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Abstract 
In the case of work-related injury/illness, rehabilitation that commences at the earliest may help 

the injured or disabled workers to return to work as fit, safe and quick as possible. While the 

effectiveness of the Return-to-Work (RTW) program relies on the number of injured participants 

who had returned to work, there were a number of participants reluctant to return to work, or 

unable to retain at work. It is therefore, pertinent to understand the reasons that make them 

sustain at work due to the issue of turnover to some of them. The objective of this study is to 

examine the factors affecting return-to-work experienced by the participants, by looking at the 

influence of pay satisfaction, stress, and self-efficacy on their turnover intention. A total of 187 

RTW participants in various industries in the Klang Valley, Malaysia, participated in the study.  

Statistical analyses were conducted using the Statistical Package for Social Science (SPSS) and 

the Partial Least Square (PLS). The findings showed a significant impact of stress and self-

efficacy on intention to stay among the participants of RTW. The result indicated that 24.1 

percent of the total variance of intention to stay was explained by the factors examined in this 

study. 

Keywords: Intention to stay, pay satisfaction, stress, self-efficacy, return to work. 

 
Introduction 

Today, the list of chronic illnesses is growing and this phenomenon can affect the extent to which a disabling 

condition will be experienced by a worker. Return-to-Work (RTW) initiative is a plan that offers social protection 

and welfare service programs for workers who suffer work-related diseases, injuries and disabilities. In Malaysia, 

RTW is generally known as the physical rehabilitation program provided for injured or disabled SOCSO’s insured 

workers whereby compensation benefits are extended to the workers in the course of their work, for instance, to 

restore the normal functions of a missing limb, such as an artificial wearable limb or such like (SOCSO, 2016). 

Evidently, people who are unable to work again due to an injury or sickness can develop more serious physical 

conditions as well as worse psychosocial adjustment conditions as increased anxiety, sadness, and social isolation 

(Iles, Davidson & Taylor, 2008). In the short run, RTW program is a proactive process and it is an effective way for 

employers to support workers to return to their original economic, social, physical and psychological status. 

Whereas, the economic position of an employer and the country in terms of financial savings is the motivating force 

in the long run (SOCSO, 2016).  It is observed that various factors have been associated with the effectiveness of 

RTW program. A study by Post, Krol and Groothoff (2005) found the role of industry is of vital significance in 

ensuring retention of workers, in part due to the difficulties of modifying the structure of work which may change 

after injuries for the purpose of accommodating one's potential; Hence, RTW program can adopt friendly policies 

and procedures which can attract employees and retain their service with the organization; in addition, the support of 

colleagues and supervisors may also be helpful to attract RTW (Krause, Dasinger, Deegan, Rudolph & Brand, 2001; 

Janssen et al., 2003; Post et al., 2005). Retention is not only the focus of RTW program, but it has been recorded that 
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RTW program can also be a vital motivating factor of employees’ engagement, self-esteem, and morale (EARN, 

2018; SOCSO, 2016). 

A well-defined RTW program is clearly the key in employee retention, thus, this study was performed specifically to 

inspect the influencing elements of RTW participants in returning and sustaining work. While intention to leave has 

been associated with pay satisfaction (William, Mc Danial & Nguyen, 2006; Raza, Azeem, Humayon & Ansari, 

2017), job stress (Karantzas et al., 2012; Kaewboonchoo, Yingyuad, Rawiworrakul & Jinayon, 2014), and self-

efficacy (Mustapha, Ahmad, Uli & Idris, 2011; Park and Kim, 2013; Cancelliere et al., 2016; Sarinah, Akbar & 

Prasadja, 2018), it is postulated that purpose to stay is accredited to the factors related to both the employers and the 

RTW participants. In light of this assertion, the predictors are related to both parties, specifically pay is of vital 

aspect of an employer which can make its employees satisfied with their jobs, while stress and self-efficacy are the 

aspects that lie within an employee or a participant of RTW. Therefore, the interaction of these factors may provide 

a better insight on the phenomenon of intention to stay among RTW participants. Accordingly, the aim of the 

present study is to investigate factors purported to affect workers’ desire to remain, namely pay fulfillment, stress, 

and self-efficacy. The result may in some way contribute to the success of the program and the social security 

sustainability throughout the nation. 

It is important to conduct a study on RTW program in a different setting, particularly on RTW participants in 

Malaysia because RTW in the country is still in its infancy stage; therefore, more empirical studies are needed to a 

greater understanding of the system as well as toward building an effective and sustainable RTW program. Further 

to this, the outcome of an experimental research on RTW program in a developing country can yield different results 

and may entail different practices and policy implications; thereby, such findings are imperative to the improvement 

of RTW practices and policies with regard to its implementation. 

