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Abstract
Purpose – This study aims to examine the role of ta’awun in reducing voluntary turnover intention. The
authors defined ta’awun as the willingness to help colleagues without being asked and expecting rewards as
promised by Islam. Also, the antecedent variables of organizational identification and job embeddedness are
used to predict ta’awun.
Design/methodology/approach – This study used 216 respondents from Islamic Universities in
Indonesia. Structural equation model was used to analyze data and test the empirical model.
Findings – Job embeddedness and organizational identification can improve ta’awun behavior. Ta’awun
behavior has also been proven to be able to reduce voluntary turnover intention as well as successfully
mediating the relationship between job embeddedness and organizational identification with voluntary
turnover intention.
Research limitations/implications – Ta’awun enriches organizational citizenship behavior (OCB)
studies which are intervened with Islamic values. The questionnaire given to respondents are very
susceptible for self-response bias so that this type of bias influences the conclusion. Thus, consistency of
results can be retested in several different objects.
Practical implications – Organizations need to consider the factor of religiosity when recruiting
employees. HRM practices need to be encouraged to create organizational identification through pride in the
organization to reduce voluntary turnover intention through ta’awun behavior.
Originality/value – The Ta’awun concept is a refinement of the previously existing concept, which is
OCB. Orientation in the world and the hereafter that underlies this ta’awun behavior is more effective in
reducing the intention of voluntary displacement.

Keywords Job embeddedness, Organizational identification, Ta’awun behavior,
Voluntary turnover intention

Paper type Research paper

1. Introduction
Employee turnover in organizations gets special attention for practitioners and academics
because of its impact on organizational productivity and efficiency. The losses suffered by
the organization such as the costs of recruitment, selection and training for new employees
have reached 100% of the annual cost for the same position (Peltokorpi, 2013). In addition,
the entry and exit of employees creates a non-conducive working environment and can
affect work (Kozlowski et al., 2005). Kozlowski et al. (2005) state that employee turnover has
an impact on unhealthy organizational culture and low employee morale. The voluntary
turnover intention will harm the organization, if it is resorted to by potential employees (Cho
and Ryu, 2009).

The question that then arises is “why do some of them want to move, while some others
want to stay in the organization?” The findings of several studies show the reasons why an
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employee moves to other organization or leaves a job, because of job embeddedness, and
aspects of a job such as organizational citizenship behavior (OCB), organizational
identification, work engagement, job search behavior, organizational commitment, ethical
climate, ethical leadership behavior, proactive personality, job satisfaction, trust and justice
(Halbesleben and Wheeler, 2008; Demirtas and Akdogan, 2015; Cho and Ryu, 2009;
Sekiguchi and Huber, 2011; Lee et al., 2008; Takawira et al., 2014; Brashear et al., 2005). In
addition, external factors such as competition in obtaining potential employees and the
many alternative jobs in the local and global job markets contribute to an increase in
employee turnover. Therefore, organizations need to know the factors that influence
voluntary turnover intention and develop strategies in bonding employees so that they will
stay in the organization.

Many researchers have examined the variables that affect voluntary turnover intention,
but not many of them have used the concept of Islamic values as an approach. The
approaches used are usually like OCB, which uses more of an American and European
perspective, so that the value system used is Western (Kamil et al., 2015). This influences
many researchers to use the OCB approach and this is not good enough to capture the
phenomenon in the field and still leaves the question why OCB behavior occurs. Therefore,
researchers have begun to use an approach with religious implications. This approach has
been shown to be able to predict actual attitudes and behavior (Wisker and Rosinaite, 2016).
This paper tries to fill the gap by taking the ta’awun variable in reducing the motive to
intent.

Ta’awun is prescribed in the Holy Qur’an which suggests that people help each other in
kindness. This concept is similar to the concept of OCB. The difference is in the underlying
motivation. In OCB activities, helping others is based on a role based on a sense of
humanity, a sense of togetherness and so on. OCB activities are pro-social activities that
only aim to seek personal satisfaction, while ta’awun activities are part of worship and
spiritual activities. People who base their activities on worship are not only concerned with
worldly success, but also with the success of the spiritual afterlife.

The concept of ta’awun is a unique concept. This concept is a combination of Islamic
religiosity and OCB behavior. The relationship between religiosity and OCB has been done
by Olowookere and Adekeye (2016), Kamil et al. (2015) which concluded that someone who
has high religiosity tends to go beyond his/her responsibility and has a strong commitment
toward organizational goals. This finding is supported by Weaver and Agle (2002), which
states that religiosity has a relationship with ethical decision-making in organizations.
Milliman et al. (2003) asserted that the higher a person’s spirituality, the more they will
enhance teamwork, to be better, fairer, more concerned about the needs of others, and build
trust in the organization, increasing OCB, have an inclination to serve others behavior and
are more sensitive to the needs of corporate social performance. So, the concept of ta’awun
can be perceived as Islamic OCB and is a superior perfect concept, which not only considers
the interests of this world but also that of the afterlife.

