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Abstract
The descriptive study aimed to explore the relationship between Working Environment
(WE), Career Development (CD), and Employee Retention (ER), with a focus on the
mediating role of Job Satisfaction (JS) in the context of the banking sector. The study
gathered data from employees in various banks in District Bannu, Kpk, Pakistan selecting
a sample of 168 participants through convenient sampling. The research employed a
questionnaire generated via Google Forms, utilizing a five-point Likert scale. The data
were analyzed using IBM SPSS version 27. The findings of the study revealed a
statistically significant difference in employee retention based on gender, as evidenced
by the results of the independent sample T-test. Additionally, the correlation coefficient
analysis indicated a significant relationship between Work Environment, Career
Development, and Employee Retention. Furthermore, the multiple regression analysis
demonstrated that Job Satisfaction played a significant partial mediating role in the
relationship between Work Environment, Career Development, and Employee
Retention. The study suggests that managers in the banking sector should focus on
improving the perceived Working Environment and career development plans for
employees at various levels. By addressing these aspects, organizations can enhance
employee satisfaction and, subsequently, retention. The study underscores the
importance of strategic interventions in Working Environment and Career Development
to align with organizational goals effectively.
Keywords: Working Environment (WE), Career Development (CD), Job Satisfaction (JS),
Employees Retention (ER), Banking Sector.
Introduction
Globally, organizations face a serious difficulty with employee retention. Organizations

work hard to keep their valued employees by offering an ideal Working Environment
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and possibilities for career development. Fierce competition and open markets, coupled
with dynamic environments, create ambiguity and challenges for organizations. To
succeed, they need high performance, which research suggests can be influenced by
factors like spiritual leadership and workplace climate (Alzghoul et al, 2022) .Today, the
banking industry is thought to be the engine driving a country's economy, and it
contributes significantly to the growth of an economy (Akhter et al, 2020).Top managers
can benefit from designing HR procedures and policies to increase retention (Jaseel,
2019). retaining workers in the organization by offering appealing facilities, According to
previous studies Ai et al (2022) & Do and Phan, (2020), several factors, like motivation at
work and job satisfaction, affect how long employees stay on the job. Workers must
receive training in order to acquire the abilities and know-how needed for their positions.
(Koteswari, 2020). High employee work satisfaction and contentment levels may be a sign
of a profitable business (Ali, 2019). The physical and psychological elements of a
workplace that impact workers' dedication, output, and job satisfaction are collectively
referred to as the working environment (Aikenwale, 2019). Therefore, it's essential to
understand how Working Environment and career development affect employee
retention.

The most important resource for any organization growth and achievement is the
human being. However, the most challenging assignment for any organization is
attracting and retaining employees due to rising competition and globalization. One of
the elements that contributes to job happiness is financial compensation (Al Momani,
2017).Employee loyalty and retention within the organization are significantly impacted
by career Development (Ali et al., 2022a). Additionally, previous research demonstrates
that job happiness has a positive effect on employees' retention (Ali et al., 2022). To stay
competitive and try to improve their product and services, organizations devote more
time and effort to their competent staff in order to keep them happy, devoted, and
engaged. For any organization's existence, effectiveness, and production it increased the
pressure on its competent personnel and made sure they were connected to the company.
The management of a bank should decide what factors will help the company keep
qualified workers in order to compete in the competitive market (GU & Itoh, 2020). Due
to the fact that bank employees swap jobs more frequently than they did in the past,
employers in the sector now experience significant levels of retention. Banks are currently
searching for the best methods for keeping their personnel, such as remuneration and
growth possibilities. Career opportunities and remunerations are two different things.
Development opportunities involve helping employees advance their careers by helping
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them learn new skills, while compensation refers to the cash or non-cash rewards that
employees receive for their contributions to the company. Determining how
opportunities for advancement and compensation impact banking employees'
propensity to remain in their positions is the study's main objective.

Organizations today place more attention on keeping the current Working
Environment and reducing employee retention (CIPD, 2020). Because it is challenging to
hire qualified personnel. The need for smart and competent people as well as their
movement between industries rose due to intense rivalry. Transformative leadership,
flexible work arrangements, and open communication encourage innovation among
employees (Mert et al.,, 2021).Comparatively speaking, the banking sector is more
competitive than other sectors. Initiatives to keep experienced people on staff avoid the
cost of hiring fresh talent and stop them from leaving for other positions. Understanding
how important it is to recruit and keep people, managers are pushing staff to stay with
the company for an extended period of time. Since having competent employees is the
most crucial task for any industry, managers have emphasized the significance of keeping
key employees for the success of organizations and developed creative, strategic
approaches to human resources to reduce retention rates. (Duah & Danso, 2017).To retain
employees, the banking industry uses a variety of human resource initiatives. The most
common strategies for retaining staff are favorable pay and growth opportunities
(Ahmad et al., 2020). On the other hand, poor workplace conditions can result in low
performance, employee unhappiness, and ultimately, staff attrition .This studies lacks
certain crucial elements that help a business retained competent employees such as Job
satisfaction, career Development (chen et al ., 2022a; prajapat,2022).

Banking sector have to face continuous challenging environment because of
national and international pressures and the banking sector employees have to moderate
themselves for these changes. To compete with competitive environment the investment
in up gradation of employees skills. Employees are happier to remain with their employer
if they feel like their careers are developing and growing. Training programs, mentoring,
coaching, job rotations, and promotional possibilities are just a few examples of the
different ways that career development can take place. The banks face significant
challenges in retaining talented and skilled employees, leading to high turnover rates.
Higher employee retention rates, reduced retention costs, and better performance are
more likely for businesses that support their workers' growth in their careers and well-
being. The purpose of this study is to look at how the career development and Working
Environment affect district Bannu banking sector employees' retention rates.
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Literature Review
Employee Retention
The ultimate effect on personnel in any organization is retention (AlSharafi et al., 2018).

