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Abstract: Talent attrition significantly undermines the stable functioning and long-term
development of firms in the Architecture, Engineering, and Construction (AEC) industry.
Turnover intention is an effective predictor of turnover behavior. Understanding the
formation mechanism of turnover intention can help companies maintain the stability of
their workforce. However, most of the existing research focuses on the impact of individual
factors on turnover intention, lacking an in-depth exploration of the combined effects of
multiple factors. This study aims to investigate the underlying mechanisms of employee
turnover intention by considering the interplay of various factors. Through an extensive
literature review, thirteen hypotheses related to turnover intention are proposed, and a
comprehensive theoretical model is developed. Using questionnaire data collected from
the AEC industry, the turnover intention model is validated through Structural Equation
Modeling (SEM). The validated model shows that turnover intention is directly influenced
by working hours ( = 0.127), family-supportive leadership behavior ( = —0.211), and
work values (3 = 0.356). Meanwhile, turnover intention is indirectly affected by job
autonomy (3 = —0.089), job demands (3 = 0.055) and working hours (3 = 0.023), with
work interference with family as the mediator, and indirectly affected by family stress
(B = 0.037), with work—family interference with work as the mediator. It is worth noting
that the impact of family-supportive leadership behavior and job autonomy on turnover
intention is negative. This study not only enriches the body knowledge of turnover
intention, particularly within the AEC industry, but also provides practical implications for
organizations to keep the stability of human resource.

Keywords: turnover intentions; AEC industry; Structural Equation Modeling; job charac-
teristics; family stress; work values; work—family interference

1. Introduction

The Architecture, Engineering, and Construction (AEC) industry plays a key role in
the economic development of all countries, and of China in particular. As noted in the
China Labor Statistical Yearbook, over the previous decade, the construction sector’s value
consistently accounted for above 6.7% of China’s GDP. Additionally, the sector provides
enormous employment prospects, with the workforce peaking at 55.63 million in 2018.
However, the trend has continued to fall over 2019-2022, showing diminished confidence
in the sector’s future due to economic slowdown and the deceleration of real estate devel-
opment. While 2023 witnessed a 2.17% rise in employment compared to 2022, significant
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employee turnover continued to impair organizational stability and operational effective-
ness. As a labor-intensive sector, the success and sustainability of construction enterprises
heavily depend on the stability and quality of their human resources [1]. Presently, the
industry faces severe talent attrition, which disrupts operations, increases costs, and under-
mines long-term developmental strategies. High turnover rates in the AEC industry cause
significant disruptions, including project delays, decreased productivity and compromised
quality. These issues are exacerbated by high-pressure environments and unique job char-
acteristics, such as long working hours, frequent relocations, and demanding deadlines.
These factors make it challenging for enterprises to maintain a stable workforce [2].

To achieve long-term and sustainable development, construction enterprises must
build and maintain a stable workforce. Employee retention is crucial for ensuring consistent
project execution and fostering organizational growth. However, persistently high turnover
rates pose a significant challenge to enterprises striving for high-quality development. Un-
derstanding the underlying mechanisms of turnover intention is essential for implementing
effective strategies that reduce turnover and enhance workforce stability. By clarifying
the formation mechanism of turnover intention in the AEC industry, this study seeks to
provide a solid theoretical foundation for enterprises to formulate targeted measures that
mitigate turnover risks and support long-term strategic development.

Employee turnover refers to the process by which individuals leave their current
employment and depart the organization. This includes both voluntary and involuntary
turnover [3]. Voluntary turnover not only causes direct economic losses to enterprises
but also disrupts the normal operation of the organization and affects organizational
performance [4]. The increased workload for remaining employees can adversely impact
their mental state, eroding the normal functioning of the organization [5]. Historically,
researchers have focused on voluntary turnover issues.

Additionally, turnover intention, as an effective predictor of turnover behavior, nega-
tively affects employees” work attitudes and behaviors, such as reducing job satisfaction [6]
and increasing deviant behaviors [7]. Research on employee turnover has extensively
explored its antecedents and impacts across various industries. Studies have highlighted
factors such as job characteristics, work-life balance, and organizational culture as key
determinants of turnover intention [8]. However, existing research has emphasized the
manufacturing and service industries, with relatively limited attention having been paid to
the AEC sector. In this industry, employees often encounter unique challenges, including
demanding work schedules, high-pressure environments, and a heightened necessity to bal-
ance professional and personal responsibilities [9]. Within the context of the AEC industry,
these challenges are exacerbated by rapid economic shifts, a competitive labor market, and
evolving workforce expectations. While prior studies have examined turnover intentions,
few have comprehensively investigated the mechanism of this phenomenon through a
systematic framework such as Structural Equation Modeling (SEM). Furthermore, the inter-
play between job characteristics, family stress, work values, and work—family interference
remains neglected. Addressing these gaps is fundamental to developing targeted strategies
able to address employee retention and organizational stability.

