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Abstract

This study looked at how work engagement mediated the relationship between skill and motivation
enhancing HRM practices and turnover intention. 307 academic employees who work at public
universities in Sindh, Pakistan, provided the data. The data analysis method employed was partial least
squares structural equation modelling via Smart PLS. In terms of findings, the study concludes that
physical engagement does not mediate the relationship between skill and motivation-enhancing HRM
practices and turnover intention, while cognitive engagement mediates the relationship between skill
and motivation-enhancing HRM practices and academic staff’s turnover intention. Moreover, emotional
engagement mediates the relationship between skill-enhancing HRM practices and turnover intention,
while emotional engagement does not mediate the relationship between motivation-enhancing HRM
practices and turnover intention. Practitioners looking to enhance work engagement can do so by
developing the proper skill and motivation to enhance HRM practices to reduce turnover intention. This
paper adds to the body of literature by demonstrating work engagement as a crucial mediating
mechanism through which turnover intention can be reduced by providing proper skills and motivation
enhancing HRM practices among academic staff.
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Introduction

Extant literature has ample confirmation that
individuals are 1mportant assets for
organizations where they are challenging to
replace (Becker & Gerhart, 1996; Szamosi,
2006; Perez & Ordonez de Pablos, 2003).
Because of the intense competition, having
great human resources is becoming essential for
companies (Islam, Ahmad, & Ahmed, 2014).
The high prevalence of Turnover intention
(TOI) has a negative 1mpact on the
communication

organization's structure,

employee dedication, and unity; hence this
1ssue needs to be addressed (Staw, 1980). The
intention of employees to leave their
organisations voluntarily 1n the future is
referred to as turnover intention (Crossley,
Grauer, Lin, & Stanton, 2002). Given that these
are the most significant predictors of
employees' behaviour, a business must look
into the factors that adversely affect employee

performance and encourage TOIL (Van
Schalkwyk, Bothma, DuToit & Rothmann,
2010). Various studies conducted by

researchers have provided the solution to
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reduce turnover intention (Imran, Ali, & Islam,
2014).

Academics are crucial to a decent education in
higher education institutions. The effectiveness
of the missions and obligations assigned to
higher education institutions, as well as the
objectives set for them, depends heavily on the
academic staff members (Altbach, 2006).
According to Stromquist (2007), academics are
real vehicles and actors in higher education
institutions, primarily because they are
involved 1n the creation, growth, and
dissemination of the knowledge that forms the
core and original purposes of such institutions.
As stated by Robyn and Du Preez (2013),
Higher education institutions are more reliant
on their academic staff, and losing them would
seriously affect the quality of teaching and
research. Henceforth, academic staff turnover
concerns universities officials and becomes a
serious problem that needs to be addressed.
Academic literature claims that in recent
decades, HRM methods have drawn substantial
attention for theiwr effects on an important
variable, which 1s turnover intention (Luna-
Arocas & Camps, 2008). This 1s primarily due
to the difficulty many human resources
departments have in keeping their talented and
devoted workers. This 1s the reason why
extensive empirical research had been carried
out to examine the link between HRM practices
and turnover intention, especially among the
academic staff (Anvari, Amin, Ismail, &
Ahmad, 2010; Joarder & Sharif, 2012).
Nonetheless, specific HRM practices address
specific problems. The high-performance work
systems will usually measure the general
system of HR practices, which suggests the
usual experiences that may shape employees’
behaviors and attitudes toward the organization.
The interconnected HR practises have an
impact on one another and act as a synergistic
effect. HPWS will send messages to employees
about their value and status in an organization
(Gavino, Wayne, & Erdogan, 2012; Takeuchi et
al., 2007). Kehoe and Wright (2013) suggest
that high-performance 1s an approach that
focuses on encouraging employees'

ability/skill, motivation, and opportunity to be
consistent with organizational objectives.

According to studies, employing HRM
strategies that boost skills and motivation will
help a business improve, maintain that
development, and accomplish 1its goals
(Darwish, 2013). HRM techniques that improve
skills are those that use recruitment, selection,
and training to affect employees' competences.
In other words, skill-enhancing HRM methods
improve staff members' capacity to accomplish
organisational goals (Jiang, Lepak, Han, Hong,
Kim, & Winkler, 2012). Prior research have
demonstrated  that recruiting,
selection, and training assist firms in finding
and keeping competent personnel while
reducing turnover. (Jiang et al, 2012;
Subramony, 2009). Additionally, motivation-

effective

enhancing  behaviours point to  the
psychological mechanisms that promote, guide,
and sustain voluntarily undertaken goal-
directed acts (Mitchell, 1982). Individual and
group incentives, merit-based pay, and regular
performance feedback are examples of
techniques that increase motivation. These
practises refer to actions taken to encourage
discretionary workers to devote more effort to
their jobs and be more likely to engage 1n ways
that support effective production. These
practices will retain valuable employees and
reduce their turnover intention (Gardner,
Wright, & Moynihan, 2011). Overall, academic
staff may have a high level of energy and feel
committed and involved in their work if they
operate in an atmosphere where specific skill-
and motivation-enhancing practises exist,
which may lead to a decreased intention to
leave their position. As a result, the aim of this
study 1s to investigate the motivational
mechanisms behind academic staff members'
work engagement in the relationship between
HRM skill- and motivation-enhancing practises
and intention to leave.

Organizational engagement, personal
engagement, and situational engagement are the
three different types of engagement. The
current study focuses on how engaged
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employees are. Personal engagement,
according to Kahn, is the “Harnessing of
organization members’ selves to their work
roles”, (Kahn, 1990). According to Kahn
(1992), When workers are engaged, they use
and express them physically, cognitively, and
emotionally during work performances. May,
Gilson, and Harter (2004), the amount of
employee involvement could be raised by
improving availability, safety, and meaning.
The study defined safety as the capacity to
express oneself without regard to one's status or
career, availability as the perception of having
the mental, physical, and emotional resources
required to complete the task, and
meaningfulness as the positive sense of

involvement in role performance.

Work engagement is a mechanism that explains
the connection between HRM practises and
individual behaviour, claim Alfes, Shantz,
Truss, and Soane (2013). Positive HRM
practises are perceived positively by
employees, who are more likely to be engaged
in their work (Alfes et al., 2013). Since
physical, cognitive, and emotional involvement
have a mediating role in the relationship
between skill and motivation enhancement
HRM practises and turnover intention among
academic staff at public universities in Sindh
province of Pakistan, this study aims to
investigate this relationship.

