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ABSTRACT 
 
Nurses are the largest occupational group responsible for delivering high-quality patient care. However, a higher nurses’ 
turnover rate negatively affects the nurses’ morale and quality of care and increases the workload of remaining nurses, 
resulting in more nurses’ turnover. In Bangladesh, hospitals do not have enough nurses. The nurses’ turnover rate (15-18%) 
will lead to substantial financial and service quality loss. The nurses’ turnover rate is approximately 17% in Bangladesh. 
Therefore, this study aims to identify how to mitigate turnover intention among nurses in the healthcare sector in Bangladesh. 
Still, very little research has been conducted so far on the linkage between perceived organizational support, perceived co-
worker support and turnover intention. The findings of these variables are inconclusive, necessitating further research. 
Moreover, most of the research so far has been conducted in Western settings. However, the relationship has yet to be 
thoroughly examined in the emerging Asian context, especially in Bangladesh. In addition, previous studies have overlooked 
the mediating effect of work-family conflict in the relationship between perceived organizational support, perceived co-
worker support and turnover intention. The proposed research framework is supported by social exchange theory and 
conservation of resources theory.  
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1.0 INTRODUCTION 

Nurses are the heart of healthcare and an essential pillar of society that health standards heavily rely upon (Al-Haroon & 
Al-Qahtani, 2020). Gebregkziabher et al. (2020) stated that nurses are the largest occupational group responsible for 
delivering high-quality patient care. However, globally, nurses’ turnover adversely affects hospital operations (Huang et 
al., 2021). Consequently, Alshareef et al. (2020) recommended that reducing nurses’ turnover is a key priority. There is a 
profound effect of the actual turnover of nurses on patients and organizational outcomes (Labrague, 2020). The high 
turnover of nurses leads to a high nurse-patient ratio, resulting in increased workload and a lower quality of patient care 
(Shin et al., 2019). Therefore, Huang et al. (2019) stated that researchers should focus on the factors that influence nurses' 
turnover intention to uncover the causes of nurse turnover and alleviate the problem. Hom et al. (2017) strongly believed 
that a proxy outcome for turnover is the turnover intention and is viewed as a reliable predictor for actual turnover. Ilyas et 
al. (2020) admitted that the researchers should study turnover intention rather than actual turnover because employees are 
less likely to describe the genuine reasons for leaving their organization. Therefore, the concept of turnover intention can 
be adopted to represent the actual turnover is acceptable (Rawashdeh & Tamimi, 2020).  

Wong and Wong (2017) reported that most researchers conducted their studies on perceived organizational support (POS) 
and turnover intention (TI) in western countries. Moreover, perceived co-worker support (PCS) is an overlooked aspect to 
predict turnover intention (Ghosh et al., 2019). Therefore, a systematic investigation of these variables (POS, PCS and 
turnover intention) is necessary to assess these findings’ generalization in different settings, especially in Bangladesh. In 
addition, there is some ambiguity about the relationship between perceived organizational support, perceived co-worker 
support and turnover intention. Therefore, the mixed findings warrant further investigation. 

In Bangladesh, most nurses are female (Akter et al., 2019). According to Shen-Miller and Smiler (2015), nurses have a high 
level of work-family conflict because women dominate the profession. Yildiz et al. (2021) revealed that research on work-
family conflict (WFC) is relatively limited in the health sector. In addition, work-family conflict is also used as a mediator 
by several researchers in various circumstances. However, prior research has ignored the mediating effect of WFC in the 
relationship between POS, PCS and turnover intention. Therefore, this study determines the role of WFC as a mediator in 
the link between POS, PCS, and turnover intention. 

In Bangladesh, according to Bangladesh Nursing & Midwifery Council (2021), the total number of registered nurses is 
67529. Siddiqui (2020) pointed out that Bangladesh has only 24% of the nurses it needs. In addition, according to the 
Directorate General of Nursing and Midwifery (2020, as cited in Joarder et al., 2021), Bangladesh has only 4.11 nurses to 
provide services to every 10000 population. Moreover, Joarder et al. (2021) pointed out that there are more doctors than 
nurses in Bangladesh. Joarder (2021) also confirmed that hospitals do not have enough number of nurses in Bangladesh. 
Therefore, Joarder et al. (2021) recommended that a favorable policy environment is necessary to allure and retain nurses 
to fulfil the population need in Bangladesh. The nurses’ turnover rate (15-18%) will lead to substantial financial and service 
quality loss (Dewanto & Wardhani, 2018). Kabir et al. (2022) reported 17% of female nurses turnover in Bangladesh. 
Therefore, this study emphasizes the nurses’ turnover intention to mitigate the genuine turnover in the healthcare sector of 
Bangladesh. 

2.0 LITERATURE REVIEW 

2.1 TURNOVER INTENTION 

The research on turnover first appeared around 1920 (Hom et al., 2017). Dwivedi (2015) defined turnover intention as “the 
aim of employees to search for alternative jobs or leave the organization in the future” (p.453). Rasheed et al. (2018) argued 
that employees who have turnover intention are mentally leaving but physically staying in the organization. Hence, the 
relative significance of turnover intention studies is more than administrative and organizational behaviors (Kim et al., 
2017), since turnover intention eventually leads to actual turnover, which increases organizational expenses by requiring 
the recruitment, selection, and training of new employees (Arshad, 2016). Thus, turnover intention is an important and 
widely studied topic in human resource management (Jabeen et al., 2020). The perceived support of the hospital motivates 
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nurses to devote themselves to work and care about the organization’s development (Li et al., 2020). As a result, Liu and 
Liu (2016) argued that nurses probably do not search for other employment opportunities and decide to continue in the 
existing organization. On the other hand, De Clercq et al. (2020) indicated that co-worker support diminishes turnover 
intention because it assists individuals to feel less stressed about their organizational functioning. Moreover, Zhang et al. 
(2019) focused that work-family conflict is a significant predictor of turnover intention among professional nurses. 
Therefore, this study will also consider the mediating effect of work-family conflict. 

