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ABSTRACT

Purpose of the study: The primary objective was to probe the predictive association between work-family
conflict, family-work conflict, work tension, and turnover intention among construction employees at a
construction company. Effective management of these work-family lives could improve the work-life balance for
construction employees, resulting in lower levels of work tension and turnover intention.

Design/methodology/approach: A descriptive research design and a quantitative research approach were
utilised. Participants were selected using the non-probability convenience sampling technique. Only 285
questionnaires were completed and retrieved, representing a return rate of 71.25%. Data were analysed using
SPSS and AMOS version 28. Data analysis was executed through descriptive statistics, such as frequencies
for biographical information. SEM was invoked to assess the fitness of the measurement and structural models,
after which the path analysis was performed.

Findings: The SEM demonstrated acceptable fitness for the measurement and structural models. Path analysis
further confirmed a predictive relationship between work-family conflict and work tension, family-work conflict
and work tension, work-family conflict and turnover intention, and work tension and turnover intention.

Recommendations/value: Efforts at harmonising work-family conflict and family-work conflict should be
robustly implemented because empirical evidence demonstrates these are the root causes of work tension and
turnover intention among construction employees in this construction company.

Managerial implications: This study's findings call for innovative management philosophies and practices to
ensure timely project completion with less strain on workers. These management practices include equitable
workload distribution, offering competitive salaries and incentives, flexible work arrangements, job sharing,
counselling, remote working, and creative efforts by the human resource unit to create time and opportunity for
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construction workers to attend to their family demands. Projects nearer to workers’ homes should be a priority
when employees are assigned to projects.

Keywords: Family-work conflict; spillover theory; turnover intention work-family conflict; work tension.

JEL Classification: 015
1. INTRODUCTION

The work-life balance of employees, characterised by work-family or family-work conflict, has
gained considerable attention among researchers recently (Rashmi & Kataria, 2022). In the
construction industry, workers are often subjected to excessive workloads, abnormal work
schedules, long work hours, tight project deadlines, and a six-day working week (Turner &
Mariani, 2016), interfering with the employee's family life. Previously, work-family conflict and
family-work conflict were conceptualised as a unidimensional construct. However, in recent
studies, it has been considered to constitute two distinct facets: work-family conflict and family-
work conflict (Pujol-Cols, 2021). Work-family conflict (WFC) occurs when the role pressure
from work interferes with family duties (Molina, 2021), whereas family-work conflict (FWC) is
a function of the family roles that interferes with the performance of work duties (Lim et al.,
2021).

The third variable in the study is work tension, which George and Zakkariya (2015) describe
as a worker’s feeling of personal dysfunction due to the perceived conditions or activities in
the workplace. These authors consider work tension to be constituting those psychological
and physiological reactions experienced by workers due to undesirable factors in the work
environment. Dodanwala et al. (2023) submit that role conflict and ambiguity are sources of

work tension.

The last variable is turnover intention, which is a manifestation of the probability that an
individual will leave his/her job (Wong & Cheng, 2020). It is a highly studied variable because
of the consequences that it has in organisations, such as lower productivity and loss of an
appropriately skilled workforce (Shaukat & Yousaf, 2017). In addition, organisations incur
employee turnover costs such as replacement costs (recruitment and selection) and training
costs (Rahim & Cosby, 2016), and workers who intend to leave their jobs often render poor

service (Gebregziabher et al., 2020).

FWC and WFC affect the health and well-being of a worker, leading to problems such as
decreased life satisfaction, absenteeism, and lower job satisfaction (Mansour & Tremblay,
2016). Additionally, work-related tension affects employees' health and often results in

problems such as reduced productivity, absenteeism, and high turnover (Simone et al., 2016).
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Indeed, employee turnover has been identified as a significant problem in the construction
sector worldwide (Chih et al., 2016). Recent evidence suggests that a significant attributable
factor for the turnover among construction workers is WFC (Zhang & Bowen, 2021). This
relates to the demanding nature of the industry, characterised by a culture of long working
hours. Countless hours of unpaid overtime are also likely to interfere with family life (Zhang &
Bowen, 2021). It is not surprising that the South African Federation of Civil Engineering
Contractors (SAFCEC, 2009) proposed the reduction of working hours of work from 45 hours
to 40 hours and an increase in annual leave because workers were often operating in
environments far away from their families (SAFCEC, 2009). The Federation further advanced
the implementation of family responsibility leave and an extension of four months’ maternity
leave for women in the sector (SAFCEC, 2009).

Prior researchers have examined the attitudinal consequences of WFC/FWC, such as locus
of control, self-esteem, and self-confidence (Peltokorpi & Michel, 2021). Other researchers
have focused on the antecedents of WFC, such as workload, social support, and supervisor
support (Mansour & Tremblay, 2016). In addition, a number of researchers have also
investigated the behavioural consequences, such as WFC/FWC, including burnout among
frontline workers (Wang et al., 2021) and burnout among women in the banking sector
(Farradinna & Halim, 2016). It is the case that many previous studies on WFC/FWC were
conducted in developed countries such as the USA (Kusnierz et al.,, 2022). Few studies,
however, have focused on the effects of WFC and FWC in South Africa. Most extant studies
tend to focus on WFC rather than FWC (Karabay et al., 2016). However, no comprehensive
study on the relationship between WFC, FWC, WT, and turnover intention has ever been
conducted in the construction sector in southern Gauteng. In this regard, the present study
endeavours to address the research gap by investigating the relationship between WFC,
FWC, work tension, and turnover intention among construction workers at a construction

