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ABSTRACT 

Although turnover intention has been studied widely in Western countries, such  

studies are still small in number in Asia countries like Thailand. The aims of this 

quantitative research were: to empirically determine the significant predictors of 

organizational justice (distributive justice and procedural justice) and role stressors 

(role ambiguity, role conflict, work-overload and work-family conflict); to examine 

the mediating effect of job satisfaction on the relationship between predictors and 

turnover intention, and to investigate the applicability of the Social Exchange Theory 

(SET) in explaining turnover intention in Thailand. A survey was conducted among 

342 IT professionals in 21 ICT organizations located in Thailand‟s ICT industry‟s  

four sub-sector (Computer Hardware, Computer Software, Technology Information 

(IT) Services and Communication). Data were analyzed using the Structural 

Equation Modeling (SEM). Out of the 13 hypotheses regarding turnover intention, 

seven had significant direct effects (distributive justice, procedural justice, role 

ambiguity, role conflict, work-overload to job satisfaction; job satisfaction to 

turnover intention). The finding of this study revealed that there is a positive 

significant relationship between distributive justice and procedural justice with job 

satisfaction. This study also revealed that there is a negative significant relationship 

between role ambiguity, role conflict, work-overload and work-family conflict with 

job satisfaction. This study found a statistically negative significant relationship 

between job satisfaction and turnover intention. The study also found that job 

satisfaction was a full mediator of the relationship between distributive justice, 

procedural justice, role conflict and work-family conflict with turnover intention. 

Finally, job satisfaction partially mediated the relationship of role ambiguity and 

work-family conflict with turnover intention. The present study also highlighted the 

implications of the study, future research work as well as its limitations. 

 

Keywords: turnover intention, job satisfaction, organizational justice, role stressors, 

social exchange theory
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                                                            ABSTRAK 

 

Walaupun keinginan untuk meninggalkan sesebuah organisasi telah dikaji secara 

menyeluruh di negara-negara Barat, namun kajian seperti ini masih lagi sedikit di 

negara-negara Asia seperti di Thailand. Tujuan kajian kuantitatif ini adalah untuk 

menentukan secara empirikal peramal persepsi keadilan dalam sesebuah organisasi 

(keadilan  agihan dan keadilan tatacara) dan tekanan peranan (kecelaruan peranan, 

konflik peranan, bebanan kerja dan konflik kerjaya-keluarga), mengkaji peranan 

yang dimainkan oleh kepuasan kerja ke atas hubungan  antara peramal dan 

keinginnan untuk meninggalkan sesebuah organisasi. Kajian ini juga melihat sejauh 

mana Teori Pertukaran Sosial (SET) boleh diguna pakai dalam menerangkan 

keinginan untuk meninggalkan sesebuah organisasi di Thailand. Suatu tinjauan telah 

dilakukan  dalam kalangan 342 professional  dalam bidang teknologi maklumat (IT).   

Ia melibatkan 21 organisasi teknologi maklumat dan komunikasi (ICT) di Thailand 

yang berada dalam empat sub-sektor iaitu Peranti Komputer, Perisian Komputer, 

Perkhidmatan Teknologi Maklumat dan Komunikasi. Data yang diperolehi dianalisa 

menggunakan kaedah Permodelan Persamaan Struktur (SEM). Daripada 13 hipotesis 

yang dibentuk, tujuh hipotesis menunjukkan kesan langsung yang signifikan 

(keadilan  agihan, keadilan  tatacara, kecelaruan peranan, konflik peranan, bebanan 

kerja kepada kepuasan kerja, kepuasan kerja kepada keinginan meninggalkan 

organisasi). Hasil kajian  menunjukkan bahawa terdapat hubungan yang positif dan 

signifikan  antara keadilan agihan dan keadilan tatacara dengan kepuasan kerja. 

Kajian ini juga menunjukkan  terdapat hubungan negatif dan signifikan  antara 

kecelaruan peranan, konflik peranan, bebanan kerja dan konflik kerjaya-keluarga 

dengan kepuasan kerja. Kajian ini juga mendapati bahawa kepuasan kerja berhubung 

secara negatif dan signifikan dengan keinginan untuk meninggalkan organisasi. 

Kajian ini juga membuktikan  kepuasan kerja merupakan pengantara penuh dalam 

hubungan  antara keadilan agihan, keadilan tatacara, konflik peranan dan konflik 

kerjaya-keluarga dengan keinginan untuk meninggalkan sesebuah organisasi. Akhir 

sekali, kepuasan kerja mengantara hanya sebahagian daripada hubungan  antara 

kecelaruan peranan dan konflik kerjaya-keluarga dengan keinginan untuk 

meninggalkan sesebuah organisasi. Kajian ini juga mengetengahkan beberapa 

implikasi ke atas kajian yang perlu dilaksanakan pada masa hadapan serta kelemahan 

yang terdapat di dalamnya. 

 

 

 

Kata kunci: keinginan meninggalkan organisasi, kepuasan kerja, keadilan 

organisasi, tekanan peranan, teori pertukaran sosial 
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CHAPTER ONE  

INTRODUCTION 

1.1 Introduction   

This chapter is the introductory chapter of the study, whereby the study background 

is detailed discussed therein. The problem statement, research objectives, questions 

and the scope which serve as the landmark to the achievement of the study‟s 

objectives were all presented in this chapter. This chapter also includes the 

definitional sub-topics of the key terms that are relevant to the study title and 

frameworks, while the chapter ends with a summarization of the study significance. 

1.2 Background of the Study 

 Human Resource (HR) serves as one of the major backbone to any corporate 

organizations and as well lubricates an effective organizational management, 

therefore HR is an inevitable assert to every corporate firm. Mazen and El-Kayaly 

(2001) concert that even with the momentum efforts from some organizations to 

invent new technologies in order to replace of HR in organizational operations 

resulted in vain and otherwise increase the importance of labor forces more 

especially in making sophisticated technological innovations effective.  

Corroboratively, Lado (2000) refer HR as the lead of organizational resources, in the 

way it maximize the chances of organizational competitiveness and as well pluralize 

the benefit of organizational competitiveness.  

Nonetheless, with the ample benefits that HR offers every corporate organization, 

employee turnover is a universal contradictory nexus that is adamant and common to 

every corporate organization, regardless of the organizational size, environment, 
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location and industrial types (Heyman, 2008).  Gordon and Lowe (2002) confirmed 

that employers lose trust in employees as their days count in the organization, 

meanwhile Bernthal and Wellins, (2001) recorded that employees are often intend 

leaving their workplace, which almost one-third of employees expect to quit for 

another job within the next year. In this regards, Reichheld, (1996) echoed that any 

organization that is not mindful of losing potential employee is prone to downturn or 

total operations decline due to the costs associated with turnover can be high 25% of 

individual‟s annual salary. There are indirect and direct costs associated with 

employee turnover. In indirect cost include the loss of organization memory, morale, 

fruitless training costs, and as well possibly lessen the product/service quality and 

most harshly could lead to the loss of the organization‟s irreplaceable explicit and 

implicit knowledge (Mardanov, Maertz, & Sterrett, 2008; Tracey & Hinkin, 2008) 

and could directly lead to merciless cost of requiting required personnel (Johnson, 

Griffeth, & Griffeth, 2000). Some theorist reviewed that losing potential employees 

can reduction organizational performance of customer satisfaction (30%), 

productivity (23%) and profitability (19%) (Bernthal & Wellins, 2001). Invariably, 

proper HR management, and employee retention is not a comedy to any potential 

organizations considering the role of HR in organizational success.  Reportedly, the 

inherent high employee intention to leave their organizations should concerns 

organization managements and it threatens the organizations development and 

sustainment.    

In 2010, Asia Pacific‟s turnover rate average was 15%, an increase compared to 2009 

and 2008 (13% and 14 % respectively) (SAP, 2010). Corporate companies from 

some economically successful Asian countries like Hong Kong, South Korea, 

Malaysia and Taiwan struggled with the consequence of employee voluntary 

http://www.sapsustainabilityreport.com/
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turnover (Barnett, 1995; Syrett, 1994).  Factually, the regional employee turnover for 

the year 2011, here follows; 13.90%, 13.50%, 8.20%, 16.40%, 14.30% and 12.60% 

in China, India, Indonesia, Malaysia, Singapore and Vietnam, respectively                 

(Chulajata, 2012). The Thailand firms are not witnessing otherwise, in terms of the 

conspicuous growing effect of employee turnover, the Human Capacity Building 

Institute (HCBI) Salary and benefit Survey, (2012) reported 18 % as the rate of 

employee turnover in Thailand for year 2011/2012.  

The industrial report published on the databases of The Human Capacity Building 

Institute and the HCBI Salary and benefit Survey of year 2011/2012 presented 

various glaring data on how the employee turnover has been maiming the Thailand 

industries, the rates range from high to low, some of the alarming result (industries 

with high turnover rate) follows; furniture (34%), textile and clothes(32%), Ceramic 

and Plastic (31%), Rubber product (28%), Electric and electrical (22%), Machinery 

and Agricultural machinery>(20%), Food (19%), Chemical and Gem and Jewellery 

(18%), Trade and services and Printing and packaging (15%), Information 

communication and technology and Medicine and medical instruments (13%), Glass 

and mirror (11%), Automotive technology (8%) on the other hand, Air-conditionerJ 

refrigeration, Electricity production and Alternative energy industries possess low 

turnover rate of (5%) respectively. Although, ICT industry is not faced with a highest 

employee turnover rate is 13% in year 2011/2012 (The Human Capacity Building 

Institute and the HCBI Salary Survey, 2012) when comparing turnover rate with 

other industries and there is also lower than employee turnover rate (18 %) in 

Thailand for year 2011/2012. 
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In addition to that, the Thailand‟s economic growth has commonly depended on the 

ICT industry, and it has undisputedly offers the country a favourable economic 

growth and an encouraging level of productivity (Ministry of Information and 

Communication Technology in Thailand (MICT), 2010). Further, the ICT Ministry 

wants 95% of Thailand‟s total workforce to be ICT literate by year 2015; it aims for 

ICT industry which is include computer hardware, software, IT service and 

communication to generate 18% of Thailand‟s gross domestic product (GDP); and it 

want at least half of Thai people to be aware of the important role ICT has in 

supporting economic growth (Software Park, 2011). Meanwhile, the phenomenal 

growth projected for the Thailand information communication and technology (ICT) 

industry, Ministry of Information and Communication Technology Thailand (MICT) 

is playing a major role in preparing Thailand‟s business community for the change 

that will come with implementation of the Asean Economic Community (AEC) in 

2015 (Software Park, 2011) and The ICT Ministry has developed a plan that focuses 

on promoting investment in this sector to meet international standards and maintain 

its competitive edge (Thansettakij, 2013) and also promote Thailand to be the ICT 

international center in Asian (Tantisajjatham, 2012). Consistently, this study to 

emphesized in Thailand‟s ICT industry. 

Another explicit measure that explains the growth of the ICT industry in Thailand is 

the remarkable performance of the IT entrepreneurs in Thailand. The industry has 

matured enough to open several liable entrepreneurial opportunities and practices; IT 

related professionals have been regarded meaningfully as ICT demonstrated an 

unbeatable innovations and productivity as compared to other industries (Gabott, 

2000). More interestingly, IT expertise is highly demanded in Thailand to extent that 

tech-savvy are regarded has the most industrial fundamental asset (Westlund & 
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Hannon, 2008). IT professionals have also been seen as the backbone of so many 

sectors in the Thailand economic settings, and similarly in the computer related 

organizations (Moore, 2000; Niedermann & Summer, 2003).  Nonetheless, Thailand 

ICT industry is progressively doing well (NSTDA, 2011). Unfortunately, the 

remarkable performance of the ICT industry in Thailand is not enough to suppress 

the alarming rise the IT professionals‟ turnover in the ICT industry (Aon Hewitt 

Associates Thailand, 2012; Rigas,2009). Therefore, this study was interested and 

emphesize to investigate of IT professional turnoverintention in Thailand‟s ICT 

industry.  There will be possibility of hindrance in the successful implementation of 

the national strategic objective, which is liable to breakdown the ICT industry and 

consequently the nation‟s economy. According to Reichheld, (1996) echoed the 

turnover rate as small as 1 or 2% has a negative effect on profitability which is 

articularly damaging impact on organizations. There will be possible of the major 

internal potential sources of the breakdown to the ICT industry (Santioso, 2014). 

Emphatically, Whitaker (1999) annual estimation shows that the IT professionals 

turnover has grown to the tune of 20%, and found that IT expertise are continually 

looking for job exchange. Codrington, (2011) corroborated and reported the keen 

intention of IT professionals of changing workplace. The poll from the Computing 

Technology Industry Association present that 58% of IT related workers reported 

grievances, and dislike their workplace while they are zealous about changing their 

workplaces (Lee, 2000). Scores of theorists have unanimously contended on the cruel 

impact of employee and professional lost on organizations, the impacts of 

organizations losing their crucial professionals is hamper the survival of the 

organization, lessen the competitive advantages (LeRouge, Nelson, & Blanton,
 
2006; 

http://prezi.com/user/sviadte_kenh/
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Calisir, Gumussoy, & Iskin, 2011). The IT professionals‟ turnover has risen 

excessively to the tune of 30% (Joseph, Kok-Yee, Koh, &, Ang, 2007). 

Similarly, voluntary turnover in technology industry varies globally, but generally 

has seen increase of last 12 months in most locations around the world. Except 

Japan, it has shown double digits voluntary turnover in Asia countries, which keeps 

high among the world in year 2011 such as Malaysia, Singapore, China, Australia, 

South Korea, and Japan, accounting for 17.4%, 16.0%, 15.9%, 14.1%, 11%, and 

6.9% in respectively, especially Malaysia, Singapore and China, voluntary turnover 

rate of theirs is over 15% (Aon Hewitt, 2012).  

Similarly, although the US ICT industry that is relatively successful if compared with 

the Thailand‟s ICT industry is not witnessing otherwise, as the record of the ICT 

professional turnover in the US rise to 22.6% in 2008 (US Department of Labour, 

2009). There is also in Asian country as India, which is considered the global leader 

in the ICT outsourcing market (Krishnan & Singh 2010; Haroen, 2012). Despite the 

phenomenal growth of Indian ICT industry, one of the major challenges it faces is 

that of turnover among IT professionals (Upadhya and Vasavi 2006; Arora 2008; 

Everest Research Group 2011) wherein employees voluntarily quit their current 

companies to join other companies (Chiamsiri, Bulusu, & Agarwal, 2005). Despite 

salary increases averaging more than 10-15% annually in the ICT industry (Rathi 

2010), turnover rates among young IT professionals can go as high as 50 to 60% 

(Doh, Stumpf, Tymon, & Haid. 2008, Chiamsiri, et al., 2005) with an industry 

average of 15% to 30% per year (Acharya & Mahanty 2007).  Moreover, other parts 

of the world Botswana (Uzoka, Mgaya, & Akinnuwesi, 2011) and Sri-Lanka 

(Wickramasinghe, 2010), Iran (SharifHeravi, Shahidi, &, Mahmood, 2010) and 



  7 

South Africa (Smith & Speight, 2006). Witnessing, the phenomenon of IT 

professionals‟ turnover in ICT industry not only affects Thailand, but also possibly 

other parts of the world. 

Reichheld, (1996) have also noticed an inference of employee turnover on business 

profitability this is in common with other detrimental effect of turnover on corporate 

institutions. Scores of theorists have unanimously contended on the cruel impact of 

employee and professional lost on organizations, the impacts of organizations losing 

their crucial professionals is hamper the survival of the organization, lessen the 

competitive advantages (LeRouge et al.,
 
2006; Calisir, et al., 2011). According to 

Niederman and Sumner, (2001) and Reichheld, (1996) have found turnover to be 

extremely unfavourable to organizational cost, profit and productivity. IT 

professional turnover is noticed to be more persistent in the ICT industry because of 

the high demand of IT professionals, IT professionals are always organizationally 

attractive and their specially acquired skills make their turnover unbearably 

expensive for corporate organizations (Kochanski, & Ledford, 2001). Smart, (2005) 

explicitly present that employee turnover cost organizations up to $80,000 to 

$800,000 and particularly cost IT related organizations up to $200, 000 to $250,000, 

Joinson, (2000) added the cost amount for $7,000 daily loss of revenue. Paola and 

Scoppa, (2007) added that requiting, hiring, training and supervising new staffs and 

paying newly negotiated wages as a result of turnover is estimated to cost companies 

150% turns of their usual employees.  The particular skills of IT professionals which 

are widely needed in the industry make no expertise long idle; they are easily 

reemployed as soon as they apply for post. This make the disadvantage of IT 

professionals‟ turnover more alarming in the ICT industry, as employee can easily 
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decide to turnover because of the feasibility of getting better paying job by 

competitors.  

Past studies have similarly found that employee‟s turnover intention is a significant 

turnover measurement in an organization (Bannister & Griffeth, 1986; Hom, Griffith 

& Sellaro, 1984; Williams & Hazer, 1986). Interpretatively, this study thus 

understands the relevancy of employee retention in an organization, and aim at 

delving dig to examine the relationship between employee behavioural intention to 

resign workplace and their job satisfaction. Ajzen and Fishbein, (1980) illuminate 

that behavioural intention interprets people attitudinal expression. McVittie (2009) 

asserts that more than 70% of employee leaves their job for several reasons that 

could relate to their satisfaction in workplace and their resignation severely puncture 

their organizational performance either directly or indirectly. Reasonably, its among 

the essential practice of corporate organizations management to proactively prevent 

the consequence of employee turnover, by encouraging practices that ensures 

employee job satisfaction such as clarifying employee‟s training codes,  ensuring 

employee gets a constructive orientation towards the organization, and committed in 

training and retraining employee skills (Ongori, 2007; Shahzad, Rehman, Shad, Gul 

,& Khan, 2011). Bernthal and Wellins, (2001) in their study proclaimed that 

retention tactics often favoured 45% of specialized expertise such as programmers 

and engineers, because of their crucial contributions, and other groups of 

supplementary and managerial staffs received 22% and 25% of the official strategic 

plans for employee retention.  

Muliawan, Green, & Robb (2009) found that job satisfaction is an influential factor 

and a predictor to employee intention to resign or change workplace, the relationship 
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between the two concepts are said to be negatively directed; hence as employee job 

satisfaction decreases employee intention to resign increase. Some other studies 

(Igbaria & Greenhaus 1992; Robert, Dailey, & Kirk, 1992; Carayon, 2006) found the 

possible influence that job satisfaction can be on employee attitude that can instil an 

upsurge in employee intension to resign. Price (2001) is more explicit in its findings, 

the study expose the latent elements of job satisfactions, thus employees are likely 

dissatisfied with their workplace if their few promotional opportunities, if the 

organization ignore their social support, lack of just, distorted external organizational 

image, too much hindrance in role execution, lack of job stability and security and 

issues regarding empowerment of employee. Shultz and Schultz, (1994) asserted that 

job dissatisfaction often resulted in employee turnover intention which inherently 

threaten the organizational and corporate wellbeing. Correspondently with Berry, 

(1997) contention, it is fair to conclude that before any organization could obtain 

their productive, corporate and operational aims employee must be managed 

effectively as one of the major perquisite to organizational success. With a similar 

paradigm, Igbaria and Greenhaus (1992) confirm in their study that employee 

intention to quite job is independently predicted by the level of their job satisfaction 

and such intention is catalysed by impact of employee role stressors. Some other 

studies; (Ozer & Gunluk, 2010; Muliawan, et al., 2009), indicated that organizational 

justice and role stress are the most likely causes of intention to leave job which was 

mediated by job satisfaction. Arguably, this study is provoked in this regard to 

examine the factors which could be responsible for the high rate of IT professionals 

turnover, while considering the past literatures over employee intention to resign, this 

study aim at examining the relationship between organizational justice (distributive 

justice and procedural justice), role stressors (role ambiguity, role conflict, work-
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overload and work-family conflict) and IT professionals‟ turnover intention. The 

study is also objectively encouraged to investigate the mediating role of job 

satisfaction of the correlation between the aforementioned factors that leads to 

employee turnover intention.  

1.3 Information Communication and Technology (ICT) and National 

Competitiveness. 

The invention of ICT consequentially influences nation‟s development both 

economically and socially. Evidently, Kim, Kelly, & Raja (2010) revealed the 

connection between the penetration of broadband and economic growth by 1.38 

percentages in low and middle income countries. Corroboratively, Buttkereit, 

Enriquez, Grijpink, Moraje, Torfs and Vaheri-Delmulle (2009) echoed that 10 

percent increase of broadband penetration is directly proportional to increase in 

GDP.  In the same light, Sabbagh, Sinha, & Sharma (2010) noticed that 10 percent 

increase in broadband penetration is correlated to 1.5 percent increase in 

productivity.  The invention of internet and mobile technology has influenced the 

invention numerous job such as e-business, e-marketing, e-commerce, mobile 

applications and social media and so on. The impact of ICT on entrepreneurship is 

not sinuous and cannot be undermined. Particularly in the creation of job 

opportunities, invention of new business and cutting down cost of business 

operations.  In summary, the nexus between ICT invention and economic 

development is not vague. Scores of experts‟ reports from both World Bank and UN 

have unanimously ascertained the direct connection between the duos. Hence, 

commonly noticed that developed and developing economies replied so much on 

technology is establishing and ensuring the growth of economic activities (Charoen, 

2012). 
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1.4  Information Communication and Technology (ICT) Industry in Thailand 

The information communication technology industry in Thailand can be 

encapsulated in four major segments which are computer hardware, computer 

software computer, information technology services and communication. 

Considering the ubiquitous usage of technology, the technology industry in Thailand 

has a rocketed development in the same developmental nature of different countries 

around the globe. Similarly, the increase technological inventions, governmental 

subsidy, and widespread of technological trainings and awareness are also 

responsible for the transformational change in the ICT industry in Thailand 

(Charoen, 2012). Consequently, the ICT market in Thailand generated 11% of the 

GDP in year 2009 and was the biggest technology market throughout the South East 

Asian region. According to an estimation reported by Thailand board of investment 

(BOI) (2010), the ICT industry was also expected to develop at a compound annual 

rate of 12% through 2010-2014. Additionally, the aggregate value of Thai domestic 

expenditure on technology products and services was around US$5.4bn in 2010, the 

amount is expected to rise to about US$8.7bn in the year 2014 (NECTEC, 2009).   .  

The Thai government makes a significant contribution to the development of the ICT 

industry in Thailand. For instance, a transformational framework that guides the 

development in the industry and the implementation of the government‟s plans and 

key goals was established. The established framework includes the assurance of ICT 

penetration into the civil society nationally, widespread of technological training and 

technical know-how, and the enhancement of R&D cluster to delve on the way 

forward for the industry.  

The harmonization of the Thai economic development with the ICT industry was 

another significant role played by the government. The government also established 



  12 

key bodies to oversee the implementation of the aforementioned goals. The bodies 

include the Ministry of Information and Communication Technology (MICT), 

Software Industry Promotion Agency (SIPA), National IT Committee (NITC), and 

Software Park Thailand. On the other hand, there are also private stakeholders that 

also contribute immensely to the development of the ICT industry in Thailand; the 

private key players include the Association of Thai ICT Industry, Association of Thai 

Software Industry (ATSI), Thai Software Export Promotion Association, and Thai 

Animation and Computer Graphics Association (BOI, 2010). 

The Software Park Thailand was established in 1997, purposefully to be the 

backbone of software development in Thailand and to be a stop point for offering 

software development training and certification on software quality and standards as 

well supporting IT companies to establish and obtain incubation space.  Furthermore, 

the Thai government accommodated the penetration of ICT infrastructure in the 

entire industry that makes up the economic atmosphere in Thailand with supportive 

regulations. Some of the significant enactment made by the government was the 

Electronic Transactions Act of 2001, which was to legitimate the activities of e-

commerce in the country. Subsequent ICT related rules and regulations have been 

signed to law since then, all of which reflect on the efforts of the government to 

ensure the development of ICT industry in Thailand.    

Consistently, there have been excess statistical reports on Thailand‟s spending on 

computer hardware. A published report shows that 75.72 billion baht was spent on 

computer hardware in 2008 alone and 62.94 billion baht on software applications, 

while 24.98 billion baht was spent on computer services. The report indicated that, 

such huge spending was made possible due to the influential support given by the 
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government to harness the development of the entire economy of Thailand with the 

sufficient increase of ICT infrastructure, by making needed technologies (such as; 

high-speed internet, e-documentation and etc.) and innovations needed available at 

affordable cost and in an accessible manner (Investment and business information 

source for Thailand (BOI), 2010). 

In 2010, the Thailand government profited THB 607,385 million from ICT goods 

and services, which amounted to a 9.2% increase from 2009. Such increase explains 

that a significant amount of consumers‟ expenditure was on communication (63.1%), 

computer hardware (15.1%), and software application (11.9%) and computer 

services (9.9%) respectively. Apparently, these figures display a courageous growth 

from the figures gathered at the end of the year 2009 (NSTDA, TRTD, and SIPA, 

2010). The Figure 1.1 and Table 1.1 below depicts the developmental flow of ICT 

spending in Thailand from the year 2009, through the year 2010.  

 

 

 

 

 

 

 

 

 

 

Figure 1.1  

Thailand's ICT Market in 2009-20010 and Outlook 2011 

Source:  National Science and Technology Development Agency, Telecommunications 

              Research and Industrial Development Institute and Software Industry  

              Promotion Agency (Public Organization) (2010) 
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Table 1.1  

Thailand ICT Market Value Summary  in 2009-2010 and Outlook 2011 

Market Value (Million Bath) ICT Market Share (%) Growth Rate 

2009 2010 2011 2009 2010 2011 09/10 10/11 

Computer 

Hardware 

80,869 91,596 100,511 14.5 15.1 14.8 13.3 9.7 

Computer 

Software 

62,365 72,400 84,233 11.6 11.9 12.4 12.5 16.3 

Comuter 

Service 

48,372 60,390 75,560 8.7 9.9 11.1 24.8 25.1 

Communication 362,698 362,999 419,344 65.2 63.1 61.7 5.6 9.2 

Total 556,304 607,385 678,648 100 100 100 9.2 11.7 
Source:  http://www.atci.or.th/ict%20market1.html 

 

Moreover, when considering 2010 ICT spending by economic sector, comprising 

government and state enterprises, corporate, and Small Office and Home Office and 

Household (SOHO and Household) sectors, as shown in Table 1.2, it is found that 

the government and state enterprises, together with the corporate sectors, are the key 

targets, with a 52.8% share of spending in the market (THB 320,482 million). The 

SOHO and household, on the other hand, held a 47.2% share of overall spending in 

the market (THB 286,903 million) due to the fact that the SOHO and household 

sector are accounted for rather small spending shares in the computer software and 

communications services. In any case, the SOHO and household sector remained the 

key spender in the computer hardware market with a 61.6% share. 

Table 1.2  

ICT Spending by Economic Sectors in 2010 

Source:  Thailand ICT Market 2010 and Outlook 2011 

Remarks: SOHO = Small office and Home Office 

Market Value (Million Bath) Ratio (%) 

Economic Sectors Economic Sectors 

Gov. 

and 

Enterprise 

Corporate SOHO 

and 

Household 

Total Gov. 

and 

Enterprise 

Corporate SOHO 

and 

Household 

Total 

Computer 

Hardware 

12,708 22,459 56,429 91,596 13.9 27.4 61.6 100 

Computer 

Software 

29,703 32,623 10,074 72,400 41.0 45.1 13.9 100 

Computer 

Service 

23,225 35,752 1,413 60,390 38.5 59.2 2.3 100 

Communications 164,012 218,987 382,999 42.8 57.2 100 

Total ICT 320,482 286,903 607,385 52.8 47.2 100 

http://www.atci.or.th/ict%20market1.html
http://www.atci.or.th/ict%20market1.html
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Fourther, the Thailand government is highly motivated to ensure a continuous 

growth of the ICT industry in the country. Insofar, the Ministry of Information and 

Communication Technology (MICT) developed a framework to tailor the growth of 

the ICT industry from 2011 through 2020. The framework was named the ICT2020 

policy, which is primarily responsible for understanding the present statuesque of the 

ICT industry, analyse possible limitations and hindrances and project solutions for 

the development of ICT industry through the year 2020.  The framework also delves 

into the analysis of the ICT usage in the country and forecast the possible changes 

and alteration in the direction of ICT usage in Thailand for the next 10 years to come. 

The framework is said to be a landmark for the government and other ICT 

stakeholders in the country to understand the direction and challenges that lay ahead 

the ICT industry and possibly start suggesting ways of resolving those challenges in 

other to rescue other industries that are dependent on the ICT industry in Thailand 

and subsequently to protect the economy of Thailand on negative consequences 

(National Electronics and Computer Technology Center National Science 

(NECTEC) and Technology Development Agency Ministry of Science and 

Technology (NSTDA), 2011).  

1.5 Problem Statement  

Employee turnover intention has become a critical issue both academically and 

practically (Chen, Lin & Lien, 2010). Thus, in a few years have to attention has been 

given towards employees turnover behavior and the major causes that lead towards 

the employee inten to quiting the job (Richer, Blanchard & Vallerandi, 2002 

Sakchaicharoenkul, 2009; Calisir, Gumussoy & Iskin, 2011). Several organizational 

behaviour researchers and management theorists have approached phenomenon of 

employee turnover intention differently and different conclusions have been drew 
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over it (e.g. Shahzad, et al., 2011; Zhang, & Lee, 2010). Consistently, several 

research conclusions have recommended that employee turnover serve as a hindrance 

to organizational operations, organizational management and consequently 

organizational development (Richer, et al., 2002; Shahzad et al., 2011).  Chen, et al., 

(2010) reviewed that employee turnover could be a critical and immutable menace to 

the development of an organization, particularly if annihilating measures and control 

are not well prescribed and implemented. Subsequently, researchers have always 

proffering solutions, providing empirical recommendations and justifications that are 

potentially expected to suppress the detriment of employee turnover on 

organizational performance and development.  

In that regard, the detriment of employee‟s turnover has been indiscriminatingly 

challenging. Unfortunately, despite employee turnover being such a serious problem 

in Asia, there is a dearth of studies investigating it (Khatri et al, 2001; Mushtaq, 

2008). The consequence to employee turnover has also been reported from Asia 

countries such as; Hong Kong, South Korea, Malaysia and Taiwan (Barnett, 1995; 

Chang, 1996; Syrett, 1994).  The rate of turnover in most of these Asian countries 

has been consistently increasing lately. Statistics on employee turnover presented 

that the rate of turnover in year 2011 are 13.90%, 13.50%, 8.20%, 16.40%, 14.30% 

and 12.60% in China, India, Indonesia, Malaysia, Singapore and Vietnam, 

respectively (Chulajata, 2012). Thailand industries specifically have witnessed so 

many deniable consequences of employee turnovers which is consequentially 

responsible for severe organizational performance (Changsorn, 20011; Wu & 

Poslsaram, 2012). The growth of employee turnover in Thailand is even more 

alarming. The HCBI Salary Survey, (2012) presented that emploeyee turnover has 
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grown drastically from 8% in 2008/2009 to 13.4%, and 11.3% in 2009/2010, 

2010/2011, respectively.  

The industrial report published on the databases of The Human Capacity Building 

Institute and the HCBI Salary and benefit Survey of year 2011/2012 presented 

various glaring data on how the employee turnover has been maiming the Thailand 

industries, the rates range from high to low, some of the alarming result (industries 

with high turnover rate) follows; furniture (34%), textile and clothes(32%), Ceramic 

and Plastic (31%), Rubber product (28%), Electric and electrical (22%), Machinery 

and Agricultural machinery (20%), Food (19%), Chemical and Gem and Jewellery 

(18%), Trade and services and Printing and packaging (15%), Information 

communication and technology and Medicine and medical instruments (13%), Glass 

and mirror (11%), Automotive technology (8%) on the other hand, Air-conditionerJ 

refrigeration, Electricity production and Alternative energy industries possess low 

turnover rate of (5%) respectively. Although, ICT industry is not faced with a highest 

employee turnover rate is 13% in year 2011/2012 (The Human Capacity Building 

Institute and the HCBI Salary Survey, 2012) when comparing turnover rate with 

other industries and there is also lower than employee turnover rate (18 %) in 

Thailand for year 2011/2012. However, the ICT Ministry wants 95% of Thailand‟s 

total workforce to be ICT literate by year 2015; it aims for ICT industry to generate 

18% of Thailand‟s gross domestic product (GDP).  

Moreover, in that regard, employee turnover become to a major concern for many 

organizations nowadays. High employee turnover have a devastating effect on a 

company, especially if the lost employees are high performers. Thailand has seen 

more than a 10% average turnover rate for several years (Employee Turnover Costs 
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Report, 2012). While, Tayat Sriplung, managing director of Watson Wyatt 

(Thailand) stated that High employee turnover in Thailand cost the country in terms 

of human resource development and reduces the nation's global competitiveness 

(Thapanachat, 2007). Thus, one of the biggest problems in several industries is high 

employee turnover. High employee turnover has an impact on the quality and 

quantity of production. 

Meanwhile, Thailand economy has been on a consistent development and 

transformation since the year 1997. Currently, the economic development and 

transformation is becoming drastic or rather visible and the ICT industry is 

considered as the cynosure of the Thailand economy (SIPA & NECTEC, 2009). The 

influence of the ICT industry in Thailand has been enormously undeniable and 

expert believed it is as a result of the globalization which is made possible by the 

implementation of ICT product and services (Fischbach, 2002; SIPA & NECTEC, 

2009). As at that researchers have noticed that even with the consistent success and 

the aggressive development in the ICT industry of Thailand, most ICT companies in 

the industry are being mismanaged and the rate of IT professional turnover is 

alarmingly rising (Dechawatanapaisal, 2005). Nonetheless, Thailand ICT industry is 

progressively doing well (Pornwasin, 2013). Unfortunately, the remarkable 

performance of the ICT industry in Thailand is not enough to suppress the alarming 

rise the IT professionals‟ turnover in the ICT industry (Hewitt Associates Thailand, 

2012; Rigas, 2009).  

Although, rarely studies of IT turnover in Thailand have been found and measures of 

IT turnover rates are difficult to locate (Rigas, 2009), however, IT professionals 

estimates turnover are 12.8% in 2002, and 10.6% in 2003 despite salary increases 
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averaging 5.3% across these years (Rigas, 2009) and increasing IT professionals 

salary scheme from 1.0 % in 2009 to 4.9% in 2010 was implemented to suppress the 

consequence and rise of IT professionals turnover 15% in 2009/2010 but to no avail 

(Aon Hewitt Associates Thailand, 2012). Moreover, records presented by 2012 from 

the Aon Hewitt Thailand (2012) corroborated that employee turnover of IT 

professionals in ICT industry is still progressing 12% in year 2010/2011.  No matter 

which IT professional turnover number one considers-the lower previous year or the 

higher previous year of 100%, there is no denying that turnover is a major issue to 

ICT enterprise and ICT industry (Lacity, Iyer, & Rudramuniyaiah, 2008). The result 

and analysis of a five year research on Information Technology (IT) professionals 

found that; the turnover of IT professionals increased from 10.6% to 12.8% within 

intervals of two years (Rigas 2009).  

However, the upsurge of turnover rate in ICT industry is one of the persistent 

challenges facing corporate organizations in Thailand. Joseph et al., (2007) related 

that easy employability of Thai skilled workers as the main cause of high turnover 

rate. On the other hand (McKnight, et al., 2009) beheld that IT professionals usually 

have specialized skill which makes turnover expensive and a hard-to-replace skills, 

which increase turnover expenses. MICT (2010) identified that the stumbling block 

to the successful implementation of the national strategic objective is solutions of 

turnover among IT professionals, and this problem may become more heightened 

and intensified when these IT professionals abandon the ICT field and work in a 

different field other than ICT, which has the potential to destroy and dilapidate the 

ICT sector and on the long run the nation‟s economy. Moreover it is unfortunately 

evident in the Thailand‟s ICT industry as they are experiencing shortage and 

turnover of both quantity and qualitative duty to growth of ICT market (Santipaporn 
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2010). A greater mobility of employees was experienced in the job market due to the 

fact that IT professional shortage created an ample opportunity for those with IT 

skills (Linda & Hermann, 2007), the more the increase in jobs the easier it is for 

individuals to find a better placement in other organizations (Price, 2001; Price & 

Mueller, 1986). 

Moreover, LaFalce (2012) stated that a difference between IT professionals and 

professionals in other industries is that IT professionals can often easily move from 

project to project or company to company. Thus, does the pressure of HR and IT 

manager to design innovative strategies for retention (King & Colloway, 1995). Due 

to the average cost of replacing talented IT workers is twice their annual salary 

(Young, 2002). According to Niederman and Sumner, (2001) and Reichheld, (1996), 

amongst the noticeable detriments of employee turnover on any corporate 

organizations are cost, profit and productivity. The vulnerability of ICT industry to 

the consequence of employee turnover is arguably said to be because of the high 

demand of professionals in the industry. ICT companies are always on the watch for 

IT professionals. Hence IT companies are readily interested to employ these 

professionals at all cost and at all time, amounting to the high rate of IT 

professionals‟ turnover (Kochanski, & Ledford, 2001).  

There are considerable costs, both direct and indirect, that can be linked to the loss of 

talented employees. Additionally, on average, the IT field has one of the highest 

recruitment costs (Goth & Blank, 1999). Smart, (2005) found that ordinary 

organization from other industry spend about $80,000 to $800,000 and IT related 

organization spend about $200, 000 to $250,000 on employee turnover and rectifying 

the detriment of turnover on their organizations, such as loss of revenue, hiring, lost 
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time, lower morale,  training of new requites, productivity from remaining workers 

and etc. Joinson, (2000) reported an organization can bear up to $7,000 daily loss of 

revenue as a consequence of turnover. Paola and Scoppa, (2007) estimated that 

turnover can cost an organization up 150% turns of their normal expenditure on 

hiring, requiting, training, and paying wages of new requites.  

Empirical findings (such as; Jiang, Klein &, Balloun, 2001; Levina & Vaast 2008) 

have declared that high rate of IT professional turnover is retrogressive on the 

corporate performance of ICT company as there will be an enormous downturn of 

product or service quality, increase of project failure or incompletion and there will 

also be huge amount of customer in-satisfaction. In summary, the turnover of an IT 

professional does not only deprive the organization the smooth flow of corporate 

performance, it will also incur unprepared expenses on the organization and a huge 

amount of time will be wasted in finding and training a new employee suitable and 

competent to replace the expertise of the gone professional (Bapna, Gupta, Mehra, & 

Sambamurthy (2008).  Organizational performance could further be deterred and 

delayed as it takes certain time for the newly requited employee acclimatize with the 

culture of the organization, understand and socialize freely with colleagues and 

interact freely in the workplace to carry out his/her assignments. The time spent on 

these natural processes to ensue will defiantly have a slowdown influence on the 

performance of the organization (Hasausknecht, Trevor, & Howard, 2009). 

Neiderman (2011) notice that, excellently skilled among employees are prone to 

turnover than the average or ordinarily skilled employee. This is because they are 

often confidence to find better job easily and the consequence of losing best among 

employees is always aggressively detrimental and extremely costly for any ICT 

company. 
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With the recent global civilization and modernization, the influence of ICT industry 

can‟t be over emphasized in the economy of a developed or a developing country. In 

peculiar to Thailand, the ICT industry has been playing a significant role in staging 

the consistent upsurge witnessed in the country‟s economy (SIPA and NECTEC, 

2009). The influence of ICT on Thailand‟s economic development is said to be 

enormously significant (Han, 2009). The ICT industry generated the biggest capital 

and labour which are the two factors of efficiency in any economy. The ICT industry 

also enhances innovation and digitalization which consequently entrench 

productivity in other industries (UNCTAD, 2009). Additionally, the significance of 

ICT also transgresses to the facilitation of global business and establishes local and 

international communication and transactions. The Thailand‟s agricultural industry 

also benefited hugely from the benefit of ICT product and services by reducing 

manpower and enhances productivity. Most importantly, ICT industry independently 

annihilates the economic pressure that was potential of wrecking the nation. Thus, 

information and communication technology (ICT), products and services were able 

to renascence and restructure the economical breakdown in Thailand. In summary, 

the ICT industry in Thailand remains the cynosure of the economy that influences the 

success of all other industries and generates the biggest income for the service of the 

national economy in Thailand (SIPA & NECTEC, 2009).   

Therefore, it is important to reiterate that the success ICT industry in Thailand is 

influential to the growth of the nation‟s economy; likewise the breakdown in the ICT 

industry is detrimental to the national economy of Thailand. One of the major 

internal potential sources of the breakdown to the ICT industry is IT professional 

turnover (Santioso, 2014). According to Thapanachat (2007) asserted that high rate 

of IT professional turnover is liable to breakdown the ICT industry and consequently 

http://prezi.com/user/sviadte_kenh/
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the nation‟s economy. There will be possibility of insecurity, an uncoordinated 

development and a drastic decrease in income on GDP (ESCAP, 1999; Webster, 

2007).  Justifiably, National Economic and Social Development Board of Thailand 

(NESDB) (2013) recorded a continuous decrease in GDP of Thailand and opined that 

the economic declination was a result of the level of IT professional high turnover in 

the country‟s ICT industry (Santioso, 2014). Thus, the Thailand‟s ICT industry as 

instrumental it is to the Thailand economy is still very vulnerable to the threat and 

detriment of IT professional turnover.  

Meanwhile, in line with the Thailand‟s government framework that was also 

structured to guide the developmental focus of the ICT industry and to maximize it‟s 

in impact on Thailand‟s economy, practitioners and other stakeholders acknowledged 

the crucial role of IT professionals in achieving the Thailand ICT industrial 

developmental goal (Santipaporn, 2010). Thus, practitioners and government 

agencies must be restive until the progressively high rate of IT professional turnover 

must be resolve to a minimum level (TMC & NSTDA, 2011). However, Lacity, et 

al., (2008) behold that retaining highly qualified IT personas will avail both the 

industrial stakeholders and governmental agencies the expected success of the ICT 

developmental policies frameworks and beyond. Therefore, relentless efforts must be 

mounted on resolving the escalating rate of IT professionals‟ turnover in Thailand. 

However, Sakchaicharoenkul, (2009) lament that the case of Thailand has been rare 

to be found in extent literature, and charge future researcher to execute an unbiased 

research that will be generalized to entire population of companies under the 

Thailand‟s ICT industry.  Consequently, an understanding of the factors that affect 

IT professional turnover intention in Thailand is essential in order to control the 

negative affects of IT turnover in Thailand. 

http://prezi.com/user/sviadte_kenh/
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As stated by Saichuae (2014), the managing director of Towers Watson Thailand 

revealed that IT talents (e.g. programmer, computer engineering and IT developer) 

are the roles where organisations are facing the most attraction and retention-related 

issues in Thailand. Moreover, talent retention was ranked number one as HR 

challenge in 2013 and 2014 consecutively in Thailand (Saichuae, 2014). Meanwhile, 

Sukriket (2014) declared that an important problem among Thai IT professionals to 

leave the job is because they are unsatisfied with their job, which is the first step 

toward leaving an organization. This is because high level of satisfaction reflects 

positive feelings towards the organization. This as a result has a direct influence on 

IT Professionals intent to quit. Therefore, satisfaction represents an effective reaction 

to particular aspects of the job and denotes the enjoyable or positive emotional 

condition (Emami, 2012).  

Apart from that, personnel attitudes and environment are the major factors affecting 

job satisfaction (Sug-Ing, 2008). There are numerous factors that must be taken into 

consideration when determining how satisfied an employee is with his or her job, and 

it is not always easy to determine which factors are most important to each 

employee. For example, Sukriket (2014) considered communication, coworkers, 

fringe benefits, nature of the work, recognition, security, organisation‟s policies and 

procedures, pay, personal growth, supervisory and promotion as the key factors that 

could affect job satisfaction and turnover intention in Thailand. Meanwhile, 

Sreeplng, (2012) asserted that Thai companies faces the risk of employee turnover 

due to the perceived unfairness of distributing reward and procedural justice among 

their employees. Their perceptions are disturbed, which results in the reduction of 

their job satisfaction and hence, intentions to quit can be increased. Similarly, 

Klunpeng (2015) found that Thai employee leave the organization due to the 
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perception of unfairness at work place with their supervisor. In this context, if an 

organization is unable to fulfill the employees‟ requirements and the employees are 

not satisfied with their jobs, turnover may happen (Schultz, 1994).   

Further, academic research society and organization of Thailand has paid less 

attention toward studying employee perceived justice at work place seriously among 

Thai companies and even though Thailand has high development and progress in 

economic growth, but only few studies have delved on the role of organizational 

justice in developing the country (Kusumavalee, 2013). In addition, IT professional 

perceptions organizational justice (procedural justice and distributive justice) plays 

important role in Thailand context and the possible detriment of fairness on 

organizational development cannot be underrated, has resulted in turnover rate 

among IT professionals in Thailand  is facing (Sreeplng, 2012). Therefore, ICT 

companies in Thailand should focus on an understanding the antecedents of 

organizational justice (distributive and procedural justice) that can contribute to 

increase IT professionals‟ satisfaction with their job which in turn could decrease the 

turnover intentions among IT professionals.  

Furthermore, ICT industry is a dynamic industry whose success does not depend on 

heavy machinery and complex tools but on the skilled workforce. Human resources 

are the main asset of any organization. So, it is important to retain them to avoid 

additional costs of recruiting and training. Personnel employed in IT organizations 

are responsible for driving its advancement. The IT workforce has to be high 

performer in order to cope up with market needs. These external as well as some 

internal factors leads to stress. Stress in the workplace has grown because of the 

increased complexity and demanding nature of the job. Thai IT personnel 
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experienced increased role stressors as role conflict, role ambiguity, workload, time 

pressure and responsibility to complete their projects on time (Kumthonthanakan, 

2008; Kunvuthikorn, 2009). Beside, satisfying IT professionals with their job is not 

an easy task for many companies, as IT professionals find it easy to intent to land 

new jobs, when they are dissatisfied, causing further stresses on organizations 

(Sukriket, 2014). Thus, ICT company should focus on understanding the antecedent 

influence of different role stressors (role ambiguity, role conflict, work-overloand, 

and work-family conflict) through job satisfaction that can contribute decrease Thai 

IT professionals‟ satisfaction with their job, inturn increase turnover intention among 

IT professional.   

Consistently, sequel to the above justifications, it is behoves of this study to 

understand the antecedent influence of different organizational justice (distributive 

and procedural justic) and role stressors (role ambiguity, role conflict, work-

overloand, and work-family conflict) and consequences of IT professionals‟ job 

satisfaction that can influence the turnover intention among IT professional in 

Thailand‟s ICT industry context.  

Although, research on turnover in the IT work force has been conducted since the 

late 1960‟s, with most studies examining turnover intention as a result of individual 

factors such as employee demography, job dissatisfaction, or lack of organizational 

commitment (Ghapanchi & Aurum, 2011). The first review of turnover studies 

among IT personnel appeared in 1977 (Willoughby, 1977) and the most recent in 

2011 (Ghapanchi & Aurum, 2011). Recent studies have begun focusing on at-risk 

populations of IT workers such as in government and private organisation (Diala, 

2010; Henryhand, 2010; Kim, 2012), and in countries where IT workforce has grown 
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significantly (Deepa & Stella, 2012; Lubienska & Wozniak, 2012; Abdullah et al., 

2012; Dua et al., 2012).  

Although, literature review shows that, job satisfaction have shown to be important 

predictors of turnover intention (Addae, Parboteeah, & Davis, 2006; Lee, 1988), 

however very little studies have examined how job satisfaction is related to turnover 

intention (Lee & Bruvold, 2003). Moreover, one of the important contribution to the 

examination of the collectivist‟s attitude towards job satisfaction is the study of Sug-

Ing, (2008) revealed from a South Korea empirical study that job satisfaction does 

not influence the turnover intention of IT professional. While, Berry (2010) also 

argued that employee job satisfaction does not meditate the relationship between 

organizational justice and turnover intention.  

Another of the important contributions to the examination of the collectivist‟s 

attitude towards procedural justice is the study of Sugawara and Huo (1994), this 

revealed that Japanese are cognizant of procedural justice only in conflict resolution. 

Meanwhile, the study conducted by Thomas & Nagalingappa (2012) also reported 

that no significant relationship exist between procedural justice and job satisfaction. 

Consistently, Lam, Schaubroeck, & Aryee (2002) argued that study of the effects of 

distributive and procedural justice do not provide consistent and mutual supportive 

conclusion  as to generalizability across cultures.  

Moreover, Stressors are always considered as bad and have a deteriorating effect on 

employee‟s productivity and performance. Stressors are differently related to job 

attitudes (i.e. job satisfaction) and withdrawal cognitions (i.e. turnover intentions) 

(Cavanaugh, Boswell, Roehling, & Boudreau, 2000; Podsakoff, JLePine, & LePine, 

2007). From the literature review, it was identified that job satisfaction and turnover 
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intentions are the main consequences of dimensional role stressors. Moreover, 

despite of the lots of studies have concentrated on the impact of stressors on job 

attitudes. But there is a lack of research on the impact of dimensional stressors on 

turnover intention through job satisfaction (Qasim, Javed, Shafi, 2014). While Riley, 

(2006) revealed in their study done in New Zealand that job satisfaction is not a 

significant mediating factor to the relationship between employee work- overload, 

work-family conflict and turnover intention. In addition, Lee (2000) also reported in 

a study that was conducted in Singapore that insignificant of role ambiguity on IS 

professional turnover intention in Singapore through job satisfaction. Calisir et al 

(2011) study relationship the effects of stressors (role ambiguity, role conflict, work-

overload, work-family conflict) on turnover intention through the mediating role of 

job satisfaction among IT professional in Turkey. They found only role ambiguity 

was significant on job satisfaction and there is no significant in the role of job 

satisfaction as mediation. Therefore, this study is motivated to examine the 

antecedent influence of different role stressors (such as; role ambiguity, role conflict, 

work overload and work family conflict) variables proven to be strong predictors of 

turnover intentions among IT professional. These include job satisfaction as 

mediating variable. 

Consistently, sequel to the above justifications, it is behoves of this study to include 

the effects of organizational justice (distributive justice and procedural justice), and 

role stressors (role ambiguity, role conflict, work overload and work family conflict) 

as antecedents turnover intention among IT professionals in Thailand‟s ICT industry 

through mediating role of job satisfaction which are reportedly considered important 

determinants outcome among IT professionals in Thailand.  
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1.6 Research Questions 

In accordance to the problems stated in the above subtopic, this study then 

strategically draw the below listed questions purposely for the research to objectively 

find preferable answers for them;  

1. Does organizational justice (distributive justice and procedural justice) 

influence job satisfaction?  

2. Do role stressors (role ambiguity, role conflict, work-overload and work- 

family conflict) influence job satisfaction?  

3. Does job satisfaction affect turnover intention? 

4. Does job satisfaction mediate the relationship between organizational justice 

(distributive justice and procedural justice) and turnover intention? 

5. Does job satisfaction mediate the relationship between role stressors (role 

ambiguity, role conflict, work-overload and work-family conflict) and 

turnover intention? 

1.7 Research Objectives 

The major objective of this study is to answer the above listed questions, in doing so 

the study aim is to achieve the following highlighted objectives;  

1. To investigeate the effect of organizational justice (distributive justice and 

procedural justice) on job satisfaction. 

2. To investigeate the effect of role stressors (role ambiguity, role conflict, 

work-overload and work-family conflict) on job satisfaction. 

3. To investigeate the effect of job satisfaction on turnover intention. 
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4. To investigeate the mediating effect of job satisfaction on the relationship 

between organizational justice (distributive justice and procedural justice) 

and turnover intention. 

5. To investigeate the mediating effect of job satisfaction on the relationship 

between role stressors (role ambiguity, role conflict, work-overload and 

work-family conflict) and turnover intention. 

1.8 Scope of the Study  

This current study investigate turnover intention phenomenon amongst IT 

professional in Thailand‟s ICT industry using the constructs in the proposed model 

as an antecedent to turnover intention. Thus, the aim of this study is to propose, 

analyse and validate a model on IT professionals‟ turnover intention in Thailand, by 

examining the organizational justice (distributive and procedural justice) and role 

stressors (role ambiguity, role conflict, work-overload an work-family conflict) and 

the mediating role of job satisfaction on employee turnover intentions. Consistent 

with discussions in the statement of problems above, employee turnover has been 

rising alarmingly in the ICT industry in Thailand and failing to proffer scientific 

panaceas of such could consume the entire industry and or jeopardize the goal and 

aim of the Thailand government on ICT. Therefore, this research sample is IT 

professionals and practitioners across the nation. The sample unit is ICT firms listed 

and registered and deal with four ICT sub-sectors are computer hardware, compurter 

software, information technology services and communication. IT professionals are 

serve as individual unit of analysis in this study; respondents be approached in ICT 

firms.  
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1.9 Definition of Key Terms 

The following terms are defined in the context of this research and supported by 

literature review. 

1.9.1 Turnover Intention 

This study operationalizes Turnover Intention in accordance to the definition 

provided by Lee, City, Taiwan, & Liu (2007), as the employee willingness and 

thoughts to voluntarily quit their organization.   

1.9.2 Job Satisfaction 

Job satisfaction is defined as being as employee attitudinal scale of contention in as 

regard their feelings, beliefs, behaviour and their disposure to job and job 

environment (Ahmed at al., 2011). 

1.9.3 Organization Justice 

Silla, Gracia, Manas, & Peiro, (2010) describe fairness as impartiality and justice and 

it is referred in this study as the employee judgmental disposition of receiving fair 

treatment by their organization.  

1.9.4 Distributive Justice 

This term refers to civility treatments that are rightful of rewards but not equally 

levelled, which it‟s both of monetary rewards (i.e. basic pay, merit/cost of living, 

performance bonus and non-monetary rewards (i.e. learning opportunity, challenging 

works and career advancement (Hom & Griffeth, 1995).  

1.9.5 Procedural justice 

Procedural justice is refered to the disposition of employee towards procedural and 

regulatory codes and terms of the organization. It can be explained as the strict 

procedural codes of the organizations that guide the employee character and ensure 
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their civility in the organization (Yaghoubi et al., 2012; Zu‟bi, 2010), the fairness of 

the procedures used in allocating rewards. 

1.9.6 Role Stressors 

The concept of role stressors is defined in this study as the organizational based job 

distractions that directly obstruct employee performance and some other 

organizational factors that tense employee and discomfort them in their workplace  

(Kahn, Wolfe, Quinn, & Snoek, 1964) employee are said to be discomfort if their 

intentional strict and irrelevant orders.  

1.9.7 Role Ambiguity 

Theoretically, role ambiguity explains the expectations attached to some obligations 

assign by an organization (Muliawan, Green, & Robb, 2009). Vagueness in the 

statement of assigning role is often the main cause for role ambiguity, whereby 

employee are practically blur of what is expected from them (Rizzo, House, & 

Lirtzman, 1970, Addae, Parboteeah, & Velinor, 2008). 

1.9.8 Role Conflict  

Role conflict as reflects incompatible demands on the person (either within a single 

role or between multiple roles occupied by the individual), can induce negative 

emotional reactions due to the perceived inability to be effective on the job (Cooper, 

Dewe, & O‟Driscoll, 2001).  

1.9.9 Work-overload 

The partiality that combines short time with loads of work; A given work will be    

perceived overload if there is not an appropriate time to complete a given assignment 

(Bacharach, Bamberger, & conley, 1990).  
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1.9.10 Work-Family Conflict 

Work-family conflict can be defined as conflict between the family and work where 

the demands created by the job interfere with performing family-related 

responsibilities (Kahn et al., 1964). Work family conflict can arise as a result of 

demands at working making it more difficult to accomplish tasks associated with 

one‟s family (Higgins, Duxbury, & Lyons (2007). 

1.10 Information Technology (IT) Professional 

IT professionals in this study is defined as IT employees which employees in a 

particular ICT-based or related organizations that are employed to deal with the 

organization‟s technical and technological to-dos such as; installation of new 

applications, designing of organization network topology, developing and managing 

the organization‟s computer hardware, computer software, communication and 

information databases. Employees that are involve with computers, networks, and 

information systems and including configuring, installing, and maintaining 

computers, networks, and information systems (Turban, Rainer & Potter, 2003). IT 

professionals are people whose main responsibility is to take care of the company‟s 

ICT infrastructure (computer hardware, computer software, information technology 

services, communications systems), ICT systems and ICT is the main job (MICT, 

2009). 

1.11 ICT Industry  

ICT industry is operationalized and defined as the body that entails four different 

sub-categories of IT related services and products such as; Hardware Computer, 

Software Computer, Information Technology Services and Communications (MICT, 

2010).  
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1.12 Significance of the Study 

This study intends to investigate the predictors of intention behavior in Thailand, 

using social exchange theory (SET). By using advanced analytical tool of Structural 

Equation Modeling (SEM), the researcher expects that this research contributes to 

both theory and practice. The significance of the highlighted research objectives dual 

is faceted. Thus, this research has a constructive theoretical significance as well as 

informative practical significance. The two underscored significance are explain in 

details below.  

1.12.1 Theoretical Significance 

The findings of this research have a major contribution to the body of knowledge, in 

the realm of organizational behaviour generally and specifically in the development 

of an Asian-based literature on employee turnover intention being an account from 

Thailand‟s ICT industry.  According to Khatri (2001) and Mushtaq (2008) asserted 

that employee turnover intention as a serious problem in Asia, there is a dearth of 

studies investigating it.   

In addition to the lack of study in case of Thailand, the available research works 

regarding turnover intention are still fragmented and there is a lack of clear 

comprehension of the factors influencing IT professionals‟ turnover intention. 

Therefore, the present study is attempting to fill this gap. The finding of this study 

also is reiteration and emphasis the theoretical-based solutions towards the 

eradication of employee turnover intention. This research also opted to revise the 

model of turnover intention in Thai IT professionals as a way of presenting a specific 

and empirical analysis in resolving the peculiar turnover rate in Thailand.     

 

../../../../../../../../Local%20Settings/Temporary%20Internet%20Files/Downloads/Significant%20nad%20Scope%20of%20study/IT%20articles/3370949%20%20%20IT%20+%20Job%20satisfaction+%20turnover%20intention.pdf
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The effort of this research also significants in the presentation of the turnover 

intention analysis from the diverse cultural settings of Thailand. Peculiar findings on 

turnover intentions of IT professionals with different cultural identity and 

demographic features were reported.  

This research also is contributed to the conceptualization by validating and 

empirically justify of distributive justice, procedural justice, role ambiguity, role 

conflict, work-overload, work-family conflict on turnover intentions through job 

satisfaction of IT professionals in the ICT industry of Thailand. More significantly, 

this study also provides findings that advance the past studies understandings of 

turnover intention decision processes by incorporating cognitive attitude (job 

satisfaction) and as the mediating variables based on social exchange theory 

propounded by Blau, (1964). Therefore, this study contributes to the limited body of 

knowledge about the psychological processes underlying the formation of job 

satisfaction through the perspectives of the social exchange theory (Blau, 1964). 

