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Abstract

This study aims to examine the influence of neuroticism personality type towards turnover intention in
millennial generation employees. Respondeirts this study consisted of 270 employees at a
telecommunications company in Depok, West Java, Indonesia, aged 21-37 years and had worked on that
company for at leasti®onths. To measure turnover intention and neusotipersonality typgthe researcher
adapted th&urnover Intention Scale (TIS) and sub-dimension of neuroticism from Big Five Inventolly (BF

into Bahasa Indonesia. Data analysis was performed using simple regression aniaysisults of the
analysis show that neuroticism personality type have a very significant influertoenower intentionon

millennial generation employee.

Keywords: Neuroticism, Personality Type, Turnover Intention, Millennial Geiogr &mployees

1. INTRODUCTION

Over time, the human population around the world has entered a generational change, especially in the
world of organizations. Many of the old genevatemployees (baby boomers and generation X) have entered
retirement age and must be replaced by new generation employees, called the millenm&iogene
(generation Y). Howe and Strauss (2000), defines the millennial generation (generagimn pople who
born in the range of 1982-2000. The increase in the number of millennial employees leads orgatuzations
understand, accepnd respect the views, motivations, and work values of millennial employees if they want
to retain high-quality employeeslg, Schweitzer, and Lyons (2010) state that each generation has unique
characteristics, values, goals, and attitudes towards work. Thereforeetiy isnportant for organizations to
recognize and understand the challenges in a work environment with new generation employees.

According to Ng and Gossett (2013), millennial generation employees have work values by respecting
personal development through continuous education and training, a balance between persodalvbf& a
life (work-life balance), as well as opportunities to contribute to society, tramsyaamd communication,
collaboration and teamwork, challenging, and meaningful work. Organizations need more flaxil#itstin
millennial generation employees (Sujansky & F&weed, 2009).In their research, Backhauss and Tikoo
(2004) found that organizations are required to have the initiative to take into account tigeeorse of the
work values of millennial employees such as decreased performance, increased tundopsychological
contract violations.

Millennial generation employee turnover has become a new challenge for organizations. Sedesl
have found that millennial employees tend to leave their jobs within two years or less (Sujansky &degrri-Re
2009; Twenge, 2020 Millennial generation employees leave their jobs more often and very quickly
compared to baby boomers or generation X, therefore organizations spend a lot of tm@napndo recruit
and retain millennial generation employees (Meier & Crocker, 2010; Twenge,. Z&dlQ)p (2016) argues
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that millennial generation employees change jobs more often than other generations, becausilmill
generation employees always want something more and want valuable work and will continue to séarch unti
they find the right job. Based on the results of research from LancastetidmdrS(in Bothma & Roodt,
2013), millennial generation employees will leave their jobs if their needs in the organization are tigsmet,
causes high turnover ratigsthe organization

Turnover intention in millennial generation employees has become a phenomenon that occurs in many
countries around the world. Based on a survey from Deloitte (2016) conducted in 29 countelepédieand
developing), 66% of millennial generation employees want to leave their jobs and also dehketilike
millennial generation employee's desire to leave work (turnover intentioim) limdonesia it is 62%. The
results of a study conducted by Lie and Andreani (2017) found that millennial generation employees in
Indonesia chose to leave the company after 12 months of work. The results of Frian and MaRa8)'s (
research also found that the level of turnover intention in millennial generation ensployedonesia is very
high. This is in line with the results of a survey conducted by JobStreet.id in 2015 eparted that the
turnover intention rate of the millennial generation in Indonesia was 65.8% (JobStreet.id).

The phenomenon of turnover intention tends to encourage millennial generation employees to leave their
jobs. The large number of millennial generation employees who leave work in a short periodcef tiximy
has a big impact on the organization. Cho and Lewis (2012) found that losing employees cantldamage
performance, skills, and financial qaes of an organization. The process of recruiting and training new
employees is qteé expensive in the organization. According to Azis, Prasetio, and Utomo (2019), turnover
intention has become an important problem for human resource management, where turnover iatention c
cause losses and disturbances in the business world (companies). Based on resekscfrom the
Partnership for Public Service and Booz Allen HamiltonSimaefer, 2017), employee turnover costs are
divided into five categories, namely separation costs, replacement costs, new trastsgdecreased
performance, and loss of institutional knowledge. Therefore, it is important for organizatishgly the
factors that influence turnover intention in order to reduce or even eliminate the phenomemaowr
intention in millennial generation employees.

