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Abstract 

The purpose of the study is to identify factors influencing employee turnover 

intention in the academic sector in Kathmandu valley. Explanatory research design is 

used as the main research paradigm to discover reality. It has used a purposive 

sampling technique where a total of 404 were interviewed with a structural 

questionnaire; where data collection is done by using the KOBO Toolbox. The data 

was evaluated by using both descriptive and inferential statistics. Structural Equation 

Modeling was used to analyze the relationships between variables using Smart PLS 

software. The finding reveals that positive supervisor relationships, favorable work 

conditions, and recognition significantly impact job satisfaction. Job satisfaction, in 

turn, plays a crucial role in shaping turnover intentions. Identified challenges in salary, 

recognition, work-life balance, and career growth call for solutions emphasizing 

employee well-being, recognition, growth opportunities, flexible hours, open 

communication, and monotony relief. 
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Introduction 

Employee turnover is a multifaceted phenomenon with profound 

implications for organizations, affecting productivity, organizational goals, and 

financial stability (Ju & Li, 2019). The loss of key individuals can be 

disruptive, emphasizing the crucial nature of understanding and addressing 

turnover issues. As highlighted by Alkahtani (2015), key employees play a 

pivotal role in an organization's success. Recent years have witnessed a surge 

in employee turnover rates across different organizations, necessitating a 

deeper exploration of the underlying causes and potential solutions (Chiat & 

Panatik, 2019). Turnover is influenced by a myriad of factors, including 

organizational elements such as size, payment systems, and work environment, 

as well as external factors like economic conditions (Adetoun & Victoria, 

2021). Job-related factors, family issues, health, and personal goals also 

contribute to employee perceptions and intentions to quit (Haque et al., 2019). 

Additionally, demographic factors such as age, tenure, education, income, job 

type, and gender are identified as significant contributors to turnover 

(McCarthy et al., 2020). 

In the context of academic staff, stress and burnout pose significant 

concerns, impacting working conditions in the education sector. Nguyen et al. 

(2022) study delves into these factors and their role in academic staff turnover, 

examining dimensions like emotion control, personal happiness, and workload 

as potential triggers. Emphasizing the multifaceted challenges, the study 

highlights the significance of factors such as emotion control in academic 

staff's job satisfaction and retention. Personal happiness, considered a 

subjective yet influential element, is identified as another dimension affecting 

turnover, along with the intricate interplay of workload in academic settings 

(Ortan et al., 2021). An acknowledged solution to mitigate these challenges is 

adopting flexible work schedules (Nouiri et al., 2018). Recognized for 

affording academic staff autonomy to balance professional responsibilities with 

personal life demands, flexible schedules promote a healthier work-life balance 

and address stress and burnout concerns contributing to turnover (Boamah et 

al., 2022). In the academic domain, employee engagement and turnover 

intentions are crucial indicators reflecting staff attitudes, extending beyond 
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immediate consequences and influencing future behavior (Gašić & Berber, 

2023). 

Despite academic turnover being a global challenge, especially 

pronounced in developing countries like those in Africa, the issues are not 

confined to specific regions. Kebede and Fikire (2022) underscore the 

widespread nature of the problem, emphasizing its direct hindrance to 

organizational goals and substantial challenges for effective management. 

Examining the contributing factors reveals a complex interplay of individual 

stress, morale, and high-pressure work environments. Haileyesus (2019) and 

Kurniawaty et al. (2019) highlight the influence of mental and emotional well-

being on academic staff decisions to stay or leave. Positive relationships with 

coworkers and supervisors, along with factors like job satisfaction, security, 

income, benefits, and incentives, also play pivotal roles in shaping turnover 

intentions (Hom et al., 2017). 

Hence, the challenges faced by academic staff in the form of stress and 

burnout have far-reaching implications for the education sector. The intricate 

interplay of factors such as emotion control, personal happiness, and workload, 

coupled with the recognition of flexible work schedules as a potential solution, 

underscores the complexity of the issue. The crucial indicators of employee 

engagement and turnover intentions further highlight the need for organizations 

to proactively address these challenges to foster a conducive and supportive 

academic environment. Hence, this study aims to identify factors influencing 

employee turnover intention in the academic sectors of Kathmandu Valley. 

