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Turnover intention refers to an employee's tendency or intention to voluntarily 

leave or move from their current position and seek employment elsewhere. 

This study aims to analyze the relationship between emotional intelligence and 

turnover intention with the dark triad as a mediating variable, based on the 

Social Exchange Theory and Job Demands-Resources (JD-R) Theory. A 

quantitative approach with a causal associative method was employed in this 

research. The sampling method used was proportional random sampling, with 

a total sample of 235 employees. Data were collected through a Likert-scale 

questionnaire and analyzed through Structural Equation Modeling based on 

Partial Least Squares (PLS-SEM) to examine both direct and indirect 

relationships among the study variables. The findings reveal that emotional 

intelligence has a significant negative effect on turnover intention. 

Furthermore, emotional intelligence significantly negatively influences 

Machiavellianism, narcissism, and psychopathy. In turn, Machiavellianism, 

narcissism, and psychopathy have a significant positive effect on turnover 

intention. The mediation analysis indicates that Machiavellianism, narcissism, 

and psychopathy partially and competitively mediate the effect of emotional 

intelligence on turnover intention. These results provide practical implications 

for IHG as valuable input and consideration in managing human resources to 

reduce employee turnover. Future research is recommended to explore other 

variables that may influence turnover intention by expanding the scope in 

terms of time, population, and respondent characteristics, and to further 

contribute to the relatively underexplored field of dark triad traits in 

organizational research. 
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1   Introduction 
 

Tourism is one of the largest economic sectors in the world and is the most important source of foreign income and 

employment for many countries (Maulana & Prasetyia, 2023). The hospitality industry is seen as an important 

component of the tourism sector as it provides accommodation services needed by consumers (Prabhu et al., 2019). 

Competition in this industry can be overcome by improving the quality of services (Muhammad et al., 2023). The 

increase in organizational success is greatly influenced by the management of the company's valuable assets, human 

resources (Yousaf et al., 2018). 

Human resources are a very important factor in showing the competitiveness of the hotel industry (Muhammad et 

al., 2023). Employee contributions that exceed measurement standards are an advantage for companies to accelerate 

the achievement of organizational goals (Vuong & Nguyen, 2022). Companies experience challenges in getting a 

skilled workforce and even more so in retaining the employees they have (Rinah, 2019). A phenomenon that is still 

being discussed in Human Resource Management (HRM) is turnover intention (Setiyarti et al., 2023). Turnover 

intention is the tendency of individuals to quit their jobs or move to another place of work according to their own 

desires (Masta & Riyanto, 2020). High turnover intention will cause losses in various aspects, especially in terms of 

time, finance, and effectiveness, as well as the efficiency of company management (Asriani & Riyanto, 2020). High 

employee turnover can result in organizational instability (Tocle, 2021). The theory that examines turnover intention 

can be explained through Social Exchange Theory (SET) (Nguyen et al., 2023) and Job Demand–Resource Theory 

(Zhang et al., 2025). 

Social Exchange Theory focuses on the exchange between individuals and organizations, where individuals 

contribute their work and the organization provides rewards in return (Ariyabuddhiphongs & Kahn, 2017). Social 

Exchange Theory describes how individuals engage in various transactions in their social lives, which involve strong 

emotional relationships (Tran et al., 2022). The JD-R theory assumes that psychosocial work conditions can be 

classified into two main categories, namely job demand and job resource (Tummers & Bakker, 2021). This theory 

states that if there are enough work resources, then individuals will be more involved in their work. If the demands of 

work are too high and not balanced with adequate resources, then individuals can experience stress, emotional 

disturbances, increased absenteeism, and high employee turnover rates (Hwang & Yi, 2025). Companies that 

experienced turnover intention problems were IHG. 

The management of IHG identified that there were indications of a high turnover rate among the employees they 

had. This is supported by recording data on employee turnover as shown through the turnover rate for the last 3 years, 

2021, 2022, and 2023. Figure 1 shows the employee turnover rate at the IHG1 & IHG2 in 2021 – 2023. The results of 

the preliminary study show data on the results of the recapitulation of the turnover rate of employees in all departments 

in the last three years, showing that the turnover rate fluctuates and exceeds the company standard set per year by a 

percentage of 6.40%.  