2.2 PERCEIVED ORGANIZATIONAL SUPPORT 

Eisenberger et al. (1986) coined the term “Perceived Organizational Support”. The researchers defined POS as “the 
employees’ belief that organizations value their continued contributions and genuinely care for their well-being” (p.501). 
Loi et al. (2006) stated that employees with a high level of POS report stronger feelings of attachment and loyalty to their 
organization. Besides, Jones-Carmack (2019) explained that the employees’ feel about the organization is affected by POS, 
and consequently, they behave at work. As a result, an organization’s dedication to their employees enhances employees' 
dedication to their organization (Eisenberger et al., 1986). According to Engelbrecht and Samuel (2019), Employees who 
lack enough care and support from their organization will seek alternative employment, increasing their turnover intention. 
Li et al. (2020) contended that the perceived organizational support of the hospital motivates nurses to devote themselves 
to work and care about the organization’s development. Therefore, Liu and Liu (2016) argued that nurses probably do not 
search for other employment opportunities and decide to continue in the existing organization. Therefore, this study 
considers POS as a predictor of turnover intention. 

2.3 PERCEIVED CO-WORKER SUPPORT 

Desrosiers (2001) indicated that the perceived co-worker support (PCS) construct was proposed by Ladd and Henry (2000). 
From the concept of Ladd and Henry, Desrosiers (2001) defined PCS as “a global belief formed by the employee concerning 
how their co-workers treat them, and whether their co-workers value their contributions and care about their well-being” 
(p.60). Previous researchers investigated several factors that might decrease employees’ intention to quit their organization 
(De Clercq et al., 2020). A supportive employee-colleague interaction in the workplace manages professional development 
and demotivates the employees to quit the current organizations (Karatepe & Olugbade, 2017). Some researchers found that 
co-worker support reduces the desire to leave their organization (Nazir et al., 2016). Also, co-worker support reduces job 
stress, diminishing turnover intention (Mazzetti et al., 2016). However, Tews et al. (2013) claimed that additional research 
is warranted due to little research on co-worker support and turnover intention. Singh et al. (2019) posited that perceived 
co-worker support improves the work climate and boosts good moods and self-esteem. Consequently, employees are more 
pleased with their job and have less propensity to leave their employment (De Clercq et al., 2020). Therefore, this study 
will explore the effect of PCS on the turnover intention of nurses in Bangladesh. 

2.4 WORK-FAMILY CONFLICT 

The concept of work-family conflict was first defined by Kahn et al. (1964). Greenhaus and Beutell (1985) described the 
work-family conflict as a "form of inter role conflict on which the role pressures from the work and family domains are 
mutually incompatible in some respect" (p.77). Ghislieri et al. (2017) indicated that the WFC is increasing due to working 
conditions and gender roles, and an individual (mainly female) faces WFC to accomplish various roles, including spouse, 
daughter-in-law, employee, and mother (Hussain, 2008). Rasheed et al. (2018) further indicated that women fulfil economic 
and social needs by entering the South Asian subcontinent workforce. However, as women dominate the nursing profession, 
they have quit intentions mainly because of family responsibilities (Nooney et al., 2010). Yildirim and Aycan (2008) 
articulated that the role of WFC in the nursing profession is relevant. Accordingly, researchers have suggested that WFC 
influences turnover intentions and performance and the nurses’ health and well-being (Chen et al., 2015). Labrague (2020) 
asserted that research is scarce in WFC and nurse managers’ turnover intention. However, many researchers revealed that 
WFC is a significant predictor of turnover intention among professional nurses (Zhang et al., 2019). Williams et al. (2016) 
also argued that additional research is required on the negative outcome of work-family conflicts, such as increased turnover 
rates. High WFC leads to high turnover intention, and low WFC results in low turnover intention (Noor & Maad, 2009). 
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Nikkhah-Farkhani & Piotrowski (2020) found WFC's positive and significant influence on the Iranian nurses’ turnover 
intention. On the other hand, no relationships were found between these constructs for Polish nurses. Therefore, further 
investigation is needed. From the above discussion, it is clear that WFC is one of the significant factors of turnover intention. 
However, there is a paucity of research in the mediating effect of WFC. Therefore, this study uses WFC as a mediator. 

2.5 PERCEIVED ORGANISATIONAL SUPPORT AND TURNOVER INTENTION 

According to Eisenberger et al. (1986), POS emerged from Blau’s (1964) social exchange theory (SET). Herachwati et al. 
(2018) stated that POS is a social exchange relationship between the organization and its employees. Based on SET, Rathi 
and Lee (2017) claimed that employees may feel obligated to the company when an organization facilitates the satisfaction 
of various employees’ fundamental needs. Huang et al. (2019) also indicated that employees would feel obligated to serve 
their organization if they received fair and supportive treatment and were less likely to quit the organization. Eisenberger et 
al. (2019) described the norm of reciprocity as employees place high effort to fulfil organizational goals in exchange for a 
high degree of support. In addition, Rhoades and Eisenberger (2002) pointed out that organizations’ supportive and caring 
members are more likely to respond with good attitudes and behavioral intentions. As a result, these organizations are likely 
to develop positive employee outcomes (Maningo-Salinas, 2010). Based on this idea, previous empirical studies focused 
on that POS has some outcomes, including turnover intention (Eisenberger et al., 1986). Researchers also agree that 
reciprocity can develop feelings of obligation, enhance positive outcomes (Kim & Qu, 2020), and reduce turnover intentions 
(Gupta, 2019).  

