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Abstract

Employee turnover is a significant challenge, especially in businesses where specific skills are required. When critical employees
with niche expertise leave, it can disrupt organizational operations, reduce productivity, and jeopardize strategic objectives. This
issue becomes particularly acute in industries with a restricted talent pool, as acquiring and replacing competent individuals is
difficult and time-consuming. The research topic focuses into the elements that influence employee retention, with an emphasis on
the work environment, compensation and benefits, and career advancement possibilities. The research is carried out at Regency
Specialist Hospital in Bandar Seri Alam, with quantitative data collected from 300 employees via Likert-scale questionnaires.
SPSS is used to conduct the analysis in order to gain insight into employee satisfaction and retention rates. This research is based
on the Social Exchange Theory, which proposes that employees' decisions to stay or leave are impacted by the perceived balance
of incentives and contributions in the employment relationship. To investigate the intricacies of employee turnover, the research
uses both primary data from private sector employees and secondary data from publicly available sources. The initial findings
indicate a significant negative relationship between compensation and benefits and employee turnover, implying that well-
structured compensation packages are crucial for retaining employees. This emphasizes the necessity of businesses, particularly in
healthcare, focusing on enhancing employee compensation and benefits to reduce turnover. Subsequently the research intends to
equip businesses, particularly those in the healthcare industry, with a better knowledge of the risks involved with employee
turnover and how to improve retention through effective compensation schemes. The findings that were collected could help
businesses create more effective retention strategies, allowing them to keep their crucial workforce and achieve long-term success.

Keywords: Employee Turnover, Retention, Employee Satisfaction, Working Environment, Compensation and Benefits, Career
Advancement
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1. Introduction

The employee turnover and retention has consistently caught the
interest of researchers and practitioners alike in the constantly
evolving field of human resource management. There has been a
significant framework shift in workforce resourcing methods in the
modern era highlighted by digital transformation (Kotarba, 2018).
Some businesses have actively pursued digital initiatives in order
to lessen their dependency on traditional physical labour. However,
that not all industries have successfully shifted to a wholly digital
labour model. Notably, industries like healthcare continue to rely
heavily on a physical manpower paradigm, owing to the intrinsic
necessity for specialized skills and the particular nature of the
services they provide. The contrast between the rise of digital
initiatives and the continued need on physical labour in certain
industries adds levels of complication to the broader conversation
about employee attrition.

significant issues for healthcare providers around the world. This
high turnover rate has contributed to the nursing shortage
(McDermid et al., 2020). Previous research has shown that
turnover incurs monetary and non-monetary costs for healthcare
businesses. Hiring new employees incurs monetary costs (Mueller,
2024), while non-monetary costs include loss of expertise and
abilities (Ampomah et al., 2015). Hiring of new nurses has resulted
in higher costs and economic losses for healthcare businesses
(Buerhaus, 2007). Malaysia, like many other countries, is
experiencing a nurse deficit. It was reported that the turnover rate
of nurses in Malaysia increased by nearly 50% from 400 in 2005 to
1,049 in 2010 (Mun, 2018).

Based on the projection conducted by Ministry of Health Malaysia
(Division, 2019 ), there is a shortage of nurses to meet the
population's healthcare needs beyond 2030. By 2021, Malaysia will
face a shortage of nurses to fulfil healthcare demands. By 2025 and

2030, there will be a shortage of nurses to meet demand and needs.
By 2030, Malaysia would have a 57.9% deficit of nurses to meet
healthcare demands. There would be a 61.9% shortfall of nurses
due to population health care needs. There is still a significant gap
between forecast supply and need. Even by 2030, there will be
insufficient nurses to meet the demand.

Nowadays, healthcare providers globally face an inadequate
number of competent nurses, high turnover rates, and low retention
(Oliver, 2019). According to the World Health Organization,
Malaysia needs 174,000 nurses by 2020 to maintain a nurse-to-
population ratio of one to 200 (Barnett T, 2010). Bobbio &
Manganelli (2015) reveal that nurse retention is one of the most

Requirement (Need)

Supply Gap Gap

n (Supply - n (Supply -
Need) Demand)
2016 17,015 27262 -10,247 23022 -6,007
2017 18,422 27844 -9,422 23476 -5,054
2018 20,120 28406 -8,285 23895 -3,775
2019 21,808 28959 -7,151 24335 -2,527
2020 23,483 29518 -6,035 24745 -1,261
2021 25,146 30063 -4 917 25156 -10
2022 26,793 30592 -3,799 25526 1,267
2023 28,424 31093 -2,669 25895 2,530
2024 30,037 31618 -1,580 26253 3,784
2025 31,631 32107 -476 26585 5,046
2026 33,203 32571 632 26915 6,288
2027 34,752 33044 1,708 27235 7,517
2028 36,277 33507 2,770 27563 8,713
2029 37,775 33962 3,813 27891 9,883
2030 39,244 34405 4,839 28203 11,041

Requirement (Demand)

Figure 1.1: Nurse Requirement Projection Based on Need and Demand

employees becomes increasingly important, especially given the
fierce competition offered by the private healthcare industry, as
underlined by Van Dam et al. (2008). Chowdury (2019) discovered
that highly engaged employees are an asset for a company to
attract more competent individuals, whereas disengaged employees
are a liability to the company due to lower productivity, higher
absenteeism, recruitment, and involved training costs. The
availability of alternative employment possibilities in the market

Malaysia's public healthcare system is also at a critical point,
facing a variety of issues that highlight the importance of employee
retention within its workforce. According to Manaf (2010) the
nation's socioeconomic evolution, combined with rising healthcare
expenses, changing demand from patients, and changing in
demographics, placed significant strain on the public healthcare
sector. In this dynamic environment, the need to retain competent
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has a considerable impact on employees' intentions to stay or leave
their existing positions, highlighting a common battle between the
public and private healthcare sectors to attract and retain highly
qualified employees.

Effective Human Resource Management Practices (HRMPs), as
defined by Harter et al (2002) serve as an effective mechanism to
enhance workforce's knowledge, motivation, synergy, and
commitment, generating an efficient source of sustainable
competitive advantage. This viewpoint is consistent with Storti et
al. (2023) perspective that an organization's approach to managing
its human resources, as reflected in its HRMPs, fundamentally
influences the environment and dynamics of the employee-
employer relationship. Evaluating and reevaluating HRMPs (e.g.,
hiring, training, compensation, and empowerment) led to consistent
implementation of corrective measures, resulting in reduced
turnover and intent to leave healthcare organizations Boushey et al.
(2012). According to Blau (2017), when employees have a positive
perception of their company's HRMPs, a reciprocal social
exchange connection develops. Within this framework, highly
effective HRMPs foster a strong sense of belonging among
employees, who see themselves as important contributors to the
company's growth and success. This sense of involvement and
belonging not only increases employee satisfaction, but it also
fosters a stronger dedication to company goals and objectives,
resulting in a vibrant and unified organizational culture.

According to Gouldner's reciprocity concept, employees are more
likely to react in kind to positive treatment from their employers
with positive work attitudes and behaviours, while exhibiting fewer
negative behaviours (Kilroy et al., 2023). In accordance to the
studies (Tawk, 2021), high-performance work practices (HPWPs)
serve as components of a strategy that emphasizes high-quality
products and services, as well as an engaged employee. Training,
involvement, empowerment, communication, and rewards can all
be used together to increase effectiveness. These sections should be
consistent so that the practices can work together to improve
employee performance in accordance with the organization's goals.
Individuals who feel appreciated and respected are more prone to
express their emotions. In the workplace, companies are constantly
making future commitments to encourage employees to work
diligently and remain with the company (Seopa et al., 2015). In the
context of nursing in the private healthcare sector, when employees
are scarce and market competition is fierce, the implementation of
HPWPs appears as a critical retention instrument. By
implementing efficient HPWPs, companies can position
themselves as appealing employers capable of attracting new talent
while also nurturing the retention of existing employees, assuring
their continued relevance and competitiveness in the industry.

Turnover intention is an employee's demonstrated willingness to
leave his or her organization within a specified period of time, and
it is frequently used for analysing actual employee turnover.
Employee turnover can have a negative impact on businesses and
the labour market as an entire, so it is critical to understand the
factors that influence such decisions (Lazzari et al., 2022). In
general, employees plan to resign after a short length of time if
they are dissatisfied with their existing working environment. If
their current company is unable to match their long-term
expectations, they will begin to plan for their professional
advancement. As a result, emerging countries such as Malaysia are
increasingly concerned about nurses' intentions to leave the
profession.

