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Pay, security, support and intention to quit relationship 

among academics in developing economy 

Abstract 

This paper has examined the relationship between human resource management practices and intention to quit among 

the academics of private universities in Bangladesh. Out of 360 survey questionnaires which were distributed, 160 

useable questionnaires included in the final analysis yielding at 44% response rate for the study. The results showed 

that pay and supports were significant and negatively related to faculty intention to quit behavior in any condition. 

However, the relationship of job security and faculty intention to quit depends on control variables used in this study. 

Therefore, this paper recommends that private university management especially in Bangladesh should pay more 

attention to these two practices in order to retain as well as to attract potential academics in the future. At the end, this 

paper highlights some limitations and suggestions for future research. 

Keywords: pay, job security, supervisor support, intention to quit, higher education in Bangladesh. 

JEL Classification: M00, O15. 
 

Introduction  

Though employee turnover or intention to quit is 

primarily a concern for human resource 

professionals (Peterson, 2004), however academics 

and organizational researchers have also paid ample 

attention (Joarder & Sharif, 2011; Ton & Huckman, 

2008) to it due to its profound negative effect on the 

organizations. Extant literatures have abundant of 

evidences that people are the most critical resources 

for organizations which as difficult to imitate 

(Becker & Gerhart, 1996; Szamosi, 2006; Perez & 

Ordonez de Pablos, 2003). Scholars viewed 

employee turnover and its proxy intention to quit as 

the form of withdrawal. The later intention to quit or 

turnover intention is the strongest predictor of actual 

turnover (Bockermann & Ilmakunnas, 2009). It is a 

thoughtful and deliberate desire to leave the 

organization in near future (Mobley et al., 1979; 

Price, 2001). In this study the choice is made for 

intention to quit instead of actual turnover due to 

unavailable information about actual turnover. 

However, there is a distinction between turnover 

and intention to quit i.e. former represent the actual 

turnover behavior (e.g. movement of employees to 

other organizations) as suggested by Price (2001), 

while the later represent the employees’ behavioral 

intention (e.g. employees’ perceived probability of 

leaving the present job) as suggested by Cotton & 

Tuttle (1986). 
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There is a firm belief that human capital to any 

organization is one of the sine-qua-non assets and 

most important asset to achieve competitive 

advantage (Tiwari & Saxena, 2012). But, why 

employees’ turnover or intentions to quit are still in 

place in many organizations? The answer to this 

question has crucial implications not only in 

retaining potential employees; it also affects the 

organizations’ ability in attracting the talented 

people. Evidences claimed that retaining skilled 

employees has become a serious concern to the 

decision makers particularly in the case of higher 

rate of employee turnover (Haines et al., 2010; 

Samuel & Chipunza, 2009; Budhwar & Mellahi, 

2007; Budhwar & Debrah, 2004). Thus, managers 

need to identify the reasons for employees’ intention 

to quit. Extant literature showed that frequent 

turnover is a problem for organization, it is even 

worse when high performing employees quit; a 

threat for organizational long term existence 

(Abbasi & Holman, 2000; Brereton et al., 2003). 

The present study focuses on the cause of employee 

turnover in developing economy, and contributes 

not only on retaining their existing employees, but 

also on formulating strategy for future workforce 

(Society for HRM report, 2014). 

Theoretically, human resource practices have widely 

been accepted factors which can improve employee 

skills, foster motivation and commitment, this in 

turn increases intention to stay longer with the 

organization. Employees usually tie up strongly 

with the organization and are less likely to leave, 

when they perceive better practices about pay, job 

security, job autonomy, supports from supervisor, 

and training, a few (Stewart & Brown, 2009). As a 

result, academics and practitioners have paid a 

serious attention to these practices over the past 

years (Myer & Smith, 2000). These practices are 

critical for organization’s success as suggested by 
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Stavrou-Costea, (2005). Existing literatures 

suggested that positive human resource practices is 

critical for organization, backed up by well-

organized Human Resource Management (HRM) 

system directed at managing human resources pool 

to achieve organizational goals (Tiwari & Saxena, 

2012; Ahmad & Schroeder, 2003; Kehoe & Wright, 

2013; Ordiz & Fernandez, 2005). Thus, the 

hypothesized perception is that better practices not 

only reducing turnover intentions; rather it can be 

used as employee retention strategic tool. However, 

as far as the researcher knowledge is concerned, 

there is still lack of this kind of studies relating to 

human resource practices and employees’ intention 

to quit especially in developing economy despite of 

call to expand this kind of research internationally to 

comprehend the relationship better in different 

contexts. 

