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Abstract. The purpose of this study was to investigate the relationship between
perceivedHRMpractices and facultymembers’ turnover intention.Drawing on the
social exchange theory, we hypothesised that perceived HRM negatively relates to
turnover intention and that perceived job opportunities has a moderating effect on
this relationship. The datawas collected from170Pakistani full-time facultymem-
bers that were conveniently available. The hypotheses were tested using partial
least square structural equation modelling (PLS-SEM). The results provided sup-
port for the negative relationship between perceived HRM practices and turnover
intentions. The findings also revealed that job opportunity moderated the negative
relationship between HRM practices and turnover intentions. The cross-sectional
nature of the study and the use of a single source for data collection limit the gener-
alizability of the study. This study helps HR professionals in designing strategies
that not only reduce faculty turnover but also provide competitive advantages to
the organization over its competitors in terms of attracting and retaining employ-
ees. The study is the first of its kind that examined the moderating effect of job
opportunities on HRM practices-turnover intention relationship. Besides, this is
the only study on HRM practices, job opportunities and turnover intention from
the perspective of faculty members working in higher education and Pakistan.

Keywords: Perceived human resource management (HRM) practices · Turnover
intention · Social exchange theory · Job opportunities · Intention to leave

1 Introduction

Over the last few decades, the issue of facultymembers turnover intention is receiving the
attention of researchers and practitioners. This issue is critically important because, on
the one hand, faculty members are the source of organisations’ competitive advantages,
productivity (Aboramadan et al. 2020; Webber 2018), and quality education (Ashraf
2019). While, on the other hand, their turnover results in loss of organisations’ produc-
tivity, work disruption (Gibbs 2018), employees’ demoralisation (Asrar-ul-Haq et al.
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2019), and flight of intellectual capital. Besides, the high turnover rate of the faculty
members not only diminishes the motivation and morale of the current faculty members,
but it also affects students learning and research activities (Asrar-ul-Haq et al. 2019).
Hence, higher education institutions (HEIs) spend a vast amount of money to attract,
select, train, and retain faculty members. A recent study shows that 52% of the faculty
members had considered leaving their current job (Kim and Rehg 2018). Thus, a bet-
ter understanding of why faculty members leave their current jobs and move to other
organisations should allow organisations to improve their retention efforts and reduce
their academic members’ turnover.

Several studies have attempted to address this issue of faculty retention by exploring
the impact various factors such as bullying at the workplace (Ahmad et al. 2017;Meriläi-
nen, et al. 2019), job security, professional maturity, salary (Caraquil et al. 2016), work-
life balance, faculty morale (Johnsrud and Rosser 2002), organisation politics (Asrar-ul-
Haq et al. 2019), job opportunities (Daly and Dee 2006), job-hopping and organisation
commitment (Smart 1990) on faculty members turnover intention. In addition, other
studies have examined the influence of human resource management (HRM) practices
on faculty members’ organisation commitment and engagement (Aboramadan et al.
2020). However, the potential effects of faculty members’ perception of HRM practices
on their turnover intention have received little attention in the academic literature.

Only few researchers such as Kakar et al. (2019) have made attempts to study the
effects of perceived HRM practices on faculty turnover intention. Despite offering use-
ful insights, a major limitation of this study was ignoring the moderating role of job
opportunities in the relationship between HRM practices and turnover intention. Hence,
this research paper aims to examine the influence of perceived HRM practices on fac-
ulty members turnover intention, and what role do job opportunities play in determining
HRM practices-turnover intention relationships?. In doing so, this study makes contri-
butions to the literature in the following ways. First, it examines the effects of perceived
HRM practices on faculty turnover intention. Second, this is among the first studies
that examine the moderating role of job opportunities in the relationship between HRM
practices and turnover intention, especially in the context of HEIs in Pakistan.