The employee turnover rate of IHG2 in 2021 exceeded the set standard by 13.84%, with the number of employees 

leaving the company as many as 23 people. Data for 2022 shows that the employee turnover rate has decreased by 

11.06%, with the number of employees leaving the company as many as 19 people. In 2023, the employee turnover 

rate increased significantly, with 31 employees leaving the organization, at a rate of 18.77%.  In the study, Davidson 

et al. (2010) state that employee turnover is said to be normal if it ranges from 5-10% per year and is said to be high if 

it is more than 10% per year. Based on turnover data from 2021 to 2023, it can be said that the turnover rate at IHG1 

& IHG2 for the three years exceeds the set standard. 
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Figure 1. Turnover rate of IHG in 2021 – 2023 

 

The employee turnover rate of IHG2 in 2021 exceeded the set standard by 13.84%, with the number of employees 

leaving the company as many as 23 people. Data for 2022 shows that the employee turnover rate has decreased by 

11.06%, with the number of employees leaving the company as many as 19 people. In 2023, the employee turnover 

rate increased significantly, with 31 employees leaving the organization, at a rate of 18.77%.  In the study, Davidson 

et al. (2010), state that employee turnover is said to be normal if it ranges from 5-10% per year and is said to be high 

if it is more than 10% per year. Based on turnover data from 2021 to 2023, it can be said that the turnover rate at IHG1 

& IHG2 for the three years exceeds the set standard.  

The problem of turnover is certainly worrying for the human resources department because they have to recruit, 

select, and retrain to replace employees who have left their positions. If turnover continues to increase, there are 

concerns that employees who are still working could be affected and also have the desire to quit their jobs.  Employee 

turnover intent is a significant issue in the hospitality industry globally (Haldorai et al., 2019). Turnover intention is 

the tendency of employees to leave the company caused by stress at work, frustration, and influenced by the level of 

emotional intelligence that employees have (Giao et al., 2020). 

Goleman (2018) explained that emotional intelligence refers to the ability of a person to control emotions, motivate 

themselves, resilience in the face of failure, and regulate the state of the soul. Emotional intelligence is one of the 

factors that affect a person's success at work (Prentice, 2019). Emotional intelligence involves the ability to understand, 

recognize, as well as regulate or even manipulate the emotions of others (Vize et al., 2018). 

Emotional intelligence can also influence dark triad behavior within companies (Hyde et al., 2020). Emotional 

intelligence can be considered a relevant variable for investigating the relationship between dark triads (Michels & 

Schulze, 2021). Employees' tendency to leave the company is caused by workplace stress, frustration, and immoral 

behaviors that employees have (Berkery et al., 2020). This immoral behavior can be described as a dark triad 

personality that is carried out by individuals when interacting in organizations (Treglown et al., 2018). Studies have 

shown that individuals with high levels of Dark Triad of Personality Traits (DTPT) are more likely to be self-goal-

oriented, prioritize prestige and power, and seek to obtain resources from the work environment (Leonelli et al., 2020). 

The Dark Triad was first published by Paulhus & Williams (2002), which describes three personality types called 

dark because each is considered to contain evil traits, namely Machiavellianism, psychopathy, and narcissism. 

Machiavellianism refers to the tendency to be manipulative, unethical, and prioritize personal goals above all else 

(Baheer et al., 2023). Psychopaths are characterized by a lack of empathy, impulsivity, and antisocial traits 

(Filipkowski & Derbis, 2020). Narcissism is described as feelings of overconfidence, the need to be admired, and a 

sense of superiority (Junça-Silva & Silva, 2023). Basically, individuals want a comfortable workplace and have good 

relationships with colleagues (Mustika et al., 2020). A supportive and harmonious workplace can support individual 

well-being and reduce their intention to go out at work (Martins et al., 2023). The dark triad is generally judged to be 

unfavorable and dysfunctional behavior, but recent research in a managerial context suggests that individuals can 

benefit from these dark personalities (Tummers & Bakker, 2021). Individuals who have a high dark triad tend to exhibit 
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unethical behavior to achieve their goals, which can negatively impact the mental health of coworkers and increase 

employee intent to leave the organization (Baheer et al., 2024).  

This study aims to examine The Mediating Role of the Dark Triad in the Effect of Emotional Intelligence on 

Turnover Intention. This research is based on Social Exchange Theory and Job Demand and Resources Theory, but 

there are not many studies that combine these four variables in one study. Therefore, further research is needed to 

explain the role of the dark triad in mediating the effect of emotional intelligence on turnover intention (Astiti & Surya, 

2020). 

 

Literature Review and Research Hypothesis 

 

Social Exchange Theory (SET) 

 

This study employs Social Exchange Theory, developed by Blau (1964). Social Exchange Theory suggests that when 

employees feel they are treated well by the organization, they are more likely to exhibit positive attitudes and behaviors 

toward it (Ayop & Ishak, 2024). Individuals tend to reciprocate any benefits they receive from others (Ahmad et al., 

2023). When a company provides support and shows concern for employee well-being, employees are more inclined 

to engage in behaviors that benefit the organization (Paraskevaidis & Andriotis, 2017). 

