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[bookmark: _Toc173882915]Introduction:

In today’s high competition market, the business competes between each other on different scales. One of those most important scales that the companies compete on is having the most qualified man powers comparing to the other competitors.
Human resource (HR) management is one of the main components for every company, as it’s handling one of the most important resources for the company which is human’s power. HR help employees to be more effective in contributing to the achievement of their company's vision. Able to maximize the use of all resources, including the employee’s skills and interests, in order to meet the demands of society and improve employee’s living conditions. Because of that the human element is so important to the success of a company, the company takes great interest in making the most of the resources of its employees. [1]
In some business specially in the business which their product is based on services the real investment and the capital of the business is the staff members who is providing these services to the customers. In those business losing one of your staff members may cause losing customers, or having a lower service quality, or even more disastrous events such as having a new competitor, causing other employees to resign or even having the company’s information leak out to other competitors or to the customers.
Because of that it’s really important for those companies to have the lower resignation rate. The most companies who will face the most negative impact on each resignation is the small size companies and then the medium size companies.
One of the most service-based industries is the travel and tourism Industry. Travel and tourism industry play an important role in the economy at Kurdistan Region in Iraq which will be the region of our study. The travel and tourism companies at Kurdistan Region in Iraq are small size companies and medium size companies. In another hand the travel and tourism companies are facing a very high resignation rate at Kurdistan Region market.
Job satisfaction is a positive feeling that an employee has towards their work and its related elements, including salary, work environment, promotion opportunities, supervision style, team work, and working conditions. Job satisfaction is very important for every company, to achieve the best performance from their employees. Having a high job satisfaction, this will translate in become capable of achieving organizational goals, improving performance, increasing the productivity and loyalty of individuals, and reducing turnover, complaints, accidents, and absenteeism rates in the organization. Therefore, the organization works to achieve satisfaction among employees by assisting and supporting them in difficult and ambiguous tasks, providing and improving working conditions, providing an atmosphere of agreement, cooperation, trust, justice, and equality, which enhances their confidence, raises their morale, and increases their job satisfaction. Moreover, treating workers fairly motivates them to make more effort and improve their level of job performance. [2]
This research main aim is studying the impact of job satisfaction on resignation ratio at travel and tourism companies at Kurdistan Region of Iraq.

[bookmark: _Toc173882916]Problem Statemen:

Employee resignation is a big problem for organizations worldwide, and the travel agencies is one of those. In Kurdistan, travel agencies face a huge turnover rate comparing to other businesses. This research aims to study the impact of job satisfaction factors on the resignation ratio within Kurdistan's travel agencies.
Employee turnover is an important issue because it may cause loss of business, quality, experience, customer and having a new competitor in the market.
Travel agencies main investments it’s their own employees, because travel agencies are a service-based business. However, it takes long time and resources to fully train employees to get the results and the quality which is needed.
One of the main contributors in the economy of Kurdistan reign at Iraq is travel and tourism sector. This make any problem is facing this sector it makes it be the problem of the whole Kurdistan reign as it will have a huge impact on the whole Kurdistan reign economy.
This study will investigate what is the impact of job satisfaction. Also, will investigate in details each job satisfaction factors and how much the impact of each one of them. 


















[bookmark: _Toc173882917]Study Importance:

Finding the connection between each job satisfaction factor and the resignation ration of travel agencies employees at Kurdistan Region in Iraq. This research will help travel agencies at Kurdistan Region at Iraq to have a lower resignation ratio by increase job satisfaction factors.
Those results can be used by travel agencies to have a better strategy that create a more positive work environment, will cause a higher employee satisfaction, and eventually will have a better services quality at the travel agencies will cause more success and profits.























[bookmark: _Toc173882918]Study Purposes:

This research aim to achieve bellow objectives:
· Find the main job satisfaction factors for the travel agencies employees at Kurdistan Region of Iraq.
· Find the effect which each job satisfaction factor can impact on the travel agencies employees at Kurdistan Region of Iraq.
· Analyze the effect between each job satisfaction factors and travel agencies employee’s resignation ratio at Kurdistan Region at Iraq.
· Recommend to the travel agencies in Kurdistan Region at Iraq to how much improve each job satisfaction factor for their employees.






















