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Abstract: The logistics sector is considered non-traditidoaivomen as the industry employs mostly men as¢quired
tasks are considered masculine. Logistics operation 24/7, which leads to long working hours amdriaps with
women’s household responsibilities. The situatisnlinked to turnover intention among women in thiglustry.
Numerous studies have acknowledged women to beabsas men. Therefore, turnover among women inrndisstry
is a significant loss for the industry as genddyatance remains a major issue. Furthermore, stodigss subject remain
scarce. This study addressed the literature gagdbpting the Self Determination Theory (SDT) anekestigated the
factors influencing female employees’ intentionstay in the logistics industry. Data analysis waggmed using a
purposive sampling technique and Smart Partial i 8geares (Smart PLS). Resultantly, job satisfactiediated the
relationship between intrinsic motivation and inten to stay but did not mediate extrinsic motigatiand intention to
stay. Additionally, the relationship between waifk-lbalance and intention to stay was mediated fggrusational
commitment. The findings benefit human resourceagament in the logistics industry to design a bgitécy to reduce
retention prevalence and decrease the numbereoitéal female employees leaving this industry.

1 Introduction The main challenge women encounter in the sector

The transportation and logistics sectors —argoncerns balancing professional and family life himt
unconventional among women as these industri€§Cietal expectations [1]. In most culturally stric
primarily employ men, which entails ‘masculine’ kas ~Patriarchal countries, women are expected to speore
Previously, the transport and logistics industryime with their families. Working in the transpdita and
(particularly shipping) was viewed as male-domidatelogistics industry usually necessitates extendesiness
without any job opportunities for females. The glbipend  trips and participation in several networking esgeint
highlights ~women’s  underrepresentation in thénale-dominated environments. Surveys emphasises the
transportation and logistics sector throughout Asid the “outside-the-office activities” as the main inconience
Pacific [1]. Hence, inequity and career obstack@sain an &among women.
issue in the sector. Society perceives that woman should not work in

The complexities experienced by working mothers iflangerous and unclean areas, such as logistics. The
the transport and logistics sectors are causeddring logistics sector has traditionally been associateth
hours (such as in multinational companies), whitstc Physical work and is dominated by men [5]. Nevdetss,
with their family commitments. Increased workingume @advancements in logistics technology have increased
and related work stress can affect the amount aatitggy employment opportunities for women while specific
of time with family [2]. Balancing between work andteéchnological advancements continue to reduce fiecor
family life is becoming increasingly challengingmsny Perceptions that certain job roles are too dangemu
employers demand employees to work longer hours afffipractical for women. The logistics and transpista
perform more demanding workloads, which forceserad Ssector gradually gained traction in becoming onehef
offs from numerous employees, mainly working womeRrfimary sources of employment, hence the subject is
worldwide [3]. Although the pressure on women torkvo crucial.

long hours negatively impacts their family life, men Female professionals experience greater challeaiges
must accept the reality by making the appropriatéork and _home, thgs increased pressures at vv_orid cou
adjustments [4]. affect family commitments [6]. Women are assigned t

certain home duties, which they must fulfil as nesth
wives, and daughters-in-law [7] which is directly
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associated with turnover intent. Excessive workre@und
workload in the logistics sector will compete witmily

applied SDT to determine whether intrinsic or it
factors influence women'’s satisfaction and desiremain

commitments as multinational supply chains requiri the logistics sector.

regular round-the-clock assistance including onkeads
and holiday [8]. For instance, increased work hamd
related working conditions may influence the amaamd
quality of relationships between family members.

2.2 Intention to stay
Intention to stay was defined by [23] as an indirilds

work evaluation upon entering the work domain and

Based on, [9] female employees’ turnover rates wefteracting with the working environment, the idgnto

higher in the workforce, while the medical fieldcoeded
high turnover rates among female nursing staff mng€
[10]. Studies on the factors of female employeeduer
rate outlined an increase among female workers quiito
Other studies highlighted factors influencing tur@o
intention among female nurses working on shiftshie

continually participate in specific organisatiogakls, and
the identity and willingness to remain in the amagiwork
position. In this study, the intention to stay desoa
person’s dedication towards their work and williega to
remain employed.