Theoretical background and hypotheses
development

Social exchange theory (SET)

SET explains a chain of events that results in
obligations. These interactions are
interconnected and rely on the activities of
other people (Blau, 1964). This theory implies
that employees tend to act in ways that reflect
the actions of their organizations or managers
(Agyemang & Ofei, 2013). The main purpose
of this exchange process is to maximize the
benefits and minimize the costs (Agarwala,
2003). When employees get resources from the
organization, they will be motivated and
engaged in their work activities; and these will

be repaid through beneficial outcomes to their

organizations. These resources are divided into
two types: economic outcomes and socio-
emotional outcomes (Foa & Foa, 1974).
Economic outcomes are associated with
financial requirements and they are tangible.
When an organization provides economical
resources to its employees, they will feel
obligated; and 1n return will give beneficial
outcomes to their organizations (Cro panzano &
Mitchell, 2005). Socio-emotional outcomes are
associated with the social requirements of the
individual and are often symbolic and
particularistic. Here, the person 1s valued with
oreat respect (Shore, Tetrick, & Barksdale,
2006).

Literature shows that HRM practises can be
seen as a crucial contribution to the processes
of social and economic exchange (Snape &
Redman, 2010). The employees’ attitudes,
behavior, and perception can be shaped through
these practicesThe correct implementation of
skills-, motivation-, and opportunity-enhancing
HRM strategies by a company can reassure
employees that their employer cares about their
wellness and send a clear message that the
company loves them. The HRM strategies that
increase employee engagement will lower the
likelihood of turnover, according to SET. (Shah
& Beh, 2016). According to SET, fair and
consistently designed HRM practices will
enhance positive attitudinal outcomes at a
workplace and exert a positive effect on
employee work engagement. Employee
disengagement, on the other hand, may occur
when firms don't offer the required resources
and benefits. Because of this, organization must
focus on sound HRM procedures to help their
staff members attain a happy and productive
work environment (work engagement).

Literature review and hypotheses
development

Skill and motivation-enhancing practices

Skill-enhancing HRM practices include the
practices such as recruitment, selection, and
extensive training (Gardner et al., 2011).
According to Bello-Pintado (2015), skill-
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enhancing practices refer to the practices that
enhance the skills of employees to achieve
organizational goals through hiring and
investing 1in training. These procedures
significantly influence how much employees
believe they are a good fit for the position and

the company.Skilled employees use their
abilities to create mmnovative ideas (Teir &
Zhang, 2016). Gardner et al. (2011) argue that
skill-enhancing practices impact the level of
commitment of individual employees in the job,
in which consequently affects the group's level
of collective commitment. According to Comm
and Mathaisel (2003), these practices are
crucial for improving employees' commitment,
motivation, contentment, and other attitude
outcomes; which can be a powerful tool in
encouraging each employee to work harder by
getting highly engaged and committed to his or
her job.

On the other hand, motivation-enhancing
practices help to direct employees’ efforts in
achieving the objectives and goals of
organizations (Subramony, 2009). These
practices stimulate the employees to pursue a
certain course of action with enthusiasm and
devotion.  Motivation-enhancing
encourage action, imagination, and
independent effort for improved performance in
the workplace (Gardner et al.,, 2011). The
motivation-enhancing practices
employee appreciation, compensation and
benefits, performance reviews, and chances for
career advancement and development. These
practices are very important in enhancing

employees’ motivation, commitment,

practices

include

satisfaction, and other attitudinal outcomes;
which can be powerful tools in encouraging an
individual employee to work harder by being
highly engaged.

Mediating role of physical, cognitive, and
emotional engagement between skill and
motivation enhancing practices and turnover
intention

According to Snape and Redman (2010),
HPWS emerges to show how effective
implementation of HRM practices has a direct

effect on work engagement and employee
performance. Their study shows that there 1s a
strong connection between employee work
outcomes and HPWS. Muduli, Verma, and
Datta (2016) revealed that high-performance
work systems and employee engagement are
positively correlated. Furthermore, according
to Aybas and Acar (2017), HRM practices have
a positive effect on employee engagement.
Engagement 1s defined as the psychological
state experienced by employees related to their
work along with related behaviors. Engagement
has three dimensions, which are physical,
cognitive, and emotional (Alfes, Truss, Soane,
Rees, Gatenby, 2010). Physical engagement is
an example of a physical ability that affects
psychological activity and and behavior.
Hence, physically engaged employees have the
ability to go above and beyond for the employer
(Kumar & Sia, 2012). Cognitive engagement
indicates that employees are willing and can
focus their attention on giving their best
performance. It also keeps the concentration
sustained over time and helps to make
purposeful targets (Beal, Weiss, Barros, &
MacDermid, 2005). Emotional engagement 1is
defined as the positive emotional responses of
employees to their work (Klassen, Yerdelen, &
Durksen, 2013). The quality of one's positive
energy 1s referred to as the emotional

component of employee engagement. (Loehr,
Loehr, & Schwartz, 2005).

Several factors impact employees' engagement;
such as employee voice, meaningfulness, HR
practices, attitudes towards managers, person-
job fit, and organizational advocacy (Alfes et
al., 2010). Engagement involves the attachment
of employees to their work in a way that they
fully spend their resources at their workplace. It
1s demonstrated as engrossment, energy, and
effort to accomplish organizational goals
(Macey & Schneider, 2008; Schaufel,
Salanova, Gonzalez-Roma, & Bakker, 2002).
There are several other positive outcomes of
employee engagement, such as innovation and
better performance (Salanova, Agut, & Peiro,
2005), and work satisfaction with a decrease 1n
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burnout (Hallberg & Schaufeli, 2006; Koyuncu,
Burke, & Fiksenbaum. 2006). Hence, under
effective skill-enhancing HRM practices,
employees can be kept at a high level of
engagement with the resultant upsurge in
customer satisfaction, profitability, and
organizational success. Lee Whittington and
Galpin (2010) suggested that these procedures
are crucial motivators of worker engagement.
On the other side, uneven and inadequate HRM
practise implementation may result in a greater

level of disengagement (Ang, Bartram, McNeil,
Leggat, & Stanton, 2013).

Additionally, research (Shuck, Twyford, Reio,
& Shuck, 2014) has indicated that engaged
individuals are more likely to stay with their
current firms, whereas disengaged people want
to quit them. For instance, a bad work
environment might lead to negative thinking,
which can lead to burnout and the desire to quit.
Strong bonds between highly engaged workers
and their organisations will lead to high
productivity and a lower turnover rate. The
intention to turnover 1s negatively correlated
with the physical engagement. Physically
disengaged workers are prepared to physically
withdraw their energies and desire to leave their
workplaces. Similar to this, if a worker
experiences cognitive disengagement, they will
become dissatistied with their jobs and desire to
leave (Shuck et al., 2014). Employees who are
emotionally engaged are dependable and give
their all at work to accomplish organisational
goals. Employees that are highly engaged
physically, mentally, and emotionally are
therefore extremely dedicated to their
companies and have a low intention to leave
(Salleh & Memon, 2015). Employees that are
disengaged lack adequate drive to pay attention
to a job at work. The worker 1s prompted to look
for another workplace as a result.