Furthermore, it is important to understand how 
employees perceive HRM practices in different 
settings around the world as suggested by Budhwar 
and Debrah (2004). Interestingly, causes of 
employee turnover usually vary on the basis of 
research context and the nature of organizations 
(Griffeth et al., 2000). Research context is important 
to understand the holistic view of turnover 
phenomenon (Chen & Francesco, 2000). 
Surprisingly, most research on turnover were 
conducted in western context such as USA, UK, 
Canada, Australia, and results may not be 
representative to other contexts especially in 
developing economy (Ovadje, 2009; Maertz et al., 
2003). Therefore, this paper is intended to fill the 
gap by studying sample of the developing context. 
More specifically, good supports from supervisor, 
better pay, higher job security, friendly working 
environment, sufficient training and development, 
and job autonomy are key factors in employees’ 
turnover decision as suggested by Maertz et al. 
(2003). In light of this, the paper has included pay, 
security and supports in the research model to 
understand how these factors influence academics’ 
decision to quit in the private sector of higher 
education in Bangladesh.  

The social exchange theory (Blau, 2006) has been 

utilized quite often as a basis for understanding the 

employee-employer relationship, and is possibly one 

of the most accepted underlying theories for 

turnover relationship (Cropanzano & Mitchell, 

2005). This theory highlights the rules of reciprocity 

between employee and employer. Consequently, 

employees’ commitment may occur when 

organizations offer positive human resources 

practices in return (Wayne et al., 1997). The theory 

of reciprocity proposes that the investments from 

one party have effects on the responses of other 

party i.e. called ‘reciprocal exchange’ (Cropanzano 

& Mitchell, 2005). Based on social exchange and 

rules of reciprocity, employees usually try to find a 

balanced exchange relationship with their employers 

by showing their attitudes and behaviours depending 

on employer’s commitment to them as individuals 

(Tuzun & Kalemci, 2012). This notion has been 

employed in the present study to comprehend 

human resources practices and intention to quit 

relationship. In this regard, the firm belief is that 

larger social exchange is somehow related to greater 

employees’ commitment, lower intention or 

propensity to leave, and improved performance 

(Shore & Wayne, 1993). The present study has 

attempted to understand which factors among pay, 

job security or managerial supports will most 

influence employees’ intention to quit behavior in 

academic setting in developing context. 

The aim of the study is to obtain the relationship 
between human resource management practices and 
academics in private sectors of Bangladesh. Based 
on aforementioned facts, there is a need to conduct 
this study to find out how different conditions in 
human resource practices can influence employee 
intention to leave specifically at the private 
universities in the milieu of a developing country. 
The major thrust of this paper is to better understand 
the concept of turnover in non-western context by 
considering human resource practices as the 
determinants. Therefore, it is timely to pay more 
attention to the relationship between HRM practices 
and propensity to leave to understand what human 
resource practices are primarily responsible for 
employees’ turnover decision. The present study in 
a least developed Asian context should provide 
additional insights into the turnover phenomenon. 
Thus, this paper may enrich the existing turnover 
literatures particularly in the context of Bangladesh. 

1. Hypothesis development 

1.1. Pay. According to Ryan and Sagas (2009), pay 
is perhaps one of the best ways to compensate 
employees’ time and efforts invested into the 
organization. Recently, Spherion (2013) quoted that 
49 percent of employers considered pay as a vital 
concern in retaining their employees, while 69 
percent of employees identified pay as crucial 
factor. Earlier, Huselid (1995) found that 
compensation is important determinants of 
employee turnover. There are plenty of evidences in 
literature that pay as one of the most important 
determining factors of employees’ job satisfaction, 
which in turn reduce the turnover, thus negatively 
related to turnover intention (Grace & Khalsa, 
2003). In consistent, Ovadje (2009) also identified a 
strong, negative relationship between pay and 
turnover intention. Similarly, Batt et al. (2002) 
discovered pay is significantly and negatively 
related to turnover in telecommunications industry. 
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Different views have also been reported in the 
literatures such as Griffeth et al. (2000) claimed a 
modest relationship pay and actual turnover, while 
pay is not an important factor for turnover study in 
developed contexts (Khatri et al., 2001). Recently, 
Kim (2005) stated that compensation is not 
significant reason to leave for employees working in 
USA, while Chew and Chan (2008) revealed that 
compensation alone will not be sufficient to retain 
talents. The lack of consistent findings in different 
settings requires further attempts to understand the 
relationship of compensation and turnover research. 
Therefore, the present study posits following 
hypothesis: 

H1: Pay is negatively related to faculty intention 

to quit. 