Studies in various areas have examined the intettio

medical sector, such as high work pressure and -worgtay, which includes all types of employees, suchublic

family conflict [11]. Thus, insufficient empiricaksearch

employees [24] and care workers in the care sefgise

exists on female workforce retention in Supply @hailn the medical field, emergency nurses in Shanfgeji

Management (SCM) to resolve the talent shortagp [12

were examined to determine the elements that atfeat

The number of female employees in the workfor@ is intention to stay. Past research emphasised a déck
areasonable rate.AIow_ percentage of women eraply empirical data on the intention to stay or commit,
is as good as males in their competencies [13]. Fepecifically among women in the logistics industfis

instance, women in the logistics industry (SCM)respnt
35% of the workforce [14]. Notably, 38% of the labo

study investigated the reasons underpinning female
employees’ interest in working in the logistics listty

force comprises women, while 19% of the managemedéspite the complexities of doing so. The intentmstay
positions in port operations are held by women d$tu was the dependent variable that identified the ofact
Survey, 2016). The Ministry of Women, Family, andaffecting women employees’ survival in logistics.
Community (2016) in Malaysia reported that women

accounted for 1.5% to 2% of the maritime logistic® 3

industry[15]. The current study investigated whynéde

Intrinsic
Intrinsic motivation is the most individualisticpg of

employees continue to be interested in workinghe t motivation, which refers to engaging in an actiiy the

logistics industry despite the issues. These factbat

pleasure and fulfiiment obtained from participatidie

influence women workers’ intention to stay in thestudy defined intrinsic motivation as accomplishing

Malaysian logistics sector were examined.

something without anticipating a fair value. Empeg

Human Resource Management (HRM) in the logisticgork diligently when they are satisfied with theiork and

industry should retain the number of women who wark

environment. Furthermore, employees can be intatlyi

logistics. Due to globalisation, the developmentd anmotivated by at least parts of their jobs (if nitand tend
implementation of conventional HRM strategies angh display high-quality performance and wellnessewh

processes are insufficient to sustain trained stafthe

present dynamic work environment [16]. The logstic

intrinsically motivated [27].
A study on the hotel industry outlined a positive

company must reveal the factors influencing women'g|ationship between intrinsic factors and jobsfatition

commitment towards the industry. This study alsodffiés
logistics industries that encounter various turmassues.
Additionally, the current study presented a fourmtato
retain or reduce turnover among women employeésein
logistics field.

2 Literature review
21 Sdf-Determination Theory

among hotel housekeepers [28]. An interesting awdul
job to society has a higher intrinsic factor amdragel
housekeepers, which results in job satisfaction.
significant relationship was identified betweenrimgic
motivation and job satisfaction among electricity
employees in Vietnam [29] Hence, the following
hypothesis was proposed:
H1: Intrinsic motivation has a postive relationship

A

The Self-Determination Theory (SDT) was created byith job satisfaction.

[17]. This theory explains that workers’ motivatidor
professional activities impacts their performance aell-

2.4 Extrinsic

being. The SDT has been applied in various fields In works that are less intrinsically satisfying hvit

involving multiple employees, such as public empley

incentives directly tied to performance or resuisch as

[18,19] in the performance of green supply chaibonuses and commissions, employees tend to consider

mangement [20], job satisfaction

among hoteinoney as the major reason for completing the tasirey

housekeepers [21], and the intention to stay amomgtrinsic motivation will likely continue [30]. Ithis studly,

employees in the construction industry [22]. Thisdg
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extrinsic motivation occurs when employees are rde@¢ and commitment to continue working in the logistics
for their hard work to encourage job satisfactiorthieir industry.

