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Abstract 
This current paper explores the nexus amid human resource management 
practices and employee turnover intentions in private organizations in an 
evolving economy, Ghana. Particularly, the study is centered on the mediat-
ing role of job satisfaction within the relationship between human resource 
management and employee turnover intentions. The study depended solely 
on a survey approach through purposive and simple random sampling tech-
niques. The survey was conducted among the top ten private organizations in 
Ghana via purposive sampling approach whereas the simple random sam-
pling method was used to select 20 respondents from each selected firm. A 
total of 200 questionnaires were administered, of 186 were valid to be used 
representing a response rate of 93%. The application of a path analysis ap-
proach showed that; 1) both HRM practices and job satisfaction have a sig-
nificant negative effect on employee turnover intentions, 2) there is a signifi-
cant positive relationship between HRM practices and job satisfaction, 3) job 
satisfaction efficiently mediates the relationship between HRM practices and 
employee turnover intentions. The results from the analysis statistically 
indicate that leaders in various private organizations must develop a strategy 
by which they can improve management practices to enhance employee job 
satisfaction, which will then reduce or have a negative effect on employee 
turnover intensions. We thus conclude that job satisfaction really matters 
within the affiliation between HRM practices and employee turn intentions. 
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1. Introduction 

Turnover intention is defined as individual movement across the membership 
boundary of an organization [1]. Interestingly unlike actual turnover, turnover 
intent is not explicit. Intentions are a statement about specific behavior of inter-
est. Studies have shown that turnover is one of the most researched phenomena 
in organizational behavior [2]. The broad range of turnover studies is indicative 
of the significance and complexity of the issue. The phenomena attract interest 
due to its psychological dimension, its organizational significance and its eco-
nomic dimension. Thus, it is imperative for HRM managers to understand that 
there are several factors inherent to counter staff intentions or turnover. One 
theory specifies employee’s decision to resign is influenced by two factors which 
include their perceived ease of movement which is referred to as the assessment 
of perceived alternatives and perceived desirability of movement which is influ-
enced for instance by job satisfaction [3]. This describes how balance is struck 
both for the organization and its employees in terms of inducements such as par 
and contributions, work which ensures continued organizational efficiency. In 
general, when inducements are increased by the company, this will lower the 
tendency of the worker to leave and vice versa. At the same time managers 
should be aware of the question whether the decision to leave could have been 
prevented by the organization. This is important for the planning of interven-
tions. It would be realistic to manage this turnover as unavoidable rather than 
spend on theorized preventive measures such as increasing pay. 

Measuring employee turnover is helpful to employers that want to examine 
reasons for turnover or estimate the cost-to-hire for budget purposes. Research 
in the area of turnover is still extremely relevant as the phenomenon is relatively 
complex to understand. Employee behavioral models and many other forms of 
research have been carried out and still a lot more is yet to be understood [4]. 
Human resource management (HRM) infers that workers are assets of the busi-
ness. The impact of Human Resource Management can have a profound nega-
tive effect on the organization. The expectancy theory predicts that one level of 
motivation depends on the attractiveness of the rewards sought and the proba-
bility of obtaining these rewards can hold sway in any current organization ma-
nagements’ objective to achieve high productivity and competitive edge in the 
market place. Employees therefore desire compensation system that perceives as 
being fair and commensurate with skills and expectations. Pay therefore is a 
major consideration in an organization as well as source of recognition and live-
lihood ([1], [3]). [5] characterized HRM practices as a strategic and vital ap-
proach to accomplish, secure, oversee and spur as well as picking up the stead-
fastness of the workers. HRM practices are analyzed as the accessible talent and 
energies of individuals who are accessible to an organization as conceivable 
supporters of the creation and fulfillment of the organization’s mission, vision, 
strategy and objectives [6]. 

Having established the importance of human resource management practices 
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on employee retention, it is important to state that different approaches to hu-
man relations have different results. The relationship between the employer and 
the employee determines the strength of effects on trust, loyalty, satisfaction and 
turnover intention [4]. Employees who feel a part of the firm and whose inputs 
and contributions are considered in the running and decision-making process 
are less likely to quit their jobs and so get engaged over long periods than those 
who feel sidelined by management. Employees whose managers relate with them 
in poor ways, hinders optimum state and performance; resulting in poor job sa-
tisfaction, low personal fulfilment, poor sense of belongingness and others. This 
lack of trust between manager and employee has one possible outcome as lack of 
job satisfaction, hence catalyzing the intention of employee to quit for better al-
ternatives. The role of trust and job satisfaction can therefore not be taken for 
granted by firms in aspiring for the best output for sustainable business. Many 
researchers have carried out studies in the area of employee turnover intentions 
and the effect of human resource management practices with little attention on 
role played by job satisfaction. Job satisfaction is a factor that would induce the 
employee to work in the long term position. Regardless of job satisfaction the 
organization or firm would be confronted with cost of recruitment which caused 
by turnover due to poor management practices. For this reason much attention 
must be paid to job satisfaction when investigating the relationship between 
human resource management practices and employee turnover intentions. This 
study intends to fill the knowledge gap in understanding the effects of human 
resource practices on employee turnover intentions through the mediating role 
of job satisfaction using Ghanaian private organizations as the study case. In 
summary the concept of this study is illustrated in Figure 1. 

The remainder of the paper is as follows; Section 2 briefly reviews relevant li-
terature, Section 3 discusses the methods as well as data source of the study, Sec-
tion 4 reports the empirical results whilst Section 5 gives summary of findings 
and conclusion to the study. 
 

 
Figure 1. Conceptual model. 
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2. Literature Review and Hypothesis Development 

This section of the study briefly reviews past and recent literature corresponding 
to human resource management practices, job satisfaction and employee 
turn-over intentions as well as their linkages. The discussed related works 
provides the fundamentals from which hypothesis are developed.  

