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Abstract 
Retail sector have been facing various challenges including employee retention, turnover and 
had difficulties in maintaining organizational performance which relies heavily on the job 
satisfaction of the employee. Job satisfaction encompasses a collection of factors that 
contribute to an individual’s sense of fulfillment with their work. Work environment and 
employee motivation are closely associated to job satisfaction of the employee. This study 
aimed to examine the associaton between working environment and employee motivation 
with overall job satisfaction among retailers in Klang Valley. Work environment was measured 
using the Work Environment Questionnaire (WOE). Employee motivation was measured using 
Work Extrinsic and Intrinsic Motivation Scale (WEIMS). The job satisfaction were measured 
using Job Satisfaction Survey (JSS).  These three instruments were included in the 
questionnaire which was then distributed to 103 respondents through purposive samping and 
snowball samping. Descriptive analysis reveal that work environment quality perceived by the 
retailers were high while the level of overall job satisfaction among retailers were moderate. 
The multiple regression analysis revealed that only working environment, external regulation 
and amotivation significantly predict job satisfaction of retailers in Klang Valley. This study is 
meant to benefit individual and organizations in retail sector. 
Keywords: Work Environment, Employee Motivation, Job Satisfaction, Retail Sector, Klang 
Valley.  
 
Introduction 
The retail sector is one of the socio-economic system that gathers people for the purpose of 
exchanging goods and services in small quantities to meet consumer needs. The overall 
impact of the retail industry on the Gross Domestic Product (GDP) of United States 
contributes as much as 18.7% (3.9 trillion USD) in 2018 (National Retail Federation, 2020) can 
be seen as the significance of retail industry for economic growth and advancement. In 
Indonesia, the Indonesian Retail Entrepreneurs Association reported that the progress of the 
retail industry reached 10% in 2010 (Raharja et al., 2021). The retail industry in Malaysia has 
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also shown significant progress. Therefore, the Retail Group Malaysia (RGM) anticipates a 
growth rate of 3.5% in the Malaysian retail industry in 2023 (Rafee, 2023). Based on these 
statistics, the retail sector can be regarded as a crucial sector in the economic growth of most 
countries, including Malaysia. 

In the retail sector, individuals engaged in retail activities are commonly referred to as 
retailers or retail workers (Hameli, 2018). Retail workers are often associated with long 
working hours, physically demanding tasks, repetitive routines, and non-traditional work 
arrangements (Rhoads et al., 2002). Moreover, they are required to consistently perform well, 
particularly during peak hours, while also meeting customer expectations and managerial 
requirements (Arnold et al., 2009; Babin & Boles 1996). According to Jamaluddin and Zawawi 
(2015), employees play a crucial role in determining the success of an organization, 
particularly in a competitive environment. Effective employee management is essential to 
achieve performance improvement, effectiveness, productivity, and attendance. 

Numerous studies indicate that job dissatisfaction is a major factor contributing to 
higher turnover rates in the retail industry (Chung et al., 2012; Khan, 2021). The challenges 
associated with retaining employees and reducing turnover rates are closely linked to the 
level of job satisfaction among workers, as highlighted by Rahim (2015) and Tripathi & Shukla 
(2019). The retail sector in Malaysia is not exempt from facing challenges such as employee 
retention and turnover rates. The industrial sector is highly active in Klang Valley region due 
to rapid retail center development (Hor & Ng, 2019). The perceived unattractiveness of retail 
sector jobs has also led to a shortage of human resources in this sector (Tiwari, 2021). Job 
satisfaction among employees is a crucial foundation and key to organizational success 
(Terera & Ngirande, 2014). Although there have been numerous studies examining job 
satisfaction, job satisfaction among retail workers is an area of research that has received less 
coverage compared to other sectors (Chung et al., 2012).  

