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Abstract. This study investigates the direct or indirect impact of transformational leadership and adaptive
resilience on affective commitment and turnover intention. Qualitative research was conducted to validate
the concepts and the research model and quantitative research was carried out to analyze data from 310

employees selected via convenient sampling in Vietnam. The results reveal that transformational leadership
does not only directly affect adaptive resilience and turnover intention, but also indirectly and fully affects af-
fective commitment via adaptive resilience, and indirectly and partially affects turnover intention via affective
commitment and adaptive resilience. Furthermore, adaptive resilience significantly impacts turnover intention
via affective commitment. There is no proof in the research that adaptive resilience directly affects turnover
intention. This research has documented valuable experiences related to the adaptive resilience of organiza-
tions following social crises in the relationship between leadership and turnover for scholars and managers

in the future.
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1. Introduction

Although the Covid-19 pandemic is gradually dying down,
the global economy has not fully recovered and has been
coping with other local crises like the conflict between
Russia and Ukraine, the earthquakes in Turkey, the ex-
treme weather catastrophes like flooding storms in China
or Libya, the forest fires in Hawaii, etc. The global economy
would have been in more unstable and precarious condi-
tions than ever before, making the task of adapting to the
post-Covid-19 crisis more challenging. According to the
International Labor Organization (ILO), 207 million people
would be jobless globally in the post-Covid 19 period, up
from 186 million in 2019, and this number would be higher
than before the pandemic until at least 2023.

In the early years of the twenty-first century, the
COVID-19 pandemic was considered an unexpected ca-
tastrophe for humanity. The majority of nations have
gone through economic difficulty, with the tourist, food
and beverage, transportation, lodging and entertainment,

and supply chain sectors all showing very little recovery.
Vietnam is now no exception. Vietnam's labor market has
been struggling with a number of interrelated issues. Bu-
siness activities have decreased due to the global drop
in aggregate demand, inflation, supply chain disruptions,
etc. For Vietnamese organizations to recover, leaders have
had to reorganize both their financial and human struc-
tures. The circumstance where employees quit their firms
during the post-crisis adaptive recovery has led to higher
unemployment rates in recent years. The General Statistics
Office of Vietnam reports that the number of persons who
are jobless and of working age remains high and tends
to rise (in the second quarter of 2023 with 1.07 million
people at a rate of 2.30% and an increase of 25.4 thou-
sand people compared to the previous quarter at a rate
of 0.05%). In June 2022, VietnamWorks, a top headhunter
in Vietnam, surveyed more than 3,000 persons employed
in a variety of occupations across several areas. According
to the survey's findings, more than 40% of workers have
quit their employment for a variety of reasons, including
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company culture, career path changes, reduced pay and
benefits, a drop in the number of employees, and others.
For comparable reasons, such as seeking new chances du-
ring the organizational recovery time, uninteresting work,
or a lack of flexibility in working hours, 60% of individuals
keep their existing jobs but still think about looking for a
new one. The Vietnamese Government has given a stra-
tegy to stabilize the labor market and encourage resilient
firms through government resolutions in order to address
the aforementioned concerns.

Vietnam is ranked as one of the seven nations most
likely to experience a recession and significant levels of
inflation following the pandemic (Sharma, 2023). Due to its
extreme openness, alterations in the surrounding environ-
ment would have a significant effect on the advancement
of both the social and economic spheres. Foreign direct
investment, tourism, agriculture, and crude exports are the
main drivers of Vietnam's economy (Nguyen et al., 2022).
According to some assessments, Vietnam's economy is
characterized by unsustainable development, inadequate
infrastructure, a shortage of human resources, low bud-
get income, a sluggish pace of investment disbursement,
and a lot of unfavorable real estate market volatility (Thao,
2022). Additionally, according to the magazine's reviews
cited above, economic experts acknowledged that the
Covid-19 pandemic has left many Vietnamese small and
medium-sized businesses at a lot of disadvantage. They
confirmed that the important factor determining the adap-
tation, survival, and development of Vietnamese business-
es is the role of administrators in creativity and leadership
via specific development strategies. Theoretically, Vietham
has a collectivist culture, it means that emphasizes the in-
terdependence between people and the uniqueness of the
collective instead of the individual so administrators must
find it hard to come up with both deep and broad mea-
sures while facing emergencies and unforced situations
quickly such as the Covid-19 pandemic. Practically, the
majority of Vietnamese businesses gradually recovered af-
ter the pandemic ended, but Vietnamese researchers have
not investigated pieces of evidence related to the way that
business administrators execute how to adapt their orga-
nizations in front of the pandemic. Besides, only a few
studies on turnover intention have been mentioned during
the Covid-19 outbreak in Vietnam (Giao et al.,, 2020; Kar &
Phuong, 2022; Le et al., 2022; Wahyuni et al., 2023); never-
theless, none of them were engaged in adaptive resilience
and transformational leadership. Fortunately, the qualita-
tive research by Ngoc Su et al. (2021) confirmed that the
capacity of Vietnamese tourist enterprises to recover was
largely dependent on leadership, mission, and vision. This
study stressed the importance of leaders with a transfor-
mational style in fostering organizations’ adaptation, but it
also called for leaders to boost staff commitment to recov-
ery in addition to financial measures. Santoso et al. (2022)
stated that leaders with a transformational style, who were
oriented toward the goal and vision of their organizations,
were crucial in crisis management because they inspired,
encouraged, and motivated staff.
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Numerous prior studies have examined the indirect im-
pact of transformational leadership on turnover intention
through a variety of mediators, but they have neglected
to focus on a crucial stepping stone that includes both
adaptive resilience and affective commitment while the or-
ganization is required to react to and adapt to challenging
circumstances. This study is expected to fill the gap by
investigating the mediating role of adaptive resilience and
affective commitment in the relationships between trans-
formational leadership, adaptive resilience, and employees’
turnover intention in relation to the Covid-19 pandemic
in Vietnam.

The remaining elements of this study include the theo-
retical framework and hypotheses, methodology for re-
search, sample, measures and procedures, research results
and discussions of findings, management implications, and
research limitations.

2. Theoretical framework and hypotheses

Numerous studies have been conducted to investigate
turnover intention during or after a crisis. Studies that
looked at adaptive resilience as a mediating factor be-
tween transformational leadership and emotional commit-
ment as well as between transformational leadership and
turnover intention are, nevertheless, uncommon. Especial-
ly, the impact of adaptive resilience to turnover intention
has never emerged after a previous considerable crisis.