Research has shown a significant correlation
between HRM practises, employee
engagement, and intention to leave the
company. For instance, a study by Shuck et al.
(2014) discovered a bad correlation between
involvement and intention to leave. These

activities, according to Lee Whittington and
Galpin (2010), are significant motivators of
worker engagement. In a similar vein,
Halbesleben (2010) found a bad correlation
between employee engagement and intention to
leave. According to Karatepe (2013), work
engagement serves as a mediating factor
between activities that boost motivation and
skill and employees' intention to leave their
jobs. Researchers from many fields have also
looked into the mediating function of work
engagement. A company can increase physical,
cognitive, and emotional engagement and
encourage employee motivation, output, and
retention by using HRM techniques effectively.

The most well acknowledged underlying theory
for turnover relationships 1s SET, which has
been widely used to understand the employee-
employer relationship (Blau, 2006).
(Cropanzano &  Mitchell, 2005). The
reciprocity principles between an employer and
an employee are highlighted by this philosophy.
As a result, when firms implement sound HRM
procedures, their employees are more
committed (Wayne, Shore, & Liden, 1997).
These associations between social interchange
and higher employee commitment, lower
intention to leave, better performance, and
greater engagement are held by organisations
(Saks, 2006; Shore & Wayne, 1993). Work
engagement, according to Juhdi, Pa'wan, and
Hansaram (2013), mediates the link between
HRM practises and intention to leave. This
leads us to the following hypotheses:

H1: Physical engagement mediates the
relationship between skill-enhancing practices
and turnover intention.

H2 Physical engagement mediates the
relationship between motivation-enhancing
practices and turnover intention.

H3: Cognitive engagement mediates the
relationship between skill-enhancing practices
and turnover intention.
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H4: Cognitive engagement mediates the
relationship between motivation-enhancing
practices and turnover intention.

H5: Emotional engagement mediates the
relationship between skill-enhancing practices
and turnover intention.

H6: Emotional engagement mediates the

relationship between motivation-enhancing
practices and turnover intention.

Research framework

The conceptual framework for the current
investigation 1s displayed in Figure 1. Through
the mediating function of physical, cognitive,
and emotional engagement, the study intends to
evaluate the influence of skill-enhancing and
motivation-enhancing HRM practises on
academic staff turnover intention in the public
universities of Sindh, Pakistan.

Skill-enhancing Physical
HRM Practice Engagement \
Cognitive Turnover Intention
Engagement
Motivation-
enhancing HRM :
Piiitice Emotional
Engagement

Figure 1. Theoretical framework

Methods
Sample and data collection

The academic staff employed by various public
universities in Sindh, Pakistan, was the focus of
the current study. Using the judgmental
sampling technique, the respondents were
specifically chosen to ensure that some of them
accurately represented the population. To
conduct the study the researcher first contacted
to the universities. Out of 23, 16 university
administrations had expressed interest in taking
part and assist us in data collection. Upon their
agreement, the researchers held personal
meetings with the registrars of those 16 public
universities and gave them a briefing regarding
the purpose and advantages of the present
research. During the meeting, we ensured them
that all academic staff members' comments
would be kept private and utilized only for
research. The questionnaires were then
distributed to the academic staff members in the
various departments by the registrars and their
representatives. Through the use of power

analysis, the researchers in this work calculated
the sample size for structural equation
modelling (Hair, Sarstedt, Ringle, & Gudergan
2017). Using power analysis the minimal
sample size should be determined using the
largest number of predictors in the particular
research (Hair, Hult, Ringle, & Sarstedt, 2016).
Further, following the recommended rule of
thumb developed by Cohen (1992) and further
recommendation by Hair et al. (2016), power
analysis should be calculated based on 80%
statistical power, mnimum R? value,
significance level, and the number of models’
predictors. Hence, in the PLS path model for the
current study, a minimum sample size of 103 1s
needed to detect a minimum R? value of 0.10:
with recommended statistical power of 80%
and a 5% significance level. The distribution of
700 surveys, resulted in the receipt and
response to 329 of those questionnaires.. Out of
the 329 questionnaires, 307 questionnaires
were complete and useable, which makes the
response rate 43.85% (of a total of 700
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questionnaires). In this study, the 307 responses
received from the academic staff suggested by
Cohen (1992) utilising power analysis to

determine the minimal sample size for PLS-
SEM analysis, which is above 103.

Respondent profile

Among the 307 sample respondents, the male
were 67.4 percent and were and 32.6 percent.
According to their age, 19.5 percent of
respondents were aged between 21 and 30;
47.1% were aged between 31 and 40; 21.3

percent were aged between 41 and 50; and
10.7% were aged between 51 and 60 (51-60
years). 80 percent of the 307 sample
respondents were married, 18.9 percent were
single, and 0.3 percent were widowed. Of them,
68 percent had master's degrees, and 32 percent
had doctoral degrees. 63.2 percent of the group
were lecturers, followed by assistant professors
23.5 percent, associate professors 7.5 percent,
and professors 5.8 percent. The demographic
breakdown of the respondents 1s shown in
Table 1.

Table 1. Demographic profile of the respondents (n = 307)

Demographic Variable Category Frequency Percentage
Age Greater than 21- Less than 30 63 2
Greater than 31- Less than 40 146 47.1
Greater than 41- Less than 50 65 21,3
Greater than 51- Less than 60 33 10.7
Gender Male 207 67.4
Female 100 32.6
Education Masters 218 71.0
PhD 89 29.0
Marital Status Married 248 80.8
Unmarried 58 18.9
Divorced 0 0
Widowed 1 0.3
Designation Lecturer 194 63.2
Assistant professor 72 23.5
Associate professor 23 4:3
Professor 18 5.8
Measures created on a five-point Likert scale (1. Strongly

All of the study's measures were modified from
earlier research, and several had numerous
items to better fit the study's setting. The
original scales' English language have been
kept. This 1s due to the fact that English 1s the
primary language of instruction at all Pakistam
universities. Given this, participants in the
study had no trouble answering the
questionnaire in  English.  Additionally,
questionnaires in the English language were
used in earlier research carried out in Pakistani
universities (Arshad & Ameen, 2018; Torlak &
Kuzey, 2019). The scoring of all items was

Disagree, 2. Disagree, 3. Neutral, 4. Agree, 5.
Strongly Agree).

Measurement of turnover intention: Five items
that were taken from Wayne et al. to measure
turnover intention were used (1997). 0.89 was
the Cronbach's alpha. The sample item consists
of, “I often think of quitting the job at this
organization.”

Measurement of skill enhancing and motivation
enhancing HRM practices: Thirteen items,
adapted from Tian, Cordery, and Gamble, were
used to assess the effectiveness of skill- and
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motivation-enhancing HRM strategies (2016).
There were six items for practises that would
increase motivation, and seven things for
practises that would increase skills. Cronbach's
alpha of 0.90 indicates a respectable result. The
list of practises for improving skills includes,
“Only the best employees are hired to work in
my organization’; and for motivation
enhancing practices, “My pay in this
organization 1s higher than what competitors
offer™.

