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This study aims to examine the influence of self-efficacy, locus of control, and 

networking skills on Turnover Job Intentions among hotel employee in 

Malaysia. The theories used are the Theory of Planned Behavior (TPB) and 

Herzberg’s Two-Factor Theory as the conceptual basis. This study uses a 

quantitative method with a questionnaire distributed to 360 respondents which 

is analysed using Smart PLS-SEM to measure Important-Performance for each 

independent variable. The findings show that self-efficacy and locus of control 

have a significant positive relationship with job transfer intentions, while 

networking skills are not significant. Limitations of the study include a cross-

sectional design that limits causal inference, data collection in Malaysia that 

limits generalizability, and the potential for common method bias. Suggestions 

for future research include conducting longitudinal studies, comparing across 

countries, adding variables such as job satisfaction and leadership style, and 

using a mixed methods approach for a deeper understanding of psychological 

and social factors. 
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Introduction  

The hotel industry is a vital segment within the rapidly growing tourism sector, which has 

significantly enhanced its global standing. This industry is also highly people-oriented and 

makes a substantial contribution to the economy, especially in Malaysia (Lestari & Margaretha, 

2021). A critical challenge confronting this sector is employee turnover, which can negatively 

impact organizational performance if not managed effectively. The hotel industry is often 

characterized by low wages, poor working conditions, and limited job security, all of which 

contribute to high employee turnover (Djajasinga et al., 2021). Therefore, the issue of job 

transfers and high layoff rates in the hotel industry needs to be given serious attention so that 

the sustainability and competitiveness of this sector can be maintained in the long term. 

 

The hotel industry faces critical challenges related to high attrition rates among its employees, 

which directly affects the continuity of operations and organizational performance. The annual 

turnover rate is estimated to be about 74%, which is nearly five times greater than the typical 

12%–15% turnover seen in other sectors (Giri & Dhungana, 2024). Meanwhile, Bhakat (2023) 

stated that annual turnover rates in the hospitality sector continue to range from 30% to over 

100%, far surpassing those seen in other industries. This situation shows that the rate of job 

termination in the hotel industry is at an alarming level and requires immediate attention 

through in-depth studies to identify the factors that trigger Turnover Job Intentions as an early 

indicator of termination actions. 

 

Employee turnover represents a critical challenge for the global hospitality industry, 

particularly within the hotel sector (Ismail & Salama, 2022). A turnover rate of 10% or less is 

generally considered healthy and unlikely to negatively affect an organization (Rajpurohit, 

2024). However, the hospitality industry reports significantly higher turnover rates, ranging 

from 60% to as high as 300% globally. In contrast, the manufacturing sector experiences a 

considerably lower turnover rate, estimated at around 34%. High turnover rates contribute to 

three major organisational challenges which are escalating operational costs, disruption of 

organisational efficiency, and increased stress levels among the remaining workforce (Lei et 

al., 2021). 

 

Employee turnover in Malaysia has continued to increase, rising from 16.5% in 2022 to 17.5% 

in 2023, with indications of a sustained upward trend in 2024. Employee turnover is driven by 

a range of factors, including job dissatisfaction, disengagement, ineffective leadership, a toxic 

workplace culture, limited career advancement opportunities, inflexible work arrangements, 

and insufficient compensation Key elements shaping job satisfaction include opportunities for 

career progression, equitable remuneration, work-life balance, organisational commitment, and 

recognition or promotion prospects. To effectively address turnover, conducting exit interviews 

can offer human resource managers critical insights into employees’ reasons for departure, 

thereby supporting the development of more strategic and targeted retention initiatives 

(Milakh, 2024; P Hameem Khan et al., 2022). A deep understanding of the causes of job 

terminations and the factors that influence job satisfaction is important for designing more 

effective employee retention strategies. This can reduce turnover rates in the long term. 
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According to previous research of Shrestha and Thapa (2023) stated that employee turnover 

within Kathmandu’s hotel sector has been shown to greatly influence organizational 

performance. Studies reveal that higher turnover rates are linked to reduced operational 

efficiency and diminished quality of hotel services, indicating a negative relationship between 

staff turnover and overall organizational effectiveness. Employee turnover among hotel staff is 

influenced by job stress and job insecurity, both of which have a positive relationship with the 

intention to leave (Lestari & Margaretha, 2021). Most existing studies are more focused on 

overseas contexts and less focused on the relationship between Turnover Job Intentions and 

job termination among hotel workers in Malaysia. 

 

This study will also assess the transfer of Turnover Job Intentions and job termination among 

hotel workers in Malaysia. Overqualified individuals in the hospitality industry are more likely 

to seek job transfers in search of better conditions, such as higher wages and job stability 

(Suhail et al., 2021). A study that has been done by Lopes and Sargento (2024), Job security 

was not found to have a significant relationship with intention to quit, suggesting that other 

factors, such as job satisfaction and working conditions, may play a more critical role. There 

is a gap in research assessing the relationship between Turnover Job Intentions and job 

termination based on employment status in the hotel industry in Malaysia. Therefore, this study 

was limited to hotel employees by employment status to identify possible differences. 

 

Apart from that, this study also made observations on Turnover Job Intentions as Early 

Predictors of Termination Actions of Hotel Employees (Azmi et al., 2022; Md Nor et al., 2017; 

Surianto & Rudy, 2022). This is because employee turnover intentions are also measured by 

Important-Performance Analysis (IPMA) to measure regression outcome variable. By doing 

so, this research adds to the existing knowledge of the literature in a different way. As a starting 

point for the research, the researcher will conduct a study on the intention to turnover hotel 

employees that lead to job termination. This study will also focus on Important-Performance 

Analysis (IPMA) in determining the intention to turnover hotel employees in Malaysia. Finally, 

the results of this research allow for specific implications on the intention to turnover hotel 

employees in Malaysia. Finally, managerial inferences on Self efficacy, locus of control and 

Networking skills are based on the findings. 

 

Literature Review  

 

Theory of Planned Behavior (TPB) 

This study will utilize the Theory of Planned Behavior (TPB), which has proven effective in 

explaining consumer behavioral intentions. The TPB is widely recognized as a strong 

framework for understanding human behavior, particularly in environmental contexts. The 

model includes three key psychological components: attitude, subjective norm, and perceived 

behavioral control (PBC). Attitude refers to an individual's favorable feelings toward a specific 

behavior, while subjective norm reflects the influence of significant others on decision-making  

(Ajzen, 1991; Yarimoglu & Gunay, 2020). The TPB has served as a theoretical foundation for 

research on pro-environmental behaviors and energy conservation (Canova & Manganelli, 

2020). The TPB is considered an effective model for assessing and understanding human 

behavior. 
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The Theory of Planned Behavior (TPB) is a psychological framework that has been widely 

used to predict and understand a variety of behavioral intentions, including those related to 

employment decisions in the hotel industry. Positive attitudes toward relocation may be 

influenced by perceived career advancement opportunities (Ahmed Fathy Fathy & Fouad, 

2022) while negative attitudes may stem from potential disruptions to personal life, such as 

family relocation or adjusting to a new environment (Jimmieson et al., 2008). According to 

Marisa and Bratajaya (2024) it has been stated that perceived social pressure to perform or not 

perform behaviors includes the influence of family, peers, and professional networks on their 

decision to relocate. Therefore, employees who feel high control over the relocation process 

who have sufficient financial resources or support from their employer, are more likely to 

intend to relocate (Nickell & Hinsz, 2023). 