Addressing the impact of turnover on educational institutes, the research 

emphasizes understanding the complex relationships influencing employees' 

decisions to leave, offering insights for organizations to develop strategies for 

talent retention. Overall, the research has significant implications for 

improving employee satisfaction, engagement, and productivity in 

organizations, providing valuable guidance for decision-makers and 

stakeholders. 
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Methodological Approach 

Theoretical Framework and Hypothesis Formulation 

Several theories were reviewed in this study. The first theory, 

Herzberg's Two-Factor Theory, argues that employees at higher occupational 

levels prioritize intrinsic workplace factors, such as achievement, more than 

those at lower levels. (Ann & Blum, 2020). Vroom's Expectancy Theory focus 

on important part of work motivation research when the conditions of value, 

expectancy, and instrumentality are met, more employees are motivated. Even 

without financial incentives, salary raises, wage premiums, and employee 

ownership in profits are important instruments for inspiring employees to 

perform at a higher level (Harris et al., 2017). Social exchange theory defines 

social exchange as the exchange of activity between at least two people, 

whether physical or immaterial, more advantageous or costly. Organizations 

use this theory to examine interpersonal relationships between employers and 

employees, employees and their coworkers, and the organization to develop 

and improve on the social dynamics involved in the exchange of technical skill 

development that helps to reduce turnover (Harden, Boakye and Ryan, 2018). 

Human capital theory explains that employees should maximize their assets to 

the greatest extent possible. Support Theory focuses on company values, and 

cares about, and appreciates the contributions and internal services of each of 

its employees (Kryscynski et al., 2021). Among these theories, Herzberg's two-

factor theory is the most applicable theory used in this study. The Herzberg 

theory states that motivators and hygiene elements are the two categories of 

factors that have an impact on employee motivation and job satisfaction (Thant 

and Chang, 2021).  

The study conducted by Nagpaul et al.( 2022) identifies a direct 

relationship between work hygiene/motivator factors and the intention to quit, 

with motivating factors serving as mediators through the path of job 

satisfaction.  Likewise, the study conducted by Yang and  Lee (2009) 

highlighted  Generation Y (Millennials) desire for career advancement and 

high-income levels suggesting that constant changes in corporate policies may 

drive this generation to seek alternative employment. Furthermore, Ahmad, 

(2018) also found that employees prioritize extrinsic employment aspects over 
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intrinsic ones when evaluating job satisfaction. Additionally, Jarupathirun and  

De Gennaro (2018) highlights the significant impact of job satisfaction on low 

employee retention, emphasizing its association with customer service, growth, 

revenue, and efficiency. Based on these studies, the conceptual framework and 

hypothesis development for research this study on employee turnover intention 

are developed.  Job Satisfaction and Intentions to Quit among Security Officers 

of Herzberg's theory, the Yang and Lee model, the Push and Pull model, the 

Multi-dimensional model, and the Traditional Hygiene and Motivational model 

are reviewed. This study is based on Herzberg's Theory Model to examine Job 

Satisfaction and Intentions to Quit. From the conceptual review, it is clear that 

variables such as Recognition, rewards, working conditions, and job 

enrichment are the suitable independent variables, Job satisfaction is the 

mediating variable, and finally, intention to quit is the dependent variable. 

Figure 1 

Conceptual Framework 

 

Source: Modified from Nagpaul et al.(2022)  

Turnover Intention  



A Study on the Determinants of Employee Turnover in the Academic Institutions of Kathmandu | 95 

The employee who has decided to quit their present employer 

undertakes a cognitive process called "intention to leave" (Kim and Kim, 

2021). Understanding the factors that influence such an option is essential since 

employee turnover can adversely impact organizations and the job marketplace 

as a whole (Lazzari, Alvarez and Ruggieri, 2022). Employee turnover is a topic 

of much discussion and has either direct or indirect effects on company 

productivity. Therefore, everyone in management, but especially the human 

resources managers, should consider how important it is for the company to 

keep staff members happy (Aburumman and Arabiat, 2021). 

Workplace environment, incentives, job enrichment, and relationships 

with supervisors are only a few of the most important factors that influence 

satisfaction with work. Enhancing these components and encouraging 

successful work are both achievable with supportive management (Tumi et al., 

2022). However, if workers don't receive enough power or recognition, have a 

poor working environment, don't get compensated fairly, or lack a good 

connection with senior management, they may not be satisfied in their jobs, 

which increases the possibility that they're going to consider quitting. As a 

result, a combination of different factors is required to improve work 

satisfaction and lower the desire to quit. 