Quality of work life emerges as a subjective construct impacted by
individual perceptions and emotional responses, as found in
previous research (Lee et al., 2013). It captures employees' views
regarding their occupations, general satisfaction with their work-
life balance, and sentiments of worth and respect within the
organizational setting (Faraji et al., 2017). A favourable work
environment, together with the satisfaction of employee
requirements, not only promotes employee retention but also
improves organizational performance (Hashempour et al., 2018).
Providing caring and supportive work environments for health
professionals, particularly nurses, is crucial within healthcare
organizations. Creating a healthy work environment is crucial for
attracting and retaining them, and ensuring a company's financial
stability (Mabona et al., 2022). Evidence from a Taiwanese study
supports the importance of quality of work life as a predictor of
nurse turnover intention (Lee et al., 2017). Previous research
consistently demonstrates the adverse correlation between quality
of work life and turnover intention, emphasizing the importance of
high quality of work life in maintaining individuals within an
organization (Yusoff et al., 2015). Maintaining a balanced working
environment is critical for industries such as healthcare, where
patients and their families place high demands, especially when
employees is scarce. Recognizing this, companies must emphasize
efforts that promote quality of work life to assure the well-being of
their nursing employees, hence increasing retention rates and
maintaining high-quality patient care delivery.

In an experimental study on Human Resource Management
practices, Lee & Lee (2007) discovered that core methods of
Human Resource Management such as training and development,
performance appraisal, job security, and career growth are capable
of helping companies improve their business performance,
including employee efficiency, product excellence, and business’s
flexibility. The availability of career growth opportunities emerges
as an important consideration for employees seeking prospects for
advancement, while increasing employee engagement may be
critical for improving overall job satisfaction. Career development
possibilities focus on an employee's advancement, making them
beneficial to both the individual and the company as a whole.
When a company implements effective high-performance work
systems (HPWS) techniques, employees' job competencies align
with the organization's standards, leading to improved service
quality, creativity, and extra-role behaviour (Kamna et al., 2022).
Helmi et al. (2023) highlighted the significance of career
development opportunities in minimizing hotel employee turnover
intentions. These findings are especially significant in the
healthcare industry, which is experiencing a shortage of
employees. The scarcity of experienced healthcare employees
emphasizes the importance of not only developing excellent HR
practices, but also fostering an environment that encourages career
growth and progression. Failure to provide opportunities for career
progression could inadvertently cause employees to seek
opportunities elsewhere, especially if other options appear more
attractive.

2. Literature Review
The objective of this research study is to test and measure how
elements such as working environment, compensation and benefits,
and career advancement affect employee turnover in the healthcare
industry. This research is based on the Social Exchange Theory,
which proposes that employees' decisions to stay or leave are
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impacted by the perceived balance of incentives and contributions
in the employment relationship. According to Redmond (2015),
social exchange theory focuses on social interactions between
people, which include costs and rewards. Homans believed nothing
in social groups could be described without considering individuals
as individuals and the surroundings of their interactions (Cook et
al, 2013).

2.1. EC mployee Turnover
Employee turnover can result in both direct and indirect costs for a
company. Direct costs for new employees include recruitment, and
training, whereas indirect costs may include productivity losses,
loss of institutional knowledge, disruption to team dynamics, and
negative influence on employee morale. According to Hosen
(2022) when an employee notices an inconsistent arrangement

between his or her expectations and the company's objectives, the
employee becomes unsatisfied and considers leaving the company.

As shared by Mobley’s Intermediate Linkage Model,
dissatisfaction leads to turnover through three key thought
processes:

1) Thinking of quitting - An employee is considering
leaving the company.

2) Intention to search - An employee decides to start
looking for a job outside the company.

3) Intention to quit - An employee decides to leave the
company at some point in the future.

Mobley's theory describes withdrawal behaviour as a decision-
making process that begins with work evaluation and ends with
emotional pleasure or dissatisfaction (Long et al., 2012).

Experienced Job

Evaluation of Existing Job Satisfaction Dissatisfaction

Evaluation of Expected
Utility of Search & Cost of

Quitting

Thinking of Quitting

Intention to Search for

Alternatives Search for Alternatives

Comparison of Alternatives

Evaluation of Alternatives VS Present Job

Intention to Quit/Stay Quit/Stay

Figure 2.1: Mobley’s Intermediate Linkage Model

Healthcare administrators face the difficult task of maintaining
high-quality care while addressing factors that influence nurses' job
satisfaction and motivation (Al-Mailam, 2005). The demanding
nature of round-the-clock shifts, in combination with a scarcity of
workforce, raises the risk of higher intention to leave among
healthcare employees. To mitigate the aforementioned,
management ought to prioritize strategies such as equitable
compensation, opportunities for career advancement, and a
supportive work environment in order to boost job satisfaction.

Job satisfaction leads to high performance. Job satisfaction is
determined by the extent to which a job meets an individual's
needs. Individuals with higher levels of satisfaction are more likely
to actively participate to accomplishing the company's objectives
(Bahamon et al., 2006). Utriainen & Kyngas (2009) identified the
following factors that influence a nurse's level of job satisfaction:
interpersonal relationships, patient care, and job site structure. The
first category, interpersonal relationships, includes relationships
with coworkers, feelings of belonging, pleasant interactions and
communication, teamwork, an ethical work environment, and peer
support. Nurses place a great value on patient care, as well as the
opportunity to provide high-quality treatment and establish positive

interpersonal relationships with patients. Finally, there are several
approaches for managing work, such as supportive leadership,
manageable and appropriate workload, nursing practice system,
compensation and benefits, variety of work, autonomy,
professionalism, and possibilities for career development.

2.2. Working Environment
Burnout is characterized as a symptom of emotional exhaustion,
depersonalization, and a lack of personal accomplishment that
leads to decreased productivity at work. Burnout appears to occur
primarily in occupations that need engagement with other
individuals, such as physicians, nurses, social workers, and
teachers (Kaschka et al., 2011).

Healthcare profession is extremely demanding and takes a
considerable emotional toll. Healthcare employees frequently
engage with critically ill patients, make life-or-death choices, and
deal with patient loss, which can be emotionally draining. They
usually work extended hours and shifts, including nights,
weekends, and holidays, which disrupts their personal lives and
causes physical and emotional exhaustion. Manpower shortages
cause severe workloads, which raises the risk of burnout and
errors. The job is also physically demanding, requiring extended
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periods of standing, lifting patients, and performing repetitive
activities.

According to the De Hert (2020), The symptomatology of burnout
appears to be rather complex as the syndrome seems to develop in

several consecutive stages. Freudenberger described this 5-stage

STAGE1
HONEYMOON

enthusiasm

)

STAGE 2
ONSET OF STRESS
stagnation

STAGE 3

frustration

CHRONIC STRESS>>

STAGE 5

HABITUAL
BURNOUT

mtervention

STAGE 4
BURNOUT

apathy

model as follows:

PHYSICAL EXHAUSTION

MENTAL AND EMOTIONAL EXHAUSTION

Figure 2.2: Freudenberger 5-stage Model
Stage 1 (Honeymoon): phase of full of energy and
excitement
Stage 2 (Onset of Stress): starting to feel stressed
Stage 3 (Chronic Stress): stress becomes more persistent,
or chronic
Stage 4 (Burnout): begin to feel numb and experience
extreme self-doubt
Stage 5 (Habitual Burnout): begin to experience
significant and ongoing mental, physical, and emotional
problems

Additionally, the administrative burden of documentation and
regulatory compliance increases their level of commitment.
Healthcare employees are also continuously at risk of contracting
contagious infections, working with hazardous chemicals, and
experiencing employment injuries. While providing emotional
support to patients and their families is delightful, it can also lead
to increased stress and emotional exhaustion. Despite these
limitations, many healthcare employees find their jobs to be
extremely rewarding, motivated by a desire to serve others and
make a difference in the lives of their patients. Addressing these
difficulties through supporting policies, proper recruitment, and
mental health resources is critical to maintaining a healthy and
productive workforce.

2.3. Compensation and Benefits
Compensation has played an essential function in motivating
employees and enhancing  organizational  productivity.
Compensation and benefits have an impact on employee
performance and organizational effectiveness, depending on the
company's existing performance management processes (Reddy,
2020).