company. Extrinsic motivation is often differenéetfrom Satisfied employees will be motivated to perforritdre
intrinsic motivation, which concerns behavioursfpened and stay longer in the organisation [39]. Employeék
for reasons outside their inherent satisfaction. quit if their job satisfaction levels are continsgulow. A

Extrinsic motivation among retail workers positivel study in the medical field [40] used job satisfantas one
influenced job satisfaction [31]. In 2019, a stu@l] of the variables that demonstrated a positive icelahip
examined the determinants of extrinsic motivatioroas towards the intention to stay. Other studies disced that
occupations and revealed a positive relationshipvdEn  most nurses were satisfied with their jobs (75%) el
employees’ extrinsic motivation and job satisfattio notintend to leave their current position [4Asignificant
Extrinsic motivation has become essential in adh@v positive relationship was highlighted between job
higher job satisfaction in the hotel industry basedits satisfaction and intention to stay among government
positive effect on hotel housekeepers [28]. Irstinely [29] employees in Qatar [42]. Thus, the study presettied
among electricity employees, extrinsic motivatiorfollowing hypothesis:
positively impacted job satisfaction. Therefore turrent H4: Job satisfaction has a positive relationship with the

study presents the following hypothesis: intention to stay.
H2: Extringc motivation has a positive relationship
with job satisfaction 2.7 Organization commitment
The three distinct types of organisational commitme
2.6 Work-life balance are emotional commitment, continuation commitmant]

Work-life balance denotes how individuals can managhormative commitment [43] Affective commitment nefe
and overcome work and family conflicts to achieatahce to the employee’s emotional attachment and willexgto
[32]. Work-life balance occurs when an individuakls work for the organisation. The literature emphabigeat
similar participation and satisfaction in the wattmain satisfied employees tend to stay with their orgatios.
and family with little conflict due to their capégito This study proposed that employees tend to leag# th
manage various duties and establish priorities,[28] organisation when no new opportunities are avaalabl
positive work-life balance could boost moraletheir current field and a low level of job commitni§44]
productivity, and organisational commitment, andsummarily, women in the logistics industry who arere
minimise absenteeism [34]. committed to their jobs tend to be more motivatedtay

Work-life balance is positively related to orgatisaal in the existing organisation.
commitment among employees from various public and Numerous studies have revealed a significant
private sector organisations across Pakistan [35Flationship between organisational commitment and
Subsequently, the research [36] suggested that mamynover intention (intention to commit). Employeeith
university teachers perceived a positive impaetark-life  high organisational commitment intend to stay ie th
balance on the level of commitment towards theiestablishment [43]. A research [42], discoveredsitjve
organisation. In this study, women in the logisticdustry  relationship between industry commitment and inberto
may encounter more work and family issues. Incibasstay as a government employee in Qatar. The faligwi
demands at work could influence family respondibdi hypothesis was proposed based on the aforementioned
[6]. Employees that appreciate work-life balancd & discussions:
more committed to their organisation [37]. An imyed H5: Organization commitment of women in logistics
work-life balance would increase employee commitinenhas a positive relationship with intention to stay.
as suggested in the hypothesis below:

H3: Work-life balance of women in logistics industry 2.8  Mediation

has a positive relationship on organization commitment. Mediation analysis is commonly used to signify the
theoretical contribution to the social sciencedfif45],
2.5 Job satisfaction [46]. A mediating variable is a variable or stratefat

According to [38], Job satisfaction involves themediates the influence of an antecedent variableron
physiological and psychological well-being of empes. outcome [47]. The mediator serves as a third vhridiat
The attention on the psychology and requirements describes how the independent variable of intexffetts
employees would alter their behaviour and incréhee the dependent variable [48,49].
productivity. Successful organisations prioritisepoyee Past discussions outlined a consistency in the
job happiness over customer satisfaction, recaggigiat relationship between intrinsic motivation and job
satisfied employees will produce higher-quality deo satisfaction [22,28,29]. A consistent positive tielaship
achieve and maintain high work productivity, anthaén was discovered between extrinsic motivation and job
loyal to the organisation [22]. This study definpd satisfaction [21,28,29,31]. Various studies alstedoa
satisfaction as women employees' level of job feation  consistent positive relationship between job sadishn
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and the intention to stay [40,42]. Therefore, thiady
suggested that job satisfaction mediates the oelsttip
between intrinsic motivation and the intention tays