This study also has a significant and broad contribution in the theoretical realm of 

human resources management (HRM) discipline, in a way that the findings of this 

study inform HRM professional the peculiarities of IT professionals in ICT related 

organizations in Thailand. Ways of changing and influencing employee negative 

attitude which are understandably the antecedents of employee turnover intention is 

recommended from the findings of this present study. Hence the implementations 

and the interpretations of the social exchange theory exchange theory (Blau, 1964).  

This study also makes an important contribution to extant literatures on organization 

justice by focusing on the dimension of justice as the distributive justice and 

procedural justice. Additionally, rigorous review is done on the connection between 
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dimention justice and turnover intentions (Iyer, 2011). There have been several 

empirical recommendations on the role of organizational justice on turnover 

intentions through job satisfaction. For instance, Cohen-Charsh & Spector (2001) 

and Colquitt et al. (2001) reported the possible differences of organizational justice 

dimensions on turnover intentions. Therefore, this study resolves to delve empirically 

on the examination of the role of organizational justice (distributive justice and 

procedural justice) on employee turnover intentions.  

Majorly, the effect of experience stressor has been studied exhaustively from the 

western cultures (Iyer, 2011), while Asian researchers and particularly Thailand‟s 

studies on employee turnover intention have ignored the antecedent role of 

experience stressor on employee turnover intention. Thus, this study also makes an 

important contribution to extant literatures on dimention of role stressors by focusing 

on role ambiguity, role conflict, work-overload and work-family conflict on turnover 

intention through. (Qasim, et al., 2014) mentioned that there is still a nedd for a 

closer examination on the impact of dimensional stressors on job satisfaction. 

Understanding and eradication stressors on employee would not only benefit the 

organization retain their valued employees with also help the organization sustain 

their values and missions. Therefore, this study resolves to delve empirically on the 

examination of the role stressors by focusing on the dimension of role stressors as the 

role ambiguity, role conflict, work overload and work family conflict on employee 

turnover intentions through job satisfaction. In summary, the findings of this study 

on the aforementioned relationships and examinations a major contribution to the 

body of knowledge in general, and specifically in the realm of turnover intention 

research.   
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1.12.2 Practical Significance  

This study also has a significance stance practically. Insofar, the analysis of this 

study serves as suffice information to organizational leadership and decision makers 

on how to manage employee turnover intention and supressing the detriment of 

consequences of turnover on their organizations.  The analysis of this research also 

provides a significant amount of recommendation to stakeholders of Thai ICT 

companies in Thailand‟s ICT industry, particularly on how turnover intentions can be 

managed and IT professionals can be sustained in other to achieve the structured 

goals and objectives of the ICT industry in Thailand (Smart, 2005 & Valdivia, 2005).  

Furthermore, Thailand‟s ICT industry has been recognized as a major source 

contributing and useful to Thailand‟s economic development which is unanimously 

perceived as a key driver of Thailand Gross Domestic Product (GDP) (SIPA and 

NECTEC, 2009). Thus, it is very important for Thai government agencies to pay 

attention and initiate policy to restive the progressively high rate of IT professional 

turnover in Thailand‟s ICT industry or strategic plans for IT professional retention as 

well. 

1.13 Organization of the Thesis 

The report of this research would be presented in five consecutive chapters. The first 

chapter comprehensively entails the general background of this study, hence the 

introductory chapter to the study, the problem statement, research questions and 

objectives, scope of the study and operationalization of the key terms in the study are 

detailed discussed therein. The second chapter of the study report would embody a 

rigorous review of past related studies. Relevant literatures widely consulted and 

reviewed in other to generate presentable justification for all the stages and decisions 

involved to achieve this study objective, the review would also connect the study 
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with extant theoretical perspectives. Chapter Three consist of the methodological 

steps and explanations involved in the study. The methodology, research design, and 

instrumentations entirely justified therein. Chapter four present the analysis, findings, 

interpretations and empirical exercise for the study, in another the chapter would 

contain the results of the researches done in this study. Chapter Five end the study 

report, and contain interpretations of the study analysis, recommendations, 

discussions, and implications of the study also presented in the final chapter of the 

study.   

1.14 Summary 

This chapter presents background of study, ICT industry, problem statement, 

research questions and research objectives. Justification of the study also presented 

in this chapter. This chapter also gives brief explanations of how this study could be 

significant for academics and companies, new contributions, and the scope of the 

study and the definition of key terms. Finally, it concludes with a presentation of the 

research structure used to meet the main objectives, as well as the overall structure of 

the five chapters in this study. 
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CHAPTER TWO  

LITERATURE REVIEW 

2.1 Introduction  

This chapter embodies reviews of past studies as related to the variables involved in 

this study. Several theoretical perspectives were articulated in this chapter to 

generate theoretical basis for the study conceptual framework. All the subtopics 

highlighted in this chapter features discussions over job satisfaction, fairness, role 

stressors and the chapter ended with proposed conceptual frame work.  

2.2 Turnover Intention 

Tett and Meyer, (1993), affirm that turnover a popular choirs in corporate 

organizations, where employee deliberately decide to leave an organizations. 

Gnankkan, (2010) the unfavorable experience of turnover in the organization is 

measured with employee perceptions and experience from the organization. 

Turnover intention is said to be a self intuition of employee (Cho, Johanson, & 

Guchait, 2009), which is attitudinally instill by some managerial factors of the 

organizations, and these factors have been used by researchers has the measures of 

the turnover intention in employee (Bigliardi, Petroni, & Dormio, 2005; Pepe 2010). 

Iverson, (1999) asserted that turnover intention explain the managerial nexus 

between the employee behavioral character that guide its ability to withstand the 

experience in the organization or to run for it.   

As employees are primarily and professionally connected with an organization, they 

are also psychologically involved as their behaviors are planted through their school 

of thoughts. Therefore employees are sensational to their interaction with their 

organizations (Morrison & Robinson, 1997). Robinson, (1996) believe that employee 
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emotional status guide their conduct in the organizations, and it influence their 

perception towards the organization. Employee psychological conscience challenge 

employee to against being cheated and let them inquisitive on determining the 

organizational fairness.  Their psychological curiosity posits doubt on organizational 

fulfillment of contract. Robinson, Kraatz, & Rousseau, (1994) explain that most of 

the unwanted behaviors of employee like delay, laziness, absenteeism are as the 

result of doubt or lack of fidelity on their organization.  

Employee turnover intention is the end result of sequence of attitudinal provocations, 

whereby employee voluntarily decides to quite an organization (Lambert, 2001; Steel 

& Ovalle, 1978). Sumintorn, Wilaiporn, & Siraprapa, (2010) presented the 

difficulties in measuring turnover because it is an attitude and behavior property and 

also its indicators are intangible. This is an important to understand the employee 

withdrawal process at workplace. Though, there are many literatures to provide many 

empirical studies and theoretical on employees‟ withdrawal process at workplace; 

providing better understand of similarities and difference amongst construct of 

withdrawal intention should be done further (Cameli, 2005). 

A distinction between withdrawal behavior intention and withdrawal behavior may 

provide a better understanding of the withdrawal process. As withdrawal intentions 

are acknowledge as strong predictor on employee‟s actual behavior (Mobley, 1992; 

Mobley, Horner, & Hollingsworth, 1978). Meanwhile researchers have found 

(Griffeth, Hom, &Gaertner, 2000; Mobley 1977) employee turnover to be strictly 

dependent to their intentions and as the result of their behavioral property.   

Past studies have similarly found that employee‟s turnover intention is a significant 

turnover measurement in an organization (Bannister & Griffeth, 1986; Hom, Griffith 
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&Sellaro, 1984; Williams & Hazer, 1986; Muliawan, et al.,, 2009; Karatepe & Kilic, 

2007). Interpretatively, this study thus understands the relevancy of employee 

retention in an organization, and aim at delving dig to examine the relationship 

between employee behavioral intention to resign workplace and their job satisfaction. 

Ajzen and Fishbein, (1980) illuminate that behavioral intention interprets people 

attitudinal expression.  

2.3 Turnover Intention and Actual Turnover 

Turnover intention is the employee thought and consideration over quitting a 

particular organization.  Employers can only check and terminate the employee‟s 

consideration to leave when it is known earlier before becoming an actual turnover, 

only at the intentional stage that organizations can take preventive actions to 

discourage employee from the organization (Cohen & Cohen, 1983; Feng & 

Angeline, 2010).  Although researchers want to ideally understand turnover behavior, 

in reality, it is difficult to empirically investigate actual turnover (Burrell, 2014). 

Instead, researchers typically study current employees and ask them about their 

intentions to quit (Lacity, Iyer, & Rudramuniyaiah, 2008). Bluedorn (1982), 

encourage academic studies on the detection of turnover at the intention stage and 

suppressing it before being actualize.  

DeConinck& Bachmann (2005) affirmatively behold that turnover intention often 

precedes actual turnover is which the real resignation of the employee. The source 

illuminated that the intention process concerns any persuasive consideration rather 

than the actual resignation. Employee does not leave their work and the planning 

stage (intention) only after they are being ensured with the feasibility of their 

intention (Kim, Gyumin, & Carlson, 2010). Griffeth, et al., (2000) found significant 

association between turnover intention and actual turnover. The association is 
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interpretatively means intention comes before actual behavioral turnover in every 

employee.  The study conducted by Coward et al., (1995) and Lin & Chang, (2004) 

include turnover intention as a latent variable for actual turnover.  Muliawan, et al., 

(2009) justify the selection of turnover intention as the main determinant for actual 

turnover, scores of research have also use the intention as the dependent variable to 

actual employee turnover, therefore preventive measures should attack the turnover 

intention and not actual turnover, as it is more or less impossible (Karatepe & 

Sokmen, 2006). Hence, turnover intention refers to employees‟ deliberate and 

conscious intention to look for a new job or to voluntarily leave a current job             

(Mobley, Horner, & Hollingsworth, 1978). 

2.4. Related Studies on Turnover Intention 

Previous studies have implemented fragmented models of turnover intention 

(Aydogdu & Asikgil, 2011; Celik & Oz, 2011; Alniacik, Cigerim, Akcin, & Bayram, 

2011; Özer & Günlük, 2010; Paille , 2011; Sun, 2011; Kuean, Kaur & Wong, 2010; 

Ohana & Meyer, 2010; Weng & McElroy, 2012; Jang & George, 2012; Wheeler, 

Halbesleben, & Harris, 2012; Shahzad, Rehman, Shad, Gul, & Khan, 2011; Malik, 

Zaheer, Khan, & Ahmed, 2010; Baotham, Hongkhuntod, & Rattanajun, 2010). The 

models were fragmented due to the number of predictors as well as the absence of 

agreement on the direct and indirect predictors of turnover intention.  

Researcher examined the relationship between job satisfaction, organization 

commitment and turnover intention amongst employees within the production and 

service sector of Instanbul, Turkey (Aydogdu & Asikgil, 2011). Within the 

production sector, a sample size of 100 employees was collected, and within the 

service sector, a sample of 82 employees was collected. From the analysis, study 

findings revealed that employees‟ job satisfaction has a significant positive 
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relationship with all three organizational commitment dimensions which includes 

affective, continuance and normative organizational commitment. The study findings 

also revealed that employees‟ turnover intention has a significant negative 

relationship with both job satisfaction and organization commitment. 

The effect of emotional dissonance on turnover intentions and absenteeism, and the 

moderating effect of the perceptions of the quality of work life (recognition, 

developmental opportunities, supportive - leadership and fair play, and promotion 

system) for employees of call centers were explored by Celik and Oz (2011). A 

sample of 318 employees from the service industry of Turkish call centers. 

Hierarchical regression analysis was used to test the role of quality of work life as a 

moderating variable between leadership between employees‟ emotion dissonance 

and turnover intentions. From the analysis, study findings revealed that there is a 

significant positive effect of employees‟ emotional dissonance on employees‟ 

turnover intentions and also on employees‟ unexcused absenteeism. Study findings 

also revealed that the interaction effect of employees‟ quality of work life and 

employees‟ emotional dissonance do not have significant effect on employees‟ 

employees‟ turnover intentions. Rather than a moderating effect, developmental 

opportunities, supportive leadership and fair pay, and promotion system was found to 

have direct effects on turnover intentions. 

The independent and joint effects of the perceived reputation of an organization, the 

affective commitment of employees and employees‟ job satisfaction on turnover 

intentions was examined by researchers in Turkey (Alniacik Cigerim, Akcin, & 

Bayram, 2011), sampling 220 employees from the higher education industry of 

Turkey‟s north-western region. Data was collected through the utilization of online 
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questionnaire which was distributed by E-mailing the questionnaire‟s web-link to all 

academic staffs working in two (2) institutions.A total sample of 220 persons 

voluntarily participated in the study by completing the online questionnaire they 

received in their email. From the analysis, study findings revealed that the 

employees‟ perceived organizational reputation possess a positive correlation with 

employees‟ organizational commitment and job satisfaction. The study findings 

subsequently revealed that employees perceived organizational reputation possess a 

significant negative correlation with employees‟ turnover intentions. 

The relationship between perceived discrimination, job satisfaction and turnover 

intention of Turkey‟s public firm accountants was examined by Özer and Günlük 

(2010). A sample of 240 accountants from Turkey‟s public accounting firm was 

collected for the study. The proposed model was tested using structural equation 

modeling (SEM). From the analysis, study findings revealed perceived 

discrimination possess a direct positive significant effect on accountants‟ turnover 

intentions, the study also revealed that perceived discrimination negatively affects 

job satisfactions and also possess an indirect effect on turnover intentions. Study 

findings also revealed that perceived discrimination possess significant direct effect 

on turnover intention. Findings also revealed job satisfaction negatively affects their 

turnover intentions. 

Paille (2011) investigated three aspects of commitment which includes: commitment 

to organization, commitment to coworkers and commitment to superior; was 

investigated upon in order to improve employee retention amongst high turnover 

work environments. A 294 tucker sample was collected from five carrier industry 

companies in Quebec, Canada. A two-step analysis approach was utilized to make 
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meaning of the data. A confirmatory factor analysis was done in the first step, while 

the second step involved a structural equation modeling (SEM) for hypothesis 

testing. From the analysis, findings revealed that the model that fits the data best is 

when employees‟ affective commitment to the dispatcher and to the coworkers 

affects the employees‟ turnover intention through the employees‟ affective 

commitment to the organization.  

The effect of job satisfaction, organizational commitment and each factor on 

employees‟ turnover intentions of engineers in the construction industry was 

examined by Sun (2011). Constituents of job satisfaction include pay and promotion, 

supervision, the job itself and self-achievement. Likewise, the constituents of 

organizational commitment includes affective and continuance commitment. A 

sample of 763 construction engineers was collected from the Taiwanese engineering 

consultant companies, specifically from the engineering design department. From a 

logistic regression analysis, study findings revealed that normative commitments and 

job satisfaction significantly affect the intention leave construction engineering of the 

construction engineers. 

The relationship between employees‟ organizational commitment and the turnover 

intension of the employees from the Malaysian context was examined by Kuean, 

Kaur and Wong (2010), taking in the moderating effects of the participation in 

decision-making and the work effort of the employees on the employee-employer 

relationship, likewise the job work effort of the employee. A sample of 189 adults 

from the Malaysian working class was collected. From the analysis, study findings 

revealed that affective commitment of the employee is the most significant predictor 

of turnover intention, more significant than any of the other two (2) constituents of 
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organizational commitment (normative and continuance organizational 

commitment). Study findings also revealed a significant relationship between 

employees‟ turnover intention and all of the three constituents of organizational 

commitments mentioned above. Furthermore, study findings also uncovered that 

decision-making participation has a significant moderating effect on the relationship 

between employees‟ organizational commitment and employee‟s turnover intention, 

whereas work effort has no moderation effect on the relationship between 

employees‟ turnover intention and organizational commitment. The study suggested 

that Malaysian employees portrayed lesser possibility to leave an organization, when 

there is an emotional commitment they can identify with. Nurturing a culture of 

including employees in goal setting processes and of shared values increases the 

adaption of the employee on the particular organizational goal. This in turn, 

encourages the employee‟s organizational commitment personally, subsequently 

diminishes the turn over intention of the employee from the organization. 

The role of distributive justice, exchange between leader and member on employees‟ 

intention to leave the organization and organizational commitment was examined by 

Ohana & Meyer (2010). A sample of 101 was collected from the permanent staffs. 

This sample was drawn from 27 of France‟s work integration social enterprises. The 

hypothesized model was assessed using partial least square (PLS) structural equation 

modeling. From the analysis, the study findings revealed that the exchange between 

leaders and members was significant on job satisfaction and organizational 

commitment, whereas employees‟ job satisfaction and employees‟ organizational 

commitment had mediating effect on the between the employees‟ intention to leave 

and the exchange between the leader and members. 



  47 

The dimensions of career growth was studied by Weng & McElroy (2012), which 

includes career growth progress, the speed at which they are promoted, the 

development of  Professional ability and remuneration growth effect on occupational 

commitment and the intentions to leave. A sample of 396 managers was collected in 

the republic of china, and findings revealed that three (3) of the dimensions of career 

growth development were negatively related to the intention to leave the firm and 

also revealed that affective occupational commitment to a degree mediates these 

connections. The findings discussed the utilization of career growth development to 

combat turnover. 

The multilevel relationship between job-level HRM effectiveness, employees‟ 

mindfulness attitudes that are measures as workarounds, their turnover intentions was 

studied by Wheeler, Halbesleben & Harris (2012). A sample of 871 employees that 

are working under a hospital system was collected from the north-eastern part of the 

U.S. The study findings revealed that there is a negative relationship between job-

level HRM and the employees‟ intention to leave as well the employees‟ 

workarounds. Findings also revealed that Job-level HRM effectiveness possess a 

significant negative relationship to employees‟ intention to leave, which acts as a 

mediator for the negative relationship that is between job-level HRM effectiveness 

and the employees‟ workaround. 

In 2011, the relationship between work life policies and job stress to the intention to 

leave was studied by Shahzad, Rehman, Shad, Gul, & Khan (2011) .They collected a 

sample of 118 customer service representatives (CSRs) from three call centers 

located in Pakistan‟s capital city Islamabad.  From their analysis, their study findings 

revealed that there is a negative relationship between work life policies and 
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intentions to leave. It also revealed the existence of a positive relationship between 

job stress and turnover intention. They subsequently recommended that organizations 

ought to nurture and establish a culture that can reduce stress and create balance 

between the work life and family life of their staffs. 

The effect of burnout at work (BO), WLB (an acronym for Work Life Balance), 

WLC (an acronym for work life conflict), and job satisfaction on the intention to 

leave was studied by Malik, Zaheer, Khan and Ahmed (2010). A sample of 175 

doctors was collected from public and private sector hospitals across Pakistan using 

questionnaire, especially from the major cities of Pakistan including Lahore, 

Rawalpindi, Peshawar and of course Islamabad. Convenience sampling was    

utilized-non-probability sampling in particular, was utilized to obtain data from 

doctors. The data was analyzed using structural equation modeling (SEM) 

implemented in AMOS. From the analysis, the study findings reveal that there is no 

significant effect of burnout at work, work life balance and work life conflict on the 

intention to leave by Doctors. Findings also revealed that there is a significant effect 

of work life conflict on the job satisfaction of Doctors. And ultimately, the job 

satisfaction of doctors has a significant effect on doctors‟ intention to leave. 

A study was conducted in Rajamanagala University of Technology Isan (RMUTI) 

Thailand, to examine the effect of job satisfaction and organizational commitment on 

voluntary intention to leave was studeid by Baotham, Hongkhuntod, & Rattanajun 

(2010). A sample of 472 employees was collected using a mail survey for data 

collection. From the analysis, findings revealed that there is a direct negative effect 

job satisfaction and organizational commitment has on voluntary intention to leave. 
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The findings also revealed a significant positive relationship between job satisfaction 

and organizational commitment. 

2.5 Related Studies on IT Professionals Turnover Intension 

Previous studies have used fragmented models of IT personals‟ turnover intention     

(Chen, 2008; Tseng, 2010; Uzoka, Mgaya, & Akinnuwesi, 2011; Wickramasinghe, 

2010; Adya, 2008; Bhal & Gulati, 2006; Dhar & Dhar, 2010; Mahmood, Hasnaa, & 

Sharifheravi, & Shahidi 2010; Emami, et al.,2012). The models were fragmented due 

to the number of predictors as well as the absence of agreement on the direct and 

indirect predictors of IT professionals‟ turnover intention. 

The influence of role ambiguity, role conflict, reward fairness, perceived work 

overload, autonomy, positive and negative dissonance on turnover intention through 

job satisfaction and work exhaustion was studied by Rutner, et al. (2008). A sample 

of 161 IT professionals was collected from Fortune-100 Company. The study 

findings revealed emotional dissonance construct as the highest predictor of work 

exhaustion, even higher than perceived workload, role conflict, or role ambiguity 

constructs that has for a while now, been related to work exhaustion. Study findings 

also revealed role ambiguity and work exhaustion to directly influence job 

satisfaction. And subsequently, Job satisfaction influences the intention to leave. 

The influence of establishing relationships, pre-entry experience on the intention to 

leave through job satisfaction and organizational commitment was studies by Chen 

(2008). A sample of 136 Taiwanese IS professionals was collected, and the study 

findings revealed that job satisfaction and organizational commitment have a direct 

influence on turnover intention and also have a mediating influence on pre-entry 

experience and establishing relationships. 
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Factors of retention were observed by Tseng (2010). Some of the factors that was 

looked at includes training and development, promotion, financial compensation, 

innovation and creativity, recognition, work-life balance, leadership style, 

challenging work, autonomy, job satisfaction and their influence on the intention to 

leave amidst some of the IS professionals in Taiwan. For software engineers, 10 of 

these factors were significant on turnover intention among software engineers but 

wasn‟t the case for project leaders and assistant managers, because challenging work 

wasn‟t significant for the project leaders. And as for assistant managers, neither 

financial compensation nor challenging work was significant. 

The factors that influence IS employees‟ to quit their jobs in Botswana was surveyed 

and examined by Uzoka, Mgaya, & Akinnuwesi (2011) using the model proposed by 

Igbaria and Greenhaus (1992). Study findings revealed that there is a negative 

influence role ambiguity has on career satisfaction, whereas, there is a positive 

influence supervisor support and growth opportunity has on job satisfaction. Study 

findings also revealed that internal growth opportunity, supervisor support and job 

satisfaction had a negative influence on these employees‟ intention to leave.  

The mediating effect of job satisfaction on the association between time demands of 

work and turnover intentions was studied by Wickramasinghe (2010). A sample of 

232 IS professionals was collected from offshore outsourced software development 

organizations located in Sri-Lanka. The study findings revealed that time demands of 

work has a significant negative relationship with job satisfaction, despite having a 

significant positive relationship with the intention to leave. Study findings also 

revealed that job satisfaction possess a negative relationship with the intention to 

leave. 
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Adya (2008), conducted an exploratory interpretative study, collecting a sample of 

30 female IT professionals using interview to collect data with 16 of his participants 

were from southern Asia (India, Pakistan and Sri Lanka) and the remaining 14 

originated from the U.S. the study findings revealed that the intention to leave the job 

was significantly lower comparing them with their western counterparts. One of the 

most important factors expressed by the South Asian women for their intentions to 

leave the job was because they wished to improve their work and family balance. 

From the interview findings, the female IT professionals from the U.S. perceived a 

lot of gender discrimination and stereotyping, whereas most of the female IT 

professionals from Southern Asia did not perceive or point out genderization at their 

workplace. 

The cause of stress and the manner at which job stress affects the intention to leave 

the job was explored by Dhar & Dhar (2010) in a recent qualitative study amidst IS 

professionals from India. A sample of 26 software professionals was collected from 3 

different IT firms using interview to collect data. From the study findings, it was 

revealed that Indian IT professionals are challenged with excessive work stress 

which is as a result of heavy work load, insufficient staff as well as role ambiguity 

affecting their family life. The study findings also revealed that the turnover intention 

within the firm weren‟t a consequence of stress related issues. 

The association between two leadership styles: transactional and transformational 

leadership; and the intention to leave the job was examined by Mahmood, Hasnaa, & 

Sharifheravi, & Shahidi (2010). A sample of 83 IS employees was collected from IT 

firms located in Iran. The study findings revealed that transactional leadership has a 

significant relationship in the reduction of the intention to leave the firm by these 
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employees. The study findings also revealed that amidst the 4 constituents of 

transformational leadership style, individual consideration was presented to be the 

most significant factor. 

The relationship between organizational learning culture, job satisfaction and 

turnover intention was examined by Emami, et al. (2012). A sample of 132 IT 

workers was collected using simple random sampling method, and collected using 

questionnaires for data collection from 11 SME‟s, Shiraz of Iran. Three sets of 

questionnaires were distributed based on Job satisfaction survey (JSS), organization 

learning culture (DLOQ) and the intention to leave the job (SLI). Correlation 

analysis was used to analyze the data based on a 95% confidence level. The study 

findings reveal that there exist a significant and moderate positive correlation among 

the seven dimensions the culture of learning in organizations and job satisfaction. 

There was a negative correlation presented between all the seven dimensions of 

organizational learning culture and turnover intentions. The study findings also 

revealed that there was a very strong negative association between job satisfaction 

and the intention to leave the job. The study findings subsequently recommended that 

organizational learning culture has an indirect effect on the intention to leave the job 

when considering job satisfaction as a mediator. The study findings proposed that 

since organizational learning culture and job satisfaction possess a very strong 

correlation with turnover, it become necessary to emphasize them through the 

application of the appropriate human resource policies. 

The effect of role ambiguity, role conflict, the opportunities for promotion, pay 

contentment and growth needs, satisfaction from job and commitment to the 

organization on the employees‟ intention to leave the job was studied by Muliawa, et 
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al. (2009) from Australia‟s Information Systems Audit and Control Association 

(ISACA). The analysis, the study findings revealed that all three IVs (independent 

variables) which includes role conflict, pay contentment and growth needs, 

significantly correlates with the intervening variables satisfaction from job and 

organizational commitment directions and relationships. Positive values in 

satisfaction from job and commitment to the organization were discovered to 

negatively impact the employees‟ intention to leave. However, findings revealed that 

role ambiguity had no significant impact on employees‟ satisfaction from job. Study 

findings also revealed that despite role conflict and promotional opportunities were 

of higher importance to this category, commitment to the organization and 

satisfaction from job remained insignificantly affected by them. 

The effect of job satisfaction on the employees‟ intention to leave through 

organization commitment and work commitment was examined by Sangroengrob, & 

Techachaicherdchoo (2010). Self-administered survey was used collect data from a 

sample of 122 outsourcing employees. This sample was drawn from IT outsourcing 

companies located in Bangkok and metropolitan area. For the test of path analysis 

with MVs (mediating variables) and LVs (latent variables), measured with a few 

indicators, structural equation modeling (SEM) was utilized as it is predominantly 

efficient for performing this kind of measurement. From the analysis, findings 

revealed that employees‟ job satisfaction and organizational commitment have no 

significant effect on employees‟ intention to leave the organization, whereas work 

commitment has a significant effect on the employees‟ intention to leave the 

organization.  
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A model for employees‟ intension to leave an organization was proposed by 

Termsnguanwong (2009). This model consisted of job satisfaction, having key 

antecedents such as characteristics of the job, perceived job alternatives and the 

perceived competitiveness of pay, which is followed by organizational commitment 

then finally resulting to the intension to leave the organization. Extracted from IT 

employees of different job classification levels (managers, senior managers/directors, 

supervisors, technician/executive levels) from local IT companies and associates of 

multi-national corporation of Thailand‟s Northern region. However, the model 

proposed by the author failed to be supported by regression analysis. Instead, the 

regression analysis revealed that only job satisfaction influences turnover intention 

among these employees. But not organizational commitment of the IT worker from 

Thailand‟s northern region. Consequently, the author recommended that IT and HR 

managers ought to pay more attention towards their employees‟ job satisfaction, 

providing a competitive pay packages with a continuous work feedback to IT 

workers in a bid towards prevailing over the tenacious concern of IT employees‟ 

turnover. 

The perception of OC (organizational commitment) of IT professionals and its 

relationships with their intention to leave was studied by Sakchaicharoenkul (2009). 

A sample of 208 IT professionals was collected from the employees. Correlation and 

regression analysis were utilized for the hypothesis Testing. From the analysis, 

findings revealed that there is no direct link, connection or relationship between the 

employees‟ organizational commitment and their intention to leave; nonetheless, 

between continuance commitment and turnover intention, there exists a negative 

direct connection or relationship. Study findings also revealed that thoughts of 

quitting and turnover intention has no correlation between them, whereas, there exist 
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between perceived job alternatives and turnover intention a positive relationship. 

Findings also disclosed that as for the mediating effect between organizational 

commitment and the intention to leave, thoughts of quitting neither mediate neither 

the relationship nor the perceived job alternatives. 

2.6 Underpinning Theory 

Employee and employer relationships have always been thought-of for almost a 

century now by numerous researchers to be an essential component of the 

effectiveness in an organization (Barnard, 1938; March & Simon, 1958; Levinson, 

1965). The study‟s focus in the examination of these relationships is to explore and 

examine the stimuli, findings and contributions between the employees and the 

organization/employers. Numerous studies in this domain on these relationships, paid 

more attention to the instruments that influences employees‟ readiness or will to get 

involved in, remain, or end the employee-employer exchange relationships.   

Current trends nowadays in most organizations have propelled the awareness, 

interest and concern towards the employee-employer/firm relationships. For instance, 

factors such as the continuous drift in market demands and competitive advantages 

have acted as catalysts in transforming organizations from a properly defined 

grounded hierarchical structure into a flatter and organic structure (Howard, 1994). 

As a result, these newfound structures regrettably now no longer possess the ability 

to cater for the conventional career development models, where employees develop 

carrier wise, growing progressing in the organizational hierarchy. Instead, limited 

promotion prospects and feebly fragile career advancement opportunities are the 

challenges employees are faced with in most organizations. 
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These transformations which has led to the limit career advancement prospect, has 

fuelled the disarray of the employee and the employer incentives. These incentives 

usually propel employees towards taking decision or actions that are in the best 

interest of the organization but have now fallen apart, and as a result, employees are 

now watching their own backs, making decisions or taking actions that are in their 

own interest instead, self-managing the faith of their own careers. In addition to that, 

the consequences of these newfound flatter organization structures that have very 

little to offer in terms of career advancement and promotion opportunities, crippling 

the loyalty of these employees and making them less liable to stay, maintain and 

develop a long lasting relationship with their employers. Employees nowadays are 

expected to change jobs, careers, or even careers at certain frequencies (Murphy & 

Jackson, 1999; Hall & Mirvis, 1995). DeMeuse and Tomow (1990) added that all 

these perhaps is now enhancing a kind of transitory and impersonal type of 

relationship between the employees and the employers/organization. 

Most firms nowadays, in retaliation towards the increasing competitive market 

demands for the maximization of efficiency and the minimization of costs, are 

adopting the downsizing and rightsizing scheme. These firms now severely rely on a 

small and dependable amount of employees, with a very few permanent staffs on 

their payroll in response to the unsettled demands from the market (Ilgen & Pulakos, 

1999; Rousseau & Wade-Benzoni, 1995; Hulin&Glomb, 1999). Smithson and Lewis 

(2000), highlighted a gruesome set back these newfound drifts in organizational 

structures has successfully created is an unstable wobbling employment 

relationships, which creates a nerve-wrecking atmosphere where layoffs and losing 

jobs become rampant. These has instilled fear amongst the employees, making them 

feel vulnerable and dispensable as competency and hard work may not be sufficient 
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for them to keep their jobs (DeMeuse &Tomow, 1990; Rousseau & Wade-Benzni, 

1995). This is therefore, wearing out the bonds that the employees and the employers 

share, because workers nowadays have become very cautious of firms that indulge in 

such practices. 

The proliferation of these drifts in organizational structures has drawn enough 

attention to make these employer-employee relationships an interesting yet crucial 

subject for research. In distinguishing the employee and employer relationships on 

the basis of the characteristics of the exchanges between the stakeholders 

(employee/supordinate and employer/supervisor), social exchange theory has 

provided a theoretical foundation for it. The social exchange theory of Blau (1964) 

classifies the characteristics of these relationships into two (2): economic and social. 

The economic aspect of this exchange theory encompasses the monetizable 

exchanges between two parties (employee/subordinate and employer/supervisor) 

over a fixed period of time. Contrariwise, the social exchange relationship that exists 

between the employee and the employer is more of a socio-emotional open-ended 

agreement between them that progress with respect to time for future purposes. This 

achievement in conceptualizing this rapidly evolving exchange relationship between 

the employees and the employers is imperatively essential because these exchange 

relationships has now transformed from long-term relationship which is grounded 

upon mutual benefits and trusts, to a more detachable short-term relationship which 

is now grounded upon personal interests alone as was concurred by Wilhelm (1994) 

and Kissler (1994). 

In the following phase, a preamble of social exchange theory is presented, overview 

the social exchange theory proposed by Blau (1964). 
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2.6.1 Social Exchange Theory: An Introduction 

As was mentioned earlier, this theory is a theoretical frame work that has been 

utilized by numerous empirical researches in the studying the exchange relationship 

between employees and employers in an organization. The way social interactions 

are motivated by the advantages obtained through service exchange is described by 

this theory. Usually for analysis, its theoretical unit is the dyad (a unit regarded as a 

pair); and the nature of this theory is the interactive nature of this pair. For instance, 

individuals, groups, firms, etc. In other words, can describe social exchange theory as 

a theory of interdependence; where by the behavior of a stakeholder from a pair is as 

a result of the action of the other stakeholder (Jackson, 2004).  

The social exchange theory of Blau: In the last twenty (20) years, the exchange 

theory proposed by Blau in 1964 has attracted the attention of researchers in a 

significant amount. It has been adapted in numerous domains in recent years as the 

theoretical foundation. For instance, in justice as was reported by Cropazano et al., 

(2001); likewise in leadership as was reported by Graen, & Scandura (1987), Wayne, 

Shore, Bommer & Tetrick (2002) it was also adapted in perceived organizational 

support as was reported by Rhoades and Eisenberger (2002), likewise by 

Eisenberger, Huntington, Hutchinson, &  Sowa (1986) the theory was also adapted in 

psychological contracts as was reported by Rousseau (1995); Finally in 

organizational citizenship behavior as was reported by Organ (1990). All the above 

mentioned studies have one central idea in mind, and that is to examine, understand, 

reveal and describe the relationship between the employee and the employer 

especially, the motivational constituents that drives the employees‟ behaviors and 

attitudes. Looking at this exchange theory from the sociological point of view, is the 

grounds on which a stakeholder renders service(s) to the other stakeholder, ensuing 
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that this other stakeholder is obliged to reciprocate the service whenever the need 

arises as was proposed by Blau (1964). However, defaulting in reciprocating the 

above mentioned service taken from an exchange, declares that stakeholder as being 

unappreciative and therefore be handled with caution and shouldn‟t be expected to 

reciprocate any exchange in future. On the other hand, a continuous mutual exchange 

without defaulting instills mutual trust between the stakeholders. This in turn, 

germinates in social interpersonal ties over time between the stakeholders, which 

then catalyzes and propels any exchange in future. In other words, once this 

interpersonal ties is formed between the stakeholders (employee and employer), the 

service and reward the stakeholders share, cease to be seen at face value but be seen 

as the valued symbol they represent which can either be mutual commitment, mutual 

support, mutual job satisfaction, mutual trust. 

The norm of reciprocity: Blau (1964) implies that self-interest is one of the 

motivating elements amongst others that encourages individual to socially interact or 

exchange socially. The author added that, the stakeholders voluntarily opted to 

partake in the exchange either through actions or services because of the expected 

rewards that comes as a result of the exchange and vice versa (Blau, 1964). 

Deductively, the reward from the exchange is the very element that attracts both 

stakeholders (employee and employer), and will continue to attract them to indulge 

in any exchanges in future. The level at which both stakeholders rate the quality of 

service exchanged by each other and the exchange relationship that has been 

established, would entice both stakeholders to continue exchanging rewards and 

services. 
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This suggestion was agreed by Blau that this norm of reciprocity does play a 

significant role in social exchange but nonetheless, disagrees that it is foundation or 

the starting point of social exchange. Blau rather believes that the norm of reciprocity 

only strengthens and even-out the tendency which is inbuilt in the character of social 

exchange. He believes that the foundation of social exchange is the existence of the 

conditions of exchange which states that in order to continue to receive the needed 

service, fulfill their part of the bargain by discharging their obligation; and not in the 

norm of exchange. Deductively, Blau is emphasizing that self-interest and rewards 

gotten from exchange is the basis of social exchange and the basis at which exchange 

is initiated. Continuing that once the exchange relationship has been created as a 

result of successful exchanges done in the past, the stakeholders can then move their 

exchange relationship to another level which is now founded upon the value the 

stakeholders place their relationship and not on self-interest anymore. 

Social exchange Vs Economic exchange: One of the most significant contributions 

made by Blau (1964) is his distinction of economic exchange and social exchange. 

Economic exchange is a kind of “Quid Pro Quo” exchange. That term means 

something that is given to you or done for you in return for something you have 

given to or done for someone else. This is a kind of exchange that can be seen in 

formal settings especially in conducting formal contracts which entails the exchange 

of goods or services that can be predetermined, quantified, and fixed way ahead of 

time. The nature of economic exchange in this aspect of conducting contracts can 

entail a stakeholder been held responsible for his actions or lack of it, if he/she fails 

to deliver the agreed benefits. This kind of exchange in most cases, the relationship 

that exist between the stakeholders is a self-interest driven relationship. 
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Contrastingly, social exchange is ambiguous and does not involve a specified 

obligation from the stakeholder. The exact nature of these obligations is not clear 

despite expecting the stakeholder to fulfill his/her obligations sometime in the near 

future. It mostly leaves the judgment of how and when these obligations would be 

fulfilled to the involved stakeholder. This kind of exchange is unlike the economic 

exchange whose obligations is bound by a contract, but rather the obligations of the 

stakeholders cannot be enforced as it requires the stakeholders to trust that they‟d 

each fulfill their obligations. The created relationship is trusted in such a way that the 

stakeholders appropriately fulfill their obligations. In this type of exchange 

relationship, the involved stakeholder are not bothered by the reward, contributions 

and inducement of each other, but focus more on the symbolic nature of the rewards 

the exchange relationship gives. In other words, the rewards gotten from an exchange 

relationship are valued for the trust and support it symbolize rather than the explicit 

value of the benefit itself. 

Blau (1964) satated that social exchange is ambiguous and does not involve a 

specified obligation from the stakeholder. The exact nature of these obligations is not 

clear despite expecting the stakeholder to fulfill his/her obligations sometime in the 

near future. It mostly leaves the judgment of how and when these obligations would 

be fulfilled to the involved stakeholder. Blau (1964) also revealed that the decision 

for the stakeholder to indulge in social exchange relationship partially depends on the 

nature of the relationship amongst the exchange stakeholders. The stakeholders in 

social exchange relationship are more concerned with the interests of each other than 

their own personal interest. This is one of the main characteristics of social exchange 

relationship. The work of Blau (1964) has been the foundation of the prevalent 

method in describing the relationship between the employee and their organization 
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through the perspective of social exchange. This exchange as a kind of contingent 

reciprocation of appreciation between the involved stakeholders carrying a belief that 

the other stakeholder would under general moral norm, reciprocate the gratification. 

As such, maintains a consistent social system since there is a mutual gratification. 

Therefore, social exchange theory (Blau, 1964) was adapted as the theoretical 

grounds for studying organizational justice antecedent such as procedural justice and 

distributive justice, alongside factors that are situational at workplace such as role 

conflict, work and family conflict, role ambiguity, and work overload, in affecting 

their attitude towards the firms (satisfaction from job in the firm) to behavioral 

intentions (intent of leaving), which would be discussed in the coming sessions. 

2.6.2 Social Exchange Perspective on Turnover Intention 

There are widely acknowledged perspectives on turnover intentions. It is the social 

exchange theory (Rahman & Nas, 2013). The social exchange theory (Blau, 1964) 

hold that employees will reciprocate it and this will affect their turnover intentions 

(Sieben, 2007). This creates an aura of honoring organization-employee relationship 

(Foong-ming, 2008). 

Utilizing the fundamental social exchange theory of Blau (1964) asserted that 

generalized perception of the firms‟ commitment, care and support of the firm, 

affects individual attitudes and behaviors was suggested. These workers feel indebted 

to the firm, and wish to reciprocate with increased loyalty and adding more efforts 

when the esteemed treatments are rendered out of free will (Eisenberger, Armeli, 

Rexwinkel, Lynch, & Rhoades, 2001). One can describe employees‟ relation within 

an employer/organization as the ability of maintaining a healthy working 

interpersonal relationship between their employer/firm and the employees in order to 
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uphold a satisfactory productivity and contribution, encourage a working atmosphere 

that is full of morale, this in turn increases the employees‟ job satisfaction level to 

make the employee to feel obliged with employer/firm, which begins to make the 

employee willing to reciprocate to the employer/firm subsequently decreasing the 

turn-over intention of the employee (Bodla & Danish, 2013). 

The employee-employer exchange relationship perspective is regarded as an 

exchange of substantial and insubstantial rewards as was seconded by Coyle-Shapiro 

et al (2005), Shore and Coyle-shapiro (2003). The drift from substantial rewards that 

was stressed changes the view from economic exchange perspective. The similarity 

between the accomplishment of significant socio-emotional desires, with the 

acknowledgment of a person‟s desire for respect, support, and attention in 

interpersonal relationships was argued by Eisenbeger et al (1986). Buttressing that 

the norm of reciprocity is the basis for this type of exchange (Blau, 1964). 

The functionality at work place from the employees‟ behaviors and attitudes have 

always been considered in terms of their bond with their firms as a kind of 

reciprocity norms established by Blau‟s social exchange (1964). These numerous 

exchange relationships that is being shared between the employee and employer such 

as social and economic exchange relationship bear forth a kind of duty on the part of 

the employee and the firm, developing a mutual reward and ways to support each 

stakeholder. The natures and the perceptions of these relationships define the quality 

of the exchange they share. Usually in social exchange, it entails voluntary behaviors 

from one stake holder with the belief the other stakeholder at some point in time in 

the future reciprocate his obligation. Since this reciprocation is not fixed for sure, and 

it‟s to occur at some point unknown in the future, it is only grounded upon mutual 
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trust that each stakeholder will fulfill his or her duties when the time is right (Blau, 

1964). This kind of relationship is not the same with the everyday working 

relationship since it is independent of the organizational policy or the economic 

activities of the firm, but it is rather dependent on the environments, surroundings 

and the views of the employees within the firm. Should this view be perceived with a 

high quality and the relationships are of a very tight bond, a stressful environment 

can interrupt this relationship (Bodla & Danish, 2013). As was clearly pointed out by 

Blau (1964), that both social and economic exchanges expects certain benefit at some 

point in time.  

Michener (2004) argued that in the process of human interaction, the exchange of 

material and social resources is done, in the course of these exchange, the employees 

begin to build characters that rewards the party that initiated the contract as was 

supported by (Settoon et al., 1996). When the employees perceive that a fair 

treatment is being given to him in the firm, it begins to create conducive environment 

which serve as an essential platform for the development of a social exchange 

relationship. Wayne (1997) categorically emphasized that perceptions play a crucial 

role in the formulation of these exchange relationship. Should these employees feel 

as though injustice, partiality is the case in the organization, it would heavy affect 

their perception of the social exchange relationship shared in the firm and 

subsequently influence their job satisfaction negatively. 

The quality of the exchange relationship shared in the firm influences the job 

satisfaction of the employee (Bodla & Danish, 2013). This job satisfaction exposes 

an employees‟ attitude towards his job. Organ (1988) added that a positive attitude to 

an employees‟ job begins to make the employee to feel obliged within them. This 
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obligatory feeling the employee has, begins to make the employee willing to 

reciprocate to the firm based on their exchange which subsequently increases the 

employees‟ job satisfaction (Bodla& Danish, 2013). Five (5) causal models have 

been proposed by  Kreitner and Kinicki (2006), which includes: fulfillment of needs 

such asfamily needs, salary need and so on; the differences between what was 

expected and what actually is; work value fulfillment such as treatment impartiality, 

favorable job conditions, support; and components of disposition in cases whereby 

certain inherited quality influences job satisfaction thereby decreasing the effect of 

the employees‟ withdrawal behaviors or turnover intention from the firm (Wayne et 

al., 1997; Guzzo et al., 1994 (Foong, 2008). 

2.6.3 The Perception of Organization Justice on Social Exchange Theory 

Colquitt and Rodell (2011) depicted both procedural and distributive justice as 

different constructs. Adam (1965) equity theory were the foundations of the initial 

studies conducted in this domain whose focus were solely on distributive justice, 

advocating that certain employees analyzes the amount of input they put in and the 

amount of output they receive, then subsequently does a comparison between his/her 

ratio with a referent. When this comparison is perceived as uneven, the employee 

begins to feel the presence of injustice, which would trigger an attempt to even out 

this ratio through acting in response either psychologically such as altering their 

outcome perception as discussed by Greenberg (1990), or behaviorally such as alter 

their job performance. The study of Cohen-Charash and Spector (2001), revealed 

distributive justice to be linked to work outcomes like satisfaction from pay, 

organizational commitment, satisfaction from job and organizational trust. 

Procedural research later on came to the limelight in justice research when 

researchers observed that an employees‟ justified procedure chase and couldn‟t be 
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addressed by distributive justice which can be spotted from the studies Leventhal, 

Karuza, & Fry (1980), Thibaut & Walker (1975) and the study of Greenberg (1990). 

In social research, procedural justice is a very significant resource, especially in 

organizational context. Masterson, Lewis, Goldman and Taylor (2000) concurred 

that procedural justice has a significant influence on the judgment of employee 

concerning the quality of exchange relationship they share with the organization. It 

was argued by Fasolo (1995), that the assessment of procedures can be done the 

employee through evaluating it as involuntary actions from the employers, and 

permitting employees to have a say in company matters when the firm makes 

important decisions denotes that the firm cares for its employees.  There is an ever-

increasing effect on POS through a continuous procedural justice scenario as was 

proclaimed by Shore & Shore (1995).  

Nonetheless, the growing fame of procedural justice seems to be downplaying the 

significance of distributive justice in the exchange between employee and the 

organization. Compared to social exchange, Ambros and Schminke (2003), portrayed 

distributive justice to be very similar to economic exchange the cause of the aim 

researches have focusing in paying more attention to promising construct, has 

resulted in downplaying distributive justice is facing (Cropanzano, Rupp, Mohler, & 

Schminke, 2001). These authors challenges the perception that economic exchange, 

and social exchange, are at two extreme opposing ends of the scale and suggested 

that the researchers retake another closer look to the significance distributive justice 

has in the frame work of social exchange. It is often than not, that the exchange 

relationship that are amid to stakeholders transcend past economic exchange into 

social exchange. Therefore, studies in this domain contend that the exchange 

between the employees and their employers transcend beyond tangible benefit like 
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cash, into social emotional benefits like respect, trust, credits, gratitude, approval and 

support (Eisenberger et al., 2001).  

Workers usually compare their contribution to the company with their rewards from 

the company, also evaluating if the decision making fairness in the organization and 

is consistence and impartial against any other worker (Bies, Shapiro, & Moag 1978). 

There are two significant type of organization justice which includes distributive 

justice and procedural justice. The diffusion of resources and the conditions with 

which this diffusion is made is referred to as distributive justice, which includes vital 

elements of equity needs and equality (Munckinsy, 2000). On the other hand, the 

impartiality with the procedure and manner at which results and determined is 

referred to as procedural justice contrastingly as was concurred by (Aryee & Chay, 

2001). Workers in an organization exchange their skills in technical knowhow, 

knowledge abilities and inspiration for benefits. These benefits could either be in the 

form of intangible benefits like trust justice respect, or in the form of tangible 

benefits like cash. This give and take exchange is built upon the theory of social 

exchange (Blau, 1964), which shapes the social interaction through the reciprocal 

exchange of benefit bythe stakeholders. One can say that workers usually respond 

positively to just treatments than unjust treatments. The theory of social exchange 

underlines impartiality as the foundation for employee‟s satisfaction and well being 

(Blau, 1964). So therefore, those workers that felt as though they are being treated as 

no bias are likely tend to be more satisfied and are willing to remaining in the firm 

and subsequently repay the firm with positive responses like a high degree of job 

satisfaction, leading to positive work behaviors like organizational commitments and 

less likely to live the firm (Eisenberger, et al., 1986; Eisenberger, Fasolo& Davis-

LaMastro, 1990; Eisenberger, Cummings, Armeli, & Lynch, 1997). 
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2.6.4 The Perception of Role Stressors on Social Exchange Theory 

The relationship in social exchange can be propelled by faces of the conditions of the 

person like role stressors in the work place (Jackson, 2004). These role stressors 

generate such an unfavorable which are job related factors that interact with the 

employee, disrupting the employee‟s physical or psychological condition. This in 

turn triggers this employee to shift from the conventional dynamics (Beehr & 

Newman, 1978). Lazarus and Folkman (1984), in their study reported that most of 

the workers working with any organization is facing a lot of stress from the demand 

originating from the environment which makes the employees feel as though they are 

unable cope. When this escalate to a certain degree beyond what the employee can 

bear, the employees performance and attitude begins to degenerate as was concurred 

by (Erera-Weatherley ,1996). 

The factors of stress includes the conflict between work and family that are mutually 

incompatible in certain aspect (Greenhaus & Buetell, 1985), role conflict which 

originates from the incompatible role requirements, role overload which originates 

from excessive role demands, role haziness  which originates from too little 

information needed to sufficiently accomplish the role, the conflict between family 

and work where work overlaps into family times at the degree of doubts in the work 

place (Kahn, et al., 1964). All of these stress related factors are described as 

situational constraint hindering the workers from completely converting the ability 

into performance. Subsequently, workers that are cornered into this situation become 

discourage and frustrated for the reason that they are unable to utilize and unable to 

produce performances they know are within their capability.  

This frustration that these employees faced with begins to stretch the relationship 

between the employee and this employer as a result of a rapidly escalating tension 
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especially with the demand surpassing the employees coping capacity. If this conflict 

between work and family prevails, the job satisfaction of the employee begins to 

degenerate which than lead to the employee wanting to leave. Employees are 

challenges with allocating time and energy to various aspect of their life (Cardenas et 

al., 2004). The accomplishment and achievement in one domain or ones area would 

mean sacrificing the other. This is as a result of the insufficient amount of time and 

energy which then gives birth to conflict (O‟Driscoll, 1996). The relationship 

between the factors of job stressors (i.e., high levels of role ambiguity and role 

conflict) and the exchange relationship between an employee and their employer was 

presented by (Kahn, et al., 1964) in their theory of role dynamics. This theory 

emphasizes on role experiences of a person who is facing this situation of stress in 

the work place. These experiences involves a regular contributing episodes that 

sending pressures from role senders lead the person to witness tension emotionally 

and subsequently making this person to involves to employ responses to cope, which 

is measured with respect to expectation possess by role senders. This response to 

cope that was employed by the person directly affects the relationship between this 

person and their role senders. This subsequently changes the persons feeling, attitude 

and interpersonal relationship with their role senders their senders. Based on this 

theory of role dynamic excessive pressure is placed on this focal person by the 

factors of stressors present at the work place. As a result of these pressures, 

numerous emotional responses are generated which include decrease job satisfactions 

exaggerated internal conflict, exaggerated tension connected to certain facets of the 

job and a declined confidence in their supervisors or firm. These pressures that are 

generated by high stresses triggers different kind of coping responses, which serve as 
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dismissal or withdrawal from the stress generating role senders which subsequently 

wear out the interpersonal bond between the stakeholders. 

In a nationwide survey that was carried out by Kahn et al., (1964), established that 

the existence of the factors of job stressors in an employees‟ work-place generally 

declines or deteriorates the interpersonal relationship that is between the employees 

and their employers. From this research, the outcome revealed that job stressors 

experiencing employees are less likely to view or perceive their firm to have any care 

for them, and are more as well as experience job satisfaction. Kahn et al., (1964), 

revealed employees that experiencing extreme stress are to be expected are not to 

trust that attract and respect the role sender where the stress originates as well as are 

expected not to trust, respect or feel any amount of attraction to the job and or 

organization as a whole. Another stress coping response that the stress experiencing 

employees indulged in involves withdrawal attitudes. A stressful work place 

challengers or limits the advancement and preservation of social exchange 

relationship as was presented by the outcome alongside the theoretical frame work 

avail by the role dynamic theory.  

One can find numerous backing for the relationship between role stresses and social 

exchange relationship in a method analytic review of the literature in POS domain. It 

was revealed by Rhoades and Eisenberger (2002), there exist a significant meta-

analytic correlation between Perceived Organizational Support (POS) and roles 

stressors (r = -40, corrected for attenuation). This is assumed as because role 

stressors should decrease POS so much so that these workers characterize job related 

stressors to controllable circumstances at the hands of the firm as opposed to 
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situation that ate in-built within the job or as a result of external pressures on the 

firm.  

The socio-psychological view that describes the social change as an exchange 

process between stakeholders was buttressed by the social exchange theory of Blau 

1964. When there is a mutual give and take process between each stakeholder 

through a succession of mutual exchange the expansion of mutual exchange 

relationship will begin to occur. Lee (2004) and Thwala et al. (2012) added that 

during the exchange of socio emotional benefits between the employee and employer 

and emplified level of moral is caused and the well being of a relational contract 

worker, and a reduced job satisfaction from job for transactional contract worker, 

subsequently head towards negative intention to leave. Blau (1964)‟s social exchange 

relationship is amicably utilized to comprehend these relations. Thuse, based on 

social exchange theory, when favorable treatment is perceived by one party, the other 

party feels obliged to reciprocate (Rhoades & Eisenberger, 2002). In turn, individuals 

experiencing more positive emotions about their work should experience higher job 

satisfaction and lower turnover intentions.  

With regards to the above to the conflict between work and family which could be 

the reason from which work life interfere with family life. For instance, working 

extra hours in the form of overtime in order to achieve the work demands or from the 

family demands on the other hand with a family member taking ill, the this employee 

perceive that the firm is showing no support to them to cope with the demands of 

work or family, just as the norm of reciprocity clearly asserts the reciprocation of 

negative treatment with negative attitudes like increasing the employees job 

dissatisfaction and the employees intention to leave as a result of the firm defaulting 
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on the expected rewards they are entitled to (Blau, 1964). Likewise, if a supporting, 

concerned treatment is perceived by the employee in aiding the employee to deal 

with work and family roles, the employee would be compelled to reciprocate with 

favorable treatment and attitude because they become obliged as stated by the norm 

of reciprocity, giving them a more positive perception towards the organization and 

their work making them to incline towards negative turnover intentions (Villanueva 

& Djurkovic, 2009; Blau, 1964). 

Employees may however, be on the lookout for indications to show that their 

employers care about their lives outside of work or work related subject. These 

employees become more comfortable and liable to give back in return through 

positive responses such as an increased job satisfaction and a reduced turnover 

intention, having confirmed with indications that their employers are care and show 

concern to them reflected through their policies (McNall, Masuda, & Nicklin,     

2010). Current literatures in this work-family domain are now emphasizing the need 

for organizations to address work-family conflict for optimization and positive 

results. Likewise, Ogungbamila (2010) and Ojedokun (2008), all concurred that 

changes in employee task, excessive pressure to balance daily transactions, excessive 

paper works which are the usual workplace stressor that aggravates the demand 

clashes the employees are phased with, spark or sets off a low job satisfaction. 

employees subsequently begin to lag in their efficiency and effectiveness when they 

become emotionally or physically exhausted (Riley, 2006). Spector and Rex (1998) 

added that this perceived over demand from work, influences employee strain, low 

job satisfaction, tension, a reduction in organizational commitment and subsequently 

quitting the job.  
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Meanwhile, Fox, Dwyer and Ganster, (1993) also added that excessive workloads 

produces negative responses from the employee such as job dissatisfaction and 

absenteeism and so on. Stakeholders are obliged by the law norm of reciprocity to 

give back positive treatment with positive responses and attitudes like giving them a 

more positive perception towards the organization and their work making them to 

incline towards negative turnover intentions (Villanueva & Djurkovic, 2009; Blau, 

1964). Consequently, as was supported by Beehr and Glazer (2009), excessive 

workload on an employees to demand additional time and energy from the employee 

in other to accomplish their task. 

Role ambiguity is experienced by employees not just when they are performing tasks 

but also when their task is vague and unclear as to what is expected of them and the 

consequences of their actions or behaviour (Lee, 2013). This impediment 

subsequently affects the employee-employee relationship negatively (Brunetto,   

Farr-Wharton, & Shacklock, 2008). When this stress is perceived at work by the 

employees, undesirable results begins to yield as coincided by Cooper and 

Cartwright (1994), and Kim. (2002), in a role ambiguous situation where these 

employees perceive vague instructions or is availed with inadequate information to 

effectively carryout whatever task that is required of them, creating an emotional 

exhaustion where these employees begin to feel that they cannot utilize their ability 

to produce desirable outcome and as the norm of reciprocity underscores 

reciprocating unfavourable job conditions like receiving conflicting or insufficient 

information, with unfavourable responses too like low job satisfaction which then 

results in the employees intent on quitting the job (Villanueva & Djurkovic, 2009; 

Blau, 1964).  
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On the other hand, there is an increase in the job satisfaction of an employee when 

they fully understand and are availed with adequate information to carry out the tasks 

that are expected of them as was strongly seconded by Thwarted and Davis (2003), 

and Daly (1986). Again, as the norm of reciprocity underscores reciprocating 

favourable job conditions with favourable responses, these employees become 

obliged to return the favour through positive responses like an increased job 

satisfaction and a decreased intention to leave the job (Aryee et al., 2005; Wayne, 

Randel, & Stevens, 2006). It was proposed by Podsakff et al (2000) that role conflict 

which can be a result of improper instructions happens when an employee is 

challenged by a situation where there is an incompatibility between expectations and 

demands from different workgroups (Rizzo et al., 1970), highlighting the term to 

mean a challenging situation faced by an employee where there is an obscurity as to 

what is expected of him/her in particular role. Riley (2006) suggested that this 

scenario negatively influences the relationship between the employee‟s supervisor 

and the employee and as the norm of reciprocity again, underscores reciprocating 

unfavourable job conditions like conflicting or improper instruction, with 

unfavourable responses too like low job satisfaction which then results in the 

employees intent on quitting the job (Villanueva &Djurkovic, 2009; Blau, 1964). As 

a result, Riley (2006) an increase in role stressors, yields pressures that influences 

personal health, productivity, morale, organizational efficiency, low job satisfaction 

and organizational commitment, a subsequent turnover intention. Fox, Dwyer and 

Ganster, (1993) also added that excessive workloads produces negative responses 

from the employee such as low job satisfaction, low organizational commitment, 

absenteeism, turnover intention and so on. Riley (2006) as a result of this role 
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conflict between the two spheres, it degenerate the employees‟ job satisfaction 

leading to the turnover intention. 

