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 This study aims to examine the influence of HRM practices (employees’ empowerment, job secu-
rity, and employees’ participation) and employees’ satisfaction on intention to leave and the medi-
ating role of employees’ satisfaction from the perspective of faculty members in private universities 
in Kuwait. The survey questionnaire was gathered from 261 faculty members who were working 
in four private universities in Kuwait. The study used the software SmartPLS (version 3.2.8) to test 
the study hypotheses. The findings indicate that HRM practices (employees’ empowerment and job 
security) and employees’ satisfaction had negative effects on intention to leave, and employees’ 
satisfaction partially mediated the relationship between HRM practices (employees’ empowerment 
and job security) and intention to leave. Future studies may include other samples as public univer-
sities or other sectors in Kuwait such as the education sector or health care sector. 
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1. Introduction 
 
Many researchers consider intention to leave or turnover intention as a critical issue for organizations (Shah & Beh, 2016; 
Thakur & Bhatnagar, 2017; Omar et al., 2018; Aburumman et al., 2020). Intention to leave is dependent on many personal 
and impersonal reasons, a person leaves the job when finds another job easily or has other opportunities, but employees’ who 
leave the organization by their own choice or based on organization desire, both create troubles for the organization, where 
the organizations bear a loss of investment which they do in training and selection of such employees’ (Xu et al., 2018). 
Therefore, if there is a risk related to employees’ intention to leave, it will impact the organization by this big challenge, 
because the success of an organization highly depends on its employees (Nelissen et al., 2017). There is a need to address the 
issues related to intention to leave because it is a phenomenon in itself, and it was considered as one of the most challenging 
issues worldwide (Santhanam et al., 2017). Moreover, the literature that studied HRM practices did not care about practices 
that are related to the personal aspect of the employees such as employees’ empowerment, job security, and employees’ 
participation which could impact employees’ intention to leave (Aburumman et al., 2020). Thus, this study aims to search for 
factors that lead to a decrease the employees’ intention to leave by focusing on HRM practices that are related to the personal 
aspect of the employees namely employees’ empowerment, job security, and employees’ participation. Table 1 shows the 
research gap and the extent of the contribution of the current study in the literature related to these variables. 
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Table 1 
Research Gap  

Author/Year EE 
and 
IL 

JS 
and 
IL 

EP 
and 
IL 

EE 
and 
ES 

JS 
and 
ES 

EP 
and 
ES 

ES 
and 
IL 

EE, ES 
and IL 

JS, ES 
and IL 

EP, ES 
and IL 

Joarder (2011)  √         
Kim and Fernandez (2017) √          

Chughtai (2013) √          
Zhang et al., (2019)  √         

Kumar and Jauhari (2016)   √        
Idris et al., (2018)    √       

Begum and Mohamed (2016)      √     
Imran et al., (2015)     √      

Huo and Boxall (2018)      √     
Al-Kilani (2017)       √    
Lim et al., (2017)       √    

Bayarcelik and Findikli (2016)       √    
Yukongdi and Shrestha (2020)       √    

Current Study √ √ √ √ √ √ √ √ √ √ 

Note: EE: Employees Empowerment, JS: Job Security, EP: Employees Participation, ES: Employees Satisfaction, IL: Intention to Leave 

2. Hypotheses Development 

2.1 HRM Practices and Intention to Leave 

Previous literature showed the significance of employees’ empowerment against the intention to leave, by providing the in-
formation, delegation and transfer of powers and participate to make decisions to employees’ in lower levels in the organiza-
tion, thus employee will be responsible for the decisions, activities, and behaviors he or she makes (Kim & Fernandez, 2017). 
The work environment which is an indicator of poor employees’ empowerment has implications for employees’ intention to 
leave (Chughtai, 2013). Job security is a main concern of organizations because it contributes to the limit of many critical 
issues such as low career loyalty, low trust in management, poor performance, and high employees’ intention to leave (Lee & 
Jeong, 2017). Moreover, employees’ participation in the process of organizational decision-making contributes to an increase 
in employees’ positive behavior such as staying longer at work (Kumar & Jauhari, 2016), where employees with greater 
involvement in the decision-making process believe that they are important part in the organization (Gould-Williams, 2007). 
Therefore, this study proposes the following hypotheses:  
 
