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Abstract

A cross-sectional study aimed to investigate the role of motivation and work
environment in the turnover intentions of bank officers. It was hypothesized that
motivation and work environment would predict turnover intentions while the work
environment would moderate the relationship between motivation and turnover
intentions. The results revealed that extrinsic motivation negatively predicted
turnover intentions while work environment moderated the relationship of both
types of motivations with turnover intentions. This study is significant for the
policymakers to recognize the role of motivation in employees so that turnover
intentions can be reduced in a better way.
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Day by day, business environments have turned into highly proficient and
competitive workspaces, making the recruitment of well qualified and skilled
employees a major differentiating factor for most of the organizations. That“s why
the human resource management has historically considered the management of
human capital a critical resource, where among other factors; the motivation level
of the employees (Muhammad 1984, 17), as well as the nature of their work
environment (Eliot 2000, 153; Root and Steward 2004, 455), plays a crucial role in
relation to the turnover intentions in employees .Although, the employee motivation
and turnover have always been an important issue for many national and
international organizations (Michael 1987, 382) workplace environment as a
moderator between motivation and turnover intention had not been studied earlier.
That™s why the present study was designed to fill this gap of in research literature,
which will also facilitate the future researchers interested in studying employee
motivation, work environment and turnover intentions, specifically in the context of
the Pakistani banking sector.

Motivation is something almost everyone experiences and is concerned about, to an
extent. That™s why the research suggests that individuals work best when they feel
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motivated, which highlights the importance of this construct in the business field
(Adedeji, Adosede and Carrel 2018, 113) Motivation not only encapsulates all
aspects of human behaviour and action but also their intention to act. It strengthens
and sustains work behaviour over time (Edward and Richard).2008, 113, Edward
and Richard 2000, 182). It has been observed that effective managers bring in a
highly motivated workforce. And a basic task for the managers of both small and
large scale organizations is to actively encourage the employees to deliver a high-
level performance (Emmanuel 2012, 147; Erisin 2018,

909). There are two drives of motivation. The first drive, extrinsic motivation, can
be defined as the drive to pursue rewards and escape punishments from the settings.
The second drive, intrinsic motivation, states that it is mere satisfaction of
performing any task (Rob 2000, 303; Kumar 2011, 13). A person with intrinsic
motivation solely does his/her job for enjoyment and satisfaction. These are the
individuals who have the propensity to be involved in their jobs as they do their
work willingly while aiming for the best results. And during the process, they
continue to expand their capacities and competencies (Andrew 1985). According to
Self-determination Theory (SDT) of human motivation that explores motivation
across diverse demographics including gender, culture, age, and socioeconomic
status, states that what strengthens people”s behavior and directs them towards
taking action are their psychological process of perceptions, cognitions, emotions,
and needs as they are the predictors of governing, behavioral, developmental, and
experiential outcomes (Jermey 2014, 10; Edward 1972, 113). Edward and Richard
2008, 182 discussed that an understanding work environment contents the central
psychological needs of competence, autonomy, and relatedness as already
suggested by SDT (Edward Deci Paul and Richard 1989, 580). It*s because of such
a satisfactory work environment that affects employees™ intrinsic motivation which
in turn, increases their organizational citizenship behaviors. The interpersonal styles
supported by autonomy have also been revealed to improve the intrinsic motivation
as well as positive work-related outcomes like as subordinates™ perceptions, affects,
and satisfactions (lyan Gold and Edward 2012, 890; Claude Sarah-Genevieve
Mireille and Stephanie 2017, 454). Patricia Andrew Tix and Kenneth 2014,
115defined the work environment as the setting in which people work which
include a variety of attributes including physical settings, job profile, workplace
culture and market conditions. Each of these aspects is inter- linked and affects the
overall performance and efficiency of the employees.