Job satisfaction is in regard to one’s feelings with respect to nature of their 
work. Job satisfaction can be influenced by variety of factors which may include 
pay practice, quality of one’s relationship with the supervisor, quality of physical 
environment in which they work whereas turnover on the other hand refers to 
the characteristics of a given company, relative to the rate at which an employer 
gains or losses staff. For instance if an employer is said it has a high turnover, 
then it implies that employees of that firm have a shorter tenure than those of 
other companies in that same industry. Job satisfaction and turnover are basi-
cally related by which job satisfaction has a direct effect on employee turnover 
intentions. Furthermore, in line with the studies conducted by [7] job satisfac-
tion is generally associated with increment in productivity, absenteeism and 
lower employee turnover. Assertion by [8] stressed that Job satisfaction is found 
to have a direct negative relationship with turnover intentions. These outcomes 
indicate that the effect of job satisfaction on turnover intentions can be en-
hanced when employees find congruence between their job and their 
self-identity and also when involvement in such jobs enhances overall life satis-
faction. On the other hand, turnover intentions of employees can be regarded as 
cost of running a business. According to [9], the effects of turnover in terms of 
labor on hotel’s bottom line could be classified into direct costs and indirect 
costs where the direct costs include the administrative cost as a result of 
increased number of employees and training expenditure for newly employed 
staff. Employee turnover not only takes away the talents of the organization 
but also hampers the smooth operation of the organization ad increases coasts 
as well. Thus, the aftereffect of such departure is well acknowledged in creating 
interruptions to the usual process of an organization and lessening the per-
formance as well [10]. Research in a variety of disciplines has long suggested 
that minimizing turnover intentions has a high potential to minimize actual 
turnover, since it is considered as the precursor of actual turnover [11]. Drawing 
on a variety of theoretical perspectives, it is suggested that Human Resource 
Management (HRM) practices have an immense impact on turnover intention 
in different contexts [12]. HRM practices according to [13] have shown intense 
importance within the HRM field in terms of how HRM can aid employee at-
tachment with the organization through increasing their level of commitment 
and thus leading to a growing focus on new dimension of HRM. The relation-
ship between HRM practices and job satisfaction is ambiguous with respect to 
wage theories. However, there are some distinct studies such as [14] who ex-
amined the overall job satisfaction of Dutch public workers considering their 
pay as an HRM practice. The results revealed that there is positive influence of 
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HRM practice which in this case is pay practice on the job satisfaction. Likewise, 
[15] observed the impact of HRM practices on worker’s job satisfaction. On their 
study they employed HRM practices such as work organization, recruitment and 
pay practice as independent variables and job satisfaction as dependent variable. 
Results from their study thus showed a positive relationship between HRM prac-
tices (pay practices) and job satisfaction. Relying on the above assertions that 
have been introduced briefly with respect to the variables understudy various 
hypothesis are developed in the subsequent sections as follows:  

2.1. Liaison between HRM Practices and Employee Turnover  
Intention 

Human resource management affects the attitude and behavior of employees. 
Specifically, employee turnover intention is one of the behaviors that human re-
source management can influence [16]. Human resource management can be 
associated with the exit decision process. Human resource management may not 
only have a positive impact on employees, but also have a negative impact on 
employees, leading to employees’ dissatisfaction. An example is when employees 
are not satisfied with training and development opportunities and do not receive 
the regular feedback they expect. In addition, employees may experience high 
levels of stress due to increased work intensity. In this way, they are experiencing 
that their work-life balance is unbalanced. These feelings of dissatisfaction will 
lead to thoughts about resignation and increase the intention to leave [17]. 

This shows that it is very necessary to design a human resource system that 
can have a positive impact on employees’ attitudes and behaviors, so as to reduce 
employees’ turnover intention. The relationship between HRM and turnover in-
tention can be explained by different theories, including capability, motivation 
and opportunity (AMO) theory and social exchange theory. Starting with AMO 
theory, feedback from HPWPs is helpful for learning and self-efficacy. This will 
increase employees’ confidence in their ability to do the job. Enhanced staff’s at-
titude towards the importance of work through the PWP’s autonomy in work 
decisions. If employees think their task is important, they will be more moti-
vated to do it. The opportunity for employees to participate in job design so that 
employees feel their voices are important in the organization and they can make 
a difference in their work. Organizations that provide these resources and sup-
port are more motivated to make a meaningful contribution to employment. 
The AMO model supports the relationship between human resource manage-
ment and turnover intention, because human resource management can en-
hance the three main components of the AMO model (capability, motivation, 
and opportunity). This ensures that employees have a strong sense of belonging 
to the organization and are motivated to stay. In addition, meta-analysis of or-
ganizational behavior studies shows that employees who perceive high relative 
salary, employment security, salary satisfaction, career development opportuni-
ties and other human resource incentives have low turnover rate [18]. Em-
ployees who have more autonomy and control over their work and family rela-
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tionships are less likely to quit their current jobs. Therefore, jobs designed to in-
crease decision-making autonomy will reduce turnover intentions. 

In addition to AMO theory, the relationship between HRM and turnover in-
tention can be explained by social exchange theory. An efficient human resource 
system relies on establishing a relationship between managers and employees 
based on mutual investment. In this relationship, managers invest in the skills 
and opportunities of their employees. Managers, in turn, want employees to be 
qualified and motivated to make valuable job-related investments in the organi-
zation. Therefore, the relationship between employees and managers can be re-
garded as a social exchange. Social interaction refers to the cooperation between 
two or more parties for mutual benefit. According to the study of [19], social in-
teraction includes some ambiguous obligations, in which individuals help others 
and expect some return in the future. The form and timing of returns are often 
unclear. Social exchange may also involve reciprocity, defined as the obligation 
of the beneficiary to repay the donor in some way. Strong emotional bonds to 
the organization may be the result of positive mutual social exchange between 
managers and subordinates. In this study, the interest was in behaviors that re-
flected this association. Intention to stay in the organization represents the be-
havioral outcome of employees’ emotional ties to the organization. This can be 
reflected in the desire to see the organization succeed in its goals and the pride of 
being a part of the organization [20]. 

Effective human resource practices, if implemented effectively, are likely to 
make employees perceive their communication relationship with their manager 
as characterized by a supportive environment. This is based on investment in 
employee skills, regular and fair performance feedback, fair and attractive re-
wards for performance, and joint efforts to achieve meaningful goals [21]. In 
return, employees may feel obligated to meet the goals of their managers and 
organizations. Therefore, they establish an emotional relationship with the 
manager and the organization itself, which is based on a mandatory reciprocal 
relationship in their exchange relationship [22]. Employees who are more in-
volved in the organization may display this emotional bond more naturally. In 
particular, these employees are likely to act in the best interests of their organ-
ization. In addition, employees who are actively involved in the management of 
high-performing human resource systems may feel the desire and obligation to 
contribute to organizational [20]. They may be more likely to stay with the 
company than less involved employees. There are several reasons for this. First, 
employees want to contribute to the effectiveness of the organization only when 
they continue their employment relationship. In other words, employees’ desire 
to help achieve organizational goals is consistent with their intention to stay in 
the organization. Second, employees will leave the company if they think their 
rewards no longer match their contributions. Wanting to leave represents a form 
of retreat. This may be due to a lack of emotional attachment to the organization 
and its goals. The core hypothesis of social exchange theory is that human re-
source management practice is regarded as the individual commitment of an 
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organization to employees from the perspective of employees. Employees repay 
the company by their willingness to remain with the company [23]. In summary, 
HPWPs are a synergy of performance and commitment to enhance human re-
source practices, each of which contributes to higher organizational and em-
ployee performance [18]. Turnover intention can be explained by the turnover 
decision-making process. Turnover intention refers to the intention of an em-
ployee to leave the current organization. The relationship between HRM and 
turnover intention can be explained by AMO theory and social exchange 
theory. HPWP for employee empowerment, employee motivation, and em-
ployee engagement opportunities (AMO) seems to create a strong bond be-
tween employees and the organization. This, in turn, will have a negative im-
pact on employees’ turnover intention. In other words, human resource man-
agement is negatively correlated with employee turnover intention, because em-
ployees are less likely to leave the organization and have an effective human re-
source system. According to the social exchange theory, strong emotional ties to 
the organization may be the result of a positive mutual exchange relationship, 
which will lead to lower turnover intention and stay in the organization. We 
therefore test the hypothesis that; 

Hypothesis 1: Human resource management (HRM) negatively influences 
employee turnover intentions.  