However, few scholars have shown an inverse relationship between POS and turnover intention, some contradictory 
findings exist regarding the direct effect of POS on turnover intention. Ghosh et al. (2019) confirmed that POS has an 
indirect impact on turnover intention, mediated by affective commitment, and the direct effect of POS on turnover intention 
is insignificant. According to researchers, if employees’ contributions are more than inducement, they are more likely to 
quit the organization (including support at work). In addition, some researchers found no relationship between POS and 
turnover intention. Buhari et al. (2020) revealed that POS has no impact on turnover intention. As a result, IT companies 
should reconsider what it means to provide organizational support to IT professionals. This result was supported by 
Herachwati et al. (2018) and AlHashmi et al. (2019). Therefore, the empirical landscape of the association between PSS 
and TI contains inconsistent findings, making it impossible to conclude or make broad generalizations about the 
relationships. To reach a satisfactory solution for this issue calls for further research among nurses in Bangladesh. 

2.6      PERCEIVED CO-WORKER SUPPORT AND TURNOVER INTENTION 

Social exchange theory has been considered one of the most important theoretical foundations for co-workers' reciprocity 
and superior behavioral relationships in work organizations (Abugre, 2017). According to social exchange theory, co-
workers support help employees to feel obliged to reciprocate by showing positive work behaviors that will eventually 
increase organizational effectiveness (Kim et al., 2018). Previous scholars found that perceived co-worker support and 
positive work attitudes are positively related and are negatively related to withdrawal behaviors (Parker et al., 2013). In 
addition, the perceived supervisor support, perceived co-worker support and credible social exchange relationships will 
produce various resources, stable energy, and a feeling of executing significant goals (Kim et al., 2018).  

Pinna et al. (2020) found a negative association between perceived co-worker support and turnover intention. The 
researchers indicated that social support (i.e., PCS) is significant in creating a positive attitude of employees and leading to 
a higher level of satisfaction and engagement at work, reducing turnover intention. However, Ghosh et al. (2019) found an 
insignificant relation between perceived co-worker support and turnover intention. In addition, the results demonstrated a 
full mediation effect in the paths of perceived co-worker support-turnover intention. The above discussion illustrates that 
findings appeared to be mixed or inconclusive. While most results reveal a significant negative relationship between 
perceived co-worker support and turnover intention, others show perceived co-worker support insignificantly associated 
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with turnover intention. Therefore, based on these arguments, there is a need to investigate the relationship between 
perceived co-worker support and turnover intention among nurses’ in Bangladesh. 

2.7        WORK-FAMILY CONFLICT AS A MEDIATOR 

According to conservation of resources (COR) theory developed by Hobfoll (1989), people often aim to conserve their 
resources, and possible threats to significant resources can generate psychological stress. Grandey and Cropanzano (1999) 
suggested COR theory as a heuristic model that describes the etiology of the interaction between work and family. Zhang 
et al. (2019) conceptualized WFC as a stressor. According to the COR theory, occupational stress causes WFC because 
their valuable resources are threatened and depleted (Hobfoll, 1998). Hobfoll (1989) also conceptualized WFC as a type of 
stress in COR theory. Employees may experience the loss of resources such as time and energy when balancing work and 
family demands, resulting in stress that is one type of WFC (Grandey & Cropanzano, 1999).  

The COR theory is an appropriate framework for the relationship between supervisor support and WFC (Karatepe & Uludag, 
2008). In addition, COR theory postulated that supervisor support and co-worker support help employees establish a balance 
between work and family responsibilities and lessen WFC (Jansen et al., 2003). COR theory states that a supportive 
supervisor fulfils employees’ family needs are assumed to mitigate WFC (Glavelia et al., 2013). Zhang et al. (2019) 
described that supervisor support (resource gain) could reduce the negative influence of resource loss for nurses facing 
WFC. 

According to COR theory, the experience of inter-role conflict is related to negative outcomes such as quitting from the 
organization (Hammer et al., 2003) because valued resources are lost from both domains (Singh et al., 2018). As resources 
are connected, losses of primary resources leave the employee with inadequate resources to be replenished (Singh et al., 
2018). This creates further losses and the potential for a “loss spiral” (Hobfoll & Shirom, 1993). In this situation, Singh et 
al. (2018) argued that employees might need to take stringent actions, such as a career change, to defend against further 
resource loss. Individuals who do not have adequate resources to cope with the problems resulting from WFC report 
negative consequences such as family distress, job distress, poor job performance, and plans to leave the organization 
(Karatepe & Kilic, 2007). In addition, COR theory describes that loss of resources is the basis of stress among employees, 
which results in adverse outcomes. As a result, Zhang et al. (2019) found that WFC is a significant stressor for nurses, 
causing them to deplete their psychological resources and eventually leave their professions. The authors also posited that 
nurses might consider quitting the present job better in dealing with the WFC. In addition, nurses’ positive resources are 
threatened by WFC, such as physical and psychological health; nurses’ well-being tends to be protected by having turnover 
intention (Yildiz et al., 2021). From the above discussion, it can be deduced that COR theory could be a bridge to connect 
the perceived organizational and co-worker support with work-family conflict and work-family conflict with the turnover 
intention. 

2.8     RESEARCH FRAMEWORK 

The proposed research model depicted in figure 1.0 below was developed to show the relationship between perceived 
organizational support, perceived co-worker support and turnover intention. In addition, this study will also examine the 
mediating effect of work-family conflict in the relationship between perceived organizational support, perceived co-
worker support and turnover intention. This research framework is supported by social exchange theory (SET) and 
conservation of resources (COR) theory. 
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Figure 1.0: Relationship between Perceived Organizational Support, Perceived Co-worker Support and 
Turnover Intention, Mediated by Work-family Conflict. 