(39.1%). Additionally, 71.4% of the respondents aver
single women. A majority of the respondents (61.3%)
possessed a bachelor's degree. As for ethnicitygjarity

extrinsic motivation, and the intention to stay.eThof the women were Malay (80.6%). In terms of income

following hypotheses are presented:

H6: Job satisfaction mediatesthe relationship between
intrinsic motivation and the intention to stay.

H7: Job satisfaction mediatesthe relationship between
extrinsic motivation and the intention to stay.

Past studies also highlighted a consistent relsiiipn
between work-life balance and organisational commaitt
[35,36,50]. Previous research has indicated a stemgi
positive relationship between organisational comaiit
and intention to stay [42]. Therefore, the curretudy
proposed that the relationship between work-lifeahee

level, the highest income level was between RMQ At
RM 3,000 (50% of the respondents). The respondents
mainly had 1 to 3 years of working experience (%9.8

4.1 Common method bias

The study aimed to identify a predictive functiorda
an appropriate application of the Smart PLS softvjad].
Using a single data source may result in a commethoal
variance, which affects the quality of the findij§g,58].
The procedural and statistical methods of analysse
applied to address this issue. Hence, this stughlarad a
different anchor scale to measure the constructshie

and intention to stay is mediated by organisationglrocedural method [45,59] with full- collinearitpalysis

commitment:

H8: Organization commitment mediates the
relationship between work-life balance and intention to
stay.

3 Methodology

[60]. A seven-point Likert scale was used to asshss
intention to stay, while a five-point Likert scateeasured
the other constructs. A VIF value of under or equa3.3
indicates no bias in a single data source. Theyaisal
revealed that the VIF values were under 3.3, thdisating
that the CMV was not a severe issue in the studilerl

A gquantitative methodology was employed to evaluattummarises the complete collinearity testing fochea
the assumptions and achieve its purpose. The unit @pnstruct.

analysis was individuals and the most appropriedéearch

instrument was a self-administered survey quessivan
[51]. The study population was women in the logsti
industry currently working at a logistics company i

Malaysia. All respondents participated voluntarily

ensure result accuracy. A non-probability purposive
the most suitab

sampling method was deemed
considering that the total population was uniderdiand
the analysis was aimed at evaluating the theotetféect
[52,53]. A total of 248 data were gathered from sk-
administered questionnaires.

This study employed structural equation modellin
using SmartPLS for hypothesis development. In apgly

this approach for data analysis, the sample siaaldtbe
established by the power of analysis, which isntiv@mal
number of samples required based on the complekitye
model [53,54]. Additionally, a medium effect sizétlwa
power of 0.8 is suitable to identify a sufficientmber of
respondents in the social science field [55]. Algtwith 3
predictors and a medium effect size requires att Iéa
respondents [56]. The current study respondents 248,
thus fulfilling the minimal sample size requirement

4 Analysis and Findings

For data analysis, 248 questionnaire sets were. us
Most respondents were between 26 and 33 years

Table 1 Full collinearity testing
INS JS WLB

2.120 2.259 1.409

EXT
1.121

oC
2.321

Measurement model
The analysis followed a two-step approach [54],clhi
are the measurement and structural models. Regatfutn
measurement model, convergent and discriminanditsali
must be established before continuing with thecstal
?‘nodel. Convergent validity is a test determiningetiier
he items used to measure the same constructidateal
by [45]. The loading must be 0.5, the average variance
extracted (AVE) should be 0.5, and the composite
reliability > 0.7 to establish the convergent validity [61].
Table 2 highlights the convergent validity resuli$e
heterotrait-monotrait ratio of correlations (HTM$)used
to establish the discriminant validity [61]. In Tet8, all
HTMT values were under 0.85, thus indicating
discriminant validity [62].