The intense competition among Johor hospitals to attract and retain
top healthcare employees has resulted in the widespread provision
of remuneration packages that beyond the market range. This
competitive climate is driven by the necessity to compete with the
higher compensation and benefits offered in Singapore. As a result,

hospitals in Johor are competing not only with neighbour country's
offers, but also with one another, resulting in a large increase in the
region's standard market package range. To remain competitive,
hospitals offer higher base salaries, extensive allowances, and
benefits packages that exceed industry standards.

There are two types of compensation: direct and indirect
compensation. Indriyani & Heruwasto (2016) define direct
compensation as an employee's monthly salary. Indirect
compensation is provided to all employees depending on
company's policy to increase their overall well-being (Putri et
al.,2015). A well-designed compensation and benefits plan serves
the purpose of attracting, motivating, and retaining employees in
the following ways (Reddy, 2020):

» Job satisfaction: Employees are more likely to be
satisfied and enthusiastic about their jobs when they are
fairly compensated for their efforts. When a company
recognizes and compensates individuals fairly for their
contributions, it creates a positive work environment.
Motivation: Each individual has distinct needs and
preferences. A well-designed compensation plan which
considers the various needs of employees is more likely
to motivate them to perform at their best. Understanding
and meeting these various criteria helps develop
motivation and commitment, resulting in greater
performance and job satisfaction. When employees
believe their personal and professional needs are being
fulfilled, they are more likely to contribute effectively to
the company's goals.

Drive employee performance: The basic idea is that if an
employee is aware that their bonus is dependent on the
occurrence of a specific event, is linked to performance,
or is based on accomplishing a particular objective, they
will work harder to guarantee that this event occurs,
improve their performance, or achieve the specified goal.
In other word, the bonus is a motivator to improve
corporate performance.
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Low Absenteeism: When employees are contents with
their workplace and their compensation, they perform
effectively and have reduced absenteeism rates. A
pleasant and encouraging workplace, along with fair and
motivating packages, promotes employees to be more
engaged and productive.

Low Turnover: Employees are less likely to pursue
opportunities for work elsewhere if their current
employer provides fair compensation. Employees feel
more loyal and satisfied when their contributions are
recognized and adequately compensated by their
employer.

Peace of Mind: A company that provides a range of
insurance packages to its employees alleviates many of
their concerns, allowing them to work in a more calm
and focused manner. Knowing they are protected from
unforeseen events, such as health problems or accidents,
alleviates their stress and anxiety.

Increases self-confidence: A  well-designed reward
system considerably boosts employees' self-confidence,
which improves their performance within the company.
When employees are recognized and rewarded for their
hard work and achievements, it improves their sense of
value and competence.

2.4. Career Advancement

A boundaryless career involves an employee taking charge of their
career advancement within a single employer, transcending
traditional boundaries (Arthur et al., 2001). Individuals with a
boundaryless career orientation emphasize in improving their
marketability and employability in the job markets over limiting
their progression within their current company (Arthur et al.,
2001). Therefore, in the fast-paced healthcare industry,
comprehensive career path planning is critical to retaining a large
and diverse workforce. Providing clear career pathway makes
employees feel appreciated and involved, which reduces the risk of
turnover. Without such plans, employees may feel undervalued and
decide to leave in pursuit of better opportunities. Providing lifelong
learning, development, and advancement opportunities may
improve employee commitment and performance (Boxall et al.,
2022).

Career development is an effective approach to engage, motivate,
and retain employees. Managers should meet with employees
individually to assess their strengths, areas for improvement, and
long-term career aims before establishing a career development
plan (Dhyani et al., 2017). Mc Daniels & Gysbers (1992) define
career development as the combination of psychological,
sociological, educational, physical, economic, and chance elements
that influence an individual's career throughout their life.
According to Patton & McMahon (2001), life management
encompasses managing life, learning, and employment throughout
an individual's life. Deckop et al. (2006) discovered that employee
development may reduce turnover. Investing in employee
development is critical for company success and retention
(Jehanzeb et al., 2013).

Previous research has examined the relationship between training,
career advancement, and employee engagement. According to
Dobbs (2000), employee training and career development plans
enable employees build essential soft and technical skills for their
respective positions. Training and development programs improve
employee satisfaction (Wagner, 2000) and reduce attrition rates.

According to Armstong (2000), observed that training instils a
sense of purpose in employees, leading to increased commitment
within the company. A comprehensive career path should include
continuous education and training programs that keep employees
up to date on the latest developments in healthcare and
technologies. Offering certificates and specialized courses might
assist employees in developing new skills and expertise.

Participation in a mentoring program offers advantages to both the
mentor and the mentee, including enhanced career advancement
and job satisfaction (Hoffmeister et al., 2011). Mentoring can help
both mentors and mentees learn with regard to different aspects of
the business and provide unique perspectives on work-related
challenges (Homitz et al., 2008). Furthermore, mentorship program
is able to provide direction, support, and useful insights from
highly qualified individuals, establishing a culture of learning and
growth. Additionally, mentoring program can help to attract and
retain employees, improve communication, workplace loyalty, and
performance, and reduce turnover (Siegel et al., 2011). It is a
common method for developing organizational leaders and has the
potential to influence behaviour, attitudes, and overall performance
(Lester et al, 2011).

2.5. Work Environment and Employee Turnover
Retaining top talent requires a positive work environment.
Employees are more likely to stay at a company where they feel
valued, supported, and feel that they belong. Companies can reduce
employee turnover and the associated expenses of recruitment and
training by cultivating a healthy work environment. According to
Hanaysha (2016), to succeed, companies should design their work
environments in such a way that they may boost employees'
commitment and motivation, which will ultimately lead to positive
outcomes.

Effective leadership is crucial for establishing and sustaining an
enjoyable workplace that promotes employee happiness,
engagement, and retention. Leaders can impact employee
behaviour and contribute to a vibrant and productive workplace by
setting the direction, offering guidance and support, creating trust,
boosting collaboration, and supporting employee growth.
Employees' intrinsic motivation and engagement levels may
decline if they feel disempowered and that their thoughts and ideas
are not recognized in an authoritarian leadership context.
Employees may feel as if they have no say in how cases are
handled or completed and when skilled and experienced employees
feel as if their experience and skills are disregarded, it may be very
upsetting (Ekhsan, 2019).

2.6. Compensation & Benefits and Employee Turnover
Given their potential preferences for extrinsic rewards (e.g., salary
and fringe benefits), generation-Y employees' attitudes (i.e.,
satisfaction with pay and fringe benefits) are a possible outcome
once their extrinsic rewards are fulfilled; this concept is rooted in
the theory of values fulfilment. The impact of compensation and
benefits on behavioural intention to leave the company has been
extensively studied in the existing literature, with multiple studies
revealing a persistent negative relationship between them (Nawab
et al., 2018).

Compensation is one approach for employer to boost work
performance. Remuneration is vital to employees as individuals
since the quantity of remuneration represents the magnitude of
their job among the employees themselves, their families, and
society. Compensation, sometimes known as an award, is any type
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of reward given to employees as a reward for their contributions to
the company (Mukhtar et al., 2019).

2.7. Career Advancement and Employee Turnover
Employees can achieve their professional targets and objectives
through career advancement. Employees feel more accomplished
and satisfied when they have the opportunity to learn new skills,
take on challenging tasks, and advance up the organizational
structure. Employees who are satisfied are more likely to be
productive, loyal, and contribute favourably to the overall success
of the organization. According to Team (2023), with proper
preparation in the career of an individual path, mediocrity and job
dissatisfaction can be avoided by directing the individual to take on
more roles and duties within the current company or with a new
employer.

Companies may develop a strong leadership pipeline, retain top
talent, improve organizational performance, attract promising
individuals, and foster an innovative and adaptable culture by
identifying and cultivating high-potential employees for crucial
positions. This comprehensive approach to managing employees
supports the organization’s long-term success and sustainability.
Career advancement is an employment activity that supports
employees in planning their future careers in the company so that
both the company and the employees involved are able to develop
to their full potential (Jumawan et al., 2018).

2.8. Research Framework

-
[ Independent Variables [ Dependent Variable ]

>y

Working Environment

(WE)

Compensation &
Benefits (CB)

Employee Turnover

Career Advancement
(cA

Figure 2: Research Framework

The relationship between independent variables and dependent
variable are shown Figure 2. The independent variables are
working environment, compensation & benefits, and -career
advancement. Moreover, the dependent variable is employee
turnover. The section is a review of relevant literature, discussing
previous studies on similar topics, underpinning theories and
construction of conceptual frameworks.