H1: There is a negative relationship between employees’ empowerment and intention to leave. 
H2: There is a negative relationship between job security and intention to leave. 
H3: There is a negative relationship between employees’ participation and intention to leave. 
 
2.2 HRM Practices and Employees Satisfaction 

The employees’ empowerment with information about performance, job, goals has a significant positive effect on employees’ 
satisfaction (Idris et al., 2018). Contrariwise, if the information is provided in a controlling way, employees’ satisfaction will 
be low (Fernandez & Moldogaziev, 2015). Studies indicate that employees’ have the intention to stay in work only when their 
organization is providing them satisfaction which can be in the form of job security (Imran et al., 2015). According to Lee 
(2006) and Begum and Mohamed (2016), employees’ participation in the process of problem-solving and decision-making 
contributes to increased employees’ satisfaction, by feeling that they are an important part of the organization. Therefore, this 
study proposes the following hypotheses: 
 
H4: There is a positive relationship between employees’ empowerment and employees’ satisfaction. 
H5: There is a positive relationship between job security and employees’ satisfaction. 
H6: There is a positive relationship between employees’ participation and employees’ satisfaction. 
 
2.3 Employees Satisfaction and Intention to Leave 

Employees’ satisfaction is a significant indicator of employees’ intention to leave the work (Egan et al., 2004), while employ-
ees who have the intention to stay and not leave their organizations to have a high level of satisfaction for their job (Wright 
& Bonett, 2007). Direnzo and Greenhaus (2011) noted that organizations should pay more attention to the level of employees' 
satisfaction, which could help reduce the intention to leave. Recent studies have revealed that employees’ satisfaction is neg-
atively related to employee’s intention to leave (Bayarcelik & Findikli, 2016; Al-Kilani, 2017; Lim et al., 2017; Yukongdi & 
Shrestha, 2020). Therefore, this study proposes the following hypothesis: 
 
H7: There is a negative relationship between employees’ satisfaction and intention to leave. 
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2.4 HRM Practices, Employees Satisfaction and Intention to Leave 

According to the principle of reciprocity in the social exchange theory (Blau, 1964), Aburumman et al., (2020, p 649) stated 
that “if organizations provide a positive behavior; the employees will behave similarly and will commit to positive behaviors 
by staying longer and demonstrating a high commitment and satisfaction”. Based on the social exchange theory, this study 
proposed that employees’ empowerment, job security, and employees’ participation affect intention to leave through the me-
diation of employees’ satisfaction. Therefore, this study proposes the following hypotheses: 
 
H8: Employees Satisfaction mediates the relationship between employees’ empowerment and intention to leave. 
H9: Employees Satisfaction mediates the relationship between job security and intention to leave. 
H10: Employees Satisfaction mediates the relationship between employees’ participation and intention to leave. 
 
Fig. 1 shows the research model of the current study, where the employees’ empowerment, job security, and employees’ 
participation are independent variables, employees’ satisfaction is mediation variable and intention to leave is the dependent 
variable. 

 

 
 
 
 
 
 
 
 
 
 
 
 

Fig. 1. Research Model 

3. Research Methodology 

3.1 Research Design and Sample 

This study used a quantitative approach based on a survey questionnaire. The survey included faculty members in private 
universities in Kuwait namely the American University of Kuwait, Gulf University for Science and Technology, American 
University of the Middle East and Arab Open University - Kuwait. The current study sample size was 274 faculty members 
who were working in the previously mentioned universities. The current study used convenience sampling as a strategy for 
sampling technique because that convenience sampling inexpensive and usually requires less time. The total number of re-
sponses was 261, which represents 95.2% of the number of distributed questionnaires, and a total of 13 questionnaires were 
not received.  

