
Asia-Pacific Journal of Business Review 1

The efforts always will get gains? Risk perception of turn-
over and cost of changing job affect employee turnover: 
Evidence from Korea

Liang Li*

School of Business, Nanjing University of Information Science and Technology, China

Salma Elaydi
School of Business, Nanjing University of Information Science and Technology, China

Geon-Cheol Shin**

School of Management, Kyung Hee University, Korea

Kaikai Wei*

Communication University of China, Nanguang College, China

ABSTRACT

This present study investigatesed the impact of the team innovation-oriented human resource management 
(HRM) practices on employees’ turnover intention among financial, pharmaceuticals, distribution, and manufacturing 
industries in Korea. Furthermore, we explored whether risk perception of turnover and the cost of changing 
job would mediate the relationship between team innovation-oriented human resource management practices 
with employees’ turnover intention in different industries in Korea. To that end, PLS structural equation 
modeling was used to exam the research hypothesis. We have found that team innovation-oriented HRM 
practices have a significant impact on employees’ turnover intention. Moreover, we have discovered risk 
perception of turnover and the switching cost of changing job playing mediating role in the relationship of 
team innovation-oriented HRM practices with turnover intention among different type of industries employee. 
Lastly, the theoretical implications were discussed based on these findings.
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1. Introduction

Employee turnover can harm organizational capability and effectiveness. In particular, in 
developed or developing countries, employee turnover can reduce human capital and 
organizational productivity, and organizational effectiveness (Griffeth and Hom, 2004). Previous 
researchers have suggested that related organizational factors on turnover intention. Some of the 
earlier researchers have explored that corporate social responsibility (Kim, Song and Lee, 2016), 
organizational support (Ahmed and Nawaz, 2015), corporate ethical values (Valentine, Godkin, 
Fleischman, et al., 2011), moral climate (Fournier, Chonko, and Manolis, 2010), organizational 
justice (Deconinck and Johnson, 2009), human resource development practices (Shen and Leggett, 
2014) would negatively impact on employees’ turnover intention. For example, Roberts, Coulson, 
and Chonko et al. (1999) and Hassan (2002) and Jones & Skarlicki (2003) suggested that 
organizational justice would affect service industry employees’ job satisfaction and organizational 
commitment, even the turnover rate of organizational employees (Roberts et al., 1999; Hassan, 
2002; Jones and Skarlicki, 2003). Jaramillo, Grisaffe, Chonko et al, (2009) and Schwepker (2001) 
have studied ethical climate would affect job satisfaction, then, job satisfaction would decrease 
their turnover intention. Li, Zhu, and Cai et al (2019) examined the relationship between 
organizational internal service quality that affected employees’ turnover intention through job 
performance and job involvement.

However, there is little research to explore that team innovation-oriented human resource 
management (HRM) practice might positively impact employee turnover intention. Team 
innovation-oriented human resource management practices can be defined as an organization 
implementing team innovation-oriented HRM activities to motivate team employees to develop 
new ideas to improve productivity. Team innovation-oriented HRM practices include internal 
team management functions like job career training and development, rewards, and recruitment 
planning for promoting innovation performance. Some researchers suggested the components of 
team innovation oriented-human resource management practices mainly included welfare 
systems, management support, empowerment, employee training (Welbourne et al. 1998; Conduit 
and Mavondo, 2001; Poole and Whitfield, 1997; Collins and Smith, 2006; Delery and Doty, 1996; 
Guthrie, 2001; Arthur, 1994; Podsakoff, MacKenzie, Moorman et al, 1990). Some empirical 
research has claimed that team-innovation oriented-human resource management practices 
significantly affect employee job involvement and innovation performance (Welbourne et al. 
1998). And human resource management practices can also reduce employees’ job stress, 
emotional burnout, feeling exhaustion, role conflict, family and job conflict, and even turnover 
intention (Delery and Doty; 1996; Guthrie, 2001; Conduit and Mavondo, 2001; Li et al., 2019). 
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However, there is little conceded to explore that the team-innovation oriented-human resource 
management practices might positively impact employee perceived turnover risk and job 
switching costs in different industries, financial, pharmaceuticals, distribution, and manufacturing 
industries. And Employees perceived turnover risk and job switching costs might have an impact 
on employee turnover intention.