3. Methodology

This descriptive study employs a quantitative approach to measure
employee satisfaction with extrinsic and intrinsic motivations, such
as autonomy, feelings of accomplishment, work security, and
benefits (Casey et al., 2012), at Regency Specialist Hospital.
Respondents were briefed regarding the study and were asked for
their consent as voluntary participation in the study. Upon
obtaining their consent, the questionnaires were distributed to the
participants. The primary researcher handed out self-administered
questionnaires to the individuals. The questionnaire responses were
captured directly in Google Forms and manually downloaded to

Excel software. The data was then analysed via the Statistical
Package for the Social Sciences (SPSS).

4. Findings and Discussion

4.1. Demographic Profile of the Respondents
The demographic profile was generated from 119 responses given
to the survey questionnaire, with no invalid entries. Descriptive
statistics have been applied to determine the frequency of each
characteristic and provide a summary of the sample.

CHARACTERISTIC | FREQUENCY | PERCENTAGE(%0)

GENDER

Male

Female

EDUCATION
BACKGROUND

SPM

Certificate

Diploma

Degree

Master

PHD

AGE RANGE

18 - 20 years old

21 - 30 years old

31 - 40 years old

41 - 50 years old

51 - 60 years old

> 60 years old

TOTAL YEAR OF
SERVICE

0 - 2 years

More than 2 years - 5
years

More than 5 years - 10
years

More than 10 years

SALARY RANGE

RM1500 - RM3000

RM3001 - RM 5000
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More than RM5001

DESIGNATION

Non-Executive

Executive

Manager and above

DIVISION

Non-Clinical 0.50

Clinical/Nursing 53 0.45

Allied Health 6 0.05

Table 4.1: Demographic Profile of the Respondents

Table 4.1 shows the demographic characteristics of the 119
respondents. Referring to the frequency measures, a majority of
80% of the respondents are female, with only 20% male
respondents. In terms of educational level and background, the
majority of respondents are Diploma holders, 20% hold a SPM, 3%
hold a Certificate, 27% hold a Degree, 6% hold a Master and the
remaining 1% is a PHD holder.

The 119 respondents are also divided into six different age groups,
where almost half of the respondents are between the age of 31 to
40, followed by 3% respondents in the 18 to 20 age group, 35%
respondents in the 21 to 30 age group, 12% respondents in the 41
to 50 age group, 3% respondents in the 51 to 60 age group and the
least are 1% from the age group of 60 and above. In this research,
we analyse the total years of service of respondents, spanning the

time since the initiation of their professional careers, which is not
restricted to their employment in the current organization. The 119
respondents are divided into for different range of their total years
of service. 24% has 0 — 2 years of service, 20% with more than 2
years to 5 years of service, 28% has more than 5 years to 10 years
of service, and the balance of 28% has more than 10 years of
service.

Another factor we consider is how salary range influences
employee turnover intentions. Understanding the relationship
between salary rangesand turnover intentions is critical for
determining employees’ dynamics and organizational stability. The
respondents have been divided into three salary ranges. Half of the
respondents are in the RM1500 - RM3000 circles. Following that,
31% came from the RM3001 - RM5000 range, with the remainder
falling into the more than RM5001 group. Recognizing the critical
significance of both designation and division in defining
employees' professional development and organizational
experiences, we seek to identify patterns that emphasize which
target groups are most likely to have high turnover intentions.
Therefore, for designation, respondents were divided into three
categories: non-executives, executives, and managers and above.
The majority of responders (60%) were non-executives, followed
by 25% executives and 15% managers and above. Meanwhile,
three major divisions have been established: non-clinical,
clinical/nursing, and allied health. Half of the responders were
from non-clinical, 45% from Clinical/Nursing, and the rest from
Allied Health.

4.2. Descriptive Analysis
SPSS was applied to generate descriptive statistical tests on data
from 119 distributed questionnaires, which were prepared in an
excel sheet template. The following table summarizes the results of
descriptive analysis.

N Mean

Std. Deviation Minimum Maximum

Statistic Statistic

Statistic Statistic Statistic

WE 119 2.0050

0.4705 1.0000 3.8000

CB 119 2.4672

0.5222 1.0000 4.0000

CA 119 2.2067

0.4584 1.0000 4.0000

ET 119 2.5193

0.4796 1.6000 3.6000

Valid N (listwise) 119

Table 4.2: Descriptive Analysis

Table 4.2 summarizes the descriptive analysis of independent and
dependent variables (mean, range, and standard deviation) for N =
119 using SPSS. The table shows that the independent variable of
compensation and benefits yielded 2.467, indicating that the
average score is greater than 2 (disagree).

4.3. Normality Analysis Result
There are numerous approaches for conducting a normality
assessment. In this research, the Kolmogorov-Smirnov (K-S) and
Shapiro-Wilk tests are performed using SPSS to determine whether
the data is normally distributed.

Kolmogorov-Smirnov®
Statistic of

Tests of Normality

Shapiro-Wilk
Statistic df

.318 1189
135 119
166 118
264 118

.802 1189
J941 119
946 119
813 119

. Lilliefors Significance Correction
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Table 4.3 Tests of Normality Smlrnov§ and Shapiro-Wilk rgsu!ts indicating that the data is non-
parametric and not normally distributed.
Table 4.3 indicates the normality tests performed on the data

collected from the survey questionnaire. The Kolmogorov- 4.4. Data Screening Result

Case Processing Summary

Cases
“alicl Missing Total
Percent M Fercent Percent
114 100.0% 0.0% 118 100.0%
CB 118 100.0% 0.0% 119 100.0%
CA 118 100.0% 0.0% 119 100.0%
ET 118 100.0% 0.0% 1189 100.0%

Table 4.4(a): Case Processing Summary

dataset is comprehensive. This thorough coverage indicates that the
data collection process was methodically carried out, ensuring that
each data point was reliably recorded and included in the analysis.

The table 4.4(a) summarises the dataset's completeness for the
variables WE, CB, CA, and ET. Each of these variables has 119
valid cases, representing 100% of the total data points. Notably,
none of these variables have missing cases, indicating that the

Extreme Values
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Table 4.4(b): Extreme Value
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Table 4.4(b) summarizes the most extreme values according to » Employee Turnover: highest values at 3.6 and 3.2, in cases
the variables: 6, 60, 35, 73, and 12, with the lowest values being 1.6 and
2.0, seen in cases 44, 116, 115, 114, and 112.

» Working Environment: the highest values recorded were 4.5. Reliability Test Result

3.8 and 3.0, found in cases 112, 10, 20, 26, and 36. The In this research, we employed a 4-point Likert scale to evaluate the
lowest values were all 1.0, in cases 70, 66, 62, 56, and 50. variables and Cronbach's Alpha test is used to verify that these
Compensation & Benefits: the highest values were 3.4, 3.2, measurements were reliable. The results demonstrated that all four
and 3.0, in cases 106, 47, 94, 112, and 13, while the lowest variables had dependability values greater than 0.70. This level
values were 1.0 and 1.2, noted in cases 56, 50, 41, 107, and indicates that the variables have a high degree of internal
44, consistency, which supports their validity and reliability. As a
Career Advancement: highest values were 4.0 and 3.0, in result, the data acquired using these variables can be considered
cases 112, 86, 80, 26, and 38, and its lowest values were reliable for future research, establishing a solid foundation for the
1.0, 1.2, and 1.4, found in cases 56, 41, 50, 46, and 117. findings of the research.