Turnover, which is considered an “employee’s perma-
nent movement beyond the boundary of the organization”
(Rahman & Nas, 2013, p. 568), includes voluntary turn-
over and involuntary turnover. Voluntary turnover occurs
when an employee chooses to leave the company of their
own free will as “avoidable” while involuntary turnover
occurs when an organization terminates services with an
employee and the employee leaves his or her position in-
voluntarily as “unavoidable” (Griffeth & Hom, 2001; Price,
2001). The theory of planned behavior states that turn-
over intention is a source of turnover. It was a multi-stage
process with three components psychological, cognitive,
and behavioral characters (Takase, 2010). Reducing existing
voluntary turnover rates proactively would help businesses
to be better equipped to handle all upcoming problems
(Dawley et al.,, 2010).

Affective commitment is one of three components of
organizational commitment, which are acknowledged as
negative indicators of turnover (Allen & Meyer, 1990). It
is a partisan, emotive commitment to the organization’s
objectives and values, as well as to one’s place in regard
to those objectives and ideals (Buchanan Il, 1972) or “an
affective or emotional attachment to the organization such
that the strongly committed individual identifies with, is
involved in, and enjoys membership in the organization”
(Allen & Meyer, 1990). Affective commitment has mediated
multiple relationships in which it did not rule out the as-
sociation between any factor and turnover intentions (e.g.
Galletta et al., 2011; Gim et al., 2015; Gyensare et al., 2016;
Lee et al., 2021; To & Billy, 2023; Tumwesigye et al., 2020).
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Barasa et al. (2018) noted that resilience is a system's
ability to continue to task and meet its objectives in front
of disadvantages; and furthermore, resilience is "not just
a system’s capacity to withstand shocks, but also to adapt
and transform.”. Van Breda (2011) indicated that workplace
resilience helped organizations to be resistant to disrup-
tion in the face of change and adaptive in the face of
crisis situations. Thus, resilience was a positive capacity in
organizational behavior (Luthan, 2002). Organizational re-
silience is divided into two dimensions including planned
resilience and adaptive resilience (Gongalves et al., 2019;
Lee et al,, 2013; Whitman et al,, 2013). According to Barasa
et al. (2018), planned resilience is plans pre-prepared by
organizations to cope with the disadvantages of negative
situations in the future. On the opposition, adaptive resil-
ience is capacities of organizations that cope with events
during a crisis to respond to emergent situations. Lin-
nenluecke et al. (2012) stated that adaptive resilience is
a process of organizational adaptation to adverse events
that experienced five stages such as pre-adaptation, expo-
sure, recovery and restoration, post-impact determination
of the organization’s overall resilience, and future adapta-
tion. Adaptive resilience motivates individuals to perform
tasks; reduces work difficulties and psychological trauma;
and stimulates creativity and growth in times of crisis; in
other words, adaptive resilience can be considered one of
the job resources because it produces positive outcomes
for individuals and it supports organizations to overcome
adversity and achieve goals (Demerouti et al,, 2001; Hal-
besleben et al., 2014). Llorens et al. (2006) based on the
job demands-resources (JD-R) model confirm that job
resources are positively related to organizational com-
mitment through their impact on work engagement,
thus adaptive resilience as a resource can influence or-
ganizational commitment. Azusa and Hiroyuki's (2013)
study confirmed that organizational resilience positively
impacted workers' affective commitment from the Great
East Japan Earthquake in 2011. A majority of studies in-
vestigated turnover intention directly or indirectly related
to the psychological and behavioral resilience to overcome
a shock of frontline workers such as nurses, doctors, or
hotel restaurant employees (Cao & Chen, 2021; Chen &
Qi, 2022; Labrague & de Los Santos, 2021; Sun et al., 2023;
Wibowo & Paramita, 2022; Yan et al., 2021).

According to Holmberg et al. (2016), strong leadership
is a key component of a resilient organization. In addition
to financial restrictions, organizational culture, and the or-
ganization's vision and goal, leadership is a business man-
agement aspect of organizational resilience regarding hu-
man resource practices (Ngoc Su et al., 2021). According to
the theory of adaptive organization, administrators could
make a balance effective between their organizations and
environments by maintaining operational efficiency, using
environmental shocks to seek new opportunities, trying
to minimize harm to maximize benefits, and resolving dis-
advantages (Burgelman, 1991; Jennings & Seaman, 1994;
Miles et al., 1978). These adaptable strategies, also known
as adaptive resilience, assist companies in overcoming

challenging circumstances like the Covid-19 epidemic.
However, since Valero et al. (2015)'s study in the field of
emergency management established empirical evidence
on the influence of a transformative leader on a resilient
organization, only a few similar studies have been con-
ducted (Abd-EL Aliem & Abou Hashish, 2021; Madi Odeh
et al., 2023; Shuja & Abbasi, 2016); especially, Minh and
Long (2023) provided empirical pieces of evidence linking
transformational leadership with adaptive resilience in a
post-crisis era in Vietnam. Numerous earlier studies on
turnover have included affective commitment as a media-
tor (Astuty & Udin, 2020; Lee et al., 2021; Ribeiro et al.,
2018); especially, its mediating role in the relationship
between transformational leadership and turnover inten-
tion has been established (Gyensare et al,, 2016; Samuel &
Engelbrecht, 2021). Finally, transformative leadership was
found by Park and Pierce (2020), Oh and Chhinzer (2021),
and Yicel (2021) to have a direct impact on the intention
to quit. The above pieces of evidence are enforced by the
crossover model (Hobfoll et al., 2018) that the process of
crossover exchanges between transformational leadership,
adaptive resilience, affective commitment, and turnover in-
tention in the resource caravan enhances and accumulates
individuals’ resource accumulation, creating and sustaining
engaged and resilient teams and organizations. Thus, wise
leadership should be to develop interventions to increase
positive resource exchanges.

From the above literature review, the direct and in-
direct effects of transformational leadership, adaptive re-
silience, and affective commitment on turnover intention
need to be proved by empirical pieces of evidence. Ad-
ditionally, it must clarify how adaptive resilience buffered
between the established relationships. Thus, the following
hypotheses are proposed:

H1: Transformational leadership significantly and posi-
tively influences adaptive resilience.

H2: Adaptive resilience significantly and positively influ-
ences affective commitment.

H3: Affective commitment significantly and negatively
influences turnover intention.

H4: Transformational leadership significantly and nega-
tively influences turnover intention.

H5: Adaptive resilience significantly and negatively in-
fluences turnover intention.

H6: Adaptive resilience significantly and negatively in-
fluences turnover intention via affective commitment.