This study aims to bridge these gaps by employing SEM to explore the formation
mechanism of turnover intention of employee in the AEC industry. By examining the
direct and indirect effects of job autonomy, working hours, job demands, family-supportive
leadership behaviors, family stress, and work values on work—family balance, and turnover
intentions, this research provides valuable insights in regard to theoretical advancement and
practical applications. The findings are expected to enrich the understanding of turnover
intentions in the AEC context and offer actionable recommendations for construction
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enterprises aimed at mitigating employee attrition, while strengthening workforce stability,
and competitive advantage.

To address the research questions, this paper is organized into six main sections.
The paper begins with a comprehensive literature review to development of a theoretical
model of turnover intention in Section 2, followed by a detailed explanation of the research
methodology including the data collection and analysis methodology in Section 3. The
results of empirical analysis are presented in Section 4. Finally, the findings are discussed
in Section 5, followed by the conclusion and implications for both theory and practice in
Section 6.

2. Literature Review and Hypotheses Development

The concept of “employee turnover intention” refers to the propensity of employees
to voluntarily terminate their employment with their current organization. Previous
studies have established significant relationships between various workplace factors and
turnover intentions. Specifically, Lee et al. [10] and Zhu et al. [11] have demonstrated
that positive interpersonal relationships among colleagues and high levels of workplace
satisfaction significantly enhance job satisfaction. Conversely, Yin-Fah et al. [12] have
identified a positive correlation between job stress and employees” intention to leave
their positions. However, existing research in this domain has predominantly focused on
examining individual factors in isolation, rather than investigating the complex interplay
of multiple variables that collectively influence turnover intentions. This study seeks to
address this research gap by developing a comprehensive conceptual framework that
incorporates multiple influential factors. Specifically, the research aims to examine the
hypothesized relationships among several key variables, including job characteristics,
family stress, work—family interference, and work values, with the objective of providing a
more holistic understanding of turnover intentions within the Architecture, Engineering,
and Construction (AEC) industry.

2.1. Job Characteristics

The theory of job characteristics, rooted in the study of job design and management
practices, seeks to elucidate how job attributes influence employee behavior and psycho-
logical states. Turner and Lawrence introduced the Required Task Attribute Theory (RTA)
in 1965, which delineates six dimensions—job variety, autonomy, required knowledge and
skills, responsibility, and necessary as well as casual interactions—as indicators of job com-
plexity. Building on this foundation, Hackman [13] developed the Job Characteristics Model
(JCM), which identifies five core dimensions: skill variety, task identity, task significance,
autonomy, and feedback, to explain how job characteristics affect employee motivation and
performance. Concurrently, Karasek Jr [14] proposed the Job Demand—Control-Support
(JDCS) model, which emphasizes three dimensions—job demands, job control, and social
support—offering a novel perspective on the relationship between job characteristics and
employee health and performance. Research by Marzuki et al. [15] further highlights that
perceptions of job facets and levels of job satisfaction vary across occupational groups and
managerial positions. Given the practical context and research objectives, this study adopts
the JDCS model, categorizing job characteristics in the Architecture, Engineering, and Con-
struction (AEC) industry into work time and demands (job requirement dimension), work
autonomy (job control dimension), and family-supportive leadership behaviors (social
support dimension).

According to job characteristics theory, higher workplace autonomy is associated with
improved employee work attitudes and behavioral outcomes, thereby reducing work-
family interference and turnover intention. Cattell et al. [16] found that job autonomy
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negatively correlates with work—family conflict in the South African construction indus-
try. Similarly, Price-Mueller’s turnover model posits a negative relationship between job
autonomy and turnover intention [17]. Based on these findings, the following hypotheses
are proposed:

e  H1I: Job autonomy exhibits a significant negative correlation with work—family inter-
ference among AEC industry employees.

e  H2: Job autonomy exhibits a significant negative correlation with turnover intention
among AEC industry employees.

The allocation of work time to one task often encroaches on time available for other
roles, leading to time-based conflicts and work—family interference, which exacerbates
work-life imbalance [18]. Research consistently demonstrates that work time [19] and
overtime [20] are positively associated with higher levels of work—family interference [21].
Given the finite nature of time and energy, studies on Chinese employees confirm that
working hours positively correlate with work—family interference [22,23]. While extended
working hours may boost short-term income, they can also lead to excessive fatigue,
adversely affecting health and limiting time and energy for family roles [24]. Consequently,
the following hypotheses are proposed:

e  H3: Working hours exhibit a significant positive correlation with work—family interfer-
ence among AEC industry employees.

e  H4: Working hours exhibit a significant positive correlation with turnover intention
among AEC industry employees.

