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Abstract: The purpose of the study is to prove whether there is an influence between career
growth and employee turnover, second between salary and employee turnover, third between
job satisfaction and employee turnover, and organizational culture with employee turnover,
with a qualitative literature review. The research method used is qualitative using a literature
review by searching scientific articles from several reputable international index journals and
also national journals. The results showed that the three variables had their respective
influences from the literature review of scientific articles obtained related to variables,
besides that clearly there were also gaps in this study, namely transformational leadership,
tenure, trust, compensation, employes retention, work environment, stress, Pay, Promotion
Working Conditions Nature of the Work. The recommendation given by the researcher in this
study is that for future research can be used variables that exist and are found with different
research methods and research objects.
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INTRODUCTION

Career growth, job satisfaction, organizational culture, salary, and staffing are
interrelated factors that influence each other in various ways within an organization. Career
growth and job satisfaction are closely related because employees who experience career
opportunities tend to be more satisfied with their jobs. The most satisfied are organizations
that offer effective employee training and development programs, career paths, and feedback.
Organizational culture also plays an important role in employee job satisfaction and job
retention. Positive, collaborative, open communication and work culture that rewards staff
contributions, increase job satisfaction, and reduces staff turnover. Salary is also an important
factor affecting job satisfaction and turnover. Employees who feel adequately compensated
for their jobs tend to be more satisfied and less likely to leave. Employers who offer
competitive wages and benefits are more likely to retain their employees. Employee turnover
is a natural part of any organization, but high turnover can be a sign of deeper problems
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within the organization. Employees leave organizations for various reasons such as lack of
career development, poor job satisfaction, negative organizational culture, and inadequate
pay and benefits packages. In summary, organizations that prioritize career growth, job
satisfaction, positive organizational culture, competitive pay and benefits are more likely to
retain employees and reduce turnover.

When these employees believe their company provides these benefits, they respond
with a greater commitment to the company, which in turn leads to shorter working
hours(Nouri & Parker, 2013);(Zen et al., 2023) many factors influence staff growth. These
can be both internal and external factors. Regarding internal factors, we focus on the
organizational environment, job satisfaction, and career growth opportunities, and how those
factors affect them. The intention to leave work decreases as job satisfaction increases
(Jumawan & Widjaja, 2023);(Shahzad et al., 2011) The tendency for turnover to increase cost
weakens organizational productivity and efficiency. Therefore, it is important to study the
factors affecting organizational turnover. From the point of view of organizational success,
HR becomes an important part of the organization. It is these people who form the basis of
the development of the organization and the achievement of its goals(Khan & Aleem,
2014);(Hardiansyah et al., 2019).

The main reason why job satisfaction data (or, more often, survey data) is not available
to individual manage that because employees are more likely to respond strategically when
responses are used at the individual level. For example, if an employee is asked to rate their
immediate supervisor and a response is given to the manager, it is more likely that the
employee will not judge their manager's performance poorly (Frederiksen, 2017) many
(Frederiksen, 2017) companies conduct employee surveys, and although it is used for many
purposes, its importance in predicting employee turnover is obvious. In general, companies
should be careful when conducting such surveys, so that they get useful information, e.g.
Make sure employees tell the truth. At best, if employees inadvertently or strategically
answer questions, the company can end up with pages or megabytes of "noise" data.
Therefore, employers must implement special mechanisms that allow employees to provide
direct answers while maintaining anonymity. One way to do this is to ask an outside
consulting firm to conduct a job satisfaction survey. The consulting firm then gives the
company an overall satisfaction score, such as the average job satisfaction score of different
departments. This approach maintains employee anonymity and managers never look at raw
data based on individual responses. Managers can make decisions based on this average job
satisfaction score, which is valuable, but the average score is clearly less attractive than the
individual score.

Many successful organizations have strategies for retaining employees, such as good
salaries, an attractive work environment, and profit sharing. They motivate employees for
high productivity and retention within the organization. Employees tend to stick with an
organization if they feel committed to it (Putra et al., 2021); (CHUTIKAN PHETKAEW,
2015) Organizational culture is considered because it has the greatest impact on employee
turnover and can affect many of the organization's and individual's desired outcomes in terms
of organizational success or failure(Messner, 2013);(Limakrisna et al., 2016). The purpose of
this scientific article is to prove whether there is an influence between career growth and
employee turnover, second between salary and employee turnover, third between job
satisfaction and employee turnover, and organizational culture with employee turnover, with
qualitative literature review.
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LITERATURE REVIEW
Employee Turnover

According to (Mathis, 2012) Employee turnover means the exit of employees from
the organization as a result of termination of employment or (Mathis, 2012) employee
turnover is the voluntary or involuntary departure of employees from an organization,
(Dessler, 2011)(Prince, 2011) the number of employees who leave the organization during a
certain period of time. In conclusion, employee turnover refers to the movement of
employees from an organization and can be divided into two types, voluntary turnover and
involuntary turnover.

