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Abstract

Competition within the service industry is getting more intense due to privatisation and rising number of business
entities creating toward competitiveness in the market. The banking sector is known as one of the service industries
with a high rate of turnover in Malaysia. Some of the reason employees choose to leave an organisation are such as
arduous and strenuous job environment as well as demanding workloads. When more and more employees leave the
organization, it will cause unfavourable impacts on a bank’s performance and productivity. Previous literatures have
revealed the relatedness of human resource practices (HRP) with turnover intention (TI). 283 questionnaires have
been distributed to bank employees in Kuching, Malaysia. The collected data was analysed in the aspects of
correlation and regression where the results show that HRP are negatively related to employee’s turnover intention.
Results from the research demonstrated the importance for bank employers to further enhance its existing HRP to
minimize employees' turnover intentions. Furthermore, implications as well as recommendation for future study are
also provided by this research. This study extends the knowledge of the effectiveness of human resource practices by
incorporating the various effects of human resources practices on turnover intention from the employee perspective.
This study also recommended few strategies for enhancement of present HRP to lower bank employees’ intention to
quit the job.
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1. Introduction

Employee turnover is momentous and lingering entanglement faced by most organizations. According to Bares
(2005) and Keni et al. (2013), the banking industry had the highest turnover rate in both the United States and
Malaysia. High employee turnover can lead to employment costs (Choi et al.,, 2012) and negatively affect
performance, operation expenses as well as margin of an organization (Dwomoh & Korankye, 2012; Shukla & Sinha,
2013). There is a significant relationship between HRP and turnover intention of employees (Gould-Williams &
Mohamed, 2010). It is vital to implement HRP in a well-designed mechanism to ensure the satisfaction of employees.
A prerequisite for retaining employees is employee satisfaction (Mahmud & Idrish, 2011). Enhanced employee
satisfaction can contribute towards a reduction in the cost of employee turnover and positioning of an organization as
an employer of choice which captivates more competent talents (Mahmud & Idrish, 2011). Majority of the empirical
researches conducted with regards to turnover among employees were found in non-Asian context, particularly in the
United States and Canada (Benson, 2006; Haines et al., 2010; Rondeau & Wagar, 2016). In order to address this gap
in literature, this present study was conducted in the state of Sarawak, Malaysia to explore the relationship of HRP
on Tl among the bank employees. Bank is an industry that receives increased competition recently (Chung & Ariff,
2017). The employers in Malaysia banking industry have certain level of expectation on the employees, such as
strong interpersonal and communication skills, possess experience and qualifications, and are able to fit with the
vision, culture and values of their organizations (Financial Accreditation Agency, 2020). Talent shortage also
prevailed in the industry (Financial Accreditation Agency, 2020). The turnover intention rate in financial and
banking industry in Malaysia was as high 18.3% (Letchumanan, Apadore, & Ramasamy, 2017). Therefore, it is
critical to retain the quality staff in the industry by investigating the source of turnover among the staff. The Social
Exchange Theory was being utilized as a fundamental theory for the current study. This study is organized as follows:
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first, introduction; second, literature review and hypothesis; third, methodology; fourth, results; fifth, discussions;
sixthly, conclusion and implications, and lastly, limitations and future studies.

2. Literature Review and Hypothesis
2.1 Performance Appraisal (PA) and Turnover Intention (TI)

PA refers is as an assessment or evaluation process for both individual employee and teams formally (Mondy &
Martocchio, 2016). When PA is conducted effectively, it can help in stress reduction, overall performance evaluation,
identify a discrepancy between the current performance by employees’ and desired objectives, and includes ideas
developed for any plans (Teratanavat et al., 2006). Without PA in an organization, it can engender an increase in
employee’s willingness to leave their current job (Laura, 1996; Abdullah et al., 2011). It was revealed in past studies
that there is a correlation between satisfaction towards PA and TI (Kuvaas, 2006; Vignaswaran, 2008; Shahid, 2016).
Enhanced PA process may contribute to a decline in T1 (Kadiresan et al., 2015). Studies such as Kee, Ahmad and
Abdullah (2016); and Falahat, Gee and Liew (2019) had utilized human resource practices to investigate turnover
intention in banking industry in Malaysia. A limited number of studies concerning relatedness between PA and Tl in
the banking industry in Sarawak, Malaysia context was being identified. Therefore, hypothesis 1 proposed that: (H1)
There is a negative relationship between PA and TI.