2.2. Liaison between HRM Practices and Job Satisfaction 

Developing a positive attitude toward the employee’s job is expressed as satisfac-
tion. As a result, employees want to fulfil their work expectations in an appro-
priate environment and under appropriate circumstances in return for their 
work performance. By so doing, the more their expectations are fulfilled the 
higher the job satisfaction, [24]. [25] in their study, employed explanatory re-
search, using questionnaire to collect data from a sample of 100 respondents. 
Data were analyzed by using correlation and regression statistical tools. And 
concluded that, there was a significant relationship between training and devel-
opment and job satisfaction. [26] employed exploratory and descriptive research 
design. A sample of 125 respondents was randomly selected. Questionnaires 
were used to collect data. Results concluded that training and development con-
tribute positively, to job satisfaction. [27] studied job satisfaction and training 
and development using a sample of 237 respondents and self-administered ques-
tionnaire. Data were analyzed by using descriptive statistics and paired test tools. 
Results revealed once again that, training and development as HRM practice has 
a positive effect on job satisfaction in an organization. Similarly, [28] studied the 
effect of HRM practice (training of workers) on job satisfaction by using 250 
employees. Data were collected by using questionnaires and analyzed by correla-
tion and regression analysis. The results suggested that, there was strong positive 
relationship between training of workers as HRM practice and employees job sa-
tisfaction. [29] maintained that, employees who have chance to get training and 
development opportunity are more satisfied with their job in organization. [30] 
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in their study on the impact of compensation on job satisfaction, using sample of 
265 respondents selected by stratified randomly sampling techniques. Data were 
analyzed by using confirmatory factor analysis tool. The study revealed that 
HRM practice (compensations) have positive impact on employees’ job satisfac-
tion. [31] studied the effect of compensation factors on employee’s satisfaction. 
Simple random sampling technique was used in this research and correlation, 
ANOVA and regression analysis tools were applied. Results showed that pay, 
recognition, promotion and meaningful work had effect on job satisfaction. [32] 
studied effects of compensation package on job satisfaction. They used a cross 
sectional study and self-reported questionnaire survey on a sample of 457 res-
pondents from USA, 391 respondents from Vietnam, and 347 from Malaysia. 
Data were analyzed with ANOVA, descriptive statistics and regression analysis. 
Findings revealed that compensation packages used as HRM practices, namely; 
pay, recognition and benefits have positive effect on job satisfaction. [33] studied 
the influence of employees’ compensation on job satisfaction in using 270 ques-
tionnaires and correlation and regression analysis techniques. The results indi-
cated that, there was positive significant relationship between compensation and 
job satisfaction. 

[34] studied the HRM practices and job satisfaction by using cross sectional 
survey strategy, questionnaires, regression analysis and samples size were 10,500 
of employees. Findings from the study show that, there is a positive significant 
effect of performance appraisal and job satisfaction. [35] adopted the survey re-
search strategies and total of 570 questionnaires were used for analysis, correla-
tion analysis and multiple regression analysis were used in data analysis. The 
results revealed that HRM practices had strong significant positive impact on job 
satisfaction. [36] surveyed 120 respondents through questionnaire administra-
tion; data were analyzed by using Pearson correlation analysis and concluded 
that, HRM practices have a significant relationship with job satisfaction. In addi-
tion, [37] adopted a case study research design to study, the effect of HRM prac-
tices on job satisfaction and used interviews to collect data and descriptive statis-
tical analysis to analysis data. Results showed that, that there is a positive rela-
tionship between HRM practices and job satisfaction. Since HRM practices is a 
significant determinant of job satisfaction of employees, the notion helps to de-
velop the following hypothesis: 

Hypothesis 2: Human resource management (HRM) positively affects job sa-
tisfaction. 

2.3. Job Satisfaction and Employee Turnover Intentions 

Resignation intention is one of the important manifestations of employee dissa-
tisfaction [38]. Researchers have developed conceptual frameworks to model the 
flow of people. As [39] pointed out, scholars speculate that employee turnover 
rate can be predicted by comprehensive indicators of job satisfaction. In other 
words, high job satisfaction is associated with low employee turnover. In addi-
tion, studies show that the relationship between job satisfaction and actual em-
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ployee turnover rate is regulated by intention. [40] pointed out that in dozens of 
studies exploring turnover intention and actual turnover behavior, positive and 
statistically significant relationships have been reported. In other words, the in-
tention of resignation is a direct precursor to actual resignation. Therefore, in 
the published literature, turnover intention is included in most employee turno-
ver models. Resignation intention refers to an employee’s desire to find a new 
job in another company within the next year. [41] found a strong negative cor-
relation between job satisfaction and resignation, and believed that understand-
ing of overall job satisfaction was the main predictor of analyzing employee 
turnover intention. Studies on job satisfaction and turnover intention found that 
in different employee groups in different countries, such as private institutions 
in Taiwan [38]. [42] confirmed the negative correlation between teachers’ job sa-
tisfaction and resignation intention. In recent years, the employee turnover rate 
is on the rise [43]. According to the research of [44], when employees’ dissatis-
faction with their work exceeds their satisfaction with their work, they will leave 
the organization. When many employees are dissatisfied with their work expe-
rience, it will lead to high turnover rate and unnecessary cost of the organization 
[45]. For organizations, it is important to reduce turnover rate because em-
ployees who leave the organization tend to perform better than average [44]. 

In order to consider the hypothetical relationship between job satisfaction and 
turnover, we will explain the social exchange theory (SET) [46]. This set is a 
theory that makes behavior in the workplace understandable [47]. Social ex-
change involves a series of interactions between individuals, which are usually 
regarded as interdependent and dependent on the behavior of another person. 
This set of data shows that the reciprocity expected by individuals can justify 
their expenditure in terms of time and energy. Reciprocity norms are associated 
with these sets, which refer to behaviors that rely on others’ return reactions and 
stop when these expected reactions do not occur [46]. So when someone does 
something for someone, that person feels obligated to do something in return, 
and conversely, when someone doesn’t do anything for someone, that person 
does not feels obligated to do something in return. From the perspective of an 
employee, he/she is not satisfied when he/she feels that the organization does not 
give him/her enough time and energy [47]. This results in employees doing less 
for the organization. This means that employees will leave the organization and 
look for another organization with a good social exchange relationship. In addi-
tion, the resignation theory of [48] also explains the hypothetical relationship 
between job satisfaction and resignation intention. The theory holds that job sa-
tisfaction varies with the assessment of current working conditions and charac-
teristics. He points out that job satisfaction varies with the impact of an em-
ployee’s work experience, which means that when employees are less satisfied, 
they are more willing to leave the company. The unfolding model of turnover 
[49] is consistent with [48] theory of turnover intention, which makes the hypo-
thetical relationship stronger. Both theories suggest that employees are more 
likely to leave the organization due to their assessment of current working con-
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ditions and characteristics, so their satisfaction may be reduced. This means that 
there is a negative correlation between job satisfaction and turnover intention. 