[63] recommended that the heterotrait-monotraib rat
of the correlations (HTMT) be used for establiske th
discriminant validity, As shown in Table 3, all HTIM
galues were less than 0.85, indicating that theridmsnant

gr'alidity was establish.

Table 2 Convergent validity
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ltems Loading CR AVE
Extrinsic EXT1 0.739 0.882 0.655

EXT2 0.938

EXT3 0.832

EXT4 0.707

Intrinsic INS1L 0.589 0.893 0.584
INS2 0.792
INS3 0.822
INHA 0.827
INSS 0.828
ING. 0.696 0.954 0.873
I ntention to Stay ITSL 0.934
ITS? 0.925
ITS3 0.943
Job Satisfaction Js1 0.915 0.917 0.786
I 0.879
JS3 0.866
Organization OocC1 0.858 0.938 0.751
Commitment
0ocC2 0.824
OC3 0.915
OC4 0.890
OC5 0.843
Work-life Balance WLB1 0.856 0.875 0.701

WLB2 0.882
WLB3 0.769

Table 3 Discriminant Validity (HTMT)

EXT ITS INS JS oC WLB
Extrinsic
Intention to Stay 0.26¢
Intrinsic 0.22: 0.54(
Job Satisfaction 0.101 0.58: 0.76¢
Organization 0.276 0.742 0.641 0.643
Commitment
Work-life Balance 0.20¢ 0.34; 0.57¢ 0.591 0.34(
4.3  Structural mode The direct effect results indicated that only imsic

The structural model tested the hypotheses updnotivation ¢ =0.673, p < 0.001) was positively related to
establishing the measurement model. A bootstrappif@P satisfaction. Hence, H1 was supported. Nonesisel
procedure [61] with 5,000 samples was used to aghes extrinsic motivation [ = -0.025, p < 0.337) demonstrated
hypotheses developed based on the research medel @ insignificant relationship with job satisfactidinus, H2
Figure 1). The hypotheses are supported if the watee was unsupported. Job satisfacti@in=0.194, p < 0.005)
aligned with them with a t-value ofl.645, a p-value of and organisational commitmeng € 0.574, p < 0.001)
0.05, and no null values for the confidence intervapositively influenced the intention to stay. Henki, and
between the lower level (LL) and the upper level)[45]. H4 were supported. The direct effect of work-lifgance

(B = 0.292, p < 0.001) also indicated a positive affm
organisational commitment, thus supporting H5.
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14.146.
Intrinsic
0.420 Job Satisfaction 2571
Extrinsic 8.308 s
Intention to Stay
3.632
Organization
Commitment
Work-life Balance
Figure 1 Sructural model
Table 4 Hypothesistesting for direct effect
Hypothesis Relationship BETA SE t- p- LL UL Decision VIF
value value
H1 INS ->JS 0.673 0.048 14.146 0.000 0.587 0.742 p&ued 1.042
H2 EXT ->JS -0.025 0.060 0.420 0.337 -0.162 0.049 supported 1.042
H3 JS >ITS 0.194 0.075 2571 0.005 0.084 0.333 Gupp 1.488
H4 OC ->1ITS 0.574 0.069 8.308 0.000 0.445 0.675 8dpd 1.488
H5 WLB ->OC 0.292 0.080 3.632 0.000 0.151 0.412 Suped 1.000