Priyanka and Dubey (2016) define employee retention as the process of letting go of a
member of an organization. Employee retention is defined by (CIPD) 2020 as employees
moving between businesses, professions, and the labor market. The government sector
Resignations, attrition, migration, succession, mobility, and staff retention are just a few
of the terms used to define employee retention (Zhang, 2016). According to Thirupathy
and Dhayalan (2016) Employee retention, also includes the number of workers who quit
a company just before the conclusion of their service contracts. Human resource
management involves strategically empowering people through planning, coordination,
motivation, and control within an organization (SK parker and G Grote et al, 2022). Job
satisfaction, stemming from effective career development, influences employee retention
by increasing loyalty and commitment to the organization. In today's competitive
landscape, organizations strive to retain employees and minimize turnover rates (Kim et
al., 2020). This has the advantage of raising. Employee turnover can be decreased as a
result of better organizational performance and employees' commitment (Yu et al., 2019).
Net leave and net entrance to the organization are contrasted to determine employee
retention (Ferreira & Almeida, 2015). However, according to (Hongvichit, 2015) Retention
can also be understood as a person's inclination to leave their workplace. , according to
Thirupathy and Dhayalan (2016): voluntariness, availability, and functionality. Employee
retention occurs when they voluntarily quit the company due to issues like a poor
income, better opportunity, or discontent. On the other side, involuntary occurring
retention happens when workers are let go without their consent because of an illness, a
death, a transfer to another country, or a dismissal by a superior (Heneman & Judge,
2015).
Working Environment
Workplace climate refers to the welcoming environment and high standard of
workspace. A company must view its long-term performance through the eyes of its
personnel (Boyce et al. 2015), (Barney, 1986), (Guiso, Sapienza, and Zingales, 2015),
(Martinez et al.2014) and (Prat, Gardner, and Seaffeim, 2019). According to Agbozo,
(2017) study by the workplace environment has a significant influence on employees'
intentions to stay at work and their level of job satisfaction. Ramly (2019) conducted
research at the authors conducted quantitative research and randomly chose 430
employees from the Mandiri Bank Indonesia. The conclusion showed that the workplace
has a considerable and positive impact on job happiness. In a recent study (Shang, 2018)

1113



Journal of Business and Management Research
Volume No:2 Issue No:2(2023)

conducted in China, the authors interviewed 778 nurses from seven hospitals to learn
more about their working conditions and future plans. The outcome showed that
stronger work engagement and a lower propensity to quit were positively correlated with
the workplace.

Finding and developing talent is one of an organization's top concerns (sparrow
& makram, 2015). In accordance with Kundu & Lata (2017). To maintain positive work
growth and performance, a firm needs an environment that is friendly. Long term
retention is higher among employees who experience a sense of belonging and align with
the organization's mission and values. Employees implement the organization based on
the work environment (AlSabei, et al.2020 ). When workers quit to work for other
companies, they carry with them the crucial expertise and abilities they acquired there
knowledge and abilities acquired within the company, resulting in a depletion of
intellectual capital and a competitive advantage for rival companies (Watson et al., 2019).
Employees require training to acquire the necessary skills and knowledge that align with
job requirements (Koteswari et al., 2020). (Alshurideh, 2019) emphasized that the cost of
training a new employee is higher compared to retaining an existing one.

The Working Environment significantly impacts both physical and mental health,
crucial for employee retention and well-being. It encompasses three key categories:
physical, social, and psychological work environments (McGuiric et al 2015). Job
happiness is significantly impacted by both the physical and non-physical environments,
claims (Sidik, 2016). Extensive studies (Budie et al., 2019; Keeler and Cortina, 2020; Kniffin
etal., 2017; Landay and Harms, 2019) have demonstrated the positive effects of enhancing
employee satisfaction with the physical Working Environment on worker productivity
and total business productivity. Enhancing the physical Working Environment boosts
employee productivity and overall business performance (Budie et al., 2019; Keeler and
Cortina, 2020; Kniffin et al., 2017; Landay and Harms, 2019). It is imperative that effective
human resource management be implemented correctly in order to improve an
organization's financial standing and provide high-quality services (Mahapatro BB et al.,
2022). Employees have a significant impact on how customers perceive a business's
standing and products (Gorji et al., 2021; Maertz et al., 2007).

Employees Career Development

Opportunities for employee career development are defined as a worker's opportunity to
climb the corporate ladder (Bayarcelik & Findikli, 2016). Organizations must pay
particular attention to staff learning since it contributes to employee retention (Guan &
Frenkel, 2019). One way that a corporation can differentiate itself in terms of human
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resources is by offering excellent training. The positive impacts of the career
Development lead to a rise in the employee's capacity and their development as experts.
While keeping up with technological advancements and expanding their knowledge and
abilities to meet market demands. Employees are encouraged to accomplish both
personal and professional goals through training and development programs. Training
and development strategies have been shown to improve employee psychological health
and organizational productivity. They decided to stay with the company because they
felt it offered them adequate opportunity (Mehrez & Bakri, 2019). The reasons for the
employee's resignation are inadequate supervision, insufficient training and professional
growth chances, and insufficient attention. These days, companies seek loyalty and
retention from their employees in exchange for training investments (Hanaysha, 2016).
Opportunities for training and development, which are coveted by highly qualified
professionals, have an impact on employee retention (Kamalaveni et al., 2019).

According to Awasthi & Kumar (2016) there are a number of schools of thought
that focus on work-focused development activities for employees, such as career
planning, coaching, mentoring, counseling, and teaching. Cloutier (2015) stressed the
need to prioritize employee retention strategies within organizational planning. Duah
and Danso (2017) examined how staff retention is affected by training and development.
Their study, based on 100 questionnaire responses, revealed that employees
acknowledged the positive influence of training on retention. Cloutier et al. (2015)
emphasized identifying and utilizing effective strategies for employee retention. Their
study concentrated on pinpointing the most impactful approaches that positively
influence and encourage employees to stay within the organization. Employees can
match the goals of the company with their own personal and professional aspirations
through career development.

Jaseel (2019) highlighted that employee training positively impacts wages and job
satisfaction, contributing to improved employee retention. Good performance and work
performance are determined by the employee job satisfaction (Hajiali AM and Fara casi
b et al, 2022).Training significantly contributes to improved employee retention, training
positively impacts organizational productivity, profitability, and helps in reducing
migration of skilled employees to competitors, thus avoiding associated hiring costs
(Chepkosgey et al., 2015; Jaseel, 2019; Chen, 2014; Alshurideh, 2019). Nguyen and Duong,
(2020) determined the key elements that affect employee retention, stressing that job
performance, job happiness, and training all have a favorable impact on keeping young
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workers in a company. Every employee must be guided by career development as one of
the essential HR functions ((Nuraeni et al., 2022). Further, (Chaaban et al. 2023).

