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Abstract.14

BACKGROUND: Fear of losing psychological resources can lead to stress, impacting psychological health and behavioral
outcomes like burnout, absenteeism, service sabotage, and turnover.
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OBJECTIVE: The study examined the impact of job stressors (time pressure, role ambiguity, role conflict) on employee
well-being and turnover intentions. The study also investigated the mediating role of employee well-being between job
stressors and turnover intention based on the conservation of resources (COR) theory.
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METHODS: Data from 396 IT executives in Malaysian IT firms were analyzed using the Partial Least Squares - Structural
Equation Modeling (PLS-SEM) technique.
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RESULTS: Results confirmed a significant negative correlation between time pressure (–0.296), role ambiguity (–0.423), role
conflict (–0.104), and employee well-being. Similarly, employee well-being showed a significant negative relationship with
turnover intentions (–0.410). The mediation analysis revealed that employee well-being mediates the relationship between
time pressure (0.121), role ambiguity (0.173), role conflict (0.043), and turnover intentions.
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CONCLUSION: This paper aims to manifest the importance of designing employee well-being policies by firms to retain
employees. Findings reflect the role of the managerial approach towards ensuring employee well-being for employee retention,
thereby reducing recruitment and re-training costs.
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1. Introduction 30

The rapidly evolving IT industry faces uncertainty 31

related to the business environment, technological 32

changes, remote work, and talent shortage [1]. Con- 33

sidering the global war for talent, organizations need 34

to compete to retain their talent, or else they have 35

to bear high employee turnover [2]. Retaining pro- 36

fessionals in the IT industry has been a prevalent 37
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issue as attracting, developing, and retaining quali-38