Career Growth

According to (Heslin, 2009) Career growth as an important organizational background
factor can encourage positive work attitudes and behaviors among public sector employees.
Context includes a wide range of situations and boundaries that limit motives and intentions
to choose from public services and that influence the appearance, meaning, and outcome of
certain behaviors. According to (Wang et al., 2014) "the extent to which employees
experience career growth within their current organization (not an evaluation of career
performance during their working careers), Furthermore according to (Ashraf, 2019) Career
growth refers to one's professional advancement and development in a chosen career over
time, the acquisition of new skills, knowledge, and experience that enable people to improve
their performance, take on new tasks, and achieve their career goals. Career growth can also
include promotions, raises, and opportunities to advance your career within an organization
or industry. It is an ongoing process that requires constant learning, self-development, and
adaptation to the labor market and industry trends.

Salary

According to (Ouchi, 1981) A salary is a fixed amount paid to an employee for services
or work performed. Salaries are calculated weekly, monthly or yearly. This is to hire
employees. Salary means income from one's job. There is an exchange relationship between
employees and companies, and employees exchange work or knowledge with companies to
earn money or profits that can satisfy one's needs and improve his life, according to
(Handoko, 2009) Salary is (Handoko, 2009) according to (Hasibuan & Hasibuan, 2016)
Salary is an allowance that Paid periodically to permanent employees with a permanent
guarantee. Salary is a monetary reward given to employees for work done in a company or
organization. The amount of salary is determined by the agreement between the employee
and the company and may vary depending on factors such as position, experience and
performance.

Job Satisfaction

According to Job satisfaction is (Malayu, 2007) feelings as a result of evaluating the
features, according to (Robbins & Judge, 2009) satisfaction is also influenced by
opportunities for advancement, security, salary or rewards, good company and management,
superiors and superiors, internal factors of work, working conditions, social aspects of work,
communication and other benefits packages. It can be concluded that job satisfaction is a
condition where an employee feels satisfied with his job. Job satisfaction consists of several
different aspects, such as satisfaction with salary, work environment, assigned tasks,
relationships with co-workers and career path.
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Organization Culture

According to Organizational culture is the (Kotimah, 2015) according to Organizational
culture is considered because it has the greatest impact on employee turnover and can
influence many organizational and individual desired outcomes in terms of organizational
success or failure. Organizational culture (organizational culture) is a set of values, beliefs,
norms, behaviors and practices that belong to an organization and that influence the work and
interaction of people in it.

RESEARCH METHODS

This research methodology uses a qualitative approach and examines the variables of
this study. Types or methods of academic writing in the form of literature research.
Theoretical analysis, analysis of relationships between variables, books and magazines,
online and offline, obtained from Mendeley, Google Scholar and other online media. The
reviewed journals are listed in Journal Metrics Table 1.1 below

Tabel 1. Metrik Journal

Differences with this

Researcher, Title and Year Variablesused Findings study
(Nouri & Parker, 2013) X1 : Training X1 ->Y (sig) Training Effectiveness
Effectiveness X2 2> Y (sig)
Career growth Opportunities and X2: Organisational X1->71 (S|g) Organisational Prestige
employee turnover intentions in ~ Prestige X2 > 72 (sig)
public accounting firms Z1 : Career Growth Z2 > Y (sig) Organisational
Opportunities Commitment
Z2 : Organisational
Commitment
Y : Turnover Intention
(Rasheed et al., 2020) X1 : Career Adaptability X1 > Z1(sig)  Orientation to
Z : Orientation to Z1-> 72 (sig) Happiness
Happiness Z1 > Y (sig)
Career adaptability and employee ~Z2 : Perceived career Perceived career
turnover intentions: The role of OPportunities . opportunities
perceived career opportunities Y : Turnover Intention
and orientation to happiness in
the hospitality industry
(Wang et al., 2022) X : Public Service X > Z (sig) Public Service
Motivation Z1 > Y (sig) Motivation
Public service motivation and Z1 : Job Satisfaction Z2 2> Y (sig)
public employees’ turnover Z2 : Career Growth
intention: the role of job Opportunities
satisfaction and career Y : Turnover Intention
growth opportunity
(Khan & Aleem, 2014) X Pay, Promotion X > Y (sig) Pay, Promotion
Working Conditions Z - Y (sig) Working Conditions
Impact of job satisfaction on Nature of the Work Nature of the Work
employee turnover: An empirical Z : Job Satisfaction
study of Autonomous Medical Y :Employee Turnover
Institutions of Pakistan”
(Frederiksen, 2017) X : Job Satisfaction X2>Y