The RTW program was first launched by the Social Security Organization of Malaysia (SOCSO) in 2007 with a 

pilot project carried out in the Klang Valley (SOCSO, 2012). The concept of early intervention aims to restore the 

ability of RTW participants to perform any work function so that they can get back to the working world possibly as 

fit, healthy and safe at the earliest possible time. SOCSO (2016) reported an average success rate, whereby 65% of 

the participants in the RTW program were back to work. Based on a pre-post study on the effectiveness of RTW 

program, the majority of RTW participants showed remarkable improvements in terms of skills, independence, self-

esteem, self-confidence, health and tolerance for pain (SOCSO, 2016). Clearly, RTW program is a proven 

rehabilitation solution that can be very successful in helping workers with occupational disabilities to return to work. 

Table 1 depicts the number of successful return to work cases in Malaysia from the year 2010-2013. It is apparent 

that successful RTW cases have recorded an ascending pattern on the chart. The effectiveness of RTW program is 

generally measured by the number of participants who managed to return to work. Despite the high rate of success, 

it is imperative to assess successful rehabilitation by measuring the extent to which RTW participants have been able 

to sustain at work. 

Table 1 

Number of Successful Return to Work in Malaysia 2010-2013 

 

Year Participants Successful Percent 

2010 

2011 

2012 

2013 

2815 

2456 

2625 

1954 

1974 

1623 

1609 

1245 

70.12 

66.08 

61.30 

63.72 

Source: SOCSO Return to Work Handbook, 2016 

 

Literature Review 

Intention to Stay  
According to Chew and Chan (2008), intention to stay in a job is the intention of an employee to continue to hold 

the same job and position in the current organization even though the employee would not be able to hold the same 

position in a different organization. In general, the employee's goal to remain with an organization is represented by 

their intention to continue working for the same or a different organization (Cho, Johanson & Guchait, 2009; 

Agarwal & Sajid, 2017). Intention to continue in a work is conceptually different from intention to leave because the 

latter suggests that the worker has the intention to quit the current job voluntarily due to various factors such as job 

dissatisfaction, lack of organizational commitment, and a few other factors (Al-Hamdan, Manojlovich, & Tanima, 

2016; Firth, Mellor, Moore & Loquet, 2004). 
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Past empirical researches found that intention to stay among workers can be influenced by several predictors, 

including individual factors (Cho et al., 2009) as well as other internal and external organizational related factors 

(Mohd Zin, 2017; Huang, Lin & Chuang, 2006; Noraani, Aminah, Jegak & Khairuddin, 2010). Individual factors 

refer to individual behavior, attitude, and other individual features (Huang et al., 2006). Whereas, internal factors in 

an organization are factors that are within its authority or control in order to manage employment relations between 

the employer and the employees such as the organization’s policies, rules, and practices (Coombs, 2009; 

Kontoghioghes & Frangou, 2009; Nancarrow, Bradbury, Winona & Ariss, 2014). On the other hand, external 

organizational factors are factors beyond the control of an organization such as economy, unemployment, and 

employment opportunities (D’Amato & Herzfeldt, 2008). However, according to Coombs (2009), willingness, 

planning, and the probability that an employee will remain in an organization are commonly used to measure 

intention to stay. 

Lee and Mowday (1987) proposed that perception of work environment can also indirectly influence the intention to 

stay (or leave) through job satisfaction and commitment. Retaining current employees is of vital importance for an 

organization to remain competitive (Chew & Chan, 2008). Therefore, intention to remain working can be enhanced 

through perceived organizational support. While it is important for employers to implement appropriate measures 

and strategies to improve and sustain employee retention, it is especially crucial to prevent employees from looking 

for employment opportunities elsewhere (Ghosh, Saytawadi, Joshi & Sadman, 2013).   

 

Pay Satisfaction  
Pay satisfaction is of primary concern to both the employers and employees as it may affect employees’ attitudes 

and behavior (Singh & Loncar, 2010). In addition, research consistently found that pay satisfaction has a negative 

impact on intention to leave (William, Mc Danial & Nguyen, 2006; Raza, Azeem, Humayon & Ansari, 2017). The 

finding implies that the association between pay satisfaction and intention to stay is positive. Based on their 

findings, Milkovitch and Newman (2008) asserted that employers can improve motivation within their organizations 

by using the current salary system to increase pay satisfaction among employees. Those who are satisfied with their 

pay are likely to stay with their current organization without much complaint. 

Past studies reported that in most instances employees perceived that the distribution of pay in their organization 

was not determined fairly (Tekleab, Bartol & Liu 2005). Pay dissatisfaction is likely to bring about negative 

outcomes such as attenuated job commitment, increased theft, and high turnover rate (Currall, Towler, Judge & 

Kohn, 2005). When employees perceive that their salary does not commensurate the job done, intention to leave the 

organization is likely to develop (Motowidlo, 1983; Currall et al., 2005; Tekleab et al., 2005). Hung, Lee and Lee 

(2018) further found that salary satisfaction (as a moderating effect) can affect working pressure, that is, when salary 

satisfaction is high, working pressure is low, and when salary satisfaction is low, working pressure is high. 