1.2. Job security. The job security is the assurance 

an employee has about the continuity of 

employment with the organization; and employees 

with high level of job security have low 

probability of leaving the present organization in 

the near future. Job security is defined in this 

paper as the degree to which an employee could 

expect to remain in the job for over an extended 

period of time (Delery & Doty, 1996). Huselid 

(1995) suggested that HRM practices such as 

compensation and job security are important 

determinants of employee turnover. Extant 

literatures support that job security is a true 

reflection of organization’s commitment to 

employees, which actually enhances employees’ 

commitment to organization in return (Meyer & 

Smith, 2000). Generally, one can argue that 

employee job security enhances their involvement 

with the organization as there is no fear of losing 

the job. More realistically, organizations create 

bondage and commitment with their employees, 

in return employees also reciprocate the 

commitment to the organization as well (Chang, 

2005). This is consistent with the concept of 

social exchange theory, and norms of reciprocity 

theory (Gouldner, 1960). Evidences showed that 

job security is negatively related to employees’ 

intention to quit behavior, an important 

determinant of employee turnover (Huselid, 

1995); it enhances trust in organization (Allen et 

al., 2003); and strong indication of perceived 

organizational support (Allen et al., 2003). 

Recently, Samuel and Chipunza (2009) found job 

security as a significant contributing measure in 

employee retention in public and private 

organization. Thus, the present study posits the 

following hypothesis: 

H2: Job security is negatively related to faculty 

intention to quit. 

1.3. Supervisory support. Perceived support 

from supervisors or managers refers employees’ 

views about to what extent supervisor or manager 

value employees’ contributions and care about 

their (employees’) wellbeing. Based on the social 

exchange concept, the evidences showed that 

supervisors’ supportive behaviors create a feeling 

of obligation among the subordinates to help 

supervisor to reach their goals (Rhoades et al., 

2001), and the provision of such support is 

essential for developing, motivating and retaining 

knowledge workers (Liu et al., 2011). Batt and 

Valcour (2003) claimed that supportive supervisor 

or manager is associated with lower turnover 

intentions. To be more specific, it refers 

interpersonal relationship between supervisor and 

subordinate, and there is evidence that the nature 

of relationship between support and employee 

may influence employee’s job satisfaction, and 

turnover decision in the long-run (Zhao & Zhou, 

2008). Furthermore, organizational support theory 

also suggested that supports from supervisor 

results increased perceived organizational support 

(POS), which in turn makes employees obligated 

to repay the organization by higher performance 

and feel more committed which reduce their 

intention to leave behavior (Rhoades et al., 2001). 

Extant literatures are still unable to generate a 

clear and conclusive result on this relationship in 

various settings (Rhoades et al., 2001; Billah, 

2009). The inconsistent and inconclusive results 

require more in-depth analysis of this relationship 

as suggested by Cho et al. (2009). The lack of 

consistent findings motivates researchers to 

pursue further research to comprehend the nature 

of relationship between the variables particularly 

in the context of developing economy. Thus, the 

present study posits the following hypothesis: 

H3: Supervisory support is negatively related to 

faculty intention to quit. 

2. Materials and methodology 

2.1. Theoretical framework of the study. The 
theoretical relationship between human resource 
management practices and academics’ intention to 
quit in private sector in Bangladesh can be 
schematically diagrammed as shown in Fig. 1. 
The dependent variable is intention to quit and 
independent variables are job security, pay, and 
supervisory support in the present study.
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Fig. 1. Framework of the study 

Job security is the extent to which organization 

provides stable employment for its employees. In 

the present study, job security has been 

conceptualized as the degree to which an employee 

could expect to stay in the job for over an extended 

period of time (Delery & Doty, 1996). While, 

employee pay is one of the major HRM functions, 

and it has been defined as the forms of pay or 

rewards going to employees arise from their 

employment (Dessler, 2013). Empirical findings 

showed that pay is one of the most important 

factors for determining employees’ job 

satisfaction, which in turn reduces the intention to 

leave (Abassi & Hollman, 2000). Supervisory 

support is essential for developing, motivating and 

retaining knowledge workers (Lee, 2004), and it 

is expected to reduce employees’ turnover 

decision (Price & Mueller, 1986). 