Frone et al. [25] argue that high job demands compel employees to allocate more
personal resources to their work, thereby reducing resources available for family roles
and intensifying work—family interference. Employees facing high work and emotional
demands are particularly susceptible to work—family conflicts [26]. Empirical studies
consistently link job demands with elevated levels of work—family interference [19,27]. The
JDCS model further suggests that job demands positively influence turnover intentions, as
employees who cannot work with peace of mind are more likely to consider leaving their
jobs [28]. Thus, the following hypotheses are proposed:

e HB5: Job demands exhibit a significant positive correlation with work—family interfer-
ence among AEC industry employees.

e H6: Job demands exhibit a significant positive correlation with turnover intention
among AEC industry employees.

Social support in the workplace is a multifaceted concept. Kossek et al. [29] categorize
social support into supervisor support, coworker support, and organizational support.
Family-supportive leadership behaviors, a specific manifestation of supervisor support
in work—family research [30], reflect leaders’ recognition and positive attitudes toward
employees’ efforts to balance work and family life [31]. Such behaviors not only mitigate
work—family interference but also enhance job satisfaction [32]. When employees per-
ceive supervisory support for work—family issues, their sense of work—family interference
diminishes. Therefore, the following hypotheses are proposed:

e  H7: Family-supportive leadership behaviors exhibit a significant negative correlation
with work—family interference among AEC industry employees;

e  HB8: Family-supportive leadership behaviors exhibit a significant negative correlation
with turnover intention among AEC industry employees.

2.2. Family Stress

Family stress theory examines the dynamics of family crises, resource scarcity, and the
psychological responses of family members to these challenges. Central to this theory is



Buildings 2025, 15, 1061

50f17

the notion that family stress arises primarily from a lack of resources necessary to address
crises [33]. Pulsation theory further explores the tensions and psychological reactions of
family members when influenced by both internal and external family dynamics [34]. The
ABC-X model conceptualizes family crises as a function of stressors, available resources,
and family members’ perceptions, while the dual ABC-X model, introduced by McCubbin
et al. [33], incorporates a temporal dimension, emphasizing the cumulative effects of stress
and the potential for resource regeneration. This model provides a robust theoretical
framework for understanding the evolving nature of family stress over time.

Recent research by Masarik and Conger [35] highlights that contemporary studies
on family stress often focus on specific demographic groups, such as left-behind women,
migrant workers, adolescents, and college students. Key family resources, including cohe-
sion, flexibility, social support, and shared family values, play a critical role in mitigating
family stress [36]. Notably, larger family structures tend to experience greater levels of
family stress, which in turn exacerbates family interference with work. This interference
arises as high family stress demands more time and emotional energy from employees,
reducing their capacity to fulfill work responsibilities effectively. Based on these insights,
the following hypotheses are proposed:

e  H9: Family stress exhibits a significant positive correlation with family interference
with work among employees in the AEC industry;

e  HI10: Family stress exhibits a significant negative correlation with turnover intention
among employees in the AEC industry.

2.3. Work=Family Interference

Research on work—family interference has expanded significantly over the past few
decades, with a growing emphasis on the conflict between work and family domains and
its implications for individual health [37]. Early studies, such as those by Rotondo et al. [38],
initially conceptualized work—family interference as a one-dimensional construct. However,
as the field evolved, researchers recognized that work—family interference operates bidirec-
tionally, encompassing work interference with family (WIF) and family interference with
work (FIW) [25]. Key factors influencing work—family interference include role expecta-
tions, role stress, role commitment, social support, and job characteristics [39]. Work—family
interference has been shown to significantly affect outcome variables in both the work
domain (e.g., job satisfaction, burnout, and turnover intention) and the family domain (e.g.,
family satisfaction and life satisfaction).

Recent studies, such as Wang et al. [40], have demonstrated that work—family inter-
ference is a significant predictor of turnover intention. This is particularly relevant in
the Architecture, Engineering, and Construction (AEC) industry, where employees often
face long working hours, irregular vacations, and prolonged separation from their fam-
ilies. These conditions can hinder employees’ ability to fulfill their family roles, thereby
increasing turnover intentions. Conversely, family-related stressors, such as high family
demands, can interfere with employees’ ability to meet work expectations, leading to family
interference with work (FIW) and further exacerbating turnover intentions. Given these
dynamics, the following hypotheses are proposed:

e  H11: Work interference with family (WIF) exhibits a significant positive correlation
with turnover intention among employees in the AEC industry;

e  H12: Family interference with work (FIW) exhibits a significant positive correlation
with turnover intention among employees in the AEC industry.
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2.4. Work Values

’

Super [41] conceptualized work values as intrinsic traits derived from individuals
personal needs and their aspirations for career development. From a needs-based per-
spective, work values are defined as the needs employees hold in the workplace [42] and
the work-related goals and rewards they expect to attain through their employment [43].
From a cognitive standpoint, work values represent individuals” perceptions or beliefs
about work [44], shaping their attitudes, behaviors, and goals by influencing how they
evaluate the importance of work and the outcomes it produces. Additionally, from the
perspective of value judgment criteria, work values are seen as a framework for evaluating
work behaviors and results [45].