H7: Transformational leadership significantly and posi-
tively influences affective commitment via adaptive resil-
lence.

H8: Transformational leadership significantly and nega-
tively influences turnover intention via adaptive resilience.

H9: Transformational leadership significantly and nega-
tively influences via turnover intention, adaptive resilience
and affective commitment.
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3. Method

Following the literature review, the conceptual model is
proposed in Figure 1. Then, the focus group participants
were selected from other sectors so that the sample was
representative. The sample comprised a total of 3 females
and 5 males. The purpose of the focus group discussion
was to gather data about the participants’ perceptions re-
lated to leadership, adaption, commitment and turnover
intention to confirm the concepts, and the relationships
between them. Then, the quantitative research method
was used to test the model.

4. Sample, measures and procedures

The first step was to run a pilot study to determine the
most appropriate scale, verify that the language is un-
ambiguous, that no emotional or leading questions were
asked, and how long the questionnaire needed to take.
The study removed three duplicate items after matching
the Benchmark Resilience Tool-13B (BRT-13B) (Whitman
et al, 2013) and the Global Transformational Leadership
Scale (GTL) (Carless et al., 2000). Then, 380 questionnaires
were distributed, of which 310 completed questionnaires
were used for quantitative analysis via convenient sam-
pling. Respondents belonged to different occupied posi-
tions, tenures, and different forms of ownership. All the
respondents graduated from university. The Global Trans-
formational Leadership Scale (GTL) measured transforma-
tional leadership with 7 items. The GTL had satisfactory
reliability (Cronbach'’s value of 0.93) to measure a single
leadership construct. A short-form version of the Bench-
mark Resilience Tool-53 (BRT-53) with 13 items, namely
the BRT-13B, of which 8 items were adaptive resilience,
was used to measure organizational resilience within the
impacts and effects of diversity. Cronbach’s value of this
dimension was above 0.80. The Affective Commitment
Scale (ACS) (Allen & Meyer, 1990) was used to measure
affective commitment. Employees with affective attach-
ment stay on the job because they want to, hence the
ACS has proven an effective instrument for evaluating af-
fective commitment. The ACS was a unitary construct with
8 items, of which five are positively phrased and four are
negatively phrased. The reliability for ACS was 0.87. Three
components from Donnelly Jr and Ivancevich’s (1975) re-
search were used to create a measure of the Employee
Turnover Intention (ETI). This measure had been used in
previous research (Carmeli & Freund, 2009; Haque et al.,
2019; Jeswani & Dave, 2012; Singh et al.,, 1994). Consist-
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ently, the survey used Likert-type scales with responses
from 1 (strongly disagree) to 5 (strongly agree).

The second step is the preliminary assessment, which
was conducted by SPSS 22 including Cronbach'’s values
and exploration factor analysis 1 (EFAT) and exploration
factor analysis 2 (EFA2). EFA 1 was to develop and refine
scales (Reio Jr & Shuck, 2015). EFA 2 was to check common
method bias (Podsakoff et al., 2003).

The third step is to assess the measurement model and
the structural model proposed through the PLS algorithm
and bootstrapping (5000 subsamples) (Hair et al., 2021)
by Smart PLS4.

5. Result

Descriptive statistics (Table 1) indicate that most females
had responded to the survey (73.9%). A high proportion
of respondents were aged below 30 years old (77.1%).
The percentage of positions occupied as an employee was
89.0%. Nearly 72% of respondents had tenure between
1 and 5 years. Significantly, 64.2% of respondents have
been working in private organizations, and these percent-
ages in public and foreign organizations were 14.8% and
21%, respectively. Similarly, the proportion of respondents
working in the education, manufacturing, and commercial
business sectors is 23.9%, 19.7%, and 14.8%, respectively,
and the others account for 41.6%. These characteristics
of the sample are representative and meet the research
objectives.

Table 1. Characteristics of respondents

Categories Percentage (%)
Gender
Female 739
Male 26.1
Age
Below 30 years old 77.1
Between 30 years old and 45 years old 22.6
Above 45 years old 0.3
Tenure
Below 5 years 719
Between 5 years and 15 years 26.8
Between 15 years and 30 years 13
Above 30 years 0.0
Position occupied
Employee 89.0
----- 1
1
1
4
Affective H3- Turnover

commitment intention

A A
H5- H6-

Fmmmmmm
! H7+
|
I
Transformational H1+ Adaptive
leadership resilience
H4- H8- H9-

Figure 1. Conceptual model and hypotheses
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End of Table 1

Table 2. Construct reliability and validity

Categories Percentage (%) ron. Com- Com- | Average
Group Leader 7.4 ltems Loading | bach's posite | posite |variance
Departmental Leader 32 Alpha “?:E:'!;y re"(fék;{')“ty ex(t;\z:/cEt)ed
Organization Leader 0.3 -
. Trans-
Ownership formational
Private 642 leadership 0893 | 0898 | 0916 | 0611
Public 14.8 (TraLea)
Foreign 21.0 AC128 0.717
Career categories AC229 0.677
Education 239 AR823 0.759
Production 19.7 TL124 0.802
Commercial Business 14.8 TL225 0.839
Fiscal Monetary 84 TL326 0.832
Transport/Logistics 3.9 TL427 0.830
Advisory/Design/Building 2.9 Adaptive
Health Care 55 resilience 0.888 0.908 0.915 0.645
- AdaRes
Real Estate 35 ( )
- AR116 0.679
Services 71
: AR217 0.691
Tourism/Restaurant/Hotel 2.6
AR318 0.876
Media/Marketing/Advertising 2.6
Technology/Engi - 6 AR419 0.869
echnology/Engineerin .
L gy7ENg! "9 >3 AR520 0.840
a .
Ot\:: 13 AR621 0.837
ers .
Affective
. . it t 0.887 0.891 0.923 0.752
The result of EFA1 was that the ACS with 8 items had (C:frpcrzlmr;]en
two excluded items (i.e., one item with corrected item-total ACA3] 0734
correlation 0.268 and the other one with 0.301). The BRT- ACE33 0'914
13B consisted of 6 items (i.e., one excluded item and one ACT34 0.916
item adding to the GTL). The GTL was included 7 items (i.e., :
3 excluded items by duplicated with the BRT-13B, 2 items AC835 0.891
from the ACS and 1 other item from the BRT-13B1) and Tutm?’er 0915 | 0930 | osas | ossa
4 items of the ACS. The EFA2 was undertaken on 20 rep- '(?uerTn;m ’ ’ ' '
resentative items of the study, with the results indicating a1 0923
that the single factor explained only 45.173% of the total T4 0'949
variance, which is below the threshold of 50% (Podsakoff .
et al., 2003) TI343 0.905

The reliability and validity scores of the constructs are
revealed in Table 2. The value of Cronbach’s Alpha and fac-
tor loadings for all constructs were higher than 0.7, excep-
tion for factor loadings of two items of adaptive resilience
and one item of transformational leadership. However, all
AVE values of the constructs were above the 0.50 thresh-
old (from 0.611 to 0.854), and the CR of measures ranged
from 0.915 to 0.946, thus not removing any of the items.
Furthermore, the rho-a values also ranged from 0.888 to
0.929, so all constructs are internally consistent and ful-
fill the condition of convergent validity (Fornell & Larcker,
1981; Hair Jr et al.,, 2021).