company in southern Gauteng.
2. LITERATURE REVIEW

In this section, the related literature on work-family conflict, family-work conflict, work tension

and turnover intention is reviewed.
2.1 Work-family conflict

WFC refers to work influence on family (WIF) (Ugwu, 2017). It is also referred to as the
challenges that employees face when juggling work and family roles (Borgmann et al., 2019).
The concentration on the execution of work duties, sometimes over a protracted period,

encroaches on time or the necessary attention required to perform family responsibilities, thus
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having negative repercussions on family life (Molina, 2021). Ugwu (2017:89) defines WFC as
"a form of inter-role conflict in which role pressures from work become incompatible with roles
from the family domain." This definition explains that WFC is the phenomenon whereby an
employees’ work role's demands roll over to their family roles (Molina, 2021), thus making
participation in their family roles strenuous. The definition further illustrates that work and
family are interdependent domains, with emotions, attitudes, and behaviours generated in one

domain spilling over and affecting the experiences in the other (Asiedu et al., 2018).

Research has demonstrated a positive relationship between WFC and other variables such
as turnover intentions, leaving work early, low job satisfaction, depression, anxiety disorders,

mood disorders, physical health complaints, and hypertension (Gozukara & Colakoglu, 2016).
2.2 Family-work conflict

FWC is also referred to as family influence on work and is described as a form of inter-role
conflict in which the time devoted to family roles interferes with the execution of work roles
(Ugwu, 2017; Ngek, 2018). Ugwu (2017) further attests that FWC constitutes a form of inter-
role conflict in which the pressure from family interferes with sound performance at work.For
example, family responsibilities such as taking care of the elderly, young children, and family
members with special needs tend to interfere with workers’ attention and performance at work,
thereby causing family-work conflict (Ajala, 2017). In addition, Yucel and Chung (2023) assert
that a lack of support from a spouse/partner, family responsibilities, the presence of a baby in

the family, and having many children in a family tend to trigger family-work conflict.

FWC affects an employee's well-being and marital satisfaction, leading to decreased job

satisfaction, absenteeism, lateness, and poor work performance (Musa et al., 2021).
2.3 Work tension

Increased attention required by work and subsequent work tension can be related to several
negative consequences that include, but are not limited to, high turnover and absenteeism
rates in organisations (Uzondu et al., 2017). Work tension is considered the psychological
strain that emanates from discomfort in the work environment (McAllister et al., 2018). Put
differently, work tension entails the frustration and anxiety that relate to certain aspects of a
job, such as excessive workload, inability to perform complex tasks, or failure to complete
assigned tasks within a scheduled time (Yasarathne et al., 2018; Riaz et al., 2019). Uzondu
et al. (2017) argue that work tension is symptomatic of the stress that employees experience
in the workplace. This view is supported by Maryati et al. (2020:278), who elaborate that work

tension is the "psychological manifestation of felt stress that tends to increase the feelings of
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distress, discomfort, and uncertainty, and hampers an employee from fulfilling his/her work

demands."

Research demonstrates that work tension can be caused by role conflict, role ambiguity, job
insecurity/threats of job loss (Unguren & Arslan, 2021). Other sources of work tension that
have been identified in the literature include heavy workloads, lack of proper resources (Turner
& Mariani, 2016), unconducive working conditions, low job autonomy, poor relationships with

colleagues or superiors, and lack of promotion (Bhui et al., 2016).

Work tension negatively affects employees and may lead to low morale, poor organisational
commitment, lack of commitment to the job, and poor employee performance (Tetteh et al.,
2020).

2.4 Turnover intention

The notion of turnover intention has attracted attention from a number of researchers because
of its undesirable consequences for organisations (Lin & Liu, 2017). These adverse effects of
turnover intention include a reduced level of production, attention to the bottom line, the loss
of a skilled workforce and the replacement costs of such workforce (Shaukat & Yousaf, 2017).
Turnover intention is a phenomenon that occurs before the actual process of leaving a job
takes place (Lagerlund et al., 2015). It is dubbed “a conscious and deliberate wilfulness by an
employee to leave the organisation within the foreseeable future” (Zafar et al., 2022:617).
They regard turnover intention as a contemplation by the employee to leave the organisation

permanently and seek alternative job opportunities.

Lagerlund et al. (2015) contend that turnover intention takes place over a three-stage process:
psychological, cognitive, and behavioural. The psychological stage comprises negative
psychological responses conjured up by negative aspects associated with the organisation.
Put differently, unfavourable working conditions evoke adverse emotional and attitudinal
reactions, which include, among others, frustration and dissatisfaction with the workplace.
According to Hussain et al. (2020), the cognitive stage is the cognitive process involving the
mental decision to leave, which is followed by the behavioural stage, which is expressed
through withdrawal behaviour characterised by absenteeism, late coming, withdrawal from the
current job, and actions oriented towards seeking alternative future job opportunities (Haque,
2023). Several factors, such as hazardous working conditions, may trigger the intention to

permanently terminate one’s organisational membership (Chih et al., 2016).
3. THEORETICAL FRAMEWORK

Two critical theories were utilised in clarifying the constructs in the study, namely the spillover

theory and the conservation of resources theory.
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3.1  Spillover theory