Job satisfaction

AbuAlrub et al (2017) reveals a robust connection between the work environment, job
satisfaction, and organizational commitment. Workers find fulfillment in knowing that
their efforts advance the interests and contentment of customers (Y Mao ] He et al
2021).Employee retention is highly predicted by job satisfaction. Empowering employees
through collaboration models improves knowledge, attitudes, and utilization, ultimately
enhancing the quality of health services (W liu et al 2017). Favorable relationships
between supervisors and employees have a favorable impact on job satisfaction, as
demonstrated by (Skelton et al, 2019). Frye et al. (2020) affirmed that a pleasant working
environment is linked to increased overall job satisfaction for employees. Similarly
Narayanan et al. (2019) emphasized that the perceived quality and desirability of the
workplace play a crucial role in enhancing employee job satisfaction. In the fast evolving
modern economy with rapid technological advancements, knowledge is a critical
organizational asset. Therefore, retaining skilled employees is increasingly crucial, given
the significance of their expertise (Narayanan et al., 2019; Khan et al., 2021). Frye et al.
(2020) contend that training and performance appraisal directly impact job satisfaction
levels. A robust management system aims to ensure employee satisfaction,
understanding its role in achieving overall customer satisfaction (B Al kurdi et al 2020).
Fauzi et al. (2013) and Aydogdu and Asikgil (2011) confirm that employees content with
their working hours, work environment, and job characteristics are less inclined to leave
the organization, especially when they feel comfortable and at ease. Job satisfaction
remains a fundamental concern for both private sector and government organizations in
developing countries (Torlac, 2019). Job satisfaction plays a pivotal role as a link between
career development and employee retention in the banking sector Proposed Model.

Work
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\
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—p

/
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Research Methodology
This section provides a description of the techniques and protocols utilized to carry out

the current study investigation. These approaches are critical to reaching the study's goals
since they provided comprehensive instructions that ensured the successful measures
required for the research study in every way from the beginning to the end through the
use of supported tools and techniques.

Sample/Data
The sampling strategy employed in this study was convenient. Field (2013)
recommended that a sample size of at least thirty, while lesser than five hundred is
justifiable. Keeping in mind that the entities chosen from the population will serve as a
representative sample for the full research population, Siegel (2003) explains. The process
of selecting specific elements from the entire population for the purpose of drawing
conclusions that apply to the entire population is known as sampling. (Cooper and
Schindler, 2003). Following these recommendations, 280 employees were chosen by the
study's design to participate in the questionnaire survey. After the completed
questionnaires were collected, a total of 280 questionnaires were delivered to the Banking
various Banks of District Bannu in order to gather data from the respondent. For analysis,
168 questionnaires were considered valid.
Instruments and measures

The survey instrument of the current research address two important objectives:
First is to examine the relationship of different variables with employee job satisfaction.
Second, to gather information about the various characteristics of the respondents that
can be used to comprehend the deviations in different classes. The survey instrument
encloses two sections. Section 1 contains different personal and demographic variables.
This section will attain the respondent’s information about gender, age, tenure, income
and education. Section 2 consists of the latent variables that are significant in the present
research. These variables include Work Environment, Career Development, job
Satisfaction, towards employee’s retention. This segment of the study is developed based
on the previous researches and already used questionnaires Work Environment.
The questionnaire used for measuring banking employees' responses about their
workplace is adapted from (Palwasha et al. 2018). The Working Environment has four

1117



Journal of Business and Management Research
Volume No:2 Issue No:2(2023)

items on the instrument, and all research questions are on 5-point Likert scales, with 1
denoting strongly disagree and 5 denoting strongly agree.

Career Development

The (Palwasha et al. 2018) questionnaire was used to measure banking employees’ career
development responses. The four professional development items on the instrument use
5-point Likert scales for all study questions, with 1 denoting strongly disagree and 5
denoting strongly agree.

Employee Retention

The questionnaire used to measure banking employee’s responses for retention was
taken from (Palwasha et al. 2018). The tool has four work-related employee retention
items, with all study questions using 5-point Likert scales from 1 = strongly disagree to 5
= strongly agree.

Job Satisfaction

Using a questionnaire adapted from (Corne & Roelen, 2008), banking employees job
satisfaction responses were measured. All study questions were on 5-point Likert scales,
with 1 denoting strongly disagree and 5 denoting strongly agree.

Procedure

The questionnaire was circulated among 280 respondents in Banks of District Bannu.
These respondents are chosen based on the criteria above stated. Before giving the
questionnaire, the objective of study and questions were described to the respondents so
they can easily fill the questionnaire with appropriate responses. A total of 168
questionnaires were selected and rest of the questionnaires was not included in the
further analysis due to half-finished or worthless responses. After collecting the
completed questionnaires from employees of various organizations, these questionnaires
were entered into the SPSS sheet for further analysis.

Table 1.Profile of the Respondents

Category Frequency Percentage
Variable
Gender Male 139 82.7
Female 29 17.3
Age 21-30 years 73 43.5
31-50 years 89 53
50 and above 6 3.6
Experience 1-3 years 37 22
4-6 years 63 37.5
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7-10 years 42 25
Above 10 years 26 15.5
Income 17000 - 30000 13 7.7
31000 - 45000 60 35.7
Above 45000 95 56.5
Education Intermediate 2 1.2
Bachelor 19 11.3
Master 118 70.2
Others 29 17.3
Marital status Single 59 35.1
Married 109 64.9

Table 2: Descriptive Statistics

Std.
N Minimum Maximum Mean Deviation Skewness
Kurtosis Statistic = Statistic Statistic  Statistic Statistic Statistic
M _WE 168 1.00 5.00 4.2619 1.46639 -.390
M_CD 168 1.00 5.00 4.5402 1.37893 -.750
M_]JS 168 1.00 5.00 4.4196 1.44519 -.499
M_ER 168 1.00 5.00 4.5905 1.36049 -.640

The above given displays the information on the overall data of my study. The whole
population represented by N in the table as the total number of study participants as well
as the mean skewness, kurtoses, maximum and minimum data values, standard
deviation, and other crucial descriptive statistics information are all provided by this
descriptive statistics. Skewness and kurtosis values should fall between +-1.96 and +-2.85,
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according to the study (Khattak et al., 2017). The skewness and kurtosis scores in this
investigation suggest that the data is regularly distributed

Reliability Analysis

Table 3. Alpha Reliability of Work Environment
Subscale No of Items Alpha Coefficient N
Work Environment 4 804 168

Table 8 above displays the Working Environment (WE) variable's reliability
statistic. The study's scale, which measures the Working Environment (WE), is reliable
.Because this scale consists of four items with an alpha value of.804.

Table 4: Alpha Reliability of Career Development
Subscale No of Items Alpha Coefficient N

Career Development 4 833 168

The reliability statistics for the variable naming Career Development (CD) are displayed
in Table 9 above. The four questions on the scale, which have an alpha value of.833,
indicate the reliability of the scale this study used to measure career development (CD).

