According to Safaria et al.
(2014); Sim et al. (2021); Sora et al. (2013) Yoo et al. (2019); Zain et al. (2019) states, if the annual turnover
in a company is more than 10%, it can be said that the company's turnover is in the high category,
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Some of the negative impacts of employee turnover are the increasing-costs of recruitment and selection,
training costs as well as other administrative costs. Meanwhile, other effects are poorer communication and
disruption in productivity. Turnover begins with employee turnover intention (the desire to change jobs):
This need develops while workers are still employed,and it is impacted by a wide range of factors, there
are several factors that trigger turnover intention; one of which is burnout (fatigue and lethargy) which will
result in employee turnover. According to Asbari et al. (2020)'Dderman et al. (2016) When employees
decide to spend most of their time, mind and energy to work continuously with unlimited tasks (overload),
without sufficient rest time and also not accompanied by good mentoring, employees can experience
burnout symptoms so that possibility to leave the company will be very high. Another reason behind the
occurrence of turnover intention employees is the emergence of job insecurity (job insecurity). Job
insecurity is a taste the insecurity felt by employees in maintaining the continuity of work.This reason is
reinforced by research by Rahman et al. (2010); Rubel et al. (2017) which states that there is a significant
relationship between burnout and job insecurity on turnover intention. In addition, work-family conflict
(multiple role conflict) also has a significant influence on turnover intention. A worker who has multiple
roles will find it more difficult to divide his time between work or taking care of the family. This is what
can trigger turnover intention. This statement is also supported by research by Safaria et al. (2014); Sim et
al. (2021) that work-family conflict has a significant effect on turnover intention. Various studies also state
that apart from work-family conflict, there are other factors that influence employee turnover intention,
namely transformational leadership style.

The results of Lawrence et al. (2013); Ohunakin et al. (2019) stated that transformational leadership style
has a significant effect on turnover intention. If someone works under a leader who is able to motivate,
admire, be trusted and highly respected, then the employee will feel comfortable working in the company
and there is little chance of turnover intention. is one of the companies experiencing high employee
turnover. This is probably due to a lack of employee loyalty to the company. Lack of loyalty causes
employees to be more free to leave the company, especially there are many garment companies out there
that easily accept these employees. In addition, the authors also indicate that the occurrence of turnover
may be caused by the large targets assigned to employees. So that employees who are not able to achieve
the target feel pressured until they experience stress. Employees who experience stress continuously and
uncontrollably will lead to burnout, namely, a combination of physical, psychological and emotional
exhaustion. This situation is exacerbated by the inability of employees to maintain their continuity of work
in connection with the clarity of work status/in a company, which eventually leads to job insecurity: In
addition to burnout and job insecurity, if you pay attention there is also the effect of work-family conflict
or dual role conflict. Generally, work-family conflicts are experienced by female employees who are
married, but it is possible that this is also experienced by male employees. According to Alyahya et al.
(2021); Aguiar et al.. (2021); Asbari et al. (2020); Dual role conflict will result in depression and anxiety
in employees. Usually this anxiety arises because they find it difficult to balance and divide time between
work and family. Another factor that can influence employee turnover intention is the transformational
leadership style, namely a leadership style in which a leader is highly respected, valued, respected, able to
motivate, able to become a role model (role model) and highly trusted by his employees. According to
Lawrence et al. (2013); Ohunakin et al. (2019) When a leader is able to make employees feel comfortable
under his leadership, it is more likely that employees will stay in the company. According to Aguiar et al.
(2021); Asbari et al. (2020); if a leader makes employees feel uncomfortable, it is likely that employees
will choose to leave the company. A good leader must be able to make his employees respect, admire and



trust him. Leaders must also be able to motivate their employees at work and must be able to provide
creative ideas and ideas to solve a problem in a company, so it is hoped that awareness will arise in the
hearts of employees to be committed to the company.

Literature review

Work-family conflict

According to Alyahya et al. (2021); Aguiar et al. (2021), work-family conflict is a mismatch of roles in
which there are different pressures between family and work roles. Work-family conflict is a conflict that
arises because individuals have dual roles, specifically work roles and family roles. This state typically
arises when the hours and workload are so intense that the individual's thoughts and attention are
exclusively focused on one role. Research findings Ke et al. (2019) and Lambert et al. (2017) demonstrated
that work-family conflict was more prevalent among women than men. Although it cannot be denied that
both have the potential to face work-family conflict. Job-family conflict is a condition of role imbalance in
persons because they have dual responsibilities (family and work) and are unable to meet the expectations
of both roles. There are two notions that can be utilized as markers of dual role conflict: work conflict (work
interferes with family) and family conflict (family interferes with work).

Transformational Leadership Style

According to Lambert et al. (2017) defines transformational leadership as a leader who is able to make his
followers prioritize the interests of the organization over personal interests and is able to provide an
inspiring influence on his followers . According to Gul et al. (2012);Ke et al. (2019); Lambert et al. (2017)
argues that transformational leadership is a leader who is able to motivate his followers to work optimally
to achieve organizational goals so that their needs at higher levels can be met. Based on the above definition,
it can be concluded that transformational leadership style is a leadership style in which a leader is able to
inspire and motivate his followers to prioritize the interests of the organization so that they can work
optimally to achieve the goals of the organization. According to Ke et al. (2019); Lambert et al. (2017)
suggested several indicators of transformational leadership style in 41 behavior, Specifically, idealistic
impact, intellectual stimulation, inspirational motivation, and individualized concerns or attention.

Turnover intention

Turnover intention According to Ke et al..(2019);,Lambert et.al. (2017) is.the desire to change jobs.that
have not yet reached the realization stage. The realization stage in question is leaving/changing work from
one workplace to another. Turnover intention can cause someone to decide'to leave the job where this is
caused by employee dissatisfaction with the job. According to Alyahya etal. (2021); Aguiaretial.. (2021)
stated that turnover intention is the possibility or desire of a person within a certain period of time to make
a job change, where this is seen as the beginning of turnover. Based on the above definition, it can be
concluded that turnover intention is the desire or tendency of employees to move from one workplace to
another because they are not satisfied with the job. According to Lambert et al. (2017) there are several
indicators of turnover intention, namely thinking of resigning or leaving (thinking of quitting), intention or
desire to find another job (intention to search), intention to leave or resign (intention to quit).

Method

This study is an example of quantitative research. The subjects taken in this study were 200 SMES
employees in Palopo City which were calculated using a system of random samples. With the help of social
media, we disseminated online questionnaires containing a Likert-scaled question of 1-5 for data collection.
The analysis method utilised Structural Equation Modeling (SEM) and SmartPLS 3.0 software for data
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1. There there is a causal link between work family conflict and Turnover
2. There there is a causal link between between job insecurity and turnover intentions
3. There there is a causal link between transformational leadership styles Against Turnover Intentions

Results and Discussion

A. Model Validity Test

The first step in data analysis is to evaluate the model's validity and dependability. According to
Purwanto et al. (2021), an indicator is deemed legitimate if its loading factor is greater than 0.70. The results
of the validity test are listed below.
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Table 1. Reliability Test

Average

Alpha tho A Con_1pqs_ite Extr'acted

Cronbach - Reliability Variance

(AVE)

Job Insecurity 0.812 0.856 0.711 0.713
Work family conflict 0.821 0.821 0.731 0.814
Transformational leadership 0.842 0.821 0.812 0.832
Turnover Intentions 0.727 0.723 0.821 0.733




Source: processed data (2022)

Checking the model's validity and reliability is the initial step of data analysis. An indicator is
considered reliable if its loading factor is greater than 0.70, as.explained by Purwanto et al. The findings of
the validity analysis are shown below.

Structural Model Evaluation (Inner Model)
The results of testing the inner model, which includes calculating the R-Square value, are presented
below.