The spillover theory underpins the study as one of the most salient theories for understanding
work-family conflict/family-work conflict and work tension (WT). The spillover theory asserts
that work and family domains are so inextricably intertwined that circumstances in one domain
significantly influence the functioning of the other domain (Turner & Lingard, 2015).
Employees' feelings, attitudes, and behaviours as family members could spill over to the work
domain where they are employed (Adisa et al., 2016). Research demonstrates that positive
moods and emotions generated at work or family have a great potential to be transferred to
the work or family domain (Mitchell et al., 2015). For example, happiness will likely be
transferred to the family at home if an employee had a good day at work. Ismail and Gali
(2017) support this view that attitudes and emotions generated in any domain could have a
tremendous influence on the other domain in either a positive or negative way. Positive
spillover occurs when positive events from one's role (work/family) may spill over and facilitate

positive/negative functioning in the other role (family/work) (Nastasa et al., 2021).
3.2 Conservation of resources theory

The conservation of resources theory (COR) is a commonly used theory utilised to deepen
understanding of how employees react when confronted with several adverse circumstances
at work. It is a resource-oriented model that presupposes that employees actively seek "to
acquire, maintain and protect their valued resources" (Hobfoll,1989:513). These resources
could encapsulate objects, personal characteristics, conditions, and energies (Park & Jang,
2017). They can be tangible, like owning a company car, or intangible, like acquired
competencies (Guesalaga & Kapelian, 2015). In the context of this study, work tension may
occur when resources that employees should be using are under threat or lost. Furthermore,
failure to gain the expected outcome after investing one's resources could trigger work tension
(Cooper & Quick, 2017; Li et al., 2021). The COR includes the following as typical examples
of resource-depleting occasions: inadequate equipment or tools of trade for executing tasks,
fear of impending restructuring in the company, lack of return following an investment in
resources, failure to reconcile conflicting job demands and family role expectations (Laird et
al., 2015; Park & Jang, 2017; Merino et al., 2019).

Several studies have demonstrated that when employees lose resources at work, they are
more likely to experience work tension (Halbesleben et al., 2014; Robinson et al., 2016). COR
theory further posits that when employees lose or fail to protect resources, they are likely to
feel vulnerable and consequently develop turnover intentions (Lin & Liu, 2017). The COR
confirms that work tension depletes employees' psychological and social capital, thus

contributing to high turnover intentions (Robinson et al., 2016).
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4, CONCEPTUAL FRAMEWORK

The conceptual framework depicted in Figure 1 proposes the relationship between WFC,
FWC, WT, and turnover intention. In this conceptual framework, WFC and FWC are predictor
variables, and WT is both the predictor and dependent variable. Turnover intention is the
dependent variable. In light of the conceptual framework illustrated in Figure 1, the following

hypotheses were posited for the present study:

Figure 1: Conceptual framework

\
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Hs

H.

/ -

Hi: WFC exerts a significant effect on WT among construction employees.

H2: FWC has a significant impact on WT among construction employees.

Hs: WFC has a significant contribution to the incidence of turnover intention among

construction employees.
H4: FWC has a significant effect on turnover intention among construction employees.

Hs: There is a relationship between WT and the occurrence of turnover intention among

construction employees.
5. METHODOLOGY

5.1 Target population and sampling frame

The target population of this study consisted of all Sedtrade employees, namely general
workers, supervisors, managers, support staff, and office staff employed permanently with
more than one year of service and temporary/contract employees with no less than one year

of service. The target population was 2,000 employees (N=2,000) of all races, ethnicities, and

nationalities.
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The sampling frame was drawn from the construction company employees' human resource
department database. Before conducting the survey, permission to conduct the study was

sought and granted.
5.2 Sampling technique and sampling size

Given that construction workers frequently migrated depending on the location of their projects
and could not be easily and quickly reached or accessed, this study used non-probability
convenience sampling to choose a sample. Only those construction workers within reach
during the study were selected as research participants. The use of non-probability
convenience sampling was appropriate under such conditions to ensure that the
administration of the survey instrument and retrieval of responses from those who were willing
to participate could be present at any time. The convenience sampling method was suitable
for the current study because of the ease of access and availability of the sampled elements,
its cost-effectiveness, and its ability to save time (Sharma, 2018). The caveats for this
sampling technique were that its findings could not be generalised to the total population and
the bias in reporting that could occur, depending on the project's phase and the circumstances
construction workers could have encountered during a particular project phase. As stated in
the following paragraph, a larger sample was used to mitigate the consequences of not
generalising the findings to the target population. Furthermore, data was collected at various
project phases to avoid biased reporting from complex challenges faced in one phase and
different, easily accessible project locations. Responses were garnered from construction
employees in various projects underway in the company to avoid single-project participant
feedback, which could bring bias in responses. Single-project participant feedback was
avoided because participants could express personal experiences or project challenges, or
difficulties in a single project.

According to Leedy and Ormrod (2015), if a population is 1,500, 20% of the population must
be sampled. The target population in this study was 2,000 (N=2,000), and based on Leedy
and Ormrod's recommendation, a sample size of 400 (n=400) was deemed sufficient. In
comparable investigations, sample sizes of 413 (n=413) (Karabay et al., 2016), 400 (n=400)
(Arzu et al., 2022), and 400 (n=400) (Ignou, 2022) were used. The researcher personally
distributed and retrieved questionnaires from all sampled employees at a construction

company in southern Gauteng.
5.3 Data collection

A structured questionnaire was used to collect data from respondents because it was
considered objective and less costly, and participants tended to respond rapidly. The

measurement instrument was a cross-sectional survey comprising five sections. Section A
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concerned respondents' demographic information such as age, gender, qualification, marital
status, and occupation. Section B utilised a questionnaire on WFC adopted from Netemeyer
et al. (1996). Section C was a FWC questionnaire adopted from Netemeyer et al. (1996),
whereas Section D was adopted from Cook et al. (1981). The questionnaire on turnover
intention in Section E was adopted from Layne et al. (2004).