Biason (2020) discussed Hoppock's (1935) approach to job satisfaction, emphasizing the 
influence of internal feelings closely associated with the employee's emotions, despite the 
various external factors that contribute to job satisfaction. This explanation suggests that in 
addition to the measurable aspects of job satisfaction, there are other internal and external 
factors that impact employee job satisfaction. Organizations often overlook the workplace 
environment, which can significantly affect employee performance. A safe and recognized 
workplace tends to foster employee commitment and job satisfaction, while less motivated 
employees may disrupt administrative processes and show lower engagement (Azlinda Jaini, 
2013). Both intrinsic and extrinsic motivation factors contribute to organizational 
performance and have a substantial impact on job satisfaction (Edrak et al., 2013). 

 
Literature Review 
The self-determination theory, as described by Deci and Ryan (1991), outlines a motivation 
continuum encompassing intrinsic motivation, extrinsic motivation, and amotivation, which 
impacts goal achievement through psychological and cognitive responses. When individuals 
have their basic psychological needs met, they become autonomously motivated, leading to 
increased voluntary engagement in work-related activities, with positive effects on well-
being, job satisfaction, commitment, and performance (Deci & Ryan, 2013; Forner et al., 2020; 
Van den Broeck et al., 2021). On the other hand, the social exchange theory, as discussed by 
Redmond (2015), examines reciprocal interactions between various factors in interpersonal, 
organizational, or group relationships. The theory explains how individuals exchange 
motivational incentives for behavior and attitudes within an organization. One party provides 
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benefits, which are reciprocated with appropriate rewards, creating mutually beneficial 
interactions (Wikhamm & Hall, 2012).  

Several studies were summarized, each exploring different aspects of job satisfaction 
and its influencing factors. Markan and Sudan (2019) conducted research on job satisfaction 
among bank employees and found that it was very high, primarily influenced by factors like 
family support, personal satisfaction, and financial contentment. Berdicchia & Masino (2019) 
studied job satisfaction among pharmaceutical professionals, reporting that 44% had high job 
satisfaction, 44% moderate satisfaction, and 11% low satisfaction in the retail sector. 
Leonardo et al (2023) investigated the impact of work climate on job satisfaction among bank 
employees in Indonesia, emphasizing the importance of a positive work environment for 
employee productivity. 

A unique finding was highlighted by Kearney et al (2023) suggesting that the physical 
work environment significantly influences job satisfaction, which differs from previous 
research (Jing et al., 2021; Pandey et al., 2019). Moll-Khosrawi et al (2021) reported that 
various types of motivation, including autonomous regulation, intrinsic motivation, and 
amotivation, have correlations with job satisfaction among anesthesiologists. The study 
suggested that different motivations can coexist within individuals, affecting job satisfaction. 
Basalamah and As’ad (2021) found that motivation significantly affects job satisfaction, 
especially when intrinsic motivation is present. Fadzin et al (2020) reported a weak positive 
correlation between motivation and job satisfaction, indicating that high employee 
motivation can enhance productivity and job satisfaction. 
 
Research Method 
Design and Sample 
This is a quantitative cross-sectional study conducted to investigate the relationship between 
work environment, employee motivation and job satisfaction as well as to study the 
influencing factors of job satisfaction among retailers in Klang Valley. The study is non-
experimental in nature and employs a quantitative research approach through a survey 
questionnaire. Quantitative research is suitable for studying large populations or groups to 
gain an in-depth and detailed understanding of the study population by generalizing from the 
sampled data (Swanson & Holton III, 2005). Surveys were distributed to 103 retail workers in 
Klang Valley area using purposive and snowball sampling methods. The researcher employed 
both online and face-to-face approaches to reach the respondents. Social media platforms 
were utilized to reach potential respondents, and the researcher also physically visited retail 
areas such as shopping centres and nearby retail stores to gather responses. 
 
