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Abstract

India’s aspiration to achieve developed-nation status by 2047 the centenary of its independence "depends
on the nation’s ability to combine economic expansion with ecological balance. Climate change, manifested
through temperature rise, irregular monsoons, sea-level increase, and resource scarcity, presents a profound
challenge to sustainable development. In parallel, conventional industrial practices relying on toxic chemicals
and fossil-based processes have aggravated Environmental degradation. This paper explores how integrating
green chemistry with climate science can create the scientific base for a resilient and developed India. It
analyses India’s climate vulnerabilities, explains the principles of green chemistry, and illustrates how their
intersection can support clean industrialisation. The paper further outlines sector-wise applications and policy
recommendations. It concludes that a “green chemistry-driven, climate-resilient economy” provides a credible
and scientific pathway toward a developed India by 2047.
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Introduction

Employee turnover has become one of the most critical challenges facing organizations in India today. It
refers to the rate at which employees leave an organization and are replaced by new hires (Dess & Shaw,
2001). High employee turnover not only increases operational costs but also disrupts organizational
productivity, team morale, and the continuity of institutional knowledge (Allen, Bryant, & Vardaman, 2010).
In the Indian context, where industries such as Information Technology (IT) and IT-enabled Services (ITeS)
dominate the employment landscape, managing employee turnover is of strategic importance for sustaining
competitiveness and organizational performance.

According to Deloitte India’s Talent Outlook Survey (2024), the overall attrition rate in India Inc. declined to
17.4% in 2024, compared to 18.1% in 2023 and 20.2% in 2022 (The Economic Times, 2024a). The I'T/ ITeS
sector, which historically recorded the highest attrition levels due to high demand for skilled professionals,
also experienced a decline from 19.3% in 2023 to 15.1% in 2024 (The Economic Times, 2024b). Within the
ITeS sub-sector specifically, attrition dropped further to 10.8% in 2024 from 18.7% in 2023 (The Economic
Times, 2024b). These figures reflect a temporary stabilization in workforce movement, influenced by factors
such as global economic Slowdown, remote working policies, and increased retention initiatives within
companies.

The Indian IT industry, employing over 5.4 million professionals as of 2024, remains particularly vulnerable
to high turnover due to factors like intense competition, skill-based wage disparities, and shifting employee
expectations (NASSCOM, 2024). Studies suggest that key determinants of turnover include job
dissatisfaction, poor managerial practices, limited career growth, and inadequate compensation (Mobley,
2011; Griffeth, Hom, & Gaertner, 2000). Furthermore, the post-pandemic shift toward hybrid and remote work
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models has reshaped how employees perceive job satisfaction and work—life balance (Carnevale & Hatak,
2020). Flexible work arrangements have become a key determinant of retention, with employees increasingly
prioritizing autonomy, purpose, and wellbeing over traditional incentives (Tett & Meyer, 1993).

Given these evolving trends, organizations must adopt evidence-based retention strategies, including
competitive compensation structures, career development opportunities, employee recognition programs, and
flexible workplace policies (Hausknecht, Rodda, & Howard, 2009).

The current study examines the It seeks to identify the factors influencing turnover intentions and retention
under hybrid work arrangements, providing empirical insights that can help Indian organizations design
effective HR strategies to minimize turnover and enhance long-term employee engagement.

Figure-1
Attrition Trends in India Inc. and IT/ITeS Sector (2021-2024)
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I. What Makes Employees Leave? An Analytical Perspective in the Indian Context

Employee turnover has remained a critical challenge for organizations across industries, and the phenomenon
has been extensively examined by both international and Indian researchers. While global studies have focused
on the antecedents of turnover behavior and its implications for organizational performance (Mobley, 1977;
Griffeth & Hom, 2001), recent Indian studies emphasize the role of job satisfaction, leadership style, work
stress, and career progression as major determinants (Kumar & Arora, 2022; Singh & Gupta, 2023).

1. Job Expectations and Mismatch-Employees often leave when their workplace experience does not align
with their initial expectations. In Indian IT and education sectors, new entrants frequently report a discrepancy
between job description and actual work, leading to early attrition (Sharma & Mehta, 2021). Limited feedback,
lack of mentoring, and inadequate recognition further exacerbate dissatisfaction (Pandey & Krishna, 2023).
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This mismatch between job and person contributes to decreased engagement, which eventually manifests as
turnover intention.

2. Training, Feedback, and Growth Opportunities-Empirical evidence from Indian organizations
highlights that training and career development are among the strongest predictors of employee retention (Nair
& Joseph, 2020). Inadequate skill enhancement and lack of performance feedback reduce employees’
perceived organizational support. Particularly in the hybrid work environment post-COVID-19, employees
have sought continuous learning and digital upskilling as indicators of organizational commitment to growth
(Khatri & Sharma, 2023).

3. Job Satisfaction and Organizational Commitment-Job satisfaction continues to play a central role in
employee retention models. Indian studies reveal a negative association between job satisfaction and turnover
intention (Kumar & Bhatnagar, 2022). Factors such as fair compensation, recognition, autonomy, and
supportive supervision influence satisfaction levels. Moreover, employees dissatisfied with job characteristics
such as work-life balance or task autonomy are more likely to consider alternative employment (Srivastava &
Raj, 2021).

4. Leadership and Trust-Trust in leadership has emerged as a dominant psychological factor influencing
employee decisions to stay or leave (Rao & Menon, 2021). In Indian firms, authoritarian or transactional
leadership styles often lead to reduced organizational commitment, while transformational and participative
leaders foster loyalty and engagement (Chatterjee & Saha, 2022). The absence of transparent communication
and empathy from leaders contributes significantly to voluntary resignations, especially among millennials
and Gen Z employees who value authenticity and trust.

5. Work Stress, Burnout, and Work-Life Balance-Work-related stress is another major determinant of
turnover. Indian employees, particularly in the IT, healthcare, and education sectors, experience high burnout
levels due to long working hours, unrealistic deadlines, and insufficient recovery time (Patel et al., 2023).
Studies show that chronic stress impairs job satisfaction, mental health, and overall performance (Rajesh &
Reddy, 2022). The imbalance between personal and professional life — worsened during the hybrid work
shift — has led to increased attrition rates among both male and female employees (Bhattacharya, 2023).

6. Salary Rewards, and Job Security-Monetary dissatisfaction remains a traditional yet potent driver of
turnover. According to a 2023 survey by the Confederation of Indian Industry (CII), over 48% of employees
cited inadequate salary growth and lack of financial incentives as their primary reason for switching jobs. In
the Indian context, financial stability is closely tied to job satisfaction and perceived fairness. Furthermore,
job insecurity, especially in the private sector during economic downturns, reinforces the intention to seek
alternative employment (Joshi & Deshmukh, 2021).

7. Work Environment and Organizational Culture-The quality of the work environment — including
interpersonal relations, management style, and organizational ethics — strongly affects employees’
attachment to the organization. Toxic or non-inclusive environments characterized by favoritism or lack of
communication are correlated with higher turnover intentions (Rani&Sharma, 2020). In contrast,
organizations that foster psychological safety, team cohesion, and inclusiveness tend to retain employees
longer (Pandey & Krishna, 2023).

8. Group Cohesion and Team Dynamics-Large teams often experience reduced social cohesion and lower

morale, resulting in disengagement and turnover. In Indian service organizations, employees in smaller,
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cohesive teams report higher satisfaction and lower attrition (Malhotra & Jain, 2022). Team-level factors such
as communication, mutual trust, and collective efficacy directly affect turnover rates.

9. Family and Personal Life Factors-Cultural expectations and family responsibilities also influence
turnover intentions in India. Dual-career couples, parental obligations, and relocation due to spouse transfers
are increasingly recognized as non-work-related causes of turnover (Srinivasan & Pillai, 2022). Flexible
scheduling, telecommuting, and family-friendly HR policies can mitigate these effects.