Relationship with Supervisors and Job Satisfaction 

Relationships with supervisors can be defined as how managers 

promote and assist employees while expressing concern for their well-being 

(Salas‐Vallina et al., 2021).  The positive behaviors of supervisors convey the 

organization's knowledge and goal (Hidayah Ibrahim, Suan and Karatepe, 

2019). Coordination among coworkers is essential for receiving continuous 

motivation and encouragement for growth and development, which ultimately 

boosts employee job satisfaction (Ashraf, 2019). 

H1: Relationship with supervisors has a significant impact on job satisfaction. 

Rewards and Job Satisfaction 

Reward is an important part of the overall personal reward that an 

employee receives from his job in terms of compensation and perks (Koo et al., 

2020). Different types of direct and indirect benefits are included in material 
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rewards. The nature and sufficiency of rewards, encompassing financial 

compensation, benefits, and non-monetary incentives, profoundly impact 

employees' overall satisfaction levels (Kitsios & Kamariotou., 2021). Rewards 

play a crucial role in shaping employees' perceptions of their work 

environment, acting not only as acknowledgments of their contributions but 

also as tangible expressions of organizational appreciation. This recognition 

significantly contributes to the enhancement of overall job satisfaction 

(Mustafa and Ali, 2019).  

H2: There is a significant relationship between rewards and job satisfaction. 

Working Conditions and Job Satisfaction 

Working conditions play an important part in the various factors that 

affect job satisfaction (Ketkaew et al.,  2020). Employees are more likely to 

feel happy with their work when they perceive their workplace to be secure, 

pleasant, and helpful (Butt et al., 2020). Similar to this, employees are more 

likely to be content in their positions when they feel that they are receiving 

equal compensation and have a balanced life at work (Navajas-Romero, Díaz-

Carrión and Casas-Rosal, 2020). 

H3: There is a significant relationship between working conditions and job 

satisfaction. 

Job Enrichment and Job satisfaction 

Job enrichment can be defined as offering employment with a high 

level of direction, meaning, and result from knowledge (Tumi et al., 2022). Job 

enrichment brings together work functions from a vertical slice of the task 

group, compared to job growth, which aims to combine work activities from a 

horizontal slice of the place of work (Buchanan & McCalman, 2018). 

Employment enrichment helps to make work more engaging, difficult, and 

capable of giving people happiness. Employee work satisfaction has a major 

impact on an organization's performance and accomplishments (Ciulla & 

Ciulla, 2020). Thus, the high-involvement workplace environment that impacts 

job satisfaction involves career development (Marta et al., 2021). 

H4 There is a significant relationship between Job Enrichment and job 

satisfaction. 
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Recognition and Job Satisfaction 

Recognition can be determined by the extent to which the supervisor 

and other employees consider the employee as an important part of the 

organizational workplace (Göktürk, Tülübaş and Bozoğlu, 2021). The research 

study showed that both positive and negative recognition may result in greater 

motivation to participate and work satisfaction. Negative recognition can result 

in complaints and ignorance; however, positive recognition may occur in the 

form of respect and words of appreciation from managers, peers, and 

coworkers (Nguyen et al., 2019). Employees' belief in their value can be 

increased and their motivation to contribute improves when they are 

recognized for what they do and they feel satisfaction (Ali & Anwar, 2021). 

H5: There is a significant relationship between Recognition and Job satisfaction. 

Job Satisfaction and Intention to Quit 

Job satisfaction can be defined as "an emotional state of pleasure 

produced by analyzing a person's work to achieve or promote its value (Wang 

et al., 2020). Job satisfaction is influenced by the work environment, intrinsic 

elements, and extrinsic elements (Mardanov, 2020). Furthermore, recognition 

of abilities, opportunities to feel successful, responsibilities provided by 

superiors, opportunities for advancement, and the nature of the work itself are 

an intrinsic part of job satisfaction (Ashton, 2018). Working environment, pay 

as per company rules and regulations, relationships with coworkers, and 

supervision are examples of extrinsic influences (Asaari et al., 2019). Extrinsic 

or external elements assisted in lowering work unhappiness, whereas intrinsic 

or internal factors of a worker's job affected their level of satisfaction if it is 

fully implemented then it lowers the chance of intention to leave employees 

(Aho, 2020). 

H6: There is a significant relationship between job satisfaction and intention to 

quit. 