The influence of Thai IT professional‟s perception towards organizational variables 

such as organizational justice (distributive and procedural justice), and work 

variables such as roles stressors (role ambiguity, role conflict, work overload and 

work-family conflict) in affecting the employees attitudes such as job satisfaction, 

and behavioral intentions such as the intention to leave the firm is to be examined by 

this framework. Thus, utilizing the social exchange relationship proposed by Bau 

(1964), would provide theoretical insights on how to view the process of behavioral 

intentions. The theory would be utilized to gain more insights on the employee and 

their decision-making process in order to address the effects on employees‟ 

attitudinal or behavioral responses. This employee-employer comparison could be a 

result of values, experiences or expectation that corresponds to the manner at which 

these employees perceive they relate to their employers, contemporaries and 

organization as a whole. 

2.6.5 Social Exchange Theory Usage in Turnover Intention Studies 

Social exchange theory is based on the idea that social behavior is the result of an 

exchange process, whose purpose it is to maximize benefits and minimize costs. The 

beginnings of this theory can be traced to the studies of Thibaut and Kelley, Homans 

and Blau (Brinkmann&Stapf, 2005). Many studies have employed the perspectives 

of social exchange theory in understanding and studying organization‟s desired work 

attitudes and impact of organization behaviors (Wayne, Shore & Liden, 1997). This 

is because the social theory posited the possibility of employees acquiring valuable 

resources including pay and fringe benefits. The theory also explains the possibility 

of employees enjoying social goods such as approval, trust, satisfaction, and prestige. 
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Ideally, employees are morally responsible to reciprocate those benefits. For 

instance, well managed employee is more likely to be committed and loyal to the 

organization.    

Conceptually, social theory propounds the reciprocity norm, whereby employee that 

is treated with the organization citizenship behavior tends to be loyal and committed 

with the organization (Blau, 1964). This perspective has been pervasive in 

organizational studies and it is often employed to explain employees‟ attitude and 

characters toward their workplaces (Settoon, Bennett, & Liden, 1996; Wayne, Shore, 

Bommer, & Tetrick, 2002).  For instance, in a study conducted in the Netherland 

Biron and Boon (2013) adopted the social exchange theoretical perspective to 

investigate factors that are responsible for employees‟ turnover intention. Their study 

revealed the negative impact of self-rated performance and manager-rated 

performance on turnover intention.  

Liu (2004) have also adopted the theoretical perspectives of SET to determine factors 

that leads to turnover intention among IT professionals in USA. The study concluded 

that employees perceived HR practices such as; pay level, career development 

opportunities, work-family support, and relationships with the leader, have a positive 

impact of POS. and consequently, high level of POS is indirectly proportional to 

employees‟ turnover intention. The study also confirmed the moderating effect of 

professional commitment on the relationship between POS and employees‟ turnover. 

More recently, Paille´, Grimab and Dufoura (2012) adopted SET to study the subject 

of turnover intention among employees in France. Their study revealed an empirical 

justification on the impact of perceived organizational support, trust, satisfaction, and 

commitment influence on turnover intention and organization citizenship behavior is 
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found to have impact toward organization. In the same light, Similarly, Rahman and 

Nas (2013) employed SET and human capital theory perspectives in determining the 

factors that predict turnover intention. Their study named employee development 

perception as a predicting factor to employee turnover intention.  

Moreover, Zhou (2009) employed social exchange theory and the principle of 

reciprocity to factor that influence turnover intention in China. The results showed 

that: perceived organizational support had a significant positive correlation with job 

satisfaction; perceived organizational support had a significant negative correlation 

with turnover intention; and job satisfaction mediates the relationship between 

perceived organizational supports and turnover intention. 

Haley, Flint, & McNally (2012) applied social exchange theory in Canada to 

examine the effects of employees‟ perceptions of monitoring procedures on turnover 

intentions in call centers. The finding that specific monitoring procedures are 

contributing to employees intentions to turnover suggests that changes to problematic 

monitoring procedures could help to alleviate turnover problems and reduce call 

center costs.  

The SET theoretical perspective was adopted by Malik, Abbas, Kiyani, Malik, and 

Waheed (2011) to determine the relationship between perceived investment in 

employee development, affective commitment, job satisfaction, and turnover 

intention among Pakistani bankers. Their study found a strong indication of affective 

commitment and job satisfaction completely are mediators of the relationship 

between employee development and turnover intention. Additionally, Paillé (2011) 

employed SET and found no connection between stressful work and organization 

citizenship behavior, although stressful work is found connected to turnover intention 



  78 

in France. Similarly, job satisfaction was reported as a predicting factor to turnover 

intention. In the same vein, Hemdi (2006) in a study conducted in Malaysia 

investigated the predicting factors to turnover intention of hotel employees using the 

SET and beliefs-attitudes-behavioral theoretical perspectives. The study indicated 

empirically, the connection between organizational trust, affective commitment and 

employee turnover intention. Additionally, organizational trust and affective 

commitment are also mediating factors to the relationship between HRM practices 

(Realistic job review, orientation programs, job security, compensation systems, 

performance appraisal systems, training and development and career advancement) 

and turnover intention. The above reviewed studies are summarized in Table 2.1 

below.  

Table 2.1  

Underpinning Theory of Previous Studies in Turnover Intention 

Author/Year Country Independent 

Variable 

Mediator 

Variable 

Respondents Underpinning 

Theory 

Biron & 

Boon (2013) 

Nether- 

lands 
Self-rated 

performance  and 

manager-rated 

performance 

- Elderly care 

organization 

employees 

Social Exchange 

Theory (SET) 

Liu (2004) USA Pay level, career 

deve-lop ment 

opportunities, 

work-family 

support, and 

relation-ships with 

the leader 

Perceived 

Organiza-

tional 

Support 

(POS) 

IT workers in 

Maryland 

Social Exchange 

Theory (SET) 

Paille´, 

Grimab and 

Dufoura 

(2012) 

France  Perceived 

organizational 

support (POS), 

trust, satisfaction, 

and commitment 

influence 

- Private Sector 

White-Collar 

Employees 

Social Exchange 

Theory (SET) 

Zekeriya Nas 

(2013) 

Pakistan Employees 

development 

- Public 

Universities 

employees 

Social exchange 

theory and 

human capital 

theory 

Zhou (2009) China  Perceived organiza-

tional support 

(POS) 

Job 

satisfaction 

Employees 

including eight 

universities,  

Social Exchange 

Theory (SET) 
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Table 2.1 (Continued) 

    fifteen 

companies, 

three research 

institutes and 

two 

government 

agencies. 

 

Haley,Flint, 

McNally 

(2012) 

Canada Monitoring 

procedures 

- Call Center 

Employees 

Social Exchange 

Theory (SET) 

Malik, 

Abbas, 

Kiyani, 

Malik, & 

Waheed 

(2011) 

Pakistan Perceived 

investment 

Affective 

commitme

nt and job 

satisfaction 

Private 

Sector 

Commercial 

Banks 

Employees 

Social Exchange 

Theory (SET) 

Paillé (2011) France Stressful work and 

job satisfaction 

- Engineer 

Employees 

Social Exchange 

Theory (SET) 

Hemdi 

(2006) 

Malaysia role of  

human resource 

management 

practice  
 

Organiza-

tional trust 

and 

affective 

commit-

ment 

Hotel 

Employees 

Social Exchange 

Theory (SET) 

and beliefs-

attitudes-

behavioral 

intention model 

 

2.7 Variable Relating to the Study 

2.7.1 Job Satisfaction 

Amidst human, organizational and social researchers, job satisfaction is rapidly 

acquiring attention and recognition, probably as a result of the never ending 

evolutionary nature of the global environment, posing a serious challenge and barrier 

on satisfying and employee as was seconded by Murtaza, Shad & Malik (2011). It 

was also postulated by Brewer, Lim and Cross (2008), that job satisfaction is the 

basic foundations on which employees behave and perform in the firm, adding to the 

already rapidly developing attention the term has gained. Dormann and Zapf (2001) 

supported that the term has been used as a cliché to examine the employees‟ 

organizational attitudes and behaviours. 
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One can describe job satisfaction as the reflection and standardization of the 

environment of a firm which includes; colleagues, managerial skills, career and 

leadership style, to meet the personal expectations of the employee. Herzberg, (1968) 

posited that employees are more connected to their work positively with an open 

mind especially when their firm shows them support with their personal needs. The 

Maslow theory of management describes humans to be excessively self-directed in 

their struggles to attain certain heights. One can apply this theory to the 

interpretations that the main aim of workers is to develop and elevate their personal 

standard of living or survival, making it understandable for employees to labor for 

higher satisfaction no matter what it takes.  

The study of Siu, (2002) added that job satisfaction is a significant factor that affects 

the behaviors, intentions and perceptions of an employee in a firm. Job satisfaction 

serves as a guide for employees to develop intentions to leave a firm and realizing 

that intention, in that, it pushes employees to nurture turnover behaviours as was 

empirically supported by Lucas, Atwood, & Hagaman (1993). As for other studies, 

they are directionally explicit in terms of their hypothesis about the association 

between a high or low job satisfaction, and the intention to leave the firm. Studies 

like Harrell and Stahl (1984), Lacity et al., (2008), Schermerhorn, hunt, and Osborn 

(2000), Muchinsky and Tuttle (1979) all concurred that job satisfaction is positively 

related to the intention to leave the job. Except for the study of Moynihan, Boswell 

and Boudreau (1998), a negative association was revealed between job satisfaction 

and the intention to leave. This trend can deductively inform us that unsatisfied 

employees are liable to conceive turnover intentions. Ad in the study of Bernthal and 

Wellins (2001), presented a correlation between the degree job satisfaction level and 

the percentage probability of unsatisfied employees to quit their job of 58%.  
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Cropanzano, Rupp, and Byrne, (2003) added that social exchange theory advocates 

that one‟srelationship between employee and employer influences work attitude and 

intentions to quit. As part of the reciprocity norm of Social exchange theory (SET) in 

order to help the organization reach its objectives (Rhoades et al. 2001). In other 

words, when employees believe that their organization is concerned about them and 

cares about their well-being, they are likely to reciprocate the organization with 

positive attitude such as higher levels of job satisfaction and favourable work to 

respond by attempting to fulfill their obligations to the organization by becoming 

more engaged or lower intneion to leave (Rhoades & Eisenberger, 2002;  

Eisenberger, et al., 1986).  Both the reciprocity norm of Social exchange theory 

(SET) and job satisfaction are connected to the employees‟ attitudes attachment to 

the firm (Cole, Schaninger, & Harris, 2002). From the perspective of social exchange 

theory (economic and social-emotional exchanges), creates certain cognitive and 

emotional connection between the employee and the employer due to some extrinsic 

and intrinsic factors. These exchanges operate as the forerunners for advanced degree 

of job attitude such as job satisfaction. When the employee exchange of economic as 

well as socio-emotional values with their employers, there is an upsurge in the level 

of moral and well-being for employees from a relational contract and an upsurge in 

the job satisfaction level for employees (Jam, et al., 2012; Rhoades & Eisenberger, 

2002). Consequently, social exchange theory (SET) strong logical support in 

establishment of this mediation mechanism of job satisfaction in this study.  

Lee and Bruvold (2003) utilized social exchange theory to test a model that 

comprises of perceived investment in employee development, job satisfaction, 

affective and continuance commitment, and turnover intentions of United State and 

Singaporean nurses. Their findings revealed a positive association between the 
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perceived investment in employee development and affective commitment alongside 

job satisfaction. Their findings also revealed affective commitment and job 

satisfaction to mediate the association between perceived investment in employee 

development and turnover intention. 

Job satisfaction has been proposed to be a mediation variable by some empirical 

studies, claiming that the cultures in an organization doesn't only produce job 

satisfaction is not but can as well be the mediator of the association between 

organizational culture and the intention to leave as was supported by Park and Kim 

(2009). Job satisfaction was presented empirically by Jawahar and Hemmasi, (2006) 

as a mediating variable in the association between organizational support and the 

intention to leave the job.  

Carsten and Spector, (1987) and Spector, (1997) posited that job satisfaction is the 

degree at which an employee is happy with his/her current job. Job satisfaction has 

since been a subject of interest since the early 1930‟s with over 12, 400 published 

resources by the year 1991 as was reported by Lacity et al (2008). Meta-analysis 

from several literatures has availed significant confirmations that job satisfaction is 

negatively related to the intention to quit the job (Hom et al., 1992; Cotton & Tuttle 

1986; Tet t& Meyer, 1993). In the IS domain as availed by literatures, the basic 

turnover intention model presents job satisfaction related variables to have a direct 

influence on turnover intentions as could be seen from the work of Niederman, & 

Sumner, (2003); Goldstein, & Rockhardt, (1984); Niederman, Moore & Yager 

(2002); and  Igbaria, & Guimaraes, (1992). The meta-analysis presented by Joseph et 

al. (2007) on IS professional‟s turnover, revealed that job satisfaction to be the 

highest and most recurrent examined factor of turnover intention. A sample of 16 
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studies that utilized this construct was observed and all 16 presented that job 

satisfaction was negatively associated with turnover intention. Likewise in this 

domain of turnover intention from stand point of Indian IS professional, job 

satisfaction has also been a significant factor of turnover intentions.  Two (2) 

statistical tests that were conducted (Somer‟s d, and Kendall‟s tau) with a sample of 

25 Indian IS professionals that was collected, revealed job satisfaction to have a 

negative association with turnover intentions (Lacity et al., 2008). It was identified 

by Bhal and Gulati (2006) that job satisfaction influences turnover intention through 

organizational commitment. In this study, the job satisfaction construct was included 

in the model taking into account the fact that it has been one of the most significant, 

if not the most significant variable shown to effect the turnover intentions of Thai IT 

professional more than any other factor (Termsnguanwong, 2009). 

2.7.2 Organizational Justice 

Studies and theories on organizational justice are not difficult to find in literatures. 

Particularly discussions and deliberations on the nexus that exist between 

organizational justice, industrial-organizational psychology, human resources and 

organizational behavior are replete in literature (Cropanzano & Greenberg, 1997). 

Studies on organizational justice have been surfacing in social psychology for about 

30 years and scores of studies have examined the premise of organizational justice in 

different paradigm, such as the psychological aspect, the managerial role and so on 

(Blakely, Andrews & Moorman, 2005; Moorman, 1991). Organizational justice has 

been referred to as the backbone of organizational decision making process, whereby 

the organizational justice is directly or indirectly related to employee job satisfaction, 

turnover, organizational leadership, organizational citizenship, organizational 

commitment, trust, customer satisfaction, employee job performance, employee theft, 
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role breadth, alienation and leader-member exchange (Cohen-Charash & Spector, 

2001). For instance, Kim (2009) revealed that organizational justice plays an 

important role in the experience employee face in their workplace. According to the 

study, employees‟ perception towards organizational justice is that organizational 

justice influence fair and communal relationship between employee and the 

organization. Subsequently, fair and communal relationship between employee and 

the organization would influence employee‟s job satisfaction. Another study reported 

that organizational fairness motivate employee performance and increase job 

satisfaction level (Colquitt, 2001). Furthermore, a significant number of studies have 

also concluded that organizational fairness influences employee job satisfaction 

(Bakhshi et al., 2009; Malik &Naeem, 2011). It takes quite a very simple process to 

make judgment about fairness. Two (2) principles used to evaluate the justice of a 

decision, procedure or action was presented by Sheppard, Lewicki and Minto            

(1992). The 1
st
 amongst the two require an evaluation of balance which entails the 

comparison of a particular decision from a particular situation against another similar 

decision from a similar situation. In comparing balance, one can compare balance 

through the evaluation of the results of or more people, against the worth or 

significance of the input they both offer the firm. The 2
nd

 requires the evaluation of 

the correctness which requires entails the evaluation of the correctness by which a 

decision, procedure or action is made or taken, on the basis of the quality of the 

judgment which makes a decision seem right. Hence, judgment can be passed on the 

perceived justice of a decision that might be beneficial or harmful to a person by 

evaluating the balance and correctness of the action, decision or procedure. 

Two (2) major issues has been the subject of attention for organizational justice 

which are: How employees react to the outcome they receive, and the means at 
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which this outcome is transmitted i.e., the procedure used in giving out the outcome 

as was supported by Cropanzano and Greenberg, (1997). Researchers in this domain 

of organizational justice differentiated the conceptualization of justice which 

addresses the content of fairness and the fairness of the outcome, entailing what the 

outcome of the decisions are, termed distributive justice. Procedural justice is the 2
nd

 

term which is the focus on the fairness process or how the decision or action is being 

taken (Greenberg, 1990a). Numerous studies have been conducted has highlighted 

the distribution of rewards like pay and so on, resulting from the theory of equity 

(Greenberg, 1987b). Despite the fact that this distributive justice is an outcome-

oriented view, describes how employees respond to the nature, level and distribution 

of the rewards from the firm, it has not taken into consideration the procedure or 

manner through which the ends was established, giving rise to the shift in attention 

from distributive justice to procedural justice (Greenberg, 1990a). Procedural justice 

is not just the manner by which distributive justice is achieved. On its own, it is 

valued in the sense that it is utilized in determining the procedure at which a certain 

outcome is derived which can be more significant that the outcome itself as 

concurred by Folger & Greenberg, (1985); Martin & Bennett, (1996); Folger & 

Martin, (1986) and Martin & Nagao, (1989). 

Since there has been scientific establishment in the difference between distributive 

justice and procedural justice, it is important to also identify how these two types of 

justice (distributive and procedural justice) associate with the numerous 

organizational variables (Greenberg, 1990a). Numerous studies have been carried out 

to examine the predictive role of these two types of justice on the several outcomes 

of organization. And most of the outcomes in this study present these two types of 

justice as predictors of different attitudes (Greenberg, 1990a). For instance, the study 
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of McFarlin and Sweeney, (1992) presents distributive justice to be more significant 

on personal outcomes such as pay satisfaction and so on. Whereas, Folger and 

Konovsky, (1989) Lind and Tyler, (1988) McFarlin and Sweeney, (1992) presented 

procedural justice to be more significanton attitudes about institutions and authorities 

like organizational commitment, job satisfaction and trust in management. Both 

distributive justice and procedural justice influences an individual‟s the perception of 

fairness, despite the possibility of variationin the individual‟s response, which boils 

down to the degree at which these individuals are concerned with the outcomes or 

procedures (Schminke, Ambrose, & Noel, 1997). 

The study of Pare, Tremblay and Lalonde, (2001) was conducted within the 

Canadian IT professionals to find out the multidimensional set of HR practices that 

can raise the possibility of retention amidst IT employees. High involvement 

management was cited from the study of Lawler‟s (1986), which proposes the 

influence empowerment, information sharing, competence development and reward, 

has on work related behaviors and attitudes. Their findings revealed that recognition 

from supervisors or managers is highly significant for these IT professionals and 

rewarding them with things like vacations, tickets to entertainment shows, award 

ceremonies etc; generally extends way beyond money. It was also highlighted in the 

study of Pare et al., (2001) that two kinds of HRM practices are quite sensitive to IT 

specialists which includes: Justice related issues (distributive justice and procedural 

justice), and competence development as well. Justice related issues entails both 

types of justice; distributive justice - the fair rewards awarded to employees on the 

basis of the reward given to others based on amount of effort they also put in is 

referred; procedural justice - the fairness in the manner or procedure by which pay 

and promotion is awarded. Hence, these professionals experience a decrease in 
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turnover intention when they perceive fair higher level policies and procedures, and 

internal and external justice like performance evaluation, promotions, pay and 

rewards, etc. 

Stimulating and challenging working environment where advancement opportunities 

are high, or they perceive that they are well paid (enterprise and market based pay), 

or the availability of the possibility of a better pay elsewhere,influences many IT 

professionals that were examined to remain in their current firm (Pare et al, 2001). 

Here, pay is been utilized as a fair reward, and the prioritization of competence 

development through challenging work, redefines with a richer information the 

concept of “love, money, and work”. Meta-analysis that was conducted by Cohen-

Charsh and Spector (2001) and Colquitt et al., (2001), revealed that numerous 

dimensions of organizational justice may have differential associations with 

dependent variables like job quitting and thus be examined individually. Distributive 

justice has been the most frequently examined determinant for the intention to leave 

the job amidst the dimensions of organizational fairness. Baroudi and Igbaria (1995), 

Igbaria and Chidambaram (1997), Igbaria and Greenhaus (1992), opined that salary, 

promotionability and reward fairness (Ahuja et al., 2007; Moore, 2000) which are all 

characteristics of distributional justice have been observed to possess an indirect 

influence on the intention to quit the job through organizational commitment and job 

satisfaction.  

Most of the resources found on the turnover intention of IT professionals revealed 

fairness to have a major significant influence on the attitude and behavior of these IT 

employees (Iyer, 2011). The study of Pratoom and Cheangphaisarn, (2011) collected 

a sample of 157 IT employees using survey from Thailand‟s software development 
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companies. Their study findings revealed organizational justice to be a significant 

antecedent to trust in the two leadership levels which includes supervisor and 

organization, alongside three work related outcomes which also includes innovative 

goal commitment, in-role performanceand organizational citizenship behaviors 

(OCBs). Perceptions of fair treatment integrates facets of higher job satisfaction, trust 

and organizational commitment, decrease turnover intention and increased 

organization citizenship behaviors as proposed by Colquitt et al., (2001). 

Deductively, it can be clearly seen that organizational justice is key for these IT 

professionals due to the fact that when employees perceive that they receive fair and 

unbiased treatment, they are liable to have an increased job satisfaction and continual 

and a reduced turnover intention (Riley, 2006; Upadayha & Vasavi, 2006). Some 

studies that focused on the IS professional from India revealed that organizational 

justice is a significant antecedent to IS employees quitting their workplace in India. 

The study of Bhal and Gulati (2007) revealed the positive association procedural and 

distributive justice has on pay satisfaction and subsequently negatively associated 

with the intention to leave the job among IS professional in India. For instance, Kim 

(2009) revealed that organizational justice plays an important role in the experience 

employee face in their workplace. According to the study, employees‟ perception 

towards organizational justice is that organizational justice influence fair and 

communal relationship between employee and the organization. Subsequently, fair 

and communal relationship between employee and the organization would influence 

employee‟s job satisfaction. Another study reported that organizational fairness 

motivate employee performance and increase job satisfaction level (Colquitt, 2001). 

Furthermore, a significant number of studies have also concluded that organizational 
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justice influences employee job satisfaction (Bakhshi et al., 2009; Malik & Naeem, 

2011).  

Theoretical evidences have highlighted that procedural and distributive justice are 

two important justice measure in an organization, which are significant workplace 

variable in modelling the job satisfaction of the employees and turnover intention, 

which are important work outcomes for competitive advantage. 

However, the perception of justice at the workplace is an ampotant perception that 

could influen the attitude and behaviour of employee (Colquitt, Conlon, Wesson, 

Porter, & Ng, 2001). There is lacek o fcondensus among scholars on the number of 

dimensions for organizational justice (Johan, Talib, Joseph and Mooketsag, 2013). 

Organizational justice can be divied into two dimensions (Johan et al., 2013), three 

dimensions (Cropanzano, Prehar, & Chen, 2002) or four dimensions (Colquitt, et al., 

2001). Base on the construct validation by Colquitt (2001), the four dimensions are 

distributive justice, procedural justice, interpersonal justice, and informational 

justice. However, the general consensus is that organizational justice consists with 

perception of fairness in allocation of reward, whereas the lateer is concerned with 

the fairness of the process of allocation decisions (Malik, 2011; Johan et al., 2013). 

Thus, for this study only two dimentions of organizational justice are examined 

because they form the main structural aspects of organizational justice (Khalid & 

Pharmacy, 2003; Johan et al., 2013). 

2.7.2.1 Distributive Justice 

This can be described as the perceived jusice or fairness outcome and has a strong 

footing in the theory of equity (Adams, 1965). Distributive justice is by default, all 

about equity. Since distributive justice is a social comparison process, judgment may 
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be grounded upon the comparison of an individual‟s inputs and outcomes with 

respect to other relevant to that particular situation in the individual‟s organization 

like his/her colleagues whom they are associated with (Greenberg, Ashton-James, & 

Ashkanasy, 2007). However, judgment may also be grounded upon standards of 

external comparisons which can be from a particular subject or n a general note from 

outside the individual‟s organization (Greenberg et al. 2007). It is however an 

important predictor of work outcomes and behaviors. Cohen-Charsh and Spector‟s 

(2001), meta-analysis revealed with a weighted mean of r = -0.40, that distributive 

justice is very significantly and negatively associated with the intentions to leave the 

job. 

Numerous studies have examined the influence of distributive justice on several 

outcomes not limited to turnover intention. It was revealed in the study of Schappe 

(1998) for instance that distributive justice influences employees and their job 

satisfaction as well as employees commitment. It is supposed to be a practiced norm 

that organizations keep track of all their employees including keeping an eye on their 

responsibilities and tasks in order disseminate appropriate and unbiased reward to 

them all. Paré (2001) postulated that there is a negative relationship between 

distributive justice and the intention to quit by IT personnel. Numerous studies have 

also revealed the important association between unjust distribution of rewards with 

the employees low job satisfaction (Mayfield & Mayfield, 2008; Deconinck& 

Bachman, 2005). The dimensions of organizational justice which includes 

distributive justice; was examined by Moore and Love (2005), to identify how they 

influence organizational citizenship behavior (OCB) displayed by IT professional. In 

this particular sub-domain of distributive justice as an antecedent to turnover, most of 

the resources and studies have focused mainly on reward fairness as an antecedent to 
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turnover intentions (Moore, 2000; Ahuja et al., 2007; Bartol, 1983; Igbaria & 

Chidambaram, 1997; Pare et al., 2001; Rutner et al., 2008; Thatcher et al., 2006). 

Colquitt, (2001) and Rupp, Bashshur, and Liao (2007), highlighted distributive 

justice as the degree to which a worker perceives impartiality from his superior of 

employer in the distribution of rewards and resource. From the IT professional point 

of view, employers and supervisor play a very significant role in the allocation of 

resources and rewards, since they dictate that the manner, process and procedure at 

which employee performance are rewarded in terms of employee performance 

appraisal for instance, they evaluate an employee‟s performance and decide their pay 

hike, bonus and promotions, as well as acting as the employee‟s solicitor or 

spokesperson to the upper management for extra rewards and recognition in support 

of the commendable extra efforts from the worker (Upadyha & Vasavi, 2006). A few 

reasons could be behind the perception of injustice felt by the employees in the 

allocation of resources and rewards which includes: 

First of all, reason is on the onshore and offshore: Levina and Vaast, (2008) 

highlighted that the feeling of partiality and status difference is being nurtured from 

the variation pay between onshore and offshore workers with the same job 

description, whether working under the same organization or a different one. Their 

study revealed an alarming variation in scale between the onshore and the offshore 

workers, as well as the existence of a very high inclination of treating Indian offshore 

workers as cheap labor. The study of Commander, Chanda, Kangasniemi, and 

Winters (2008) revealed the variation in pay is the main reason for IT software 

workers‟ preference for working onsite or rather travel abroad for better opportunity. 
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The 2
th

 reason is on the external comparisons which may occur: Mithas and 

Krishnan, (2008) disclosed that IT personnel that are within the IT intensive firms 

were paid 6% higher than their contemporaries that are within the non-IT industry. 

The author also added that those IT intensive industries even pay 9% higher to their 

qualified IT professional personnel that their contemporaries in the non-IT intensive 

industry. Their study findings also revealed that dot com organizations pay 5.5% 

higher to their employees than the employees in brick and mortar organizations. And 

also, small scale organizations pay 5.5% lower to their employees than the 

employees in a larger scale organization. As a result of these varying inconsistent 

pay structure for IT personnel within and across the industry, might instill the 

perception of injustice and bias when they compare their own pay with the pay of 

their contemporaries within and outside their firm/industry.  

In addition to these, Rouse (2001), added that young IT professionals perceive 

injustice being played on them by their firms to reward them for their efforts and 

performance. Feeling that their old worn-out veteran counterparts are given more 

incentives like salary, bonuses, office, vacations etc., despite performing equally or 

way better than their seasoned veteran counter arts. Deductively, it can be said that 

supervisory distributive justice plays a very important role amidst the Thai IT 

professionals for the reason that despite the fact that reward and pay is decided by 

company policies, supervisors can influence the manner, process and procedure at 

which employee performance are rewarded in terms of their performance. For 

instance, they evaluate an employee‟s performance and decide their pay hike, bonus 

and promotions etc. Cohen-Charash and Spector, (2001) ascertained that distributive 

justice possessed a negative association with the intention to quit. 
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2.7.2.2 Procedural Justice 

Cohen-Charash and Spector (2001), described procedural justice as the perceived 

fairness in the process through which results/outcomes are reached. Cropanzano et 

al., (2006) added that employees usually assess the equity of an event through the 

evaluation of the process and procedure through which the result were reached. 

Leventhal, (1980) highlighted that this kind of justice can be seen in procedures that 

take into account some recognized or acknowledged normative principles like 

accuracy, bias suppression, consistency, correctabilty, representativeness and 

ethicality. Numerous researchers have reviewed reasons why and how this 

procedural justice has a lot of influence on a person. This kind of justice is 

significantly vital because process control operates as a guide to the self-interest of 

individuals as highlighted by Thibaut and Walker (1975). Lind and Tyler, (1988) 

likewise added that the group value perception of procedural justice claims that the 

equity in procedures and process is significant because employees wishes to be given 

and handled with dignity and respect, and also as appreciated members of a 

permanent staff. Cohen-Charash and Spector, (2001) conducted a meta-analysis and 

their study revealed that there is a significant positive association between procedural 

justice and the intention to quit, which was based upon a sample of 190 studies, 

amounting to a total of 64, 757 participants. 

Studies on the intention to quit a job in IS domain, procedural justice has been the 

center focus being a component of Human resource (HR) practices as a contextual 

factor in the organization level (Joseph et al., 2007).  As regards to the context of IT 

professionals, the study of Pratoom and Cheangphaisarn, (2011) revealed procedural 

justice as a significant antecedent to trust in both the supervisor leadership aspect and 

the organization leadership aspect; and three work relevant results which include 
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innovative goal commitment, in role commitment and organizational citizenship 

behaviors. They utilized a sample of 157 IT personnel from software development 

organizations in Thailand. The study did not assess the effect on the intention to quit, 

but affirmed procedural justice as a significant antecedent to job satisfaction and the 

intention to quit.  Some supervisory decision making procedures possess exceptional 

significance on IS personnel and their intensions to quit. Some of these reasons 

include: 

The 1
st
 decision making process that influences IS personnel is that which concerns 

training opportunities. Training plans are being mapped out by supervisors in order 

to make sure that the necessary skill needed by their employees to carry-on with their 

responsibilities is acquired. HRM practices were examined by Agrawal (1999) from 

two large software companies in India (Infosys and Wipro). The study pinpointed 

training to be one of the HRM practices that is being utilized by the firms to keep 

employees. Continuous training or learning is needed for those employees that deal 

with software development especially as a result of the rapid changes in technology. 

Paul and Anamtharam, (2004) concurred that a thorough and specialized training 

programs gives these IS personnel the much needed confidence to undertake new 

projects to prove their worth. The decision making process for training might 

encompass numerous sources firms, clients, co-workers and even supervisors. 

Reason being that supervisors might be needed to avail inputs on the personnel‟s 

need for training within and across numerous projects and tasks, and the procedure 

used to decide training opportunities for the personnel is a significant aspect of 

procedural justice that ought to be studied in the domain of IS personnel. 
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The 2
nd

 Iyer (2011) presented that significant factor of procedural justice to examine 

is the process utilized in performance appraisal. Despite the possibility of the 

company having conventional policies towards decision making procedures, these 

supervisors possess the freedom to implement decision making procedures in his 

own way, setting performance standard for responsibility, task and duties of these 

employees, and making sure that realistic work standards and goals are being set. 

These supervisors deliver continuous feedback on the performance of the employee, 

through conducting performance appraisal recurrently, alongside evaluating the 

performance of the personnel and how the personnel can progress and become better 

at what they do. Upadhya and Vasavi, (2006) highlighted performance appraisal and 

a very significant aspect for these IS personnel for the reason that it defines their 

rewards such as promotions, salary increase, bonuses, and so on. In examining the 

problems IS personnel are faced with, the perception towards the procedural justice 

of supervisors in association to performance appraisal must be judiciously 

considered. 

Last but not least, despite the focus of numerous researches being on physical 

distance (temporal or spatial) or customary social boundaries such as cultural, 

organizational or functional boundaries; Cramton and Hinds (2007), and Walsham 

(2002), both seconded the claim that the most significant boundaries are usually 

between the stake holders. In an IS offshore outsourcing context, complications 

might arise in the performance appraisal procedure especially when the stakeholders 

in the team are of different backgrounds, industries or even nationalities. Sometimes 

the supervisors may not even be able to assess or evaluate the work done by the 

employee as a result of geographical distance (the employee being on site), or in 

situations where the employees is accountable to the clients managers more than his 
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own supervisor. This client firm may vary in their culture of evaluating the 

performance of offshore employees which may influence the feedback sent to the 

offshore employees‟ supervisor. Similarly, procedural justice may however be 

perceived as biased for Indian IS employees working on client‟s site, should the 

client‟s procedure vary in resource and reward allocation with the local client 

employees. Levina and Vaast, (2008) in their study for instance, highlighted that the 

Indian suppliers who lived onshore were never quizzed on their perceptions and 

opinions towards the progress of the project, but only receiving feedback from the 

onsite client managers; which defies all the fundamental principles of procedural 

justice, as was postulated Cropanzano et al., (2007) that all the significant parties 

involve should have a say in the decisions. 

The procedural justice as listed in the instances above has shown to have significant 

impacts on IS employee. The study of Lacity et al., (2008) on the intentions to quit 

amidst IS professionals, organizational justice were identified as significant 

predictors for the intention to quit. The procedures enforced by the supervisor may 

slightly contradict the procedural policy of the organization, as mentioned by Bhal 

and Gulati (2007), which might influence how these employees view the procedural 

justice from the supervisor and might have a negative association with the intention 

to quit as concurred by Cohen-Charash and Spector, (2001). 

2.7.3 Role Stressors 

Researchers refer to stressors as any entity that enhances stress, especially job related 

conductors of stress (Firth, Mellor, Moore, & Loquet, 2004; Yue, Foley & Loi, 2005; 

Calisir, Gumussoy, & Iskin, 2011). Kahn et al., (1964), Kemery, Bedeian, 

Mossholder, & Touliatos (1985) and Bedeian & Armenakis (1981) highlighted the 

theory of role stress perceives job satisfaction and the intention to quit as some of the 
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outcomes of role stressors. In other words, Stress can be the resultant effects from 

pressures and sufferings that are usually the outcomes of hardships (Alve, Chor, 

Faerstein, & Werneck., 2004; Shahzad, Rehman, Shad, Gul, & Khan, 2011). The 

study of Muliawan, Green and Robb, (2009) Moore, (2000) Yue, Foley, andLoi, 

(2005) Calisir et al., (2011) presented the substantial part role stressors play on the 

employees‟ intention to quit. Further studies researches further and identified role 

stressors to have an influence on the turnover intention of employees and decrease 

job satisfaction as well as the actual turnover (Cote & Morgan, 2002; Shahzad et al., 

2011). Literatures have identified four (4) key constituents of role stressors in any 

organization which includes role ambiguity, role conflict, work-overload and work-

family conflict (Firth et al., 2004; Jackson & Schuler, 1985; Cooper, Dewe, & 

O‟Driscoll, 2001; Boyar et al., 2003; Yue, Foley, &Loi, 2005). 

Stress caused as a result of the employee-employer/work environment interaction 

could either negatively or positively influence results (Baehler & Bryson, 2009) 

which manifests in almost all organizations (Mathur, Vigg, Sandhar & Holani, 2007). 

Taking into consideration that IT career is specifically a stressful career as was 

concurred by Thong and Yap, (2000). The studies of Calisir, Gumussoy and Iskin, 

(2011), Rutner et al., (2008), Zhao and Rashid, (2010) have all focused on the effect 

of stress relevant to work on the job satisfaction of IT personnel. The perception of 

fatigue is much related to knowledge employees. IT personnel are regard as 

knowledge workers whose contributions are key and pivotal towards the 

development of innovative novel products, services and strategies, which propel the 

firm to achieve competitive advantage as concurred by Barnes and Dyne, (2009). IT 

personnel ought to often usually concurrently manage dynamic responsibility, 
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requirements, and expectations for incessant support, and compacted schedules in the 

jobs. 

Nevertheless, when the demands from work surpass the employees‟ emotional and 

physical strength, it can take a toll on the health of the employee, his/her well-being, 

and stress as supported by Barnes & Dyne, (2009). Kalleberg (2008) stated that when 

there is a temporal disagreement between employees and their work like 

overworking, it is often associated with professional jobs that have very high 

expectations from their employees. Barnes and Dyne, (2009) explained the 

disagreement between employee and work to have very high prospective negative 

influence on employees, which also decreases job satisfaction, productivity and 

performance, and so on. The negative aspect of work can influence work exhaustion 

as concurred by McKnight et al., (2009). Likewise the study of Raghavan, 

Sakaguchi, and Mahaney (2008) that revealed perceived workload and work 

facilitation tactics influenced work exhaustion, while role ambiguity affected 

depressed moods utilizing the scale from Quinn and Shepards‟ depressed mood, and 

Moore‟s work exhaustion. Nevertheless, the study of Mcknight et al., (2009) 

revealed that with favourable job conditions, there‟d be a decrease in the employees‟ 

work exhaustion.  

Literature reviews have identified the existence of two conceptual form of stress 

relevant to work which are: Eustress and Distress as was concurred by Ismail, Yao 

and Yunus, (2009). Little, Simmons and Nelson (2007), described eustress as a 

positive perception of a demand that conserves well-being. Ismail et al., (2009) 

added that eustress is a positive form of stress that can aim workers to accomplish 

demands from work alongside enhancing the positive aspects of the employee‟s work 
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life. Further research was conducted on the concept of eustress by Baehler and 

Bryson (2009) and revealed that it depends on the characteristics of the worker; 

qualities like: resilience, thriving, toughness and so on, and characteristics of the 

work such as meaningfulness. 

Little et al., (2007) on the other hand described distress as a negative perception of a 

demand that damages and threatens well-being. Most of the resources explored have 

identified work stress to be the negative form of stress or distress in another common 

term, which is as a result of the disagreement between the capabilities of a worker 

and their work requirement as was seconded by Baehler and Bryson, (2009). Ismail 

et al., (2009) added that distress being the negative form of stress which can 

influence the ability of an employee to accomplish job demands, and can also 

influence the employees‟ overall life quality. The author‟s concept is alike the 

Kalleberg‟s (2008) description of the employee-work disagreement, and can add to 

stress related to work. 

IT personnel can suffer numerous kinds of stress relevant to work during 

organizational changes which includes physiological stress and psychological stress. 

Physiological stresses are physical reactions to work induced stressors like working 

conditions, work overloading, and work durations, which can result to physical 

effects such as muscular pains, tiredness, fatigue, deteriorations in sleeping and 

eating habits, headaches, stomach issues, heart attack and so on (Ismail et al., 2009; 

Gill, Flaschner & Bhutani, 2010). Psychological stress on the other hand is only an 

emotional response to work induced stressors like work relationships, and support 

from colleagues and supervisors (Lait & Wallace, 2002), which can result to these 
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employees undergoing anxiety, depression, frustration and job dissatisfaction as 

seconded by Ismail et al., (2009) and Gill et al., (2010) .  

Now in the ICT Industry, the rapid changes technology is witnessing, the reduced 

budgets from firms and compacted schedules are demanding IT managers to 

accomplish a lot with minimal resources (Barnes & Dyne, 2009; Thong & Yap, 

2000). Raghavan, Sakaguchi and Mahaney (2008) expressed the cost savings 

incentives and limited development durations for IT projects usually lead to the 

setting up of impractical expectations, as demands assigned to employees are 

increased despite the provision of resources being reduced. The working conditions 

in the information technology industry have become very stressful with average 

working hours extended to 50 hours per week with working Saturdays and Sundays 

as well (Gahlan, 2014). While 17% of managers labor or worked for over 60 hrs per 

week in 2004 as was revealed by Fry and Cohen (2009), and that in 2005, 45-55 hrs 

per week were considered conventional. Messersmith, (2007) highlighted that 

employees on salaries usually work overtime for as many as is needed to finish their 

tasks irrespective of the minimum number of hours that is required of an employee 

per week, and even sometimes even take work home or over the weekend in order to 

finish their tasks. However, when an employee works more than 40hrs a week, it is 

generally perceived as overwork, and literatures have reveal overwork to be 

associated with stress and exhaustion in North American employees as presented in 

the study of Stormer, (2008). Contrary to the physical activities, the psychological 

activities of IT personnel can be linked to pressures of “mastering the IT revolution” 

as concurred by Rethinam and Ismail, (2008) and frustrations that arise from system 

crashes, leading to what is called “Technostress” as was mentioned by Rethinam and 

Ismail, (2008).  
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Since IT personnel usually spend most of the time at work, there is a need to identify 

the degree to which stress relevant to work is associated with job satisfaction. The 

job disagreements as described by Kalleberg (2008) arise from the outcome from the 

interaction between the needs of an employee, interest, values and expectations, 

alongside, job and organization characteristics. There are varying differences in 

employees‟ skills, experiences and backgrounds. Certain employees would prefer 

challenging or secure jobs, while other workers would actually prefer jobs that offer 

large financial benefits. The study of Menguc, Auh, & Shih (2007) highlighted the 

concept that transformational leadership endeavor to align goals and value of the 

employee with the firms goals and values by altering their own values, beliefs and 

attitudes. These job characteristics differ across industries. Certain jobs require the 

employees to meet certain standards for product or service deliveries. Kalleberg 

(2008) added that jobs likewise vary in terms of opportunities available for the 

education of the worker, recognition and advancement.  

For instance in 2007, Schmidt identified a noteworthy association between job 

training satisfaction and job satisfaction as a whole. The study of McKnight et al., 

(2009) revealed that the characteristics of the work environment had the most 

significant influence on employees quitting their jobs. Chen (2008) identified that IT 

job a characteristic is positively related to satisfaction with job. Kim, (2009) also 

added that within the IT industry, training opportunities, future career growth 

advancement, and skill improvement can affect job satisfaction by decreasing work-

related stress and/or other barriers to job performance. 

Taking into account the variety and diversity in the IT industry, there is a need to 

examine the factors that impact job satisfaction when it come s to organizational 
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performance. Kuo, Ho, Lin and Lai, (2010) added that job satisfaction being one of 

the factor of a organizational efficiency, affects employees behaviours that support 

outcomes like reduced work-related stress, increase employee morale and 

productivity (Feng, Terziovski, & Samson, 2008). Correlation analysis of work-

related stress, transformational leadership qualities and job satisfaction of IT 

personnel, was utilized to study the relationships among these three outcomes. 

Moore, (2000) highlighted stress or work exhaustion as a significant antecedent for 

the intention to quit and the satisfaction with job as concurred by amidst IS 

professionals. Numerous studies have examined the influence of work Rutner et al., 

(2008) stressor on IT personnel‟s perception of work as concurred by Calisir et al. 

(2011), Lian et al. (2007), Reid, Riemenschneider, Allen and Armstrong (2009), 

Rutner et al. (2008), Zhao and Rashid (2010), Messersmith (2007). Messersmith, 

(2007) pointed out that role ambiguity influences the stress of IT personnel 

especially when these personnel are unsure of what is required of them in their job or 

work across job boundaries. The study of Reid et al. (2009), revealed task variety to 

be related to job satisfaction, and also revealed that role ambiguity to be related to 

low job satisfaction. Hence, the study findings availed evidence for Herzberg‟s 

hygiene factor company policy and administration as an indicator of work related 

stress. Experiences of work related stress could negatively influence job satisfaction 

as mentioned by Calisir et al. (2011). It was also pointed out by McKnight et al. 

(2009) that the job perception of employees can impact the satisfaction with job and 

subsequently, the intention to quit. It was also revealed by Calisir et al., (2011) that 

job stress had a major influence on turnover intentions of IT professionals. When it 

come to organizational performance, retaining IT professionals it very crucial for the 

reason that these professionals maintain specialized skills and possess the business 
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process as intellectual property (IP) as seconded by McKnight et al., (2009). The 

price that comes with IT professional‟s turn over can be expensive. Rutner et al. 

(2008), collected a sample of 161 IS personnel from Fortune 100 companies, and 

identified emotional dissonance of IT professionals as a contributing component of 

work exhaustion, satisfaction with job and the intention to quit. 

Zhao and Rashid (2010), buttressed that IT personnel usually work under intense 

stress environment and the turnover for these employees are usually very high. The 

authors examined three (3) types of work induced stressors on the satisfaction with 

job which includes role ambiguity, role conflict and role overload. Literature have 

revealed theoretically four key constituents of role stressors in any firm which 

includes role ambiguity, role conflict, work-overload and work-family conflict which 

all represents the concept of role stressor as seconded by Firth et al. (2004), Boyar et 

al. (2003), Cooper, Dewe and O‟Driscoll (2001),  Jackson and Schuler (1985), Yue, 

Foley and Loi (2005). 

2.7.3.1 Role Ambiguity 

The concept of role ambiguity explain the obscurants of employee assignments, 

when the terms of job mystify employee thus the employee becomes ambiguous on 

the goal of its work and how to achieve it (Rutner, Hardgrave, & McKnight, 2008; 

Calisir, Gumussoy & Iskin, 2011). Iverson (1999); The, Ooi, and Yong (2008); 

Calisir, et al. (2011) elaborate that role ambiguity is the lack or inadequate provision 

of information, unclear terms, undefined expectations of colleagues and superiors, 

and inconsistence measures of performance ponderously leads to role ambiguity.  

Meanwhile, Glissmeyer, Bishop, & Fass (2008) added that role ambiguity hampered 

the proper deliverance of an expected professionalism especially from a leader of a 

group due to an unclear or ambiguously given information or total lack of 
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information, that could consequently leads underestimation of personality or job 

dislike  (Safaria, Othman, & Wahab, 2011). Lee (2000) and Joseph et al (2007) 

asserted as role ambiguity has a negative relationship on IT turnover intention were 

mediated through job satisfaction. According to Igbaria & Greenhaus (1992) confirm 

that role ambiguity has negative significant on IT professional turnover intention. 

Muliawan, Green, & Robb, (2009) posit as role ambiguity has a significant potential 

to initiate job satisfaction it can also maim the entire organizational especially in 

regards to commitment and performance, and on the employee records it could 

totally slow down the attainment of reward which in the end make them dissatisfy 

and subsequently intend to quit their job.  

2.7.3.2 Role Conflict 

Role conflict is the term that explains the confusing scenario of an individual in 

terms of what is professionally expected from him/her in a single or multiple roles. 

The effect of the terms is to tag the individual as incapable of delivery job 

expectations, generates negative emotional reactions, and underrate the 

professionalism of the confused personnel (Cooper, Dewe & O‟Driscoll, 2001).  

Supportively, other studies have operationalize role conflict as the disagreement 

between job requirement and the achievement of the job goal (Rizzo, House 

&Lirtzman, 1970; Lee, 2000). Some studies have also perceived role conflict 

similarly but articulated differently, to them role conflict the difference in 

organizational and employee performance in terms of the execution of a particular 

job role, the dissimilarity can cause confusion, different expectations and 

subsequently mar the achievement of the job goal, hence when organizational 

expectations do not tally with employee expectations, in that case role are view in 

different paradigm  (Kahn et al., 1964;  Yue, Foley & Loi, 2005). Role conflict can 
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affect IT professionals and can also influence their turnover intention (Igbaria & 

Greenhaus, 1992; Calisir, Gumussoy & Iskin, 2011; Ghapanchi & Aurum, 2011; 

Lee, 2000; Joesep et al, 2007; Baroudi 1985).  

2.7.3.3 Work-Overload 

Work-overload is briefly explained as the incompatibility between a fair amount of 

work given and the time frame assigned to complete it (Cooper, Dewe, &O‟Driscoll, 

2001; Yue, Foley & Loi, 2005). Work-overload is experience when time is shorter 

than effort and discomfort employee to execute their job adequately (Yue, Foley 

&Loi, 2005; Greenhaus&Beutell, 1985). Work-overload, is listed amid the role 

stressors to employee, specifically to the IT related job, when voluminous work is 

assigned with limited time, invariably, employee inconveniently perform their duties 

with stress of meeting up with deadlines (Allen et al., 2008; Calisir, Gumussoy & 

Iskin, 2011). That is in relation to the discovery of past studies; they found that work-

overload discomfort employee, likewise provoke them with hug strain, anxiety, and 

depression and lastly encourage (Cooper, Dewe, & O‟Driscoll, 2001; Kushmir & 

Melamed, 1991; Yue, Foley & Loi, 2005). Conclusively, the study of (Yue, Foley & 

Loi, 2005) operationalizes the concept of work-overload to an ample involvement in 

voluminous job roles expected to be done within limited time and hence increase 

intentions to leave the organization. There are voluminous studies have been asserted 

that work overload positive significant on turnover intention (Jones, Chonko, 

Rangarajan, & Rogerts, 2007; Calisir, Gumussoy, & Iskin, 2011; Hang-yu, Foley, 

&Loi, 2005; Moore, 2000; Ahuja at el., 2006). 

2.7.3.4 Work–Family Conflict 

Work–family conflict is conceptually explained as the balanced pressures from work 

and family. Family and work roles are in compactable and often required high 
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involvement, whereby unequal involvement in one end would affect the performance 

on the other end, in this case, work-family conflict is witnessed when a particular end 

(family or work) overwhelm the other involvement  (Greenhaus & Beutell, 1985; 

Yue, Foley &Loi, 2005).  Role stressors researchers have under studied work-family 

conflict, believing that work are family are extremely unrelated, however theorist 

have confirmed that employee can‟t be separated from their spirituality, therefore 

recent studies under role stressors have focus on role of work-family stressors and 

found that employee could be strenuously stressed if received similar or 

overwhelmed expectation from each or both of the end of family and work   (Cooper, 

Dewe, & O‟Driscoll, 2001; Frone,  Russell, & Cooper, 1992a; Yue, Foley &Loi, 

2005). 

2.8 Gaps in the Literature 

Employee turnover intention indiscriminately affect both publicly and privately own 

organization, both analysts have noticed that turnover mostly occur in privately 

owned companies if compared with the time of occurrence in public organizations 

(Shamsuzzoha & Shumon, 2007). Meanwhile, Rigas (2009)  reported that western 

researchers have been ponderously delve in the issues of turnover intention and it 

effect on organizations with different theoretical perspectives and most of them have 

also noticed the nature of turnover effect on ICT related organizations. Shropshire &  

Kadlec (2012) posit that the effect of turnover intention in ICT industry has been 

understudy and future study is encourage in the IT related industry.  

Moreover, although literature has been replete on issues relating and factors that 

leads to employee turnover intention in organizations and different frameworks and 

variables have been validated by numberless researches (Carsten & Spector, 1987; 

Cotton & Tuttle, 1986; Hom & Griffeth, 1995; Mathieu & Zajac, 1990; Mobley, 

http://fi.linkedin.com/pub/ahm-shamsuzzoha/9/ba1/110
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1982; Price, 1977; Steel & Ovalle, 1984; Tett & Meyer, 1993; Vroom, 1964). 

Nonetheless, there have been some few studies that engage in grasping the 

peculiarity of IT professionals‟ turnover intention (Sug-Ing 2008; Lacity et al. 2008). 

According to Tham et al., (2008) report the momentously increasing nature of 

turnover among IT professionals, the white paper strongly charge researchers to 

examine the IT related turnover intention, as healthcare and medical professionals 

has been solely examined  (Flinkman, et al., 2008; Kowalewski & Waukau-

Villagomez, 2011), likewisely engineering expertise have received research attention 

in this area (Chang, et al., 2011; Emison, G., 2011), accountant have also been 

examined (Carleton, 2011), and insurance professionals have been represented in 

turnover intention studies (Miley, 2011). While, Rigas (2009), an understanding of 

the factors that affect IT professional intention to leave job in Thailand is essential in 

order to control the negative affects of IT employee turnover. This result, however, 

appears a few studies for information technology professional turnover intntion in 

Thailand ICT industry context (Sakchaicharoenkul, 2009). Therefore, this study to 

fill the above knowledge gap, this study was examined determinants of factors effect 

to turnover intention of Thai IT professional is working in Thailand‟s ICT industry.  

However, to identify the important factors that lead to IT professionals quitting a job 

continue to remain a challenging problem both for companies as well as researchers 

(Calisir, Gumussoy, & Iskin 2011). Several studies also found that job satisfaction is 

one of the most important factors for turnover intention among IT professionals 

(McKnight et al., 2009; Rutner et al., 2008; Joseph et al., 2007).  Unfortunately, 

there is relatively little research specific to IT workers that examine job satisfaction 

(Pinder, 1998; Ambrose & Kulik, 1999; Burrell, 2014), but also very little studies 

have examined how job satisfaction is related to turnover intention (Lee & Bruvold, 
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2003). Meanwhile, McKnight et al. (2009) found that turnover intention among IT 

professionals is defined by job satisfaction.  Consistently, Muliawan, & Green, & 

Robb (2009); Emami et al., (2012); Falkenburg & Schyns (2007) delved on IT 

professionals perception and found a negative effect of job satisfaction on turnover 

intention. Although, literature review shows that, job satisfaction have shown to be 

important predictors of turnover intention (Addae, Parboteeah, & Davis, 2006; Lee, 

1988), however very little studies have examined how job satisfaction is related to 

turnover intention (Lee & Bruvold, 2003).  Moreover, one of the important 

contributions to the examination of the collectivists‟ attitude towards job satisfaction 

is the study of Sug-Ing, (2008) revealed from a South Korea empirical study that job 

satisfaction does not influence the turnover intention of IT professional. While, Berry 

(2010) also argued that employee job satisfaction does not meditate the relationship 

between organizational justice and turnover intention. Therefore, to fill this 

knowledge gap, this study was examined determinants of job satisfaction on turnover 

intention of IT professional.  

Meanwhile, studies on turnover intention have also been analytically matured 

(Calisir, Gumussoy, & Iskin 2011) in their study performed in Turkey employed 

structural equation modeling analysis to examine the effect of stressors, job stress, 

job satisfaction on IT professionals turnover intention. So far, their study contributed 

amply to the realm of turnover intention study, and their findings also open the 

additional gap of including related variables in their well fitted model. Calisir, 

Gumussoy & Iskin, (2011), suggested fairness, as one of the variables that research 

could examine it relation and it influence on turnover intention in IT organizations. 

Beyond the empirical suggestion, including the relationship and influence of fairness 

in future research would also the improvement of parsimonious fit index (PFI). 
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According to, Colquitt, et al., (2001) reveal that organizational justice significantly 

affect workers behavioural attitude such as their job satisfaction, and their intention 

to turnover, supportively Bakhshi, Kumar & Rani, (2009) encourage recurrent future 

research on the relationship and it effect on employee attitude. In addition, employee 

perceptions on procedural justice and organizational justice plays important role in 

any societal or cultural settings across the globe and the possible detriment of 

fairness on organizational development cannot be underrated. For instance, Lind & 

Tyler, (1988) and Tyler,  Boeckmann, Smith, & Huo (1997) opined that cultural 

background affect employee perception of organizational justice and also admitted 

that organizational justice is a universal phenomenon. Meanwhile, Lam, 

Schaubroeck, & Aryee (2002) concluded in their study that most of the studies on 

distributive and procedural justice do not reveal inter-culturally generalizable 

conclusions, which studies are recommended to examine employee perception to 

procedural justice and distributive justice in regards to cultural differences. Scope of 

researchers in this discipline has also delved on the role of fairness in work place 

cross-culturally (e.g., Brockner, et al., 2000; Lind & Earley, 1992; Lind, Tyler, & 

Huo, 1997) and important emphases have been raised on the perception of non-

westerners (the collectivists) to organizational procedural justice and organizational 

justice (e.g., LaTour, Houlden, Walker, & Thibaut, 1976).  

Another of the important contributions to the examination of the collectivists‟ 

attitude towards procedural justice is the study of Sugawara and Huo (1994), the 

revealed that Japanese are cognizant of procedural justice only in conflict resolution. 

Meanwhile, the study conducted by Thomas & Nagalingappa (2012) also reported 

that no significant relationship exist between procedural justice and job satisfaction. 

Consistently, Lam, Schaubroeck, & Aryee (2002) argued that studies of the effects of 



  110 

distributive and procedural justice do not provide consistent and mutually supportive 

conclusions as to generalizability across cultures. Invariably, Elanain, (2010) 

recommended further examination of work-justice relationships and outcomes from 

the perceptions of non-westerners. Thailand obviously being a non-western country 

that is predominantly populated with collectivists‟ masses is an interesting nation of 

focus in delving to the gap of past studies as regards to the perception of non-

westerners towards the outcome of procedural justice in workplace. It appears, 

therefore, that the relationship between organizational justice, job satisfaction and 

turnover is more complex than was initially established. Further analysis is needed to 

clarify this result. Therefore, to fill this knowledge gap, this study provides an 

empirical analysis of the role of organizational justice (distributive justice and 

procedural justice) on turnover intention through mediating role of job satisfaction 

among IT professionals in Thailand context.   

The ICT industry is importantly unique, majorly because the industry does not 

involve so much machinery and complex devices, rather the activities of the ICT 

industry is wholly depended on the skills of workforce. Thus, human resources are 

crucial to the existence of the ICT industry. Therefore, managing, retaining and 

sustaining the workforce in the ICT industry is as important as the industry itself.  

The performance of the IT workforce is directly impactful on the development of the 

ICT industry; hence IT workers must be professionally efficient to meet up with the 

market expectations. The crucial dependent of the ICT industry on its workforce 

consequently some above ordinary stress on the IT workers. The doubling of 

complexity and high demands on job has increased stress on IT workers.  IT 

personnel experienced increased role conflict, role ambiguity, workload, time 

pressure and responsibility to complete their projects on time (Qasim, Javed, & Shafi, 
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2014). Beside, satisfying IT professionals with their job is not an easy task for many 

ICT companies, as IT professionals find it easy to intent to land new jobs, when they 

are dissatisfied, causing further stresses on organizations (Hacker, 2003; McKnight 

et al., 2009).  Although, job satisfaction is important factor in organizational 

behaviour. It is the individual‟s attitude or orientations towards work. Personnel 

attitudes and environment are the major factors affecting job satisfaction (Sug-Ing, 

2008). Meanwhile, experienced stressor has been reported by scores of researchers in 

the realm of organizational behaviour as a deleterious detriment on employee job 

satisfaction (Kahn & Byosier, 1992; O‟Driscoll & Beehr, 1994; Schaubroeck et al., 

1989; Viator, 2001; Applebaum, Fowler, Fiedler, Osinubi, & Robson, 2010). 