10. Integrated Understanding-Overall, employee turnover in the Indian context is multi-dimensional,
influenced by both organizational and personal factors. These include job satisfaction, leadership trust, stress
and burnout, financial compensation, and work-life balance. The interplay between these factors varies by
industry and employee demographics, highlighting the need for context-specific retention strategies.

No. Causes Key Indian Studies Supporting Evidence

1 Training and Feedback Nair & Joseph (2020); Pandey & Krishna (2023)

2 Job Satisfaction Srivastava & Raj (2021); Kumar & Bhatnagar (2022)
3 Trust and Leadership Rao & Menon (2021); Chatterjee & Saha (2022)

4 Work Stress and Burnout Rajesh & Reddy (2022); Patel et al. (2023)

5 Salary and Rewards Joshi & Deshmukh (2021); CII Report (2023)

6 Working Environment Rani & Sharma (2020); Pandey & Krishna (2023)

7 Group Cohesion Malhotra & Jain (2022)

8 Family Pressure and Balance Srinivasan & Pillai (2022); Bhattacharya (2023)

II. The Importance of Employee Turnover: An Indian Perspective-Employee turnover is not merely an
operational concern but a strategic organizational issue that directly influences productivity, morale, and long-
term sustainability. Employee behavior, beliefs, and values shape both individual and collective performance,
thereby influencing the efficiency and effectiveness of organizational operations (Gupta & Sharma, 2022).
High turnover rates in particular sectors such as IT, banking, healthcare, and education have created pressing
challenges for Indian employers, including loss of institutional knowledge, decline in customer satisfaction,
and increased financial strain (NASSCOM, 2024; PwC India, 2023).

1. Financial and Productivity Implications-One of the most significant impacts of employee turnover is the
economic cost associated with employee replacement. In the Indian context, estimates indicate that replacing
a mid-level employee can cost organizations 50% to 200% of the employee’s annual salary, depending on
skill specialization (Deloitte India, 2023). These costs include recruitment, onboarding, training, and the
temporary decline in productivity during transition periods. Moreover, high turnover rates lead to
inefficiencies in workflow continuity, as new employees often require three to six months to reach full
productivity (FICCI, 2024).

A study by the Confederation of Indian Industry (CII, 2023) found that companies experiencing annual
turnover rates above 20% reported a 12—-15% decline in overall productivity compared to firms with stable

workforces. The cost of lost productivity, compounded by higher recruitment expenses, reduces profit margins
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and strains liquidity positions (Joshi & Deshmukh, 2022). Additionally, continuous employee exits lead to the
erosion of organizational memory — the tacit knowledge processes, and relationship capital that are critical
for maintaining a competitive advantage (Kumar & Bhatnagar, 2022).

2. Impact on Customer Service and Organizational Reputation-Employee turnover affects not only
internal performance but also customer satisfaction and service quality. Research conducted in the Indian retail
and banking sectors shows that frequent staff turnover disrupts customer relationships and reduces service
consistency (Sharma & Mehta, 2023). Customers interacting with newly hired, less experienced employees
often perceive a decline in service quality, leading to lower satisfaction and loyalty levels.

A 2024 report by Korn Ferry India revealed that a 10% increase in employee turnover in customer-facing roles
correlates with a 6% drop in customer satisfaction scores and a 4% decline in repeat business. Similar findings
were observed in the hospitality sector, where high attrition undermined guest experience and brand reputation
(Singh & Gupta, 2023).

3. Effects on Remaining Employees and Morale-Frequent turnover places additional workloads on
remaining employees, resulting in job stress, burnout, and declining morale (Patel et al., 2023). Overburdened
employees often experience decreased motivation and engagement, which in turn heightens turnover
intentions, creating a self-reinforcing attrition cycle (Rani & Sharma, 2020). In Indian IT companies,
particularly those operating in hybrid or remote work settings, these stressors are compounded by
communication barriers and blurred work-life boundaries (Bhattacharya, 2023).

Low morale also affects team collaboration and innovation capacity. When experienced employees leave,
teams lose not only skill depth but also the mentorship and informal knowledge networks that help integrate
new hires efficiently (Srivastava & Raj, 2021).

4. Strategic and Competitive Consequences-From a strategic viewpoint, uncontrolled turnover can hinder
an organization’s ability to sustain competitive advantage. In knowledge-driven industries like IT, financial
services, and pharmaceuticals — where intellectual capital is a primary asset — high attrition can slow
innovation cycles and project delivery timelines (NASSCOM, 2024). Moreover, leadership instability caused
by turnover in senior roles can destabilize organizational direction and affect investor confidence (Rao &
Menon, 2021).

Firms with high turnover also face reputational risks in the employer market. Poor retention signals weak HR
policies and can make it difficult to attract top talent, creating a long-term talent pipeline challenge (Chatterjee
& Saha, 2022).

5. Socio-Psychological Impact-Beyond economics, employee turnover has deep socio-psychological
implications. Continuous exits erode trust, increase uncertainty, and disrupt social cohesion within the
workplace (Pandey & Krishna, 2023). Employees who witness frequent departures may experience a sense of
insecurity, questioning the organization’s stability and fairness. This dynamic particularly affects younger
employees in India, who increasingly prioritize psychological safety and growth opportunities over mere
financial incentives (Khatri & Sharma, 2023).

6. Mitigating the Negative Impact-Given the multidimensional impact of turnover, Indian organizations are
increasingly adopting retention-focused HR strategies. These include:

o Strengthening employee engagement through transparent communication.

o Investing in career progression frameworks and reskilling initiatives.
..o ________________________________________________|
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e  Promoting work-life balance via hybrid flexibility and wellness programs.
o Implementing data-driven retention analytics to predict and prevent voluntary exits (PwC India, 2023).

Such proactive retention strategies not only reduce turnover costs but also enhance organizational resilience,
productivity, and brand image.

Table-1
Economic and Non-Economic Consequences of High Employee Turnover in Indian Organizations
(2024)
Consequence Key Effects Observed in India Supporting Studies/Reports

Type

Financial Recruitment & training costs up to 200% | Deloitte India (2023); FICCI (2024)
of annual salary

Productivity | 12—15% decline in output in high- CII (2023); Joshi & Deshmukh
turnover firms (2022)
Customer 6% drop in satisfaction; 4% drop in Korn Ferry (2024); Sharma &
Impact repeat business Mehta (2023)
Employee Burnout and stress lead to attrition cycles | Patel et al. (2023); Bhattacharya
Morale (2023)
Strategic Reduced innovation, weaker talent NASSCOM (2024); Rao & Menon
pipeline (2021)

RETENTION STRATEGIES-Employee retention has emerged as one of the most critical challenges in the Indian
corporate sector, particularly in the IT industry where hybrid and flexible work arrangements have redefined
employee expectations. The success of Indian organizations today depends not only on technological
efficiency but also on their ability to retain talented and motivated employees who contribute to long-term
growth and innovation.

According to Human Capital Theory (Becker,]), investment in employees through skill development and
training enhances both individual and organizational performance. In the Indian context, organizations such
as Infosys, TCS, and Wipro have institutionalized structured training and upskilling programs that promote
employee growth and reduce attrition. Employee turnover, being expensive and disruptive, motivates Indian
organizations to design comprehensive strategies to develop, retain, and reward employees effectively.

1. Training and Career Development: Continuous learning and professional development are integral to
retaining IT professionals in India. Regular training, mentoring, and internal mobility programs not only
enhance technical competencies but also strengthen employees’ emotional attachment to their organizations
[118], [119]. Employees who perceive career advancement opportunities are more likely to remain loyal and
engaged.