This study bridges this gap by investigating if the team-innovation oriented-human resource 
management practices can reduce employee turnover intention and try to identify the concept of 
team-innovation oriented-human resource management practices. Moreover, this present study 
demonstrates the effect of team-innovation oriented-human resource management practices on 
the employee’s turnover intention through the perception of turnover risk and job switching cost 
with a structural equation model (SEM).

This present study may help advance the theoretical practice of operation management and 
promote innovation performance, reducing the high rates of turnover in different industries. 
The research framework to understanding how team-innovation oriented-human resource 
management practices would enhance the turnover risk perceptions and job switching cost. In 
turn, the turnover risk perceptions and job switching cost would reduce the employee turnover 
intention among financial, pharmaceuticals, distribution, and manufacturing industries. This may 
help operation management because the R&D or sales employees’ turnover can lead to a loss of 
economic costs to the organization of replacing employee, and the enormous costs associated with 
hiring and training the new employee.

This research is structured as follows: The second section presented the development of the 
research hypothesis. The third section developed the research model. The fourth section 
conducted the research methodology and data analysis results. The final section discussed the 
conclusions of this study.

2. Hypothesis development

2.1 Effect of team innovation oriented-human resource management practices on employee’s 
turnover intention

Previous research on human resource management practices or employee management 
activities provides somewhat varying definitions of HRM practices depending upon the focus. 
Ehrhart et al. (2011) coherently proposed that internal service management creates a service 
atmosphere within the organization to ensure the front-line service employee’s needs. Li and Park 
(2014) noted that training and motivating employees to serve behavior allows rapid organizational 
change in response to the markets macro and microenvironments. Lings (2004) and Chiang and 
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Wu (2014) suggested that organizational internal HRM activity can improve corporate employees’ 
job satisfaction and organizational commitment. When the organizational employee’s job 
satisfaction or pay satisfaction is enhanced, the employees tend to adopt a positive attitude and 
mind. This may improve the service performance and organizational innovation performance and 
sustainable development (Welbourne et al., 1998). Therefore, previous research on the practice of 
HRM provides somewhat varied understandings of the practice of HRM in terms of the following 
objectives. For example, corporate HRM practice is to ensure the front-line service employee’s 
needs. Training and motivating employees to serve behavior allows rapid organizational change in 
response to the macro and microenvironments.

Based on the above discussions and according to the previous studies, HRM practices 
contribute to building and enhancing employees’ abilities, competencies and engagement. Hence 
employees are enabled to perform and be motivated to pursue their jobs and enhance their 
willingness to remain at work for longer periods of time (Yousaf et al., 2018). Efficient use of 
HRM practices supports employees' requirements to achieve higher levels of employee job 
satisfaction and improve the employee’s engagement with their companies (Yean and Yahya, 
2013). Based on Conduit and Mavondo (2001) and Chan et al (2012) in the service industry, HR 
management practices can be defined as working to develop and motivate service employees and 
supporting them to work, as well to provide high service performance (e.g., employees’ job 
satisfaction, service time and quality, service performance). Similarly, Lings and Greenley (2010) 
also in the service industry, proposed that the HRM practices can motivate internal employees to 
become service-oriented and enhance service performance. Li et al. (2019) demonstrated that 
internal service practices would improve job satisfaction and reduce employee turnover 
intention. 

Bai, et al (2006) in the service industry, observed that internal service practices positively and 
significantly affected service employees’ organizational commitment, job satisfaction, which 
would influence turnover intention. Lings (2004) and Lings and Greenley (2010) proposed 
that internal service management practices can motivate the internal employee to become 
service-oriented, as well as to enhance service performance. Sharma and Kingshott (2016) 
demonstrated that internal service quality would impact on employee’s job satisfaction. Li et al 
(2019) found that internal service negatively affects employees’ turnover intentions. According to 
Conduit and Mavondo (2001) proposed that employee training, management support, internal 
communication, and reward systems are the principal components of internal service management 
practices. Li et al. (2019) found that internal service has a negative effect on employees’ turnover 
intentions.