fied professionals is costly, and employee turnover39

is a potential loss for any organization [3]. Although40

voluntary turnover has decreased, given the Covid-41

19 pandemic, Employee Movement and Retention42

report (2021) notes that 61% of Malaysian workers43

intend to leave their current job seeking new ones [4].44

Turnover intention is “the reported willingness of an45

employee to leave the organization within a given46

period.” [5]. The intention to leave may arise due47

to various reasons (dissatisfaction, role ambiguity,48

low level of engagement at work, poor supervisory49

support, etc.) [6, 7]. According to Zainal et al. [8],50

the reasons associated with employee turnover often51

relate to work-related stressors; however, the explana-52

tory mechanism for the stressor-turnover intention53

link among IT workers’ demands further scholarly54

attention [9].55

Past studies measured employee well-being using56

scales of life satisfaction, job satisfaction, work57

engagement, and work-life balance [10]; however,58

none of them have specifically focused on the59

broader sense of employee well-being (EWB) [11].60

EWB is a multidimensional construct comprising61

life well-being (LWB), work well-being (WWB),62

and psychological well-being (PWB). LWB cov-63

ers employees’ emotions and family-related issues.64

WWB entails job-related elements, for instance,65

management style, compensation and benefits, work66

arrangements, and labor protection. Lastly, PWB67

emphasizes self-actualization, learning, growth, and68

work achievement [11]. Overall, our study exam-69

ines the effects of job stressors (time pressure, role70

ambiguity, role conflict) on employee well-being and71

turnover intention among IT employees based on the72

principle of resource loss. Additionally, this study73

examines the mediating role of employee well-being74

between job stressors and turnover intention while75

using COR theory’s second tenet (resource invest-76

ment) [12], especially in the context of Malaysian IT77

executives working in software companies.78

The COR theory states that people strive for and79

protect the resources they value [13]. Stress has80

remained a notable factor in COR-related studies81

[13, 14]. When people fear losing psychological82

resources, they are prone to experiencing stress, with83

implications for their psychological health or behav-84

ioral outcomes such as burnout, absenteeism, service85

sabotage, turnover, etc. This study considers the job86

stressors of time pressure, role ambiguity, and role87

conflict, which negatively affect the well-being of IT88

executives. Under constant time pressures and work-89

loads, employees experience resource loss in the form 90

of exhaustion and burnout [15]. Such events may also 91

affect employees’ health, increasing the risk of devel- 92

oping illness [16]. Previous studies also reported a 93

negative association between time pressure and job 94

satisfaction and a positive association between time 95

pressure and fatigue [17]. Gärling et al. [18] and 96

Huhtala et al. [19] also found a negative relationship 97

between time pressure and employee well-being. 98

Role ambiguity arises due to unclear job-related 99

information regarding job responsibilities and work 100

goals [20]. Employees facing role ambiguity may 101

misidentify their responsibilities and what is expected 102

from them, resulting in poor performance and high 103

levels of stress [21]. According to the COR princi- 104

ple, employees facing role ambiguity will use their 105

cognitive resources to deal with it, which results in 106

emotional exhaustion and reduced well-being [22]. 107

Studies by Barling et al. and Pecino et al. [21, 23] also 108

reported a negative association between role ambi- 109

guity and employee well-being. Role conflicts are 110

incompatible demands faced by employees at work 111

[21]. Role conflicts in terms of pressure to perform 112

tasks other than job requirements lead to anxiety and 113

fatigue [24]. According to COR theory, role conflicts 114

result in resource depletion as they are an additional 115

burden on the employees, negatively affecting their 116

well-being and performance [25]. A study by Nam- 117

bisan et al. [26] found a positive association between 118

role conflicts and stress. 119

Consequently, resource loss drives turnover inten- 120

tions [27]. When IT executives work under conditions 121

of time pressure, role ambiguity, and role conflict, 122

they are likely to experience impaired well-being 123

in terms of life well-being (LWB), work well-being 124

(WWB), and psychological well-being (PWB). Wang 125

et al. [28] argued that stressors at the workplace 126

results in resource loss, reducing employee well- 127

being and triggering turnover intentions. In this 128

situation, an individual will avoid further resource 129

loss and start searching for alternative employment, 130

which forms the core of turnover intentions. Belkin et 131

al. [29] and Xue et al. [30] also noted that well-being 132

reduces turnover intentions of employees. Accord- 133

ing to Halbesleben et al. [31], another principle of 134

the COR theory is termed resource investment, cov- 135

ered only in a few studies. With resource investment, 136

scholars note that individuals invest in building their 137

resources to save against resource loss and expand 138

the resources [13]. The present study also intends 139

to apply the resource investment principle through 140

employee well-being to examine its mediating role 141
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between job stressors and turnover intention to pro-142