[bookmark: _Toc173882919]Study Questions:

This research will address the following questions:
· How far Job Satisfaction can impact the resignation ratio at the travel agencies at Kurdistan Region at Iraq?
· Which one is the main job satisfaction factor which can impact the resignation ratio at the travel agencies at Kurdistan Region at Iraq the most?
· How much each job satisfaction factors can impact the resignation ratio at the travel agencies at Kurdistan Region at Iraq?
· At what extend each job satisfaction factors will not have a high impact on the resignation ratio at the travel agencies at Kurdistan Region at Iraq?






















[bookmark: _Toc173882920]Research Hypotheses:

This research is expected to have the following outcomes:
· A better of the main job satisfaction factors impacting travel agencies employee’s resignation ratio at Kurdistan Region of Iraq.
· Important information about the experiences and expectation of travel agency employees regarding job satisfaction and resignation.
· Important recommendations for travel agencies to implement strategies that increase job satisfaction and reduce employee resignation ratio.























[bookmark: _Toc173882921]Theoretical Model:

A quantitative method approach will be used. A survey tool will be developed and send to a random employee who work in deferent travel agencies across the Kurdistan Region of Iraq. 
The survey will collect the data on Job satisfaction factors levels at their work now, how much it likely to leave their job right now and why they leave their old job.
A mix method between statistical method and graph method will be used to describe the data collected by the quantitative method approach.
Research tools will be using google form a survey tool will be developed and send by links throw emails, social media and other applications to random employees who work in deferent travel agencies across the Kurdistan Region of Iraq. By using this quantitative method, we will collect the data on Job satisfaction factors levels at their work now, how much it likely to leave their job right now and why they leave their old job.
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[bookmark: _Toc173882923]Introduction:

This chapter presents a complete review of the literature on the relationship between job satisfaction factors and employee resignation, with a specific focus on the employees of travel agencies. While the main body of research on job satisfaction and resignation rate is extensive, this review will concentrate on studies that provide insights into the unique context of the travel sector and, more specifically, the Kurdistan region of Iraq.
The main objective of this literature review is to establish a theoretical framework for understanding the complex interplay between job satisfaction factors and employee resignation rate within the Kurdistan travel industry. By examining previous research, this chapter aims to identify key variables, theoretical underpinnings, and research methodologies that have been employed to investigate this relationship. Additionally, it will explore the gaps in existing knowledge that this study seeks to address.
This chapter is organized as follows. The first section will present the dependent variables while the second section will present the independent variables. The third section will provide an overview of the previous studies. Finally, the chapter will provide theoretical foundations of job satisfaction and employee resignation, including key concepts and models. 
By systematically reviewing the existing literature, this chapter will provide a solid foundation for the development of the research hypotheses and methodology for this study.
















[bookmark: _Toc173882924]Dependent Variable:

Below are the dependent variables that are at the questioner:
1- Recognized and appreciated satisfaction
2- Management satisfaction
3- Tools and resources satisfaction
4- Opportunity to grow satisfaction
5- Work-life balance satisfaction
6- Income satisfaction
7- Work environment satisfaction 
8- Job satisfaction overall
9- Resignation overall
10- Resign because of position 
11- Resign because of work environment
12- Resign because of opportunity to grow
13- Resign because of income
14- The act of resign
15- Carrier shift 

















[bookmark: _Toc173882925]Independent Variable:

Below are the dependent variables that are at the questioner:
1- Gender
2- Experience
3- Company size
4- Monthly income
5- Academic degree
6- Recognized and appreciated satisfaction
7- Management satisfaction
8- Tools and resources satisfaction
9- Opportunity to grow satisfaction
10- Work-life balance satisfaction
11- Income satisfaction
12- Work environment satisfaction 
13- Job satisfaction overall
14- Resignation reason of previous job


















[bookmark: _Toc173882926]Summary of Past studies:

[bookmark: _Toc173882927]“The impact of human resource management on job satisfaction for employees of the Education and Training Evaluation Authority” [2]

This study focuses on the role of human resources department and how much it has impact on the employee’s job satisfaction who work at education and training evaluation authority at Ryadh – KSA. This study got to the conclusion that the human resources at education and training evaluation authority at Ryadh – KSA had negative feedback from the employees, most of the employees were not satisfied with their salary and their compensations. On the other hand, they had a very good training and developing their employees’ skills program. At the end job satisfaction will be impact by job performance, management relation with the employee, salary, compensation, work environment and team work. [2]

