CHAPTER 2 \z
LITERATURE REVIEW *

2.1 Introduction
This chapter provides a detail discussion about the p evicWrature related to this
lo Jrete ion. Then, the

chapter discussed in details about the effect of four Woré environment facters (hﬁm{TYTesource

management  practice, organizational learning cu transf‘gr tional Ieél_%ship, peer

study. The chapter begins with an introduction to the con

m the inv\aét of employee

eddednéss. The research

support) on employee retention. Following this, the%apter
retention on organizational citizenship be&% nd

hypothesis is developed at the end of tWNuss'

, S
- - %‘a 2
chapter. Finally, the chapter introduces™the eafcframewo @BGhIS study.
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2.2 Employee retention Y' ’ I §
Nowadays employee retaion ,;s\ ste| %li@rences of organizations due to rising
competition. Employeg@m I Ian efficient QQ% productive advance towards the employee

N
management who k&sid edp% J‘,‘i'roﬂggs( assets' to the company. Employee retention is

0 the?o private sector but also the public sector to maintain a

y n
'
productive e and at the s!me time meet practical requirements (Kyndt et. al., 2009).
- O
Shakeel and But (2015) define employee retention as keeping the employee in layman
N

I at taking actions by motivate and tempt knowledgeable, skilled and competent

a technique a

mpl@yees that one wants to keep and not losing them from the organization for whatever

reason, especially to the competitors. In another word , employee retention is a process in



which the employees are encouraged to continue with the organization for the maximum
period or until the completion of the project.
,\z
Employee retention is essential to accomplish vision and mission of company (Asiah et.
> 4
al, 2017) to reduce the turnover cost, loss of company knowledge, work interruption, the
efficiency regaining and increasing the organization productivity (Mathur & Agarwal, 2013).

J

Besides, employee retention is important because it gives exce actical significance to

organizations as it eliminates the recruiting, selection an oardlng costs of their

su poMuer,Ln which

TS
merit can be rewarded (Tymon et. al, 2011). Ver, employeggretention “can avoid

replacement, maintains continuity in their areas of expertise,

P 4
organization to face a risk of losing trusted in fon K‘\th mpetltsrvwhen skilled

Y.

employees leave an organization (Frank et. al MNaI ). 4:%\

Various factors influence employNQution. However, archers believe that
employee retention is generally base CC)divid \Tto @pt and handle situations in

¢ v,
the workplace. This argument has ed support fr m“th@ological models, which stated
N\, A

sig

that the structural conditions o have a i n@nt influence on employee retention

Ro

l \%
that the individual factor % C%h ng, 90420 e following sections will discuss in

2.2.1.1Q al Extha heog&;
Soci nge 69@’2;6 H@ justified “as the exchange of activity, tangble or

Y
mtangib Amore or less rewatd&ﬁg or costly, between at least two persons.” The exchange

[ @/ limited to material goods but also symbolic values such as respect, prestige
(

zano & Mitchell, 2005) and recognition. This theory has its ability to produce a
positive outcome which the premise of this theory is human interaction in social behavior is to

maximize benefits and minimize costs (Hutchison & Charlesworth, 2003). Its suggest



favorable working environment reflect employees to become benefited to organizations and
the other subordinate compared to unfavorable condition makes employee ginst the

management by engaging in negative work attitude for example absentee's%satisfaction
and quit (Haar, 2006; Crede et al, 2007).
Moreover, the social exchange theory is usually used to examinZvarious aspects of

employee reciprocity including human resource management practi ew & Chan, 2008),

transformational leadership (Lo et. al., 2010), co-worker ( & lMosshoIder, 2002),

organizational learning culture (Islam et. al, 2013), orgamizational Ci |pvpehavror
(Hopkins, 2002) and job embeddedness (Hom et. . This! th a\‘so_\hads up the
notion that when employees perceive positively ab ir org& : the@gc-iprocate with
a commitment towards their job (Islam et. al., W
The social exchange theory has three % (Chib cos et. aI 2005). Firstly is the
social exchange theory frequently engage in costs. \Ilvon and benefits. It is related to
& Yy <

issues of the decision-making process Secondly, any e%ongg'rationally looking for the profit

and benefit maximization in WTtherr asi ivid eeds. It also an effort to fuffill
basic needs as supported slo gﬁ]}h &?wards and benefits in the exchange

process lead to socral ons ,\ ('fooklng for relationships and interaction to
encourage meetrng o n nee O
[ (o)
Further craI th r{w IS reciprocity norms within social relationship
when emp ecelve thelr organization as signaling intent for long-term
invest they feel obllgatedﬂﬁﬂh discretionary role behavior (Blau 1964; Eisenberger et

al. @ oades and Eisenberger, 2002; Sun, Aryee and Law, 2007; Shaw, Dineen, Fang and
V , 2009; Gong, Chang and Cheung, 2010). Employees viewed human resource
management practices as a "personalized” commitment to them, which is then reciprocated

back to the organization through manner and behavior (Hannah & Iverson, 2002). This theory
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strengthens the employees' perception on positive viewed toward human resource management

Besides, employees would continue to commit themselves and Q with the
referén

practices that exhibit more retention in their organization.

organization if they are satisfied with the needs, expectations, desires or preferences (Chew &

Chan, 2008). In case of the organizational learning culture, em%z who feel greater

organizational learning culture may perceive a higher career sati and shows a high