Table 2. Evaluation of the Structural Model (Inner Model)

R box R Square Customized
Turnover Intentions 0.868 0.853

Based on table 2, transformational leadership variables can be explained by 86.8% in this model, while
the remaining 13.2% is explained by other variables not discussed in this study .

Hypothesis test
The following are the outcomes of PLS Bootstrapping data processing for hypothesis testing.
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Figure 3. PLS Bootstrap

The following table clarifies the description of the hypothesis test described above.



Table 3. Hypothesis Test

Original T P value Result
Sample (O) | statistics
. . Not
Job Insecurity-> Turnover Intentions | 0.035 0.115 0.231 supported
Work_ family  conflict->Turnover 0.389 2006 0.003 Supported
Intentions
Transformational  leadership = - | 0.521 2.360 0.000 | Supported
>Turnover Intentions

Discussion

Based on the examination of the data, it was established that the p value was more than 0.050, hence
it was concluded that Job Insecurity and Turnover Intentions for SMEs Employees in Palopo did not have
a significant link. The increase in the variable Job Insecurity has no significant impact on the variable
Turnover Intentions of SME employees in Palopo. This result contradicts the findings of xxx, which imply
that Job Insecurity has a strong influence on the Turnover Intentions variable.

The findings of this study are consistent with those of earlier research by Yoo et al. (2019); Zain et
al. (2019) which states that job insecurity has a significant positive effect on turnover intention. According
to Lawrence et al. (2013); Ohunakin et al. (2019) stated that job insecurity is a reflection of employees who
feel their work is threatened but they are powerless to do something. If the level of threat felt by employees
is higher, the level of turnover intention will also be higher. This situation is due to the large number of
jobs with outsourcing/contract status which are currently often applied by several companies. The more
jobs with temporary durations, the more employees will experience job insecurity and then it will continue
to turnover intention. Based on the respondents' answers from the four statement items contained in the job
insecurity variable, it is known that the statement "I feel insecure about the continuity of my job in the next
1 to 3 years" has the highest score. This shows that employees are really worried about the continuity of
their work in the company. Given that they are employees with contract work status with a span of one to
three years. Therefore, SMEs must pay more attention to the welfare of employees/with contract statusiso
that the job insecurity they feel can be reduced. The more employees who feel insecure about the continuity
of their work, the more job insecurity increases and leads to turnover intention.

The p value was less than or equal to 0.050, showing that there was a significant link between work-
family conflict and the intention to leave among SMEs employees in Palopo. Increases in Work-family
conflict have a significant effect on the variable Turnover Intentions among Palopo SME employees.
Contrary to the findings of Sora et al. (2013); Yoo et al. (2019); and Zain et al. (2019), Work-family conflict
does not have a significant effect on the Turnover Intentions variable. The findings of this study are
consistent with prior studies undertaken by According to Lawrence et al. (2013); Ohunakin et al. (2019);
Rahman et al. (2010) on a different subject, work-family conflict has a strong favorable effect on intention
to leave. According to Safaria et al. (2014); Sim et al. (2021); Sora et al.. (2013); Yoo et al. (2019); and
Zain et al. (2019), work-family conflict is a problem that comes from the strain between family
responsibilities and job responsibilities, which then leads to intention to leave the organization. This disease
can occur in both men and women, but women are more likely to encounter work-family conflicts that
result in a desire to leave their jobs.



According to the results of the data analysis, the p value was 0.000 0.050, indicating that there was a
significant relationship between Transformational leadership and Turnover Intentions among SMEs
Employees in Palopo. Increases in the variable Transformational leadership have a significant impact on
the variable Turnover Intentions among Palopo SME employees. According to Sim et al. (2021); Sora et
al.. (2013); Yoo et al. (2019); and Zain et al. (2019), transformational leadership has a considerable impact
on the Turnover Intentions variable. According to studies conducted by Lawrence et al. (2013) and
Ohunakin et al. (2019) on a different subject, transformational leadership style does not have a substantial
detrimental influence on turnover intention. We are aware that transformational leadership style has a little
effect on intention to leave the organization (not significant). This is likely owing to the majority of
responders being between 21 and 35 years old and being married. There is a potential that their primary
motivation for working is to make money to support their family. They do not care about the leader's attitude
or actions when leading them. Therefore, the leadership style employed, whether transformative or
transactional, will have little impact on employees' decisions to quit or-remain with the organization. This
demonstrates that employees believe their leader is capable of motivating them in a positive direction,
particularly with regard to attaining work goals. However, this does not appear to have a significant impact
on the employees' plans to leave or remain with the organization.

Conclusion

According to the results of the data study, the association between Job Insecurity and Employee Turnover
Intentions in Palopo was deemed inconsequential. The increase in the variable evaluating job insecurity has
no effect on the variable measuring intention to leave among Palopo's SME employees. Work-family issues
have a significant impact on the intention to leave among Palopo SME employees. Transformational
leadership has a significant impact on the revenue goals of Palopo's small and medium-sized enterprises.
Increases in the variable assessing transformative leadership have a substantial effect on the intentions of
Palopo SME employees to leave the company. Small and medium-sized enterprises pay more attention to
the amount of work allotted to employees so as not to exceed their capabilitiesl.

References

Alyahya, MA, Elshaer, IA, & Sobaih, AEE (2021). The Impact of Job Insecurity and Distributive Injustice
Post COVID-19 on Social Loafing Behavior.among Hotel Workers: Mediating Role-of Turnover
Intention. International Journal of Environmental Research and Public Health, 19(1), 411.

Aguiar-Quintana, T., Nguyen, THH, Araujo-Cabrera, Y., & Sanabria-Diaz, JM (2021). Do job insecurity,
anxiety and depression caused by the COVID-19 pandemic influence hotel employees' self-rated task
performance? The moderating role of employee resilience. International Journal of Hospitality
Management, 94, 102868.

Asbari, 1B, Rudy Pramono, AP, Dylmoon Hidayat, A., VirzaUtamaAlamsyah, PS, & MiyvFayzhall, M.
(2020). The effect of work-family conflict on job satisfaction and performance: a study of Indonesian

female employees. International Journal of Advanced Science and Technology, 29(3), 6724-6748.

Atwater, L., Kim, K. Y., Witt, A., Latheef, Z., Callison, K., Elkins, T. J., & Zheng, D. (2016). Reactions

Commented [cm3]: Limitations and future research
directions

Commented [cm4]: Limitations and future research
directions




to abusive supervision: examining the roles of emotions and gender in the USA. International
Journal of Human Resource Management, 27(16), 1874-1899.
https://doi.org/10.1080/09585192.2015.1088887

Déaderman, AM, & Basinska, BA (2016). Job demands, engagement, and turnover intentions in Polish
nurses: the role of work-family interface. Frontiers in psychology, 7, 1621.

Daraba, D., Wirawan, H., Salam, R., & Faisal, M. (2021). Working from home during the corona
pandemic : Investigating the role of authentic leadership , psychological capital , and gender on
employee performance Working from home during the corona pandemic : Investigating the role of
authentic leadership , psyc. Cogent Business & Management, 8(1), 0-17.
https://doi.org/10.1080/23311975.2021.1885573

Jabeen, R., & Rahim, N. (2020). Mediating role of perception of job insecurity on the relationship between
despotic leadership and work engagement: Pakistani perspective. Review of Economics and
Development Studies, 6(2), 277-288.

Gul, S., Ahmad, B., Rehman, SU, Shabir, N., & Razzaq, N. (2012). Leadership styles, turnover intentions
and the mediating role of organizational commitment. In Information and-Knowledge Management
(Vol. 2, No. 7, pp. 44-51).

Ke, J., Zhou, J., & Zhu, W. (2019). The Impact of Police Work-Family Conflict on Turnover Intentions:
The Roles of Organizational Support and Job Burnout. Open Journal of Social Sciences, 7(4), 1-12.

Lambert, EG, Hogan, NL, Keena, LD, Williamson, L., & Kim, B. (2017). Exploring the association
between different types of social support with role stress, work—family conflict, and turnover intent
among private prison staff. Journal of Applied Security Research, 12(2), 203-223.