Based on the explanation above, this study aims to analyze the impact of ta’awun in
reducing voluntary turnover by considering organizational identification and job
embeddedness as antecedent variables. The internalization of Islamic values in the OCB
concept is expected to be able to resolve the high level (the incidence) of voluntary turnover
intention and strengthen social identity theory based on an Islamic perspective.

The remainder of the paper is organized as follows. The next section reviews the
literature and develops the hypotheses. Section 3 discusses the research method and Section
4 describes the findings. The paper ends with the discussion, implications and limitations of
this study.
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2. Literature review on ta’awun and hypotheses development
2.1 Ta’awun
Islam provides a comprehensive system of life rooted in ethics and guiding followers in all
areas of life including social and economic (Beekun, 1997). Islamic teachings play an
important role in human life, at the level of individuals, families and organizations. A good
Muslim is one who can carry out his work by not only seeking appreciation but primarily by
worshipping Allah (Zahrah et al., 2016). For a Muslim, work is worship (Pfeffer and Veiga,
2009). This is stated in the Holy Qur’an in Ad-Dhariyat verse 56: “I have not created jinn and
men to worship me.” Islam teaches their adherents to work only for the pleasure of Allah
(Sharabi, 2014). This understanding implies that a Muslim will apply Islamic values to their
organizational lives.

In Islam, there is a prescription to help one another known as ta’awun. The command to
help one another in goodness is contained in several Surahs in the Holy Qur’an, including
the Al-Maidah verse 2: “And cooperate in righteousness and piety, but do not cooperate in
sin and aggression. And fear Allah; indeed, Allah is severe in imposing punishment.” This
verse contains an invitation to help each other in goodness accompanied by piety toward
Allah because pious worship contains the blessing of Allah. On the other hand, helping
others will also cheer them up. Whoever combines Allah’s blessing and human satisfaction
in helping others, he/she will also get the happiness. The hadith of the Prophet Muhammad,
narrated by Anas, said: “Help your brother in persecution” (reported by Bukhari). Indeed,
fellow believers must strengthen each other (reported by Bukhari and Muslim). As Muslims
are brothers, he will not do wrong and do not let him do wrong. Whoever meets the needs of
his brother, surely Allah will meet his needs (reported by Bukhari andMuslim).

In the existing literature, the concept of helping others out of his role is known as OCB.
OCB is the behavior of wanting to help others formally outside their responsibilities. OCB is
a voluntary action taken by a person or group of people to help others without expecting
rewards. People who are willing to do OCB are marked by a willingness to sacrifice for the
sake, happiness or pleasure of others. OCB also concerns a person’s willingness to perform
extra work outside their responsibilities which is not related to a formal reward system (Cho
and Ryu, 2009). OCB is a chosen behavior that is not part of an employee’s formal work
obligations but supports the effective functioning of the organization. Thus, someone who
does OCB would not allow his coworkers to face work-related difficulties, and he/she would
spontaneously leave his/her job to help his/her coworkers without being asked. In their
study, Olowookere and Adekeye (2016) tried to relate a person’s level of religiosity to OCB
and concluded that someone who has high religiosity would tend to do additional work
beyond their obligations and have a strong commitment to organizational goals. In
conclusion, this study concludes that Muslims with a high level of OCB and religiosity are
those who would be ready to demonstrate ta’awun to help others. Prophet Muhammad said:
“Those Muslims have a blood supply to each other, the weak among them will try to free
their dependents and the strong among them try to save the weak, they are mutually
strengthened to face others besides them (the enemy’s strength), the strong help the weak
and the fast helps the slow” (Narrated by Abu Dawud and IbnMajah).

2.2 Job embeddedness and ta’awun
Job embeddedness is defined as a combination of elements or advantages that can keep a
person fromwanting to leave the organization (Lee et al., 2004). Job embeddedness is derived
from the social identity theory which states that someone will describe themselves in the
membership that they respect (Tajfel and Turner, 1985). Job embeddedness emphasizes
more on how to retain employees in the organization than to keep employees frommoving to
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other organizations (Mitchell et al., 2001). Therefore, job embeddedness is a measure of how
far an employee is attached to an organization. The more attached an employee is, the less
unlikely that he or she will leave the organization.

To measure how attached someone is to his organization, Mitchell et al. (2001) used three
indicators, first is fit, which concerns the suitability of an employee with his organization
and environment. Peltokorpi (2013) distinguishes the dimension of fit in job embeddedness
into two, namely, on the job embeddedness (personal values, career goals and plans, job
knowledge and skills and abilities) and off-the-job embeddedness (weather, amenities
activities, general culture and outdoor activities such as religious climate and
entertainment). Therefore, the more a person matches his/her current job because of the
similarity with personal values, or the knowledge and skills he/she has, feels comfortable
with the religious atmosphere and the presence of fun outdoor activities, the more they will
be attached to the organization.