S Iin& by social exchange

A

N
In addition to that, the social exchange theo e bas he' trbc,[fsﬁ‘ormational

level of commitment (Joo & Ready, 2012; Lee & Bruvold,

theory as reciprocity.

leadership style. Exploring the phenomenon of tra

known as a hierarchical relationship (Ansari, cW& i ; “Kennedy, 2002) with
high power distance. The relationship bem I

AN
superior authority and leaders who ar i arh & Cheng, 2000; Alfes

, Malaysia is

et. al., 2013). A good leader wi vorabl

subordinate thus reciprocity is Td a10
style awareness as the va% pproash asfan zxgg nge for a better commitment to the

organization. Q i %
&
The theoreEM rpinni jonship between peer support and employee
0 ts

ive a good deed to the entire

K\

oye%}lt is crucial to highlight leadership

he rél
] ’F(,)

f sodial exchange (Blau, 1964) and reciprocity (Gouldner,

retention are b@ e conc
\
1960). Fo le, é;p ofs O@Sitive support create indebtedness feeling and a
ing)0

=

N
corresp bligation to recipmtéke. McGregor (2010) in her written, “joint activities or
sha S between partners or colleague generate emotions that influence the strength of
colleetive ties as well as the likelhood of future interaction.” It is presenting exchange

relationships among peers to assume that individuals will reciprocate support from coworkers.
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In organizational citizenship behavior, such reciprocity will present in the form of a
higher level of citizenship (Cohen, 2003; Cohen, 2012). Employees who hav tthntent to

stay, expected to measure the cost if they are leaving the organization will bi Q!)lnvolved in
in

citizenship behaviors and role performance. As reciprocity as a pillar i cial exchange
theory, an employee with strong psychological attachment to the organization, therefore do

have the drive to contribute to the organization.

This study summarizing the social exchange as a th ends 'to be a sound of

responsibility, acknowledgment and believe from employee to organizati Nur Atiga et.
al, 2010) as a reciprocity employees feel obli ith di reti r)’ mi@ behavior.
Therefore, the social exchange theory is fit me etentibn/?:ind retention

consequences. q é{é

2.2.1.2 Job Embeddedness Theory

AN
Mitchell and colleagues (2001) define jOb embeddedness as an innovative and
¢« J S
emerging research construct, premises a method of explorlng why people stay in an

N LY
organization. Considering the relationships between job embeddedness and retention within

s X I 721 .°

the public sector employees could assist a person in charge of formalizing policies and
finc) ‘r L
A J \\
procedures which capltallze on the organlzatlons strengths This study refers to studies on
turnover but WI|| ptlon @ilvldually to test whether job embeddedness

theory helps e ret tiom, 0 pub@ctors employees in Malaysia as done by Young

and friend w cont )ﬁthloQ. gents in Kansas and Kentucky.

SN0
Job embeddedness refers to the on-the-job and off-the-job factors related to individual

a
links, fit, and sacrifice (Mitchell et al., 2001). The job embeddedness theory can be elaborated
as ctor spider's web involving both within and outside of work, which hooks the individual

to the organization. This hook makes the individual more tendency to remain in the

organization for three different reasons;
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(1) Links refer to "discernible connections between people and institutions” (Mitchell

E—
et al, 2001) It is classified into two types of links to organization and community.
N

The theory place when more links to the workplace or community, the more highly
> 4
embedded individuals will become. Links can best refer to social, psychological, or

financial. Therefore, if developing meaningful work relationships fail, it could

~N

demonstrate that employees are not expected to remain in the organization or current

o ,,N‘ J 4

(2) The sense of fit is "employee has perceived compatibility or comfort with an
A R\
organization and with his/her environment" (Mitchell et. at., 2001). It is categorized
N 2V 7 v

into two factors: organization and community. The theory place order when closer

« O OO WY

one's personal views, values, and goals are Synchronized with those of the
AW N7 X
organization and/or community cultures, the "higher the likelihood that an employee
s T =N ) A
will feel professionally and personally embedded" (Mitchell et al, 2001). Examples
& s ' >
) 4

- -

of organizational fit include "job knowledge, skills, and abilities” (Mitchell et al.,
v ~
2001). Y\- ’ \>\
cti

(
(3) Sacrifices it r the r ‘an% t the employee must give up when
resigning the @ job,|suh conLQg'/ types of benefits, friendship, status and
appreciati ee et al, ; Tanova & Holtom, 2008; Jiang, Liu, McKay, Mitchell
pp Erﬁ& ) Tanova &. g y

& LeQOl' . An/ individual w@,have many links, a high sense of fit is likely to
expesiehce grea rvz ce. means that a person with strong roots in the

ization is more Iikely@ have fewer thoughts about leaving even when problems

@ur (Lee et. al, 2004).

The job embeddedness theory three reasons show a good relationship between the

factors of retention in the organization. The factors are including the links organization for
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human resource management practice and organizational culture. Both factors are classifying

E—
as on the job factors associated with the individual or employee. Besides, job embeddedness
P N
theory describes one of the job factors which can be classified as links community as
o

examples, social; transformational leadership and peer support. Higher link community in the

social more highly embedded employee will become. It will point to retention in the

organization.
' Q ,

Meanwhile, retention may form a sense of fit either organization or community. From
o= U 4

the factors, mention above employee will feel professional and personally embedded.