Majorly, the effect of experience stressor has been studied exhaustively from the 

western cultures (Iyer, 2011), while Asian researchers and particularly Thailand‟s 

studies on employee turnover intention have ignored the antecedent role of 

experience stressors on employee turnover intention.  

Meanwhile, quelling employees‟ occupational stress has been posing a longstanding 

challenge to human resource managers.  Notably, the handful empirical panaceas that 

have been suggested are predominantly reported from western-based theoretical 

understanding (Qasim, Javed, Shafi, 2014). For the fact that cultural factors, 

individual idiosyncrasies and even organizational culture and environments are all 

significant factors able to instigate and influence stress on employee. For instance, 

studies have found that people from societies characterized by low uncertainty 

avoidance are more tolerant uncertainty and unpredictability (Ngo, Foley & Loi, 

2005). Thus, the differences in the characterization of different societies certainly 

affect employees‟ responses to stress from different societies and different 

organizational context. Hence it could be fallacious to generalize the findings of 
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employees from a particular culture and a particular industry on all employees 

around the globe. Therefore, this study is motivated to examine the employee stress 

response scenario in Thailand, partly because little research on employee 

occupational stress has been conducted in the Asian context. 

Moreover, Stressors are always considered as bad and have a deteriorating effect on 

employee‟s productivity and performance. Stressors are differently related to job 

attitudes (i.e. job satisfaction) and withdrawal cognitions (i.e. turnover intentions) 

(Cavanaugh, Boswell, Roehling, & Boudreau, 2000; Podsakoff, JLePine, & LePine, 

2007). From the literature review, it was identified that job satisfaction and turnover 

intentions are the main consequences of dimensional role stressors. Moreover, 

despite of the lots of studies have concentrated on the impact of stressors on job 

attitudes. But there is a lack of research on the impact of dimensional stressors on 

turnover intention through job satisfaction (Qasim, Javed, Shafi, 2014).  

Work-family conflict (WFC) is type of role stressor that can also be connected to job 

dissatisfaction and turnover intentions. This is because WFC is a common stressor in 

workplaces which can inflict job dissatisfaction and conflict with the job. The 

connection between WFC and turnover intention (Bellavia & Frone, 2005; Wang, 

Lawler, Walumbwa, & Shi, 2004) and job satisfaction (Kossek and Ozeki, 1998; 

Herst DEL, Bruck, & Sutton 2000; Hammer, Neal, Newsom, Brockwood, & Colton, 

2005) have been reported in literature. More specifically, Hammer et al. (2005) 

stressed the connection between WFC and job satisfaction. WFC is found as a 

predicting factor to lower job satisfaction. Similar findings were reported in studies 

conducted by (Kinnunen, Geurts, & Mauno, 2004; Janssen, Peeters, de Jonge, 

Houkes, Tummers,  2004).  
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However, the effect of role stressors indirectly affect intention to leave through job 

satisfaction in the study of Igbaria and Greenhaus (1992), whereas in this study, role 

stressors do not possess any significant effect on job satisfaction, and there was a 

significant negative effect job satisfaction has on the intention to leave. Furthermore, 

the results linking work-family conflict with job satisfaction and turnover intentions 

have also not been consistent in Asian samples (Sector, et al., 2007). For example, 

work-family conflict was found to correlate significantly with job satisfaction in 

India (Aryee et al., 2005), Hong Kong (Chiu, 1998), China (Yang, 2005), and 

Singapore (Aryee, 1992). On the other hand, Hong Kong, Aryee and Luk (1996) 

reported no significant relationship between WFC and career satisfaction. Similarly, 

Aryee et al. (1999) revealed that there is no signification relationship between WFC 

and job satisfaction. In a study conducted in china, Yang (2005) found no significant 

correlation between WFC and turnover intention. In South Korea, Sug-Ing (2008) 

reported that there is no significant relationship between WFC and turnover 

intention. While Riley, (2006) revealed in their study done in New Zealand that job 

satisfaction is not a significant mediating factor to the relationship between employee 

work overload, WFC and turnover intention.   

Researchers have examined the influences of role stressors severally in different 

context, there has not been a consistent or unanimous conclusion has regards to the 

connexion between the aforementioned and employee turnover intention (Ahsan, 

Abdullah, Fie & Alam, 2009; Calisir, et al., 2011). Another of the important 

contributions to the examination of the collectivists‟ attitude towards role ambiguity 

is the study of Sug-Ing (2008), the reveald that role conflict is negatively 

insignificant job satisfaction among IT professionals from South Korea. 

Additionally, Riley, (2006) reported in a study that was conducted in New Zealand 
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that job satisfaction does not mediate the relationship between employee work 

overload and turnover intention. For instance, Guimaraes and Igbaria, (1992) 

reported that role ambiguity and role conflict are theoretically considered as 

antecedent variables that impact employee turnover intention through job 

satisfaction. On the other hand, Muliawan, at al. (2009) contributed to the 

relationship between role ambiguity and job satisfaction. Their study surveyed 

information system auditors from Australia and revealed that there is no significant 

relationship between the duos.   According to, study from Sug-Ing (2008) found that 

role conflict insignificant negatively related to job satisfaction among IT professional 

in South Korea. Meanwhile, Muliawan et al. (2009) also examined role ambiguity on 

influencing negative effect on job satisfaction in a study conducted among IT 

professionals in Australia is reported to be insignificant. Moreover, they 

recommended future study to empirically justify and validate the relationship 

between role ambiguity and turnover intention. In addition, Lee (2000) also reported 

in a study that was conducted in Singapore that insignificant of role ambiguity on IS 

professional turnover intention in Singapore through job satisfaction. Calisir, et al. 

(2011) study relationship the effects of stressors (role ambiguity, role conflict, work-

overload, work-family conflict) on turnover intention through the mediating role of 

job satisfaction among IT professional in Turkey. They found only role ambiguity 

was significant on job satisfaction and there is no significant the role of job 

satisfaction as mediation. 

Arguably, the role stressors as antecedent on turnover intention through the 

mediating role of job satisfaction is still obscure after several empirical findings and 

it has not received significant empirical attentions. Therefore, this study is motivated 

to examine the antecedent influence of different role stressors (such as; role 
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ambiguity, role conflict, work overload and work family conflict) through job 

satisfaction, most of which have been included in past studies framework and 

models, though have yielded inconsistent findings. Insofar as it has been established 

that the IT professional turnover intentions have been understudied, the focus of this 

present study will be IT professionals in Thailand ICT context. Thailand is 

conspicuously one of the economically important and culturally distinctive countries 

in Asia and it is predominantly populated with collectivists‟ masses. An account 

from Thailand on the influence of role stressors in organization will importantly give 

a distinctive perception of understanding and approaching occupational stress. To fill 

the above knowledge gap, this study was examined determinants of role stressors 

(role ambiguity, role conflict, work-overload, and work-family) on turnover intention 

through job satisfaction of Thai professional is working in Thailand‟ context.  

This study tends toward determining the applicability of SET to explaining the 

predictors of intention behaviour among IT professional in Thailand context, as a 

result this study is significant as it is a major contribution to the body of knowledge 

in the theoretical realm of the social exchange theory (SET) although, there have 

been scores of reported researches in the realm of social exchange theory which have 

used to investigate and explain a variety of organizationally desired work attitudes, 

and behavioural outcomes (settoon, Bennett, & Liden 1996; Wayne, Shore, Bommer, 

& Tetrick, 2002; Biron & Boon, 2013; lui, 2004; Paille, Grimab and Dufoura 2012; 

Rahman & Nas, 2013). Nonetheless, these researchers have not critically assessed 

the relationship between IT professionals impression or understanding of 

organizational justice (distributive justice and procedural justice) role stressors (role 

ambiquity, role conflict, work overload, and work-family conflict), attitude towards 

place of work (job satisfaction) and behavioural intentions (turnover intentions) on 
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the theory of social exchange theory (SET).  Nevertheless, Lui (2004) only employed 

social exchange theory and the principle of reciprocity to factor that induce IT 

professional turnover intention in USA. He ascertained and discerned that 

perceptions of HR practices, include pay level, career development opportunities, 

work-family support, and relationship with the leaders, are positively related to their 

POS. Higher levels of POS, and in turn resulted in lower turnover intention creating 

a reversal case. Thus, this present study attempted to create authenticate and confirm 

a research model that depicts turnover intention among IT professional employees in 

Thailand‟s ICT industry using Social Exchange Theory (SET). 

Besides, theoretical model in this study tested for antecedents like organizantional 

justice (distributive justice and procedural justice), which is especially relevant in 

Thailand societies, and role stressors measured across all four dimensions of role 

stressors (role ambiguity, role conflict, work-overload, and work-family conflict) 

which variables proven to be strong predictors of turnover intentions among IT 

professional (predominantly in the Western countries) were included in the 

theoretical framework. These include job satisfaction as mediating variable base on 

social exchange theory.   

Consistently, sequel to the above justifications, it is behoves of this study to include 

the effects of organizational justice (distributive justice and procedural justice), and 

role stressors (role ambiguity, role conflict, work overload and work family conflict) 

as antecedents  turnover intention among IT professionals in Thailand‟s ICT industry 

through mediating role of job satisfaction which are reportedly considered important 

determinants outcome among IT professionals in Thailand. Deductively, this study is 

interested in contributing to the present state of literature by developing a specific 
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model that encompasses the entire factors that insinuate employee turnover intention, 

and that encourage actual turnover to occur in IT professionals by sampling ICT 

industry of Thailand. This study would greatly contribute to the theoretical and 

practical status of IT professional turnover, especially in Thailand context. 

2.9 Summary 

This chapter has presented a comprehensive description and critical overview of the 

theoretical framework for this study of the antecedents of turnover intention of IT 

professional.  The chapter presents the review of literature relevant to turnover 

intention starting from concept of turnover intention, which is used in the present 

study because they are under individual control, and it acan provide results much 

more quickly, and are less difficult to predict than actual turnover 

(Sakchaicharoenkul, 2009). Meanwhile, the literature review was organized around 

the major themes of the study with an overview that identified the research problem 

to be addressed. A critical synthesis of the most recent literature published on this 

topic was also presented. The literature review demonstrated the relevance of the 

study in the context of prior research to identify a knowledge gap in the literature.  

Furthermore, the relationship of turnover intention antecedents has bee reviewed 

from previous studies according to theoretical framework which is explained by 

relational social exchange theory (Eisenberger, et al., 1986; Kahn, et al., 1964; 

Thwala et al., 2012). Finall, Thirthy research hypotheses have been developed from 

the model based on previous studies with the goal of examining the relationship 

amoung organizational justice (distributive justice and procedural justic), role 

stressors (role ambiguity, role conflict, work-overload and work-family conflict) and 

turnover intention. In the research model job satisfaction is proposed as mediationr. 
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CHAPTER THREE  

RESEARCH METHODOLOGY 

3.1 Introduction  

This chapter discusses the theoretical framework and hypotheses, overall 

methodology and analysis method, namely research design, sampling method, data 

collection and analysis process consisting of scale validation, reliability, and validity. 

The structural equation modeling (SEM) was applied in the present study for testing 

the hypothesis model and investigating the empirical result. The pilot test of the 

study was described for the validity measurement of instrument and manageable 

survey. 

3.2 Theoretical Framework and Hypotheses 

The explanation of the model of Thai IT Professional who intends to quit their job 

that was scientifically test was presented in this section. Some of the constructs from 

this model includes fairness (i.e., distributive justice and procedural justice), role 

stressors (role ambiguty, role conflict, work-overload and work-family conflcit) as 

factors of Thai IT professional employees‟ intention of quitting their jobs through job 

satisfaction. 
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Figure 3.1 

Propose Structure Model for Turnover Intention. 

Source: Adaptation from Social Exchange Theory by Blau (1964) 

3.2.1 Relationship between Organizational Justice and Job Satisfaction 

Organizational justice is the employee judgmental justification on compensational, 

promotional, and bonus procedural allocations and the distributions of task as well as 

the standardization of workplace conducts (Greenberg, 1986). Employee are said to 

be attitudinally positive towards their organization, which is perceived as 

organization justice especially in decisions that concerns the aforementioned issues, 

and their positivity would be obviously read in their job performance, performance 

outcome, and relations with supervisors (Moorman, 1991).  Deductively, the two 

dimensions of fairness are affectively related to employee workplace attitudes such 

as job satisfactions, employee commitment, turnover intention and organizational 

citizenship relations (Masterson at el., 2000; Konovsky & Cropanzano, 1991; Dailey 

& Kirk, 1992 and Moorman, 1991).  Moorman, (1991) and Schappe, (1996) amongst 
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other empirical studies have found fairness as significant predictor to job satisfaction, 

absenteeism, and turnover intention. Similarly, other examinations have been able to 

conclude that fairness is positively related to job satisfaction (Bettencourt & Brown; 

1997; Charash& Spector, 2001; Moorman, 1991; Folge r& Konovsky, 1989; 

McCain, Tsai &Bellino, 2010).  

3.2.1.1 Relationship between Distributive Justice and Job Satisfaction 

The study by Lambert, Hogan, & Griffin (2007) specifically and significantly found 

that distributive justice is inferential on job satisfaction. Inferably, employee express 

dissatisfaction is they are consistently maltreated.  McFarlin & Sweeney (1992) 

celebrate the effect of distributive justice on job satisfaction over other form of 

justice, arguing that distributive justice embodies several issues that are personally 

and emotionally sensitive which could easily spark job satisfaction.  

Loads of studies have revealed a positive relationship between distributive justice 

and job satisfaction (Colquitt et al., 2001; Bakhshi et al., 2009; Fatt, Khin, &Heng, 

2010; Malik &Naeem, 2011).  Colquitt et al (2001) and Bakhshi, Kumar & Rani 

(2009) presented a more narrowly beneficial and interpretative result as regard to the 

relationship between distributive justice and job satisfaction in their study done 

among medical college employees in India. Fatt, Khin, &Heng (2010) also reported 

that the higher level of employee‟s perception towards distributive justice tended to 

increase the level of employees‟ job satisfaction. Considerably, this study 

deductively infers the following hypothesis;   

H1a: Distributive justice is positively influence job satisfaction 
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3.2.1.2 Relationship between Procedural Justice and Job Satisfaction 

Theorist behold that if organizational procedures are fair enough to favor employee 

and satisfy them, they would be sensationally committed and emotionally involve 

with their job and would lessen their chance of quitting their job and the organization 

(Koh & Boo, 2004). Lambert, Hogan, & Griffin (2007) found that procedural justice 

has an effect on job satisfaction. In layman interpretations, procedural injustice leads 

to job dissatisfaction, and vice versa; when procedures are perceived fairly employee 

would be satisfied with their job. There are some empirical studies that support the 

positivity of the correlation that exist within procedural justice and job satisfaction 

(McDowall & Fletcher (2004); Wong, Ngo, & Wong (2002); Jahangir, Akbar, & 

Begum, 2006). Jahangir, Akbar, & Begum (2006) in their study done on commercial 

back of Bangladesh, found that the relationship between procedural justice and job 

satisfaction is significantly positive. Therefore, employees‟ perception on procedural 

justice and job satisfaction is expected to be positively linked (Koh& Boo, 2004). 

According to the past analytical findings, this study is confident to presume the 

relationship between procedural justice and job satisfaction as presented below;  

H1b: Procedural justice is positively influence job satisfaction. 

3.2.2 Relationship between Role Stressors and Job Satisfaction 

Presumptions about the casual nexus that connects role stressors and job satisfaction, 

extant literatures entails several studies that have examine the cause of work stress on 

job satisfaction effect, the study of  Usman et al., (2011) is a good exemplification. 

Messersmith (2007) echoed that many challenges are faced by IT professionals, 

especially those related to the executions of their corporate task such as insufficient 

time of delivery, work overload, extension of work hours; these challenges amongst 

all others exert pressers on IT workers and often stress them. Most complicated 
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challenge faced by the IT professionals are the one related to the solely dependence 

of the organization‟s performance and operations on their professional skills, which 

can be so unbearably stressful particularly when a technology is newly introduced   

(Love & Irani, 2007; Calisir, Gumussoy, & Iskin, 2011).  

The effect of job characteristics, role ambiguity, role conflict, leadership quality on 

job satisfaction was studied by Goldstein and Rockhardt (1984). A sample of 125 IT 

professionals was selected from 3 commpanies in the North-eastern part of the U.S 

and 1 from the central western part of the U.S. Study findings revealed that both role 

conflict and role ambiguity are significantly related to job satisfaction with the 

analyst and/or programmers from all the 4 companies in Northeastern and Central 

western part of the U.S. Combining role conflict and role ambiguity together as a 

pair, they both account for 30% of the variance in job satisfaction. 

Cooper & Marshal (1976) and Saleh& Desai (1990) have similarly chosen engineers 

in their study about role stressors and unanimously found that role stressors instill job 

dissatisfaction on engineers.  There are other related studies (Rizzo, House, 

&Lirtzman, 1970; Saleh & Desai, 1990) done on technical staffs, which their 

findings can also be interpreted similarly to the former; thus role stressors is 

negatively correlated to job satisfaction. In the case of IT professionals, scores of 

researches (Ahuja et al., 2007; Joseph et al., 2007; Love & Irani, 2007; Rutner, 

Hardgrave, & McKnight, 2008; King, Xia, Quick, & Sethi, 2005; Reid et al., 2009; 

Calisir, Gumussoy, &Iskin, 2011) affirm that role stressors are cause of job 

dissatisfaction.   
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3.2.2.1 Relationship between Role Ambiguity and Job Satisfaction 

Role ambiguity explains the figurative understanding of employee about their roles, 

conducts and obligations in the organizations; hence when terms of a given task is 

unclear, employee feel ambiguous. (Rizzo, House, & Lirtzman, 1970; Yue, Foley & 

Loi, 2005). Role ambiguity has been effort fully found by theorists (Fisher & 

Gitelson, 1983; Jackson & Schuler, 1985; Yue, Foley, &Loi, 2005) as a basic 

foundation to job dissatisfaction which often leads to higher turnover intention.  

Series of studies (Jackson & Schuler, 1985; Yue, Foley, &Loi, 2005) have also 

analytically purported that role stressors is in a negative relationship with job 

satisfaction, interpretatively, when unbearable stressors are consciously or 

unconsciously exerted on employee in an organizations to downsize employee‟s job 

satisfaction.  The relationship between role stressors and job satisfaction is 

commonly found negative, evidently Fisher & Gitelson(1983), Sullivan &Bhagat, 

(1992), Yue, Foley & Loi (2005) and Wu & Norman (2006) consensually presented 

that role stressors hampered favorable employee job satisfaction.  Reid et al., (2009) 

conceptually concluded that role ambiguity should be studied as regards IT 

professionals‟ intention to turnover.  Meanwhile, Calisir, Gumussoy, &Iskin (2011) 

have examined the peculiar analysis of role ambiguity on IT professionals job 

satisfaction in Turkey, and presented a no contradictory finding as per the negativity 

of the relationship that exist between role ambiguity and job satisfaction. On that 

record, the study is buoyant to presume as follow;  

H2a: Role ambiguity is negatively influence job satisfaction. 
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3.2.2.2 Relationship between Role Conflict and Job Satisfaction 

The concept of role conflict is demonstrated by O‟Brien et al., (2009) and Anton, 

(2009) as an unsuitable or incompatible request of obligations in an organization, 

evidently it troubles the employee and sometimes forces them to divert from their 

professional ways. Bostrom (1981) rule that role conflict is a common challenge 

faced by IT professionals as their field tends to be flexible and sometime posses an 

indefinable boundary whereby the designer and users of IT product are hardly 

separated technical layman in the organization. The recurrent development nature of 

technology often mystify managers on the role of IT professionals towards a 

particular technology, these in return confuse employee and proffer them some 

irrelevant pressures (Baroudi, 1985; Lee, 2000).  Authors also pointed the MIS 

employee scenario; they are often faced with unclear and vague directories which 

complicate their task above ordinary (Igbaria & Greenhaus, 1992; Calisir, Gumussoy 

& Iskin, 2011). Saleh and Desai (1990) analytically prove that role conflict is easy to 

depress job satisfaction in employee; therefore role conflict is disadvantageous to job 

satisfaction.  

Badawy (1973) found that job satisfaction is negatively correlated with role conflict 

among scientific professionals. Empirical evidence also supports the negative 

relationship between job satisfaction and role conflict on IT field Badawy (1978); 

Lee, 2000). Badawy (1978) reveal that role conflict confuse R&D personnel and 

allow them dislike their works. Lee (2000) in an examination performed in Singapore 

on IT professionals as regards the effect of role conflict of IT professionals on their 

job satisfaction convey that role conflict is negatively correlated with IT professional 

job satisfaction. Deductively, this study propose the below hypothesis;  

H2b: Role conflict is negatively influence job satisfaction. 
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3.2.2.3 Relationship between Work-Overload and Job satisfaction 

Literatures have been showing concern on the consequence of work-overload, and 

recently that concern is becoming predominant in recent studies (Jones et al., 2007). 

Along that, researchers (Vliert &Yperen 1996; Curry et al., 1986), have descriptively 

locate an association between work-overload and job satisfaction, their findings 

induce that work-overload is an inclusive parameters of employee in deciding on 

their job satisfaction. More explicit studies affirm that job satisfaction is negatively 

correlated with work-overload (Bacharach et al., 1991; Pearson 2008). Bacharach et 

al., (1991) assertively present the analysis on the effect of work-overload on 

engineers, and purported that, work-overload decrease the level of job satisfaction. 

The findings of Pearson (2008) also inform that work-overload analytically hold a 

negative nexus with health psychology, job satisfaction, and leisure satisfaction.   

The studies by Singh, Goolsby, & Rhoads, (1994) and Singh, (1998) particularly 

examine those in the relational field, such as customer service representatives and 

sales person, they detect a similar stand with the other studies; hence work-overload 

and job satisfaction are negatively in correlation.  The uniformity result reported by 

different researchers on different subject or samples (Spector, & Rex 1998; Fox, 

Dwyer, & Ganster, 1993; Pradana & Salehudin,   2013) on the relationship between 

work-overload and job satisfaction have make it safety to posit hypothetically as 

below;  

H2c: Work-overload is negatively influence job satisfaction. 

3.2.2.4 Relationship between Work-Family Conflict and Job Satisfaction 

Byron (2005) lament that coping between job and family overwhelms workers, as 

one can‟t be ignored for the other one; they are dependently intertwined to make up 
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life f an adult. Work and family compatibility are incompatible and inseparable as 

well, as one is use to rescue the existence of the other one. Therefore, excessive 

allocation of time to one would apparently deprive the second one, in this case if 

work is at the receiving end, such unequal allocation could lead to job dissatisfaction, 

absenteeism, poor personal relations, and decreased work performance (Davidson & 

Cooper, 1992; O‟Laughlin& Bischoff, 2005; Anafarta, 2011).   

Theorists also confirm the possible effect of imbalance attention to either family or 

work, Burke & El-Kot, (2010) and Ryan & Sagas, (2009) behold that conflict 

between family and work leads to individual dissatisfaction of work, family, or 

lifestyle. Meanwhile, there are other empirical justifications (Carlson, Grzywacz, & 

Kacmar, 2010; Carly, Allen & Spector, 2002; Netemeyer, Boles, &McMurrian, 

1996). Kossek & Ozeki (1998) over the effect of work-family conflict on employee 

commitment and job satisfaction.  Correspondently, loads of researchers also found a 

significant negative relationship between work-family conflict and job satisfaction 

which means that if the conflict between work-family becomes uncontrollably high, 

then employee job satisfaction decreases, these empirical position, leads this study to 

presume the relationship between work-family conflict and job satisfaction;    

H2d: Work-family conflict is negatively influence job satisfaction. 

3.2.3 Relationship between Job Satisfaction and Turnover Intention 

Currivan, (1999) declare job satisfaction as overt area of organizational behavior 

studies, and it has ultimately gain ample attention by so many researchers especially 

from the last decade. Accordingly, researches have defined job satisfaction as the 

emotional gratification and contention arising from work or workplace (Muliawan, 

Green & Robb 2009); invariably it is what motives and encourages employees for 
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continuity of their job. Correspondently, Mobley et al. (1978) find that satisfaction is 

what judges the thoughts of quitting or staying in particular organization. Because 

job satisfaction is the main determinant of job satisfaction in every employee, Price 

& Mueller (1981) assert that its also an indirect cause to turnover. Affirmatively, 

extant literatures have argued that job satisfaction is an oblique leadway to employee 

commitment and turnover intention (Cohen, 1998). Couger, Zawacki, &Opperman 

(1979) confirm in their study done on IS personnel that job satisfaction is an 

instrumental component to turnover intention. 

There are loads of emphatic proves (McKnight, Philips, & Hardgrave, 2009; Rutner, 

Hardgrave, & McKnight, 2008; Korunka, Hoonakker, &Carayon, 2008; Joseph et al., 

2007, Calisir, Gumussoy, & Iskin, 2011) that declare the importance of job 

satisfaction in IT professionals, especially as it concern their turnover intentions.  

McKnight, Philips, & Hardgrave (2009) proffer the definition of job satisfaction 

peculiar to IT professionals and posit that job satisfaction design the IT 

professionals‟ workplace attitude, their reactions and perceptions towards their 

working place, such as their trust on their organization management, openness to 

share information and knowledge, fairness and job security. In the IT professional 

case, it safe to decide that job satisfaction is reason for employee commitment, 

computation, and productive conducts in the organization. The comparative study by 

Korunka, Hoonakker, & Carayon (2008) involving IT professionals from Australia 

and America further enlighten that job satisfaction and emotional affection can‟t be 

neglected in organizational behavior of employee, in that sense; employee turnover 

intention is an interpretative index to their level of job satisfaction.  Joseph et al. 

(2007) resulted from their meta-analysis involving 33 IT professional turnover 
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studies that job satisfaction amid other job related factors such as job performance, 

role conflict has a crucial contribution to employee turnover intention.  

The analysis of Rahman, Naqvi and Ramay (2008) was explicitly concise by proving 

that job satisfaction negatively affect IT professional turnover intention, 

interpretatively, if IT professionals are contended with their job; thus satisfied the 

possibility that they nurse turnover intention would be low.  Meanwhile Khatri & 

Fern (2001) and Korunka, Hoonakker, & Carayon (2005) in their study, affirm the 

casual relationship between job satisfaction and employee turnover intention, their 

result reflect that the reaction in job satisfaction adversely affect turnover intention.  

Similarly, Brough& Frame (2004) detect that job satisfaction predict the growth of 

turnover intention in employee. Effectively from the proclamation of the above 

reviewed studies, this study therefore assumes and proposes as follows;   

H3: Job satisfaction is negatively influence turnover intention. 

3.2.4 Relationship between Organizational Justice (distributive justice and 

procedural justice), Job Satisfaction and Turnover Intention.                       

Cohen, Charash & Spector (2001), perceptions of unfair treatment lead to negative 

work place attitudes and behaviour such as, lower morale, and higher turnover. 

Colquitt et al. (2001) argues that perceptions of fair treatment incorporate aspects of 

higher job satisfaction, low intentions to turnover and increased organization 

citizenship behaviours. Moreover, organizational justice researchers (Orhan, 2011; 

Riley 2006;  Elanain, 2006; Miao, Sun, Hou, & Li, 2012) unanimously agree that job 

satisfaction at times plays the mediating role in the relationship between 

organizational justice and turnover intention. Empirical studies by Orhan (2011), 

found that the mediating role of job satisfaction, especially between organizational 

fairness and turnover intention. Meanwhile, Miao et al. (2012) asseretd that job 
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satisfaction was significant full mediator bewteen distributive justice and turnover 

intention among employee from SMEs in China. According to Riley (2006) found 

that job satisfaction was significant full mediators between distributive justice and 

procedural justice with turnover intentions in New Zealand. Furthermore, Elanain, 

(2010) found job satisfaction mediated the relationship between distributive justice 

and procedural justice with intention to leave among 350 employees in Dubai. 

Deductively, this study is charged to examine the mediating nature of job satisfaction 

and propose the following hypotheses;   

H4a: Job satisfaction is mediate relationship between distributive justice and 

turnover intention. 

H4b: Job satisfaction is mediate relationship between procedural justice and 

turnover intention. 

3.2.5 Relationship between Role Stressors (role ambiguity, role conflict, work 

overload and work-family conflict), Job satisfaction and Turnover 

Intention. 

Spector, (1997) and Tett & Meyer, (1993) affirmatively explain that turnover 

intention is a nemesis that threaten corporate organizations as the product of 

employee job dissatisfaction‟s anticedential role. Nonetheless, there is an empirical 

report on the mediating role of job satisfaction on the relationship that exists between 

role stress and employee turnover intention (Paille, 2011). The analytical result of 

(Paille, 2011) dare to proclaim that if employee are highly stressed they are likely 

dissatisfied with their job which later resolve to intention to leave the job.  Scores of 

researchers (Klenke-Hamel & Mathieu, 1990; Netemeyer, Johnston, & Burton 1990; 

O‟Driscoll & Beehr, 1994; Fried, et al., 2008; Villanueva & Djurkovic, 2009; Hang-

yue, Foley, &Loi, 2005; Calisir, Gumussoy, & Iskin, 2010). Villanueva & Djurkovic 

http://www.emeraldinsight.com/journals.htm?articleid=1829525#idb87#idb87
http://www.emeraldinsight.com/journals.htm?articleid=1829525#idb87#idb87
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(2009) in the realm of organizational behavior mainly and job satisfaction 

particularly have evidently found that job satisfaction mediate the relationship 

between role stressors and turnover intention. Fried et al. (2008) employed Structural 

Equation Modeling (SEM) to model turnover intention and found that role stress is 

significantly related to job performance with negative parameters and that job 

satisfaction mediate that relationship. Moreover, the mediating effect of job 

satisfaction on the negative nexus that hold role conflict and role ambiguity has been 

conceptually and empirically advocated by scores of organizational behavior 

theorists (Badawy, 1988; Dillon & Goldstein, 1984; Joreskog & Sorbom, 1984; 

Morrow, 1983; Parasuraman, 1982; Price & Mueller, 1981; Rizzo, Hous, &Lirtzman, 

1970). Meanwhile, Lee (2000) found that the effects of role ambiguity, role conflict, 

and the motivating potential of a job on IT turnover intention were mediated through 

job satisfaction.  

Moreover, Hang-yue, Foley, & Loi (2005) examined the effects of several work role 

stressors (i.e. role ambiguity, role conflict, and role overload and work–family 

conflict) on emotional exhaustion, job satisfaction and intentions to leave. The results 

of regression analysis show that role stressors have a significant impact on both 

emotional exhaustion and job satisfaction, which adversely affect respondents‟ 

intentions to leave their organization. According to Rageb, Abd-El-Salam, El-

Samadicy & Farid (2013) found that role ambiguity and role overload had a 

significant impact on turnover intention were mediated through job satisfaction. 

While Pradana & Salehudin (2013) asserted that work overload has significant effect 

in increasing turnover intention through job satisfaction among auditors from several 

accounting firms operating in the Greater Jakarta region, Indonesian. Furthermore, 

Anafarta (2010) found that work-family conflict had a significant impact on turnover 
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intention were mediated through job satisfaction among health employees (doctors 

and nurses) working in public hospitals in Antalya, Turkey.  In consideration with 

the positions of the reviewed studies, this study hypothetically proposes that;   

H5a: Job satisfaction is mediate relationship between role ambiguity and turnover 

intention. 

H5b: Job satisfaction is mediate relationship between role conflict and turnover 

intention. 

H5c: Job satisfaction is mediate relationship between work-overload and turnover 

intention.  

H5d: Job satisfaction is mediate relationship between work-family conflict and 

turnover intention 

3.3 Research Design 

This study utilizes quantitative research design to investigate the predictors of 

turnover intention among IT professionals in Thailand‟s ICT industry. Quantitative 

research is defined as social research that employs empirical methods and empirical 

statements. An empirical statement is defined as a descriptive statement about what 

“is” the case in the “real world” rather than what “ought” to be the case (Cohen, 

1988). According to Lakshman, Sinha and Biswas (2000), quantitative research 

design is used because it helps the researcher to examine thoroughly the big sample 

of respondent's opinions about the suggested phenomenon, and consequently the 

researcher can take a specific perspective of human behavior. 
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The purpose of quantitative research is to test the relationship and the generalization 

of these results (Neuman, 2006). Sukamolson (2005) mentioned different advantages 

of using quantitative research such as:  

1. Providing estimates of populations at large.  

2. Indicating the extensiveness of attitudes held by people.  

3. Providing results which can be condensed to statistics.  

4. Allowing for statistical comparison between various groups.  

5. Having precision is definitive and standardized.  

6. Measuring level of occurrence, actions, trends, etc.  

7. Answering such questions as "How many?" and "How often?”.  

This study uses the quantitative approach due to several reasons. (1) To answer the 

research questions and to achieve the research objectives, this study employed the 

quantitative approach research design by collecting primary data. Hair et al. (2006) 

stated that the primary data collected through field research is most suitable and 

appropriate when SEM is used for analysis. According to Smith (1983), quantitative 

research is associated with the traditional, positivist experimental and/or empiricist 

paradigm, whereas qualitative research is associated with only the constructivist 

approach. (2) Quantitative research method is very popular in turnover intention 

(Calisir, Gumussoy, & Iskin, 2011; Miliawan, Green, & Robb, 2009); Lee 2000; 

Udo, Guimãrães, & Igbaria, 1997; Moore, 2000; Korunka, Hoonakker, & 

Carayon,2008;  DeConincka, & Bachmann, 2006; Ohana, & Meyer, 2010; Radzi et 
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al.,2009; Staley, &  Magner,2008; Orhan, 2011). (3) Quantitative methods can 

provide a high level of measurement precision and statistical power (Matveev, 2002). 

(4) The results are statistically reliable, that is the quantitative research can be 

reliably determined if one‟s idea, concept, product, package, etc., is better than the 

alternatives. 

3.4 Sampling Method 

Sampling is that procedural process of selecting items from the population so that the 

sample main features can be generalized to the overall population (Cavana et al. 

2001) also according to (Cavana et al. 2001) sampling involves both design choice 

and sample size decision. 

The multistage sampling technique was used in this study and it include (1) stratified 

random sampling technique, this was adopted by taking samples from different 

stratum (identifiable groups), subgroups, etc. however, the subgroup identified in this 

study was ICT industrial sub-sectors as a result of the fact that it ensures an even and 

proportional representation of specific group nonetheless in this case selection of 

individuals will be from the ICT industry strata list (Blacks, 1999). (2)The simple 

random sampling technique used for ICT company‟s selection in each sub-sectors 

(computer hardware, computer software information technology services and 

communications), in simple random sampling technique each ICT population has an 

equal chance of being selected in the sample (Malhotra, 2004). 

This study focuses on the role of employee‟s perceptions of role stressors (work- 

overload, role ambiguity, work-family justice and role conflict) and organizational 

justice (i.e distributive and procedural justice) on turnover intention through 

mediating job satisfaction among IT professionals in ICT industry. Thereby the 
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samples of this study comprises of (1) IT professionals being excluded from 

administrative staff, customer service, and other job related department that are 

present in an Information Communication Technology (ICT) environment. Previous 

study support reliance on this concern for accurate data (Kochanski, & Ledford, 

2001). (2) IT professional is made up of those who handle the technical nature of IT 

job position working under a superior, including entry-level technical operation 

employees, middle-level technical managers and lower-level technical mangers 

which is inherent in ICT oriented private small-medium-large and Public Limited 

Company OF ICT company in Thailand‟s ICT industry. Researches done in the past 

contain reliable data that support this study (Lee, 2000; Oluwafemi, 2013; Hsu, 

2009), (3) because of the flexibility and experience-based nature of the IT industry, 

IT professionals rarely spend more than one year in an organization  even with that, 

past studies in this realm have solid justification for employing IT professionals as 

credible respondents for this kind of study (Tumwesigye, 2010; Sakchaicharoenkul, 

2009), lastly (4) the study is concerned only with permanent employees of these 

companies this is as a result of the fact that this study is focusing only the IT 

professional employees in direct employment relationship with the ICT company in 

question afterall contract employees offer services under different organisational 

procedures whose concept does not reflect the typical ICT industry employment 

contract (Oluwafemi, 2013). 

3.4.1 Population 

Population was defined by as Cavana et al. (2001) as the entire group of people 

events or things that the researchers desires to investigate. The target population of 

present study is the entire group of IT professional in the ICT industry in Thailand. 

According to National Statistical Office Thailand (2008) reported there are 31,125 IT 
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professional workers of ICT company in Thailand‟s ICT industry. The group was 

selected as respondents of this study.   

Table 3.1  

Number of IT Professionals in ICT Industry 

ICT industry sub-sectors No. of 

IT Professional 

Computer Hardware 16,007 

Computer Software 4,091 

Information Technology Services 7,142 

Communications 3,885 

Total 31,125 
Source:  National Statistical Office Thailand (2008) 

3.4.2 Sample Size 

As mentioned before, NSO (2008) reported there are 31,125 IT professionals worker 

of ICT company in Thailand‟s ICT industry. Therefore, for the population between 

30,000 and 40,000, the suitable sample size is 379-380 as shown in Table 3.3. This 

study selected 380 IT professional as the sampling size (Krejcie & Morgan, 1970). 

Table 3.2  

Determining Sample Size of a Given Population 

Population Sample Size 

6000 361 

7000 364 

8000 367 

9000 368 

10000 370 

15000 375 

20000 377 

30000 379 

40000 380 

50000 381 
Source: Krejcie & Morgan (1970) 

To determine the sample size, the researcher used the table by Krecjie and Morgan 

(1970) to decide the sample size that is, 380 to represent the entire population of ICT 

compay in Thailand‟s ICT industry. According to Hair, Black, Babin, Anderson, & 

Tatham (2006), the results that are derived from a large sample could be generalized 
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to the whole population. However, Salkind (1997) propose oversampling of 40-50% 

to compensate for lost questionnaires and uncooperative subjects. However, previous 

studies related to ICT organizations research revealed that the response rate were 

between 20% and 66% (e.g. Zin et al., 2013;  Ahuja et al., 2006; Sug-Ing, 2008;  

Hsu, 2009;  Wickramasinghe, 2010). Furthermore, Fowler (2002) reported that 

surveys are distributed through the mail attain lower responses rate, the mail surveys 

often report 5% to 20% response rate.  This study used mail survey, thus, researchers 

took into consideration the non-response rate of 80% and selected 684 respondents. 

3.4.3 Sampling Frame 

Sampling frame is a listing of elements in the research population (Sekaran, 2003). 

Based on statistics from Ministry of Information and Communication Technology in 

Thailand (MICT, 2013) and Software Industry Promotion Agency (Public 

Organization) in  Thailand (SIPA, 2013), the number of ICT companies in 

Thailand‟s ICT industry was determined. These statistics indicated that Thailand has 

6,854 ICT companies distributed in all regions of the Kingsom, as shown in Table 

3.3 below.  

Table 3.3  

Number of ICT Company in Each Sub-Sector               

ICT  Sub-sectors ICT Company 

Computer Hardware 3,670 

Computer Software 784 

Information technology (IT) services 300 

Communications  2,100 

Total 6,854 
Source: Ministry of Information and Communication Technology in ThaiThailand, (MICT, 2013), and  

             Software Industry Promotion Agency (Public Organization) in Thailand (SIPA, 2013)  

The number of ICT compies and the number of IT professionals of each university 

was divided into four main categories based on the ICT sub-sector (Computer 

hardware, Computer software, Information technology (IT) sevices and 
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Communications). This procedure is called stratified sampling, which is the most 

probable sampling design as the stratification provides the researchers more 

information with a given sample size (Sekaran, 2003), as shown in Table 3.4 below.  

Table 3.4  

Number of ICT Company and IT Profesionals in Each Sub-Sector 

ICT  Sub-sectors ICT Company No. of 

IT Professional 

Computer Hardware 3,670 16,007 

Computer Software 784 4,091 

Information technology (IT) services 300 7,142 

Communications  2,100 3,885 

Total 6,854 31,125 
Source: Ministry of Information and Communication Technology in ThaiThailand, (MICT, 2013),   

             Software Industry Promotion Agency (Public Organization) in Thailand(SIPA, 2013) and  

             National Statistical Office Thailand (2008) 

Therefore, in the first stage of a multi-stage sample design, the sampling frame 

consists of a number of large aggregate units, each of which contain sub-unit. This 

will call a large first-stage unit a Primary Sampling Unit or PSU and call an element 

selected in the final stage of sampling an Ultimate Sampling Unit or USU (1000-

Murphy, 2008), dissucs next section. 

3.4.3.1 Primary Sampling Unit (PSU) 

The sampling for this stage was based on the ICT organizations in Thailand‟s ICT 

industry which divided into four sub-sectors four sub-sectors (Computer Hardware, 

Computer Software, Information Technology Services and Communications).  The 

list of companies mad up the sample was obtained from ICT-e business register of 

Ministry of Information and Communication Technology Thai (MICT) (2013), and 

Company directory of Software Industry Promotion Agency (Public Organization) 

(SIPA) (2013). The total number of ICT organization in Thailand‟s ICT industry of 

6,854 organizations which was divided into four sub-sectors (Computer Hardware, 

Computer Software, Information Technology Services and Communications). This 
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procedure is called stratified sampling, which is the most probable sampling design 

as the stratification provides the researchers more information with a given sample 

size (Sekaran, 2003). Table 3.3 shown represents the number of ICT organization of 

each sub-sector. 

Based on this recommendation, the researcher used 684 as the sample size in this 

study. The total number of ICT organization in Thailand‟s ICT industry of 6,854 

organizations and a ICT compary has approximately 12-15 IT professional 

employees in Thailand (SIPA, 2007). For this study used approximately there are 12 

IT professionals one ICT company in Thailand. Therefore, this study used sample 

size 684 IT professionals was divided by 12 IT professionals per a company, which 

result is 57 ICT organizationals. Consequently, 684 questionnaires were distributed 

to 57 ICT organizations in Thailand‟s ICT industry in sub-sectors (hardware, 

software, information technology services and communication). 

To determine the number of ICT companies as the sample of the present study, 

proportionate random sampling was applied (see Table 3.5). The number of ICT 

organization in sub-sector of computer hardware is the highest with 31 companies. 

This is followed by Communications, Computer Software, and Information 

technology services on with 18, 6 and 2 companies, respectively. 

Table 3.5  

The Proportionate Sampling of ICT Company in Each Sub-Sectors 

ICT Sub-sectors No. of 

ICT 

company 

Percentage of 

sampling (%) 

proportionate 

sampling of 

ICT company 

Computer Hardware 3,670 54 31 

Computer Software 784 11 6 

Information Technology Services 300 4 2 

Communications 2,100 31 18 

Total 6,854 100 57 
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Based on Table 3.5, the proportionate sampling for the computer hardware was 31 

ICT organizations out of 3,670 and 6 ICT organizations out of 784 and 2 ICT 

organizations out of 300 and 18 ICT organizations out of 2,100 for the computer 

software, information technology services and communication sub-sectors, 

respectively. Simple random sampling was conducted by picking out the names of 

the ICT organizations written on pieces of paper, each ICT company in a population 

has an equal chance of inclusion in the sample (Stewart et al., 2009). 

3.4.3.2 Ultimate Sampling Unit (USU) 

The samplings for this stage was based on the IT professional in Thailand‟s ICT 

industry which includes sub-sectors are hardware computer, software computer, 

information technology and communication. This study determined the 57 ICT 

organizations were mailed a letter describing the study and inviting participation. 

After receiving the ICT companies‟ agreement to be praticipation, then each ICT 

organization given a number of IT professionals. However, only 21 ICT 

organizations agreed to participate in this study with 518 IT professionals (see Table 

3.6).   

Table 3.6  

Number of Inviting Participation, Company’s Agreement to Participation in Each Sub-

Sector 

ICT industry sub-sectors No. of 

ICT Companies were 

inventing participated 

No. of 

ICT Companies 

Agreement to 

participation 

Computer Hardware 31 12 

Computer Software 6 6 

Information Technology Services 2 2 

Communications 18 1 

Total 57 21 
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To determination of the number of questionnaires was base on the number of IT 

professionals member were received by ICT company sub-sector of computer 

hardware, computer software, information technology services and communication. 

However, the number of IT professions by 21 ICT companies‟ praticipantion has 

member only 518 IT professionals which less than number of sample size as 648 IT 

professionals. However, when concern in term of IT professional number of 21 ICT 

companies‟ participation in each ICT sub-sector was computer hardware, computer 

software, information technology services and communication were 329, 78, 37 and 

74, respectively, which less than all of the number IT professional proportionate 

sampling in each ICT sub-sectors, computer hardware, computer software 

,information technology services and communication was 349, 130, 230, and 120, 

respectively (see Table 3.7).  

Table 3.7  

Compare the Number of Proportionate Sampling of IT Professional and Number of IT 

Professionals member of ICT Companies’ participation 

ICT industry sub-

sectors 

No. of 

IT 

Professional 

Proportionate 

Sampling  of 

IT 

professional 

No. of 

ICT 

Companies 

Agreement 

to 

participation 

No.  of  IT 

professionals of 

ICT companys’ 

member 

Computer Hardware 16,007 349 12 329 

Computer Software 4,091 89 6 78 

Information 

Technology Services 
7,142 157 2 37 

Communications 3,885 89 1 74 

Total 31,125 684 21 518 

 

Consequently, the totals of 518 questionnaires were distributed in 21 ICT 

organizations. In the computer hardware sub-sector, 329 quesionairs were distributed 

to 329 IT professionals in 12 computer hardware companies, while 78 quesionniars 

were distributed to  IT professionals in 6 computer software companies, 37 

questionniares were distributed to IT professionals in 2 Information Technology 
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Services companies and 74 questionnairs were distributed to IT professionals in 1 

communications company as (see Table 3.8).  

Table 3.8  

Number of Questionnaires for Distribution 

ICT industry sub-sectors No. of 

questionnaire 

distributed to ICT 

organization 

No. of 

questionnaire 

distributed to IT 

professional 

Computer Hardware 12 329 

Computer Software 6 78 

Information Technology 

Services 
2 37 

Communications  1 74 

Total 21 518 

 

3.4.4 Sample Size Requirement for (SEM) 

The minimum requirement of sample size may vary depending on statistical 

techniques employed. The statistical techniques with minimum sample size 

requirements are presented in Table 3.9.  

Table 3.9  

Statistical Techniques with Minimum Sample Size Requirements 

Statistical Analysis  Minimum Sample Size  

  Sample size as small as 50 can provide 

valid results.  

Structural Equation Model 

(SEM)  
 Recommended minimum sample sizes of 

100-150 to ensure stable Maximum 

likelihood estimation (MLE) solution.  

  Sample size in a range of 150 - 400 is 

suggested. 
Source: Hair et al., (2006) 

 

3.5 Questionnaire Design  

Hair et al. (2006) defined questionnaire as research instrument measurement to 

obtain of primary data that can be measured. Therefore, measurement of the latent 

construct developed in the research model should accurately represent the research 

concept and instruments in the selection of the appropriate multivariate method 
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analysis. The questionnaire was designed in line with the objective, problems and 

hypotheses of the study, to measure the effects of independent variables on turnover 

intention. The measurement of construct was adopted and/or modifined from the 

previous studies. The six-page questionnaire consisted of a cover letter explaining 

the study, purpose of the questionnaire and a statement guaranteeing confidentiality 

of the respondents. The questionnaire was divided into five parts: part one consisted 

of demographic variables such as gender, age, status, education, experience and 

position measured on normal and ordinal scales. Part two to part five included 

questions that measured the main variables of this study. A sample of the 

questionnaire can be in Appendix C for English version questionnaire and Appendix 

D for Thai version questionnaire.  

According to Sekaran (2003), questionnaires have always been an efficient way of 

collecting data in primary research; in addition questionnaires must fulfill one 

condition of the researcher knowing exactly what is required and how to measure the 

variables of interest or else, the study will become less effective. 

To ensure content validity, the questionnaire was translated via a procedure of 

double-back translation since the instruments were adopted from the Western 

literature (Brislin, 1980). First the English version was translated into the Thai 

language by a faculty member, and later the Thai version was re-translated into the 

English language by a different faculty member (see Appendix C and D). In relation 

to the content and wording of the questions, they were designed to be short, simple 

and comprehensible to avoid ambiguity (Kassim, 2001).  

In addition, three academics are Assoc.Prof.Dr. Chidchanok Churngchow, Prince of 

Songkla University, Assoc. Prof.Dr.Boon-Anan Phinaitrup, National Institute of 
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Development Administration, and Dr.Chetsada Noknoi, Thaksin University had 

agreed to expert for content validation in the questionnaire design (see Appendix B). 

This questionnaire design on consistent between the measurement instrument and 

research objective, hypothesis and conceptual flame work in this study and also  the 

wording and understandability of the questions and the covering letter, the setting out 

of the questionnaire, and the time estimates to complete the answers. The result of 

content validity revealed the (item-objective congruence index : IOC) of each 

question was more than 0.5., which except some statements in which the wording 

had to be improved and sequences of the words needed to be changed for minimize 

translation and cross-cultural misinterpretation. Consequently, the IOC of each 

question was more than 0.5 which shows good content validity (Chawanakrasaesin, 

Rukskul, Ratanawilai, 2011). In addition, the results suggested only minor changes, 

which still remained the original number of questionnaire items. The Appendix C 

presents the research questionnaire in English. While Appendix D presents Thai 

translation as some of the Thai respondents felt more comfortable when answering in 

Thai, accompanied by a cover letter to the respondents.  

3.6 Scale of Variables 

In this study, the Likert scale was used to measure the responses since this scale is 

widely used in social science and has been extensively tested in social science 

(Garland, 1991). However, there is no clear rule that indicates the suitable number 

that should be used (one to five-point Likert scales or one to seven-point Likert 

scales).  

The questionnaire contains measures and items on organizational justice, role 

stressors, job satisfaction and turnover intention. Basically, with Likert scale, the 
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questionnaire ask employee‟s personal attitude towards their organizational fairness, 

role stressors, job satisfaction and their intention towards turnover.  

A seven point Likert scale is use in the questionnaire is bipolar scale with two 

extremely distinct ends with a center point (agree and disagree) of neutral, 

meanwhile each point from entails in the bipolar scale are been given a numerical 

value for easy transformation of the respondents view into mathematical data. This 

study prefer the seven-point Likert scale from the five-point scale, because of it 

conspicuous power of differentiation (Cox, 1980; Masters, 1974), and because it has 

the ability to proffer a good reliable opinion of the respondents (Masters, 1974). 

McKelvie (1978) celebrated seven point Likert scale over the five points because of 

its clear support to response validity. According to Fornell (1992), Solnet (2006) 

indicate that a seven-point scale is just as good as any other scale.  

Therefore, to ensure consistency among the variables and to avoid confusion among 

respondents, all items were measured using one to seven-point Likert scale, which 

ranged from „1‟ “strongly disagree” to „7‟ “strongly agree.” Many researchers have 

used and applied the seven point numerical scale for data collection (e.g. Morgan & 

Hunt, 1994; Luck & Rubin, 1987; Ryu, Hanb, & kim, 2007; Han, Hsu & Sheu, 2010; 

Mat, 2008). The numerical scale is presented in Table 3.9. The main advantage of a 

seven-point scale is its ability to detect smaller differences from respondents. 

Table 3.10  

Seven-Point Numerical Scale 

Scales Strongly 

Disagree 

Disagree 

 

Disagree 

Somewhat 

Undecided Agree 

Somewhat 

Agree Strongly 

Agree 

Code SDA DA DSW UND ASW A SA 

Items 1 2 3 4 5 6 7 
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3.7 Operation Definition of Variables 

A concept must be operational in order to be measured before the measurement 

process can be initiated. An operational definition gives meaning to concept and 

specifics what researcher must do to measure the concept (Zikmund, 1997). This 

section present the operation definition for all independent and mediation variable as 

well as dependent variable (Table 3.11).  

Table 3.11  

Operation Definition of Variables 

Variable Operation Definition 

Turnover intention Turnover intention  is operation defined as  an employee‟s 

think and plan of intention to quit the present job and look 

forward to find another job  (Purani & Sahadev, 2007; 

Wesiberg, 1994) 

Job satisfaction Job satisfaction is operation defined as an attitude that 

individuals have about their jobs. It is an extent to which one 

feels positively or negatively about the work, co-workers, 

supervision, promotional opportunities, pay, progress, and the 

organization to assess overall job satisfaction. (Bhuian and 

Menguc, 2002) 

Distributive justice Distributive justice is operation defined as an employees‟ 

perception of fairness in decision outcomes include pay level, 

work schedule, workload and job responsibilities. (Saks, 

2006).   
Procedural justice Procedural justice is operation defined as employees‟ 

perceptions of fairness of procedures used to communicate 

performance feedback, determine pay rises, evaluate 

performance, and determine who is promoted. (Saks, 2006; 

McFarlin & Sweeney (1992).  

Role ambiguity Role ambiguity is operation defined as employees‟ experiences 

related to not understanding what is expected, not knowing 

how to perform or not knowing the consequences of failing to 

meet expectations (Rizzo, House, & Lirtzman, 1970). 

Role conflict  Role conflict is operation defined as employees‟ perception 

conflict that occurs when his or her face competing role 

requirements (Rizzo, House, & Lirtzman, 1970). 

Work-overload Work-overload is operation defined as employees‟ perception 

inconsistency between activities and tasks demanded and the 

time or other resources available for completing the tasks 

(Bacharach, Bamberger, & Conley, 1990). 

Work- family 

conflict 

Work-family conflict is operation defined as employees‟ 

perception conflict of work and family interrelated roles. 

Greenhaus & Beutell (1985) stated that work family conflict 

occur when contribution in work role creates problems in 

contribution of family role.   
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From the conceptual framework diagram, an overall conceptual framework shows 

that there are six groups of independent variable (distributive justice, procedural 

justice, role ambiguity, role conflict, work-overload, and work-family conflict), 

which affect to IT professional turnover intention in Thailand‟s ICT industry through 

mediating of job satisfaction that mean the set of independent factors will have an 

effect on job satisfaction, if employees‟ are satisfied with the factor, it would not lead 

to turnover intention, or else if employee are dissatisfied, it would be to the intention 

of quitting the job. 

3.8 Measurement of Variables 

Most of the measurements utilized in this study were adapted from past established 

instruments. Using established instruments increases the reliability of the measures 

employed and avoids the enormous time and effort that would be invested in 

instrument development. Also, as recommended by Straub (1989), utilizing existing 

and validated scales enables future comparison with other research. Table 3.12 shows 

the measurements of all eight latent constructs used in this study comprising 

distributive justice, procedural justice, role ambiguity, role conflict, role overload, 

work family conflict, job satisfaction, and turnover intention. Most of these 

measurements have been utilized in a turnover intention setting. The instruments 

from the turnover intention setting have been modified to suit the turnover intention 

setting. All measures selected have been reported as having reasonably adequate 

reliability reading of above .60 (Nunnally, 1970). 

Table 3.12  

Summary of Measurement of Variables 

Measurement Items 

 

Sources/Authors/Years Alpha 

Turnover intention 4 Kelloway, Gottlieb, & Barham (1999).  .92  to .93 

Job satisfaction 7 Taylor and Bowers(1974)  .67 to .71 

Distributive justice 5 Niehoff and Moorman (1993) .72 to .74 



  147 

Table 3.12 (Continued) 

Procedural justice 4 McFarlin and Sweeney (1992)  .73 to .85 

Role ambiguity 6 Rizzo et al., (1970) .71 to  .95 

Role conflict 8 Rizzo et al., (1970) .71 to .87 

Work-overload 5 Peterson et al., (1995)    .93 

Work-family conflict 5 Netemeyer, Boles & McMurrianl (1996) .88 to .89 

 

3.9 Preliminary Test 

After the questionnaire was designed and before collecting for the actual data, a 

questionnaire should be pre-tested to see whether instrument was validate (Cavana 

et. al, 2001). There were several types of pretest that were carried out in this study 

such as face validity, content validity and pilot test study. 

3.9.1 Pre-test Study 

Pretesting is the assessment of questions and instruments before the start of a study; 

an established practice for discovering errors in questions, question sequencing, 

instruments, skip directions, etc. (Cooper & Schindler, 2006). It is important to 

pretest the instrument to ensure that the question were understood by the respondents 

(i.e., there is no ambiguity in the question) and that were no problems with the 

wording or measurement (Sckaran, 2003). This helps to rectify any inadequacies, in 

time, before administering the instrument orally or through a questionnaire to 

respondents, and thus reducing biases. 

In order to ensure the face validity of the instrument, the pre-test study is represented 

to access reliability of measurement items as discuss in the next section.  

The pre-test involved three IT professionals are working in CAT public company 

limited located in Narathiwat branch were selected as the focus group for pre-testing 

study. The foucus group interview was more an elaborate exploratory pilot study. 

Due to the interview, the loosely structure interview had been discussed; this 
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assumed that individuals were more willing to share their ideas when they were able 

to here the idea of others (Zikmund, 2003). Three IT professionals were interviewed 

to test if the respondents were able to access and understand the information 

requested, to test if, any of the questions asked deemed confusing, and to test if any 

of the questions caused respondents resistant or hesitated for some resons. 

The result of pre-testing revealed some statements in which the wording had to be 

improved and sequences of the words needed to be changed for minimize translation 

and cross-cultural misinterpretation. However the results suggested only minor 

changes, which still remained the original number of questionnaire items. In 

addition, it is important to provide Thai translation of each questionnaire statement as 

Thai respondents felt more comfortable when answering in Thai. Thus, back 

translation was conducted to ensure accurately i.e. English to Thai and back to 

English. To sum up, the questionnaire employed in this study was developed from 

the past research studies, and only minor changes were done to adapt it to the ICT 

organization characteristics. The research variables were measured by 44 items 

statement interspersed throughout the measurement instrument, including turnover 

intention consisted of four (4) items with the statement adapted form Kelloway, 

Gottlieb, & Barham‟s (1999), job satisfaction consisted  of seven (7) items with the 

statement adapted from Taylor & Bowers(1974), distributive justice consisted of five 

(5) items with the statement adapted form Niehoff &  Moorman (1993), procedural 

justice consisted of four (4) items with the statement adapted form McFarlin & 

Sweeney (1992), role ambiguity consisted of six (6) items an eight (8) items with the 

statement adapted form Rizzo et al., (1970), work overload consisted of five (5) 

items with the statement adapted form Peterson et al., (1995) and five (5) items work 
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family conflict with the statement adapted from Netemeyer, Boles & McMurrianl 

(1996).  