 

Job Demand Resource Theory (JD-R) 

 

Job Demand Resource Theory (JD-R) was first published by Demerouti et al. (2001). The JD-R theory assumes that 

psychosocial work conditions can be classified into two main categories, namely job demand and job resource 

(Tummers & Bakker, 2021). Job demands include high work pressure, excessive role load, emotional demands, and 

an unconducive work environment (Zhang et al., 2025). Employment resources include support from superiors and co-

workers, a positive work climate, and clarity of roles and involvement in decision-making (Lehmann et al., 2021). The 

Job Demands-Resources Theory (JD-R) explains that the balance between job demands and job resources affects the 

level of work involvement and the intention of employees to leave the organization (Lezon et al., 2025). Park et al. 

(2021) state that high job demands can lead to emotional fatigue and increase the intention to quit work. This is because 

high work demands, excessive role load, emotional demands, and an unconducive work environment can worsen the 

psychological condition of employees, thereby increasing emotional fatigue and encouraging the emergence of 

turnover intention (Zhang et al., 2025). High job demands without adequate job resource support can increase turnover 

intention, especially if individuals experience stress and emotional exhaustion (Li et al., 2025). 

 

The Effect of Emotional Intelligence on Turnover Intention 

 

Akhtar et al. (2017) stated that emotional intelligence has a negative and significant effect on turnover intention, 

thereby showing that the higher the level of emotional intelligence that employees have, the more likely it is to reduce 

the turnover rate in the company. Majeed & Jamshed (2021) state that employees who have high emotional intelligence 

will be less likely to leave their jobs, while employees who have low emotional intelligence will be more likely to 

leave their organizations. Employee emotional intelligence not only reduces frustration and stress at work but also 

helps others to have less intention to quit (Giao et al., 2020). If employees tend to focus more on negative emotions 

than on doing the job, then it can lead to physical and mental exhaustion that results in high turnover intentions (Mérida-

López et al., 2022). Yousuf et al. (2024) state that emotional intelligence has a negative influence on turnover intention, 

stating that individuals who have high emotional intelligence will be able to understand their own emotions, behave 

positively, and establish good social relationships with others at work. Emotionally intelligent individuals can regulate 

their emotions, which means they are less likely to leave the organization due to emotional shocks to reduce turnover 

intentions and greater organizational attachment (Miao et al., 2017). Emotional intelligence is considered the ability to 

recognize and manage emotions in oneself and integrate them in determining thinking behavior and the consequences 

faced (Kozlowski et al., 2018).  

H1: Emotional intelligence has a negative and significant effect on turnover intention. 
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The Role of Machiavellianism in Mediating the Influence of Emotional Intelligence on Turnover Intention 

 

Emotional intelligence can make individuals easily manipulate others (Hyde et al., 2020). Emotional intelligence is 

defined as an individual's ability to identify and regulate emotions in themselves and others. Machiavellianism is one 

of the traits that belong to the dark triad, where this trait is generally considered a negative attitude. The results of the 

research of Austin et al. (2007) state that emotional intelligence has a negative effect on Machiavellianism, meaning 

that the higher a person's emotional intelligence, the lower their tendency to show manipulative traits that are 

characteristic of Machiavellianism. This negative influence is also caused by emotional intelligence that encourages 

the values of empathy, cooperation, and honesty that are certainly contrary to the manipulative character of 

Machiavellianism (Barlow et al., 2010). 

Other research shows that the dimension of emotional intelligence, especially “managing other people's emotions,” 

increases; hence, the nature of machiavellianism tends to decrease, which states that a good ability to manage the 

emotions of others makes a person less likely to show manipulative traits (O'Connor & Athota, 2013). High emotional 

intelligence often shows empathy and prioritizes ethical and cooperative behavior, but this trait is contrary to the 

tendency of Machiavellianism to be selfish and manipulative (Tsirimokou et al., 2021). Similar research was also found 

by Miao et al. (2019), stating that emotional intelligence has a negative and significant effect on Machiavellianism. 

Employees with high levels of Machiavellianism are more sensitive to a decline in beliefs related to changes that 

can increase the intention to move more significantly than employees with low levels of Machiavellianism (Belschak 

et al., 2020). Machiavellianism has a significant and positive relationship with the intention of change (Baheer et al., 

2023). The results of Chung & Shin's (2021) study stated that Machiavellianism has a positive and significant 

relationship with the intention to change jobs, which means that the higher a person's level of Machiavellianism, the 

more likely they are to have an intention to leave their job. 