©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 137



eISSN 2583-6986
IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

2. Employee Engagement and Empowerment: Engagement strategies such as participative decision-
making, team-based projects and empowerment initiatives improve employees’ sense of belonging and
ownership. Indian IT firms increasingly adopt participative leadership and project-based recognition systems
that encourage innovation and foster engagement [136], [137]. Employees who feel appreciated and included
demonstrate stronger commitment and reduced turnover intentions.

3. Work Environment and Organizational Culture: A positive and supportive work environment plays a
vital role in employee retention. In the hybrid model, where employees divide their time between home and
office, the perception of a psychologically safe and inclusive work environment has become even more critical
Indian organizations are focusing on flexibility, work-life balance, and ergonomic office designs to enhance
job satisfaction and commitment Supportive leadership, team collaboration, and open communication
significantly improve retention levels

4. Rewards, Recognition, and Compensation: Monetary and non-monetary rewards remain strong
motivators for Indian employees. Competitive pay, performance-linked incentives, and recognition programs
(such as “Employee of the Month,” spot bonuses, or public appreciation) enhance motivation and retention.
In addition, organizations are introducing flexible benefits and family-friendly policies to support employees’
personal well-being [131].

5. Job Satisfaction and Work-Life Balance: Job satisfaction is a proven predictor of retention in Indian
organizations. Factors such as meaningful work, fair supervision, and manageable workload significantly
influence employees’ decisions to stay [15], [152], [153]. The hybrid workspace has blurred traditional work-
life boundaries, making flexible scheduling and remote support systems essential components of retention
strategies.

6. Organizational Commitment and Job Involvement: Indian employees with higher levels of job
involvement and organizational commitment are less likely to leave Strategies such as transparent
communication, inclusive leadership, and clear career progression pathways reinforce employees’ emotional
connection with their work when employees identify with their organization’s vision and values, their loyalty
and contribution increase substantially.

7. Health, Well-being, and Psychological Safety: Recent studies in India highlight that stress and burnout
are major contributors to turnover, especially in hybrid settings. Organizations are now prioritizing mental
health programs, wellness initiatives, and flexible leave policies to promote holistic employee well-being Such
initiatives foster a positive psychological climate that encourages long-term retention.

8. Technology-Enabled Retention Practices: Indian IT organizations are increasingly leveraging Al-driven
analytics and HR dashboards to monitor engagement, predict attrition, and personalize retention efforts. These
data-driven strategies help HR managers proactively address turnover risks and design customized
interventions for high-potential employees [160].

In the context of the present study on the impact of hybrid workspace mode on employee attrition rates
in selected IT companies, these retention strategies are highly relevant. The hybrid model has reshaped
traditional employment relationships, demanding flexible, inclusive, and technologically adaptive HR
practices. Organizations that effectively combine engagement, work-life balance, and professional
development with digital HR systems are more likely to maintain lower turnover rates and higher employee
satisfaction.
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Table 11.

Employee Retention Strategies

S. | Retention Strategy | Key Focus Area Practical Application in | Expected
No. Indian Organizations Outcome

1 Training and Continuous skill Regular technical and soft- | Higher job
Career enhancement and career | skill training, mentoring, competence,
Development progression and career-path mapping career growth,

(e.g., TCS Xplore, Infosys | reduced attrition
Lex)

2 | Employee Involvement in Team-based initiatives, Increased
Engagement and decision-making and hackathons, idea-sharing motivation,
Empowerment project ownership platforms, recognition of | stronger sense of

innovation belonging

3 | Work Environment | Supportive, inclusive, Flexible working hours, Greater
and Organizational | and hybrid-friendly ergonomic office spaces, satisfaction,
Culture environment inclusive policies, open lower stress,

communication improved
retention

4 | Rewards and Monetary & non- Performance-linked pay, Enhanced morale,
Recognition monetary motivation spot awards, appreciation | stronger

platforms, transparent organizational
appraisal systems commitment

5 | Job Satisfaction Fulfillment and Flexible scheduling, Reduced burnout,
and Work-Life psychological well- remote-work support, higher
Balance being manageable workload, satisfaction,

meaningful roles improved
retention
intention

6 | Organizational Emotional attachment Transparent Greater loyalty,
Commitment and and identification with | communication, leadership | reduced turnover
Job Involvement organization trust, clear promotion intention

pathways

7 | Health, Well-being | Physical and mental Corporate wellness Lower stress,
and Psychological | well-being programs, counseling increased
Safety support, stress- productivity,

management sessions long-term
retention
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8 | Technology- Data-driven HR Al-based HR dashboards, | Early attrition
Enabled Retention | management and engagement analytics, prediction,
Practices predictive analytics personalized retention proactive

interventions employee
retention

Table II highlights the comprehensive set of employee retention strategies relevant to the Indian IT sector,
particularly in the evolving context of hybrid work environments. The findings suggest that employee
retention is no longer dependent solely on monetary rewards but increasingly on non-financial factors such as
engagement, flexibility, well-being, and professional growth. The hybrid workspace has intensified the need
for adaptive HR policies that balance organizational goals with employees’ personal and professional
aspirations.

Training and career development initiatives equip employees with relevant skills to remain competitive and
motivated, while engagement and empowerment practices strengthen belongingness and reduce turnover
intentions. A supportive work environment, coupled with effective recognition and well-being programs,
fosters psychological safety and enhances job satisfaction. Moreover, the integration of technology-enabled
retention practices allows HR managers to identify potential turnover risks early and implement targeted
interventions.

Overall, the table underscores that a multifaceted retention strategy combining engagement, flexibility,
professional development, and technological support is most effective in minimizing attrition in hybrid-mode
Indian IT organizations.

CONCLUSION

Employee turnover continues to pose a serious challenge to organizational sustainability, particularly within
India’s knowledge-driven sectors such as information technology. The present study reveals that turnover is
not caused by a single factor but rather by a complex interplay of organizational, personal, and environmental
dimensions. Key determinants include inadequate training and feedback, poor leadership communication, high
work stress, limited growth opportunities, salary dissatisfaction, and work-life imbalance each of which
contributes to increased turnover intentions among employees.

In the Indian IT sector, the advent of the hybrid workspace model has further reshaped employee expectations
and retention dynamics. While hybrid arrangements provide flexibility and autonomy, they also create new
challenges in maintaining engagement, collaboration, and organizational commitment. Consequently,
managing turnover in this evolving context requires organizations to adopt comprehensive, employee-centric
retention strategies that address both traditional and emerging workplace needs.

The findings highlight that training and career development, work-life balance, employee engagement, and
psychological well-being play a decisive role in retaining talent. Indian IT firms that invest in continuous skill
enhancement, inclusive leadership, transparent communication, and flexible policies are more successful in
reducing attrition. Moreover, technology-enabled HR practices, such as Al-based predictive analytics and
digital engagement platforms, allow organizations to identify potential turnover risks and implement proactive
retention measures.
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From a strategic standpoint, employee retention must now be viewed not merely as an HR function but as a
core element of business sustainability. Retaining skilled professionals ensures the preservation of institutional
knowledge, continuity of innovation, and long-term organizational competitiveness. Therefore, organizations
must foster a supportive culture that balances financial rewards with psychological safety, career growth, and
work flexibility.

In conclusion, the present study emphasizes that in the post-pandemic hybrid era, employee retention in Indian
IT organizations depends on a multifaceted approach—one that integrates professional development, digital
engagement, and holistic well-being. By aligning retention initiatives with employees’ evolving expectations,
organizations can not only minimize turnover rates but also strengthen their human capital advantage and
build a resilient, future-ready workforce

REFERENCES

11 A. Belete, “Turnover Intention Influencing Factors of Employees: An Empirical Work Review,” J.
Entrep. Organ. Manag., vol. 07, no. 03,

pp. 23-31, 2018, doi: 10.4172/2169-026X.1000253.