Table 5: Alpha Reliability of Job Satisfaction
Subscale No of Items Alpha Coefficient N

Job Satisfaction 4 826 168

The reliability statistics for the variable referred to as Job Satisfaction (JS) are
displayed in Table 10 above. Four items on the scale with an alpha value 0f.826 indicate
the reliability of the scale this study used to measure job satisfaction (JS).

Table 6: Alpha Reliability of Employees Retention

Subscale No of Items Alpha Coefficient N
Employees Retention 5 .838
168

The Employees Retention (ER) variable's reliability data are displayed in Table 11 above.
The five-item scale, which has an alpha value 0f.838, indicates the reliability of the scale
this study used to measure employees' retention (ER).

Correlation Analysis
Table 7: Correlation Analysis
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W.E CD J.S ER
WE r 1 .560** A470** .500**
p .000 .000 .000 .000
CD r .560™ 1 749%* T21%*
p .000 .000 .000 .000
J.S r 470 749** 1 735%*
p .000 .000 .000 .000
ER r .500™ 721%* 735%* 1
p .000 .000 .000 .000

**Correlation is significant at .01 level (2 tailed)

*Correlation is significant at .05 level (2 tailed)

A correlation matrix displays the relationship between the independent and dependent
variables. Here in this table 12 Employees Retention (ER) is dependent variable and
Working Environment (WE), Career Development (CD) are independent variables. The
Job Satisfaction (JS) is playing a role of mediating variable between the independent
variables W.E, C.D and the dependent variable E.R. According to the above findings, the
dependent variable ER, and the independent variable WE, CD have a positive
relationship. JS, the mediating variable, there is a 95% confidence interval showing a
significant correlation between JS and other independent variables.

Regression Analysis

The Problem

To investigate if Working Environment and career Development has impact on
Employees Retention in Banking sector of District Bannu

Hypothesis

Hi There is a significant impact of Working Environment and Career Development on
Employees Retention.

The hypothesis investigates if career development and Working Environment have a
major influence on employee retention. To test hypothesis H1, the dependent variable
Employees Retention was regressed on the predictor variable Work Environment, CD. It
is evident that WE and CD can have a substantial influence on ER (b=.3825, p < 0.001),
since WE and CD strongly predicted ER, F (94.475), p < 0.001. The favorable effects of the
WE and CD are clearly directed by these outcomes. Furthermore, R2 =.534 indicates that
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53.4% of the variance in ER is explained by the model. The findings are summarized in
Table 14.

Table 8:
Hypothesis | Regression Beta R? F P Hypothesis
weights coefficient value | supported
Hi WE+CD— ER 3825 534 94.475 | .000 | Yes
The Problem

To investigate if Working Environment and career Development has impact on Job
Satisfaction in Banking sector of District Bannu

Hypothesis

H> There is a significant impact of Working Environment and Career Development on
Job Satisfaction.

The Hypothesis tests if Working Environment and Career Development carries a
significant impact on Job Satisfaction. The Dependent variable JS was regressed on
Predicting variable WE, CD to test the hypothesis H2. WE and CD significantly predicted
JS, F (106.974), p < 0.001, which indicates that WE and CD can play a significant role in
shaping JS (b=.4075, p < 0.001). This results clearly direct the positive effect of the WE and
CD. Moreover, R? = .565 depicts that the model explains 56.5% of the variance in JB. Table
15 shows the summary of the findings.

Table 9:
Hypothesis | Regression Beta R? F P Hypothesis
weights coefficient value | supported
Ho WE+CD— JS 4075 565 106.974 | .000 | Yes
The Problem

To investigate if Job Satisfaction has impact on Employees Retention in Banking sector of
District Bannu

Hypothesis

Hj3 There is a significant impact of Job Satisfaction on Employees Retention.

The Hypothesis tests if Job Satisfaction carries a significant impact on Employees
retentions. The Dependent variable ER was regressed on Predicting variable JS to test the
hypothesis H3. JS significantly predicted ER, F (195.170), p < 0.001, which indicates that
JS can play a significant role in shaping ER (b=.692, p < 0.001). This results clearly direct
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the positive effect of the JS. Moreover, R? = .540 depicts that the model explains 54% of
the variance in ER. Table 15 shows the summary of the findings.

Table 10:

Hypothesis | Regression Beta R? F P Hypothesis
weights coefficient value | supported

Hs J5S — ER |.692 540 195.170 | .000 | Yes

The Problem

To investigate if Work Environment, Career Development and Job Satisfaction has a
significant impact on Employees retention.

Hypothesis

H4 There is a significant relationship between Working Environment, Career
Development and Job Satisfaction on Employees Retention in Banking sector of District
Bannu

4.5 Mediation Analysis
The study assessed the mediating role of Job Satisfaction on the relationship between

work Environment, Career Development and Employees Retention. The Results revealed
a significant indirect impact of Work Environment, Career Development on Employees
retention. Furthermore, the direct effect of Work Environment, Career Development on
Employees Retention in presence of the mediator was also found significant. Hence Job
Satisfaction partially mediated the relationship between Work Environment, Career
Development and Employee Retention. Mediation analysis summary is presented below
in table 16 and 17.

Table 11:

Relationship | Effects | Beta t-statistics | P Value | LLCI ULCI Conclusion
Co-
efficient

WE —» JS | Indirect | .4631 6.8578 .000 3297 5964

J5 —> ER | Indirect | .2799 11.1149 .000 4971 7118

WE — ER | Direct | .1837 3.4269 .000 0778 2895

WE__ JS__ | Total 4636 7.4318 .000 3404 5867 Partial

ER Effect Mediation

a) The effects of Working Environment on Employees retention in the presence of
mediating variable Job Satisfaction.
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The total effects will be equal to Path-a*Path_b+Path_c. In the below figure, Path_a
represents the relationship between WE and JS and Path_b represents the relationship
between JS and ER, and Path_c represents the relationship between WE and ER so its
respective path beta co_efficient are;