Second is about a “link” dimension, which involves how much and how closely the
formal and non-formal relations of an employee with subordinates or colleagues are.
Peltokorpi (2013) distinguishes the dimension of the link between job embeddedness and on-
the-job embeddedness (work friends, work groups, team members, community, etc.) and off-
the-job embeddedness (non-work friends, physical environment, children’s education and
friends, hobbies, etc.). Thus, the more colleagues he/she works with, the better the
relationship between them. The longer he/she becomes part of the community, the closer he/
she is to the organization. This attachment will be stronger if the person already has a
family and children who need sufficient education. Some researchers also conclude that
pressure from family, coworkers and other colleagues can encourage them to stay in the
organization (Maertz and Griffeth, 2004). Ramesh and Gelfand (2010) state that the
dimension of a link is stronger in influencing turnover in countries that adhere to a culture of
collectivism such as India, and not in the USA. This is supported byWasti (2003) who states
that in the culture of collectivism, an individual’s social relations with people in
organizations are more valuable than individual cultures (Kirkman et al., 2014).

Third concerns the dimension of sacrifice, and this involves how much employees are
willing to sacrifice when they have to leave the organization. Peltokorpi (2013) distinguishes
the dimension of sacrifice between job embeddedness and other aspects of this dimension,
like on-the-job embeddedness (job security, seniority, pension) and off-the-job embeddedness
(job security, status and social network). This means that the more senior a person is, and
the greater the pension fund and job security provided by the organization, it means the less
likely this person will leave the organization. This attachment will be stronger if they are
afraid of losing their status and social networking.

Someone who feels they have an organization and dedicate themselves to the
organization will reduce their interest in resigning from the organization (Chen et al., 1998).
In other words, helping fellow colleagues is a manifestation of feeling comfortable (fit) with
the organization and feeling that one has become a part of the organization. This is in line
with Kamil et al. (2015) which states that devout Muslims are those who always carry out
Islamic law in the organization. Islam guides its followers in all areas of life, including social
and economic (Beekun, 1997). They will help each other because one believer is like a
building that strengthens one another (Prophet Muhammad stated this with inserting his
fingers between his other fingers as an example; narrated by Bukhari andMuslim).

Previous theory and research on social exchange (Van Dyne and Ang, 1998), norm of
reciprocity (Gouldner, 1960), perceptions of organizational support (Rhoades and Eisenberger,
2002) and similarity of work status. Holtom et al. (2002) explain that someone is willing to
sacrifice to help others because the organization has helped them before. This statement
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confirms that someone who wants to help a co-worker is an example of the opportunity to
sacrifice for the organization. This is supported by the statement of Lee et al. (2004) that there is
a strong relationship between job embeddedness and citizenship behavior. Furthermore, when
someone has same values as the organization and has a strong social bond with members of the
organization, he/she is willing to help co-workers voluntarily even though it is not his/her job.
Therefore, our first hypothesis is proposed as follows:

H1. There is a positive relationship between job embeddedness and ta’awun.

2.3 Organizational identification and ta’awun
Organizational identification refers to the existence of “unity” between someone and his/her
organization. This is in accordance with the concept of “jama’ah/togetherness” in Islam
(Beekun and Badawi, 2005). Prophet Muhammad said: togetherness is mercy and division is
torment (Narrated by Ahmad). This concept is derived from a social identity theory, which
states that a person will describe himself as a member that he/she respects (Tajfel, 19781).
Da Silva Añaña and Nique (2010) state that people choose jobs based on common values.
The closer a person is to an organization, there will be positive interaction and cohesion
among members of the organization, so that it will lead to solidarity and increased
identification (Hogg and Terry, 2000). Therefore, managers play an important role in
promoting organizational image to stakeholders (Scott and Lane, 2000).

Someone who identifies with an organization will feel proud of the organization’s
achievements, because they feel that the organization’s success is also their success. They
are also very enthusiastic in talking about their organization, and have an emotional bond
with the organization, so they prefer to use the word “we” rather than “them.” Improving
organizational identification among employees will enhance a sense of togetherness and
enhance collaboration between them (Dukerich et al., 2002). This collaboration can be in the
form of mutual help activities without being asked. “The believers in (establishing) love and
affection between them is like one body; if any member (of the body) feels sick, then all the
other members feel feverish or may be cannot sleep” (narrated byMuslim). This statement is
supported by Tse and Chiu (2014), which examined 250 bank employees in China, and
concluded that someone who feels that they are in alignment with his/her groupwill perform
extra work for the interests of the group or each individual in the group. This is very logical,
because someone who feels identical to an object will consider the object to be his/her self-
belonging; in other words, his/her view can be reflected in that object. Improvement of the
object becomes self-improvement and vice versa. In conclusion, the more identical a person
is with an organization, the stronger his enthusiasm for doing ta’awun. Furthermore, the
more someone has the same values as the organization and is proud to be part of it, the more
he/she will help colleagues voluntarily without expecting rewards. Hence, our second
hypothesis is proposed as follows:

H2. There is a positive relationship between organizational identification and ta’awun.

2.4 Job embeddedness and voluntary turnover intention
Employee turnover is a condition that is not desired by any organization. The high cost that
must be borne by the organization is one of the consequences besides the emergence of poor
work culture and a lack of loyalty to the organization. In addition, work shifts increase
workload and reduce work productivity. Turnover intention is defined as an individual’s
interest to change his/her work in a certain period (Sousa-Poza and Henneberger, 2004).