21 N.E. Alias, S. Ismail, R. Othman, and W.-L. Koe, “Factors Influencing Turnover Intention in a Malaysian
Manufacturing Company,” KnE Soc. Sci., vol. 3, no. 10, p. 771, Oct. 2018, doi: 10.18502/kss.v3110.3171.

3] J. D. Smith, “Successful Strategies for Reducing Employee Turnover in the Restaurant Industry,” 2018.

4] A. Hussein Alkahtani, “Investigating Factors that Influence Employees’ Turnover Intention: A Review
of Existing Empirical Works,” Int. J. Bus. Manag., vol. 10, no. 12, p. 152, 2015, doi:
10.5539/ijbm.v10n12p152.

51 C.A. Al Mamun and M. N. Hasan, “Factors affecting employee turnover and sound retention strategies
in business organization: A conceptual view,” Probl. Perspect. Manag., vol. 15, no. 1, pp. 63-71, 2017, doi:
10.21511/ppm.15(1).2017.06.

6] A. F. Schlechter, C. Syce, and M. Bussin, “Predicting voluntary turnover in employees using
demographic characteristics: A South African case study,” Acta Commer., vol. 16, no. 1, 2016, doi:
10.4102/ac.v1611.274.

(71 A. A. Al-suraihi, N. A. Wahab, and W. A. Al-suraihi, “The Effect of Entrepreneurship Orientation on
Entrepreneurial Intention among Undergraduate Students in Malaysia,” Asian J. Entrep., vol. 1, no. 3,

pp. 14-25, 2020, doi: http://myjms.moe.gov.my/index.php/aje.
8] Minister of Human Resources Malaysia, “National Employment Returns Report 2016,” 2016.

1 S. Ilmi, Habizah, H. Xue Q1i, M. Gheda, and M. Liza, “Employee Turnover of Quantity Surveying Firms
in Malaysia,” IOP Conf. Ser. Mater. Sci. Eng., vol. 636, no. 1, 2019, doi: 10.1088/1757- 899X/636/1/012020.

o] W. H. Mobley, “Employee Turnover: Causes, Consequences, and Control”, Price Ind. Labor Relations
Rev., vol. 36, no. 3, pp. 506-507, 1983.

111 A. L. Hakim, Sudarmiatin, and Sutrisno, “The Effect of Work Stress on Turnover Intention with Work
Satisfaction and Commitment as Intervening Variable (Study at PT Infomedia Solusi Humanika in Malang),”
Eur. J. Bus. Manag., vol. 10, no. 12, pp. 85-94, 2018, [Online]. Available: www.iiste.org.

(12) L. Branham, “How to Recognize the Subtle Signs,” 7 Reason. employees leave, vol. 27, no. 6, pp. 1-8,
2005.

1131 S. Alaarj, Z. Abidin-Mohamed, and U. S. B. A. Bustamam, “Mediating Role of Trust on the Effects of
Knowledge Management Capabilities on Organizational Performance,” Procedia - Soc. Behav. Sci., vol. 235,
e mrn e ]

©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 141


http://myjms.moe.gov.my/index.php/aje
http://www.iiste.org/

eISSN 2583-6986
IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

no. October, pp. 729738, 2016, doi: 10.1016/j.sbspro.2016.11.074.

(14) M. Alhamwan and N. Mat., “Antecedents of Turnover Intention Behavior among Nurses: A Theoretical
Review,” J. Manag. Sustain., vol. 5, no. 1, pp. 84-89, 2015, doi: 10.5539/jms.v5n1p84.

5] M. A. Alshammari, B. A. A. L. Qaied, H. Al-Mawali, and M. Matalqa, “What drives employee’s
involvement and turnover intentions: Empirical investigation of factors influencing employee involvement
and turnover intentions?”, Int. Rev. Manag. Mark., vol. 6, no. 2, pp. 298-306, 2016.

6] P. E. Spector et al., “Cross-national differences in relationships of work demands, job satisfaction, and
turnover intentions with work-family conflict,” Pers. Psychol., vol. 60, no. 4, pp. 805-835, 2007, doi:
10.1111/.1744-6570.2007.00092.x.

17 A. R. Jaffari, J. Aziz, Z. Hussain, N. Akhtar, and K. Ur-Rehman, “Prime and sub-prime factors of
employee voluntary turnover in boom phase of industry: Empirical evidence from banking sector of Pakistan,”
African J. Bus. Manag., vol. 5, no. 15, pp. 6408-6414, Aug. 2011, doi: 10.5897/AJBM10.1556.

18] W. H. Mobley, “Intermediate linkages in the relationship between job satisfaction and employee
turnover,” J. Appl. Psychol., vol. 46, no. 3,

pp. 237-240, 1977, doi: 10.1037/0021-9010.62.2.237.

(191 I. Ahmed and N. A. Kolachi, “Employee Payroll and Training Budget: Case Study Of A Non-Teaching
Healthcare Organization,” J. Bus. Econ. Res., vol. 11, no. 5, p. 229, Apr. 2013, doi: 10.19030/jber.v11i5.7838.

20 Y. Chen, C. Wang, and W. Cheng, “Structural investigation of the relationship between working
satisfaction and employee turnover,” J. Hum. ..., vol. 6, no. 1, pp. 41-50, 2010.

211 K. Shahzad, U. Rehman, I. Shad, A. Gul, and M. Amnulah Khan, “Work-life policies and job stress as
determinants of turnover intentions of customer service representatives in Pakistan,” Eur. J. Soc. Sci., vol. 19,
no. 3, pp. 403411, 2011.
I. Ibrahim, A. B. Melhem, and K. Ali, “The Impact of Challenging Work on Employee’s Retention in the
Manufacturing Industry in Klang Valley,” Int. J. Psychol. Cogn. Sci., vol. 5, no. 1, pp. 1-8, 2019.

22] I. Mohammad and A. Jahangir, “Factors influencing Intention to Quit or Stay in Jobs: An Empirical Study
on selected sectors in Bangladesh,” Stamford J. Bus. Stud., vol. 6, no. 1, pp. 142-164, 2014, [Online].
Available: https://www.researchgate.net/publication/292963289 Factors_influen
cing Intention to Quit or Stay in Jobs An Empirical Study on_s elected sectors in Bangladesh.

23] N. S. Govindarajo, M. Dileep Kumar, and S. S. Ramulu, “Why workers disengage? Factors from ‘head’
or ‘heart’ to be tagged on?,” Asian Soc. Sci., vol. 10, no. 17, pp. 108-119, 2014, doi: 10.5539/ass.v10n17p108.

241 W. (Amy) Tian-Foreman, “Job satisfaction and turnover in the Chinese retail industry,” Chinese Manag.
Stud., vol. 3, no. 4, pp. 356378, Oct. 2009, doi: 10.1108/17506140911007503.

251 W. A. Al-Suraihi, A. H. Yusuf, and A.-H. A. Al-Suraihi, “The Effect of Job Characteristics and
Perceived Organizational Support on Employee Turnover Intention in the Retail Sector in Malaysia,” Int. J.
Bus. Technol. Manag.,, vol. 2, no. 3, pp. 118-125, Jun. 2020, [Online]. Available:
http://myjms.mohe.gov.my/index.php/ijbtm/article/view/11146.

6] A. Asegid, T. Belachew, and E. Yimam, “Factors Influencing Job Satisfaction and Anticipated Turnover
among Nurses in Sidama Zone Public Health Facilities, South Ethiopia,” Nurs. Res. Pract., vol. 2014,

pp- 1-26, 2014, doi: 10.1155/2014/909768.

271 C. Long and P. Perumal, “Examining the Impact of Human Resource Management Practices on
Employees’ Turnover Intention,” Int. J. Bus. Soc., vol. 15, no. 1, pp. 111-126, 2014.