Path_a*Path_b+Path_c

(.4631)*(.6045) + (.1837) = (.2799) + (.1837) = .4636

Indirect + Direct effects =  Total effect =.4636

The W | E has a significant indirect effect on JS (b=.4631, P<.000) which brings 46%
change in Job Satisfaction of employees and its t-statistics (6.8578) is greater than (1.96)
and there is no zero in between the LLCI (.3297) and ULCI (.5964) and the JS has also
a significant indirect effect on ER (b=.6045, P<.000) which shows 60% change in
employees retention and its t_statistics (11.1149) is also greater than (1.96) and there
is no zero in between the LLCI (.4971) and ULCI (.7118). The direct effect of WE on ER
is also found significant (b=.1837, P<.000) which shows 18% change in employees
retention having t_statistics (3.4269) greater than 1.96 and there is no zero in between
LLCI (.0778) and ULCI (.2895). Now the total effect of WE on ER in the presence of
mediating variable JS is also found significant (b=.4636, P<.000) which shows 46%
change in employees retention having all other statistical value accurate. According
to the above discussion, there is partial mediating effect of JS between WE and ER.

b =.1837
Path-C
b=.4631 b=.6045
WORK
JOB EMPLOYEES
ENVIRONMENT —>

© SATISFACTION R RETENTION

Path-A Path-B

Table:12
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b)The effect of career Development on Employees Retention in the presence of mediating
variable Job Satisfaction.
The total effect will be equal to path_a* path_b + path_c. in the below figure, path_a
represents the relationship between CD and JS, and path_b represents the relationship
between JS and ER, and path_c represents the relationship between WE and ER. So its
respective paths beta co_efficient are;

Path_a*path_b+path_c

(.7849)*(.4177) + (.3839) = (.3278) + (.3839) = .7117

Indirect +direct effects =  Total effect= .7117
The CD has a significant indirect effect on JS (b=.7849, P<.000) which brings 78% change
in Job satisfaction of employees having t-statistics (14.5599) is greater than 1.96.and there
is no zero in between LLCI (.6784) and ULCI (.8913). the JS has also a significant indirect
effect on ER (b=.4177, P<.000) which shows 41% change in employee retention having its
t_statistics (6.0238) is greater than 1.96.and there is no zero in between LLCI (.2808) and
ULCI (.5546).the direct effect of WE on ER is also found significant (b=.3839, P<.000)
which brings 38% change in Employees retention having t-statistics (5.2833) is greater

Relationship | Effects | Beta t- P Value |LLCI | ULCI Con
Co-efficient | statistics clusi
on
CD —»JS | Indirect |.7849 14.5599 .000 .6784 .8913
JS __3ER | Indirect | .4177 6.0238 .000 .2808 5546
CD ——» ER | Direct .3839 5.2833 .000 .2405 5274
CD--JS—ER | Total 7118 13.4219 .000 .6071 .8165 Partial
Effect Mediation

than 1.96 and there is no zero in between the LLCI (.2405) and ULCI (.5274). Now the
total effect of WE on ER in the presence of mediating variable JS is also found significant.
(b=.7117, P<.000) which shows 71% percent change in Employee retention of the
employees having all other statistical values accurate. According the above discussions,
there is partial mediating effect of JS between WE and ER.

b =.3839

Path-C

CAREER b=.7849 JOB b=.4177 EMPLOYEES
DEVELOPMENT >

SATISFACTION RETENTION
Path-A Path-B

v
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Findings of Study
The study's comprehensive results demonstrate the significance of both the Working
Environment and career development on employee retention, with a specific focus on the
mediating role of job satisfaction. The study reveals that the Working Environment
significantly influences employee retention rates. A positive and conducive Working
Environment is found to contribute to higher job satisfaction among employees, thereby
influencing their decision to stay with the organization. In the same direction, the
research explores the relationship between career development programs and employee
retention. It emphasizes that workers are more inclined to stick around for a long time if
they believe there are clear and prospective career opportunities within the organization.
Career growth is essential for keeping talent because it gives people a feeling of direction
and advancement in their jobs.

Furthermore, the results highlight how job satisfaction acts as a mediator in this

relationship. One important element that connects the effects of career growth and
Working Environment on employee retention is job satisfaction. Work satisfaction serves
as a mediator by strengthening employees' loyalty to the company, which raises retention
rates overall. The study provides detailed insights into how the Working Environment
and career development collectively influence employee retention, elucidating the
mediating mechanism of job satisfaction in this dynamic. These findings offer valuable
implications for organizations seeking to enhance employee retention strategies by
optimizing the work environment, fostering career development, and prioritizing job
satisfaction.

Discussion of Study
This section provides a detailed discussion of the study, which aimed to investigate the

relationship between variables by collecting data from employees in banking sector in
District Bannu. Convenient sampling was employed to select participants, The study
specifically sought to explore the connection between the causes of retention and the job
satisfaction of bank’s employees in District Bannu. The independent variables in this
study were identified as Work Environment, Career Development, and Job Satisfaction
as mediating variable. These factors were considered the causes of retention. On the other
hand, the dependent variables was Employees Retention, representing the behavioral
outcomes of the employees. The study concentrated on the all sections of a bank,
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providing insights into the specific dynamics within this crucial organizational segment.
By examining the relationships between the identified factors of retention and the
corresponding behavioral outcomes, the research aims to contribute valuable insights
into the factors influencing employee retention within the context of different banks in
District Bannu.

To facilitate data collection, researchers employed a questionnaire specifically
designed for gathering information on predetermined variables. A total of 180
questionnaires were generated and distributed through google form, out of which 168
were deemed valid, while 12 were rejected due to inaccuracies and a lack of seriousness
on the part of respondents in completing the questionnaire. Subsequently, the collected
data underwent various essential econometric tests to assess its reliability and validity.
The results of the reliability and validity tests, as presented in Chapter 4, were found to
be positive and satisfactory. As explained in further detail in Chapter 4, the study found
a positive and substantial association between the factors. The study investigated the
relationship between the two retention related factors career development and work
environment. The results show that work environment, motivation, and leadership style
affect employees job satisfaction and performance at the Pekanbaru City Environment
and Hygiene Department (langgeng wahyudi, harry patun panjaitan, 2023).