Work values are recognized as a critical antecedent variable in organizational behavior.
Research by Hansen et al. [46] highlights that the new generation of employees places
greater emphasis on working conditions, safety, coworker relationships, and compensation.
George and Jones [47] further demonstrated that the relationship between job satisfaction
and turnover intention is strongest when employees perceive their work as failing to
align with their ultimate values or provide positive emotional experiences. Conversely,
this relationship weakens when employees feel their work helps them achieve their core
values and fosters positive emotions. Building on these insights, the following hypothesis
is proposed:

e  H13: Work values exhibit a significant positive correlation with turnover intention
among employees in the AEC industry.

Based on the hypotheses presented above, a conceptual framework reflecting the
formation mechanism of the turnover intention was constructed, as shown in Figure 1.
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Figure 1. Proposal of theoretical model.

3. Research Methodology

To explore the turnover intention of employees in AEC companies, the research process
is conducted in several steps, as shown in Figure 2. Questionnaires are a systematic and
widely used method for collecting respondents” opinions, views, and facts [48], and many
studies have adopted this method for empirical analysis [12,49-51]. Since this study aims
to investigate the factors influencing turnover intention and the potential relationships
between them, a questionnaire survey is suitable for data collection.
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‘ Literature review and hypotheses development |

‘ Constructing conceptual framework of this article |

’ Design preliminary survey questionnaire ‘

Modify and form the final survey
questionnaire

SEM fitting and hypothesis testing

Discussion

Conclusion

Figure 2. Research process.

3.1. Questionnaire Design

On the basis of the above proposed theoretical model and research hypotheses, a
questionnaire was developed in two parts. The first part collected the demographic infor-
mation of the respondents, including basic personal information that contains gender, age,
marital status, and nature of the organization. The second part was the measurement of the
observed variables of the proposed theoretical model.

All scales (except working hours) were scored on a 5-point Likert rating scale with
positive scores from 1 to 5. The measurement of job autonomy was mainly based on four
question items, such as, “How much autonomy do you have over the content of your
work tasks schedule?” [52]. Measurement of average weekly working hours, measured in
hours, was used from the study by Ng and Feldman [53]. In measuring job demands, the
main reference was Karasek et al.’s scale, which contains a total of five question items [14].
In assessing family-supportive leadership behaviors, the scale of Hammer et al. [32] was
primarily drawn upon and contained four measurement items. The family stress scale was
primarily referenced from Parkerson Jr. et al. [54]. The family stress scale in this study
contains three question items. For example, “Your family has greater pressure to pay a
mortgage or car loan.”. The work value scale was mainly referred to eight question items,
for example, “The job was in line with your interests [55].” In the study of work—-family
interference, which covers two important dimensions, work interference with family (WIF)
and family interference with work (FIW), each of these dimensions contains five question
items [30]. The turnover intention consists of four statements, for example, “I often want to
quit my current job [56]”.

3.2. Data Collection

The survey of this study is divided into two steps. The first step is a small sample
pre-test in August 2023, and the second step is the formal research stage and questionnaire
collation, which took place from September 2023 to October 2023.

The pre-testing stage took the form of offline collection of questionnaire data, and the
semantic ambiguities and irrational questionnaire structure design in the questionnaire
were revised and adjusted based on the feedback from the respondents. Based on the
feedback of the data from the small sample test, the content of the scale was adjusted in
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a targeted manner. It was ensured that the Cronbach’s alpha value of all items exceeded
0.7, the KMO value was greater than 0.6, and Bartlett’s sphere test statistic value showed
significance in statistical significance. In addition, the factor loadings for each scale item
exceeded 0.5. Adjustments were made to determine the final research questionnaire.

The formal research questionnaire of this study adopts online collection of question-
naire data, and the scope of the research involves all provinces in China. At the same time,
the type of organizations to which the research object belongs covers owner, construction
company, design company and consultant company. Ensure that the research data are rep-
resentative. After collecting the questionnaire data, 422 valid questionnaires were screened
by eliminating the questionnaires with obvious random filling and logical confusion.