tect IT executives from the resource loss they had due143

to the job stressors.144

The rationale for studying the mediating role of145

employee well-being is, first, that employee well-146

being is a primary resource that can have reciprocal147

effects on work-related outcomes [32], such as148

turnover intention. Second, the COR theory pro-149

poses that a lost resource can be reserved by another150

resource [13]. On this basis, this study aims to151

study the role of employee well-being to protect the152

resource loss faced by employees due to job stres-153

sors such as role ambiguity and role conflict. Thirdly,154

prior studies have discussed that employee well-being155

is an essential factor that works as a retention strat-156

egy for any organization [33, 34]. Studies show that157

well-being is essential for positive work behaviors158

such as high job performance, whereas reduced well-159

being associated with job insecurity explains turnover160

intentions [35]. Wright et al. [36] and Xue et al. [30]161

also noted that employee well-being helps reduce162

employee turnover.163

1.1. Research hypotheses164

H1: Time pressure is negatively related to165

employee well-being166

H2: Role ambiguity is negatively related to167

employee well-being168

H3: Role conflict is negatively related to employee169

well-being170

H4: Employee well-being is negatively related to171

turnover intention172

H5: Employee Well-being mediates the relation-173

ship between time pressure and turnover intention174

H6: Employee Well-being mediates the relation-175

ship between role ambiguity and turnover intention176

H7: Employee Well-being mediates the relation-177

ship between role conflict and turnover intention178

2. Methods 179

2.1. Study design 180

This is a cross-sectional study. 181

2.2. Procedure and participants 182

This paper uses a multi-stage sampling method, 183

enabling sample selection in stages [37] to collect 184

data from IT executives in Malaysia’s ICT sector. 185

According to Department of Statistics Malaysia, it is 186

one of the fastest-growing industries in Malaysia with 187

a growth rate of 10.4% in 2022 [38] and will continue 188

to be among top-five paying industry [39]. The data 189

were collected through self-administered surveys, 190

distributed among 600 respondents in 40 companies 191

(a minimum of 10 IT executives in each). Companies 192

selected for this study were registered in PIKOM, The 193

National Tech Association of Malaysia. The random 194

selection was made based on weightage (55 compa- 195

nies from Kuala Lumpur and assigned 20% weigh- 196

tage to each state company) (55 × 20%) = 11 compa- 197

nies from Kuala Lumpur, 10 Cyberjaya, 7 Selangor, 6 198

Penang, and 6 Perak). The selected companies were 199

located in Kuala Lumpur, Selangor, and Putrajaya- 200

representing 66% of the organizations [39]. The 201

questionnaires were distributed from February to 202

May 2021. From 600 questionnaires distributed, we 203

received 396 complete surveys. All respondents have 204

voluntarily contributed and given consent of par- 205

ticipation. The final sample size was n = 383, IT 206

executives. We analyzed non-response bias by com- 207

paring the early and later responses using t-tests [40]. 208

The analysis indicates a non-significant difference 209

indicating, no evidence of non-response bias [40]. 210

2.3. Demographic profile of Respondents 211

The demographic profile of the respondents is 212

depicted in Table 1, where males represent (53%) and 213

Fig. 1. Theoretical Framework.
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Table 1
Sociodemographic profile of workers

Profile Frequency Percent

Gender

Male 210 53.0
Female 186 47.0

Age

Less than 25 74 18.7
25–30 166 41.9
31–35 120 30.3
36–40 31 7.8
More than 40 5 1.3

Education

Master 84 21.2
Bachelor 239 60.3
Diploma 68 17.2
STPM 5 1.3

Work Experience

Less than 1 Year 46 11.6
1–2 Years 95 24.0
3–4 Years 173 43.7
More than 4 Years 82 20.7

Nature of Job

Programmer 89 22.5
System Engineer 95 24.0
Web Designer 65 16.4
Design Engineer 35 8.8
Analog Design Engineer 30 7.6
IC Design Engineer 12 3.0
Software Engineer 61 15.4
Network Engineer 9 2.3