2.2 Pay Satisfaction (PS) and Turnover Intention (TI)

PS refers to the feeling—which can be either a negative of positive—of an employee concerning the payment
amount they received (Miceli & Lane, 1991). The level of satisfaction or dissatisfaction relating to the pay they
received depends on the difference between employee’s perception regarding the payment amount that they should
or deserve to receive and their contribution of efforts for an organization (Lawler, 1971). An employee’s intention to
quit their job can be influence either directly or indirectly by the level of satisfaction they experience—the level of
satisfaction can be affected by the job satisfaction level of an individual and the level of commitment (Lum et al.,
1998). PS is one of the crucial predictors of Tl (Carless, 2005). There is a greater tendency for an employee to
remain with an organisation when they perceive they are receiving—in terms of payment— is equivalent to what
they think they deserve and expectation (Lawler, 1986). Pay dissatisfaction can result in Tl and turnover (Williams et
al., 2006). Besides that, there is a relationship between an individual level of PS towards the pay they received and
TI (Currall et al., 2005; Panaccio et al., 2014; Singh & Loncar, 2010; Tran, 2016). There is limited availability of
studies with regards to the effect of PA on Tl among bank employees. Thus, hypothesis 2 proposed that: (H2) There
is a negative relationship between PS and TI.

2.3 Training (T) and Turnover Intention (TI)

The purpose of T provision is to prepare employees with the required knowledge as well as skills for carrying out
their tasks (Mondy & Martocchio, 2016). Skills and knowledge acquired enable to help an employee to enhance their
job performance of employees (Joarder & Sharif, 2011). One of the most prevalent non-monetary rewards revealed
by Sonawane (2008) was opportunities to learn new skills. Thus, an essential element in lowering the intention to
quit among employees is by providing training (Reddy, 1996; Bartlett, 2001). T can help employees and employers
to establish a long-lasting relationship, hence influencing an employee to become more committed to their
organization and decline in T1 (Samuel & Chipunza, 2009). Nonetheless, studies that supported employees who went
for specific training have lower turnover intention were relatively few (Chang,1999; Martin, 2003; Kesen, 2016).
Nevertheless, only a few studies discovered that some employees may utilize training outcomes to apply for other
employment opportunities with a higher salary (Green et al., 2000; Haines et al., 2010). According to the limited
researches on training and TI in banking in Sarawak context, hypothesis 3 proposed that: (H3) There is a negative
relationship between training and turnover intention.

2.4 Job Autonomy (JA) and Turnover Intention (T1)

JA is level of freedom granted to employees to decide the preferred and suitable method to perform their work tasks
(Morgeson & Humphrey, 2006). When there is autonomy in doing a job, employees can determine the method of
dealing with an event, hence leads to an increase of effectiveness in solving problems (Frese & Zapf, 1994).
Furthermore, employees will also be more proactive to learn an additional set of skill as well as becoming more
responsible and committed in their job endeavour (Parker, 1998). When employees experience more autonomy in
terms of performing their duties, the less likely they are to quit (Iverson, 1999). Past studies demonstrated a
negatively related between job autonomy and Tl (Batt & Valcour, 2003; Kim & Stoner, 2008; Dysvik & Kuvaas,
2013). Employees with freedom in determining their work schedule will have to experience a sense of belonging
along with highly recognized the need of their job demand and reduce the tendency to quit the job (Galletta et al.,
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2011). As there are diminished studies regarding JA and Tl among bank employees, the hypothesis 4 proposed that:
(H4) There is a negative relationship between job autonomy and turnover intention.