The quality of the employees™ workplace environment has been found to be the
most crucial point to affect their level of motivation and subsequently their
performance. The environment is variable as a person can manipulate for his or her
survival. The wrongful manipulations lead to hazards that make the settings
precarious and can obstruct the efficiency of the worker. That™s why the workplace
environment must include all those factors which can enable better work
performance (Harlow Harlow Meyer 1950, 228). There is an overwhelming

amount of research literature which clearly states that workplace gratification and

productivity is highly associated with some specific office which includes proper

illumination, ventilation, access to natural light and windows and sound control
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(Nazarul-Islam Nafiz-ur-Rehman, Labib and Nowshim 2019, 321; Martin 2005,
173; Wajeh Affan Ahmad, Rafagat and Muhammad 2015, 11; Muhammad 1984,
17; Pierre Timothy George and Gerry 2009, 749). Whenever we think of the
dynamics of professional workplace environments, we can“t ignore the decisive
role of turnover intentions play in the management of employees. Larsen Jeffrey
Deal Kweon and Tyler 1977, 273 defined it as the proportion of the employees in
an organization who have left it during a stipulated time, divided by the average
number of employees working there for the same time. In other words, it can also
be regarded as a propensity of the employee to leave his or her job (Root and
Steward 2004, 448; James 2017, 133; Andrew 2010, 253). The initial reasons for
these intentions can be associated with frustration the employees experience due to
a decrease in budget, suspension in new hiring, abrupt terminations, and a dearth of
funding and absence of future opportunities (Donald Milton Mark Glencross and
Michael 2000, 219).

A review of the literature on turnover intention further suggests that there
is a lack of uniformity of framework to investigate it as it encompasses a wide
spectrum of causal factors including the nature of communication taking place at
work, the workplace politics, the behavior of co-workers as well as the supervisor
(Eliot 2000, 157), the hostile working conditions, lack of training and ineffective
leadership (Nitin Boris and Linda 2008, 78). More recently, it was argued if banks
desire to reduce this trend then they should aim for an optimal rate of turnover
instead of a lowest possible rate, which will enable it to incur retention cost like
more financial and workplace benefits like introducing a standard for quality of
work-life as well as development programs(OginniOluwayemiDunmadeOlaniyi and
Ogunwole 2018, 221).

While investigating the factors responsible for turnover intentions in
Bangladeshi banking employees, financial benefits, nature of workplace
environment, performance appraisal and career development constitutes those
factors that play a pivotal role in turnover intentions(ObinguOsinbanjo Peter and
Hella 2014, 66; Ovadje 2009, 69). It was also postulated that the effect of
motivation on the turnover intentions and performance of the employees and
concluded that motivation has a significant impact on both variables (King and
Hallow 2009, 107). Likewise, Luke 2004, 216 also worked on Motivation Strategies
and Employee Turnover Intentions among Commercial Banks in Naivasha, Kenya.
The specific objectives were to examine the effect of compensation approaches,
career growth opportunities, and working conditions set up on employee turnover
intentions and the findings unveiled the effects of motivation strategies on
employee turnover intentions among commercial banks. Also, while studying
motivational pathways of occupational and organizational turnover intentions in
newly registered nurses in Canada concluded that intrinsic motivation negatively
predicted turnover intentions while extrinsic motivation positively predicted
turnover intentions (Munawar Kamal and Nadeem2016, 620).