The findings of the present study align with those of Khusni Mubarok and
Suparmi et al January (2023), indicating that there is a positive and significant influence
between the Working Environment on employees performance, effects of Working
Environment and work responsibities on employees performance at Demak Agung
mosque Instead of focusing on designated tasks or projects. Additionally, this study
investigated the relationship between the retention-related parameters. A strong and
positive correlation between these variables was found in the results. High work
satisfaction was correlated with high staff retention rates inside the firm. This finding is
in line with a prior study conducted by Mahfuja Khatun and Munni Khatun (2023), which
established a positive relationship between development opportunities and
compensation on employees retention, a comparative study on banking industry of
Bangladesh. Additionally, the study highlighted a direct proportionality between
development opportunities and the overall employee’s retention of the organization. To
enhance the level of retention in different banks, managers should actively manage
factors that can potentially lead to job satisfaction within the organization. By exerting
control over these factors, the likelihood of employees exhibiting satisfying behavior or
contemplating leaving their current job is significantly reduced.
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Conclusion of Study
In conclusion, it is evident that the Working Environment and career development

opportunities within an organization wield substantial influence over employee
retention. A positive Working Environment fosters a sense of belonging, job satisfaction,
and overall well-being among employees. Simultaneously, providing avenues for career
growth and development not only enhances employees' skills but also demonstrates a
commitment to their professional progress. Organizations that prioritize creating a
positive and supportive work culture, coupled with robust career development
programs, are more likely to retain their workforce. Employee retention is not merely
about compensation; it's about fostering an environment where individuals feel valued,
challenged, and have opportunities for continuous growth. As businesses navigate the
complexities of talent management, acknowledging and addressing the impact of
Working Environment and career development is paramount to building a resilient and
committed team.

The positive impact of a conducive Working Environment on employee retention
cannot be overstated. A nurturing and supportive workplace not only enhances job
satisfaction but also contributes significantly to employees' overall well-being. People are
more likely to build close relationships with their company when they feel appreciated,
engaged, and valued at work. A supportive workplace culture creates a feeling of
community and camaraderie, which in turn encourages employee commitment.
Organizations that prioritize creating a culture of open communication, recognition, and
work-life balance create an atmosphere where employees are motivated to stay and
contribute to the success of the organization. Furthermore, there is a direct link between
higher productivity and creativity and a positive work environment. When workers feel
free to voice their opinions and are supported in doing so, they are more likely to give
their best work. Consequently, this leads to the organization's general prosperity and
expansion.. Recognizing the positive impact of a supportive Working Environment is
essential for businesses aiming to retain their talent. As organizations strive to attract and
keep skilled professionals, creating and maintaining a positive workplace culture stands
out as a key driver for employee retention in the dynamic and competitive landscape of
today's professional world.

The impact of career development on employee retention is profound and multi-
faceted. Providing opportunities for professional growth and advancement is not just a
strategic investment for organizations; it is a critical factor in cultivating a committed and
satisfied workforce. Employees are more likely to remain committed to their jobs and
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remain engaged if they believe there is a clear path for career advancement within the
company. Career development initiatives not only enhance employees' skills and
capabilities but also signal a commitment from the organization to invest in its workforce.
This commitment can foster a sense of loyalty and long-term dedication among
employees. Furthermore, career development contributes to employee satisfaction by
aligning individual goals with organizational objectives. When employees see a
connection between their personal aspirations and the opportunities provided by the
organization, they are more likely to feel valued and motivated to contribute their best
efforts.

Organizations that emphasize and actively promote career development are better
positioned to recruit and keep top talent in today's dynamic and competitive employment
market, where talent retention is a constant concern. As such, fostering a culture that
encourages continuous learning, skill-building, and advancement not only benefits
individual career trajectories but also strengthens the overall resilience and success of the
organization. In conclusion, recognizing and investing in the significant impact of career
development on employee retention is a strategic imperative for any forward-thinking
and employee-focused organization. The interplay between work environment, career
development, and employee retention reveals the pivotal role of job satisfaction as a
mediating variable. A positive Working Environment and robust career development
opportunities are integral components in shaping an employee's overall job satisfaction.

Job satisfaction, therefore, emerges as the mediating variable that bridges the effect
of career development and the workplace on employee retention. When employees are
content with their Working Environment and see a trajectory for career growth, job
satisfaction becomes a driving force in their decision to stay with the organization.
Organizations that recognize and actively manage these interconnected factors can foster
a more engaged and committed workforce. By understanding the mediation of job
satisfaction, businesses can strategically enhance both the Working Environment and
career development programs to positively influence employee retention. The synergy
between work environment, career development, and job satisfaction is crucial for
building a resilient and satisfied workforce, ultimately contributing to long-term
employee retention and organizational success.

Recommendations
i.  Working Environment (WE) stands as a crucial tool employed by organizations to

motivate their employees in alignment with strategic objectives. Consequently,
Banking organization’s management must ensure the effective application of the
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WE technique to encourage commendable performances that contribute to the
realization of desired organizational goals.

Career Development (CD), a vital component plays a crucial role in directing
efforts toward desired objectives. As such, banking organizations need to
prioritize the effectiveness of career developments processes to enable employees
and managers to efficiently and effectively attain desired objectives, leading to
improved outcomes.

The Job Satisfaction is instrumental in involving employees and managers in the
decision-making processes, encompassing both formation and implementation.
Consequently, management should prioritize empowering employees by
emphasizing the delegation of authority. This empowerment serves to inspire
employees and managers, fostering a sense of responsibility and ensuring effective
performance of their roles within the respective organizations.

In general, Banking organizations, management must assume a proactive and
authoritative stance to ensure the efficacy of decision-making. This involves
providing appropriate and influential guidance for the implementation of key
aspects of Working Environment and Career Development, both in principle and
in practice. Such proactive management is crucial for fostering effective
performance within these organizations and ultimately achieving their objectives.

Future Recommendations of Study
Subsequent researchers should explore these variables in diverse contexts to

conduct comparisons and contrasts between the current study's findings and those
of future research investigations. This will contribute valuable insights to the
existing knowledge base on Work Environment, Career Development and
employees' retention.

Future researchers need to investigate potential mediators in the relationships
between the mentioned variables, such as Leadership Style and Compensation.
This exploration aims to yield more comprehensive results regarding the issues
under consideration.

Future researchers are tasked with exploring potential moderators in the
relationships between the mentioned variables, such as Work Responsibilities and
organizational Culture. This examination is crucial for obtaining more nuanced
and improved results regarding the issues under consideration.
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iv.  Future researchers are advised to draw practical insights from the research
methodologies employed in this study. This will facilitate the ease of adopting
similar methods and procedures for conducting their studies in various contexts.

REFERENCES

Aguenza, B. B., & Som, A. P. M. (2018). Motivational factors of employee retention and
engagement in organizations. International Journal of Advances in Agriculture Sciences.

Ahmad, W. (2016). Impact of abusive supervision on job satisfaction and retention
intention:

Ahmada, N., Tarig b, M. S., & Hussain, A. (2015). Human Resource Practices and
Employee Retention, Evidences from Banking Sector of Pakistan. Journal of Business
and Management Research, 7,186-188.