3.9.2 Pilot Study 

Before distributing the final questionnaires, a pilot study was conducted using a 

convenient sample of 100 IT professionals, who are employees in Thai state owned 

Telecommunications Company is namely CAT telecom public company limited, 

which 75 IT professionals were conducted from CAT is located in Bangkok (BKK) 

Head office, and 25 IT professionals were conducted from CAT is located in Hadyai 

branch, According to Cooper & Schindler (2008) pilot test defined is a trial 

collection of data to detect weaknesses in design and instrumentation and provide 

proxy data for selection of a probability sampling. The main purpose of pilot testing 

is to ensure whether the research instrument is validated, reliability and whether the 

research instrument is reliable and fit with research frameworks. It was done by 

distributing a questionnaire survey to a small number of respondents to test the 

appropriateness of the questionnaire and the respondents‟ comprehension. This helps 

to rectify any inadequacies, in time, before administering the instrument orally or 

through mailing a questionnaire to the respondents, and thus reducing biased 

(Sekaran, 2003). Conducting a pilot study does not guarantee success in the main 

study, but it does increase the likelihood (Teijlingen & Hundley, 2001). 

3.8.2.1 Data Collection of Pilot Study 

Thai state owned telecommunications company is namely CAT telecom public 

company limited located in Bangkok (BKK) Thailand   and Hadyai branch    were 

selected as a sampling of the pilot study. CAT Telecom Public Company Limited, 

the Thai state-owned telecommunications company that owns Thailand‟s 

international telecommunications infrastructure including its international gateways, 
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satellite and submarine cable networks connections. Until recently, CAT had a 

monopoly on international telephony and CDMA mobile telephony. Another state-

owned business is CAT Telecom Public Company Limited (CAT, 2013). 

CAT Telecom Public Company Limited was corporatized from the Communications 

Authority of Thailand under the Corporatization Act B.E. 2542. All business, rights 

and obligations, assets and liabilities related to telecommunication of the 

Communications Authority of Thailand were transferred to the newly established 

CAT to ensure the seamless Continuity of operations and service provision. The 

company was established in 2003 and is based in Bangkok (CAT, 2013).  

According from the CAT Telecom Public Company Limited definition, the 

characteristics of the Thai state-owned telecommunications company is closed to 

private ICT company in ICT industry in Thailand; that is type of company is 

represented as an ICT company entry mode engaged in  launching systematic and 

comprehensive internal network management or communication service. This is 

reasonable why state telecommunication owned enterprise of Thailand was chosen as 

the representative sampling size of overall population for the pilot study. As can be 

seen in Table 3.13 below, the research questinniare in the present study consist of 

five sections.  

Table 3.13  

Measurment and Scale of Research Questionnaire 

Section Particular Measurement Scale 

A  General Information Norminal Multiple-choice questions 

B Organizational Justice Interval 7 point Likert Scale 

C Job Satisfaction Interval 7 point Likert Scale 

D Role Stressors Interval 7 point Likert Scale 

E Turnover Intention Interval 7 point Likert Scale 

 

http://www.bangkokpost.com/learning/learning-from-news/282356/state-telecom-monopolies-fight-for-life
http://www.sangfor.com/about/news/newsinfo/100000282334375.html
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Section A:  General Information - This section did not contain any personally 

identifiable questions. The demographic used in this study are gender, age, status, 

education, experience and position. The questions of demographic information can 

be seen in Appendix B and C. 

Sextion B: Organizational Justice - This section contained questions related to the 

exogenous variables distributive justice and procedural. The details are discussed 

below; 

Distributive Justice: Respondents were asked about the fairness of work outcome, 

such as rewards and recognition. The outcomes include pay level, work schedule, 

workload and job responsibilities. They were given a list of five items, as shown in 

Table 3.14. A seven-point Likert scale, ranging from “1=strongly disagree” to 

“7=strongly agree” was used. The internal reliabilities reported by Aquino, Lewis, & 

Bradfield (1999) and Niehoff & Moorman (1993) was ranged from 72 to .74.  

Table 3.14  

Measurement of Distributive Justice 

Items 

In my opinion, my current job responsibility is assigned to me fairly.  

I think the reward I receive from the job I do for my organization is fair enough.  

I think, my current workload is fair to me.  

I think, the pay I receive from the work I do is fair enough.  

The scheduling of my job responsibility is fair enough.  
Source: Adapted from Niehoff & Moorman (1993). 

Procedural Justice: Respondents were asked about employees about the fairness of 

procedures used to communicate performance feedback, determine pay rises, 

evaluate performance, and determine who is promoted. They were given a list of 

eight items, as shown in Table 3.15. A seven-point Likert scale, ranging from 

“1=strongly disagree” to “7=strongly agree” was used. The internal reliabilities 
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reported by Aquino, Lewis, & Bradfield, (1999) and McFarlin & Sweeney (1992) 

and Sweeney & McFarlin (1993) was ranged from 0.73 to 0 .85. 

Table 3.15  

Measurement of Procedural Justice 

Items 

The procedures used to communicating performance feedback is fairly described to 

me. 

The method used to determine pay raises is fair enough. 

The procedures used to evaluate my performance is fair.  

The procedures used in determining promotion is fair.  
Source: Adapted from McFarlin and Sweeney (1992). 

Sextion C: Job Satisfactin - This section contained questions related to the 

endogenous variables job satisfaction. Respondents were asked about their degree of 

satisfaction with the work, co-workers, supervision, promotional opportunities, pay, 

progress, and the organization to assess overall job satisfaction. They were given a 

list of seven items, as shown in Table 3.16. A seven-point Likert scale, ranging from 

“1=strongly disagree” to “7=strongly agree” was used. The internal reliabilities 

reported by Larwood et al., (1998) and Singh (1994) were ranged from .67 to .71. 

Table 3.16  

Measurement of Job Satisfaction 

Items 

I am satisfied with every individuals in my work group.   

I am satisfied with my superior.  

I am satisfied with my job. 

I am satisfied with my current workplace. 

I am satisfied with my pay, as regards to my efforts and skills. 

I am satisfied with the progress I have made in this organization so far.  

I am satisfied with chance for getting ahead with my current organization.  
Source: Adapted from Taylor, & Bowers (1974) 

Sextion D: Role Stressors - This section contained questions related to the 

exogenous variables distributive justice and procedural The details are discussed 

below; 
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Role Ambiguity: Respondents were asked about ambiguity of lack necessary 

information regarding role expectation for a given organizational position. They were 

given a list six items, as shown in Table 3.17. A seven-point Likert scale, ranging 

from “1=strongly disagree” to “7=strongly agree” was used. The internal reliabilities 

reported by Adkins (1995), Bauer & Green (1994), and Dobbins et al., (1990) were 

ranged from 0.71 to 0 .95. 

Table 3.17  

Measurement of Role Ambiguity 

Items 

I am worry about the level of authority I have in my workplace.  

The objectives, planned, and goals of my work are unclear to me. 

My work has unclear explanations of what I need to do to complete it. 

I don‟t know what duties and responsibilities I have. 

I am certain of what is expected of me. 

I don‟t know how to divide my time appropriately. 
Source: Adapted from Rizzo, House, & Lirtzman (1970) 

Role Conflict: Respondents were asked about a condition of when employees have 

incompatible role defined by supervisors or other members of an organization. They 

were given a list eight items, as shown in Table 3.18. A seven-point Likert scale, 

ranging from “1=strongly disagree” to “7=strongly agree” was used. The internal 

reliabilities reported by Adkins (1995), Bauer & Green (1994), and Dobbins et al., 

(1990) were ranged from .71 to .87. 

Table 3.18  

Measurement of Role Conflict 

Items 

I am aware of being creative when am doing my job. 

I must work by breaking rules or policies in order to complete assigned work. 

Many people ask me to help them with work which is in conflict with that of others. 

My work is accepted by some and not by others. 
My job make me do some irrelevant things. 

I work with many different groups, and each group has different characteristics. 

I am assigned work without sufficient manpower to complete it. 

I am assigned work without sufficient resource and material to complete it. 
Source: Adapted from Rizzo, House, & Lirtzman (1970) 
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Work-Overload: Respondents were asked about inconsistency between activities and 

tasks demanded for an employee and the time or other resources available for completing 

the tasks.  They were given a list five items, as shown in Table 3.19. A seven-point 

Likert scale, ranging from “1=strongly disagree” to “7=strongly agree” was used. 

The internal reliabilities reported by Adkins (1995), Bauer & Green (1994), and 

Dobbins et al., (1990) were .93. 

Table 3.19  

Measurement of Work-Overload 

Items 

I think my job responsibilities should be reduced.  

I fell too busy in my role. 

My job responsibilities are too much for me alone. 

My job responsibilities is too much for me to execute. 

Because my job responsibility is to much, I cannot maintain good quality. 
Source: Adapted from Peterson et al., (1995) 

Work-Family Conflict: Respondents were asked about the conflict of work and 

family interrelated roles.  They were given a list five items, as shown in Table 3.20. 

A seven-point Likert scale, ranging from “1=strongly disagree” to “7=strongly 

agree” was used. The internal reliabilities reported by Adkins (1995), Bauer & Green 

(1994), and Dobbins et al., (1990) were .93. 

Table 3.20  

Measurement of Work-Family Conflict 

Items 

Because my job responsibility is to much, it distort my interaction with my family. 

My job responsibilities take the time I have towards my family increasingly difficult. 

Because of my job responsibilities I cannot meet up personal chores at home. 

Because my job responsibilities are too many, I cannot spend much time with my 

family. 
I always turn down my family plans because of my job responsibilities.  

Source: Adapted from Netemeyer, Boles & McMurrianl (1996). 

Sextion E: Turnover Intention - This section contained questions related to the 

endogenous variables job satisfaction. Respondents were asked about the intention to 
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leave which evaluate the degree an individual is thinking about leaving an 

organization. Items are summed and a mean score calculated. Higher scores indicate 

greater intentions to leave the organization. They were given a list of four items, as 

shown in Table 3.21. A seven-point Likert scale, ranging from “1=strongly disagree” 

to “7=strongly agree” was used. The reliability of the scale was determined on 

employees. The measure demonstrated good internal consistency as the Cronbach‟s 

reliability ranged from .92 to .93 (Kelloway, Gottlieb, and Barham, 1999). 

Table 3.21  

Measurement of Turnover Intention 

Items 

I am thinking to resign this organization. 

I have plans of a new job hunting.  

I intend to ask others about new job opportunities.   

I do not want to be in this current organization any longer.  
Source: Adapted from Kelloway, Gottlieb, and Barham (1999) 

3.10 Data Collection Procedures for Actual Study 

This study determined the 57 ICT organizations have been chosen as the sample 

population. The standard formal invitation letter (Appendix A) was mailed to the HR 

managers in order to ICT companies willing the volunteer sample organization for 

this study. Due to contact information for IT professionals is very sensitive and         

a valuable asset to companies; thus, it is very difficult to get this information. 

Accordingly, the surveys for IT professionals needed to go through the Human 

Resource (HR) manager (Hsu, 2009). The letter consisted of a brief introduction 

about the present study and the requirement that participants be IT professionals. 

Moreover, anonymity of participants and companies was highlighted in the letter. 

The companies‟ address record in Ministry of Information and Communication 

Technology in Thailand (MICT, 2013) and Software Industry Promotion Agency 

(Public Organization) in  Thailand (SIPA, 2013), the number of ICT companies in 
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Thailand‟s ICT industry was determined. The invitation to agreed participate in this 

study were sent out two times to HR manager; the first formal inviting participation 

started during March, 2013, after two week it was followed up by telephone to 

remind the HRM or representative to complete the questionnaires and returned them.  

Two weeks after, the companies that did not complete the questionnaires were 

followed up by email and phone made during April, 2013. 

After the ICT organizations confirm to be participation in this study, then each ICT 

organization given a number of their IT professionals. Only 21 ICT organizations 

confirmations out of the 57 organizations which are represent the volunteer sample 

organization for this study. Five hundred and eighteen (518) IT professionals form 

the 21 ICT companies were asked to participant in the study. Then, the HR manager 

distributed questionnaires to the IT professional. Then, a total of 518 surveys were 

distributed (see Table 3.22). 

Table 3.22  

Number of Company Confirm to Parcitipation and Number of IT Professional in Each Sub-

Sector 

ICT industry sub-sectors No. of 

Companies  

No. of  

Company 

Distributed 

No. of 

Company 

Confirm 

No. of IT 

professional 

Distributed 

Computer Hardware 3,670 31 12 329 

Computer Software 
784 6 6 78 

Information Technology 

Services 
300 2 2 37 

Communications  2,100 18 1 74 

Total 6,854 57 21 518 

 

After the questionnaire is finalized, 518 questionnaires were mailed distributed to a 

HR manager of the ICT companies‟ participate in this study. Questionnaires sent by 

mailed was identified by companies‟ address record in Ministry of Information and 

Communication Technology in Thailand (MICT, 2013) and Software Industry 
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Promotion Agency (Public Organization) in  Thailand (SIPA, 2013), the number of 

ICT companies in Thailand‟s ICT industry was determined. The respondents of the 

survey were IT professionals had technical nature of IT job position of the companies 

whom were indentified as key information people (Sakchaicharoenkul, 2009; Hsu, 

2009).  

The HR manager will then distribute the questionnaires to their IT professional. Each 

participate received one set of questionnaire with cover latter attached, explaining the 

purpose of the study and instructions on how to answer the questionnaire. HR 

managers collected the naswer the questionnaire from their IT professionals, which 

were returned back to researcher via mail by they were also provided with a pre-

addressed and postage-paid envelops so that they could post the questionnaire back 

to the researcher. The survey questionnaires were sent out two times to HR manager; 

the first survey started during May, 2013, after two week it was followed up by 

telephone to remind the HRM or representative to complete the questionnaires and 

returned them. Two weeks after, the companies that did not complete the 

questionnaires were followed up by email and phone made during June, 2013. A total 

of 518 cases were mailed while 364 case were returned, making the response rate of 

the study received a total number of 364 usable questionnaire representing 70.27 per 

cent.  

3.11 Analytical Approach 

Analytical approach is a analysis steps such as coding the data from the respondent, 

data screening, transforming, and modeling data with the goal of highlighting useful 

information, suggesting conclusions, and supporting decision making. Data analysis 

has multiple facets and approaches, encompassing diverse techniques under a variety 

of names, in different business, science, and social science domains (Churchill & 



  158 

Lacobucci, 2004; Sekaran, 2000). For this study, the following analyses were 

conducted: descriptive statistics, data screening, validation analyses, EFA, CFA and 

SEM. Data screening is conducted to inspect and clean the data from the outliers, 

cronbach alpha and composite reliability, assessment univariate and multivariate of 

normality, multicolinearity linearity and homocedasticty. Validation of data was 

conducted with EFA and CFA. EFA was conducted on the pilot data because the 

instrument was modified by (Yau, McFetridge, Chow, Lee, Sin, & Tse, 2000; Narver 

& Slater, 1990). In the present study, several statistical tools and methods were 

employed for the purpose of data analysis and hypotheses testing using the SPSS 

software version 18. Lastly, the third stage involved analyzing data by Structural 

Equation Modeling (SEM) using AMOS 20.0 software. Included in the analysis was 

ascertainment of construct validity. 

After the data screened and validated, they were analyses by using structure equation 

modeling (SEM) in AMOS. According to Hair, Money, Samouel, & Page (2007) 

SEM defined as “Multivariate technique combining aspects of factor analysis and 

multiple regressions that enables the research to simultaneously examine a series of 

interrelated dependence relationships among the measured variables and latent 

constructs (variants) as well as between several latent constructs” (Hair, 2007). SAM 

is employs as the main analysis method of the study for the following reasons 

supported by (Werner & Schermelleh, 2009). 

1. SEM enables use of numerous indicators under a construct at once. This 

defiantly helps to generate more far reaching conclusions. Adversely, other 

analytical tools generate arguable or unjustifiable conclusions and often 

require separate analysis for multiple relationships between variables.   
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2. SEM posses the ability of considering measurement errors with inclusion of 

measurement error variables that represents the measurement error portions 

of the observed constructs. Invariably, interpretations of the relationships 

between constructs are not arguable or debatable as the errors included are 

equivalent to the relationships between variables of complete reliability.  

3. SEM enables the validation and testing of complex relationships in a model 

collectively. This obviously would require separate and distinct analysis in 

other analytical tools.  

4. SEM enables the testing of multitude hypotheses because of the compatibility 

of complex data entry. More so, SEM also gives room for testing specific 

assumptions in case whereby, assumptions are equal to zero or identical in 

nature. This is done by systematically factorizing the variances and the 

covariance of the entire observed variables. Lastly, SEM gives room for 

comparing the observed variables relationships with the implied structure of 

the model. 

 3.11.1 Data Coding 

After collecting the data, coding was required so that it could be stored 

Asystematically (Zikmund, 2003).  Data was coded by assigning character symbols 

(mostly numerical symbols). 

3.11.2 Descriptive Statistics  

Descriptive statistics provides an abstract description of the main summary statistics. 

This analysis was used to determine the characteristics' of IT professionals. 

Descriptive analysis refers to the transformation of raw data into a form that would 

provide information to describe a set of factors in a situation that will make them 
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easy to understand and interpret (Kassim, 2001). This analysis gives a clear meaning 

of data through frequency distribution, mean, and standard deviation, which are 

useful to identify differences among groups for all the variables of interest. The main 

descriptive statistics for the respondents in the present study included mean and 

standard deviation. 

3.11.3 Data Screening  

Data screening is the primary step before conducting result analysis. The purpose of 

data screening is to detect missing values, outlier, normality and validity (Hair, 

2007). To validate, the effect of these data characteristics may have no negative 

effect on the result. Thus, the data screening process must exist. The detail of its 

process will be discussed below. 

3.11.3.1 Missing Data  

There are many ways to treat missing data, such as by deleting them, distributing 

them, and replacing them (Kline, 1998; Tsikriktsis, 2005). The first important step in 

the data screening process is identifying the missing data. Treatment of missing data 

is important as respondents may reject to answer personal questions pertaining to 

their income, age or others. Likewise, lack of knowledge towards a particular topic 

or question may also make the respondents incapable of answering the questions. 

Twenty two questionnaires out of 518 set were excluded because all sessions in the 

questionnaire were incompleted, possibly due to the reasons mentioned above. 

Finally, 342 cases were usable for the data analysis in the next procedure. 

3.11.3.2 Multivariate Outlier (Mahalanobis Distance) 

The next step after treating the missing responses is examining outliers. Outlier is 

defined as an observation that deviates so much from other observations as to arouse 
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suspicion that it was generated by a different mechanism (Hawkins, Best & Koney, 

2001). There are reasons that cause outliers such as incorrect data entry. The other 

reason is that observations within the intended population are extreme in their 

combination of values across the variables (Hair et al., 2006). 

Outlier is defined as the observation with combination of characteristics identifiable 

as distinctly different from the other observation (Hair, 2007). Thus, outlier is a value 

that lies outside the normal range of the data (Zikmund, 2003). Outliers will distort 

the usual data values cropping up in most research projects involving data collection 

(Zimmerman, 1998). For instance, there are several problematic effects of outliers, 

including bias or distortion of estimates, inflated sums of squareds (which make it 

unlikely for us to be able to partition sources of variation in the data into meaningful 

components), distortion of p-values (statistical significance, or lack thereof, can be 

due to the presence of a few-or even one-unusual data value), faulty conclusions (it is 

quite possible to draw false conclusions if you have not looked for indications that 

there was anything unusual in the data) (Dan, & Ijeoma, 2013). 

Multivariate outlier can be detected by calculating Mahalanobis Distance (D
2
) 

measure, a multivariate assessment of each observation across a set of variables. This 

method measures each observation distance in multidimensional space from the 

mean canter of all observations (Hair et al., 2007). High Mahalanobis Distance 

represents the observations farther removed from the general distribution of 

observation in multidimensional space. Therefore, the large Mahalanobis Distance 

can be identified as an outlier when compared to chi-square distribution of observed 

variables at alpha of 0.001 of D
2
 is more than chi-square value, the case is considered 

as an outlier and shall be deleted from the data set. 
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3.11.3.3 Assessment of Normality 

Data should be distributed in forms of normality to make the analyses adequately. 

The exits of normality could lead to accurate and solid-based assessment. To assess 

normality it is often helpful to examine both univariate and multivariate normality 

(Ullman, 2006). According to Jackson, Gillaspy, & Purc-Stephenson (2009) 

proposed that when conducting a SEM researcher are advised to report on both 

univariate and multivariate normality. 

According to Tabachnick and Fidell (2001), skewness refers to the irregularity of a 

distribution, that is, a variable whose mean is not in the center of the distribution. On 

the other hand, kurtosis relates to the peakedness of a distribution. A distribution is 

claimed to be normal when the values of skewness and kurtosis are equal to zero 

(Tabachnick & Fidell, 2001). Univariate normality is tested for a single item or 

observed variable while multivariate statistic assumes that the population distribution 

underlining sampling distribution is normal.  

(a) Univariate Normality 

Normality test is used to evaluate whether the data are normally distributed or not. If 

the variation of the data is sufficiently large, all resulting statistical tests are invalid 

(Hair, Black, Babin, & Anderson, 2010). For most analyses to work correctly, the 

data should follow a normal distribution. If normality exists, even in conditions that 

do not necessitate normality, it will make a stronger assessment (Hair et al., 2010). 

Subsequent to outlier tests, an assessment of normality was performed. To assess 

normality, skewness and kurtosis were used.  

To test for univariate normality, the skewness and kurtosis for each variable in the 

data set was determined (Ullman, 2006). There is no consensus regarding an 
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acceptable degree of non-normality, however Finney and DStefano (2006) suggested 

that the absolute values of univariate skewness indices which are greater than ±3.0 

and univariate kurtosis are greater than ±7.0 seem to describe extremely skewed data 

sets or indicative of non univariate normality. 

(b) Multivariate Normality 

Research has found that the failure to meet the assumption of multivariate normality 

can lead to an overestimation of the chi-square statistic and to an inflated type 1 error 

(Curran et al., 1996; Powell & Schafer, 2001). It may also lead to downward biased 

standard errors (Bandalos, 2002; Nevitt & Hancock, 2001). Where there is a 

significant departure from the assumption of multivariate normality in the sample 

data the assumption inherent in several ancillary fit measures may be undermined 

(Yuan, 2005). It should be noted that Maximum Likelihood (ML) estimation might 

perform well with mild departures from multivariate normality (Chou et al., 1991; 

Fan & Wang, 1998).  

Multivariate normality can be tested by applying Mardia‟s measures, which construct 

functions of the third- and fourth-order moments that approximate standard normal 

distributions, permitting a test of multivariate skewness and multivariate kurtosis 

(MacIntosh, 1997). According to Browne (1982), the Mardia measure of multivariate 

kurtosis is particularly important for CFA analyses. Mahalanobis distances are also 

directly related to Mardia‟s measure of multivariate kurtosis in that the average of the 

sum of the Mahalanobis distances raised to the fourth power gives Mardia‟s measure 

(DeCarlo, 1997). Because of the relationship between Mahalanobis distances and 

Mardia‟s multivariate kurtosis measure, large values of Mardia‟s measure may 

suggest the presence of one or more multivariate outliers.  Multivariate normality 

was measure by Mardia‟s (1970) coefficient evaluates multivariate kurtosis, Bollen 
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(1989) there is multivariate normality if Mardia‟s coefficient is lower than  (  +2), 

where   is the number of observed variables, then the combined distribution of the 

variable is multivariate normal.  

3.11.3.4 Linearity and Homoscedasticity Test 

The reason for testing linearity is that correlation represents only a linear association 

between variables, and nonlinear effects will not be represented in the correlation 

value (Hair et al., 2006). Hence, scatter plot is the representation of the relation 

between two metric variables portraying the joint value of each observation in the 

two dimensional groups. Therefore, a scatter plot must show the dotted line that is 

linear line. 

According to Ghozali, Fuad and Seti (2005), when the error terms variance (e) shows 

constancy throughout a variety of predictor variables, the collected data is claimed to 

be homoscedasticity. In other words, it draws attention to the dependent variables 

that show equal variance transversely leveling within the predictor variables range. It 

presents a cloud of dots, in case non-homoscedasticity model can be discussed 

accurately by a pattern such as a funnel shape, indicating greater error as the 

dependent variables increase. 

3.11.3.5 Multicollinearity  

Multicollinearity is defines as “the extent to which a construct can be explained by 

the other constructs in the analysis in the analysis” (Hair, et al., 2007). 

Multicollineareity results are obtained when variable in the analysis are highly 

correlated (Tabachnick & Fidell, 2001).  

Multicollinearity occurs when the two variable are highly correlated; one of them 

should be eliminated from the analysis. The high correlation means the two variables 
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measure essentially the same thing, so little is lost by eliminating one of them 

(Borden & Abbott, 2008). Multicollinearity is related to the correlation matrix and it 

occurs when variables are highly correlated (0.9 and above). Multivariate correlation 

was assessed through the residual analysis and the coefficients output. According to 

Pallant (2001), multicollinearity refers to the condition in which the dependent 

variables are extremely correlated. 

3.11.3.6 Variance Inflation Factor (VIF) 

Variance inflation (VIF) is the severity of multicollinearity in ordinary least squares 

regression analysis. It provides an index that measures how much the variance of an 

estimated regression coefficient (the square of the estimate‟s standard deviation) is 

increased because of collinearity (Longecker & Ott, 2004). 

Furthermore, the variance inflation factor (VIF) and Tolerance was used to analysis 

the multi-collinearity among the independent variable (Ott & Longnecker, 2001). 

Multi-collinearity problem does not exist when variables in the data set are not 

highly correlation that the VIF is lesser than 10 and tolerance are all greater than 0.1 

whcih suggest by Ott and Longnecker (2001).  

3.12 Exploratory Factor Analysis (EFA) 

Exploratory Factor Analysis (EFA) explores the data and provides the researcher 

with the information about how many factors are needed to best represent the data 

(Hair et al., 2006). The distinctive feature of EFA is that the factors are derived from 

statistical results, not from the theory, so they can only be named after the factor 

analysis is performed. EFA can be conducted without knowing how many factors 

really exist or which variables belong with which constructs.  
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3.13 Reliability of Constructs  

Reliability is “the consistency of measurement or the degree to which an instrument 

measures in the same way each time it is used under the same condition with the 

same subjects” (Nunnally, 1978). Reliability of the instrument reveals the range 

where the treatment variables confine the construct that is needed to be measured. To 

achieve the reliability of the instrument employed in this research, the researcher 

tested the instrument by assessing the Cronbach's alpha value. The reliability was 

estimated above 0.60, which is acceptable for the purpose of this research. Also, the 

researcher used it to test the internal consistency of the measurement instrument and 

determine the degree of reliability (Hair et al., 2006). In addition, construct 

reliabilities were also run, achieving satisfactory scores of greater than 0.5 (Hair et 

al., 2006). In order to establish the reliability of the antecedents of actual online 

shopping behavior measurement, the researcher used the reliability coefficient. 

Another test for reliability is composite reliability developed by Werts, Linn and 

Joreskog (1974), which measures the reliability of a construct in the measurement 

model. The value ranges from 0 to 1. The value of the construct validity was greater 

than 0.60, which indicates an acceptable convergent validity (Hair, Black, Babin, & 

Anderson, 2010). It was calculated by using the following formula:  

Construct Reliability (CR) is intended to determine the consistency of construct 

validity indicator. Construct Reliability is calculated using the following formula:  

 

Construct Reliability (CR)   =                  Square of Total Standardized Loading                         

                                                 Square of Total Standardized Loadings + Measurement error 

Source: Said, Badru & Shahid (2011) 

 



  167 

In addition, a composite reliability index that exceeds 0.70 suggests good reliability 

and high construct reliability indicates that internal consistency exists (Hair et al., 

2010). The indicators of highly reliable constructs are highly interrelated, indicating 

that they all seem to measure the SEM thing, not that high reliability does not 

guarantee that a construct is representing what it is supposed to represent. 

3.14 Validation  

According to Cavana (2001) “Vaildity is defined as the evidence that the instrument, 

technique or used to measure a concept does indeed measure the intended concept”. 

Validity is a measurement characteristic concerned with the extract nature of its 

measurement. In other view, what the researcher actually wishes to measure and 

difference found with a measure tool reflects true difference among participants 

drawn from a population (Cooper & Schindler, 2006). There are two types of 

validity: content (face) and construct. 

3.14.1 Content or Face Validity 

Since this study applied some measures of behavior, for example, turnover intention 

and job satisfaction, organization justice, role stressors, content validity is a 

necessary test. Content validity test is considered as a true measure of a proposed 

psychological ability or skill and is related to an underlying theory or model of 

behavior (salkind, 2006). It also establishes the representative sampling of a set of 

items that measures a concept and reflects how well the dimensions and elements 

thereof are delineated (Cavana et al., 2001). According to Hair et al. (2007), content 

validity is similar to face validity where the content of items is consistent with the 

construct definition, based solely on the researcher‟s judgment. To ensure that 

content validity is achieved in this study, all measures for latent variables were based 

on operational definitions. These measures were also adapted and modified from past 
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studies. Some of the measures had been repeatedly applied in different research 

settings, thus confirming its content validity in the process. 

Content validity is related to the representativeness or sampling adequacy of the 

questionnaire regarding to the content or the theoretical constructs to be measured 

(Burns, 1994). In contrast, face validity is the extent to which a construct of the items 

is consistent with the construct definition, based solely on the researcher‟s judgment 

(Hair et al, 2006). Face validity address the concern of whether the questionnaire 

appears to measure the concepts being investigated (Burns, 1994). The purpose of 

face validity is whether the target respondents will understand clearly about the 

questionnaire wording structure.  

3.14.2 Construct Validity 

Construct is an abstract representation of a phenomenon, used for special theoretical 

purposes (Cavana et al., 2001). Construct validity is defined as the extent to which a 

test truly measures a proposed psychological ability or skill, and is related to an 

underlying theory or model of behavior. Construct validity is the degree to which a 

research instrument is able to provide evidence based on the theory (Cooper & 

Schindler, 2006).  

Construct validity is the extent to which a set of measured items actually reflects the 

theoretical latent construct those items are designed to measure (Hair et al., 2010). 

According to Malhotra and Stanton (2004), the more construct validity employed, the 

more validity can be established. Construct validity is made up of two basic types 

namely convergent validity and discriminant validity. This research deployed both 

types. 
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3.14.2.1 Convergent Validity 

Convergent validity is defined as “a component of validity in which the method 

variance is shared when measuring the same trait” (Salkind, 2006). Convergent 

validity is established when the scores obtained by two different instrument 

measuring the same concept or the concept measured by two different methods are 

highly correlated (Cavana, 2001). Convergent validity is the extent that the indicators 

of a specific construct converge is, or a high proportion of variance that is commonly 

shared (Hair et al., 2006). 

Hence, the components of constructs should be interrelated with each other. The 

highly correlation indicates that the constructs accurately measures the concept. In 

contrast, convergent validity test differs from reliability whereby reliability is capture 

only the single construct and does no match up with the other constructs. Convergent 

validity can be analyzed through confirmatory factor analysis (CFA); factor loading, 

average variance extracted (AVE), and reliability (Hair et al., 2010). 

3.14.2.2 Discriminant Validity 

Discriminant validity is the other main type of construct validity; it is the extent to 

which a construct is truly distinct from other constructs (Hair et al., 2010). 

Discriminant validity is assessed by examining the correlations square between the 

observed of potentially overlapping constructs. In other word, high discriminant 

validity provides evidence that a construct is unique and captures some phenomena 

other measures do not. Rigorous test to substantiate discriminant validity is 

compared with the average variance extracted values for any two constructs with the 

square of the correlation estimate between these two constructs (Hair et al., 2010). 

Average Variance Extracted (AVE) relates to the quantity of variance confined by 

the construct versus the amount due to the error of measurement (Hair et al., 2006). 
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The AVE ranges between 0 and 1, where the value exceeds 0.50 suggests adequate 

convergent validity (Bagozzi & Yi, 1988; Fornell & Larcker, 1981). According to 

Malhotra and Stanton (2004), AVE should be greater than 0.50 to validate employing 

a construct. Mathematically, it is computed using the formula as proposed by Said, 

Badru & Shahid (2011) as below: 

Average Variance Extracted (AVE) =             Sum of Standardized Loadings Square                            

                                                    Sum of Standardized Loadings Squared + Measurement 

error 

                            

 Measurement error =             1 – (Standardized Loading)
2 

 

Discriminate Validity test explains how much variance of the indicator can be 

explained in the construct. Discriminate Validity (DV) value obtained from the root 

of AVE value as: 

Discriminate Validity (DV)  = AVE  

3.15 Structural Equation Modeling (SEM) 

Since the late 1980s, research have relied increasingly on structure equation 

modeling to test hypotheses about the dimensionality of, and relation among, latent 

and observed variables (Cooper & Schindler, 2006). Structure Equation Modeling 

(SEM) is the new generation of multivariate technique. This technique is useful in 

testing theories that contain multiple equations involving dependence relationship. In 

brief, SEM is the multivariate technique combining aspects of factor analysis and 

multiple regressions that enables the researcher to simultaneously examine a series of 

interrelated dependent relationships among the measured variables and latent 

constructs (variants) as well as between several latent construct (Hair et al., 2006). 
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Consequently, SEM is chosen in this study to investigate the multi-interrelated 

dependent relationship between research variables in the research model (see 

hypothesis model in chapter two).  For example, this study proposed that distributive 

justice (DJ) creates job satisfaction (JS), and then JS creates turnover intention (TI). 

Thus, JS is performs as both independent and dependent variables in the identical 

theory. SEM is the unit technique that enables the researcher to examine these types 

of research questions, particularly to fit the objectives of this study. 

3.15.1 Definition, Characteristic and Component of Structural Equation 

Modeling (SEM) 

According to Hair (2007) “Multivariate technique combining aspects of factor 

analysis and multiple regression that enables the researcher to simultaneously 

examine a series of interrelated dependence relationships among the measured 

variables and latent constructs (variants)  as well as between several latent 

constructs” (Hair, 2007) . 

Structural equation modeling (SEM) is a statistical methodology that takes a 

confirmatory (i.e. hypothesis-testing) approach to the analysis of a structural theory 

bearing on some phenomenon (Byrne, 2010). It is considered a family of statistical 

models that seem to explain the relationship amongst multiple variables (Hair et al., 

2010). SEM is known by many names: covariance structure analysis and latent 

variable analysis. All structural equation models are distinguished by three 

characteristics: 

1. Estimation of multiple and interrelated dependent relationships. 

2. An ability to represent unobserved concepts in these relationships and 

account for measure error in the estimation process. 

3. Defining a model to explain the entire set of relationships. 
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According to Baumgartner, Hans and Steenkamp (1996), SEM has developed to be 

one of the well-known aspects in selecting a research methodology for investigating 

issues related to social and behavioral sciences. Therefore, this methodology contains 

two major issues (Hair et al., 2006):  

1. The measurement (i.e. what are the things that need to be measured; how to 

measure them; and how are the reliability and validity conditions met).  

2. Causal relationship among variables and the explanation because the variable 

is complex and unobserved.  

3.15.2 Justification for Using Structure Equation Modeling (SEM) 

Cooper & Schindler (2006) recommended that SEM is a powerful alternative to other 

multivariate techniques, which are limited to represent only a single relationship 

between the dependent and independent variables. According to Byrne (2010), 

several aspects of SEM set it apart from the older generation of multivariate 

procedures. First, it takes a confirmatory rather than an exploratory approach to data 

analysis. Furthermore, one of the major reasons why SEM is preferred to other 

inferential statistics is that the pattern of intervariable relationships is prioritized. In 

fact, it is noticed that other multivariate analysis are mere descriptive in nature by 

comparing SEM with other multivariate analysis tools.  

Another advantage SEM possesses over other multivariate analysis is ability of SEM 

to give clear and explicit estimates of error variance parameters. Meanwhile, other 

analytical tools are not capable to give significance focus of error measurement. 

Adversely, other multivariate analyses assume that errors in the independent variable 

are inexplicable. Therefore, applying such assumption when there is error is capitally 

fallacious. These assumptions do not apply to SEM analytical procedure.  
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Additionally, data analyses with other multivariate analysis are squarely based on 

observed measurement alone, while in SEM the observed and unobserved can be 

incorporated.  As at what is obtainable currently, SEM remains the only analytical 

tool that attends to multivariate and complex relationships between variables with the 

inclusion of interval or indirect effects. For these important reasons SEM is 

considered dominantly appropriate for non-experimental studies like this particular 

study (Bentler & Bonett 1980). 

3.15.3 Structure Equation Modeling (SEM) Procedures 

The SEM is a very popular multivariate approach and attractive because it provides a 

conceptually appealing way to test theory (Hair et al., 2010). The six stages of 

structural equation modeling are:  

1. Defining individual constructs  

2. Developing the overall measurement model  

3. Designing a study to produce empirical results  

4. Assessing the measurement model validity  

5. Specifying the structural model  

6. Assessing structural model validity  

The first step is the model conceptualization, which handles constructed hypothesis 

as the main aspect for the relationships amongst latent variables, and other indicators. 

In this step, the model is developed in accordance to theory and empirical findings. 

The model should reflect the latent variables through any measured indicator. In the 

second step, each latent construct to be included in the model is identified and the 

measured indicators variables are assigned to latent construct. Third step is designing 

a study to produce empirical results in which it deals with the development of the 
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measurement and structural design of the research problem. Causal relationship 

found in the latent variables should be discussed during the specification of the 

structural model.  

The fourth step relates to assessing measurement model validity where measurement 

model validity depends on establishing acceptable level of goodness-of-fit and 

finding specific evidence of construct validity. Step five involves specifying the 

structural model by assigning relationships from one construct to another based on 

the proposed theoretical model. The final step involves effort to test the validity of 

the structural model and its corresponding hypothesized theoretical relationships 

(Hair et al., 2010).  

In connection with the present research, the theory as displayed was transformed into 

a hypothesized model of SEM. According to Hair et al. (2010), this is mainly done to 

identify the model into more formal terms through a series of equations that are 

useful in specifying research ideas about the relationships among variables. The 

structural model is the linkage of all unobserved (latent) variables to each other as in 

the dotted box. The structural model is also a set of one or more dependent 

relationship linkages to the hypothesized models construct (Hair et al., 2010). 

SEM as an analysis tool includes the evaluation of the measurement model and 

structural model (Kline, 2010). To illustrate these principles, the measurement and 

the structural models are depicted in Figure 3.1 and Figure 3.2 respectively. 
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Figure 3.2  

Example of SEM Measurement Model. 

The measurement model reflects the relationship between the constructs (oval shape) 

and the items (square shape) as shown in Figure 3.1 above. The measurement error 

(small circle) reflects the adequacy of the measuring item in measuring its underlying 

construct. The path (one-sided arrow) represents the path coefficient (i.e., 

standardised factor loading) between the item and the construct. The paths labelled 

“1” are fixed parameters, which are a requirement of AMOS software (Byrne, 2010). 

A congeneric measurement model is considered a good practice in identifying 

measurement models. A measurement model is considered congeneric if an item 

loads only on one underlying construct and there are no correlations between error 

terms. This practice was adopted in this study because it provides a good measure of 

construct validity; it was therefore applied for all measurement models (Byrne, 2010; 

Hair, et al., 2010). 

 
Figure 3.3  

Example of SEM Structural Model 

H1 
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The structural model represents the hypothesized relationships between the 

constructs, as shown in Figure 3.2 above (Byrne, 2010). The structural model can be 

used to represent the interrelationships between the constructs (Hair, et al., 2010). 

The constructs‟ interrelationships (double-edged arrow) represent the covariance or 

the correlation between a pair of constructs (Byrne, 2010; Kline, 2010). 

3.15.4 Confirmatory Factor Analysis (CFA) 

Confirmatory Factor Analysis CFA is used to reduce the measurement of instrument 

error. SEM techniques are deployed to perform the CFA. To be clear, SEM employs 

a set of measures to achieve the model fit.  

Structural equation modeling is a technique that allows separate relationships of a set 

of dependent variables. SEM provides the appropriate and most efficient estimation 

technique for a series of separate multiple regression equations estimated 

simultaneously. It is characterized by two basic components: the structural model 

and measurement model (Hair et al., 2010). The structural model is the path model, 

which relates independent to dependent variables based on theory or prior 

experience. The measurement model represents the degree to which the indicator 

(item) variables capture the essence of the latent factor. Moreover, a valid 

measurement model is the model which meets the requirements of psychometric 

soundness of both reliability and validity of measures and constructs. The purpose of 

testing reliability and validity of measurement is to assure multiple items measuring 

the hypothesized latent variables but not others. It is accomplished primarily through 

CFA (Byrne, 2001).  

Based on Anderson and Gerbing‟s (1988) two-step approach, a measurement model 

was first estimated using Confirmatory Factor Analysis (CFA). After the appraisal of 
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the adequacy of the measurement model, Structural Equation Modeling (SEM) was 

utilized to find the best-fitting model and to test causal relationships. Multivariate 

technique is particularly useful for modeling tests including several 

independent/dependent variables and mediators/moderators (Hair et al., 1998).  

Modification indices are “the values calculated for each unestimated relationship 

possible in a specified model” (Hair et al., 2006). Arbuckle (2005) emphasizes that 

the indices of each model modified fits pretty badly so we might look at modification 

indices (MI) to achieve p-value. Additional fit statistics from AMOSs recommends 

the model‟s fit to be able to be enhanced by using MI. Firstly, the MI for each item 

need to be ascertained and the highest value needs to be deleted. After deleting the 

highest value, the text output of the second model needs to be examined. With the, 

change the model and the repeated analysis, the model fit Chi-square will decrease to 

achieve the p-value and to fit the model. In addition, GFI, CFI and will be increased 

and RMSEA will be dropped. 

3.15.5 Overall Model Fit Indicators 

One of the main goals of model assessments is to determine the goodness-of-fit 

between the proposed overall structural model and the sampled data. Adequate 

goodness-of-fit increases the plausibility of the posited research model (Byrne, 

2010). However, a perfect fit of the data to the structural model is very rare and 

almost impossible in research (Kline, 2010). Hence, the model-fitting approach in 

SEM includes the term „residual‟, which denotes the difference between the model‟s 

estimated parameters and the observed data (Byrne, 2010; Hair, et al., 2010). 

The model fit indices are affected by large sample sizes and the number of items in 

the theoretical models. Therefore, the use of fit indices thresholds is debatable, and 
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they are used as a guideline, rather than a confirmation of the model fit (Byrne, 2010; 

Hair, et al., 2010; Kline, 2010). Hair et al. (2010) stated that “[i]t is simply not 

practical to apply a single set of cutoff rules that apply for all SEM models of any 

type.” Simple models and smaller sample sizes should apply stricter model indices 

cut-offs than larger and more complex models. This consideration should be noted, 

especially with regard to sample sizes greater than 250 and models with more than 

30 items higher than 30 (Hair, et al., 2010). For example, Dawes, Faulkner, and 

Sharp (1998) and Greenspoon and Saklofske (1998) noted that 0.8 is an acceptable 

GFI cut-off level for complex models with large sample sizes. Blunch (2008) 

indicated that only CFIs below 0.8 should be seriously considered for model 

modification. As a general rule, a GFI, CFI, and IFI closer to 1 provides a better fit of 

the model to the data. Conversely, the closer χ2/df, SRMR and RMSEA are to zero, 

the better (Hooper, Coughlan, & Mullen, 2008). Lastly, it is not advisable to 

eliminate more items just to increase the model fit at the expense of the theoretical 

integrity (Hair, et al., 2010).  

Model fit indices, including the ratio of Chi-square (χ2 or CMIN) to the degrees of 

freedom (df) or χ2/df, GFI, AGFI and IFI are used in CFA to ascertain convergent 

and discriminant validity (Hair, et al., 2010; Straub, Boudreau, & Gefen , 2004). 

These indices of fit jointly measure the level to which the data matches the 

theoretical model (Weston & Gore, 2006).  In additon, measuring data through using 

SEM usually takes place by, deploying goodness-of-fit (GOF) measures. The CFA 

contains important functions that may be deployed. These functions involve the 

following:  
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1. Examining the loading factors in every dimension/constructs in forming a 

variance.  

2. Confirming that the instrument themselves, how linked the instrument to the 

latent variables.  

3. Estimating the measurement error in the framework, and  

4. Validating and generating framework.  

CFA is most often deployed to determine whether the set of factors and the loading 

of construct items confirm the expected requirements that are needed to measure 

what it really measures. To measure the exogenous variables and endogenous 

variables, Absolute Fit measure, Incremental Fit measure, and Parsimonious Fit 

measure (Hair et al., 2006) as it follow; 

First, Absolute fit measure 

Absolute fit indices are used to examine the fitness or correspondence and compare 

between a tested model and the sample data hence, to determine the better fit for the 

model (McDonald & Ho, 2002). In other words, absolute fit indices explain and 

validate the theoretical model fits the sample data (Jöreskog and Sörbom, 1993), this 

done with calculation GFI, AGFI, and RMSEA, disscuss in the next section. 

Root mean square error of approximation (RMSEA): RMSEA is an important 

analysis in the LISREL program. The RMSEA is employed to explain the level of 

which the model fits with the population‟s covariance matrix using some unknown 

but carefully selected parameters (Byrne, 1998). Some experts refer to RMSEA as 

the most informative and explanatory fit because its present the entire number of 

estimated parameters in the model (Diamantopoulos & Siguaw, 2000). Thus, 

RMSEA is a meticulous and stringent calculation that allow for the selection of the 
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model with lowest number of parameters.  The common and most recently agreed 

threshold for RMSEA ranges between 0.05 and 0.10 (MacCallum et al, 1996). 

Interpretatively, RMSEA value that falls between 0.08 and 0.10 is regarded as a 

medium fit, while below 0.08 is interpreted as a good fit model (MacCallum Browne, 

& Sugawara, 1996).  Meanwhile some other theorist advocate for 0.06 (Hu & 

Bentler, 1999) or 0.07 (Steiger, 2007) for an appropriate and acceptable good fit 

threshold. Additionally, RMEA is also accommodates the calculation confidence of 

interval around the RMSEA value (MacCallum et al, 1996).  Confidence of interval 

is calculated due to the distribution values which gives room for a precise test of null 

hypotheses (McQuitty, 2004).   

Goodness-of-fit statistic (GFI) and the adjusted goodness-of-fit statistic (AGFI):  

The Goodness-of-Fit statistic (GFI) was propounded by Jöreskog and Sorbom to 

serve as Chi-Square test in SEM and it is used to calculate the proportion of variance 

in the estimated population covariance (Tabachnick & Fidell, 2007). The variances 

and covariance generated by the model explain the comparison between the model 

and the observed covariance matrix (Diamantopoulos & Siguaw, 2000). The value of 

GFI ranges between 0 and 1. When large values of degrees of freedom are obtained, 

that explains the negative bias of the GFI (Sharma, Mukherjee, Kumar, & Dillon, 

2005).  It has been proven that GFI increase as the number of parameter increases 

(MacCallum & Hong, 1997).  Theoretically, the common threshold for an acceptable 

value of GFI is 0.90, although 0.95 is recommended when both factor loadings and 

sample sizes are low (Miles & Shevlin, 1998).  

Noticeably, GFI is a very sensitive index for determining model fit that has 

discouraged many studies from reporting it (Sharma, Mukherjee, Kumar, & Dillon 

2005). AGFI is been recommended as an alternative to GFI because AGFI adjust the 
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values of GFI according to the degrees of freedom (Tabachnick & Fidell, 2007). 

More so, AGFI flexibly increases according to sample size. Comparatively, the 

acceptable value for AGFI also ranges from 0 to 1 and 0.80 or greater is regarded 

acceptable well and well fitting model (Byrne, 2001). Because there is a direct 

impact of sample size on both GFI and AGFI, they are both no regarded as an 

independent index, although they are crucial information to be reported in covariance 

structure analyses.  

Second, Incremental fit measure 

Incremental fit indices can also be called comparative or relative fit indices (Miles & 

Shevlin, 2007; McDonald & Ho, 2002). These are set of indices that do not consider 

chi-square at the initial but end up comparing the chi-square value to the baseline of 

the model. The approach of these indices is that all null hypotheses are uncorrected 

(McDonald & Ho, 2002). The set of incremental fit indices includes NFI, TIL or 

NNFI, and CFI.  

Normed-fit index (NFI): NFI is the first indices that appear in the LISREL output. 

NFI examine and compare the χ2 value of the model to the χ2 of the null model 

(Bentler & Bonnet, 1980). Null hypothesis in this context is regarded as the worst 

case scenario and all measure variables are regarded as uncorrected. Acceptable 

value of the NFI ranges from 0 to 1, although Bentler and Bonnet (1980) recommend 

a higher than 0.90 value for a good fit.  

Tucker-Lewis Index (TIL) or Non-Norm Fit Index (NNFI): Tucker-Lewis Index 

TIL (TLI) is used to assess the comparison between the proposed model and the null 

model. TLI also determine parsimony of the model by determining the degree of 

freedom from the degree of freedom of the null model. TLI is strongly recommended 
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among other indices because of its independence from the sample size and the cut-off 

is pegged at 0.90 or higher greater (Hulland, Chow & Lam, 1996; Baumgartner & 

Homburg, 1996). 

Comparative fit index (CFI): The Comparative Fit Index (CFI: Bentler, 1990) is 

similar to NFI it is also dependent on the sample size although it is not affected when 

sample size is that big (Tabachnick & Fidell, 2007). CFI was propounded by Bentler 

(1990) and it was considered as one of the fit indices in the EQS program (Kline, 

2005). The assumption of CFI is similitude of the NFI by approaching all observed 

variables as uncorrected and the sample covariance matrix with this null model. The 

acceptable threshold for CFI is 0.90 and greater. This is to ensure mis-specified 

model are rejected (Hu & Bentler, 1999). Because the CFI is extremely independent 

of the sample size, this made it widely accepted and incorporated in all 

interpretations of SEM (Fan, Thompson, & Wang, 1999).  

Incremental fit index (IFI): The incremental fit index which is theoretically known 

as Bollen's IFI, is also another independent to sample size. The acceptable threshold 

for this indices is 0.90 and above. .The procedure for computing the IFI is by 

calculating the difference between the chi-square of the independent model and the 

chi-square of the target model as well as the df of the target model.  The ration 

between the two models is regarded as IFI (Hooper, Coughlan, & Mullen 2008; Hu & 

Bentler, 1999). 

Lastly, Parsimonious fit measures 

Complex model is regarded as the estimation process is wholly dependent on the 

sample data. In such case, the result is considered theoretically unfitted and yet 
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produce a good fit indices (Mulaik, James, Van Alstine, Bennet,  Lind, & Stilwell, 

1989; Crowley & Fan, 1997).this types of result include;  CMIN/DF or  (χ2/df). 

Relative chi-square (CMIN/DF): according to experts (χ2/df) is employed to 

calculate absolute fit (Joreskog & Sorbom, 1979; Hayduk, 1978) and to determine 

model parsimony because of its independence with sample size (Byrne, 2001). For 

this indices, values that are closer to 1 connotes good fit while values that are less 

than 1 connotes over fit (Joreskog & Sorborm, 1979; Kline, 1998). 

Therefore, to assess the model in this study, the following fit indices were used: 

χ2/df, GFI, AGFI, RMSEA, CFI, NNF, TLI or NNFI and IFI. These fit indices 

provide a range of approaches to the assessment of the fit of the measurement model 

(Hair, et al., 2010). Table 3.23 provides a description and the rationale for the use of 

these fit indices and Table 3.24 describes the required assessment conditions for the 

indices. 

Table 3.23  

Measurement of Fit Indices 

Fit indices Description Rationale for using 

measure 

Absolute Fit Level   

Root Mean 

Square Error 

Approximation 

(RMSEA)  

RMSEA estimates the lack of 

model fit per a degree of 

freedom (Gefen, Rigdon, & 

Straub, 2011). Usage of this 

index is preferable as it tends 

to be consistent when the 

maximum likelihood (ML) is 

the method of estimation. 

Furthermore, it can detect 

model mis-specifica tions and 

provide an indication of the 

model‟s quality (Byrne, 

2010). 

This index favours model 

parsimony as it is sensitive 

to the number of estimated 

parameters in the model. 

For this reason, (and 

others), it is reported here 

(Gefen, et al., 2011; 

Hooper, et al., 2008). 
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Table 3.23 (Continued) 

Goodness-off-fit 

(GFI) and 

adjusted 

goodness of fit 

(AGFI) 

The GFI index is also another 

replacement for χ2. AGFI 

adjusts GFI based on the 

degrees of freedom. These 

statistical indices range 

between 0 and 1. However, 

both of these indices cannot 

be used alone because of their 

sensitivity to sample size 

(Hooper et al., 2008). 

Both indices have historical 

importance in the literature. 

Therefore, GFI and AGFI 

were included to enable the 

results of this research to 

be, compared with other 

studies (Gefen, et al., 2011; 

Hooper, et al., 2008). 

Incremental Fit Level   

Comparative 

fit index (CFI) 

CFI is a popularly reported fit 

index in quantitative SEM 

research. It is considered to 

be a replacement of fit indices 

that are influenced by sample 

size (such as the normative fit 

index). This index varies 

between 0 and 1 (Byrne,  

CFI is relatively unaffected 

by sample size and, 

therefore, it is most 

important for the purposes 

of this study than the 

aforementioned fit indices 

in this table (Hooper, et al., 

2008). 

 2010; Hooper, et al., 2008; 

Tabachnick & Fidell, 2007). 

 

NFI 

 

 

Norm fit index. Relative 

comparison of the current 

model to the Null model. 

Normed Fit Index (NFI), is 

the difference between the 

two models chi square 

divided by chi square of 

independent model 

NFI is a popularly reported 

fit index in quantitative 

SEM research. (Shah & 

Goldstein , 2006). 

TLI TLI is comparative index 

between the proposed model 

and the null model with a 

measure of parsimony. 

TLI also seems resilient 

against variations in sample 

size and, thus is highly 

recommended (Hooper et 

al., 2008). 

Incremental fit index 

(IFI) 

The IFI addresses the issue of 

model parsimony and sample 

size sensitivity in other 

indices. Similarly to GFI, 

AGFI and CFI, this index 

ranges between 0 and 1 

(Byrne, 2010). 

IFI is also somewhat 

insensitive to sample size. 

Thus, it was included as a 

measure of the goodness of 

fit (Byrne, 2010). 
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Table 3.23 (Continued) 

Parsimonious Fit 

Level 

  

CMIN/df CMIN/DF is the normed chi-

square statistic ration (χ2/df) 

to measure absolute fit 

(Joreskog & Sorbom, 1979) 

and model parsimony because 

it is not affected by the 

sample size (Byrne, 2001). 

CMIN/df  (Normed χ2) was 

originally introduced to 

reduce χ2 inflation in large 

sample sizes. Taking into 

consideration the large 

sample size (342), this 

index was included as a 

measure instead of χ2 

(Byrne, 2010; Shah & 

Goldstein, 2006). 

 
Table 3.24  

Assessment Model Fit or Goodness-of-Ffit 

 

3.15.6 Confirmatory Model Strategy 

Comfirmatiory model is the most common direct application of structural equation 

modeling. This model used to specify a single model or a set of the relationships. In 

addition, SEM is performed to access how well the model fits the data. If the 

proposed model has acceptable fit by whatever criteria are applied, the researcher do 

not have to prove the proposed model, but only confirms that it is one of several 

possible acceptable models. It is quite opposite to the exploratory techniques such as 

stepwise regression. Several different models might have equally acceptable model 

Measures Threshold Values Source 

Absolute Fit Level   

RMSEA < 0.08 Jorekog & Sorboom (1993) 

GFI > 0.8 

 

Byrne (2001) 

AGFI > 0.8 

 

Byrne (2001);  Hair et al. 

(2010) 

Incremental Fit Level   

CFI >0.9 

 

Hair et al. (2010) 

TLI/NNFI >0.9 Hair et al. (2010) 

NFI > 0.9 Jorekog & Sorboom (1993) 

IFI >0.95 Hooper et al. (2008);  

 Hu & Bentler (1999) 

Parsimonious Fit Level   

CMIN/df < 3 

 

Brown (2006); Byrne (2010); 

Hair et al. (2010) 
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fits. Perhaps this is a more insightful that can be achieved by comparing alternative 

models. 

3.16 Hypothesis Testing  

This study is meant to test the seven direct hypotheses, and six indirect hypotheses 

through mediating effects, as mentioned earlier in chapter two. 

3.16.1 Direct Effect 

Direct effects are the relationship between two constructs with a single path (Hair et 

al., 2006). In other words, a direct effect is the effect variables have on one another 

in a direct relationship. In this study there are 7 direct effects as mentioned earlier. 

To make sure that all paths in the model are supported or rejected, the recommended 

values of C.R. and p are observed. Critical ratio (C.R.) refers to the parameter 

estimate divided by an estimate of its standard error. C.Rr should be more than 1.96 

to achieve the recommended value (Hair et al., 2006). This means that if C.R. is 

more than 1.96, it supports this path, but if C.R. is less than 1.96 the path is not 

supported and the hypothesis is rejected.  

Probability level (p-value) provides a cut-off beyond to assert that the findings are 

„statistically significant‟ (by convention, this is p<0.05). But, smaller p-values 

(p<0.01) are sometimes called highly significant because they indicate that the 

observed difference would happen less than once in a hundred times if there was 

really no true difference' (Davies & Crombie, 2009). 

3.16.2 Indirect Effect (Mediating)  

Indirect effects are those relationships that involve a sequence of relationships with 

at least one intervening construct involved (Baron & Kenny, 1986). According to 

Hair et al. (2010), bootstrapping was used to test whether the significant pathways 
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exist between independent variables and brand equity via relationship quality as a 

mediator. This study extracted new samples (with replacement) from this sample 

1000 times and calculated all direct and indirect estimates of the generated model. 

Bias-corrected confidence intervals are reported at the level of 95%. Bootstrapping is 

a statistical resampling method that estimates the parameters of a model and their 

standard errors strictly from the sample (Preacher & Hayes, 2008).  

Bootstrapping is a powerful method for testing indirect effects and computes more 

accurate confidence intervals (CI) of indirect effects (x→m→y) than the frequently 

used methods, such as the causal steps strategy (Baron & Kenny, 1986) and the 

Sobel test, this is because bootstrapping doesn‟t impose the assumption of normality 

for sampling distribution (Preacher & Hayes, 2008). The relevance of bootstrapping 

appears to be appropriate for testing indirect effects, since they have distributions 

which are skewed away from zero (Shrout & Bolger, 2002).  As stated by Hayes 

(2009), “Simulation research shows that bootstrapping is one of the more valid and 

powerful methods for testing intervening variable effects (MacKinnon, Lockwood, & 

Williams, 2004; Williams, & MacKinnon, 2008) and, for this reason alone, it should 

be the method of choice”. 