Marital Status

Single 215 54.3
Married 181 45.7

females (47%) of the study population. Respondents’214

age falls between (25–30) and (31–35) represent-215

ing 41.9% and 30.3%, respectively. Majority of the216

respondents hold a bachelor’s degree, (60.3%), fol-217

lowed by master’s degree (21.7%), diploma holders218

(19.4%), and lastly, STPM (Sijil Tinggi Persekola-219

han Malaysia: Malaysian Higher School Certificate)220

(1.3%). The nature of the job of most respon-221

dents was system engineer (24%), programmer222

(22.5%), web designer (16.4%), and software engi-223

neer (15.4%). Most IT executives were single (215,)224

representing 54.3%, while the married (181) showed225

47.7%.226

2.4. Variables and Instrumentation227

Independent variables included time pressure, role228

ambiguity, and role conflict. Time pressure was mea-229

sured using nine-item scale by Roxburgh et al. [41].230

Respondents were asked about their lives over the231

previous 12 months period. An example of an item is 232

“I never seem to have enough time to get everything 233

done”. Role ambiguity was measured with an estab- 234

lished scale comprising five items [42]. An example 235

of role ambiguity item is “Explanation is not clear 236

of what has to be done". Role conflict was mea- 237

sured using seven-item scale by Rizzo et al. [42]. 238

E.g. “I work under incompatible policies and guide- 239

lines". The mediating variable, employee well-being, 240

was measured using eighteen-item scale by Zheng 241

et al. [11]. The scale assesses three dimensions of 242

employee well-being: life well-being (LWB), work 243

well-being (WWB), and psychological well-being 244

(PWB). An example of an LWB item is “I feel sat- 245

isfied with my life.” An example of a WWB item is 246

“I find real enjoyment in my work.” An example of 247

a PWB item is “I handle daily affairs well”. Depen- 248

dent variable for the study, turnover intention, was 249

measured with five-item scale adopted from Gane- 250

san et al. [43]. E.g. “I do not think I will spend my 251

entire career with this organization”. All the variables 252

for this study were measured using a five-point Lik- 253

ert scale (1 = “strongly disagree” to 5 = “strongly 254

agree”). 255

2.5. Statistical analysis 256

All statistical analyses were performed using Par- 257

tial Least Squares - Structural Equation Modeling 258

(PLS-SEM). In SEM, model is divided into 1) mea- 259

surement model, and 2) structural model [44]. 260

3. Results 261

3.1. Measurement model assessment 262

The measurement model results (Table 2) showed 263

that all items’ loadings in the final model were at 264

or above the accepted threshold of 0.70 [44]. Three 265

items were deleted from the study because of the low 266

factor loading, one from role conflict (RC3) and two 267

from time pressure (TP5, TP7). The values of AVE 268

were higher than 0.50 [45]. The composite reliabil- 269

ity (CR) of all the constructs was above the accepted 270

threshold of 0.70, indicating that high internal con- 271

sistency exists in the scale. Table 3 shows that the 272

Heterotrait-Monotrait ratio of correlations (HTMT) 273

did not exceed the 0.85 threshold [46], thus estab- 274

lishing discriminant validity [47]. 275
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Table 2
Measurement Model Assessment

Construct Scale Items Convergent Validity CR Cronbach’s Alpha
Loadings AVE

Role conflict RC1 0.640 0.512 0.862 0.811
RC2 0.721
RC4 0.742
RC5 0.649
RC6 0.768
RC7 0.762

Role Ambiguity RA1 0.730 0.517 0.842 0.798
RA2 0.589
RA3 0.743
RA4 0.728
RA5 0.790

Time Pressure TP1 0.798 0.92 0.623
TP2 0.838
TP3 0.796
TP4 0.756
TP6 0.842
TP8 0.790
TP9 0.695

Life Well-Being LWB1 0.668 0.878 0.636
LWB2 0.834
LWB3 0.689
LWB4 0.824
LWB5 0.604
LWB6 0.795

Workplace Well-Being WWB1 0.797 0.913 0.636
WWB2 0.831
WWB3 0.830
WWB4 0.800
WWB5 0.771
WWB6 0.749

Psychological Well-Being PWB1 0.817 0.926 0.676
PWB2 0.826
PWB3 0.823
PWB4 0.863
PWB5 0.862
PWB6 0.735

Turnover Intention TOI1 0.698 0.898 0.639
TOI2 0.856
TOI3 0.856
TOI4 0.850
TOI5 0.721

1 Note: RC3, TP5 and TP7 were deleted due to low loadings.

Table 3
Discriminant Validity (HTMT)

Constructs LWB PWB RA RC TP TOI WWB

Life Well-Being
Psychological Well-Being 0.492
Role Ambiguity 0.521 0.567
Role Conflict 0.148 0.173 0.153
Time Pressure 0.145 0.203 0.192 0.519
Turnover Intention 0.354 0.371 0.271 0.331 0.387
Workplace Well-Being 0.279 0.208 0.288 0.185 0.218 0.272
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Table 4
Assessment of measurement model after generating second-order constructs

Correlation amongst the Weights of the first-order
First-order constructs constructs on Employee Well-being