3.3. Data Analysis Methods

In this study, the reliability of the data was tested using Cronbach’s alpha coefficient,
and the validity of the data was tested using Confirmatory Factor Analysis (CFA). After
the reliability and validity tests, Pearson’s correlation coefficient was used to clarify the
significance of variable relationships. Finally, CB-SEM structural equation modeling was
used because the sample size was more than five times the size of the variables [57]. The
method integrates the direct and indirect effects between variables and the error factor.
In path analysis, direct relationships between variables are quantified by estimating path
coefficients. And indirect relationships through mediating variables are quantified by the
Bootstrap sampling method. The path coefficients reflect the strength and direction of the
effects between variables, which helps to identify key variables and paths and reveal the
complex network of relationships between variables. SPSS 25.0 and AMOS 24.0 software
were used in this study for data processing, analysis, and model fitting.

4. Results
4.1. Characteristics of Samples

The research lasted 3 months, with 451 electronic questionnaires collected, of which
422 valid questionnaires were identified, generating validity rate of 93.6%. Of the 422 valid
responses, a summary of the descriptive characteristics of the respondents is shown in
Table 1.

Table 1. Characteristics of recovered samples.

Category Samples Frequency Proportion
Gend Male 228 54.0%
ehder Female 194 46.0%
18-30 246 58.3%
Ace 31-40 115 27.3%
8 41-50 34 8.1%
51 and above 27 6.4%
Technical secondary school and below 25 5.9%
. Junior college 69 16.4%
Education level Undergraduate 260 61.6%
Master’s degree or above 68 16.1%
Unmarried 214 50.7%
Marital status Married 199 47.2%
Divorced 9 2.1%
Construction company 272 64.5%
Design company 52 12.3%
Workplace Supervision company 34 8.1%

Consultant company 64 15.2%
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4.2. Reliability and Validity Tests

For the reliability test of the questionnaire as a whole and each variable, since the value
of Corrected Item-Total Correlation (CITC) for WA2 and WV1 questions is less than 0.5,
and the reliability of each variable is significantly improved after deleting these questions,
these two measurement items were deleted. The reliability coefficients for the scales of job
autonomy, job demands, family supportive leadership behavior, family stress, work values,
work—family interference, and turnover intention are all greater than 0.7, thus indicating
that the scales used in this study satisfy the requirements of internal consistency.

CFA was used to test the validity of the questionnaire data. According to the theory
of Kyriazos [58], two items were deleted (WV6, WV7), and the optimized measurement
model fits well. The results show that the factor load of each item is greater than 0.6. The
content validity, structure validity, Convergent validity and discriminant validity of the
questionnaire data all pass the validity test.

4.3. SEM Fitting and Hypothesis Testing

AMOS 24.0 was used to fit the proposed theoretical model (Figure 1) and to test
the theoretical hypotheses. According to the results of the model fit test for each scale,
CMIN/DF = 2.524, which is in the excellent range of 1-3, and RMSEA = 0.060, which is in
the good range of less than 0.08. Except for TLI, which is close to 0.9, the test results of IFI
and CFI are all greater than 0.9. Therefore, the results of the model fit indexes of each scale
can be synthesized, and it can be seen that the model of this study has a good fit. The final
model is shown in Figure 3.
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Figure 3. Validated theoretical model.

The path relationships are determined after the empirical analysis, and the proposed
hypotheses are validated, as shown in Table 2. Job autonomy negatively and significantly
affects construction employees” work—family interference (3 = —0.415, p < 0.001), working
hours and job demands all have a significant positive effect on work—family interference
among construction employees (f = 0.108, p < 0.05; B = 0.255, p < 0.001), and family-
supportive leadership behaviors are not significant predictors of AEC industry employees’
work—family interference is not significantly predictive (3 = —0.050, p > 0.05). Therefore,
hypotheses H1, H3, and H5 are valid, and hypothesis H7 is not valid.
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Table 2. Total, direct, and indirect effects.

Variables Effect TI WIF FIW

Total —-0.172 —0.415 *** -
JA Direct —0.083 —0.415 *** -
Indirect —0.089 - -
Total 0.150 0.108 -
WH Direct 0.127 0.108 -
Indirect 0.023 - -
Total 0.054 0.255 *** -
JD Direct —0.001 0.255 *** -
Indirect 0.055 - -
Total —0.222 —0.05 -
FSLB Direct —0.211 —0.05 -
Indirect —0.011 - -
Total 0.356 - -
WV Direct 0.356 - -
Indirect - - -

Total 0.037 - 0.324 ***

FS Direct - - 0.324 ***
Indirect 0.037 - -
Total 0.214 - -
WIF Direct 0.214 - -
Indirect - - -
Total 0.114 - -
FIW Direct 0.114 - -
Indirect - - -

Note: **p < 0.001.

