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Abstract: Following a comprehensive review of the existant literature on human resource
management (HRM) and organizational behavior, this paper proposes a conceptual model that
highlights the role of contextual factor in affecting HRM practices-turnover intention relationships.
More specifically, we propose that perceived organizational politics may play a moderating role
between HRM practices and employees’ turnover intention. Propositions and directions for future
research on employees’ turnover decisions are also offered.
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Resumo: Após uma revisão abrangente da literatura existente sobre gestão de recursos humanos
(GRH) e comportamento organizacional, este artigo propõe um modelo conceitual que destaca o
papel do fator contextual afetando as práticas de GRH – relacionadas a intenções de rotatividade.
Mais especificamente, propomos que a política organizacional percebida pode desempenhar um papel
moderador entre as práticas de GRH e a intenção de rotatividade dos funcionários. Propostas e
orientações para pesquisas futuras sobre as decisões de turnover dos funcionários também são
oferecidas.
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INTRODUCTION
Employee turnover has become a major concern for academics and practitioners alike (Deery,
Nath, & Walsh, 2013; Korunka, Hoonakker, & Carayon, 2008; Popoola, Nnadozie, & Moses, 2013).
To understand the underlying causes of employee turnover, researchers have suggested several factors
from a number of theoretical perspectives. To date, some of the factors that have been advanced include,
ethical climate (Mulki, Jaramillo, & Locander, 2008), job satisfaction (Kuo, Lin, & Li, 2014), quality of
work life (Surienty, Ramayah, Lo, & Tarmizi, 2014), work related stress (Jones, Chonko, Rangarajan,
& Roberts, 2007; Yun, Hwang, & Lynch, 2015), work group (Kruzich, Mienko, & Courtney, 2014),
work-family conflict (Nohe & Sonntag, 2014), perceived external prestige (Ciftcioglu, 2010),
job embeddedness (Mitchell, Holtom, Lee, Sablynski, & Erez, 2001; Yang, Ma, & Hu, 2011),
leadership styles, (Peachey, Burton, & Wells, 2014), and organizational justice, among others
(DeConinck & Stilwell, 2004).
Additionally, research suggests that HRM practices, which is characterized by promotion,
compensation, and evaluation practices, among others play an important role in understanding
employees’ turnover decision (e.g., Ahmad & Schroeder, 2003; Demo, Neiva, Nunes, &
Rozzett, 2012; Fey & Björkman, 2001; Huselid, 1995; Ngo, Turban, Lau, & Lui, 1998; Pfeffer,
1998; Thang & Quang, 2005). Despite such accumulating research evidence supporting the link
between HRM practices and employee’s turnover intention, little is known regarding the conditions that
determine when and how HRM practices affect individual attitudes’ and behaviours (Joarder,
Sharif, & Ahmmed, 2011). Hence, this gap in the literature suggests that more studies are needed to
understand the role of moderating variables on the link between HRM practices and employee’s
turnover intention. The purpose of this paper was to propose a model on whether perceived
organisational politics play a moderating role on the relationship between human resource
management practices and turnover intention.

LITERATURE REVIEW

1. Human resource management practices and turnover intentions
Human resource management Practices refer to “all practices (e.g. annual performance
appraisals), specific policies (e.g. equal opportunities), tools (e.g. employee surveys) or techniques
(e.g. management by objectives) that contribute to managing human resources in an organisation”
(Petersitzke, 2009, p. 1). Literature suggests that HRM Practices is a multi-dimensional construct
consisting of several dimensions, ranging from two dimensions (e.g., Baughn, Ward, & Buchanan,
2004) to eight dimensions, or even more (e.g., Beechler, Najjar, Stucker, & Bird, 1996; Gavino,
Wayne, & Erdogan, 2012; Theriou & Chatzoglou, 2009). Previous studies have found mixed
results in the relation between HRM practices and employees’ turnover intention. For example,
with two samples comprising of department store salespeople and insurance agents, respectively,
Allen, Shore, and Griffeth (2003) examined the role of supportive HRM practices (participation in
decision making, fairness of rewards, and growth opportunities) in explaining turnover intention. Using
structural equation modeling, they found that HRM practices were negatively
correlated with voluntary turnover in both samples of employees. In the same vein, Paré and
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Tremblay (2007) showed that high-involvement human resources practices were found to be significant
determinant of Information Technology Professionals’ turnover intention. Chew and Chan (2008)
reported a significant and negative relationship between HRM practices (i.e., remuneration,
recognition, training and career development) and intention to stay among 457 employees across nine
Australian organizations.
