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This study examines the inuence of workplace resource learning, mentorship and teamwork, and the 
exibility of learning spaces on employees' decision to resign. Data were gathered from employed 

individuals across several organisations utilising a quantitative study design. Structural equation modelling (SEM) was 
utilised to validate the measurement model and to examine the proposed correlations. The results indicate that all three 
learning characteristics have a substantial negative impact on the intention to leave, with learning space and exibility 
identied as the most signicant predictors. The model accounts for a signicant part of variance in employees' turnover 
intentions, underscoring the strategic importance of learning-oriented work settings. The study contributes to organizational 
learning and retention literature by proposing an integrated learning-based framework that combines structural, relational, 
and contextual learning factors. From a managerial perspective, the results emphasize the standing of embedding exibility, 
mentorship, and accessible learning resources into human resource strategies to enhance employee retention. Valuable 
insights for organizations are derived from ndings, seeking to address voluntary turnover in increasingly dynamic and skill-
intensive work settings.
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INTRODUCTION
Organisations across industries face rapid technology 
innovation, digital change, and skill obsolescence. As job 
roles change, people must update their skills, adapt to new 
processes, and learn continuously. Employee retention is a 
major administrative difculty in such situations since 
voluntary turnover destroys organisational stability, raises 
replacement costs, and depletes knowledge.

Traditional employee retention strategies emphasise salary, 
job happiness, and organisational commitment. These 
criteria are still important, but in modern workplaces, 
employees value development opportunities, learning 
autonomy, and long-term employability more. Employees now 
evaluate companies based on job circumstances and their 
ability to facilitate skill development and career growth. 
According to Social Exchange Theory, Organisational 
Learning Theory, and Self-Determination Theory, learning-
oriented organisational practices create powerful 
psychological signals that inuence employees' retention 
attitudes.

The hypothesised constructs' measurement and structural 
links are examined in this study. The study expands retention 
literature and provides evidence-based insights for 
organisations seeking to reduce voluntary turnover through 
sustainable learning initiatives by adopting a complete 
learning-based viewpoint.

The paper's organization continues below with focus on pilot 
study data presentation. 

Results of Pilot Study
Measurement Model Assessment
Conrmatory Factor Analysis (CFA) was conducted using 
AMOS 26.0 to assess the adequacy of the measurement model 
prior to structural analysis. The model comprised four latent 
constructs: Workplace Resource Learning (WLR), Mentorship 
and Collaboration (MC), Learning Space and Flexibility 
(LSF), and Intention to Leave (IL), each measured through 
multiple indicators.

Initial Model Evaluation
The initial CFA indicated inadequate model t. The chi-

square statistic was signicant (χ² = 1413.4, df = 113, p < 
0.001), with a χ²/df ratio of 12.50. Fit indices such as GFI (0.60), 
CFI (0.80), TLI (0.70), and RMSEA (0.20) were below 
recommended thresholds. Given the sensitivity of χ² to sample 
size, alternative t indices were emphasized, consistent with 
SEM guidelines (Hair et al., 2019).

Model Re-specication
Model renement was undertaken based on modication 
indices, standardized residuals, and theoretical justication. 
Error covariances were added only between conceptually 
related items within the same construct. Indicators with weak 
loadings or high residuals were reviewed, while cross-
loadings were not permitted to maintain construct 
distinctiveness. All modications followed accepted SEM 
practices and avoided data-driven overtting.

Final Measurement Model Fit
After re-specication, the model demonstrated satisfactory t.

Table 1 Final Measurement Model Fit Indices

Overall, the indices indicate acceptable to good model t 
across absolute, incremental, and parsimony measures.

Reliability and Convergent Validity
All indicators loaded signicantly on their respective 
constructs, with standardized loadings exceeding 0.60 (p < 
0.001), conrming convergent validity. Composite Reliability 
(CR) values were above 0.70 and Average Variance Extracted 
(AVE) values exceeded 0.50, indicating satisfactory internal 
consistency and construct validity (Hair et al., 2019).
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Fit Index Recommended Final Model

χ²/df ≤ 3.0 2.87

GFI ≥ 0.90 0.91

AGFI ≥ 0.90 0.89

NFI ≥ 0.90 0.92

IFI ≥ 0.90 0.95

TLI ≥ 0.90 0.94

CFI ≥ 0.90 0.95

RMSEA ≤ 0.08 0.061

PCLOSE ≥ 0.05 0.112
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All constructs met recommended reliability and validity 
thresholds.

Discriminant Validity
Discriminant validity was assessed using the Fornell–Larcker 
criterion and the Heterotrait–Monotrait (HTMT) ratio.

Fornell–Larcker Criterion
Discriminant validity is established when the square root of 
AVE for each construct exceeds its correlations with other 
constructs. The criterion was satised for all constructs.

HTMT Ratio
HTMT values were below the conservative threshold of 0.85, 
further conrming discriminant validity. These results provide 
strong evidence of discriminant validity among all constructs.

Structural Model Assessment
After establishing measurement model adequacy, the 
structural model was evaluated to test the hypothesized 
relationships among constructs.

The model t indices of the structural model adhered to 
acceptable criteria, signifying that the proposed framework 
aligns effectively with the data.

Path Coefcients and Hypothesis Testing
The standardized path coefcients (β), critical ratios (t-
values), and signicance levels were examined.

Table 2- Structural Model Results

***p < 0.001

Coefcient of Determination (R²)
The model's explanatory power was evaluated using R² 
values.

Table 3- Coefcient of Determination

According to Hair et al. (2019), R² values of 0.25, 0.50, and 0.75 
represent weak, moderate, and substantial explanatory 
power, respectively. The model explains 61% of the variance in 
employees' intention to leave, indicating strong predictive 
capability.

DISCUSSION 
In accordance with prior research (Eisenberger et al., 2002; 
Karatepe, 2013), personnel who recognise sufcient learning 
infrastructure demonstrate diminished withdrawal 
cognitions. The discovery emphasises that learning resources 
serve not only as instruments for skill growth but also as 
processes for psychological retention. Mentorship and 
collaboration were found to signicantly reduce intention to 
leave. The ndings validate earlier research by Allen et al. 
(2004), which demonstrated that mentoring relationships 
enhance career satisfaction and organizational attachment. 
Collaborative environments foster social bonds, increasing 
employees' embeddedness and reducing voluntary turnover 
intentions. Learning space and exibility emerged as the 
strongest predictor of intention to leave. This result strongly 
supports Self-Determination Theory (Deci & Ryan, 2000), 
emphasizing the importance of autonomy and competence in 
sustaining employee motivation. Flexible learning 
opportunities appear particularly relevant in contemporary 
work contexts characterized by digitalization, hybrid work, 
and continuous reskilling demands.
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Hypothesis Path β t-value p-value Result

H1 WLR → IL −0.32 5.84 *** Supported

H2 MC → IL −0.24 4.17 *** Supported

H3 LSF → IL −0.38 6.92 *** Supported

Endogenous Construct R² Interpretation

Intention to Leave (IL) 0.61 Substantial
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