The discriminant validity was considered by compar-
ing the square root of each AVE in the diagonal with the
correlation coefficients (off-diagonal) for each construct in
the relevant rows and columns. Table 3 indicated that the
discriminant validity of constructs satisfied the conditions
that all the inter-correlations between the constructs were
lower than the square root of AVE. Besides, the values of

HTMT ratios for all the constructs are below 0.9, implying
no multicollinearity among the latent constructs. Table 3
shows that the highest value of the HTMT ratio did not
embrace the 0.85 threshold (i.e., 0.770 is the highest), so
the study’s discriminant validity has been established (For-
nell & Larcker, 1981; Hair Jr et al., 2021).

The R-square values showed that transformational
leadership explained 43.6% of the variance in adaptive
resilience. Transformational leadership and adaptive resil-
ience explained 23.8% of the variance in affective com-
mitment, while transformational leadership and affective
commitment explained 24.6% of the variance in turnover
intention. The path coefficients in Table 4 showed that
transformational leadership resilience has a significant
and positive relationship with adaptive resilience (H1,
B = 0.662, p = 0.000), adaptive resilience significantly and
positively impacts to affective commitment (H2, B = 0.491,
p = 0.000), affective commitment also has a significant
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Table 3. Fornell-Larcker criterion and HTMT ratios
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Q)] ) (3) 4
(1) Affective commitment (AffCom) 0.867 0.543 0.491 0.770
(2) Adaptive resilience (AdaRes) 0.491 0.803 0.298 0.725
(3) Turnover intention (Turlnt) -0.447 -0.282 0.924 0.515
(4) Transformational leadership (Tralea) 0.680 0.662 -0.460 0.782

and negatively relationship with turnover intention (H3,
B = -0.224, p = 0.001) and transformational leadership
also has a significant and positive influence on turnover
intention (H4, B = -0.339, p = 0.000). On the contrary,
the influence of adaptive resilience on turnover intention
is not significant (H5, p = 0.069, p = 0.354). Thus, four of
four hypotheses are supported.

According to Cohen (2013), the 2 values indicated the
contribution of predictor variables toward dependent vari-
ables. The effect sizes (f2) of H1, H2, H3 va H4 are positive.
Transformational leadership (f2 = 0.780) has the largest,
strong effect size on adaptive resilience. Adaptive resil-
ience has a medium effect (f2 = 0.317) on predicting af-
fective commitment, and transformational leadership and
adaptive resilience have the very small effects on turnover
intention (f2 = 0.065 and f2 = 0.043).

According to Zhao et al. (2010), if the bootstrapped in-
direct effect is significant and the confidence interval does
not include zero, a mediator is supported. An examina-
tion of the specific indirect effects revealed that affective
commitment partially mediates the relationship between
adaptive resilience and turnover intention (H6, B = —0.120,
p = 0.001; BcaCl: -0.197 — —-0.050) and adaptive resilience
has a partial mediating effect between transformational
leadership and affective commitment (H7, = 0.325, p =
0.000; BCaCl: 0.239 — 0.404) and adaptive resilience and
affective commitment are the full mediators between

Table 4. Structural path results

transformational leadership and turnover intention (H9,
B =-0.079, p = 0,002; BCaCl: -0.135 — -0.032). In contrast,
adaptive resilience is not a role of mediating between
transformational leadership and turnover intention (H8,
B = 0.046, p = 0.362; BCaCl: -0.050 — 0.145). However,
if it examines total indirect effects from transformational
leadership to turnover intention, this relation is insignifi-
cant (H8&H9, B = -0.034, p = 0.542; BCaCl: -0.143 — 0.076).

6. Discussion

This study was taken to determine how adaptive resil-
ience influences on affective commitment and turnover
intention, how transformational leadership influences on
adaptive resilience, affective commitment and turnover
intention, and how affective commitment influences on
turnover intention.

The strongest direct impact on adaptive resilience of
organizations belongs to transformational leadership (H1,
B =0.662, p = 0.000). The evidence proves that the role of
leaders and the way that leaders can operate their organi-
zations are extremely important, determining the success
of organizational recovery processes after the pandemic
in Vietnam. However, this is a repeat of many prior works
in countries (Abd-EL Aliem & Abou Hashish, 2021; Madi
Odeh et al, 2023; Minh & Long, 2023; Shuja & Abbasi,
2016).

Hypotheses coe?f-'?iilnts BCa intervals p-value f2 Supported
Direct effects
H1: Tralea -> AdaRes 0.662 0.585-0.721 0.000 0.780 Yes
H2: AdaRes -> AffCom 0.491 0.390-0.574 0.000 0.317 Yes
H3: AffCom -> Turint -0.244 -0.37 —(-0.097) 0.001 0.043 Yes
H4: Tralea -> TurInt -0.349 —-0.504—(-0.189) 0.000 0.065 Yes
H5: AdaRes -> Turlnt 0.069 -0.076-0.214 0354 0.004 No
Specific indirect effects
H6: AdaRes -> AffCom -> Turint -0.120 -0.197-(-0.050) 0.001 Yes
H7: TralLea -> AdaRes -> AffCom 0.325 0.239-0.404 0.000 Yes
H8: TralLea -> AdaRes -> Turint 0.046 —-0.050-0.145 0.362 No
H9: Tralea -> AdaRes -> AffCom -> Turint -0.079 -0.135—(-0.032) 0.002 Yes
Total indirect effects
H6: AdaRes -> Turint -0.120 —-0.197—(-0.050) 0.001 Yes
H7: Tralea -> AffCom 0.325 0.239-0.404 0.000 Yes
H8, H9: Tralea -> Turlnt -0.034 -0.143-0.076 0.542 No
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It can also be one rare study that confirms a full buffer
of organizational adaptive resilience of between transfor-
mational leadership and affective commitment (H7, B =
0.325, p = 0.000) based on job demand — resource model
with adaptive organizational resilience as job resource
(Llorens et al., 2006).