Table 1 

Variables and Definitions 

Construct Observed 

Variables 

Indicators Explanation Citations 
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Intention  

to quit 

Opportunities IQ1 Intend to ask 

outsiders about 

new opportunities 

(Chen et al., 2023) 

&(Verma and 

Kesari, 2020) 

Better condition IQ2 Better chance 

always influences 

to quit 

 

Intention IQ3 Discontinue of 

job  

 

Excitement IQ4 work is not 

challenging, 

repetitive and 

exciting 

 

Consideration IQ5 Find a new job  

Job 

Satisfaction 

Importance JS1 Work is 

significant and 

advantageous 

 

level of 

satisfaction  

JS2 Satisfaction 

comes from work 

(Chavadi, Sirothiya 

and M R, 2022) 

&(Macey and 

Schneider, 2008) 

 Organization 

support 

JS3 Satisfaction gain 

where there is 

organization 

support is 

positive 

 

Relaxation JS4 Enjoy vacation 

and feel satisfy 

 

Fulfillment JS5 Fully satisfied   

Relationship 

with 

supervisors 

 

Greater 

relationship  

RWS1 

 

Good relationship 

with superior 

relates to perform 

well 

 

Openness  RSW2 sharing viewpoint 

with superior 

(Sanjeev and Surya, 

2016) &(Ketkaew, 

Manglakakeeree 

and Naruetharadhol, 

2020) 

Target 

achievement  

RSW3 Different level of 

tasks 
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Trustworthy RSW4 Superiors are 

capable and 

trustworthy 

 

Rewards Appreciate RW1 Contribution is 

properly 

appreciated  

 

Fair RW2 salary is fair on 

the basis of duties 

and 

responsibilities 

 

Demand and 

performance 

RW3 Salary is 

increases depend 

on performance. 

Satisfaction with 

pay increment  

RW4 Each year getting 

fair wages 

(Singh and 

Bhattacharjee, 

2020)  

Sense of pay RW5 Wage is clear   

Working 

Condition 

Favorable 

condition 

WC1 Favorable 

working 

condition  

 

Enough work 

schedule 

WC2 Work 

assignments are 

sufficient  

 

Tolerable WC3 stress at work is 

tolerable 

 

Flexible WC4 work schedule is 

flexible depend 

on workload 

(Aminah et al., 

2022) & (Verma 

and Kesari, 2020) 

Pleasant 

Environment 

WC5 work is quite 

clear  

and satisfaction 

 

Job 

Enrichment 

Gain new 

opportunities 

JE1 Learning new 

things by doing 

work each and 

every day 

 

Varieties of task JE2 Wide range of 

tasks  

(Aboramadan et al., 

2020) &(Yang and 

Lee, 2009) 

Use of skills and 

abilities  

JE3 Skills and 

abilities identifies   
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Unique skills JE4 Develop own 

unique skills to 

represent  

 

Recognition Accomplishment RG1 Appreciate with 

accomplish or 

complete task at 

right time  

 

Respected  RG2 Work is 

recognized by an 

organization 

 

Recognized 

Position 

RG3 Doing good job 

identify your 

value. 

 

Appreciation  RG4 work merit based 

on different 

things 

(Akgunduz, Adan 

Gök and Alkan, 

2020) 

Best workers RG5 best employees 

recognize and 

rewards with best 

organization 

benefits  

 

Research Methods 

 Study Area, Population, and Sample Size 

The study focused on Kathmandu Valley, encompassing three major 

cities: Bhaktapur, Lalitpur, and Kathmandu. The Kathmandu Valley is an area 

of 899 square kilometers that is 1,300 meters above sea level. It is situated 

between latitudes 27032'13" and 27°49'10" north and longitudes 85°11'31" and 

85°31'38" east.  (Mohanty, 1970). This study was conducted in Kathmandu 

Valley because Kathmandu is Nepal's capital. It's a hub for the academic sector 

and has a high population density. The study's population comprises employees 

within the academic sector, a significant portion of which is based in this 

region. 

The population for the study is well-defined. So, a non-probability 

sampling technique was used in this study. Under non-probability sampling, 

Purposive Sampling is employed in this study to quickly and effectively reduce 

the pool of potential participants. Purposive sampling can be defined as "the 
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technique of selecting the number of sets of components in such a way that the 

object dependent make approximately the same estimation or percent as the 

population based on the individual traits that are currently the subject of data 

collection" (Berndt,2020). For sample size for this study was calculated to be 

403.368 (approx. 404) by using the formula n0= z2pq/e2 and adding an 

allowable error (e) of 5 %. 