The hypotheses for mediation are supported if the job satisfaction mediated the relationship betwagmsic
value of> 1.96, p-value of 0.05, and no null values for motivation and intention to stay. Hence, H6 wapsued.
the confidence interval between the LL and UL. The The indirect effect of extrinsic job satisfactionda
mediation analysis results are from H6 to H8. Thetention to stayf{ = -0.005, p < 0.695, LL = -0.048, and
guidelines [64] employed in this study indicatedtthL UL = 0.010) emphasised that job satisfaction failed
and UL did not straddle a 0 in the middle, thusgesing mediate the relationship between extrinsic motoratind
no mediation effect between the independent arbe intention to stay (H7). The indirect effect tme
dependent variables. The results in Table 6 demairgt relationship between work-life balance, organisslo
thatp = 0.130, p < 0.014, LL = 0.042, and UL = 0.253 focommitment, and intention to sta§ £ 0.168, p < 0.001,
the relationship between intrinsic motivation jobLL = 0.078, and UL = 0.258) signified that orgarisaal

satisfaction and intention to stay, therefore $igng that commitment mediated the relationship between wibek-I
balance and intention to stay. Hence, H8 was siggor
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Table 5 Hypothesistesting for indirect effect

Hypothesis Relationship BETA SE t- p- LL UL Decision
value value

H6 Intrinsic -> Job 0.130 0.053 2.449 0.014 0.042 0.253  Supported
Satisfaction -> Intention
to Stay

H7 Extrinsic -> Job -0.005 0.012 0.391 0.696 -0.048 0.010 Unsupported
Satisfaction -> Intention
to Stay

H8 Work-life Balance -> 0.168 0.046 3.621 0.000 0.078 0.258 Supported
Organization
Commitment ->

Intention to Sta

4.4 PLSpredict when most item differences are below the predictive
A study [65] proposed the use of PLS predictiorisTh relevance. Furthermore, a minority of the item aitlower
holdout sample-based technique makes case-lew@lue suggests a low predictive power [65]. Ne\adets,
predictions at the item or constructs level using PLS predictive power cannot be established if the ciffiees
Predict with a 10-fold procedure to evaluate priasic between all items exceed the predictive relevanceable
relevance. Strong predictive power is obtained wakn 5, the results indicated that a predictive poweirftention
item differences (PLS-LM) are below the predictivéo stay and organisational commitment was not
relevance, while moderate predictive power is deiteed established. Nonetheless, the results displayettoags
predictive power for job satisfaction.

Table 6 PLS predict
tems PLSRMSE LMRMSE PLS-LM Q2 predict Decision
ITS1 1.027 1.008 0.018 0.155 Not Confirm
ITS3 1.057 1.021 0.035 0.119
ITS2 1.029 1.018 0.011 0.099
JS2 0.627 0.638 -0.011 0.300 Strong Predictive
JS3 0.709 0.712 -0.003 0.305
Js1 0.557 0.571 -0.013 0.398
0C2 0.763 0.730 0.033 0.060 Not Confirm
oc4 0.754 0.692 0.062 0.044
ocC1 0.754 0.711 0.042 0.027
0C5 0.752 0.702 0.050 0.072
0C3 0.708 0.636 0.072 0.044
5 Discussion and conclusions promotions. The literature underlined that external

The results emphasised that intrinsic motivatioAotivation is essential in determining their leved
significantly affects job satisfaction and influesc Satisfaction, which occurred during a normal scenar
women’s intentions to stay in the logistics industin ~ Nonetheless, the data were collected during the IDE19
relation to H1, intrinsic motivation was positivelglated ~Pandemic, which forced them to choose between eoizno
to job satisfaction. The results were consistetth warlier Stability or their health, which offered a new fing
studies [22,28,29] where intrinsic explained jokfoncerning this relationship. This scenario aligith the
satisfaction. The findings also indicated that wonie new norm created by the pandemic, thus justifying t
logistics companies with intrinsic motivation tetm be relationship between extrinsic motivation and job
satisfied, hence they intend to remain in theirkfance. ~satisfaction. Moreover, limited job opportunitiegitg the
Employees who believe that their talents are beirfggndemic raised awareness among the women initsgist
efficiently utilised indirectly influence their wimplace Who are grateful for their jobs due to the numifgobless
satisfaction. people due to the crisis.

