
 ©    2022 IJNRD | Volume 7, Issue 9 September 2022 | ISSN: 2456-4184 | IJNRD.ORG 

 

IJNRD2209041 International Journal of Novel Research and Development (www.ijnrd.org)  

 

340 

The Influence of Human Resource Management 

Practices on Employees Intention to Early 

Retirement: A CONCEPTUAL FRAMEWORK 
 

Sagaran Gopal (PhD) 

Binary University, Selangor and Malaysia 

gssagaran@hotmail.com 

 

Muneer albahhar (PhD) 

Binary University, Selangor and Malaysia 

muneer.bahhar@hotmail.com 

 
 
 
 
ABSTRACT 
 

Early retirement is a cause of concern in Bahrain among public health workers. The phenomenon of early 

retirement began to emerge around the beginning of 2012 and has accelerated with government announcements 

of incentives for early voluntary retirement among public employees, but the Health Ministry has been affected 

negatively. This paper will design a conceptual frame that can be used to explore the prior existence of push 

factors that come from the HRM and pull factors from the external environment and the interplay between them 

and its relation to policy announcements in a longitudinal study.  
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1.0 Introduction 

There is an agreement in the Kingdom of Bahrain that early retirement is a cause of concern. The phenomenon of 

early retirement in Bahrain began to emerge around the beginning of 2012 (BAB, 2018; GDN, 2020). In the same 

way, Bahrain's Pension Fund Authority (PFA) warned of a massive burden on the country's finances as reported 

in the official press (Khaleej Times, 2018). As a consequence, the government announced incentives for early  
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voluntary retirement among public employees. However, such a move has negatively affected the Health 

Ministry. The number of employees from the Ministry of Health who applied for voluntary retirement, as 

confirmed by a source in the Ministry of Health, exceeded 1400 applicants (MOH, 2018). According to the Civil 

Service Bureau, the number of employees of the Ministry of Health who have been accepted in this program is 

1323 employees, which comes second after the Ministry of Education, which reached 3634 employees. There is 

a huge number of the Ministry of Health which has 8,901 employees (MOH, 2018). This large number of 

employees wishing to retire at an early age reflects the result, that the Ministry of Health might have become a 

working environment to expel employees and competencies instead of being a working environment attractive to 

them. Chiedu, et al., (2017) reported that, when an employee is not satisfied with their job, they have a higher 

chance of voluntarily leaving their position. 

In Bahrain, employees are motivated for reasons of early retirement although the perks are not very impressive. 

As a result, their financial circumstances may be affected in the future. As for employers, the loss of experienced 

and competitive employees at a crucial period will affect the quality of work. As for employees, it adds to their 

anxiety as to who will leave next and the need to take extra burden. In addition, the public will suffer a decline in 

health services and their quality.    

 

Figure 1.1: Voluntary retirement in various Ministries 
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1.1 Aim of the research project 

 

This study, therefore, is intended to design a Conceptual Frame that can be used to test the proposition that internal 

HRM policies push and external pulls that may in addition to incentives, may, likely influence the thought of 

opting for early retirement differently over time in MOH Bahrain. 

2.0 Literature review 

 

2.1 Employees retirement and retention, empirical studies at healthcare sector 

Lack of employee retention strategies in the health care industry leads to organizational profit loss and stress 

among workers (Cloutier, 2015). A study by Chan and Morrison, (2000) found among nurses in a large hospital 

who left the job mentioned reasons such as inadequacy of staffing, poor salary and welfare as primary influences 

on their intention to leave, while other studies have revealed reasons for motivational variables. Likewise, 