The efforts always will get gains? Risk perception of turnover and cost of changing job affect employee turnover: 
Evidence from Korea

Asia-Pacific Journal of Business Review 5

Moreover, Prajogo and Ahmed (2006) pointed out that the innovation capacity can drive the 
innovation performance, how to enhance and stimulus to employees innovation is more 
important, Tierney et al. (1999) and Zhou (2003) proposed the team leader can can put forward 
some constructive proposals and creative ideas, Janssen (2000) suggested the effect of reward 
fairness in innovative work behavior, Payne and Pugh (1976) offer the organizational innovation 
climate can motivate the employee. Thus, in this present study, we proposed the team innovation 
oriented-human resource management practices can enhance employee job satisfaction and make 
the employee happier, also can promote the employee’ job involvement in the organization, such a 
team-innovation-oriented HRM practice can promote the innovation performance and employee 
intrinsic and extrinsic motivation; thus, we put the hypothesis:

H1: Team-innovation-oriented HRM practices would have a negative effects with turnover 
intention.

2.2 Mediating effects of turnover risk perception and cost of changing job

Turnover risk perceptions can be defined as the employee is uncertain about the consequences 
of leaving the work. Job satisfaction is a key predictor of employee turnover intention, and those 
who intend to stay and remain in their organizations have a consistently high degree of job 
satisfaction (Egan et al., 2004). Thus, organizations need to increase efforts to explore further and 
improve job satisfaction, thereby contributing to lower staff turnover intentions (Direnzo et al. 
2011). If the employee positively evaluated the internal service quality (Li et al., 2019), they would 
perceive more turnover risk perceptions. Thus, the higher level of team-innovation-oriented 
HRM practices, the higher the perception of turnover risk, in turn, turnover risk perceptions 
would have a negative effect on turnover intention. Allen et al. (2005) found that risk perception 
would moderate the relationship between turnover intentions and turnover. Allen et al. (2007) 
argued that turnover risk perceptions are playing an important role in turnover decisions. 
Vandenberghe et al., (2011) have found risk aversion to strengthen the moderate negative 
relationship between organizational commitment and turnover. Vardaman et al. (2008) proposed 
that the higher the turnover risk perceptions, the lower the turnover intention. Li et al. (2019) have 
found internal service can enhance job involvement and reduce the turnover intention among 
employees.

Cost of changing job can be defined as employee perceived loss of costs from turnover decision 
such as financial costs, procedural and adaption of changing job (Freeman, 1977 and Van Der 
Berg., 1992). Investments in HRM practices within companies will help to build the human capital 
that is unique to the organization and hard to emulate and will help to raise the levels of employee 
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expertise, competencies, and abilities, as well as decrease the rate at which people leave the 
organization and boost their work commitment (Huselid, 1995). According to Janssen (2000), fair 
compensation and innovation performance schemes are one of the key HRM practices related to 
staff turnover intention, as they are one of the critical factors of employees’ intention to stay or leave 
the work. Therefore, the higher level of HR management practices and how the employee positively 
evaluates internal services can significantly impact the cost of changing job (Farrell and Rusbult., 
1981). This means the employees are more likely to perceive the cost of changing job and 
investment costs for new companies such as training, pensions, paid vacation, commuting, and 
support from new coworkers and new managers (Van Ommeren et al., 1999). According to 
previous research, Van Ommeren. (2018) pointed out the commuting and relocation cost of 
changing job, Hartog et al. (1988) explored perceived time and efforts of changing job for new job 
searching. Li et al. (2019) identified that internal service quality negatively affected sales persons’ 
willingness to new job search in the service industry. Lam, Akerlof et al. (1988) and Li et al. (2018) 
found that job dissatisfaction would positively influence switching job behavior. Thus, according to 
the above discussion and findings of before the study, we assumed that turnover risk perception 
and the cost of changing job would play a mediating role in the relationship between the 
team-innovation-oriented HRM practices and turnover intention among employee in different 
manufacturing and service industries. Thus, the following hypotheses were established:

H2: Turnover risk perceptions would mediate the relationship between team-innovation-oriented 
HRM practices and turnover intention.