Human Resource Practices: :
Performance Appraisal (PA) Turnover Intention
Pay Satisfaction (PS)
Training (T) (T
Job Autonomy (JA)

Figure 1. The proposed research model

Social Exchange Theory (SET) by Blau (1964) serves as the underlying theory used to support this study. The
research model proposed for this study (Figure 1) was designed using the basis of SET which utilised organizational
psychology literature to examine employer and employee relationship (Blau, 1964). When numerous parties
cooperate as well as receive mutual benefit, this is where the social exchange takes place (Martin, 2011). One party
will be inclined to respond reciprocally in return of actions by the other party (Gouldner, 1960; Gergen, 1969). When
an individual employee is satisfied, the employee mostly prone to contribute extra efforts in performing work tasks
(Rhoades et al., 2001). When an organization provides favourable treatments such as satisfactory human resource
practices, employees tend to repay through enhanced job performance while lower the intention to quit (Sirca et al.,
2012).

3. Methodology

In this research, the instrument used to gather data is questionnaires designed using the English language. This study
utilizes purposive sampling in which samples comprise of banking employees from 4 reputable brands located in
Sarawak. The self-administrated questionnaire was distributed to the respondents. There were two sections in the
questionnaire. Section A comprised of the questions related to respondents’ profile while Section B consisted of 43
items measuring TI, PS, PA, T and JA; Instrument by Bozeman and Perrewe (2001) was utilized to measure T1 (5
items). Instruments by Meyer and Smith (2000) was utilised to measure PA (7 items). A four-dimensional PS
questionnaire (18 items) was being utilised to measure the level of PS (Heneman & Schwab, 1985). T was being
measured using 4 items by Delery and Doty (1996). For measuring JA, 9 items from the prior work of Breaugh
(1985) was used. 6-likert scale was utilized to avoid neutral responses from n respondents (Gwinner, 2006).

3.1 Data Analysis Methods

This research applies the quantitative method and uses Scientific Package for Social Sciences 22 (SPSS 22) for data
analysis. In total, 283 questionnaires have been gathered from respondents in the actual study. The data was checked
for the outliers by using Mahalanobis distances. The critical value for four independent variables is 18.47. As a result,
5 respondents with value exceeding 18.47 were excluded in the analysis. 278 questionnaires were used for the
analysis.

The reliability and validity tests were performed to scrutinize research instruments’ validity and reliability as well as
to rectify any possible complications from the methodology of the research. From the reliability and validity tests, all
research items fulfilled the required requirements. All variable items for TI, PS, PA, T and JA with Cronbach’s
Alpha coefficient values of .933, .973, .946, .920 as well as .962 respectively. We also performed Exploratory factor
analysis (EFA) for all items included in the questionnaire. The factor loading for all variables is more than .40 (Hair
et al., 1998), KMO values met the acceptable standard of .70, Eigenvalue surpasses 1.0 and a p-value less than .05
for Bartlett’s test of Sphericity in which illustrates the significant distinctiveness of correlation matrix from identity
matrix (Hair et al., 1998). The community of all items tested using the community analysis are greater than 0.5 and
therefore it can be concluded that the items were categorized into their respective groups in Table 1. Only PS4 was
found falling outside the community of PS and therefore PS4 was eliminated for the analysis.

3.2 The Estimated Model

The explanatory variables consisted of pay satisfaction, performance appraisal, training and job autonomy while the
dependent variable is turnover intention.
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The estimated model can be expressed as:
TI = By + B, PS + B,PA+ BT + B, JA+ ¢ (Equation 1)

where TI, PS, PA, T and JA indicates turnover intention, pay satisfaction, performance appraisal, training and job
autonomy, respectively. B,is the constant factor. B,, B,, P, and B, are the coefficients for the factors. ¢
designates the error term.