Furthermore, research on job embeddedness has b@iely e%m"

other variables such as organizational citizenship b S, |

related behaviors (e.g., Lee, Mitchell, Sablylw )m 2@ Ng & Feldman,
A
2010). Hence, retention will fit the organlzatlon which is organization citizenship behavior,

P - ) A

and sense of fit to the communlty is job embeddedness Consequently an employee who is

N
’e lahi(@'ﬁships with

nce\and innovation-

considering to walk away from th ut do not nt to&%z' rifice valued job-related benefit

and social relationships wouIdTess likelyg, t er employment. This discussion
is

I
enclosed job embeddedne%

Q{ a be best describing consequences of
employee retention to r emb|9dd e3s msug:. e organization.
&
| (_jb
2.3 The work nt ac hat @uence employee retention
The charﬁe explaln the relationship between work environment
factors Anployee retention. ﬁa Social Exchange Theory starts with the premise that

r@eract in social behavior in order to maximize benefits and minimize costs, which

@; s to a positive outcome (Hutchison & Charlesworth, 2003). From this perspective, the

soclal exchange theory suggests that employees respond to perceived favorable working

conditions by behaving in ways that benefit the organization and or other employees. Equally,
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employees retaliate against dissatisfying conditions by engaging in negative work attitudes

such as absenteeism; lateness of preparing to quit the organization (Haar, 2006;, Cr Qe et. al,

\

2007).
Four specific factors in a work environment are influence employ%(etentlon The
factors are including the human resource management practic% nizational learning
culture, transformational leadership and peer support. The follov'?gections will provide a

detail explanation of how these factors can affect employee ret '

2.3.1 Human Resource Management Practice \d

Human resource management practice is @ of integrat de‘msi!s{'g? that form

an employment relationship. Their qualﬂ;YY&
contribute to the ability of the organlzcw bon

2010) to achieve their objectives. N searchers ¢tch as@nes, George, and Hill

AN
(2000) have defined human res L‘!)anage ; ice 4s.the activities performed by
% 0 c'}

managers to attract, retain,

Y—-
ctlveneg geherous  packages
Y.

employees (Haines et. al.,

contribute to achieving tlonaLgo In s@iﬁc, human resource management
I

practice consists 0(%1 organ
recognition  of oyee| t
compensatio &’\lf
appralsal %one secyri

reso chag @ practice is essential because it can produce a

\,
ttltude and behavm\ ng the employees, such as willingness to remain in the

ti I:p actices such as selection, reward and

yment structures and  opportunities,

& @n, 2008; Kochachathu, 2010), performance

")

( Lee 2007; Hong et. al., 2012).

thIl. Previous researchers argue that individual’s decision to become and remain

0 member of an organization is determined by their perception toward the human

resource management practice (Tangthong et. al., 2014; Rathnaweera, 2010) such as an

attractive compensation package (Osibanjo et. al., 2014; Nawab & Bhatti, 2011; Parker

20



& Wright, 2001; Walker, 2001), organizational justice (Rampfumedzi, 2009; Meyer &

Smith, 2000; Bushe, 2012; Ramlall, 2004), job security (Fauzi et. a\&B), and

recognition employee capabilities and performance contributions (Jin(oj( Mathew,

2012; Walker, 2001). The other human resource management practice that can influence

employee retention are career development opportunities (Cappell, 2000; Bhatnagar,

2007; Bushe, 2012), work-life balance (Cappelli, 2000; 001), opportunity to
attend training and development program (Bhatnagar, 2007; mlal' 2004) such as the
social program for new employees (Davies, 2001). o

Ll: N
In this study, the researcher focus on practices @as d tidg%}he human

resource management practices namely as ¢ atio ge and “rewards, training

and development, performance appraisatwfety a‘ﬁ'\d health. 4«{\
ewards O

Compensation, bene d re lu @ﬁnanual and non-financial
g%, 0 v,
)

reward are given to t yeeswfrom f)‘lo&rg(Deeseler, 2008). It is one of

the robust features Ty thelorga ization to-retain valuable employees (Khan et.
e

o
al., 2011). Thi% togh in 23 ging employee retention also plays as
motivator @iativ@ emp]@&gs to be more committed in their work
which ki ly € lreta)® in the organization (Moncarz et al., 2009,
' 4

L
Os@v . al.f 2024)4 In .t&e_;case of the Malaysian public sector, Azmi and
a

we (Z(ﬁ aj‘ned@ competency-based pay had been offered in the

) NV : : :
lic sector under tb%)System Saraan Malaysia (SSM), and Public Service

‘%\Department Malaysia (PSDM) (2004) justifying competency-based pay is a

Q method that determines the amount an individual is paid based on competency or

performance. In this compensation system, employees were noticed that they are

! Compensation, beneft,

IS Vi

entirely responsible for their individual development (Azmi et. al., 2009).
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In linking of compensation, benefit, and rewards toward employee
retention, there are positively related with employee retention { e most
influential factor which are studied by Morin and Renaud (2009 69/ and Chan
(2008), Sanjeevkumar (2012), and Francis (2014). They‘%revealing that
compensation, benefit, and rewards had a higher effect on employee retention than

>,

on their commitment to the firm. This package wil ge positive behavior

and morale towards job and task thus, will to lthe willingness and

effectiveness in doing their daily task. The resulty the!emp wllsze more

satisfied and will create the favorable e@m to sta ng@r |s et. al,

2011) inside the organization.

ii. Performance Appraisal.

<<

Performance appralsal\ ential bot r @onee and employer.