Research Instrument, Data Collection, and Analysis 

The primary research tool for this study's data collection is a structured 

questionnaire with an interview component. A structured questionnaire is a 

document that has a set of standard questions with a predetermined design that 

establishes the exact meaning and order of the questions to collect information 

from respondents (Harris & Brown, 2010). To collect data, structured surveys 

are administered following the creation of the study questionnaire using the 

KOBO toolbox form. Data was collected from 404 respondents and 15 samples 

were used for the study's pilot testing, which helped to enhance the 

questionnaire and get input on its potential for a good fit. From the pilot study, 

we discovered that some items in the questions were insufficient, prompting us 

to add more items for clarity and effectiveness. It took one month to collect 

data and obtained through face-to-face encounters with respondents Data 

analysis was performed using descriptive analysis and inferential analysis. 

Structural Equation Model (SEM) is used to analyze data inferentially.  

Results  

Socio-demographic Characteristics 

A questionnaire survey is being conducted among 404 respondents in 

each of the three districts Kathmandu, Bhaktapur, and Lalitpur. The socio-

demographic information generally deals with the personal characteristics of 

respondents.  

Table 2 

Socio-demographic Characteristics 

Title Category Number Percentage 

Age 15-20 10 2.48 
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20-30 147 36.39 

30-40 119 29.46 

40-50 91 22.52 

50-60 29 7.18 

60 above 8 1.98 

Gender Male 208 51.49% 

Female 196 48.51% 

Others - - 

Level Of Education Secondary level 6 1.49 

Higher secondary level 35 8.66 

Bachelors 161 39.85 

Masters and above 202 50 

Marital Status 

 

Married 251 62.13 

Unmarried 151 37.38 

Others 1 0.25 

Level of position Teacher 146 36.14 

Administrative staff 91 22.52 

Accountant 64 15.84 

Librarian 30 7.43 

Researcher 24 5.94 

Other 49 12.13 

Working Time Period 

 

 

  

1-3 years 122 30.2 

3-5 years 113 27.97 

5-7 years 91 22.52 

7-10 years 36 8.91 

10 years above 42 10.4 

Nature of Job Part Time 64 15.84 

Full Time 242 59.9 

Contract Basis 30 7.43 

Permanent 68 16.83 

Sector Private 319 78.96 

Public 84 20.79 

Monthly Income 15000-25000 82 20.3 

25000-50000 140 34.65 

50000-100000 110 27.23 

100000-150000 40 9.9 

150000-200000 16 3.96 
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200000 above 16 3.96 

Table 2 summarizes the socio-demographic characteristics of the 

sample population, shedding light on factors related to employee turnover. The 

majority of respondents were aged 20-30, with the next most common age 

group being 30-40. The survey included 404 respondents, with males 

comprising 51.49% and females 48.51%, facilitating an examination of gender-

based preferences and their impact on turnover. Regarding marital status, 

62.13% were married, 37.38% were unmarried, and 0.25% fell under a 

different category. Geographically, respondents were distributed across 

regions, with the highest percentage in Kathmandu (56.93%). Education-wise, 

50% held a master's degree, while professional positions varied, with teachers 

(36.14%) being the most prevalent. The majority had a working period of 1-3 

years (30.2%), and monthly income distribution included categories like 

25000-50000 (34.65%).  

Challenges and Managerial Solutions Related to Employee Turnover 

Respondents were asked if they were facing any challenges. According 

to the survey, 74.5% of the respondents face challenges, while the remaining 

25.25% do not face challenges. Those who do not face any challenges express 

satisfaction with the working environment at their workplace. However, the 

majority of respondents face problems of insufficient salary (44.8%), lack of 

recognition (34.41%), work-life imbalance (33.91%), and lack of career growth 

opportunities (32.67%). Similarly, at a moderate level, respondents face 

challenges in maintaining interpersonal relationships (29.95%) and coping with 

the leadership style (28.96%). At a low level, factors such as lack of security 

(19.06%) and others (0.5%) are considered some of the challenges the 

employees face. 
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Figure 2 

Challenges in Employee turnover 

 

The same respondents were also asked whether the problem could be 

solved or not and the majority of respondents (74.26%) answered that the 

challenges could be minimized. The majority of employees agreed that the 

problem can be solved if there is an opportunity for development and growth 

(42.82%), prioritization of employees' happiness (38.86%), recognition and 

reward to employees (37.13%), flexible working hours, open communication 

(26.93%) and break up of monotony.  
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Figure 3 

Management Solution 

  

Inferential Analysis  

To identify and describe a population for inferential analysis, data from 

that group are randomly selected. Additionally, inferential analysis supports the 

interpretation of sample data, facilitating the estimation and computation of 

potential times.  