3      CONCLUSION 

Based on the investigation, it can be concluded that the perceived organizational support, perceived co-worker support and 
work-family conflict affect turnover intention. However, there are some inconsistencies about the relationship between 
perceived organizational support, perceived co-worker support and turnover intention, calling for further investigation. In 
addition, past studies have ignored the mediating effect of work-family conflict in the relationship between perceived 
organizational support, perceived co-worker support and turnover intention. Therefore, this study would contribute to the 
existing literature. The research framework is supported by social exchange theory and conservation of resources theory, 
confirming the study's validity. Besides, a better understanding of nurses’ turnover intentions can assist policymakers in 
taking measures to reduce turnover intentions before actual turnover occurs (Moore, 2021). In addition, researchers can set 
up strategies by examining the turnover intention factors for retaining valuable healthcare professionals (Alameddine et al., 
2017). Also, industry leaders can use this study to realize the nurses’ attitudes and compute future turnover intentions. 
Therefore, this study focuses on nurses’ turnover intention in Bangladesh. 
 

REFERENCE 

Abugre, J. B. (2017). Relations at workplace, cynicism and intention to leave: A proposed conceptual framework for 
organizations. International Journal of Organizational Analysis, 25(2), 198-216. https://doi.org/10.1108/IJOA-09-
2016-1068 

Akter, N., Akter, M. K., & Turale, S. (2019). Barriers to quality of work life among Bangladeshi nurses: a qualitative study. 
International Nursing Review, 66(3), 396–403. https://doi.org/10.1111/inr.12540 

Alameddine, M., Baroud, M., Kharroubi, S., Hamadeh, R., Ammar, W., Shoaib, H., & 
Khodr, H. (2017). Investigating the job satisfaction of healthcare providers at 
primary healthcare centres in Lebanon: A national cross-sectional study. Health & Social Care in the Community, 
25(6), 1805–1816. https:doi.org/10.1111/hsc.12454 

 

http://creativecommons.org/licenses/by/4.0/legalcode


The Asian Journal of Professional and Business Studies. Vol X4, Eds 1 
e-ISSN: 2716-666X 

 
 

 
Copyright: © 2023 The Author(s) 
Published by Kolej Universiti Poly-Tech MARA Kuala Lumpur 
This article is published under the Creative Commons Attribute (CC BY 4.0) license. Anyone may reproduce, distribute, translate and create dericative 
works of this article (for both commercial and non-commercial purposes), subject to full attribution to the original publication and authors. The full terms 
of this license may be seen at: http://creativecommons.org/licenses/by/4.0/legalcode 

 
7 

 

Al-Haroon, H., & Al-Qahtani, M. (2020). Assessment of organizational commitment 
among nurses in a major public hospital in Saudi Arabia. Journal of 
Multidisciplinary Healthcare, 13(2020), 519-526. https:doi.org/10.2147/JMDH.S256856 

Al-Hashmi, M., Jabeen, F., & Papastathopoulos, A. (2019). Impact of leader–member exchange and perceived 
organisational support on turnover intention: The mediating effects of psychological stress. Policing, 42(4), 520–536. 
https://doi.org/10.1108/PIJPSM-06-2018-0081 

Alshareef, A. G., Wraith, D., Dingle, K., & Mays, J. (2020). Identifying the factors influencing Saudi Arabian nurses’ 
turnover. Journal of Nursing Management, 28(5), 1030–1040. https://doi.org/10.1111/jonm.13028 

 Arshad, R. (2016). Psychological contract violation and turnover intention: Do cultural values matter?. Journal of 
Managerial Psychology, 31(1), 251-264. https://dx.doi.org/10.1108/JMP-10-2013-0337 

Bangladesh Nursing & Midwifery Council (2021, September 30). Data Sheet of Nurses, Midwives and Allied Professionals 
in Bangladesh. Retrieved October 23, 2021, 
fromhttps://bnmc.portal.gov.bd/sites/default/files/files/bnmc.portal.gov.bd/page/4ccb8b5f_4b8a_486a_8f1d_66e23a
7dcb8b/2021-10-07-14-22-7098964086a6b9b151d4f7242272118c.jpg 

 Blau, P. (1964). Exchange and power in social life (1st ed.). John Wiley & Sons. 

 Buhari, M. M., Yong, C. C., & Lee, S. T. (2020). I am more committed to my profession than to my organization: 
Professional commitment and perceived organizational support in turnover. International Journal of Human Capital 
and Information Technology Professionals, 11(3), 37–58. https://doi.org/10.4018/IJHCITP.2020070103 

Chen, I. H., Brown, R., Bowers, B. J., & Chang, W.Y. (2015).Work-to-family conflict as a mediator of the relationship 
between job satisfaction and turnover intention. Journal of Advanced Nursing, 71(10), 2350-2363. 
https://doi.org/10.1111/jan.12706 

De Clercq, D., Azeem, M. U., Haq, I. U., & Bouckenooghe, D. (2020). The stress-reducing effect of co-worker support on 
turnover intentions: Moderation by political ineptness and despotic leadership. Journal of Business Research, 
111(January), 12–24. https://doi.org/10.1016/j.jbusres.2020.01.064 

Desrosiers, E. I. (2001). Telework and work attitudes: The relationship between telecommunicating and employee job 
satisfaction, organizational commitment, perceived organizational support, and perceived co-worker support 
(Publication No. 3075655) [Doctoral Dissertation, Purdue University]. ProQuest Dissertations & Theses Global. 