Empirical evidence of the relationship between job satisfaction and turnover 
intention has been evidenced. [40] believes that the higher the job satisfaction is, 
the lower the turnover intention is. [50] and [51] agree on this relationship. [52] 
also found a negative correlation between job satisfaction and resignation inten-
tion. Therefore, based on such a set, when an employee feels that the organiza-
tion does not give him/her enough effort and time, the employee will do less for 
the organization. Therefore, employees will find another organization with good 
social exchange relations. Secondly, the turnover theory and turnover expansion 
model show that job satisfaction will decline with the assessment of current 
working conditions and characteristics, leading to higher turnover intention. 
Based on the SET, the theory of turnover, the empirical evidence and own rea-
soning, the following hypothesis has been formulated: 

Hypothesis 3: The higher the level of job satisfaction, the lesser the level of 
employee turnover intention. In other words, job satisfaction has a negative in-
fluence on employee turnover intentions.  

2.4. Job Satisfaction as a Mediator 

Researchers found that job satisfaction plays an intermediary role between in-
ternal service quality and organizational performance; time stress and health 
outcomes and core self-evaluation and burnout [53]. In the analysis of turnover 
intention, researchers also found the role of job satisfaction as an intermediary 
([33]; [54]). Job satisfaction mediates the influence of salary and promotion on 
turnover intention [55]. [56] found that job satisfaction plays a partial interme-
diary role in the influence of competitive salary, career promotion opportunities, 
challenging working environment and learning culture on the talent flow inten-
tion of Indian business process outsourcing organizations. Therefore, these 
study findings help to constitute the following hypothesis: 

Hypothesis 4: Job satisfaction intervenes between Human resource manage-
ment (HRM) and employee turnover intentions. 

The aforementioned hypotheses can be translated into a conceptual model, 
which is presented in Figure 1 as. 

The research conceptual model from Figure 1 was developed relying on rele-
vant literature. The conceptual model shoes the analysis model with all variables. 
Further, it depicts the affiliations between human resource management prac-
tices, job satisfaction and employee turnover intentions. Depending on other re-
lated works as discussed already in the literature section, four (4) different hy-
potheses were developed to investigate the effect of human resource practices on 
employee turnover intentions with job satisfaction playing a mediating role. 
Summarily the four developed hypotheses introduced to demonstrate the me-
diating function of jib satisfaction are as follows; 

H1: Human resource management (HRM) negatively influences employee 
turnover intentions.  
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H2: Human resource management (HRM) positively affects job satisfaction.  
H3: The higher the level of job satisfaction, the lesser the level of employee 

turnover intention. In other words, job satisfaction has a negative influence on 
employee turnover intentions.  

H4: Job satisfaction intervenes between Human resource management (HRM) 
and employee turnover intentions. 

3. Methodology 

This current study seeks to examine the causal affiliations between the factors 
such as HRM practices, job satisfaction and employee turnover intentions. The 
study empirically is an applied research which entirely depends on survey data 
from private sector organizations in Ghana. Due to the size of the population of 
private enterprises in the country, it will be very difficult to conduct such a sur-
vey without sampling. This is justified by Punch (2013) who posited that, one 
cannot study everyone, everywhere, doing everything thus sampling decisions 
are deemed necessary. Base on this view, the study purposely selected the top ten 
(10) private enterprises in Ghana which includes Newmont Golden Ridge Li-
mited, Ghana oil company, Goldfields Ghana Limited, MTN group, Vivo Energy 
Ghana, Unibank Ghana limited, Mutlipro Limited Ghana, Nordea Capital li-
mited, Justmoh Construction Limited and Total Petroleum Ghana [57]. These 
private entities were chosen with the reason being that, they contribute signif-
icantly to humanity as well as the economy of Ghana. Also the participation 
private firms employ at least 100 full time employees. The selection criterion 
therefore eliminates small and/or very small private firms and thus enables the 
study to obtain robust results to draw enormous policy implications. Due to 
the survey nature of the study, a well-structured questionnaire was employed 
as a main instrument of data collection. The structured questionnaire was de-
veloped with the help of a collection of prior designs used in related studies. 
Questionnaire for the study was designed mostly using closed ended method to-
gether with the Likert-scale method. The close-ended questionnaire helped in 
predetermining the standard responses that were deemed appropriate for the 
study and also helped to guide and made it relatively easy for the respondents in 
choosing particular answers. It must however be stated that questions that de-
manded some probable answers such as agree and disagree, the study employed 
a Likert scale of five points (5 - 1) in designing the appropriate questions to faci-
litate in soliciting for the necessary data suitable for the study (i.e. 5 = highly 
agree whiles 1 = highly disagree). The questionnaire was carefully designed to 
cover and evaluate all the variables of the study. Since a subject’s ratings cannot 
be divorced from its perceiver, this study sampled most knowledgeable respon-
dents from each firm who are experts to give accurate responses on each con-
struct within the questionnaire. Specifically, the essential source of information 
were obtained from employees of the selected private firms key informants. This 
selection according to [58] provides highly relevant perspectives in the context 
of innovations. Respondents for the study were contacted via personal interview 
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and online survey. Perceptions of respondents about their knowledge on various 
constructs use in the study were questioned so as to ensure they were suitable 
and confident to give accurate responses. After the questionnaire design, re-
searchers deemed it necessary to check whether the instrument is reliable and 
can lead to the collection of valid information to draw valid conclusions. In oth-
er words, reliability in this sense is the ability of the data collection instrument to 
collect the same data when administered at different places and at different 
times. To this end a questionnaire was pretested using ten pretest samples that 
were selected from the population but not part of the sample. The questionnaire 
was administered using the split-half method in order to determine the internal 
consistency at different places at different times. Based on the compilation and 
analysis with respect to the final responses, it was necessary to make changes to 
the questions in terms of the wording and as well convert some open ended 
questions into closed ended due to the fact that respondents had different taught 
which might lead to inconsistent findings. A second pretest was further con-
ducted on ten respondents making up five from the previous pretest sample and 
five addition samples selected from the respondents. The results showed a much 
more improves instrument after the second pretest and for that matter com-
menced the data collection. 

In this study, a total of 200 questionnaires were distributed to target respon-
dents to collect data on human resource management practices, job satisfaction 
and employee turnover intention in private enterprises in Ghana. The results of 
questionnaire response rate are shown in Table 1. There’s obviously a higher 
response rate. High response rate is advantageous, because compared with low 
response rate, high response rate greatly reduces the non-response rate bias. Low 
response rates pose a risk to a study because non-responders are likely to differ 
greatly from responders in other ways than their willingness to participate in the 
study. 

Table 1 reveals that 186 out of 200 sampled respondents from the selected 
private organizations responded to the questionnaires completely. This com-
mendable response rate from the participants can be attributed to the technique 
used by the researcher in collecting the data. The researcher only considered the 
dully filled questionnaires for analysis which accounted for 93.0% response rate 
thus ideal for the study analysis to progress. 

3.1. Measurement of Constructs 

In the context of construct measurement, the questionnaire was structured to  
 
Table 1. Rate of responses from respondents. 