Job satisfaction and employee
turnover: A firm-level
perspective

Y : Employee Turnover
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(Kurniawaty et al., 2019) X1 : Work Environment X1 - Y1(sig) Work Environment
X2 : Stress X2 > Y1 (sig)
The effect of work er‘]vironr‘nentl Y1 : Job Satisfaction Y1->Y2 (Slg) Stress
stress, and job satisfaction on Y2 :Turnover Intention
employee turnover intention
(Lin & Huang, 2020) X : Organization Learning X = Y (sig) Turnover Intention
Culture Z > Y (sig) In
Employee turnover intentions Y : Turnover Intention Role Behaviour
and In Role Behaviour
job performance from a planned  Z : Job Satisfaction Organization Learning
change: the effects of an Culture
organizational learning culture
and job satisfaction
(mohammad et al., 2022) X : Turnover Factor X=2>VY1
Y1:Organizational Culture  Y1-Y2
The mediation role of Y2 : Job Satisfaction
organizational culture between
employee turnover intention and
job satisfaction
(Chahlal & Poonam, 2017) Organizational Culture Employees' Retention
Study of Organizational Culture, Employee Turnover
Employee Turnover and
Employees' Retention in  Employees' Retention
hospitality sector
(Sihotang, 2022) X1 : Compensation X1 ->Y (sig) Compensation
X2:Transformational X2 > Y (sig)
The Effect of Compensation, Leadership X3 > Y (sig) Transformational
Transformational Leadership and X3:0rganizational Culture Leadership
Organizational Culture on Y:Turnover
Employee Turnover Intensity
(Schuck & Rabe-Hemp, 2018) Salary
Investing in people: salary and Turnover
turnover in policing
(Phungsoonthorn & Peerayuth X :  Transformational X - Y (sig) Transformational
Charoensukmongkol, 2018) Leadership Z1 > Y (sig) Leadership
Y : Turnover Intention Z2 > Y (sig)
Z1: Trust Z3 2> Y (sig) Trust
The  Preventive Role of Z2:Salary
Z3 : Tenure Tenure

Transformational Leadership and
Trust in the Leader on Employee
Turnover Risk of Myanmar
Migrant Workers in

Thailand: The Moderating Role
of Salary and Job Tenure

In qualitative research, literature review should be used in accordance with
methodological assumptions. This means that it must be used inductively so that it does not
direct the questions asked by the researcher. One of the main reasons for conducting
qualitative research is that research is exploratory (Ali and Limakrisna, 2013).

FINDINGS AND DISCUSSION
After being described in the metric table above related to the variables in this study,
scientific articles from reputable international journals and national journals will be described

as follows:
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Effect of Career Growth with Employee Turnover

Based on a scientific article from (Nouri & Parker, 2013)pathway analysis research
shows that the effectiveness of training and organizational rewards increases employee
confidence about career growth opportunities offered by public sector accounting firms,
which in turn leads to higher commitment and lower moving intent, with differentiating
variables namely Training Effectiveness, Organisational Prestige, Organisational
Commitment, further study from (Rasheed et al., 2020);(Susanto, 2022) with the results of
research that career adaptability is negatively related to the intention to move employees
through OTH. In addition, perceived career opportunities (PCO) are considered an important
candidate constraint, as the mediated relationship is weaker at lower PCO rates, This study
offers specific theoretical and practical implications for the hospitality industry, with
differentiating variables Orientation to Happiness, Perceived career opportunities, subsequent
studies from (Wang et al., 2022) with research results Public Service Motivation negatively
influences public sector employees' desire to move, but this relationship is partly mediated by
job satisfaction. Career growth opportunities moderate the relationship between job
satisfaction and move intent. In particular, the indirect effect of PSM on turnover intention
through job satisfaction is weakened by high career growth opportunities, with the
differentiating variable Public Service Motivation.