In this study, job satisfaction (JS) was examined as mediators. 

  

Figure 3.4  

llustration of a mediation design. DJ is hypothesized to exert an indirect effect on IT through 

JS.            

            

JS DJ TI 
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3.17 Summary 

This chapter represents of research design of the study which is the quantitative 

analysis research. The stratified random method was used to identify subgroups 

which were ICT industry sub-sectors in Thailand. The sample size was targeted on 

21 ICT organization with 342 IT professional. The preliminary test consisted of the 

pre-test study and pilot-test: reliability was test to develop of questionnaire 

validation. In the analysis approach, several statistical techniques were used in order 

to examine and analyze the data. Data screen was presented to clean up the data. 

Assessment of normality was examined. This was followed by exploratory factors 

analysis (EFA), reliability, validity, and finally SEM were proposed statistical 

techniques to test of the hypothesized model of this study. The finding results of the 

study were discussed in the next chapter. 
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CHAPTER FOUR  

RESEARCH FINDING 

4.1 Introduction  

This chapter presents the results of the data analysis. Statistical Package for the 

Social Sciences (SPSS) was used to analyze the data. In general, this chapter gives 

the findings of the study in accordance to the research hypothesis. It started with 

reliability test of pilot study, description of the data obtained namely, the 

respondents‟ profiles, followed by data screening of all data collected. Subsequently, 

accessing the goodness of measures through confirmatory factor analysis (CFA) and 

the internal consistency procedures of reliability analysis, correlation estimate and 

validity test were applied in the study. Finally, Structural Equation Modeling (SEM) 

was use in order to test the hypothesis, and the results of the hypothesis are 

presented. 

4.2 Reliability Test of Pilot Study 

Reliability is and indicator of the degree to which a set of indicators of a latent 

construct is internally consistent based on how highly interrelated the indicators are 

(Hair et al., 2006). The purpose of testing reliability is to evaluate whether all 

measurement indicators measure the SEM thing. This study used Chonbach‟s Alpha 

reliability test to measure the internally consistency of variables based on sampling 

estimation   (Table 4.1). 

Table 4.1 

 Reliability Coefficient for Multiple Items in Pilot Study (n = 100) 

Scales No. of items Cronbach‟s alpha 

Distributive justice 5 .974 

Procedural justice 4 .931 

Role ambiguity 6 .962 
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Table 4.1 (Continued) 

Role conflict 8 .950 

Work-overload 5 .916 

Work-family conflict 5 .945 

Job satisfaction 7 .967 

Turnover intention 4 .961 

 

As shown in Table 4.1, reliability result of the pilot study of all measurement 

constructs are above .90, which is accepted as a high level (Nunally, 1978; Sekaran, 

2000). This indicates the internal consistency and content validity of the instrument. 

Therefore, no changes in the actual questionnaire design. 

4.3 Data Collected 

The sample of the study was based on the simple random sampling of the list of ICT 

company obtained from the ICT organizations in Thailand‟s ICT industry which 

includes sub-sectors are hardware computer, software computer, information 

technology service and communication which was taken from the list of companies 

mad up the sample was obtained from ICT-e business register of Ministry of 

Information and Communication Technology Thai (MICT) (2013), and Company 

directory of Software Industry Promotion Agency (Public Organization) (SIPA) 

(2013). 

As shown in Table 4.2, A total of 518 cases were mailed while 364 case were 

returned, making the response rate of the study received a total number of 364 usable 

questionnaire representing 70.27 per cent. This response rate was reasonable 

although it was lower than Samad (2006) response rate of 97.3 percent since it was 

higher than some previous studies in the IT worker turnover intention field, i.e., 

Sakchaicharoenkul (2009) response rate of 69.3 percent, Wickramasinghe (2010) 

achieved respondent rate of 66 per cent, Sug-Ing (2008) achieved 62 per cent, Hsu 
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(2009) achieved 53.9 per cent, Ahuja et al. (2006) achieved 24.4 per cent, and Zin, 

Mohd, Shamsudin, & Subramaniam (2013) achieved 21 per cent respectively.  

Table 4.2  

Questionnaire Response Rate Summarized 

ICT industry sub-sectors Sampling 

Size 

No. of 

questionnare 

return 

Respondent 

Rate% 

Computer Hardware 329 181 55.02 

Computer Software 78 77 98.72 

Information Technology Services 37 37 100.00 

Communication  74 69 93.24 

Total 518 364 70.27 

 

Five hundred and eighteen (518) questionnaires were distributed through mail to HR 

managers who were representative to distribute the questionnaires to their IT 

professional who were identified as the key information persons in this study. The 

previous chapter (chapter three) discussed detailed aspects on the data collection 

method and sampling size. Three hundred and sixty four (364) responses were 

returned which accounted for 70.27 per cent of the total number of samples 

distributed. Twenty two (22) unusable responses were excluded from the analysis 

because they did not complete all sections in the questionnaire. Therefore, the total 

usable response was three hundred and forty two (342) given a total of 66.02 per cent 

response rate which considered adequate according to Krejcie & Morgan (1970) and 

Cohen (1969). As shown in table 4.3 below, summary of response rates. 

Table 4.3  

Summary of Response Rates 

Response Number 

Questionnaire administered 518 

Questionnaire Returned 364 

Response Rate (364/518) 70.27% 

Incomplete 22 

No. of responses useable 342 

usable questionnaire Rate (342/518) 66.02 % 
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4.4 Descriptive Statistics 

Descriptive statistics and plots are often used in the initial phase of a statistical 

analysis. These tools enable researchers to identify relationships in the data and to 

determine directions for further analysis. In this section descriptive statistics of 

respondents is shown. 

4.4.1 Demographic Profile of Respondents 

Table 4.4 shows the results of frequency analysis of the participants. The participants 

of this study consisted of 278 male (78.4 %) and 74 female (21.6%) IT professionals. 

With respect to age, almost half of the participants belonged to the age group of 31-

40 (46.5%).  

In addition, the majority of the participants 172 (50.3%) were married, while 159 

(46.5%) were single. The IT professional were mostly bachelor‟s degree 201 

(58.8%), while 77 (22.5%) had a master‟s degree. while the majority of respondents 

who have experienced in current organization is for the period between 4- 6 years 

154 (45%). The results further indicated that the almost of the participants 67 

(19.6%) who reported is programmer/software developer. More details of all 

respondent profiles are shown in Appendix E. 

Table 4.4  

Demographic Profile of Respondent 

Profile of Respondent Frequency % 

Type of ICT sub-sectors   

1) Computer Hardware  171 50.0 

2) Computer Software  75 21.9 

3) Technology Information  (IT)Services 36 10.5 

4) Communication 60 17.5 

Total 342 100 

Gender   

Male 268 78.4 

Female 74 21.6 

Total 342 100 

Age     
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Table 4.4 (Continued) 

Less than 21 19 5.6 

21-30 years 137 40.1 

31-40 years 159 46.5 

41-50 years 20 5.8 

51 years and over 7 2.0 

Total 342 100 

Marital Status   

Single 159 46.5 

Married 172 50.3 

Widowed 4 1.2 

Divorced 7 2.0 

Total 342 100 

Education Level   

Less than bachelor 62 18.1 

Bachelor 201 58.8 

Master 77 22.5 

Higher than master 2 0.6 

Total 342 100 

Year of working in this organization   

1-3 years 50 14.6 

4-6 years 154 45.0 

7-9 years 75 21.9 

10-12 years 32 9.4 

13 years and avers 31 9.1 

Total 342 100 

Position   

Database Analysis 14 4.1 

Data Communication 4 1.2 

CAD/CAM Engineer 9 2.6 

IT Manager 4 1.2 

IT project Manager 5 1.5 

IT System 32 9.4 

Programmer/Software Developer 67 19.6 

Software Analysis & Design 6 1.8 

System Engineer/Network Engineer 47 13.7 

Software multimedia 2 .6 

Software Engineer 2 .6 

Software Security Engineer 10 2.9 

Technician Computer 56 16.4 

Telecommunication Engineer 41 12.0 

Web Master 14 4.1 

Document Controller 6 1.8 

Graphic Design 3 .9 

Computer Engineer 20 5.8 

Total 342 100 
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4.5 Data Screening 

The preliminary step before performing analysis data is screening purposively to 

eliminate spurious data that may affect the data characteristics, and influence the 

results. At this stage, several screening procedures were conducted such as response 

bias, missing data detection, multivariate outlier‟s detection, and treatment. 

4.5.1 Response Bias 

Respondent bias in a form of non-respondents or a distinctive response is common is 

scientific research that has to do with primary data. This is because studies like that 

rely on voluntary participation of respondents (Zikmund, 2003). Identifying bias 

from responses is obviously difficult; this is rather with a non-response bias test.  

Armstrong and Overton (1982) echoed that non-response bias is determined by 

comparing early and late respondents.   

In addition, Armstrong and Overton (1977) highlighted that non-respondents were 

assumed to have similar characteristics to late respondents. Base on that, this 

procedure involves breaking the sample into early responses (received within the first 

month) and late response (received after the first month) and then conducted t-test on 

the two groups and comparing years of working of the respondents. For the purpose 

of this study, the purpose of this study, 139 respondents were classified as early 

responses and 203 were late responses. As shown in table 4.5 below, distributive 

justice was mean of first responses group was 3.6777.   

Meanwhile, procedural justice, role ambiguity, role conflict, work overload, work 

family conflict, job satisfaction and turnover intention were of  first responses group 

were 3.9478, 3.4856, 3.7698, 3.7209, 3.7712, 4.0617, and 3.7302, receptivity.  The 

second responses group, distributive justice was mean of first responses group was 
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3.5990.  For instance,  procedural justice, role ambiguity, role conflict, work 

overload, work family conflict, job satisfaction and turnover intention were of  

second responses group were   3.9680,   3.4557, 3.7297, 3.5892, 3.6355, 4.0943, and 

3.6613, receptivity.  The results for test of non-response bias indicated (T-Test) 

suggests that there were no significant differences between early and late response. 

Table 4.5  

Group Statistics Respondents 

 

According to Pallant (2001), if the significance level of the Levene‟s test is above .05 

(p> .05), this means that the assumption of equal variances between the early 

response and late response has not been violated. In order to find if there was a 

significant difference between the two groups, significant “2 tailed” (p> .05) was 

used. Table 4.5 shows that the significance level of the Levene‟s test of  distributive 

justice (MeanDJ), procedural justice (MeanPJ), role ambiguity (MeanRAM), role 

conflict (MeanRCF), work overload (MeanWOL), work family conflict (WFC), job 

satisfaction (MeanJS), and turnover intention (MeanTI) were p = .602, .903, .828, 

.788, .204, .393, .806 and .632, respectively, which indicates that the p-value for all 

  

Group N Mean 

Std. 

Deviation 

Std. Error 

Mean 

MeanDJ 1 139 3.6777 1.35486 .11492 

 2 203 3.5990 1.37625 .09659 

MeanPJ 1 139 3.9478 1.46995 .12468 

 2 203 3.9680 1.51974 .10666 

MeanRAM 1 139 3.4856 1.20911 .10256 

 2 203 3.4557 1.28371 .09010 

MeanRCF 1 139 3.7698 1.31112 .11121 

 2 203 3.7297 1.38335 .09709 

MeanWOL 1 139 3.7209 .91987 .07802 

 2 203 3.5892 .95362 .06693 

MeanWFC 1 139 3.7712 1.39472 .11830 

 2 203 3.6355 1.47518 .10354 

MeanJS 1 139 4.0617 1.26379 .10719 

 2 203 4.0943 1.22485 .08597 

MeanTI 1 139 3.7302 1.32358 .11226 

 2 203 3.6613 1.29121 .09063 
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of them are larger than .05. This shows that the early and late responses were not 

different even though the collection time took almost two months. Table 4.4 below 

shows more details the result of t-test. More details of response bais is shown in 

Appendix F. 

Table 4.6  

Independent Sample t-test 

 

Levene's 

Test for 

Equality of 

Variances t-test for Equality of Means 

F Sig. t df 

Sig. (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

MeanDJ Equal variances 

assumed 

.008 .928 .523 340 .602 .07868 .15056 

  
Equal variances 

not assumed 
  

.524 299.686 .601 .07868 .15012 

MeanPJ Equal variances 

assumed 

.206 .651 -.122 340 .903 -.02014 .16511 

  
Equal variances 

not assumed 
  

-.123 303.031 .902 -.02014 .16408 

MeanRAM Equal variances 

assumed 

.983 .322 .217 340 .828 .02995 .13805 

  
Equal variances 

not assumed 
  

.219 307.918 .827 .02995 .13651 

MeanRCF Equal variances 

assumed 

2.618 .107 .269 340 .788 .04010 .14912 

  
Equal variances 

not assumed 
  

.272 306.787 .786 .04010 .14763 

MeanWOL Equal variances 

assumed 

.809 .369 1.273 340 .204 .13170 .10349 

  
Equal variances 

not assumed 
  

1.281 303.541 .201 .13170 .10280 

MeanWFC Equal variances 

assumed 

1.438 .231 .855 340 .393 .13576 .15887 

  
Equal variances 

not assumed 
  

.864 307.234 .389 .13576 .15721 

MeanJS Equal variances 

assumed 

.895 .345 -.239 340 .811 -.03263 .13661 

  
Equal variances 

not assumed 
  

-.237 290.486 .812 -.03263 .13742 

MeanTI Equal variances 

assumed 

.181 .671 .480 340 .632 .06889 .14361 

  
Equal variances 

not assumed 
  

.477 291.802 .633 .06889 .14428 
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4.4.2 Missing Data 

Identification of missing data is the first step in the data screening process. 

Respondents may reject answering some personal such as their age and position. 

Likewise, some respondents may not be able to answer due to their lack of 

knowledge toward a particular topic. 

As mention earlier, 550 questionnaire surveys were distributed, and 364 cases were 

returned. Twenty two out of 364 sets of questionnaires were excluded because the 

respondents did not answer all items in the questionnaire. Finally, 342 were usable 

for the data analysis. It was found in this study there were no missing values for all 

the main observed  (see in Table 4.8). 

4.4.3 Outlier Detection and Treatment (Mahalanobis Distance) 

The detection of outlier is the second step in data screening process. According to 

Hair et al. (2007) outlier are observations with a unique combination of 

characteristics identifiable as distinctly difference from the other observations. 

To detect multivariate outliers, Mahalanobis Distace (D2) for each univariate was 

calculated using SPSS. This analysis evaluated a set of observation compared with 

the center of all observations on a set of variables. The D2 values represented 

observations farther removed from the general distribution of observation values.  

From Table 4.7 below, the maximum value of D2 was 77.993. The D2 measure was 

then compare with the chi-square value from the number of variable (44 items) used 

in this study which was found to be 78.750. The observation with Mahalanobis 

Distance (D2) greater than chi-square (X2) value of 78.750 was considered as 

multivariate outlier, and therefore, that case is deleted from the data base.  
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As can be seen in Table 4.7 below, multivariate outlier has not been found form the 

data set since no D2 was greater than X2. The total usable respondents still remained 

at 342 cases for the actual data analysis in the next process. More details of Outliers 

detection is shown in Appendix G. 

Table 4.7  

Outlier Detection and Treatment (Mahalanobis Distance) (N=342) 

 

Minimum Maximum Mean 

Std. 

Deviation N 

Predicted Value -28.45 373.62 182.71 71.311 342 

Std. Predicted Value -2.961 2.677 .000 1.000 342 

Standard Error of Predicted Value 23.283 43.597 32.629 3.875 342 

Adjusted Predicted Value -34.18 394.63 182.01 72.465 342 

Residual -214.186 244.263 .000 84.537 342 

Std. Residual -2.365 2.697 .000 .933 342 

Stud. Residual -2.501 2.952 .004 1.005 342 

Deleted Residual -239.626 292.744 .700 98.017 342 

Stud. Deleted Residual -2.524 2.991 .004 1.008 342 

Mahal. Distance 21.532 77.993 43.871 10.733 342 

Cook's Distance .000 .038 .004 .005 342 

Centered Leverage Value .063 .229 .129 .031 342 

A dependent Variable: ID;X2 (44,P<0.001)= 78.750 

4.4.4 Descriptive Statistics of Constructs  

After the initial data screening process is completed (response bias, missing data and 

multivariate outliers), the descriptive statistics for the six latent constructs and its 

observed variable (items) were analyzed as maximum, minimum, mean, standard 

deviation, mode, median as presented in Table 4.6  below. 

Table 4.8 shows the mean value of six constructs consisting of forty four (44) items; 

namely, distributive justice (DJ) five items, procedural justice (PJ) four items, role 

ambiguity (RAM) six items, role conflict (RCF) eight items, work overload (WOL) 
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five items, and work family conflict (WFC) five items, job satisfaction (JS) seven 

items, and turnover intention (TI) four items. Role ambiguity showed a lowest mean 

value (3.4678) while job satisfaction had a higher mean (4.0806).  

The higher standard deviation was found in procedural justice (1.49756) and work 

overload was the lowest standard deviation (.94092). The minimum and maximum 

means value of eight constructs rang between 1.0 to 7.00  

Table 4.8  

Descriptive Statistics of Variables 

 MeanDJ MeanPJ Mean

RAM 

Mean

RCF 

Mean

WOL 

Mean 

WFC 

MeanJS MeanTI 

N                             

                         Valid 

342 342 342 342 342 342 342 342 

       Missing 0 0 0 0 0 0 0 0 

Mean 3.6310 3.9598 3.4678 3.7460 3.6427 3.6906 4.0810 3.6893 

Std. Error of Mean .07387 .08098 .06771 .07314 .05088 .07800 .06700 .07046 

Median 3.4000 4.5000 3.0000 3.1250 3.8000 3.2000 4.4286 3.5000 

Mode 3.00 5.00 2.83 2.50
a
 4.00 5.00 5.29 2.50

a
 

Std. deviation 1.36615 1.49756 1.25221 1.35265 .94092 1.44250 1.23914 1.30297 

Minimum 1.00 1.00 1.17 1.13 1.40 1.00 1.29 1.00 

Maximum 6.40 6.50 6.33 6.75 6.20 7.00 6.14 6.25 

 

4.4.5 Assessment of Normality 

Hair et al. (2006) stated that for data analysis to work properly, the distribution of the 

data should be normal distributed. The existence of normality will make it possible to 

obtain a stronger data assessment (Ghozali & Fuad, 2005). Thus, both univariate 

normality and multivariate normality test were conducted in the present study. 

4.4.5.1 Assessment of Univariate Normality 

Univariate normality is tested for a single item or observed variable while 

multivariate statistic assumes that the population distribution underlining sampling 
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distribution is normal. Finney and DStefano (2006) suggested that the absolute 

values of univariate skewness indices which are greater than ±3.0 and univariate 

kurtosis are greater than ±7.0 seem to describe extremely skewed data sets. 

The highest univariate score of skewness was .608 which below than ±3.0. The 

univariate of kurtosis was ranged between -.189-1.191which was still below that 

±7.0. Thus, univariate of skewness and kurtosis is acceptable according to the rule of 

thumb (see table 4.9). 

4.4.5.2 Multivariate Normality Test 

In table 4.9 exhibits the result of a Mardia‟s coefficient evaluates multivariate 

normality through evaluation of multivariate kurtosis value was 39.343. According to 

Bollen (1989), if Mardia‟s coefficient is lower than   (  +2), where   is the 

number of observed variables, then there is multivariate normality. As in this study, 

research used forty four (44) observed variables and the Mardia‟s coefficient 

provided by the AMOS program was equal to 39.343, the existence of multivariate 

normality can be confirmed, since the value provided by the program is less than the 

produce 44(44+2) = 2024. Therefore, this study affirms that there was multivariate 

normal distribution of the data. More details of assessment of normoality is shown in 

Appendix H. 

Table 4.9  

Normality of Observed Variables 

Variable min max skew c.r. kurtosis c.r. 

JS7 1.000 7.000 -.409 -3.090 -.557 -2.104 

JS6 1.000 7.000 -.262 -1.979 -.649 -2.450 

JS5 1.000 7.000 -.089 -.669 -.604 -2.280 

JS4 1.000 7.000 -.181 -1.364 -.685 -2.585 

JS3 1.000 7.000 -.177 -1.335 -.608 -2.296 

JS2 1.000 7.000 -.086 -.649 -.736 -2.777 

JS1 1.000 7.000 -.287 -2.168 -.640 -2.417 

TI1 1.000 7.000 .094 .707 -.770 -2.907 
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Table 4.9 (Continued) 

TI2 1.000 7.000 .063 .472 -.691 -2.608 

TI3 1.000 7.000 -.036 -.273 -.718 -2.710 

TI4 1.000 7.000 .007 .053 -.825 -3.115 

PJ1 1.000 7.000 -.284 -2.146 -1.015 -3.832 

PJ2 1.000 7.000 -.242 -1.828 -.959 -3.619 

PJ3 1.000 7.000 -.208 -1.571 -1.105 -4.172 

PJ4 1.000 7.000 -.220 -1.663 -.968 -3.655 

WOL1 1.000 7.000 .361 2.724 -.189 -.714 

WOL2 1.000 7.000 .226 1.705 .713 2.693 

WOL3 1.000 7.000 .222 1.675 .233 .881 

WOL4 1.000 6.000 -.155 -1.171 .776 2.930 

WOL5 1.000 6.000 .052 .389 .346 1.305 

RCF1 1.000 7.000 .053 .400 -.932 -3.519 

RCF2 1.000 7.000 .001 .008 -1.008 -3.805 

RCF3 1.000 7.000 .206 1.556 -1.191 -4.497 

RCF4 1.000 7.000 .140 1.055 -1.023 -3.863 

RCF5 1.000 7.000 .183 1.383 -1.092 -4.122 

RCF6 1.000 7.000 .251 1.897 -.891 -3.363 

RCF7 1.000 7.000 .066 .497 -1.026 -3.872 

RCF8 1.000 7.000 .184 1.390 -.756 -2.854 

WFC1 1.000 7.000 .291 2.201 -.911 -3.440 

WFC2 1.000 7.000 -.035 -.261 -1.042 -3.935 

WFC3 1.000 7.000 .173 1.304 -.985 -3.720 

WFC4 1.000 7.000 .298 2.247 -1.013 -3.823 

WFC5 1.000 7.000 .128 .964 -1.021 -3.855 

RAM1 1.000 7.000 .267 2.015 -.739 -2.789 

RAM2 1.000 6.000 .200 1.508 -.950 -3.585 

RAM3 1.000 7.000 .512 3.862 -.685 -2.587 

RAM4 1.000 7.000 .608 4.588 -.496 -1.874 

RAM5 1.000 7.000 .220 1.661 -.550 -2.076 

RAM6 1.000 7.000 .330 2.489 -.327 -1.236 

DJ1 1.000 7.000 .072 .542 -1.056 -3.986 

DJ2 1.000 7.000 .161 1.212 -.945 -3.565 

DJ3 1.000 7.000 .223 1.685 -.898 -3.389 

DJ4 1.000 7.000 .056 .422 -.727 -2.744 

DJ5 1.000 7.000 -.081 -.608 -.790 -2.984 

Multivariate      39.343 5.718 

 

4.4.6 Linearity and Homoscedasticity Status 

Assessment of linearity was conducted through the residual analysis that resulted 

from the regression analysis. As shown in Figure 4.1, the scattered points were 

concentrated at the center along zero point. This suggests linearity assumption was 
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met (Hair et al., 2010). By examining the scatter plot residuals using SPSS, the 

results indicated a straight line which was associated with the predicted dependent 

variable‟s scores mean of turnover intention (MeanTI), which in turn did not show 

any support for non-linearity. Consequently, there was no proof to challenge the 

linearity assumption (MeanTI), as shown in Appendix I. 

Homosecedasticity assumption means that that the variance around the regression 

line is the same for all values of the predictor variables (X). Moreover, the finding of 

the homoscedasticity test through scatter plot diagrams of standardized residuals 

showed that homoscedasticity existed in the set of independent variables and the 

variance of the dependent variable. Furthermore, a visual inspection of the 

distribution of residual suggested an absence of heteroscedasticity. The results of 

homoscedasticity of other endogenous variables can be found in Appendix I. 

4.4.7 Multicollinearity 

Multicolinearlity results when variables in the data set are highly correlation 

(Tabachnich & Fideel, 2001). The highly correlation means that two set of variables 

measure the same thing. The impact of multicollinearlity can affect data analysis, 

particularly in term of interpretation of results analysis, so when problem arises, it 

can be solved by eliminating one of them. 

Table 4.10 exhibits the result of multicollinearlity test based on the assessment of 

tolerance and VIF. According to the multivolinearlity test, the result shows that the 

tolerance value was rang from .641 to .946, and variance inflation factor (VIF) value 

was fallen between 1.057 and 1.561. As a result, the tolerance value was  

substantially > .10, and VIF value was < 10. This result is acceptable in the sense 
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that it was free from multicollinearity among the variables in the data set. More 

details of all linearity and homoscedasicity are shown in Appendix I. 

Table 4.10  

Multicollinearity Test Based on Assessment of Tolerance and VIF Values 

Variable Tolerance VIF 

Distributive justice  .700 1.429 

Procedural justice .946 1.057 

Role ambiguity .920 1.087 

Role conflict .860 1.163 

Work overload .837 1.194 

Work family conflict .793 1.261 

Job satisfaction .641 1.561 

*Dependent Variable: Turnover Intention (TI) 

4.5 Reliability Test 

Reliability is the extent to which a variable or a set of variables is consistent with 

what it is intended to measure (Hair et al., 2006). The multiple measurements were 

taken in this study. Reliability measures the degree to which a set of indicators of a 

latent construct is internally consistent within their measure. Basically, the reliability 

of measurement must be consistent with its values to capture how it is measured. 

Highly reliable indicator constructs are highly interrelated, indicating that all of them 

seem to measure the same thing. Reliability between 0.6 and 0.7 was acceptable 

provide that other indicators of a model‟s construct validity are good (Hair et al., 

2006). Reliability is an indicator of convergent validity, a high Cronbach Alpha is an 

indicator of convergent validity (Nunnallly, 1978; Parasurman, Berry, & Zeithaml, 

1991; Reinmer & Kuehn, 2005). 

The results in Table 4.11 exhibits that the Cronbach Alpha values of each construct 

ranged from .895 to .955. This means that all construct had acceptable internal 
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consistency. More detailed output is available in Appendix E. Another of reliability 

conducted was composite reliability (Cr), which measures the reliability of the 

construct in the measurement model. Base on the formula shown on chapter three, 

the results in Table 4.9 indicate that composite reliability values ranged between .895 

and .955, which exceeded .70. The values indicated adequate internal consistency, 

which means that convergent validity was supported since the values were above .70 

(Hair et al., 2010). More details of all reliability of constructs are shown in Appendix 

J. 

Table 4.11  

Reliability of Research Instruments-Cronbach Alpha (N= 342) 

Variable name  No. of  items  Cronbach's alpha  Composite  reliability  

Distributive justice  5 .947 .948 

Procedural justice 4 .934 .934 

Role ambiguity 6 .936 .936 

Role conflict 8 .955 .955 

Work overload 5 .909 .915 

Work family conflict 5 .941 .941 

Job satisfaction 7 .927 .927 

Turnover intention 4 .895 .895 

Total Items 44   

* Cronbach Alpha minimum required > 0.6 (Nunnally, 1987) 

4.6 Exploratory Factor Analysis (EFA) 

To test convergent validity, exploratory factor analysis (EFA) was conducted using 

principal component with Varimax rotation on all items measuring the exogenous 

and endogenous variables. The results of each factor analysis conducted are 

summarized in the following sections. See Appendix K for full factor analysis 

output. 
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4.6.1 Factor Analysis of Exogenous Variables 

The factor analysis conducted on endogenous variables showed the Kaiser-Meyer-

Okin value of .880, which exceeded the recommended value of .50 (Hair et al., 1998) 

or above .60 (Pallant, 2001) and the Barlett‟s test of sphericity was highly significant 

(p = .00), supporting the factorability of the correlation matrix (see Table 4.12). 

These indicate that the assumptions of factor analysis were met. Principal component 

analysis revealed the presence of six components with an eigen value exceeding one. 

These factors captured 78.948 percent of the total variance in the items. In fact, if the 

KMO measure is greater than .60 and the Bartlett's test of Sphericity is large and 

significant, then factorability is assumed (Pallant, 2001; Tabachnick & Fidell, 2001). 

Table 4.12  

Factor Analysis of Exogenous Variables 

Variables Code Items Rotated component matrix 

1 2 3 4 5 6 

 

 

 

 

 

 

RCF  

 

 

 

Variance 

=18.627% 

RCF3 Many people ask me to help them 

with work which is in conflict with 

that of others. 

.896      

RCF5 My job make me do some 

irrelevant things. 
.877      

RCF7 I am assigned work without 

sufficient manpower to complete 

it.. 

.871      

RCF6 I work with many different groups, 

and each group has different 

characteristics. 

.867      

RCF2 I must work by breaking rules or 

policies in order to complete 

assigned work. 

.861      

RCF4 My work is accepted by some and 

not by others. 
.859      

RCF8 I am assigned work without 

sufficient resource and material to 

complete it. 

.831      

RCF1 I am aware of being creative when 

am doing my job. 
.813      

 

 

 

RAM 

 

RAM3 My work has unclear explanations 

of what I need to do to complete it. 

 .877    
 

RAM6 I don‟t know how to divide my 

time appropriately. 

 .873 
   

 

 

 



  206 

Table 4.12 (Continued) 
 

 

RAM1 I am worry about the level of 

authority I have in my workplace 

 .863    
 

 

Variance 

=13.927% 

RAM4 I don‟t know what duties and 

responsibilities I have. 

 .860    
 

RAM5 I am certain of what is expected of 

me.. 

 .854    
 

RAM2 The objectives, planned, and goals 

of my work are unclear to me 

 .852    
 

 

 

 

DJ  

 

 

Variance 

=12.584% 

DJ2 I think the reward I receive from 

the job I do for my organization is 

fair enough. 

 

 
.925 

  

 

DJ5 The scheduling of my job 

responsibility is fair enough. 

 
 .914   

 

DJ3 I think, my current workload is fair 

to me. 

 
 .903   

 

DJ4 I think, the pay I receive from the 

work I do is fair enough. 

 
 .887   

 

DJ1 In my opinion, my current job 

responsibility is assigned to me 

fairly. 

 

 
.875 

  

 

 

 

WFC 

 

 

 

Variance 

=12.203% 

WFC1 Because my job responsibility is to 

much, it distort my interaction 

with my family. 

 

  
.888 

 

 

WFC4 Because my job responsibilities 

are too many, I cannot spend much 

time with my family. 

 

  
.887 

 

 

WFC5 I always turn down my family 

plans because of my job 

responsibilities. 

 

  
.870 

 

 

WFC2 My job responsibilities take the 

time I have towards my family 

increasingly difficult. 

 

  
.854 

 

 

WFC3 Because of my job responsibilities 

I cannot meet up personal chores 

at home. 

 

  
.850 

 

 

 

 

WOL 

 

 

 

Variance 

=11.426% 

WOL5 Because my job responsibility is to 

much, I cannot maintain good 

quality. 

 

   
.889  

WOL4 My job responsibilities is too 

much for me to execute. 

 
   .872  

WOL3 My job responsibilities are too 

much for me alone. 

 
   .858  

WOL1 I think my job responsibilities 

should be reduced. 

 
   .820  

WOL2 I fell too busy in my role.     .773  

 

PJ 

 

PJ3 The procedures used to evaluate 

my performance is fair 

     .922 

PJ1 The procedures used to 

communicating performance 

feedback is fairly described to me 

     .911 
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Table 4.12 (Continued) 
 

Variance 

=10.181% 

PJ2 The method used to determine pay 

raises is fair enough. 

     .907 

PJ4 The procedures used in 

determining promotion is fair. 

     .904 

Note.  

KMO = .880; Bartlett's Test of  Sphericity = 10525.631; Total variance =  78.948%, p-value= 0.000. 
 

4.6.2 Factor Analysis of Endogenous Variables  

The factor analysis conducted on endogenous variables showed the Kaiser-Meyer-

Okin value of .938, which exceeded the recommended value of .50 (Hair et al., 1998) 

or above .60 (Pallant, 2001) and the Barlett‟s test of sphericity was highly significant 

(p = .00), supporting the factorability of the correlation matrix (see Table 4.13). 

These indicate that the assumptions of factor analysis were met. Principal component 

analysis revealed the presence of two components with an eigen value exceeding 

one. These factors captured 72.075 percent of the total variance in the items. In fact, 

if the KMO measure is .938 which greater than .60 and the Bartlett's test of 

Sphericity is large and significant, and then factorability is assumed (Pallant, 2001; 

Tabachnick & Fidell, 2001). More details of all factor analysis is shown in   

Appendix K. 

Table 4.13  

Factor Analysis of Endogenous Variables 

Variables Code Items Rotated component 

matrix 

1 2 

 

 

 

JS  

 

 

 

Variance 

=45.190% 

JS4 I am satisfied with my current 

workplace. 
.799  

JS2 I am satisfied with my superior. .786  

JS1 I am satisfied with every individuals 

in my work group.   
.784  

JS3 I am satisfied with my job. .782  

JS6 I am satisfied with the progress I have 

made in this organization so far. 
.763  

JS7 I am satisfied with chance for getting 

ahead with my current organization. 
.750  

JS5 I am satisfied with my pay, as regards 

to my efforts and skills. 
.711  
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Table 4.13 (Continued) 
TI 

 

 

 

Variance 

=35.255% 

TI1 I am thinking to resign this 

organization. 
 .828 

TI3 I intend to ask others about new job 

opportunities.   
 .825 

TI2 I have plans of a new job hunting.  .800 
TI4 I do not want to be in this current 

organization any longer. 
 .765 

Note.  

KMO = .938; Bartlett's Test of Sphericity = 2745.634; Total variance = 72.075%, p-value= 0.000. 

4.7 Confirmatory Factor Analysis (CFA)  

As mentioned earlier in chapter three, structural equation modeling (SEM) is 

considered a family of statistic models that looks for details concerning the 

relationships among multiple variables (Hair et al., 2006). A confirmatory factor 

analysis (CFA) is first used to confirm the factor loadings of the eight constructs 

(distributive justice, procedural justice, role ambiguity, role conflict, work overload, 

work family conflict, job satisfaction and turnover intention) (refer to Appendix L). 

As a general rule of thumb, Hair et al. (2006) provide a guideline to interpret the 

factor loading, where factor loadings with a value of +.50 or greater are considered 

very significant; a loading of +.40 is considered most important; a loading of +.30 is 

considered significant. In this study, all items had a factor loading of more than .60, 

suggesting that the items correlated very significantly to the factor itself. 

From the confirmatory factor analysis result in Table 4.14, the observed that the 

factor loadings of all observed variables or items were adequate, ranging from .737 

to .927. The factor loadings or regression estimates of latent to observed variable 

should be above .50 (Hair et al., 2006). This indicates that all constructs conform to 

the construct validity test. The remaining number of items for each construct was as 

follows: Distributive justice (5 items), Procedural justice (4 items), Role ambiguity 
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(4 items), Role conflict (6 items), Work overload (4 items), Work family conflict (4 

items), Job satisfaction (6 items), and Intention (4 items). More details of CFA is 

shown in Appendix L. 

Table 4.14  

Confirmatory Factor Analysis (CFA) of Generated Model 

 

Constructs Code Items Loadings 

Distributive justice (DJ)   

5 items 

  

 DJ1   In my opinion, my current job responsibility is 

assigned to me fairly.  .821 

 DJ2   I think the reward I receive from the job I do for 

my organization is fair enough.  .927 

 DJ3 I think, my current workload is fair to me.  .893 

 DJ4 I think, the pay I receive from the work I do is 

fair enough.  .863 

 DJ5 The scheduling of my job responsibility is fair 

enough.  .917 

Procedural justice (PJ)  

4 items 
 PJ1 

The procedures used to communicating 

performance feedback is fairly described to me .880 

 PJ2 
The method used to determine pay raises is fair 

enough. .870 

PJ3 
The procedures used to evaluate my performance 

is fair.  .904 

 PJ4 
The procedures used in determining promotion is 

fair.  .879 

Role ambiguity (RAM)  

4 items 

 RAM2 The objectives, planned, and goals of my work 

are unclear to me .802 

 RAM3 My work has unclear explanations of what I 

need to do to complete it. .886 

 RAM4 I don‟t know what duties and responsibilities I 

have. .875 

 RAM6 I don‟t know how to divide my time 

appropriately. .816 

Role conflict  (RCF)  

6 items  

 

 

 RCF3 Many people ask me to help them with work 

which is in conflict with that of others. .862 

 RCF4 My work is accepted by some and not by 

others. .842 

 RCF5 My job make me do some irrelevant things.  .896 

 RCF6 I work with many different groups, and each 

group has different characteristics. .879 

 RCF7 I am assigned work without sufficient 

manpower to complete it. .882 

 RCF8 I am assigned work without sufficient resource 

and material to complete it. .839 

Work overload (WOL)   

4 items 

 WOL1  I think my job responsibilities should be 

reduced.  .737 

 WOL2 I fell too busy in my role. .746 

WOL4 My job responsibilities is too much for me to 

execute. .918 

 WOL5 Because my job responsibility is to much, I 

cannot maintain good quality. .908 
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Table 4.14 (Continued) 

 

4.7.1 Reliability and Validity of Final Measurement Models 

Confirmatory factor analysis (CFA) enables to test how well the measured variables 

represent the constructs (Hair, 2006). The purpose of CFA is to demonstrate how a 

measurement theory can be represented with a model that shows how measurement 

variables come together to represent the constructs. CFA is an indicator of construct 

validity as proposed by Steenkamp & Van Trijp (1991).  

The results in Table 4.15 exhibits that the Cronbach Alpha values of each construct 

ranged from .888 to .947. This means that all construct had acceptable internal 

consistency. Another of reliability conducted was Composite Reliability (Cr) values 

ranged between .895 to .994, which exceeded .70. The values indicated adequate 

internal consistency, which means that convergent validity was supported since the 

values were above .70 (Hair et al., 2010). Furthermore, the Average Variance 

Work family conflict  

(WFC) 4 items 

WFC1 Because my job responsibility is to much, it 

distort my interaction with my family. .823 

WFC2 My job responsibilities take the time I have 

towards my family increasingly difficult. .898 

WFC3 Because of my job responsibilities I cannot 

meet up personal chores at home. .902 

WFC5 I always turn down my family plans because of 

my job responsibilities. .880 

Job satisfaction (JS)6 

items 

 JS2 I am satisfied with my superior .809 

 JS3 I am satisfied with my job .760 

 JS4 I am satisfied with my current workplace .814 

 JS5 I am satisfied with my pay, as regards to my 

efforts and skills .795 

 JS6 I am satisfied with the progress I have made 

in this organization so far. .824 

 JS7 I am satisfied with continue with my current 

organization   .860 

Turnover intention  (TI)  

4 items 

 TI1 I have plans to resign .834 

 TI2 I have plans of a new job hunting .778 

 TI3 I have plans to seek for information on new 

job .828 

 TI4 I do not want to be in this current 

organization any longer .860 
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Extracted (AVE) test of distributive justice, procedural justice, role ambiguity, role 

conflict, work overload, work family conflict, job satisfaction and turnover intention 

construct were .783, .780, .715, .741, .692, .768, .630 and .682, respectively which 

were above the recommended value of .50 for discriminant validity to upheld in 

order to justify using a construct (Barclay, Higgins, & Thompson, 1995).  

Table 4.15  

CFA of Measurement Model 

 

 

Constructs 
Items Loadings 

Cronbach's 

Alpha 

Composite 

Reliability 
AVE 

Distributive justice (DJ)   

5 items 

  

 DJ1 .821 .947 .947 .783 

 DJ2 .927    

 DJ3 .893    

 DJ4 .863    

 DJ5 .917    

Procedural justice (PJ)  

4 items 

 PJ1 .880 .934 .934 .780 

 PJ2 .870    

PJ3 .904    

 PJ4 .879    

Role ambiguity (RAM)  

4 items 

 RAM2 .802 .909 .909 .715 

 RAM3 .886    

 RAM4 .875    

 RAM6 .816    

Role conflict  (RCF)  

6 items 

 RCF3 .862 .947 .954 .741 

 RCF4 .842    

 RCF5 .896    

 RCF6 .879    

 RCF7 .882    

 RCF8 .839    

Work overload (WOL)   

4 items 

 WOL1 .737 .888 .899 .692 

 WOL2 .746    

 WOL4 .918    

 WOL5 .908    

Work family conflict  

(WFC) 4 items 

WFC1 .823 .930 .930 .768 

WFC2 .898    

WFC3 .902    

WFC5 .880    

Job satisfaction (JS) 

6 items 

 JS2 .809 .911 .911 .630 

 JS3 .760    

 JS4 .814    

 JS5 .795    

 JS6 .824    

 JS7 .759    
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Table 4.15 (Continued) 

 

To get satisfactory discriminant validity, the square root of average variance 

extracted (AVE) for each construct should be greater than the correlation between 

the construct and the other constructs. Table 4.16 shows acceptable discriminant 

validity between each pair of construct, with all AVE square roots greater than the 

correlation between the constructs. For example, metadata ontology showed highest 

discriminant validity among all other constructs. The Square root of AVE for job 

satisfaction showed highest discriminant validity among all other constructs. The 

Square root of AVE for job satisfaction was 0.794 while the correlation between job 

satisfaction and turnover intention, procedural justice, work overload, role conflict, 

work family conflict, role ambiguity and distributive justice were -.779, .250, -.151, -

.221, -.231, -.189 and .546 respectively (see Table 4.16). 

Table 4.16  

CFA of Discriminant Validity (AVE Square Roots Matrix) 

  JS  TI  PJ  WOL  RCF WFC RAM DJ 

Job satisfaction  

(JS) 

1 

(.794)        

Turnover 

intention (TI) -.779 

1 

(.826)       

Procedural 

justice (PJ) .250 -.196 

1 

(.883)      

Work overload 

(WOL) -.151 .115 -.073 

1 

(.832)     

Role conflict  

(RCF) -.221 .202 -.054 .232 

1 

(.861)    

Work family 

conflict (WFC) -.231 .288 -.062 .384 .361 

1 

(.876)   

Role ambiguity 

(RAM) -.189 .236 -.028 -.129 -.089 -.111 

1 

(.846)  

Distributive 

justice (DJ) .546 -.412 .114 .092 -.034 -.014 -.226 

1 

(.885) 

 

Turnover intention  (TI)  

4 items 

 TI1 .860 .895 .895 .682 

 TI2 .834    

 TI3 .778    

 TI4 .828    
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4.7.2 Confirmatory Factor Analysis (CFA) of Measurement Model 

The primary stage before conducing hypothesis structure model is the CFA 

measurement model estimation. The measurement model was first confirmed using 

confirmatory factor analysis (CFA) and then performed SEM based on the 

measurement model to estimate the relationships between the constructs. To assess 

model fit in SEM, this study reported the overall model Root Mean Square Error of 

Approximation (RMSEA), Goodness-of-fit statistic (GFI), Adjusted goodness-of-fit 

statistic (AGFI), Normed-fit index (NFI), Tucker-Lewis Index (TIL) or Non-Norm 

Fit Index (NNFI), Comparative fit index (CFI), Incremental fit index (IFI), Relative 

chi-square (CMIN/DF or χ2/df). Relative RMSEA less than .08 and  NFI  greater 

than .90 were taken as acceptable threshold levels (Jorekog & Sorboom, 1993). 

Meanwhile, GFI greater than .80 was taken as acceptable threshold levels (Byrne 

,2001) and AGFI greater than .80 was taken as acceptable threshold levels (Byrne 

,2001;  Hair et al., 2010). Additional, TIL or NNFI  greater than .90  and   CFI 

greater than .90  were taken as acceptable threshold levels (Hair et al., 2010). 

Furthermore, IFI  greater than .95 was taken as acceptable threshold (Hooper et al. , 

2008;  Hu & Bentler, 1999), and CMIN/DF or χ2/df less than .30 was taken as 

acceptable threshold levels (Brown ,2006; Byrne ,2010; Hair et al.,2010). 

4.7.2.1 Confirmatory Factor Analysis (CFA) of Measurement Model of 

Distributive Justice 

Table 4.17 exhibits that exogenous latent of distributive justice constructs subjected 

to the CFA measurement model show a reasonable good fit as indicate by Root Mean 

Square Error of Approximation (RMSEA), indicating values of less than .080, 

Goodness-of-fit statistic (GFI) and Adjusted goodness-of-fit statistic (AGFI) also 

shows the value more than .80, well above the standard of GFI and AGFI need for 

good fit. Another indicators for Goodness of Fit such as Comparative fit index (CFI> 
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.90), Tucker-Lewis Index (TIL>.90), Normed-fit index (NFI>.90), Incremental fit 

index (IFI>.95) were also well above the required standards. Model parsimony 

substantiated by CMIN/DF demonstrated well below the value three (3) (Brown, 

2006; Byrne, 2010; Hair et al., 2010). The results of the initial model are shown in 

Appendix L. Therefore, base on the initial model could be used to conduct structure 

model and hypothesis.                                                                                 

Table 4.17  

CFA of Measurement Model for Distributive Justice Fit Result 

Goodness of Fit 

Statistics  

CFA 

items 

CMIN

/df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Threshold values  < 3 >0.95 >0.9 >0.9 >0.9 > 0.8 > 0.8 < 0.08 

Initial model         

(Fit before model 

revised) 

5 2.822 .995 .992 .989 .994 .984 .952 .073 

 

4.7.2.2 Confirmatory Factor Analysis (CFA) of Measurement Model of 

Procedural Justice 

Table 4.18 exhibits that exogenous latent of procedural justice constructs subjected 

to the CFA measurement model show a reasonable good fit as indicate by Root Mean 

Square Error of Approximation (RMSEA), indicating values of less than .080, 

Goodness-of-fit statistic (GFI) and Adjusted goodness-of-fit statistic (AGFI) also 

shows the value more than .80, well above the standard of GFI and AGFI need for 

good fit. Another indicators for Goodness of Fit such as Comparative fit index (CFI> 

.90), Tucker-Lewis Index (TIL>.90), Normed-fit index (NFI>.90), Incremental fit 

index (IFI>.95) were also well above the required standards. Model parsimony 

substantiated by CMIN/DF demonstrated well below the value three (3) (Brown, 

2006; Byrne, 2010; Hair et al., 2010). The results of the initial model are shown in 

Appendix L. Therefore, base on the initial model could be used to conduct structure 

model and hypothesis. 
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Table 4.18  

CFA of Measurement Model for Procedural Justice Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN

/df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Threshold values  < 3 >0.95 >0.9 >0.9 >0.9 > 0.8 > 0.8 < 0.08 

Initial model (Fit 

before model revised) 

4 2.383 .998 .996 .993 .998 .993 .965 .064 

4.7.2.3  Confirmatory Factor Analysis (CFA) of Measurement Model of Role  

Ambiguity 

The goodness-of-fit results of the initial model in Table 4.19 showed that the value 

for the Goodness-of-fit statistic (GFI) and Adjusted goodness-of-fit statistic (AGFI) 

also shows the value more than .80, well above the standard of GFI and AGFI need 

for good fit. Another indicators for Goodness of Fit such as Comparative fit index 

(CFI> .90), Tucker-Lewis Index (TIL>.90), Normed-fit index (NFI>.90), 

Incremental fit index (IFI>.95) were also well above the required standards. 

Moreover, the values Root Mean Square Error of Approximation (RMSEA) was 

considered the better measure for the model fit. The results showed that the RMSEA 

at .155 was more than the recommended value of .08 (Jorekog & Sorboom, 1993). In 

addition, the model parsimony substantiated by CMIN/DF was found in the initial 

model to be 9.242 (Table 4.19) which means that the result can not be generalized 

(Brown, 2006; Byrne, 2010; Hair et al., 2010).  The results of the final model are 

shown in Appendix L. Thus, the initial model could not be used to conduct structure 

model and hypothesis until a final model was obtained.  

Table 4.19  

CFA of Measurement Model for Role Ambiguity Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN

/df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Threshold values  < 3 >0.95 >0.9 >0.9 >0.9 > 0.8 > 0.8 < 0.08 

Initial model (Fit before 

model revised) 

6 9.242 .956 .951 .926 .956 .924 .824 .155 

Final model  (Fit after 

model revised) 

4 1.998 .998 .996 .993 .998 .994 .972 .054 
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After fitting the hypothesized model using MI procedures, the generated model was 

produced. To improve the measurement model fit, the researcher excluded the items 

that had high error and the low factor loading using modification indices (MI) to 

achieve Goodness-of-Fit (GOF). Two items are then deleted in order to get a good 

model fit. RAM1 and RAM2 were deleted. The results in table 4.19 (above) showed 

that GOFI, such as a CMIN/df value less than 3.0, indicated a sufficient fit. Moreover, 

the parsimonious index (RMSEA) considered as the better measurement for the model 

fit as the results showed that RMSEA = .054, which was less than recommended value 

of .08 (Jorekog & Sorboom, 1993). The results of the final model are shown in 

Appendix L. Base on the final model after model revised the structure model and 

hypothesis with were tested.  

4.7.2.4 Confirmatory Factor Analysis (CFA) of Measurement Model of Role 

Conflict 

The goodness-of-fit results of the initial model in Table 4.20 showed that the value 

for the Goodness-of-fit statistic (GFI) and Adjusted goodness-of-fit statistic (AGFI) 

also shows the value more than .80, well above the standard of GFI and AGFI need 

for good fit. Another indicators for Goodness of Fit such as Comparative fit index 

(CFI> .90), Tucker-Lewis Index (TIL>.90), Normed-fit index (NFI>.90), 

Incremental fit index (IFI>.95) were also well above the required standards. 

Moreover, the values Root Mean Square Error of Approximation (RMSEA) was 

considered the better measure for the model fit. The results showed that the RMSEA 

at .135 was more than the recommended value of 0.08 (Jorekog & Sorboom, 1993). 

In addition, the model parsimony substantiated by CMIN/DF was found in the initial 

model to be 7.177 (Table 4.20) which means that the result can not be generalized 
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(Brown, 2006; Byrne, 2010; Hair et al., 2010).  Thus, the initial model could not be 

used to conduct structure model and hypothesis until a final model was obtained.  

Table 4.20  

CFA of Measurement Model for Role Conflict Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN

/df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Threshold values  < 3 >0.95 >0.9 >0.9 >0.9 > 0.8 > 0.8 < 0.08 

Initial model (Fit 

before model revised) 

8 7.177 .953 .946 .935 .953 .907 .832 .135 

Final model  (Fit after 

model revised) 

6 2.068 .995 .990 .991 .995 .982 .957 .056 

 

After fitting the hypothesized model using MI procedures, the generated model was 

produced. To improve the measurement model fit, the researcher excluded the items 

that had high error and the low factor loading using modification indices (MI) to 

achieve Goodness-of-Fit (GOF). Two items are then deleted in order to get a good 

model fit. RCF1 and RCF2 were deleted. The final model which fit after model revised 

results in table 4.20 (above) showed that GOFI, such as CMIN/df value less than 3.0, 

indicated a sufficient fit. Moreover, GFI = .982, AGFI = .957, CFI = .995, and TLI = 

.991, NFI = .990 and IFI = .995  fit the data well since the values that are in closer 

proximity to 1 show a better fit.  

In addition, the parsimonious index (RMSEA) considered as the better measurement 

for the model fit as the results showed that RMSEA = .056, which was less than 

recommended value of .08 (Jorekog & Sorboom, 1993). The results of the final model 

are shown in Appendix L. Base on the final model, the structure model and hypothesis 

with were tested.  
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4.7.2.5 Confirmatory Factor Analysis (CFA) of Measurement Model of Work- 

Overload  

The goodness-of-fit results of the initial model in Table 4.21 showed that the value 

for the Goodness-of-fit statistic (GFI) and Adjusted goodness-of-fit statistic (AGFI) 

also shows the value more than .80, well above the standard of GFI and AGFI need 

for good fit. Another indicators for Goodness of Fit such as Comparative fit index 

(CFI> .90), Tucker-Lewis Index (TIL>.90), Normed-fit index (NFI>.90), 

Incremental fit index (IFI>.95) were also well above the required standards. 

Moreover, the values Root Mean Square Error of Approximation (RMSEA) was 

considered the better measure for the model fit. The results showed that the RMSEA 

at .169 was more than the recommended value of 0.08 (Jorekog & Sorboom, 1993). 

In addition, the model parsimony substantiated by CMIN/DF was found in the initial 

model to be 10.717 (Table 4.21) which means that the result can not be generalized 

(Brown, 2006; Byrne, 2010; Hair et al., 2010).  Thus, the initial model could not be 

used to conduct structure model and hypothesis until a final model was obtained.  

Table 4.21  

CFA of Measurement Model for Work-Overload Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN

/df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Threshold values  < 3 >0.95 >0.9 >0.9 >0.9 > 0.8 > 0.8 < 0.08 

Initial model (Fit 

before model 

revised) 

5 10.717 .961 .957 .921 .960 .942 .827 .169 

Final model  (Fit 

after model revised) 

4 2.219 .997 .995 .992 .997 .993 .967 .060 

 

After fitting the hypothesized model using MI procedures, the generated model was 

produced. To improve the measurement model fit, the researcher excluded the items 

that had high error and the low factor loading using modification indices (MI) to 

achieve Goodness-of-Fit (GOF). One item is then deleted in order to get a good model 
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fit. WOL3 was deleted. The results in table 4.21 (above) showed that GOFI, such as 

AGFI = .967, GFI = .993, NFI = .995, CFI = .997, TLI = .992  and IFI= .997 fit the 

data well since the values that are in closer proximity to 1 show a better fit (Teicher et 

al, 2012). Moreover, the parsimonious index (RMSEA) considered as the better 

measurement for the model fit as the results showed that RMSEA = .060, which was 

less than recommended value of .08 (Jorekog & Sorboom, 1993) and a CMIN/df value 

less than three (3), indicated a sufficient fit. The results of the final model are shown in 

Appendix L. Base on the final model, the structure model and hypothesis with were 

tested.  

4.7.2.6 Confirmatory Factor Analysis (CFA) of Measurement Model of Work- 

Family Conflict 

The goodness-of-fit results of the initial model in Table 4.22 showed that the value 

for Adjusted goodness-of-fit statistic (AGFI) a shows the value more than .80, well 

above the standard of GFI and AGFI need for good fit. Another indicators for 

Goodness of Fit such as Comparative fit index (CFI> .90), Tucker-Lewis Index 

(TIL>.90), Normed-fit index (NFI>.90), Incremental fit index (IFI>.95) were also 

well above the required standards. Moreover, the values Root Mean Square Error of 

Approximation (RMSEA) was considered the better measure for the model fit. The 

results showed that the RMSEA at .231 was more than the recommended value of 

.08 (Jorekog & Sorboom, 1993). Meanwhile, the Goodness-of-fit statistic (GFI = 

.696) was less than the recommended value of .08 (Byrne ,2001;  Hair et al., 2010). 

In addition, the model parsimony substantiated by CMIN/DF was found in the initial 

model to be 19.126 (Table 4.22) which means that the result can not be generalized 

(Brown, 2006; Byrne, 2010; Hair et al., 2010).  Thus, the initial model could not be 

used to conduct structure model and hypothesis until a final model was obtained.                                                                           
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Table 4.22  

CFA of Measurement Model for Work-Family Conflict Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN/

df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Threshold values  < 3 >0.95 >0.9 >0.9 >0.9 > 0.8 > 0.8 < 0.08 

Initial model (Fit 

before model revised) 

5 19.126 .942 .939 .884 .942 .899 .696 .231 

Final model  (Fit after 

model revised) 

4 2.512 .997 .995 .992 .997 .993 .965 .067 

 

After fitting the hypothesized model using MI procedures, the generated model was 

produced. To improve the measurement model fit, the researcher excluded the items 

that had high error and the low factor loading using modification indices (MI) to 

achieve Goodness-of-Fit (GOF). One item is then deleted in order to get a good model 

fit. WFC3 was deleted. The results in table 4.22 (above) showed that GOFI, such as 

AGFI = .965, GFI = .993, NFI = .995, CFI = .997, TLI = .992  and IFI= .997 fit the 

data well since the values that are in closer proximity to 1 show a better fit (Teicher et 

al, 2012). Moreover, the parsimonious index (RMSEA) considered as the better 

measurement for the model fit as the results showed that RMSEA = .067, which was 

less than recommended value of .08 (Jorekog & Sorboom, 1993) and a CMIN/df value 

less than three (3), indicated a sufficient fit. The results of the final model are shown in 

Appendix L. Base on the final model, the structure model and hypothesis with were 

tested.  

4.7.2.7 Confirmatory Factor Analysis (CFA) of Measurement Model of Job 

Satisfaction 

The goodness-of-fit results of the initial model in Table 4.23 showed that the value 

for the Goodness-of-fit statistic (GFI) and Adjusted goodness-of-fit statistic (AGFI) 

also shows the value more than .80, well above the standard of GFI and AGFI need 

for good fit. Another indicators for Goodness of Fit such as Comparative fit index 
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(CFI> .90), Tucker-Lewis Index (TIL>.90), Normed-fit index (NFI>.90), 

Incremental fit index (IFI>.95) were also well above the required standards. 

Moreover, the values Root Mean Square Error of Approximation (RMSEA) was 

considered the better measure for the model fit. The results showed that the RMSEA 

at .126 was more than the recommended value of .08 (Jorekog & Sorboom, 1993). In 

addition, the model parsimony substantiated by CMIN/DF was found in the initial 

model to be 6.414 (Table 4.23) which means that the result can not be generalized 

(Brown, 2006; Byrne, 2010; Hair et al., 2010).  Thus, the initial model could not be 

used to conduct structure model and hypothesis until a final model was obtained.  

Table 4.23  

CFA of Measurement Model for Job Satisfaction Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN

/df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Threshold values  < 3 >0.95 >0.9 >0.9 >0.9 > 0.8 > 0.8 < 0.08 

Initial model (Fit 

before model revised) 

7 6.414 .966 .960 .943 .966 .941 .863 .126 

Final model  (Fit after 

model revised) 

6 2.721 .987 .980 .979 .987 .977 .947 .071 

 

 

After fitting the hypothesized model using MI procedures, the generated model was 

produced. To improve the measurement model fit, the researcher excluded the items 

that had high error and the low factor loading using modification indices (MI) to 

achieve Goodness-of-Fit (GOF). Two items are then deleted in order to get a good 

model fit. JS1 was deleted. The final model which fit after model revised results in 

table 4.23 (above) showed that GOFI, such as CMIN/df value less than 3.0, indicated a 

sufficient fit. Moreover, GFI = .977, AGFI = .947, CFI = .987, and TLI = .979, NFI = 

.980 and IFI = .987 fit the data well since the values that are in closer proximity to 1 

show a better fit (Teicher, Anderson, & Polcari, 2012).   
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In addition, the parsimonious index (RMSEA) considered as the better measurement 

for the model fit as the results showed that RMSEA = .071, which was less than 

recommended value of .08 (Jorekog & Sorboom, 1993). The results of the final model 

are shown in Appendix L. Base on the final model, the structure model and hypothesis 

with were tested.  