Sense of
ta’awun
behavior

835



Voluntary turnover intention is interpreted as the movement of individuals to withdraw
from organizational membership (Pierce et al., 2001). Dissatisfaction is one of the causes
(Yousef, 2001). This dissatisfaction emerges because they feel unappreciated, unmotivated
or even they do not have a career path. Research shows that turnover intention can cause
actual turnover (Bothma and Roodt, 2012). Therefore, organizations must anticipate the
emergence of turnover intentions to prevent the occurrence of monetary costs and
psychological costs because of actual turnover.

Job embeddedness is one strategy that has been proven to affect voluntary turnover.
Takawira et al. (2014) state that there is a negative relationship between job embeddedness
and voluntary turnover intention. Job embeddedness has three dimensions, namely, fit, link
and sacrifice. Someone who is attached to his/her job means that he/she is fit with his job,
has good relations, loves the people in the organization, feels great loss if he/she leaves the
organization and feels he/she is part of the organization and also is willing to sacrifice for the
organization by helping colleagues in completing their work (Cho and Ryu, 2009). Kim and
Choi (2018) state that job incompatibility predicts job change. The more suitable an
employee is with his/her work and environment, the more reluctant he/she is to leave the
organization (Mitchell et al., 2009). Compatibility is related to the employee’s personal
values, career goals, future plans and job requirements such as skills, job knowledge and
abilities.

The second dimension of job embeddedness concerns the notion of link. The more
and the stronger the social relationship (link) of an employee with subordinates and
colleagues, the more reluctant he/she is to leave the organization (Cenkci and Ötken, 2014).
Allen (2006) states that a person will have an emotional bond with his/her organization
through social interaction. The stronger social relations, the more it will strengthen the
emotional bond between them so that they will feel a sense of loss and sadness if they have
to be separated. The greater the perception of sacrifice that will be felt because of leaving the
organization (such as losing a pension fund, losing a project involving a person with a team,
losing a brother, losing a connection), the more reluctant he/she is to leave the organization
(Halbesleben and Wheeler, 2008; Takawira et al., 2014). Job embeddedness can be
strengthened by building a community, realizing a sense of belonging, increasing strong ties
between employees and strengthening social capital. All of these have the potential to
increase employee retention and reduce voluntary turnover intention (Cho and Ryu, 2009).
Furthermore, when a person has the same values as the organization; has strong social bond
with members of the organization; is difficult to leave the community in the organization;
makes great sacrifices when leaving the organization; then he/she does not want to leave the
organization. Thus, our third hypothesis is proposed as follows:

H3. There is a positive relationship between job embeddedness and voluntary turnover
intention.

2.5 Organizational identification and voluntary turnover intention
Employees who are emotionally attached to the organization will be more loyal than other
employees (Rhoades et al., 2001). They will dedicate themselves more to the organization
and work harder. A person will be more enthusiastic in working because they perceive that
what he/she does matches the aspirations and goals of the organization (Wrzesniewski and
Dutton, 2001).

Employees with strong affective commitment will identify themselves with the
organization’s mission and values and expect to be more involved in organizational
activities (Bentein et al., 2005). Employees who identify themselves with the goals and
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values of the organization will be more willing to remain in the organization and be more
motivated to devote their resources to organizational activities and take more initiative in
organizational processes. Such desires can certainly be done only if the employee remains in
the organization. Furthermore, the more a person has the same values as the organization
and is proud to be part of the organization, the more he/she does not want to leave the
organization. Therefore, the fourth hypothesis is proposed as follows:

H4. There is a positive relationship between organizational identification and voluntary
turnover intention.

2.6 Ta’awun and voluntary turnover intention
A Muslim who can coexist with other Muslims in organizational activities to seek the
pleasure of Allah is classified as a devout person (Kamil et al., 2011). Coexistence here
includes being willing to sincerely help each other.

Helpful acts which are intended is a form of Islamic worship which is able to strengthen
brotherhood, create a peaceful and harmonious workplace and foster mutual cooperation.
Someone who has felt peaceful and harmonious in a community certainly wants to remain in
that community and does not want to move to another community.

Based on the previous explanation, it can be concluded that ta’awun implies the
willingness to help others voluntarily in the spirit of goodness in devotion to God. This
concept is almost the same as the OCB concept. Someone who does OCB based on personal
satisfaction does it to avoid the pressure of his/her own feelings (Bolino et al., 2015).
Ta’awun has a higher spiritual goal which reaches the dimension of the hereafter and seeks
to carry out the Creator’s command and treats this as a part of worship. Furthermore, when
someone is willing to help co-workers sincerely and helping to do work even though that is
not his/her job, then he/she feels satisfied because his/her spiritual needs are met and he/she
does not want to leave the organization. Hence, the fifth hypothesis is proposed as follows:

H5. There is a positive relationship between ta’awun and voluntary turnover intention.