[bookmark: _Toc173882928]“Job satisfaction among employees and its impact on job performance in the private sector at Concord Company.” [5]

The purpose of this study is to determine the job satisfaction level of Concord Company employees in Jeddah and how it affects their performance on the job. The following factors which can be summed up as: compensation, job security, working conditions, the connection between superiors and subordinates, promotion and career advancement were found to be associated with job satisfaction among the employees. In conclusion employees have a strong correlation between their job performance and job satisfaction because they are satisfied with their work, which in turn leads to job satisfaction. The previous mentioned factors all had an impact on how satisfied employees were with their jobs, but there was no correlation found between personal factors (gender, years of service, educational background, or age) and job satisfaction. career as well as the dearth of studies on job satisfaction and how it relates to success on the job in businesses, with the insurance industry being lacking in such studies. [5]

[bookmark: _Toc173882929]“The internal work environment of the private sector and its effect on increasing effectiveness and job satisfaction” [9]

This study focusses on how much the work environment impact job satisfaction at the private sector. The study find that a good work environment will not only increase job satisfaction but will also impact stability, commitment, productivity and staff skills. [9] 


[bookmark: _Toc173882930]“The role of intelligent administration to prevent job dropout at companies” [11]

This study focusses on the smart management impact on the employee turnover. The study found that when there is an intelligent administration it has a positive impact on the employees, which result in decrease impact on job drop outs. [11]

[bookmark: _Toc173882931]“Stress and job satisfaction among medical laboratory professionals in Oman: A cross-sectional study” [13]

This study focused on the relation between stress and job satisfaction in the medical sector at Oman. The results show that when the employees have a higher stress at their job, they will have a lower job satisfaction. Also, it found that some of the personal factors may affect job satisfaction such as age and years of experience. [13]

[bookmark: _Toc173882932]“Job satisfaction of Spanish and Portuguese optometrists” [14]

This study focused on the optometrists from both Spanish and Portuguese nationality and their job satisfaction level. The study found that there are several factors affect job satisfaction such as salary, career development opportunities, recognition, good work-life balance, work place, equipment, facilities, encouragement, reward and positive feedback. The Portuguese had a higher job satisfaction than the Spanish optometrists. [14]

[bookmark: _Toc173882933]“Relationship between job satisfaction and organisational performance” [15]

This study investigates the relation between job satisfaction and organizational performance. The study found there is a clear link between both variables both ways, but with a weak intensity. Also, it shows that job satisfaction affects organizational performance more than the other way round. [15]

[bookmark: _Toc173882934]“The Relationship of Nursing Teamwork and Job Satisfaction in Hospitals” [16]

This study focused on the nursing teamwork impact on job satisfaction. The study found that a higher teamwork impact job satisfaction positively. [16]

[bookmark: _Toc173882935]“How financial and non–financial rewards moderate the relationships between transformational leadership, job satisfaction, and job performance” [17]

This study focusses on rewards impact on how transformational leadership, job satisfaction and job performance affect each other. The study found that rewards in any way is not affecting the relation between job satisfaction and job performance, but financial reward affect the relation between transformational leadership and job performance. Also, the results shows that all three variables affect each other. In conclusion the company can have a very good results if they mix between financial rewards and transformational leadership. [17]

[bookmark: _Toc173882936]“Association of salary and intention to stay with the job satisfaction of the dietitians in Jordan: A cross-sectional study” [18]

This study focused on the relation between salary, intention to stay and job satisfaction. The study shows that the salary has a positive affect on job satisfaction, which affect in a positive way on the intention to stay. [18]

[bookmark: _Toc173882937]“I can't get no (job) satisfaction? Differences in teachers' job satisfaction from a career pathways perspective” [20]

This study discusses the job satisfaction from a career pathways point of view. The study shows that the teacher who wanted in the first place to become teachers had a higher job satisfaction than the ones who didn’t. [20]

[bookmark: _Toc173882938]“Growing pains in scale-ups: How scaling affects new venture employee burnout and job satisfaction” [21]

This study investigates how scaling up impact job satisfaction and burnout. The study shows that scaling up impact to have more employee burnout and less job satisfaction. Also, it shows that may the affect change depends on the employee position in the organization. [21]



[bookmark: _Toc173882939]“The influence of organizational commitment on employees’ job performance: The mediating role of job satisfaction” [22]