3.2 Measurements of Study 

All items were measured using a 5-point Likert scale ranging from 1 “strongly disagree” to 5 “strongly agree”. Regarding to 
measurement of variables, this study considers three HRM practices namely employees’ empowerment (five items, e.g. “I 
feel competent to perform the tasks required for my position”), job security (four items, e.g. “I can stay in the university for 
as long as I wish”), and employees’ participation (four items, e.g. “Employees in this university are allowed to make many 
decisions”), where that all these items adapted from scale of Delery and Doty (1996) and scale of Hanaysha (2016). Employ-
ees’ satisfaction was measured using a scale of Blegen et al. (2004) in six items (e.g. “I feel that I am happier in my work than 
most people”). Intention to leave was measured using a scale of Klassen and Chiu (2011) in three items (e.g. “I intend to leave 
the teaching profession”). 

4. Data Analysis and Results 

The analysis of this study data included two main aspects namely measurement model assessment and structural model as-
sessment. Accurate procedures were followed to prove the validity and reliability of the measurement model by using the 
software SmartPLS (version 3.2.8), where the measurement model assessment included convergent validity and discriminant 
validity. Table 2 shows the results of convergent validity, where the results indicate that Cronbach's alpha and composite 
reliability achieved values greater than the proposed threshold values of 0.60 to 0.70 and above for all variables (Hair et al., 
2016). Regarding average variance extracted (AVE), all variables achieved values greater than the proposed threshold value 
of 0.50 by (Hair et al., 2016). Meanwhile, all the items have loadings ranged from 0.757 to 0.934 except for EE3 and ES6 
which have achieved loadings less than 0.4, thus they were deleted. 

 

Employees 
 Participation 

Job  
Security 

Employees 
Empowerment 

HRM Practices 
Employees 
Satisfaction 

Intention to 
Leave 

H1 
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H2 
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Table 2 
Convergent Validity 

VARIABLE  Items Loadings Cronbach's Alpha Composite Reliability AVE 
Employees Empowerment EE1 0.903 0.925 0.946 0.815 

 EE2 0.913    
 EE4 0.901    
 EE5 0.894    

Job Security JS1 0.812 0.838 0.891 0.672 
 JS2 0.872    
 JS3 0.836    
 JS4 0.757    
Employees Participation EP1 0.879 0.877 0.915 0.728 
 EP2 0.870    
 EP3 0.844    
 EP4 0.819    
Employees Satisfaction ES1 0.830 0.903 0.928 0.722 
 ES2 0.888    
 ES3 0.885    
 ES4 0.834    
 ES5 0.807    
Intention to Leave IL1 0.912 0.917 0.948 0.858 
 IL2 0.933    
 IL3 0.934    

 

Discriminant validity was analyzed based on the Fornell-Larcker criterion. Table 3 shows the results of the Fornell-Larcker 
Criterion, where the square root of AVE in bold is higher than the other elements of the row and column in which they are 
located. According to the assessment of the results of convergent validity and discriminant validity, the measurement model 
for the current study is valid and reliable. 

Table 3 
Discriminant Validity Based on Fornell-Larcker Criteria 

  Employees Empowerment Job 
Security 

Employees Partic-
ipation 

Employees Satis-
faction 

Intention to Leave 

Employees Empowerment 0.903     
Job Security -0.108 0.820    
Employees Participation -0.052 0.090 0.853   
Employees Satisfaction 0.280 0.115 0.123 0.849  
Intention to Leave -0.221 -0.270 -0.152 -0.652 0.926 

 
Regarding the structural model assessment, as shown in Table 4, the value of R2 of employees’ satisfaction is at 0.116 (unac-
ceptable), while the value of R2 of intention to leave is at 0.472 (moderate) based on the criterion of Chin (1998). Therefore, 
the model of intention to leave in this study have predictive power according to the value of R2. 