Lawrence, ER, Halbesleben, JR, & Paustian-Underdahl, SC (2013). The influence of workplace injuries on
work—family conflict: Job and financial insecurity as mechanisms. Journal of Occupational Health
Psychology, 18(4), 371.

Ohunakin, F., Adeniji, AA, Oludayo, OA, Osibanjo, AO, & Oduyoye, OO (2019). Employees' retention in
Nigeria's hospitality industry: The role of transformational leadership style and job satisfaction.
Journal of human resources in hospitality & tourism, 18(4), 441-470.

Purwanto, A., & Sudargini, Y. (2021). Partial Least Squares Structural Squation Modeling (PLS-SEM)
Analysis for Social and Management Research: A Literature Review. Journal of Industrial
Engineering & Management Research, 2(4), 114-123.

Purwanto, A., Asbari, M., & Santoso, Tl (2021). Education Management Research Data Analysis:
Comparison of Results between Lisrel, Tetrad, GSCA, Amos, SmartPLS, WarpPLS, and SPSS For
Small Samples. Nidhomul Haq: Journal of Islamic Education Management.



Purwanto, A., Asbari, M., Santoso, Tl, Sunarsi, D., & Ilham, D. (2021). Education Research Quantitative
Analysis for Little Respondents: Comparing of Lisrel, Tetrad, GSCA, Amos, SmartPLS; WarpPLS,
and SPSS. Journal of Teacher Studies and Learning, 4(2).

Rahman, MS, Ferdausy, S., & Karan, R. (2010). Role of quality of work life in job satisfaction, job
performance and turnover intention: an-empirical study. The Chittagong University Journal of
Business Administration, 25, 117-137.

Rubel, MRB, Kee, DMH, & Rimi, NN (2017). The mediating role of work—family conflict on role stressors
and employee turnover intention relationship in labour-oriented organizations. Global Business
Review, 18(6), 1384-1399.

Safaria, T. (2014). Are leadership practices, role stressors, religious coping, and job insecurity predictors
of job stress among university teachers? A moderated-mediated model. International Journal of
Research Studies in Psychology, 3(3).

Sim, BYH, Lee, MCC, Kwan, SSM, & Tuckey, MR (2021). The Relationship Between Toxic Leadership,
Job Insecurity, Workplace Bullying and Turnover Intention in the Malaysian Context: A Multilevel
Mediational Perspective. In Asian Perspectives on Workplace Bullying and Harassment (pp. 181-
210). Springer, Singapore.

Sora, B., De Cuyper, N., Caballer, A., Peird, IM, & De Witte, H. (2013). Outcomes of job insecurity
climate: The role of climate strength. Applied Psychology, 62(3), 382-405.

Yoo, K., & Lee, KH (2019). Core self-evaluation and work engagement: moderated mediation model of
career adaptability and job insecurity. Frontiers in Psychology, 2093.

Zain, AND, & Setiawati, T. (2019). Influence of work family conflict and job satisfaction on medical
employee performance through organizational commitment. Review of Integrative Business and
Economics Research, 8(1), 1-19.



Legal aspects and Effect work family conflict, Job
Insecurity, and Transformational Leadership Style on
Turnover Intention

Ahmad Syarief Iskandar
Associate Professor, Faculty of Islamic Economic and Business, Institut Agama Islam Negeri
(IAIN) Palopo,
South Sulawesi, Indonesia
Email: ahmadsyariefiskandar@iainpalopo.ac.id
ORCID 1D:0000-0002-5415-4764

Rahmat
Lecturer, Faculty of Islamic Economic and Business, Institut Agama Islam Negeri (IAIN)
Palopo,
South Sulawesi, Indonesia
Email: rahmatstain1974@gmail.com
ORCHID ID: https://orcid.org/0000-0002-9961-1682

Purpose: The objective of this study is to analyze the relationship between legal aspects, work-family
conflict, job insecurity, transformational leadership style, and turnover intention..

Theoretical framework: The roletheary proposed by-Khanet al :(1964).emphasizes thesindividual's social
role and how it effects his canduct'in the workplace and saciety.

Design/methodology/approach: This investigation is quantitative in nature. The subjects of this study
were 200 SME employees in Palopo City who were selected using a procedure of random sampling.
Through social media, online questionnaires with a Likert scale ranging from 1 to 5 were distributed to
collect data. The study employed Structural Equation Modeling (SEM), whereas SmartPLS 3.0 was used
for data processing.

Findings: Legal aspects play a crucial role in determining the level of work-family conflict, job insecurity,
transformational leadership style, and turnover intention in an organization. For instance, laws and
regulations pertaining to employment contracts, compensation, benefits, and job security can directly
impact an employee's level of job satisfaction and intention to leave their job. Additionally, legal
requirements such as mandatory leave and flexible working arrangements can reduce work-family conflict
and enhance employee well-being. Moreover, legal frameworks for leadership development and training
can foster transformational leadership styles that have been shown to decrease turnover intention among
employees. Therefore, understanding the legal aspects that impact the workforce can help organizations
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develop effective policies and practices that address work-family conflict, job insecurity, and leadership
style, and ultimately reduce turnover intention among their employees.

Research, Practical & Social implications: Legal aspects are crucial for the development and success
of small and medium-sized enterprises (SMEs) in Indonesia. Compliance with employment laws and
regulations, such as those related to labor rights, employee benefits, and job security, can help SMEs to
attract and retain skilled and talented employees. Moreover, transformational leadership styles, which have
been shown to enhance employee engagement and job satisfaction, can be developed and nurtured through
legal frameworks such as leadership training programs. By understanding and complying with legal aspects
and providing effective leadership training, SMESs in Indonesia can improve their employee productivity,
foster innovation and growth, and ultimately contribute to the economic development of both the
organization and the country as a whole.

Originality/value: This study explores the relationship between family conflict, Job Insecurity, and
Transformational Leadership Style on turnover intention, and psychological attachment that has not been
explored theoretically and tested empirically in the Indonesian context.

Keywords: Legal aspects; Job Insecurity; Transformational Leadership Style; Turnover Intention

Introduction

In the era of industrial revolution 4.0, companies need to strive to become world-class to compete
locally, nationally, and internationally. As stated by Zain et al. (2019), world-class companies must meet
quality, cost, delivery, safety, and human resources (QCDSP) criteria. However, employee turnover
remains a significant problem that can _reduce_productivity_and hinder companies from achieving world-
class status. According to Safaria etal. (2014); Sim et al. (2021); Sora et al. (2013); XYoo et al. (2019); Zain
et al. (2019), high employee turnover, defined as an annual turnover.rate.of more than.10%, can negatively
impact company performance. Therefore, companies must ensure compliance with legal aspects related to
employment contracts, compensation, benefits, and job security to attract and retain talented employees,
foster a positive work culture, and ultimately improve their competitiveness in the market.

Some of the negative impacts of employee turnover are the increasing costs of recruitment and
selection, training costs as well as other administrative costs. Meanwhile, other effects are poorer
communication and disruption in productivity. Turnover begins with employee turnover intention (the
desire to change jobs). This need develops while workers are still employed, and it is impacted by a wide
range of factors, there are several factors that trigger turnover intention, one of which is burnout (fatigue
and lethargy) which will result in employee turnover. According to Asbari et al. (2020)'Dderman et al.
(2016) When employees decide to spend most of their time, mind and energy to work continuously with
unlimited tasks (overload), without sufficient rest time and also not accompanied by good mentoring,
employees can experience burnout symptoms so that possibility to leave the company will be very high.
Another reason behind the occurrence of turnover intention employees is the emergence of job insecurity
(job insecurity). Job insecurity is a taste the insecurity felt by employees in maintaining the continuity of
work.This reason is reinforced by research by Rahman et al. (2010); Rubel et al. (2017) which states that



there is a significant relationship between burnout and job insecurity on turnover intention. In addition,
work-family conflict (multiple role conflict) also has a significant influence on turnover intention. A worker
who has multiple roles will find it more difficult to divide his time between work or taking care of the
family. This is what can trigger turnover intention. This statement is also supported by research by Safaria
et al. (2014); Sim et al. (2021) that work-family conflict has a significant effect on turnover intention.
Various studies also state that apart from work-family conflict, there are other factors that influence
employee turnover intention, namely transformational leadership style.