This study investigates how the organizational commitment impact job performance and how job satisfaction affect that. The study shows that all three variables affect each other positively. [22]

[bookmark: _Toc173882940]“Relationship between Job Satisfaction and Employee Performance in the Construction Industry of Pakistan” [24]

This study investigates how job satisfaction impact employee performance. The study shows that a higher job satisfaction will cause to have a higher performance and a higher productivity. [24] 

[bookmark: _Toc173882941]“The effect of compensation and career development on lecturer job satisfaction” [25] 

This study investigates how job satisfaction gets affected by compensation and career development. The study shows that both factors compensation and career development affect positively on job satisfaction together or separately. [25] 

[bookmark: _Toc173882942]“How entrepreneurs influence their employees’ job satisfaction: The double-edged sword of proactive personality” [28]

This study shows how entrepreneurs impact job satisfaction both in negative and positive way because of their proactive personality. The study shows that the proactive personality has a negative impact in an entrepreneur firm because of a higher employee demand. But in the other hand it had a positive impact in a stable firm because of a higher employee control and social support. [28]

[bookmark: _Toc173882943]“Teacher job satisfaction: the importance of school working conditions and teacher characteristics” [29]

This study investigates how much working condition and teacher characteristics impact job satisfaction. The study shows that working conditions factors such as teacher workload, teacher cooperation and teacher perceptions of student discipline in school affects job satisfaction. Also, it shows that female teachers, teachers with more exposure to professional development and more efficacious teachers had a higher job satisfaction. [29]
[bookmark: _Toc173882944]“The role of discrete emotions in job satisfaction: A meta-analysis” [30]

This study investigates emotions impact on job satisfaction. The study shows that some emotions affect job satisfaction. Also, it shows that negative emotion has a bigger impact than positive emotions. [30]


























[bookmark: _Toc173882945]Theoretical Framework of the Study:

[bookmark: _Toc173882946]Organization Behavior (OB) 

OB is the study investigate employee behavior in Organizations and how the knowledge is applied, with employees, and groups behave in an organization, and in result to scope and achieve the highest quality of performances, and profit. OB is important for both management and HR to have a better relation with the employees, encourage them, how much their motivation level, find out conflicts and their solution, find reason of frustration and reduce them, have better morals, improve the work environment and know how to evaluate new candidates if they fit the best in the organization. [23,25,26]
Individual behaviors can be measure by three factors productivity, performance and commitment. One of the main purposes of OB is to help employees to become organizational citizenship which is to reach a positive contribution to the organization. The opposite of that is dysfunctional behaviors which is detract from contribution to the organization. [12,23,28]  

[bookmark: _Toc173882947]Human Resources Management (HRM)

HRM is recruiting people, developing & training their resources, maintaining and compensating their services with the job and organizational requirements as shown at Figure 2-1. HRM must work with employees based on human relation movement which is to treat them orientations, values, and feelings as important part of organizational dynamic and performance. [2,23,29]
Every employee is different in several aspects such as physical, psychological and emotional. Based on that management must check if employee fit or not. Fitting concept can be divided in four fitting types: [8,23,30]
1- Person-Job Fit.
2- Person-Group Fit.
3- Person-Organization Fit.
4- Person-Vocation Fit.

[image: ]
[bookmark: _Toc173883233]Figure 1: Human Resources Management (HRM) [23]

[bookmark: _Toc173882948]Attitudes and Job Satisfaction

Attitudes are calculating statements or findings regarding objects, people, or events. There are three main components for attitude: cognitive (evaluation), affective (feeling), behavioral (action). Based on the attitude behavioral can be expected. The major job attitudes are: job satisfaction, job involvement, psychological empowerment, organizational commitment, perceived organizational support (POS) and employee engagement. [4,26]
Job satisfaction: is an optimistic sensation about the job resulting from a calculation of its features. It can be measured throw single global rating or summation score. Job satisfaction can be caused by multiple factors such as money, personality etc. Job satisfaction has many outcomes such as job performance, organizational citizenship behaviors, customer satisfaction, absenteeism, lower turnover and workplace deviance. [1,26]

[bookmark: _Toc173882949]Motivation Concepts & Applications

Motivation it is the main force that support and move action. Motivation contains three key elements intensity, direction and persistence. The important of motivation is to increase performance. However, performance is not only impact by motivation but also by environment and ability. Figure 2-2 shows the motivation framework it’s a useful way to see the process of motivation. Later on, theories of motivation will be discussed: [3,23,26]