Extrinsic motivation and job satisfaction were not The relationship between work-life balance was
related (H2). Nevertheless, previous studies reeetiiat Positively related to organisational commitmentusth
external motivations positively affected satisfaoti Supporting H3 in line with prior research [30,42.
Interestingly, the studies discovered employeesihtérest Successful work-life balance can produce more atelit
in external motivators, such as rewards, high gad and satisfied employees. Logistics companies nefistin
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from interrupting their employees after work hoarnsl on expanded SDT model contains theoretical and peictic
off days to focus on their personal lives. Womenmplications to predict women’s desire to remainthie
specifically homemakers, could concentrate on theindustry. This finding will benefit human resources
chores, such as cooking and cleaning. This isdthgpany managers, and all logistics companies to maintbe t
initiative to assist employees in balancing theimilies number of women employees in the logistics industry
with career life. In terms of theoretical implications, examining the
This study also explored the role of job satisfattind intention to stay among women employees contribtded

organisational commitment in influencing the intentto
stay among women in the logistics industry. Hypsihd
highlighted that job satisfaction is positively esated
with the intention to stay among women in the logss

the existing knowledge of the subject [68,69]. Therent
study provided vital insight into women'’s intentitmstay
in the logistics industry. Studies have been cotetlion
the intention to stay. The results highlighted ekpanded

industry. Previous studies [40,42] also supported t model as beneficial for predicting women'’s detestiion,

relationship between job satisfaction and intentmstay.
Satisfied employees are less likely to leave thairent job
[66]. Offering greater professional developmentia

which provided directions for future research tdamrce
the understanding of women'’s desire to stay.
Results of the direct effect show this study vedfi

through diverse projects and new responsibiliti@sl a intrinsic motivation as variable influencing joltiséaction

developing a reward system might enhance satisfactiand

among women in the industry.

work-life  balance influencing organization
commitment in the logistics industry for women. Pnl

The findings suggested that organisational comnmitmeextrinsic motivation is not able to be influencifap

is positively associated with the intention to stagong

women in the logistics industry. Employees with thig enhanced findings from prior studies on

satisfaction in this study. Consequently, the aurstudy

organisational commitment intend to stay with thenotivation and job satisfaction [22,28] and studs
establishment [43,67]. Employees dedicated to theivork-life balance influencing organization commitme

organisation have a more optimistic view of the pamies
and a stronger intention to stay, thus minimisingoéver.
The positive relationship between
commitment and intention to stay is generally sufgubin
previous studies. The
significant relationship with the intention to stg2]. In
this study, women in the logistics industry feedtttheir
commitment to their position is important to cormsidnd

[36,50]. The mediation analysis provided significan
evidence of intrinsic motivation in shaping jobiskiction

organisationand influencing intention to stay. Moreover, sigraht

evidence of work-life balance in shaping organmati

independent variable has cammitment influencing intention to stay, providing

deeper insight into the determination of intentiorstay

towards women in the logistics industry. Extrinsic

motivation is an insignificant factor to influengin

assist organisations achieve their goals. Conséguenintention to stay of women in the logistics indystr

their behaviour causes them to continue to commritnid
stay in this industry.

contrary to previous studies. The author encouratjesr
scholars to study why this factor is irrelevanttia current

Job satisfaction and organisational commitmentact setting. Future research could also provide a riagia
a mediator in the relationship between intrinsicYH component between this association, given thatthent

extrinsic (H7), and work-life balance (H8) in theantion
to stay among women in the logistics

findings contradict previous research. The autheités

industryother researchers to investigate why that factor is

Nevertheless, only H6 and H8 were supported. Hgabe, insignificant in the present context. Future stadieuld

satisfaction mediates the relationship betweemsitrand
extrinsic intention to stay. Job satisfaction hasealiating
effect on the intrinsic intention to stay. The fimgs

also introduce a mediating factor between thaticelahip
since the findings contradict the literature.