Family stress positively and significantly affects AEC industry employees’ family
interference with work (3 = 0.324, p < 0.001), hypothesis H9 is valid. Work interference with
family positively and significantly affects AEC industry employees’ family interference
with work (3 = 0.488, p < 0.001). Job autonomy is not a significant direct predictor of
turnover intention of employees in AEC industry ($ = —0.083, p > 0.05), WH (working
hours) has a significant positive direct effect on turnover intention of employees in AEC
industry (3 = 0.127, p < 0.01). Job demands cannot significantly and directly affect turnover
intention of employees in AEC industry (3 = —0.001, p> 0.05), family-supportive leadership
behavior has a significant negative direct effect on the turnover intention of employees in
AEC industry (3 = —0.211, p < 0.001), work values have a significant positive direct effect
on the turnover intention of employees in AEC industry (3 = 0.356, p < 0.001), and there is a
significant positive effect (3 = 0.356, p < 0.001) of work interference with family and family
interference with work on the turnover intention of employees in AEC industry (3 = 0.214,
p <0.01; 3 =0.114, p < 0.05). Thus, hypotheses H4, H8, H11, H12, H13 are established, and
hypotheses H2, H6, H10 are not established.

A bootstrap sampling method was used to test the mediation effect of work interfer-
ence with family and family interference with work. The Bias-corrected 95% confidence
intervals of the mediating paths JA—-WIF—TI (3 = -0.089), WH—WIF—TI ( = -0.023),
JD—=WIF—=TI (p = 0.055), and FS—FIW—TI (3 = 0.037) do not include 0, and the sig-
nificance coefficients are all less than 0.05, indicating that the mediating effects of work
interference with family and family interference with work in the above paths have signif-
icant impacts. At the same time, based on the results of the path analysis, it can be seen
that work interference with family plays a fully mediating role between job autonomy and
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turnover intention, as well as between work demands and turnover intention, while it plays
a partially mediating role between work hours and turnover intention. Family interference
with work plays a fully mediating role between family stress and turnover intention.

A combination of the path analysis results to obtain the direct effects, indirect effects,
and total effects of each variable is shown in Table 2.

According to Table 3, among the test results of the 19 proposed research hypotheses,
14 are supported and 5 are not supported.

Table 3. The results of the path relationship test.

Path Relationship Estimate S.E. C.R. p Hypothesis Result
JA—WIF —0.415 0.056 —6.99 o H1 Supported
JA—-TI —0.083 0.073 —1.461 0.144 H2 Not supported
WH—WIF 0.108 0.002 2.295 0.022 H3 Supported
WH—TI 0.127 0.003 2.799 0.005 H4 Supported
JD—WIF 0.255 0.043 4.866 o H5 Supported
JD—=TI —0.001 0.057 —0.014 0.989 Hé Not supported
FSLB—WIF —0.05 0.039 —1.01 0.312 H7 Not supported
FSLB—TI —0.211 0.052 —4.344 o HS8 Supported
FS—FIW 0.324 0.129 5.922 e H9 Supported
FS—TI —0.003 0.022 —0.037 0.642 H10 Not supported
WIF—TI 0.214 0.092 3.199 0.001 H11 Supported
FIW—TI 0.114 0.053 2.017 0.044 Hi12 Supported
WV—TI 0.356 0.065 6.91 A H13 Supported

Note: **p < 0.001.

5. Discussion
5.1. Job Characteristics

As it turns out, job autonomy does not have a significant direct effect on turnover
intentions in the AEC industry. This result supports the opinion of Wang [59]. But it
does have a significant negative effect on work—family interference. The possible reason
for this is that China’s AEC industry has developed rapidly over the past few decades,
with the cultural expectation that people working in the construction industry should
adapt to the project demands. However, in view of the correlation coefficient between job
autonomy and work—family interference, there is a significant high correlation between the
two (3 = —0.415, p < 0.001). When the level of job autonomy in the work environment is
high, employees” work interference with family and intention to leave are lower [60].