Hancharik, (2008) found that hospitals with higher use of technology generally had higher retention rates, 

although the magnitude of these correlations was relatively small. Also, Brooks, (2009) indicated that medical 

personnel at both medical centres were intrinsically motivated by work and achievement and providing superior 

patient care. The medical personnel requested autonomy in their work sites and synergy with leadership.   Medical 

personnel did not achieve accomplishments in their job for recognition, but took on additional responsibilities to 

provide superior patient care and customer service. The study concluded that there was no relationship between 

motivational factors and the preferred leadership styles. Michael and Chipunza (2009) say the influence of 

motivational variables on both public and private sector organizations were to a very large extent influenced to 

stay in their respective organizations by a combination of intrinsic and extrinsic motivational factors. Such 

variables include training and development, challenging/interesting work, freedom for innovative thinking, and 

job security. Also, Bowles and Candela (2005) survey of 3077 nurses demonstrated that thirty percent of 

respondents left in 1 year and 57% left in 2 years. The findings have implications for nursing and hospital 

administrators for improving the work environment and retention rates of recent registered nurse graduates. The 

study stated patient care issues, such as unsafe nurse-patient ratios, were perceived as the most negative aspects 

and the most frequent reason for leaving. Similarly, Downing, (2010) indicated that the reasons for the low levels  
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of job satisfaction are lack of professional opportunities at work, the amount of control and responsibility given 

to critical care nurses, and a balance of family and work. Canada by Blakeley (2008) remarked incentives might 

encourage nurses not to retire early and stay longer in employment. 

The study mentioned that the increasing number of nurses taking early retirement will lead to exhaustion of the 

nursing workforce. Agreeing to the above comments, Spence Laschinger  (2009) emphasised the need for having 

an environment that fosters high quality supervisory and collegial working relationships to ensure highly skilled 

nurses will remain engaged in their work. Such engagement leads to job satisfaction, as seen in their study on 

hospital pharmacists (Nyame-Mireku, 2012). In a like manner, Phippes, (2016) stated that there is a significant 

relationship between pay, promotion, supervision and intent to quit. They suggested nursing leaders should have 

an awareness of the variables necessary for retaining novice nurses in the workplace. And identify and implement 

strategies to retain trained employees as is the case among lab staff where high voluntary turnover is a major issue 

(Phipps, 2016).  The strategy needs to incorporate future support measures to promote the development of the 

capacities of older people to an adequate level for young people and middle-aged people (Sato and Persons, 2017). 

Therefore, it is important to have a well-managed HRM who can well harness human resources that can mediate 

the development of climate scenarios, fulfil psychological contract, organizational commitment and participation 

in the work which later relate to more enjoyment of work and commitment to the organization (Polat, et al., 2017).  

Other factors that are important for retention are (a) healthy work environment, (b) manager relationships, and 

(c) training and development as identified by Knight, (2018) in their human capital theoretical approach to 

retention among health workers. The study indicated the importance of having a strong manager and employee 

relationship as a retention strategy. Knight also commented that leaders who apply effective strategies to retain 

employees may increase employee job satisfaction, leading to a decrease in employee turnover. Employees who 

are satisfied with their job are more productive and efficient, which positively affects business profitability. 

Similar factors were also found to be relevant by other researchers.  These studies found that factors such as 

satisfaction, engagement, and commitment are influenced by several variables such as: employee recognition, 

compensation, relationships, organizational culture, programs, leadership, communication, training, and career  
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development (Maloni, et al., 2017; Simon, 2019; Chaney, 2019). These authors agree that an effective employee 

retention strategy could reduce burnout, increase growth, maintain quality care and sustain daily operations.  

 

In the case of Arab countries, the studies of employee retention and early retirement intention have been very few 

and far apart and have focused much on the organizational factors in the work. A field study by Amamari, (2007) 

on Qatari female teachers who plan for retirement, said there are several factors that push teachers to think about 

retirement. Generally, these factors are categorized into two: administrative and professional factors and social 

and personal factors. In a like manner, Al-Qahtani, (2009) reported that the level of tendency of security men in 

security organizations to early retirement is weak or low and the reasons for early retirement among security men 

are average.  However, the administrative implications of samples of an early retirement sample in study subjects 

affect a relatively large proportion of the security apparatuses of the Ministry of the Interior in the Kingdom of 

Saudi Arabia. In UAE, Alnaqbi, (2011), says government organizational hierarchy and its related HRM practices 

are the major concern and the reason why public sector employees leave the system. The study emphasized 

reducing hierarchy in the workplace, and empowerment and accountability in areas of work. These findings were 

also similar in Libya. In this context, Aldamoe, et al., (2012) study on HR practices for all government 

organizations in Libya shows that HRM practices significantly affect organizational performance to a greater 

extent. Hence, it is a significant predictor of organizational performance. Others like Salah and Habtoor, (2017) 

analyse the intentions of managers to retain old employees in the institutional sector in Libya, through observed 

behaviours and actions, and conclude the behavioural belief that has significantly influenced the intention of 

managers to retain older employees. A similar conclusion was seen in Kuwait, by Alzayed and Ali Murshid 