 

Herzberg’s Two-Factor Theory 

This study will use Herzberg's two-factor theory as a step in measuring research that will be 

conducted by researchers. This theory is used for some of the studies that will be analyzed to 

get answers to the research questions that will be developed by researchers through Turnover 

Job Intentionsas Early Predictors of Termination Actions of Hotel Employees. The basic 

concept of this theory was introduced by Herzberg (1959) to understand workplace motivation 

and job satisfaction. Herzberg's two-factor theory has a relationship between workplace 

motivation and job satisfaction in determining intentions for job transfers or termination of 

employment contracts (House & Wigdor, 1967; Oliveira et al., 2023). Motivational factors will 

give employees the spirit to work more effectively to link with hygiene factors, namely salary, 

job security, and company policies (Ibrahim et al., 2023; Jaffar et al., 2024; Ybanez, 2024). 

 

Motivating factors are intrinsic elements that lead to job satisfaction and increased motivation 

(Herzberg, 1959). Research results produced by Kudaibergenov et al. (2023) state that 

Employees are more likely to be satisfied and motivated when they see a clear path for progress 

and development in the organization. According to research conducted by Olaleke et al. (2017); 

Vijayakumar and Saxena (2015) have found that recognition is an important motivator. This is 

because it validates the efforts and contributions of employees while Kudaibergenov et al. 

(2023) have the opinion that Opportunities for career advancement and personal growth are 

important motivators. This is because Employees are more likely to be satisfied and motivated 

when they see a clear path for progress and development in the organization. 

 

Hygiene factors are important to avoid dissatisfaction but do not necessarily increase 

satisfaction or motivation when present. For example, salary, company policies, supervision, 

interpersonal relationships, working conditions, and job security (Herzberg, 1959; House & 

Wigdor, 1967). According to a study by Ybanez (2024), low salary levels will result in 

increased turnover intentions while poor supervision causes dissatisfaction in effective 

leadership (Ahmed & Sultan, 2022). 

 

Through this approach, Herzberg’s Two-Factor Theory provides a solid foundation for 

explaining how various dimensions of motivation and dissatisfaction function among hotel 

workers. It also helps researchers understand different patterns of job turnover intentions based 

on job position, by making job status an important variable in explaining differences in career-

related motivation and actions. In other words, this theory supports the analysis of differences 

in job structures and their impact on employee behavior in the dynamic and high-intensity 

hospitality industry. 
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Turnover Job Intentions 

Intention to transfer jobs is an important factor in determining the termination of an employee's 

contract at his workplace. Dynamic learning in training to increase productivity in producing 

holistic job quality (Retnowati & Putra, 2023). Salvina et al. (2024) have given the opinion that 

the extent to which employees feel connected to their jobs and organizations. This is because 

high job placement is associated with lower turnover intentions. According to Sharma and Kaur 

(2024); Zhang et al. (2022) have given the meaning that Turnover Job Intentions are a 

conscious cognitive process that reflects the employee's willingness to leave or change 

positions within or outside the organization. This causes organizational support, psychological 

capital, and the work environment, which interact to influence motivation and behavioral 

intentions. 

 

Yusuf et al. (2024) have given the opinion that planned human resource management will have 

a proactive impact on the value of good job acquisition and increase organizational 

sustainability. A conducive organization will provide motivation in increasing the value of good 

job acquisition and increase effective productivity (Insani et al., 2022). Support from 

supervisors in the job organization becomes an effective thing in organizational operations 

(Belida et al., 2024). Therefore, the intention to transfer hotel employees can be influenced by 

various internal organizational factors such as planned human resource management, a 

conducive work environment and support from supervisors. 

 

Self-Efficacy  

Self-efficacy plays an important role in influencing job transfer intentions. Liu and Xiao (2024) 

have suggested that self-efficacy has a positive effect on the effectiveness of training and job 

intentions. The opinion is supported by Islam and Ahmed (2018); Mishra et al. (2016); Vieira 

and Meirinhos (2022) in determining the effectiveness of training on Turnover Job Intentions 

in a place. Organizational support is the core of Turnover Job Intentions in an operation. 

According to Gulo and Widayati (2020) have stated that employees who feel strong 

organizational support are more likely to feel confident in their ability to implement the results 

of training in their daily tasks. Personal traits can influence how self-efficacy affects job-related 

intentions (Tien, 2019). 

 

Self-efficacy influences various job-related outcomes, including turnover intentions and career 

decisions. Dan and Cho (2023) stated that proactive behavior and anxiety control increase the 

job self-efficacy of hotel employees. Self-efficacy in hotel jobs leads to customer satisfaction 

in using hotel services (Alyahya et al., 2020). Effective and ongoing commitment can moderate 

attitudes and turnover intentions in hotel job turnover intentions (Chaichi et al., 2024). Effective 

and ongoing commitment is an important factor that can moderate job turnover intentions. 

Therefore, this hypothesis was developed: 

H1:  Self-efficacy will positively influence Hotel Job Turnover Intention.  

 

Locus of Control  

Locus of control refers to a person's belief about the extent to which they can control events 

that affect them and plays an important role in influencing turnover intentions (Rotter, 1992). 

This locus of control plays a role in the motivational factor to increase the value of job turnover 

over a period (Herzberg, 1959). According to Setyowati (2017) shows that individuals with a 

high internal locus of control tend not to rely on external factors in making career decisions 

and are more likely to show a high level of commitment to the organization. Chiho (2022) has 
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the opinion that internal people are more likely to remain in their jobs when they are satisfied. 

This is because they feel more in control of their work environment and their results more 

effectively (Cahyono, 2015). 

 

The relationship between locus of control and turnover intentions among hotel employees is 

multifaceted, influenced by various factors such as job satisfaction, organizational 

commitment, and external stress. Nugroho and Armanu (2024) have stated that internal locus 

of control is generally more resilient to job stress and has a stronger sense of job satisfaction 

and organizational commitment than external locus of control. This is because internal and 

external locus of control have different properties in determining the effective turnover value 

of jobs (Mahmoud et al., 2022). Therefore, this hypothesis was developed: 

H2:  Locus of Control will positively influence Hotel Job Turnover Intention 

Networking Skills 

Networking skills play an important role in influencing job turnover intentions that affect 

internal and external organizational dynamics. The interaction between networking skills and 

turnover intentions is complex, involving various psychological, organizational, and social 

factors. According to Zhen et al. (2019) it has been stated that the psychological contract 

between employees and their organizations, including relational and transactional aspects, can 

influence turnover intentions. This shows that as job demands increase, employees are more 

likely to consider leaving their employment organizations (Liyanti, 2024). Retnowati and Putra 

(2023) provide the opinion that the performance appraisal system has a significant and negative 

impact on turnover intentions. Therefore, networking skills, accompanied by psychological 

contract factors and performance appraisal systems, play a direct and indirect role in shaping 

employee turnover intentions, thus affecting the stability and effectiveness of the organization. 