2 Literature Review

2.1 Perceived Human Resource Management Practices

Various conceptualisations and definitions of HRM practices exist in the literature. For
instance, Schuler and Jackson (1987) define HRM practices as a system that attract,
select, train, motivate and retain employees, whereas Delery and Doty (1996) view it as
a set of integrated policies and practices designed and implemented to achieve organ-
isational goals. According to another conceptualisation, HRM practices is a collective
name of an organisation’s activities concerned with recruitment, selection, training,
performance appraisal, compensation, development and management of its employees
(Huselid 1995; Wall and Wood 2005). Likewise, Appelbaum et al. (2000) viewed HRM
practices as a set of practices designed by the organisation to enhance individual abili-
ties, motivation, and provide opportunities in order to achieve organisational effective-
ness. Boxall and Purcell (2011) have conceptualised HRM practices into three different
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groups: the intended, actual, and perceived HRMpractices. The intendedHRMpractices
are designed by top management and can be found in the HRmanual (Boxall and Purcell
2011). The intended HRM practices are concerned with employees’ ability, motivation,
and opportunity to participate (Boxall and Purcell 2011). The actual HRM practices are
those practices which are actually applied by the line manager or supervisor and may
differ from intended HRM practices (Boxall and Purcell 2011; Nishii andWright 2008).
Perceived HRM practices refer to employees’ subjective evaluations, interpretation, and
the actual experience of intended HRM practices (Boxall and Purcell 2011; Nishii and
Wright 2008). Bowen and Ostroff (2004) suggested that perceived HRM practices differ
from an organisation intended and actual HRM practices, as employees perceive the
same set of HRM practices differently.

Collectively, HRM practices aim to achieve desired work outcomes such as, build-
ing long term relationships with employees, enhancing employees skills and knowledge
(Appelbaum et al. 2000; Jiang et al. 2012), strengthening employees organisation com-
mitment, engagement (Aboramadan et al. 2020), and reducing their burnout and turnover
(Huselid 1995). However, research shows that it is not HRM practices intended by the
organisation that is important in HRM practices and work outcomes relationships, but
rather how employees perceive those practices (Bowen and Ostroff 2004; Farndale and
Sanders 2017; Nishii and Wright 2008). Besides, scholars suggest that when the objec-
tive of the research is to investigate individual outcomes (e.g., turnover intention), then
understanding HRM practices from employees’ perspectives are effective and desirable
techniques (Jiang et al. 2017). Hence, this study focuses on perceived HRM practices
and how it relates to faculty members turnover intention.

2.2 Turnover Intention

Turnover intention is defined as the probability of leaving the job in the near future
(Sousa-Poza and Henneberger 2004). Mashile et al. 2019, Wells et al. (2016) concep-
tualised turnover intention as a cognitive or thinking process in which employees plan
or desire to quit the job. According to Sager et al. (1998), turnover intention reflects
individuals’ mental decisions intervening between attitudes toward a job and the deci-
sion of whether or not to quit the job. Earlier theories and empirical research suggest
that turnover intention is the last stage of withdrawal cognition (Ajzen 1991; Steers and
Mowday 1981; Mobley 1977), and has been viewed as an immediate predictor of actual
leaving behaviour (Allen et al. 2010; Rubenstein et al. 2018). Fishbein and Ajzen (1975)
in attitude theory of reasoned action stated that “the best single predictor of an individ-
ual’s behaviour will be a measure of his intention to perform that behaviour” (p. 369).
Hence, in line with this stream of research, the focus of this study is on turnover intention
rather than actual leaving behaviour.

2.3 Job Opportunity

Job opportunity is defined as the availability of job alternatives outside the organisation
(Hofaidhllaoui andChhinzer 2014). It reflects an employee’s belief that a prospective and
lucrative job exists outside the organisation. According to Weng and McElroy (2012),
job opportunities serve as a psychological force that motivates turnover intentions. For
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example, Rathi and Lee (2015) stated that when employees believe that alternative job
opportunities are available outside the organisation, then their thinking of leaving the
job will be high. In contrast, when job opportunities are rare, their thought of leaving the
job will be low. This view is consistent with March and Simon (1958) arguments that
“under nearly all conditions the most accurate single predictor of labour turnover is the
state of the economy when jobs are plentiful, voluntary movement is high; when jobs
are scarce, voluntary turnover is small” (p. 100).

Moreover, job opportunities act as a ‘jarring’ event that initiates a psychological
process where employees seek to adjust his/her level of fit with the environment (Lee
et al. 1999). If employees perceive that alternative job opportunities match their values
and goal, they are more likely to quit the current job or vice versa (Wheeler et al.
2005).Weiler (1985) noted that 21% of facultymember attributed attractive employment
opportunities outside the organisation for their switchover. Prior researchers have also
found evidence about the positive association between job opportunities and intention to
quit (Hofaidhllaoui andChhinzer 2014; Treuren 2013) and negative relationship between
job opportunities and intention to stay (Ababneh 2016). Similiarly, Daly and Dee (2006)
found a negative relationship between job opportunities and academic intention to leave
the job.