In particular, it is not significant if only adaptive resil-
ience mediates between transformational leadership and
turnover intention (H8, B = 0.046, p = 0.362), but if existing
the resource caravan from adaptive organizational resil-
ience to affective commitment partially between transfor-
mational leadership and turnover intention, the relation-
ship is supported (H9, B = -0.079, p = 0.002). In contrast
to the resource caravan, transformational leadership direct
negatively and significantly influences on turnover inten-
tion (H4, B = -0.349, p = 0.000). Thus, adaptive organiza-
tional resilience and affective commitment have a partial
mediating role. However, the magnitude of the indirect
effect of the resource caravan is not strong (B = —0.079)
and the other specific indirect effect is not accepted (H8,
B = 0.046, p = 0.362), so the total indirect effect becomes
insignificant (H8, H9, B = —0.034, p = 0.542 > 0.05). Any-
way, this evidence is still one of rather fresh discoveries
about organizational adaptive resilience as a mediating
variable because of only a few previous studies mention-
ing the mediating role of resilience of individuals in the
relationship between leadership and turnover intention
(Amunkete & Rothmann, 2015; Dutta & Khatri, 2017).

Besides, adaptive resilience of organizations has a di-
rect impact on individuals’ affective commitment (H2, B =
0.491, p = 0.000) and affective commitment plays a full
mediating role between adaptive resilience and turnover
intention (H6, B = —-0.120, p = 0.001), while this issues ap-
peared in prior works as individual resilience (Akcin, 2023;
Tait, 2008; Yan et al., 2021). It can be considered a niche
for which there has not been much empirical evidence
relating to the post-crisis, except for Azusa and Hiroyuki
(2013)'s research during the East Japan Earthquake Crisis
in 2011.

Finally, the direct relation has been recognized similar
to previous studies as affective commitment to turnover
intention (H3, B= -0.244, p = 0.000). Nevertheless, the im-
pact of adaptive resilience to turnover intention is denied
(H5, = 0.069, p = 0.354).

7. Conclusions

This study provides evidence of the indirect or direct role
of adaptive resilience on the turnover intention framework,
which is quite rare in many previous studies involving hu-
man resource management after the crises; i.e., its full me-
diating role on the relationship between transformational
leadership and affective commitment and its partial medi-
ating role linked affective commitment on the relationship
between transformational leadership and turnover inten-
tion as well as its indirect and full activation on turnover
intention via affective commitment in the post-Covid-19
in Vietnam.

The study used the convenience sampling method
so the representativeness and credibility of the findings
would decrease. Choosing a stratified or random sampling
approach is the method that will increase the level of rep-
resentativeness and credibility in future studies. Besides,
the study was to be conducted with the sample collected
from many industries so the results cannot be consistent
when applied to a specific industry. Future research needs
to concentrate on solving the related issue of the specific
career, which is seriously affected by the crisis. Despite no
evidence has yet confirmed that adaptive organizational
resilience directly impacts turnover intention, the findings
clarify the theory of adaption resilience in organizational
behavior research and enforce more insights from the
previous works. Adaptive resilience influences turnover
intention or other behavioral variables which are still con-
sidered a gap that should be attended to much more in
academics.

The Covid-19 pandemic is a rare practice to help Viet-
namese administrators absorb a lot of experience, over-
come cultural rules, to cope with similar events in the fu-
ture when the world becomes more and more uncertain
called adaption. This research offers additional insight into
managers' awareness that leadership does not depend on
culture but also on each situation. Motivational and inspi-
rational leadership always plays an important role in the
process of leading an organization to cope, adapt, and
overcome adversities, thereby nurturing employees’ emo-
tional attachment to their organization in all situations.
The study also brings practice values to human resource
management about fostering and retaining employees
during the post-crisis.

References

Abd-EL Aliem, S. M. F., & Abou Hashish, E. A. (2021). The relation-
ship between transformational leadership practices of first-line
nurse managers and nurses’ organizational resilience and job
involvement: A structural equation model. Worldviews on Evi-
dence-Based Nursing, 18(5), 273-282.
https://doi.org/10.1111/wvn.12535

Akcin, K. (2023). The mediating effect of psychological resilience in
the impact of increasing job insecurity with the pandemic, on
organizational commitment and turnover intention. Kybernetes,
52(7). https://doi.org/10.1108/K-08-2022-1126

Allen, N. J., & Meyer, J. P. (1990). The measurement and ante-
cedents of affective, continuance and normative commitment
to the organization. Journal of Occupational Psychology, 63(1),
1-18. https://doi.org/10.1111/j.2044-8325.1990.tb00506.x

Amunkete, S., & Rothmann, S. (2015). Authentic leadership, psy-
chological capital, job satisfaction and intention to leave in
state-owned enterprises. Journal of Psychology in Africa, 25(4),
271-281. https://doi.org/10.1080/14330237.2015.1078082

Astuty, I, & Udin, U. (2020). The effect of perceived organizational
support and transformational leadership on affective commit-
ment and employee performance. Journal of Asian Finance,
Economics and Business, 7(10), 401-411.
https://doi.org/10.13106/jafeb.2020.vol7.n010.401

Azusa, K., & Hiroyuki, Y. (2013). Organizational resilience: An in-
vestigation of key factors that promote the rapid recovery of


https://doi.org/10.1111/wvn.12535
https://doi.org/10.1108/K-08-2022-1126
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1080/14330237.2015.1078082
https://doi.org/10.13106/jafeb.2020.vol7.no10.401

Business: Theory and Practice, 2024, 25(1), 200-209

organizations. Academic Journal of Interdisciplinary Studies,
2(9), Article 188. https://doi.org/10.5901/ajis.2013.v2n9p188

Barasa, E., Mbau, R, & Gilson, L. (2018). What is resilience and how
can it be nurtured? A systematic review of empirical literature
on organizational resilience. International Journal of Health
Policy and Management, 7(6), 491-503.
https://doi.org/10.15171/ijhpm.2018.06

Buchanan I, B. (1972). Building organizational commitment: The
socialization of managers in work organizations. Yale University.