2.2. Pilot study. The survey research instruments 
must be tested before conducting the main study. 
The basic purpose of this test (i.e. pilot test) is to 
measure the reliability of the instruments which is 
important prior to conducting the main study. The 
present study conducted the pilot study to test the 
reliability of the instruments used in the study. 
According to Sekaran (2003), reliability is an 
indication of stability and consistency with which 
the instruments measure the concepts and ensure the 
goodness of the measures. The results of the pilot 
study showed that the Cronbach’s alpha reliability 
coefficient for the study constructs were in the 
acceptable level. The Cronbach alpha values were in 
the range of .63 to .92. The reliabilities of the pilot 
study indicated that the values were sufficient for 
use as suggested by Nunally (1978). 

2.3. Population and sampling technique of the 

study. Since the present study is intended to 

examine how faculty members’ perceptions 

influence their turnover decision (i.e. intention to 

quit), the researcher included only full-time faculty 

members working at various private universities 

mainly located in Dhaka Metropolitan Area in 

Bangladesh. Because, according to University 

Grants Commission Bangladesh (UGC) report 2008, 

more than 80% of private universities are located in 

Dhaka city. Therefore, the faculty members working 

full-time in those 42 private universities have been 

considered the total population in the present study. 

According to Joarder and Sharif (2011), about 5200 

faculty members working as full-time in 42 private 

universities in the Dhaka Metropolitan Area 

(DMA). Thus, the population of the study is 5200 

full-time faculty, and due to unavailability of 

updated list of the population, the employment of 

simple random sampling may not be possible for 

this study. As a result, researcher used area 

sampling method for this study. Moreover, area 

sampling is the most accepted type of cluster 

sampling when the design constitutes geographic 

clusters (Sekaran & Bougie, 2013). According to 

Zikmund (2003), the major objective of using 

cluster sampling is to have economic sample and the 

retention of the characteristics of probability sample 

where the clusters are randomly selected. There are 

42 private universities located in fifteen different 

clusters as identified on the basis of postal area code 

of Dhaka Metropolitan Area. The researcher 

distributed questionnaires to the respondents 

directly with a cover letter explaining the purpose of 

the study. The survey questionnaire method was 

chosen because a quite number sample size was 

considered for the study. In fact, questionnaire 

survey is arguably the most common technique in 

management research (Veal, 2005). 

3. Results and discussion 

3.1. Descriptive statistics and correlation 

analyses. Table 1 presents the profile of respondents 

in this study. As aforementioned, majority of 

respondents in this study are male faculty members. 

It actually somehow represents the conditions of the 

academic jobs in Bangladesh. We focused more on 

young academics as job turnover is a hot issue 

among them. 
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Table 1. Respondents 

Characteristics N Percentage (%) 

Gender (n = 160)  

Male 100 62.35 

Female 60 37.65 

Age (n = 160) 

< 30 years 74 46.20 

30 to 40 years 76 47.40 

41 to 50 years 09 5.40 

> 50 years 01 1.00 

Position (n = 160) 

Lecturer 75 46.80 

Senior lecturer 36 22.70 

Assistant professor 43 26.50 

Associate professor 03 2.00 

Professor 03 2.00 

Current experience (n = 160) 

< 1 year 21 13.13 

1 to 3 years 83 51.88 

4 to 6 years 41 25.63 

7 to 10 years 13 8.13 

> 10 years 02 1.25 

Total experience (n = 160) 

< 1 year 12 7.50 

1 to 5 years 106 66.25 

6 to 10 years 33 20.63 

> 10 years 09 5.63 

3.2. Multiple regression results. In order to reduce 
the predisposition towards the variable correlation 
and regression analysis, we have considered using 
control variables (CV), i.e. gender (CV1), age 
(CV2), position (CV3), experience with current 
organization (CV4) and total working experience 
(CV5) as control variables (Table 2).  Pearson 
correlation was conducted to examine the 
correlation coefficient among the variables.  