Table 1. Exploratory Factor Analysis

Rotated Component Matrix

Component
Items 1 2 3 4 5
PA1 I am satisfied with the way my 0.726
organization provides me with
feedback
PA2 The feedback | receive on how I do 0.718
my job is highly relevant
PA3 My organization is good at providing 0.702
recognition for good performance
PA4 The feedback I receive agrees with 0.720
what | have actually achieved
PA5S I think that my organization attempts 0.717

to conduct performance appraisal the
best possible way

PAG My organization seems more engaged 0.712
in providing positive feedback for
good performance than criticizing
poor performance.

PA7 Performance appraisal is valuable to 0.654
me as well as to my organization.

PS1 | am satisfied with my take home pay. 0.680

PS2 I am pleased with my benefit package. 0.750

PS3 I am satisfied with my most recent 0.705
raise.

PS5 | am satisfied with my current salary. 0.697

PS6 I am satisfied with the amount the 0.762
company pays toward my benefits.

PS7 I am satisfied with the raises | have 0.745
typically received in the past.

PS8 I am satisfied with the company’s pay 0.717
structure.

PS9 The company gives information about 0.734
pay issues of concern to me.

PS10 I am satisfied with my overall level of 0.723
pay.

PS11 I am satisfied with the value of my 0.754
benefits.

PS12 Pay of other jobs in the company is 0.679
satisfactory.

PS13 There is consistency in the company’s 0.733
pay policies.

PS14 I am satisfied with the size of my 0.709
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current salary.

PS15 I am satisfied with the number of 0.703
benefits | receive.
PS16 I am satisfied with the way how my 0.710
raises are determined.
PS17 I am pleased with the differences in 0.600
pay among jobs in the company.
PS18 I am happy with how the company 0.673
administers pay.
T1 Employees in this job will normally 0.842
go through training programs every
few years.
T2 Extensive training programs are 0.829
provided for individuals in the job.
T3 There are formal training programs to 0.824

teach new hires the skills they need to
perform their jobs.

T4 Formal training programs are 0.809
offered to employees in order to
increase their “promotability” in
this organization.

JAL I am allowed to decide how to go 0.788
about getting my job done.

JA2 I am able to choose the way to go 0.791
about my job.

JA3 I am free to choose the method(s) to 0.809
use in carrying out my work.

JA4 I have control over the scheduling of 0.760
my work.

JAS I have some control over the 0.755
sequencing of my work activities.

JAB My job is such that | can decide when 0.765
to do particular work activities.

JAT My job allows me to modify the 0.790

normal way we are evaluated so that |
can emphasize some aspects of my job
and play down others.

JA8 I am able to modify what my job 0.740
objectives are.

JA9 I have some control over what | am 0.742
supposed to accomplish.

TI1 I will probably look for a new job in -0.818
the near future.

TI2 At the present time, | am actively -0.799

searching for another job in a different
organization.

TI3 I do not intend to quit my job. -0.775

T4 Itis unlikely that | will actively look -0.729
for a different organization to work for
in the next year.

TI5 I am not thinking about quitting my -0.752
job at the present time.
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4. Results
4.1 Respondents’ Demographic

Among the 283 respondents, 170 are females (60.07%) and 113 are males (39.93%). Majority of the respondents are
between 21 to 30 years old (34.28%), accompanied by 31 to 40 years old (29.68%), 41 to 50 years old (20.49%) and
51 to 60 years old (15.55%). Next, Chinese encompass most of the respondents with a total of 164 (58.30%),
followed by Malay (27.21%), Bidayuh (18%), Iban (16%), Indian (6%) and others (0.35%). Furthermore, a large
proportion of respondents are married (64.31%), accompanied by 31.10% who is single, 12% who is divorced and
0.35% who is widowed. The educational level for most of the respondents is Degree holders (47%), followed by
Diploma holders (33.57%), Master holders (10.60%) and others (8.83%). Next, for salary level (in RM), most
respondents have salary level above 6,500 (30.39%), accompanied by 2,501 to 3,500 (20.49%), 3,501 to 4,500
(17.67%), 4,501 to 5,500 (17.67%), 5,501 to 6,500 (12.01%) and 1,501 to 2,500 (1.77%). In terms of job level, a
large proportion of respondents are working as Admin: Executive (58.66%), accompanied by Admin: Non-executive
(23.67%), Managerial (16.61%) and Support (1.06%).