(2017). Their study in Kuwait to examine the factors that influence the employee’s intention to leave important 

current employment in the Ministry of Information, found there is an important role of bureaucratic and routine 

in organizations to shape employee decisions. There was no significant influence of the Kuwaiti Ministry of 

Information employees’ perception of support (social support, supervisory support, training, and empowerment) 

on an employee's intention to leave, but the perception of complexity (job stress, the locus of control and role 

ambiguity) has a positive effect on the employee's intention to leave. 
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2.2 Review of General Theories 

Human capital theory (Schultz, 1961): Schultz sought to divert attention from merely paying attention to the 

physical components of capital to paying attention to the less material components of human capital. He pointed 

out that the skills and knowledge of the individual should be considered as a form of capital to be invested in.  

The concept of human capital theory is built on three basic assumptions: 1) Economic growth, which cannot be 

explained by an increase in physical inputs, is mainly due to an increase in the stock of human capital. 2) 

Differences in revenues can be explained by differences in the amount of human capital invested in individuals. 

3) Income justice can be achieved by increasing the ratio of human capital to traditional capital. The concept of 

human capital and knowledge management is that people possess skills, experience and knowledge, and therefore 

have economic value to organizations. These skills, knowledge and experience represent capital because they 

enhance productivity (Snell and Dean, 1992).  

Again, employee retention is important in realizing a full return on investment. Human capital theory includes 

the length of service in the organization as a proxy for job relevant knowledge or ability. Despite the great interest 

in the impact of the human factor on the results, it was not matched by a similar interest in how to measure this 

effect because of the difficulty of that component for evaluation, adaptation and management compared to the 

rest of the elements. Therefore, the labour force has been evaluated regarding its quantity of production without 

paying attention to the fact that performance of work should need individuals like humans. Human capital theory 

postulates that some labour is more productive than other workers, simply because more resources have been 

invested into the training of that labour. In the same manner, a machine that has had more resources invested into 

it is apt to be more productive (Price and Mueller, 1981).  

So, recent studies and research on how to measure the value added to human capital have emerged. A number of 

quantitative measures have been introduced since the 1990s, and the importance of these measures has increased 

significantly in the skills and talents of the labour market worldwide. Accordingly, one of the basic tenets of 

human capital theory is that, like any business investment, an “investment in skill-building would be more 

profitable and more likely to be undertaken the longer the period over which returns from the investment can 

accrue” (Price and Mueller, 1981). Many organizations have paid attention not only to cost data analysis, but to 
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efforts to develop the human element to compensate for the decline in skilled labour at all levels, to maintain a 

competitive advantage in the 21st century markets and to find ways to increase the effectiveness of the capital of 

human resources through the availability of reliable data on how to invest in human productive capacity. Human 

capital theory is an underlying theory that links the independent variables to the mediating and the dependent 

variables. This theory was used in research related to employee retention and early retirement by previous 

researchers (Kane-Sellers, 2007; Wright, 2010; Mudor and Tooksoon, 2011; Knight, 2018; Munn, 2018). These 

authors found outcomes supporting this theory. 

 

Maslow theory: Maslow's sequence of needs was the theory of psychology proposed by Abraham Maslow in his 

1943 research entitled "The Theory of Human Motivation" in Psychological Review. Maslow's hierarchy (1908-

1970) was designed as the basic view of basic human needs. Maslow was one of the early human psychologists; 

he built Henry Murray's work to form the theory of motivation.  Maslow's sequence uses the needs of studying 

how human beings are intrinsically involved in behavioural incentives. Maslow used the terms "physiological", 

"safety", "belonging and love", "social appreciation" and "self-activation" to describe the pattern through which 

human motives generally move. This means that for stimuli to occur at the next level, each level must be within 

the individual himself. Moreover, this theory is a key basis for understanding how leadership and motivation are 

related when discussing human behaviour.  