28] A. Abdullah, A. A. Bilau, A. M. Ajagbe, and S. A. Bustani, “Small and medium sized construction firms

job satisfaction and performance evaluation in Nigeria,” Int. Dr. Fellowsh. Res. Univ. Grant, 2011.
[ oo co o — -~ -~ - - - - - -~

©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 142


http://www.researchgate.net/publication/292963289_Factors_influen
http://myjms.mohe.gov.my/index.php/ijbtm/article/view/11146

eISSN 2583-6986

IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

9] T. C. Keng, N. Nur, A. Mohamed, and Y. K. Ching, “Strategies of quantity surveying firms to reduce
turnover intention,” Int. J. Eng. Technol., vol. 8, pp. 1-4, 2019.

30) M. W. Akhtar, A. Shabir, M. S. Safdar, and M. S. Akhtar, “Impact of Emotional Intelligence on Turnover
Intentions: The Role of Organizational Commitment and Perceive Organizational Support,” J. Account.
Mark., vol. 06, no. 04, 2017, doi: 10.4172/2168-

9601.1000259.

311 B. C. Holtom and T. C. Burch, “A model of turnover-based disruption in customer services,” Hum.
Resour. Manag. Rev., vol. 26, no. 1, pp. 25-36, 2016, doi: 10.1016/j.hrmr.2015.09.004.

321 S. G. Green, S. E. Anderson, and S. L. Shivers, “Demographic and organizational influences on leader-
member exchange and related work attitudes,” Organ. Behav. Hum. Decis. Process., vol. 66, no. 2, pp. 203—
214, May 1996, doi: 10.1006/0bhd.1996.0049.

331 S. W. J. Kozlowski and B. S. Bell, “Work Groups and Teams in Organizations,” in Handbook of
Psychology, Hoboken, NJ, USA: John Wiley & Sons, Inc., 2003, pp. 333-375.

;341 A. O.Banwo and J. Du, “When the good outweighs the bad: organizational citizenship behaviour (OCB)
in the workplace,” Hum. Resour. Dev. Int, vol. 23, no. 1, pp. 8897, 2020, doi:
10.1080/13678868.2018.1449546.

351 J. P. Hausknecht and C. O. Trevor, “Collective turnover at the group, unit, and organizational levels:
Evidence, issues, and implications,” J. Manage., vol. 37, no. 1, pp. 352-388, Jan. 2011, doi:
10.1177/0149206310383910.

36] J. P. Hausknecht, C. O. Trevor, and M. J. Howard, “Unit-Level Voluntary Turnover Rates and Customer
Service Quality: Implications of Group Cohesiveness, Newcomer Concentration, and Size,” J. Appl. Psychol.,
vol. 94, no. 4, pp. 1068-1075, 2009, doi: 10.1037/a0015898.

377 M. Thomas, V. Kohli, and J. Choi, “Correlates of job burnout among human services workers:
Implications for workforce retention,” J. Sociol. Soc. Welf., vol. 41, no. 4, pp. 69-90, 2014, Accessed: Apr.
03,

2020https://scholarworks.wmich.edu/jsswAvailableat:https://scholarworks. wmich.edu/jssw/vol41/iss4/5.

38]) M. Mitchell and C. D. Zatzick, “Skill underutilization and collective turnover in a professional service
firm,” J. Manag. Dev., vol. 34, no. 7,

pp. 787-802, Jul. 2015, doi: 10.1108/JIMD-09-2013-0112.

391 P. Prasetio, A. Partono, and P. Wulansari, “The Mediation of Job Satisfaction in the Relation of Work
Stress and Turnover Intention in Hotel Industry,” 1st Int. Conf. Econ. Business, Entrep. Financ., vol. 65, no.
2352-5428, pp. 608-612, 2019.

0] R. Markey, K. Ravenswood, and D. J. Webber, “Quality of work environment and quitting intention: A
dilemma,” New Zeal. J. Employ. Relations, vol. 40, no. 1, pp. 35-52, 2015, [Online]. Available:.

41] A. Nanda, M. Soelton, S. Luiza, and E. T. P. Saratian, “The Effect of Psychological Work Environment
and Work Loads on Turnover Interest, Work Stress as an Intervening Variable,” vol. 120, no. Icmeb 2019,
pp. 225-231, 2020, doi: 10.2991/aebmr.k.200205.040.

42 A. A. Soomro, R. J. Breitenecker, and S. A. M. Shah, “Relation of work-life balance, work-family
conflict, and family-work conflict with the employee performance-moderating role of job satisfaction,” South
Asian J. Bus. Stud., vol. 7, no. 1, pp. 129-146, Mar. 2018, doi: 10.1108/SAJBS-02-2017-0018.

43] C. Kerdpitak and K. Jermsittiparsert, “The effects of workplace stress, work-life balance on turnover
intention: An empirical evidence from pharmaceutical industry in Thailand,” Syst. Rev. Pharm., vol. 11, no.
2, pp. 586594, 2020, doi: 10.5530/srp.2020.2.86.

o oo o - _________________________________________|

©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 143



eISSN 2583-6986

IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

447 1. H. Mohd, M. Mohd Shah, and N. S. Z. Zailan, “How Work Environment affects the Employee
Engagement in a Telecommunication Company,” in International Conference on Business and Economics,
Nov. 2016, pp. 418-426, doi: 10.15405/epsbs.2016.11.02.37.

45] H. N. K. Giao, B. N. Vuong, D. D. Huan, H. Tushar, and T. N. Quan, “The Effect of Emotional
Intelligence on Turnover Intention and the Moderating Role of Perceived Organizational Support: Evidence
from the Banking Industry of Vietnam,” Sustainability, vol. 12, no. 5, p. 1857, Mar. 2020, doi:
10.3390/sul2051857.

46] Y. M. Yunus, K. Idris, A. A. Rahman, and H. 1. Lai, “The role of Quality of Nursing Work Life and
Turnover Intention in Primary Healthcare Services among Registered Nurses in Selangor,” Int. J. Acad. Res.
Bus. Soc. Sci., vol. 7, no. 6, pp. 1201-1213, 2017, doi: 10.6007/ijarbss/v7-16/3353.

471 G. K. Ozbag and G. C. Ceyhun, “Does Job Satisfaction Mediate the Relationship between Work-family
Conflict and Turnover? A Study of Turkish Marine Pilots,” Procedia - Soc. Behav. Sci., vol. 140, pp. 643—
649, 2014, doi: 10.1016/j.sbspro.2014.04.485.

48] S. Harrison and P. A. Gordon, “Misconceptions of Employee Turnover: Evidence-Based Information For
The Retail Grocery Industry,” J. Bus. Econ. Res., vol. 12, no. 2, p. 145, 2014, doi: 10.19030/jber.v12i2.8528.

49] M. Yu and H. Lee, “Impact of resilience and job involvement on turnover intention of new graduate
nurses using structural equation modeling,” Japan J. Nurs. Sci., vol. 15, no. 4, pp. 351-362, 2018, doi:
10.1111/jjns.12210.

500 J. N. Scanlan and M. Still, “Relationships between burnout, turnover intention, job satisfaction, job
demands and job resources for mental health personnel in an Australian mental health service,” BMC Health
Serv. Res., vol. 19, no. 1, p. 62, Dec. 2019, doi: 10.1186/s12913-018- 3841-z.

(511 C. Huang, K. Wu, and Y. Zhang, “Understanding precedents for frontline employee turnover in luxury
hotels: Emotional intelligence as a unifying factor,” J. Hum. Resour. Hosp. Tour., vol. 18, no. 1, pp. 26— 46,
2019, doi: 10.1080/15332845.2019.1526504.

(527 W. Rahman and Z. Nas, “Employee development and turnover intention: Theory validation,” Eur. J.
Train. Dev., vol. 37, no. 6, pp. 564-579, 2013, doi: 10.1108/EJTD-May-2012-0015.