 

Networking skills can influence hotel job turnover intentions by influencing internal and 

external networking behaviors. Based on the findings of the study obtained by Dimri and 

Kumar (2024) it was explained that Employees who perceive a lot of sacrifices related to 

terminating a contract, such as loss of benefits and relationships, are less likely to express an 

intention to resign. Ghani et al. (2022) has mentioned in his study that traditional recruitment 

and selection methods in the hospitality industry will contribute to high turnover rates. This is 

supported by Lestari et al. (2023); Tian and Hebron (2024) in stating that Networking skills 

will influence the intention to transfer hotel employees in Malaysia Therefore, this hypothesis 

was developed: 

H3:  Networking Skills will positively influence Hotel Job Turnover Intention 
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Figure 1. Research Framework 
 

 

 

Methodology 

 

Item Development 

The main instrument in this study was a questionnaire, with items adapted from several 

previous studies. The scale development began with domain identification and item creation 

through literature and theoretical reviews (Boateng et al., 2018). Turnover Job Intentions hotel 

employee scale evaluates full time and part time status employee, using a 5-point Likert scale 

for interval data analysis (Brown, 2011). Turnover Job Intentions hotel employee construct (4 

item) was adapted from Grobelna et al. (2016); Zientara et al. (2024). Self-Efficacy construct 

(5 items) adapted from Fatima et al. (2020),  locus of control construct (5 items) adapted from 

Omar et al. (2016); Vijayashree and Jagdischchandra (2011) and networking skills (5 items) 

adapted from (Porter, 2013). Review experts have explained that industry and academia are 

important factors in the evaluation of the questionnaire. According to Memon et al. (2023) have 

explained that 2 to 10 review experts are needed in evaluating the research questionnaire. 

Therefore, the researcher only took 2 expert views in evaluating the questionnaire. 

 

Pilot Study 

A pilot test with 30 valid hotel employee responses was conducted to assess reliability and 

validity (Tate et al., 2023). The rule of thumb for Cronbach’s Alpha and Composite Reliability 

values for measuring reliability is not less than <0.7 (Hair et al., 2023).  
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Table 1. Pilot Test Result 

Variable Cronbach’s Alpha Findings 

Self-efficacy 

 

0.919 Reliable 

Locus of Control 

 

0.955 Reliable 

Networking Skills 0.919 Reliable 

 

Turnover Job Intentions 

 

0.915 Reliable 

 

 

Based on the table 1 measurement deemed valid and reliable; therefore, the study proceeded 

with real data collection. 

 

Sample and Data Collection 

In this study, a quantitative research methodology was used, and a questionnaire was used to 

obtain feedback from hotel workers in Malaysia. The study data collection was based on a 

questionnaire survey from a non-probability sampling of local hotel workers in Malaysia. Faul 

et al. (2009) The program was used to ensure the minimum number of participants required for 

this study, which was 107 samples (effect size 0.15, power level 90%). This is because this 

data collection was conducted to study the status of hotel employment on the intention to 

transfer work for the termination of the employment contract. Therefore, the data used by the 

researcher were 360 hotel workers before entering the data filtering. 

 

Statistical Method 

The present research is exploratory and develops a proposition by exploring the relationships 

between variables via SPSS version 27 and PLS-SEM version 4 is selected as the statistical 

means for testing structural equation models  (Hair et al., 2019). using SmartPLS 4 software. 

Subsequently, the PLS SEM measurement model, structural model and IPMA analysis was 

conducted to investigate the significant differences in the path coefficients across different 

status employee hotel types. 

 

Findings And Discussion 

 

Common Method Bias 

This section addresses common method bias, which occurs when predictor and dependent 

variables are measured using the same source and may lead to invalid relationships (Hair et al., 

2019; Memon et al., 2023). Based on the Harman Single Factor Test, Table 2 shows that the 

percentage of variance is below 50%, indicating that common method bias is not a concern in 

this study (Pangarso et al., 2020). 
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Table 2. Percentage of Variance 

Total Variance Explained 

Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % 

9.000 47.369 47.369 

 

Demographic Analysis 

This section describes the respondent profile, including nationality, race, status workers and 

work experience. Based on Table 3 in the demographic analysis, the vast majority of 

respondents were Malaysian citizens, namely 338 people (93.89%) compared to only 22 people 

(6.1%) who were non-citizens. This result shows that this study focuses more on the 

perspective of local workers. In terms of racial background, Malay respondents were the 

highest group at 73.6% (n=265), followed by Chinese (16.4%), Indians (9.2%) and other races 

(0.8%). This imbalance in racial distribution needs to be noted because it may affect the 

representation of the data on the entire population of workers in the sector studied, especially 

in the context of multi-racial Malaysia. 

 

In addition, in terms of employment status, 249 people (69.2%) were full-time workers while 

the rest, namely 111 people (30.8%), were part-time workers. This shows that the majority of 

respondents were in a more stable employment category and were likely to have a higher 

commitment to the organization. However, the significant participation of part-time workers 

also provides a balanced view of work experience in the relevant sector. Next, in terms of work 

experience, 204 respondents (56.7%) had work experience of more than one year, while 156 

people (43.3%) had less than one year of experience. The combination of these two groups 

allows for analysis based on differences in experience levels, which can influence perceptions 

of work-related issues such as work stress, satisfaction, and intention to move jobs. 

 

Table 3. Demographic Analysis (n=360) 

Characteristics   Frequency Percent 

Nationality Malaysian 338 93.89 

 Non-Malaysian 22 6.1 

Race Malay 265 73.6 

 Chinese 59 16.4 

 Indian 33 9.2 

 Others 3 8 

Status Workers Full time 249 69.2 

 Part time 111 30.8 

Years of Work Experiences More than 1 

Years 
204 56.7 

 Less than 1 

Years 
156 43.3 
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Evaluation of Measurement Model 

This section assesses the reliability and construct validity through PLS-SEM analysis. Hair et 

al. (2019) recommend assessing the measurement model through internal consistency 

reliability, convergent validity, and discriminant validity. Internal consistency was evaluated 

using CR and Cronbach’s alpha, with values above 0.7 indicating acceptable reliability (Hair 

et al., 2023), and all constructs met this criterion. Discriminant validity was assessed using the 

HTMT method, with values below 0.90, confirming adequate discriminant validity as shown 

in Table 5 (Hair et al., 2019).Multicollinearity occurs when independent variables are highly 

correlated in a regression model, generally when the acceptable VIF value is less than 3.3 or 5. 

(Hair et al., 2019; Tate et al., 2023). 