Table 2. Correlation analysis 

DV IV1 IV2 IV3 CV1 CV2 CV3 CV4 CV5 

DV 1      

IV1 -.31*** 1      

IV2 -.38*** .32*** 1      

IV3 -.49*** .39*** .51*** 1      

CV1 -.08 .01 -.03 -.07 1     

CV2 -.30*** -.02 .06 .26*** -.26*** 1    

CV3 -.23 -.01 .09 .23 -.26 .68 1   

CV4 -.26*** .13* -.01 .11 -.10 .42*** .45*** 1  

CV5 -.33*** .07 .05 .12 -.15** .60*** .60*** .51*** 1 

Notes: ***significant at .01 level; **significant at .05 level; *significant at .10 level. 

The results of correlations among the variables are 

within satisfactory levels as suggested by H0 (2006). 

The general rule of thumb is that the value of 

correlation coefficient should not exceed 0.7 

(Anderson et al., 2009). Interestingly, faculty members 

expressed their attitudes towards their concerns on 

their job security, compensation package, and 

supervisory support as to be significant in job turnover. 

In other words, those HR practices were not strongly 

recognized and followed, thus the academic 

institutions should pay more attention. 

In model 1, we analyzed the relationship between 

independent variables and dependent variable without 

control variables involvement. Here, regression result 

shows that job security, compensation, and supervisory 

support are all significant and negatively related to 

intention to leave. The result also confirms that 

supervisory support (  = -.36, p < .01) is found to have 

strongest negative influence on intention to leave, 

followed by compensation (  = -.16, p <.05) and job 

security (  = -.12, p < .10). All these HR practices 

collectively explain 28 percent of total variation in the 

job turnover intention. 

In model 2, model 3, model 4, model 5 and model 6, 

we included control variables: gender, age, position, 

current experience, and total experience respectively in 

the models. Remarkably, all control variables are 

found significantly related to intention to leave (see 

Table 3). The result shows that total experience (  = -

.28, p < .01) has strongest negative control on intention 

to leave, followed by age (  = -.22, p < .01), current 

experience (  = -.21, p < .01), position (  = -.14, p < 

.05), and the least negative control on intention to 

leave is gender (  = -.11, p < .10).  

In model 7, we included all independent variables as 

well as control variables. For the independent 

variables, the result surprisingly shows that only pay 

and supervisory support have significant relationship 

(negative) to intention to leave, while for control 

variables only gender and total working experience 

show significant relationship to intention to leave; all 

are significant at 0.01 level. In this model, all HR 

variables collectively explained 39 percent of total 

variation in the job turnover intention. 

The statistical results focused on faculty perceptions of 
HR practices specially pay, job security, and the 
 



Investment Management and Financial Innovations, Volume 12, Issue 3, 2015 

195 

support from their supervisor and how these factors 
affect their switching decision. For the hypotheses 
testing, HR practices and control variables were 
regressed on to turnover intention or intention to quit 

with 7 different conditions or models. The regression 
results of the relationship between HR practices, 
control variables and turnover intention are tabulated 
in Table 3. 

 

Table 3. Regression analysis 

Variables Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 

Inception 6.74*** 7.16*** 7.09*** 6.88*** 7.30*** 7.66*** 8.49*** 

IV1 -.12* -.12* -.15** -.14* -.10 -.12* -.11 

IV2 -.16** -.16** -.18** -.17** -.19** -.17** -.19*** 

IV3 -.36*** -.36*** -.28*** -.32*** -.33*** -.32*** -.31*** 

CV1 -.11*   -.17*** 

CV2 -.22***   -.14 

CV3 -.14**   .09 

CV4 -.21***  -.09 

CV5  -.28*** -.23*** 

F-value 19.78 15.66 18.32 16.18 18.178 21.05 12.18 

Sig .00 .00 .00 .00 .000 .00 .00 

R .52 .54 .57 .54 .565 .59 .63 

R-square .28 .29 .32 .29 .319 .35 .39 

Notes: *** significant at .01 level; ** significant at .05 level; * significant at .10 level. 

As far as faculty pay is concerned, the result is 

consistent with the previous findings of Ovadje (2009), 

Shahzad et al. (2008), Batt &Valcour (2003), and Batt 

et al. (2002). Earlier, studies clearly pointed out that 

employee pay is important HR practices particularly in 

the under developed context. For instances, in the 

Nigerian context, the study of Ovadje (2009) claimed 

pay as highly significant variable in relation with 

turnover, while in Asian context, for example Pakistan, 

the researchers explained that faculty pay might be a 

great tool in retaining competent faculty (Shahzad et 

al., 2008). Surprisingly and interestingly, the result of 

this study is not in line with some of the studies 

conducted earlier, and even contradicts. For example, 

researchers stated that pay is not an important factor 

for employee turnover decision in the context of 

Singapore in particular (Khatri et al., 2001). It should 

be noted that even though Singapore is an Asian 

country, it belongs to the group of highly developed 

nations, and the result also highlighted that the 

determinants of turnover may differ even in the same 

continental or geographical location. 