Figure 2.1: Maslow hierarchy of needs 

 

This theory is ubiquitous in research related to employee retention (Kirk, 2007; Downing, 2010; Ogums, 2010; 

Denis A . Labelle, 2011; Forde, 2011; Sullivan, 2012; Garcia-Martinez, 2014; McNeill, 2016; Pryce, 2016). 
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The two-factor theory: Also known as Herzberg's motivation-hygiene theory and dual-factor theory, it states that 

there are certain factors in the workplace that cause job satisfaction, while a separate set of factors causes 

dissatisfaction. It was developed by psychologist Frederick Herzberg, who theorized that job satisfaction and job 

dissatisfaction act independently of each other. Herzberg (1959, cited in Magny, 2012) argued that employees are 

motivated by internal values rather than values that are external to the work. In other words, motivation is 

internally generated and is propelled by variables that are intrinsic to the work, which Herzberg called 

“motivators”. These intrinsic variables include achievement, recognition, the work itself, responsibility, 

advancement, and growth. The theory of Herzberg is a popular theoretical grounding for many researchers in 

employee retention (Hernaus and Vokic, 2014). Ozguner and Ozguner, (2014) stated that the use of Herzberg’s 

two-factor theory might not always be valid. However, they agreed that organizations must focus on both intrinsic 

(hygiene) and extrinsic (motivational) factors. Accordingly, as most researchers on the subject of employee  

retention and attrition were using Herzberg’s two-factor theory, it can be concluded that Herzberg’s two-factor  

theory is relevant and beneficial when exploring strategies to retain employees (Kirk, 2007; Brooks, 2009; Takusi 

, 2010; Wilkes and Bachelor, 2010; Denis, 2011; Forde, 2011; Blachut, 2012; Nyame-Mireku, 2012; Sullivan,  

2012; Magny, 2012; Yahyaei, 2014; Pryce, 2016a; Asher, 2018; Nwabuzor, 2018; Singh, 2018; Stafford, 2018;  

Charpia, 2018; Jefferson, 2018; Laing, 2019). 

The social exchange theory: Developed by sociologist George Homans, suggests that people weigh the potential 

benefits and risks of social relationships. The theory explains social change and stability as a process of negotiated 

exchange between parties and comparison of alternatives. The purpose of the exchange is to maximize benefits 

and reduce costs. The theory suggests that individuals make decisions based on specific outcomes. Self-interest 

and interdependence are central characteristics of social exchange. So, this approach is a social psychological and 

sociological perspective that explains social change and stability as a process of negotiated exchanges between 

parties. However, this theory has roots in economics, psychology and sociology. It is also used in the business 

world in transactions or exchange and is widely used in employee retirement (Kwon, 2009; Benton, 2010; Love, 

2010; Melvin Sinclair, 2013; Claire, 2014). Outcome-based theories; Theories TRA, TPB and RAA. The theory 

of reasoned action (TRA) aims to explain the relationship between attitudes and behaviours within human action.  
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It is mainly used to predict how individuals will behave based on their pre-existing attitudes and behavioural 

intentions. An individual's decision to engage in a particular behaviour is based on the outcomes the individual 

expects. Due to the simplistic view of decision-making through voluntary behaviour, this theory serves little 

purpose, other than specific behaviour study.  

However, the revised and expanded version, theory of planned behaviour (TPB) and reasoned action approach 

(RAA) are more practical, although limited in use. The theory of planned behaviour (TPB), a psychological theory 

that links beliefs to behaviour. The theory maintains three core components, namely, attitude, subjective norms, 

and perceived behavioural control. They together shape an individual's behavioural intentions. As for the 

reasoned-action approach (RAA), it integrates a framework for the prediction (and change) of human social 

behaviour. The reasoned-action approach states that attitudes towards behaviour, perceived norms, and perceived 

behavioural control determine people's intentions, while people's intentions predict their behaviour. Generally, 

these theories assume people act rationally, but in real life people do act irrationally, hence limiting their use. 

There is criticism about whether such theories capture all aspects of intention and is not culture free for RAA. As 

for TBP, it ignores the individual's needs prior to engaging in a certain action, needs that would affect behaviour 

regardless of expressed attitudes. 