4.7.2.8 Confirmatory Factor Analysis (CFA) of Measurement Model of 

Turnover Intention 

Table 4.24 exhibits that exogenous latent of procedural justice constructs subjected 

to the CFA measurement model show a reasonable good fit as indicate by Root Mean 

Square Error of Approximation (RMSEA), indicating values of less than .080, 

Goodness-of-fit statistic (GFI) and Adjusted goodness-of-fit statistic (AGFI) also 

shows the value more than .80, well above the standard of GFI and AGFI need for 

good fit. Another indicators for Goodness of Fit such as Comparative fit index (CFI> 

.90), Tucker-Lewis Index (TIL>.90), Normed-fit index (NFI>.90), Incremental fit 

index (IFI>.95) were also well above the required standards. Model parsimony 

substantiated by CMIN/DF demonstrated well below the value three (3) (Brown, 

2006; Byrne, 2010; Hair et al., 2010). Therefore, the initial model was conducted 

structure model and hypothesis with the retained five items in the model to test the 

hypotheses. A summary of CFA for initial and final individual constructs are 

presented in Table 4.25 Table 4.26, respectively.  More details of all confirmatory 

factor nalysis is shown in Appendix L. 

Table 4.24  

CFA of Measurement Model for Turnover Intention Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN

/df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Threshold values  < 3 >0.95 >0.9 >0.9 >0.9 > 0.8 > 0.8 < 0.08 

Initial model (Fit before 

model revised) 

4 2.786 .996 .993 .987 .996 .992 .959 .072 
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Table 4.25  

A Summary of CFA for Measurement Model Initial Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN/

df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Distributive Justice 5 2.822 .995 .992 .989 .994 .984 .952 .073 

Procedural Justice 4 2.383 .998 .996 .993 .998 .993 .965 .064 

Role Ambiguity 6 9.242 .956 .951 .926 .956 .924 .824 .155 

Role Conflict  8 7.177 .953 .946 .935 .953 .907 .832 .135 

Work Overload 5 10.717 .961 .957 .921 .960 .942 .827 .169 

Work family Conflict 5 19.126 .942 .939 .884 .942 .899 .696 .231 

Job satisfaction 7 6.414 .966 .960 .943 .966 .941 .863 .126 

Turnover Intention 4 2.786 .996 .993 .987 .996 .992 .959 .072 

 

 
Table 4.26  

A Summary  of CFA for Measurement  Model Final Fit Result 

Goodness of Fit 

Statistics 

CFA 

items 

CMIN/

df 
IFI NFI TLI CFI GFI AGFI RMSEA 

Distributive Justice 5 2.822 .995 .992 .989 .994 .984 .952 .073 

Procedural Justice 4 2.383 .998 .996 .993 .998 .993 .965 .064 

Role Ambiguity 4 1.998 .998 .996 .993 .998 .994 .972 .054 

Role Conflict  6 2.068 .995 .990 .991 .995 .982 .957 .056 

Work Overload 4 2.219 .997 .995 .992 .997 .993 .967 .060 

Work family Conflict 4 2.512 .997 .995 .992 .997 .993 .965 .067 

Job satisfaction 6 2.721 .987 .980 .979 .987 .977 .947 .071 

Turnover Intention 4 2.786 .996 .993 .987 .996 .992 .959 .072 

 

4.7.3 Confirmatory Factor Analysis (CFA) of Structure Model 

Assessment of structure model follows after the confirmation of the measurement 

model. The criteria for the structural model assessment includes the criteria 

employed for the measurement model as the overall model Root Mean Square Error 

of Approximation (RMSEA), Goodness-of-fit statistic (GFI), Adjusted goodness-of-

fit statistic (AGFI), Normed-fit index (NFI), Tucker-Lewis Index (TIL) or Non-

Norm Fit Index (NNFI), Comparative fit index (CFI), Incremental fit index (IFI), 

Relative chi-square (CMIN/DF or χ2/df). Relative RMSEA less than .08 and NFI  

greater than .90 were taken as acceptable threshold levels (Jorekog & Sorboom, 

1993). Meanwhile, GFI greater than .80 was taken as acceptable threshold levels 

(Byrne, 2001) and AGFI greater than .80 was taken as acceptable threshold levels 

(Byrne, 2001;  Hair et al., 2010). Additional, TIL or NNFI  greater than .90  and   
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CFI greater than .90  were taken as acceptable threshold levels (Hair et al., 2010). 

Furthermore, IFI  greater than .95 was taken as acceptable threshold (Hooper et al. , 

2008;  Hu & Bentler, 1999), and CMIN/DF or χ2/df less than .30 was taken as 

acceptable threshold levels (Brown, 2006; Byrne, 2010; Hair et al., 2010). Therefore, 

present study assessments of structure model are exogenous structure model and 

endogenous model, as discus next section. 

4.7.3.1 Confirmatory Factor Analysis (CFA) of Exogenous Structure Model 

This study examined the set of exogenous variables which are: distributive justice, 

procedural justice, role ambiguity, role conflict, work overload and work family 

conflict. Table 4.27 shows the resulting statistical estimates of the exogenous model. 

The CFA measurement model show a reasonable good fit as indicate by the 

parsimonious index (RMSEA) considered as the better measurement for the model fit 

as the results showed that RMSEA = .052, which was less than recommended value of 

.08 (Jorekog & Sorboom, 1993) and CMIN/df value less than 3.0, indicated a 

sufficient fit.  Moreover, GFI = .884, AGFI = .858 , CFI = .964, TLI = .960, NFI = 

.929 and IFI = .965 fit the data well since the values that are in closer proximity to 1 

show a better fit  (Teicher et al, 2012).  The results of the CFA for exogenous model 

can be found in Appendix M. 

Table 4.27  

CFA of Exogenous Structural Fit Results (N= 342) 

Goodness of Fit Statistics Fit indices Threshold values 

Absolute Fit Level   

RMSEA .052 < 0.08 

GFI .884 > 0.8 

AGFI .858 > 0.8 

Incremental Fit Level   

CFI .964 >0.9 

TLI  .960 > 0.9 
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Table 4.27 (Continued) 

NFI .929 >0.9 

IFI .965 >0.95 

Parsimonious Fit Level   

CMIN/df 1.909 < 3 

 

4.7.3.2 Confirmatory Factor Analysis (CFA) of Endogenous Structure Model 

This study examined the set of endogenous variables which are: job satisfaction and 

turnover intention. Table 4.28 shows the resulting statistical estimates of the 

endogenous model. The CFA measurement model show a reasonable good fit as 

indicate by the parsimonious index (RMSEA) considered as the better measurement 

for the model fit as the results showed that RMSEA = .043, which was less than 

recommended value of .08 (Jorekog & Sorboom, 1993) and CMIN/df value less than 

3.0, indicated a sufficient fit.  Moreover, GFI = .969, AGFI = .950, CFI = .991, TLI = 

.987, NFI = .976 and IFI = .991 fit the data well since the values that are in closer 

proximity to 1 show a better fit (Teicher et al, 2012). The results of the CFA for 

endogenous model can be found in Appendix M. A summary of CFA for exogenous 

and endogenous models are presented in Table 4.29 and a summary of CFA for 

individual constructs are presented in Table 4.30. 

Table 4.28  

CFA of Endogenous Structural Fit Results (N= 342) 

Goodness of Fit Statistics Fit indices Threshold values 

Absolute Fit Level   

RMSEA .043 < 0.08 

GFI .969 > 0.8 

AGFI .950 > 0.8 

Incremental Fit Level   

CFI .991 >0.9 

TLI  .987 > 0.9 

NFI .976 >0.9 

IFI .991 >0.95 

Parsimonious Fit Level   

CMIN/df 1.631 < 3 
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Table 4.29  

Goodness -of-Fit Exogenous and Endogenous Model (N= 342) 

Goodness of Fit Statistics Fit indices 

 Exogenous 

Model 
Endogenous 

Model 

Threshold 

 values 

Absolute Fit Level    

RMSEA .052 .043 < 0.08 

GFI .884 .969 > 0.8 

AGFI .858 .950 > 0.8 

Incremental Fit Level    

CFI .964 .991 >0.9 

TLI  .960 .987 > 0.9 

NFI .929 .976 >0.9 

IFI .965 .991 >0.95 

Parsimonious Fit Level    

CMIN/df 1.909 1.631 < 3 

 

 
Table 4.30  

CFA of Goodness-of-Fit Model (N= 342) 

Goodness 

of Fit 

Statistics 

DJ PJ RAM RCF WOL WFC JS TI 

Exogen 

ous  
Endogen 

ous 

Items 5 4 4 6 4 4 6 4 27 10 

RMSEA .073 .064 .052 .056 .060 .067 .071 .072 .052 .043 

GFI .984 .993 .994 .982 .993 .993 .977 .992 .884 .969 

AGFI .952 .965 .972 .957 .967 .965 .947 .959 .858 .950 

CFI .994 .998 .998 .995 .997 .997 .987 .996 .964 .991 

TLI  .989 .993 .993 .991 .992 .992 .979 .987 .960 .987 

NFI .992 .996 .996 .990 .995 .995 .980 .993 .929 .976 

IFI .995 .998 .998 .995 .997 .997 .987 .996 .965 .991 

CMIN/df 2.822 2.383 1.998 2.068 2.219 2.512 2.721 2.786 1.909 1.631 

 

 

4.8 Hypothesized Model 

The goodness-of-fit results of the hypothesized model in Table 4.31 showed that the 

parsimonious fit index (RMSEA) was considered the better measure for the model 

fit. The results showed that the value of RMSEA at .044 was less than the 

recommended value of .08 (Jorekog & Sorboom, 1993). Another indicator for 

Goodness of Fit such as Tucker-Lewis Index (TIL) and Comparative fit index (CFI) 

were also considered as the better measure for the model fit. The results showed that 

the value of TLI = .925 and CFI = .930 which were greater than recommended value 
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of .09 (Hair et al., 2010). Meanwhile, model parsimony substantiated by CMIN/DF 

demonstrated well below the value three (3) (Brown, 2006; Byrne, 2010; Hair et al., 

2010). 

However, the Adjusted goodness-of-fit statistic value (AGFI = .771) and Goodness-

of-fit statistic (GFI = .796) shows the value less than .80, indicated an insufficient fit 

(Byrne, 2001). Meanwhile, Normed-fit index (NFI =.873), also indicated an 

insufficient fit (Jorekog & Sorboom, 1993). Moreover, Incremental fit index (IFI 

=.930) did not fit well (Hooper et al., 2008; Hu & Bentler, 1999). The results of the 

CFA for Hypothesize model can be found in Figure 4.1 and Appendix N. Thus, the 

hypothesized model could not be used to test the hypotheses until a generated model 

was obtained. 

Table 4.31  

CFA of Hypothesize Structural Fit Results (N= 342) 

Goodness of Fit Statistics Fit indices Threshold values 

Absolute Fit Level   

RMSEA .056 < 0.08 

GFI .796 > 0.8 

AGFI .771 > 0.8 

Incremental Fit Level   

CFI .930 >0.9 

TLI  .925 > 0.9 

NFI .873 >0.9 

IFI .930 >0.9 

Parsimonious Fit Level   

CMIN/df 2.062 < 3 
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Figure 4.1  

Hypothesized Model 

 

4.9 Generated Model 

After fitting the hypothesized model using MI procedures, the generated model was 

produced (Figure 4.2). To improve the structural model fit, the researcher excluded 

the items that had high error and the low factor loading using modification indices 

(MI) to achieve Goodness-of-Fit (GOF). The results in table 4.32 showed that GOFI 

a reasonable good fit as indicate by the parsimonious index (RMSEA) considered as 

the better measurement for the model fit as the results showed that RMSEA = .044, 
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which was less than recommended value of .08 (Jorekog & Sorboom, 1993) and 

CMIN/df value less than 3.0, indicated a sufficient fit.  Furthermore, Normed-fit 

index (NFI = .909) indicated a sufficient fit (Jorekog & Sorboom, 1993), Incremental 

fit index (IFI =.962) was greater than the recommended value of .095 (Hooper et al., 

2008; Hu & Bentler, 1999).  

Meanwhile, for Goodness of Fit such as Tucker-Lewis Index (TIL) and Comparative 

fit index (CFI) were also considered as the better measure for the model fit. The 

results showed that the value of TLI = .958 and   CFI = .962 which were greater than 

recommended value of .09 (Hair et al., 2010). Another indicator for Goodness of Fit 

such as the Adjusted goodness-of-fit statistic value (AGFI = .840) and Goodness-of-

fit statistic (GFI = .862) shows the value greater than .80, indicated a sufficient fit 

(Byrne, 2001). Therefore, the results of the generated model can be found in Figure 

4.4 and Appendix N. Based on the generated model, the hypotheses were then tested. 

 Table 4.32  

CFA of Generated Structural Fit Results (N= 342) 

Goodness of Fit Statistics Fit indices  Threshold values 

Absolute Fit Level   

RMSEA .044 < 0.08 

GFI .862 > 0.8 

AGFI .840 > 0.8 

Incremental Fit Level   

CFI .962 >0.9 

TLI  .958 > 0.9 

NFI .909 >0.9 

IFI .962 >0.9 

Parsimonious Fit Level  < 3 

CMIN/df 1.656 < 0.08 
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Figure 4.2  

Generated Model 

 

4.9.1 Direct Hypothesis Results 

The hypothesized model in this study has 7 direct hypotheses; (1) distributive justice 

to job satisfaction, (2) procedural justice to job satisfaction, (3) role ambiguity to job 

satisfaction, (4) role conflict to job satisfaction, (5) work overload to job satisfaction, 

(6) work family conflict to job satisfaction, (7) job satisfaction to turnover intention 

The finding from the empirical study, as shown in this section, offered interesting 

results for discussion, which extended the earlier research in the area of turnover 
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intention. Out of seven hypotheses that are related to the direct path between the 

variables of this study, all seven were supported (see Table 4.33).  

Table 4.33  

Direct Hypothesis Testing Results of Generated Model 

H Exogenous  Endogenous Std. 

estimate 

SE C.R p Status Evidence 

H1a DJ  JS .443 .047 9.431 *** Sig Yes 

H1a PJ  JS .138 .040 3.472 *** Sig Yes 

H2a RAM  JS -.130 .051 -2.565 .010 Sig Yes 

H2b RCF  JS -.112 .044 -2.575 .010 Sig Yes 

H2c WOL  JS -.150 .069 -2.160 .031 Sig Yes 

H2d WFC  JS -.123 .044 -2.806 .005 Sig Yes 

H3 JS  IT -.862 .065 -13.263 *** Sig Yes 
Note: DJ= distributive justice; PJ= procedural justice; RAM=role ambiguity 

RCF= role conflict; WOL= work family conflict; JS=job satisfaction 

 

The results showed that distributive justice had a significant and positive influences 

on job satisfaction (β= .443, C.R = 9.431 and p= ***). This means that H1a was 

supported. Procedural justice also had a significant and positive effect on job 

satisfaction (β= .138, C.R = 3.472 and p= .001). H1b was supported. However, Role 

ambiguity had a significant negative effect on job satisfaction (β= -.130, C.R = -

2.565 and .010). H2a was supported. As expected, role conflict had a negative and 

significant effect on job satisfaction (β= -.122, C.R = -2.575, p= .010), which means 

that H2b was supported. The results showed that work overload had a negative and 

significant effect on job satisfaction (β= -.150, C.R = -2.160 and p = .031), 

supporting H2c. Work family conflict also had a negative and significant effect on 

job satisfaction (β= -.123, C.R = -2.806, p= 005), indicating that H2d was supported.  

Results related to job satisfaction indicated that job satisfaction had a negative and 

significant effect on job satisfaction (β= -.862, C.R = -13.263 and   p = ***), 

suggesting that H3 was supported. 
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4.9.2 Mediating Effect of Job Satisfaction 

The study found that job satisfaction played an important role as a full mediator of 

some of the relationship between predictor variable and turnover intention. It was 

also found as a partial mediator for other relationships, while it did not mediate the 

rest of the predictors. More details for each relationship are discussed below.  

4.9.2.1 Mediating Effect of Job satisfaction on The Relationship between 

Distributive Justice and Turnover Intention 

To test mediation, this study reports the standardized indirect effects and confidence 

intervals from bootstrapping (Preacher & Hayes, 2008) with 1000 bootstrap samples. 

Bias-corrected confidence intervals are reported at the level of 95%. The 

bootstrapping approach yielded estimates of direct and indirect effects in the model. 

The procedure for testing mediation indicated insignificant direct effect from 

distributive justice to turnover intention (.724, 95% CI) and a significant indirect 

effect (.002) as shown in table 4.34 and the figure 4.3 below. Thus, full mediation is 

supported (H4a). 

Table 4.34  

Indirect Path Relationship between Distributive Justice and Turnover Intention 

       Bootstrapping                   BC 95% CI      

Estimate 

Std. 

Error 

Lower 

Bound 

Upper 

Bound 

Two-

Tale sig 

Direct 

Effect 

Indirect 

Effect 

 

-.431 .47 -.522 

 

-.342 .002 .724 .002 
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Figure 4.3  

Mediating Effect of Job Satisfactions on The Relationship between Distributive Justice and 

Turnover Intention 

4.9.2.2 Mediating Effect of Job satisfaction on The Relationship between 

Procedural Justice and Turnover Intention 

To test mediation, this study reports the standardized indirect effects and confidence 

intervals from bootstrapping (Preacher & Hayes, 2008) with 1000 bootstrap samples. 

Bias-corrected confidence intervals are reported at the level of 95%. The 

bootstrapping approach yielded estimates of direct and indirect effects in the model. 

The procedure for testing mediation indicated insignificant direct effect from 

procedural justice to turnover intention (.940, 95% CI) and a significant indirect 

effect (.002) as shown in table 4.35 and the figure 4.4 below. Thus, full mediation is 

supported (H4b).  

Table 4.35  

Indirect Path Relationship between Procedural justice and Turnover Intention 

       Bootstrapping                   BC 95% CI      

Estimate 

Std. 

Error 

Lower 

Bound 

Upper 

Bound 

Two-

Tale sig 

Direct 

Effect 

Indirect 

Effect 

 

-.195 

 

.044 

 

-.281 

 

-.108 

 

.002 

 

.940 

 

.002 
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Figure 4.4  

Mediating Effect of Job satisfactions on The Relationship between Procedural Justice and 

Turnover Intention 

 

4.9.2.3 Mediating Effect of Job Satisfaction on The Relationship between Role 

Ambiguity and Turnover Intention 

To test mediation, this study reports the standardized indirect effects and confidence 

intervals from bootstrapping (Preacher & Hayes, 2008) with 1000 bootstrap samples. 

Bias-corrected confidence intervals are reported at the level of 95%. The 

bootstrapping approach yielded estimates of direct and indirect effects in the model. 

The procedure for testing mediation indicated significant direct effect from role 

ambiguity to turnover intention (.036, 95% CI) and a significant indirect effect (.007) 

as shown in table 4.36 and the figure 4.5 below. Thus, partial mediation is supported 

(H5a).  

Table 4.36  

Indirect Path Relationship between Role Ambiguity and Turnover Intention 

       Bootstrapping BC 95% CI      

Estimate 

Std. 

Error 

Lower  

Bound 

Upper 

Bound 

Two-

Tale sig 

Direct 

Effect 

Indirect 

Effect 

 

.144 0.50 .241 

 

.007 .010 .036 .007 
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Figure 4.5  

Mediating Effect of Job Satisfaction on The Relationship between Role Ambiguity and 

Turnover Intention 

 

4.9.2.4 Mediating Effect of Job Satisfaction on the Relationship between Role 

conflict and Turnover Intention 

To test mediation, this study reports the standardized indirect effects and confidence 

intervals from bootstrapping (Preacher & Hayes, 2008) with 1000 bootstrap samples. 

Bias-corrected confidence intervals are reported at the level of 95%. The 

bootstrapping approach yielded estimates of direct and indirect effects in the model. 

The procedure for testing mediation indicated an insignificant direct effect from role 

conflict to turnover intention (.505, 95% CI) and a significant indirect effect (.002) as 

shown in table 4.37 and the figure 4.6 below. Thus, full mediation is supported 

(H5b).     

Table 4.37  

Indirect Path Relationship between Role Conflict and Turnover Intention 

       Bootstrapping                   BC 95% CI      

Estimate 

Std. 

Error 

Lower 

Bound 

Upper 

Bound 

Two-

Tale sig 

Direct 

Effect 

Indirect 

Effect 

 

.170 .045 .088 

 

.265 .002 .505 .002 
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Figure 4.6  

Mediating Effect of Job Satisfaction on The Relationship between Role Conflict and 

Turnover Intention 

 

4.9.2.5 Mediating Effect of Job Satisfaction on the Relationship between Work- 

overload and Turnover Intention 

To test mediation, this study reports the standardized indirect effects and confidence 

intervals from bootstrapping (Preacher & Hayes, 2008) with 1000 bootstrap samples. 

Bias-corrected confidence intervals are reported at the level of 95%. The 

bootstrapping approach yielded estimates of direct and indirect effects in the model. 

The procedure for testing mediation indicated an insignificant direct effect from 

work overload to turnover intention (.969, 95% CI) and a significant indirect effect 

(.017) as shown in table 4.38 and the figure 4.7 below. Thus, full mediation is 

supported (H5c).        

Table 4.38  

Indirect Path Relationship between Work-Overload and Turnover Intention 

       Bootstrapping                   BC 95% CI      

Estimate 

Std. 

Error 

Lower 

Bound 

Upper 

Bound 

Two-

Tale sig 

Direct 

Effect 

Indirect 

Effect 

.116 0.47 .016 

 

.201 .018 .969 .017 
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Figure 4.7  

Mediating Effect of Job Satisfaction on The Relationship between Work- overload and 

Turnover Intention 

 

4.9.2.6 Mediating Effect of Job Satisfaction on the Relationship between Work- 

Family Conflict and Turnover Intention 

To test mediation, this study reports the standardized indirect effects and confidence 

intervals from bootstrapping (Preacher & Hayes, 2008) with 1000 bootstrap samples. 

Bias-corrected confidence intervals are reported at the level of 95%. The 

bootstrapping approach yielded estimates of direct and indirect effects in the model. 

The procedure for testing mediation indicated a significant direct effect from 

distributive justice to turnover intention (.011, 95% CI) and a significant indirect 

effect (.001) as shown in table 4.39 and the figure 4.8 below. Thus, partial mediation 

is supported (H5d).  

Table 4.39  

Indirect Path Relationship between Work-Family Conflict and Turnover intention 

       Bootstrapping                   BC 95% CI      

Estimate 

Std. 

Error 

Lower 

Bound 

Upper 

Bound 

Two-

Tale sig 

Direct 

Effect 

Indirect 

Effect 

 

.174 0.45 .088 .273 .001 .011 .001 
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Figure 4.8  

Mediating Effect of Job Satisfaction on the Relationship between Work- Family Conflict and 

Turnover Intention 
 
Table 4.40  

Summary of Hypotheses Results of Mediating Relationships 

H Exogenous  Mediated  Endogenous Two -Tale 

significance 

Direct 

Effect 

Indirect 

Effect 

Result of 

Mediation 

H4a DJ  JS  TI 

.002 .724 .002 

Full 

mediation 

H4b PJ  JS  TI  

.002 

 

.940 

 

.002 

Full 

mediation 

H5a RAM  JS  TI 

.007 .036 .007 

Partial 

Mediation 

H5b RCF  JS  TI 

.002 .505 .002 

full 

mediation 

H5c WOL  JS  TI 

.018 .969 .017 

Full 

mediation 

H5d WFC  JS  TI 

.001 .011 .001 

Partial 

mediation 

 

 

4.10 Overall Comparison between Structural Models 

Table 4.41 indicates the overall comparison between two structural models 

(hypothesized and generated) derived from the study.  It shows that the hypothesized 

model five significant direct impacts and two insignificant direct impacts. 

Meanwhile, generate model produced seven significant direct impacts. Even though 

there were difference significant direct impacts between the hypothesize model and 

the generated model. However, the results of hypothesize model could not be 

generalized due to non-achievement of achieve Goodness-of-Fit (GOF) such as 
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adjusted goodness-of-fit statistic value (AGFI > .80) and (GFI >.80) (Byrne, 2001), 

as (see in Table 4.39). 

Table 4.41  

Comparison between Hypothesized Model and Generated Model 

H Exogen

ous 

Endogen

ous 

Hypothesized Model Revised Model 

   Std. 

estim

ate 

C.R. P Hypothesis 

Status 

Std. 

estim

ate 

C.R. P Hypothesis 

Status 

H1a DJ JS .415 8.904 *** Asserted .443 9.431 *** Asserted 

H1b PJ JS .128 3.341 *** Asserted .138 3.472 *** Asserted 

H2a RAM JS -.110 -2.389 .017 Asserted -.130 -2.565 .010 Asserted 

H2b RCF JS -.084 -1.809 .070 Asserted -.112 -2.575 .010 Asserted 

H2c WOL JS -.130 -1.961 .050 Asserted -.150 -2.160 .031 Asserted 

H2d WFC JS -.136 -3.304 *** Asserted -.123 -2.806 .005 Asserted 

H3 JS TI -.902 -12.520 *** Asserted -.862 -13.263 *** Asserted 

 

The present study uses goodness of fit indices to compare to two models (the 

hypothesize model and generated model). The goodness-of-fit results of the 

hypothesized model showed that the parsimonious fit index (RMSEA) was 

considered the better measure for the model fit. The results showed that the value of 

RMSEA at .044 was less than the recommended value of .08 (Jorekog & Sorboom, 

1993). Another indicator for Goodness of Fit such as Tucker-Lewis Index (TIL) and 

Comparative fit index (CFI) were also considered as the better measure for the model 

fit. The results showed that the value of TLI = .925 and CFI = .930 which were 

greater than recommended value of .09 (Hair et al., 2010). Meanwhile, model 

parsimony substantiated by CMIN/DF demonstrated well below the value three (3) 

(Brown, 2006; Byrne, 2010; Hair et al., 2010). However, the results could not be 

generalized due to non-achievement of the Adjusted goodness-of-fit statistic value 

(AGFI = .771), Goodness-of-fit statistic (GFI = .796) shows the value less than .80, 

indicated an insufficient fit (Byrne, 2001), Normed-fit index (NFI =.873), indicated 

an insufficient fit (Jorekog & Sorboom, 1993) and Incremental fit index (IFI =.930) 
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also did not fit well (Hooper et al., 2008; Hu & Bentler, 1999). Thus, the 

hypothesized model could not be used to test the hypotheses until a generated model 

was obtained. 

Meanwhile, the results of generated model  showed that GOFI a reasonable good fit 

as indicate by the parsimonious index (RMSEA) considered as the better 

measurement for the model fit as the results showed that RMSEA = .044, which was 

less than recommended value of .08 (Jorekog & Sorboom, 1993) and CMIN/df value 

less than 3.0, indicated a sufficient fit.  Furthermore, Normed-fit index (NFI = .909) 

indicated a sufficient fit (Jorekog & Sorboom, 1993), Incremental fit index (IFI 

=.962) was greater than the recommended value of .095 (Hooper et al., 2008; Hu & 

Bentler, 1999), Tucker-Lewis Index (TIL) and Comparative fit index (CFI) were also 

considered as the better measure for the model fit. The results showed that the value 

of TLI = .958 and   CFI = .962 which were greater than recommended value of .09 

(Hair et al., 2010). 

Another indicator for Goodness of Fit such as the Adjusted goodness-of-fit statistic 

value (AGFI = .840) and Goodness-of-fit statistic (GFI = .862) shows the value 

greater than .80, indicated a sufficient fit (Byrne, 2001). Based on the generated 

model, the hypotheses were then tested.  Moreover, Cho (2008) suggest that should 

to used some parsimony fit indices, including PGFI (Parsimony Goodness-of Fit 

Index), PNFI (Parsimony Normed Fit Index), PCFI (Parsimony Comparative Fit 

Index), and AIC (Akaike information criterion), to compare the two models. 

Thus, this study use some parsimony fit indices to the generated model were reported 

as (PGFI = .754, PNFI = .830, PCFI = .878, and AIC = 1197.147), which were a 

better than those of the hypothesize model which were (PGFI = .708, PNFI = .812, 
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PCFI = .865, and AIC = 2034.948, respectively. The last fit index is considered 

better when it has a lower value. Base on the results from comparing the hypothesize 

model and the generated model, the researcher has concluded that generated models 

are provided better of representing the sample data than the hypothesize model as 

(seen in Table 4.42). 

Table 4.42  

Goodness-of-Fit of Comparison Model between Hypothesized Model and Generated Model 

Goodness of Fit Statistics Hypothesized 

Model 
Generated 

Model 

Threshold 

values 

Absolute Fit Level    

RMSEA .056 .044 < 0.08 

GFI .796 .862 > 0.8 

AGFI .771 .840 > 0.8 

Incremental Fit Level    

CFI .930 .962 >0.9 

TLI  .925 .958 > 0.9 

NFI .873 .909 >0.9 

IFI .930 .962 >0.95 

Parsimonious Fit Level    

CMIN/df 2.062 1.656 < 3 

PGFI .708 .754  

PNFI .812 .830  

PCFI .865 .878  

AIC 2034.948 1197.147  

 

4.11 Summary of research finding 

This chapter has presented the results of the study. In summary, a good response rate 

was achieved (66.18 %). With regards to the test of non-response bias, no 

statistically significant difference between early and late responses was found. As a 

result of that, the issue of non-response bias did not significantly affect the 

generalization of the findings of this study. Confirmatory Factor Analysis (CFA) was 

conducted for each latent variable as an individual variable in order to test the 

construct validity of all interval scaled variables. Reliability was also tested for all 

interval scaled variables to see how free they were from random error. Further, the 
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researcher tested the assumptions of normality, linearity, and homoscedasticity and 

the results showed that the assumptions were generally met. The overall hypotheses 

testing both direct and indirect relationship effects are summarized in the Table 4.43. 

Table 4.43  

Final Hypotheses Summary 

Hypothesis Resulted 

H1a Distributive justice is positively related job satisfaction Supported 

H1b Procedural justice is positively related job satisfaction. Supported 

H2a Role ambiguity is negatively influence job satisfaction. Supported 

H2b Role conflict is negatively influence job satisfaction. Supported 

H2c Work-overload is negatively influence job satisfaction. Supported 

H2d Work-family conflict is negatively influence job 

satisfaction. 

Supported 

H3 Job satisfaction is negatively related turnover intention. Supported 

H4a Job satisfaction is mediate positive relationship between 

distributive justice and turnover intention. 

Supported 

H4b Job satisfaction is mediate positive relationship between 

procedural justice and turnover intention. 

Supported 

H5a Job satisfaction is mediate negative relationship between 

role ambiguity and turnover intention. 

Supported 

H5b Job satisfaction is mediate negative relationship between 

role conflict and turnover intention. 

Supported 

H5c Job satisfaction is mediate negative relationship between 

work-overload and turnover intention.  

Supported 

H5d Job satisfaction is mediate negative relationship between 

work-family conflict and turnover intention. 

Supported 
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CHAPTER FIVE  

DISCUSSION AND CONCLUSION 

5.1 Introduction  

Having identified objectives of this study by critically analysing the data, the 

findings are presented so as to provide an overall result of the study. The final 

chapter of this study is used for this purpose in regards to the relationship among 

each variable used in this study in order to achieve the stated objectives. This study 

findings is organised with the research contribution, academic implications as well as 

research implications for government and business after which problems and 

hindrances will be discussed, following this is limitations of the study and knowledge 

gap for future studies.  The next section will recapitulates on the findings presented 

in the previous chapter. 

5.2 Recapitulation of the Study 

In every organization, the importance of Information Technology (IT) operatives and 

personnel cannot be over emphasized. Virtually every sector and all operations in the 

organization depend on the functionalities of IT and IT professional. In other words, 

employing the functionalities of IT in an organization offer scores of benefits inter 

alia, competitive advantage (LeRouge, et al., 2006). Meanwhile, the rate of turnover 

intention of IT personnel is increasing alarmingly. This is said to be deterring 

organizations a smooth developmental flow and incurring unnecessary expenses 

(McKnight, Philips, & Hardgrave, 2009). For instance, it was estimated that the cost 

of replacing talented IT workers doubled their annual salaries (Young, 2002). 

Curbing the exponential rate of turnover intention among IT workers tend to be more 

challenging because IT professionals possess a strong tendency of changing work 
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than other employees (Korunka, et al., 2008). The fact that IT-based positions are 

often and always needed in organizations, IT professionals do not always find 

difficulties in get new job. Meanwhile, retaining IT professionals by satisfying them 

can also be unbearably demanding for most organizations (McKnight, et al., 2009). 

Therefore, retaining IT professionals and curbing the high rate of turnover intention 

among IT workers continue to be a priority to both researchers and employers in the 

corporate world (Calisir, Gumussoy, & Iskin, 2011).   

Meanwhile, the concept of employee turnover intention has become one of the most 

important topics in organization. Moreover, literature has been replete on issues 

relating and factors that leads to employee turnover in organizations and different 

frameworks and variables have been validated in this regard. Some of the scholars 

came up with a lot of factors that could give impact on turnover intention; however 

there are other factors such as organizational justice (distributive justice and 

procedural justice),  role stressors (role ambiguity, role conflict, work-overload, and 

work-family conclict) and job satisfacton also could give impact towards turnover 

intention. However, study of employee‟s percieved of organizational justice 

(distributive justice and procedural justice) and role stressors (role ambiguity, role 

conflict, work-overload, and work-family conclict) on turnover intention in 

Thailand‟s ICT, industry is very limited.  

Therefore, the purpose of this research is to examine the relationship between 

organizational justice (distributive and procedural justic) and role stressors (role 

ambiguity, role conflict, work-overload and work-family conflict) on turnover 

intentions through mediating role of job satisfaction among IT professionals in ICT 

industry. Thus, study will provide an insight into the underutilization scenario of IT 
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professionals‟ turnover intenting in ICT industry in Thailand. It is widely belief that 

employee‟s perception of organizational justice and role stressors at work place can 

affect their level of attitude toward organization (job satisfaction) and behavioral 

intentions (turnover intention). These variables can create comparative advantage for 

ICT organizations. 

The utilizing the social exchange relationship proposed by Bau (1964), provide 

theoretical insights on how to view the process of behavioral intentions. The theory 

would be utilized to gain more insights on the employee and their decision-making 

process in order to address the effects on employees‟ attitudinal or behavioral 

responses. The analysis was done with a multivariate analytical technique using 

AMOS version 18. Using a multistage sampling technique and a proportional 

stratified random sampling, 57 ICT companies were sampled from four different 

regions in Thailand. The respondents in this study consist of IT professionals that 

receive technical job demands under a supervisor. This includes entry-level 

employees, lower-level managers and middle-level managers. The distribution of the 

sample selection cut across the four arms of the ICT industry of Thailand as 

according to the list obtained from the Thai Ministry of Information and 

Communication Technology (MICT) in 2013 and Software Industry Promotion 

Agency (Public Organization) (SIPA) in 2013.  A total number of 518 questionnaires 

were administered to respondents from 21 different ICT companies who agreed to 

participate for this study in four regions in Thailand.  

This exploratory research study employed quantitative research methodology with 

primary data collection through mail survey. Thus, the questionnaires were 

administered via mailed to either the HR department or representatives of each 
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company and the representative then distribute the Thai questionnaire to their IT 

professionals. The questionnaire was enclosed with a cover Thai later explaining the 

purpose of the study, brief objectives of the study and ensuring the respondents of the 

confidentiality of their responses and Thai respondents felt more comfortable when 

answering in Thai, accompanied. The study received a total number of 364 

questionnaire representing 70.27% of the entire sample size. Twenty two 

questionnaires were unusable leaving the actual sample of 342 (response rate = 66.02 

%). Dixon and Schertzer (2005) opined that 60% responserate is considered 

acceptable for an organizational related study. Comprehensive and detailed 

discussion of the work is showed in the following segment. The next section will 

discuss the findings in correspondence to each research objective. 

5.3 Discussion the Research Findings of the Research Objectives  

Achieving the research objective should help understand and shed light on the state 

of turnover intention in Thailand. Upcoming sections will be discussing the 

significant relationship among predictors and endogenous variables, the intervening 

effect of job satisfaction and how the concept Social Exchange Theory can be used to 

explain turnover intention in Thailand. 

5.3.1 Firth Objective:  To examine the direct effect of organizational justice 

(distributive justice, and procedural justice) on job satisfaction.  

The first objective of this study is aimed at investigating the effect of distributive 

justice and procedural justice as predictors of job satisfaction. Two hypotheses will 

be examined and discussed as follows; H1a and H1b, respectively, 

H1a: Distributive justice is positively effect on job satisfaction 

One of the main objectives of the study was to experimentally give a critical 

assessment of the relationship between distributive justice and job satisfaction. The 
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study showed the relationship between distributive justice and job satisfaction to be 

positively significant which go in line with the first hypothesis (H1a). Furthermore 

the research study recapitulated that distributive justice was the strongest powerful 

distributor of job satisfaction than procedural justice. In the same vein, Pare, 

Tremblay & Lalonde (2001) carried out a study on Canadian IT professionals in 

order to identify variable set of Human Resource likely to increase retention amongst 

IT employees. They cited Lawler‟s (1986) study on high involvement management, 

which invariable means that reinforcement and reward go a long way in influencing 

work related attitudes and behaviour. They emphasised on the fact that for IT 

professionals the recognition they get from superiors for well accomplished jobs is 

important, therefore reward goes beyond money to recognition and 

acknowledgement practices in general (e.g award ceremonies, special vacations and 

tickets to entertainment). According to Pare et al. (2001) IT specialist are particularly 

conscious to distributive justice and competence development. By distributive justice 

they mean fair rewards for efforts equal to the rewards that others making similar 

efforts receive. Hence, IT employees were more likely to be satisfied with their jobs 

if they receive a high level of internal and external equity in regards to issues such as 

performance evaluation, promotions, pay and benefits etc. which means that social 

exchange theory (Blau 1964), which is used to explain why employees are likely to 

satisfy their job which are functional at work have long been seen in terms of their 

connection with their organization as a form of giving back or as a social exchange 

(1964), According to (Settoon et al.1996) social exchange employees exhibit such 

behaviours which favours the party initiating exchange. A relational and enabling 

environment is created if employees feel that they are being treated fairly which on 

the long run brings sustainability and formation of social exchange relationships. 
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Individuals point of view play very important role in forming these exchange 

relationship (Wayne 1997). If employees perceives that the behaviour of their 

superiors or higher level personnel is unfair in allocating rewards and based on 

favouritism, their social exchange theory  perception will be affected which results in 

the reduction of employees interest in job, social exchange theory perceptions play 

very important role in formation of these exchange relationships (Wayne 1997). If 

employees feel that behaviour of their supervisor and organization is unfair, 

allocating reward and based on favouritism, their social exchange perceptions are 

disturbed which results in the reduction of their job satisfaction. In line with Blau, 

(1964), Moorman, (1991) and Organ (1990) Social exchange theory suggests that 

employees are motivated to increase their work interest and outputs when their 

employment relationship is based upon a fair social exchange. This could be one 

possible reason to explain this finding in Thailand context (Fields, Pang, and Chiu, 

2000; Pillai, Scandura, & Williams, 1999; Bakhshi, Kumar & Rani, 2009; Loh, 

Sankar, & Yeong, 1995). Loh et al. (1995) hold that the findings of this research is 

similar and in line with previous studies conducted in non-western countries; 

distributive justice was significantly positive relative to job satisfaction. However, 

Loh et al. (1995) investigated that job satisfaction of IT professionals were carried 

out by them. Data were collected from 140 IT professionals in Singapore. It has 

shown that job has greater influence for fair compensation. Fields, Pang, and Chiu 

(2000) on the other hand investigated the interactive effects of distributive justice on 

job satisfaction of supervision in Hong Kong. These authors found that distributive 

justice had a stronger effect on job satisfaction. In the same vein in Pillai, Scandura, 

and Williams (1999) study they came up with the fact, that distributive justice rather 

than procedural justice predicted job satisfaction. Moreso, in an Indian sample. 
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Bakhshi, Kumar, & Rani (2009) found a significant positive relationship between 

distributive justice and job satisfaction of medical college employees in India. In 

addition, a model as presented by Murtaza, Shad, & Malik (2011) found distributive 

justice to be a key antecedence to job satisfaction among employee in a mega 

organization namely Water and Power Development Authority (WAPDA) of 

Pakistan. 

The finding of this study is consistent with the previous studies conducted in Western 

countries; distributive justice was significant positively related to job satisfaction. 

This is in line with empirical results of studies that have analysed the consequences 

of role ambiguity in different contexts (e.g. McFarlin & Sweeney, 1992; Bakhshi, 

Kumar & Rani, 2009; Alexander & Ruderman, 1987; Cropanzano & Greenberg, 

1997; Murtaza, Shad, & Malik, 2011; Pillai, Scandura, & Williams, 1999; Elamin, 

2010; Pare et al., 2001). McFalin and Sweeney (1992) regressed pay satisfaction, job 

satisfaction, leader evaluation, and organizational commitment on procedural and 

distributive justice in a sample of a Midwestern bank employees. They found that 

distributive justice was the best predictor of job satisfaction, but that procedural 

justice was the best predictor of leader evaluation. Further, Fields et al. (2000) and 

Folger, & Konovsky (1989) asserted that distributive justice is strongly related to 

personal outcomes (e.g., job satisfaction) whereas procedural justice is strongly 

related to systemic or organizationally-relevant outcomes (e.g., organizational 

commitment). However, only one study that distributive justice and work outcome 

has been found in the IT professional sample, Pare et al. (2001) found that 

distributive justice is significantly related to job satisfaction among IT professional in 

Canada. This result gives an indication that IT professional employees are likely to 

be more satisfied with outcomes they see as fair than with outcomes they perceive to 
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be unfair.  At this stage, employee may compare the adequacy of the rewards they 

receive to their expectations, or referent standards. As supported by (Colquitt et al., 

2009; Fatt, Khin, & Heng, 2010). 

Consequently, this study exposure to Western and other countries business and 

employment practices has led to a convergence of work-related values and 

expectations despite substantial cultural differences like differences in collectivism 

vs. individualism, power distance, and confucianism. Due to the differences of 

cultural, institutional and organizational patterns, Thailand organizational justice 

perceptions may be also different from that of western cultures in terms of content, 

context, structure, etc. Western studies on organizational justice have largely based 

on the fair distribution of material resources, and ultimately, the results have shown 

that a fair allocation of resources matters most. The main concern is instrumental ties 

between individuals and their organizations based on fair exchange principle. Thus, 

the relationships of distributive justice and work outcomes of job satisfaction for 

Thai employees would be similar to relationships found in previous studies of 

western and other non-western countries employees. This could be possibly the one 

reason to explain these findings. 

Though numerous studies have found the disparities in the relative importance of 

justice types in predicting job outcomes, some researchers assert that procedural 

justice concerns are pervasive across different societal and cultural settings (Lind & 

Tyler, 1988; Tyler, Boeckmann, Smith, & Huo, 1997; White, Tansky, & Baik, 1995). 

This contradictory evidence suggests the need to repeate and validate these findings 

in other settings particularly in developing countries. In developing economies, 

individuals may be more sensitive towards fairness of outcome distribution as 
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compared to the fairness of the procedures used. In developing economies where per 

capital income is low and unemployment rate is high, the rewards become more 

important. Studies have found that the voluntary turnover rates decrease under high 

unemployment conditions (Banerjee & Gaston, 2004; Gerhart, 1990). Therefore, 

procedural justice in a developing economy like Thailand may not be as important 

and substansive as distributive justice. 

Altogether, this study reaffirms and validate the view that distributive justice 

perceptions have a functional effects on job satisfaction. The findings indicated that 

IT professionals in Thailand‟s ICT industry tend to show positive feelings towards 

distributive justice which in turn is likely to report higher levels of job satisfaction. 

Thus, if IT professional feel they are satisfied in what they receive in fulfilment of 

needs such as treatment impartiality, they are more likely to be satisfied with their 

job. This implies that if IT professionals feel an ounce of injustice in reward 

distribution, or partiality is evident in their organization, their perception of the social 

exchange relationship shared in the firm will be affected and subsequently job 

satisfaction will be influenced. This result indicates that, IT professionals perceive 

strong levels of distributive justice which will bring a high level of job satisfaction. 

In order to bring success to ICT Company in Thailand, ICT managers should take the 

discussion above into consideration where it is expected that the IT professionals in 

Thailand perceive their superior/organization has being fair in the levels of quality 

and just in the distribution of reward and resource allocation which results in increase 

of job satisfaction. 

H1b: Procedural justice is positively effect on job satisfaction. 

According to Cohen-Charash and Spector (2001), it is the perceived fairness of the 

process by which outcomes are arrived at. Individuals often evaluate the fairness of 
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an event by taking into account the allocation process by which an outcome was 

assigned (Cropanzano et al., 2007). Davy, Kinicki and Scheck, (1991) hold the view 

that procedural justice in the workplace has a potential to influence employee 

outcomes such as job satisfaction. To address the role of procedural justice in job 

satisfaction, this study has tried to examine how procedural justice influences 

participation in job satisfaction among IT professional in Thailand. Hypothesis (H1b) 

was supported in the present study as the findings demonstrate that the relationship 

between procedural justice and job satisfaction was positively significant. In a related 

vein, Upadhya and Vasavi (2006) highlighted performance appraisal and a very 

significant aspect for these IS personnel for the reason that it defines their rewards 

such as promotions, salary increase, bonuses, and so on. In examining the problems 

IT personnel are faced with, the perception towards the procedural justice of 

supervisors in association to performance appraisal must be judiciously considered. 

This finding indicate that IT expertises were more likely to be satisfied with job if 

they perceived a high level of procedural equity in regard to use in allocating rewards 

issues such as pay and benefits, performance evaluation, and  promotions, etc. (Riley, 

2006). Therefore, it is the extent to which an employee believes that his/her 

supervisor is fair in the policies and procedures used to determine the reward and 

resource allocation (Leventhal 1980; Lind, & Tyler, 1988; Colquitt & Shaw 2005). 

The supervisor is responsible for following policies and procedures for carrying out 

supervisory responsibilities, e.g., policies and procedures for hiring, promotions, etc. 

There are some supervisory decision making procedures that have special 

implications for IT professionals in job satisfaction. Thus, employees who perceive 

that they are not being treated fairly due to unfair procedures develop low job 

satisfaction (Colquitt et al. 2001). Further, this also implies that social exchange 
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theory according to (Blau, 1964), have long been viewed in terms of employees 

relationship with their organizations as form of reciprocity norms and social 

exchange (Blau 1964) Social exchange employees develop such behaviours which 

oblige or benefit the party initiating exchange (Settoon et al. 1996). If employees feel 

that they are being treated fairly it creates such a relational interactive and enabling 

environment which is necessary for sustainability and formation of social exchange 

relationships. (Wayne 1997) holds the view that perceptions play very important role 

in formation of these exchange relationships. If employees feel that behaviour of 

their supervisor and organization is unfair and procedure used in allocating reward is 

based on favouritism, their social exchange perceptions are disrupted which results in 

the reduction of their job satisfaction. According to Blau, (1964), Moorman (1991) 

and Organ (1990), social exchange theory suggests that employees are motivated to 

increase their work outcomes when their employment relationship is based upon a 

fair social exchange. 

The finding of this study relates with the non-western previous studies that it has not 

yet been found as a study in the IT professional sample (Zeinabadia, and Salehi, 

2011; Jahangir, Akbar, & Begun, 2006; Fields, Pang, and Chiu, 2000). Zeinabadia, 

and Salehi (2011) found that a level of procedural justice is positively related to job 

satisfaction in Iran which supported this finding. In the same line, Jahangir, Akbar, & 

Begun (2006) found the positive significant relationship between procedural justice 

and job satisfaction among employee in commercial back in Bangladesh. Moreso, a 

study by Fields, Pang, and Chiu (2000) investigated the interactive effects of 

procedural justice on job satisfaction of supervision in Hong Kong. These authors 

found that procedural justice had a positive and significant effect on job satisfaction. 
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Further, Pillai, Scandura, and Williams (1999) found that distributive justice 

predicted job satisfaction in an Indian sample. 

Also, the finding of this study is consistent with the Western previous studies that it 

has not yet been found as a study  in the IT professional sample (e.g. Lambert, 

Hogan, & Griffin 2007; McDowall & Fletcher, 2004; Lissak, Mendes, & Lind, 

1983). Lambard, Hogan, and Griffin (2007) conducted a study on correctional staff 

in US and found that procedural justice has a significant and positive influence on 

job satisfaction. For instance, a study by McDowall & Fletcher, (2004) in their study 

done in UK, found that the relationship between procedural justice and job 

satisfaction is significantly positive among employees of the UK arm of an 

international news media agency.  Also, Lissak, Mendes, and Lind (1983) studied the 

relationship between procedural justice and job satisfaction in Canada. They found 

that procedural justice is significantly influenced by job satisfaction. This result 

shows that employees tend to be more satisfied with outcomes they perceive to be 

fair than with those they perceive to be unfair. 

Conclusively, this study reaffirms the view that procedural justice perceptions have 

functional effects on job satisfaction. The findings indicated that IT professionals in 

Thailand‟s ICT industry tend to show positive feelings towards procedural justice 

and are more likely to report higher levels of job satisfaction. Thus, if IT 

professionals feel they are satisfied with what they receive in fulfilment of needs 

such as treatment impartiality, they are more likely to employee job satisfaction. This 

implies that if IT professionals feel as ounce of injustice in reward distribution, or 

partiality from his/her supervisor and organization, it would heavily affect their 

perception of the social exchange relationship shared in the firm and subsequently 
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influence their job satisfaction positively. This result indicates that, if IT professional 

perceive strong levels of procedural justice then they will experience high levels of 

job satisfaction. In order to bring success to ICT Company in Thailand, ICT 

managers should take the matter discussed above into consideration. This 

relationship is expected that the IT professionals in Thailand perceive that their 

supervisor/organization is fair in the levels of quality and just in the procedural of 

reward and resource allocation which results in an increase in job satisfaction. 

Therefore to maintain a good sense of justice in resource allocation to employees, 

supervisor/superior/organization must be partial as this will have a heavy effect on 

employees perception of the social exchange relationship shared in the firm and on 

the long run influence their job satisfaction positively.  

There are some supervisory decision making procedures that have special 

implications for IT professionals satisfy with job. Therefore, managers need to 

ensure that all policies and procedures are based on the principles of procedural 

justice. 

5.3.2 Second Objective:   To examine the direct effect of role stressors (role 

ambiguity, role conflict, work overload and work family conflict) on job 

satisfaction. 

The second objective of this study aims at examining the effect of role ambiguity, 

role conflict, work overload and work family conflict as predictors of job 

satisfaction. Subsequently, four hypotheses (H2a, H2b, H2c and H2d,) are to be 

tested in other to achieve this study second objective and are therefore explained 

blow;  

H2a: Role ambiguity is negatively effect on job satisfaction. 
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Role ambiguity refers to a situation where employees are unaware of what their 

supervisors expect of them in the workplace. This process is thwarted when 

employees receive conflicting messages from superiors-perhaps empowering them in 

some work situations and disempowering them in similar situations at a different 

time (Jolke & Duhan, 2000). This study has tried to examine how role ambiguity 

influences participation in job satisfaction among IT professional in Thailand. It was 

found that the relationship between role ambiguity and job satisfaction was negative 

and significant which provides supports of the hypothesis (H2a). Thus, IT 

professional‟s job satisfaction increases when they understand more clearly what is 

expected of them in their jobs (Wright & Davis, 2003; Daley, 1986). This finding 

indicates that there is an underlying logic that ambiguity in the job will lead to the 

perception of satisfaction with job by employees. A major challenge for any ICT 

company is to enhance internal service quality and keeping their IT professional 

members satisfied. It could have a complicating and negative effect on relationship 

between employee and their supervisors, the norms of reciprocity compels the return 

of unfavourable treatment often in the form of favourable attitudes such as more 

negative feelings about the job outcome such job satisfaction (Muliawan, Green, & 

Robb, 2009;  Rutner et al. 2008;  Ozer & Gunluk, 2010). 

This implies that social exchange theory (Blau, 1964), which is used to help 

understand why employees who are functional at work are likely to be satisfied by 

their job have long been viewed in terms of their relationship with their 

supervisor/organizations as a form of reciprocity, norms and social exchange (Blau 

1964). Clear directions on employee responsibilities, ample information on job 

requirements, and clearly defined goals and responsibilities are important 

determinant of a sustainable environment and engagement of social exchange 
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relationships. Although, different things determines the engagement and formation 

social exchange relationships by each employee (Wayne 1997). If employees feel 

that behavior of their supervisor is vague and unclear as to be expected of them, their 

social exchange perceptions are disturbed which results in the reduction of their job 

satisfaction. Social exchange theory suggests that employees are motivated to 

increase their work outcomes when their employment relationship is based upon a 

role ambiguity social exchange (Blau, 1964; Cooper & Cartwright, 1994). This 

finding is consistent with the previous studies conducted in non-Western countries 

(Sug-Ing, 2008; Lee, 2000); this is in line with empirical results of studies that have 

analyzed the consequences of role ambiguity in IT expertise research contexts. Sug-

Ing, (2008) found that when IT professional perceive higher role ambiguity, they 

experience lower job satisfaction in South Korea. In the same line, Lee (2000) 

asserted role ambiguity has a significant negative relationship on IT turnover among 

IT professional in Singapore. Furthermore, Calisir, Gumussoy, & Iskin, (2011) 

asserted role ambiguity has a strong negative and significant relationship on job 

satisfaction among IT professional in Turkey. 

In addition, the finding of the present study is related to previous studies as 

conducted in Western countries (Muliawan, Green, & Robb, 2009; Joseph et al., 

2007; Reid et al., 2009; Baroudi, 1985; Guimaraes & Igbaria, 1992). Reid et al. 

(2009) found that role ambiguity is an important factor that account for most of the 

variance in the affective job satisfaction of IT employees. Baroudi (1985), collected a 

sample of IS staffs from 9 companies from the United States. He identified role 

ambiguity has a negative and significant relationship on job satisfaction among IT 

professional. Guimaraes and Igbaria (1992) examined role ambiguity on job 

satisfaction amidst information system (IS) and information center (IC) employees in 
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Ohio. From their analysis, the study findings revealed that role ambiguity has a 

significantly negative effect on job satisfaction. Generally speaking, IT expertises 

experience role ambiguity not only when they do complex task, but also when they 

do not know or are unclear of what their supervisors expect from them and 

consequences of their job behaviour (chultz & Shultz, 2006). 

Understanding role stressors such as role ambiguity has received considerable 

attention in the western as well as non-western literature (Moncrief et al., 1997). 

Consequently, this study exposure to Western and other countries business and 

employment practices has led to a convergence of work-related values and 

expectations despite substantial cultural differences (i.e., differences in collectivism 

vs. individualism, power distance, and Confucianism). Due to this important reason, 

IT expertise usually work under intense stress environment, such role ambiguity 

influences the stress of IT expertise especially when these personnel are unsure of 

what is required of them in their job from their supervisor/organization, 

subsequequenly reduction level of job satisfaction (Zhao & Rashid, 2010; McKnight 

et al., 2009; Messersmith, 2007). Thus, the relationships of role ambiguity and work 

outcomes of job satisfaction for Thai employees would be similar to relationships 

found in previous studies of non-wester and other countries employees. 

In conclusion, role ambiguity is one of the stressors important factors for negative 

feeling which often results in dissatisfaction among the IT professionals. The clarity 

of job responsibilities and job objectives should be defined prior to the beginning of 

the job by the managers or supervisor. The definition of job responsibilities and job 

objectives may also be important for the high job satisfaction of the IT professionals. 
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Thus, managers of human resource should give the highest priority to tackle role 

ambiguity in stress management. 

H2b: Role conflict is negatively effect on job satisfaction. 

The concept of role conflict is demonstrated by O‟Brien et al., (2009) and Anton, 

(2009) as an unsuitable or incompatible request of obligations in an organization, 

evidently it troubles the employee and sometimes forces them to divert from their 

professional ways. Bostrom (1981) rule that role conflict is a common challenge 

faced by IT professionals as their field tends to be flexible and sometime posses an 

indefinable boundary whereby the designer and users of  IT product are hardly 

separated technical layman in the organization. As a result, this study has tried to 

examine how role conflict influences participation in job satisfaction among IT 

professional in Thailand. This study found the relationship between role conflict and 

job satisfaction to have negative significant, which gave support of hypothesis (H2b). 

As the finding indicates, role conflict a significant role on IT professionals in 

Thailand‟s ICT industry. Generally speaking, a decrease of role conflict will increase 

the possibility of job satisfaction on IT professional in Thailand. This implies that 

social exchange theory (Blau, 1964), which is used to help understand why 

employees who are satisfied with their job are functional at work, this have long been 

viewed in terms of their relationship with their supervisor/organization as part of 

reciprocity norms and social exchange (Blau, 1964). However, if there are no proper 

correlations between supervisors‟s expectations and demands and that of the 

workgroups their social exchange perceptions are disturbed which results in the 

reduction of their job satisfaction. Social exchange theory suggests that employees 

are motivated to increase their work outcomes when their employment relationship is 

based upon a role conflict social exchange (Blau, 1964; Cooper & Cartwright, 1994). 
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There could be only one possible reason to explain this finding that the quality of the 

exchange relationship shared in the firm influences the job satisfaction of the 

employee (Bodla & Danish, 2013). This job satisfaction exposes an employees‟ 

attitude towards his job. According to Organ (1988) a positive attitude to an 

employees‟ job begins to make the employee to feel obliged within them. This 

obligatory feeling the employee has, begins to make the employee willing to 

reciprocate to the firm based on their exchange which subsequently increases the 

employees‟ job satisfaction (Bodla& Danish, 2013). Going by reciprocity norm, 

employees that are being treated with hostility or that receive misguiding instruction 

by their supervisors would respond with negative and unsupportive attitudes which 

lead to job dissatisfaction (Villanueva & Djurkovic, 2009; Blau, 1964, Riley, 2006). 