Constructs LWB WWB PWB Weights t-value VIF

LWB 1 0.290 5.062** 1.264
WWB 0.242 1 0.180 4.587** 1.070
PWB 0.427 0.185 1 0.782 9.547** 1.237

3.2. Second-order construct assessment276

Two stages of formative second-order constructs277

were tested [48]. First-order constructs (LWB,278

WWB, PWB) of employee well-being were exam-279

ined through correlations among constructs. Table 4280

shows that correlations of employee well-being first281

order-constructs range from 0.185 to 0.427. The cor-282

relation results indicate that employee well-being283

is a formative second-order construct. A reflective284

second-order construct shows an extremely high cor-285

relation among its lower-order constructs (≥0.8)286

[49]. Furthermore, the variance inflation factor (VIF)287

for the first-order construct of employee well-being288

was analyzed to evaluate multi-collinearity [49]. As289

depicted in Table 4, the values of VIF for first-order290

constructs are 1.264, 1.070, and 1.237. All three val-291

ues are under the 3.3 threshold [49], indicating no292

multi-collinearity concern exists between the first-293

order constructs of employee well-being. Lastly, the294

significance of the relationships between employee295

well-being and its first-order dimensions was found296

to be significant at 1% [48].297

3.3. Goodness of Fit (GoF)298

The goodness of fit (GoF) index is recommended299

by Tenenhaus et al. [50]. The following threshold300

values are used to assess the (GoF) results in Smart-301

PLS: small (0.10), medium (0.25), and large (0.35)302

[50]. The results of GoF predict how well data fit303

the proposed model. Additionally, Henseler et al.304

[51] recommended using the standardized root mean305

square residual (SRMR) for the model fit criterion.306

The SRMR value of (0) generally shows a perfect307

model fit, while less than (0.08) is considered accept-308

able for PLS models. The SRMR value in this study309

is (0.066), which indicates an adequate model fit.310

3.4. Structural model assessment311

The viability of the structural model is assessed by312

R2, path coefficients (beta values), and the t-values. A313

bootstrapping method was applied to determine the 314

t-values to confirm the statistical significance [44]. 315

In addition to these basic measures, researchers also 316

reported the effect sizes (f2) and predictive relevance 317

(Q2) [45]. 318

In this paper, we first analyze the relationship 319

of job stressors (time pressure, role ambiguity, role 320

conflict) on employee well-being and turnover inten- 321

tion. Secondly, we analyze the mediating relationship 322

of employee well-being between job stressors and 323

turnover intention. The first, second, and third 324

hypothesis of this study is supported. Time pressure 325

(� = –0.296, p < 0.01), role ambiguity (� = –0.423, 326

p < 0.01), and role conflict (� = –0.104, p < 0.01) 327

are negatively and significantly related to employee 328

well-being. Employee well-being showed a nega- 329

tive relationship to turnover intention (� = –0.410, 330

p < 0.01) and explains 43% and 16.8% of the vari- 331

ance in employee well-being and turnover intention, 332

respectively. Thus, supporting H4. The R2 value of 333

employee well-being is greater than the value of 0.35, 334

as Henseler et al. [52] suggested, indicating a strong 335

model, while the turnover intention R2 value is less 336

than 0.25, indicating a moderate model. We also eval- 337

uated the effect sizes (f2), as emphasized by Hair et al. 338

[44], “While a P-value can inform the reader whether 339

an effect exists, the P-value will not reveal the size 340

of the effect, while reporting and interpreting stud- 341

ies, both the substantive significance (effect size) and 342

statistical significance (P-value) are essential results 343

to be reported”. 344

To assess the effect size, the threshold values 345

recommended by Henseler et al. [52], which are 346

0.02, 0.15, and 0.35, show small, medium, and large 347

effects, respectively. The effect size (f2) values given 348

in Table 5 showed that all the relationships have 349

small and moderate (0.129, 0.264, 0.016, and 0.202) 350

effect sizes, respectively. Moreover, to assess predic- 351

tive relevance blindfolding technique was employed. 352

The Q2 value should be larger than 0 for a par- 353

ticular endogenous construct [53]. In Table 5, the 354

Q2 values are 0.203 for employee well-being and 355

0.103 for turnover intention. Thus, this indicates 356
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Table 5
Structural Model Assessment

Structural Model Assessment (Independent relationships with Mediating variable)

Hypotheses Constructs path Std Beta Std Error T-values R2 f2 Q2 VIF Result

H1 TP ->EWB –0.296 0.050 5.887 0.431 0.129 0.203 Supported
H2 RA ->EWB –0.423 0.051 8.248 0.264 Supported
H3 RC ->EWB –0.104 0.043 2.424 0.016 Supported

Structural Model Assessment (Mediating variable relationships with Dependent variable)

H4 EWB ->TOI –0.410 0.043 9.629 0.168 0.202 0.103 1.380 Supported

Structural Model Assessment (Indirect Analysis)