Common Method Bias 

Table 3 

Full Collinearity Test 

iq je js rg rsw rw wc 

1.041 1.176 1.091 1.226 1.307 1.182 1.071 

Table 3 highlights the VIFs obtained for all the latent variables in both 

of our models, calculated using a full collinearity test. The model tainted by 
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common method bias has a latent variable with VIF less than 3.3 which is 

displayed in a dummy variable column. The model is regarded as being free of 

common method bias because all VIFs that gain from a full collinearity test 

are lower than 3.3 

4.2.2 Measurement Model Assessment 

The measurement Model includes an assessment of the Quality of the 

constructs including reliability and validity. The researcher should look at 

construct reliability and Validity, which includes three main tests: internal 

consistency reliability, and convergent and discriminant validity to evaluate the 

measurement model. In the reliability analysis, here we test Cronbach's alpha 

(CA) and composite reliability (CR). The value for CA and CR is tested higher 

than 0.7 (Hair et al., 2020)  indicating no issue of reliability. 

Factor loading and average variance extracted were applied to access 

the convergent validity. According to (Fornell & Larcker, 1981) the AVE value 

of 0.5 is acceptable and Factor loading with a value of 0.7 or above is the best, 

while values higher than 0.50 are still acceptable while dropping items with a 

loading of less than 0.4. Some indicators in this study achieved AVE valves of 

less than 0.5 and some constructs had factor loadings of less than 0.7. Based on 

these circumstances, the items of the corresponding construct with lower factor 

loading are dropped but in intention to quit and job enrichment, items are not 

deleted. As shown in Table 4, the value of AVE is greater than 0.50 indicating 

good convergent validity. 

Table 4 

Reliability and Validity 

Construct Indicators 
Outer 

Loadings 
 AVE CA CR 

Intention to quit  

iq1 0.706 

0.517 0.78 0.842 

iq2 0.684 

iq3 0.779 

iq4 0.742 

iq5 0.678 

Job enrichment  je1 0.697 0.538 0.714 0.823 
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je2 0.729 

je3 0.734 

je4 0.773 

Job Satisfaction 

js3 0.822 

0.619 0.694 0.829 js4 0.703 

js5 0.829 

Recognition 

rg1 0.689 

0.567 0.62 0.796 rg2 0.854 

rg5 0.705 

Relationship with 

Supervisors 

rsw3 0.539 

0.572 0.619 0.795 rsw4 0.84 

rsw5 0.849 

Reward 

rw1 0.696 

0.564 0.746 0.838 
rw2 0.752 

rw4 0.732 

rw5 0.819 

Working Condition 

wc3 0.717 

0.567 0.617 0.796 wc4 0.807 

wc5 0.731 

Discriminant Validity 

The model's discriminant validity is demonstrated using cross-loadings, 

the Fornell and Larcker criterion, and the HIMT ratio. Cross-loading calls for 

all factor loading signals on the assigned construct to be higher than any other 

loading on other constructs Rasoolimanesh,( 2022). Regarding the HTMT 

ratio, the HIMT values test discriminant validity less than 0.9, which is 

generally recognized Rasoolimanesh et al., (2019). Similarly, in the Fornell-

Lacker criterion, it is checked whether the squared correlation between the two 

constructs is greater than any of the two constructs AVE which is satisfied 

(Henseler, 2018). The requirements of all the tests are met indicating no 

problem of discriminant validity. 
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Table 5 