\ )
Employees side, perfor appr ssentidl /to  determine  their salary
a S

increment and related Ir co menttat th rkplace. From the side of the
employer, importan them to &know a\effectlve performance helps the

organization to %t nd pr ents gsrt& and helps to provide and coordinate
r

the suitable

Mv il p
.2 . .
determining” an J\u catlr]é_mcludlng formal review and feedback session to

w onee’ Il theyrare performing on the job and ideally establishing a

of mprovement,@rk objectives, self-appraisals and setting performance

pr(*]ra r tho ployees who needed (Tian et. al, 2016).

fce @alsal can be defined as the process of

oals (Byars and Rue, 2004).

E g
Q Othman and colleague (2010) justified, performance appraisal comprises of

objective evaluation and counter-signed by both employee and manager’s

performance as an outline of measures to be taken for improvement. In Malaysia,

22



public sector organization, first performance appraisal (KPA) is used to evaluate

work performance and determined by the manager's job performa@ency,
and effectiveness. KPA influences employee's promotions and % Increments
(Mohd Rasdi et. al., 2009). N

Meyer (2005) claimed managing performance a%isﬁz is an integral part

of an organization and reverse on how the organi?*n. nages their human

resources. Othman and colleague (2010) | ineifective performance
appraisal may lead to low morale, low produc hu5|a§n in the

organization. Thus, the organization has t?@\mblllty 0 Janéta employee
produ%

performance appraisal to be more activ contrhs$~the employee

shall play their role to show their Wa e°§lthe There@ this discussion of
;I

&
em@/ee retention.
kY

iii. Training and d nt \’\
6 v,
Training refers e intervention aﬁnquﬁﬂgned as a changing process

in thought, behaVIo actmr As,al resu hanglng in knowledge, skills, and
ndr

competencies t% ove the

2005; Sahi MZOOS] \rng a evelopment is a practical lesson which

performance appraisal has a p atlonship

i u’al 42/ performance (Chiaburu and Tekleab,

related e urre yl po ition and can be considered an ongoing situation
de op| for(juture jobs through enhancing knowledge, skills,
% {and rcome inefficiencies (Anis et. al, 2011; Garavan,

S

Training and development help in reducing employee's number of turnover,
reducing absenteeism rate and increasing commitment and satisfaction of
employees (Deckop et al., 2006; Griffeth et al. 2000). According to Deckop and

colleague (2006), with training and development employees can handle and

23



manage difficulties on the job and give an opportunities to remain in their current

job and it may influence intention to leave the organization (Hemdi QAQasurdin,

2006). (f)

Training and development are paramount in human resource management

ees z;velopment due to

on-the-job training,

practices part. It is implemented in retention and empl

distinctive types of training given to employees,

r, 2002). Lee and Lee

(2007) found training and development benefit impr vewwncgrinclusive
N
in incremental of employee productivity, @uality nd ib‘lir&&e]f firm.

4 b ¥
The previous study proved ainiw evelogpent is a key

programmed in employee retenti \w as
Pritchard (2007) and TomIinscM by placipg their @)onees well trained in

the latest technologies. M Wa a ,,@13, confirmed, training and

[} )

development is a fa\n emwiteﬁtioqgjther than that, training and
development have fficant in’ emp ret 'An either as stated in the existing
literature result %Ya:ﬂagd 0 a;aoll 4(0 1), Jones and colleague, (2001) and
Vorhies a Me (ZQOO)\ﬁereforéﬁs discussion of training and development

&

hasap ﬁ%l tiogs i rtp e(’ngh/ee retention.
(;3 ' 4
Q afety landhealth &
% he V(/ Iﬁah@anization (WHO), describe safety and health as,"

~ ] : :
alth as a state of cs@lete physical, mental and social well-being, not merely an

N

‘é absence of disease and infirmity ' as cited in Bratton and Gold (2009). The act
Q administers to all workplaces where any person is at work temporarily or

permanently (Occupational Safety and Health Act, 2007). The function of this act

vocational training, general and specific training

tudy Messmer (2000),

is to protect the safety, health, and welfare of persons at work, and protect persons

24



at work against risks to safety and health arising out of, or in connection with the

activities of persons at work. \?
Safety and health policies implementation exhibit that tihagement [§
and

involved in the employee's protection from hazards at work demonstrate
how this protection will be granted (Armstrong, 2009). naging safety and
health in the workplace is the task of the human res epartment to develop
and implement policies (Gaceri, 2015). Effectiv a inb safety and health
may reduce the number of job linked accidentSyand ! injuri n;proQéQment in
productivity, diminished sickness, abse taff turnover, crlaashﬁ’ corporate

image and reputation, and contribute he anizational %&ﬂs achievement
N

(Gaceri, 2015; Naido & WiIIs,ﬁWPrice?\ZO Amponsah-Tawiah et. al.,

Q

2016). \ - .\O
-

’
Moreover, safety and health practices are applied in the organization as

N e VT &S
aim to facilitate employee convenience and comfort in handling task so they
R AR, AR
would feel safer and motivated to increase their achievement and find growth

s X I AN
opportunities (Winterton, 2011; Othman et. al., 2010; Maimunah, 2002). As safety
a T NV Y
and health is lie under the five pyramids of Maslow’s hierarchy of needs,
N N o &
employees are apparently to stay in the organization where job atmosphere is
N4

* y»

sustained compared to insufficient working situation such as unfavorable

2N Ul 77 N

“furniture, poor lighting and so forth, this situation may be demotivated employee
v T
Awuto perform for a longer time (Zuber, 2001; Shamsuzzoh & Suman, 2010; Salman
‘% et. al,, 2016).
o Previous studies confirmed, there is a significant with the employee

satisfaction and retention when the organization apply the agronomic factor such

as job burden and work harassment that will create positive employees attitude

25



(Dayang Nailul Munna, Surena & Azuraina, 2006; Pearson, 2008; Rospenda et. al,

2005; Fulmer et. al., 2003; Edgar & Geare, 2005; Katou & B dWO%).