2.7 Mediating role of ta’awun
Based on the explanation above, organizational identification shows the existence of “unity”
of someone with his/her organization. The closer a person’s identity is to his/her
organization, the positive interactions and cohesion between organizational members will
ultimately lead to solidarity (Hogg and Terry, 2000). Solidarity among members of the
organization can be realized in the form of willingness to help each other. Ta’awun will
promote better togetherness and mutual understanding in the workplace (Kamil et al., 2015).
In addition, someone who is emotionally attached to the organization will be more loyal
(Rhoades et al., 2001).

This behavior also applies if someone has a match with his/her job. The more suitable
someone is with his/her job, and also the closer the relationship with peers, the greater their
sacrifice will be when leaving the organization (Chen et al., 1998), including the desire to help
their colleagues in completing their work. A work that is conducive because of the emotional
bond and togetherness between colleagues makes employees more reluctant to leave the
organization.

Based on the explanation above, this study postulates that in bonding that arises because
of organizational identification and job embeddedness, it is very possible to influence
ta’awun behavior and creates a conducive working atmosphere. A conducive working
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atmosphere because of the existence of ta’awun among the organizational members will
bind people to stay in the organization. Prophet Muhammad said: “Those Muslims have
a blood supply to each other, the weak among them will try to free their dependents and
the strong among them try to save the weak, they are mutually strengthened to face
others besides them (the enemy’s strength), the strong help the weak and the fast helps
the slow” (narrated by Abu Dawud and Ibn Majah). In other words, organizational
identification and job embeddedness will positively influence people and reduce
voluntary turnover intention through ta’awun. Therefore, our sixth and seventh
hypotheses are stated as follows:

H6. Ta’awunmediates the effect of organizational identification and voluntary turnover
intention.

H7. Ta’awunmediates the effect of job embeddedness and voluntary turnover intention.

3. Research method
3.1 Population, sample and data collection
A survey methodology is used in this study to collect primary data for empirical analysis.
The samples used in this study are a selection of universities with a high base of Islamic
values because the authors assume that the staff already have and are equipped with
sufficient religious values. The population of this study includes lecturers in the three
largest Islamic universities based on the number of students and lecturers. Moreover, the
low job characteristic of an academic staff (lecturer) encourages a high turnover intention rate.
Samples were obtained using non-probability, that is purposive sampling with the condition
that they have become permanent lecturers and have worked for at least one year. There are
some data collection processes. To compile primary data, the research assistants who have
been trained previously distribute questionnaires to 250 respondents. The determination of the
number of samples is based on Kelloway (1998) that in general, the sample size for structural
equation models is at least 200 observations. Furthermore, the questionnaire is categorized as
unqualified if the respondent does not respond each item completely. Therefore, to avoid
unqualified questionnaires, 250 questionnaires were distributed in anticipation so that when
the number of incomplete data reached 25%, the number of qualified questionnaires still
met theminimum requirements (200 questionnaires).

The questionnaire contains a detailed literature review on measurement scales and
some questions that address organizational identification, job embeddedness, ta’awun
and voluntary turnover intention, followed by open-ended questions for more complete
information. The questionnaire is also completed with a letter that requests lecturers to
complete the questionnaire. Before doing the survey, researchers conduct an in-depth
discussion with five senior lecturers who have mature organizational tenure. Personal
interviews are conducted rigorously and the questionnaire is validated first. These
interviews aim to improve the quality of items and correct wording issues. Finally, after
three months, 239 questionnaires were returned (95.6% response rate). After the outlier
test, a questionnaire that is feasible to use is 216 questionnaires. From 216
questionnaires, male respondents are 44%, and women are 56%. The educational
respondents such as professors are 5.6%, Bachelors are 13%, Masters are 55.3% and
Doctorates are 26.4%. Employees’ status is 87.5% of permanent employees, whereas
12.5% are contract employees. The age of respondents is in the range of 22–70 years
with a tenure between 1 and 45 years.
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4. Measurement
4.1 Job embeddedness
Job embeddedness variable used five indicators, which are having similar values with the
organization (JE1), having a strong social bond with members of the organization (JE2),
difficult to leave the community in the organization (JE3), great sacrifice when leaving the
organization (JE4) and number of dependents (JE5) (Mitchell et al., 2001; Ramesh and
Gelfand, 2010).

4.2 Organizational identification
Organizational identification is measured by using four indicators, namely, having the same
values as the organization (OI1), proud to be part of the organization (OI2), enthusiastic in
talking about organizations (OI3) and prefer to use the word “we” rather than “them” (OI4)
(Anaza and Carolina, 2015; Cho and Ryu, 2009).

4.3 Ta’awun
Ta’awun variable used five indicators, which are willing to assist co-workers without being
inquired (T1), helping to do work even though that is not his/her job (T2), helping colleagues
is worship (T3) and helping colleagues without expecting rewards (Cho and Ryu, 2009; Holy
Qur’an; Kamil et al., 2015).