Akinwale, O. (2019). Employee voice: Speaking up in organisation as a correlate of
employee productivity in oil and gas industry: an empirical investigation from
Nigeria. Serbian Journal of Management, 14(1), 97-121.
https:/ /doi.org/10.5937/sim14-15308

Al Sabei, SD, Labrague, L], Miner Ross, A., Karkada, S., Albashayreh, A., Al Masroori, F.,
& Al Hashmi, N. (2020). Nursing work environment, turnover intention, job

burnout, and quality of care: The moderating role of job satisfaction. Journal of
Nursing Scholarships, 52(1), 95-104.https:/ /doi.org/10.1111/jnu.12528

Al-Sharafi, H., Hassan, M. E. M., & Alam, S. S. (2018). The Effect of Training and Career
Development on Employees Retention-A Study on the Telecommunication
Organizations in Yemen. The Journal of Social Sciences Research, 2, 420-430.

Alzghoul, A., Khaddam, A. A., Abousweilem, F., Irtaimeh, H. J., & Alshaar, Q. (2022).
How business intelligence capability impacts decision-making speed,
comprehensiveness, and firm performance. Information Development.

Ampomah, P. & Cudjor, S. K. (2015). The Effect of Employee Retention on Organizations:
Case Study of Electricity Company of Ghana, Cape Coast. Asian Journal of Social
Sciences and Management Studies, 2(1), pp. 21-24.

1131


https://doi.org/10.5937/sjm14-15308

Journal of Business and Management Research
Volume No:2 Issue No:2(2023)

Anter, C. & Lapian, S. L. (2016). Analyzing the Effect of Employee Compensation on
Employee Intention to Stay (Study in Bank SulutGo Head Office). Journal EMBA,
4(2), pp. 39-45.

Awasthi, S. & Kumar, S. (2016). Need for Employee Development in Employee
Performance: A Present Scenario. International Journal of Management and Social
Science, 4, 66-73.

Babiak, P. (2015). Corporate psychopathy and abusive supervision: their influence on
employee’s job satisfaction and retention intentions.

Badrianto, Y., & Ekhsan, M. (2019). The effect of Working Environment and motivation
on employee performance at pt. Hasta multi prosperous Cikarang. Journal of
Research in
Business,Economics,and,Education.https:/ / ejournal.stiekusumanegara.ac.id/inde
x.php/jrbee/article/view /8

Bayarcelik, E. B. & Findikli, M. A. (2016). The Mediating Effect of Job Satisfaction on the
Relation between Organizational Justice Perception and Intention to Leave.
Procedia-Social and Behavioral Sciences, 23, 403-411.

Bayona, J. A. (2020). The Relationship between Knowledge Characteristics” Fit and Job
Satisfaction and Job Performance: The Mediating Role of Work Engagement.
Business Department, Pontificia Universidad Javeriana, 110221.

Bibi, P. (2017). the impact of compensation and promotional opportunities on employee
retention in academic institutions: the moderating role of work environment.

Bilal Afsar, Y. F. (2016). Person-Organization Fit, Perceived organizational Support, and
Organizational Citizenship Behavior: The role of Job Embeddedness. Human
Resources in hospitality anf Tourism, 15(15), 252-278.

Busari, A. h. (2016). Analytical cognitive style Moderation on promotion and retention
intention.

Caldwell, D. F. (1990). Measuring Person Job Fit with a Profile. Comparison Process.
Applied Psychology.

1132



Journal of Business and Management Research
Volume No:2 Issue No:2(2023)

Chen, P. (2019). The relationship between person-organization fit and job satisfaction.
1Southwestern University of Finance and Economics, Sichuan City, China,
2Lancaster University, Lancaster, UK, and 3Manchester University, Manchester,
UK.

Chin, C. L. (2018). The influence of job satisfaction on employee retention intention in the
manufacturing industry of Malaysia. Journal of Arts & Social Sciences, 1(2), 53-63.

CIPD (2020). Employee Retention and Retention. New York: CIPD. Available from:
https:/ /www.cipd.co.uk/knowledge/strategv /resourcing / retentionretention-
factsheet.html

Danish, R. Q., Shahid, F., Bano, S., Ali, H. F., & Humayon, A. A. (2019). Supervision
Support and Retention Intension: Impact of Employee’s Training in Banking Sector
of Pakistan. European Online Journal of Natural and Social Sciences, 8(1), 121-132.

Dorothee, U., Dickson, M., & Bally, K. S. (2018). The Influence of Compensation System
on Employee Attraction and Retention. International Journal of Advanced Academic
Research, 4(11), 91-110.

Elci, M., Murat Eminoglu, G., & Teloren, 1. (2023). SELF-LEADERSHIP TO MAKE
EMPLOYEES GIVE THEIR BEST. Journal of Global Strategic Management, 15(2).
https:/ /doi.org/10.20460/jgsm.2022.300

Frankort, H. T.W., & Avgoustaki, A. (2021). Beyond reward expectancy: how do periodic
incentive payments influence the temporal dynamics of performance? Journal of
Management, 20 (10), 1-33. https:/ /doi.org/10.1177/01492063211016032

Inayat, W., & Jahanzeb, J.K. (2021). Study of Job Satisfaction and Its Effect on the
Performance of Employees Working in Private Sector Organizations, Peshawar.
Education Reserch International, 5(1) 1-9. https:/ /doi.org/10.1155/2021 /1751495

Jackson, K. M. (2023). Perceptions of leadership styles in international special and general
education schools in the United Arab Emirates. Journal of Global Education and
Research, 7(1). https:/ /doi.org/10.5038/2577-509x.7.1.1211

1133


https://www.cipd.co.uk/knowledge/strategy/resourcing/retentionretention-factsheet.html
https://www.cipd.co.uk/knowledge/strategy/resourcing/retentionretention-factsheet.html
https://doi.org/10.1177/01492063211016032
https://doi.org/10.1155/2021/1751495

Journal of Business and Management Research
Volume No:2 Issue No:2(2023)

Jaseel, J. (2019). Impact of training and development on employee retention of the sales
team in Vodafone at United Kingdom.
https:/ /esource.dbs.ie/handle/10788 /3813

Khan, M. S., & Ahmed, I. (2019). Examining the Impact of Working Environment and
Career Development on Employee Retention: The Mediating Role of Job
Satisfaction. Journal of Banking and Finance Perspectives, 2(1), 20-32.

Koteswari, D., Dhanalakashmi, D. R., & Tiwari, R. (2020). The Role of Training and
Working Environment on Retention and Job Satisfaction as a Mediator at Startups,
Bangalore. International Journal of Management, 11(9), 1181-1191.