Measurement of physical engagement: Five
measures of physical engagement were used,
taken from Rich, Lepine, and Crawford (2010).
An acceptable Cronbach's alpha 1s 0.899. The
sample item consists of, “I work with intensity
on my job”.

Measurement of cognitive engagement: Four
items, taken from Rich et al., were used to
gauge cognitive involvement (2010). An
acceptable Cronbach's alpha is 0.898. The
sample item consists of, “At work, I pay a lot of
attention to my job™.

Measurement of emotional engagement: Four
items were used to gauge emotional
involvement; they were adapted from Rich et al
(2010). Cronbach's alpha of 0.94 indicates
satisfactory results. The sample item consists
of, “I am enthusiastic in my job™.

Missing value treatment

For the statistical analysis to proceed without
further problems, the data were examined for
missing  values. When a  responder
unintentionally overlooks a response in the
data, researchers must cope with missing data.
Due to this, Roberts and Grover (2009) advised
closely scrutinising the raw data to prevent
missing values. This is due to the fact that the
more missing values there are in the data, the
greater the likelihood that there will be a
statistical power 1ssue or even bias (Acock,
2005). As a result, we followed Hair et al.
(2010) advices and used mean imputation to fill

in the gaps in this study's data. With this
approach, the mean of all the known values for
the specified attributes was used to replace any
missing values. All of the variables' means were
calculated using the SPSS programme, and
missing values were then substituted in the
study with their respective means.

Common method variance

Data for both exogenous and endogenous
variables in this study were gathered from a
single source, which could lead to a common
method variance (CMV) issue. The present
study carried out a common latent factor test to
look for common method bias in SEM utilising
AMOS and the SPSS Harman's single factor
test for that purpose (Podsakoff & Organ, 1986;
Podsakoff et al. 2003). We entered all the
constructs into the principal component factor
analysis using the SPSS programme and then
started the analysis. According to the test
results, only one factor, or a restrictive
extraction, can account for the variance of
43.14 percent. As a result, the current study 1s
free of typical technique bias. However, in
order to confirm the existence of the common
method using AMOS, a direct assessment of a
latent common method factor was also carried
out in light of the criticism that the Harman
Single factor test 1s insensitive (Podsakoff et al.
2003). This method loaded a latent component
as well as the theoretical constructions for each
item. Since the computed variance (15%) was
below the cutoff of 50%, the findings of the
common factor method application revealed
that there was no discernible common method
bias in the data.

Analysis strategy

This study utilised SPSS for data analysis, and
descriptive analysis was performed to evaluate
the mean, standard deviations, and correlations
(Refer to Table 2). The measurement and
structural models in this study were both
examined using the smart PLS 3.2.7 version.
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Table 2. Means, standard deviations, and correlations of all variables 1n this study

Mean 1 2 %, -+ <) 6 7 8 9 10 11
SD
1. Age 3.2 0.9
1
2. Gender I 04 -0.78
6
3. 2 0.6 0.90 -
Qualification 3 d15%
4. Marital I 0.4 -40** 101 -.014
Status 2
5. Designation 1.5 0.8 -36%* 21% S6%F -
9 16%*
6. SEP 3.1 0.6 .19%* 062 052 -098 .13%
4
7. MEP 2.9 0.8 .18** -015 .085 - 042 T b
3 A12%
8. PE 3.8 0.8 0.02 102 -.037 - Q71 25%% . 12%
0 143*
9. CE 3.3 1.3 .16*%* 085 -017 - 112 49%%  D]FE G4ER
0 J5%%
10. EE 3.7 0.8 .16%* 010 063 -024 .16¥* 51%¥% 23¥F  ApF¥ . 16%*
0
11. TOI 3.2 1.0 - -.044 023 111 -066 - - - 46%* - p6F*  55%*
0 A3 S3%E D%

SEP= Skill-enhancing Practices, MEP= Motivation-enhancing Practices, PE= Physical Engagement,

CE= Cognitive Engagement, EE= Emotional Engagement, TOI= Turnover

Results
Assessment of measurement model

The validity and rehiability of the questions and
constructs were assessed first. Cronbach's alpha
and composite reliability (CR) were used to
measure reliability. Using factor loadings,
composite reliability, and average variance
retrieved, convergent validity was evaluated in
accordance with the advice given by Hair, Hult,
Ringle, and Sarstedt (2014). (AVE). The cut-off

value of 0.5 for loadings was applied, as
recommended by Hair et al. (2014). The

analysis was terminated for any items having
loadings less than 0.5.

Additionally, composite dependability based on
the suggested value of 0.7 was investigated
(Henseler, Ringle, & Sinkovics, 2009).
According to Table 3, the overall composite
dependability of all constructions was higher
than the advised value of 0.7, ranging from
0.828 to 0.961. Finally, AVE values that ranged
from 0.548 the
suggested value of 0.5 were found for all
constructions. Thus, our investigation validated

to 0.859 and surpassed

the convergent validity of all constructs.
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Table 3. Loadings, composite reliability, and average variance extracted

Construct Type [tems Loading Deleted Items CR AVE
Skill-enhancing Reflective SEP 3 0.827 SEP1 [0.327] 0.910 0.669
Practices SEP 4 0.852 SEP2 [0.238]

SEP 5 0.792

SEP 6 0.821

SEP 7 0.797
Motivation- Reflective = MEP 1 0.806 MEP4 [0.118] 0.828  0.548
enhancing MEP 2  0.650 MEPS5 [0.024]
Practices MEP3 0.796

MEP6  0.698
Physical Reflective  PE 1 0.895 None 0.955 0.808
Engagement FE 2 0.876

PE 3 0.936

PE 4 0.893

PE 5 0.892
Cognitive Reflective @ CE 1 0.952 None 0.961 0.859
Engagement CE2 0.921

CE 3 0.941

CE4 0.892
Emotional Reflective  EE 1 0.867 None 0.926 0.677
Engagement EE 2 0.902

EE 3 0.801

EE 4 0.784

EE 5 0.728

EE 6 0.843
Turnover Reflective TOI 1 0.856 TOIS [0.464] 0.948 0.821
Intention TOI 2 0.930

TOI 3 0.937

TOI 4 0.917

Table 4. Discriminant validity- heterotrait-monotrait (HTMT)

Construct SEP MEP PE CE EE TOI
Skill-enhancing practices

Motivation-enhancing

practices 0.501

Physical engagement 0.337 0.274

Cognitive engagement 0.569 0.428 0.684

Emotional Engagement 0212 0.368 0.501 (0.785

Turnover Intention 0.342 0.359 0.491 0.683 0.567

SEP= Skill-enhancing Practices, MEP= Motivation-enhancing Practices, PE= Physical Engagement,
CE= Cognitive Engagement, EE= Emotional Engagement, TOI= Turnover Intention.