The Effect of Job Satisfaction with Employee Turnover

Studies from (Khan & Aleem, 2014) with research results Factors affecting job
satisfaction include salary, promotion, job security and nature of work. The study sample
consisted of 200 doctors, nurses, managers, and accountants working in independent medical
facilities in Punjab. Of the 270 questionnaires distributed in Punjab autonomous medical
institutions, 200 were returned and used for analysis. SPSS 20.0 is used for data analysis /
results, with the results of the differentiating variable Pay, Promotion Working Conditions
Nature of the Work, then a study from (Susanto, Syailendra, et al., 2023);(Frederiksen, 2017)
with the results of job satisfaction research to assess the benefits of using data in decision
making for companies. In addition, my goal is to show how companies can move from a
descriptive approach to a predictive approach, the next study from (Kurniawaty et al., 2019)
with the results of work environment research has a positive and significant effect on job
satisfaction. Second, stress has a negative and significant effect on job satisfaction. Third, the
work environment has a negative and significant effect on turnover intention. Fourth, stress
has a positive and significant effect on turnover intention. Fifth, job satisfaction has a
negative and significant effect on turnover intention. Based on these results, the work
environment, stress and job satisfaction can be political tools to reduce turnover which can
cause a decrease in actual turnover at Bank Mandiri, with variables distinguishing work
environment and stress, the next study from (Lin & Huang, 2020) with research results
Employees who experience a higher learning culture have lower moving intentions and better
performance. Job satisfaction negatively affects employee turnover intention, but positively
affects job performance. In addition, job satisfaction fully mediates the relationship between
OLC and employee switching intent and job performance. Given planned organizational
changes, a dynamic learning culture increases employee satisfaction with their jobs and
workplaces. Although organizational change often brings unexpected challenges, satisfied
employees stay in their positions and turnover is lower.

A subsequent study from (Mohammad et al., 2022) with the results of research tes s
obel revealed that organizational culture strongly mediates the relationship between employee
turnover factors (employee overtime, lack of feedback, lack of growth, lack of recognition,
lack of recognition) and job satisfaction in selected private companies in Iragi Kurdistan,
subsequent studies from (Chahlal & Poonam, 2017) with the results of the study a higher

886|Page


https://dinastirpub.org/DIJMS

https://dinastipub.org/DIJMS Vol. 4, No. 5, May 2023

average employee retention score of 55.84 and a lower average turnover score of 15.84,
showing that the selected hotels have lower employee turnover and more employees in
Chandigarh. Significant differences were observed only for personnel, where men (M =
2.1310) received a higher average than women (M = 1.7500), not difference was observed
between other variables, with the differentiating variable Employees' Retention, the next
study from (Sihotang, 2022) of the study 1) salary has a negative and insignificant effect on
turnover intensity, 2) change management has a negative and insignificant effect on turnover
intensity, 3) organizational culture has a negative and insignificant effect on turnover
intensity, with differentiating variables of transformational leadership and compensation.

The Effect of Salary with Employee Turnover

Subsequent studies from (Schuck & Rabe-Hemp, 2018);(Susanto, Sawitri, et al., 2023)
research results Higher wages were significantly associated with lower voluntary and forced
turnover rates. In addition, other financial incentives and participation in defined benefit
pension schemes are associated with voluntary departure, but not with departure. Consistent
with previous research, South American police and sheriff departments report higher turnover
rates than local police departments and departments elsewhere in the United States. The
effects of labor diversity were mixed, while collective bargaining was associated with lower
voluntary turnover and increased use of body cameras. A subsequent study from
(Phungsoonthorn & Peerayuth Charoensukmongkol, 2018) with the results of partial
quadratic regression results showed that Myanmar migrant workers who perceive
transformational leadership qualities from their company's top management tend to have
lower turnover intentions. This association is significantly mediated by trust in the leader. In
addition, analysis of moderation effects showed that the wage level and tenure of Myanmar
migrant workers significantly moderated the influence of transformational leadership and
managerial trust on turnover intention. The results of this study also show that the
management style of top managers is an important factor in reducing the risk of high
turnover, with differentiating variables of transformational leadership, tenure and trust.

CONCLUSION

From the results of finding and discussion, the conclusion in this study from the
researcher states that from the three variables there is an influence of each from the literature
review of scientific articles obtained related to variables, besides that clearly there are also
gaps in this study, namely transformational leadership, tenure, trust, compensation,
employees retention, work environment, stress, Pay, Promotion Working Conditions Nature
of the Work.