H2a: Emotional intelligence has a negative and significant effect on Machiavellianism 

H2b: Machiavellianism has a positive and significant effect on turnover intention 

 

The Role of Narcissism in Mediating the Influence of Emotional Intelligence on Turnover Intention 

 

Nguyen et al. (2022) state that emotional intelligence has a negative and significant effect on narcissism, which means 

that individuals with high levels of emotional intelligence have low vulnerable narcissism. This means that individuals 

are better able to understand and manage their own emotions, so they are less likely to feel offended, anxious, or 

inferior, which are characteristic of vulnerable narcissism. Zajenkowski et al. (2018) state that Individuals with 

vulnerable narcissism tend to rate their emotional abilities lower, which reflects difficulties in managing emotions and 

building interpersonal relationships, so that the higher a person's emotional intelligence, the lower the tendency to have 

vulnerable narcissism. The results of the study of Austin et al. (2014) state that individuals with high emotional 

intelligence tend to be better able to manage their emotions, show empathy, and build healthy interpersonal 

relationships, making them less likely to develop vulnerable narcissism traits. 

Narcissism has a significant and positive relationship with the intention of change (Baheer et al., 2023). Previous 

research has shown that employees work with narcissistic individuals, which leads to exit intentions because they do 

not align their goals with the organization's goals (Braun, 2017). Other studies show that narcissistic individuals create 

a deceptive work atmosphere that adversely affects their coworkers' performance and increases turnover intention 

(Foulk et al., 2018). Employees who have a narcissistic coworker are more likely to be absent from the workplace 

because they experience harassment and choose to leave the organization (Szabó et al., 2021). 

H3a: Emotional Intelligence has a negative and significant effect on narcissism 

H3b: Narcissism has a positive and significant effect on turnover intention 

 

The Role of Psychopathy in Mediating the Influence of Emotional Intelligence on Turnover Intention 

 

Emotional intelligence has a negative and significant effect on psychopathy (Szabó & Bereczkei, 2017). Research 

(Miao et al., 2019) explains that the higher an individual's emotional intelligence, the lower the likelihood that they 

have psychopathic traits. Psychopathy is often associated with an inability to control emotions, especially those that 

trigger destructive behaviors (Ali et al., 2009). Individuals with high levels of psychopathy have limitations in 

responding to and controlling their emotions (Austin et al., 2014). If individuals with good mental health conditions 

are less likely to exhibit traits such as psychopathy, which is often associated with poor mental health problems 

(Veselka et al., 2012). 
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Psychopathy has a significant and positive relationship with turnover intention (Baheer et al., 2023). Psychopathy 

affects the health of the individual who is with him and becomes a victim of psychopathic behavior, which can be done 

on a personal and professional basis and will certainly affect the work outcomes of the individual, which increases 

turnover intention (Boddy, 2017). Some studies show that employees who work with individuals who exhibit 

psychopathic traits are more likely to leave the organization (Mathieu & Babiak, 2016).   

H4a: Emotional intelligence has a negative and significant effect on psychopathy 

H4b: Psychopathy has a positive and significant effect on turnover intention 

 

 

2   Materials and Methods 
 

Sample and Sampling Method 

 

The population in this study was all employees recorded as working at IHG until 2024, with a total of 564 people. This 

study uses the Slovin Formula in determining the sample size to be used. The results of the calculation with the Slovin 

Formula show that 235 employees will be representative enough to describe the population of employees at IHG with 

a margin of error of 5 percent. This study uses a proportional random sampling technique. This technique ensures that 

each subgroup is represented in the sample according to its distribution in the population, and sampling is done using 

the wheel of names to select respondents in each department. 

 

Data Collection and Analysis Procedure 

 

This research is associative research with a quantitative approach that aims to examine the relationship between 

emotional intelligence, dark triad (Machiavellianism, narcissism, psychopathy), and turnover intention. The study 

employed a questionnaire-based survey utilizing a Likert Scale ranging from 1 (strongly disagree) to 5 (strongly agree) 

to gather data. The collected response was analyzed using the SEM-PLS approach through SmartPLS software to 

assess the relationship among the research variables. This research uses quantitative data derived from the survey, 

which was constructed based on specific research indicators. The primary data, sourced directly from 235 employees 

of IHG, was obtained via an online questionnaire distributed through the Google Forms platform.  

 

Conceptual Framework 

 

The study is to analyze employees’ turnover intention by examining the factors influencing turnover intention. The 

conceptual framework can be depicted in Figure 2.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2. Conceptual Framework 

Emotional  

Intelligence (X) 
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Descriptive Analysis 

 

The study involved 235 respondents drawn from employees of IHG. The employee comes from 11 department. Based 

on gender characteristics, employees in IHG are dominated by male employees as many as 148 people or 63 percent, 

with only 87 female employees or 37 percent. Based on the educational background, the majority of nurses are Diploma 

4 (D4)/Bachelor degree graduates, as many as 65 people or 27.7 percent. This is in line with the D4/ Bachelor degree 

education background is considered to have stronger knowledge and theoretical foundations, so that employees can 

understand basic concepts in their field of work. Based on age characteristics, the majority of IHG employees fall 

within the 26-30 age range, comprising 82 people or 34.9 percent of the total respondents.  