Burgelman, R. A. (1991). Intra-organizational ecology of strategy
making and organizational adaptation: Theory and field re-
search. Organization Science, 2(3), 239-262.
https://doi.org/10.1287/orsc.2.3.239

Cao, X.,, & Chen, L. (2021). Relationships between resilience, em-
pathy, compassion fatigue, work engagement and turnover
intention in haemodialysis: A cross-sectional. Journal Nurse
Management, 29(5), 1054-1063.
https://doi.org/10.1111/jonm.13243

Carless, S. A, Wearing, A. J,, & Mann, L. (2000). A short measure
of transformational leadership. Journal of Business and Psychol-
ogy, 14(3), 389-405. https://doi.org/10.1023/A:1022991115523

Carmeli, A, & Freund, A. (2009). Linking perceived external pres-
tige and intentions to leave the organization: The mediating
role of job satisfaction and affective commitment. Journal of
Social Service Research, 35(3), 236-250.
https://doi.org/10.1080/01488370902900873

Chen, H., & Qi, R. (2022). Restaurant frontline employees’ turnover
intentions: Three-way interactions between job stress, fear of
COVID-19, and resilience. International Journal of Contempo-
rary Hospitality Management, 34(7), 2535-2558.
https://doi.org/10.1108/IJCHM-08-2021-1016

Cohen, J. (2013). Statistical power analysis for the behavioral sci-
ences. Routledge. https://doi.org/10.4324/9780203771587

Dawley, D., Houghton, J. D., & Bucklew, N. S. (2010). Perceived
organizational support and turnover intention: The mediating
effects of personal sacrifice and job fit. The Journal of Social
Psychology, 150(3), 238-257.
https://doi.org/10.1080/00224540903365463

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B.
(2001). The job demands-resources model of burnout. Journal
of Applied Psychology, 86(3), 499-512.
https://doi.org/10.1037/0021-9010.86.3.499

Donnelly Jr, J. H.,, & Ivancevich, J. M. (1975). Role clarity and the
salesman: An empirical study reveals that perceived role clar-
ity may be an important factor in maximizing a salesman’s job
performance. Journal of Marketing, 39(1), 71-74.
https://doi.org/10.1177/002224297503900112

Dutta, S., & Khatri, P. (2017). Servant leadership and positive or-
ganizational behaviour: The road ahead to reduce employees’
turnover intentions. On the Horizon, 25(1), 60-82.
https://doi.org/10.1108/0TH-06-2016-0029

Fornell, C., & Larcker, D. F. (1981). Evaluating structural equation
models with unobservable variables and measurement error.
Journal of Marketing Research, 18(1), 39-50.
https://doi.org/10.2307/3151312

Galletta, M., Portoghese, I., & Battistelli, A. (2011). Intrinsic motiva-
tion, job autonomy and turnover intention in the Italian health-
care: The mediating role of affective commitment. Journal of
Management Research, 3(2), 1-19.
https://doi.org/10.5296/jmr.v3i2.619

Giao, H. N. K, Vuong, B. N., Huan, D. D., Tushar, H., & Quan, T. N.
(2020). The effect of emotional intelligence on turnover inten-
tion and the moderating role of perceived organizational sup-

207

port: Evidence from the banking industry of Vietnam. Sustain-
ability, 12(5), Article 1857. https://doi.org/10.3390/su12051857

Gim, G. C. W,, Desa, N. M., & Ramayah, T. (2015). Competitive psy-
chological climate and turnover intention with the mediating
role of affective commitment. Procedia — Social and Behavioral
Sciences, 172, 658-665.
https://doi.org/10.1016/j.sbspro.2015.01.416

Gongalves, L., Navarro, J. B, & Sala, R. (2019). Spanish validation of
the benchmark resilience tool (short-form version) to evaluate
organisational resilience. Safety Science, 111, 94-101.
https://doi.org/10.1016/j.ssci.2018.09.015

Griffeth, R. W., & Hom, P. W. (2001). Retaining valued employees.
Sage. https://doi.org/10.4135/9781452231242

Gyensare, M. A., Anku-Tsede, O., Sanda, M.-A,, & Okpoti, C. A.
(2016). Transformational leadership and employee turnover
intention: The mediating role of affective commitment. World
Journal of Entrepreneurship, Management and Sustainable De-
velopment, 12(3), 243-266.
https://doi.org/10.1108/WJEMSD-02-2016-0008

Hair Jr, J., Hair Jr, J. F, Hult, G. T. M,, Ringle, C. M., & Sarstedt, M.
(2021). A primer on partial least squares structural equation
modeling (PLS-SEM). Sage Publications.

Halbesleben, J. R. B,, Neveu, J.-P., Paustian-Underdahl, S. C., & West-
man, M. (2014). Getting to the “COR.". Journal of Management,
40(5), 1334-1364. https://doi.org/10.1177/0149206314527130

Haque, A, Fernando, M., & Caputi, P. (2019). The relationship be-
tween responsible leadership and organisational commitment
and the mediating effect of employee turnover intentions: An
empirical study with Australian employees. Journal of Business
Ethics, 156, 759-774.
https://doi.org/10.1007/s10551-017-3575-6

Hobfoll, S. E., Halbesleben, J., Neveu, Jean-P., & Westman, M.
(2018). Conservation of resources in the organizational con-
text: The reality of resources and their consequences. Annual
Review of Organizational Psychology and Organizational Be-
havior, 5, 103-128.
https://doi.org/10.1146/annurev-orgpsych-032117-104640

Holmberg, R, Larsson, M., & Backstrom, M. (2016). Developing
leadership skills and resilience in turbulent times. Journal of
Management Development, 35(2), 154-169.
https://doi.org/10.1108/JMD-09-2014-0093

Jennings, D. F., & Seaman, S. L. (1994). High and low levels of
organizational adaptation: An empirical analysis of strategy,
structure, and performance. Strategic Management Journal,
15(6), 459-475. https://doi.org/10.1002/smj.4250150604

Jeswani, S., & Dave, S. (2012). Impact of individual personality on
turnover intention: A study on faculty members. Management
and Labour Studies, 37(3), 253-265.
https://doi.org/10.1177/0258042X13484837

Kar, A., & Nguyen Thi Phuong, T. (2022). Investigating the influ-
ences of employer branding attributes on turnover intentions
of hospitality workforce in the COVID-19 in Vietnam. Journal
of Hospitality and Tourism Insights, 6(5).
https://doi.org/10.1108/JHTI-05-2022-0211

Labrague, L. J, & de los Santos, J. A. A. (2021). Resilience as a
mediator between compassion fatigue, nurses’ work outcomes,
and quality of care during the COVID-19 pandemic. Applied
Nursing Research, 61.
https://doi.org/10.1016/j.apnr.2021.151476