 

Stress 
Job stress is another factor that is purported to contribute toward intention to leave work among employees (Karantzas 

et al., 2012; Kaewboonchoo, Yingyuad, Rawiworrakul & Jinayon, 2014).  It is also likely to affect the emotional and 

physical aspects of an employee at work. Graham, Ramirez, Field and Richard (2000) found that job stress experienced 

by employees is attributed to several factors which can consequently lead to employee turnover, such as work overload, 

role conflict, time conflict, limited number of employees, lack of facilities, relationship conflict, et cetera. For instance, 

individuals who experience stress at work tend to feel tense, and are more likely to be absent from work and 

demonstrate unsatisfactory task performance. Nurul Nadia and Hafizal (2010) and Raza et al. (2017) revealed a 

negative association between job stress and employees’ intention to stay, suggesting that higher stress level would 

deteriorate intention to stay in the current employment. Since there are abundant empirical evidences on the inverse and 

the linkage between stress and intention to stay is significant, Robbins and Judge (2013) recommended that employers 

should concentrate on understanding the factors that trigger employees to stay; thus, corrective measures can be taken 

to alleviate employee turnover intention. Nurul Nadia and Hafizal (2010) indicated that when employers are aware that 

their employees have the intention to leave, employers need to be more proactive to prevent the translation of intentions 

into action. For this reason, employees should be given the guidance to weed through the consequences of realizing 

their intentions.  

 

Self-efficacy 
According to Bandura (1994), strong self-efficacy can enhance the achievement and wellbeing of individuals. Self-

efficacy can also be considered as a yardstick to identify an individual’s ability and confidence in effecting a good 

response (Bandura, 1997). A study by Cancelliere et al. (2016) revealed that common factors associated with 

positive return-to-work outcomes, among others is, higher self-efficacy. This would result in enhanced satisfaction 
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with the organization and intention to remain to work, as Muhangi (2017) found that turnover intention is related 

with self-efficacy and job satisfaction among secondary school teachers; while Park and Kim (2013) discovered that 

the higher the self-efficacy is, the lower the turnover intention is. Self-efficacy has been recorded to have a positive 

association with intention to remain to work with the current employment (Mustapha, Ahmad, Uli & Idris, 2011; 

Sarinah, Akbar & Prasadja, 2018). The result implies that when individuals have a positive perception of their job, 

they are likely to continue their career with the organization. 

 

Hypotheses Development 
Pay Satisfaction and Intention to Stay 

Stringer, Didham and Theivananthampillai (2011) contended that pay satisfaction could be used as a proxy for 

justice or fairness at the workplace due to the fact that this factor has a direct effect on motivation and satisfaction of 

employees. In addition, pay satisfaction can influence employees to stay and strive toward accomplishing the 

organizational objectives. Literature also indicates that different pay components may pose different effects on pay 

satisfaction (Tekleab et al., 2005). As such, pay fulfillment is essential in increasing the motivation and satisfaction 

of employees and their intention to stay with the organization. Drawing on this, it is proposed that: 

H1: Pay fulfillment has a important and optimistic effect on intention to remain. 

Stress and Intention to Remain 

Past studies specified that individuals who are stressed tend to experience exhaustion, burnout, depression, and 

alienation (Raghawan, Sakaguchi & Mahaney, 2008). Employees who experience such circumstances are more likely 

to leave the organization. According to Moore (2000), stress tends to occur in today’s workplace due to factors such as 

work overload, role conflict, ambiguous job scope, lack of job autonomy, unfair compensation, and job changes. 

Having said this, stress is an issue that requires serious attention by organizations as it may lead to high employee 

turnover. In light of this, it is postulated that: 

H2: Stress has a significant and negative influence on intention to stay. 

Self-Efficacy and Intention to Stay 

Several studies have shown that self-efficacy has a positive association with purpose to remain with the organization 

(Mustapha et al., 2011; Park & Kim, 2013 Sarinah et al., 2018). In a study by Erdwins, Buffardi, Casper and O'Brien 

(2001) revealed that high self-efficacy is negatively linked to intention to leave. Hence, self-efficacy is crucial 

because it shapes one’s character and attitude toward his or her job and career. Positive attitude would foster positive 

perspectives of employees toward their career and employer and this may enhance their intention to remain in the 

organization. 

H3: Self-efficacy has a a strong and favorable effect on the intention to remain. 

 

Research Framework 
Figure 1 illustrates the conceptual model that articulates the relationship between pay fulfillment or satisfaction, 

stress, self-efficacy, and intention to remain or stay. It is postulated that pay satisfaction and self-efficacy exert a 

positive and considerable impact on participants in RTW's intention to stay. On the other hand, stress is posited to 

exert negative and a considerable impact on participants in the RTW's intention to stay.    

 

 

 

 

 

 

 

 

 

 

 

Figure 1 Conceptual model of the proposed study 

 

Methodology 

The present study employed a quantitative method. Respondents of the study were listed participants of the RTW 

program. The SOCSO database, which has information on all RTW participants nationwide, makes the sampling 

frame available. However, the Klang Valley RTW participants were the main focus of this study. The SOCSO 

Stress  

Pay Satisfaction  

Self-efficacy 

Intention to Stay 
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database indicates that the majority of RTW participants were based in this specific region. A purposive sampling 

technique was used to select the RTW members who were located in the Klang Valley as the research sample. The 

following criteria were used to choose the respondents: 

i. “They were registered RTW participants;  

ii. They were involved in any workplace accidents;  

iii. They were ethnicity and gender representative; and  

iv. They have returned to work and are still being supervised by their case manager”. 