Several previous studies provide supports to this study finding in line with empirical 

results of studies that have analysed the consequences of role conflict in IT expertise 

research contexts. Lee (2000) examined the effects of role conflict as antecedent to 

job satisfaction among information system (IS) in Singapore. He found that role 

conflict has a significantly negative relationship with job satisfaction. Furture, 

Igbaria and Greenhaus (1992) however investigated the effect of role conflict; 

alongside job satisfaction among employees of ACM (Associated Computing 

Machinery) the sample was collected from South New Jersey, Delaware and 

Pennsylvania. They also found that role conflict has a significantly negative 

relationship with job satisfaction. In the same vein, King et al. (2005) indicated that 

role conflict explains job satisfaction negatively among IT employees. Moreover, 

Harris et al. (2006) found that role conflict affect negatively job satisfaction among 

retail banking. While, Podsakoff et al. (2000) suggest improper instructions (role 

conflict) occur when an employee perceives incompatibility between expectations 
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and demands from various workgroups (Rizzo et al., 1970), which is the term that 

explains the confusing scenario of an individual in terms of what is their supervisor 

expected from him/her in a single or multiple roles. 

In summary, role conflict is an unsuitable or incompatible request of obligations in 

an organization, evidently it troubles the IT professional and sometimes forces them 

to divert from their professional ways due to the confusing scenario of an individual 

in terms of what is professionally expected from him/her in a single or multiple roles 

which may have an impact on employee job satisfaction.  Thus, managers of human 

resource should give the highest priority to tackle role conflict in stress management. 

H2c: Work-overload is negatively effect on job satisfaction. 

According to (Allen et al., 2008). Work-overload, which is one of the stressors, is the 

result of heavy workloads and tight deadlines of the IT employees‟ work Thus, this 

study aims to explore the effects of work-overload on job satisfaction among IT 

professionals in Thailand. This study found the relationship between work-overload 

and job satisfaction to be of negative significant, which gave support of hypothesis 

(H2c). This may because Thai IT professionals perceived work-overload as a 

contributing factor to employee strain, tension, job dissatisfaction. Due to the norm 

of reciprocity which compels the return of unfavourable treatment often in the form 

of encouraging attitudes such as more negative feelings about the job outcome such 

job satisfaction (Villanueva & Djurkovic, 2009; Blau, 1964).  Generally speaking, 

high workloads have been shown to lead to negative outcomes of low job satisfaction 

among IT professional (Fox, Dwyer, & Ganster, 1993). 

This result is consistent with several studies found that work overload affect job 

satisfaction negatively (Ali1 & Farooqi, 2014; Bozkurt, Aytac, Bondy, & Emirgil, 
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2012; Bacharach et al., 1991; Pearson 2008; Pradana & Salehudin, 2013), for 

example, Bacharach et al., (1991) assertively present the analysis on the effect of 

work-overload on engineers, and purported that, work-overload decrease the level of 

job satisfaction. While, Bozkurt, et al. (2012) found work-overload is significantly 

negative on job satisfaction among employee of Turkey University. For instance, Ali 

& Farooqi (2014) examined the effect of work-overload on job satisfaction among 

non- teaching staff and teaching faculty of Gujranwala Pakistan University. They 

found that work-overload is significantly negative on job satisfaction. However, 

composite work-overload is lacking in the literature. 

Furthermore, several studies are relevant to this finding regarding to a single work-

overload dimension as antecedent job satisfaction in IT expertise sample (Rutner, et 

al. (2008), and only one research concept is suggested by (Moore, 2000). Rutner, et 

al. (2008) investigated a sample of 161 IT professionals from Fortune-100 Company. 

The study findings revealed workload was negative significantly to directly influence 

job satisfaction.  In the same line Moore‟s (2000) a qualitative analysis was 

subsequently carried out on a study that collected a sample of 252 members of the 

United States Association of Information Technology Professionals (AITP). He 

found that work-overload is negatively significant influence job satisfaction and the 

findings revealed insufficient staff and resources to be have the greatest influence on 

work exhaustion amidst IS professionals. In addition, Wickramasinghe (2010) 

revealed that time demands of work has a significant negative relationship with job 

satisfaction among IS professionals was collected from offshore outsourced software 

development organizations located in Sri-Lanka. Thus, demonstrates that work-

overload is a big concern for all the organizations contexts. Due to the fact that 

employee experienced pressure due to work overload, and subsequently experiences 
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job dissatisfaction. In a recent qualitative study by Dhar and Dhar (2010) 

investigated IS professionals from India. A sample of 26 software professionals was 

collected from 3 different IT firms using interview to collect data. From the study 

findings, it was revealed that Indian IT professionals are challenged with excessive 

work stress which is as a result of heavy work load. 

Consequently, this study exposure to other countries business and employment 

practices has led to a convergence of work-related values and expectations despite 

substantial cultural differences (i.e., differences in collectivism vs. individualism, 

power distance, and Confucianism). Heavy work-overload, is listed amid the role 

stressors to employee, specifically to the IT related job, when voluminous work is 

assigned with limited time, invariably, employee inconveniently perform their duties 

with stress of meeting up with deadlines (Allen et al., 2008; Calisir, 

Gumussoy&Iskin, 2011). Speculated, that IT professionals are usually confronted 

with many challenges, such as longer work hours, unrealistic deadlines for extensive 

projects, work-overload, and these factors lead to stress (Messersmith, 2007). In 

addition, increasing demands from system users, advances in technology, and the 

burgeoning use of technology to enhance the efficiency and effectiveness of 

organizational activities may lead to job stress among IT professionals (Love & Irani, 

2007). Thus, the relationships of work-overload and work outcomes of job 

satisfaction for Thai employees would be similar to relationships found in previous 

studies of other countries employees. 

Conclusively, when the employees are overworked and have feelings of emotional 

exhaustion they feel they cannot work effectively in fulfilling their responsibilities 

(Riley, 2006). Due to how employee perceive work overload will contribute to 
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employee strain, tension, job dissatisfaction, decreasing organizational commitment 

and turnover (Spector, & Rex 1998). High workloads have been shown to lead to 

negative outcomes, for example, absenteeism, and low job satisfaction (Fox, Dwyer, 

& Ganster, 1993). The norm of reciprocity compels the return of unfavorable 

treatment often in the form of favourable attitudes such as more negative feelings 

about the job outcome such as job satisfaction (Villanueva & Djurkovic, 2009; Blau, 

1964).  Thus, ICT Company or managers of human resource departments should 

tackle work-overload in stress management, how employee perceived work overload 

will contribute to employee strain, tension, job dissatisfaction due to employee 

cannot work effectively in fulfilling their responsibilities. 

H2d: Work-family conflict is negatively effect on job satisfaction. 

Work-family conflict is considered to be an important issue in today‟s business 

world (Burke & El-Kot, 2010; Grandey, Cordeino, & Crouter, 2005). In recent years, 

there has been an increasing interest in the conflict between work and family life 

domains, and recent studies highlight the conflict experienced by individuals 

between their roles in the family and at work, which is covered under the heading 

called work-family conflict. While the findings obtained mainly in Western countries 

and the related theories refer to the obvious relationship between work demands and 

work-family conflict (Spector, Allen, Poelmans, Lapierre, Cooper, & Widerszal-

Bazyl, 2007), it is indicated that long working hours, duty and heavy work load have 

a direct influence on work-family conflict (Boyar, Maertz, Mosley, & Carr, 2008; 

Kim, Leong, & Lee, 2005). Subsequetly, it will affect the level of job satisfaction 

(Netmeyer, Boyes, & McMurrian, 1996). Thus, it is essential to establish a successful 

balance between work and family domains so that several demands in both domains 

could be met efficiently and effectively, and the required resources could be attained 
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and used easily (Bass, Butler, Grzywacz, & Linney, 2008). Thus, this research is 

aimed at exploring the effects of work family conflict on job satisfaction among IT 

professionals in Thailand. The study concludes that work-family conflict is 

significant and negatively relates to job satisfaction which is in line with hypothesis 

(H2d). As the finding indicates, work-family conflict plays a significantly negative 

role on job satisfaction among IT professional in Thailand. Generally speaking, an 

increasing number of work-family conflicts will decrease the possibility of job 

satisfaction on IT professionals in Thailand. 

According to Hofstede‟s analysis of Thai culture dimensions, Thailand has a low 

level individualism (and tends to be one of the highest collectivistic society). This 

manifests in a close long-term commitment to the member „group‟, is that a family, 

extended family, or extended relationships. Loyalty in a collectivist culture is 

paramount, and over-rides most other societal rules and regulations. The society 

fosters strong relationships where everyone takes responsibility for fellow members 

of their group (Hofstede, 1984). According to (Hofstede, 2001) Thailand is a 

collectivist country, where “people from birth onwards are integrated into strong, 

cohesive in-groups, which throughout people‟s lifetime continue to protect them in 

exchange for unquestioning loyalty” In the current Turkish society, (Pimpa, 2012) on 

the other hand holds the view that family factor seems to keep its importance and 

maintain its impacts and individuals regard themselves as a component of the family 

In this context, the family of the employees offer the necessary support to settle 

family problems and meet the family demands. 

With regards to the above which is the conflict between work and family which 

could be the reason from which work life interfere with family life. For instance, 
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working extra hours in the form of overtime in order to achieve the work demands or 

from the family demands on the other hand with a family member taking ill, if this IT 

professionals perceive that the firm is showing no support to them to cope with the 

demands of work or family, just as the norm of reciprocity clearly asserts the 

reciprocation of negative treatment with negative attitudes like increasing the 

employees job dissatisfaction (McNall, Masuda, & Nicklin, 2010;  Blau, 1964). 

Furthermore, the outcomes of this present study suggest that work-family conflict is 

a key source of stress among IT professional because they have to juggle family and 

job duties as they work at distant client sites during the week. 

In summary, when employees perceive that their employer are not helping or 

supporting them manage work and family roles, the norm of reciprocity compels the 

return of unfavourable treatment often in the form of unfavourable attitudes such as 

more negative feelings and atittudes about the job dissatisfaction due to the fact that  

expected reciprocal benefits between employee and employer is not taking place 

(Blau, 1964).  In contrast when employees perceive that their employer are helping 

them manage work and family roles, the norm of reciprocity compels the return of 

favourable treatment often in the form of favourable attitudes such as more positive 

feelings about the job outcome of job satisfaction (Villanueva & Djurkovic, 2009; 

Blau, 1964). The relationships between job satisfaction and work-family conflict are 

more important in today‟s societies becoming modernized. The consequences of the 

conflict could be seen as a reduction in the level of an individual‟s satisfaction from 

his/her job, family, or life (Burke & El-Kot, 2010; Ryan & Sagas, 2009; Anafarta & 

Irmak, 2009). 
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The findings of this study consist with several previous studies (Netmeyer, Boyes, & 

McMurrian, 1996;   Burke & El-Kot, 2010; Ryan & Sagas, 2009).  Netmeyer, Boyes, 

& McMurrian, (1996) who provided evidence that job satisfaction has been 

prominent as having a negative relationship in work-family conflict. Moreover, 

Theorists also confirm the possible effect of imbalance attention to either family or 

work, Burke & El-Kot, (2010) and Ryan & Sagas, (2009) behold that conflict 

between family and work leads to individual dissatisfaction of work, family, or 

lifestyle. Meanwhile, there are other empirical justifications (Carlson, Grzywacz, & 

Kacmar, 2010; Carly, Allen & Spector, 2002; Netemeyer, Boles, & McMurrian, 

1996; Kossek & Ozeki, 1998; Rawalpindi, Islamabad, Faisalabad & Muzaffarabad, 

2012). In their meta-analysis, Kossek and Ozeki (1998) found a strong negative 

relationship between work-family conflict and job satisfaction. They stated the “the 

relationship between job satisfaction and various work-family conflict measures is 

strong and negative across all samples: People with high levels of conflict tend to be 

less satisfied with their jobs” In same line, Ahmed, Muddasar & Perviaz (2012) 

examined the impact of work-family conflict on job satisfaction among commercial 

banks in Rawalpindi et al. (2012). They revealed that work family conflict (WFC) is 

significantly negatively correlated with job satisfaction. 

The sample is composed of 2,877 wage and salaried employees and is considered to 

be a representative of the U.S. labour force. He found a similar result in which work-

family policies, which are designed to decrease work-family conflict, have 

significant effects on intention to turnover, job satisfaction and job burnout. 

However, the effects of work-overload on job stress are found to be rather 

insignificant in our study. This shows that while IT professionals are quite 

accustomed to hard work, they resent any disturbance to their family life caused by 
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work. A balance between work-overload and work-family could be significant to 

decrease job stress level. Moreover, since IT road workers live far away from their 

family, work-overload together with work-family conflict may lead to a high level of 

work exhaustion among IT road worriers.  Moore (2000) perceived that work-

overload was the strongest predictor of work exhaustion among technology workers 

and exhausted workers intend to leave their organizations more than others. This 

therefore affirms to the effect of work-family conflict on job satisfaction of IT 

professionals. Due to this they have to juggle between family and job duties as the 

heavy work load and frequent overtime work are among the main work related stress 

factors of IT professionals, which affect job satisfaction negatively. Thus, HRD or 

HRM participant should highlight the need for organizations to help employees 

maintain good work and family relationships or tackle role conflict and role overload 

in stress management. 

To wrap it up, the companies may offer opportunities to decrease the stress level 

among IT professionals. Flexible working hours may decrease the time-constrained 

stress factors. Besides, IT professionals generally have less time to spare for their 

families, therefore virtual work may be offered to IT employees. In addition, child-

care centres may be critical and important in order to decrease family-related stress 

for IT professionals who have children which may have an impact on employee job 

satisfaction. 

5.3.3 Third Objective:  To examine the direct effect of job satisfaction on 

turnover intention  

The overall implication of this study explains that job satisfaction plays a significant 

predictor role on employees‟ turnover intention rate. A detailed explanation of this 

finding is presented below;    
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H3: Job satisfaction is negatively related turnover intention. 

Preceding literature, however, suggests that some unique factors may exist in the 

context for information technology workers. According to prior research, information 

technology professionals form a distinct occupational group (Couger, Zawacki & 

Opperman, 1979; Couger, Burns, Dengate, Farn, Ma, Motiwalla et al., 1992b). They 

have a strong need for growth and personal development compared to professionals 

in other fields. They possess a high need for learning and they have a strong desire to 

be contended with. Various personality tests also showed that computer professionals 

are more achievement oriented than the general population (Wynekoop & Walz, 

1998; Woodruff, 1980). Computer professionals are learning new skills to keep up-

to-date with rapid developments in the industry which possibly leads to high 

turnover. While IT workers are critical to IT companies because of their knowledge 

and experiences in fast changing nature of technology. Particularly for IT Company, 

Turnover can be a crisis, because losing a worker can cause financial and non-

financial problems. According to  McKnight et al. (2009)  satisfying IT professionals 

is not an easy task for many companies, as IT professionals find it easy to land new 

jobs, with the increasing demand from companies for IT professionals. However, to 

identify the important factors that lead to IT professionals quitting a job continue to 

remain a challenging problem both for companies as well as researchers. The 

objective of the study is aimed at gaining a better understanding of the effects of job 

satisfaction on turnover intention satisfaction among IT professionals in Thailand‟s 

ICT companies. 

The study found that job satisfaction is significant and negatively related to turnover 

intention which is in line with hypothesis three (H3). The results of the present study 

suggest the extent to which IT professionals perceive care and support from 
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organizations. Employees feel obliged to repay organization with extra effort and 

loyalty when such favourable supportive treatments are discretionary-based 

(Eisenberger et al., 2001). This explains the possible reason(s) for the fact that 

employees who receive high levels of support from the organization are inclined to 

repay the organization. Employee relations in an organization is simply described as 

maintaining a healthy working relationship between management and employees to 

contribute and sustain a satisfactory productivity, motivation and high morale work 

environment that enhance job satisfaction for the employee which reduce withdraw 

behaviour include reduce intent to leave the relationships (Blau,1964).  

Interpretatively, this findings explain that job satisfaction of Thai IT professionals is 

perceived as contributing variable to their turnover intention. In the same vein, Thai 

IT professionals‟ perception on job satisfaction is informed by the level and kind of 

support they receive from organizations in disposing their job responsibilities. In 

other words, a healthy working relationship between the employees and organization 

managements constitute greatly to the satisfactory productivity, motivation, and 

workplace morale of the employees (Blau,1964) and vice versa, as the reciprocity 

norm demands. That is, a negative relationship between employees and organization 

management would instil a demotivated, unfavourable attitudes and even nurturing 

the intention to turnover (Villanueva & Djurkovic, 2009; Blau, 1964).  In summary, 

the findings reported in this study implicated that a low job satisfaction leads to 

negative outcomes and turnover intention. This findings is consistent to previous 

studies in this realm such as; (Fox, Dwyer, & Ganster, 1993). 

Thus, social exchange theory (Blau, 1964) provides the theoretical support for the 

relationship between job satisfaction and turnover intenton. Accordint to social 
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exchange theory, individuals will be motivated in voluntary actions as a reciprocal 

response to their satisfaction (Murphy et al., 2002). That is, if employees are satisfied 

with their job, they will make extra contribution to the organizations in return. The 

satisfied employees are more likely to show mutual support for their organization 

and to voluntarily make efforts that go beyond their job requirement (Schneider et 

al., 2001; McKenzie et al., 1998). This indicates a relationship between employee 

job satisfaction and intention withdrawal behaviour 

The findings of this study with several previous studies found that job satisfaction is 

one of the most important factors for turnover intention among IT professionals 

(McKnight et al., 2009; Rutner et al., 2008; Korunka et al., 2008; Joseph et al., 2007; 

Igbaria & Greenhaus,1992; Calisir, Cigdem, & Gumussoy , 2011). Westlund (2007) 

conducted a study of 496 software professionals across the United States to assess 

relationships among job satisfaction and turnover intention and the findings of the 

study as a matter of facts revealed a significant negative relationship between overall 

job satisfaction and turnover intention. Furthermore, McKnight et al. (2009) found 

that turnover intention among IT professionals is defined by job satisfaction. i.e job 

satisfaction has the highest impact on behavioral intention to quit job. Similary, 

Igbaria and Greenhaus (1992) tested a model of turnover intention among 464 MIS 

employees. Results indicated that job satisfaction had the strongest and most direct 

influence on turnover intention.  In the same vein, Rutner et al. (2008) found that job 

satisfaction predict the turnover intention among IT professionals. In addition, 

Korunka et al. (2008) conducted a study to explore the factors affecting turnover 

intention among Austrian and American IT workers. They found that job satisfaction 

was significant factors for turnover intention. From among these, job satisfaction 

exerts the strongest effect. The results revealed that intention to quit one‟s job is 
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explained by job satisfaction. Calisir, Cigdem, & Gumussoy (2011) further revealed 

that the intention to quit one‟s job is explained by job satisfaction among IT 

professional from Turkish Informatics Industry Association (TUBISAD). In line with 

this Joseph et al. (2007) conducted a meta-analysis of 33 studies related with 

turnover intentions of IT professionals and identified job satisfaction as the important 

factors for turnover intention. From the above studies it can be concluded that job 

satisfaction is not only the matter of money but the work environment supervision, 

growth opportunities by supervisors also influence job satisfaction. 

Similarly, the empirical evidence of this study provides a better understanding of the 

factors contributing to the development of positive or negative work attitudes. This 

information may help managers monitor employees‟ attitudes on an ongoing basis. 

Hence, HRD and HRM practitioners should consider implementing organizational 

learning and establishing learning organizations that encourage job satisfaction and 

reduce the influence of external factors, thus increasing retention of IT professionals 

(Hsu, 2009). 

5.3.4 Forth Objective: To examine the mediating effects of job satisfaction on 

the relationship of distributive justice and procedural justice on turnover 

intention. 

The forth objective of this study aims to investigate the mediating effect of job 

satisfaction linkages of distributive justice and procedural justice on turnover 

intention. The results of this examination are interpreted through the structure 

equation modelling (SEM) analysis method. Job satisfaction as a mediator effect 

between distributive justice and procedural with turnover intention were significantly 

supported. The following discussion of these results will be based on the revised 

model of the study. The two hypotheses will be examined and discussions are as 

follow; H4a and H4b, respectively. 
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H4a: Job satisfaction is mediate effects of relationship between distributive 

justice and turnover intention. 

The results indicated that job satisfaction fully mediates the relationship between 

distributive justice and turnover intention since the indirect effect is significant, 

while the direct effect is insignificant. This finding showed that distributive justice 

can affect turnover intention by creating the job satisfaction toward which gave 

support of hypothesis (H4a). The findings of this study also provide a convincing 

evidence on the mediation of job satisfaction on the effect of distributive justice on 

turnover intention. Evidently, the effect of distributive justice on turnover intention is 

higher and enamours when tested through job satisfaction. Thus, this finding 

indicates the strong effect of job satisfaction and the indirect significant effect of job 

satisfaction variable on turnover intention.  IT professionals‟ positive assessment of 

their supervisor and organization is fair in allocating reward as the strongest 

association with job satisfaction. Predictors with the strongest intention to leave were 

associations with job satisfaction. Assessment of their supervisor was not associated 

directly with intention to leave but assessments of the supervisor and intention to 

leave in part through their direct effects on job satisfaction. 

The findings of this study has a theoretical underlying such as the Social exchange 

theory (Blau, 1964). The theory explains the relationship between distributive justice, 

job satisfaction and turnover intention. The real life interpretation of this theoretical 

stance of IT professionals‟ perspective towards turnover intention provides the 

theoretical support for the relationship between distributive justice, job satisfaction 

and turnover intention. With motivating reward from supervisors and the 

organization, IT professionals are highly satisfied with their job. This will instil a  

moral obligation on the IT professionals to reward the organization‟s good behaviour 
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by working with an extremely motivated effort and by ignoring the thought of 

leaving the organization for another workplace (Witt, Kacmar & Andrews, 2001 and 

Settoon et al. 1996). The implication of this perspective to the understanding of the 

social exchange theory implies that employees‟ perceptions contribute to the nature 

of exchange relationships between employees and the organization (Wayne 1997). 

Invariably, when employees perceive the relationship between them and the 

organization is unfair, or and the procedure adopted in discharging the reward is 

based on favouritism, subsequently their relationships will fall short and it leads to 

reduced job satisfaction, withdrawal of positive behaviours and the the intention to 

leave the relationships is increased  (Villanueva & Djurkovic, 2009; Blau, 1964). 

The findings reported in this study are consistent with frequent past studies such as 

(Riley, 2006; Elanain, 2010; Foley, & Hang-Yue, 2005). For example, Riley (2006) 

found that the relationship between distributive justice and turnover intention is 

effectively motivated by job satisfaction among health employees in the New 

Zealand. In the same light, Elanain, (2010) reported that job satisfaction is an 

effective mediating variable for the relationship between distributive justice and 

turnover intention. The research was conducted outside the western culture. This 

affirmed the consistence of the significance of the job satisfaction mediating role. 

Additionally, Foley, Hang-Yue, and Wong (2005) affirmed in a similar context, the 

significance mediating role of job satisfaction on the effect of distributive justice on 

employee turnover intention in Hong Kong, Asia. Invariably, IT professionals‟ 

negative perception on distributive justice will significantly affect their intention to 

leave the organization and vice versa. Thus, when IT professionals perceptions are 

positive, when they believe they are being treated fairly especially when its 

concerned allocating them rewards, their morale will high. This means IT 

http://www.emeraldinsight.com/journals.htm?articleid=1829525#idb87#idb87
http://www.emeraldinsight.com/journals.htm?articleid=1829525#idb87#idb87
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professionals will not bother to nurture the idea or the intention to vacate the 

organization. In another word, the stronger IT professionals believe in the existence 

of distributive justice in their workplace the less likely they have the intention of 

leaving the organization (Greenberg, & Gillespie, 2005). 

Additionally, the findings in this study presented a better understanding of the factors 

that are responsible for positive and negative work attitudes. In the same vein, the 

empirical evidence of this study provides a better understanding of the factors 

contributing to the development of positive or negative work attitudes. The 

interpretation of these findings is that serious managers are encourage to avoid unfair 

behaviours particularly in discharging employees‟ reward in other to discourage 

them from having the intention of leaving the organization. HRD and HRM 

personnel are advised to incorporate organizational conducts and engage in a focused 

behaviour of learning their organizations and their employees attitude in other to 

eliminate both inner and external factors that are responsible for encouraging IT 

professionals to leave their jobs 

H4b: Job satisfaction is mediate effects of relationship between procedural 

justice and turnover intention. 

The result of the above hypothesis revealed that the relationship between procedural 

justice and turnover intention is fully and significantly motivated by job satisfaction. 

Although the relationship between procedural justice and turnover intention is found 

to be insignificant, but with the effect of job satisfaction, the relationship between the 

duo was found significant. This adds to the mediating impact of job satisfaction on 

the relationship between procedural justice and turnover intention. The interpretation 

of this findings is that job satisfaction has an indirect effect on IT professionals‟ 

intention to turnover. Hence, job satisfaction is important in explaining whatever 
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effect procedural justice has on turnover intention. The implication of this finding is 

that, if the impression of IT professionals are positive as regards to the procedures 

that employed in discharging rewards are fair and just, IT professionals‟ relationship 

with their supervisors and organizations are strong and positive. Hence, job 

satisfaction is a strong factor that can indirectly explain IT professionals‟ reasons to 

leave their organizations. Although assessment of their supervisors‟ procedures are 

not directly connected to turnover intention, but through their job satisfaction 

perception which is instilled through their perception of the organizational 

procedural justice.  

Social exchange theory provides a supportive perspective to this particular result, as 

it‟s provide theoretical support to the relationship between procedural justice, job 

satisfaction and turnover intention (Blau, 1964). In a simple explanation, IT 

professionals will have increased job satisfaction when they perceived and believed 

that organizations are just with the procedures involved with discharging their reward 

and whenever job satisfaction is increased there will be no intention to leave such 

organization. This is so because when IT professionals are treated with justice and 

they are satisfied with their jobs, they will have an automatic willingness to 

reciprocate the good positive and impressive organization behavior by increasing the 

level or effort they exert on their jobs (Witt, Kacmar & Andrews, 2001). IT 

professionals can also decide to pay back the benefit of procedural justice by their 

organization by remaining with their supervisors and organizations. In fact, the 

confidence and the expectancy of IT professionals that their performance will be 

rewarded with justice and duly will motivate employ to put in more energy and 

morale in discharging their responsibilities at work and will reduce the possibilities 

of having the intention to leave the organization. 
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5.3.5 Fifth Objective:  To examine the mediating effects of job satisfaction on 

the relationship between role stressor (role ambiguity, role conflict, work 

overload and work family conflict) and turnover intention. 

The fifth objective of this research is set to determine the mediating role of job 

satisfaction on the relationship between predictors (role ambiguity, role conflict, and 

work overload and work-family conflict) and turnover intention.  The results 

generated with the structural equation modelling (SEM) analysis are interpreted. It is 

revealed that job satisfaction play a significant mediator role between role ambiguity, 

role conflict, work overload, work-family conflict and turnover intention. The result 

of this study explain that job satisfaction play a significant mediating role on some of 

the relationship between predictor variables and turnover intention. Although, the 

mediating role of job satisfaction on the predictors variables and turnover intention is 

discovered to be partial mediation. The subsequent discussions will base on revised 

model of the SEM result.  The result of the H5a, H5b, H5c and H5d will be discussed 

in details below. 

H5a: Job satisfaction is mediate effects on relationship between role ambiguity 

and turnover intention. 

The above hypothesis is accepted, that is job satisfaction partially mediates 

relationship between role ambiguity and turnover intention. This is because the 

indirect effect is found significant meanwhile the direct effect is insignificant. The 

indirect effect therefore supports this particular hypothesis (H5a). Interpretatively, 

the relationship between role ambiguity and turnover intention is partially mediated 

by job satisfaction. The effect of job satisfaction on turnover intention is indirectly 

significant through role ambiguity. This means that role ambiguity predicts turnover 

intention because it affects employee behaviours and their attitudes towards their job 

experiences. The uncertainty of information about their job or lack of ample 

information about their responsibilities about their job will frustrate employee and 



  278 

can subsequently leads to turnover intention through a reduced job satisfaction 

(Calisir, Gumussoy, & Iskin, 2010). In reality, the implication of this finding is that 

IT professionals‟ evaluation or perception on job satisfaction is influenced by their 

judgment on role ambiguity and role ambiguity will subsequently leads to turnover 

intention.  

In the same light, the theoretical perspectives of Social Exchange theory contribute to 

the understanding of the implications of this finding as regards to the reasons why it 

is important for employees to be satisfied with the information they receive on their 

job. Clear and direct information about the roles and responsibilities of employees on 

their job will influence their perception of job satisfaction (Blau, 1964). The 

evidence of employees‟ satisfaction of their job can be told in the level of their 

relationship with their supervisors and the organization entirely. And of course, a 

benign and positive relationship between the employees and the organization will 

discourage the intention to leave the organization.  At this juncture, it is fair to 

conclude that employees‟ perception plays a significant role in all the dimensions of 

exchange relationships (Wayne 1997). This can be explained in the sense that 

whatever the nature of the employee behaviour toward the organization is as a result 

of the organizational behaviours. When employees perceived role ambiguity, they 

will of course reciprocate by their perception of job satisfaction which will then lead 

to decrease or increase of intention to leave the organization (Blau, 1964; Cooper & 

Cartwright, 1994). The situation whereby employees pay good behaviours with good 

is the core connection between the finding of this study and the Social Exchange 

Theory. Hence, employees that feel role ambiguity nurture the intention to leave the 

organization (Witt, Kacmar & Andrews, 2001). Conclusively, such scenario explain 
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the partial effect of job satisfaction on the relationship between role ambiguity and 

turnover intention.  

Past studies have reported similar findings on the effect of role ambiguity on job 

satisfaction and turnover intention. For instance, Calisir, Gumussoy, & Iskin (2010) 

found that role ambiguity have a significant indirect effect on turnover intention of 

IT professionals‟ through job satisfaction in Turkey. The study conducted by Lee 

(2000) also reported in a similar vein by stressing the significant mediating effect of 

role ambiguity on turnover intention through job satisfaction.  Hang-yue, Foley and 

Loi (2005) also found that job satisfaction mediates the relationship between role 

ambiguity and turnover intention. Their result was buttressed consistent with the 

interpretation given to the findings of this study. It is believed that IT professionals 

with clear and direct information about their role and responsibility will be satisfied 

with their job. And when there is job satisfaction it is not likely to have the intention 

to turnover (Greenberg, & Gillespie, 2005). 

H5b: Job satisfaction is mediate effects on relationship between role conflict and 

turnover intention. 

Under the testing of the above hypothesis it is found that work-overload significantly 

effects turnover intention through job satisfaction. This finding explains that the 

result of work overload is job satisfaction and job satisfaction leads to turnover 

intention. In another words, the effect of work overload on turnover intention was 

found stronger when it is tested through job satisfaction. Interpretatively, this finding 

explains the significance of job satisfaction in determining the effect of work 

overload on turnover intention. In a real life explanation, this finding can be 

buttressed in situations whereby IT professionals‟ perceived negative innuendo on 

their relationship between them their supervisors or the organization such as; work 
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overload, its affect their judgement of satisfaction about their job. And when 

employees are not satisfied about their job, in reality the employees will have the 

intention to leave the organization. In this case, job satisfaction is a strong predictor 

to the turnover intention. Even though, IT professionals‟ perception on work 

overload does not correlate with turnover intention, but job satisfaction leads and 

relate to turnover intention.  

Social exchange theory (Blau, 1964) provides the theoretical support for the 

relationship between role conflict, job satisfaction and turnover intention. This 

implies that social exchange theory (Blau, 1964), which helps understand why 

employees are likely to be satisfied with their job will reciprocate the satisfaction 

with their supervisors and organizations with a strong loyalty and motivation to stay 

with the organization. Specifically, when employee believe that there is no conflict 

between their expectation of what their responsibilities should be like in the 

organization and what the organization actually compel them to do, employees will 

feel comfortable and satisfied with their job. In that case there is a manifestation of 

the social exchange theory perception (Wayne 1997). In the case whereby there is 

conflict between employees‟ expectation and demand of the organization of their 

responsibilities, the manifestation of the social exchange perception is distorted. 

Hence employee will not be satisfied with their job will naturally intend to leave 

their organization.  Additionally, employee will reciprocate the presence of role 

conflict with absenteeism and subsequently accommodating the intention to leave 

their organization.    

Consistent with this findings, Lee (2000) reported that role conflict have a mediating 

effect on turnover intention through job satisfaction. The model developed by 
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Baroundi in 1985 amid other variables that was listed among the antecedents to 

turnover intention, role conflict is listed as a significant variable. In the same vein, 

Hang-yue, Foley and Loi (2005) found that job satisfaction mediates the relationship 

between role conflict and turnover intention.  

The implication to this finding is basically the empirical discovery of the significant 

mediating role played by job satisfaction in the relationship between role conflict and 

turnover intention of IT professionals. The explanation of this finding is that when IT 

professionals in Thailand perceived less conflicting role or information between their 

expectation and the demand of the organization on their job, they are naturally 

satisfied with their job and when there are satisfied there will not behold the intention 

to leave their job (Greenberg, & Gillespie, 2005). In that case, ICT companies and 

managers of the human resource departments should be careful and wary of the 

detriments of role conflicts in stress management. Amongst the detriments are 

strains, tension, and job dissatisfaction as employees are unable to discharge their 

responsibilities effectively. These detriments subsequently lead to more severe 

detriments which include turnover intention.  

H5c: Job satisfaction mediates the relationship between work-overload and 

turnover intention. 

This study examines how role stressor such as work-overload influences 

participation in job satisfaction among IT professional in Thailand. The result 

presented in this study shows that job satisfaction effectively mediateds the 

relationship between distributive justice and turnover intention since the indirect 

effect is significant, while the direct effect is insignificant. This finding showed that 

work-overload can affect turnover intention by creating the job satisfaction. Thus the 

hypothesis (H5c) is supported.  



  282 

The results of the present study suggest the effect of work-overload on turnover 

intention is effectively mediated through job satisfaction. This can be justified by 

effectiveness of work-overload through job satisfaction on turnover intention. The 

full mediation explains the importance of job satisfaction in explaining the indirect 

effect of work-overload on turnover intention. Interpretatively, the negative 

assessment of IT professionals of their supervisor and organization will yield to the 

mismanagement of work overload and by extension affects job satisfaction which 

leads to the intention to leave the organization. Understandably, the perception of 

employees on supervisors and organizations‟ management of work overload does not 

impact on turnover intention directly, but it affects their judgment of job satisfaction 

which then leads to the intention to leave the organization. Work overload is a 

commonplace problem in the IT industry as there is always a persistent pressure to 

meet different deadlines (Sethi, Barrier, & King, 1999).  Additionally, the perceived 

workload affects work exhaustion, and work exhaustion affects turnover intention 

(Ahuja et al., 2007). This may explain that work-overload among IT professionals‟ 

leads to turnover intention indirectly while job satisfaction serves as a mediating 

variable. Few past studies (Rageb, Abd-El-Salam, El-Samadicy, & Farid, 2013; 

Pradana & Salehudin, 2013) have reported similar stance to the mediating effect of 

job satisfaction on the relationship between work-overload and turnover intention. 

For instance, Rageb et al. (2013) revealed that job satisfaction significantly mediates 

the relationship between role ambiguity, role overload and turnover intention. 

Similarly, Pradana & Salehudin (2013) asserted that work overload has significant 

effect in increasing turnover intention through job satisfaction among auditors from 

several accounting firms operating in Indonesian. 
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Stress is the reactions and the response of employees to workplace and work 

environment. In another word, stress is defined as behavioural response to the 

relationship between personal demands of the employees and their occupational 

responsibilities (Chan and Lai, 2000).  Stress, according to Carayon and smith, et al. 

(1999) arises from the interactions between employees‟ physical, psychological and 

physiological homeostasis and their work environment. Meanwhile, the nature of IT 

works is characterized with difficult and tight deadlines, huge workload, extensive 

projects, rapid and continuous technological change, rapid obsolescence of technical 

skills, hence continuous updating of new technical skills and long work hours, all of 

which, if it is not well managed can result to stress (Amstrong, Reimenschneider, 

Allen, & Reid, 2007). Stress and work exhaustion play an important role in 

increasing turnover of employees, a heavier workload leading to burnout and 

exhaustion (Moor, 2000).  

Under the norm of reciprocity law, unfavourable treatments are often rewarded with 

unfavourable and negative behaviours which have negative effect on job outcome 

and job satisfaction (Villanueva & Djurkovic, 2009; Blau, 1964).  Thus, ICT 

company or managers of human resource departments are charged to tackle work-

overload in stress management, to avoid the detriments of employee perception on 

work overload as its contributes to employee strain, tension, job dissatisfaction due 

to employee cannot work effectively in fulfilling their responsibilities. 

H5d: Job satisfaction is mediate effects on relationship between work-family 

conflict and turnover intention. 

This study found that job satisfaction partially mediates the relationship between 

work-family conflict and turnover intention since the indirect effect is significant and 

the direct effect is insignificant. Hence, the indirect effect give support to the tested 
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hypothesis (H5d) is supported. This means that dispositional effect of work-family 

conflict on turnover intention was partially mediated by job satisfaction. The major 

portion of the relationship between work-family conflict and turnover intention was 

indirect through job satisfaction perceptions of employees, suggesting that lack of 

job satisfaction is even more important. This findings demonstrate that role 

ambiguity predict turnover intention because they predispose employees to react in 

uncertain ways to their job situation and experiences, as reflected in their task 

requirements of a uncertain job due to perceive that their employer are not helping 

them manage work and family roles. Eemployees‟ evaluations of job satisfaction 

perception as both intrinsic and extrinsic motivation variable explain in part, the 

influence of employees‟ perceptions on the management of work and family roles 

and on turnover intention in other to understand the mechanisms through work-

family conflict influence such attitudinal reactions at work and turnover intention.  

Perceptions play very important role in formation of these exchange relationships 

(Wayne 1997). If employees feel that the behaviors of their supervisors and their 

employers are not helping them manage work and family roles, their social exchange 

perceptions are disturbed and this can result in the reduction of their job satisfaction. 

Consequently, employees may not put more effort into their work (Witt, Kacmar & 

Andrews, 2001). They may also reciprocate by having the intention to leave their 

supervisors and the organizations.  

Previous studies have demonstrated that job satisfaction is an important antecedent of 

turnover intentions (Locke, 1976; Spector, 1997; Tett and Meyer, 1993). Individuals 

who experience a high level of work stress are less satisfied with their job, and hence 

they have a high tendency to leave their organization. As such, job satisfaction can 
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be viewed as a mediator between role stressors and intentions to leave. Empirical 

evidence has supported such a mediating effect (Klenke-Hamel and Mathieu, 1990; 

Netemeyer et al., 1990; O‟Driscoll and Beehr, 1994). 

The finding of this study unanimous with the findings of previous studies (Lacity, 

Iyer, & Rudramuniyaiah, 2008; Anafarta, 2010). Furthermore, Anafarta, (2010) 

found that work-family conflict had a significant impact on turnover intention as it is 

mediated through job satisfaction among health nurses and doctors employee 

working in Antalya, Turkey. In addition Ahmad, and Hussain, (2012) revealed that 

job satisfaction mediate the relationship between work-family conflict and turnover 

intentions in Pakistan. The rationale that if the IT professionals who experience low 

level of work-family conflict have, they are more likely to feel satisfied with their job 

(Greenberg, 1990). When there no conflict but family responsibilities and work 

expectation of an employee, the individual have job satisfaction. And by extension 

they are less likely to have turnover intentions (Greenberg, & Gillespie, 2005). 

The effect of role stressors such as work-family conflict has received considerable 

attention in the western as well as non-western literatures (Moncrief et al., 1997). 

This was so because every organization understands the importance of enhancing 

internal service quality and ensuring the job satisfaction of employees. Annihilating 

the detriments of role stressors is as important as increasing the performance and the 

commitment of every employee as well as reducing turnover intentions (Boshoff and 

Mels, 1995; Paulin et al., 2006; Cho et al., 2012). Meanwhile studies have affirmed 

severally that job satisfaction plays a very important and critical role in affecting 

employee turnover intentions (Igbaria et al., 1994; Maertz and Griffeth, 2004; 

LeRouge et al., 2006). One of the effective ways of reducing the effect of role 
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stressors and decreasing stress level among IT professionals is by incorporating 

flexible working hours and reducing time-constrained responsibilities. Besides, IT 

professionals generally have less time to spare for their families, therefore virtual 

work may be offered to IT employees. In addition, child-care centres may be critical 

to decrease family-related stress for IT professionals who have children, this can also 

motivate job satisfaction.  

5.4 Validation Usage of Underpinning Theory (SET) 

One of the major contributions of this study to the general body of knowledge is that, 

it attempted to determine the applicability of SET in explaining the predictors of 

intention behavior among IT professional in Thailand. Doing so, is not eccentric as 

there have been such approach by scores of researchers, in which the social exchange 

theory is employed to examine and explain a variety of organizationally desired work 

attitudes, and behavioral outcomes (Settoon, Bennett, & Liden, 1996; Wayne, Shore, 

Bommer, & Tetrick, 2002; Biron & Boon, 2013; Lui, 2004; Paille´, Grimab and 

Dufoura, 2012; Rahman & Nas, 2013). Nevertheless, these researchers have not 

systematically investigated the connection between IT professionals‟ perception of 

organizational justice (distributive justice and procedural justice), role stressors (role 

ambiguity, role conflict, work-overload, and work-family conflict), attitude toward 

organization (job satisfaction) and behavioral intentions (turnover intention) on the 

theory of social exchange theory (SET). Thus, this present study attempted to create 

and validate a research model that depicts turnover intention among IT professional 

employees in Thailand‟s ICT industry using Social Exchange Theory (SET). 

Moreover, theoretical model in this study tested for new antecedents like 

organizational justice (distributive justice and procedural justice), which is especially 

relevant in Thailand societies, and role stressors measured across all four dimensions 
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of role stressors (role ambiguity, role conflict, work-overload, and work-family 

conflict) which variables proven to be strong predictors of turnover intentions among 

IT professional (predominantly in the Western countries) were included in the 

theoretical framework. These include job satisfaction as mediating variable as it is 

proffered by the theoretical perspective of social exchange theory. 

Many of the theories that attempt the explanation of intention behavior have been 

created in developed countries (Abu-Shanab, Pearson, & Setterstrom, 2010). A 

limited number of previous studies have been done in Asia countries, specifically in 

Thai. Thus, another major theoretical contribution of this study is the presentation of 

a Thailand account of IT professionals. Findings in this study enhance the 

generalization of the social exchange theory. This is so as the findings of this present 

study are relevant and consistent with the theoretical proclamation of the Theory of 

Social Exchange Theory (SET). Moreover, this study has also contributed by 

determining and showcasing the applicability of SET in explaining the predictors of 

intention behavior in Thailand specifically. This affirms that the social exchange 

theory is not just peculiar to the developed or western countries‟ scenarios alone.  

5.5 Research Implication 

The structural model in this study supported the relationship between job satisfaction 

and turnover intentions. Voluntary turnover of highly skilled IT professionals is 

problematic from the aspect of knowledge drain, as well as from that of occupational 

characteristic. Results of this study found that distributive justice and procedural 

justice are positive related to job satisfaction. Meanwhile, role ambiguity, role 

conflict, work-overload, and work family conflict are negatively related to job 

satisfaction. Moreover, job satisfaction is negatively to turnover intention. 

Furthermore, job satisfaction as mediator between among predictors or exogenous 
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variable and turnover intention. Because of the competitive advantage that can be 

provided by IT professionals to their organization, it is important to increase job 

satisfaction. Conclusively, it is self-evident that the findings in this study provide 

significant theoretical and practical contribution in explaining factors, attitudes and 

behaviours that are responsible to employees having the intention to leave their 

organizations for another. Conclusions made in this study will help serious human 

resource managers to annihilate the direct and indirect detriments and causes of 

turnover intentions.  

5.5.1 Theoretical Implication 

This study claims several valuable theoretical contributions. First, this study 

contributes to the field of Human Resource Management by suggesting ways in 

which HRM practices can be designed to encourage employees‟ positive attitudes 

toward organization, which in turn, could lower their turnover intentions. Hence, a 

combination of social exchange theory (Blau, 1964), will provide the additional 

theoretical knowledge in viewing behavioral intentions processes from the 

psychology and social psychology perspectives. 

Secondly in this study, turnover intentions and behaviors of Thai IT professionals are 

empirically investigated using a theoretical framework that was most relevant to the 

Thailand context. This is because research has found that models developed and 

tested in Western countries do not always apply to other countries and cultures 

(Lacity et al. 2008). Adversely, the findings reported in this study intensify prior 

findings, by providing empirical evidence that job satisfaction is negatively linked 

with turnover intentions.  
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Meanwhile, job satisfaction has been the cynosure in many relevant academic papers 

in this realm; it is rarely defined in a systematic way (Lee & Bruvold, 2003) as it is 

done in this study. Therefore, this study make some important contributions to the 

body of knowledge, most importantly by providing empirical support and validation 

to the prior similar findings and the similarities between the present study findings 

and past studies are intensified. In doing so, the study is able to understand the 

similarities and the differences between the Thailand‟s IT professionals and other 

western and developed nations.  

Thirdly, the study has been able to fill a theoretical gap by delving to understand and 

investigate IT professionals‟ turnover intentions in the Thailand‟s ICT industry. The 

findings reported in this study will therefore motivates future researchers and 

relevant stakeholders to pay closer attention to turnover intention not just in IT 

organizations alone but also in other economically important industries in Thailand.  

Fourthly, numbers of studies have engaged in understanding organizational justice 

(distributive justice and procedural justice) and found that it plays an insignificant 

role on turnover intention. The importance of this study in this regard is the ability to 

report an indirect significant effect of organizational justice on turnover intention 

through job satisfaction as oppose to prior researchers from western and developed 

countries.   

Fifthly, there has been scant empirical research on the understanding of work-family 

conflict on job satisfaction, particularly in the Asian context (Pitariu, Salamatov, 

Shima, Simoni, Sui & Basyl, 2007), this study advance the findings of previous 

studies by determining the effect of work-family conflict on job satisfaction and 
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turnover intention. Such findings have expanded the understanding of job satisfaction 

predictors and turnover intention.   

Another theoretical contribution of this study is the theoretical motivation by the 

social exchange theory which charged this study in intensifying the understanding of 

the reciprocity norm in the human resource management and organizational 

behaviour research. This study justifies the reciprocity norm as the psychological 

processes underlying the formation of job satisfaction through the perspectives of the 

social exchange theory (Blau, 1964). Moreover, this study contributed theoretically 

to conceptualization of job satisfaction as an important mediating variable in the 

relationship between organizational justice (distributive justice and procedural 

justice) and role stressors (role ambiguity, role conflict, work-overload, and work-

family conflict) with turnover intentions. These antecedents have not been explored 

among IT professional turnover intention in the ICT industry context in Thailand.  

Lastly, adopting Structural Equation Modeling (SEM) in analyzing and testing the 

presumed hypotheses in this study is a significant methodological advancement and 

contribution in this realm of study. This is because adopting an advance analytical 

tool such as (SEM) in modeling multivariate relations among variables is an 

advancement of the methodological processes from previous studies that employs 

lesser analytical methods and tools.  

5.5.2 Practitioners Implication 

Besides the theoretical contributions, this study reveals several invaluable 

contributions that are occupationally useful to practitioners. First is the findings 

presented in this study indicated that most factors that have been investigated are 

important in predicting IT professionals‟ turnover intention in Thailand. 
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Understanding these factors will help policy makers and practitioners in developing 

effective HRM practices aimed at enhancing employees‟ positive attitudes toward 

their organization (job satisfaction) which in turn will lead to lower turnover 

intentions. 

Additionally, the findings of this study will also motivate Thailand‟s ICT company  

to initiate strategies to minimize effect of IT workers turnover intention and increase 

IT worker‟s job satisfaction. To be explicit, the strategies that can be employed to 

reduce IT professional turnover intention was to make policies on allocating reward 

just and fair. And to also to intensify the management of role stressors such as role 

ambiguity, role conflict, work-overload, and work-family conflict level among IT 

professionals. Additionally, achieving better understanding of the factors associated 

with recruitment, motivation and maintenance of IT professional workers should be 

taken crucial in deterring IT professional workers turnover intention. In addition to 

that, IT professionals can be well managed by ensuring high level of job satisfaction 

which is the most essential factor in minimizing IT workers turnover intention. This 

is because high level of job satisfaction reflects positive feelings towards the 

organization, thus having a direct influence on IT professional workers intent to quit. 

Satisfaction represents an effective reaction to particular aspects of the job and 

denotes the enjoyable or positive emotional condition. All these are factors that are 

often responsible for employees‟ commitment to the organization. In conclusion, the 

increase in the level of job satisfaction will reduce the level of employee turnover 

intention.  

The contributions of this study is not complete if the implication of this study on the 

Thailand‟s ICT industry is not explicitly described, being a major source contributing 
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industry to the economy of Thailand Gross Domestic Product (GDP) (SIPA and 

NECTEC, 2009). Thus, it is very important for Thai government agencies to pay 

attention and initiate policy to quell the progressively high rate of IT professional 

turnover intention in Thailand‟s ICT industry or to implement strategic plans for the 

retention of IT professionals for the very lucrative ICT industry. 

5.6 Limitation and Recommendation for Future Study 

As it is a commonplace in this kind of academic research to have certain inevitable 

limitations. This study has some methodological and theoretical limitations that 

create some opportunity for future research. 

One of the major limitations of this study is the method adopted.  Obviously, this 

study strictly adopts a quantitative method which is to some extent justified as being 

appropriate for this study in relation to the research objectives. Meanwhile, it could 

also be more useful if this employ a mix-method to delve deeper than the listed 

objectives of this present study. Therefore, future researchers are encouraged to 

consider approaching the kinds of objectives listed herein with a mix-method 

approach.  

Furthermore a comparative study can be conducted between Thailand and other 

developing countries like Malaysia to know how different cultures affect predictor 

factors of turnover intention. Since this study was based on Social Exchange Theory 

(SET), it is valuable to extend this theory by adding new predictors or integrate SET 

with other model such as on the beliefs attitudes-behavioural intentions model 

(Fishbein & Ajzen, 1967) model will provide the additional theoretical knowledge in 

viewing behavioral intentions processes from the psychology and social psychology 

perspectives in Thailand where a lack of studies have been conducted in Thailand. 
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A bigger sample size could also be considered for this kind of study in the future to 

understand more scenarios and factors that could be responsible for the upsurge of 

turnover intention amongst IT professionals in Thailand. This can be achieved by 

either employing different sample method that can accommodates bigger sample 

size.  

Additionally, this study targeted IT professional employees in Thailand‟s ICT 

industry, the finding of this study may not reflect the turnover intention of people in 

other sectors like nurse‟ employees, or do not reflect the turnover intention from IT 

organizations worldwide.  Therefore, a heterogeneous population is encouraged for 

future researchers that aim at achieving similar objective.   

Furthermore, this present study also focuses on two aspects justice, namely 

distributive and procedural justice. However, a third aspect can be distinguished, 

namely justice perceptions related to the interaction justice with particular 

authorities. This so-called interpersonal aspect (Bies & Moag 1986) has been found 

to be a very powerful predictor of work attitudes and behaviour intention (Colquitt et 

al. 2001). Therefore, future research should investigate whether it is the actual 

behaviour of decision-makers during the interaction that is important for the 

evaluation of justice rather than the allocation criteria (loyalty in this case) that will 

influence work attitudes and behaviour. Future research might complement the 

present research investigating structural components of HR systems (Greenberg 

1993) by including more interpersonal aspects to obtain a more complete picture of 

HRM and its effects on employees. 

Lastly, although that the findings of this study contribute to a better understanding of 

the factors affecting turnover intention among IT professionals. However, further 
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research incorporating cognitive attitude (trust in organization) and affective attitude 

(affective commitment) as the mediating variables and additional predictor variables, 

such as managerial support,  human resource management practices (realistic job 

preview, orientation program, job security, compensation system, performance 

appraisal, training and development, and career advancement), perceived job 

alternatives and environmental factor is job opportunity due to the more job that 

there are available in the market the easier it becomes for an individual to find a 

better fit in other organizations and this increases labour turnover and reduces job 

satisfaction due to the perceived benefits of turnover (Price, 2001). 

5.7 Conclusion 

The field of Information Technology is one of the most recent and most rewarding 

ICT industry currently in Thailand. Globalization and the boom in technology has 

meant that more and more of the young generation do their higher studies in 

Information Technology (IT) or in the computer field with the intention of finding a 

lucrative and satisfying job in the industry and consequently ICT companies in 

Thailand‟s ICT industry are facing with a major management problem due to the IT 

professioanals intent to leave the organizatinal is at a high level (Sakchaicharoenkul, 

2009).   

The high rate of IT professional turnover was estimated that the cost of replacing 

talented IT workers doubled their annual salaries (Young, 2002).  For instance, it is 

liable to breakdown the ICT industry and consequently the nation‟s economy 

(Thapanachat, 2007). There will be possibility of insecurity, an uncoordinated 

development and a drastic decrease in income on GDP (ESCAP, 1999; Webster, 

2007). Justifiably, National Economic and Social Development Board of Thailand 

(NESDB) (2013) recorded a continuous decrease in GDP of Thailand and opined that 
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the economic declination was a result of the level of IT professional high turnover in 

the country‟s ICT industry (Santioso, 2014). Thus, the Thailand‟s ICT industry as 

instrumental it is to the Thailand economy is still very vulnerable to the threat and 

detriment of IT professional turnover. Meanwhile, in line with the Thailand‟s 

government framework that was also structured to guide the developmental focus of 

the ICT industry and to maximize it‟s in impact on Thailand‟s economy, practitioners 

and other stakeholders acknowledged the crucial role of IT professionals in achieving 

the Thailand ICT industrial developmental goal (Santipaporn, 2010). Therefore, 

retention of IT professional could be increased through appropriate administrative 

actions designed to address the problem areas. To reduce excessive turnover among 

IT professionals, it is first necessary to understand the reasons for the turnover.  

In this study empirically investigated turnover intentions of Thai IT professionals 

using a theoretical framework that was most relevant in the Thai context. This is 

because research has found that models developed and tested in Western countries do 

not always apply to other countries and cultures (Lacity et al. 2008). Thus, 

theoretical model in this study tested for antecedents like organizational justice 

(distributive justice and procedural justice), which is especially relevant in Thailand 

societies, and role stressors measured across all four dimensions of role stressors 

(role ambiguity, role conflict, work-overload, and work-family conflict) which 

variables proven to be strong predictors of turnover intentions among IT professional 

(predominantly in the Western countries) were included in the theoretical framework. 

These include job satisfaction as mediating variable as it is proffered by the 

theoretical perspective of social exchange theory.  
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Utilizing the fundamental social exchange theory of Blau (1964) asserted that 

generalized perception of the firms‟care and support of the firm, affects individual 

attitudes and behaviors was suggested. These workers feel indebted to the firm, and 

wish to reciprocate with increased loyalty and adding more efforts when the 

esteemed treatments are rendered out of free will (Eisenberger, Armeli, Rexwinkel, 

Lynch, & Rhoades, 2001). One can describe employees‟ relation within an 

employer/organization as the ability of maintaining a healthy working interpersonal 

relationship between their employer/firm and the employees in order to uphold a 

satisfactory productivity and contribution, encourage a working atmosphere that is 

full of morale, this in turn increases the employees‟ job satisfaction level to make the 

employee to feel obliged with employer/firm, which begins to make the employee 

willing to reciprocate to the employer/firm subsequently decreasing the turn-over 

intention of the employee (Bodla & Danish, 2013).   

The implication of the findings in this study is to explain the antecedent factors that 

are responsible for the employees‟ turnover intention amongst IT professional in 

Thailand‟s ICT industry on applying the theory of social exchange theory (SET). The 

results of the study indicate and validate the theory. Therefore, these results 

recommended that organizational justice (distributive and procedural justice) role 

stress in work place such as role ambiguity, role conflict, work-overload and work-

family conflcit can play a determining role in shaping IT professionals‟ turnover 

intention, but only when workers perceive their organization to be satisfactory to 

them.  

Significant results of this research are mostly in accord with the findings of prior 

studies that pointed to the mediating role played by job satisfaction in the 
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relationship between organizational justice (distributive and procedural justice) and 

role stressors (role ambiguity, role conflict, work-overload and work-family conflict) 

and turnover intention. Consequently, the current research demonstrates that 

fulfillment of an organizational justice (distributive and procedural justice) and role 

stressors (role ambiguity, role conflict, work-overload and work-family conflict) 

does not have a direct linkage with turnover intention but, rather, has an indirect 

influence from job satisfaction. 

In brief, these results imply that organizations create a justice and reduce stressors at 

work place to encourage IT to reciprocate through job satisfaction. After that, 

organizations can benefit from a low turnover rate because IT professionals perceive 

a stronger emotional attachment to the organization which can decrease their 

intention to quit the organization. One can apply this theory to the interpretations that 

if IT professional feels that their supervisor can help them to manage time, fairness to 

the reward, not stress of the work. They will fulfill moral, this is in turn increase the 

IT professionals‟ satisfy with job level to make them fell obliged with their 

employer, which begins to make the willing to reciprocate to their subsequently 

decreasing the turnover intention (Bodla & Danish, 2013 ).   

Therefore, it is very important that Thailand‟s ICT companies and Thai government 

agencies cannot overlock the important proffered applying Social Exchange Theory 

(SET) to reduce IT professional turnover intention. The quality of the exchange 

relationship shared in the firm influences the job satisfaction of the employee and 

subsequently decreasing the turnover intention (Bodla & Danish, 2013). To be 

explicit, the strategies that can be employed a research model that depicts turnover 

intention among IT professional employees in Thailand‟s ICT industry as it is 
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proffered applying Social Exchange Theory (SET) to reduce IT professional turnover 

intention is to make policies on allocating reward just and fair and tackle role 

stressors in work place such as role ambiguity, role conflict, work-overload and 

work-family conflcit. The quality of the exchange relationship shared in the firm 

influences the job satisfaction of the employee and subsequently decreasing the 

turnover intention (Bodla & Danish, 2013). Understanding these factors will help 

policy makers and practitioners in developing effective HRM practices aimed at 

enhancing IT professionals‟ positive attitudes toward their ICT organization (job 

satisfaction) which in turn will lead to lower turnover intentions.  

Therefore, organizational justice and role stressors have strong correlation with 

turnover intention, it is important to reinforce them by applying the right human 

resource policies. It benefits the Thailand‟s ICT industry to enhance on resolving of 

IT turnover intention to suppress the escalating rate of IT professionals‟ turnover in 

Thailand due to this research represents a guide to assist IT practitioners and 

managers understand the effect of being a learning organization by identifying its 

results in order to improve IT workers‟ performance. In conclusion, the results of this 

research can well have implications for other countries and generate important 

themes in HRD. Morevoer, the results of this research also will be possible of ICT 

companis‟ security and a coordinated development to a drastic increase in income on 

Thialand GDP. 
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