Instrument 
Work Environment  
The Work Environment Questionnaire (WOE) is used to evaluate the work environment. 
Developed by Nasidi et al (2019), the WOE comprises questions tailored specifically to suit 
the work environment in the retail sector. The Cronbach's alpha coefficient for the WOE in 
this study was found to be 0.947, indicating high internal consistency. The WOE consists of 
eight items covering aspects such as workspace and facilities, relationships with coworkers 
and management, workplace services, risk control, and recognition. Items within the 
instrument are measured on a 5-point Likert scale ranging from 1 point to 5 points, where 1 
point represents strongly disagree, and 5 points represents strongly agree. 
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Employee Motivation 
The Work Extrinsic and Intrinsic Motivation Scale (WEIMS), developed by Tremblay et al 
(2010) was used to measure employee motivation in this study. The Cronbach's alpha 
coefficient for the WEIMS in this research was found to be 0.895, indicating a high level of 
overall reliability for this assessment tool. Tan (2017) previously used this tool in a Malaysian 
study, and the WEIMS underwent translation via back-translation by bilingual individuals 
proficient in Malay and English. Consisting of 18 questions, the WEIMS comprises six 
subscales, including intrinsic motivation, integrated regulation, identified regulation, 
introjected regulation, external regulation, and amotivation. There are no negative items 
within this instrument. It employs a 5-point Likert scale ranging from 1 point to 5 points where 
1 point represents "not at all true" and 5 points represents "very true". Scores for each 
dimension are summed up for the scoring of this instrument.  
 
Job Satisfaction 
The employee job satisfaction in this study was measured using the Job Satisfaction Survey 
(JSS) developed by (Spector, 1985). The JSS was translated into Malay by (Luan, 2010). The 
Cronbach's alpha coefficient for the JSS in this study was 0.960, indicating strong internal 
consistency. Comprising nine subscales and 36 items, the JSS covers various aspects such as 
pay, promotion, supervision, fringe benefits, contingent rewards, operating procedures, co-
workers, nature of work, and communication. Among the 36 items within this survey 
instrument, 19 are negative items. It employs a 6-point Likert scale ranging from 1 to 6 where 
1 point represents "strongly disagree," and 6 points represents "strongly agree." All items are 
accumulated by overall scores and according to sub-scales to be tested against other 
variables. Higher scores indicate higher job satisfaction. 
 
Analysis 
The collected data will be analysed using Statistical Package for the Social Sciences (SPSS) 
version 25. Based on the research objectives, the gathered data will undergo both descriptive 
and inferential analysis. Descriptive analysis will be conducted to examine the level of job 
satisfaction. For inferential analysis, multiple regression analysis will be employed to explore 
the influence of independent variables on the dependent variable in this study. The study 
findings will be presented in tables to facilitate data presentation and interpretation. 
 
Findings 
Level of Job Satisfaction  
Table 1 illustrates the descriptive analysis of the level of job satisfaction among retail sector 
employees in Klang Valley. Majority of the respondents, comprising 50 individuals (48.5%), 
exhibited a moderate level of job satisfaction, 27 respondents (26.2%) demonstrated a 
tendency towards high job satisfaction. Meanwhile, the other 18 respondents (17.5%) 
reported a high level of job satisfaction. However, the level of job satisfaction for 7 individuals 
(6.8%) was somewhat low, whereas one respondent (1%) indicated low job satisfaction in this 
study. 
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Table 1 
Descriptive analysis for level of job satisfaction among retail employess in Klang Valley (n=103) 

Level of job satisfaction  Frequency Percentage (%) 

Low  1 1.0 
Somewhat low  7 6.8 
Moderate  50 48.5 
Somewhat high  27 26.2 
High  18 17.5 

 
Influence of Work Environment and Employee Motivation towards Job Satisfaction 
Multiple regression analysis was used to examine the factors influencing job satisfaction 
among retail sector employees in Klang Valley. As per Table 2, the regression analysis results 
revealed that the regression model could account for 62.5% of the variance, R2 = .625, F = 
22.067, p < 0.01. The regression analysis identified three factors significantly affecting job 
satisfaction among retail sector employees in Klang Valley. 
 

The first factor was the work environment, significantly impacting job satisfaction (B = 
1.879, p < 0.01). This indicates that a positive perspective regarding the work environment 
influences increased job satisfaction among retail sector employees. Subsequently, 
regulations emerged as the second influential factor affecting job satisfaction significantly (B 
= 2.754, p < 0.05). Higher scores in external regulations were associated with increased job 
satisfaction among retail sector employees. Lastly, amotivation was the third factor 
influencing job satisfaction significantly (B = -5.141, p < 0.01). This implies that lower scores 
in amotivation are linked to increased job satisfaction among retail sector employees. 