4.4 Voluntary turnover intention
Voluntary turnover intention uses five indicators, which are wanting to leave the
organization (VTI1), wanting to find another job (VTI2), wanting to move to another
organization (VTI3), wanting to work in another company (VTI4) and wanting to apply for
work in another company (VTI5) (Mitchell et al., 2001; Takawira et al., 2014).

All variables are measured by using 5 Likert scales, where 1 shows strongly disagree,
2 shows disagree, 3 shows slightly agree, 4 shows agree and 5 shows strongly agree. Data
analysis was done by structural equation model (SEM) with Amos software version 22.00.

5. Findings
This study reports the results of confirmatory factor analysis (CFA) for complete samples.
Observations were made on 18 indicators (four indicators of organizational identification,
five indicators of job embeddedness, four indicators of ta’awun and five indicators of
voluntary turnover intention) to get 18 relevant factors loading values (l 1–l 18).
Unidimensional assessment is done by examining the general least square of standardized
estimates of the factor loading, which exceeds 0.6 (Hair et al., 2012). In accordance with
AMOS provisions, loading factors for all observed latent variables must have good validity,
because they have values above 0.6 (Table 1).

High construct reliability (CR) indicates internal consistency, which means that indicators
consistently represent the same latent construct (Hair et al., 2012). CR that exceeds 0.7,
variance extracted (VE) that exceeds 0.5 and discriminant validity (DV) greater than 0.7 is a
standard of internal consistency measurement of the indicators used. Table 3 shows that CR
value is greater than 0.7; VE which exceeds 0.5, squared average variance extracted (AVE)
which is larger than correlation value of organizational identification, job embeddedness,
ta’awun and voluntary turnover intention, indicates that each instrument has good validity
in explaining the research variables used.

The results of testing the full structural equation model show a good goodness-of-fit
index because it produces criteria that are in accordance with the recommended SEM.
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The x 2 value of 146.566 is not significant at a 0.05, GFI 0.936 index, CFI 0.939, TLI 0.927
and IFI 0.944 which equals or exceeds 0.90 and other criteria such as The root mean square
error of approximation (RMSEA) 0.025 that is less than 0.08 and The minimum sample
discrepancy function devided with degree of freedom (CMINDF) 1.154 which is less than 2

Table 1.
Confirmatory factor
analysis results for
the measurement
modela

K p-value

Organizational identification (OI)
OI-1 0.818 0.000
OI-2 0.876 0.000
OI-3 0.844 0.000
OI-4 0.731 0.000

Job embeddedness (JE)
JE-1 0.837 0.000
JE-2 0.763 0.000
JE-3 0.791 0.000
JE-4 0.837 0.000
JE-5 0.776 0.000

Ta’awun
T-1 0.744 0.000
T-2 0.809 0.000
T-3 0.861 0.000
T-4 0.723 0.000

Voluntary turnover intention (VTI)
VTI-1 0.650 0.000
VTI-2 0.788 0.000
VTI-3 0.797 0.000
VTI-4 0.816 0.000
VTI-5 0.827 0.000

Notes: ax 2 = 146,566; probability = 113; CMINDF = 1.154; GFI = 0.936; CFI = 0.939; TLI = 0.927; NFI =
0.692; IFI = 0.944; RMSEA = 0.025; RMR = 0.069

Table 2.
Construct
reliabilities,
correlations and
AVE

N = 216 1 2 3 4

1. Organizational Identification (OI) 0.890
2. Job embeddedness (JE) 0.798 0.900
3. Ta’awun (T) 0.578 0.578 0.866
4. Voluntary turnover intention (VTI) �0.598 �0.595 0.538 0.884
Average variance extracted (AVE) 0.671 0.642 0.618 0.606

Note: aFactor reliabilities are on the diagonal (italic)

Table 3.
Parameter estimate
for path: direct
effects

Standardized b Unstandardized b SE CR p-value

OI! T 0.321 0.294 0.106 2.759 0.006
JE! T 0.322 0.271 0.097 2.786 0.005
OI! VTI �0.259 �0.210 0.095 2.216 0.027
JE! VTI �0.247 �0.185 0.086 2.154 0.031
T! VTI �0.246 �0.219 0.072 3.043 0.002
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as recommended by SEM. This shows the recommended model is fit or has the feasibility to
test the relationship among variables. The normed fit index (NFI) value of 0.692 is in the
marginal fit criteria, but because some goodness-of-fit criteria have been met, the NFI value
can be ignored (Hu and Bentler, 1999).

Table 3 shows the results of the direct effects of a significant positive effect between
organizational identification and ta’awun (standardized b = 0.321, CR = 2.759, p-value <
0.05), job embeddedness and ta’awun (standardized b = 0.322, CR = 2.786, p-value < 0.05)
and the significant negative effect of organizational identification on voluntary turnover
intention (standardized b = �0.259, CR = 2.216, p-value < 0.05), job embeddedness on
voluntary turnover intention (standardized b = �0.247, CR = 2.154, p-value < 0.05)
and ta’awun on voluntary turnover intention (standardized b = �0.246, CR = 3.043,
p-value<0.05). This shows theH1,H2,H3,H4 andH5 are accepted.