Hypotheses Constructs path Std Beta Std Error T-values IC-LL IC-UU Result

H5 TP ->TOI 0.121 0.027 4.567 0.075 0.178 Supported
H6 RA ->TOI 0.173 0.026 6.761 0.124 0.224 Supported
H7 RC ->TOI 0.043 0.019 2.331 0.001 0.073 Supported

that the predictive relevance of the model is accept-357

able. As recommended by Preacher et al. [54], a358

bootstrapping procedure was employed to test the359

indirect effects of employee well-being between job360

stressors and turnover intentions. Table 5 presents361

the results of mediation analysis, where hypothe-362

sis H5 (b = 0.129, t = 4.567, p < 0.05), 95% Boot CI:363

[LL = 0.075, UL = 0.178] shows a significant sup-364

ported relationship of employee well-being as a365

mediator between time pressure and turnover inten-366

tion. Hypothesis H6 (b = 0.173, t = 6.761, p < 0.05),367

95% Boot CI: [LL = 0.124, UL = 0.224] indicates a368

significant supported relationship of employee well-369

being between role ambiguity and turnover intention.370

Last hypothesis H7 (b = 0.043, t = 2.331, p < 0.05),371

95% Boot CI: [LL = 0.001, UL = 0.073] shows a372

significant supported relationship of employee well-373

being between role conflict and turnover intention.374

Thus, H5, H6, and H7 of mediation were statistically375

supported.376

4. Discussion377

Our findings are similar to previous studies demon-378

strating a negative relationship between time pressure379

and employee well-being [17, 18, 55]. According380

to the resource scarcity argument, within-domain381

work demands such as time pressures limit the abil-382

ity of employees to manage their non-work domain383

responsibilities and lead to adverse psychological and384

behavioral consequences, affecting psychological385

well-being [56]. The negative relationship between386

role ambiguity and employee well-being is consis-387

tent with the previous studies that show a similar388

relationship between both constructs. Role ambiguity389

among IT professionals might result from a lack of390

role and job information, various work tasks demand- 391

ing attention, and focus on completing IT work, 392

etc. According to Maden-Eyiusta [57], role ambi- 393

guity makes employees uncertain about their roles, 394

job objectives, and associated responsibilities. Role 395

conflict (H7) showed a significant negative impact 396

on employee well-being. The findings are consis- 397

tent with previous studies showing that role conflict 398

can affect the well-being of employees [25, 26]. 399

Employee well-being negatively predicted turnover 400

intention among Malaysian IT Executives, and results 401

are in line with the previous studies [29, 30]. 402

According to COR theory, if there is an actual 403

resource loss or a perceived threat of resource loss 404

in the workplace environment, employees will not 405

obtain anticipated returns on investment of resources. 406

In such cases, employees are less likely to put 407

energy into their work to prevent further resource 408

loss [58]. Job stressors (time pressure, role ambi- 409

guity, role conflict) threaten and deplete resources, 410

leading to emotional exhaustion and negatively 411

affecting employee well-being [23]. Employee well- 412

being in terms of (LWB), (WWB), and (PWB) 413

mediates the relationship between job stressors and 414

turnover intention among Malaysian IT executives. 415

Low employee well-being precedes turnover inten- 416

tions, and job stressors precede employee well-being. 417

The results provide empirical evidence for the rela- 418

tionship between job stressors and turnover intentions 419

explained by reduced employee well-being. The find- 420

ings are consistent with the COR theory, predicting 421

that well-being is a beneficial resource, the loss 422

of which could trigger other resource loss cycles. 423

According to Hobfoll et al. [13], the second principle 424

of COR theory is that people must invest resources 425

to protect against resource loss and gain resources. 426

COR theory states that the prime human motivation 427
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is the maintenance and accumulation of resources428