Sections B, C, D, and E used a five-point Likert scale, ranging from "strongly disagree" (1) to
"strongly agree" (5). The Likert scale was preferred because responses could be statistically
standardised, compared, and analysed (Alabi & Jelili, 2023). The response rate for completed
and returned questionnaires was 71.25%. Sharma (2016) recommends that a response rate
of 50% is adequate for statistical analysis and reporting, while 60% is considered good, and
70% is regarded as very good.

For the main study, the reliabilities in Table 1 were beyond the acceptable threshold of 0.7

(Trundell et al., 2020), implying that the instrument was reliable.

Table 1: Cronbach values

Sections No of items No of the detected items | Cronbach's alpha
coefficient

WFC 5 None 0.909

FWC 5 None 0.847

WT 7 None 0.921

Turnover intention 5 None 0.887

5.4 Data analysis

Data collected from participants was captured onto an Excel spreadsheet and then analysed
using the Statistical Package for Social Sciences (SPSS) Amos, version 28.0. The data
analysis was performed through descriptive and inferential statistics. Descriptive statistics
were used mainly to calculate frequencies for data relating to the biographical properties of
participants. In contrast, structural equation modelling (SEM) was employed to assess the
measurement model fit using confirmatory factor analysis (CFA). Further, the structural model
fit was measured, and path analysis was performed to examine the regression between the

constructs in the research model.
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6. RESULTS AND DISCUSSION

6.1  Analysis of biographical characteristics

The descriptive statistical analysis was used to reduce the large set of data in the

questionnaire. Demographic information, that is, gender, marital status, age category, race,

highest qualification, years of service, current job status, and current position, is presented as

percentages and charts in this section. The biographical information is captured in Table 2.

Table 2: Biographical Characteristics of the respondents

Demographic data (n=400) Percentage
Gender Male 50.9
Female 491
Married 26.3
Single 34
Marital status Divorced 19
Separated 11.2
Widowed 9.5
20 years & younger 43
21-30 years 26.3
Age category 31-40 years 39.6
41-50 years 235
51 years & older 6.3
African 76.5
Coloured 6.7
Race Indian 8.8
White 8
Other 0
Lower than grade 12 55.8
Grade 12 32.3
Highest qualification Degree 10.1
Other 1.8
Less than a year 21.7
1-10 years 60.4
Years of service 11-20 years 17.9
21-30 years 0
31 years & above 0
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Permanent 29.5

Current job status Temporary 4.2
Contract 66.3
Other 0
General worker 78.2

Current position Supervisor 8.8
Manager 6.3
Other 6.7

Male respondents (50.9%; n=145) were slightly higher than females, who constituted 49.1%
(n=140) of the sample. Regarding marital status, 26.3% (n=75) of respondents were married,
and 34% (n=97) were single. Divorced participants constituted 19% (n=54) of respondents,
while separated respondents represented 11.2% (n=32) of the sampled population.
Respondents who were widowed comprised 9.5% (n=27) of the sample. The age of
respondents in the study ranged from below 20 to above 51 years. Employees between 31
and 40 years of age constituted the largest group of respondents, taking up 39.6% (n=113) of
the sampled group, followed by those who were 21 to 30 years of age, constituting 26.3%
(n=75). Respondents between the ages of 41 and 50 represented 23.5% of the sampled
respondents (n=67), while those between the ages of 51 and above constituted 6.3% (n=18).
The smallest age group of sampled employees were those employees who were 20 years and
younger, which represented only 4.3% of sampled respondents (n=12), with the exclusion of
persons below the age of 15, taking into cognisance that the Basic Conditions of Employment

Act disallows entities to employ children below the age of 15.

Most of the sampled respondents were Africans, representing 76.5% (n=218) of the sample.
Indians constituted 8.8% (n=25) of the sample, followed by their White counterparts, who

made up 8.0% (n=23). Coloureds represented the sample's smallest percentage (6.7%; n=19).

About half (65.8%; n=159) of the sampled employees had lower than grade 12 qualification,
followed by 32.3% (n=92) of the respondents who have attained a grade 12 certificate.
Respondents who had acquired degrees made up only 10.1% (n=29) of the sample, while the
minority, 1.8% (n=5) of the respondents, held other qualifications. A significant number of
sampled employees had lower than grade 12 qualifications, which could be attributed to some
roles in the construction sector that are practical in nature and require more on-the-job training

than academic qualifications.

Regarding years of service, a significant number of respondents (60.4%; n=172) had been in

the organisation for 1-10 years, followed by the category of employees with less than a year
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of service, comprising 21.7% (n=62). The remaining 17.9% (n=51) were employees who had

served the organisation for 11-20 years.

Many respondents were employed on a contract basis, making up 66.3% (n=189) of the
sample, followed by permanent employees, who constituted 29.5% (n=84) of the sampled
respondents. The remaining 4.2% (n=12) were temporarily employed, and no employees held

other jobs.