The present study employed Heterotrait-

Monotrait (HTMT) criterion to check the
discriminant validity of the measurement model

(Henseler, Ringle, & Sarstedt, 2015) after

convergent validity. To assess discriminant

validity, Henseler et al. (2015) suggested two
cut-off values of 0.85 and 0.90 for the HTMT

criterion. Table 4 shows that all values are
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below the critical value of 0.90. Hence, the
HTMT criterion supported the discriminant
validity of the measurement model.

Testing of mediation effects

A mediating effect 1s produced when a third
construct 1s intervened between two other
related constructs. Table 5 shows the results of
hypotheses testing for mediation. In this study,
hypotheses H1, H2, H3, H4, H5, and H6 were
tested for the mediating role of physical,
cognitive, and emotional engagement in the
relationship between skill and motivation
enhancing HRM practices and turnover
intention. Further assessment demonstrated that
physical engagement does not mediate the
relationship between skill enhancing and
turnover intention (B = -0.020, t-value =1.519,

Table 5. Hypotheses testing for mediation

p = 0.104), and motivation enhancing and
turnover intention (f = -0.011, t-value = 0.957,
p = 0.330). Hence, HI and H2 were not
supported. Furthermore, the results confirm the
acceptance of H3 and H4, which shows that
cognitive engagement mediates the relationship
between skill enhancing and turnover intention
(B = -0.129, t-value = 4.037, p = 0.000), and
motivation enhancing and turnover intention (3

=-0.251, t-value = 7.483, p = 0.000). Moreover,

emotional engagement mediates the
relationship between skill enhancing practices
and turnover intention (f = -0.042, t-value =
2.181, p = 0.000); and emotional engagement
does not mediate the relationship between
motivation enhancing practices and turnover
intention (p = -0.018, t-value = 1.282, p =
0.208). Hence, based on the statistical results,

H5 was supported, while H6 was not supported.

Hypo. Relationship B value SE t-values P- Values [LLCI ULCI] Decision

HI SEP -> PE ->TOI  -0.02 0.013 1.519 0.104
H2 MEP ->PE ->TOI -0.011 0.011 0.957 0.330 Not Supported
H3 SEP -> CE ->TOI -0.251 0.034 7.483 0.000 0.323 -0.188 Supported
H4 MEP ->CE ->TOI -0.129 0.032 4.037 0.000 0.196 -0.068 Supported
H5 SEP -> EE->TOI -0.042 0.019 2.181 0.000 0.084 -0.010 Supported
H6 MEP ->EE->TOI -0.018 0.014 1.282 0.208

Not Supported

Not Supported

TOI= Turnover Intention, SEP= Skill-enhancing Practices, MEP= Motivation-enhancing Practices,
PE= Physical Engagement, CE= Cognitive Engagement, EE= Emotional Engagement.

The predictive accuracy and predictive
relevance of the reflective model were
evaluated by the R* and Q” values (refer to
Table 6). Based on the R” value, the combined
effect of skill enhancing and motivation
enhancing HRM practices explained 10.8% of
the variance in the academician’s physical
engagement. Additionally, skill-enhancing and
motivation-enhancing HRM practices
explained 30.9% of the wvariance in the
academician’s cognitive engagement; while
skill-enhancing and motivation-enhancing
HRM practices explained 25.9% of the variance

in the academician’s emotional engagement.

Further, physical, cognitive, and emotional
engagement explained 41.5 % of the variance in
the academician’s turnover intention.

In addition, the study employed the predictive

relevance of the reflective model by
blindfolding  procedure  with  omission

distance D = 7 (Henseler et al.,, 2009).
The Q* value > 0 of the reflective endogenous
construct represents the predictive relevance.
The Q* values of physical engagement 0.079,
cognitive engagement (.251,
engagement (.158, and turnover intention
0.322 confirmed the predictive relevance.

emotional


https://v3.camscanner.com/user/download

7185

Journal of Positive School Psychology

Table 6. Predictive relevance (Q°) and R* values of endogenous latent constructs

Exogenous Variable Endogenous Variable (Ri) Values {Qi Values)
Skill and Motivation enhancing Physical Engagement 0.108 0.079
Practices

Skill and Motivation enhancing Cognitive Engagement 0.309 0.251
Practices

Skill and Motivation enhancing Emotional Engagement 0.259 0.158
Practices

Physical, Cognitive,

Emotional Engagement Turnover Intention 0.415 {522

Discussion

In the setting of universities in Sindh, Pakistan,
the goal of the research i1s to investigate the
effects of skill and motivation-enhancing HRM
practises on turnover intention through the
mediating role of work engagement.
Unexpectedly, the current study discovered that
physical engagement does not operate as a
mediator between skill- and motivation-
enhancing HRM strategies and employees'
turnover intention. Similar results are also
shown by Erdil and Miiceldili (2014). This
suggests that although employees may have a
favorable attitude toward their employers, they
might not be totally committed to their work.
Employees that are disengaged exhibit bad
attitudes, prioritize their own interests over
those of the company, and put little effort into
their jobs. When compared to employees who
are engaged, their productivity and bonding
with fellows 1s also poor. (Marrelli, 2011).
Disengaged employees are not only
dispassionate about their responsibilities but
they are also dissatisfied enough to undermine
their teammates’ efforts (Wildermuth &
Pauken, 2008). Organizations should create
such skill- and motivation-enhancing HRM
practises that boost physical engagement in
order to achieve this. Work engagement
influences the attitudes and behaviours of
employees (Salanova & Schaufeli, 2008). On
the other side, the study discovered that the
association between skill- and motivation-
enhancing HRM practises and turnover
intention 1s mediated by cognitive engagement.

Organizations can promote engagement
through the effective use of HRM techniques,
which ultimately motivates and maintains the
workforce (Ram & Prabhakar, 2011).
Additionally, m line with empirical
investigations, the results of the current study
show that emotional involvement mediates the
association between skill-enhancing HRM
practises and employees' intention to leave their
jobs (Agyemang & Ofei, 2013; Juhdi et al.,
2013). Meanwhile, emotional engagement does
not mediate the relationship between
motivation-enhancing HRM practices and
employees’ turnover intention. The absence of
positive interactions between employees and
employers may be the cause of this. When there
is a lack of respect and gratitude from the
employer, even 1if the organisations offer
greater salary, rewards, and a positive work
environment, their employees will leave the
organisations. This 1s due to the fact that the
workers will experience emotional
disengagement and dissatisfaction. (Yavas,
Karatepe, Babakus, & Avci, 2004). Employees
will decide to leave an organization if they are

regularly treated unfairly at work.