Moreover, Richard Richard and Debra 2004, 381 concluded from research
conducted with Pakistani bankers and found a positive relationship between job
stress turnover intentions with job satisfaction mediating both the variables. Also,
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another research conducted in the Nigerian banking industry and concluded that
salary and promotion are key sources of external motivation which positively
implicate employee retention. Further, while studying the Nigerian service industry
concluded the work environment, job satisfaction, and turnover intentions have a
strong relationship with each other (Ali 2004, 174). Similarly, Hussain, Siddique,
Richard, and Edward 2000, 58 conducted research to probe causal factors and
effects of turnover in both public and private banks and shared that employee
turnover intention significantly correlated with trust relationship (work
environment), job security (extrinsic motivation), organizational commitment and
job stress. Also, the exploratory research work by Johnson (2018)resulted in the
deduction of three themes through analysis, namely employee compensation, open
communication, and opportunities for growth and development which constitutes
work environment, which proved to have a strong association with turnover
intentions. Hence, it is clear by now that management of employees over turnover
intentions is crucial for any organization, with motivation playing a critical part in
either increasing or decreasing the employees™ performance, in both public and
private sector settings. This means that if motivated enough, the employees will
perform well with fewer turnover intentions as it depicts their satisfaction with their
jobs(Richard and Edward 2000, 68; Obrien 2008, 133; Jennifer and Guy 2000,
222).

Hypotheses
Accordingly, the relevant hypotheses were developed and are given below:

There is likely to be a negative relationship of motivation (intrinsic and
extrinsic) with turnover intentions.

A good work environment is likely to be related to fewer turnover intentions.

Motivation (intrinsic and extrinsic) is likely to be a predictor of turnover
intentions.

The work environment is likely to moderate the relationship between
motivation and turnover intentions.

Method

Sample

The sample comprised of employees (N = 135). Both male and female employees
within the age limit 30-50 years having a minimum of 3 years of service were the
part of this research. Data were drawn from different branches of private banks in
Lahore through non-probability convenience sampling technique. Employees
working on a contract basis or having any physical disability were excluded from
the study.
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Measures

The following assessment measures were used in the study.Demographics. A
demographic information questionnaire was used to get information about age,
gender, education, designation, working experience on the current job, and overall
working experience.

Workplace environment. The workplace environment was measured with 16 items,
developed by Emmanuel 2012, 145. There are 2 subscales of this scale i.e.,
»Workspace™ and ,,Communication™. All items are measured using a four-point
Likert scale ranging from 1“strongly agree” to 4 “strongly disagree”. Cronbachs
alpha reliability of the scale is .8.

Workplace extrinsic and intrinsic motivation scale (WEIMS). The workplace
extrinsic and intrinsic motivation scale was developed by Maxime Celine Sara and
Luc 2009, 220. There are 18 items on this scale. Participants responded to items
using a 7-point Likert scale from 1 (entirely disagree) to 7(entirely agree). Internal
consistency values of .87 and .72 were obtained for intrinsic motivation- and
intrinsic motivation, respectively.

Turnover Intention Scale. Turnover Intention Scale was developed by Camman,
Fichman, Jenkins, and Kleshin1979. There are 3 items of this scale and participants
responded to items using a 7-point Likert scale from 1 (strongly disagree) to
7(strongly agree). The reliability analysis showed an alpha coefficient of .65
(Camman et al, 1979), while for this study it was .84.

Procedure

After availing the permission, administered authorities were contacted through the
authority letters granted by the Institute of Applied Psychology, University of the
Punjab, Lahore. The respondents were selected according to the inclusion and
exclusion criteria. Questionnaires were administered face to face. Written informed
consent was sought from all respondents and they were clarified about the goals and
purpose of the research. They had the right to withdraw from the research at any
point and it was ascertained that the information would be kept confidential and
anonymous, and would not be used for any commercial purposes other than
academic research and publications. All the queries of the participants were
responded. It took 15-20 minutes of the participants to fill the questionnaires. After
the administration, participants were humbly thanked for their participation. The
response rate was 87%. Data were analyzed using SPSS and results were reported
accurately.

Ethical Considerations

Ethical considerations for the study are as follows:
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e Prior permission for the usage of assessment measures was sought from the
respective authors.

« Informed consent was taken from the concerned participants.

e The anonymity of the participants and confidentiality of the data was
maintained.

+  Participants of the study were given the right to withdraw at any point of time
in the research.