Response Frequency Percentage 

Responded 186 93.0 

Not responded 14 7.0 

Total 200 100.0 
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evaluate the relationship between three (3) main constructs which includes 
HRM practices an independent variable, job satisfaction as a mediating variable 
and employee turnover intention as the response variable. In details, HRM prac-
tices as the only independent variable was measured using thirteen (13) items 
developed by [16]. The measurement items for the aforementioned construct 
were all assessed on a five-point Likert scale ranging from strongly disagree to 
strongly agree. The study further measured the mediating construct (job satis-
faction) with a total number of seventeen (17) items scale. All the items used in 
measuring this construct were adopted from [57] with a five (5) point Likert 
scale ranging from strongly disagree (1) to strongly agree (5) Finally, the em-
ployee turnover intentions which is employed as the main response variable in 
our study was on the other hand measured relative to only eight (8) items from 
the 15 item scale of [58] on a five-point scale with the scale poles also ranging 
from strongly disagree (1) to strongly agree (5). Details of the constructs and 
their respective measurement items or statements are presented in Table A1 
from the Appendix. In addition to the independent, mediating as well as de-
pendent variables respectively, the demographic characteristics of respondents 
which includes; age, gender, education level, and marital status were also meas-
ured. Age of respondents were measured based on five categories (20 - 25, 26 - 
30, 31 - 35, 36 - 40 and 40+ years), gender on the other hand was also catego-
rized based on whether a respondent is a male or female, education level also 
captured three (3) categories which include Professional, first degree, and post 
graduate, whereas marital status of respondents was further categorized into 
three groups (married, single and divorced). 

3.2. Data Analysis 

Raw data obtained from the questionnaire administration is useless unless it is 
transformed into information for the purpose of decision making. Data analysis 
involved reducing the raw data into manageable size, developing summaries and 
applying statistical inferences. Consequently, the following steps were taken to 
analyze the data for the analysis. After the questionnaire administration, data 
obtained based on responses from respondents were cleaned and then coded us-
ing a five-point Likert scale as indicated already with the exception of the demo-
graphic variables. A strongly agreed answer, meant the respondent was allocated 
response strength of 5 points. A strongly disagree answer was also allocated re-
sponse strength of 1 point. With this completed, the process of data analysis was 
done in three different levels. The first level was conducted for the demographic 
characteristics of the respondents using basic frequency distribution table. The 
second category of the analysis involved test of normality, test of sample ade-
quacy, exploratory factor analysis, internal consistency analysis, summary of de-
scriptive statistics and correlation analysis among employed variables. Finally, 
the third level of the analysis entailed a path analysis which focuses on estimat-
ing the path coefficients for the respective variables used in the conceptual mod-
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el so as to be able to compare and contrast the relationships and then eventually 
test the four hypotheses which have been proposed. In this case, the study em-
ployed a Hierarchical regression model which specifically shows the causal rela-
tionships amide the variables to be analyzed. All the various statistical tools em-
ployed in the data analysis were made possible by using SPSS version 20.0. 

3.3. Model Specification 

As indicated in the previous section, this current study utilizes the Hierarchical 
regression analysis to estimates the path coefficients in the other words the rela-
tionship between HRM practices, job satisfaction and employee turnover inten-
tions. Specifically, the first and third variables are independent and response va-
riables respectively whereas the second variable is also a response variable to the 
first variable but plays a mediating role between the first and third variables. The 
Hierarchical regression analysis is a way to show if variables of researcher’s in-
terest explain a statistical significance of the amount of variation in the response 
variable after accounting for all other variables. This is a framework for model 
comparison rather than a statistical method. In this framework, different linear 
regression models are formulated by adding explanatory variables to previous 
model at each step. In numerous cases the interest is to determine whether the 
newly included variable shows a significant improvement in the proportion of 
explained variance in the response variable by the model. Fundamentally, a mul-
tiple linear regression model with pexplanatory variables is mathematically 
formulated as: 

1 1 2 2i o i i p ipy x x xβ β β β ε= + + + + +                 (1) 

where ijx  represents the ith observation on the jth independent variable, oβ  is 
the intercept, iy  is the ith observation of the dependent variable whereas 

1, , pβ β  captures the effect of the independent variables on the response vari-
able.  

Since Hierarchical regression models consist of series of linear regression 
models, the present study groups the series of regression models under the four 
main hypotheses in a Hierarchical manner. Thus in estimating the direct as well 
as the mediating effects among variables used in the study the following regres-
sion models were formulated from the proposed hypotheses. Considering the 
first hypothesis, the study postulated that, Human resource management (HRM) 
negatively influences employee turnover intentions. Based on this postulation we 
proposed the following regression model 

1Model 1: ETI HRMi o iβ β ε= + +                  (2) 

where ETI represents employee turnover intentions, HRM denotes human re-
source management practices. 1β  is expected to be negative in order to validate 
the first hypothesis. 

In the case of the second hypothesis we anticipated that HRM practices posi-
tively affect job satisfaction. Thus relying on this conjuncture, we specified the 
following model also as:  
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1Model 2 : JS HRMi o iβ β ε= + +                   (3) 

where JB represents job satisfaction. 1β  is expected to be positive in order to 
support the second proposition.  

With regards to the third conjuncture, the study based related literature spe-
culated that, the higher the level of job satisfaction, the lesser the level of em-
ployee turnover intention. Thus base on this assertion the following regression 
model pertaining the relationship between job satisfaction and employee turno-
ver intention is specified as follows;  

1Model 3 : ETI JSi o iβ β ε= + +                    (4) 

where ETIi  and JBi  have already been explained. In the case of Model 3 1β  
is expected to be negative in order to second the hypothetical relationship be-
tween employee turnover intentions and job satisfaction.  

Finally, with regards to the fourth hypothesis, the study assessed the mediat-
ing effect of job satisfaction on the relationship between HRM practices and em-
ployee turnover intentions. Based on this hypothesis the following regression 
equation is formulated: 

1 2Model 4 : ETI HRM JSi o i iβ β β ε= + + +               (5) 

where 2β  captures the effect of job satisfaction as a mediating variable and in 
this model regarded as control variable, whereas 1β  measures the effect of 
HRM practices on employee turnover intentions.  

Prior to estimating the hierarchical regression model based on the aforemen-
tioned conditions or postulates, the study employed Kaiser-Meyer-Olkin (KMO) 
and Cronbach’s alpha to examine the adequacy of the sample and the suitability 
of data as well as how closely related a set of items are as a group. Sampling 
adequacy provides the researchers with information with respect to the grouping 
of survey items. Grouping items into a set of interpretable factors can accurately 
explain the constructs under study. Measures of sampling adequacy evaluate 
how strongly an item is correlated with other items. The sampling adequacy can 
be assessed by examining the KMO. This method of measuring sampling ade-
quacy is only suggested when the cases to variable ratio are less than 1:5. It 
ranges from 0 to 1, while according to Tabachnick and Fidell (2001), 0.50 is con-
sidered suitable for factor analysis (FA). The Cronbach’s alpha on the other 
hand provides a measure of the internal consistency of a test and is expressed as 
a number also between 0 and 1 as compared to the KMO. Internal consistency 
describes the extent to which all the items in attest measure the same construct 
thus connected to the inter-relatedness of the items within the test. 

4. Empirical Results and Discussion 
4.1. Demographic Analysis 

Table 2 summarily gives the background characteristics of respondents that par-
ticipated in the research survey. These characteristics from the table include 
gender, age, education, and marital status of respondents. The researcher sought  
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Table 2. Demographic characteristics of respondents. 