Table 4 
R2 Values for the Endogenous Variables 

Variable Variable Type R2 Predictive Relevance 
Employees Satisfaction Endogenous Variable 0.116 Unacceptable 
Intention to Leave Endogenous Variable 0.472 Moderate 

 
Furthermore, the test was performed on the hypothesized model using the PLS algorithm embedded with SmartPLS (version 
3.2.8). Then, the path coefficients were created (see Fig. 2). Then, bootstrapping techniques embedded with SmartPLS (ver-
sion 3.2.8) were used to conclude whether the path coefficients are statistically significant or insignificant. Table 5 shows P-
Values and T-Values accompanying each path coefficient. 

Table 5 
Results of the Structural Model 

No. Hypotheses Path Coefficient Standard Error T-Value P-Value Decision 
H1 EE→IL -0.079 0.045 1.746 0.040 Supported* 
H2 JS→IL -0.204 0.038 5.319 0.000 Supported*** 
H3 EP→IL -0.065 0.044 1.475 0.070 Not Supported 
H4 EE→ES 0.301 0.056 5.416 0.000 Supported*** 
H5 JS→ES 0.136 0.050 2.739 0.003 Supported** 
H6 EP→ES 0.126 0.057 2.222 0.013 Supported* 
H7 ES→IL -0.598 0.048 12.485 0.000 Supported*** 

Note: ***: p<0.001, **: p<0.01, *: p<0.05 
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Fig. 2. Path Coefficient and R² Values for the Research Model 

As indicated in Table 5, employees’ empowerment had a negative direct effect on intention to leave (β = -0.079; T-Value = 
1.746; P-Value = 0.040), as a result, H1 was supported. This result was consistent with those reported by previous researchers 
(Chughtai, 2013; Kim & Fernandez, 2017), who highlighted that work environment which supports employees’ empowerment 
has implications for employees’ intention to stay, by providing the information, delegation and transfer of powers and partic-
ipate to make decisions to employees’ in lower levels in the organization, thus employee will be responsible for the decisions, 
activities, and behaviors he or she makes. The results also indicated that job security had a negative direct effect on intention 
to leave (β = -0.204; T-Value = 5.319; P-Value = 0.000), as a result, H2 was supported. This result was consistent with those 
reported by previous researchers (Joarder, 2013; Lee & Jeong, 2017), who highlighted that employees' intentions to leave will 
drop when organizations offer them a stable job opportunity for them. Differently, the results indicated that employees’ par-
ticipation had no direct effect on intention to leave (β = -0.065; T-Value = 1.475; P-Value = 0.070), as a result, H3 was not 
supported. On the other hand, employees’ participation had an indirect effect on intention to leave by employees’ satisfaction 
fully mediated this relationship (see H10 in Table 6).  