Legal aspects are closely linked to employee turnover as the costs associated with recruitment and
selection, training, and administrative costs increase when there is high turnover. Job insecurity, burnout,
and work-family conflict are among the factors that contribute to employees' turnover intention, which can
be mitigated through effective legal frameworks such as employment laws and regulations. The legal
requirements for work-life balance, flexible working arrangements, and employee benefits can reduce
work-family conflict and burnout, while laws that protect job security can increase employees' confidence
in their job continuity. Moreover, legal frameworks that promote transformational leadership styles can
foster employee engagement and job satisfaction, ultimately reducing the likelihood of turnover intention.
By addressing the root causes of turnover intention through legal frameworks, organizations can reduce the
negative impacts of turnover and improve overall organizational performance.

The results of Lawrence et al. (2013); Ohunakin et al. (2019) stated that transformational leadership
style has a significant effect on turnover intention. If someone works under a leader who is able to motivate,
admire, be trusted and highly respected, then the employee will feel comfortable working in the company
and there is little chance of turnover intention. is one of the companies experiencing high employee
turnover. This is probably due to a lack of employee loyalty to the company. Lack of loyalty causes
employees to be more free to leave the company, especially there are many garment companies out there
that easily accept these employees. In addition, the authors also indicate that the occurrence of turnover
may be caused by the large targets assigned to employees. So that employees who are not able to achieve
the target feel pressured until they experience stress. Employees who experience stress continuously and
uncontrollably will lead to burnout, namely, a combination of physical, psychological and emotional
exhaustion. This situation isexacerbated by:thesinability,of employees tormaintain, theircontinuity of work
in connection with the clarity of work status, in a company, which eventually=leads to job insecurity. In
addition to burnout and job insecurity, if you pay attention there‘is-also‘the effect of work-family conflict
or dual role conflict. Generally, work-family conflicts are experienced by female employees who are
married, but it is possible that this is also experienced by male employees. According to Alyahya et al.
(2021); Aguiar et al.. (2021); Asbari et al. (2020); Dual role conflict will result in depression and anxiety
in employees. Usually this anxiety arises because they find it difficult to balance and divide time between
work and family. Another factor that can influence employee turnover intention is the transformational
leadership style, namely a leadership style in which a leader is highly respected, valued, respected, able to
motivate, able to become a role model (role model) and highly trusted by his employees. According to
Lawrence et al. (2013); Ohunakin et al. (2019) When a leader is able to make employees feel comfortable
under his leadership, it is more likely that employees will stay in the company. According to Aguiar et al.
(2021); Asbari et al. (2020); if a leader makes employees feel uncomfortable, it is likely that employees
will choose to leave the company. A good leader must be able to make his employees respect, admire and
trust him. Leaders must also be able to motivate their employees at work and must be able to provide
creative ideas and ideas to solve a problem in a company, so it is hoped that awareness will arise in the
hearts of employees to be committed to the company.



Literature review

Work-family conflict

According to Alyahya et al. (2021); Aguiar et al. (2021), work-family conflict is a mismatch of roles
in which there are different pressures between family and work roles. Work-family conflict is a conflict
that arises because individuals have dual roles, specifically work roles and family roles. This state typically
arises when the hours and workload are so-intense that the individual's thoughts and attention are
exclusively focused on one role. Research findings Ke et al. (2019) and Lambert et al. (2017) demonstrated
that work-family conflict was more prevalent among women than men. Although.it cannot be denied that
both have the potential to face work-family conflict. Job-family conflict is a condition of role imbalance in
persons because they have dual responsibilities (family and work) and are unable to meet the expectations
of both roles. There are two notions that can be utilized as markers of dual role conflict: work conflict (work
interferes with family) and family conflict (family interferes with work).

Legal aspects can play a significant role in reducing work-family conflict, which can lead to
employee turnover intention. Employment laws and regulations that provide flexibility in work hours, such
as telecommuting, part-time work, and job-sharing arrangements, can help employees balance their work
and family responsibilities. Additionally, legal frameworks that mandate leave entitlements and parental
leave can provide employees with the necessary time off to care for their families, thereby reducing the
likelihood of work-family conflict. The legal requirements for equal pay and promotion opportunities for
both men and women can also reduce gender discrimination.and promote work-family balance. Moreover,
legal frameworks that promote diversity and inclusion can help organizations to create a culture that values
work-life balance and supports employees in their multiple roles. Therefore, understanding and complying
with legal aspects can help organizations to mitigate work-family conflict, enhance employee engagement
and job satisfaction, and reduce the likelihood of turnover intention.

Transformational Leadership Style

According to Lambert et al. (2017) defines transformational leadership as a leader who is able to
make his followers prioritize the interests of the organization over personal interests and is able to provide
an inspiring influence on his followers . According to Gul et al. (2012);Ke et al. (2019); Lambert et al.
(2017) argues that transformational leadershipsis a leader who is ablesto,motivate hissfollowers to work
optimally to achieve organizational goals so that their needs at higher levels can be met. Based on the above
definition, it can be concluded that transformational leadership style.is a.leadership style‘in which a leader
is able to inspire and motivate his followers to prioritize the interests of the organization so that they can
work optimally to achieve the goals of the organization. According to Ke et al. (2019); Lambert et al. (2017)
suggested several indicators of transformational leadership style in 41 behavior, Specifically, idealistic
impact, intellectual stimulation, inspirational motivation, and individualized concerns or attention.

Legal aspects play a crucial role in fostering transformational leadership style in organizations. Legal
frameworks for leadership development and training can provide guidance and resources for organizations
to develop and nurture transformational leaders who can inspire and motivate their followers. Additionally,
employment laws and regulations can incentivize transformational leadership behaviors, such as
prioritizing the interests of the organization over personal interests, by providing legal protections for
employees who report unethical behavior or blow the whistle on wrongdoings within the organization.
Moreover, legal requirements for transparency and accountability in organizational decision-making can
promote a culture of trust and respect, which is essential for the development of transformational leadership
style. Therefore, understanding and complying with legal aspects can help organizations to foster
transformational leadership style, which can ultimately contribute to the retention of employees and the
improvement of organizational performance.



Turnover intention

Turnover intention According to Ke et al. (2019); Lambert et al. (2017) is the desire to change jobs
that have not yet reached the realization stage. The realization stage in question is leaving/changing work
from one workplace to another. Turnover intention can cause someone.to decide to leave the job where this
is caused by employee dissatisfaction with the job. According to Alyahya etal. (2021); Aguiar etal.. (2021)
stated that turnover intention is the possibility or desire of a person within a certain period of time to make
a job change, where this is seen-as the beginning of turnover. Based on the above definition, it can be
concluded that turnover intention is the desire or tendency of employees to move from one workplace to
another because they are not satisfied with the job. According to Lambert et al. (2017) there are several
indicators of turnover intention, namely thinking of resigning or leaving (thinking of quitting), intention or
desire to find another job (intention to search), intention to leave or resign (intention to quit).

Legal aspects are essential in mitigating the negative impacts of turnover intention on organizations.
Compliance with employment laws and regulations can improve job satisfaction and reduce the likelihood
of turnover intention. For example, legal frameworks that protect job security and provide employee
benefits can increase employees' loyalty and commitment to the organization. Furthermore, laws that
promote work-life balance and flexible working arrangements can reduce work-family conflict and burnout,
which are significant contributors to turnover intention. Additionally, legal requirements for leadership
training and development can foster transformational leadership styles that have been shown to increase
employee engagement and job satisfaction, ultimately reducing the likelihood of turnover intention.
Therefore, organizations that prioritize compliance with  legal aspects can significantly reduce the
occurrence of turnover intention and improve their overall performance.