The mediation test procedure proposed by Sobel (1982) was adapted to examine the
mediating effect of ta’awun (Table 4).

Related to H6 and H7 proposed, the Sobel test is used to examine the indirect effect
between organizational identification and job embeddedness that affects voluntary turnover
intention through ta’awun. The direct effect of organizational identification on ta’awun was
explained by unstandardized b 0.294, SE 0.106 and CR 2.759 and is significant at a 0.05.
The direct effect of ta’awun on voluntary turnover intention is explained by unstandardized
b 0.219, SE 0.072, CR 3.043 and significant at a 0.05. The indirect effect of organizational
identification on voluntary turnover intention through ta’awun is explained by the
coefficient unstandardized b 0.064 (0.294 � 0.219). The Sobel test results show the value of
CR 0.031, SE 2.049 and p-value 0.040 so that it is significant at a 0.05. The total effect of
organizational identification on voluntary turnover intention through ta’awun of 0.274
(0.210þ 0.064), which is greater than direct effects (0.210), shows that ta’awun has a very
important role in mediating the relationship between organizational identification and
voluntary turnover intention and becoming an important alternative in increasing voluntary
turnover intention. Therefore, this study acceptsH6.

In addition, ta’awun also mediates the relationship between job embeddedness and
voluntary turnover intention. The direct effect of job embeddedness on ta’awun is explained
by unstandardized b 0.271, SE 0.097 and CR 2.786 and significant at a 0.05. The direct

Table 4.
Parameter estimate
for the path: indirect
effects (Sobel test)

Path Unstandardized b SE CR p-value

OI! T! VTI 0.064 2.049 0.031 0.040
JE! T! VTI 0.059 2.058 0.029 0.039

Figure 1.
Empirical model
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effect of ta’awun on voluntary turnover intention is explained by unstandardized b 0.219,
SE 0.072, CR 3.043 and significant at a 0.05. The indirect effect of job embeddedness on
voluntary turnover intention through ta’awun is explained by the coefficient of
unstandardized b 0.059 (0.271 � 0.219). The Sobel test results show the value of CR 0.029,
SE 2.058 and p-value 0.039 so that it is significant at a 0.05. The total effect of job
embeddedness on voluntary turnover intention through ta’awun is 0.306 (0.247þ 0.059),
meaning that greater than the direct effect (0.247). This indicates that ta’awun has a very
important role in mediating the relationship between job embeddedness and voluntary
turnover intention and becoming an important alternative in increasing voluntary turnover
intention. Therefore, this study acceptsH7.

6. Discussion
This study aims to analyze the role of ta’awun in reducing voluntary turnover intention. The
analysis was conducted by examining the relationship between job embeddedness and
organizational identification with ta’awun and voluntary turnover intention and the role of
ta’awun in mediating between job embeddedness and organizational identification with
voluntary turnover intention. This study has proven the important role of ta’awun in
reducing voluntary turnover intention in organizations based on Islamic values. This
finding also provides new references and alternative solutions on how to overcome the high
level of voluntary turnover intention by potential employee (Cho and Ryu, 2009). This is
important because the high employee turnover will have an impact on the unpleasant
working atmosphere and lead to higher costs in recruiting new employees.

The results of this study have also confirmed the role of internal factors in strengthening
ta’awun. As a trigger for ta’awun, job embeddedness and organizational identification arise
when employees have attachments to their work and strong identification with the organization.
An employee is said to be attached to his/her job if his/her work matches their personal values
and feels he/she has a strong emotional bond with members of the organization, so that he/she
feels seriously reluctant when leaving the community in an organization.

This condition is even stronger if an employee has financial responsibility for his/her
family. This condition can encourage them to sacrifice for the organization by helping
colleagues in completing their tasks. In other words, helping fellow colleagues is a

Figure 2.
Empirical model test
results
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manifestation of feeling comfortable (fit) and the opportunity to sacrifice (sacrifice) for an
organization that has helped them. Close links or ties with members of the organization is a
strong motivation for them to remain in the organization. These findings also confirm the
results of previous studies about the relationship between job embeddedness and extra-role
behavior (Lee et al., 2008), and strengthen social exchange theory (Van Dyne and Ang, 1998),
perceptions of organizational support (Rhoades and Eisenberger, 2002) and similarity of
work status (Holtom et al., 2002), which explains that someone is willing to sacrifice to help
others because the organization has helped them before.

In addition, employees who are increasingly attached to the organization and identify
with the organization will do anything for the good and progress of the organization.
Employees who feel aligned to the organization consider the organization as a part of
themselves; they prefer to use the word “we” rather than “them” and are proud of the
achievements of the organization; and they are also enthusiastic in talking about the
organization. This kind of behavior will encourage them to go beyond their scope of work to
help others without being asked. This is more reflected in people who have a high level of
religiosity, who think that work is a form of worship, and that their commitment for an
organization is not solely based on monetary rewards. This feeling has the potential to
motivate them to remain in the organization. These findings confirm the results of a
previous study conducted by Hogg and Terry (2000) which states that people choose jobs
based on similarity of values. The more identic values between both can lead to positive
interactions and a cohesion that leads to solidarity. Dukerich et al. (2002) reinforce it by
stating that the increase in organizational identification by employees is able to foster and
increase the sense of togetherness that is realized from mutual help activities without being
asked. Such employees believe that the success of the organization is also their success. This
condition has the potential to prevent employees from leaving and joining other
organizations.