Results

Bivariate correlations were calculated to see the relationship between two types of
motivation, i.e., intrinsic and extrinsic, and work environment with turnover
intensions in bank employees of private banks. The result revealed that both
intrinsic and extrinsic motivations are negatively related to turnover intentions (r = -
.17 and r = -.27 respectively, p < .05) while work environment is positively related
to turnover intentions (r = .18, p < .05). To understand the predictive role of
intrinsic and extrinsic motivation along with the moderating role of the work
environment in turnover intentions, hierarchical regression analysis was conducted

First, to avoid multi-collinearity among variable centration of variables
was done. Errors were assumed as independent as the value of Durbin Watson was
1.93. Multicollinearity was also checked. For the current model, the values of VIF
were less than 10 (1.08 to 2.54) and tolerance was above .2 (.39 to .93). Therefore,
it can be concluded that there is no multicollinearity within data.

The work environment was entered in blockl. Intrinsic and extrinsic work
motivations were entered in block 2 and two products of intrinsic and extrinsic
motivations with work environment were entered in block 3 as interaction terms.
Unstandardized regression weights have been reported for all variables

Table 1

Hierarchical Regression Predicting Turnover Intentions from Work Motivations and
Work Environment (N=135).

Predictors Step 1 Step 11 Step 111 M (SD)
Constant 4.05 7.58 -4.73
1. Work environment 0.07 0.05 0.44 31.73 (4.70)
2.Intrinsi tivati 0.05 1.00
ntrinsic motivation 42.13 (6.05
3. Extrinsic motivation - -1.15
0.17** 28.73 (4.33)
4.Intrinsic motivation X Work -0.03**
environment
5.Extrinsic motivation X Work 0.03*
anvirnnmant
R .03 10** 5%

2
A .03 5.%7** .05*
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Findings from hierarchical regression analysis showed that 15% variance in
turnover intension was explained by the model, with F (5, 129) = 78.48, p <.01. The
work environment alone explained 3% variance. When two types of work
motivation were added in the second block, they additionally explained 7%
variance, while, interaction terms in the third block explained 5% variance.
Interpreting the main effect from block 2, it is clear that only extrinsic motivation
negatively predicted turnover intentions. Results regarding moderation from the
third block show that the work environment moderated the relationship between
both types of motivation and turnover intentions.

To further explore how the work environment moderated the said
relationships, simple slope analyses (Dawson & Richter, 2014) were conducted for
extrinsic and intrinsic motivations separately. Figure 1 shows that with high
intrinsic motivation bankers had fewer turnover intentions if they worked in a better
work environment (B = -0.10, p < .001), but if they worked in a poor environment
the same intrinsic motivations lead to more turnover intentions (B

=0.19, p< .001)

Figure 1. Intrinsic motivation predicting turnover intensions at two levels
of work environment
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Figure 2. Extrinsic motivation predicting turnover intensions at two levels of work
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As can be seen in figure 2, bankers with a high level of extrinsic motivation had
fewer turnover intentions whether they perceive high of their work environment or
low of their work environment. However, this relationship is stronger for poor work
(B =-.31 p <.001) environment than for a better work environment (B = -.02, p <
.001).

Overall, it is concluded that for bankers in the private sector extrinsic motivation is
a main driving force that helps to reduce their turnover intentions irrespective of the
work environment. Intrinsic motivation is also helpful but only where bankers
perceive high of their work environment. In the case of a poor work environment,
intrinsic motivation, in contrast, leads to more turnover intentions.

Discussion

As per our first hypothesis, the results showed that there was a negative relationship
between motivation (both intrinsic and extrinsic) and turnover intentions in bank
employees. Similar results were generated by Emmanuel 2012, 147 and Erisin
2018, 909in which it was concluded that if motivated enough, the employees will
perform well with fewer turnover intentions as it depicts their satisfaction with their
jobs. Likewise, Nazrul-Islam, Nafiz-ur-Rehman, Labib, and Nowshim 2019,
321also reported job dissatisfaction in employees resulted in turnover intentions.