4.2 Statistical Analysis of the Model

The relationships among the variables were tested using correlation and regression analyses. The result from the
correlation analysis shows that PA, PS, T, and JA were negatively related to TI. The result from the regression
analysis also shows that PA, T, and PS were significantly negatively related to TI. 46.5% of the variation in turnover
intention was explained by PA, T, and PS (R?= 0.465; F-statistic = 59.433). The significance of F-statistics of PA, T
and PS is jointly explained TI. In supporting the model, Gadi and Kee (2018) also discovered that human resource
practices explained 40.6 percent of the variation in turnover intention. In addition, multicollinearity test was
conducted in the aspects of variance inflation factor (VIF) and tolerance value to identify the potential existence of
multicollinearity among the constructs. The results show that all the VIF values are lower than 5 and the value of
tolerance is higher than 0.1 (Kim, 2019). Therefore, multicollinearity is not a concern in this study. Thereafter, the
following model is developed for regression analysis:

TI = 7.397 — 0.437PS — 0.325PA — 0.238T — 0.111JA4
(-3.637)  (-3.320) (-3.757) (-0.079)

The above coefficients represent the degrees of impact of pay satisfaction, performance appraisal, training, and job
autonomy on turnover intention, respectively. PS possesses the highest coefficient value of -0.437 and was
significant at the p<0.05 level. This explains a one unit increase in pay satisfaction leads to a decrease of 43.7 percent
in turnover intention. In addition, the coefficient values for PA and T were -0.325 and -0.238, respectively. Both
coefficients were also significant at the p<0.05 level. These explain an increase in one unit of performance appraisal
and training will lead to 32.5 percent and 23.8 percent decrease in turnover intention. However, the result shows that
JA was not significant at p<0.05 level although the coefficient value was -0.111.

4.3 Hypotheses Testing
This present study has four (4) hypothesis:

Hypothesis 1 proposed that there is a negative relationship between performance appraisal and turnover intention
(TI). Pearson product-moment correlation was carried out and result exhibited that both constructs are negatively
related [r = - .619, p = .000, n = 283]. The hypothesis is also verified via regression analysis. Performance appraisal
is negatively related to turnover intention (8 = - .255, p <.05), in which the relationship is negative (see Table 3).

Hypothesis 2 proposed that there is a negative relationship between pay satisfaction and turnover intention (TI).
Pearson product-moment correlation was being utilised to assess the relationship and the result shows that pay
satisfaction is negatively related with T1 in a significant manner [r = - .622, p = .000, n = 283]. As shown in Table 3,
results from the regression analysis indicates that there is a negatively significant relationship between pay
satisfaction and turnover intention (4 = -.088, p <.05).

Hypothesis 3 proposed that there is a negative relationship between training and turnover intention (TI). The result
from Table 2 indicated that training is negatively related with turnover intention [r = - .466, p = .000, n = 283].
Regression analysis also provides the same evidence for both variables (8 = - .254, p < .05).