Implementation of the safety and welfare by management will %\ployees to
well ﬁL

stay satisfied with their job, or task thus will perform ogasakthi &

Rajagopal, 2013) in the organization.

The link between human resource management practi d retention is in line

with the social exchange perspective that argues pIo;kes exchange their
willingness to remain in the organization, in return the act umansz,[esource

l.'{T N
management practice from the organization (M mith, 200Q)# F hébiterature [
s h S
the possible reason to support the link be U res mahagement practice
l\?ﬂh maﬂ\ a

and employee retention. First, human rtw“anag me ractican build employee

feel that their capabilities, efforts, a rmance

appreciated (Davies, 2001). Se o(d,')umanﬁg
()

rectify deficiencies in emplo erformance a Brm@' the skills and abilities to the

S .
r@ement practice can help to

employee (Jaramillo et. 5). uma@ource management practice can

‘o
make employee feel%: ctiona. ri y Wgh/ they are treated fairly and received
generous emplo@ogkages' im
ct

&
2010). HR Nc s.are dh isheggfbm inducements offered by an employer to an
[
tﬂ '3
0
on

employee AGuc & Cho; .
Py % F §
((e’ ond {o r , We integrated eight HRM practices obtained from
N
o\ dies, which showed&fhe significant effect on employee attitudes (organizational
@mment) and behavior (turnover). Based on the previous discussion, below is the

Oroposed hypothesis:

Hypothesis 1: Human resource management is positively related to employee retention

of , bonus and promotion (Haines et. al.,

26



2.3.2 Organizational Learning Culture

Culture is a pattern of underlying assumptions, invented, discovered,, or ‘developed
by a given group (Schein, 1988; Islam et. al., 2012). An organization @ates high
levels of behavioral consistency in members over social norms, sﬁarexvalues and a
shared mental model (Dalkir & Liebowitz, 2011). On the otrx‘:nd, the learning

organization is one that learns continuously and transforms i d the learning occurs

at all levels, such as individual, team, organization, and ity (}Natkins & Marsick,

1993). Other researchers such as Garvin (1993) and C r( QMhed%learmng

organization as being good at knowledge cr owledge w!rtloh%&nowledge
4 )
transformation, and behavior modification to V\W e and™insights.

Organizational learning culture ﬁ Wrated“\ int orgamﬁ)nal culture and

learning organization. The organlz
AN

i Qnd sharing of learning, and

C.)

that support the acquisition |on i r&m
that reinforce and suppor ‘é tinuous earnl z‘a‘ndA application to organizational
) othe

improvement (Bate & K , 2 05). @ord, organizations which emphasize

the organizational % cuIture‘. sho ‘. first cquire information, interpret it to

understand its it%&)/ knowledge completely. Simultaneously,
they should %e

@part which is to perform behavioral and
cognrtlve D

uttur n onlyzt ' of @dual learning, but it also involves the exchange of

words into action. The organizational learning

e among orgamzah@ teams, individuals and the environment (Argyris &

n 1978).

Q Takada and Westbrook (2009) found that organizational learning culture plays a

significant role in employee retention. There are few possible reasons to support the link

between organizational learning culture and employee retention. First, organizations that
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have prioritized learning have seen the increment in employees' job satisfaction (Watkins

& Marsick, 2003). Second, the organizational learning effort (e.g., p{? training

opportunities for employees) can diminish the employees turnover %Jn (Chow,
Haddad, & Singh, 2007; Dysvik & Kuvaas, 2008; Hemdi & Nasurdin, 2906; Pfeffer &

Sutton, 2006). Similarly, Emami and colleagues (2012) argue thaZthe shared vision,

which is one of the learning disciplines, can also decr e employee turnover
intention because knowledge workers have strongly in b)‘ the shared vision.
Third, having a culture that emphasizes learning can be rded as npo%ﬁ'om the
organization, which can enhance the emp mmitment 'tha\:'arganlzatlon
(Eisenberger, Huntington, Hutchison & So 86; ﬂtc &*G‘gr-stka 1996).

is |s‘p‘¥ osed:

Therefore, based on the previous basis, &
Hypothesis 2: Organizational learning

Transformational leade IS a precess t t“ch and transforms people. It is

concerned with emotlon S, etwics, tandards,~and long-term goals. It includes
o

assessing followers' % satlsy eli EE, , and treating them as full human

beings (Northoﬁ?) 'Ilrans tiona.é{dership theory has evolved to describe
&

four dimensi fle ders I
ion, (gmd individualized consideration (Bass Bernad,

motlvatloqﬁ
1985): zed |rfﬁ m@rs who are exemplary role models for associates.

A
Wlth idealized mﬂu@e can be trusted and respected by associates to make

vio@nown as the idealized influence, inspirational

ight decisions for the organization. Inspirational motivation is managers who
tivate associates to commit to the vision of the organization. Managers with
inspirational motivation encourage team spirit to reach goals of increased revenue and

market growth for the organization. Intellectual stimulation describes managers who
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encourage innovation and creativity through challenging the common beliefs or views of

a group. Managers with intellectual stimulation promote critical thinking{gproblem

solving to make the organization better. Individual consideration ds% managers

who act as coaches and advisers to the associates. Managers With individual
consideration encourage associates to reach goals that help both chassociates and the
organization.