Similarly, Andrew Turman Susan, and Carless 2004, 305 hypothesized that
motivation (both intrinsic and extrinsic) would predict turnover intentions in bank
employees. The results of the present study revealed that only extrinsic motivation
was found to be a significant negative predictor of turnover intentions which means
that if an employee wasn“t satisfied with the rewards he/she was getting from
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his/her job, he/she was more likely to have turnover intentions. These results were
similar to the study by Rachid1994, 29 and Jennifer and Guy 2000, 223 which
stated that as the level of motivation (both intrinsic and extrinsic) increased, the
turnover intentions decreased and vice versa.

Also, it was hypothesized that a good work environment would likely be
related to fewer turnover intentions and results showed a significantly negative
relationship between good work environment and turnover intentions. Similar
results were also found out in several previous research literature (Wajeh, Affan,

Ahmad, Rafagat & Muhammad 2015, 11; Muhammad 1984, 17; Pierre
Timothy George and Gerry 2009, 749). Likewise, Veitch and Gifford 1996, 273
also concluded that the association between motivation and turnover intention
depends largely upon the nature of work environments.

Last, although the work environment was found to be a moderator between
both types of motivations (i.e. intrinsic and extrinsic) and turnover intentions the
results further showed that a good work environment didn“t predict lesser turnover
intentions in bank employees. This means that while extrinsic motivation,
irrespective of their work environment, seemed to be a main driving force behind
reducing their turnover intensions; intrinsic motivation was found to be reducing
turnover intentions only in the case of a good work environment. This suggests that
for the bank employees extrinsic motivation was far more crucial than intrinsic
motivation concerning turnover intentions, as the later one was conditional to a
good work environment. However, this needs to be further explored empirically It
is also important to explore and identify the specific intrinsic and extrinsic
motivation factors and characteristics that the employees generally find pertinent to
reduce turnover intentions, in the future.

Conclusions

In a nutshell, it can be said that employees would have low turnover
intentions if their level of motivation is high as well as if they experience a good
and satisfactory work environment thus becoming an overall effective workforce
with optimal productivity. Limitations and Suggestions. As it happens with all
empirical researches, this study is not beyond some limitations. The sample was not
equally distributed along with the gender, was taken only from bankers of only one
city, thus compromising its broad generalizations. Also, as being cross-sectional
research, the causal relationships were not explored which might have studied the
variables from another perspective. Because of these limitations, future researches
may equally distribute samples, including all relevant demographics, with diverse
workplaces other than banks may explore the causal relationship among the
variables. The study can also explore the specific factors that constitute the intrinsic
and extrinsic motivation relevant to turnover intentions in employees.

Implications

The present research is significant for the policymakers to recognize the
crucial role, the motivation plays in tackling the issue of employees™ turnover
intentions employees in a better and thoughtful manner. It will also enable to fill the
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gap between the already existing body of knowledge on the study variables and the
unexplored related areas of investigation like what this research just did by
espousing the moderating role of the work environment between motivation and
turnover intentions. This line of action and investigation will broaden up the scope
for the study and development of future researches and theoretical framework.

References

Adedeji O. Abosede and CarrelUgwumadu, “Factors Motivating Employee Loyalty and
Employee Retention in Deposit Money Banks in Nigeria. International Journal of
Human Resource Studies8, no. 3 (2018).

Ali A. Shikdar, “Identification of ergonomic issues that affect workers in oilrigs in desert
environments,” International Journal of Occupational Safety and Ergonomics 10, no.
2 (2004): 169-177.

Andrew Chapins. 1995. Workplace and the performance of workers. Ruston: USA.

Andrew Mike, “Visual workplace: How you see performance in the planet and in the office.”
International Journal of Financial Trade 11, no. 3 (2010): 250-260.

Andrew Wigfield, Turman J. Guthrie, Susan Tonks and Carless K. Perencevich, “Children's
motivation for reading: Domain specificity and instructional influences,” The

Journal of Educational Research 97, no. 6 (2004): 299-310.