Theoretical implications

The results of this investigation have both
theoretical and practical implications. By
analyzing the mediating role of employee
engagement in the relationship between skill,
motivation-enhancing HRM practices, and
turnover intention, this study lends credence to
earlier studies on HRM practices and turnover
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intention. The analysis of work engagement as
a mediator in the relationship between HRM
practices and turnover intention constitutes the
article's primary contribution. To our
knowledge, no previous studies in the setting of
Pakistani universities have looked into these
relationships. The findings show that with
cognitive and emotional involvement serving as
mediators, skill- and motivation-enhancing
HRM practices have a considerable indirect
effect on the intention to leave. Positive
employee perceptions of HRM procedures
would increase engagement and lessen
intention to leave the company. Effective HR
strategies will increase employee engagement,
commitment, and satisfaction, as well as their
likelihood of remaining with the company.
These findings add to the SET theory, which
proposes that a reciprocal relationship can be
discovered through a series of interactions
between two parties who are under reciprocal
obligation and interdependence. According to
this study's theory, employees will feel
obligated and exhibit a high level of
engagement as payment when they believe that
their employers are providing adequate
socioeconomic  resources through HRM
practises to ensure their well-being. According
to academic research, HRM practises can be
seen as a crucial input to processes of social and
economic exchange. (Snape & Redman, 2010).
Emphasizing SET, this study theorizes that
employees will feel obligated if they believe
that the company is providing appropriate
socioeconomic  resources through HRM
procedures to assure their well-being. In return,
they will give a high level of physical,
cognitive, and emotional engagement and
reduce turnover intention (Shah & Beh, 2016).
The study 1s providing additional empirical
evidence to the growing body of literature on
skill-enhancing and motivation-enhancing
HRM practices, turnover intention, work
engagement, and SET from the perspective of

academic staff working in public universities in
Sindh, Pakistan.

Practical implications

From a practical standpoint, the current study
offers encouraging recommendations for the
universities in Sindh, Pakistan, the Higher
Education Commission (HEC) of Pakistan, and
other relevant authorities and institutions to
establish a working environment that
encourages work engagement among their
employees and reduces the intention to leave.
The findings of this study have demonstrated a
strong indirect impact of skill and motivation-
enhancing HRM practises on the intention to
leave the workforce wvia cognitive and
emotional engagement as mediators. Employee
engagement 1s higher when they have a
favourable opinion of the HRM methods that
improve their skills and motivation. Kahn
(1990) discovered that the lack of three
psychological factors—meaningfulness, safety,
and availability—encouraged disengagement
from work. However, when these
circumstances are present, people are more
likely to be engaged. According to Kahn, how
people perceive the resources, rewards, and
promises they receive influences their level of
commitment. In order to prevent employees
with low engagement from falling into the
disengagement category, top-level
management 1s essential (Wollard, 2011).
Employees who are disengaged work to fulfil
personal needs; as a result, they do not want to
be at work and exhibit bad attitudes. Therefore,
administrators must create duties, regulations,
and processes that will boost employee
dedication, as well as efficient hiring practises
that will draw in the best candidates. When
workers are given equal chances and the chance
to communicate with management, their level
of commitment rises. These are some examples
of techniques that can be used in businesses to
boost staff morale, which 1n turn affects how
committed they are to sticking with their

employers.

Limitations and directions for future
research

This study has a few restrictions. First, the
cross-sectional nature of the research design
restricts the findings to cause-and-effect


https://v3.camscanner.com/user/download

187 Journal of Positive School Psychology
correlations. Additionally, participants’ 5. Agyemang, C. B., & S. B. Ofei.
attitudes, emotions, and views were only (2013). Employee work
gathered once. To anticipate behaviours over engagement and organizational
time, longitudinal analysis can be used in future commitment: A comparative study
study. Second, we polled academic staff : :

_ o of private and public sector
members about their opinions of HRM o .

organizations i Ghana. European

procedures, workplace engagement, and , _
: : : Journal of Business and Innovation
intention to leave. As a result, self-reporting
may inflate the results, leading to common Research, 1(4), 20-33.
method variance (CMV). Third, the data were 6. Alfes, K., Shantz, A.D., Truss, C.,
only gathered from full-time academic staff & E.C. Soane (2013). The link
members employed by Pakistan's Sindh state between perceived human resources
universities. As a result, the findings are limited management practices, engagement
to a single province and cannot be applied to all and employee behaviour: A
of Pakistan's provinces. Therefore, it 1s advised moderated mediation model. The
that future research do a national-level analysis lnicinational  Jousmal of Hiahian
covering all private and public universities, as Resource Management, 24(2), 330-
well as other sectors like banking and business ’ ’
. e : ; 351.
industries in Pakistan. Fourthly, only academic 7 Alfes K. T C S EC
staff members were used to collect the data. ' e e e
Therefore, data from all employees can be used REES**C'* & M. Gatenby. (2010.)
as the basis for future study (i.e., executive Creating an Engaged Workforce,
directors, human resource managers, Wimbledon: CIPD.
supporting staff, etc.). The impact of 8. Altbach, P. (200). The dilemmas of
knowledge management and talent engagement ranking. International  Higher
in the relationship between skill- and Education, 42.
motivation-enhancing activities and turnover 9. Ang, S.H., Bartram, T., McNeil, N_,
intention was also not examined 1n this study. Leggat, S.G., & P. Stanton (2013).
Future research should therefore take into :

| The effects of high-performance
account the function of knowledge .

work  systems on  hospital

management and talent engagement as : _

. . . employees’ work attitudes and
mediators to correlations between practices for _ : _
developing skills and motivation and turnover Intention to leave: A multi-level and
stetlGEH. occupational group analysis. The

International Journal of Human
REFERENCES Resource Management, 241(6),
3086-3114.
1. Acock, A. C. (2005). Working with ; _ _
) - 10. Anvari, R., Amin, S. M., Ismail, W.

missing values. Journal of Marriage
and Family, 67(4), 1012-1028.

2. Agarwala, T. (2003). Innovative
human resource practices and
organizational

3. commitment: An empirical

investigation. International Journal

of Human Resource

4. Management, 14(2), 175-197.

K., & U. N. Ahmad. (2010).

Strategic training practices,
effective organizational
commitment, and turnover

intention: The mediating role of
African
Journal of Business Management,
4(15), 3391.

psychological contract.


https://v3.camscanner.com/user/download

Dr. Lata

788

11.

12

13.

14.

13,

16.

17

18.

Arshad, A., & K. Ameen (2018).
Usefulness of journals consortium
in Pakistan: Academic staff’s
perceptions and  expectations.
Serials Review, 44(4), 275-281.
Aybas, M., & A.C. Acar, (2017).
The effect of human resource
management practices on
employees’ work engagement and
the mediating and moderating role
of positive psychological capital.
International Review of
Management and Marketing, 7(1),
363-372.

Beal, D.J., Weiss, H.M., Barros, E.,
& S.M. MacDermid. (2005). An
episodic process model of affective
influences on performance. Journal
of Applied Psychology, 90(6),
1054-1068.

Becker, B.E., & and B. Gerhart.
(1996).
organizational

Human resources and
performance:
Progress and prospects. Academy

of Management Journal (Special

Issue: Human Resources and
Organizational Performance),
39(4), 779-801

Blau, P. (1964). Power and

exchange in social life, NY: John
Wiley & Sons.