Item Scale Frequency Percentage 

Gender Male 58 31.0 

 Female 128 69.0 

Age 20 - 25 years 47 25.4 

 26 - 30 years 117 63.1 

 31 - 35 years 2 0.8 

 36 - 40 years 16 8.5 

 40years and above 4 2.3 

Education Professional 6 3.1 

 First degree 65 35.1 

 Postgraduate 87 46.6 

 Others 28 15.3 

Marital status Married 87 46.6 

 Single 93 50.4 

 Divorced 6 3.1 

 
to find out the gender distribution of respondents involved in the study. Results 
from Table 3 established that 31.0% of the respondents are males as compared 
to 69.0% representing the majority who were females. Notably, females prevail 
males from the total number of respondents in the study. Following the gender 
distribution was age distribution of participants. In lieu to this, the study in-
tended to determine the age of the target respondents involved in the research. 
The findings illustrate that 25.4% of the respondents are between 20 and 25 
years, 63.1% between 26 to 30 years, 0.8% were between 31 - 35 years, 8.5% also 
between 36 - 40 years and 2.3% of the total number of respondents were 40 years 
and above. Thus, the findings indicate that majority of the respondents are be-
tween 26 - 30 years followed by those who were between 20 - 25 years. We addi-
tionally intended to determine the marital status of the target respondents sam-
pled for the study. It is evidenced that, 46.6% of the respondents were married, 
50.4% are single whereas only 3.1% representing the minority had divorced. In 
the context of respondents’ level of education, results from Table 2 shows that, 
only of 3.1%of the sample are professionals, 35.1% are first degree holders whilst 
46.6% are also postgraduates. 15.3% on the other indicated they educated but to 
other levels apart from the once given. The findings per distribution of respon-
dents with respect to education insinuates that majority of the respondents sam-
pled for the study are relatively educated to provide responses on topic under 
discussion.  

4.2. Test for Data Adequacy 

The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy and Bartlett’s  
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Table 3. KMO and Bartlett’s test results. 

Variables No of items 
KMO 

test value 
Bartlett’s Test 
of Sphericity 

HRM practices 13 0.784 356.160 (0.000)*** 

Job satisfaction 17 0.937 402.101 (0.000)*** 

Employee turnover intentions 8 0.804 465.179 (0.000)*** 

Note: Values in parenthesis are probability values, ***represents the significant level at 1%. 

 
test of Sphericity tests help to indicate whether the data per the various con-
structs and their respective measures used in this study are suitable for structure 
reduction. Specifically, the KMO test is a statistic indicating the proportion of 
variance that might be caused by some underlying factors. From Table 3, the test 
value of the KMO regarding HRM practices is obtained as 0.784, 0.937 for Job 
satisfaction as a mediating variable whereas that of the response construct is 
0.804. The corresponding KMO test values of the various constructs are very 
high (closer to 1) and hence gives the general indication that a substantial pro-
portion of variance of about 78.4%, 93.7% and 80.4% respectively have been ex-
plained by the constructs under discussion. Also, the values of the KMO test 
gives an indication that the sample data for the various constructs are adequate 
for a factor analysis. Additionally, the Bartlett’s test of Sphericity tests the hypo-
thesis that the correlation matrix is an identity matrix. This gives the indica-
tion that the variables within a specific construct are unrelated and therefore 
unsuitable for structure detection. The Bartlett’s test of Sphericity test from 
Table 4 correspondingly for the aforementioned constructs gives p-values less 
than the level of significance leading to rejection of the hypothesis. This 
therefore implies that, the variables in the correlation matrix are related and 
hence suitable for structure reduction (factor analysis). In the nutshell these 
tests (Kaiser-Meyer-Olkin (KMO) and Bartlett’s test) show that, the data for 
each construct used in the study is adequate enough for structure reduction or 
factor analysis. Table 3 shows results from the KMO and Bartlett’s test. 

4.3. Exploratory Factor Analysis and Internal Consistency 

After confirming that data for pertaining each construct is adequate enough for 
factor analysis using the KMO and Bartlett’s tests, it is deemed necessary to in-
vestigate the validity and reliability of HRM practices, job satisfaction and em-
ployee turnover intensions. In order to assess the validity and reliability of the 
various constructs as mentioned, the exploratory factor analysis (EFA) as well as 
the internal consistency analysis were together employed. The exploratory factor 
analysis together with the internal consistency analysis enhances the develop-
ment of the aforementioned scales. The former approach (EFA) encompasses 
primary items within the Likert scales, Kaiser’s rule (eigenvalue > 1) or/and scree 
plots to decide factor numbers extracted, factor loadings estimated by principal 
component analysis (PCA) and factor rotation with orthogonal rotation and  
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Table 4. Validity and reliability of constructs. 

Construct Items 
Factor 

loadings 
No. of items 

extracted 
Eig.val. 

Accumulative 
explained 

variance (%) 

Cronbach’s 
alpha 

HRM practices   5 8.350 23.768 0.958 

 HRMp7 0.848     

 HRMp12 0.983     

 HRMp10 0.819     

 HRMp1 0.789     

 HRMp3 0.733     

Job satisfaction   10 8.917 47.762 0.955 

 JB1 0.782     

 JB10 0.830     

 JB12 0.985     

 JB15 0.880     

 JB8 0.873     

 JB3 0.817     

 JB6 0.868     

 JB17 0.883     

 JB14 0.860     

 JB4 0.781     

Employee 
turnover intentions 

  8 8.240 70.683 0.965 

 ETI1 0.724     

 ETI2 0.749     

 ETI3 0.766     

 ETI4 0.826     

 ETI5 0.813     

 ETI6 0.823     

 ETI7 0.798     

 ETI8 0.815     

Note: All the items as defined in the Appendix from Table A1. 

 
varimax. The latter approach (internal consistency analysis) on the other hand 
employed the Cronbach’s alpha coefficient. Results from Table 4 reveals that 
among the thirteen (13) items employed to measure HRM practices only five (5) 
measurement items were retained based on their high factor loadings. HRM 
practices an independent variable in this case explained 23.768% of the variance 
for the items and had eigenvalue of 8.350. The Cronbach’s alpha was 0.958 for 
the factor with respect the six (6) items retained. Additionally, after running 
severally repeated the date analysis with varimax rotation and assessing changes 
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in eigenvalues, ten (10) items of seventeen (17) measuring job satisfaction loaded 
adequately. The ten items of job satisfaction had an eigenvalue of 8.917 and ex-
plained variance of 47.762% for the retained items. The Cronbach’s alpha for 
this construct was also 0.955. 

In the case of employee turnover intentions none of the eight (8) items as-
sumed to measure the aforementioned construct was exempted since their factor 
loadings were evidenced to be greater than the threshold of 0.7. This construct 
with respect to its measurement items had eigenvalue of 8.240 and explained 
70.683 percent of the variance within the items. The Cronbach’s alpha per this 
construct on the other hand was 0.965. Summarily, the analysis regarding the 
EFA and internal consistency shows that the scales employed in the study are 
characterized by a very good construct validity and internal consistency.  