Although job opportunities continue to receive ample attention in organisational
research (e.g., Weiler 1985; Wheeler et al. 2005; Daly and Dee 2006), yet, to date,
the moderating impact of job opportunities on HRM practices and turnover intention
is under-studied. Therefore, we conducted this study to understand the influence of job
opportunities on HRM-turnover intention relationship. To achieve this goal, the authors
present the formulation of hypotheses, results, and discussions in the following sections.

2.4 HRM Practices, Turnover Intention, and Job Opportunity

Since this study explores the relationship between perceived HRM practices and fac-
ulty members’ turnover intention, considering the moderating role of job opportunities,
therefore, it is essential to theories the relationship between these constructs (Fig. 1).
Though researchers have confirmed that perceived HRM practices and turnover inten-
tion are negatively related (Lam et al. 2009; Alfes et al. 2012), yet, the moderating role
of job opportunities on this relationship is unexplored.

Alfes et al. (2012), in a study on a sample of UK based organisation, found that
employees perception ofHRMpractices (i.e., training and development, selection, career
management, promotion opportunity, and appraisal system) was negatively related to
their intention to leave the job. In a similar vein, Lam et al. (2009) found that Sino-
Japanese joint venture employees’ perception of training and compensation was nega-
tively related to their desire to quit the job. Although these studies document the negative
relationship betweenHRMpractices and turnover intention, none of the studies was con-
ducted in academic work settings. This is a critical oversight as research shows that work
setting has a significant influence on employees’ perception of HRM practices (Farndale
and Sanders 2017; Nishii and Wright 2008). In this study, we expect that faculty mem-
bers’ perception of HRM practices (i.e., recruitment and selection, training and devel-
opment, job security, performance appraisal, compensation, and career management) is
negatively related to their intention to leave the job.
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To explain this relationship, we refer to Blau’s (1964) social exchange theory. This
theory posits that employment relationships (i.e., the relationship between employee
and employer) depend upon social exchanges. Social exchanges are voluntary actions,
“which may be initiated by organisation’s treatment of its employees, with the expecta-
tion that such a treatment will eventually be reciprocated” (Gould-Williams and Davies
2005, p. 3). On the other hand, an organisation’s treatment of its employees (e.g., the pro-
visions of HRM practices by the organisation) is seen by the employees as an investment
in them. When employees perceive their organisation to be investing in them by provid-
ing HRM practices (Kuvaas 2008; Alfes et al. 2012), they are more likely to reciprocae
a wide range of positive work outcomes. For instance, employees’ positive perception
of HRM practices increases organisation commitment (Kooij and Boon 2018), organi-
sation citizenship behavior (Lam et al. 2009), and employees’ well-being (Alfes et al.
2012). On the other hand, a negative perception of HRM practices instigates burnout,
emotional exhaustion (Kilroy et al. 2016), and turnover intention (Kuvaas 2008; Lam
et al. 2009; Alfes et al. 2012). Hence, keeping in view these findings, it is plausible to
propose that:

H1: Faculty members’ positive perception of HRM practices are negatively related to
their intention to leave the job.

As mentioned above, turnover intention reflects individuals’ mental decisions inter-
vening between attitudes toward a job and the decision of whether or not to quit the job
(Sager et al. 1998); and this decision may change depending upon several factors includ-
ing the perception of HRM practices and external job opportunities. Previous research
has shown that employees’ perception of HRM practices is negatively related to inten-
tion to leave the job (Lam et al. 2009; Alfes et al. 2012). The present study assumes
that this relationship is moderated by employees’ perception of job opportunities. For
instance, in case of a negative perception of HRM practices, a faculty member who
has limited job opportunities is more likely to stay with the organisation than a faculty
member who has numerous alternative job opportunities. Research also demonstrates
that faculty members are more likely to quit the job when they perceive the existence of
job opportunities outside the organisation (Daly and Dee 2006; Rathi and Lee 2015).