According to this result, faculty members feel more satisfied when the university increases their participation with higher 
levels regarding decision-making and perspectives, generating a positive affective response in the faculty members by staying 
longer at work. These observations are in line with the results of García-Chas et al. (2014). As indicated in Table 5, employees’ 
empowerment had a positive effect on employees’ satisfaction (β = 0.301; T-Value = 5.416; P-Value = 0.000), as a result, H4 
was supported. This result was consistent with those reported by previous researchers (Fernandez & Moldogaziev, 2015; Idris 
et al., 2018), who highlighted that employees’ empowerment with information about performance, job, goals contributes to 
increasing the level of employees’ satisfaction. The results also indicated that job security had a positive effect on employees’ 
satisfaction (β = 0.136; T-Value = 2.739; P-Value = 0.003), as a result, H5 was supported. This result was consistent with 
those reported by previous researchers (Imran et al., 2015; Wilczyńska et al., 2016), who highlighted that employees’ have 
the intention to stay in work only when their organization is providing them satisfaction which can be in the form of job 
security. Moreover, the results indicated that employees’ participation had a positive effect on employees’ satisfaction (β = 
0.126; T-Value = 2.222; P-Value = 0.013), as a result, H6 was supported. This result was consistent with those reported by 
previous researchers (Lee, 2006; Begum & Mohamed, 2016; Huo & Boxall, 2018), who highlighted that employees’ partici-
pation in the process of problem-solving and decision-making contributes to increased employees’ satisfaction, by feeling that 
they are an important part of the organization. Additionally, employees’ satisfaction had a negative effect on intention to leave 
(β = -0.598; T-Value = 12.485; P-Value = 0.000), as a result, H7 was supported. According to this result, that employees who 
have a low level of satisfaction will have the intention to leave the job because a low level of satisfaction leads to encouraging 
employees to search for a new job that has a high level of satisfaction. These observations are in line with the results of 
previous studies (Bayarcelik & Findikli, 2016; Al-Kilani, 2017; Lim et al., 2017; Yukongdi & Shrestha, 2020). 
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Table 6 
Testing the Mediating Effect of Employees’ Satisfaction 

No. Hypothesis Indirect Effect Standard 

Error 

P-value Confidence Interval Decision 

95% LL 95% UL 

H8 EE→ ES→IL -0.180 0.036 0.000 -0.240 -0.120 Partial Mediation 

H9 JS→ ES→IL -0.082 0.030 0.004 -0.129 -0.028 Partial Mediation 

H10 EP→ ES→IL -0.075 0.034 0.014 -0.126 -0.014 Full Mediation 

 

Regarding the mediation test for employees’ satisfaction, the current study used the method of Preacher and Hayes (2008) for 
mediation test. As indicated in Table 6, employees’ satisfaction mediates the relationship between employees’ empowerment 
and intention to leave (Indirect Effect = -0.180, P-value = 0.000, LL = -0.240, UL = -0.120), as a result, H8 was supported 
and the employees’ satisfaction (ES) partially mediated this relationship. The results also indicated that employees’ satisfac-
tion mediates the relationship between job security and intention to leave (Indirect Effect = -0.082, P-value = 0.004, LL = -
0.129, UL = -0.028), as a result, H9 was supported and the employees’ satisfaction (ES) partially mediated this relationship. 
Moreover, employees’ satisfaction mediates the relationship between employees’ participation and intention to leave (Indirect 
Effect = -0.075, P-value = 0.014, LL = -0.126, UL = -0.014), as a result, H10 was supported and the employees’ satisfaction 
(ES) fully mediated this relationship. Social exchange theory which is based on the principle of reciprocity (Blau, 1964) 
supported these relationships, where if organizations provided a positive behavior (employees’ empowerment, job security, 
and employees’ participation), the employees will behave similarly by showing their satisfaction, thus an increased level of 
employees intention to remain in their work for a long period of time. 

5. Conclusions and Future Directions 

This study has aimed to examine the influence of HRM practices (employees’ empowerment, job security, employees’ par-
ticipation) and employees' satisfaction on intention to leave for faculty members in private universities in Kuwait. The results 
of this study indicate that employees’ empowerment, job security, and employees’ satisfaction had negative effects on inten-
tion to leave. Also, the results indicate that employees’ satisfaction partially mediated the relationship between employees’ 
empowerment, job security, and intention to leave. Moreover, the results indicate that employees’ satisfaction fully mediated 
the relationship between employees’ participation and intention to leave. HRM must overcome the intention of employees to 
leave the work, by a focus on these factors because from the perspective of employees that these factors together are the 
criteria by which maybe employees decide to stay or leave the work. This study was limited to faculty members in private 
universities in Kuwait as a sample for this study. Future studies may include other samples as public universities or other 
sectors in Kuwait such as the education sector or health care sector. 
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