 

 

3   Results and Discussions 
 

Data Analysis and Hypothesis Testing 

 

This study uses the PLS-SEM method with Smart PLS 4.0 software. Model evaluation is carried out in two stages: 

Evaluation of the Measurement Model and Structural Model Evaluation. The result can be seen at Figure 3. 

 Figure 3. Result of Evaluation of the Measurement Model 

 

Feasibility Test of Research Instruments 

 

Based on appears that each indicator has a correlation value of more than 0.361, and each variable has a Cronbach's 

Alpha value of more than 0.70, indicating that all variables and indicators used in this study are reliable and valid, so 

that they are suitable for further analysis. 

 

Evaluation of the Measurement Model (Outer Model) 

 

The measurement model is measured based on validity and reliability. Assessing validity with reflective indicators is 

evaluated through convergent and discriminant validity, while assessing reliability with reflective indicators is 

evaluated through composite reliability (Hair et al., 2017).     
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Convergent Validity 

 

Convergent validity is used to measure the extent to which a construct is positively correlated with other constructs 

(Hair et al. 2017). The value of outer loading is considered significant if the value is > 0.70; then the indicator is 

declared valid (Hair et al. 2017).  Based on Table 1, the output results have met convergent validity because the loading 

factor is above 0.70, so it can be said that all indicators of research variables are valid. 

 

Table 1 

Outer Loadings Result 

 

Variables Original Sample T Statistics  P Values 

Y1 <- Turnover intention 0.870 31.771 0.000 

Y2 <- Turnover intention 0.908 65.832 0.000 

Y3 <- Turnover intention 0.895 65.679 0.000 

Y4 <- Turnover intention 0.880 40.428 0.000 

Y5 <- Turnover intention 0.927 79.415 0.000 

X1 <- Emotional Intelligence 0.866 38.002 0.000 

X2 <- Emotional Intelligence 0.776 24.846 0.000 

X3 <- Emotional Intelligence 0.891 53.128 0.000 

X4 <- Emotional Intelligence 0.878 43.410 0.000 

Z1.1 <- Machiavellianism 0.920 84.842 0.000 

Z1.2 <- Machiavellianism 0.918 80.712 0.000 

Z1.3 <- Machiavellianism 0.827 33.671 0.000 

Z1.4 <- Machiavellianism 0.886 50.368 0.000 

Z2.1 <- Narcissism  0.927 74.287 0.000 

Z2.2 <- Narcissism  0.892 33.752 0.000 

Z2.3 <- Narcissism  0.909 48.696 0.000 

Z2.4 <- Narcissism  0.909 61.155 0.000 

Z3.1 <- Psychopathy 0.896 56.359 0.000 

Z3.2 <- Psychopathy 0.906 51.606 0.000 

Z3.3 <- Psychopathy 0.811 16.994 0.000 

Z3.4 <- Psychopathy 0.883 43.357 0.000 

 

Discriminant Validity  

 

a. Cross Loading 

The cross-loading value of each indicator on the variable in question is greater than the cross-loading on other latent 

variables, so it is valid. The correlation of the narcissism variable (Z2) with the indicator was higher than the correlation 

of the indicators of turnover intention (Y), emotional intelligence (X), Machiavellianism (Z1), and psychopathy (Z3). 

The correlation of the psychopathy variable (Z3) with the indicator is higher than the correlation of the turnover 

intention indicator (Y), emotional intelligence (X), Machiavellianism (Z1), and narcissism (Z2), so it can be explained 

that all indicators in each variable are valid. 

 

Table 2 

Cross-Loading Test Results 

 