 
Table 4. Reliability And Convergent Validity 

Factors Item Loadings CA CR AVE 

Self-efficacy 

 

SE1 0.765 0.910 0.920 0.737 

SE2 0.851    

SE3 0.894    

SE4 0.898    

SE5 0.878    

Locus of Control 

 

LoC1 0.825 0.907 0.913 0.730 

LoC2 0.871    

LoC3 0.882    

LoC4 0.889    

LoC5 0.802 

 

   

Networking Skills NS1 0.945 0.949 0.959 0.826 

NS2 0.921    

NS3 0.943    

NS4 0.842    

NS5 0.888    

Turnover Job 

Intentions 

 

TJI1 0.797 0.863 0.864 0.709 

TJI2 0.865    

TJI3 0.869    

TJI4 0.837    

TJI5 0.797    

 

Table 5. Heterotrait-Monotrait (HTMT) 

Matrix LoC NS SE TJI 

LOC  - - - - 

NS 0.083 - - - 

SE 0.647 0.102 - - 

TJI 0.496 0.099 0.662 - 

Note: LoC= Locus of Control, SE= Self-efficacy, TJI= Turnover Job Intentions, NS= Networking Skills 
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Table 6. Inner VIF Value 

Matrix TJI 

LOC 1.537 

NS 1.010 

SE 1.542 

TJI - 

Note: LoC= Locus of Control, SE= Self-efficacy, TJI= Turnover Job Intentions, NS= Networking Skills 

 

Evaluation of Structural Model 

This section evaluates the structural model to test the hypothesised relationships and model 

strength using PLS-SEM (Hair et al., 2019). The assessment criteria include R², effect size (f²), 

and predictive relevance (Q²). R² values of 0.75, 0.50, and 0.25 indicate strong, moderate, and 

weak predictive accuracy, respectively (Hair et al., 2014). Effect size f² is interpreted as no 

(<0.02), small (0.02–0.15), moderate (0.15–0.35), or large (>0.35) effect, while Q² values 

above zero indicate predictive relevance of the model (Geisser, 1974; Stone, 1977). 

 

Table 7.  Result Of Coefficient Of Determination (R2 Value) 

Matrix R-square R-square adjusted Findings 

TJI 0.366 0.360 Moderate 

Note: TJI= Turnover Job Intentions  

 

 

Table 8. Result Of Effect Size F2 

Matrix TJI Findings 

LoC 0.020 No Effect 

NS 0.001 No Effect 

SE 0.265 Moderate Effect 

Note: LoC= Locus of Control, SE= Self-efficacy, TJI= Turnover Job Intentions, NS= Networking Skills 

 

Table 9. Result of Predictive Relevance Q2 

Note: LoC= Locus of Control, SE= Self-efficacy, TJI= Turnover Job Intentions, NS= Networking Skills 

 

Based on table 9 above, the Predictive Relevance Q2 value for Turnover Job Intentions is 0.249. This shows that 

there is no lack of predictive correlation 

Matrix SSO SSE Q² (=1-SSE/SSO) 

LoC 1675.000 1675.000 - 

NS 1675.000 1675.000 - 

SE 1675.000 1675.000 - 

TJI 1340.000 1006.226 0.249 
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Hypothesis Testing 

This section reports the results of hypothesis testing based on path coefficient values and 

statistical significance. Hypothesis testing is measured by calculating the t-test, p-value test 

and confidence interval using Bootstrapping. Hair et al. (2019) it has been mentioned that the 

t-value should exceed t >1.96 and the significant p-value is less than 0.05. the confidence 

interval for the estimated path coefficient does not include zero and negative values. This shows 

that the support for each hypothesis depends on the t-value, p-value and confidence interval. 

 

Table 10. Hypothesis Testing 

Note: LOC= Locus of Control, SE= Self-efficacy, TJI= Turnover Job Intentions, NS= Networking Skills 

 

 
Figure 2. Structural Model With Path Coefficients 

 

Important-Performance Analysis 

This section examines the importance and performance of key constructs to derive managerial 

implications using IPMA. IPMA evaluates how a one-unit increase in an antecedent’s 

performance affects the target endogenous construct based on the unstandardized total effect 

size (Hair et al., 2014; Martilla & James, 1977), with importance plotted on the x-axis and 

performance on the y-axis (Ringle & Sarstedt, 2016). The method complements PLS-SEM by 

analysing latent variable scores and identifying priority areas for improvement (Ahrholdt et al., 

2019). According to Sarstedt et al. (2024), constructs in Quadrant A (high importance, low 

 
β-values S.D T Value CI LL CI 

UL 

Findings P values 

LoC -> JS -> 

TJI 

0.140 0.066 2.119 0.012 0.272 Supported  0.035 

NS -> JS -> 

TJI 

0.028 0.042 0.674 -0.093 0.104 Not 

Supported 

0.501 

SE -> JS -> 

TJI 

0.509 0.076 6.725 0.330 0.658 Supported  0.000 
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performance) require top priority, Quadrant B (high importance, high performance) should be 

maintained, Quadrant C (low importance, low performance) has low priority, and Quadrant D 

(low importance, high performance) requires minimal attention. 

 

Table 11. Important-Performance Ratings 

Matrix Important(Total Effect) Performance Quandrant 

LoC 0.140 51.469 A 

NS 0.028 60.829 A 

SE 0.509 63.063 B 

Note: LOC= Locus of Control, SE= Self-efficacy, TJI= Turnover Job Intentions, NS= Networking Skills 

 

Figure 3. Important-Performance Map 

 

Table 11 and Figure 3 show that Locus of Control (0.140, 51.469) and Networking Skills 

(0.028, 60.829) have high importance but low performance, making them key priorities for 

improving Job Turnover Intentions (Belida et al., 2024). Self-efficacy (0.509, 63.063) 

demonstrates high importance and performance, positively influencing hotel Job Turnover 

Intentions and customer satisfaction (Alyahya et al., 2020).. 

Discussion  

 

This section discusses the findings of the study by relating them to previous studies and related 

theories. Hypothesis 1 shows a significant value between Self-efficacy and Hotel Job Turnover 

Intention, namely (T=6.725, P=0.000). This shows a supportive and accepted value. Dan and 

Cho (2023) stated that Proactive behavior and anxiety control increase the job self-efficacy of 

hotel employees. Therefore, self-efficacy has a positive effect on training effectiveness and job 

intention (Liu & Xiao, 2024). Chaichi et al. (2024) stated that Effective and continuous 

commitment can moderate the attitude and turnover intention of internal employees towards 

the intention to transfer hotel jobs. Therefore, self-efficacy has a positive effect in determining 

the intention to transfer hotel employees. 
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Hypothesis 2 shows a significant value between Locus of Control and Hotel Job Turnover 

Intention, namely (T=2.119, P=0.035). This is because internal employees are more likely to 

remain in their jobs when they are satisfied (Chiho, 2022). Cahyono (2015) has expressed the 

opinion that they feel more in control of their work environment and their results more 

effectively. However, Nugroho and Armanu (2024) have stated that internal locus of control is 

generally more resilient to job stress and has a stronger sense of job satisfaction and 

organizational commitment than external locus of control. Hotel employees with internal locus 

of control have great potential to show higher levels of loyalty and career stability in the 

hospitality industry. 