Hypothesis 4 suggested that there is a negative relationship between job autonomy and turnover intention. A Pearson
product-moment correlation analysis was conducted and the result shows that both the variables was negatively
significantly related [r = - .517, p =.000, n = 283]. However, regression results in Table 3 depict that the relationship
between job autonomy and turnover intention is not significant (4 = - .088, p = .306).
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Table 2. Hypotheses Testing for Direct Association

PA PS T JA Tl
PA r 1
PS r JT70** 1
T r ATT7** A482** 1
JA r .632** 139** .386** 1
Tl r -.608**  -.631**  -480**  -523** 1

** Correlation is significant at the 0.01 level (1-tailed).

Table 3. Regression Analysis

Variables Unstandardized Standardized t Sig. Collinearity Statistics
Coefficients Coefficients

B Beta Tolerance VIF
(Constant) 7.397 23.873 0.000
PA -0.325 -0.237 -3.32 0.001 0.385 2.599
T -0.238 -0.193 -3.757 0.000 0.739 1.352
JA -0.111 -0.079 -1.185 0.237 0.444 2.254
PS -0.437 -0.297 -3.637 0.000 0.293 3.412

R-square = .465, F statistics = 59.433

5. Discussion

The first hypothesis statistically revealed that performance appraisal and turnover intention were significant and
negatively related. Performance appraisal is utilised for formal review and evaluation of both individual and group
performance (Mondy, 2010). Through performance appraisal, it helps employees in identifying, measuring, and
establishing the performance standard (lkramullah et al., 2012). The finding of this research agrees with previous
studies concerning the relationship between performance appraisal and turnover intention. Past literature has also
exhibited that performance appraisal is negatively associated with turnover intention (Vignaswaran, 2008, Shahid,
2016). When performance appraisal is carried out effectively, it can ensure fair compensation, improved career
prospects and aids in employee retention (Abdullah et al., 2011). Effective performance appraisal can influence
employee’s attitudes as well as behaviours positively (Salleh et al., 2013; Rubel & Kee, 2015). Moreover, effective
performance appraisal system might have the capability to cause bank employees to experience a sense of
satisfaction, motivation and eventually a decline on the intention to quit their jobs (Usman et al., 2014). Performance
appraisal is typically linked with financial incentives such as pay raise, bonuses and promotions in recognition of
employee’s performance (Juneja, 2018). Therefore, it is crucial for human resource personnel at the banks to conduct
a performance appraisal assessment in an impartially and effectively manner.

The second hypothesis indicated a significant negative relationship between pay satisfaction and turnover intention.
Pay satisfaction refers to the emotional response—both negative and positive— to the payment received (Farooqui &
Nagendra, 2014). A critical job characteristic for employees is Pay satisfaction (Singh & Loncar, 2010). The
outcome of this current research concerning the relationship between pay satisfaction and turnover intention is
consistent with the results of past studies. Preceding research indicated that pay satisfaction is negatively related to
turnover intention (Singh & Loncar, 2010; Panaccio et al., 2014; Tran, 2016). One of the factors that lead to
employees’ search for a new job opportunity is the dissatisfaction towards the pay they received (Schreurs et al.,
2013). Employees are more likely to remain with an organization when adequate compensation based on the effort
exerted is provided (Rubel & Kee, 2015). Pay satisfaction leads to positive behaviours and attitudes, better
engagement level and reduction in turnover intent (Memon et al., 2017). Employees are more incline to demonstrate
a higher level of accountability if they are satisfied with the amount of pay the received because employees felt that
their contribution in achieving organisational goals are more appreciated (Memon et al., 2017). It is crucial to
practice a compensation plan that motivates and encourages employees to act in an organization’s best interest

Published by Sciedu Press 49 ISSN 1923-3981 E-ISSN 1923-399X



http://rwe.sciedupress.com Research in World Economy Vol. 12, No. 1, Special Issue; 2021

(Ghazanfar et al., 2011). Therefore, banks should consider reviewing the salary of their employees according to a
salary benchmarking scheme which compares it with their competitors to ensure the pay provided consists with the
amount of effort the employees exerted.

