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Abstract: - The Purpose of this research is to analyze and examine the Influence of Employee Individual Performance and Staff
Turnover Intentions on Dysfunctional Audit Behavior among auditors working for one to five years at Public Accountant Firm in
Jakarta and Bandung. The sample of this study is auditor who working for one to five years at Public Accountant Firm in Jakarta
and Bandung by using purposive sampling. Data collecting was carried out by questionnaire were submitted directly. This study
performed in 79 auditors who works for one to five years at Public Accountant Firm in Jakarta and Bandung. The research
method is explanatory descriptive. This study also apply multiple regression analysis. Based on data analysis result, it can be
concluded that Employee Individual Performance and Staff Turnover Intentions both simultaneously and partially give impacts to
Dysfuctional Audit Behavior among auditors working for one until five years at public accountant firm in Jakarta and Bandung.
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1. INTRODUCTION
A public accountant is demanded to maintain the profile of
accountant profession which has become the doty of all
public accountants. However, it could be deteriorate when
dysfunctional audit behavior occured. According to Diaz
Priantara [1] the existence of public accountants is highly
dependent on public trust in the professional of public
accountants. According to Farhan [2], many financial
statements received unqualified opinion from public
accountants. However, after the opinion was released, the
company went bankrupt. This indicates that there was an
irregularity in the process of auditing the financial
statements. In fact, there are many dysfunctional in audit
behavior carried out by public accountants both on a national
and international scope since twenty years ago until now,
including international scandals such as the Enron,
Worldcom scandals, and national scandals such as, Global
Bank, Kimia Farma, SNP Finance .
Those crime lead to the loss of trust to the profession of
public accountant and the less positive response to the audit
opinion for it is assumed that all auditors may
misappropriately perform their audit [3].
One example of manipulation presented in Enron's
financial statements left by its public accountant [4]. The
main concern is to bring back the trust to the public
accountant profession. The dysfunctional audit behavior
cases stated above show the personal characteristics of an
auditor contributes to the dysfunctionally performed audit

[5].
This study analyzes the employee individual performance
and staff turn over intentions influance toward the
dysfunctional audit behavior. Both issues engage to the
reduction quality of an audit. It is the low individual
performance of an auditor heads to the dysfunctional audit
behavior even though it may conduct to the risk of his
dismissal.
Based on the above reasons, this study is still relevant if
the author is interested in conducting study on the influence
of employee individual performance and staff turn over
intentions on dysfunctional audit behavior among auditors
working for one to five years in public accountant firm
located in Bandung and Jakarta.
II. LITERATURE REVIEWS
Employee Performance
According to Marwansyah [6[, performance is a person
achievement as the result from the tasks given to him.
Achievement can also be seen as the combination of the work
result, which someone has to achieve, and the competence,
which means the way how to achieve. According to
Donnelly, David P.Jeffrey J Quirin and David O’Bryan[3],
performance is defined as the level of success someone got
by doing the tasks and as the ability to reach the goals/aims
given before. Performance can be regarded as successful and
good if the desired goals/aims are achieved well.
According to those definitions, an employee’s
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performance means the result of a work achieved in doing the
tasks and responsibilities based on the desired goals. For
example: an auditor’s performance means the work’s result
of an auditor in doing his/her tasks and responsibilities given
in order to achieve the standard of a qualified audit.
According to Mangkunegara [7] the characteristics of a
person who owns a high working performance are having a
high personal responsibility, dare to take and bear the future
risks, having realistic goal(s), having a comprehensive work
plans and strive to manage and accomplish the goals, making
advantage of the actual feedbacks in any working activities,
find opportunities to bring about the arranged plans.
Turnover Intentions
According to Sopiah and Sangaji [8] “Turnover Intentions
basically has the same principle with the intention of an
employee to move from one working place to another. The
intention has not reached the realization phase but it is a form
of employee’s intention to move to another company.
According to Henry Simamora’s [9] definition, it is a
movement crossing the line of membership from an
organization.
Harnoto[10] said: “turnover intentions is a level or
intensity from an intention to get out of the company, there
are many reasons that cause the emergence of turnover
intentions and between them is the intention to get a better
job.
According to Harnoto [10]: “Turnover intensions are
marked by various things related to the employee’s behavior,
for example:
1. Increasing absent
2. Lack of Motivation at Work
3. Frequently Violate the Rules in the Workplace
4. Frequent Protests Against Their Leaders
5. Unusually Positive Behaviors
Dysfuctional in Audit Behaviors
According to Mulyadi [11], a dysfunctional in productivity
resulting in failure in achieving target needs to be analyzed
thoroughly, in order to find the real cause of the dysfuctional.