 

Hypothesis 3 shows a non-significant value between Networking Skills and Hotel Job Turnover 

Intention, namely (T=0.674, P=0.501). This is because increased job demands cause employees 

to be more likely to consider leaving their work organization (Liyanti, 2024). Dimri and Kumar 

(2024) have support that Employees who feel a lot of sacrifices related to terminating the 

contract, such as loss of benefits and relationships, are less likely to express an intention to 

resign. Zhen et al. (2019) have found that the psychological contract between employees and 

their organization, including aspects of relationships and transactions, can influence turnover 

intentions. Therefore, networking skills are not the main factor influencing hotel employees' 

intentions to leave their jobs, rather they are more influenced by workload, sacrifices that need 

to be made, and psychological ties to the hotel organization. 

 

Conclusion 

This section summarizes the main findings, contributions of the study, and recommendations 

for future research. This study examines the relationship between self-efficacy, locus of 

control, and networking skills on Turnover Job Intentions among hotel workers in Malaysia by 

considering employment status as a differentiating factor. The findings show that self-efficacy 

and locus of control have a significant and positive relationship with job turnover intentions 

while networking skills do not show a significant relationship. These results confirm that 

internal factors such as self-confidence and personal control are more dominant in influencing 

hotel workers' intentions to transfer than networking skills. These findings provide practical 

implications for hotel management to emphasize the development of employees' internal 

psychological skills to reduce job transfer rate. This study shows that Locus of Control and 

Networking Skills have high importance but low performance, supporting the theory that self-

control and social networking skills influence Turnover Job Intentions (Retnowati & Putra, 

2023). In addition, networking skills have been proven to be related to productivity and job 

satisfaction, so organizations are encouraged to organize mentorship programs and 

professional networking activities. Research also shows that transformational leadership 

increases employee commitment, so managers can be trained in transformational leadership to 

retain talent. Meanwhile, excessive work pressure has been found to reduce performance, 

making workload management and mental well-being support important for HR. Finally, 

effective internal communication has been proven to increase collaboration, so organizations 

should strengthen communication channels and information sharing platforms to support 

performance and collaboration 

 

Limitations And Suggestions for Future Research 

Although this study contributes to HRM literature in the hospitality industry, its limitations 

include the cross-sectional design, data collection limited to Malaysia, potential common 

method bias from self-report questionnaires, and exclusion of external factors such as economic 
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conditions, pandemics, and industry policy changes. For future research, several suggestions 

can be considered. First, longitudinal research should be conducted to assess changes in 

Turnover Job Intentions over time and identify stronger causal relationships. Second, the study 

should be expanded to multiple countries to compare differences in culture and hospitality 

industry contexts. Third, additional variables such as job satisfaction, workload, and leadership 

style should be included to provide a more comprehensive picture. Finally, a mixed methods 

approach that combines quantitative and qualitative data can be used to gain a deeper 

understanding of the psychological and social factors that influence job transfer decisions 

among hotel workers. 

 

Acknowledgements  

The author would like to express his special appreciation and gratitude to the Faculty of 

Hospitality, Tourism and Wellness, University Malaysia Kelantan for their invaluable support, 

as this paper is based on the Master's thesis. The author also greatly appreciates the 

department's permission to conduct this research. 

 

References  

Ahmed, A., & Sultan, K. (2022). Application of Two-Factor Theory of Motivation by Fredrick 

Herzberg: A Case of Female Workers Serving Pakistani Media Organizations. Global 

Digital & Print Media Review, 5(4), 28-37. https://doi.org/10.31703/gdpmr.2022(V-

IV).03  

Ahmed Fathy Fathy, E., & Fouad, A. (2022). Testing The Theory Of Planned Behavior Tpb In 

Determining Intention And Behavior To Hire People With Disabilities In Egyptian 

Hotels. Journal of the Faculty of Tourism and Hotels, Mansoura University, 11(2), 647-

719. https://doi.org/10.21608/mkaf.2022.254025  

Ahrholdt, D. C., Gudergan, S. P., & Ringle, C. M. (2019). Enhancing loyalty: When improving 

consumer satisfaction and delight matters. Journal of business research, 94, 18-27.  

Ajzen, I. (1991). The theory of planned behavior. Organizational behavior and human decision 

processes, 50(2), 179-211. https://doi.org/10.1016/0749-5978(91)90020-T  

Alyahya, M. A., Mohamed, E., Akamavi, R., Elshaer, I. A., & Azzaz, A. M. (2020). Can 

cognitive capital sustain customer satisfaction? The mediating effects of employee self-

efficacy. Journal of Open Innovation: Technology, Market, and Complexity, 6(4), 191. 

https://doi.org/10.3390/joitmc6040191  

Azmi, M. S., Jamaludin, A., Seman, S. A., & Shamsudin, M. F. (2022). The factors that 

influence turnover intention among workers in Cosmo Hotel, Kuala Lumpur, Malaysia. 

International Journal of Health Sciences, 1(2), 4209-4217. 

https://doi.org/10.53730/ijhs.v6nS2.5945  

Belida, P. R. C., Ong, A. K. S., Young, M. N., & German, J. D. (2024). Determining the Factors 

Influencing the Behavioral Intention of Job-Seeking Filipinos to Career Shift and 

Greener Pasture. Societies, 14(8), 145. https://doi.org/10.3390/soc14080145  

Bhakat, A. (2023). A Review of Staff Attrition in the Hotel Industry – An Indian Perspective. 

International Journal For Multidisciplinary Research, 5(3), 11. 

https://www.ijfmr.com/  

Boateng, G. O., Neilands, T. B., Frongillo, E. A., Melgar-Quiñonez, H. R., & Young, S. L. 

(2018). Best practices for developing and validating scales for health, social, and 

behavioral research: a primer. Frontiers in public health, 6(2), 149.  

Brown, J. D. (2011). Likert items and scales of measurement. Statistics, 15(1), 10-14.  

https://doi.org/10.31703/gdpmr.2022(V-IV).03
https://doi.org/10.31703/gdpmr.2022(V-IV).03
https://doi.org/10.21608/mkaf.2022.254025
https://doi.org/10.1016/0749-5978(91)90020-T
https://doi.org/10.3390/joitmc6040191
https://doi.org/10.53730/ijhs.v6nS2.5945
https://doi.org/10.3390/soc14080145
https://www.ijfmr.com/


 

 

 
Volume 10 Issue 42 (December 2025) PP. 348-367 

  DOI 10/35631/JTHEM.1042023 

363 

 

Cahyono, D. (2015). Modeling Turnover and Their Antecedents Using the Locus of Control as 

Moderation: Empirical Study of Public Accountant Firms. unmuhjember, 2(1), 11.  

Canova, L., & Manganelli, A. M. (2020). Energy-saving behaviours in workplaces: 

Application of an extended model of the theory of planned behaviour. Europe's Journal 

of Psychology, 16(3), 384. https://doi.org/10.5964/ejop.v16i3.1893  

Chaichi, K., Zawawi, D., Aziz, Y. A., & Leong, M. K. (2024). Uncovering the Hidden 

Intangible Factors of Hotel Employees’ Turnover Intention During COVID 

Phenomenon. Management and Labour Studies, 49(4), 590-614. 

https://doi.org/10.1177/0258042X241244577  

Chiho, O. (2022). The relationship between job satisfaction and actual voluntary turnover: The 

moderating role of locus of control based on a longitudinal analysis. Humanities and 

Social Sciences Letters, 10(2), 161-172.  