(53 C. S. Reina, K. M. Rogers, S. J. Peterson, K. Byron, and P. W. Hom, “Quitting the Boss? The Role of
Manager Influence Tactics and Employee Emotional Engagement in Voluntary Turnover,” J. Leadersh.
Organ. Stud., vol. 25, no. 1, pp. 5-18, 2018, doi: 10.1177/1548051817709007.

(54 Omer Azam, Hafiz Ghufran Ali Khan, A. Khan, and Abdul Zahid Khan, “Impact of Passive Leadership
on Organizational Citizenship Behavior and Turnover Intentions; Mediating Effect of Organizational
Interpersonal Trust,” Rev. Econ. Dev. Stud., vol. 5, no. 4, pp. 663—-674, 2019, doi: 10.26710/reads.v514.663.

(551 O. Brinck and H. Larsson, “Workplace Values, Sustainable Employment and Turnover Intention: a
Generational Perspective,” Umea Univ., 2019.

s56) C.S.Long, L. Y. Thean, W. Khairuzzaman, W. Ismail, and A. Jusoh, “Leadership styles and employees’
turnover intention: Exploratory study of academic staff in a Malaysian college,” World Appl. Sci. J., vol. 19,
no. 4, pp. 575-581, 2012, doi: 10.5829/idosi.wasj.2012.19.04.155.

(571 L. K. Ladelsky, “Causes affecting voluntary turnover in IT sector. Review of some empirical studies,”
vol. 6, pp. 102-114, 2013.

(581 M. Matsuo, “Human resource development programs for knowledge transfer and creation: the case of the
Toyota Technical Development Corporation,” J. Knowl. Manag., vol. 19, no. 6, pp. 11861203, 2015, doi:
10.1108/JKM-03-2015-0108.

(591 L. Duxbury and M. Halinski, “Dealing with the ‘Grumpy Boomers’: Re-engaging the disengaged and

.o ..o - __________________________________________________________________________________|
©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 144



eISSN 2583-6986
IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

retaining talent,” J. Organ. Chang.
Manag., vol. 27, no. 4, pp. 660—676, 2014, doi: 10.1108/JOCM-05-
2014-0106.

60] G. Hofstede, Cultures and organizations: software of the mind. London; New York: McGraw-Hill, 1991.
(611 M. Girish, “Exploring the Term ‘Employee Turnover,”” J. Adv. Sch. Res., vol. II, no. Ii, pp. 1-7, 2011.

62] L. Kessler, “the Effect of Job Satisfaction on It Employees Turnover Intention,” Ann. Univ. Oradea, pp.
1028-1039, 2014.

63 S. Kim, L. Tam, J. N. Kim, and Y. Rhee, “Determinants of employee turnover intention: Understanding
the roles of organizational justice, supervisory justice, authoritarian organizational culture and organization-
employee relationship quality,” Corp. Commun., vol. 22, no. 3, pp. 308-328, 2017, doi: 10.1108/CCIJ-11-
2016-0074.

64 H. Roshidi, “Factors Influencing Turnover Intention Among Technical Employees in Information
Technology Organization: A Case of XYZ

(M) Sdn. Bhd.,” Int. J. Arts Commer., vol. 3, no. 9, pp. 120-137, 2014.
651 B. K. Lee, D. K. Seo, J. T. Lee, A. R. Lee, H. N. Jeon, and D. U. Han,

“Impact of work environment and work-related stress on turnover intention in physical therapists,” J. Phys.
Ther. Sci., vol. 28, no. 8, pp. 2358-2361, 2016, doi: 10.1589/jpts.28.2358.

66 M. Coetzee and D. Pauw, “Staff Perception of Leader Emotional Competency as a Predictor of
Satisfaction with Retention Factors,” J. Psychol. Africa, vol. 23, no. 2, pp. 177-185, Jan. 2013, doi:
10.1080/14330237.2013.10820613.

671 E. MJ, A. EU, and P. NM, “Impact of Workplace Environment on Health Workers,” Occup. Med. Heal.
Aff., vol. 05, no. 02, 2017, doi: 10.4172/2329-6879.1000261.

68] N. Kamarulzaman, N. Z. Zulkeflee, H. A. Hamid, N. Sahari, and F. N.

A. Halim, “Exploring the Factors of High Turnover in Retail Industry in Negeri Sembilan,” Procedia Econ.
Financ., vol. 31, no. 15, pp. 896— 902, 2015, doi: 10.1016/S2212-5671(15)01187-9.

691 L. K. Siew, “Analysis of the Relationship between Leadership Styles and Turnover Intention within Small
Medium Enterprise in Malaysia,”

J. Arts Soc. Sci., vol. 1, no. 1, pp. 1-11, 2017.

(70 M. Falahat, S. K. Gee, and C. M. Liew, “A model for turnover intention: Banking industry in Malaysia,”
Asian Acad. Manag. J., vol. 24, pp. 79-91, 2019, doi: 10.21315/aamj2019.24.s2.6.

(711 C. D. Ainer, C. Subramaniam, and L. Arokiasamy, “Determinants of Turnover Intention in the Private
Universities in Malaysia: A Conceptual Paper,” SHS Web Conf., vol. 56, p. 03004, 2018, doi:
10.1051/shsconf/20185603004.

721 M. A. Demircioglu and E. Berman, “Effects of the Innovation Climate on Turnover Intention in the
Australian Public Service,” Am. Rev. Public Adm., 2018, doi: 10.1177/0275074018808914.

(731 A. Mohsin, J. Lengler, and R. Aguzzoli, “Staff turnover in hotels: Exploring the quadratic and linear
relationships,” Tour. Manag., vol. 51, pp. 35-48, 2015.

(741 A. Beato, “Effective Strategies Employed by Retail Store Leaders to Reduce Employee Turnover,”
Walden Univ., 2017, doi: ProQuest 10278363.

(751 A. Noor, Y. Zainuddin, S. K. Panigrahi, and F. binti T. Rahim, “Investigating the Relationship among Fit
Organization, Organization Commitment and Employee’s Intention to Stay: Malaysian Context,” Glob. Bus.
... _________________________________________|

©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 145



eISSN 2583-6986

IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

Rev., 2018, doi: 10.1177/0972150918755896.

76) G. Zaman, N. Ali, and N. Ali, “Impact of Organizational justice on employees outcomes: An Empirical
Evidence,” Abasyn J. Soc. Sci., vol. 3, no. 1, pp. 44-53, 2010.

(777 M. Noh, H. Jang, and B. J. Choi, “Organisational justice, emotional exhaustion, and turnover intention
among Korean IT professionals: Moderating roles of job characteristics and social support,” Int. J. Technol.
Manag., vol. 79, no. 3—4, pp. 322-344, 2019, doi: 10.1504/ijtm.2019.10021163.

78] B. L. Van der Heijden, M. C. Peeters, P. M. Le Blanc, and J. W. M. Van Breukelen, “Job characteristics
and experience as predictors of occupational turnover intention and occupational turnover in the European
nursing sector,” J. Vocat. Behav., vol. 108, no. June, pp. 108— 120, Oct. 2018, doi: 10.1016/j.jvb.2018.06.008.

791 J. Bersin, “Employee Retention Now a Big Issue: Why the Tide has Turned,” Bersin by Deloitte, no. 16
August, pp. 1-4, 2013.

80] A. Dube, Eric Freeman, and M. Reich, “Employee Replacement Costs,” Inst. Res. Labor Employment,
UC Berkeley, no. 201, 2010.

811 K. Brzezinski, Why employees stay: A quantitative study of retention. Edgewood College, 2014.

821 B. Meaghan and N. Stovel, “Voluntary turnover: Knowledge management — friend or foe?”, J. Intellect.
Cap., vol. 3, no. 3, pp. 303— 322, 2002, doi: 10.1108/14691930210435633.