The recommendation given by the researcher in this study is that for future research can
be used variables that exist and are found with different research methods and research
objects.

REFERENCES

As’ad, M. (2004). Psikologi industri: Seri ilmu sumber daya manusia. Penerbit Liberty,
Yogyakarta.

Ashraf, M. A. (2019). The mediating role of work atmosphere in the relationship between
supervisor cooperation, career growth and job satisfaction. Journal of Workplace
Learning.

Chahlal, H. S., & Poonam. (2017). Study of Organisational Culture, Employee Turnover and
Employees’ Retention in hospitality sector. Pacific Business Review International,
9(11), 119-125.

CHUTIKAN PHETKAEW. (2015). INFLUENCE OF LEADERSHIP BEHAVIOR

887|Page


https://dinastirpub.org/DIJMS

https://dinastipub.org/DIJMS Vol. 4, No. 5, May 2023

ORGANIZATIONAL CULTURE AND ORGANIZATIONAL COMMITMENT ON
EMPLOYEE TURNOVER INTENTION DOCTOR OF PHILOSOPHY UNIVERSITI
UTARA MALAYSIA March 2015. March.

Dessler, G. (2011). Human resource management twelfth edition. Pearson International
Edition.

Frederiksen, A. (2017). Job satisfaction and employee turnover: A firm-level perspective.
German Journal of Human Resource Management, 31(2), 132-161.
https://doi.org/10.1177/2397002216683885

Handoko, T. H. (2009). Manajemen, Cetakan keduapuluh, BPFE-Yogyakarta. Yogyakarta.

Hardiansyah, A., Soehardi, & Rony, Z. T. R. (2019). Pengaruh Disiplin Kerja, Motivasi Kerja
dan Kompensasi Terhadap Kinerja Pegawai Bank OCBC NISP Bagian Record
Management dan Parrtnership Operation. Journal limiah Manajemen Ubhara, 5(1), 1-
19. https://doi.org/10.36805/manajemen.v5il1.821

Hasibuan, M. S. P., & Hasibuan, H. M. S. P. (2016). Manajemen sumber daya manusia.
Bumi Aksara.

Heslin, P. A. (2009). Better than brainstorming? Potential contextual boundary conditions to
brainwriting for idea generation in organizations. Journal of Occupational and
Organizational Psychology, 82(1), 129-145.

Jumawan, & Widjaja, A. (2023). Antecedent Organizational Commitment Approach that
Affects Employee Engagement. International Journal of Business and Applied
Economics (IJBAE), 2(2), 177-192.
https://doi.org/https://doi.org/10.55927/ijbae.v2i2.3428

Khan, A. H., & Aleem, M. (2014). Impact of job satisfaction on employee turnover: An
empirical study of autonomous medical institutions of Pakistan. Journal of
International Studies, 7(1), 122-132. https://doi.org/10.14254/2071-8330.2014/7-1/11

Kotimah, S. (2015). Pengaruh Budaya Organisasi dan Gaya Kepemimpinan Terhadap Kinerja
Karyawan pada PT.Condong Pandawa Nusantara. In Jurnal Akuntansi AKUNESA (Vol.
2, Issue 2).

Kurniawaty, K., Ramly, M., & Ramlawati. (2019). The effect of work environment, stress,
and job satisfaction on employee turnover intention. Management Science Letters, 9(6),
877-886. https://doi.org/10.5267/j.msl.2019.3.001

Limakrisna, N., Noor, Z. Z., & Ali, H. (2016). Model of employee performance: The
empirical study at civil servants in government of west java province. International
Journal of Economic Research, 13(3), 707-719.

Lin, C. Y., & Huang, C. K. (2020). Employee turnover intentions and job performance from a
planned change: the effects of an organizational learning culture and job satisfaction.
International Journal of Manpower, 42(3), 409-423. https://doi.org/10.1108/1JM-08-
2018-0281

Malayu, H. (2007). Manajemen sumber daya manusia. Jakarta: Bumi Aksara.

Mathis, L. (2012). Robert & H. Jackson, John. 2011. Human Resource Management (Edisi
10). Jakarta: Salemba Empat.