Blau, P.M. (2006). Exchange and
power in social life: New
introduction by the author (10th

Ed). Transaction publisher, London.

Cohen, J. (1992). A power primer.
Psychological Bulletin, 112(1),
155,

Comm, C. L., & D. F. Mathaisel.
(2003). study of the
implications of faculty

A case
workload
and compensation for improving
International

academic  quality.

19.

20.

21,

22,

23,

24,

2.

26.

Journal of Educational
Management, 17(5), 200-210.
Cropanzano, R., & M. S. Mitchell.
(2005). Social exchange theory: An
Interdisciplinary Review. Journal
of Management, 31(6), 874-900.
Crossley, C., Grauer, E., Lin, L., &
J. Stanton. (2002). Assessing the
content validity of intention to quit
scales, Paper presented at the annual
meeting of the Society for Industrial
and Organizational Psychology,
Toronto, Ontario, Canada.
Darwish, T.K. (2013). Strategic
HRM and performance: Theory and
practice.  Cambridge  Scholars
Publishing.

De Mello e Souza Wildermuth, C.,
& Pauken, P. D. (2008). A perfect
match: decoding employee
engagement—Part I: Engaging
cultures and leaders. Industrial and
Commercial Training, 40(3), 122-
128.

Erdil, O., & Miiceldili, B. (2014).
The effects
engagement and turnover intention.
Procedia-Social and Behavioral
Sciences, 150, 447-454.

Foa, U. G., & Foa, E. B. (1974).
Societal structures of the mind:
Oxford, England: Charles C
Thomas.

Gardner, T.M., Wright, PM., &
Moynihan, L.M. (2011). The impact
of motivation, empowerment, and
practices  on
aggregate voluntary turnover: The
effect
affective  commitment. Personnel
Psychology, 64(2), 315-350.
Gavino, M. C., Wayne, S. J. & B.

Erdogan. (2012). Discretionary and

of envy on job

skill-enhancing

mediating of collective

transactional human  Resource


https://v3.camscanner.com/user/download

189 Journal of Positive School Psychology
practices and employee outcomes: 34. Henseler, J., Ringle, C.M., & R.R.
The role of perceived organizational Sinkovics. (2009). The use of partial
supportt. Human Resource least squares path modeling 1n
Management, 51(5), 665-686. international marketing. In New

27. Hair Jr, J., Black, W., Babin, B., & challenges to International
R. Anderson. (2010). Multivariate Marketing, 20, 277-319.
data analysis; a global perspective 35. Henseler, J., Ringle, C. M. & M.
(ed.): Pearson Education Inc. New Sarstedt. (2015). A new criterion for
Jersey, USA. assessing discriminant validity in
28. Hair Jr, J. F., Hult, G. T. M., Ringle, variance-based structural equation
C., & M. Sarstedt. (2016). A primer modelling. Journal of the Academy
on partial least squares structural of Marketing Science, 43(1), 115-
equation modeling (PLS-SEM), 1'33.
Sage publications. 36. Imran, M., AL, G., & T. Islam.
29. Harmr, J. F., Ringle, C. M., & M. (2014). The relationship between
Sarstedt. (2011). PLS-SEM: Indeed perceived organizational support
a silver bullet. Journal of Marketing and turnover intention: mediating
Theory and Practice, 19(2), 139- role of affective commitment and
152. job satisfaction. Research Journal of
Applied Sciences, Engineering and
30. Hair, J.F., Sarstedt, M., Ringle, Technology, 8(24), 2422-2425.
CM. & S.P. Gudergan, (2017). 37.Islam, T., Ahmad, U. N. U., & L
Advanced Issues in Partial Least Ahmed. (2014). Exploring the
Squares  Structural ~ Equation relationship between POS, OLC,
Modeling, @ Sage  Publications, job satisfaction and OCB. Procedia
Thousand Oaks, CA Social and Behavioral Sciences,
31. Halbesleben, J.R. (2010). A meta- 114, 164-16.
analysis of work engagement: 38. Jiang, K., Lepak, D. P., Han, K,
Relationships with burnout, Hong, Y., Kim, A, & A. L.
demands, resources, and Winkler. (2012). Clarifying the
consequences. Work Engagement: construct of human resource
A Handbook of Essential Theory systems: Relating human resource
and RE:SEﬂl‘Ch, 8(1), 102-117. management to emp]gyee
92, Hﬂ]leI‘g, U.E.. & W.B. Schaufel.. pﬂl‘fﬂl‘ﬂ]ﬂﬂﬂﬂ. Human Resource
(2006). Same same but different? Management Review, 22(2), 73-85.
Can work  engagement  be 39. Joarder, M.H., & M.Y. Sharif.
discriminated from job involvement (2012). The role of HRM practices
and organizational in predicting faculty turnover
commitment”? European intention: Empirical evidence from
Psychologist, 11(2), 119-127. private universities in Bangladesh.
33. HEC. (2019). HEC recognised The South East Asian Journal of

universities and degree awarding

institutions. Retrieved from

http:// www.hec.egov.pk.

40.

Management, 5(2), 159-178.
Juhdi, N., Pa'wan, F., & RM.K.
Hansaram. (2013). HR practices


https://v3.camscanner.com/user/download

Dr. Lata

790

41.

42.

43.

4,

45.

46.

and turnover 1Intention: the
mediating roles of organizational
commitment and organizational
engagement 1n a selected region 1n
Malaysia. The International Journal
of Human Resource Management,
24(15), 3002-3019.

Kahn, W. A. (1992). To be fully
there: Psychological presence at
work. Human Relations, 45(4), 321-
349.

Kahn, W.A. (1990). Psychological
conditions of personal engagement
Work.
Academy of Management Journal,
33(4), 692-724.

Karatepe, O.M. (2013). High-
performance work practices, work

and disengagement at

social support and their effects on
job embeddedness and turnover
intentions. International Journal of

Contemporary Hospitality
Management, 25, 903-921.

Kehoe, R. R. & P. M. Wright.
(2013). The 1mpact of high-
performance = human  resource

practices on employees’ attitudes
and  behaviors.  Journal of
management, 39(2), 366-391.

Klassen, R. M., Yerdelen, S. & T. L
(2013).
Teacher Engagement: Development

Durksen. Measuring
of the Engaged Teachers Scale
(ETS). Frontline
Research, 1(2), 33-52.

Learning

Koyuncu, M., Burke, RJ., & L.
Fiksenbaum. (2006). Work
engagement among women

managers and professionals in a
Turkish bank: Potential antecedents
and consequences. Equal
Opportunities International, 25(4),

299-310.

47.

48.

49.

50.

al;

Y2

2.

54.

Kumar, R. & S.K. Sia. (2012).
Employee engagement: Explicating
the  contribution of  work
environment. Management and
Labour Studies, 37(1), 31-43.