Factor Cross- Loading 

 iq je js rg rsw rw wc 

iq1 0.706 -0.056 -0.083 -0.018 -0.031 0.073 0.007 

iq2 0.684 0.069 -0.047 0.029 0.064 0.011 0.103 

iq3 0.779 -0.015 -0.081 -0.019 0.005 0.075 0.049 

iq4 0.742 -0.118 -0.097 -0.005 -0.021 0.11 -0.018 

iq5 0.678 0.004 -0.04 -0.046 0.028 -0.012 0.058 

je1 -0.057 0.697 0.411 0.503 0.319 0.304 0.306 

je2 -0.038 0.729 0.397 0.394 0.317 0.261 0.268 

je3 -0.06 0.734 0.457 0.353 0.448 0.254 0.429 

je4 -0.009 0.773 0.493 0.379 0.48 0.324 0.55 

js3 -0.142 0.54 0.822 0.497 0.489 0.37 0.451 

js4 -0.014 0.376 0.703 0.327 0.398 0.155 0.397 

js5 -0.075 0.488 0.829 0.513 0.454 0.459 0.464 

rg1 0.013 0.3 0.352 0.689 0.23 0.383 0.255 

rg2 -0.05 0.51 0.537 0.854 0.431 0.382 0.418 

rg5 0.023 0.406 0.387 0.705 0.34 0.335 0.352 

rsw3 0.036 0.281 0.274 0.276 0.539 0.221 0.281 

rsw4 -0.016 0.404 0.474 0.341 0.84 0.3 0.431 

rsw5 -0.004 0.511 0.508 0.409 0.849 0.349 0.48 

rw1 0.032 0.205 0.239 0.372 0.107 0.696 0.204 

rw2 0.098 0.263 0.304 0.43 0.147 0.752 0.272 

rw4 0.094 0.337 0.33 0.327 0.403 0.732 0.401 

rw5 0.05 0.341 0.402 0.342 0.43 0.819 0.414 

wc3 -0.017 0.349 0.39 0.318 0.387 0.306 0.717 

wc4 0.044 0.476 0.454 0.332 0.433 0.404 0.807 

wc5 0.059 0.388 0.41 0.397 0.392 0.289 0.731 

Table 6 

Heterotrait- Monotrait ratio (HTMT) Results 

 iq je js rg rsw rw 

iq       
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je 0.099      
js 0.138 0.838     
rg 0.075 0.815 0.844    
rsw 0.093 0.785 0.842 0.713   
rw 0.116 0.521 0.561 0.725 0.526  
wc 0.113 0.792 0.847 0.735 0.854 0.628 

Table 7 

Fornell-Larcker Criteria Results 

 iq je js rg rsw rw wc 

iq 0.719       
je -0.055 0.733      
js -0.106 0.602 0.787     
rg -0.014 0.551 0.577 0.753    
rsw 0.001 0.54 0.571 0.456 0.757   
rw 0.092 0.39 0.435 0.482 0.389 0.751  
wc 0.04 0.541 0.556 0.463 0.537 0.445 0.753 

Goodness of Fit: To ensure a good model fit to data, the SRMR  value should 

be less than 0.1 (Henseler  & Sarstedt, 2013). The SRMR value in this study is 

0.079 indicating a goodness of fit. 

Structural Model Assessment  

In the end, bootstrapping was carried out in Smart PLS4 to obtain the route 

coefficient and corresponding t-value for both the direct and mediated 

connections. This study consists of six hypotheses. According to Hair et al., 

(2014) the limits of 0.75, 0.50, and 0.25 for the three classes used as a basis for 

limiting the value of R2, respectively. In this study, the variable "intention to 

quit" has an R2 value of 0.011. Similarly, the mediating variable "Job 

satisfaction" has an R2 of 0.527 indicating a good model fit. Similarly, the 

results of the path analysis and the resulting path model are often displayed in a 

path diagram. 
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Figure 4 

Path Analysis 

 

 

Table 8 

Hypothesis Testing 

Hypothesis β SD P values 
CL Decision 

LL UL 

H1 rsw -> js 0.216 0.049 0 0.125 0.337 Accepted 

H2 rw -> js 0.069 0.043 0.109 -0.16 0.192 Rejected 

H3 wc -> js 0.173 0.046 0 0.142 0.329 Accepted 

H4 je -> js 0.235 0.054 0 0.119 0.311 Accepted 

H5 rg -> js 0.236 0.048 0 -0.016 0.151 Accepted 

H6 js -> iq -0.105 0.062 0.089 -0.083 -0.265 Accepted 
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Result supported at significance level: p<0.1 and in not when beta (B) 

value lies with confidence interval White et al., (2022). Table 8 illustrates that 

p- p-values less than 0.1 for hypotheses H1, H3, H4, H5, and H6 which 

indicates that the relationship with supervisor, working conditions, job 

enrichment, and recognition has a significant relationship with job satisfaction 

and job satisfaction has a significant relationship with employee turnover. 