Messner, W. (2013). Effect of organizational culture on employee commitment in the Indian
IT services sourcing industry. Journal of Indian Business Research, 5(2), 76-100.
mohammad, A. jawhar, Abdulrahman, B. S., Qader, K. S., Jamil, D. A., Sabah, K. K., Gardi,
B., & Anwer, S. A. (2022). The mediation role of organizational culture between
employee turnover intention and job satisfaction. International Journal of Teaching,

Learning and Education, 1(4), 24-35. https://doi.org/10.22161/ijtle.1.4.3

Nouri, H., & Parker, R. J. (2013). Career growth opportunities and employee turnover
intentions in public accounting firms. British Accounting Review, 45(2), 138-148.
https://doi.org/10.1016/j.bar.2013.03.002

888|Page


https://dinastirpub.org/DIJMS

https://dinastipub.org/DIJMS Vol. 4, No. 5, May 2023

Ouchi, W. G. (1981). Theory Z: Now American Business Can Met the Japanese Challenge.
Avon Books.

Phungsoonthorn, T., & Peerayuth Charoensukmongkol. (2018). The Preventive Role of
Transformational Leadership and Trust in the Leader on Employee Turnover Risk of
Myanmar Migrant Workers in Thailand: The Moderating Rode of Salary and Job
Tenure. The Journal of Risk Management and Insurance, 22(2), 63.

Putra, R., Lima Krisna, N., & Ali, H. (2021). a Review Literature Employee Performance
Model:Leadership Style, Compensation and Work Discipline. Dinasti International
Journal of Management Science, 3(1), 56-66. https://doi.org/10.31933/dijms.v3i1.979

Rasheed, M. I., Okumus, F., Weng, Q., Hameed, Z., & Nawaz, M. S. (2020). Career
adaptability and employee turnover intentions: The role of perceived career
opportunities and orientation to happiness in the hospitality industry. Journal of
Hospitality and Tourism Management, 44(April), 98-107.
https://doi.org/10.1016/j.jhtm.2020.05.006

Robbins, S. P., & Judge, T. (2009). Organizational behavior. Pearson South Africa.

Schuck, A. M., & Rabe-Hemp, C. E. (2018). Investing in people: salary and turnover in
policing. Policing, 41(1), 113-128. https://doi.org/10.1108/PIJPSM-09-2016-0137
Shahzad, K., Hussain, S., Bashir, S., Chishti, A. F., & Nasir, Z. M. (2011). Organizational
Environment, Job Satisfaction and Career Growth Opportunities: A Link to Employee

Turnover Intentions in Public Sector of Pakistan. 2(9), 8-14.

Sihotang, R. (2022). The Effect of Compensation, Transformational Leadership and
Organizational Culture on Employee Turnover Intensity. IJHCM (International Journal
of Human Capital Management), 5(2), 132-139.
https://doi.org/10.21009/ijhcm.05.02.12

Susanto, P. C. (2022). Employee Engagement Strategy: Analysis Of Organizational
Commitment , Compensation , Career Development. International Conference of
Humanities and Social Science (ICHSS), 1(1), 96-103.

Susanto, P. C., Sawitri, N. N., & Suroso, S. (2023). Determinant Employee Performance and
Job Satisfaction: Analysis Motivation , Path Career and Employee Engagement in
Transportation and Logistics Industry. International Journal of Business and Applied
Economics (1JBAE), 2(2), 257-268. https://doi.org/10.55927/ijbae.v2i2.2711

Susanto, P. C., Syailendra, S., & Suryawan, R. F. (2023). Determination of Motivation and
Performance : Analysis of Job Satisfaction , Employee Engagement and Leadership.
International Journal of Business and Applied Economics (IJBAE), 2(2), 59-68.

Wang, Q., Gan, K. P., Wei, H. Y., Sun, A. Q., Wang, Y. C., & Zhou, X. M. (2022). Public
service motivation and public employees’ turnover intention: the role of job satisfaction
and career growth opportunity. Personnel Review. https://doi.org/10.1108/PR-11-2020-
0836

Wang, Q., Weng, Q., McElroy, J. C., Ashkanasy, N. M., & Lievens, F. (2014).
Organizational career growth and subsequent voice behavior: The role of affective
commitment and gender. Journal of Vocational Behavior, 84(3), 431-441.
https://doi.org/10.1016/j.jvb.2014.03.004

Zen, A., Bhayangkara, U., & Raya, J. (2023). Organization Sustainability and Employee
Performance in a Literature Review. 2(3), 573-584.

889 |Page


https://dinastirpub.org/DIJMS