4.4. Test of Normality 

Table 5 presents the results based on the normality test for all the constructs 
employed in the study with respect to their respective number of measurement 
items as revealed by the EFA approach. The normality test is conducted to de-
termine the distribution of the data per analyzed variables. It must be noted that 
the type of analytical technique or process used to analyze data is dependent on 
the distribution of the data. When the data is skewed positively or negatively; the 
researcher must employ a non-parametric test whiles a normally distributed data 
(Gaussian distribution) requires parametric test analysis. The test criteria as 
suggested by Stebbins (2001) are to obtain a Shapiro Wilks and Kolmogo-
rov-Smirnov test values in excess of 0.5. From Table 5, the analyzed data shows 
that all the parameters obtained a p-value in excess of 0.5 thus, this is an indica-
tion that the data pertaining the various constructs are normally distributed 
hence the justification for the use of parametric test procedure for the entire 
analysis. 

4.5. Descriptive Statistics, Correlation Matrix and Colinearity Test 

A brief summary of the descriptive statistics is presented in Table 6. Results 
pertaining the descriptive statistics reveal HRM practices as the construct with 
the highest mean of 3.847 with a standard deviation of 0.725 followed by Em-
ployee turnover intentions which recorded a mean value of 3.53 and a dispersion 
value of 0.842. Job satisfaction which serves as the mediating variable had the  
 
Table 5. Test of normality of constructs. 

Construct 
No. of items 

extracted 

Kolmogorov-Smirnova Shapiro-Wilk 

Statistic Sig. Statistic Sig. 

HRM practices 6 0.312*** 0.000 0.721*** 0.000 

Job satisfaction 10 0.337*** 0.000 0.652*** 0.004 

Employee turnover intentions 8 0.262*** 0.025 0.716*** 0.000 

Note: Sig. represents Significant value whereas ***represents the significance level at 1%. 
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Table 6. Summary of descriptive statistics, correlation matrix and collinearity test. 

Variable Mean SD 1 2 3 VIF Tolerance 

1) HRM practices 3.847 0.725 1.000 - - 8.252 0.471 

2) Job satisfaction 3.151 0.693 0.330** 1.000 - 1.917 0.552 

3) Employee turnover 
intentions 

3.530 0.842 −0.259* −0.420** 1.000 5.210 0.825 

Note: * and **represents 10% and 5% significance levels respectively. 

 
least mean value of 3.151 with a standard deviation of 0.72. Table 6 further re-
ports correlation analysis results amid the employed constructs in the study. 
There is an indication from the correlation matrix that, there exist positive linear 
relationship between job satisfaction and HRM practices whereas employee 
turnover intention is negatively related with job satisfaction and HRM practices. 
The nature of relationships amid the various constructs as Table 6 reveals 
support the first three hypotheses proposed in the study. Still on the correlation 
coefficients can evidenced all the correlation values between the analyzed con-
structs are far less than less than 0.7 indicating no presence of multicolinearity. 
With the absence of multicolinearity amid based on the results from the correla-
tion values the study further employed the tolerance and variance inflation fac-
tor (VIF) as robustness check for multicolinearity. The VIF values are much less 
than 10 whereas that of tolerance on the other hand is more than 0.2. This as a 
result leads to the rejection of the assertion that multicolinearity is likely occur 
amid employed variables and hence supports the outcome of the correlation 
coefficients.  

4.6. Path Analysis 

After preliminarily confirming that, the scales employed in this current study are 
adequate for structure reduction, characterized by a very good construct validity 
and internal consistency, as well as normally distributed with no multicolineari-
ty, it is deemed important for authors order to estimate path coefficients refer-
ence to the model formulated in the study, the authors hypothesized that job sa-
tisfaction mediated the affiliation between HRM practices and employee turno-
ver intentions. With the main aim of scrutinizing whether the mediation role job 
satisfaction matter in the liaison between HRM practices and employee turnover 
intentions, we employed a four-step model approach. First, using a linear regres-
sion model, HRM practices must be shown to predict employee turnover inten-
tions. Secondly, HRM practices must be shown to predict job satisfaction in 
another linear regression model. Third, using a linear regression model, job sa-
tisfaction must similarly be able to predict employee turnover intentions. Finally, 
the relationship between HRM practices and employee turnover intentions must 
be enhanced significantly or eliminated after controlling for job satisfaction as a 
mediating variable. The outcomes from the four step revealed that job satisfac-
tion met the conditions for mediation as follows; 1) HRM practices (HRMp) 
predicted employee turnover intentions resulting into a standardized regression 
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coefficient HRMp(β) = −0.641 (t = 20.542, p < 0.000) and the amount variance 
explained by HRM practices is R2 = 0.509 (F = 408.102, P < 0.000); 2) HRM 
practices predicted job satisfaction, leading to a standardized regression coeffi-
cient of HRMp(β) = 0.721 (t = 27.852, p < 0.000) with the amount of variance 
explained by HRM practices R2 = 0.643 (F = 771.557, P < 0.000); 3) job satisfac-
tion on the other hand was able to predict employee turnover intentions (ETI) 
resulting into a standardized regression coefficient JB(β) = −0.297 (t = 10.379, p 
< 0.000) and the amount of variabilities explained by job satisfaction R2 = 0.664 
(F = 508.809, P < 0.000); and the effect of HRM practices on employee turnover 
intentions (ETI) was enhanced after controlling for job satisfaction (JS) as me-
diating variable leading to a unvarying regression coefficient HRMp(β) = 0.509 
(t = 15.375, p < 0.000) and standardized coefficient JS(β) = 0.710 (t = 29.390, p < 
0.000) with a joint amount of variance explained by both HRM practices and job 
satisfaction R2 = 0.561 (F = 248.550, p < 0.000). Table 7 outlines the aforemen-
tioned reported results. The outcomes from the four estimating regression mod-
els suggest that there has been an enhanced mediation due to the fact that HRM 
practice has significantly more effect on employee turnover intentions when job 
satisfaction as added to the model. Thus, the fourth hypothesis which states that 
job satisfaction mediates the affiliations between HRM practices and employee 
turnover intentions is supported. The four significant standardized regression 
coefficients as illustrated in Table 7 summarily reveal three main significant 
paths in relation to employee turnover intentions. The first is from HRM prac-
tices to employee turnover intentions (HRMp → ETI), second is from HRM 
practices to job satisfaction (HRMp → JS) whereas the third is from job satisfac-
tion to employee turnover intentions (JB → ETI). The three significant path coef-
ficients as afore-stated supported hypotheses 1, 2 and 3 in the sense that: 1) 
HRM practices was evidenced to have a negative effect on employee turnover 
intentions meaning Human resource management (HRM) negatively influences 
employee turnover intentions; 2) HRM practices have a positive relationship 
with job satisfaction and 3) job satisfaction negatively influences employee 
turnover intentions which give the implication that the higher the level of job sa-
tisfaction, the lesser the level of employee turnover intention. These outcomes 
are in consonant with a bulk of literature which includes [24] [26] [27] [30] [32] 
[33] [34] [36] just to mention a few. 
 

Table 7. Test of mediating relationship between HRM practices and Employee turnover intentions. 