Table 9 

Mediation Analysis 

Hypothesis β SD P-Values 
CL 

Decision 
LL=2.5% LL=2.5% 

rg -> js -> iq 0.225 0.216 0.021 0.143 0.243 Supported 

rw -> js -> iq 0.407 0.007 0.0318 0.202 0.409 Supported 

wc -> js -> iq 0.218 0.112 0.0143 0.133 0.236 Supported 

je -> js -> iq -0.125 0.017 0.0141 -0.146 -0.103 Supported 

rsw -> js -> iq -0.223 0.015 0.013 -0.411 -0.242 Supported 

For this study, five hypotheses are formulated. For testing this 

hypothesis, specific indirect effects were measured where all of the hypotheses 

were accepted as the beta coefficient lies within the lower limit and upper limit 

confidence intervals. Hence, there is a mediating effect of job satisfaction 

between the exogenous latent construction and endogenous latent construct. 

Discussion 

This study aims to identify factors influencing employee turnover 

intention in the academic sector of Kathmandu Valley. The research involves 

analyzing various variables to understand their impact on turnover. In the 

study, the demographic profile reveals a significant representation in the 20-30 

age group, with an equal gender split and a majority being married. The 

working period of 1-3 years and income distribution align with relevant career 

stages and income levels in the turnover discourse, as indicated by Salama et 

al. (2022).  

SEM is employed to establish links between constructs, with a focus on 

measurement and the structural model. Several hypotheses are formulated 

based on the conceptual framework. Hypotheses 1, 3, 4, 5, and 6 are accepted, 
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indicating significant relationships between variables, while hypothesis 2 is 

rejected due to their non-significant p-values. The first hypothesis (H1) 

establishes a significant relationship between supervisor relationships and job 

satisfaction. This finding supports the importance of frequent interaction 

between employees and their supervisors to enhance support, contrasting with 

the study of Sethumadhavan & Bharathi (2015). The second hypothesis (H2), 

suggesting a relationship between rewards and job satisfaction, is rejected. 

Despite a negative beta value, the wide confidence interval and high p-value 

indicate the lack of statistical significance. This contradicts the belief that 

extrinsic rewards can significantly improve job satisfaction and decrease 

turnover probability (Stater & Stater, 2019).  

Similarly, the third hypothesis (H3) affirms a positive relationship 

between working conditions and job satisfaction. A statistically significant 

positive relationship is indicated by the beta value (0.046), low p-value (0.00), 

and a condensed confidence interval (0.142 to 0.329), aligning with the 

findings of Akinwale and George (2020). The fourth hypothesis (H4) suggests 

a significant relationship between job enrichment and job satisfaction, 

supporting the notion that employees with enhanced skills feel more 

responsible for their work (Marta et al., 2021). The fifth hypothesis (H5) is 

accepted, indicating a positive relationship between recognition and job 

satisfaction. The study supports the idea that employee satisfaction increases 

when they receive recognition for their efforts, in line with Duggu et al. (2020). 

The sixth hypothesis (H6) establishes a significant relationship between job 

satisfaction and the intention to quit. Mediation analysis further confirms the 

mediating effect of job satisfaction between latent constructs, highlighting its 

role in relationships with supervisors, rewards, recognition, and job 

enrichment. Overall, these results provide valuable insights for addressing 

turnover intentions in the academic sector in Kathmandu Valley. 

Conclusion 

In conclusion, the study sheds light on the intricate dynamics influencing 

employee turnover in the academic sector within Kathmandu Valley. The 

research reveals the positive correlation between the relationship with 

supervisors and job satisfaction, underscoring the significance of regular 
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interaction for fostering support. The positive associations observed between 

working conditions, job enrichment, and recognition with job satisfaction 

emphasize the pivotal role of a favorable work environment and professional 

development opportunities in bolstering employee satisfaction. This study also 

reveals a significant impact of job satisfaction on intention to quit, emphasizing 

the pivotal role of job satisfaction as a critical factor in shaping turnover 

intentions. The research highlights challenges experienced by employees in the 

academic sector, encompassing concerns related to salary, recognition, work-

life balance, and career growth. To tackle these issues, potential solutions 

involve creating avenues for development and growth, placing a premium on 

employee well-being, acknowledging and rewarding employees, providing 

flexible working hours, promoting open communication, and introducing 

measures to break up monotony. 
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