The total population is 1407 participants. Based on Krejcie and Morgan (1970) sampling technique, the 

sample size is 302. Drawing on this, a total of 302 questionnaire was distributed to the respondents and 187 

responses were gathered, indicating the response rate of 61.9 percent.  

Questionnaire was used to collect the data in this study. Respondents answered the items evaluated using a Likert 

scale with five points. Heneman and Schwab's Pay Satisfaction Instrument was modified from their work (1985). 

Sample items were “Influence that my supervisor has on my pay” and “Amount the company pays toward my 

benefits”. The response scale for the items were 1- Highly Dissatisfied to 5- Highly Satisfied. The instrument for 

self-efficacy was adapted from Riggs and Knight (1994). Sample items were “I can always manage to solve difficult 

problems in I try hard enough” and “I am confident that I could deal efficiently with unexpected events”. The stress 

instrument was adapted from the Health and Safety Executive (2014) and the Health Related Resources from Jensen 

(2013). Sample items were “Different people at work demand things from you that were hard to combine” and “I 

have unachievable deadlines”. The response scale for these items were 1- Strongly Disagree to 5- Strongly Agree. 

In the end, Mowday, Koberg, and McArthur's (1984) suggestions for staying were adopted. Sample items were “If I 

were completely free to choose, I would prefer to keep working in this organization” and “I would like to stay in this 

organization for a long time”. 

 

Result And Discussion 

The “SPSS and Smart PLS 2.0 Partial Least Squares Structural Equation Modelling (PLS-SEM)” were used to 

determine the reliability, validity, and relationship between the variables. 

 

Demographic Profile of the Respondents 
The majority of respondents were male 151 (80.7%) while 36 female counterparts constituted 19.3%.  About 41 

respondents (31.6%) were between the ages of 41 and 45. The most (73.8%) were married, 46 (24.6%) single, and 

only 3 (1.6%) were widowed. Approximately half of the respondents (48.8%) were still unemployed, 35.3% 

employed, and the remaining 15.8% were self-employed. Of those who were employed, the vast majority of them 

(77.5%) percent of respondents said they were still employed by the same company.  

 

Validity and Reliability 
Data were examined for internal consistency (i.e., loading of each item), concurrent validity, and divergent validity 

to make sure the measurement items were valid and trustworthy. The results of the measurement model and validity 

and reliability are depicted in Tables 2, 4 and 5. Table 2 shows the factor loading of all measurement items. All 

items showed a factor loading above 0.50 which indicated that the items were reliable to be tested. However, as 

depicted in Table 3, 21 items and two items from the independent variables, namely stress and self-efficacy, were 

deleted due to its low loading value, in which the values are below the threshold value of 0.40 (Hair et al., 2014). 

Average variance extracted (AVE) and composite reliability (CR) were looked at in order to gauge the convergent 

validity of each construct's factor loadings. The values of AVE for each concept should be more than 0.50, 

according to Barclay et al. (1995). On the other hand, an AVE of less than 0.50 denotes that, generally, more error is 

still present in the items than is explained by the construct. As shown in Table 3, the AVE value for intention to stay 

is higher than 0.5. However, the AVE values for pay satisfaction (0.405), stress (0.392), self-efficacy (0.427) are 

lower than 0.5. “Researchers can accept a loading value of 0.4, according to Fornell and Larcker (1981), because the 

composite reliability is better than 0.6, indicating that the construct's convergent validity is still sufficient”. 

Additionally, as recommended by Hair et al., the CR for all constructs should be higher than 0.70 in order to meet 

the convergent validity requirements (2010). As shown in Table 2, the values of CR for self-efficacy, stress, and pay 

satisfaction are 0.897, 0.924, 0.876, and 0.856, respectively. Besides, the Cronbach’s alpha values of the variables 

are above 0.6 (Nunally & Berstein, 1994). 
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Table 2: Convergent Validity 

Model construct Measurement 

items 

Loading/weight CR AVE R2 α 

Pay satisfaction PS1 

PS2 

PS3 

PS4 

PS5 

PS6 

PS7 

PS8 

PS9 

PS10 

PS11 

PS12 

PS13 

PS14 

PS15 

PS16 

PS17 

PS18 

0.518 

0.629 

0.563 

0.717 

0.618 

0.721 

0.728 

0.697 

0.616 

0.629 

0.582 

0.706 

0.616 

0.588 

0.607 

0.591 

0.605 

0.679 

0.924 0.405 - 0.913 

Stress SC1 

SC2 

SC3 

SC4 

SC5 

SC6 

SSM1 

SSM2 

SSM3 

SSM4 

SSM5 

0.641 

0.653 

0.665 

0.618 

0.591 

0.633 

0.600 

0.577 

0.613 

0.635 

0.658 

0.876 0.392  0.846 

Self-efficacy SE1 

SE2 

SE3 

SE4 

SE7 

SE8 

SE9 

SE10 

0.596 

0.630 

0.693 

0.704 

0.593 

0.714 

0.694 

0.590 

0.856 0.427 - 0.810 

Intention to stay ITS1 

ITS2 

ITS3 

0.808 

0.902 

0.884 

0.897 0.745 0.241 0.829 

Note: AVE = Average variance extracted; CR = Composite reliability; α = Cronbach’s alpha 