Kulkarni, P. M., Appasaba, L. V, Gokhale, P., & Tigadi, B. (2022). Role of digital
simulation in employee training. Global Transitions Proceedings, 3(1), 149-156.
https:/ /doi.org/10.1016/j.gltp.2022.04.014

Lee, M.J., Petrovsky, N., Walker R.M. (2021). Public-private differences in incentive
structures: a laboratory experiment on work motivation and performance.
International Public Management Journal, 24 (2) 183-202,
https:/ /doi.org/10.1080/10967494.2020.18 56246

Liana, E. (2021). Model of the Effect of Leadership and Work Discipline on Work
Achievement: a Case Study of Personnel in Indonesia. Journal of Economics,
Management, Entrepreneurship, and Business (JEMEB), 1(2), 201-206.
https:/ /doi.org/10.52909/jemeb.v1i2.45

Magaisa, G. M., & Musundire, A. (2022). Factors affecting employee retention in
Zimbabwean companies. International Journal of Applied Management Theory and
Research, 4(1), 1-20. https:/ /doi.org/10.4018 /IJAMTR.288507

Magnusson, J., Elliot, V., & Hagberg, J. (2021). Digital transformation: why companies
resist what they need for sustained performance. Journal of Business Strategy,
https:// doi.org/10.1108 /]BS-02-2021-0018

Mahfuja Khatun, Sk. Neyazur Rahman, Munni Khatun, (2023). Impact of development
opportunities and compensation on employee retention: a comparative study on
banking industry of Bangladesh. European Journal of Management and Marketing
Studies, 8(1),

1134


https://esource.dbs.ie/handle/10788/3813
https://doi.org/10.1080/10967494.2020.18%2056246
https://doi.org/10.4018/IJAMTR.288507

Journal of Business and Management Research
Volume No:2 Issue No:2(2023)

Memon, M. A,, Salleh, R., & Baharom, M. N. R. (2017). The mediating role of work
engagement between pay satisfaction and retention intention. International Journal
of Economics, Management and Accounting, 25(1), 43-69.

Mert, I. S., Sen, C., & Alzghoul, A. (2021). Organizational justice, life satisfaction, and
happiness: the mediating role of workplace social courage. Kybernetes.

Nuraeni, N., Ahmad, G., Matin, M., Sulaiman, S., & Izhari, F. (2022). The Effect of Work
Motivation and Work Discipline on Employee Performance and Work Competency
As a Mediating Variable At Pt. Bprs Al Salaam Amal Salman, Depok City, West
Java. Journal of Economics, Management, Entrepreneurship, and Business (JEMEB),
2(1), 13-20. https:/ /doi.org/10.52909/jemeb.v2il.

P.S. & Supriyanto, A. S. (2017). The Effect of Compensation on Satisfaction and Employee
Performance. Management and Economics Journal, 1(1), 69-78.

Rahaman, M. A., & Uddin, M. S. (2022). The effect of promotion and job training on job
satisfaction of employees: An empirical study of the SME sector in Bangladesh. Journal
of Asian Finance, Economics, and Business, 9(2), 255-260. https://doi.
org/10.13106/jafeb.2022.v019.n02.0255.

Rahaman, M. A., Ahmed, T., Gupta, A., Taru, R. D., A.R.S. 1., & Alj, J. (2022). What factors
satisfy employees of the SME business sector? A study on a developing economy.
Academy of Entrepreneurship Journal, 28, 1-5.

Rahaman, M. A., Gupta, A., Ali, A.R.S. I, Ali, M. ]J., & Taru, R. D. (2021a). Identification
of determining factors of employee performance of SME business. Academy of
Entrepreneurship Journal, 27(6), 1-5.

Rahaman, M. A., Luna, K. F,, Mite, S., Islam, M., & Wafik, H. (2021b). The effect of
entrepreneurial orientation, market orientation and gender on business performance: An
empirical study of SMIEs in Bangladesh. Journal of Asian Finance, Economics, and Business,
8(6), 741-746. https:/ /doi. org/10.13106/jafeb.2021.vol8.n06.0741

Rahaman, M. A,, Luna, K. F,, Ping, Z. L., Islam, M. S., & Karim, M. M. (2021c). Do Risk-
Taking, innovativeness, and proactivity affect the business performance of SMEs?

A case study in Bangladesh. Journal of Asian Finance, Economics, and Business, 8(5),
689- 695. https:/ /doi.org/10.13106/jafeb.2021.vol8.n05.0689

1135


https://doi.org/10.52909/jemeb.v2i1
https://doi.org/10.13106/jafeb.2021.vol8.no5.0689

Journal of Business and Management Research

Volume No:2 Issue No:2(2023)

Ravina-Ripoll, R., Foncubierta-Rodriguez, M.J.,, & Sanchez, J.A. (2021). Certification
Happiness Management: an integral instrument for human resources management

in postCOVID-19 era. International Journal of Business Environment, 12(1), 1-13.
https:/ /doi. org/10.1504/1JBE.2021.116606.

Raziq, A., & Maulabakhsh, R. (2015). Impact of Working Environment on Job Satisfaction.
Procedia Economics And Finance, 23, 717-725. https://doi.org/10.1016/s2212-
5671(15)00524-9.

Swe, K. T. H., & Lu, L. H. (2019). The enhancement of employee engagement to reduce
employee retention intention and improve employee job satisfaction: an action
research on Mirac Company in Yangon, Myanmar. ABAC ODI Journal Vision. Action.
Outcome, 6(1), 123.

Udin, U. (2023). Leadership Styles and Innovative Work Behavior: The Role of Work
Engagement. International Journal of Economics and Business Research, 1(1).
https:/ /doi.org/10.1504 /ijebr.2023.10045009

Wiliyanto, I. T., Sudiarditha, I. K., & Yohana, C. (2020). Influence of Working
Environment Toward Retention Intention with Motivation and Job Satisfaction as
Intervening Variables in PT. TSA. International Journal on Advanced Science,
Education, and Religion, 3(1), 11-21.

Yuan, D., Rahman, M. K., Issa Gazi, M. A., Rahaman, M. A., Hossain, M. M., & Akter, S.
(2021). Analyzing user attitudes toward intention to use social media for learning. SAGE
Open, 11(4). https:/ /doi.org/10.1177 /21582440211060784

1136


https://doi.org/10.1016/s2212-5671(15)00524-9
https://doi.org/10.1016/s2212-5671(15)00524-9