The extended SDT model guides logistics company

demonstrated that intrinsic motivation ensures womenanagers regarding the factors influencing theimeo

employees’ satisfaction to remain in the logistratustry,

thus supporting H6. Organisational commitment als@/omen employees who are generally motivated as the

employees’ intrinsic motivation and job satisfantio

mediated the relationship between work-life balaand work is interesting and desire to improve tend eosst

intention to stay, hence supporting H8. The medtiatole

of organisational commitment established that wonmen assisting women employees in

the logistics sector who can successfully managé asd

longer. Managers could enhance intrinsic motivatign
recognising
improvement, receiving positive feedback concerisiity

family life are more committed to their jobs andspess a development, and discussing what was learned fham t

higher intention to stay in the industry.

6 Theoretical and practical implication

The SDT constructs, intrinsic motivation, extrinsicL0gistics company employers must respect these wome

task. Effective work-life balance results in moregaged
employees with lower levels of absenteeism, sicknersd
stress, and raises the intention to stay in org#aiss.

motivation, work-life balance, job satisfaction, dan after working hours by not interrupting after wdrkurs

organisational commitment provided valuable insghto
women'’s intention to stay in the logistics industfhe

and on off days to focus on their personal liveanvén,

such as, homemakers can focus on chores, suclokiago
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and cleaning. This is the organisational initiatieeaid
employees in balancing their families and careers.

Maritime Transportation Industry to Support 3D Jobs
Dirty, Dangerous and Demeaningidvances in
Transportation and Logistics Research, Vol. 2018, pp.
796-814, 2018.

[6] LAMBERT, E.G., HOGAN, N.L., KEENAL, D.,
WILLIAMSON, L., KIM, B.: Exploring the
Association between Different Types of Social Suppo
with Role Stress, Work—family Conflict, and Turnove

7 Limitation and future studies

In order to broaden the applicability and trandféits
of the suggested model and increase its adapyakilit
other nations and cultures, the proposed model teist
tested in different settings. Additionally, the gtiennaire ' ! r
was designed to measure using the SDT variableshend ~ Intent among Private Prison Stajfurnal of Applied
factors influencing women's intention to stay ineth ~ Security Research, Vol. 12, No. 2, pp. 203-223, 2017.
|Ogistics industry_ Consequenﬂy, the model can be https//d0|0rg/101080/1936161020171277866
improved by examining women’s intention to stayttie  [7] GHANI, E., KERR W.R., O'CONNELL, S.D.: Local
logistics industry based on several theoreticalvgigints. industrial structures and female entrepreneurship i
Social exchange theory can be employed for future India,Journal of Economic Geography, Vol. 13, No. 6,
research as it has not yet been implemented in iei@gm pp. 929-964, 2013. https://doi.org/10.1093/jeglidt0
Malaysian women in the logistics business. Futtudies [8] GOFFNETT, S.P., COOK, R.L., WILLIAMS, Z.,
could also enhance this model by integrating thi@ktes GIBSON, B.J.: Understanding satisfaction with syppl
impacting women’s intention to stay within the Istiis chain management careers: An exploratory study,
industry, such as work-life conflict and persora fit in Journal of Operations and Supply Chain Management,

various nations and cultures. Vol. 23, No. 1, pp. 135158, 2012
https://doi.org/10.1108/09574091211226966

[9] RASHEED, M., IQBAL, S., MUSTAFA, F.: Work-

family conflict and female employees’ turnover

intentions,Gender in Management, Vol. 33, No. 8, pp.

636-653, 2018. https://doi.org/10.1108/GM-09-2017-

0112

[10] YANG, J., LIU, Y., CHEN,Y., PAN, X.: Ae
effect of structural empowerment and organizational
commitment on Chinese nurses’ job satisfaction,
Applied Nursing Research, Vol. 27, No. 3, pp. 186-
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