 

Table 3: Items Deleted 

Construct Items 

Stress SD1, SD2, SD3, SD4, SD5, SD6, SD7, SD8, SR1, 

SR2, SR3, SR4, SRole1, SRole2, SRole3, SRole4, 

Srole5, SSP1, SSP2, SSP3, and SSP4. 

Self-efficacy SE5 and SE6 
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Table 4: Discriminant Validity of Reflective Constructs 

 
Note: “The diagonals (in bold) represent the square root of AVE while the other entries represent the correlation 

coefficients”. 

 

Table 5 presents the results of the PLS analysis. According to the findings in Table 2, pay satisfaction, stress, and 

self-efficacy explain 24.1% of the variance in intention to stay. The result indicated that pay satisfaction had no 

significant influence on intention to stay (β = 0.103, t = 0.874, p < 0.01). Meanwhile, in contrast to the hypothesis 

proposed, stress was found to have a significant but positive impact on intention to stay (β = 0.337, t = 4.560, p < 

0.01). Finally, self-efficacy was found to have a substantial impact on intention to stay (β = 0.187, t = 2.785, p < 

0.01). Hence, H1 and H2 were rejected, but H3 was supported. 

 

Table 5: Path Coefficients and Hypotheses Testing 

Hypotheses Relationship Coefficient t-value Support 

H1 Pay satisfaction → 

Intention to stay 

0.103 0.874 No 

H2 Stress → Intention to 

stay 

0.337 4.560 No 

H3 Self-efficacy → 

Intention to stay 

0.187 2.785 Yes 

Note: t value > 2.58 = significant at **p<0.01 

 

To recapitulate, this study's goal is to investigate the impact of pay satisfaction, stress, and self-efficacy on intention to 

remain among RTW participants in their present employment. The findings of the present study showed that pay 

satisfaction was not an important determinant of intention to remain to work. The result is inconsistent to the findings 

by William, Mc Danial, and Nguyen (2006) who reported that pay satisfaction is an important factor in employee 

retention in organization. Also, Dailey and Kirk (1992) and Milkovitch and Newman (2008) asserted that a good pay 

system is a crucial motivational factor to enhance pay satisfaction of employees and subsequently employee intention 

to stay. The findings by Curral et al. (2005) indicated that low level of pay satisfaction among employees contributed to 

negative outcomes among employees, such as workplace deviance. The finding of the present study failed to 

substantiate the findings in past researches, such as Dailey and Kirk (1992). The wage level of the majority of the 

respondents in the current study was not significantly different before and after the accident, which could be one 

explanation for the non-significant finding. Vast majority or 77.5 percent were also employed by the same employer; 

therefore, they could have knew and approved of the pay they earned, the pay scale, and the benefits their employer 

provided. As a result, this factor did not have a bearing on their decision of whether to stay or to leave the organization.  

The present study also found that stress had a positive and significant impact on intention to stay among RTW 

participants. The result implies that the more stress an individual experience, the higher his or her propensity to 

remain to work with the organization. The result contradicts the finding of Aziz and Ramli (2010), who revealed a 

negative association between stress and intention to stay with the organization among the employees. Also, Graham 

et al. (2000) asserted that job stress experienced by employees is the result of work overload, role conflict, time 

conflict, lack of staff, lack of facilities, relationship conflict among colleagues, et cetera. In this situation, the 

employees were likely to leave the organization rather than remaining to work. The result of the present study is also 

inconsistent with the finding of Moore (2000), and Raghawan, Sakaguchi, and Mahaney (2008), who demonstrated 

that employees who felt stressed in their job had experienced negative conditions such as burnout, depression, and 

alienation, resulting in their likelihood leaving the job and organization. It is worthy to note that respondents in this 

study were registered RTW participants, they were engaged in workplace incidents, and they have returned to work 

and are still being observed by their case managers. Given their health constraints resulting from workplace 

accidents, the respondents may have limited employment choices and opportunities. As such, although they are 

experiencing job stress, they have no choice but to retain in their present employment for a living. 
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The present study also showed that self-efficacy had a important and favorable effect on intent to remain to work 

among the RTW members. The result implies that the RTW participants who had a high level of confidence in their 

job were highly committed and motivated to perform their job. They believed that they were capable of 

accomplishing the tasks outlined in their job description because the high level of self-efficacy enabled them to 

contribute to their employer and stay with the organization. The result parallels the view of Bandura (1994) who 

maintained that a high level of self-efficacy could propel one’s capability to excel at work. Bandura (1997) further 

contended that self-efficacy can be a yardstick on which one’s ability and confidence are measured in planning and 

managing oneself as well as one’s wellbeing. Thus, an individual who has a high level of self-efficacy is likely to 

remain to work with the organization. The present result parallels to the findings by Mustapha, Ahmad, Uli, and 