Although research on the moderating influence of job opportunities on HRM prac-
tices and turnover relationship is scarce, other studies have found that job opportunity is a
significant moderator of the relationship between turnover intention and its antecedents.
For example, Hofaidhllaoui and Chhinzer (2014) found that job opportunities moder-
ated the negative relationship between turnover intention and job satisfaction. Similarly,
Swider et al. (2011) and Gardner et al. (2015) in their studies report the significant
moderating role of job opportunities between turnover intention, self-esteem, and job
search, respectively. These scholars suggest that employees with positive perceptions
of the availability of job opportunities tend to have a higher intention to leave the job
than those with a low perception of job opportunities. Based on this premise, we predict
that job opportunities may also moderate the relationship between HRM practices and
turnover intention. This idea is based on the observation that when job opportunities
are high, faculty members are more likely to quit the job as they have more alternative
employment opportunities. On the other hand, when job opportunities are rare, fac-
ulty members’ tendency toward leaving the job will be low because they have fewer
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employment opportunities in the labor market. Hence, we predict that the availability
of job alternatives will moderate the influence of HRM practices on faculty members’
intention to quit.

H2: The relationship between employees’ perceptions of HRM practices and turnover
intention is moderated by employees’ perceptions of job opportunities..

HRM practices Turnover Intention

Job Opportunity

Fig. 1. Research model

3 Methodology

3.1 Sampling and Design

Since the purpose of this study was to ascertain the implications of HRM practices in
higher education institutions, therefore, the target population of this study were full-time
faculty members of public sector colleges in Baluchistan, Pakistan. Research has also
shown that faculty members turnover is a significant area of concern (Jin et al. 2018;
King et al. 2018), and their perception of HRM practices is relatively poor (Naeem et al.
2019).

For this study, the minimum sample size was calculated using G*power analysis.
With an estimated effect size of 0.15,α error=0.05, and1–β= .95, theG*power analysis
resulted in aminimumsample size of 74.However, a total of 280questionnaireswere self-
administered among conveniently available faculty members. Out of 280 questionnaires,
177 were returned (61% response rate). From 177 surveys, 7 cases were deleted based
on suspicious responses (e.g., straight-lining) and missing values. Hence, the final data
for analysis was 170 cases.

The demographic details of the participants are shown in Table 1. The statistics
in Table 1 reveals that the majority of the participants were male, i.e., 71.8%, and
only 28.2% were female. Further, the sample consisted of lecturers (68.2%), assistant
professors (28.8%), associate professors (2.4%), and professors (0.6%). The age of the
participants ranged between 25 and 65 years.

3.2 Instruments

Five-point Likert scale ranging from “Strongly Disagree = 1” to “Strongly Agree = 5”
were used to measure the instruments. For the measurement of HRM practices, eight
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Table 1. Demographic profile

Demographic Number of respondents (n = 170) %

Gender

Male 122 71.8

Female 48 28.2

Marital Status

Married 105 61.8

Single 65 38.2

Age (Years)

21–25 4 2.4

26–30 50 29.4

31–35 46 27.1

36–40 37 21.8

40 and above 33 19.4

Level of Education

Doctorate 6 3.50

Master of Philosophy 60 35.3

Master 102 60.0

Other 2 1.20

Designation

Lecturers 114 68.2

Assistant Professors 49 28.8

Associate Professor 4 2.4

Professors 1 0.6

Experience (Years)

1–5 Years 56 32.9

6–10 51 30.0

11–15 37 21.8

16–20 17 10.0

21 and above 9 5.3

itemswere adapted fromAlfes et al. (2012). The sample item forHRMpractices includes,
“I receive the training I need to do my job”. The job opportunity was measured with
four items adopted from Daly and Dee (2006), and the sample item is, “There are plenty
of good jobs that I could have”. The turnover intention was measured with five items
adopted from Cennamo and Gardner (2008), O’Reilly et al. (1991), and the sample item
is, “As soon as I can find a better job, I will leave the current job”.
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3.3 Results and Analysis

Mean, Standard Deviation, and Correlations
The mean, standard deviation, and zero-order correlations among variables (Table 2)
revealed that HRM practices have significant and negative, and job opportunities have
significant and positive associations with turnover intention.