Transformational leadership has been recognized a: i Iea('ership style that can

enhance employee retention (Bass Bernad, 1985). There y re
link between transformational leadership loyee I
'g
i

lo ort the
A Y
retention. .3Eci?st, higher
transformational leadership lowers the empl mno on %PEB(;. al., 2010;

n
Hughes et. al, 2010; Olluokun, ZOeNcond,u\tra rmazzéT leaders, through

inspiration and high expectations thN for employees; th@gh their vision for the

. NP
organization; and through the su ey pr t sé% social support, teamwork,
¢ e,
\vement an
employees (Simosi and XY& 20[0). ird, trz@srmational leadership may be seen
l Q
as encouraging follom% arry ou thei o&l& is due to transformational leadership
encourages mllc@g card O\nd cor@/ their work concerning diplomatic means
imi i

stressing ideas, w@ptimism, X ecﬁaﬁbns, change, eagerness, and a general long-

g ES\QQ ‘IO ’F p g g g g

term pla@ & Avolioy, 1995; @I, 1999). This type of leadership style also can
arousw/ers t(f' aﬁvﬁz Ie@f thinking (Bass, 1985; Burns, 1978). Indeed, this
leadership style ﬁt\&amotlon-focused individuals’ directedness at an ideal self

‘@l , 1997), their preference for optimism and positive expectations (Higgins &

ram, 2001), their preference for focusing on a long-term time perspective (Forster &

self-actualization, and goal énd evels of commitment among

Higgins, 2005), working in changing situations (Liberman, Idson, Camacho, & Higgins,
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1999) and their eagerness to try out new things (Herzenstein, Posavac, & Brakus, 2007).

Based on the previous discussion, the following hypothesis is proposed: \?

Hypothesis 3: Transformational leadership is positively related to emplshtention

2.3.4 Peer Support

Peer support is known as co-worker support. In spec%z support refers to

peers assisting one another in their tasks when needed ring knowledge and

expertise as well as providing encouragement and suppo & C’eorge 2001). Other

researcher defined peer support as the care and consideratio emp s,re ive from

other members of the organization (Mossholder @ &H Wigy]x
suppow and emotional

Peer support consists of two dlmen3|o ru

support. Instrumental support defines more i of help such as

providing services and material asN (e.g., helpi sor@ne find the photostat
AN

machine on his or her first day r‘ﬁ’ k). y@\g@? ional support specifies as to
? 6 v,

venting or providing consol 0 SO e, e?(anpg' helping a peer get through a

difficult time with a boss enlngl and ring ort and consolation (Sias, 2008;
(

Beehr et. al., 2000). C!) 2 %0

@)

Recelvlng uppori fro e pe@. can tie the employee to the organization
(Lee et. al, R na at @9 Pitts et. al., 2011; Brown et. al., 2003; Ng
& Sore 2 CI et i 2011 Walker, 2001). In another word, the
empl %mmes tay in the organization when they receive acceptance

ort from the other~cg@leagues in the organization (Van Knippenberg, 2000). In
esearchers (e.g., Jasper, 2007; Kooker et. al., 2007; Paillé, 2013) reveals that the
upport from colleagues is the main reason for employees to remain in the organization.
Besides, a study by Sherman (2014) indicates that thirty-five percent of employees

stated, they stayed with their organization because they received support from their peers
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such as having enjoyable peers, having peers who were easy to work with, and feeling
appreciated by their peers.
There are few potential reasons to support the link between pport and

employee retention. First, peer support can decrease the employee intention to leave the

organization (Ng & Sorensen, 2008; Feeley, Moon, Kozey 010 Mueller &
Boyer, 1994; Cho & Johanson, 2008). Second, the support ers in the organization
can enhance the employee level of job satisfaction (Ro 003 l Lee et. al, 2004).
Third, peer support can improve the strength of collectiveyties betwe |O)QQS in the
organization (McGregor et. al., 2010). Fourth, u port c e*p]&yc?es address
work challenges (Aryee & Chen, 2006; Er , 7).{_51.,' the support

from the peer can enhanced employe J rforrr%ce marne‘é\et. al, 2010). All

these reasons may route to the retem the emplo

A
the previous discussion, the follo oth p Q\
()
Hypothesis 4: Peer support vely related e%plq§§ retention
(
2.4 The Consequences of% e Re Llo 2 o’

&

N
2.4.1 Organi W itizen qha\é@

—:

¢

Or@ al  citizensh b@ior indicates employee behaviors that are

beydﬁ et call duty and not rewarded in the context of an

N
jon’s formal reward“sfracture (Organ, 1988). For example, catering support to a

c

e, helping a recently recruited employee to settle into the organization,
emonstrating a degree of flexibility by tolerating requests deemed to be excessive or
unreasonable, defending the image of the organization in a discussion or inspires a co-

worker who is demotivated about his or her achievement or professional development
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(Paillé, 2013). Organizational citizenship behavior entails personal motivations that go
beyond the need to offer something in return for being treated fairly (Lavel W
Organizational citizenship behavior is measured by four 'Mws namely
altruism, helping, sportsmanship and civic virtue (Paille, 2009).:%m refers to
voluntarily helping others with a specific work-related task, SUQ{ Iping a co-worker

with the heavy workload (Organ, 1997). Helping behavior 1 iors targeted at only

others to alleviate their struggles with work-related ms lor probably avoid

problems from appearing in the first place (Organ etWpal.,
enduring hardship and interference without @ng (
positive attitude when things do not go as FT! an

reject one's suggestions and ideas thus Wght

morale (Podsakoff, MacKenzie, Paine, chrach, 20

is keeping themselves knowled % % !
@
merely focusing on their job, %tme (Org ,‘19&8@<'<}Hart et. al., 2016).
Meanwhile, the oth \ars tuch DiPaola~ & Tschannen-Moran (2001) and