 
Turnover 

intention 

Emotional 

Intelligence 
Machiavellianism Narcissism  Psychopathy 

Y1 0.870 -0.349 0.445 0.441 0.491 

Y2 0.908 -0.427 0.595 0.436 0.601 

Y3 0.895 -0.495 0.654 0.435 0.610 

Y4 0.880 -0.305 0.498 0.467 0.469 

Y5 0.927 -0.357 0.542 0.528 0.530 



         ISSN: 2395-7492 

IRJMIS   Vol. 12 No. 4, July 2025, pages: 160-177 

168 

 
Turnover 

intention 

Emotional 

Intelligence 
Machiavellianism Narcissism  Psychopathy 

X1 -0.326 0.866 -0.342 -0.259 -0.328 

X2 -0.393 0.776 -0.324 -0.301 -0.351 

X3 -0.426 0.891 -0.492 -0.365 -0.446 

X4 -0.339 0.878 -0.466 -0.281 -0.447 

Z1.1 0.605 -0.466 0.920 0.578 0.719 

Z1.2 0.554 -0.473 0.918 0.543 0.703 

Z1.3 0.541 -0.341 0.827 0.781 0.617 

Z1.4 0.487 -0.431 0.886 0.553 0.697 

Z2.1 0.470 -0.348 0.646 0.927 0.460 

Z2.2 0.385 -0.278 0.503 0.892 0.386 

Z2.3 0.489 -0.302 0.622 0.909 0.536 

Z2.4 0.509 -0.360 0.694 0.909 0.537 

Z3.1 0.597 -0.425 0.711 0.481 0.896 

Z3.2 0.541 -0.473 0.728 0.476 0.906 

Z3.3 0.455 -0.306 0.561 0.434 0.811 

Z3.4 0.521 -0.409 0.680 0.473 0.883 

 

b.  Average Variance Extracted Values 

An alternative approach to evaluating discriminant validity involves comparing the AVE value for each construct with 

its correlations with other constructs in the model. Discriminant validity is considered adequate if the AVE value for 

each construct exceeds 0.50 and is greater than its shared variance with any other construct, as presented in Table 3.  

 

Table 3 

 Average Variance Extracted Values 

 

Research Variables AVE 

Turnover intention (Y) 0,803 

Emotional Intelligence (X) 0,729 

Machiavellianism (Z1) 0,789  

Narcissism (Z2) 0,827  

Psychopathy (Z3) 0,765  

 

Table 3 explained that the AVE value of the variable’s turnover intention, emotional intelligence, Machiavellianism, 

narcissism, and psychopathy has an AVE > 0.50, indicating that the model meets the criteria for good convergent 

validity. 

 

c.  Composite Reliability 

The variable reliability test was assessed by composite reliability and Cronbach's alpha of the indicator block that 

measures variables. Composite reliability is used to measure the internal consistency of measuring instruments (Hair 

et al. 2017:123). A measuring instrument is said to be reliable if the composite reliability value exceeds 0.70 (Hair et 

al. 2017:127). 

 

Table 4 

Summary of Composite Reliability Test 

 

Variables 
Composite 

Reliability 

Cronbach’s 

Alpha 
Explanation 

Turnover intention (Y) 0,953 0,939 Reliable 

Emotional Intelligence (X) 0,915 0,876 Reliable 

Machiavellianism (Z1) 0,937  0,911  Reliable 

Narcissism (Z2) 0,950  0,931  Reliable 

Psychopathy (Z3) 0,929  0,898  Reliable 
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The results for the variables exceeded 0.70, indicating that the variables demonstrate good reliability. 

 

Evaluation of Measurement Model (Inner Model) 

 

The inner assessment of the model was conducted using the R-squared value, which serves as an indicator of the 

model’s goodness of fit. The R-square model of the PLS can be evaluated by looking at the R-square predictive 

relevance for the variable model. R-squared measures how well the observed value is produced by the model and also 

the estimation of its parameters. 

 

a. R-Square 

R-Square value (R2) aims to measure the correlation value of endogenous variables resulting from the PLS estimation 

of each path.  It ranges from 0 to 1, with the assumption higher R2 means a better research structural model. The results 

of the R-squared value can be seen in Table 5. 

 

Table 5  

R-square Result  

 

Variable R Square 

Machiavellianism (Z1) 0,234 

Narcissism (Z2) 0,127 

Psychopathy(Z3) 0,218 

Turnover intention (Y) 0,454 

 

b. Q-Square predictive relevance 

Q-Square predictive relevance (Q2) is used to measure how well the observation value is produced by the model and 

the estimation of its parameters. If the Q2 value > 0 (zero) indicates that the model is worthy of being said to have a 

predictive relevance value; on the other hand, if the Q2 value < 0 (zero) indicates that the model lacks predictive 

relevance (Hair et al. 2017). The model of the influence of emotional intelligence, Machiavellianism, narcissism, and 

psychopathy on turnover intention gives an R-square value as listed in Table 5, then the Q-Square predictive relevance 

value can be known as follows. 

 

Q2 = 1 – (1 – R2
1) (1 – R2

2) (1 – R2
3) (1 – R2

4) 

= 1 – (1-0,234) (1-0,127) (1-0,218) (1-0,454) 

= 1 – (0,766) (0,873) (0,782) (0,546) 

= 1 – 0,285 = 0,715 

 

The result of the Q2 calculation of 0.715 can be concluded that emotional intelligence, Machiavellianism, narcissism, 

and psychopathy towards turnover intention in this study have a relevant predictive value of 71.5% so that it can 

explain the information in this study and is classified as very strong. 