[31].429

Additionally, COR theory suggests that to mitigate430

or eliminate negative stress responses, an individ-431

ual is intuitively motivated to protect, retain, and432

recover these valued resources [59]. According to433

Siu et al. [60], offsetting the actual loss require434

people to strive and acquire additional resources.435

Thus, an employee with job stressors will seek436

to avoid further resource losses by redirecting the437

remaining energy towards thinking about alternative438

employment, which forms the core of turnover inten-439

tions. Therefore, when considering a job search, an440

employee is not only trying to compensate for present441

job stressors but also directing remaining psycholog-442

ical energy toward weighing up job alternatives. In443

this case, employee well-being is a resource invest-444

ment in terms of LWB, WWB, and PWB. Mauno et445

al. [61] also found the mediating effect of well-being446

in the job insecurity-turnover intentions relationship.447

They reported partial mediation of occupational well-448

being between job insecurity and turnover intention.449

Another study by Van Der Vaart et al. [34] found450

the mediating role of employee well-being between451

psychological contracts and employees’ intention452

to leave. Earlier studies have shown that employee453

well-being is among the key factors that work as a454

retention strategy for any organization [33, 34], while455

other studies reported employee well-being to be a456

strong predictor of employee retention [36, 62]. Few457

other studies have found that employee well-being458

helps reduce turnover [34, 36]. Therefore, this study459

includes employee well-being as a mediator because460

it is a resource that further helps IT executives to461

mitigate the stressors and turnover intention.462

4.1. Contributions463

There is a lack of research concerning the mediat-464

ing role of employee well-being between job stressors465

(time pressure, role ambiguity, role conflict) and466

turnover intentions. Thus, the present study inves-467

tigates the mediating effect of employee well-being468

(LWB, WWB, PWB) for job stressors and turnover469

intention relationship. Our findings add to existing lit-470

erature by providing empirical evidence of employee471

well-being as a mediator between job stressors and472

turnover intention of IT executives in Malaysia. This473

study also used employee well-being as a reflective-474

formative construct based on our findings, provided475

in Table 3. The correlation results indicate that476

employee well-being is a formative second-order477

construct. A reflective second-order construct shows 478

an extremely high correlation among its lower-order 479

constructs (≥0.8) [49]. The previous study used 480

employee well-being as a reflective-reflective con- 481

struct, but after analysis, the findings showed that 482

employee well-being is a reflective-formative con- 483

struct. 484

4.2. Managerial implications 485

Stressors are critical reasons for employees’ inten- 486

tion to leave an organization. Role conflict and 487

ambiguity need to be addressed by the organization 488

along with the job responsibilities and objectives at 489

the beginning of the job. Defining job responsibili- 490

ties and objectives among employees will increase 491

their performance [63]. Employees working under 492

tight deadlines experience pressure which may pre- 493

vent them from optimally completing their expected 494

work [64]. In this regard, human resource managers 495

need to pay attention to job stressors to minimize 496

the perception of employees’ intention to leave. The 497

results of this study offer factual evidence for HR 498

practitioners to design a well-being oriented program 499

that addresses employees’ life well-being, workplace 500

well-being, and psychological well-being. Employee 501

well-being intervention is in the best interest of 502

employees and employers [65, 66]. Well-being can 503

be accomplished through advocating and providing 504

a formal development environment. Organizations 505

should support employees in the independent pursuit 506

of knowledge for employee growth and development. 507

4.3. Limitations and future research directions 508

The first limitation of this study was the cross- 509

sectional approach which can be extended to a 510

longitudinal study to better understand the rela- 511

tionship between the well-being of employees as a 512

mediator between role stressors and turnover inten- 513

tion. Secondly, this study collected data from private 514

software companies among IT executives working 515

in Malaysia. Therefore, the results are not gen- 516

eralizable to other industrial sectors. Thirdly, the 517

design of this study could not rule out the effects 518

of common-method bias since all data used in the 519

study were acquired using the same questionnaire. 520

This procedure might have led to common-method 521

bias that might have inflated or deflated the rela- 522

tionships among factors. However, we conducted a 523

Harman single-factor test for common method vari- 524

ance; it showed that less than 23% of the variance 525
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was explained by a single factor, suggesting that526

common method bias may not be problematic [67].527

Future studies can add other job stressors (work-528

family conflict) to confirm the mediation of employee529

well-being. Future studies may also focus on the rela-530

tionship between employees’ perceptions regarding531

the state of the psychological contract and turnover532

intention and well-being among IT executives in533

Malaysia.534

5. Conclusion535

This study confirms the direct positive relation-536

ship between role stressors and turnover intention and537

the mediating effect of employee well-being for job538

stressors-turnover intention relationship. This study539

adds to exiting literature by studying employee well-540

being as a mediation link between time pressure,541

role ambiguity, role conflict, and turnover inten-542

tion. Based on the conservation of resource theory,543

the findings indicate that employee well-being as544

a resource can minimize role stressors. Moreover,545

the intervention in employee well-being could help546

employers to retain their employees.547
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