Pertaining to the current position in the company, most employees were general workers,
taking up 78.2% (n=223) of the sample, while supervisors constituted 8.8% (n=25). Only 6.7%
(n=19) of positions in the sample were occupied by other categories, and the remaining 6.3%

(n=18) were held by management.
6.2 Confirmatory factor analysis

To evaluate whether the constructs in the conceptual framework or research model were
unidimensional, a confirmatory factor analysis (CFA) was performed. This model, also called
the CFA or measurement model, comprised the following constructs: work-family conflict
(WFC), family-work conflict (FWC), work tension (WT), and turnover intention (ITL). The
values of the measurement model are reflected in Table 3. In this Table, pertinent model
indices are specified and classified, and the thresholds of good fit and acceptable values are

indicated.

Table 3: CFA model fit indices and values

Fit indices Classification of | Good fit values Ranges of Model fit values
indices acceptable values
Chi-square value Absolute fit indices <3 <3 1.664
(CMIN/df)
Goodness-of-fit Absolute fit indices =0.80 >0.80 0.840
(GFI)
Root mean square
errorof Absolute fit indices <0.05 <0.05 0.048
approximation
(RMSEA)
Root mean square | Absolute fit indices <0.05 <0.050R 0.08 0.089
residual (RMR)
Normed fit index Relative fit indices 20.95 20.80 0.827
(NFI)
Relative fit indices
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Tucker Lewis index =0.95 >0.90 0.914
(TLI)

Relative fit indices
Comparative fit >0.95 >0.90 0.922
index (CFI)

CFA was applied to confirm the fitness of the measurement model using a combination of
model indices, namely absolute fit indices and relative fit indices. The absolute fit indices
included the Goodness-of-Fit Index (GFI), the Root Mean Square Error of approximation
(RMSEA), and the Chi-square value (CMIN/DF). The relative fit indices encompassed the
Normed fit index (NFI), the Tucker-Lewis Index (TLI), and the Comparative fit index (CFl).

RMSEA measures the discordance between the observed covariance matrix per degree of
freedom and the hypothesised covariance matrix in the model (Cangur & Ercan, 2015), and
its acceptable fit values are between 0.05 to 0.08, whereas the good fit values should be equal
to or less than 0.05 (Mateo et al., 2021). The RMSEA value of the measurement model of the

study was 0.057, indicating an acceptable model fit.

GFl is an absolute fit calculated by dividing the squared weighted total of the variances of
measurement and estimation (Yaslioglu & Toplu-Yaslioglu, 2020). GFI values higher than 0.80
demonstrate an acceptable fit, and those greater than 0.95 signal a good fit (Ayfer & Seyda,
2021). The proposed measurement model in the study yielded a GFI value of 0.836, thus

confirming an acceptable fit of the model.

CMIN/DF, symbolised as X2, is utilised to establish correlations among variables (Turhan,
2020). Put differently, CMIN/DF measures the extent to which observed data correlates with
the hypothesised model (Lefcheck, 2016), with CMIN/DF values less than 2 (X?<2) reflecting
a well-fitting model; less than 3 (X?<3) showing an acceptable model fit; less than 4 (X?<4)
denoting a moderate model fit; and those less than 5 (X?>5) indicative of an unacceptable
model fit (Westland, 2019). Chi-square was 1.925 in the current study , signalling an

acceptable model fit once again.

TLI, also known as Non-Normed Fit Index (NNFI), measures the “improvement in fit relative
to a baseline model” (Morgan et al., 2015). A TLI value of 0.95 and above demonstrates a
good fit (Yaslioglu & Toplu-Yaslioglu, 2020), and values closer to 0.90 indicate an acceptable
fit (Pettinger et al., 2022). The TLI value recorded in this study was 0.90, thus confirming an

acceptable fit of the model.

The CFI determines the amelioration in fit standard from the baseline model to the proposed
model (Taasoobshirazi & Wang, 2016) with CF| values that range from 0.95, reflecting a good
fit (Cangur & Ercan, 2015), and those in proximity to 0.90 indicating an acceptable data fit
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(Topa et al, 2020). The CFI value computed in this study was 0.893, highlighting an

acceptable model fit.

NFI, also considered a Bentler-Bonett Normed fit index (Alsughayir, 2021), gauges the
compatibility level of the proposed research model with empirical data, utilising a baseline
model (Ghofar & Islam, 2015). Goretzko et al. (2024) propose that good fit NFI values are
those higher than 0.90, and Fang et al. (2022) advance that values from 0.80 specify an
acceptable fit. The NFI measurement produced a value of 0.804, and the model could thus be

characterised as an acceptable fit model.

The values of the CFA model fit for the study are in the column Model fit values of Table 3
Overall, the values in this column demonstrate that the values of the measurement model
ranged from good fit to acceptable fit. These values are CMIN/df = 1.664; GFI = 0.840; RMSEA
=0.048; RMR = 0.089; NFI =0.827; and TLI = 0.914. These model fit indices' values confirm

that the conceptual model constructs are indeed distinct from each other.
6.3 Loading matrix

Using CFA, factor loadings were computed, resulting in the loading matrix in Table 4.
Reflected in Table 4 are factors with their attendant loadings, Cronbach alpha values,
composite reliability (CR), average variance extracted (AVE), and maximum squared
correlations (MSV). Factors with loadings below the threshold of 0.50 were discarded
(Mustapha & Bolaji, 2015), and these comprised B3 for WFC, D6, and D7 for WT, and F3 for
ITL. Removing these below threshold loadings generated values that ranged as follows: WFC
- from 0.695 to 0.726; FWC - from 0.632 to 0.810; WT - from 0.651 to 0.775; and ITL - from
0.457 to 0.754.