 

Hypothesis Testing 

 

Hypothesis testing was conducted using the p-statistics (p-value) approach. If in this test a p-value of < 0.05 or a t-

statistic of > 1.96 is obtained, it means that the test is significant. The results of the research empirical model using this 

PLS analysis tool produced the following:  
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Figure 4. Bootstrapping Test Results 

Direct Impact Testing 

The results of the research hypothesis test are shown in Table 6. 

 

Table 6 

Summary of Hypothesis Test Result 

 

Discussion 

The effect of emotional intelligence on turnover intention   

 

The research findings indicate that the data analysis H1 accepted, demonstrating that emotional intelligence has a 

significant negative effect on the turnover intention of IHG employees. The results of the study prove that the increase 

in emotional intelligence possessed by employees will influence the decrease in the turnover intention of IHG 

employees. Employees at IHG are able to control their emotions so that they can handle difficulties rationally 

(logically). Good emotion regulation contributes to creating a stable work environment and can reduce the intention of 

employees to stop working from the company. The result of this study confirms social exchange theory that individuals 

with high emotional intelligence tend to have lower turnover intention, as they feel valued and emotionally fulfilled 

by the organization, which reinforces a sense of reciprocal exchange. The result of this study confirms job demand-

resources theory too that emotional intelligence helps individuals manage stress and adapt to job demands. In the 

hospitality industry, especially at IHG, employees face high demands such as intense workloads, premium service 

Hypothesis 
Original 

Sample 
t-statistic p-values Explanation 

H1 Emotional Intelligence -> Turnover intention -0,140 2,268 0,024 Significant 

H2a Emotional Intelligence -> Machiavellianism -0,484 7,764 0,000 Significant 

H2b Machiavellianism -> Turnover intention 0,213 2,417 0,016 Significant 

H3a Emotional Intelligence -> Narcissism  -0,357 5,729 0,000 Significant 

H3b Narcissism -> Turnover intention 0,162 2,370 0,019 Significant 

H4a Emotional Intelligence -> Psychopathy -0,467 7,570 0,000 Significant 

H4b Psychopathy -> Turnover intention 0,291 3,696 0,000 Significant 
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expectations, and the need to always remain professional. Without sufficient resources, these conditions can lead to 

emotional exhaustion and increase turnover intention. 

 

The role of Machiavellianism in mediating the influence of emotional intelligence on turnover intention 

 

The research findings indicate that the data analysis H2a accepted, demonstrating that emotional intelligence has a 

significant negative effect on the Machiavellianism of IHG employees. The results of the study prove that the increase 

in emotional intelligence possessed by employees will influence the decrease in the Machiavellianism of IHG 

employees. Employees can set their own career goals and strive to achieve them through professional and ethical 

means, as reflected in the low levels of conflict related to Machiavellian behavior. The result of this study confirms 

the job demand-resources theory that emotional intelligence can help individuals manage and cope with existing job 

demands. However, the presence of individuals with high levels of Machiavellianism may contribute to an increase in 

perceived job demands.  

The research findings indicate that the data analysis H2b accepted, demonstrating that Machiavellianism has a 

significant positive effect on the turnover intention of IHG employees. The results of the study prove that the increase 

in Machiavellianism possessed by employees will affect the increase in the turnover intention of IHG employees. The 

result of this study confirms social exchange theory that Individuals with Machiavellian tendencies tend to disregard 

emotional reciprocity in relationships, making it more difficult for them to establish healthy social exchanges with the 

organization. They are also more sensitive to changes that diminish their sense of security or trust in the organization, 

which makes them more susceptible to increased turnover intention compared to individuals with lower levels of 

Machiavellianism. Based on Hair et al. (2017), Machiavellianism is found to partially and competitively mediate the 

relationship between emotional intelligence and turnover intention. 

 

The role of narcissism in mediating the influence of emotional intelligence on turnover intention 

 

The research findings indicate that the data analysis H3a accepted, demonstrating that emotional intelligence has a 

significant negative effect on the narcissism of IHG employees. The results of the study prove that the increase in 

emotional intelligence possessed by employees will have an effect on the decrease in narcissism of IHG employees. 

High emotional intelligence among employees at IHG can reduce levels of vulnerable narcissism, as employees are 

better able to regulate emotions, accept criticism, and cope with the high turnover. The result of this study confirms 

the job demand-resources theory that High job demands can lead to stress that impairs emotional regulation, making 

individuals more sensitive to failure or criticism and more prone to frustration, characteristics commonly associated 

with vulnerable narcissism.  