However, four other dimensions of employee motivation, namely intrinsic motivation, 
integrated regulation, identified regulation, and introjected regulation, were not included in 
the regression model. The regression analysis indicated that these variables did not hold 
significant regression coefficients, with values of B = 0.079, p > 0.05 for intrinsic motivation, 
integrated regulation (B = 1.219, p > 0.05), identified regulation (B = -0.114, p > 0.05), and 
introjected regulation (B = 0.952, p > 0.05). 

 
Table 1 
Regression model for factors influencing job satisfaction 

Factors Job Satisfaction 

  B ß t Sig. 

Constant 77.059     

Work Environment (WOE)  1.879 0.382 4.083** 0.000 

External Regulation (ER)  2.754 0.187 2.000* 0.048 

Amotivation(AM)  -5.141 -0.507 -6.712** 0.000 

R2 0.625     

F value 22.607     

**p < 0.01, *p < 0.05 
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Therefore, the regression equation resulted from the regression model is as follows:  
Y= α + BX + e 
JS = 77.059 + 1.879 (WOE) + 2.754 (RL) – 5.141 (AM) + e 
 
Discussion 
Job Satisfaction Level 
The descriptive analysis revealed that the majority of employees (50 respondents) reported 
a moderate level of job satisfaction. These findings are consistent with a study conducted by 
Berdicchia and Masino (2019) among pharmacists, reporting moderate (44%) and high (44%) 
levels of job satisfaction. The congruence of these outcomes may be attributed to the 
utilization of the same Job Satisfaction Survey (JSS) questionnaire in both studies, coupled 
with similar work cultures and job natures within the retail sector in both countries. 

However, contrasting findings have been observed in studies among pharmacy workers, 
indicating low job satisfaction levels (Younis, 2023). Factors contributing to this dissatisfaction 
encompass work overload, inadequate remuneration, poor managerial treatment, 
unfavorable work environments, lack of autonomy, and limited opportunities for career 
advancement. These observations align with the Self-Determination Theory, suggesting that 
fulfilling an individual's psychological needs, including autonomy, competence, and 
relatedness, fosters a sense of contentment and engagement in work (Deci & Ryan, 2013). 
Employees experiencing positive organizational environments tend to perceive their 
workplaces favorably, consequently enhancing their productivity and contributing to the 
organization's success through improved work performance. 

 
Influence of Work Environment towards Job Satisfaction 
Based on the multiple regression analysis, work environment significantly influences job 
satisfaction among retail sector employees in Klang Valley. Previous studies have similarly 
established the substantial impact of the work environment on job satisfaction among library 
employees (Anasi, 2020), agricultural sector workers, pharmacists (Jing et al., 2022), and retail 
employees (Pandey et al., 2019). However, Brownell (1990) explained that service sector 
employees, such as those in retail, often face uncertainties and customer interactions, leading 
to job-related stress within their work environments. Hence, attention from employers and 
management is crucial to cultivate a conducive work atmosphere (Leonardo et al., 2023) and 
ensure the quality of the work environment from various aspects (Taheri et al., 2020) to 
enhance job satisfaction and employee retention. 