Williams  and Ander%sgl) 9o

dimensions kno NCB-hd'\s (Oféj and OCB-organization (OCBO). OCBI
is behaviors &e&g t speel N

[
altruism. 'cd)ote

individua
2.9
St
CO-W. : hiIe’OQEzs

rgan@n indirectly by giving a good deed to peers and
. N . L
\ ch as consmenhousﬂ&s%, sportsmanship, and civic virtue.

(
pi gr%g tional citizenship behavior with two

in the organization, such as courtesy and
b@ors concerned with benefiting the organization as a

% orrison (1994) reveals that employees who willing to remain in the organization
Oﬂl engage in more organizational citizenship behavior. Similarly, Unal (2013) also

argues that employees who stay with the organization or wish to stay longer in the

organization will create a positive working environment where employees infrequently

32



complain about the aggravation experienced by them and diminish work-related conflicts

According to Basirudin and colleague (2016), organizational cs%p\ behavior

is the crucial part in upbringing productivity of government or tions’. AS

of other employees.

enhancing organizational performance in a public sector, citigshi, behavior practices

should be exercised to create better public service and lonal atmosphere. As

I ‘)ehavior resulted in
an improvement of citizens’ welfare and upgraded public*@rganization e.
Y
Organizational citizenship behavior is a Ve enga ar!j AQC?[ributes to

Y—-

0 4
the effectiveness and advancement of an orgwm (Shjm\ oh%gugh, 2014). An

as(i«@to show positive

scholars’ opmion, Vigoda, and Golembiewski, (2001),

employee who remains in the organiza'M satis‘ﬁcti

behavior and attitude as an exchanN a good tha@s been done by the

organizations (lbrahim and Aslinda?2013; i {al 2016). It is shown in
()

organizational citizenship b when._publi é‘me%'es have distinct motivational

AN
bases (Houston, 2000; Pe 0) %\
J. . . .
Employee rete h organizati a‘& 2[?, ship behavior as offered by Organ

and colleague ’Qs can| im\d pné{tivity, free up resources (autonomous,

&

qgers (Bore time to clear their work; cooperative

cooperative eﬁa@/e s, giv
4
e (a%gart of group maintenance behavior), attract and

behavior m cohest
% poné'es‘g]eva@ocial capital.

retai
AV . N . y
eral studies have\(@'dopted social exchange approaches to explaining the

@ship behavior, which found by Meyer and colleague (2002), the useful

ommitment has been found as one of the consistent determinants of organizational
citizenship behavior. As Cohen and colleague (2012) found the workgroup

characteristics strongly affect the nature of the exchange relationship that determines
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role performance and organizational citizenship behavior. Although these approaches are
beneficial in justifying government employees’ organizational citizenship behayior, they
are limited in explaining why public employees tend to enlist in ci L?’p behavior
proactively. Thus, the following hypothesis is proposed: &

Hypothesis 5: Employee retention is positively related to orgg:'iional citizenship

behavior. Y\_,
2.4.2 Job Embeddedness ) '
U 4

Job embeddedness is defined as the on-the-job and off-the-job factors associated

| I . N

with individual links, fit, and sacrifice and become part of the social web in connection

of social network (Mitchell et al., 2001). Hartheeles\dDQ/ maé%zl) discussed

employees assembled job embeddednes quality links in the

organization, fit well with the job aN |za re, ar@’eel a strong desire to
take care resources. cﬁ Q
0 ¥,

Moreover, the three s of | em dfed links, fit and sacrifice are a

A\
relatively new varlable retentio han \2013) Also, job embeddedness
|
examines the inner perfor 'ngj Tt which the result is affected by the

@

overall the netw SO|Id6*I0n hich ,@& individual belongs (Son, 2012). Lee and

colleague (2 an itc lcoll@e (2001) defined links as formal or informal
[

connectio e mst@gpns or other people. Links could happen in a

y ologlc{I ajblal b, groups, the community, and entities in the

jon. While the fit wﬁ@n the employees feel compatible with the organizations
nvironment. Lastly is sacrifice refers to the perceived psychological, social, or
terial cost of leaving one's organization and one's community (Lee et al, 2004;

Mitchell et al., 2001).
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Scholars Zhang and colleagues (2012) justified individual become more enmeshed

in the web and not easily leaving their job when they are net or a web in QR one can

»

become "stuck" (Mitchell et al., 2001). It occurred when the employees served some
> 4

years in the organization, and for sure they have been developed links which connected

to each other inside the organizations. Thus, one can be enrr%z: embedded in the

organization with positive affect and positive feelings.