831 H. A. Sullenger, “How Corporate Trainers Get Groupies: A Q methodology Study of Viewpoints on Why
Trainees Seek out the Same Corporate Trainer for Additional Training,” 2019.R. A. Hashim and M. A.
Mohamad Nor, “Employer branding and employee engagement of furniture retailer in Klang Valley,” SHS
Web Conf., vol. 56, p. 02003, 2018, doi: 10.1051/shsconf/20185602003.

84 G.C. W.Gim, N. M. Desa, and T. Ramayah, “Competitive Psychological Climate and Turnover Intention
with the Mediating Role of Affective Commitment,” Procedia - Soc. Behav. Sci., vol. 172, pp. 658-665,
2015, doi: 10.1016/j.sbspro.2015.01.416.

851 Q. Igbal, N. Hazlina Ahmad, and S. Akhtar, “The Mediating Role of Job Embeddedness Fit: Perceived
Job Characteristics and Turnover Intention in the Services Sector,” Lahore J. Bus., vol. 6, no. 1, pp. 71— 92,
2017, doi: 10.35536/1jb.2017.v6.11.a4.

86] M.J. Burnett, “Strategies to Reduce Employee Turnover in the Durable Goods Industry,” ProQuest Diss.
Theses, p- 166, 2018, [Online]. Available:
https://search.proquest.com/docview/2103316508?accountid=17242.

871 A. L. Heavey, J. A. Holwerda, and J. P. Hausknecht, “Causes and consequences of collective turnover:
A meta-analytic review,” J. Appl. Psychol., vol. 98, no. 3, pp. 412-453, 2013, doi: 10.1037/a0032380.

881 G. Tumwesigye, “The relationship between perceived organisational support and turnover intentions in a
developing country: The mediating role of organisational commitment,” African J. Bus. Manag., vol. 4, no. 6,
pp. 942-952, 2010.

89] Z. Ton and R. S. Huckman, “Managing the impact of employee turnover on performance: The role of
process conformance,” Organ. Sci., vol. 19, no. 1, pp. 56-68, 2008, doi: 10.1287/orsc.1070.0294.

o] R. F. Hurley and H. Estelami, “An exploratory study of employee turnover indicators as predictors of
customer satisfaction,” J. Serv. Mark., vol. 21, no. 3, pp. 186-199, May 2007, doi:
10.1108/08876040710746543.

011 M. Tapola, “Effects of employee turnover on service quality and customer satisfaction in contact
centers Title of thesis Effects of employee turnover on service quality and customer satisfaction in contact
centers,” Aalto Univ. Sch. Bus., pp- 1-125, 2016, [Online]. Available:
https://pdfs.semanticscholar.org/f226/946a12538471762d7d399939¢eb eedOeffact.pdf.

.o ..o - __________________________________________________________________________________|
©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 146



eISSN 2583-6986

IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

921 W. A. Al-Suraihi, A.-H. A. Al-Suraihi, I. Ibrahim, A. Al-Tahitah, and

M. Abdulrab, “The Effect of Customer Relationship Management on Consumer Behavior: A Case of Retail
Industry in Malaysia,” Int. J. Manag. Hum. Sci., vol. 4, no. 3, pp. 32-40, 2020.

93] C. Hare, “The food-shopping experience: a satisfaction survey of older Scottish consumers,” Int. J. Retail
Distrib. Manag., vol. 31, no. 5, pp. 244-255, May 2003, doi: 10.1108/09590550310472415.

4] M. Kang and M. Sung, “To leave or not to leave: the effects of perceptions of organizational justice on
employee turnover intention via employee-organization relationship and employee job engagement,” J.
Public Relations Res., vol. 31, no. 5-6, pp. 152-175, 2019, doi: 10.1080/1062726X.2019.1680988.

951 Y. Tsai and S.-W. Wu, “The relationships between organisational citizenship behaviour, job satisfaction
and turnover intention,” J. Clin. Nurs., vol. 19, no. 23-24, pp. 3564-3574, Dec. 2010, doi: 10.1111/5.1365-
2702.2010.03375.x.

961 K. Woods, “Exploring the relationship between employee turnover rate and customer satisfaction levels,”
Exch., vol. 4, no. 1, pp. 18-28, 2015.

971 A. A. H. Ebtsam, “Relationship between ethical work climate and nurses’ perception of organizational
support, commitment, job satisfaction and turnover intent,” Nurs. Ethics, pp. 1-16, 2015.

[100]U. Saraih, A. Zuraini Zin Aris, and R. Ahmad, “Factors Affecting Turnover Intention Among
Academician in the Malaysian Higher Educational Institution,” Rev. Integr. Bus. Econ. Res., vol. 6, no. 1, pp.
1-15, 2016.

[101]K. K. Michele, M. C. Andrews, D. L. Van Rooy, R. Chris Steilberg, and S. Cerrone, “Sure everyone can
be replaced . . . But at what cost? Turnover as a predictor of unit-level performance,” Acad. Manag. J., vol.
49, no. 1, pp. 133-144, 2006, doi: 10.5465/amj.2006.20785670.

[102]J. C. McElroy, P. C. Morrow, and S. N. Rude, “Turnover and organizational performance: A comparative
analysis of the effects of voluntary, involuntary, and reduction-in-force turnover,” J. Appl. Psychol., vol. 86,
no. 6, pp. 1294-1299, 2001, doi: 10.1037/0021-

9010.86.6.1294.

[103]S. Banu, G. Krishnapillai, and P. Padmashantini, “Customer Retention Practices Among the Major
Retailers in Malaysia,” Int. J. Acad. Res. Bus. Soc. Sci., vol. 2, no. 6, pp. 157-166, 2012.

[104]S. Benn, S. T. T. Teo, and A. Martin, “Employee participation and engagement in working for the
environment,” Pers. Rev., vol. 44, no. 4, pp. 492-510, Jun. 2015, doi: 10.1108/PR-10-2013-0179.

[105]J. M. Inabinett and J. M. Ballaro, “Developing an organization by predicting employee retention by
matching corporate culture with employee’s values: A correlation study.,” Organ. Dev. J., vol. 32, no. 1, pp.
55-74, 2014.
[106]0. S. Shaban, Z. Al-Zubi, N. Ali, and A. Alqotaish, “The Effect of Low Morale and Motivation on
Employees’ Productivity & Competitiveness in Jordanian Industrial Companies,” Int. Bus. Res., vol. 10, no.
7,p- 1,2017, doi: 10.5539/ibr.v10n7pl.

[107]N. Rathi and K. Lee, “Retaining talent by enhancing organizational prestige,” Pers. Rev., vol. 44, no. 4,
pp. 454-469, Jun. 2015, doi: 10.1108/PR-05-2013-0070.

[108]A. Raj and A. Arokiasamy, “A Qualitative Study on Causes and Effects of Employee Turnover in the
Private Sector in Malaysia,” Middle-East

J. Sci. Res. Manag. Soc. Sci. Plaza Teh Teng Seng. Soc. Sci., vol. 16, no. 2, pp- 15321541,
2013, doi: 10.5829/idosi.mejsr.2013.16.11.12044.

[109]G. S. Becker, “Investment in Human Capital: A Theoretical Analysis,”

.o ..o - __________________________________________________________________________________|
©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 147



eISSN 2583-6986

IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

J. Polit. Econ., vol. 70, no. 5, Part 2, pp. 949, 1962, doi: 10.1086/258724.

[110]S. Osborne and M. S. Hammoud, “Effective Employee Engagement in the Workplace,” Int. J. Appl.
Manag. Technol., vol. 16, no. 1, pp. 50— 67,2017, doi: 10.5590/IJAMT.2017.16.1.04.

[111]M. A. Sanjeev, “Impact of Individual and Employment Variable on Job Satisfaction & Turnover Intention
among Sales and Marketing Professionals,” Procedia Comput. Sci., vol. 122, pp. 55-62, 2017, doi:
10.1016/j.procs.2017.11.341.