These findings are aligned with the Self-Determination Theory (SDT), which posits that 
meeting an individual's basic psychological needs of autonomy, competence, and relatedness 
leads to increased work engagement and positive effects on well-being, commitment, 
performance, and job satisfaction (Van den Broeck et al., 2021; Forner et al., 2020; Deci & 
Ryan, 2013). Additionally, the Social Exchange Theory (SET) suggests that a positive work 
environment, including fair treatment, good supervisor relationships, and career 
development opportunities, fosters reciprocal interactions between employees and the 
organization. When these aspects of the work environment are fulfilled, employees feel 
valued and supported, leading to job satisfaction through recognized contributions and 
achievements within the organizational context. 
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Influence of Employee Motivation towards Job Satisfaction 
Based on the multiple regression analysis, it was found that external regulation and 
amotivation are types of motivation influencing job satisfaction among retail sector workers 
in Klang Valley. However, intrinsic motivation, integrated regulation, identified regulation, 
and introjected regulation were not identified as factors affecting job satisfaction in this 
sector. The analysis indicated that external regulation significantly affects job satisfaction. 
External regulation is considered a controlled regulation involving external factors like 
rewards and recognition (Moll-Khosrawi et al., 2021). Research by Wietzel (2009) reported 
that numerous studies have established a relationship between pay and job satisfaction. 

Amotivation was also found to significantly and negatively impact job satisfaction 
according to the multiple regression analysis conducted. This aligns with Smokrović et al.'s 
study (2022), reporting that amotivation significantly affects job satisfaction and work 
performance. The lack of motivation during task execution can lead to a lack of enjoyment 
while working (Smokrović et al., 2022). Deci and Ryan (1985); Mazyari et al (2012) suggest 
that a lack of confidence in competence or control over situations may cause amotivation. 
When employees lack the freedom to control their work environment, they may feel less 
efficient Vallerand et al (1992), resulting in lower job satisfaction. 

However, the analysis showed that intrinsic motivation did not significantly influence 
job satisfaction. This might be due to the repetitive nature of retail workers' tasks, leading to 
monotonous work routines. Individuals driven by intrinsic motivation usually perform tasks 
to experience enjoyment and satisfaction at work (Proenca & Cristina, 2013). Nevertheless, 
mundane job scopes might reduce the internal motivation to perform these tasks (Chang & 
Lorenzi, 1983). 

The multiple regression analysis indicated that integrated regulation does not 
significantly influence job satisfaction. This might be because external factors like 
interpersonal relationships or extrinsic rewards have more impact on job satisfaction than 
internal factors like values and interests of retail sector workers. According to Nur & Syafawati 
(2022), employees tend to show job satisfaction when receiving extrinsic or financial rewards. 

Even though previous studies found a relationship between identified regulation and 
job satisfaction (Sdrolias et al., 2014; Yildiz & Kiliç, 2021), this study did not find a significant 
effect of identified regulation on job satisfaction. Additionally, the analysis showed that 
introjected regulation does not significantly influence job satisfaction. This corresponds with 
Moll-Khosrawi et al (2021), which found that high levels of introjected regulation among 
consultants did not impact their job satisfaction. In the retail sector, employees must adhere 
to organizational rules and procedures, particularly when dealing with customers, to avoid 
guilt. However, it's plausible that retail workers' behavior during task execution does not 
significantly influence job satisfaction. 

In summary, based on the study's findings on the relationship between employee 
motivation and job satisfaction and their influence on job satisfaction, it can be concluded 
that employee motivation correlates with job satisfaction. However, some types of 
motivation failed to demonstrate influence on job satisfaction. This can also be explained by 
the Self-Determination Theory (SDT), which suggests that the motivation types involved in 
this study are part of the SDT's continuum. According to Deci and Ryan (2013), human basic 
psychological needs, including autonomy, competence, and relatedness, need to be fulfilled. 
The retail work environment often lacks autonomy, competence, or relatedness, as retail 
workers need to comply with strict rules and procedures, limiting their autonomy. Repetitive 
and similar job routines might lead to boredom, reducing their competence. There's a 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 4 , No. 1, 2024, E-ISSN: 2222-6990 © 2024 
 

2162 
 

possibility that poor social interaction at work limits the sense of relatedness among workers. 
Therefore, retail workers tend to be driven by external factors for job satisfaction. However, 
job satisfaction driven by extrinsic factors tends to be short-term and can lead to fatigue and 
job dissatisfaction if prolonged. 