Table 4:  Factor loadings, Cronbach, CR, AVE, and MSV

Measurement | WFC | FWC | WT ITL Cronbach | Composite | Average Maximum

items values reliabilities | Variance | Squared
(CR) Extracted | Correlations

(AVE) (MSV)

B1 0.707

B2 0.695

B4 0.726 0.806 0.81 0.51 0.713

B5 0.726

C1 0.810

C2 0.762

C3 0.762 0.864 0.86 0.55 0.741

C4 0.726
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C5

D1
D2
D3
D4
D5

0.831 0.83 0.49 0.697

F1 0.705
F2 0.457 | 0.738 0.73 0.41 0.638
F4 0.754
F5 0.596

Means of the 3.51 354 | 368 | 3.58
constructs

Standard 1.045 | 1.012 | 1.288 | 1.387
deviations of
the constructs

6.4 Reliability and validity analyses of the constructs
6.4.1 Reliability analysis

Before the predictive analysis of the relationship between constructs could be performed, it
was imperative to conduct reliability and validity analyses of the constructs. Reliability was
examined using Cronbach’s alpha and composite reliabilities. In Table 3, Cronbach alpha
reliability values for the constructs were WFC—0.806, FWC—0.864, WT—0.831, and ITL—
0.738. All these values were above the acceptable threshold level of 0.70 (Ursachi et al.,
2015).

The constructs' composite reliability (CR) values were as follows: WFC—0.81, FWC—0.86,
WT—0.83, and ITL—0.73. These values indicate internal consistency because they reached
the acceptable CR threshold of 0.70 (Shrestha, 2021).

6.4.2 Validity analysis

A constructs validity analysis was performed using average variance extracted (AVE) and
maximum squared correlations (MSV). The average variance extracted (AVE) is used to
assess convergent validity. The AVE values for all constructs ranged from 0.41 to 0.55, which
were satisfactory as the values were all above 0.40 (Yusoff et al., 2020). Shrestha (2021)
advises that if the AVE value is less than 0.50 and the Cronbach and composite reliability
values are above 0.60, the convergent validity of the construct is still satisfactory. As indicated
earlier, the composite reliabilities of the constructs were above the threshold of 0.70 (Table 3)
(Hamid et al., 2017).
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Discriminant validity was established utilising the maximum squared correlations (MSV). The
MSYV is the square root of the AVE for each construct (Alhaddad, 2015). The computation of
MSYV yielded the following values: WFC—0.713, FWC—0.741, WT—0.697, and ITL—0.638.
The construct correlation values ranged from .434 to 696 (Table 3). All the MSV values were
higher than the construct correlations, clearly indicating the discriminant validity of the
constructs (Rather & Camilleri, 2019).

6.5 Analysis of mean and standard deviation scores
6.5.1 Simple descriptive analysis

The descriptive results were reduced and presented in mean scores and standard deviations.
WFC had a mean score of 3.51 (M=3.51), indicating that construction workers somewhat
agreed that their job obligations interfered with their family life. The total standard deviation
score for WFC was 1.045 (SD = 1.045), indicating an adequate spread of responses around
the mean. This mean score also indicated that the quantity of time construction workers
devoted to job activities made it difficult for them to meet their family responsibilities. The data
also revealed that construction workers partially agreed that their work generated stress,
making adjusting their plans for family events challenging. These findings are consistent with
the spillover theory, which holds that the work and family spheres are inextricably linked
(Sundaresan, 2014). According to Ongaki (2019), the predominance of WFC among
employees in organisations leads to low organisational commitment. In contrast, a low degree
of WFC enhances employees' work efficiency. To mitigate the negative implications of WFC,
businesses must implement flexible work practices such as a compressed workweek, job

sharing, telecommuting, part-time, and flexitime work (Beigi et al., 2018).

The mean score of FWC was 3.54 (M=3.54), and the standard deviation for the same construct
was 1.012 (SD=1.112), demonstrating a suitable range of responses around the mean. The
mean score showed that construction workers partially agreed that family obligations interfered
with their work-related activities. The construction workers admitted that their personal life
affected their ability to arrive home on time, complete daily chores, and work beyond hours.
This demonstrates that construction workers must put off accomplishing things at work due to
demands on their time at home. The findings support the spillover theory, which states that
experiences in one area affect practices in the other realm (Sundaresan, 2014). According to
Karabay et al. (2016), providing proper support to employees' family difficulties can significantly

reduce the degree of FWC, resulting in a more productive workforce.

WT obtained a mean score of 3.68 (M=3.68). The standard deviation for WT was 1.288

(SD=1.288), which can be regarded as a very acceptable spread of responses around the
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mean. The mean score verified that construction workers partially agreed that they were under
too much stress due to their responsibilities and felt uneasy and fidgety before meetings.
Respondents also agreed they were distracted by work-related matters at home, with these
keeping them up at night. Construction workers were subjected to high levels of stress, which
had a direct impact on their physical and mental well-being. Also, the construction workers
indicated that their health would likely improve with a different job. The COR embraces this
finding, which states that employees tend to develop intentions to leave the employing
organisation due to the prevalence of disharmony between their professional and personal
lives (Zheng & Wu, 2018). The conflicting demands deplete the resources or energy of
construction employees to reconcile the conflicting demands of the two domains, and

eventually, they experience a high degree of WT (Robinson et al., 2016).

Simone et al. (2016) believe that the prevalence of WT in an organisation could have a severe
influence on persons' health, resulting in productivity losses, absenteeism, and employee
attrition. To alleviate high levels of WT, businesses should provide conducive working
environments that encourage excellent health or well-being, where employees' problems are

considered and addressed promptly (Kurniawaty et al., 2019).