Idris (2011), who reported a significant and positive relationship between self-efficacy and intention to remain to 

work with the organization. In other words, employees who have a positive perception of their job due to high level 

of self-efficacy are likely to continue their career in the current organization. In parallel fashion, Erdwins, Buffardi, 

Casper, and O'Brien (2001) illustrated that self-efficacy had a significant and negative link with the intention to 

leave the organization. This means that if employees have a high level of self-efficacy, they have fewer tendencies 

to leave the organization in any event. The finding is consistent with Bandura’s (1997) proposition that self-efficacy 

can influence the attitude and emotions of employees toward an object. In essence, if an employee can practically 

control his or her feelings and cognitive abilities, then he or she can manage his or her emotion. As a result, the 

employee can be rational when making a decision including the decision to leave their job.  

 

Conclusion 

The present study examined the connection between pay satisfaction, stress, self-efficacy, and intention to remain 

among the RTW members. The finding showed that stress and self-efficacy have a significant relationship with 

intention to remain to work. To conclude, the present RTW study offers an opportunity to the researchers to identify 

the problems that exist among the RTW participants and the factors that influence their intention to return to work 

and stay in the organization. The study could also assist SOCSO in addressing the limitations of implementing RTW 

program, especially to benefit all stakeholders involved in the RTW program.  

In terms of theoretical ramification, the results of this study made an empirical contribution to the body of literature 

in all relevant fields (i.e. intention to stay, stress, pay satisfaction, and self-efficacy). With regard to the practical 

implications, employers and SOCSO have to pay close attention to stress level and self-efficacy to ensure RTW 

participants remain to work in the organization. This is due to the fact that these factors were found to have 

significantly impacted intention to stay among the RTW participants in this study. 

There are a few drawbacks that should be mentioned. First, the research findings cannot be generalized because the 

study sample is restricted to RTW participants only in the Klang Valley region. Second, the study is a cross-

sectional research project in which data was gathered and analyzed all at once. As a result, the causal effect cannot 

be proven. Third, the research focused on just three variables—pay satisfaction, self-efficacy, and stress—to explain 

RTW participants' intentions to remain in their current jobs. This limits knowledge of additional factors that might 

affect the decision to stay.  

This study has paved several directions for future research. First, future study should extend the sample to a larger 

population, such as RTW participants across all states in Peninsular Malaysia. Second, a longitudinal approach and 

qualitative method should be adopted in acquiring an in-depth knowledge and greater understanding on factors 

influencing intention to stay among RTW participants.  

 

Acknowledgement 
The authors would like to thank the Social Security Organization of Malaysia (SOCSO) for funding this research work 

and the Research Institute Management Centre (RIMC), Universiti Utara Malaysia for the support.  

 

References 
[1] Agarwal, P., and Sajid, S. M. 2017. A study of job satisfaction, organizational commitment and turnover 

intention among public and private sector employees. Journal of Management Research 17 (3): 123-136.  

[2] Al-Hamdan, Z., Manojlovich, M., and Tanima, B. 2016. Jordanian nursing work environments, intent to 

stay, and job satisfaction. Journal of Nursing Scholarship 49 (1): 103-110. 

[3] Bandura, A. 1994. Self-efficacy. In Ramachaudran, V. S. (Ed.), Encyclopedia of human behavior, Vol. 4, 

Academic Press, New York. (Reprinted in H. Friedman [Ed.], Encyclopedia of mental health. Academic 

Press: San Diego, 71-81. 

[4] Bandura, A. 1997. Self-efficacy: The exercise of control. Freeman: New York. 



    314                                                                                                                                  BiLD Law Journal 7(4s) 

[5] Cancelliere, C., Donovan, J., Jensen, M., Stochkendahl, Biscardi, M., Ammendolia, C., Myburgh, C., and 

Cassidy, J. D. 2016. Factors affecting return to work after injury or illness: best evidence synthesis of 

systematic reviews. Chiropractic & Manual Therapies 24 (1): 32. doi:  10.1186/s12998-016-0113-z 

[6] Chew, J., and Chan, C. A. 2008. Human resource practices, organizational commitment and intention to stay. 

International Journal of Manpower 29 (6): 503-522. 

[7] Cho, S., Johanson, M. M., and Guchait, P. 2009. Employees’ intent to leave: A comparison of determinants of 

intent to leave versus intent to stay. International Journal of Hospitality Management 28: 374-381. 

[8] Daileys, C. R. 2009. Improving retention strategies for IT professionals working in the public sector. 

Information and Management 46: 233-240. 

[9] Currall, S. C., Towler, A. J., Judge, T. A., and Kohn, L. 2005. Pay satisfaction and organizational outcomes. 