Dewanto, A. & Wardhani, V. (2018). Nurse turnover and perceived causes and consequences: a preliminary study at private 
hospitals in Indonesia. BMC Nursing, 17 (2), 52-65. https://doi.org/10.1186/s12912-018-0317-
8://doi.org/10.1111/jocn.15046 

 Directorate General of Nursing and Midwifery (2020, February 05). Monthly Manpower Reports. Retrieved October 22, 
2021, from http://dgnm.gov.bd/site/page/ba28bb72-0244-4ddd-8f95-194865a9e380/- 

Dwivedi, S. (2015). Employee turnover intention: Scale construction & validation. The Indian Journal of Industrial 
Relations, 50(3), 452-468.  
https://www.jstor.org/stable/24549107 

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational support. Journal of Applied 
Psychology, 71(3), 500-507. https://doi.org/10.1037/0021-9010.71.3.500 

Eisenberger, R., Rockstuhl, T., Shoss, M. K., Wen, X., & Dulebohn, J. (2019). Is the employee-organization relationship 
dying or thriving? A temporal meta-analysis. Journal of Applied Psychology, 104(8), 1036-1057. 
https://doi.org/10.1037/ap10000390 

http://creativecommons.org/licenses/by/4.0/legalcode
https://dx.doi.org/10.1108/JMP-10-2013-0337
https://doi.org/10.1111/jan.12706
https://www.jstor.org/stable/24549107


The Asian Journal of Professional and Business Studies. Vol X4, Eds 1 
e-ISSN: 2716-666X 

 
 

 
Copyright: © 2023 The Author(s) 
Published by Kolej Universiti Poly-Tech MARA Kuala Lumpur 
This article is published under the Creative Commons Attribute (CC BY 4.0) license. Anyone may reproduce, distribute, translate and create dericative 
works of this article (for both commercial and non-commercial purposes), subject to full attribution to the original publication and authors. The full terms 
of this license may be seen at: http://creativecommons.org/licenses/by/4.0/legalcode 

 
8 

 

Engelbrecht, A., & Samuel, O. M. (2019). The effect of transformational leadership on intention to quit through perceived 
organisational support, organisational justice and trust. South African Journal of Economic and Management 
Sciences, 22(1), 1–8. https://doi.org/10.4102/sajems.v22i1.2338 

Gebregkziabher, D., Berhanie, E., Berihu, H., Belstie, A., & Teklay, G. (2020). The relationship between job satisfaction 
and turnover intention among nurses in Axum comprehensive and specialized hospital Tigray, Ethiopia. BMC 
Nursing, 19(1), 1–9. https://doi.org/10.1186/s12912-020-00468-0 

Ghislieri, C., Gatti, P., Molino, M., & Cortese, C. G. (2017). Work-family conflict and enrichment in nurses: between job 
demands, perceived organisational support and work-family backlash. Journal of Nursing Management, 25(1), 65–
75. https://doi.org/10.1111/jonm.12442 

Ghosh, P., Goel, G., Dutta, T., & Singh, R. (2019). Turnover intention among liquid knowledge workers: a study of Indian 
insurance professionals. Journal of Global Operations and Strategic Sourcing, 12(2), 288–309. 
https://doi.org/10.1108/JGOSS-10-2017-0040 

Glavelia, N., Karassavidoua, E., & Zafiropoulos, K. (2013). Relationships among three facets of family-supportive work 
environments, work-family conflict and job satisfaction: A research in Greece. The International Journal of Human 
Resource Management, 24(3), 3757–3771 https://doi.org/10 1080/09585192 2013 778317 

Grandey, A. A., & Cropanzano, R. (1999). The conservation of resources model applied to work-family conflict and strain. 
Journal of Vocational Behavior, 54(2), 350-370. https://doi.org/10.1006/jvbe.1998.1666 

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of Conflict Between Work and Family Roles. Academy of Management 
Review, 10(1), 76–88. https://doi.org/10.5465/amr.1985.4277352 

Gupta, V. (2019). Talent management dimensions and their relationship with retention of Generation-Y employees in the 
hospitality industry. International Journal of Contemporary Hospitality Management, 31(10), 4150-
4169. https://doi.org/10.1108/IJCHM-10-2018-0859 

Hammer, L. B., Bauer, T. N., & Grandey, A. A. (2003). Work-family conflict and work-related withdrawal behaviors. 
Journal of Business and Psychology, 17(3), 419–436. https://doi.org/10.1023/A:1022820609967 

Herachwati, N., Sulistiawan, J., Alfrdaus, Z., & Mario Gonzales, B. N. (2018). The effects of perceived organizational 
support and social comparison on work attitudes. Problems and Perspectives in Management, 16(1), 12–21. 
https://doi.org/10.21511/ppm.16(1).2018.02 

 Hobfoll, S. E. (1989). Conservation of resources: a new attempt at conceptualizing stress. American Psychologist, 44(3), 
513-524. https://doi.org/10.1037//0003-066x.44.3.513 

Hobfoll, S. E. (1998). Stress, Culture, and Community: The Psychology and Philosophy of Stress (1998th ed.). Springer. 

Hobfoll, S. E., & Shirom, A. (1993). Stress and burnout in the workplace: Conservation of resources. In R. T. Golembiewski 
(Ed.), Handbook of organization behavior (pp. 41–60). Marcel Dekker. 

Hom, P. W., Lee, T. W., Shaw, J. D., & Hausknecht, J. P. (2017). One hundred years of employee turnover theory and 
research. Journal of Applied Psychology, 102(3), 530–545. https://doi.org/10.1037/apl0000103 

Huang, X., Li, Z., & Wan, Q. (2019). From organizational justice to turnover intention among community nurses: A 
mediating model. Journal of Clinical Nursing, 28(21–22), 3957–3965. https://doi.org/10.1111/jocn.15031 

 Huang, T. L., Wong, M. K., Shyu, Y. I. L., Ho, L. H., Yeh, J. R., & Teng, C. I. (2021). Reducing turnover intention to 
improve care outcome: A two-wave study. Journal of Advanced Nursing, 77(7), 3083–3092. 
https://doi.org/10.1111/jan.14831 

http://creativecommons.org/licenses/by/4.0/legalcode
https://doi.org/10.1186/s12912-020-00468-0
https://doi.org/10.1108/JGOSS-10-2017-0040
https://doi.org/10.1006/jvbe.1998.1666
https://doi.org/10.5465/amr.1985.4277352
https://www.emerald.com/insight/search?q=Vikas%20Gupta
https://www.emerald.com/insight/publication/issn/0959-6119
https://doi.org/10.1108/IJCHM-10-2018-0859
https://doi.org/10.1037/0003-066x.44.3.513
https://doi.org/10.1111/jan.14831