Theories based on vocation and retirement: These vocational theories in combination address the following. 

These theories indirectly address retirement: (a) Retirement as a stage in working life; (b) Work satisfaction, 

motivation, and work variables at retirement age; (c) Work choices at retirement age; (d) Cultural and other 

minority status issues in the work/retirement decision.  

Super’s (1980) Theory of Vocational Development is centered on the Life-Career Rainbow (LCR). Super (1980) 

postulated that each individual takes on multiple roles or life spaces, often simultaneously and to varying degrees 

(i.e., citizen, worker, parent), and each of these roles is enacted in different theatres or life-spans (e.g., home and 

workplace). Individuals move through five life-stages at various rates and their career decisions are often made 

in the context of personal as well as situational career determinants (Super, 1980). According to Blustein (1997),  
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the malleability of this theory also integrates well with the social constructionist perspective, and could be used 

to better understand the unique needs of older individuals by considering educational disparities and oppression, 

among other cultural and social factors. This theory does directly address retirement as a stage of working life, 

including work choices and the reasons for them at retirement age, though the retirement process also 

acknowledges the role of cultural and other minority status issues in work/retirement decisions, and is widely 

known and applied (Watanabe-Muraoka, Senzaki, and Herr, 2001). 

Career Construction Theory (Savickas, 2005): Savickas (2005) expanded on the work of Super (1980) and 

focused on how individuals construct life roles, including their careers, framed within the environment and other 

life domains. Career construction theory is applicable to retirement decisions and counselling with older workers. 

The theory does view career development as a fluid, lifelong process, as opposed to one that ends once an initial 

career decision has been made. The theory also takes other life roles into account, allowing retirement decisions 

to be considered in the context of other salient identities. Career Construction Theory and the construct of 

adaptability are broad enough to be directly applicable to the retirement phase of life, though the application of 

this theory to retirement is not directly addressed by existing literature.Multicultural Career Theories (Cultural): 

These models decreased emphasis on individual traits, while adding an increased focus on cultural context and 

social barriers. These frameworks do not directly identify retirement as a stage of working life, they are flexible 

enough to be potentially applied to career decisions in retirement, given their consideration of both social context 

and diversity among individuals. According to Leong and Hartung (1997), barriers to professional care include 

cultural norms of seeking support from community members, mistrust of the healthcare system, language, and 

learned helplessness (i.e., a long-term career seems unattainable) due to unequal opportunities and discrimination. 

Therefore, to breakdown these barriers, helping professionals could provide outreach within trusted community 

organizations and identify bilingual referrals and resources within their area, among other examples.  Their 

strength is their acknowledgement that any career decision can be influenced by culture, as well as social 

determinants. Therefore, they are highly applicable to retirement decision making. 
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Theory of Work Adjustment: This theory suggests that career decisions are made based on the fit between the 

person and the environment, and both the individual and the employer make these decisions. Dawis et al., (1964) 

proposed that individuals tend to adjust to their workplace or seek out new employment based on their level of 

satisfaction with their work (i.e., the degree to which their needs are met). Further, employers provide 

reinforcement (e.g., retention, recognition, promotion) based on the person’s satisfactoriness (i.e., the degree to 

which each employee is meeting the needs of the employer).  Regardless of age, internal and external gauges of 

fit often determine job satisfaction. That is work adjustment is based on how well their abilities and needs match 

with the environment’s requirements and reinforces. This theory has proposed an appropriate framework from 

which to understand retirement decisions, though this was initially in the context of retirement, defined as the 

cessation of paid work. Some empirical evidence supports the use of the theory with minority cultural groups, 

2.2 Retirement based Theories 

These theories are expected to complement vocational theories discussed earlier. 