The research findings indicate that the data analysis H3b accepted, demonstrating that narcissism has a significant 

positive effect on the turnover intention of IHG employees. The results of the study prove that the increase in narcissism 

possessed by employees will have an effect on the increase in the turnover intention of IHG employees. The result of 

this study confirms social exchange theory that narcissistic behavior reflects an imbalance in reciprocal relationships, 

as individuals tend to focus more on what they receive rather than what they contribute. When their expectations for 

recognition or reward from the organization are not met, employees with narcissistic traits are more likely to experience 

disappointment and are quicker to decide to leave the organization. Based on Hair et al. (2017), narcissism is found to 

partially and competitively mediate the relationship between emotional intelligence and turnover intention. 

 

The role of psychopathy in mediating the influence of emotional intelligence on turnover intention 

 

The research findings indicate that the data analysis H4a accepted, demonstrating that emotional intelligence has a 

significant negative effect on the psychopathy of IHG employees. The results of the study prove that the increase in 

emotional intelligence possessed by employees will have an effect on the decrease in psychopathy of IHG employees. 

With high emotional intelligence, employees are able to manage negative feelings such as indifference and a lack of 

empathy. The result of this study confirms the job demand-resources theory that High job demands, if not properly 

managed, can suppress emotional intelligence and lead to impulsive, aggressive behaviors, potentially triggering 

psychopathic tendencies. On the other hand, high job resources can enhance emotional intelligence and reduce the 

likelihood of individuals exhibiting psychopathic traits. 
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The research findings indicate that the data analysis H4b accepted, demonstrating that psychopathy has a significant 

positive effect on the turnover intention of IHG employees. The results of the study prove that the increase in 

psychopathy possessed by employees will affect the increase in the turnover intention of IHG employees. Employees 

with higher levels of psychopathic tendencies are less likely to build strong interpersonal relationships, show little 

concern for team dynamics, and lack a sense of emotional responsibility toward the workplace. The result of this study 

confirms social exchange theory that Individuals with psychopathic tendencies typically exhibit disregard for social 

norms, low empathy, and a lack of loyalty and sense of responsibility toward the organization. Within the framework 

of Social Exchange Theory, this results in an unbalanced relationship, as such individuals are not motivated to 

reciprocate the organization’s support positively. Based on the theory of Hair et al. (2017), it can be seen that 

psychopathy can mediate in a partially competitive manner the influence of emotional intelligence on turnover 

intention. 

 

 

4   Conclusion 
 

The findings of this study indicate that emotional intelligence has a significant negative effect on the turnover intention 

of IHG employees. Machiavellianism partially and competitively mediates the relationship between emotional 

intelligence and turnover intention, suggesting that employees with higher emotional intelligence tend to exhibit lower 

levels of Machiavellianism, which indirectly reduces their intention to leave. In addition, both narcissism and 

psychopathy also partially and competitively mediate the effect of emotional intelligence on turnover intention 

The implications of this research provide theoretical implications regarding Social Exchange Theory, Job Demand 

and Resources theory, and the development of Human Resource Management Science related to emotional 

intelligence, Machiavellianism, narcissism, psychopathy, and turnover intention. The results of the study contribute 

and confirm Social Exchange Theory, which states that social relationships as reciprocal processes based on fairness 

and balance. However, individuals with dark triad personality traits often distort this principle for personal gain, 

exploiting relationships without regard for fairness or mutual benefit. This behavior can damage social relations within 

the organization and ultimately increase turnover intention. The results of this study contribute to empirical studies 

and strengthen the results of previous studies. In particular, this study strengthens the development of mediation models 

in the context of the dark triad.   

The result of this study can be practically utilized by IHG as input and consideration for human resource 

management strategies aimed at reducing employee turnover within the organization. The research findings conclude 

that employees of IHG generally perceive their emotional intelligence to be high and their turnover intention to be 

moderately high. Meanwhile, perceptions of Machiavellianism and psychopathy are relatively low, while narcissism 

is perceived to be moderately high. The company should design programs that support the enhancement of employees’ 

emotional intelligence to reduce dark triad personality traits, thereby decreasing employees’ intention to leave the 

organization. 

 

Limitation 

 

This study has limitations that should be considered for future research. First, the scope of the research was limited to 

employees of IHG, which may affect the generalization of the findings. Results could differ if the study were conducted 

in other hotel chains or sectors within the hospitality industry. Second, the study focused only on the mediating roles 

of Machiavellianism, narcissism, and psychopathy in the relationship between emotional intelligence and turnover 

intention. Numerous other variables may influence turnover intention, which could be explored in future studies 

involving hospitality employees. Third, the research was conducted using a cross-sectional design, capturing data at a 

single point in time. Given the dynamic nature of organizational environments, future research is recommended to 

adopt a longitudinal approach to better understand changes and trends over time. 
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