In a sample of 412 employees in Netherlands, Boon, Den Hartog, Boselie, and
Paauwe (2011) linked employee perceptions of a broad set of HRM practices, such as training and
development, performance appraisal, and employment security with employee outcomes. They found
significant and negative relationship between HRM practices and intention to leave. Relatedly, with a
sample of 457 employees working in various sectors in Malaysia, Juhdi, Pa’wan, and Hansaram (2013)
tested whether HRM practices (career management, performance appraisal, and compensation) have
any significant influence on turnover intention. While performance appraisal and compensation were
found to be significantly related to turnover intention, however, multiple regression analyses
indicated that career management does not have any significant effect on turnover intention. In a
cross-sectional study, Watty-Benjamin and Udechukwu (2014) examined whether HRM practices
were related to intentions to leave among Virgin Island’s public sector employees. Unexpectedly, the
results of multiple regression analysis indicated that HRM practices were not significant predictors of
turnover intention. To replicate previous findings, we advanced the following proposition:
Proposition 1: Human resource management practices are negatively related to employees’
turnover intention.
2. Perceived organisational politics as a moderator
As noted in the preceding section, previous studies examining the relationship between HRM
practices and employees’ turnover intention have reported mixed findings. These inconsistencies
suggest the need for moderator variables to affect HRM practices - turnover intention
relationships. Hence, we suggest perceived organisational politics as a moderating variable worthy of
incorporation into our proposed model. Perceived organisational politics represent “an individual’s
subjective evaluation about the extent to which the work environment is characterized by co-workers
and supervisors who demonstrate self-serving behaviour” (Ferris, Harrell-Cook, & Dulebohn, 2000,
p. 90). Several studies have examined the effect of organisational politics on employees’ turnover
intention. Vigoda (2000) examined the relationship between perception of organizational politics
and work outcomes in a survey of 303 public sector employees in Israel. The study established a
significant and positive relationship between perception of organizational politics and intention of
exit. In a similar vein, Huang, Chuang and Lin (2003) found that perceived organizational politics
was inversely related to turnover intention. Organizational politics has also been shown to relate
negatively to turnover intention (Harris, Andrews, & Kacmar, 2007). A recent meta-analytic study
by Bedi and Schat (2013) has confirmed a significant and negative relationship between perceived
organizational politics and turnover intention.
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While extant research has demonstrated negative relationship between perceived
organizational politics and employees’ turnover intention, very few studies have theorized the
boundary condition of the relationship between HRM practices and employees’ turnover
intention. We suggest that perceived organisational politics might play a moderating role between HRM
practices and employees’ turnover intention. Social exchange theory (Blau, 1964) provides the
theoretical basis for identifying the boundary condition that determine when and how HRM
practices affect employees’ turnover intention. Social exchange theory (1964) posits that perception
of high levels of organizational politics may attenuate the effects of HRM practices on employees’
turnover intention. For example, perceptions of HRM practices are distinguishing factors in decreasing
employees’ turnover intention when the level of perceived organizational politics is low. In
contrast, when individuals perceive high levels of organizational politics, HRM practices may be less
important in decreasing employees’ turnover intention (Hochwarter, Witt, & Kacmar, 2000).
Furthermore, while we suggest perceived organizational politics as a boundary
condition that determine when and how HRM practices affect employees’ turnover intention, one
cannot rule out the possibility that HRM practices may play a moderating role between perceived
organizational politics and employees’ turnover intention. Thus, it is possible that perceptions of
organizational politics are more likely to predict turnover intention for individuals who perceive
unfavourable HRM practices as compared to those who perceive such practices to be favourable.
Based on the aforementioned theoretical and empirical contributions, the following proposition is
advanced:
Proposition 2: Perceived organisational politics moderate the relationship between HRM
practices and employees’ turnover intention. This relationship is stronger (i.e., more negative) when
individuals perceive low levels of organizational politics than when the level of organizational politics
is high.
Based on theory and extant research (Allen et al., 2003; Blau, 1964; Boon et al., 2011;
Harris et al., 2007; Huang et al., 2003; Juhdi et al., 2013; Paré & Tremblay, 2007), a conceptual model
(Figure 1) has been developed. The proposed conceptual model depicts the role of perceived
organizational politics in affecting HRM practices-turnover intention relationships.
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CONCLUSIONS AND DIRECTIONS FOR FUTURE RESEARCH
The main objective of this paper was to propose a conceptual model that highlights the
potential moderating role of perceived organisational politics on the relationships between HRM
practices and employees’ turnover intention. While extant research has examined the direct effect of
HRM practices on employees’ turnover intention, the findings from these studies were conflicting and
inconclusive. To address this gap in the literature, the present paper suggests the need to identify a
moderator variable. Thus, the overall contribution of this paper lies in the identification and
incorporation of perceived organisational politics as a moderating variable between HRM practices
and employees’ turnover intention.
The proposed conceptual model (Figure 1) suggests some avenues for possible future research
agenda. First, research could propose and test theoretical mechanisms for the postulated effects of
HRM practices on employees’ turnover intention. On second thought, research could develop and test
a mediated moderation model in which perceived organisational politics reflect the moderator and its
role may be mediated by other psychological variable (Hayes, 2013; Muller, Judd, & Yzerbyt, 2005).
Finally, future research could consider the effects of HRM practices on employees’ turnover intention
across cultures. For example, Future studies could examine whether the effect of HRM practices on
employees’ turnover intention is stronger in cultures that are characterized by collectivism rather than
individualistic.
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