The Asian Journal of Professional and Business Studies. Vol X4, Eds 1 
e-ISSN: 2716-666X 

 
 

 
Copyright: © 2023 The Author(s) 
Published by Kolej Universiti Poly-Tech MARA Kuala Lumpur 
This article is published under the Creative Commons Attribute (CC BY 4.0) license. Anyone may reproduce, distribute, translate and create dericative 
works of this article (for both commercial and non-commercial purposes), subject to full attribution to the original publication and authors. The full terms 
of this license may be seen at: http://creativecommons.org/licenses/by/4.0/legalcode 

 
9 

 

Hussain, I. (2008). Problems of Working Women in Karachi, Pakistan (New Ed.). Cambridge Scholars Publishing. 

Ilyas, A., Khan, A. H., Zaid, F., Ali, M., Razzaq, A., & Khan, W. A. (2020). Turnover intention of employees, supervisor 
support, and open innovation: The role of illegitimate tasks. Journal of Open Innovation: Technology, Market, and 
Complexity, 6(4), 1–12. https://doi.org/10.3390/joitmc6040128 

Jabeen, F., Al-Hashmi, M., & Mishra, V. (2020). Should I stay or Should I go? The antecedents of turnover intention among 
police personnel. Safer Communities, 19(1), 1-14. https://doi.org/10.1108/SC-05-2019-0013 

Jansen, N. W. H., Kant, I. K., Kristensen, T. S., & Nijhuis, F. J. N. (2003). Antecedents and consequences of work-family 
conflict: a prospective cohort study. Journal of Occupational and Environmental Medicine, 45(5), 479–491. 
https://doi.org/10.1097/01.jom.0000063626.37065.e8 

Joarder, T., Parvage, M. A., Rawal, L. B., & Ahmed, S. M. (2021). A Policy Analysis Regarding Education, Career, and 
Governance of the Nurses in Bangladesh: A Qualitative Exploration. Policy, Politics, and Nursing Practice, 22(2), 
114–125. https://doi.org/10.1177/1527154420988003 

Jones-Carmack, J. (2019). Motivation to Lead: Preparing Leaders of the Future through an Understanding of Role 
Ambiguity and Perceived Organizational Support. Journal of Leadership Studies, 13(2), 6–22. 
https://doi.org/10.1002/jls.21641 

 Kabir, H.,  Chowdhury, S. R., Tonmon, T. T., Roy, A. K., Akter, S., Bhuya, M. T. R., Lukman, H., Chowdhury, S. A., & 
Sanjoy, S. (2022). Workplace violence and turnover intention among the Baangladeshi female nurses after a year of 
pandemic: An exploratory cross-sectional study. PLOS Global Public Health, 2(4), 1-19. 
https://doi.org/10.1371/journal.pgph.0000187 

Kahn, R. L., Wolfe, D. M., Quinn, R. P., Snoek, J. D., & Rosenthal, R. A. (1964). Organizational stress: Studies in role 
conflict and ambiguity (1st ed.). John Wiley & Sons. 

Karatepe, O. M., & Kilic, H. (2007). Relationships of supervisor support and conflicts in the work-family interface with the 
selected job outcomes of frontline employees. Tourism  Management, 28(1), 238–252. 
https://doi.org/10.1016/j.tourman.2005.12.019 

Karatepe, O. M., & Uludag, O. (2008). Supervisor support, work-family conflict, and satisfaction outcomes: An empirical 
study in the hotel industry. Journal of Human Resources in Hospitality and Tourism, 7(2), 115–134. 
https://doi.org/10.1080/15332840802156824 

Karatepe, O. M. & Olugbade, O. A. (2017). The effects of work social support and career adaptability on career satisfaction 
and turnover intentions. Journal of Management & Organization, 23(3), 337–355. 
https://doi.org/10.1017/jmo.2016.12 

Kim, M. O., Coiera, E. & Magrabi, F (2017). Problems with health information technology and their effects on care delivery 
and patient outcomes: A systematic review. Journal of American Medical Informatics Association, 24(2), 246-250. 
https://doi.org/10.1093/jamia/ocw154 

Kim, D., Moon, C. W., & Shin, J. (2018). Linkages between empowering leadership and subjective well-being and work 
performance via perceived organizational and co-worker support. Leadership and Organization Development 
Journal, 39(7), 844–858. https://doi.org/10.1108/LODJ-06-2017-0173 

Kim, H., & Qu, H. (2020). The mediating roles of gratitude and obligation to link employees’ social exchange relationships 
and prosocial behavior. International Journal of Contemporary Hospitality Management, 32(2), 644–664. 
https://doi.org/10.1108/IJCHM-04-2019-0373 

Labrague, L. J. (2020). Organizational and professional turnover intention among nurse managers: A cross-sectional study. 

http://creativecommons.org/licenses/by/4.0/legalcode
https://doi.org/10.1371/journal.pgph.0000187
https://doi.org/10.1016/j.tourman.2005.12.019
https://doi.org/10.1017/jmo.2016.12
https://doi.org/10.1093/jamia/ocw154
https://doi.org/10.1108/LODJ-06-2017-0173


The Asian Journal of Professional and Business Studies. Vol X4, Eds 1 
e-ISSN: 2716-666X 

 
 

 
Copyright: © 2023 The Author(s) 
Published by Kolej Universiti Poly-Tech MARA Kuala Lumpur 
This article is published under the Creative Commons Attribute (CC BY 4.0) license. Anyone may reproduce, distribute, translate and create dericative 
works of this article (for both commercial and non-commercial purposes), subject to full attribution to the original publication and authors. The full terms 
of this license may be seen at: http://creativecommons.org/licenses/by/4.0/legalcode 