 
Conclusion 
The theoretical implications of this study focus on applying theories and understanding 
related to work environment, employee motivation, and job satisfaction within the retail 
sector, contributing to the expansion of knowledge across various research domains. The 
practical implications suggest recommendations for enhancing work effectiveness through 
robust program and organizational planning. Addressing the study's limitations such as 
sampling techniques and response rates can be achieved by implementing the study's 
recommendations in future research endeavors. Titled "Study on Work Environment, 
Employee Motivation, and Job Satisfaction among Retail Sector Workers in Klang Valley," this 
study, overall, provides insights into the work environment, employee motivation, and job 
satisfaction. It identifies work environment, external regulation, and amotivation as 
significant influencers of job satisfaction among retail sector workers in Klang Valley. 

This research is a valuable addition to the existing literature, providing critical insights 
into the factors that drive employee motivation and satisfaction in the retail sector in Klang 
Valley. It not only enriches our understanding of the theoretical frameworks governing 
employee motivation and job satisfaction but also offers practical implications for enhancing 
workplace environments, thus contributing to the broader discourse on employee well-being 
and organizational effectiveness in the retail industry. It extends established motivational 
theories, like Locke's and Maslow's, by applying them to the specific context of Klang Valley's 
retail industry. The findings are instrumental for retail decision-makers and HR professionals 
in devising policies that enhance job satisfaction and motivation. Studies like those by 
Arokiasamy (2019); Anderson (1984) provide evidence-based insights into the internal factors 
and job dimensions that influence employee satisfaction, serving as a guide for policy 
formulation in the retail sector This work is pivotal for retail decision-makers and HR 
professionals in formulating policies that enhance job satisfaction and motivation. Studies 
within this research also emphasize the impact of internal factors, such as social skills and 
self-awareness, on job satisfaction, underlining their importance for productivity and positive 
working environments. 
 
References 
Anasi, S. N. (2020). Perceived influence of work relationship, work load, and physical work 

environment on job satisfaction of librarians in South-West, Nigeria. Global Knowledge, 
Memory and Communication, 69(6/7), 377–398. 

Arnold, T., Flaherty, K. E., Voss, K. E., & Mowen, J. C. (2009). Role stressors and retail 
performance: The role of perceived competitive climate. Journal of Retailing, 85(2), 
194–205. 

Jaini, A. (2013). A study on the factors that influence employees' job satisfaction at Scope 
International (M) Sdn. Bhd. Disertasi Sarjana, UiTM Shah Alam. 

Babin, B. J., & Boles, J. S. (1996). The effects of perceived co-worker involvement and 
supervisor support on service provider role stress, performance, and job satisfaction. 
Journal of Retailing, 72(1), 57–75. 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 4 , No. 1, 2024, E-ISSN: 2222-6990 © 2024 
 

2163 
 

Basalamah, M. S. A., & As’ad, A. (2021). The role of work motivation and work environment 
in improving job satisfaction. Golden Ratio of Human Resource Management, 1(2), 94–
103. 

Berdicchia, D., & Masino, G. (2019). The ambivalent effects of participation on performance 
and job stressors: The role of job crafting and autonomy. Human Performance, 32(5), 
220–241. 

Biason, R. (2020). The effect of job satisfaction on employee retention. International Journal 
of Economics, Commerce, and Management, 3(3), 405-413. 

Brownell, J. (1990). The symbolic/culture approach: Managing transition in the service 
industry. International Journal of Hospitality Management, 9(3), 191–205. 

Chang, G. S.-Y., & Lorenzi, P. (1983). The effects of participative versus assigned goal setting 
on intrinsic motivation. Journal of Management, 9(1), 55–64. 

Chung, T., Rutherford, B., & Park, J. (2012). Understanding multifaceted job satisfaction of 
retail employees. International Journal of Retail & Distribution Management, 40(9), 
699–716. 

Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human 
behavior. Springer US. 

Deci, E. L., & Ryan, R. M. (1991). A motivational approach to self: Integration in personality. 
Nebraska Symposium on Motivation, 38, 237-288. 

Deci, E. L., & Ryan, R. M. (2013). The importance of universal psychological needs for 
understanding motivation in the workplace. Oxford University Press. 