Inside the organization, human resources depart thei one supporting the
effort to retain employees by employing job emb dness e th,develop
capturing and measuring the extent methodSgei e organizati 'anﬁkc%ommunity.
According to Mitchell and colleagues (2001), is t gxi e of tritical aspects of

people have links to other people. Se , the exten whic@eir job and community

job embeddedness that important both E off tﬁ’\ jo irstl)</< the extent to which

are identical same to or fit wit her a ofjth w'ﬁwmg space. The third is the
N
() &
en

ease with which links can bF\ whieh mea \‘A/hA y would give up if they left to
another organizations, co honme. %\
- Ay AP
Besides, emplo in- i he Or n&fi ns because they ought to, and they
Q

build up a nicme Orjanhs whj@;compatible with their needs, knowledge,
tal

skill, ability, nt, Th loye :\%ho stay in the organizations create fit with
ity aﬁ\ ! ployees ) y g

2 9
the job, Q s with their co- rke@d they are unfavorable to give up and sacrifice
what Qe,rn rigP{ Vm)

: N :
h re, promotional oppac@nltles (Mitchell et al., 2001).
‘% mployee retention in the organization will connect to surrounding in their daily
dves thus will create the embeddedness in their job (Crossley et. al., 2007; Yao et. al.,

2004). This argument has received support from other researchers that argue the more

4

for e»@e freedom, retirement benefits, perks, compensation,

years of service in a particular workplace. The more highly embedded individuals will
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become (Mitchell et. al., 2001; Lim & Wong, 2009). Moreover, the study from Sun,
Zhao, Yang & Fan (2012) stated, positive psychology makes employees W with
the organization and job. Thus, an individual who felt attached to G@wlzation will
become embedded into the environment of the organization (Mﬁ&t. al, 2001).
Based on this basis, the following hypothesis is proposed:

Hypothesis 6: Employee retention is positively related to jo dedness

l

2.5 Employee Retention as a Mediator \d,

4
The previous sections have proposed six hypo irst, h sollrciﬂanagement
0 4
practice is positively related to employee retention: nd,\q% onal I'e;zr;ng culture is
N

positively related to employee retention. Wransfgf\nﬁ' ship is positively

| le
&

related to employee retention. Fourth, peer t is positi rela@to employee retention.
AN
Fifth, employee retention is positive %ed t&}ysﬁ itizenship behavior. Sixth,
¢ e,

employee retention is positively r to jobwembe e‘dnesé/%uch hypotheses allow for the

development of mediation effe angther rd, @Ae is a possibility that employee
retention could mediate t Yr:lip %\J}V{QZ ctors of employee retention (human
resource management N:e, c]rgh(mal Jé‘ﬂng culture, transformational leadership,

peer support), org m | citize Fhavi@nd job embeddedness. The proposed role of
[
aa

4
employee retenti mediator, in\the )@gﬁionships is in line with the social exchange theory

4

perspective WSon 83' e}\Non%.%\ZOOB). This theory suggests that employees respond
t
er employees. In another word, when employees perceived favorable working
vns (active human resource management practice, application of organizational learning

culture, transformational leadership style, peer support), they will behave in ways that benefit

the organization (employee retention), and the consequence was demonstrating organizational

N M : N o -
per; vorable working cﬂﬁamons by behaving in ways that benefit the organization

0
an
co
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citizenship behavior and job embeddedness. On this basis the following hypotheses were

proposed: Y.
N

Hypothesis 7: Employee retention mediate the relationship between : L@ resource

management practice and organizational citizenship behavior.

Hypothesis 8: Employee retention mediate the relationship between x;zatlonal learning
culture and organizational citizenship behavior

Hypothesis 9: Employee retention mediate the relation tw{en transformational

leadership and organizational citizenship beha

Hypothesis 10: Employee retention mediate the @lp betwe peler.&‘i@)port and
s b 4§
organizational citizenship behavior. N
el
Hypothesis 11: Employee retention mediaﬁw relati

ship » be human resource
management practice andm

Hypothesis 12: Employee retention Sh éueen organizational learning
‘. QO
44:

ddedness.

0

culture and job e edness.
Hypothesis 13: Employee r rr!d late [@onshlp between transformational
embed

leadership

é‘

Hypothesis 14: Emp tentlorl theéﬁtlonshlp between peer support and job

) S
2.6 The re h rame ,f Y.
T work of this study@hibits the factors influence in employee retention (human
res nagement practice, organizational learning culture, transformational leadership

an er support) and the effect of employee retention towards organizational citizenship
behavior and job embeddedness. Moreover, this study examines the employee retention as a

mediator in the relationship between human resource management practice, organizational
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learning culture, transformational leadership and peer support with organizational citizenship

behavior and job embeddedness. The framework direction is to answer the res%%uestions

and to accomplish the objectives of this study. (ﬁ

This study proposes a theoretical framework that includes ndependent variables
presented by four dimensions of factors that influence the employee.%r%*r%(human resource
management practice, organizational learning culture, trans rmavar leadership and peer
support) which are the variables of the primary interest. ing@a? which is also

ent \Iqiable for
S

this study is organizational citizenship behavior b embeddedness. Tﬁe theoretical

framework of this study is illustrated in Figure 1. R \ Y‘y
A 0(\ -X\

D

included in this framework is the employee retention. Meanwhile, the d

N
% b= r Re@h Framework of the study

&Y

2.7 @on
a conclusion, this chapter has discussed the literature review on the concept of
yee retention, theory and the factors that influence the employee retention. This chapter

also explained the literature review about the significance, the effect of employee retention to
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the employees’ organizational citizenship behavior and job embeddedness and employee

retention as a mediator. Lastly, this chapter has highlighted the theoretical @ and
hypotheses of this study. Following chapter, the research design, methods, 3@ collection

instruments will be discussed.
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