Method

This study is an example of quantitative research. The subjects taken in this study were 200 SMES
employees in Palopo City which were calculated using a system of random samples. With the help of social
media, we disseminated online questionnaires containing,a Lsikertsscaledrquestioniof 1=5or data collection.
The analysis method utilised Structural Equation Modeling (SEM) and SmartPLS 3.0 software for data
processing. The independent variables in this'study ‘are work family conflict,"burnout;job insecurity, and
transformational leadership style, while the independent variable is turnover intention.

Based on previous research studies, the p hypothesis is formulated as follows:
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Figure 1. Research Model

The hypotheses in this study are:
1. There there is a causal link between work family conflict.and Turnover Intentions
2. There there is a causal link between between job insecurity and turnover intentions
3. There there is a causal link between transformational leadership.styles Against.Turnover Intentions

Results and Discussion

A. Model Validity Test

The first step in data analysis is to evaluate the model's validity and dependability. According to
Purwanto et al. (2021), an indicator is deemed legitimate if its loading factor is greater than 0.70. The results
of the validity test are listed below.
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Figure 2.Validity Test
Based on Figure 2, all indicator statements are declared valid because they already have a loading
factor above 0.70.

Table 1. Reliability Test

Average

Alpha ho A Cor_npc_Js_ite Extr_acted

Cronbach = Reliability Variance

(AVE)

Job Insecurity 0.812 0.856 0.711 0.713
Work family conflict 0.821 0.821 0.731 0.814
Transformational leadership 0.842 0.821 0.812 0.832
Turnover Intentions 0.727 0.723 0.821 0.733

Source: processed data (2022)



Checking the model's validity and reliability is the initial step of data analysis. An indicator is
considered reliable if its loading factor is greater than 0.70, as explained by Purwanto et al. The findings of
the validity analysis are shown below.

Structural Model Evaluation (Inner Model)
The results of testing the inner model, which includes calculating the R-Square value, are presented
below.

Table 2. Evaluation of the Structural Model (Inner Model)

R box R Square Customized
Turnover Intentions 0.868 0.853

Based on table 2, transformational leadership variables can be explained by 86.8% in this model, while
the remaining 13.2% is explained by other variables not discussed in this study .

Hypothesis test
The following are the outcomes of PLS Bootstrapping data processing for hypothesis testing.
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Figure 3. PLS Bootstrap

The following table clarifies the description of the hypothesis test described above.



Table 3. Hypothesis Test

Original T P value Result
Sample (O) | statistics
Job Insecurity-> Turnover Intentions | 0.035 0.115 0.231 Not
supported
Work_ family  conflict->Turnover 0.389 2006 0.003 Supported
Intentions
Transformational  leadership =< 0.521 2.360 0.000 | Supported
>Turnover Intentions

Discussion

Based on the examination of the data, it was established that the p value was more than 0.050, hence
it was concluded that Job Insecurity and Turnover Intentions for SMEs Employees in Palopo did not have
a significant link. The increase in the variable Job Insecurity has no significant impact on the variable
Turnover Intentions of SME employees in Palopo. This result contradicts the findings of xxx, which imply
that Job Insecurity has a strong influence on the Turnover Intentions variable.

The findings of this study are consistent with those of earlier research by Yoo et al. (2019); Zain et
al. (2019) which states that job insecurity has a significant positive effect on turnover intention. According
to Lawrence et al. (2013); Ohunakin et al. (2019) stated that job insecurity is a reflection of employees who
feel their work is threatened but they are powerless to do something. If the level of threat felt by employees
is higher, the level of turnover intention will also be higher. This situation is due to the large number of
jobs with outsourcing/contract status which are currently often applied by several companies. The more
jobs with temporary durations, the more employees will experience job insecurity and then it will continue
to turnover intention. Based on the respondents' answers from the four statement items contained in the job
insecurity variable, it is known that the statement "I feel insecure about the continuity of my job in the next
1 to 3 years" has the highest score. This shows that employees are really worried about the continuity of
their work in the company. Givensthat they.are;.employees with contract:worksstatus with a span of one to
three years. Therefore, SMES must pay more attention.to the welfare of employees with contract status so
that the job insecurity they feel/can be reduced. The more employees\who:feel insecurerabout the continuity
of their work, the more job insecurity increases and leads to turnover intention.

The p value was less than or equal to 0.050, showing that there was a significant link between work-
family conflict and the intention to leave among SMEs employees in Palopo. Increases in Work-family
conflict have a significant effect on the variable Turnover Intentions among Palopo SME employees.
Contrary to the findings of Sora et al. (2013); Yoo et al. (2019); and Zain et al. (2019), Work-family conflict
does not have a significant effect on the Turnover Intentions variable. The findings of this study are
consistent with prior studies undertaken by According to Lawrence et al. (2013); Ohunakin et al. (2019);
Rahman et al. (2010) on a different subject, work-family conflict has a strong favorable effect on intention
to leave. According to Safaria et al. (2014); Sim et al. (2021); Sora et al.. (2013); Yoo et al. (2019); and
Zain et al. (2019), work-family conflict is a problem that comes from the strain between family
responsibilities and job responsibilities, which then leads to intention to leave the organization. This disease
can occur in both men and women, but women are more likely to encounter work-family conflicts that
result in a desire to leave their jobs.



According to the results of the data analysis, the p value was 0.000 0.050, indicating that there was a
significant relationship between Transformational leadership and Turnover Intentions among SMEs
Employees in Palopo. Increases in the variable Transformational leadership have a significant impact on
the variable Turnover Intentions among Palopo SME employees. According to Sim et al. (2021); Sora et
al.. (2013); Yoo et al. (2019); and Zain et al. (2019), transformational leadership has a considerable impact
on the Turnover Intentions variable. According to studies conducted by Lawrence et al. (2013) and
Ohunakin et al. (2019) on a different subject, transformational leadership style does not have a substantial
detrimental influence on turnover intention. \We are aware that transformational leadership style has a little
effect on intention to leave the organization (not significant). This is likely-owing to the majority of
responders being between 21 and 35 years old and being married. There is a potential that their primary
motivation for working is to make money to support their family. They do not care about the leader's attitude
or actions when leading them. Therefore, the leadership style employed, whether transformative or
transactional, will have little impact on employees' decisions to quit or remain with the organization. This
demonstrates that employees believe their leader is capable of motivating them in a positive direction,
particularly with regard to attaining work goals. However, this does not appear to have a significant impact
on the employees’ plans to leave or remain with the organization.

Limitations and Future Reseach directions

This study found evidence for the role of customer incivility in turnover intention. Nonetheless,
there are several unanswered guestions about how uncivil behavior influences deviant work behavior.
Future studies should evaluate the role of demographic characteristics. For example, women and men
reacted differently to good (Daraba et-al., 2021) and bad leadership behaviors (Atwater et al., 2016).
Cultural norms may also influence how individuals interpret aggressive behavior in the workplace (Lian et
al., 2012). Employee demographic variables should thus be examined further in the future.

Legal aspects can also have a significant impact on how customer incivility affects turnover
intention in the workplace. Laws and regulations related to employee protection and safety can play a
crucial role in determining the level of tolerance for incivility and how employees react to such behavior.
Moreover, legal frameworks for workplace behavior and ethics can provide guidelines for handling and
responding to customer incivility in a manner that is both professional and compliant with legal standards.
Therefore, understanding the legal aspects of workplace behavior and employee protection is crucial for
addressing the impact of customer.incivility on turnover intention, and for creating a safe and healthy work
environment for employees. Additionally, future studies should examine*how demographic characteristics
and cultural norms influence employee reactions to customer incivility, and how legal frameworks can be
developed to protect employees in a diverse and inclusive workplace.