H3: Cost of changing job will mediate the relationship between team-innovation-oriented HRM 
practices and turnover intention.

Research model

This study conducted a theoretical research model according to the above discussion, as the 
Model 1. As we can see that the team-innovation-oriented HRM practices can directly influence 
turnover intention among employees. On the other hand, the team-innovation-oriented HRM 
practices can indirectly impact turnover intention by the mediator of risk perception of turnover 
and cost of changing job
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Figure1. Research Model

3. Methodology

3.1 Measurements

Previous research has suggested several key components that are relevant to team-innovation- 
oriented HRM practices. Prajogo and Ahmed (2006) and Payne and Pugh (1976) and Welbourne, 
Johnson, and Erez (1998) and Tierney et al. (1999) and Zhou (2003) and Janssen (2000) proposed 
that training, management support, communication, and reward systems are the principal 
components of team-innovation-oriented HRM practices. Based on previous research, in this 
present research, we have proposed, welfare systems, training, compensation, management 
support, and internal communication are the principal components of team-innovation-oriented 
HRM practices. Team-innovation-oriented HRM practices were measured using five scales 
developed by Welbourne, Johnson, & Erez (1998). For example, “this organization has a variety of 
welfare programs”, “provides regular training programs”, fair compensation system, the 
management provides guidance to solving work-related problems, in this organization, the 
employees can express opinions in a freedom atmosphere.

Risk perception of turnover has been measured by using four items based on Allen, et al (2007), 
for example, items as “If I change my job, there are opportunities and dangers”, “If I change my job, 
I would be concerned about the further”. “If I change my job, I would uncertainty about job 
performance”. “If I change my job, I would uncertainty about new environment” To measure the 
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cost of changing job, we used 4 items from Van Der Berg (1992) and Anderson et al (1994) and Van 
Ommeren, et al (1999), for example, items as “If I change my job, I will lose many efforts and 
energy”. “If I change my organization, I would take effort to adapt to the new environment”. “If I 
change my job, I would take time to get information related new organization”. “If I change my job, 
I will lose much capital”.

The turnover intention has measured by using three items form Darrat, et al (2016) example 
items as “Within the next year, I intend to leave this organization”, “I am looking for other 
organization job opportunity”. “I have behavioral intention of changing job”.

3.2 Data Collection and Sampling

The questionnaire was translated English questionnaire to Korean by using two professional 
translators who are doctoral students at the graduate school of Interpretation & Translation of a 
large university in Korea. Then, three service managers have evaluated questionnaires to check the 
validity of each research variable. After pretesting, we collected the sample data with MBA students 
who study at a large university in Korea. We have contacted the manager and the salespersons in 
the finance, pharmaceuticals, service, distribution, and manufacturing industries. Finally, we have 
received 603 valid questionnaires were used for further data analysis.

4. Data analyses

4.1 Results of demographic characteristics

Among these 603 valid questionnaires, the demographic characteristics were as follows (See 
table1), the gender distribution showed 435 (72.1%) male and 168 (27.9%) female. In term of age, 
189 (31.3%) were 20s, 341 (56.6%) were 30s, 73 (12.1%) were 40s. Among the respondents’ years of 
work, 277(46%) were 1-3 years, 260 (43.1%) were 3-6 years, 26 (4.3%) were over 9 years. Among 
the respondents’ occupation, 259 (43%) respondents were from the field of pharmaceuticals, 73 
(12.1%) from financial, 239 (39.6%) from distribution, 32(5.2%) from the service industry.