 
10 

 

Journal of Nursing Management, 28(6), 1275–1285. https://doi.org/10.1111/jonm.13079 

Ladd, D., & Henry, R. A. (2000). Helping co-workers and helping the organization: The role of support perceptions, 
exchange ideology, and conscientiousness. Journal of Applied Social Psychology, 30(10), 2028–2049. 
https://doi.org/10.1111/j.1559-1816.2000.tb02422.x 

Li, X., Zhang, Y., Yan, D., Wen, F., & Zhang, Y. (2020). Nurses’ intention to stay: The impact of perceived organizational 
support, job control and job satisfaction. Journal of Advanced Nursing, 76(5), 1141–1150. 
https://doi.org/10.1111/jan.14305 

Li, X., Zhang, Y., Yan, D., Wen, F., & Zhang, Y. (2020). Nurses’ intention to stay: The impact of perceived organizational 
support, job control and job satisfaction. Journal of Advanced Nursing, 76(5), 1141–1150. 
https://doi.org/10.1111/jan.14305 

Liu, J., & Liu, Y. H. (2016). Perceived organizational support and intention to remain: The mediating roles of career success 
and self-esteem. International Journal of Nursing Practice, 22(2), 205–214. https://doi. org/10.1111/ijn.12416 

Loi, R., Hang-yue, N. & Foley, S., (2006). Linking employees’ justice perceptions to organisational commitment and 
intention to leave: The mediating role of perceived organisational support. Journal of Occupational and 
Organisational Psychology 79(1), 101–120. https://doi.org/10.1348/096317905X39657 

Maningo-Salinas, M. J. (2010). Relationship between moral distress, perceived organizational support and intent to 
turnover among oncology nurses (Publication No. 3433164) [Doctoral Dissertation, Capella University]. ProQuest 
Dissertations & Theses Global. 

Mazzetti, G., Guglielmi, D., Chiesa, R. & Mariani, M. G. (2016). Happy employees in a resourceful workplace: just a direct 
relationship? A study on the mediational role of psychological capital. Career Development International, 21(7), 682-
696. https://doi.org/10.1108/CDI-03-2016-0035 

Moore, R. S. (2021). Factors influencing Turnover Intentions: A correlational study among frontline healthcare workers 
[Unpublished doctoral dissertation]. Grand Canyon University. 

Nazir, S., Shafi, A., Qun, W., Nazir, N. & Tran, Q. D. (2016). Influence of organizational rewards on organizational 
commitment and turnover intentions. Employee Relations, 38(4), 596-619. https://doi.org/10.1108/ER-12-2014-0150 

Nikkhah-Farkhani, Z., & Piotrowski, A. (2020). Nurses' turnover intention: A comparative study between Iran and Poland. 
Medycyna Pracy, 71(4), 413-420. https://doi.org/10.13075/mp.5893.00950 

Nooney, J. G., Unruh, L., & Yore, M. M. (2010). Should I stay or should I go? Career change and labor force separation 
among registered nurses in the US. Social Science & Medicine, 70(12), 1874–1881. 
https://doi.org/10.1016/j.socscimed.2010.02.037 

Noor, S., & Maad, N. (2009). Examining the Relationship between Work-Life Conflict, Stress and Turnover Intentions 
among Marketing Executives in Pakistan. International Journal of Business and Management, 3(11), 93–102. 
https://doi.org/10.5539/ijbm.v3n11p93 

Parker, S. K., Johnson, A., Collins, C., & Nguyen, H. (2013). Making the most of structural support: Moderating influence 
of employees’ clarity and negative affect. Academy of Management Journal, 56(3), 867–892. 
https://doi.org/10.5465/amj.2010.0927 

 Pinna, R., De Simone, S., Cicotto, G., & Malik, A. (2020). Beyond organizational support: Exploring the supportive role 
of co-workers and supervisors in a multi-actor service ecosystem. Journal of Business Research, 121(February), 524–
534. https://doi.org/10.1016/j.jbusres.2020.02.022 

http://creativecommons.org/licenses/by/4.0/legalcode
https://doi.org/10.1111/jan.14305
https://doi.org/10.1348/096317905X39657
https://www.emerald.com/insight/search?q=Greta%20Mazzetti
https://www.emerald.com/insight/search?q=Dina%20Guglielmi
https://www.emerald.com/insight/search?q=Rita%20Chiesa
https://www.emerald.com/insight/search?q=Marco%20Giovanni%20Mariani
https://www.emerald.com/insight/publication/issn/1362-0436
https://doi.org/10.1108/CDI-03-2016-0035
https://www.emerald.com/insight/search?q=Sajjad%20Nazir
https://www.emerald.com/insight/search?q=Amina%20Shafi
https://www.emerald.com/insight/search?q=Wang%20Qun
https://www.emerald.com/insight/search?q=Nadia%20Nazir
https://www.emerald.com/insight/search?q=Quang%20Dung%20Tran
https://www.emerald.com/insight/publication/issn/0142-5455
https://doi.org/10.1108/ER-12-2014-0150
https://doi.org/10.13075/mp.5893.00950
https://doi.org/10.1016/j.socscimed.2010.02.037


The Asian Journal of Professional and Business Studies. Vol X4, Eds 1 
e-ISSN: 2716-666X 

 
 

 
Copyright: © 2023 The Author(s) 
Published by Kolej Universiti Poly-Tech MARA Kuala Lumpur 
This article is published under the Creative Commons Attribute (CC BY 4.0) license. Anyone may reproduce, distribute, translate and create dericative 
works of this article (for both commercial and non-commercial purposes), subject to full attribution to the original publication and authors. The full terms 
of this license may be seen at: http://creativecommons.org/licenses/by/4.0/legalcode 

 
11 

 