[image: ]
[bookmark: _Toc173883234]Figure 2: The motivation framework [23]

The Traditional Approach

This theory is also called scientific management of Tylor it’s assume that the only motivation for employees is money. [9,23]

The Human Relations Approach

This theory assumes that employees have strong social needs and it’s more important than money to motivate them, employees need to feel useful at their organization. [13,23]

Maslow’s Hierarchy of Needs

The theory put assumption that humans have a pyramid of desires, starting from the basic physical needs to higher desires like honor and self-respect. In this research, unfilled desires related to job satisfaction led to a higher resignation ratio among employees.  [23,26]

[image: ]
[bookmark: _Toc173883235]Figure 3 Maslow’s Hierarchy of Needs [26]

Figure 2-3 Maslow’s hierarchy of needs contain from below: [5,26]
1- Physiological needs: Air, water, food, shelter, sleep, clothing.
2- Safety needs: Personal security, employment
3- Social needs: Love and belonging, family, sense of connection.
4-  Esteem needs:  Respect, self-esteem, status, recognition.
5- Self-Actualization needs: Drive to become the most that one can be.

Alderfer’s ERG Theory

[bookmark: _Hlk171890656]This theory is an alternative of Maslow to fit experiential research. This theory eliminates the hierarchical assumption humans can be motivated by all the needs at once. This theory is dividing the human needs to three groups: [23,26]
1- Existence (Maslow: physiological and safety)
2- Relatedness (Maslow: social and status)
3- Growth (Maslow: esteem and self-actualization)

McGregor’s Theory X & Theory Y

This theory assumes two separate views of human beings: theory X (negative) and Theory Y (positive). Theory X is every negative characteristic in the employee from the managers point of view, while theory Y is every positive characteristic in the employee from the managers point of view. This theory helps managers to change their employee behavior from X to Y. [7,26]


McClelland’s Four Needs Theory

According to this theory, people have motivating drivers that are straight related to need regardless of personal characteristics. This theory identifies four types of motivational need: [23,26]
1- Need for Achievement (nAch): the need to become successful.
2- Need for Power (nPow): the need to control other people behavior.
3- Need for Affiliation (nAff): the need to satisfy others to become friends and have relationship with them.
4- Need for Avoidance: the fear of fail and get rejected and some time it maybe a fear of positive things such as fear of success. 

Herzberg’s Two-Factor Theory  

The theory show there is two different factors hygiene factors and motivation ones. Filling hygiene factors will not cause dissatisfaction, but at the same time it will not lead to satisfaction. Companies should fill both factors together to get the highest level of job satisfaction. [6,23,26]

Self Determination Theory 

This theory shows that people desire to feel they have control over their actions, so anything that makes a previously enjoyed task feel more like an obligation than a freely chosen activity will undermine motivation. [14,26] 

Locke’s Goal Setting Theory 

Specific and difficult goals, with self-generated feedback, lead to higher performance. The reasons of difficult goals are focus and direct attention, energize the employee to work harder, difficulty increases persistence, force people to be more effective and efficient. [10,26]

Implementation: Management by Objectives (MBO)

It’s a system to set goals. Goals should be tangible, verifiable and measurable. The company goals get divided to a smaller goal for every team of employees. MBO programs ingredients are goal specificity, participative decision making, explicit time period, performance feedback. [24,26]
Bandura’s Self Efficacy Theory

This theory assume that employees believe that they can achieve their own tasks. Figure 2-4 shows how this theory can achieve better performance after every achievement. Also, the theory has suggestions on how to increase self-efficacy: [20,26] 
1- Enactive mastery: having experience with the tasks.
2- Vicarious modeling: observing someone while who do the tasks.
3- Verbal persuasion: by motivation speech.
4- Arousal: emotional arouse to complete tasks.

Given Hard Goal
Higher Self-Set Goal
Increased Confidence
Higher Performance

[bookmark: _Toc173883236]Figure 4 Bandura’s Self Efficacy Theory [26]

Task-specific self-efficacy assume employee will accomplish his task based on his believe that he has what it’s needed to accomplish it. Task-specific self-efficacy believe has three dimensions: [19,23]
1- Magnitude: the difficulties of the task.
2- Strength: the believe of accomplishing the task.
3- Generality: how much similar task can be done.