Disengagement theory: Suggests that older adults tend to be less connected socially, the decreased interactions 

are associated with how they view themselves, and the type of relationships they maintain will shift given their 

decreased involvement in formerly central roles (Cummings et al., 1960). This theory does not take a 

developmental approach and does not focus on retirement as a career phase; however, retirement is associated 

with having fewer life spaces and transition in interaction styles. That is, older adults, especially those who have 

stopped working, may be less focused on seeking approval and more focused on family relationships. The 

disengagement and reengagement process are viewed in a positive light when the decision is voluntary and based 

on balancing work and life satisfaction; however, many individuals feel forced into disengagement and experience 

a loss of independence.Theory of continuity: This is based on the premise that older adults who preserve a similar 

lifestyle in retirement as they previously had will have a higher level of psychological well-being (Atchley, 1989). 

According to Feldman and Beehr (2011), bridging employment among other gradual transitions into retirement 

helps older adults to maintain structure and their self-image through meaningful activities. Specifically, research  
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on bridge employment corroborates the basic tenets of continuity theory in that individuals who enjoy their work 

or succeed in their careers tend to choose same-career bridge employment whereas other-field bridge employment 

often occurs in response to job strain (Gobeski & Beehr, 2008). Continuity theory recognizes the disadvantages 

of a complete cessation from work without having other aspirations. Therefore, this model addresses retirement 

as a stage of life and recognizes that well-being is connected to balancing work and life satisfaction. 

Role theory: This theory by Linton (1936, cited in George, 1993) links roles with status and other social 

affiliations such as age, race, religion, sex, and socioeconomic status. According to George (1993), transitions in 

life such as retirement are associated with role theory in that individuals enter and exit various roles as they move 

from one life stage to the next. Although laws protect older adults from most forms of mandatory retirement, the 

perception that retirement is involuntary is more likely to occur when this role does not align with social 

expectations of retiring at a specific age (van Solinge and Henkens, 2007). Moreover, when retirement is viewed 

as involuntary, it has a negative impact on self-efficacy and the ability to adjust (van Solinge and Henkens, 2005). 

3.0 Conceptual Framework 

In the Bahrain context, the interplay of the various theories is seen. Skills and knowledge of the individual should 

be considered as a form of capital to be invested in, as identified in human capital theory. This includes the length 

of service in the organization as a proxy for job relevant knowledge or ability. Hence, HRP should develop this 

capital to retain employees to be more productive. Maslow's theory on human beings is intrinsically involved in 

behavioural incentives. Hence, leadership should consider motivation to delay departure (meaning early 

retirement from this particular system) from an organization. Factors in the workplace cause job satisfaction, 

while a separate set of factors causing dissatisfaction and motivation for internal values plays a role. This can be 

a likely cause of employees moving out or staying in a system, meaning delaying retirement from a system as 

explained by the two-factor theory. Social exchange theory, where people weigh the potential benefits and risks 

of social relationships. Negotiated exchanges between parties and comparison of alternatives. People make 

decisions based on specific outcomes based on self-interest. The parties could be an employer-employee 
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relationship that may decide on departure from a system. Retirement as a stage in working life; work satisfaction, 

motivation, and work variables at retirement age; work choices at retirement age; Cultural and other minority 

status issues in the work/retirement decision. 

 

Figure 3.1: Theory frame 

4. Discussion 

Noise: Author’s new narrative, original idea, based on the reasoning that all variables flow in and out of an 

environment,  

Positive and negative noise: Author’s narrative of satisfaction and dissatisfaction based on the Social Cognitive 

Career Theory, Theory of Work-Adjustment and Continuity Theory 

Time-line: Author’s narrative, original idea based on the theory that it is a stage; the author had included 

continuity, hence the use of time-line based on Theory of Vocational Development, Career Construction Theory 

and Role Theories of Retirement 

Interaction: Author’s narrative, pull and push factors, idea based on Theory of Work Adjustment 

Stay intention: based on theories of interaction, Theory of Work Adjustment and the two-factor theory 

Repeating cycle: author’s narrative of forward movement along the time-line, Human capital theory. 
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5.0 Conclusion  

This article reviewed relevant empirical evidence that is used to adduce factors that are significant to 

understanding employees’ intention for earlier retirement. The factors identified are categorised as push factors 

from HRM and pull factors from the external environment. And together with relevant theories on retirement, a 

framework is designed with a longitudinal time frame in mind, that can be used to investigate and understand the 

phenomenon of early retirement intention especially among employees of the health sector in Bahrain. 
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