And also, a proper action to handle the dysfuctional needs to
be taken immediately. Destructive dysfuctional are signals
for danger, thus we need further investigations to identify the
real source of the problem. According to Donnelly, David
P.Jeffrey J Quirin and David O’Bryan [3], dysfunctional
behaviors done by an auditor are behaviors which allow
dysfunctional to happen in an auditing process. The
dysfunctional allowed are dysfunctional which decrease the
quality of an audit report both directly and indirectly, and
also dysfunctional which could cause trust issue between the
user and the report itself. According to Arens et al [12],

dysfunctional behaviors are every action done by an auditor
in auditing process which reduce or degrade the quality of the
audit both directly and indirectly. Some study show that
dysfunctional in an audit such as changing basic procedures
on the field, filing a shorter than the reality duration of an
auditing process, insufficient proof collection and hasty
auditing process that fails to complete all of the procedures
provided. The final steps of performance assessment are
deciding actions to encourage the wanted behaviors and
prevent the unwanted behaviors from happening again.
METHODOLOGY
This study aimed to examine and analyze how significant
the influence of Employee Individual Performance and Staff
Turnover Intentions on Dysfunctional Audit Behavior among
auditors working for one to five years at Public Accountant
Firm in Jakarta and Bandung. Based on the research
objectives, this type of study was explanatory descriptive.
Data collecting was carried out by questionnaire were
submitted directly. Sugiyono [13] said that the questionnaire
is a data collection technique that is done by giving a set of
questions or written statements to respondents to be
answered. Data analysis carried out in this study were
validity, reliability, classical assumption, and Pearson
correlation test.
RESULT ANALYSIS AND DISCUSSIONS
The objective of this study was to test and find out how
significant the influence Employee Individual Performance
and Staff Turnover Intentions on Dysfunctional Audit
Behavior This study performed in 79 auditors who works for
one to five years at Public Accountant Firm in Jakarta and
Bandung. The results of the validity test of all dimensions of
the Employee Individual Performance variables , Staff
Turnover Intentions variables and Dysfunctional Audit
Behavior variables in this study were declared valid because
the grain value was greater than 0.3. The reliability test
results of the Employee Individual Performance variables ,
Staff Turnover Intentions variables and Dysfunctional Audit
Behavior variables in this study showed a Cronbach Alpha
value of> 0.7 so that the data used in this study were reliable.
The hypothesis in this study were:
H1: There is a significant influence of employee individual
performance on dysfunctional audit behavior.
H2: There is a significant influence of staff turnover
intentions on dysfunctional audit behavior.
In this study the F test shows that employee individual
performance and staff turnover intentions significantly
influence to dysfunctional audit behavior ( results sig 0,000
<5%).
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In this study, the partial significance test (t test) shows
that:
1. employee individual performance has a significant
influence on dysfunctional audit behavior ( sig 0,000 <5%)
2. Staff Turnover Intentions has a significant influence on
dysfunctional audit behavior ( sig 0,000 <5)
Employee individual performance and turnover intentions
simultaneously or partially have a significant effect on
dysfunctional audit behavior thus hypotheses H1 and H2 are
accepted.
CONCLUSIONS
Dysfunctional
in audit behavior are influenced by
personal characteristics of auditors, including employee
individual performance and staff turnover intentions.
Good employee individual performance will reduce
dysfunctional audit behavior so that performance appraisal is
needed. Employee individual performance appraisal is
needed to evaluate how effectively the employee has
performed his duties and responsibilities in achieving the
desired organizational goals so that he can immediately take
action if there are irregularities in the implementation of
employee individual performance.
Turnover intentions are characterized by a variety of
matters concerning employee behavior, including: increased
attendance, getting lazy at work, increased violations of work
order,increased protests against superiors, positive behavior
that is very different from usual. These characteristics
indicate that employees will carry out turnover intentions.
In this study, it is concluded that Employee’s Individual
Performance and Staff Turnover Intentions simultaneously
and partially is positively and significantly related to
Dysfunctional Audit Behavior among auditors working for
one to five years at Public Accountant Firm in Jakarta and
Bandung.This supports the research done by Yuke Irawati
and Thio Anastasia Petronila Mukhlasin [5] which stated
that there is a positive and significant relation between
employee’s performance and turnover intentions to
dysfunctional audit behavior. The employee’s Individual
performance and staff turnover intentions effect
in
dysfunctional audit behavior by 62,5%, the rest is influenced
by other factors.
For further study is expected to increase the number of
personal characteristics variables and increase the number of
samples
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