[112]K. Carleton, “How to motivate and retain knowledge workers in organizations: A review of the
literature,” Int. J. Manag., vol. 28, no. 2,

p. 459, 2011.

[113]A. M. Mosadeghrad, “Quality of working life: An antecedent to employee turnover intention,” Int. J.
Heal. Policy Manag., vol. 1, no. 1,

pp. 43-50, 2013, doi: 10.15171/ijhpm.2013.07.

[114]V. Jagun, “An Investigation into the High Turnover of Employees within the Irish Hospitality Sector,
Identifying What Methods of Retention Should Be Adopted. A Dissertation submitted in partial fulfilment
for the MA in Human Resource Management,” 2015.

[115]B. J. Osabiya, “The effect of employees motivation on organizational performance,” J. Public Adm.
Policy Res., vol. 7, no. 4, pp. 62-75, 2015, doi: 10.5897/jpapr2014.0300.

[116]J. Afsana, F. Afrin, and T. Tarannum, “Effect of Training on Employee Performance: An Empirical Study
on Telecommunication Industry in Bangladesh,” J. Bus. Technol., vol. 10, no. 2, pp. 67-80, 2016, doi:
10.3329/jbt.v10i2.29468.

[117]]. W. Pfeiffer, 1990 annual, developing human resources, First.
University Associates, San Diego, 1990.

[118]K. Jehanzeb, A. Rasheed, and M. F. Rasheed, “Organizational Commitment and Turnover Intentions:
Impact of Employee’s Training in Private Sector of Saudi Arabia,” Int. J. Bus. Manag., vol. §, no. 8, p. p79,
Mar. 2013, doi: 10.5539/ijbm.v8n8p79.

[I19]M. E. Motlokoa, L. P. Sekantsi, and R. P. Monyolo, “The Impact of Training on Employees’
Performance: The Case of Banking Sector in Lesotho,” Int. J. Hum. Resour. Stud., vol. 8, no. 2, p. 16, Mar.
2018, doi: 10.5296/ijhrs.v8i2.12812.

[120]N. Barkhuizen, P. Mogwere, and N. Schutte, “Talent management, work engagement and service quality
orientation of support staff in a higher education institution,” Mediterr. J. Soc. Sci., vol. 5, no. 4, pp. 69-77,
2014, doi: 10.5901/mjss.2014.v5n4p69.

[121]S. Marasi, S. S. Cox, and R. J. Bennett, “Job embeddedness: is it always a good thing?,” J. Manag.
Psychol., vol. 31, no. 1, pp. 141-153, 2016, doi: 10.1108/JMP-05-2013-0150.

[122]S. Nazir, A. Shafi, W. Qun, N. Nazir, and Q. D. Tran, “Influence of organizational rewards on
organizational commitment and turnover intentions,” Empl. Relations, vol. 38, no. 4, pp. 596619, 2016, doi:
10.1108/ER-12-2014-0150.

[123]R. J. Laudicina, T. C. Moon, S. Beck, and J. C. Morgan, “Retaining experts: retention incentives of
clinical laboratory professionals.,” Clin. Lab. Sci.,, vol. 27, no. 3, pp. 150-161, 2014, doi:
10.29074/ascls.27.3.150.

[124]S. K. Divya and S. Gomathi, “Effective Work Place Training: A Jump Starter to Organizational
Competitive Advantage through Employee Development,” Mediterr. J. Soc. Sci., vol. 6, no. 3, pp. 49-53,
May 2015, doi: 10.5901/mjss.2015.v6n3p49.

.o ..o - __________________________________________________________________________________|
©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 148



eISSN 2583-6986

IDEALISTIC JOURNAL OF ADVANCED RESEARCH IN PROGRESSIVE SPECTRUMS (IJARPS)
A MONTHLY, OPEN ACCESS, PEER REVIEWED, INTERNATIONAL JOURNAL
Volume 05, Issue 03, March 2026

[125]A. Raziq and R. Maulabakhsh, “Impact of Working Environment on Job Satisfaction,” Procedia Econ.
Financ., 2015, doi: 10.1016/s2212- 5671(15)00524-9.

[126]P. Bibi, A. Ahmad, and A. H. A. Majid, “The impact of training and development and supervisors support
on employees retention in academic institutions in Pakistan: The moderating role of the work environment,”
Gadjah Mada Int. J. Bus., vol. 20, no. 1, pp. 113131, 2018, doi: 10.22146/gamaijb.24020.

[127]W. F. W. Yusoff, T. S. Kian, and M. T. M. Idris, “Herzberg ’ s Two- Factor Theory on Work Motivation
: Does it Works for Todays Environment ?,” Glob. J. Commer. &Managment Perspect., vol. 2, no. 5, pp. 18—
22,2013.

[128]Y. Akgunduz and G. Eryilmaz, “Does turnover intention mediate the effects of job insecurity and co-
worker support on social loafing?”, Int.

J. Hosp. Manag., vol. 68, no. March 2017, pp. 41-49, 2018, doi: 10.1016/}.ijhm.2017.09.010.

[129]K. Haldorai, W. G. Kim, S. G. Pillai, T. (Eliot) Park, and K. Balasubramanian, “Factors affecting hotel
employees’ attrition and turnover: Application of pull-push-mooring framework,” Int. J. Hosp. Manag., vol.
83, no. October 2018, pp. 4655, 2019, doi: 10.1016/j.ijhm.2019.04.003.

[130]J. Wynen and S. Op de Beeck, “The Impact of the Financial and Economic Crisis on Turnover Intention
in the U.S. Federal Government,” Public Pers. Manage., vol. 43, no. 4, pp. 565-585, Dec. 2014, doi:
10.1177/0091026014537043.

[131]K. Bin Bae and D. Goodman, “The Influence of Family-Friendly Policies on Turnover and Performance
in South Korea,” Public Pers. Manage., vol. 43, no. 4, pp. 520-542, Dec. 2014, doi:
10.1177/0091026014536055.

[132]T. Lovick-mcdaniel, “Nonmonetary Strategies to Increase Employee Job Satisfaction in Nonprofit
Organizations,” WALDEN Diss. Dr. Stud., 2019.

[133]R. Markey, K. Ravenswood, and D. J. Webber, “The impact of the quality of the work environment on
employees’ intention to quit,” Work. Pap., 2012.

[134]Y. Badrianto and M. Ekhsan, “Effect of Work Environment and Job Satisfaction on Employee
Performance in Pt. Nesinak Industries,” Manag. Account., vol. 2, no. 1, pp. 85-91, 2020, [Online]. Available:
http://e-journal.stie-kusumanegara.ac.id.

[135]S. Pawirosumarto, P. K. Sarjana, and R. Gunawan, “The effect of work environment, leadership style,
and organizational culture towards job satisfaction and its implication towards employee performance in
Parador hotels and resorts, Indonesia,” Int. J. Law Manag., vol. 59, no. 6, pp. 1337-1358, 2017, doi:
10.1108/IJLMA-10-2016-0085.

[136]S. R. Sardeshmukh, D. Sharma, and T. D. Golden, “Impact of telework on exhaustion and job
engagement: a job demands and job resources model,” New Technol. Work Employ., vol. 27, no. 3, pp. 193—
207, Nov. 2012, doi: 10.1111/1.1468-005X.2012.00284 .x.

[137]P. Nidan, “To study the impact of employee engagement on employee productivity and motivational level
of employee in retail sector,” IOSR

J. Bus. Manag., no. e-ISSN: 2278-487X, pp. 41-47, 2016, [Online].

.o ..o - __________________________________________________________________________________|
©IJARPS JOURNAL, 2026  WWW.IJARPS.ORG 149


http://e-journal.stie-kusumanegara.ac.id/