Edrak, B., Yin-Fah, B. C., Gharleghi, B., & Seng, T. (2013). The effectiveness of intrinsic and 
extrinsic motivations: A study of Malaysian Amway Company's direct sales forces. 
International Journal of Business and Social Science, 4, 96-103. 

Fadzin Nazirin, Mohammad Mujaheed Hassan, & Farah Husna Anwar. (2020). Perkaitan 
antara motivasi dan prestasi kerja terhadap kepuasan kerja dalam kalangan penjawat 
awam. Malaysian Journal of Social Sciences and Humanities (MJSSH), 5(10), 34–57. 

Forner, V. W., Jones, M., Berry, Y., & Eidenfalk, J. (2020). Motivating workers: How leaders 
apply self-determination theory in organizations. Organization Management Journal, 
18(2), 76–94. 

Hameli, MSc. K. (2018). A literature review of retailing sector and business retailing types. 
ILIRIA International Review, 8(1). 

Hoppock, R. (1935). Comparison of satisfied and dissatisfied teachers. Psychology Bulletin, 32-
68. 

Hor, C., Y. & Ng, B. A. (2019). Examining factors influencing consumer choice of shopping mall: 
A case study of shopping mall in Klang Valley, Malaysia. BERJAYA Journal of Services and 
Management, 11, 82-102. 

Jing, C., Yuxue, C., & Jing, C. (2022). A case analysis of the influencing factors of job satisfaction 
of licensed pharmacists in retail pharmacies based on SEM-Taking R Retail Pharmacy for 
example. Asian Journal of Social Pharmacy, 17(4), 317-332. 

Kearney, T., Coughlan, J., & Kennedy, A. (2023). The influence of the physical work 
environment on retail employees. Journal of Services Marketing, 37(6), 719–731. 

Khan, U. (2021). Employee turnover in retail sector. International Journal of Research in 
Engineering and Science (IJRES), 8(9), 43-49. 

Leonardo, T. A., Lumbanraja, P., & Pohan, V. G. R. (2023). The influence of psychological 
contracts and work climate on employee determination behavior through job 
satisfaction as intervening variables at employees of PT Bank Mandiri Retail Collection 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 4 , No. 1, 2024, E-ISSN: 2222-6990 © 2024 
 

2164 
 

Recovery Unit Medan. International Journal of Economic, Business, Accounting, 
Agriculture Management and Sharia Administration, 3(2), 385-398. 

Markan, R., & Sudan, S. (2019). Job satisfaction among bank employees. Journal of Critical 
Reviews, 6(2), 106-116. 

Mazyari, M., Kashef, M. M., Ameri, M. H. S., & Araghi, M. (2012). Students’ amotivation in 
physical education activities and teachers’ social support. World Applied Sciences 
Journal, 20(11), 1570-1573. 

Moll-Khosrawi, P., Zimmermann, S., Zoellner, C., & Schulte-Uentrop, L. (2021). Understanding 
why all types of motivation are necessary in advanced anaesthesiology training levels 
and how they influence job satisfaction: Translation of the self-determination theory to 
healthcare. Healthcare, 9(3), 262. 

National Retail Federation. (2020). The economic impact of the US retail industry. NRF Retail 
Impact Report. 

Pandey, P., Singh, S., & Pathak, P. (2019). Factors affecting turnover intentions in the Indian 
retail industry. International Journal of Human Resources Development and 
Management, 19(2), 166-182. 

Proenca, T., & Cristina, S. (2013). Motivation in paid work for non-profit organisations: The 
case of Private Social Solidarity Institutions. FEP Working Papers, 512. 

Raharja, S. J., Muhyi, H. A., & Adiprihadi, D. (2021). Contribution of the retail sector towards 
city economy: Study in Bandung city, Indonesia. Review of Integrative Business & 
Economics. 

Rahim, N. A. (2015). Pusing ganti pekerja di Jurukur Perunding Services Sdn. Bhd, Puchong, 
Selangor. Disertasi Falsafah, Universiti Malaya. 

Redmond, M. V. (2015). Social exchange theory. English Technical Reports and White Papers, 
5, Iowa State University. 