Working hours have a significant positive effect on work—family interference and
turnover intention. The results of the study show that the average weekly working hours
of employees in construction enterprises exceed the 44 h stipulated by the labor law, but
are less than the 49.3 h reported for construction workers in 2022 in the 2023 ‘China Labor
Statistical Yearbook’. This is a positive trend, but far from satisfactory. Employees of the
AEC industry generally need to travel as a project demands, and consequently change
workplace and living place. When stationed on a project for a long period, the boundaries
between work and life are not clearly delineated and become blurred, leaving employees
prone to mental nervousness and other psychological issues [61]. At the same time, as
emergencies arise in projects, staff may need to work overtime, again leading to personal
life and family time being reduced [62]. However, according to the correlation coefficients
between the variables, the correlation between working hours and work-family interference
and the turnover intention are of low degree (3 = 0.108, p < 0.05; 3 = 0.127, p < 0.01), and
the increase in working hours only impacts turnover intentions once reaching a high level.
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Job demand has a significant positive effect on work—family interference while it has
no significant direct effect on turnover intentions in the AEC industry. This is because
high job demands require employees to devote more time to their work and less to their
family. According to role conflict theory, it is known that the higher the work demands
of employees in the AEC industry, the lower the possibility that other demands can be
satisfied. This result is consistent with previous findings [63]. The significant low degree of
correlation between job demands and work-family interference (3 = 0.108, p < 0.05) may be
attributed to the fact that most roles in the construction industry require high commitments
at the front line of projects. Indeed, employees working in the construction industry
recognize the reality of the higher job demands of the industry, and the relatively poor
living conditions and working environment that come with the job. As a result, this may
explain the lesser impact on work—family interference when job demands are only slightly
higher, with no significant direct effect on turnover intentions. In addition, job demands
require a significant amount of work resources to prevent work family interference [64].

Family-supportive leadership behaviors do not have a significant effect on work—
family interference but exert a significant direct influence on turnover intentions. The
lack of impact on work—family interference may stem from the suboptimal regulations
and systems related to family support in construction enterprises, as well as the limited
implementation of family-supportive behaviors in practice. However, family-supportive
leadership behaviors have a significant negative effect on turnover intention (3 = —0.211,
p < 0.001), indicating that employees who perceive stronger family-supportive leadership
are less likely to consider leaving their jobs [65]. A study on the turnover intention of nurses
in Chinese public hospitals further supports this finding, suggesting that when employees
in the AEC industry feel their leaders’ support in family-related matters, they experience
greater freedom to handle personal obligations without fear of professional repercussions.
Strengthening employee trust in organizational support for family responsibilities may;,
therefore, serve as an effective strategy to reduce turnover intentions [66].

5.2. Family Stress

The results of the empirical analysis of this paper show that family stress has a
significant positive effect on the family—work interference of employees in construction
enterprises (3 = 0.324, p < 0.001). That is, the family stress of employees in construction
enterprises will significantly exacerbate the conflict between family and work. However,
this stress will not directly nor significantly affect turnover intention. Relevant research
indicates that family stress not only directly leads to work-family conflict but may also
indirectly affect job performance through emotional exhaustion [39]. For construction
company employees, individual family stress largely determines the magnitude of family—
work interference. Low family financial pressure and low burden of family tasks will
appropriately reduce family-work interference of employees. By contrast, where employee
family stress is high, and where family economic pressure is high, the employee will
consider the opportunity cost of leaving their job. When the family task burden is heavy,
employees will consider whether the task burden can be resolved by other means of
compensation, such as hiring a nanny to take care of the elderly or children, or hiring a
housekeeper to deal with household chores. When family stress due to economic pressure
or task burdens can be relieved or solved, the family—work interference of employees in
construction enterprises will be reduced accordingly.

5.3. Work Values

The results of this paper show that work values have a significant positive effect on the
turnover intentions of employees in construction enterprises (3 = 0.356, p < 0.001). That is,
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the higher the level of work values of employees, the higher the standard of value judgment
in all aspects of the job. As Chinese society evolves with the times, employees pay more
attention to the development of their firm, as well as their own development, the working
environment, and interpersonal relationships. Construction enterprise employees need to
be stationed at the project site for a long time, and spend more time with their managers and
colleagues, to the degree that the equality and harmony of the work team becomes critical
to making employees feel relaxed and comfortable, which again is conducive to reducing
turnover intentions. Work values play a decisive role in shaping the career expectations,
orientation and goal selection of employees, which also affects their attitudes, motivations
and ways of working, and work effectiveness [67]. Therefore, corporate managers should
guide employees to form positive and healthy work values in daily management in order to
optimize their work mindset, enhance their motivation, initiative and sense of responsibility,
and thus improve the overall work effectiveness and organizational performance of the
enterprise. At the same time, there are differences in employees” work values across
different industries [68]. Therefore, companies should guide employees to form positive
and healthy work values based on industry characteristics in their daily management. This
will optimize employees” work attitudes, enhance their work enthusiasm, initiative, and
sense of responsibility, thereby improving the overall work efficiency and organizational
performance of the company.

5.4. Work—Family Interference

In exploring the correlation between the variables, it was found that both work-
family interference and family—work interference have a significant positive effect on the
turnover intentions in the AEC industry. The correlation coefficient between work—family
interference and turnover intentions (r = 0.214) is slightly higher than the correlation
coefficient between family-work interference and turnover intentions (r = 0.114) This
suggests that work—family interference has a greater impact on turnover intentions [69].