Conclusion

According to the results of the data study, the association between Job Insecurity and Employee
Turnover Intentions in Palopo was deemed inconsequential. The increase in the variable evaluating job
insecurity has no effect on the variable measuring intention to leave among Palopo's SME employees.
Work-family issues have a significant impact on the intention to leave among Palopo SME employees.
Transformational leadership has a significant impact on the revenue goals of Palopo's small and medium-
sized enterprises. Increases in the variable assessing transformative leadership have a substantial effect on
the intentions of Palopo SME employees to leave the company. Small and medium-sized enterprises pay
more attention to the amount of work allotted to employees so as not to exceed their capabilities. The greater
the proportion of employees who are bored, frustrated, and demoralized, the higher their intention to quit
their positions. there is uncivilized behavior affecting deviant work behavior that has not yet been clarified.
Future studies should address evaluating the role of demographic characteristics.



Legal aspects can be relevant in the context of addressing work-family issues and transformational
leadership in Palopo's small and medium-sized enterprises (SMEs). Laws and regulations pertaining to
employee benefits and compensation, such as flexible working arrangements and mandatory leave, can help
SMEs in Palopo to address work-family issues and enhance employee well-being. Furthermore, legal
frameworks for leadership development and training can help SMEs to foster transformational leadership
styles, which have been shown to have a significant impact on revenue goals and reduce turnover intention
among employees. Moreover, compliance with legal standards related to job assignments and working
hours can help prevent boredom, frustration, and demoralization among employees, which can ultimately
lead to higher rates of turnover intention. Therefore, understanding and complying with legal aspects can
be an essential factor in addressing the issues of work-family conflict, transformational leadership, and
employee turnover in Palopo's SMES, and in creating a positive and productive work environment for
employees.
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Purpose: The objective of this study is to analyze the relationship between legal aspects, work-
family conflict, job insecurity, transformational leadership style, and turnover intention. .
Theoretical framework: The role theory proposed by Khan et al. (1964) emphasizes the individual's
social role and how it effects his conduct in the workplace and society.
Design/methodology/approach: This investigation is quantitative in nature. The subjects of this
study were 200 SME employees in Palopo City who were selected using a procedure of random
sampling. Through social media, online questionnaires with a Likert scale ranging from 1 to 5 were
distributed to collect data. The study employed Structural Equation Modeling (SEM), whereas
SmartPLS 3.0 was used for data processing.

Findings: Legal aspects play a crucial role in determining the level of work-family conflict, job
insecurity, transformational leadership style, and turnover intention in an organization. For
instance, laws and regulations pertaining to employment contracts, compensation, benefits, and job
security can directly impact:an employee’s\level of giob.satisfaction and-intention tosleave their job.
Additionally, legal requirements such as mandatory.leave'and flexible \working \arrangements can
reduce work-family conflict and enhance employee well-being.=Moreover, legal.frameworks for
leadership development and training can foster transformational leadership styles that have been
shown to decrease turnover intention among employees. Therefore, understanding the legal aspects
that impact the workforce can help organizations develop effective policies and practices that
address work-family conflict, job insecurity, and leadership style, and ultimately reduce turnover
intention among their employees.

Research, Practical & Social implications: Legal aspects are crucial for the development and
success of small and medium-sized enterprises (SMEs) in Indonesia. Compliance with employment
laws and regulations, such as those related to labor rights, employee benefits, and job security, can
help SMEs to attract and retain skilled and talented employees. Moreover, transformational
leadership styles, which have been shown to enhance employee engagement and job satisfaction,
can be developed and nurtured through legal frameworks such as leadership training programs. By
understanding and complying with legal aspects and providing effective leadership training, SMEs in
Indonesia can improve their employee productivity, foster innovation and growth, and ultimately
contribute to the economic development of both the organization and the country as a whole.
Originality/value: This study explores the relationship between family conflict, Job Insecurity, and
Transformational Leadership Style on turnover intention, and psychological attachment that has not
been explored theoretically and tested empirically in the Indonesian context.

Keywords: Legal aspects; Job Insecurity; Transformational Leadership Style; Turnover Intention
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1. INTRODUCTION

In the era of industrial revolution 4.0, companies need to strive to become world-class to compete
locally, nationally, and internationally. As stated by Zain et al. (2019), world-class companies must
meet quality, cost, delivery, safety, and human resources (QCDSP) criteria. However, employee
turnover remains a significant problem that can reduce productivity and hinder companies from
achieving world-class status. According to Safaria et al. (2014); Sim et al. (2021); Sora et al. (2013);
Yoo et al. (2019); Zain et al. (2019), high employee turnover, defined as an annual turnover rate of
more than 10%, can negatively impact company performance. Therefore, companies must ensure
compliance with legal aspects related to employment contracts, compensation, benefits, and job
security to attract and retain talented employees, foster a positive work culture, and ultimately
improve their competitiveness in the market.

Some of the negative impacts of employee turnover are the increasing costs of recruitment and
selection, training costs as well as other administrative costs. Meanwhile, other effects are poorer
communication and disruption in productivity. Turnover begins with employee turnover intention (the
desire to change jobs). This need develops while workers are still employed, and it is impacted by a
wide range of factors, there are several factors that trigger turnover intention, one of which is
burnout (fatigue and lethargy) which will result in employee turnover. According to Asbari et al.
(2020)'Dderman et al. (2016) When employees decide to spend most of their time, mind and energy
to work continuously with unlimited tasks (overload), without sufficient rest time and also not
accompanied by good mentoring, ‘employees can experience burnout symptoms so‘that possibility to
leave the company will be very-high. Another reason behind the occurrence of turnover intention
employees is the emergence of job insecurity (job insecurity). Job insecurity is a taste the insecurity
felt by employees in maintaining the continuity of work.This reason is reinforced by research by
Rahman et al. (2010); Rubel et al. (2017) which states that there is a significant relationship between
burnout and job insecurity on turnover intention. In addition, work-family conflict (multiple role
conflict) also has a significant influence on turnover intention. A worker who has multiple roles will
find it more difficult to divide his time between work or taking care of the family. This is what can
trigger turnover intention. This statement is also supported by research by Safaria et al. (2014); Sim
et al. (2021) that work-family conflict has a significant effect on turnover intention. Various studies
also state that apart from work-family conflict, there are other factors that influence employee
turnover intention, namely transformational leadership style.

Legal aspects are closely linked to employee turnover as the costs associated with recruitment and
selection, training, and administrative costs increase when there is high turnover. Job insecurity,
burnout, and work-family conflict are among the factors that contribute to employees' turnover
intention, which can be mitigated through effective legal frameworks such as employment laws and
regulations. The legal requirements for work-life balance, flexible working arrangements, and
employee benefits can reduce work-family conflict and burnout, while laws that protect job security
can increase employees' confidence in their job continuity. Moreover, legal frameworks that promote
transformational leadership styles can foster employee engagement and job satisfaction, ultimately
reducing the likelihood of turnover intention. By addressing the root causes of turnover intention
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through legal frameworks, organizations can reduce the negative impacts of turnover and improve
overall organizational performance.