Rasheed, M., Iqbal, S., & Mustafa, F. (2018). Work-family conflict and female employees’ turnover intentions. Gender in 
Management, 33(8), 636–653. https://doi.org/10.1108/GM-09-2017-0112 

Rathi, N. & Lee, K. (2017). Understanding the role of supervisor support in retaining employees and enhancing their 
satisfaction with life. Personnel Review. 46(8), 1605-1619. https://doi.org/10.1108/PR-11-2015-0287 

Rawashdeh, A. M., & Tamimi, S. A. (2020). The impact of employee perceptions of training on organizational commitment 
and turnover intention: An empirical study of nurses in Jordanian hospitals. European Journal of Training and 
Development, 44(2–3), 191–207. https://doi.org/10.1108/EJTD-07-2019-0112 

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the literature. Journal of Applied 
Psychology, 87(4), 698–714. https://doi.org/10.1037/0021-9010.87.4.698 

Shen-Miller, D., & Smiler, A. P. (2015). Men in Female-Dominated Vocations: a Rationale for Academic Study and 
Introduction to the Special Issue. Sex Roles, 72(7–8), 269–276. https://doi.org/10.1007/s11199-015-0471-3 

 Shin, S., Park, J. H., & Bae, S. H. (2019). Nurse staffing and hospital-acquired conditions: A systematic review. Journal 
of Clinical Nursing, 28(23–24), 4264–4275. https://doi.org/10.1111/jocn.15046 

Siddiqui, K. (2020, May 2). Bangladesh suffers from 76 percent shortage of nurses. The Business Standard. 
https://tbsnews.net/bangladesh/health/bangladesh-suffers-76-percent-shortage-nurses-76387 

Singh, R., Zhang, Y., Wan, M. (Maggie), & Fouad, N. A. (2018). Why do women engineers leave the engineering 
profession? The roles of work-family conflict, occupational commitment, and perceived organizational support. 
Human Resource Management, 57(4), 901–914. https://doi.org/10.1002/hrm.21900 

Singh, B., Selvarajan, T. T., & Solansky, S. T. (2019). Co-worker influence on employee performance: a conservation of 
resources perspective. Journal of Managerial Psychology, 34(8), 587–600. https://doi.org/10.1108/JMP-09-2018-
0392 

 Tews, M. J., Michel, J. W., & Ellingson, J. E. (2013). The Impact of Co-worker Support on Employee Turnover in the 
Hospitality Industry. Group and Organization Management, 38(5), 630–653. 
https://doi.org/10.1177/1059601113503039 

Williams, J. C., Berdahl, J. L., & Vandello, J. A. (2016). Beyond work-life "Integration." Annual Review of Psychology, 
67(1), 515–539. https://doi.org/10.1146/annurev-psych-122414-033710 

Wong, Y., & Wong, Y. (2017). The effects of perceived organizational support and affective commitment on turnover 
intention: A test of two competing models. Journal of Chinese Human Resource Management, 8(1), 2-21, 
https://doi.org/10.1108/JCHRM-01-2017-0001 

Yildirim, D., & Aycan, Z. (2008). Nurses’ work demands and work-family conflict: A questionnaire survey. International 
Journal of Nursing Studies, 45(9), 1366–1378. https://doi.org/10.1016/j.ijnurstu.2007.10.010 

Yildiz, B., Yildiz, H., & Ayaz Arda, O. (2021). Relationship between work-family conflict and turnover intention in nurses: 
A meta-analytic review. Journal of Advanced Nursing, 77(8), 3317–3330. https://doi.org/10.1111/jan.14846 

Zhang, Y., Rasheed, M. I., & Luqman, A. (2019). Work-family conflict and turnover intentions among Chinese nurses: The 
combined role of job and life satisfaction and perceived supervisor support. Personnel Review, 49(5), 1140-
1156. https://doi.org/10.1108/PR-01-2019-0017 

 

 

http://creativecommons.org/licenses/by/4.0/legalcode
https://doi.org/10.1108/GM-09-2017-0112
https://doi.org/10.1037/0021-9010.87.4.698
https://tbsnews.net/bangladesh/health/bangladesh-suffers-76-percent-shortage-nurses-76387
https://doi.org/10.1177/1059601113503039
https://doi.org/10.1146/annurev-psych-122414-033710
https://www.emerald.com/insight/search?q=Yue%20Zhang
https://www.emerald.com/insight/search?q=Muhammad%20Imran%20Rasheed
https://www.emerald.com/insight/search?q=Adeel%20Luqman
https://www.emerald.com/insight/publication/issn/0048-3486
https://doi.org/10.1108/PR-01-2019-0017


The Asian Journal of Professional and Business Studies. Vol X4, Eds 1 
e-ISSN: 2716-666X 

 
 

 
Copyright: © 2023 The Author(s) 
Published by Kolej Universiti Poly-Tech MARA Kuala Lumpur 
This article is published under the Creative Commons Attribute (CC BY 4.0) license. Anyone may reproduce, distribute, translate and create dericative 
works of this article (for both commercial and non-commercial purposes), subject to full attribution to the original publication and authors. The full terms 
of this license may be seen at: http://creativecommons.org/licenses/by/4.0/legalcode 

 
12 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://creativecommons.org/licenses/by/4.0/legalcode

	1.0 INTRODUCTION
	2.0 LITERATURE REVIEW
	2.1 TURNOVER INTENTION
	2.2 PERCEIVED ORGANIZATIONAL SUPPORT
	2.3 PERCEIVED CO-WORKER SUPPORT
	2.4 WORK-FAMILY CONFLICT
	2.5 PERCEIVED ORGANISATIONAL SUPPORT AND TURNOVER INTENTION

	2.6      PERCEIVED CO-WORKER SUPPORT AND TURNOVER INTENTION
	2.7        WORK-FAMILY CONFLICT AS A MEDIATOR
	2.8     RESEARCH FRAMEWORK

	3      CONCLUSION
	REFERENCE