Adam’s Equity Theory

Employees compare their outcomes and compare their incomes with other employees. When the comparison result is equal there will not be tension between them because they will feel fair. But if the comparison result is not equal there will be tension between them because they will not feel fair. Tension motivates employee to change the income and outcome until it become equal. There is two ways to inequitable pay paid by time or paid by quality. There are four comparisons that employees implement: [23,26]
1- Self-inside: The person’s experience in a different job in the same organization.
2- Self-outside: The person’s experience in a different job in a different organization.
3- Other-inside: Another individual or group within the organization.
4- Other-outside: Another individual or group outside of the organization.
Figure 2-5 shows that there are three justice methods that lead to organizational justice: [23,26]
1- Distributive Justice: Fairness of outcomes
2- Procedural Justice: Fairness of outcome process
3- Interactional Justice: Being treated with dignity and respect


[bookmark: _Toc173883237]Figure 5 Adam’s Equity Theory Organizational Justice [26]

Vroom’s Expectancy Theory 

This theory assume that people will work and act what they believe and expect, how good they act depends on the strength of the expectation. This theory represents in three levels of act: [23,26]
1- Effort–performance relationship
2- Performance–reward relationship
3- Rewards–personal goals relationship






Motivation by Job Design: The Job Characteristics Model (JCM)

This theory assumes that there are five job factors can describe any jobs. Those five job factors affect job satisfaction. Companies must analyze their work tasks to see if they offer the opportunity for their employee to use all five factors. Figure 2-6 shows how JCM work at the organization. Those five job factors are: [23,26]
1- Skill variety: Requirements for different tasks in the job.
2- Task identity: Completion of a whole piece of work.
3- Task significance: The job’s impact on others.
4- Autonomy: Level of discretion in decision making. 
5- Feedback: Amount of direct and clear information on performance.

[image: ]
[bookmark: _Toc173883238]Figure 6 Motivation by Job Design: The Job Characteristics Model (JCM)

This theory led organization to redesign the job. There is three ways to redesign jobs: [23,26]
1- Job Rotation: Changing workers rotationally from one task to other. 
2- Job enlargement: The horizontal expansion of jobs. Adding additional tasks but stay at the same job and level.
3- Job enrichment: The vertical expansion of jobs. Expand the tasks for the employee and develop their own skills.


Motivation by Job Design: Employee Participation and Empowerment

This theory assume that employees will be motivated by giving them a voice in making decision about their own work, and letting them set their own goals, make decisions, and solve problems within their responsibility and authority. [18,23]

Motivation by Job Design: Flexible Work Arrangements

This theory can be divided to three ways variable work schedules, compressed work schedule, and extended work schedules. The variable work schedules which are employees are having a several hours every day at work but they can change the starting and ending time of it. While compressed work schedule is having fixed weekly hour and employees can divided as you wish on the week days. Finally, extended work schedules are working for long period and after that having long period of paid time off. [17,23]

Reinforcement Theory of Motivation

This theory target is to make employees reach the desired level of motivation by four ways: [23,26]
1- Positive Reinforcement: Positive behavior followed by positive consequences.
2- Negative Reinforcement: Positive behavior followed by removal of negative consequences.
3- Punishment: Negative behavior followed by negative consequences.
4- Extinction: Negative behavior followed by removal of positive.
Partial reinforcement is when you are not applying reinforcement every time when a positive action happens, there is four types of partial reinforcement: [16,23]
1- Fixed-ratio: Happen after specific number of correct actions.
2- Fixed-interval: Happen after certain time has passed
3- Variable-ratio: Happen after unpredictable number of correct actions
4- Variable-interval: Happen after unpredictable time has passed
To motivate the wanted behavior, there is a process of five steps: [15,23]
1- Define the problem
2- Identify and define
3- Record and track
4- Analyze
5- Evaluate whether  


[bookmark: _Toc173882950]Burnout

Burnout is an emotional, physical and mental fatigue stated caused by exhaustion and stress. It’s not a decision, but it’s consequence of low job satisfaction and sometimes because of outside of the organization such as personal reasons. [21,27]  

[bookmark: _Toc173882951]Resignation

Resignation is the act of leaving the job. Its decision caused by burnout, low job satisfaction, another opportunity or personal reasons. [22,11]
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