Demographics Category Frequency Percentage Cumulative
percent

Gender
Male 435 72.1 72.1

Female 168 27.9 100

Table 1. Results of demographic characteristics among respondents
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4.2 Results of convergent validity

We conducted reliability analysis  to analyze each of the reliability of the variables. The reliability 
analysis results show that team-innovation-oriented HRM practices (0.866), risk perception of 
turnover (0.8797), cost of changing job (0.8973), turnover intention (0.912) were higher than the 
recommended criterion of 0.70 (See table 2). We used AMOS version 23.0 to conduct a 
confirmatory factor analysis for testing the validity of each variable. The factor analysis results 
show that team-innovation-oriented HRM practices are 0.772 to 0.820, risk perception of turnover 
is 0.832 to 0.875, cost of changing job is 0.857 to 0.887, and turnover intention is turnover intention 
0.906 to 0.934. All of their standard loadings is higher than the recommended criteria of 0.5. And 
the composite reliability (CR) and average variance extracted (AVE) of team-innovation-oriented 
HRM practices are 0.901 and 0.648, risk perception of turnover is 0.928 and 0.767, and the cost of 
changing jobs are 0.917 and 0.735, turnover intention are 0.945 and 0.850. Thus, we can see that all 
of their composite reliability (CR) and average variance extracted (AVE) are higher than the 
recommended criteria of 0.7 and 0.5, respectively. Therefore, all measures showed acceptable levels 
of convergent validity (See table 2 and table 3).

Demographics Category Frequency Percentage Cumulative
percent

Age

20s 189 31.3 31.3

30s 341 56.6 87.9

40s 73 12.1 100

Years of sales

1~3 years 277 46.0 46.0

3~6 years 260 43.1 89.1

6~9 years 40 6.6 95.7

Over 9 years 26 4.3 100

Industry

Pharmaceuticals 259 43.0 43.0

Financial 73 12.1 55.1

Distribution
& Manufacturing 239 39.6 94.7

Services 32 5.3 100



Li ･ Elaydi ･ Shin ･ Wei

10 Asia-Pacific Journal of Business Review

Observable measurements loading α

Team-innovation-oriented HRM practices

   Our organization has a variety of welfare programs 0.808

0.8660

   Our organization provides regular training programs 0.814

   Our organization has a fair compensation system 0.809

   In this organization, I can express opinions in a freedom atmosphere 0.820

   The manager provides solutions to emloyee when employee needs help 0.772

Risk perception of turnover

   If I change the organization or my job, there is much uncertainty 0.859

0.8797
   I would be uncertain about career growth 0.832

   I would be uncertain about job performance 0.875

   I would uncertain about new environment 0.862

Cost of changing job

   If I change my job, I would lose many effort 0.877

0.8973
   I would make an effort to adapt to the new environment 0.876

   I would take time for getting information related new job 0.857

   I would lose energy and time 0.887

Turnover intention

   Within the next year, I intend to leave this company 0.906

0.9120   I am looking for other company job opportunity 0.934

   I have the behavioral intention of changing this organization 0.927

Table 2. The results of convergent validity for the research concept

The descriptive and correlation analysis results show in Table 3. The mean of team-innovation- 
oriented HRM practices at 3.475, risk perception of turnover at 3.419, cost of changing job at 3.274, 
turnover intention at 2.623. We conducted correlations analysis to test whether each of the 
relationship of the variable of direction consistent with our hypotheses, the correlation analysis 
results show that team-innovation-oriented HRM practices has a negative association with 
turnover intention (r = -0.215), Risk perception of turnover has a negative and significant 
relationships with turnover intention (r = -0.553). The cost of changing a job has a negative and 
significant relationship with turnover intention (r = -0.573) of variables relationship of direction is 
consistent with our hypotheses. In the additions, the squared roots of AVE are presented on the 
diagonal, and they are higher than the correlations coefficient of each variable (see table 3).
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HRM practices Risk perception 
of turnover

Cost of 
changing job

Turnover 
intention

HRM practices 0.805

Risk perception of turnover 0.304* 0.876

Cost of changing job 0.336*   0.645* 0.857

Turnover intention -0.215* -0.553* -0.573* 0.922

Composite reliability 0.901 0.928 0.917 0.945

Average variance extracted 0.648 0.767 0.735 0.850

Mean 3.475 3.419 3.274 2.623
Correlations are below the diagonal, and the squared roots of AVE are presented on the diagonal. 
*Correlation is significant at the 0.01 level.