Personnel Psychology 58(3): 613-640. 

[10] D’Amato, A., and Herzfeldt, R. 2008. Learning orientation, organizational commitment and talent retention 

across generations. Journal of Managerial Psychology 23(8): 929-953. 

[11] Dailey, R. C., and Kirk, D. J. 1992. Distributive and procedural justice as antecedents of job dissatisfaction 

and intent to turnover. Human Relations 45(3): 305-317. 

[12] EARN (Employer Assistance and Resource Network on Disability Inclusion). 2018. Stay at work/return to 

work. Available at: http://www.askearn.org/topics/retention-advancement/stay-at-work-return-to-work/  

[13] Erdwins, C. J., Buffardi, L. C., Casper, W. J., and O’Brien, A. S. 2001. The relationship of women’s role 

strain to social support, role satisfaction, and self-efficacy. Family Relations: Interdisciplinary Journal of 

Applied Family Studies 50: 230-238. 

[14] Firth, L., Mellor, D. J., Moore, K. A., and Loquet, C. 2004. How can managers reduce employee intention to 

quit? Journal of Managerial Psychology 19(20): 170-187. 

[15] Fornell, C., and Larcker, D. F. 1981. Evaluating structural equation models with unobservable variables and 

measurement error. Journal of Marketing Research 18(1): 39-50. 

[16] Ghosh, P., Satyawadi, R., Joshi, J. P., and Shadman, M. 2013. Who stays with you? Factors predicting 

employees’ intention to stay. International Journal of Organizational Analysis 21(3): 288-312. 

[17] Hair, J. F., Black, W. C., Babin, B. J., and Anderson, R. E. 2010. Multivariate data analysis. Prentice Hall, 

Upper Saddle River: New Jersey. 

[18] Hair, J. F., Hult, G. T. M., Ringle, C. M., and Sarstedt, M. 2014. A primer on partial least squares structural 

equation modeling (PLS-SEM). Sage: Thousand Oaks. 

[19] Health and Safety Executive. 2014. Work related stress - Resources and useful links. Available at: http: 

www.hse.gov.uk/stress/resources.htm 

[20] Heneman, H. G. III., and Schwab, D. P. 1985. Pay satisfaction: Its multidimensional nature and measurement. 

International Journal of Psychology 20: 129-141. 

[21] Huang, I. C., Lin, H. C., and Chuang, C. H. 2006. Constructing factors related to worker retention. 

International Journal of Manpower 27(5): 491-508. 

[22] Hung, L., Lee, Y., and Lee, D. 2018. The moderating effects of salary satisfaction and working pressure on 

the organizational climate, organizational commitment to turnover intention. International Journal of Business 

and Society 19(1): 103-116. 

[23] Iles, R.A., Davidson, M., and Taylor, N. F. 2008. Review Psychosocial predictors of failure to return to work 

in non-chronic non-specific low back pain: a systematic review. Occupational and Environment Medicine 

65(8): 507-17. 

[24] Ilmarinen, J. 2005. Toward a longer worklife: ageing and the quality of worklife in the European Union. 

Finnish Institute of Occupational Health, Ministry of Social Affairs and Health: Europe. 

[25] Jensen, A. G. C. 2013. Toward a parsimonious program theory of return to work intervention. IOS Press 44: 

155-164. 

[26] Janssen, N., van de Heuvel W. P., Beurskens, A. J., Nijhuis, F. J., Schroer, C. A., and van Eijk, J. T. 2003. The 

demand-control support model as a predictor of return to work. International Journal of Rehabilitation 

Research 26: 1-9. 

[27] Karantzas, G. C., Mellor, D., McCabe, M. P., Davison, T. E., Beaton, P., and Mrkic, D. 2012. Intentions to  

[28] quit work among care staff working in the aged care sector. The Gerontologist 52(4): 506–516. 

https://doi.org/10.1093/geront/gnr161 

[29] Kaewboonchoo, O., Yingyuad, B., Rawiworrakul, T., and Jinayon, A. 2014. Job stress and intent to stay at 

work among registered female nurses working in Thai hospitals. Journal of Occupational Health 56: 93-99. 

https://doi.org/10.1539/joh.12-0204-OA 

http://www.askearn.org/topics/retention-advancement/stay-at-work-return-to-work/
http://www.pls-sem.com/
http://www.pls-sem.com/
http://www.hse.gov.uk/stress/resources.htm


 
315 

[30] Kontoghiorghes, C., and Frangou, K. 2009. The association between talent retention, antecedent factors, and 

consequent organizational performance. SAM Advanced Management Journal 74(1): 29-58. 

[31] Krause, N., Dasinger, L. K., Deegan, L. J., Rudolph, L., and Brand, R. J. 2001. Psychosocial job factors and 

return to work after compensated injury: a disability phase-specific analysis. American Journal of Industrial 

Medicine 40: 374-392. 

[32] Lee, T., and Mowday, R. 1987. Voluntarily leaving an organization: An empirical investigation of Steers and 

Mowday's model of turnover. Academy of Management Journal 30(4): 721-743. 