Lee Whittington, J., & T.J. Galpin.
(2010). The engagement factor:
Building a  high-commitment
organization in a low-commitment
world. Journal of Business Strategy,
31(5), 14-24.

Loehr, J., Loehr, JE., & T.
Schwartz. (2005). The power of full
engagement: Managing energy, not
time, is the key to high performance
and personal renewal, Simon and
Schuster.

Luna-Arocas, R & J. Camps.
(2008). A model of high
performance work practices and
turnover intentions. Personnel
Review, 37(1), 26-46.

Macey, W.H. & B. Schneider.
(2008). The meaning of employee
engagement. Industrial and
Organizational Psychology, 1(1), 3-
30.

Marrelli, A. F. 2011. Employee
engagement and  performance
management in the federal sector.
Performance Improvement, 50(5),
5-13.

May, D.R., Gilson, R.L., & L.M.
Harter. (2004). The psychological
conditions of meaningfulness,
safety and availability and the
engagement of the human spirit at
work. Journal of Occupational and
Organizational Psychology, 77(1),
11-37.

Mitchell, T. R. 1982. Motivation:
New directions for theory, research,
and  practice. =~ Academy  of

Management Review, 7(1): 80-88.


https://v3.camscanner.com/user/download

791 Journal of Positive School Psychology
55. Mudulh, A, Verma, S., & S. K. research on contemporary
Datta. (2016). High performance theoretical models in information
work system in india: examining systems (pp. 77-94). 1GI Global.
the role o employee engagement. 63. Robyn, A., & Du Preez, R. (2013).
Journal of Asia-pacific Business, Intention to  quit  amongst
17(2), 130-150. Generation Y academics in higher
56. Podsakoff, P. M. & D. W. Organ. education. SA Journal of Industrial
(1986). Self-reports n Psychology, 39(1): 1-14.
organizational research: Problem 64. Salanova, M., Agut, S., & J.M.
and  prospects.  Journal  of Peiro. (2005). Linking
Management, 2(4), 531-544. organizational resources and work
57. Podsakoff, P.M., MacKenzie, S.B.. engagement to employee
Lee, J.Y., & N.P. Podsakoft. (2003). performance and customer loyalty:
Common methods biases in The  mediation of  service
behavioural research: a critical climate.  Journal of Applied
review of the lterature and Psychology, 90(6), 1217.
recommended remedies. Journal of 65. Salanova, M., & W.B. Schaufeh
Applied Psychology, 88(5), 879- (2008). Job resources, engagement
903 and proactive behaviour.
58. Perez, J.R. & P. Ordonez de Pablos. International Journal of Human
(2003). Knowledge Management Resource Management, 19, 116-
and Organizational 131.
Competitiveness: A Framework for 66. Saks, A. M. (2006). Antecedents
Human Capital Analysis. Journal of and consequences of employee
Knowledge Management, 7(3), 82- engagement. Journal of Managerial
93. Psychology, 217, 600-619.
59. Ram, P., & G.V. Prabhakar. (2011). 67. Salleh, R., & M.A. Memon. (2015).
The role of employee engagement A review on the effects of pay
n work-related outcomes. satisfaction on employee
Interdisciplinary Journal of engagement and turnover: A
Research 1n Business, 1(3), 47-61. proposed mediating framework.
60. Rich, B. L., Lepine, J. A, & E. R. International Business
Crawford. (2010). Job engagement: Management, 9(3): 344-343.
Antecedents and 68. Shah, S. H. & L. S. Beh, (2016).
61. effects on job performance. Academy Impal.:t L mﬂtlvath PHiaes
of Management Journal, 53(3), 617- practices and mediating role of
635. talent engagement on turnover
intentions: Evidence from
Malaysia. International Review of
62. Roberts, N., & V. Grover. (2009).

Theory development in information
systems research using structural
equation modeling: Evaluation and
recommendations. In Handbook of

69.

Management and Marketing, 6(4),
823-835.
Shore, L., Tetrick, L. & K.

Barksdale. (2006).
economic exchanges as mediators

Social and


https://v3.camscanner.com/user/download

Dr. Lata

792

70.

71,

T2

13

74.

12,

76.

of commitment and performance.
Journal of  Apllied

Psychology, 36(4), 837-867.
Shuck, B., Twyford, D., Reio Jr,
T.G., & A. Shuck. (2014). Human

resource development practices and

Social

employee engagement: Examining
the connection with employee
Human

turnover intentions.

Resource Development
Quarterly, 25(2), 239-270.
Snape, E., & T. Redman (2010).

HRM  practices, organizational
citizenship behaviour, and
performance: A multi-level

analysis. Journal of Management
Studies, 47(7), 1219-1247.

Staw, B. M. (1980). The
consequences of turnover. Journal
of Occupational Behaviour, 253-
2713,

Stromquist, N. P (2007).
Internationalization as a response to
Radical shifts in
university environments.
education, 53(1), 81-105.
Subramony, M. (2009). A meta-
analytic  investigation of the

relationship between HRM bundles

globalization:
Higher

and firm performance. Human
Resource Management, 48(5), 745-

768
Szamosi, L.T. (2006). Just what are
tomorrow’s SME  employees

looking for”? Education Training,
48(8/9): 654-665.

Takeuchi, R., Lepak, D. P., Wang,
H., & K. Takeuchi. (2007). An
empirical examination of the
mechanisms mediating between
high-performance work systems

and the performance of Japanese

75

78.

19,

80.

81.

32.

organizations. Journal of Applied
psychology, 92, 1069-1083.

Tewr, R.AA. & R.Q. Zhang. (2016).
The current practices of human
resource management 1 higher
education institutions in Palestine.
Resources

Journal of Human

Management and Labor Studies,
4(1), 65-83.
Tian, A.W., Cordery, J., & I

Gamble. (2016).
performing: How human resource

Staying and

management practices increase job
embeddedness and performance.
Personnel Review, 45(5), 947-968.
Torlak, N. G., & C. Kuzey. (2019).
Leadership, job satisfaction and
Iinks 1n

performance private

education institutes of
Pakistan. International Journal of
Productivity and  Performance
Management, 68(2), 276-295.

Van Schalkwyk, S., Du Toit, D. H.,
Bothma, A. S., & S. Rothmann.
(2010). Job insecurity, leadership
empowerment behavior, employee
engagement and intention to leave
in a petrochemical laboratory. SA
Journal of Human Resource
Management, 8(1), 7.

Wayne, S. J., Shore, L. M., & R. C.
Liden. (1997).

organizational support and leader-

Perceived

member exchange: A  social
exchange perspective. Academy of
Management Journal, 40(1), 82-
111.

Wollard, K. K. (2011). Quet
desperation: Another perspective on
employee engagement. Advances 1n

Developing Human Resources,

13(4), 526-537.


https://v3.camscanner.com/user/download

793 Journal of Positive School Psychology

CamScanner


https://v3.camscanner.com/user/download