The data revealed that the overall mean score for turnover intention was 3.58 (M=3.58), with
an overall standard deviation of 1.387 (SD=1.387), indicating an appropriate range of
responses around the mean. This finding highlighted that construction employees partially
agreed that they frequently considered quitting the construction company. The result also
signified that construction employees were considering departing the construction company in
the next year or as soon as they found another job. This viewpoint is supported by the
conservation of resources theory, which states that high job expectations, including WFC and
FWC, exhaust employees' energies and harm their well-being, leading to turnover intentions
(Harun et al., 2022).

6.5.2 Structural model fit assessment

SEM was utilised to measure the extent to which the conceptual or theoretical model fit the
data. Various absolute fit indices were used to achieve this objective: Goodness-of-fit (GFl),
Chi-square test, and Root mean square error of approximation (RMSEA). The relative fit
indices that were used included the Tucker-Lewis index (TLI), the Norm fit index (NFI), and
the Comparative fit index (CFl). The function of each index was explained in section 6.2. The

scores of the structural model fit indices are reflected in Table 5.
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Table 5: SEM values

Chi-square value | Absolute fit indices <3 <2 1.925
over the degree of
freedom (x2/pdf)
Goodness-of-fit Absolute fit indices =0.90 >0.80 0.836
(GFI)
Root mean square | Absolute fit indices <0.05 0.05-0.08 0.057
error of
approximation
(RMSEA)
Norm fit index (NFI) | Relative fit indices 20.90 20.80 0.804
Comparative fit Relative fit indices =0.95 Closer to 0.90 or 0.893
index (CFI) <0.90
Tucker Lewis index | Relative fit indices 20.95 Closer to 0.90 or 0.880
(TLI) <0.90

As with the measurement fit model, the fit indices were specified and classified with their
concordant good and acceptable fit values. The values for the indices were: (x2/df) = 1.925;
GFI = 0.836; RMSEA = 0.057; NFI = 0.804; CFI = 0.893; TLI = 0.880. These values are a

poignant confirmation of the structural fit of the model.
6.5.3 Path analysis

After assessing the structural model fit, path analysis was applied to generate path coefficients
indicative of the constructs' predictive relationship to enable the postulated hypotheses'
acceptance or rejection. The path analysis values for the structural model are captured in
Table 6. In the following paragraphs, the results of the path analysis relating to each
hypothesis posited earlier in this paper are analysed, interpreted, and their relation to extant
literature is indicated.

Table 6: Path analysis values

Hypothesis Paths Path Standardised | Critical P- Significance
coefficient estimates ratios | values levels
s/path (Cr)
weights

H1(+) WFC—— WT 527 .082 6.455 b Supported at
p<0.001

H2(+) FWC —» WT .346 .063 5.488 b Supported at
p<0.001
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H3(+) WFC — Turnover | .549 .086 6.400 b Supported at
intention p<0.001
H4 (+) FWC — Turnover | .462 .080 5.748 b Supported at
intention p<0.001
H5(+) WT — Tumnover | 427 072 3.782 b Supported at
intention p<0.001

Note: *** p-value <0.001; ** p-value<0.05; * p-value<0.1; critical ratio above 1.96 is significant

The first proposed hypothesis was that “WFC exerts a significant effect on WT among
construction employees” (H1). WFC positively impacted WT (path coefficient =.527; p < 0.001;
Cr = 6.455), indicating a considerable contribution to WT among construction workers. The
hypothesis was accepted. By implication, strenuous work demands gave construction workers
little job control over how work should be done and within which time frames. These work
demands encroached on the quality time construction workers should have spent with their
families, and the lack of quality time with family resulted in work tension in their workplaces
(Vickovic & Morrow, 2020). This finding resonates with the spillover theory that specifies that
the negative work circumstances flow into the home space to impact the expected family roles
of the construction workers negatively, and these unmet role expectations roll back to create
WT in the workplace (Presti et al., 2020). This finding is consistent with Turner and Mariani's
(2016) study, which found that excessive working hours, work overload, and inadequate time
spent with family are direct causes of work anxiety among construction personnel. Vickovic
and Morrow (2020) found that employees with little job control cannot fulfil their home

commitments, resulting in work tension.

The second proposed hypothesis was that "FWC has a significant impact on WT among
construction employees" (Hz). The study found that FWC significantly impacted the prevalence
of WT among construction workers (path coefficient=.346; p<0.001; Cr = 5.488), supporting
the hypothesis. The finding demonstrated that construction employees had family obligations
that tended to interfere with their work demands, thus eliciting WT. The prior study by Hatam
et al. (2016) found that employees who face difficult family life situations may struggle to meet
their work needs, thus engendering failure to execute tasks in both the work and family
domains. According to Lambert et al. (2022), the failure to harmonise the conflicting needs of
home and job leads to work strain. This view is succinctly expressed by the spillover theory
that asserts that complex or challenging family role demands spill over to the workplace to
heighten the work tension of the construction workers (Ismail & Gali, 2017). A prior study
revealed that employees who face difficult family life situations may struggle to meet their work
needs, failing to execute tasks in both domains (Hatam et al., 2016). According to Lambert et

al. (2022), failure to harmonise the conflicting needs of home and job leads to work strain.
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The third hypothesis stated that "WFC has a significant contribution to the incidence of
turnover intention among construction employees” (Hs). The results relating to this hypothesis
revealed that WFC influences the incidence of turnover intention among construction workers
(path coefficient=.549; p<0.001; Cr = 6.400). On considering this data, the hypothesis was
maintained. In this case, too, the spillover theory supports this finding to the extent that the
negative workplace circumstances that hampered the execution of family roles (FWC) caused
the spillage of turnover intentions throughout the workplace (Adisa et al., 2016). This finding
was confirmed by earlier research, which revealed that employees' conflicting work and family
roles tended to lead to turnover intentions (Chen et al., 2015). On the other hand, the authors
argue that employees' capacity to balance work and family responsibilities promotes harmony,
lowers stress levels, and increases employee retention. Other research has discovered that
FWC can lead to low happiness with a marriage and a job and decreased work performance,

all of which increase the intention to quit (Vickovic & Morrow, 2020; Gull et al., 2023).