Le, L. H.,, Hancer, M., Chaulagain, S., & Phamm, P. (2022). Reducing
hotel employee turnover intention by promoting pride in job
and meaning of work: A cross-cultural perspective. Interna-
tional Journal of Hospitality Management, 109, Article 103409.
https://doi.org/10.1016/j.ijhm.2022.103409


https://doi.org/10.5901/ajis.2013.v2n9p188
https://doi.org/10.15171/ijhpm.2018.06
https://doi.org/10.1287/orsc.2.3.239
https://doi.org/10.1111/jonm.13243
https://doi.org/10.1023/A:1022991115523
https://doi.org/10.1080/01488370902900873
https://doi.org/10.1108/IJCHM-08-2021-1016
https://doi.org/10.4324/9780203771587
https://doi.org/10.1080/00224540903365463
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1177/002224297503900112
https://doi.org/10.1108/OTH-06-2016-0029
https://doi.org/10.2307/3151312
https://doi.org/10.5296/jmr.v3i2.619
https://doi.org/10.3390/su12051857
https://doi.org/10.1016/j.sbspro.2015.01.416
https://doi.org/10.1016/j.ssci.2018.09.015
https://doi.org/10.4135/9781452231242
https://doi.org/10.1108/WJEMSD-02-2016-0008
https://doi.org/10.1177/0149206314527130
https://doi.org/10.1007/s10551-017-3575-6
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1108/JMD-09-2014-0093
https://doi.org/10.1002/smj.4250150604
https://doi.org/10.1177/0258042X13484837
https://doi.org/10.1108/JHTI-05-2022-0211
https://doi.org/10.1016/j.apnr.2021.151476
https://doi.org/10.1016/j.ijhm.2022.103409

208 M. T. P Ha et al. The role of adaptive resilience in the relationship between transformational leadership, affective commitment and...

Lee, J., Kim, S, & Kim, Y. (2021). Diversity climate on turnover
intentions: A sequential mediating effect of personal diver-
sity value and affective commitment. Personnel Review, 50(5),
1397-1408. https://doi.org/10.1108/PR-11-2019-0636

Lee, A.V, Vargo, J., & Seville, E. (2013). Developing a tool to meas-
ure and compare organizations' resilience. Natural Hazards Re-
view, 14(1), 29-41.
https://doi.org/10.1061/(ASCE)NH.1527-6996.0000075

Linnenluecke, M. K., Griffiths, A, & Winn, M. (2012). Extreme
weather events and the critical importance of anticipatory
adaptation and organizational resilience in responding to
impacts. Business Strategy and the Environment, 21(1), 17-32.
https://doi.org/10.1002/bse.708

Llorens, S., Bakker, A. B., Schaufeli, W., & Salanova, M. (2006).
Testing the robustness of the job demands-resources model.
International Journal of Stress Management, 13(3), 378-391.
https://doi.org/10.1037/1072-5245.13.3.378

Luthans, F. (2002). The need for and meaning of positive organi-
zational behavior. Journal of Organizational Behavior, 23(6),
695-706. https://doi.org/10.1002/job.165

Madi Odeh, R. B. S., Obeidat, B. Y., Jaradat, M. O., Masa'deh, R, &
Alshurideh, M. T. (2023). The transformational leadership role
in achieving organizational resilience through adaptive cul-
tures: The case of Dubai service sector. International Journal
of Productivity and Performance Management, 72(2), 440-468.
https://doi.org/10.1108/1JPPM-02-2021-0093

Miles, R. E., Snow, C. C., Meyer, A. D., & Coleman Jr,, H. J. (1978).
Organizational strategy, structure, and process. Academy of
Management Review, 3(3), 546-562.
https://doi.org/10.5465/amr.1978.4305755

Minh, H. T. P, & Long, N. N. (2023). Adaptive resilience in a post-
pandemic era: A case of Vietnamese organizations. Problems
and Perspectives in Management, 21(3).
https://doi.org/10.21511/ppm.21(3).2023.17

Ngoc Su, D., Luc Tra, D., Thi Huynh, H. M., Nguyen, H. H. T., &
O'Mahony, B. (2021). Enhancing resilience in the Covid-19 cri-
sis: Lessons from human resource management practices in
Vietnam. Current Issues in Tourism, 24(22), 3189-3205.
https://doi.org/10.1080/13683500.2020.1863930

Nguyen, A.-T., Anwar, S., Alexander, W. R. J., & Lu, S.-H. (2022).
Openness to trade, foreign direct investment, and economic
growth in Vietnam. Applied Economics, 54(29), 3373-3391.
https://doi.org/10.1080/00036846.2021.2009112

Oh, J., & Chhinzer, N. (2021). Is turnover contagious? The impact
of transformational leadership and collective turnover on em-
ployee turnover decisions. Leadership & Organization Develop-
ment Journal, 42(7), 1089-1103.
https://doi.org/10.1108/LODJ-12-2020-0548

Park, T., & Pierce, B. (2020). Impacts of transformational leadership
on turnover intention of child welfare workers. Children and
Youth Services Review, 108.
https://doi.org/10.1016/j.childyouth.2019.104624

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P.
(2003). Common method biases in behavioral research: A criti-
cal review of the literature and recommended remedies. Jour-
nal of Applied Psychology, 88(5), 879-903.
https://doi.org/10.1037/0021-9010.88.5.879

Price, J. L. (2001). Reflections on the determinants of voluntary
turnover. International Journal of Manpower, 22(7), 600-624.
https://doi.org/10.1108/EUM0000000006233

Rahman, W., & Nas, Z. (2013). Employee development and turno-
ver intention: Theory validation. European Journal of Training
and Development, 37(6), 564-579.
https://doi.org/10.1108/EJTD-May-2012-0015

Reio Jr, T. G., & Shuck, B. (2015). Exploratory factor analysis: Impli-
cations for theory, research, and practice. Advances in Develop-
ing Human Resources, 17(1), 12-25.
https://doi.org/10.1177/1523422314559804

Ribeiro, N., Yiicel, I., & Gomes, D. (2018). How transformational
leadership predicts employees’ affective commitment and
performance. International Journal of Productivity and Perfor-
mance Management, 67(9), 1901-1917.
https://doi.org/10.1108/1JPPM-09-2017-0229

Samuel, O. M., & Engelbrecht, A. S. (2021). How transformational
leadership, psychological contract violation, empowerment
and affective commitment influence employee’s intention to
quit an organisation. South African Journal of Business Manage-
ment, 52(1). https://doi.org/10.4102/sajbm.v52i1.2278

