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Abstract This study is the result of an empirical research that may contribute to the management
on employee turnover of SMEs by looking over factors affecting the intention of employee turnover.

Welfare satisfaction, recognition, empowerment, organizational flexibility and LMX expertise respect,
higher contribution showed a positive effect on job satisfaction. Welfare satisfaction, empowerment,
leader of the professional respect showed negative effect on turnover intention. Job satisfaction partially
mediated welfare satisfaction, professional respect and completely mediated empowerment. The results
implies that job satisfaction needs to be also considered when HRM practice and LMX are examined
for reducing employee turnover.
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Fig. 1. Research model
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3.3.2 LMX
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Table 2 Demographic Characteristic

Journal of the Korea Industrial Information Systems Research Vol. 20 No.6, Dec. 2015 :91-106

Table 3 Factor analysis & Reliability verification

X1 [0) -
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ations
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Table 5 Mediating Effect of Job Satisfaction :

Relationship

between

the

practices and Turnover Intention

HRM

Table 6 Mediating Effects : Welfare satisfaction,
Empowerment
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