There are several factors that influence turnover intention, which according to Zhang r@@Esth
include personal aspects (age, gender, education, status), organizatiedsl (aspanizational size, salary,
job promotion, training, and individual work behavior), and socio-economic aspects (transportatiomg, hous
cost of living, education and health facilities). In addition, there are other falstarmfluence the turnar
intention of millennial generation employees, both internal and external factors. Péysisnahe of the
internal factors that influence turnover intention in millennial generation employ@dgey Griffeth, Hand,
and Meglino (1979) predict that seseindividual differences affect turnover intention, including personality.
Feist and Feist (2009) define personality as a relatively permanent global concept of tittgrtra
characteristics that provide some level of consistency to a person's behavior.

One of the theories regarding personality traits is the big five personality theory which westealimed
by McCrae and Costa in 1990 (Feist & Feist, 2009). Miroslava and Ondrej (2018iteridiarongchai,
Janmuangthai, & Charoenboon (2019) candd a study to see the relationship between neuroticism and
turnover intention, which resulted in a significant positive relationship between neuroticism and turnover
intention. Research conducted by Zimmerman (2008) shows that neuroticism has a e#gettior turnover
intention, this result is in line with the results of research by Salgado (2002) which tslabwguroticism is
the best predictor of turnover intention.
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2. LITTERATURE REVIEW
2.1. Turnover Intention

The term turnover intention, defined bgtt and Meyer (1993) as a conscious and intentional willingness
by employees to leave the organization. Schyns, Torka, and Gossling (2007), turnover intentinadsadef
the intention of employees to voluntarily change jobs or companies. Meanwhile, according to Fishbein and
Ajzen (in Bothma & Roodt, 2013), turnover intention is an individual's intention or behavior that is planned to
leave the organizationMobley, et al (1979) proposed three dimensions of turnover intention i.e.,r(Binthi
of quitting, (2) intention to search for alternatives, and (3) intention to quit.

2.2.Neuroticdsm Personality Type

One of the big five personality dimensions is neuroticism (emotional stability), which accordin@teeMc
and Costa (1987) refers to such terms as worrying, insecure, self-conseidusemperamental. Widiger
(2009) defines neuroticism, as a fundamental trait of general personality,tcefersenduring tendency or
disposition to experience negative emotional states. Individuals who score high on neuroticiaoreare
likely than the average person to experience such feelings as anxiety, anger, guilt, raasictepthey
respond poorly to environmental stress, are likely to interpret ordinary situations as threatedingn
experience minor frustrations as hopelessly overwhelifwWidiger, 2009).

2.3.Hypothesis

This study aims to empirically examine the effect of big five personality and organizattonalitment
on turnover intention in millennial generation employees. The hypothesis of this study is cisroti
personality type influences turnover intention on millennial generation employees.

3. RESEARCH METHOD

In this study, turnover intention was measured using the Turnover Intention Scale (TIS) compiled by Roodt
in 2008 (in Jacobs & Roodt, 2008). The Turnover Intention Scale (TIS) is based on theesiai® of
turnover intention conceptualized by Mobley, et al (1978) consisting of thinking of quitting, intention to
search for alternatives, and intention to quit. The Turnover Intention Sc&8g iéTin the form of a Likert
scale with 5 ranges of answer choices (1-5) from never to often.

To measure neuroticism, the researcher uses the subdimension of neuroticism frone Biydhtory
(BFI) which consists of 8 items. Big Five Inventory was compiled by John, etl@Bih (in John, Naumann
& Soto, 2008. Big Five Inventory (BFI) is the form of a Likert scale with five range of answeices
namely very inaccurate, inaccurate, uncertain, accurate, and very accurate.