Dan, H.-J., & Cho, M.-H. (2023). Study of Development of hotel New employees’ Job self-

efficacy using Socialization resources theory. Journal of Tourism Enhancement, 11(4), 

23-49.  

Dimri, A., & Kumar, P. (2024). Staying or leaving? exploring the role of job embeddedness in 

reducing turnover intention among hotel employees. challenge, 10(4), 12. 

https://doi.org/0.21917/ijms.2024.0308  

Djajasinga, N. D., Sulastri, L., Sudirman, A., Sari, A. L., & Rihardi, E. L. (2021). Practices in 

human resources and employee turnover in the hospitality industry. 2nd Annual 

Conference on blended learning, educational technology and Innovation (ACBLETI 

2020), 1(2), 113-117. https://doi.org/10.2991/assehr.k.210615.023  

Fatima, M., Riaz, A., Mahmood, H. Z., & Usman, M. (2020). Linking employees change-

related self-efficacy, change readiness and commitment to change. Pakistan Journal of 

Commerce and Social Sciences (PJCSS), 14(1), 334-367.  

Faul, F., Erdfelder, E., Buchner, A., & Lang, A.-G. (2009). Statistical power analyses using G* 

Power 3.1: Tests for correlation and regression analyses. Behavior research methods, 

41(4), 1149-1160.  

Geisser, S. (1974). A predictive approach to the random effect model. Biometrika, 61(1), 101-

107. https://doi.org/10.1109/ICASSP.2015.7178573  

Ghani, B., Zada, M., Memon, K. R., Ullah, R., Khattak, A., Han, H., Ariza-Montes, A., & 

Araya-Castillo, L. (2022). Challenges and strategies for employee retention in the 

hospitality industry: A review. Sustainability, 14(5), 2885. 

https://www.mdpi.com/2071-1050/14/5/2885#  

Giri, S., & Dhungana, G. P. (2024). Factors Influencing Employee Turnover in the Hotel 

Industry in Chitwan. BMC Journal of Scientific Research.  

Grobelna, A., Sidorkiewicz, M., & Tokarz-Kocik, A. (2016). Job satisfaction among hotel 

employees: analyzing selected antecedents and job outcomes. a case study from Poland. 

Argumenta Oeconomica, 2(37), 281-310. 

http://fbc.pionier.net.pl/id/oai:dbc.wroc.pl:35018  

Gulo, Y., & Widayati, N. (2020). Pengaruh Lingkungan Kerja, Self-Efficacy, Dan 

Karakteristik Peserta Pelatihan Terhadap Transfer Pelatihan Karyawan. Media Bisnis, 

12(1), 41-48.  

Hair, Joe, Sarstedt, M., Hopkins, L., & G. Kuppelwieser, V. (2014). Partial least squares 

structural equation modeling (PLS-SEM) An emerging tool in business research. 

European business review, 26(2), 106-121. https://doi.org/10.1108/EBR-10-2013-0128  

Hair, J., Page, M., Brunsveld, N., Merkle, A., & Cleton, N. (2019). Multivariate Data Analysis. 

Cengage.  

https://doi.org/10.5964/ejop.v16i3.1893
https://doi.org/10.1177/0258042X241244577
https://doi.org/0.21917/ijms.2024.0308
https://doi.org/10.2991/assehr.k.210615.023
https://doi.org/10.1109/ICASSP.2015.7178573
https://www.mdpi.com/2071-1050/14/5/2885
http://fbc.pionier.net.pl/id/oai:dbc.wroc.pl:35018
https://doi.org/10.1108/EBR-10-2013-0128


 

 

 
Volume 10 Issue 42 (December 2025) PP. 348-367 

  DOI 10/35631/JTHEM.1042023 

364 

 

Hair, J., Page, M., Brunsveld, N., Merkle, A., & Cleton, N. (2023). Essentials of Business 

Research Methods. Taylor & Francis. 

https://books.google.com.my/books?id=g1bJEAAAQBAJ  

Herzberg, F. (1959). Herzberg’s two-factor theory.  

House, R. J., & Wigdor, L. A. (1967). Herzberg's dual-factor theory of job satisfaction and 

motivation: A review of the evidence and a criticism. Personnel psychology, 20(4), 22.  

Ibrahim, I. W., Ghazali, I. M., Syed, S. A., Abdullah, N. H. R., Hamid, M. H. A., & Aisyah, S. 

H. (2023). Exploring motivation for learning using Hertzberg’s two factor theory. 

International Journal of Academic Research in Business and Social Sciences, 13(3), 

1065-1083. http://dx.doi.org/10.6007/IJARBSS/v13-i3/16480  

Insani, I., Saputra, J., & Warsono, H. (2022). The factors that influence job transfer and its 

impact on organizational performance: Mini-review approach. Journal of Madani 

Society, 1(1), 34-58.  

Islam, T., & Ahmed, I. (2018). Mechanism between perceived organizational support and 

transfer of training: Explanatory role of self-efficacy and job satisfaction. Management 

Research Review, 41(3), 296-313. https://doi.org/10.1108/MRR-02-2017-0052  

Ismail, I. I., & Salama, S. (2022). Association of CNS demyelination and COVID-19 infection: 

an updated systematic review. Journal of Neurology, 269(2), 541-576. 

https://doi.org/10.1007/s00415-021-10752-x  

Jaffar, H., Munir, A. J., & Waqas, M. M. (2024). Assessing the impact of Herzberg’s two-

factor motivation theory on job satisfaction: A study of employees in the Punjab 

Healthcare Commission. Sustainable Business and Society in Emerging Economies, 

6(3), 469-480. https://doi.org/10.26710/sbsee.v6i3.3148  

Jimmieson, N. L., Peach, M., & White, K. M. (2008). Utilizing the theory of planned behavior 

to inform change management: An investigation of employee intentions to support 

organizational change. The journal of applied behavioral science, 44(2), 237-262.  

Kudaibergenov, Z., Dosbenbetova, A. S., Kurmanalina, A., & Bolatova, B. (2023). Analysis 

of the influence of motivation on career management using the two-factor theory of 

Herzberg. Farabi Journal of Social Sciences, 143(1), 12. 

https://doi.org/10.26577/be.2023.v143.i1.010  

Lei, C., Hossain, M. S., Mostafiz, M. I., & Khalifa, G. S. (2021). Factors determining employee 

career success in the Chinese hotel industry: A perspective of Job-Demand Resources 

theory. Journal of Hospitality and Tourism Management, 48(2), 301-311. 

https://doi.org/10.1016/j.jhtm.2021.07.001  

Lestari, D., & Margaretha, M. (2021). Work life balance, job engagement and turnover 

intention: Experience from Y generation employees. Management Science Letters, 

11(1), 157-170.  