Claude Fernet, Sarah-Geneviéve Trépanier, Mireille Demers andStéphanie Austin,
Motivational pathways of occupational and organizational turnover intention among
newly registered nurses in Canada,” Nursing Outlook 65, no. 4 (2017): 444-454.

David, Becker F. 1981. Workplace, creating environments in organizations. Praeger
Publishers.

Donald K. Milton, Mark P. Glencross, Michael D. Walters, “Risk of sick leave associated
with outdoor air supply rate, humidification, and occupant complaints,” Indoor Air
10, no. 4 (2000): 212-221.

Edward L. Deci, “Intrinsic motivation, extrinsic reinforcement, and inequity,”

Journal of Personality and Social Psychology 22, no. 1 (1972): 113.

Edward L. Deci and Richard M. Rayan, “Self-determination theory: A macro-theory of
human motivation, development, and health,” Canadian Psychology 49, no. 3
(2008): 182.

Edward L. Deci, Paul J. Connell and Richard M. Rayan, “Self-determination in a work
organization,” Journal of Applied Psychology 74, no 4 (1989): 580.

Eliot J. Moore, “One road to turnover: An examination of work exhaustion in technology
professionals,” Mis Quarterly 11, no. 4 (2000): 141-168.

Emmanuel M. Ajala, “The Influence of Workplace Environment on Workers™ Welfare,
Performance andProductivity: The African Symposium,” Online Journal of the
African Educational Research Network 12, no. 1 (2012): 141-149.

Erisin Arici, “Perceived supervisor support and turnover intention: moderating effect of
authentic leadership,” Leadership & Organization Development Journal 39, no. 7
(2018): 899-913.

Harlow F. Harry, Harlow M. Kuenne, Meyer R. Donald, “Learning motivated by a
manipulation drive,” Journal of Experimental Psychology 40, no. 2 (1950): 228.

lyan C. Farh, Gold M. Seo and Edward P. TEsluk, “Emotional intelligence, teamwork
effectiveness, and job performance: The moderating role of job context,” Journal of
Applied Psychology 97, no. 4 (2012): 890.

56



Motivation, Work Environment and: JRSP, Vol. 57, Issue 3(July-Sept 2020)

James G. Mburu, “Motivation Strategies and Employee Turnover Intentions among
Commercial Banks,” International Journal of Innovative Research and Development
6, no. 10. (2017): 129-141.

Jennifer A. Veitch and Guy R. Newsham, “Exercised control, lighting choices, and energy
use: An office simulation experiment,” Journal of

Environmental Psychology 20, no. 3 (2000): 219-237.

Jermey F. Dawson, “Moderation in management research: What, why, when, and how,”
Journal of Business and Psychology 29, no. 1 (2014): 1-19

King Fite and Hallow D. Pink, “Drive: The Surprising Truth about What Motivates Us,”
Networks: An Online Journal of Teacher Research 12, no. 2 (2009): 99-113.

Kumar Chadrasekar, “Workplace environment and its impact on organizational performance
in public sector organizations,” International Journal of Enterprise Computing and
Business System 1, no. 1 (2011): 1-19

Larsen Larissa, Jeffrey Adam, Deal Brian, KweonByoung-Suk and Tyler Elizbeth, “Plants in
the workplace: The effects of plant density on productivity, attitudes, and
perceptions,” Environment and Behavior 30, no. 3 (1998): 261-281.

Luke S. Peterson, “Toward a theoretical model of employee turnover: A human resource
development perspective,” Human Resource Development Review 3, no. 3 (2004):
209-227.

Martin Humpharies, “Quantifying occupant comfort: Are combined indices of the
Improvement,” Industrial Management and Data Systems 6, no. 4 (2005): 168-177.