The results of Lawrence et al. (2013); Ohunakin et al. (2019) stated that transformational leadership
style has a significant effect on turnover intention. If someone works under a leader who is able to
motivate, admire, be trusted and highly respected, then the employee will feel comfortable working
in the company and there is little chance of turnover intention. is one of the companies experiencing
high employee turnover. This is probably due to a lack of employee loyalty to the company. Lack of
loyalty causes employees to be more free to leave the company, especially there are many garment
companies out there that easily accept these employees. In addition, the authors also indicate that
the occurrence of turnover may be caused by the large targets assighed to employees. So that
employees who are not able to achieve the target feel pressured until they experience stress.
Employees who experience stress continuously and uncontrollably will lead to burnout, namely, a
combination of physical, psychological and emotional exhaustion. This situation is exacerbated by
the inability of employees to maintain their continuity of work in connection with the clarity of work
status in a company, which eventually leads to job insecurity. In addition to burnout and job
insecurity, if you pay attention there is also the effect of work-family conflict or dual role conflict.
Generally, work-family conflicts are experienced by female employees who are married, but it is
possible that this is also experienced by male employees. According to Alyahya et al. (2021); Aguiar
et al.. (2021); Asbari et al. (2020); Dual role conflict will result in depression and anxiety in
employees. Usually this anxiety arises because they find it difficult to balance and divide time
between work and family. Another factor that can influence employee turnover intention is the
transformational leadership style, namely a leadership style in which a leader is highly respected,
valued, respected, able to motivate, able to become a role model (role model) and highly trusted by
his employees. According to Lawrence et al. (2013); Ohunakin et al. (2019) When a leader is able to
make employees feel comfortable under his leadership, it is more likely that employees will stay in
the company. According to Aguiar et al. (2021); Asbari et al. (2020); if a leader makes employees
feel uncomfortable, it is likely that employees will choose to leave the company. A good leader must
be able to make his employees respect, admire and trust him. Leaders must also be able to motivate
their employees at work and must be able to provide creative ideas and ideas to solve a problem in
a company, so it is hoped that awareness will arise in the hearts of employees to be committed to
the company.

2. LITERATURE REVIEW

2.1 Work-family conflict

According to Alyahya et al. (2021); Aguiar et al. (2021), work-family conflict is a mismatch of roles
in which there are different pressures between family and work roles. Work-family conflict is a
conflict that arises because individuals have dual roles, specifically work roles and family roles. This
state typically arises when the hours and workload are so intense that the individual's thoughts and
attention are exclusively focused on one role. Research findings Ke et al. (2019) and Lambert et al.
(2017) demonstrated that work-family conflict was more prevalent among women than men. Although
it cannot be denied that both have the potential to face work-family conflict. Job-family conflict is
a condition of role imbalance in persons because they have dual responsibilities (family and work)
and are unable to meet the expectations of both roles. There are two notions that can be utilized as
markers of dual role conflict: work conflict (work interferes with family) and family conflict (family
interferes with work).

Legal aspects can play a significant role in reducing work-family conflict, which can lead to employee
turnover intention. Employment laws and regulations that provide flexibility in work hours, such as
telecommuting, part-time work, and job-sharing arrangements, can help employees balance their
work and family responsibilities. Additionally, legal frameworks that mandate leave entitlements and
parental leave can provide employees with the necessary time off to care for their families, thereby
reducing the likelihood of work-family conflict. The legal requirements for equal pay and promotion
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opportunities for both men and women can also reduce gender discrimination and promote work-
family balance. Moreover, legal frameworks that promote diversity and inclusion can help
organizations to create a culture that values work-life balance and supports employees in their
multiple roles. Therefore, understanding and complying with legal aspects can help organizations to
mitigate work-family conflict, enhance employee engagement and job satisfaction, and reduce the
likelihood of turnover intention.

2.2 Transformational Leadership Style

According to Lambert et al. (2017) defines transformational leadership as a leader who is able to
make his followers prioritize the interests of the organization over personal interests and is able to
provide an inspiring influence on his followers . According to Gul et al. (2012);Ke et al. (2019);
Lambert et al. (2017) argues that transformational leadership is a leader who is able to motivate his
followers to work optimally to achieve organizational goals so that their needs at higher levels can
be met. Based on the above definition, it can be concluded that transformational leadership style is
a leadership style in which a leader is able to inspire and motivate his followers to prioritize the
interests of the organization so that they can work optimally to achieve the goals of the organization.
According to Ke et al. (2019); Lambert et al. (2017) suggested several indicators of transformational
leadership style in 4l behavior, Specifically, idealistic impact, intellectual stimulation, inspirational
motivation, and individualized concerns or attention.

Legal aspects play a crucial role in fostering transformational leadership style in organizations. Legal
frameworks for leadership development and training can provide guidance and resources for
organizations to develop and nurture transformational leaders who can inspire and motivate their
followers. Additionally, employment laws and regulations can incentivize transformational leadership
behaviors, such as prioritizing the interests of the organization over personal interests, by providing
legal protections for employees who report unethical behavior or blow the whistle on wrongdoings
within the organization. Moreover, legal requirements for transparency and accountability in
organizational decision-making can promote a culture of trust and respect, which is essential for the
development of transformational leadership style. Therefore, understanding and complying with legal
aspects can help organizations to foster transformational leadership style, which can ultimately
contribute to the retention of employees and the improvement of organizational performance.

2.3 Turnover intention

Turnover intention According to Ke et al. (2019); Lambert et al. (2017) is the desire to change jobs
that have not yet reached the realization stage. The realization stage in question is leaving/changing
work from one workplace to another. Turnover intention can cause someone to decide to leave the
job where this is caused by employee dissatisfaction with the job. According to Alyahya et al. (2021);
Aguiar et al.. (2021) stated that turnover intention is the possibility or desire of a person within a
certain period of time to make a job change, where this is seen as the beginning of turnover. Based
on the above definition, it can be concluded that turnover intention is the desire or tendency of
employees to move from one workplace to another because they are not satisfied with the job.
According to Lambert et al. (2017) there are several indicators of turnover intention, namely thinking
of resigning or leaving (thinking of quitting), intention or desire to find another job (intention to
search), intention to leave or resign (intention to quit).

Legal aspects are essential in mitigating the negative impacts of turnover intention on organizations.
Compliance with employment laws and regulations can improve job satisfaction and reduce the
likelihood of turnover intention. For example, legal frameworks that protect job security and provide
employee benefits can increase employees’ loyalty and commitment to the organization.
Furthermore, laws that promote work-life balance and flexible working arrangements can reduce
work-family conflict and burnout, which are significant contributors to turnover intention.
Additionally, legal requirements for leadership training and development can foster transformational
leadership styles that have been shown to increase employee engagement and job satisfaction,
ultimately reducing the likelihood of turnover intention. Therefore, organizations that prioritize
compliance with legal aspects can significantly reduce the occurrence of turnover intention and
improve their overall performance.
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3. METHOD

This study is an example of quantitative research. The subjects taken in this study were 200 SMES
employees in Palopo City which were calculated using a system of random samples. With the help of
social media, we disseminated online questionnaires containing a Likert-scaled question of 1-5 for
data collection. The analysis method utilised Structural Equation Modeling (SEM) and SmartPLS 3.0
software for data processing. The independent variables in this study are work family conflict,
burnout, job insecurity, and transformational leadership style, while the independent variable is
turnover intention.

Based on previous research studies, the p-hypothesis is formulated as follows:

ELL | | gl

job insecurity

L1
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L3
L4
work-family turnover intention
L5 jct ps
Col co2 CD3 CD4

Figure 1. Research Model

The hypotheses in this study are:

1. There there is a causal link between work family conflict and Turnover Intentions

2. There there is a causal link between between job insecurity and turnover intentions

3. There there is a causal link between transformational leadership styles Against Turnover
Intentions

4, RESULTS AND DISCUSSION
A. Model Validity Test
The first step in data analysis is to evaluate the model's validity and dependability. According to
Purwanto et al. (2021), an indicator is deemed legitimate if its loading factor is greater than 0.70.
The results of the validity test are listed below.
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Based on Figure 2, all indicator statements are declared valid because they already have a loading

factor above 0.70.

Table 1. Reliability Test

Average

Alpha ho A Composite Extracted

Cronbach - Reliability Variance

(AVE)

Job Insecurity 0.812 0.856 0.711 0.713
Work family conflict 0.821 0.821 0.731 0.814
Transformational leadership 0.842 0.821 0.812 0.832
Turnover Intentions 0.727 0.723 0.821 0.733

Source: processed data (2022)

Checking the model's validity and reliability is the initial step of data analysis. An indicator is
considered reliable if its loading factor is greater than 0.70, as explained by Purwanto et al. The

findings of the validity analysis are shown below.
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Structural Model Evaluation (Inner Model)
The results of testing the inner model, which includes calculating the R-Square value, are presented
below.