Reliability Statistics IEem Statistics

Cronbach's
Alpha Based WE 1 1.94 509

an WE 2 2.05 518
Cronbach's Standardized WE 3 221 636

Alpha ltems M of ltems
WE 4 2.05 649

150 761 5
WE 5 2.03 .7100

Mean Std. Deviation

Table 4.5(a): Reliability Test — Working Environment (WE)

L . Item Statistics
Reliability Statistics o
Mean Std. Deviation

Cronhach's .
Alpha Based CA1 2.39 627

on CA2 1.86 557
Cronbach's Standardized CA 3 234 704
Alpha Items M of ltems - =

A70 7166 5

CA4 2.08 581
CAS 2.36 686

Table 4.5(b): Reliability Test — Career Advancement (CA)

Reliability Statistics Eem Statiatics

Cronbach's Mean Std. Deviation
Alpha Based CB1 2.39 B39

on CB 2 2.50 662
Cronbach's Standardized

Alpha ltems M of ltems CB3 2.57 658
2 p]
838 840 5 CB4 2.57 720

CB5 2.30 671

Table 4.5(c): Reliability Test — Compensation & Benefits (CB)

Item Statistics

Reliability Statistics

Mean Std. Deviation
Cronbach's

Alpha Based ET1 2.57 576

on ET2 2.57 530
Cronbhach's Standardized ET3 257 497

Alpha ltems M of ltems
ET4 2.38 552

942 943 5 _
ET5 2.50 .502

Table 4.5(d): Reliability Test — Employee Turnover (ET)
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4.6. Pearson Correlation Coefficient Findings
The relation between all of the independent variables and the
dependent variable was determined using Pearson correlation
coefficient, which is:

between Working Environment (WE) and Employee
Turnover (ET)
between Compensation & Benefits (CB) and Employee
Turnover (ET)
between Career Advancement (CA) and Employee
Turnover (ET)

Correlations
WWE

B

Fearson Correlation
Sig. (Z-tailed)

|

Fearson Caorrelation
Sig. (2-tailed)

Il

FPearson Carrelation
Sig. (Z-tailed)

|

Fearson Correlation
Sig. (Z-tailed)

|

119

411
=001

119

BT

541
=.001

119

-3147
=.001

1149

El

Aa11”
=.001
119

1

119
5747
=.001

114

- F25

=.001
119

= Zoarrelation is significant atthe 0.01 level (2-tailed).

Table 4.6: Pearson Correlations Coefficient

The correlation coefficients, which range from -1 to 1, indicate the
strength and direction of these linear correlations. A value of 1
indicates a perfect positive linear relationship, -1 indicate a perfect
negative linear relationship, and 0 indicates no linear relationship.
The significance level (Sig. 2-tailed) represents the p-value of the
correlation, with values less than usual thresholds (0.05 or 0.01)
having it statistically significant.

Pearson correlation analysis indicates significant relationships
amongst the variables WE, CB, CA, and ET. Increases in WE are
significantly positive correlated with increases in CB (r = 0.411, p
< 0.001) and CA (r = 0.541, p < 0.001), however indicate a slightly
negative correlation with ET (r = -0.314, p < 0.001). CB has a
relatively strong positive correlation with CA (r = 0.574, p < 0.001)
and a significant negative correlation with ET (r = -0.725, p <
0.001). Furthermore, an increase in CA has a moderately negative
correlation with ET (r = -0.425, p < 0.001). These findings
demonstrate that as WE improve, consequently do CB and CA,
however ET decreases relatively. Similarly, as CB improves, CA
tends to increase while ET decreases significantly. Lastly, an
increase in CA correlates with a moderate decrease in ET. These
correlations demonstrate complex interdependences amongst the
variables, providing insights into their interrelated dynamics. In
conclusion:

between Working Environment (WE) and Employee
Turnover (ET): The Pearson correlation coefficient of -
0.314 indicates that WE and ET have a weak negative
relationship. It demonstrates that as WE increase, ET
decreases. Although statistically significant (p < 0.001),
the correlation is not strong.

between Compensation & Benefits (CB) and
Employee Turnover (ET): The findings indicate a
significant negative relationship between CB and ET,
with a Pearson correlation coefficient of -0.725. This
indicates that as CB improves, ET decreases
significantly. The correlation is highly significant (p <
0.001).

between Career Advancement (CA) and Employee
Turnover (ET): The analysis indicates a moderately
negative relationship between CA and ET, with a
Pearson correlation coefficient of -0.425. This
demonstrates that as CA improves, ET decreases. The
relationship is statistically significant (p < 0.001).

4.7. Multiple Regression Analysis Result
Multiple Linear Regression is used to make predictions and lead
future actions.

Unstandardized Coefficients
Madel B Std. Error

Coefficients®

Standardized
Coeflicients
Beta

95.0% Confidence Interval for B

Sig. Lower Bound ~ Upper Bound

1 (Constant) 176
WE 079
CB 073
CA 090

4.186
-07
-.657
-.004

=001
825
=001
961

3.838 4534
-173 138
-.802 -513
-.182 74

a. Dependent Variable: ET

Table 4.7 (a): Multiple Regression Coefficients
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Model Summary

Change Statistics
Adjusted R 5td. Errorofthe R Square
Madel R R Square Square Estimate Change F Change dft Sig. F Change

1 725° 526 A4 33441861597 526 42576 115 =00

a. Predictors: (Constanf), CA, WE, CB

Table 4.7 (b): Predictor Model Summary

The extent to which influencing factors would affect employee
turnover in this particular healthcare organization is examined
using linear regression, as shown in Table 4.5 (b). The adjusted R?
is 0.514, indicating that the three independent variables contribute
to 51.4% of the variance, with the remaining 48.6% explained by
other factors (F = 42.576, p <.001).

Table 4.5 (a) demonstrates the multiple regression analysis applied
primarily to assess the research hypothesis. Unstandardized
coefficients describe how much the dependent variable can differ
when all other independent variables remain constant. Based on the
aforementioned data, the researcher may now validate the three
hypotheses:
» H1: There is a negative relationship between working
environment and the employee turnover
WE's coefficient is -0.017, indicating a slight negative
correlation with ET. However, this coefficient is not
statistically significant (p = 0.825), as the p-value is
significantly greater than the typical threshold of 0.05.
This value indicates that as WE increase by one unit, ET
decreases by 0.017 units. However, this difference is
minor and may not be significant.
H2: There is a negative relationship between
compensation and benefits and the employee turnover
The p-value for CB is less than 0.001, which is
significantly lesser than the typical threshold of 0.05.
This indicates that the correlation between CB and ET is
highly unlikely to be due to a random occurrence. The
coefficient for CB is -0.657. The negative sign indicates a
negative relationship. It also implies that as CB
improves, ET decreases.
H3: There is a negative relationship between career
advancement and the employee turnover
CA's coefficient is -0.004, indicating a slight negative
correlation with ET. However, this coefficient is not
statistically significant (p = 0.961), as the p-value is
significantly greater than the typical threshold of 0.05.
This value indicates that as CA increases by one unit, ET
decreases by 0.004 units. However, this difference is
minor and may not be significant.

From the regression analysis result, it is found that compensation
and benefits contribute the most to employee turnover, followed by
working environment, and then career advancement.

5. Conclusion
This strong correlation indicates that increases in CB are often
associated with significant decreases in ET. The strength of this
correlation reflects a fundamental inverse dynamic, in which
changes in CB have significant effects on ET. This finding is
crucial for understanding the fundamental mechanisms that drive
ET, and it emphasizes the significance of tracking and managing

CB in order to mitigate its detrimental impact on ET. The
significant negative correlation between CB and ET implies a
potential causal relationship that requires further study. Overall,
these findings provide a thorough comprehension of the variable
interdependencies, with the significant CB-ET correlate
highlighting an important field for future research and practical
applications.

Understanding the critical function of compensation and benefits
packages is becoming increasingly important as organization
attempt to improve employee retention and reduce turnover rates.
As we discussed in Chapter 1, the impact of MYR Ringgit
currency weakening appears as a compelling element contributing
to high turnover in the context of industries in Johor Bahru. The
appealing nature of working in Singapore, driven by its strong
SGD currency, is a significant challenge for businesses in the Johor
Bahru region.

Although more employers have discovered the need for effective
employee retention strategies in Malaysia's healthcare industry,
further studies are needed on a regular basis due to the constant
changes in the labor market and business environment. It is critical
to keep data up to date, and future industry-focused research would
benefit all stakeholders.

5.1.1. Managerial Implication

In the healthcare industry, where maintaining high-quality patient
care and operational efficiency is vital, addressing compensation
and benefits is critical to reducing turnover intentions. Given the
sector's specific challenges, such as high-demand work
environment, demanding schedules, and emotionally exhausting
duties, a systematic approach to compensation and benefits is
required. Healthcare businesses should develop a comprehensive
compensation strategy that includes regular market analysis,
competitive salaries, performance-based incentives, and open
communication regarding compensation policies.

Enhancing benefits programs that include comprehensive health
insurance, retirement savings options, and work-life balance
initiatives is also important. Investing in development for
employees, establishing clear paths to career advancement, and
rewarding employee accomplishments through organized
recognition programs will all contribute to boost job satisfaction.
Furthermore, creating a favourable work environment, ensuring
adequate number of employees, and providing cutting-edge
technology and resources will boost employee morale and
retention. By implementing these management practices,
healthcare businesses may successfully manage turnover
intentions, maintain high-quality patient care, and improve overall
organizational performance.