[33] MacKenzie, E. J., Morris, J. A., Jurkovich, G. J., Yasui, Y., Cushing, B., Burgess, A. R., DeLateur, B. J., 

McAndrew, M. P., and Swiontkowski, M. F. 1998. Return to work following injury: the role of economic, 

social, and job related factors. American Journal of Public Health 88(11): 1630-1637. 

[34] Mohd Zin, M. L. 2017. The mediating role of perceived organizational support on the relationship between 

pay and intention to stay. Management Review: An International Journal 12(1): 57-76. 

[35] Moore, J. E. 2000. One road to turnover: An examination of work exhaustion in technology professionals. 

MIS Quarterly 24(1): 141-168. 

[36] Mowday, R. T., Koberg, C. S., and McArthur, A. W. 1984. The psychology of the withdrawal process: A 

cross-validation test of Mobley’s intermediate linkages Model of turnover in two samples. Academy of 

Management Journal 27(1): 79–94.  

[37] Muhangi, G. T. 2017. Self-efficacy and job satisfaction as correlates to turnover intentions among secondary 

school teachers in Mbarara District. American Scientific Research Journal for Engineering, Technology, and 

Sciences 27(1): 256-275. 

[38] Mustapha, N., Ahmad, A., Uli, J., and Idris, K. 2011. Work-family factors and its relationship between 

dispositional, occupational characteristics and intention to stay. International Journal of Business Research 

and Management 2(3): 74-92. 

[39] Nancarrow, S., Bradbury, J., Winona, S., and Ariss, S. 2014. Intention to stay and intention to leave: are they 

two sides of the same coin? A cross-sectional structural equation modelling study among health and social 

care workers. Journal of Occupational Health 56: 292-300. 

[40] Noraani, M., Aminah, A., Jegak, U., and Khairuddin, I. 2010. Mediating effects of work-family factors in the 

relationship between organizational characteristics and intention to stay. European Journal of Social Sciences 

16(1): 117-137. 

[41] Nurul Nadia, A. A., and Hafizal, R. 2010. Determining critical success factors of intention to quit among 

lecturers: An empirical study at UiTM Jengka. Gading Business and Management Journal 14: 33-46. 

[42] Olivier, M, Govindjee, A., Mohammed, M.A.A., Hussain, H., Cheong, E., Rosely, R.M., and Vadivel, G. 

2016. SOCSO return to work programme in Malaysia – a journey through a decade. International Institute for 

Social Law and Policy and Social Security Organisation Malaysia: Malaysia. 

[43] Park, S., and Kim, J. 2013. A Study on the self-efficacy and turnover intention of dental hygienists. The 

Korean Journal of Health Service Management 7(4): 23-32. DOI: 10.12811/kshsm.2013.7.4.023 

[44] Post, M., Krol, B., and Groothoff, J. 2005. Work-related determinants of return-to work of employees on 

long-term sickness absence. Disability & Rehabilitation 27(9): 481-488. 

[45] Raghawan, V. V., Sakaguchi, T, and Mahaney, R. C. 2008. An empirical investigation of stress factors in 

information technology professionals. Information Resource Management Journal 21(2): 38-62. 

[46] Raza, S., Azeem, M, Humayon, A. A., and Ansari, N. 2017. The impact of pay satisfaction, job stress, and 

abusive supervision on turnover intention among banking employees. Sarhad Journal of Management Science 

3(2): 272-284. 

[47] Riggs, M. L., and Knight, P. A. 1994. The impact of perceived group success-failure on motivational beliefs 

and attitudes: A causal model. Journal of Applied Psychology 79(5): 755-766. 

[48] Robbins, S. P., and Judge, T. A. (2013). Organizational behavior (15th Ed.). England: Pearson Education Inc. 

[49] Sarinah, Akbar, M., and Prasadja, R. 2018. The effect of work autonomy, self-efficacy and work engagement 

toward organizational commitment. International Journal of Economics, Commerce and Management 4(2): 

31-44. 

[50] SOCSO. 2016. SOCSO return to work programme in Malaysia - a handbook 2016. IISLP and SOCSO:  

[51] Malaysia. 

[52] SOCSO. 2012. Return to work programme (disability management). A case of the Social Security 

Organization. Available at: http://www.issa.int  

[53] Stringer, C., Didham, J., and Theivananthampillai, P. 2011. Motivation, pay satisfaction, and job satisfaction 

of front-line employees. Qualitative Research in Accounting & Management 8(2): 161-179. 

http://www.issa.int/


    316                                                                                                                                  BiLD Law Journal 7(4s) 

[54] Tekleab, A. G., Bartol, K. M., and Liu, W. 2005. Is it pay levels or pay raises that matter to fairness and 

turnover? Journal of Organizational Behavior 26: 899-921. 

[55] William, M. L., McDanial, A., and Nguyen, N. T. 2006. A meta-analysis of the antecedents and consequences 

of pay level satisfaction. Journal of Applied Psychology 91(2): 392-413. 