Model/Step Predictors Criterion R R-sq. R-sq. adj. F-test β t-test value 

1 HRMp ETI 0.714 0.509 0.499 408.102*** −0.641 20.542*** 

2 HRMp JB 0.802 0.643 0.640 771.557*** 0.721 27.852*** 

3 JS ETI 0.815 0.664 0.661 508.809*** −0.297 10.379*** 

4 
HRMp 

JS 
ETI 0.749 0.561 0.558 248.550*** 

0.509 
0.710 

15.735*** 
29.390*** 

Note: R, R-sq. and R-sq. adj. represents correlation coefficient, correlation coefficient squared and adjusted correlation coefficient squared respectively. 
HRMp, JS and ETI also means human resource management practices, job satisfaction and employee turnover intentions respectively. ***mean significance 
at 1% level. 
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Considering the effect of HRM practices on employee turnover intentions, the 
prior path to be exact HRMp impacts employee turnover intentions indirectly 
through job satisfaction, where job satisfaction plays an intervening role (Figure 
2). Hence, job satisfaction is likely to serve as a mediator in affecting employee 
turnover intentions. On the other hand this can also mean that, HRM practices 
probably may have indirect influence on employee turnover intentions, while 
job satisfaction may directly impact employee turnover intentions. This seconds 
the results revealed by [33] [53] [56] who evidenced job satisfaction as mediator 
between specific HRM practices and turnover intentions.  

5. Conclusions  

Though numerous researches have established the liaison between HRM prac-
tices and employee turnover intentions, the point of this exploration is 
cross-examined the intervening or mediating role of job satisfaction among the 
affiliation amid HRM practices and employee turnover intentions using infor-
mation from a developing country Ghana. This current study specifically tar-
geted the top ten private organization firms in the country as subjects of study. 
These top ten private companies or organizations included Newmont Golden 
Ridge Limited, Ghana Oil Company, Goldfields Ghana Limited, MTN group, 
Vivo Energy Ghana, Unibank Ghana limited, Mutlipro Limited Ghana, Nordea 
Capital limited, Justmoh Construction Limited and Total Petroleum Ghana. 
Specifically, 20 respondents which include both senior and junior staff were 
randomly selected from each firm summing up to a sample of 200 respondents 
of the study. The study upon organizing the data base on responses from res-
pondents attained a response rate of 93.0% meaning 186 out of 200 respondents  
 

 
Figure 2. Estimated path diagram showing the mediating affiliation among HRM prac-
tices, job satisfaction and employee turnover intentions with standardized parameter es-
timates. 
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were able to answer questionnaires completely without any errors. Prelimina-
rily, the data employed in the study was evidenced to follow the normal dis-
tribution, adequate for structure reduction, characterized by a very good con-
struct validity and internal consistency without any issues of multicolinearity. 
With regards to the proposed conceptual model of the study, four different re-
gression models were estimated in order to examine the mediating relationship 
amid aforementioned constructs. The current study established a positive rela-
tionship between HRM practices and job satisfaction, additionally established a 
negative connection between HRM practices and employee turnover intentions 
as well as a negative affiliation between job satisfaction and employee turnover 
intentions. Moreover, the study revealed that job satisfaction mediates efficiently 
the relationship among HRM practices and employee turnover intentions. Also 
HRM practices directly impact employee turnover intentions and indirectly 
influence employee turnover intentions through the intervening or mediating 
role of job satisfaction. In the nut shell the study identified a mediator of job sa-
tisfaction within the association between HRM practices and employee turnover 
intentions.  

The practical application of the study demonstrates that HRM practices and 
job satisfaction are two vital predictors of employee turnover intentions and that 
job satisfaction takes a mediating role in the affiliation between HRM practices 
and employee turnover intentions. Of all the elements that contribute to suc-
cessful HRM practices, commitment and action of managerial staff in various 
private organizations are the most important. The reason behind this is that, re-
gardless of commitment and action, HRM practices are almost sure to fail. De-
velopment pertaining job satisfaction therefore needs senior management as well 
as managers to show visibly the strongest commitment and action on consistent 
basis. Nevertheless, the commitment and actions of managers towards em-
ployees to job satisfaction may involve certain components of HRM practices. 
The positive relationship between HRM practice and job satisfaction provides a 
wisdom way on how an organization can motivate an employee to work effi-
ciently. In addition, the negative relationship flanked by HRM practices and em-
ployee turnover intentions is vividly enlightened the necessities of providing 
good supervision as well as training in order to minimize turnover rates of em-
ployees. Besides, job satisfaction is directly influenced on turnover with negative 
liaison implying that, job satisfaction can minimize employee turnover inten-
tions when the job satisfaction of employees is high.  

Additionally, since the path analysis can be used to examine the possible cau-
sations among the variables used in the study, measurement inaccuracy may be 
neglected of which the structural equation model (SEM) takes this issue into 
consideration. Thus in the case of future research, SEM can be employed to in-
vestigate the complex affiliations among these three constructs so as to establish 
a more better model. Further, a factor like organizational trust together with 
HRM practices and job satisfaction may influence employee turnover intentions 
and is worth investigating. Future studies in similar field should also investigate 
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the effect of Human Resource Practices on the Employee Turnover Intentions in 
both, the public and private sector organizations since this current study only 
focused on private organizations. 
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Appendix 
Table A1. Summary of constructs and measurement items. 

Construct Indicator Measurement items 

Human Resource 
Management 

Practices 
HRMp1 

This organization’s corporate communications 
are frequent enough 

 HRMp2 
This organization’s corporate communications 
are detailed enough 

 HRMp3 
I have a good understanding of how this 
organization is doing financially 

 HRMp4 I can trust what this organization tells me 

 HRMp5 This organization treats me like a person, not a number 

 HRMp6 
This organization gives me enough recognition 
for work that is well done 

 HRMp7 Staffing levels are adequate to provide quality products/services 

 HRMp8 Quality is a top priority with this organization 

 HRMp9 Safety is a top priority with this organization 

 HRMp10 My employer enables a culture of diversity 

 HRMp11 I like the people I work with at this organization 

 HRMp12 At this organization, employees have fun at work 

 HRMp13 
I feel I can express my honest opinions without fear 
of negative consequences 

Job Satisfaction JB1 My pay is fair for the work I perform 

 JB2 Amount of vacation (or Paid Time Off) 

 JB3 Sick leave policy 

 JB4 Amount of healthcare paid for 

 JB5 Dental benefits 

 JB6 Vision care benefits 

 JB7 Retirement plan benefits 

 JB8 Life insurance benefits 

 JB9 Disability benefits 

 JB10 Tuition reimbursement benefits 

 JB11 Amount of vacation (or Paid Time Off) 

 JB12 
The leaders of this organization care about their 
employees’ well being 

 JB13 Senior leaders live the core values of the organization 

 JB14 There is adequate planning of departmental objectives 

 JB15 There is adequate follow-through of departmental objectives 

 JB16 
The leaders of this organization are open to input 
from employees 

 JB17 
The leaders of this organization care about their 
employees’ well being 
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Continued 

Employee 
Turnover 
Intentions 

ETI1 Most days, I look forward to going to work 

 ETI2 My job provides me with a sense of meaning and purpose 

 ETI3 I am proud to work for this organization 

 ETI4 
I feel this organization has created an environment 
where I can do my best work 

 ETI5 I am willing to give extra effort to help this organization succeed 

 ETI6 
I plan to continue my career with this organization 
for at least two more years 

 ETI7 
I would recommend this organization’s 
products/services to a friend 

 ETI8 I would recommend working here to a friend 
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