5.1.2.  Theoretical Implication
In a crucial sector like healthcare, where employee is required for
providing quality patient care and maintaining operational
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efficiency, the impact of compensation and benefits on turnover
intention is especially significant. Healthcare businesses have
specific challenges such as high-demand work environments,
demanding schedules, and emotionally exhausting duties. Given
these challenges, the importance of maintaining talented and
experienced healthcare personnel increases. Understanding the
impact of compensation and benefits on turnover intention in the
healthcare sector emphasizes the need of offering competitive and
appealing packages to recruit and retain top talent.

Failure to address employees' compensation and benefits concerns
may result in higher turnover, causing disruptions in patient care,
low employee morale, and, ultimately, degraded organizational
performance. As a result, in the healthcare industry, recognizing
and responding to the implications of compensation and benefits
on turnover intention is more than just a matter of employee
satisfaction; it is a strategic imperative required to maintain service
quality, patient safety, and organizational effectiveness in an ever-
changing healthcare landscape.

References

1. Suhaimi, A., Mulud, Z. A., & Sharoni, S. K. A. (2021).
Shortage of nurses’ impact on quality care: A qualitative
study’. Journal of Islamic, Social, Economics, and
Development, 36(6), 73-80.

Alnajim, A. (2021). Impact and application of social
exchange theory in employee retention. Available at
SSRN 3884032.

Shahid, A., & Azhar, S. M. (2013). Gaining employee
commitment: Linking to organizational
effectiveness. Journal of management research, 5(1),
250.

Acharya, A. S., Prakash, A., Saxena, P., & Nigam, A.
(2013). Sampling: Why and how of it. Indian journal of
medical specialties, 4(2), 330-333.

Willens, C. (2009). Armstrong's Handbook of Human
Resource  Management  Practice. Industrial ~ and
Commercial Training, 41(6), 344-346.

Arokiasamy, A. R. A. (2013). A qualitative study on
causes and effects of employee turnover in the private
sector in Malaysia. Middle-East Journal of Scientific
Research, 16(11), 1532-1541.

Arthur, M. B., & Rousseau, D. M. (Eds.). (2001). The
boundaryless career: A new employment principle for a
new organizational era. Oxford University Press, USA.
Bahamon, C., Dwyer, J., & Buxbaum, A. (2006).
Leading a change process to improve health service
delivery. Bulletin of the World Health
Organization, 84(8), 658-661.

Barnett, T., Namasivayam, P., & Narudin, D. A. A.
(2010). A critical review of the nursing shortage in
Malaysia. International nursing review, 57(1), 32-39.

. Storti, B. C., Sticca, M. G., & Pérez-Nebra, A. R. (2023).
Production and reception of human resource
management practices for health promotion. Frontiers in
Psychology, 14, 1104512.

Blau, P. (2017). Exchange and power in social life.
Routledge.

Bobbio, A., & Manganelli, A. M. (2015). Antecedents of
hospital nurses’ intention to leave the organization: A
cross sectional survey. International journal of nursing
studies, 52(7), 1180-1192.

. Boxall, P., & Purcell, J. (2022). Strategy and human

resource management. Bloomsbury Publishing.

. Brooks, B. A., Storfjell, J., Omoike, O., Ohlson, S,

Stemler, 1., Shaver, J., & Brown, A. (2007). Assessing
the quality of nursing work life. Nursing administration
quarterly, 31(2), 152-157.

. Buchan, J., & Aiken, L. (2008). Solving nursing

shortages: a common priority. Journal of clinical
nursing, 17(24), 3262-3268.

. Buerhaus, P. I., Donelan, K., Ulrich, B. T., Norman, L.,

DesRoches, C., & Dittus, R. (2007). Impact of the nurse
shortage on hospital patient care: Comparative
perspectives. Health affairs, 26(3), 853-862.

. Bush, T. (2020). Descriptive analysis: How-to, types,

examples. Pestle Analysis.

. Casey, R. J.,, Hilton, R., & Robbins, J. (2012). A

Comparison of Motivation Of Workers In The United
States Versus Nicaragua And Guatemala Utilizing The
Hackman  And  Oldham  Job  Characteristics
Model. International Journal of Business & Public
Administration, 9(3).

Long, C. S., Ajaghe, M. A, Nor, K. M., & Suleiman, E.
S. (2012). The approaches to increase employees’
loyalty: A review on employees’ turnover
models. Australian Journal of Basic and Applied
Sciences, 6(10), 282-291.

Lee, C. C,, Huang, S. H., & Zhao, C. Y. (2012). A study
on factors affecting turnover intention of hotel
empolyees. Asian Economic and Financial Review, 2(7),
866.

. Collings, D. G., & Mellahi, K. (2009). Strategic talent

management: A review and research agenda. Human
resource management review, 19(4), 304-313.

. Solutions, S. (2016). Conduct and interpret a spearman

rank correlation. Retrieved from.

Kamna, D. F., & llkhanizadeh, S. (2022). Can high-
performance work practices influence employee career
competencies? There is a need for better employee
outcomes in the banking industry. PloS one, 17(3),
e0264764.

. De Hert, S. (2020). Burnout in healthcare workers:

prevalence, impact and preventative strategies. Local and
regional anesthesia, 171-183.

. De Gieter, S., Hofmans, J., & Pepermans, R. (2011).

Revisiting the impact of job satisfaction and
organizational commitment on nurse turnover intention:
An individual differences analysis. International journal
of nursing studies, 48(12), 1562-1569.

. Deckop, J. R., Konrad, A. M., Perlmutter, F. D., &

Freely, J. L. (2006). The effect of human resource
management practices on the job retention of former
welfare  clients. Human  Resource  Management:
Published in Cooperation with the School of Business
Administration, The University of Michigan and in
alliance with the Society of Human Resources
Management, 45(4), 539-559.

. Semwal, M., & Dhyani, A. (2017). Impact of employees

training and career  development on their
engagement. NICE Journal of Business, 12(1), 87-101.

. Division, P. (2019). Supply and Needs - Based

Requirement Projections of Malaysian Human Resources

Copyright © ISRG Publishers. All rights Reserved. 575

DOI: 10.5281/zen0d0.16917566




for Health Using System Dynamics Approach. Malaysia:
Ministry of Health Malaysia.

Dobbs, K. (2000). Tires Plus takes the training high
road. TRAINING-NEW YORK THEN MINNEAPOLIS-
, 37(4), 56-63.

Pandey, S., & Sharma, D. (2014). Succession planning
practices and challenges: study of Indian
organisations. Procedia Economics and Finance, 11,
152-165.

Ekhsan, M. (2019). The influence job satisfaction and
organizational commitment on employee turnover
intention. Journal of Business, Management, &
Accounting, 1(1).

Faraji, O., Salehnejad, G., Gahramani, S., & Valiee, S.
(2017). The relation between nurses’ quality of work life
with intention to leave their job. Nursing Practice
Today, 4(2), 103-111.

McDermid, F., Mannix, J., & Peters, K. (2020). Factors
contributing to high turnover rates of emergency nurses:
A review of the literature. Australian critical care, 33(4),
390-396.

. Chowdhury, R., & Chowdhury, R. (2019). A holistic
approach to employee engagement. Systems Thinking for
Management  Consultants:  Introducing  Holistic
Flexibility, 269-304.

. Ghasemi, A., & Zahediasl, S. (2012). Normality tests for
statistical analysis: a guide for non-
statisticians. International journal of endocrinology and
metabolism, 10(2), 486.

. Gouldner, A. W. (1960). The norm of reciprocity: A
preliminary statement. American sociological review,
161-178.

Nilsen, J. L. (2016). A Grounded Theory Study: Can A
New CEO Proactively Evolve and Manage
Organizational Culture? Benedictine University.

Haider, M., Rasli, A., Akhtar, C. S., Yusoff, R. B. M.,
Malik, O. M., Aamir, A., ... & Tariq, F. (2015). The
impact of human resource practices on employee
retention in the telecom sector. International Journal of
Economics and Financial Issues, 5(1), 63-69.

Hanaysha, J. (2016). Testing the effects of employee
engagement, work environment, and organizational
learning on organizational commitment. Procedia-Social
and Behavioral Sciences, 229, 289-297.

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002).
Business-unit-level relationship  between employee
satisfaction, employee engagement, and business
outcomes: a meta-analysis. Journal of applied
psychology, 87(2), 268.

Hashempour, R., Hosseinpour Ghahremanlou, H.,
Etemadi, S., & Poursadeghiyan, M. (2018). The
relationship between quality of work life and
organizational commitment of Iranian emergency
nurses. Health  in  Emergencies and  Disasters
Quarterly, 4(1), 49-54.