Table 3. Results of correlation, mean, CR, and AVE

4.3 The result of hypothesis testing

According to the structural equation model (SEM) analysis, the results were shown that, 
team-innovation-oriented HRM practices has not significantly affected turnover intention (β = 
0.011, P > 0.1). Thus, hypothesis 1 was rejected. However, team-innovation-oriented HRM practices 
positively and significantly affects risk perception of turnover (β = 0.336, P < 0.01). Risk perception 
of turnover significantly and negatively affects turnover intention (β = -0.372, P < 0.01). 
Team-innovation-oriented HRM practices has a positive effect on cost of changing job (β = 0.304, 
P < 0.01).  Cost of changing job has a significant and negative effect on turnover intention (β = 
-0.314, P < 0.01) (See table 4).

Summary of the hypothesis path Path. Coefficient t-value

Team-innovation-oriented HRM practices → turnover intention  0.006 0.061

Team-innovation-oriented HRM practices → turnover risks perceptions     0.336***     9.185***

Risk perception of turnover → turnover intention   -0.372***   -7.803***

team-innovation-oriented HRM practices → cost of changing job     0.304***     9.634***

Cost of changing job → turnover intention   -0.314***   -4.748***

Table 4. The results of the structural equation model
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We conducted the bootstrapping analysis to test the mediating effects of risk perception of 
turnover and cost of changing job. Following that first, the team-innovation-oriented HRM 
practices had an indirect effect on turnover intention through risk perception of turnover, meaning 
that risk perception of turnover would mediate the relationship’s team-innovation-oriented HRM 
practices with turnover intention. Thus, hypothesis 2 was supported. Second, team-innovation-oriented 
HRM practices had an indirect effect on turnover intention through cost of changing job, which 
means that cost of changing job has a mediating effect in the related team-innovation-oriented 
HRM practices with turnover intention. Thus, hypothesis 3 was supported. (See table 5).

Summary of the hypothesis path Path. 
Coefficient

p
value

Bias-corrected
95% CI Results

Lower Upper

team-innovation-oriented HRM practices → 
Risk perception turnover → turnover intention -0.582 0.003 -0.856 -0.350 Supporting

H2

team-innovation-oriented HRM practices → cost of 
changing job → turnover intention -0.510 0.002 -0.833 -0.283 Supporting

H3

Note: *p < 0.1, **p < 0.05, ***p < 0.01

Table5. Results of mediating role for risk perception of turnover and cost of changing job

4.4 Heterogeneity testing

Moreover, this present study also conducted the stepwise multivariate regression test the 
robustness of these findings, we use the regression model under different conditions, such as type 
of industry, different gender, age different, also the different type of industry and working 
experience. According to the gender different, the results are shown in (Table6), the organizational 
team-innovation-oriented HRM practices has a positively and significant effect on turnover 
intention among females and males employees (β = 0.225, P < 0.01; β = 0.265, P < 0.01). Thus, there 
is no difference between the impact of team-innovation-oriented HRM practices on the turnover 
intention with females and males. We also found that risk perception turnover has a positively and 
significant effect on turnover intention among females and males employees (β = 0.280, P < 0.01; 
β = 0.360, P < 0.01). Lastly, the cost of changing job also has a positively and significant turnover 
intention among females and males employees (β = 0.360, P < 0.01; β = 0.367, P < 0.01). However, 
the type of different industries has an insignificant effect on turnover intention among employees. 
But there is different effect between working experience on turnover intention. The working 
experience level harms turnover intention among males, however working experience has a 
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positive effect on turnover intention among females (See table 6).
According to a different age, the results are shown in (Table 6), we have found that the more 

robust effect among team-innovation-oriented HRM practices, risk perception turnover, and cost 
of changing job has a positive and significant impact on turnover intention among different level of 
age. And we also found the level of work experience has a positive or negative impact on turnover 
intention among the 20s or 30s or 40s employers.