Santoso, N. R., Sulistyaningtyas, I. D., & Pratama, B. P. (2022).
Transformational leadership during the COVID-19 pandemic:
Strengthening employee engagement through internal com-
munication. Journal of Communication Inquiry.
https://doi.org/10.1177/01968599221095182

Sharma, R. (2023). The seven economic wonders of a worried
world. Financial Times. https://www.ft.com/content/0c84da4b-
ccab-489f-aa7e-6039dd3ff6f9

Shuja, A, & Abbasi, A. S. (2016). An experimental investigation of
the mediating effect of organizational learning on transforma-
tional leadership and organizational resilience. Journal of Inde-
pendent Studies & Research: Management & Social Sciences &
Economics, 14(2). https://doi.org/10.31384/jisrmsse/2016.14.2.4

Singh, J., Goolsby, J. R, & Rhoads, G. K. (1994). Behavioral and
psychological consequences of boundary spanning burnout for
customer service representatives. Journal of Marketing Research,
31(4), 558-569. https://doi.org/10.1177/002224379403100409

Sun, C, Xing, Y., Wen, Y., Wan, X, Ding, Y., Cui, Y., Xu, W,,
Wang, X., Xia, H., Zhang, Q., & Yuan, M. (2023). Association be-
tween career adaptability and turnover intention among nurs-
ing assistants: the mediating role of psychological capital. BMC
Nursing, 22(25). https://doi.org/10.1186/s12912-023-01187-y

Tait, M. (2008). Resilience as a contributor to novice teacher suc-
cess, commitment, and retention. Teacher Education Quarterly,
35(4), 57-75.

Takase, M. (2010). A concept analysis of turnover intention: Impli-
cations for nursing management. Collegian, 17(1), 3-12.
https://doi.org/10.1016/j.colegn.2009.05.001

Thao, X. (2022). Many challenges for economic policy after Covid-19.
Business Forum Magazine. https://en.diendandoanhnghiep.
vn/many-challenges-fornbsp-economic-policy-after-covid-
19-n36112.html

To, W. M., & Billy, T. W. (2023). Impact of difficult coworkers on
employees’ turnover intention: The mediating roles of per-
ceived organizational support and affective commitment. Asia-
Pacific Journal of Business Administration.
https://doi.org/10.1108/APJBA-11-2022-0477

Tumwesigye, G., Onen, D., Oonyu, J., & Musaazi, J. (2020). The
mediating effect of affective commitment on the relationship
between human resource management practices and turno-
ver intentions of university employees. Education Quarterly
Reviews, 3(4). https://doi.org/10.31014/aior.1993.03.04.160

Valero, J. N., Jung, K., & Andrew, S. A. (2015). Does transformation-
al leadership build resilient public and nonprofit organizations?
Disaster Prevention and Management, 24(1), 4-20.
https://doi.org/10.1108/DPM-04-2014-0060

Van Breda, A. D. (2011). Resilient workplaces: An initial conceptu-
alization. Families in Society, 92(1), 33-40.
https://doi.org/10.1606/1044-3894.4059


https://doi.org/10.1108/PR-11-2019-0636
https://doi.org/10.1061/(ASCE)NH.1527-6996.0000075
https://doi.org/10.1002/bse.708
https://doi.org/10.1037/1072-5245.13.3.378
https://doi.org/10.1002/job.165
https://doi.org/10.1108/IJPPM-02-2021-0093
https://doi.org/10.5465/amr.1978.4305755
https://doi.org/10.21511/ppm.21(3).2023.17
https://doi.org/10.1080/13683500.2020.1863930
https://doi.org/10.1080/00036846.2021.2009112
https://doi.org/10.1108/LODJ-12-2020-0548
https://doi.org/10.1016/j.childyouth.2019.104624
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1108/EUM0000000006233
https://doi.org/10.1108/EJTD-May-2012-0015
https://doi.org/10.1177/1523422314559804
https://doi.org/10.1108/IJPPM-09-2017-0229
https://doi.org/10.4102/sajbm.v52i1.2278
https://doi.org/10.1177/01968599221095182
https://doi.org/10.31384/jisrmsse/2016.14.2.4
https://doi.org/10.1177/002224379403100409
https://doi.org/10.1186/s12912-023-01187-y
https://doi.org/10.1016/j.colegn.2009.05.001
https://en.diendandoanhnghiep.vn/many-challenges-fornbsp-economic-policy-after-covid-19-n36112.html
https://en.diendandoanhnghiep.vn/many-challenges-fornbsp-economic-policy-after-covid-19-n36112.html
https://en.diendandoanhnghiep.vn/many-challenges-fornbsp-economic-policy-after-covid-19-n36112.html
https://doi.org/10.1108/APJBA-11-2022-0477
https://doi.org/10.31014/aior.1993.03.04.160
https://doi.org/10.1108/DPM-04-2014-0060
https://doi.org/10.1606/1044-3894.4059

Business: Theory and Practice, 2024, 25(1), 200-209

Wahyuni, S., Safira, A, & Pramesti, M. (2023). Investigating the
impact of growth mindset on empowerment, life satisfaction
and turn over intention: Comparison between Indonesia and
Vietnam. Heliyon, 9, Article e12741.
https://doi.org/10.1016/j.heliyon.2022.e12741

Whitman, Z. R, Kachali, H., Roger, D., Vargo, J., & Seville, E. (2013).
Short-form version of the Benchmark Resilience Tool (BRT-53).
Measuring Business Excellence, 17(3), 3-14.
https://doi.org/10.1108/MBE-05-2012-0030

Wibowo, A., & Paramita, W. (2022). Resilience and turnover inten-
tion: The role of mindful leadership, empathetic leadership,
and self-regulation. Journal of Leadership & Organizational
Studies, 29(3). https://doi.org/10.1177/15480518211068735

Yan, Z., Mansor, Z. D., Choo, W. C., & Abdullah, A. R. (2021). How
to reduce employees’ turnover intention from the psychologi-
cal perspective: A mediated moderation model. Psychology
Research and Behavior Management, 14, 185-197.
https://doi.org/10.2147/PRBM.S293839

Yicel, I. (2021). Transformational leadership and turnover inten-
tions: The mediating role of employee performance during the
COVID-19 pandemic. Administrative Sciences, 11(3), Article 81.
https://doi.org/10.3390/admsci11030081

209


https://doi.org/10.1016/j.heliyon.2022.e12741
https://doi.org/10.1108/MBE-05-2012-0030
https://doi.org/10.1177/15480518211068735
https://doi.org/10.2147/PRBM.S293839
https://doi.org/10.3390/admsci11030081