Lestari, N. S., Zainal, V. R., Chan, S., & Nawangsari, L. C. (2023). Turnover Intention in the 

Hotel Industry: The Employees' Perceptions. Jurnal REKSA: Rekayasa Keuangan, 

Syariah dan Audit, 10(1), 13-23.  

Liu, C.-H., & Xiao, R.-Y. (2024). Research on the Influence of Self-Efficacy, Training 

Motivation, and Training Outcomes on the Employment Intentions of Unemployed 

Youth in Taiwan Government Vocational Training Programs. The Asian Institute of 

Research Economics and Business Quarterly Reviews, 7(2), 255-265. 

https://ssrn.com/abstract=4878635  

Liyanti, A. F. (2024). Job demands to turnover intention: a systematic literature review. J-MAS 

(Jurnal Manajemen dan Sains), 9(1), 109-116. 

http://dx.doi.org/10.33087/jmas.v9i1.1523  

https://books.google.com.my/books?id=g1bJEAAAQBAJ
http://dx.doi.org/10.6007/IJARBSS/v13-i3/16480
https://doi.org/10.1108/MRR-02-2017-0052
https://doi.org/10.1007/s00415-021-10752-x
https://doi.org/10.26710/sbsee.v6i3.3148
https://doi.org/10.26577/be.2023.v143.i1.010
https://doi.org/10.1016/j.jhtm.2021.07.001
https://ssrn.com/abstract=4878635
http://dx.doi.org/10.33087/jmas.v9i1.1523


 

 

 
Volume 10 Issue 42 (December 2025) PP. 348-367 

  DOI 10/35631/JTHEM.1042023 

365 

 

Lopes, A. S., & Sargento, A. (2024). Quitters from hospitality industry: misfit or just looking 

for better conditions? Administrative Sciences, 14(6), 111. 

https://doi.org/10.3390/admsci14060111  

Mahmoud, A. B., Reisel, W. D., Fuxman, L., & Hack‐Polay, D. (2022). Locus of control as a 

moderator of the effects of COVID‐19 perceptions on job insecurity, psychosocial, 

organisational, and job outcomes for MENA region hospitality employees. European 

Management Review, 19(2), 313-332. https://doi.org/10.1111/emre.12494  

Marisa, S., & Bratajaya, C. N. A. (2024). Niat Ibu Memberi ASI Eksklusif Berdasarkan Theory 

of Planned Behavior. Faletehan Health Journal, 11(03), 338-344. 

https://doi.org/10.33746/fhj.v11i03.449  

Martilla, J. A., & James, J. C. (1977). Importance-performance analysis. Journal of marketing, 

41(1), 77-79. https://doi.org/10.1177/002224297704100112  

Md Nor, M. N., Mat Noor, A. N., Ahmad, Z., Khalid, S. A., & Ibrahim, I. I. (2017). Factors 

affecting turnover intention among gen Y in hotel industry. Jurnal Intelek, 12(1), 1-5.  

Memon, M., Thurasamy, R., Cheah, J., Ting, H., Chuah, F., & Cham, T. (2023). Addressing 

common method bias, operationalization, sampling, and data collection issues in 

quantitative research: review and recommendations. Journal of Applied Structural 

Equation Modeling, 7(2), 1-14.  

Milakh, M. Z. (2024). Exit Interview Analysis At Pt. Semen Indonesia Logistics. Dinasti 

International Journal of Management Science, 5(6), 1146-1153.  

Mishra, U. S., Patnaik, S., & Mishra, B. B. (2016). Augmenting human potential at work: an 

investigation on the role of self-efficacy in workforce commitment and job satisfaction. 

Polish Journal of Management Studies, 13(1), 134-144. 

https://doi.org/10.17512/pjms.2016.13.1.13  

Nickell, G. S., & Hinsz, V. B. (2023). Applying the Theory of Planned Behavior to understand 

workers’ production of safe food. Revista de Psicología del Trabajo y de las 

Organizaciones, 39(2), 89-100. https://doi.org/10.5093/jwop2023a10  

Nugroho, M. S., & Armanu, A. (2024). Pengaruh Locus Of Control Dan Stres Kerja Terhadap 

Turnover Intention. Jurnal Kewirausahaan dan Inovasi, 3(2), 492–505. 

https://doi.org/10.21776/jki.2024.03.2.15  

Olaleke, O., Gift, E. B., Matthew, A. O., & Daberenchi, O. (2017). The Frederick Herzberg 

two factor theory of job satisfaction and its application to business research. 4th 

Covenant University Conference on E-Governance in Nigeria (CUCEN 2017), Ota, 

2(1), 11.  

Oliveira, D. F., Balbino, C. M., Ribeiro, C. B., de Oliveira Ramos, R. M., Sepp, V. J., & 

Loureiro, L. H. (2023). Frederick Herzberg and the Theory of the Two Factors in the 

contribution to the prevention of absenteeism at work. Cuadernos de Educación y 

Desarrollo, 15(12), 17557-17569. https://doi.org/10.55905/cuadv15n12-131  

Omar, M. K., Hussein, N., & Azli, N. H. N. (2016). Role Overload, Self- Efficacy, Locus of 

Control and Job Performance among Employees of a Printing Company in Malaysia. 

Information Management and Business Review, 8, 61-69.  

P Hameem Khan, Aliya Sgultana, & Reddy, T. N. (2022). Exit interview -A Competency based 

Practice for Employee Retention. International Journal of Innovative Technology and 

Exploring Engineering, 8(12), 2707-2711. 

https://doi.org/10.35940/ijitee.L2541.1081219  

Pangarso, A., Astuti, E. S., Raharjo, K., & Afrianty, T. W. (2020). Data of innovation 

ambidexterity as a mediator in the absorptive capacity effect on sustainable competitive 

advantage. Data in Brief, 29(1), 105200. https://doi.org/10.1016/j.dib.2020.105200  

https://doi.org/10.3390/admsci14060111
https://doi.org/10.1111/emre.12494
https://doi.org/10.33746/fhj.v11i03.449
https://doi.org/10.1177/002224297704100112
https://doi.org/10.17512/pjms.2016.13.1.13
https://doi.org/10.5093/jwop2023a10
https://doi.org/10.21776/jki.2024.03.2.15
https://doi.org/10.55905/cuadv15n12-131
https://doi.org/10.35940/ijitee.L2541.1081219
https://doi.org/10.1016/j.dib.2020.105200


 

 

 
Volume 10 Issue 42 (December 2025) PP. 348-367 

  DOI 10/35631/JTHEM.1042023 

366 

 

Porter, C. M. (2013). Differential Relationships of Internal and External Networking Behaviors 

with Turnover Purdue University].  

Rajpurohit, S. (2024). Study on Turnover and Retention Strategies Identifying Causes and 

Implementing Solutions. Interantional Journal Of Scientific Research In Engineering 

And Management, 2(1), 12.  

Retnowati, E., & Putra, A. R. (2023a). Pengaruh Sistem Penilaian Kinerja Dan Kepuasan Kerja 

Terhadap Turnover Intention. Jurnal Ilmiah Satyagraha, 6(2), 215-230.  