7. Managerial implication
The results of this study deliver very strategic managerial implications. The findings of this
study provide insights about the importance of helping each other and collaborating without
being asked as part of worship, not just being worldly transactional activities. Such insights
will have implications for policies to choose employees who have high religiosity, so as to
facilitate internalizing Islamic values. Employees who have high religiosity adhere to the
word of God (103: 1–3) “Because of time, mankind is indeed at loss, except for those who
have faith and do righteous deeds and advice each other to truth and to have patience.” In
the Holy Qur’an (Al Maidah: 2), Allah says: “And help you in goodness [. . .].” By
understanding these verses, a Muslim becomes more convinced that his/her personal
knowledge is not his/her own private property; however, it contains the rights of others
entrusted by God to him. If every individual has a sense of belonging to an organization as a
manifestation of sacrifice, for an organization that has made them feel comfortable, it will be
difficult for them to leave the organization.

Therefore, managers must be able to increase job embeddedness and organizational
identification as a factor which encourages the emergence of ta’awun. Job embeddedness
can be strengthened by building a fit between both on-the-job embeddedness (career goals
and plans, job knowledge, skills and abilities) and off-the-job embeddedness (weather,
amenities activities, general culture and outdoor activities). In addition, formal and informal
relationships can also be created to strengthen relationships or “links” between employees.
This link can be in the form of on-the-job embeddedness such as work friends, work groups,
team members or community. For off-the-job embeddedness, it can be formed through the

Sense of
ta’awun
behavior

843



physical environment, children’s education and hobbies. Creating a community that can
regularly hold meetings will create a bond between members. As stated by Allen (2006),
someonewould have an emotional bondwith his/her organization through social interaction.

In organizations that have strong Islamic values, ta’awun can help such organizations in
reducing voluntary turnover intention by strengthening employees’ organizational
identification, especially in strengthening Islamic identity or Islamic values at work. This
happens because people who are very religious tend to internalize and apply their religious
teachings in everyday life. They believe that religion is able to guide a person to achieve his/her
life goals and define ideas for life, so that it affects personal and social life (Bakar et al., 2013).

8. Theoretical implication
The finding of the new concept of ta’awun is a combination of Islamic values and OCB,
which is a very significant finding in this study. This new concept enriches the concept of
OCB with altruistic as one of its dimensions. People who want to help usually have
pro-social motivation, both implicit and explicit, but the motivation is still around
worldliness and does not reach the afterlife dimension.

Individual who behaves ta’awun believes that humans must strengthen each other,
because in principle, no one is perfect. People must give their best contribution. Ta’awun
behavior reduces competitive behavior, which is one form of anti-social behavior.
Individuals who behave anti-social tend not to empathize with colleagues (Mulder et al.,
2016). By implementing ta’awun behavior, someone will not think of his co-workers as
competitors whomust be destroyed, but rather as partners to succeed together.

Motivation with an afterlife dimension is believed to be stronger in directing behavior.
The concept of ta’awun is a refinement of the findings by Olowookere and Adekeye (2016),
which concludes that religious levels will increase OCB. Both of these variables are still seen
as two separate concepts, while ta’awun is a comprehensive concept that embraces both, so
that it is believed to be more powerful in reducing voluntary turnover intention.

9. Limitation and future research
This study still has weaknesses, such as the use of questionnaire instruments to explore
data from respondents. The questionnaire given to respondents are very susceptible for self-
response bias so that this type of bias influences the conclusion. Thus, consistency of results
can be retested in several different objects. Testing in organizations that are not based on
Islamic values is still interesting to do because Islam is rahmatan lil’alamin (welfare for all
nature). Islamic values are sourced from the Holy Qur’an which contains wisdom that is
very relevant in any organization.

The expansion of the dimension of ta’awun is also very possible in future research, for
example, by including the dimension of “asking others,” which can be seen are interpreted
as the spirit of organizational members to perform very best works (Sudarti and Zulfa, 2020)
because every Muslim is obliged to support goodness and prevent evil (the Holy Qur’an, 3:
104), and also to instruct one another with patience and compassion (the Holy Qur’an, 90:
17–18). The Prophet Muhammad said: “Whoever amongst you see munkar (badness), then
let him change it with his hand (power), if he is unable, then with his tongue (advised), and if
he is not able to as well, then with his heart, and thus it is the least of weak faith” (reported
by Bukhari and Muslim). If ta’awun is still on a reactive level, then “asking others” is
already at the proactive level. If both of ta’awun and asking others can be put together, it
will be a very powerful force for the advancement of the organization, especially in reducing
voluntary turnover intention because it can lead to mutual care and reinforcement which
gives rise to comfort in togetherness.
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