Boushey, H., & Glynn, S. J. (2012). There are significant
business costs to replacing employees. Center for
American Progress, 16, 1-9.

. Astuti, T., Helmi, A. F., & Riyono, B. (2023).
Differences in Organizational Behavior amongst Startup
and Established Company: A Literature Review. Buletin
Psikologi, 31(2).

. Hoffmeister, K., Cigularov, K. P., Sampson, J.,

Rosecrance, J. C., & Chen, P. Y. (2011). A perspective
on effective mentoring in the construction
industry. Leadership & Organization Development
Journal, 32(7), 673-688.

. Homitz, D. J., & Berge, Z. L. (2008). Using e-mentoring

to sustain distance training and education. The Learning
Organization, 15(4), 326-335.

. Hosen, M. E. (2022). Factors affecting employee

turnover in multinational companies in
Malaysia. Malaysian Management Journal, 26, 31-54.

. Huselid, M. A., Becker, B. E., & Beatty, R. W.

(2005). The workforce scorecard: Managing human
capital to execute strategy. Harvard Business Press.

. Pirzada, D. S., Hayat, F., Ikram, A. A., Ayub, M., &

Waheed, K. (2013). Impact of human resources
management practices on turnover, productivity and
corporate financial performance. European journal of
business and management, 5(10), 163-176.

Indriyani, A. U., & Ignatius, H. (2016). Effect of
Compensation and Benefit To Employee Engagement
Through Organisation Brand in Indonesiad€™ s Startup
Company. Jurnal Manajemen Dan Bisnis
Sriwijaya, 14(4), 515-524.

. Shahzadi, I., Javed, A., Pirzada, S. S., Nasreen, S., &

Khanam, F. (2014). Impact of employee motivation on
employee performance. European Journal of Business
and Management, 6(23), 159-166.

. Jaadi, Z. (2019). Everything you need to know about

interpreting correlations. Towards Data Science.

. Jamal, A. A, & Motani, H. (2024). Islamic wealth

management: prospects, challenges, and the case of
Singapore. Capital Markets Law Journal, kmae008.
Mabona, J. F., van Rooyen, D. R., & ten Ham-Baloyi, W.
(2022). Best practice recommendations for healthy work
environments for nurses: An integrative literature
review. Health SA Gesondheid, 27(1).

Kilroy, J., Dundon, T., & Townsend, K. (2023).
Embedding reciprocity in human resource management:
A social exchange theory of the role of frontline
managers. Human Resource Management Journal, 33(2),
511-531.

. Sileyew, K. J.  (2019). Research design and

methodology (Vol. 7). Cyberspace.

. Jumawan, J., & Mora, M. T. (2018). Pengaruh Pelatihan

Dan Pengembangan Karier Terhadap Kinerja Karyawan
Perusahaan Korporasi. Jurnal Riset Manajemen Dan
Bisnis (JRMB) Fakultas Ekonomi UNIAT, 3(3), 343-352.

. van Dam, K. (2008). Time frames for leaving: An

explorative study of employees' intentions to leave the
organization in the future. Career Development
International, 13(6), 560-571.

Mukhtar, S., Herlitah, H., & Nikensari, S. 1. (2019). The
Effect of Compensation, Motivation of Employee and
Work Satisfaction to Employee Performance PT. Bank
Xyz (Persero) Thk Ketut Ir Sudiardhita, Universitas
Negeri Jakarta.

. Adkins, J., Neack, K., & Ryan, J. (2024). Intentional

Pathway Planning Moving Past Succession Planning in
Era Post-COVID. Open Journal of Business and
Management, 12(4), 2402-2411.

Copyright © ISRG Publishers. All rights Reserved.

DOI: 10.5281/zen0d0.16917566




. Cook, K. S., Cheshire, C., Rice, E. R., & Nakagawa, S.
(2013). Social exchange theory. Handbook of social
psychology, 61-88.

Kaschka, W. P., Korczak, D., & Broich, K. (2011).
Burnout: a fashionable diagnosis. Deutsches Arzteblatt
International, 108(46), 781.

. Jehanzeb, K., & Bashir, N. A. (2013). Training and
development program and its benefits to employee and
organization: A conceptual study. European Journal of
business and management, 5(2).

Knight, R. (2015). When the competition is trying to
poach your top employee. Harvard Business Review.
[online]. Available from: https://hbr. org/2015/09/when-
thecompetition-is-trying-to-poach-your-top-employee
Accessed, 11, 2022.

Kotarba, M. (2018). Digital transformation of business
models. Foundations of management, 10(1), 123-142.
Haselhuhn, M. P., & Kray, L. J. (2011). Chapter 6 The
Impact of Implicit Negotiation Beliefs on Motivation and
Cognition in Group Negotiation. In Negotiation and
Groups (pp. 137-161). Emerald Group Publishing
Limited.

Lazzari, M., Alvarez, J. M., & Ruggieri, S. (2022).
Predicting and explaining employee  turnover
intention. International Journal of Data Science and
Analytics, 14(3), 279-292.

Lee, Y. W, Dai, Y. T., Park, C. G., & McCreary, L. L.
(2013). Predicting quality of work life on nurses’
intention to leave. Journal of Nursing scholarship, 45(2),
160-168.

Lee, Y. W, Dai, Y. T., Chang, M. Y., Chang, Y. C,,
Yao, K. G., & Liu, M. C. (2017). Quality of work life,
nurses’ intention to leave the profession, and nurses
leaving the profession: A one-year prospective
survey. Journal of Nursing Scholarship, 49(4), 438-444.
Long, C. S., & Perumal, P. (2014). Examining The
Impact of Human Resource Management Practices on
Employees' turnover Intention. International Journal of
Business & Society, 15(1).

Lester, P. B., Hannah, S. T., Harms, P. D., Vogelgesang,
G. R, & Avolio, B. J. (2011). Mentoring impact on
leader efficacy development: A field
experiment. Academy of Management Learning &
Education, 10(3), 409-429.

Mahaney, R. C., & Lederer, A. L. (2006). The effect of
intrinsic and extrinsic rewards for developers on
information systems project success. Project
Management Journal, 37(4), 42-54.

Hazilah Abd Manaf, N. (2012). Inpatient satisfaction: an
analysis of Malaysian public hospitals. International
Journal of Public Sector Management, 25(1), 6-16.
Maxwell, J. A. (2004). Causal explanation, qualitative
research, and scientific inquiry in education. Educational
researcher, 33(2), 3-11.

McDaniels, C., & Gysbers, N. C. (1992). Counseling for
career development: Theories, resources, and practice.
Jossey-Bass.

. Oliver, C., & Care, F. C. (2019). Global Shortage of
Nurses. Canada, McGill University Health Centre.

. Aarabi, M. S., Subramaniam, I. D., & Akeel, A. B. A. A.

B. (2013). Relationship between motivational factors and

job performance of employees in Malaysian service
industry. Asian Social Science, 9(9), 301.

Morrison, E. W. (1996). Organizational citizenship
behavior as a critical link between HRM practices and
service quality. Human resource management, 35(4),
493-512.

Mueller, A. (2011). The cost of hiring a new
employee. Retrieved from.

. Ahmed, M. H., Kutsuzawa, K., & Hayashibe, M. (2023).

Transhumeral arm reaching motion prediction through
deep reinforcement learning-based synthetic motion
cloning. Biomimetics, 8(4), 367.

Mun, T. W. (2018). A study of turnover intention and exit
choice among the registered nurses in the private
hospitals in Peninsular Malaysia (Doctoral dissertation,
University of Malaya (Malaysia)).

Munjuri, M. G. (2011). Factors affecting career
advancement. DBA Africa management review, 1(1), 93-
117.

Khalid, K., & Nawab, S. (2018). Employee participation
and employee retention in view of compensation. Sage
Open, 8(4), 2158244018810067.

. Seopa, N., Wocke, A., & Leeds, C. (2015). The impact

on the psychological contract of differentiating
employees into talent pools. Career Development
International, 20(7), 717-732.

. Pasewark, W. R., & Strawser, J. R. (1996). The

Determinants and Outcomes Associated with Job
Insecurity in a Professional Accounting
Environment. Behavioral Research in Accounting, 8.

. Patton, W., & McMahon, M. (2001). Career

development programs: Preparation for lifelong career
decision making. ACER.

. Pavlou, C. (2023). How to calculate employee turnover

rate. HR Toolkit Tutorials [Internet].