Again, the study of Iverson and Deery (1997) reported 

an insignificant relationship between pay and turnover 

in Australian sample, while Griffeth et al. (2000) only 

found modest relationship between pay and actual 

turnover. The socio-economic condition of Bangladesh 

could be the possible reason for such deferring and 

contradicting results in turnover study. What else can 

be expected from the population where 45% people 

live below the poverty line? Truly, employees in this 

circumstance usually pay more attention to pay 

package to support and maintain standard of living. 

The study result truly reflects the current situation of 

the context.  

On the other hand, the result indicates that faculty 

perception of job security is not significantly related to 

job turnover intention. The study result contradicts 

with the finding of Wong et al. (2002), the 

organizations provide high assurances of job security 

invoke a reciprocal employee attitudinal and 

behavioral commitment to the organization. This 

current result is also inconsistent with the previous 

studies such as Samuel and Chipunza (2009), Zhau 

and Zhou (2008), Batt and Valcour (2003), Cotton and 

Tuttle (1986) that job security is significantly related to 

turnover intention. The reasonable explanation for 

such finding is that the faculty members at higher 

education institutions especially in private sector are 

reasonably young academics. 

Furthermore, the result indicates that support from the 

supervisor (  = -.31, p < .01) influences employees’ 

turnover intention negatively and significantly. 

Realistically, supervisor plays a crucial role in creating 

the better working environment for subordinates. Thus, 

one can easily argue that the organizations with 

positive and supportive supervisor or superiors usually 

will face lower turnover. This result is consistent with 

the previous studies for example, the study of Ovadje 

(2009), Cho et al. (2009), Batt and Valcour (2003), 

Rhoades et al. (2001), Cotton and Tuttle (1986), and 

Mobley et al. (1979). 

The study of Ovadje (2009) explained support from 

supervisor may be important factor for turnover 

decision particularly in a context where personal 

relationships are considered important in the 

workplace. The other study of Liu et al. (2011), 

where researchers found the relationship with 

supervisor is more emphasized in Asian countries. 
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In fact, good relationships among the boss and 

subordinates are highly expected and given more 

priority in the Asian context. Other researchers such 

as Holtom et al. (2008) argued that given the 

importance of ties in collectivist cultures, the social 

nature of staying or leaving may be particularly 

salient therein. Hence, the study result is considered 

the true reflection of society in the context of 

developing countries for instance Bangladesh in 

particular. However, on the other hand, the result 

also contradicts the study of Billah (2009) and Hatton 

& Emerson (1998) studies as the researchers claimed 

that there is no significant relationship between 

supervisory support and employees’ turnover 

intention. 

4. Contribution of the study 

The contribution of the paper has been showed into 

two ways: 1) theoretical implications, and 2) 

managerial implications. 

5. Theoretical implications 

The findings of the main effects as well as the 

mediating effects of the study have contributed to new 

information to the body of knowledge in human 

resource management practices and turnover 

literatures. The study demonstrated the relationship 

between human resource management practices and 

faculty turnover intention in the context of under-

researched non-western organizations using three 

different theories, that include the social exchange 

theory, human relations theory, and organizational 

support theory. Since most of the previous studies on 

human resource management practices and turnover 

were conducted in the western context, the results of 

those studies may not be generalized in other context 

for instance Bangladesh, the sample of present study.  

The study was expected to comprehend the combined 

role of human resource management practices on the 

faculty turnover intentions at the individual level in the 

context of under-researched country for example 

Bangladesh in particular. Thus, this study will be 

significant for the organizations using various human 

resource management practices. Practically, this study 

will provide appropriate guidelines to managers to 

understand what human resource practice/s may work 

for the organization and what not. In addition, in spite 

of high importance of faculty retention, there is 

insufficient understanding of how demographic, 

perceptual, and attitudinal variables interact to explain 

faculty turnover intentions. Therefore, the present 

study will be of great contribution to the body of 

knowledge in the turnover literature, faculty turnover 

in particular in the Asian context. 