Maxime A. Temblay, Celine M. Blanchard, Sara Taylor and Luc Pelletier, “Work Extrinsic
and Intrinsic Motivation Scale: Its Value for Organizational Psychology Research,”
Canadian Journal of Behavioral Sciences 41, no. 4 (2009): 213-226

Michael A. Abelson, “Examination of avoidable and unavoidable turnover,” Journal of
Applied Psychology 72, no. 3 (1987); 382.

Muhammad Jamal, “Job stress and job performance controversy: An empirical assessment,”
Organizational Behavior and Human Performance 33, no. 1 (1984): 1-21.

Munawar H. Pahi, Kamal A. Hamid and Nadeem Khalid, “Save talent of banking sector of
Pakistan: Mediating job satisfaction between job stress and employee turnover
intention,” International Review of Management and Marketing 6, no. 3 (2016):
617-624.

Nazrul Islam, Nafiz-ur-Rehman, Labib Hasnath and Nowshin Khan, “Factors Affecting
Employee's Turnover Intention in Banking Sector of Bangladesh: An Empirical
Analysis,”Global Journal of Management and Business Research 11, no. 2 (2019):
313-331.

Nitin Nohria, Boris Groysberg and Linda-Eling Lee, “Employee motivation: A powerful new
model,” Harvard Business Review 86, no. 8 (2008): 78.

Obrien Sulef.2008. 5 rolimanazZera a jak je profesiondlnézvladnout. Computer Press.

Obingu A. Osinbanjo, Peter O. Salau and HellaFalola (2014), “Modeling the relationship
between motivating factors, employee™ retention, and job satisfaction in the
Nigerian Banking Industry,”Journal of Management Policies and Practice 2, no. 2
(2014): 63-83.

Oginni B. Oluwayemi, Dunmade E. Olaniyi and Ogunwole A. Cecilia, “The Role of
employees work expectations in job satisfaction and labor turnover in the service
industry: A case of selected organizations in Lagos, Ogun and Oyo States, Nigeria,”
World Journal of Business and Management 4, no. 1 (2018): 212-234.

Ovadje, Fitz, “Exploring turnover among middle managers in a non-western context,”
International Journal of Business Research 10, no. 2 (2009): 64-80.

57



Motivation, Work Environment and: JRSP, Vol. 57, Issue 3(July-Sept 2020)

Pierre P. Richard, Timothy Devinney, George Yip and Gerry Johnson, “Measuring
organizational performance: Towards methodological best practice,” Journal of
Management 35, no. 3 (2009): 718-804.

Rachid M. Zeffane, “Understanding employee turnover: The need for a contingency
approach,” International Journal of Manpowerl5, no. 9 (1994): 22-37.

Richard M. Rayan and Edward L. Deci, “Self-determination theory and the facilitation of
intrinsic motivation, social development, and well-being,” American Psychologist
55, no. 1 (2000): 68.

Richard M. Rayan and Edward L. Deci, “Intrinsic and extrinsic motivations: Classic
definitions and new directions,” Contemporary educational psychology25, no. 1
(2000): 54-67.

Richard M. Seers, Richard T. Mowday and Debra L. Shapiro, “The future of work
motivation theory,” Academy of Management Review 29, no. 3 (2004): 379-387.

Rob B. Briner, “Relationships between work environments, psychological environments and
psychological well-being,” Occupational Medicine 50, no. 5(2000): 299-303.

Root Mano-Negrin and Steward S. Tzafrir, “Job search modes and turnover,” Career
Development International 9, no. 5 (2004): 442-458.

Veitch A. Jennifer and Gifford Robert, “Choice, perceived control, and performance
decrements in the physical environment,” Journal of Environmental Psychology 16,
no. 3 (1996): 269-276.

Wajeh S. Hussain, Affan Siddique, Ahmad A. Ali, Rafagat Ali and Muhammad Akbar,
“Causes of Employee Turnover Intention: A Study on Banking Industry of
Pakistan,” Journal of Scholarly Research 1, no. 2 (2015): 6-19.

58