Table 2. Descriptive statistics

Variables Mean SD 1 2 3

HRM practices 2.72 0.86 –

Job opportunities 3.17 0.92 −.016 –

Turnover intention 3.02 1.05 −.17* .50** –

3.4 Analysis Method

The present study employed partial least square structural equation modelling (PLS-
SEM) to test the hypothesised relationship between constructs. PLS-SEM was used
because it does notmake distributional assumptions andmaximise the explained variance
of the dependent latent construct. The assessment of the model was carried out in two
steps. In the first steps, the measurement model was assessed for reliability and validity.
The second step involved the assessment of the structural model for path coefficients and
moderation analysis. SmartPLS 3.2.8 was used for data analysis (Ringle et al. 2015).

3.5 Measurement Model Evaluation

The evaluation of the measurement model includes constructs and items reliability and
validity. The reliability of items was assessed via factor loadings (Table 3). All items
factor loading were well above the threshold of 0.60 (Byrne 2016). The reliability of the
scales was assessed via Cronbach Alpha (CA) and Composite Reliability (CR; Table 3).
All scales of CA and CR were well above the threshold of 0.70 (Hair et al. 2011). The
scales were also subject to convergent and discriminate validity. The average variance
extracted (AVE) satisfies the requirements for convergent validity of 0.5 for all constructs
(Table 3). Furthermore, the results of the Fornell and Larcker (1981) criterion (Table 4)
revealed that the correlation of constructs with other constructs of the model was less
than the square root of AVE of all constructs, thus affirming that discriminate validity
was not an issue in the model. Likewise, Henseler et al. (2014) proposed heterotrait-
monotrait ratio (HTMT) values were well below the threshold of 0.90 (Table 4), thus
affirming that all constructs are distinct from each other.
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Table 3. Items and constructs reliability

Constructs Items Factor loadings CA CR AVE

HRM
practices

HRM1 0.729 0.879 0.902 0.535

HRM2 0.768

HRM3 0.626

HRM4 0.751

HRM5 0.677

HRM6 0.790

HRM7 0.742

HRM8 0.756

Trunover
intention

ITQ1 0.857 0.892 0.920 0.698

ITQ2 0.844

ITQ3 0.796

ITQ4 0.839

ITQ5 0.842

Job
opportunities

JO1 0.874 0.745 0.852 0.659

JO2 0.796

JO5 0.761

Table 4. Discriminate validity results

Heterotrait-Monotrait Ratio (HTMT) Fornell-Larcker Criterion

Constructs HRM HRM*JO ITL JO HRM HRM*JO ITL JO

HRM
practices

– 0.731

HRM
practices*JO

0.096 – 0.086 1.000

Turnover
intention
(ITL)

0.196 0.172 – −0.196 0.164 0.836

Job
Opportunity
(JO)

0.125 0.095 0.611 – −0.044 0.095 0.518 0.812

3.6 Structural Model

The structural model refers to the relationships between the latent constructs of the study.
The assessment of the structural model was done by estimating the model’s predictive
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capabilities (R2) (Chin and Dibbern 2010), Cohen’s (1988) effect size (f2), and path
coefficients (β).

R2 reflects the amount of variance in the endogenous (dependent) construct
accounted for by all exogenous constructs of themodel. In this study, themodel explained
31.50% (R2 = 0.315) variance in the dependent variable (turnover intention), which is
well above the recommended value of 0.10 (Falk and Miller 1992). We also calculated
the model’s effect size (f2) using Cohen’s (1988) equation. The effect size for HRM
practices was 0.05, and for the interaction term (HRM*JO) was 0.03, implying that both
HRM practices and interaction terms of HRM*JO had a weak effect on intention to quit
the job.

Moreover, the significance of the path coefficient (β) was estimated using bootstrap-
ping procedures (5000 resample). The findings (Table 5) revealed that perceived HRM
practices had a negative and significant impact on intention to quit the job (β =−0.186,
p > 0.05), thus providing support for H1. For the assessment of the moderating role
of job opportunities, Hair et al. (2017) recommended two-stage approach was used.
This approach involves the multiplication of the latent score of the exogenous construct
with the moderator. In this study, the indicators of both constructs were standardised
before multiplication to avoid multicollinearity. In the second stage, an interaction term
of HRM practices and job opportunities (HRM*JO) was created. Finally, PLS boot-
strapping was run in SmartPLS 3.2.8. The findings of the moderation analysis revealed
that job opportunities moderated the negative relationship between HRM practices and
turnover intention (β = 0.14, p > 0.05, LLCI 0.001 – ULCI 0.238). The graphical rep-
resentation of the moderation analysis (Fig. 2) also shows that faculty members with
higher job opportunities were more likely to quit than those with a low level of job
opportunities.