Table 2. Evaluation of the Structural Model (Inner Model)

R box R Square Customized
Turnover Intentions 0.868 0.853

Based on table 2, transformational leadership variables can be explained by 86.8% in this model,
while the remaining 13.2% is explained by other variables not discussed in this study .

Hypothesis test
The following are the outcomes of PLS Bootstrapping data processing for hypothesis testing.
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Figure 3. PLS Bootstrap
The following table clarifies the description of the hypothesis test described above.

Table 3. Hypothesis Test

Original T P value Result
Sample (0O) | statistics
Job . Insecurity-> Turnover 0.035 0.115 0.231 Not
Intentions supported
Work'fam1ly conflict->Turnover 0.389 2006 0.003 Supported
Intentions
Transformational leadership - | 0.521 2.360 0.000 | Supported
>Turnover Intentions
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5. DISCUSSION
Based on the examination of the data, it was established that the p value was more than 0.050, hence
it was concluded that Job Insecurity and Turnover Intentions for SMEs Employees in Palopo did not
have a significant link. The increase in the variable Job Insecurity has no significant impact on the
variable Turnover Intentions of SME employees in Palopo. This result contradicts the findings of xxx,
which imply that Job Insecurity has a strong influence on.the Turnover Intentions variable.
The findings of this study are consistent with those.of earlier research by Yoo et al. (2019); Zain et
al. (2019) which states that job insecurity has a significant positive effect on turnover intention.
According to Lawrence et al. (2013); Ohunakin et al. (2019) stated that job insecurity is a reflection
of employees who feel their work is-threatened but they are powerless to do something. If the level
of threat felt by employees is higher, the level of turnover intention will also be higher. This situation
is due to the large number of jobs with outsourcing/contract status which are currently often applied
by several companies. The more jobs with temporary durations, the more employees will experience
job insecurity and then it will continue to turnover intention. Based on the respondents’ answers from
the four statement items contained in the job insecurity variable, it is known that the statement "I
feel insecure about the continuity of my job in the next 1 to 3 years” has the highest score. This
shows that employees are really worried about the continuity of their work in the company. Given
that they are employees with contract work status with a span of one to three years. Therefore, SMEs
must pay more attention to the welfare of employees with contract status so that the job insecurity
they feel can be reduced. The more employees who feel insecure about the continuity of their work,
the more job insecurity increases and leads to turnover intention.
The p value was less than or equal to 0.050, showing that there was a significant link between work-
family conflict and the intention to leave among SMEs employees in Palopo. Increases in Work-family
conflict have a significant effect on the variable Turnover Intentions among Palopo SME employees.
Contrary to the findings of Sora et al. (2013); Yoo et al. (2019); and Zain et al. (2019), Work-family
conflict does not have a significant effect on the Turnover Intentions variable. The findings of this
study are consistent with prior studies undertaken by According to Lawrence et al. (2013); Ohunakin
et al. (2019); Rahman et al. (2010) on a different subject, work-family conflict has a strong favorable
effect on intention to leave. According to Safaria et al. (2014); Sim et al. (2021); Sora et al.. (2013);
Yoo et al. (2019); and Zain et al. (2019), work-family conflict is a problem that comes from the strain
between family responsibilities/and job responsibilities, which then leads to intention to leave the
organization. This disease can occur in both men and women; but women are more likely to encounter
work-family conflicts that result in a desire to leave their jobs.
According to the results of the data analysis, the p value was 0.000 0.050, indicating that there was
a significant relationship between Transformational leadership and Turnover Intentions among SMEs
Employees in Palopo. Increases in the variable Transformational leadership have a significant impact
on the variable Turnover Intentions among Palopo SME employees. According to Sim et al. (2021);
Sora et al.. (2013); Yoo et al. (2019); and Zain et al. (2019), transformational leadership has a
considerable impact on the Turnover Intentions variable. According to studies conducted by Lawrence
et al. (2013) and Ohunakin et al. (2019) on a different subject, transformational leadership style does
not have a substantial detrimental influence on turnover intention. We are aware that
transformational leadership style has a little effect on intention to leave the organization (not
significant). This is likely owing to the majority of responders being between 21 and 35 years old and
being married. There is a potential that their primary motivation for working is to make money to
support their family. They do not care about the leader's attitude or actions when leading them.
Therefore, the leadership style employed, whether transformative or transactional, will have little
impact on employees' decisions to quit or remain with the organization. This demonstrates that
employees believe their leader is capable of motivating them in a positive direction, particularly with
regard to attaining work goals. However, this does not appear to have a significant impact on the
employees’ plans to leave or remain with the organization.
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6. LIMITATIONS AND FUTURE RESEACH DIRECTIONS

This study found evidence for the role of customer incivility in turnover intention. Nonetheless, there
are several unanswered questions about how uncivil behavior influences deviant work behavior.
Future studies should evaluate the role of demographic characteristics. For example, women and
men reacted differently to good (Daraba et al., 2021) and bad leadership behaviors (Atwater et al.,
2016). Cultural norms may also influence how individuals interpret aggressive behavior in the
workplace (Lian et al., 2012). Employee demographic variables should thus be examined further in
the future.

Legal aspects can also have a significant impact on how customer incivility affects turnover intention
in the workplace. Laws and regulations related to employee protection and safety can play a crucial
role in determining the level of tolerance for incivility and how employees react to.such behavior.
Moreover, legal frameworks for workplace behavior and ethics can provide guidelines for handling
and responding to customer incivility in'a manner that is both professional and compliant with legal
standards. Therefore, understanding the legal aspects of workplace behavior and employee
protection is crucial for addressing the impact of customer incivility on turnover intention, and for
creating a safe and healthy work environment for employees. Additionally, future studies should
examine how demographic characteristics and cultural norms influence employee reactions to
customer incivility, and how legal frameworks can be developed to protect employees in a diverse
and inclusive workplace.

7. CONCLUSION

According to the results of the data study, the association between Job Insecurity and Employee
Turnover Intentions in Palopo was deemed inconsequential. The increase in the variable evaluating
job insecurity has no effect on the variable measuring intention to leave among Palopo's SME
employees. Work-family issues have a significant impact on the intention to leave among Palopo SME
employees. Transformational leadership has a significant impact on the revenue goals of Palopo's
small and medium-sized enterprises. Increases in the variable assessing transformative leadership
have a substantial effect on the intentions of Palopo SME employees to leave the company. Small and
medium-sized enterprises pay more attention to the amount of work allotted to employees so as not
to exceed their capabilities. The greater the proportion of employees who are bored, frustrated, and
demoralized, the higher their intention to quit their positions. therefis uncivilized behayior affecting
deviant work behavior that has not yet been clarified. Future studies should address evaluating the
role of demographic characteristics.

Legal aspects can be relevant in the context of addressing work-family issues and transformational
leadership in Palopo's small and medium-sized enterprises (SMEs). Laws and regulations pertaining to
employee benefits and compensation, such as flexible working arrangements and mandatory leave,
can help SMEs in Palopo to address work-family issues and enhance employee well-being.
Furthermore, legal frameworks for leadership development and training can help SMEs to foster
transformational leadership styles, which have been shown to have a significant impact on revenue
goals and reduce turnover intention among employees. Moreover, compliance with legal standards
related to job assignments and working hours can help prevent boredom, frustration, and
demoralization among employees, which can ultimately lead to higher rates of turnover intention.
Therefore, understanding and complying with legal aspects can be an essential factor in addressing
the issues of work-family conflict, transformational leadership, and employee turnover in Palopo's
SMEs, and in creating a positive and productive work environment for employees.
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