The fourth hypothesis proposed was that "FWC has a significant effect on turnover intention
among construction employees" (Hs). The path analysis results for this hypothesis suggested
that FWC constituted a direct source of turnover intention among construction workers (path
coefficient=.462, p<0.001; Cr = 5.748). Based on this observation, the hypothesis was
confirmed. This empirical finding is again supported by the spillover theory, which purports
that family circumstances that constrain the productive performance of work duties tend to
spill over into the workplace and negatively affect the turnover intentions of construction
employees (Hussong et al., 2022). These results find expression in the research that suggests
that devoting more time to family obligations diverts the time required to execute family tasks,
resulting in higher employee turnover intention (Liu et al., 2020; Gull et al., 2023). Other
research revealed that FWC may give rise to lower happiness levels with a marriage and a
job as well as reduced work performance, all of which may induce one’s intention to quit
(Vickovic & Morrow, 2020; Gull et al., 2023). On the other hand, employees' intention to leave

was reduced by their ability to balance work and family obligations (Rhee et al., 2020).

The fifth hypothesis was "There is a relationship between WT and the occurrence of turnover
intention among construction employees" (Hs). The findings confirmed the higher incidence of
WT among construction workers as a prelude to turnover intention (path coefficient=.462;
p<0.001; Cr = 3.782). Empirical data demonstrated the direct association between work-
tension and turnover intention (Dodanwala & Santoso, 2022). COR corroborates this finding
and suggests that work-related stress or tension, created by FWC and WFC, reduces the
resources available to construction employees and drains the available energies to deal with
work-tension issues, thus triggering job search behaviours and turnover intentions as ways to

manage or resolve the issues (Li et al., 2021). Other scholars believe that work-related stress
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can contribute to job search behaviours and turnover intentions (Li et al., 2021). Furthermore,
Salama et al. (2022) argue that individuals who encounter extreme work-related stress at their
companies tend to suffer from both psychological and physical illnesses, reducing their
attachment to work and, thus, having a high turnover intention. These authors suggest that
work stress, regular changes in the working environment, a lack of feedback about
performance, insufficient resources to complete duties, and perceived inadequate
compensation are the foundations of work tension, leading to higher levels of employee

turnover intention.
7. CONCLUSION

The indices of CFA confirmed that the constructs in the research or conceptual framework
were distinct, and the indices ranged from an acceptable to a perfect model fit. Similarly, the
structural measurement model indices highlighted an acceptable or a perfect fit model. The
performance of the path analysis led to the acceptance of the posited hypotheses: WFC and
FWC contributed to the occurrence of WT and turnover intention among construction workers
at Sedtrade, and WT had a statistically significant influence on turnover intention among
construction workers at Sedtrade. Based on these findings, the proposed research model in

this study was accepted.
8. RECOMMENDATIONS AND MANAGERIAL IMPLICATIONS

The following recommendations are offered in light of the data that indicate the presence and
connection between FWC, WFC, work tension, and turnover intention among construction
workers. The key to resolving the competing roles of the work and family domains is to offer
flexible work schedules. Given that construction projects have set completion dates, providing
flexibility may allow workers to fulfil their family responsibilities, such as going to their kids'
school functions. To accommodate family obligations, construction workers might also be
allowed to choose an earlier start time or even a four-day workweek. Another choice would be
to take on reduced responsibilities or follow company policy about shift swapping, enabling

construction workers to attend to their pressing family needs.

Those with small children may benefit from on-site childcare or childcare subsidies, particularly
if these facilities are on or near the job site. This assures them that their kids are getting the

care they need while they're at work.

Another practical suggestion is to establish employee assistance programs (EAPs) to
continuously provide resources or counselling to help construction workers manage work-

related stress brought on by the competing demands of their jobs and their family obligations.
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Mental health and wellness programs that offer stress management courses or on-site

recreational facilities could be provided to address work tension related to work-family conflict.

Nothing compares to supervisor assistance, characterised by candid discussions about
difficulties, establishing reasonable due dates for completing project tasks, or even
considering suggestions for project work arrangements. Furthermore, family needs could be
openly discussed without bias. This method reduces, if not eliminates, tension, annoyance,
miscommunications, and needless last-minute changes to weekends and longer workdays.
Initiatives based on sound work-life rules, with managers leading by example in taking time
off for family responsibilities, could be successful. These managers' excellent behaviour will
prove that striking a balance between work and family obligations is not something to be

discouraged, but necessary to develop a productive workforce and improve its well-being.

The research findings serve as a presentiment for management and supervisors in the
construction sector who should ensure an equitable distribution of workload where human
efforts equal the tasks, where equal work is of equal value. The assignment of tasks is issued
for completion within a humanly reasonable time. Such management practices should also
include breaks between projects. Assigning workers to projects within closer proximity to home

could be another management option.
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