. Putri, A. C,, Hamid, D., & Nurtjahjono, G. E. (2015).

Pengaruh Kompensasi Langsung Terhadap Kepuasan
Kerja dan Kinerja Karyawan (Studi pada Karyawan
Bagian Hubungan Pelanggan Perusahaan Daerah Air
Minum). Jurnal Administrasi Bisnis, 27, 1-8.

. Rahi, S. (2017). Research design and methods: A

systematic review of research paradigms, sampling
issues and instruments development. International
Journal of Economics & Management Sciences, 6(2), 1-
5

. Reddy, V. S. (2020). Impact of compensation on

employee performance. IOSR Journal of Humanities and
Social Science, 25(9), 17-22.

. Redmond, M. (2015). Social exchange theory.
. Saleem, R., Mahmood, A., & Mahmood, A. (2010).

Effect of work motivation on job satisfaction in mobile
telecommunication service organizations of
Pakistan. International  journal of business and
management, 5(11), 213.

. Savitch, A. (2016). Difference between Clinical and

Non-Clinical Medical Jobs. Retrieved from LinkedIn:
https://www.linkedin.com/pulse/difference-between-
clinical-non-clinical-medical-jobs-alan-savitch/

. Settoon, R. P., Bennett, N., & Liden, R. C. (1996). Social

exchange in organizations: Perceived organizational
support, leader-member exchange, and employee
reciprocity. Journal of applied psychology, 81(3), 219.

Copyright © ISRG Publishers. All rights Reserved. 577
DOI: 10.5281/zenodo.16917566



https://www.linkedin.com/pulse/difference-between-clinical-non-clinical-medical-jobs-alan-savitch/
https://www.linkedin.com/pulse/difference-between-clinical-non-clinical-medical-jobs-alan-savitch/

. Shearer, A. (2023). Fairness and Equality in Company
Culture: The Impact on Employee Productivity and
Company Profitability. Retrieved from LinkedIn:
https://www.linkedin.com/pulse/fairness-equality-
company-culture-impact-employee-
andreashearer#:~:text=A%20workplace%20that%20foste
rs%20a,increased%20employee%20engagement%20and
%?20retention.

. Shweta, K. M. (2022). Employee Turnover Rate:

Definition & Calculation. Retrieved from Forbes

Advisor:

https://www.forbes.com/advisor/business/employee-

turnover-rate/

. Siegel, P. H., Schultz, T., & Landy, S. (2011). Formal

Versus informal mentoring of MAS

professionals. Journal of Applied Business

Research, 27(2), 5.

. Siew, P. L., Chitpakdee, B., & Chontawan, R. (2011).

Factors predicting organizational commitment among

nurses in state hospitals, Malaysia. IlUM Medical

Journal Malaysia, 10(2).

. Sutherland, M., & Jordaan, W. (2004). Factors affecting
the retention of knowledge workers. SA Journal of
Human Resource Management, 2(2), 55-64.

Barnett, T., Namasivayam, P., & Narudin, D. A. A
(2010). A critical review of the nursing shortage in
Malaysia. International nursing review, 57(1), 32-39.

. Tawk, C. J. (2021). Effects of high-performance work
practices (HPWPs) on employee performance: A review
article. Journal of Human Resource and Sustainability
Studies, 9(3), 397-412.

. Team, I. E. (2023). What Is Career Advancement?
Definition and Examples. Retrieved from Indeed:
https://www.indeed.com/career-advice/career-
development/what-is-career-advancement

. Ampomah, P., & Cudjor, S. K. (2015). The effect of
employee turnover on organizations (case study of
electricity company of Ghana, Cape Coast). Asian
journal of Social Sciences and Management
studies, 2(1), 21-24.

. Utriainen, K., & Kyngds, H. (2009). Hospital nurses' job
satisfaction: a literature review. Journal of nursing
management, 17(8), 1002-1010.

. Meeusen, V. C., Van Dam, K., Brown-Mahoney, C., Van
Zundert, A. A., & Knape, H. T. (2011). Work climate

related to job satisfaction among Dutch nurse
anesthetists. AANA journal, 79(1), 63-70.

. Wagner, S. (2000). Putting the" U" in Europe. Training

& Development, 54(5), 93-93.

. Lizarondo, L., Kumar, S., Hyde, L., & Skidmore, D.

(2010). Allied health assistants and what they do: a
systematic review of the literature. Journal of
multidisciplinary healthcare, 143-153.

. Wickham, N. (2021). Pros and Cons of Exit Interviews

and Surveys. Retrieved from Quantum Workplace:
https://www.quantumworkplace.com/future-of-
work/pros-and-cons-of-exit-interviews

. Woolstenhulme, C. (2019). Clinical Staff vs. Healthcare

Professional. Retrieved from Find-A-Code:
https://www.findacode.com/articles/clinical-staff-vs-
healthcare-professional-
34741.html#:~:text=Clinical%20staff%20are%20staff%2
Omembers,will%20not%20report%20their%20service.

.Lee, X., Yang, B., & Li, W. (2017). The influence

factors of job satisfaction and its relationship with
turnover intention: Taking early-career employees as an
example. Anales de Psicologia/Annals of
Psychology, 33(3), 697-707.

. Zhang, X., Lin, Z., Liu, Y., Chen, X., & Liu, D. M.

(2020). How do human resource management practices
affect employee well-being? A mediated moderation
model. Employee  Relations: ~ The  International
Journal, 42(4), 903-919.

.Yamamoto, H. (2011). The relationship between

employee  benefit management and employee
retention. The International Journal of Human Resource
Management, 22(17), 3550-3564.

. Yusoff, Y. M., Rimi, N. N., & Meng, C. H. (2015). A

study of quality of work life, organizational commitment
and turnover intention. Problems and Perspectives in
Management, (13, Iss. 2 (spec. iss.)), 357-364.

. Hamzah, 1. S., Sarifin, M. R., Aziz, M. S. A, &

Abdullah, M. F. A. (2020). Malaysia as attraction of
international foreign workers. Journal of Critical
Reviews, 7(8), 797-804.

. Al-Mailam, F. F. (2005). The effect of nursing care on

overall patient satisfaction and its predictive value on
return-to-provider behavior: a survey study. Quality
Management in Healthcare, 14(2), 116-120.

Copyright © ISRG Publishers. All rights Reserved.

DOI: 10.5281/zen0d0.16917566



https://www.linkedin.com/pulse/fairness-equality-company-culture-impact-employee-andreashearer#:~:text=A%20workplace%20that%20fosters%20a,increased%20employee%20engagement%20and%20retention
https://www.linkedin.com/pulse/fairness-equality-company-culture-impact-employee-andreashearer#:~:text=A%20workplace%20that%20fosters%20a,increased%20employee%20engagement%20and%20retention
https://www.linkedin.com/pulse/fairness-equality-company-culture-impact-employee-andreashearer#:~:text=A%20workplace%20that%20fosters%20a,increased%20employee%20engagement%20and%20retention
https://www.linkedin.com/pulse/fairness-equality-company-culture-impact-employee-andreashearer#:~:text=A%20workplace%20that%20fosters%20a,increased%20employee%20engagement%20and%20retention
https://www.linkedin.com/pulse/fairness-equality-company-culture-impact-employee-andreashearer#:~:text=A%20workplace%20that%20fosters%20a,increased%20employee%20engagement%20and%20retention
https://www.forbes.com/advisor/business/employee-turnover-rate/
https://www.forbes.com/advisor/business/employee-turnover-rate/
https://www.indeed.com/career-advice/career-development/what-is-career-advancement
https://www.indeed.com/career-advice/career-development/what-is-career-advancement
https://www.quantumworkplace.com/future-of-work/pros-and-cons-of-exit-interviews
https://www.quantumworkplace.com/future-of-work/pros-and-cons-of-exit-interviews
https://www.findacode.com/articles/clinical-staff-vs-healthcare-professional-34741.html#:~:text=Clinical%20staff%20are%20staff%20members,will%20not%20report%20their%20service
https://www.findacode.com/articles/clinical-staff-vs-healthcare-professional-34741.html#:~:text=Clinical%20staff%20are%20staff%20members,will%20not%20report%20their%20service
https://www.findacode.com/articles/clinical-staff-vs-healthcare-professional-34741.html#:~:text=Clinical%20staff%20are%20staff%20members,will%20not%20report%20their%20service
https://www.findacode.com/articles/clinical-staff-vs-healthcare-professional-34741.html#:~:text=Clinical%20staff%20are%20staff%20members,will%20not%20report%20their%20service