The results of the study indicated strong support for 

the notion of the social exchange theory. More 

specifically, those employees with high perception of 

human resource management practices were more 

likely to have lower turnover intention, and the vice 

versa. The applicability of social exchange theory 

which was previously applied across a variety of 

situations in the western context is now extended to the 

human resource management practices, organizational 

commitment and perceived organizational support, and 

turnover intention linkages in the Asian context in 

general, and Bangladesh context in particular. 

Another contribution of the study was the joint 

mediation effects of organizational commitment and 

perceived organizational support with certain human 

resource management practices in predicting faculty 

turnover intention. The study found that some of 

the human resource management practices have 

indirect influence on faculty turnover intention 

which is important for managers to understand. 

The results of the study may enhance managers’ 

understanding about the direct and indirect 

influences of human resource management 

practices on employees’ behavioral intention. This 

understanding may facilitate managers to introduce 

selective HRM practices in the organization as an 

employee retention strategy.  

6. Managerial implications 

The practical implication of the study was that the 
private university management experiencing problems 
with high turnover may be particularly interested in 
this study. It is important to note that traditionally 
turnover rates have been found to be influenced by 
many factors such as availability of job, economic 
conditions, management style, opportunity to leave the 
present job and non-work factors (Walz & Niehoff, 
1996). The present study however provides the 
evidence that turnover can also be predicted based 
on employees’ perceptions, that is, the perceptions 
of human resource management practices. The 
research framework provides guidelines to 
managers about what is needed to reduce turnover 
intention. For instance, if the faculty members 
frequently leave the university, thus show high 
turnover, the university management may need to 
introduce positive human resource practices that can 
decrease their intention to leave. Based on the social 
exchange theory, when organizations offer positive 
human resources practices, employees perceive 
those practices as the recognition of employees’ 
efforts, thus will be less willing to leave the 
organization. Managers may identify employees 
with high perceptions of HRM practices or low 
perceptions of as a way of predicting the likelihood 
of their employees’ level of turnover intention. This 
is easier than knowing their turnover intention. With 
such knowledge, action can be taken to minimize the 
costs of turnover. 
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Conclusion and limitations 

The study provides some insights into the importance 

of human resource practices and turnover intentions; 

however, the contributions of the study should be cited 

in light of several limitations. First, the study 

investigated faculty turnover intentions, not actual 

turnover. Thus, future research should include turnover 

as the outcome variable in the causal model of 

turnover research. Second, the study surveyed the 

process of turnover intentions of faculty members of 

the private universities. Future research should include 

public universities in the turnover research for a 

comparative study. Third, the study is a cross-sectional 

in nature, thus, data were collected at one point in 

time. Therefore, longitudinal or experimental designs 

are required to confirm the causality of the 

hypothesized relationships. Therefore, it is difficult to 

generalize the results of the study, and findings cannot 

be applied to other situations. Fourth, the study relied 

on self-reported questionnaire data, thus the possibility 

of common method variance may exist since all the 

variables were measured using a single survey 

instrument. Therefore, future research should include a 

method that could reduce common method variance, 

for instance instead of using perceptions data, the 

objective measure of human resource practices could 

be used. The results have contributed to new 

information to the body of knowledge in HRM and 
 

turnover literatures, and demonstrated the relationship 

between Human Resource (HR) practices and turnover 

intentions in the under-researched context.  

Since most of the previous studies on HR practices and 

turnover were conducted in the culturally diversified 

western context, the present study is expected to bridge 

the gap in turnover literatures in the context of 

Bangladesh in particular, and Asia in general. The 

main practical implication of the present study is that 

the results may assist to develop faculty retention 

strategies in the context of developing countries. The 

research framework provides guidelines to managers 

about what is needed to reduce turnover intention.  

In conclusion, the results show the importance of 

examining the role of employees’ perceptions of 

human resource practices in predicting their turnover 

intention, and the study adds further knowledge on the 

importance of HR practices as the predictors of 

turnover intention in different context. In future, it is 

recommended that more HR practices should be 

included in the turnover research for instance 

recruitment and selection policy, promotional 

opportunity, and performance appraisal can be tested 

in turnover research or the indirect relationship 

between HR practices and turnover can be tested by 

introducing mediating variables such as affective 

commitment and perceived organizational support. 
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