VARIABLES
Model(1)
tintention

Model(2)
tintention

Model(3)
tintention

Model(4)
tintention

Model(5)
tintention

Females Males 20s 30s 40s

logmtihrmp1 0.225*** 0.265*** 0.234*** 0.296*** 0.153***

(0.0491) (0.0628) (0.0575) (0.046) (0.0584)

logmrpt2 0.280*** 0.360*** 0.679*** 0.450*** 0.356***

(0.1585) (0.3556) (0.2585) (0.1585) (0.0295)

Logmccj3 0.360*** 0.367*** 0.378*** 0.545*** 0.678***

(0.0172) (0.0293) (0.0753) (0.0363) (0.0437)

Work experience 0.066*** -0.0888*** -0.0632** 0.0535** -0.0685**

(0.0252) (0.0288) (0.0279) (0.0296) (0.0260)

Type of industry -0.018 0.108 0.0465 0.0496* 0.0296*

(0.0195) (0.0188) (0.020) (0.0232) (0.0156)

Constant 0.5094 0.5364 0.7819 0.5193 0.7186

(0.0800) (0.078) (0.064) (0.1817) (0.0988)

Observations 168 435 189 341 73

R-squared 0.378 0.567 0.581 0.558 0.397

Note: ***p<0.01, **p<0.05, *p<0.1

Table 6. Result of multivariate regression analysis

5. Conclusion

5.1 Discussion and Research Contribution

Previous researchers have proposed that related organizational factors would influence 
employee’ turnover intention. For example, previous researchers have explored that corporate 
social responsibility (Kim, Song and Lee, 2016), organizational support (Ahmed and Nawaz, 2015), 
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corporate ethical values (Valentine, Godkin, Fleischman, et al., 2011), ethical climate (Fournier, 
Chonko, et al., 2010), organizational justice (Deconinck and Johnson, 2009), human resource 
development practices (Shen and Leggett, 2014) can reduce turnover intention. In the addition, 
some of previous researchers have explored that transformational leadership (Cheng, Bartram, 
Karimi, et al., 2016), ethical leadership (Demirtas and Akdogan, 2015), servant leadership 
(Jaramillo, Grisaffe, Chonko, et al., 2009) also can improve employee job satisfaction and 
commitment, in turn, reduce employee’s turnover intention. Many studies have suggested that 
employee job satisfaction and organizational commitment are key influencing variables on 
turnover intention (Boles, Johnston, and Hair 1997; Tett and Meyer, 1993).

However, a few studies explored the effect of risk perception of turnover and cost of changing job 
on turnover intention. That is also a lack of research to demonstrate how internal service quality 
influences turnover intention (Li, et al., 2019). There is relatively insufficient research to explore the 
effect of HRM practices on turnover intention through the mediator risk perception of turnover and 
cost of changing job. This study examined how team-innovation-oriented HRM practices affects 
turnover intention, and how risk perception of turnover and cost of changing job in service 
organization. The present research results are summarized as follows: First, team-innovation- 
oriented HRM practices had an insignificant effect on employee turnover intention. Second, 
team-innovation-oriented HRM practices had a significant effect risk perception of turnover. 
Third, risk perception of turnover had significantly affected on turnover intentions. Fourth, 
team-innovation-oriented HRM practices had a significant effect on cost of changing job. Fifth, the 
cost of changing job had a significant negative impact on turnover intention. Lastly, risk perception 
of turnover and the cost of changing job have a mediating effect on the relationship between 
team-innovation-oriented HRM practices and turnover intention. Moreover, this present study also 
conducted the stepwise multivariate regression test the robustness of these findings. We found a 
robust effect between team-innovation-oriented HRM practices, risk perception turnover, and cost 
of changing job with turnover intention among employees in financial, pharmaceuticals, 
distribution, and manufacturing service industries in Korea.

5.3 Limitations

This study explored the influence of team-innovation-oriented HRM practices on turnover 
intention among service employees to reduce service employees’ turnover intention in different 
organizations. However, there are some limitations, for example, first, team-innovation-oriented 
HRM practices may positively impact job performance and subjective-well-being. However, in this 
present student, we did not consider the other variables. Second, this study focused on the 
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employees who form the pharmaceuticals, financial, distribution and manufacturing, and services 
industry in Korea, which may happen common bias. We suggest further research consider the 
different types of organizational effectiveness or innovation performance.
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