At present in China, most families have been transformed into dual-income families,
with employees not only needing to take on work duties but also corresponding family
duties. At the same time, employee mindsets are changing, with family life and personal
life gradually being elevated in importance. When family members need to be attended to
by employees, the extra time and energy that needs to be redirected to domestic concerns
may cause employees to consider whether they need to change job or occupation to one
more family friendly [70]. This shows that family factors are increasingly emphasized by
employees, and have a significant impact on the formation of both family—work interference
and the turnover intentions.

5.5. Limitation

This study had some limitations. First, the research primarily focuses on employees
within China’s AEC industry, which may introduce regional bias and limit the generalizabil-
ity of the findings to other contexts. Second, the reliance on self-reported data may lead to
overestimations of employees’ abilities or contributions. Future studies should incorporate
more objective data collection methods to improve accuracy. Third, the study examines
only three key factors—job characteristics, family stress, and work values—while other po-
tentially influential variables remain unexplored. Expanding the research scope to include
additional factors could provide a more comprehensive understanding of turnover inten-
tions. Finally, the varying effects of different types of family stress on turnover intentions
warrant further investigation to clarify their distinct impacts.
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6. Conclusions

The AEC industry is currently facing a significant talent drain, as skilled professionals
increasingly opt to leave the sector. This study employs Structural Equation Modeling
(SEM) to comprehensively explore the mechanisms underlying turnover intentions within
the AEC industry, focusing on work characteristics, work values, family stress, and work-
family interference. Building on existing theories and prior research, a conceptual model
was developed and tested using a sample of 422 employees from the AEC industry. The
study yields the following key findings:

(1) Work interference with family fully mediates the relationship between work auton-
omy and turnover intention (3 = —0.089), indicating that enhancing employees” autonomy
over their work content, pace, and intensity during work hours increases their rest and
family time, thereby reducing work—family interference and ultimately lowering employ-
ees’ turnover intention; (2) Work interference with family plays a partially mediating role
between work hours and turnover intention (3 = -0.023). Longer working hours intensify
work—family interference and increase turnover intentions (3 = 0.127); (3) High job demands
exacerbate work—family interference and elevate turnover intentions (3 = 0.055); (4) Family-
supportive leadership behaviors negatively influence turnover intentions (3 = —0.211);
(5) Family interference with work plays a fully mediating role between family stress and
turnover intention (3 = 0.037). Increased family stress amplifies work—family interference;
(6) Employees with higher work values exhibit stronger turnover intentions (3 = 0.356), as
those with elevated expectations are more likely to seek alternative opportunities.

Compared to existing research, this paper categorizes the causes of turnover intention
into two levels and multiple dimensions. It employs structural equation modeling and
path analysis to determine the interrelationships among multiple factors, work interference
with family, family interference with work, and turnover intention. The study integrates
the findings of previous research and speculates on the reasons for the formation paths
based on the characteristics of construction industry employees.

In organizational management practice, employees facing low job autonomy and
sustained high-intensity work demands often experience adverse stress responses on both
psychological and physiological levels. Psychologically, they may suffer from job burnout,
emotional distress, and emotional exhaustion, while physiologically, they may encounter
reduced sleep quality and deteriorating physical health. In recent years, workplace inci-
dents of premature death due to overwork have become increasingly common, intensifying
employees’ desire for a better work-life balance. However, achieving the ideal state of
“balancing work and family” remains an elusive goal for many employees. Organizations
must deeply reflect on the fact that excessive working hours and high work intensity make
it difficult for employees to find equilibrium between their professional and personal lives,
leading to heightened work—family conflicts. Family-supportive leadership behaviors
can help mitigate employees’ turnover intentions. Therefore, organizations should recog-
nize and promote such supervisory support behaviors to facilitate a harmonious balance
between employees’ work and personal lives. Excessive family stress can contribute to
work-family conflict, negatively impacting employees” work performance and efficiency
in construction enterprises, which in turn affects organizational performance and devel-
opment. Consequently, human resource management policies should take into account
employees’ family responsibilities while aligning with their career development and the
enterprise’s transformation and upgrading strategies. This study constructs a multi-factor
turnover intention model based on work—family conflict, contributing to the theoretical un-
derstanding of turnover intention formation. The findings provide a theoretical foundation
for enterprises to retain talent and achieve stable development.
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Future research could extend this study by examining turnover intentions among
expatriate employees in international construction projects, increasing sample size, and
expanding the sample scope across different cultural and organizational settings. These
efforts would enhance the generalizability of findings and provide deeper insights into
workforce retention strategies in the AEC industry.
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