Table 5. Structural model results

Hypotheses Relationship β t-Values P-Values R2 f2

H1 HRM −> Turnover intention −.186 0.007 0.31 .05 .20

H2 HRM*Job opportunity −> Turnover
intention

0.124 0.042 .03
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4 Discussion and Conclusions

Following social exchange theory, this study examined the relationship between per-
ceived HRM practices, job opportunities, and turnover intention. Specifically, this study
investigated whether job opportunities moderate the negative influence of HRM prac-
tices on faculty members’ turnover intention. The findings revealed that HRM practices
had a negative impact on faculty members’ turnover intention. This finding implies that
faculty members’ positive perception of HRM practices will engender a sense of feel-
ing among them that they are treated well by the organisation. This feeling of being
good treatment on the part of the organisation is then reciprocated with lower turnover
intention. The finding of this study is aligned with the proposition of Blau’s (1964) SET
that individual reciprocates fair and supportive treatment from their organisations with
positive work outcomes such as lowering the intention to quit. Furthermore, this result
is also consistent with other studies such as Lam et al. (2009) and Alfes et al. (2012)
that have found similar results, albeit in non-academic work settings.

The findings also revealed that job opportunities moderated the effect of HRM prac-
tices on turnover intention. In other words, faculty members who believed that job
opportunities exist in the market were more likely to quit the job than those who had low
belief in the existence of job opportunities. This finding is parallel to the conclusions of
Rubenstein et al. (2018) that job opportunity is a significant moderator of turnover inten-
tion and their antecedents. Besides, the moderating role of job opportunities between
HRM practices and turnover intention also substantiates and provides empirical sup-
port to the HRM contingency approach. This approach suggests that the performance of
HRM practices is subject to contextual and environmental factors (e.g., job opportuni-
ties; Banks and Kepes, 2015). In addition, the finding of this study concurs Gardner et al.
(2015), Hofaidhllaoui and Chhinzer (2014), Nelissen et al. (2017) conclusions that job
opportunities are the significant moderators of turnover intention and their respective
antecedents (e.g., self-esteem, development activities, and job satisfaction).
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4.1 Theoretical and Practical Implications

This study provides several theoretical and practical implications. Theoretically, this
research extends the body of knowledge regarding the HRM contingency approach by
examining the effectiveness of HRM practices on faculty members’ intention to quit in
the context of Pakistan. Previous studies in this research area were mainly conducted
in Western countries (Alfes et al. 2012; Kooij and Boon 2018), which can not be gen-
eralised to the Asain context. The present study takes one step further by examining
job opportunity as a moderator between HRM practices and turnover intention, which,
to the best of authors’ knowledge, has rarely been empirically investigated. The study
revealed that HRM practices are less effective when job opportunities are in abundance
in the market; thus, HR professionals need not only focus on HRM practices but also
keep an eye on the existing labor market conditions.

Practically, this study helps HR professionals in reducing faculty turnover in numer-
ous ways. For instance, this study found that faculty perception of HRM is important in
their decision to quit or not quit the job. Therefore, mere provisions of HRM practices
set by the top management may not be practical; instead, management needs to ask
faculty members of what sorts of HRM practices they need and prefer. For example,
some faculty members may prefer ability-enhancing practices (e.g., training and devel-
opment), while others may prefer compensation-related practices. In this case, adopting
HRM practices that are preferred by the majority of the faculty members would be an
appropriate strategy. Besides, adopting HRM practices in line with external job markets
would better able HR professionals to reduce turnover intention. For example, provid-
ing competitive pay, benefits, and growth and development opportunities (internal job
opportunities) will enhance management efforts in reducing faculty turnover intention.

4.2 Limitations and Directions for Future

Despite theoretical and practical implications, this study has certain limitations. First,
cross-sectional nature and small sample size limit the generalisability of the findings.
Second, the results of the study are subject to common method bias because the data
were collected at a particular point in time and from a single source. Moreover, this
study only investigated the moderating impact of job opportunities. Future researchers
may examine whether or not other organisational and environmental factors such as
perceived employability, job offer, organisational culture, national norms, and values
would moderate HRM practices-turnover intention.
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