Retnowati, E., & Putra, A. R. (2023b). Pengaruh sistem penilaian kinerja dan kepuasan kerja 

terhadap turnover intention. Jurnal Ilmiah Satyagraha, 2(1), 11. 

https://doi.org/10.47532/jis.v6i2.853  

Ringle, C. M., & Sarstedt, M. (2016). Gain more insight from your PLS-SEM results: The 

importance-performance map analysis. Industrial management & data systems, 116(9), 

1865-1886.  

Rotter, J. B. (1992). " Cognates of personal control: Locus of control, self-efficacy, and 

explanatory style": Comment. Applied & Preventive Psychology, 1(2), 127–129. 

https://psycnet.apa.org/doi/10.1016/S0962-1849(05)80154-4  

Salvina, D., Rachmatan, R., Aprilia, E. D., & Riamanda, I. (2024). Job Embeddedness dan 

Turnover Intention Pada Guru Honorer. Syiah Kuala Psychology Journal, 2(2), 166-

177. https://doi.org/10.24815/skpj.v2i2.30560  

Sarstedt, M., Richter, N. F., Hauff, S., & Ringle, C. M. (2024). Combined importance–

performance map analysis (cIPMA) in partial least squares structural equation modeling 

(PLS–SEM): a SmartPLS 4 tutorial. Journal of Marketing Analytics, 12(4), 746-760.  

Setyowati, S. (2017). Analisis pengaruh locus of control dan stres kerja terhadap kinerja 

karyawan. Jurnal Ilmiah Manajemen dan Bisnis, 18(2), 129-139. 

https://doi.org/10.30596/jimb.v18i2.1397  

Sharma, N., & Kaur, S. (2024). Effect of psychological contract on employee turnover 

intention: Moderating role of select demographic variables. Environment and Social 

Psychology, 9(5), 1793. https://doi.org/10.54517/esp.v9i5.1793  

Shrestha, B., & Thapa, R. (2023). Impact of Employees’ Turnover on the Performance of Five 

Star Hotels of Kathmandu. Kathford Journal of Engineering and Management, 3(1), 

113-123. https://doi.org/10.3126/kjem.v3i1.62885  

Stone, M. (1977). An asymptotic equivalence of choice of model by cross‐validation and 

Akaike's criterion. Journal of the Royal Statistical Society: Series B (Methodological), 

39(1), 44-47. https://doi.org/10.1111/j.2517-6161.1977.tb01603.x  

Suhail, S., Mat, N., & Hassan, Z. B. (2021). Job Security Crisis at The Hotel Industry Towards 

Intention to Quit During Covid-19 Pandemic. Journal of Tourism, Hospitality and 

Environment Management, 2(1), 12. 

https://doi.org/https://doi.org/10.35631/jthem.624003  

Surianto, G. N., & Rudy, D. G. (2022). Kepastian Hukum Kebijakan Pengupahan Karyawan 

Industri Perhotelan Berdasaran Ketentuan Upah Minimum Di Masa Pandemi Covid-

19. Kertha Semaya: Journal Ilmu Hukum (Edisi Elektronik),, 10(8), 1718. 

https://doi.org/10.24843/ks.2022.v10.i08.p01  

Tate, R., Beauregard, F., Peter, C., & Marotta, L. (2023). Pilot Testing as a Strategy to Develop 

Interview and Questionnaire Skills for Scholar Practitioners: A Selection of Education 

Doctorate Students' Reflective Vignettes. Impacting Education: Journal on 

Transforming Professional Practice, 8(4), 20-25.  

Tian, Q., & Hebron, D. E. (2024). Skill sets for the hospitality sectors: a review. Int J 

Multidiscip Res, 2(1).  

https://doi.org/10.47532/jis.v6i2.853
https://psycnet.apa.org/doi/10.1016/S0962-1849(05)80154-4
https://doi.org/10.24815/skpj.v2i2.30560
https://doi.org/10.30596/jimb.v18i2.1397
https://doi.org/10.54517/esp.v9i5.1793
https://doi.org/10.3126/kjem.v3i1.62885
https://doi.org/10.1111/j.2517-6161.1977.tb01603.x
https://doi.org/https:/doi.org/10.35631/jthem.624003
https://doi.org/10.24843/ks.2022.v10.i08.p01


 

 

 
Volume 10 Issue 42 (December 2025) PP. 348-367 

  DOI 10/35631/JTHEM.1042023 

367 

 

Tien, D. (2019). Investigating resilience, job search self-efficacy and intentions from 

integrating theory of planned behavior and social cognitive model of self-career 

management. International Journal of Psychology & Behavioural Sciences, 9(2), 19-

25.  

Vieira, D. A., & Meirinhos, V. (2022). Sources of transition-to-work self-efficacy: Career 

exploration and social support. Psychological Applications and Trends, 21(2), 116.  

Vijayakumar, V., & Saxena, U. (2015). Herzberg revisited: Dimensionality and structural 

invariance of Herzberg’s two factor model. Journal of the Indian Academy of Applied 

Psychology, 41(2), 291-298.  

Vijayashree, L., & Jagdischchandra, M. V. (2011). Locus of control and job satisfaction: PSU 

employees. Serbian Journal of Management, 6(2), 193-203.  

Yarimoglu, E., & Gunay, T. (2020). The extended theory of planned behavior in Turkish 

customers' intentions to visit green hotels. Business Strategy and the Environment, 

29(3), 1097-1108. https://doi.org/10.1002/bse.2419  

Ybanez, R. (2024). Application of Herzberg's two-factor theory: Motivational factors and 

hygiene factors in the financial industry. Journal of Interdisciplinary Perspectives, 2(4), 

92-101. https://doi.org/10.69569/jip.2024.0055  

Yusuf, S., Ribhan, R., & Mardiana, N. (2024). Optimizing Employee Retention: Exploring the 

Impact of LeaderMember Exchange on Work Intentions with Job Satisfaction and 

Organizational Commitment as Mediating Variables. Journal Of Economics, Finance 

And Management Studies, 7(1), 11. https://doi.org/10.47191/jefms/v7-i1-54  

Zhang, H., Sun, L., & Zhang, Q. (2022). How workplace social capital affects turnover 

intention: The mediating role of job satisfaction and burnout. International Journal of 

Environmental Research and Public Health, 19(15), 9587. 

https://doi.org/10.3390/ijerph19159587  

Zhen, Y., Mansor, Z. D., & Abdullah, A. R. (2019). Psychological contract and turnover 

intention: The moderating role of social network. Proceedings of the 2019 10th 

International Conference on E-business, Management and Economics, 2(1), 106-109.  

Zientara, P., Adamska-Mieruszewska, J., & Bąk, M. (2024). Factors affecting hospitality 

workers’ intention to leave the industry during the coronavirus pandemic. Evidence 

from the UK. Journal of Quality Assurance in Hospitality & Tourism, 25(4), 874-907.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://doi.org/10.1002/bse.2419
https://doi.org/10.69569/jip.2024.0055
https://doi.org/10.47191/jefms/v7-i1-54
https://doi.org/10.3390/ijerph19159587