Rhoads, G. K., Swinyard, W. R., Geurts, M. D., & Price, W. D. (2002). Retailing as a career: A 
comparative study of marketers. Journal of Retailing, 78(1), 71–76. 

Sdrolias, L., Belias, D., Koustelios, A., Gkolia, A., Koutiva, N., Thomos, A., & Varsanis, K. (2014). 
Job satisfaction and motivation in the Greek bank sector. MIBES Transaction, 8, 132-
151. 

Smokrović, E., Kizivat, T., Bajan, A., Šolić, K., Gvozdanović, Z., Farčić, N., & Žvanut, B. (2022). A 
conceptual model of nurses’ turnover intention. International Journal of Environmental 
Research and Public Health, 19(13), 8205. 

Spector, P. E. (1985). Measurement of human service staff satisfaction: Development of the 
job satisfaction survey. American Journal of Community Psychology, 13(6), 693–713. 

Swanson, R. A., & Hilton III, E. F. (2005). Method of organization: Foundations and methods 
of inquiry. San Francisco: Berret-Koehler Publishers, Inc. 

Taheri, R. H., Miah, M. S., & Kamaruzzaman, Md. (2020). Impact of working environment on 
job satisfaction. European Journal of Business and Management Research, 5(6). 

Tan, S. L. (2010). Job satisfaction survey (JSS) versi Bahasa Melayu. Spector, P. E. (1997). Job 
satisfaction: Application, assessment, causes, and consequences. Thousand Oaks, CA: 
Sage. 

Tan, T. Y. (2017). Relationship between work motivation and work self-efficacy, and 
motivating factors of Generation Y. Master dissertation/thesis, UTAR. 

Terera, S. R., & Ngirande, H. (2014). The impact of rewards on job satisfaction and employee 
retention. Mediterranean Journal of Social Sciences, 5(1). 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 4 , No. 1, 2024, E-ISSN: 2222-6990 © 2024 
 

2165 
 

Tiwari, R. (2021). Employee job satisfaction and its impact on employee retention in retail 
sector with reference to Lucknow. IRE Journals, 5(6), 78-82. 

Tremblay, M. A., Blanchard, C. M., Taylor, S., Pelletier, L. G., & Villeneuve, M. (2010). Work 
extrinsic and intrinsic motivation scale: Its value for organizational psychology research: 
Correction to Tremblay et al (2009). Canadian Journal of Behavioural Science 42(1), 70. 

Tripathi, N., & Shukla, B. (2019). A study on employee job satisfaction in retail sector of 
Gorakhpur. International Conference on Latest Innovation in Engineering Science and 
Management, 1140-1152. 

Vallerand, R. J., Pelletier, L. G., Blais, M. R., Briere, N. M., Senecal, C., & Vallieres, E. F. (1992). 
The academic motivation scale: A measure of intrinsic, extrinsic, and amotivation in 
education. Educational and Psychological Measurement, 52(4), 1003–1017. 

Van Den Broeck, A., Howard, J. L., Van Vaerenbergh, Y., Leroy, H., & Gagné, M. (2021). Beyond 
intrinsic and extrinsic motivation: A meta-analysis on self-determination theory’s 
multidimensional conceptualization of work motivation. Organizational Psychology 
Review, 11(3), 240–273. 

Wietzel, R. J. (2009). Examining factors that motivate workers and promote retention in 
government service. Published doctoral dissertation, Northcentral University, Arizona, 
United States. 

Wikhamm, W., & Hall, A. T. (2012). Social exchange in a Swedish work environment. 
International Journal of Business and Social Science, 3(23), 56-64. 

Yildiz, V. A., & Kiliç, D. (2021). Investigation of the relationship between class teachers' 
motivation and job satisfaction. International Online Journal of Education and Teaching, 
8(1), 119-131. 

Younis, N. A. A. Y. (2023). Job fulfilment and its related variables among pharmacy certificate 
holders in Jordan: A cross-sectional study. Pharmacognosy Journal, 14(6s), 983–988. 

 
 