The third hypothesis reported a significantly negative relationship between training and turnover intention. Training
is provided to employees for equipping them with the necessary knowledge and skills to perform their tasks (Mondy
& Martocchio, 2016). Conducting training helps to enhance employees’ work performance by granting them
effective methods in completing tasks (Ceptureanu, 2016). This finding with regards to the relationship between
training and turnover intention supports previous studies which found that employees who undergone designated
training have a lower intention of turnover (Martin, 2003; Samuel & Chipunza, 2009; Kesen, 2016). Training helps
to create a long-lasting employer-employee relationship thus reducing the desire to resign (Samuel & Chipunza,
2009). Training helps employees to form a perception that the organisation care about the employees’ career
development (Kesen, 2016). When training requirements are met, there is a greater tendency for employees to
continue their employment contract with their organisation (Sinniah & Kamil, 2017). Training is vital in attracting
and retaining competent employees (Jehanzeb, Rasheed, & Rasheed, 2013). Training motivates employees to work
harder for attaining organizational objectives efficiently and effectively, thus reducing their turnover intention
(Hassan et al., 2013). Therefore, it is suggested that human resource personnel at banks provide more training
opportunity for employees to help them attain additional knowledge and skills to retain them.

The fourth hypothesis indicated a significant relationship between job autonomy and turnover intention. This study
found that there was a significantly negative relationship between job autonomy and turnover intention. Job
autonomy means the privilege of freedom provided to employees in doing their work (Rathakrishnan et al., 2016).
Employee experience autonomy in doing their job when they are being empowered to allow making decisions to
fulfil their job demands through the skills they possess and receives minimal intervention from their superior (Teng
et al., 2018). However, the result from the regression analysis indicates the absence of a significant relationship
between job autonomy and turnover intention. Thus, the finding is inconsistent with the previous findings
(Thompson & Prottas, 2005; Kim & Stoner, 2008; Dysvik & Kuvaas, 2013; Kim, 2016). One of the reasons can be
due to job autonomy is minimal for the respondents who are mainly comprised of office and administrative staffs.
Thus, the impact of job autonomy cannot be sufficiently measured.

6. Conclusion and Implications

When the turnover rate is high, it can impose negative implications on the performance and effectiveness of an
organization (Ingersoll & Smith, 2003). The high turnover rate can lead to the loss of talents and higher employment
expenses (Loi et al., 2006). Review of past literature and this research findings exhibited that there are many
similarities concerning the negative correlation between human resource practices and turnover intention. Thus,
human resource practices should be managed strategically to retain employees and improve an organization’s
productivity.

Furthermore, results from this research indicate that human resource practices are vital in terms of reducing turnover
intention among employees of the banking sector. Hence, the human resource department of banks should place
greater emphasis on the importance of human resource practices. Banks need to implement enhancements to their
current human resource practices to reduce or avoid employee turnover intention as turnover may lead to detrimental
impacts on an organization. Human resource department should conduct performance appraisal properly and
impartially to ensure the satisfaction of employees were being met. It is necessary to provide a pay level that is in
accordance with employee’s contribution towards the organization, thus resulting in higher pay satisfaction.
Furthermore, bank employees should be provided more trainings to further enhance employee’s knowledge and skills,
simultaneously it may also perceive as organizational concern or interest towards employees. Besides, employees
will also experience trust from the organization, therefore more likely they are to continue their job. Future research
can also consider conducting the study in a different industry to explore in-depth on the relationship between human
resource practices and turnover intention.

7. Limitations and Future Studies

This study investigates the impact of human resource practices on turnover intention among the banking staff in
Sarawak, Malaysia. Further investigation in the aspects of non-monetary elements can be included as variables to
determine the turnover intention among the banking staff. In addition, the sample can be expanded to cover other
states in Malaysia. Thereafter, a comparison can be done between the two different states or two different countries.
Moreover, future research can also consider conducting the study in a different industry to explore in-depth on the
relationship between human resource practices and turnover intention. Lastly, this study only covers the staff
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personal perspective on turnover intention. For future studies, the impact of the size of household of the staff can be
included to capture the psychological effect of staff on turnover intention.
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