Sample selection is done by a certain technique called sampling technique and in this study nonprobability
sampling technique was used. According to Saumure and Given (2008), nonprobability sampling is a sample
selection because prospective respondents meet predetermined criteria but gedtiy@aespondent does
not have the same opportunity to be selected as a sample. The type of nonprobability sampling used in this
study is snowball sampling, which according to Riley, Wood, Clarck, Wilkie, and Szivag (2@8ampling
technique with specific respondent characteristics and is used to identify a network ofdeespao
participate in the research.
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The participants of this study consisted of 270 employees at a telecommunications company in Depok,
West Java, Indonesia, aged 21-37 years and had worked on that company for ammatsts@ he data
analysis technique used is simple regression analysis, which is used to empirically iefiti¢hee of
neurottism personality type on turnover intention on the millennial generation emploiteafms to
determine thenagnitude of the influence of neuroism personality type towards turnover intention on the
millennial generation employees.

4. RESULT AND DISCUSSION

After all the research data has been collected, the researcher then analyaés et tias been obtained,
namely by testing assumptions, testing hypotheses and analyzing research data descriptively.

Table 1. Demographic Data of Respondents

No. Demographic Data F % Mean
1 Gender:
Male 135 50 14.86
Female 135 50 15.77
2 Age:
21-25 Years 165 61.7 15.92
26-30 Years 83 30.7 14.31
31-35 Years 16 59 1431
>35 Years 6 2.2 15.17
3 Recent Education:
Diploma 37 13.7 14.86
Bachelor 216 80 15.46
Magister 17 6.3 1441
4 Working Period:
6-12 Months 107 39.6 15.66
13-18 Months 38 141 16.21
19-24 Months 25 9.3 15.08
>24 Months 100 37 14.66

The results of the analysis show that the dimension of neuroticism has a very significanténfinen
turnover intention in millennial generation employees (F=20.166; p<0.01). Based on the reghis of
analysis, it can be stated that hypothesis is accepted. The results of the regressiothéestimensions of
neuroticism can be seen in table 2.

Table 2. Model Summary
Adjusted  Std. Error of
Model R R Square R Square the Estimate
1 .265a .070 .067 10.687
a. Predictors: (Constant), Neuroticism

The purpose of this study was to examine the influence of neuroticism personality type on turnover
intention in millennial generation employees. Hauw and Vos (2010) charaatgtieenial employees as
ambitious individuals, value training and organizational development, and seek personal fulfititeet
job. Samuel, Bargavi, and Paul (2015) state that the attitudes of millennial employeegriizations
regarding money, risk, and success have been shaped by two phenomena such asceasengftachnology
and excessive interest. In this study, based on the results of simple regredyisin Hrad has been carried
out, proposed hypothisss accepted. Based on tablea&very significant influence on turnover intention is
found in the neuroticism dimension, with aA\Rilue of 0.070 and a beta value of 0.265. Thus, the influence
of the dimensions of neuroticism on turnover intention is 7% with a positive relationship direction.
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This is supported by previous research conducted by Zimmerman (2008) and Milovanovic (201¥), whic
stated that the neuroticism dimension positively affects turnover intention. The results aidhiare also
supported by research by Salgado (2002) which reports that neuroticism is the best predictor of turnover
intention. Based on the results of the study, it can be concluded that the neuroticisrsiatinmecreases
employee turnover intention. This result is supported by one of the characteristics of individaadse
neurotic, that is, they tend to have anxiety and are temperamental. According to the resedtsarath
conducted by LePine and Van Dyne (2001), neurotic employees tend to be rigid, uncooperatilittlehave
interaction and often show bad attitudes towards their co-woilkeasldition, Milovanovic (2017) also states
that neurotic individuals tend to have negative perceptions about themselves and their surrounding
environment, including their work. Thus, neurotic employees are lik@ly to leave their jobs (Maertz &
Griffeth, 2009.

5. CONCLUSION

This study has been obtained to 270 millennial generation employees at a telecommunicationg icompa
Depok, West Java, IndonesiBased on the results of the study, it can be concluded that neuroticism
personality type has a very significant influence on turnover intention on millennial genenaiployees at a
telecommunications company in Depok, West Java, Indariesiployees with the high score on neuroticism
personality type tend to have turnover intention on their joban be caused by the adjees of neurotic
individual which has the tendency or disposition to experience negative emotional states.
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