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Abstract

The target of the study is to determine the effects
of job demands and job resources on employees’
subjective well-being and their turnover intentions,
and to evaluate the implications of these interacti-
ons in terms of workplace dynamics. The research
was conducted through a survey of 350 participants
working in medium-sized businesses in the food se-
ctor in the city center of Kayseri. The data in the re-
search were evaluated and the results determined
using normality tests, descriptive statistical analyses,
confirmatory factor analyses, correlation and reg-
ression analyses performed with SPSS 25 and Amos
software. The study revealed that job demands and

job resources positively influence employees' subje-
ctive well-being and intention to leave. While these
results, particularly regarding the positive effect of
job demands on subjective well-being and intenti-
on to leave, differ from studies in the literature, the
positive effect of job resources is similar to other stu-
dies. The study also found that subjective well-being
negatively affects the intention to leave the job.
Keywords: Job Demands, Job Resources, Subjecti-
ve Well-being, Turnover Intentions.
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1. Introduction

Job demands and resources are two fundamental
notions that refer to the requirements, challenges,
and expectations employees encounter in their wor-
king lives, as well as the supportive elements that
help them cope with these challenges. Job demands
generally encompass organizational aspects of work
that increase employees’ physical or psychological
effort, lead to energy depletion, and are therefore
evaluated negatively (Schaufeli & Bakker, 2004). He-
avy workload, time pressure, or emotional demands
can be given as examples of such demands (Xantho-
poulou vd., 2007). In contrast, job resources refer to
elements considered beneficial and mitigating the
adverse effects of job demands, such as employee
motivation, personal development, and advance-
ment (Schaufeli & Taris, 2014). Support from colle-
agues, feedback from supervisors, autonomy, and
supportive leadership can be provided as examples
of job resources (Metin, 2010).

Theoretically, it is argued that high job demands inc-
rease the risk of stress, burnout, and decreased job
satisfaction among employees; conversely, strong
job resources counterbalance these negative effe-
cts by protecting employees' subjective well-being.
Subjective well-being is a subjective assessment, en-
compassing both cognitive and emotional dimensi-
ons, that reflects the extent to which a person perce-
ives their life as meaningful, satisfying, and positive
(Diener, 1984, Diener and Diener, 1996). Therefore,
subjective well-being is directly related not only to
an individual's personal life but also to their expe-
riences in their work life. In this context, in situations
where high job demands prevail in work life, provi-
ding sufficient levels of supportive job resources is
critical for employees to maintain their subjective
well-being.

It is known that job demand and resources affect
not only the subjective well-being of employees,
but also their attitudes towards organizational out-
comes. One of the most prominent of these attitu-
des is turnover intention. According to Schaufeli and
Bakker (2004), intention to leave a job refers to an
employee's conscious and planned tendency to lea-
ve their current organization. In other words, turno-
ver intention involves employees planning to leave
their current job or considering alternative employ-
ment opportunities without necessarily taking action
to quit. In this context, excessively high work de-
mands and insufficient work resources can increase
the intention to leave a job (Bon & Shire, 2017). On
the other hand, strong work resources both mitigate
the negative effects of their demands and play an
important role in increasing individual' organizatio-
nal commitment and motivation, and reducing their
intention to leave the job (Schaufeli & Taris, 2014;
Bakker, Demerouti, Boer, & Schaufeli, 2003).

In conclusion, job demands and job resources play a
decisive role in shaping both employees' subjective
well-being and their turnover intentions. Therefore,
for organizations, developing strategies that balan-
ce job demands and provide sufficient job resources
not only helps reduce the anxiety and worry emp-
loyees face at work and improves their subjective
well-being, but also contributes to reducing turno-
ver intention. Accordingly, this research evaluates
the variables of subjective well-being, job demands,
job resources, and turnover intention, which have
been shown in the literature to interact with each
other, in terms of their effects on employees and
the workplace environment.. Various studies addres-
sing these areas exist in the literature. However, a
review of national and international research indica-
tes that job demands and job resources have often
been examined in a limited manner, and studies that
evaluate these concepts together with subjective
well-being and turnover intention within a holistic
framework remain scarce. Therefore, this study go-
als to conduce to the literature by analizying these
variables collectively; to identify the positive and ne-
gative impacts of job demands and work resources
on employees; and particularly to reveal their imp-
lications for employees’ subjective well-being and
turnover intentions.

2 . Conceptual Framework

2.1. Job Demands and Job Resources

One theoretical approach to explaining the effects
of the organizational environment on employee be-
havior and attitudes, such as employee happiness
and job performance, is the Job Demands-Resour-
ces (JD-R) theory. This theory suggests that the job
qualifications of employees in different sectors and
various positions can be conceptualized under two
main dimensions: job demands and job resources
(Tummers & Bakker, 2021).

Job demands are conceptualized as elements that
require a certain level of effort or exertion from the
employee, as well as a certain level of attention and
reaction, within the context of the work environment
and the structural characteristics of the job (Jones &
Fletcher, 1996). Job demands encompass the efforts
employees must demonstrate in performing their
jobs, sometimes requiring physical strength, someti-
mes emotional resilience, and sometimes relational
and organizational skills. While these job require-
ments don't always lead to harmful consequences
for the employee, when experienced continuously
and intensely, they can become a significant source
of stress and cause negative psychological conditi-
ons such as burnout, anxiety, and depression among
employees (Schaufeli & Bakker, 2004).
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Cavanaugh et al. (2000), building on the proces-
sor theory of stress, categorized job demands into
two categories: challenging and hindering requ-
irements, and suggested that coping processes
and outcomes vary depending on this category of
demand. Demands related to challenging requ-
irements represent stressful situations; however,
when successfully managed, they can be beneficial
for personal growth and advancement. In contrast,
hindrance demands obstruct job performance and
hinder personal development and progress. Since
Cavanaugh et al. (2000) proposed dividing job de-
mands into two categories: challenging demands
and hindering demands, numerous studies have
focused on the conceptual and consequences dis-
tinction between these demands. For instance, Lin,
Oi-ling, Kan, and Xin-wen (2009) provided important
insights regarding employee motivation and the ef-
fects of workplace stress. According to their findin-
gs, employees may experience burnout particularly
when job demands are perceived as restrictive, whe-
reas developmental or growth-oriented job deman-
ds may be viewed as beneficial for employees. Simi-
larly, Tadi¢, Bakker, and Oerlemans (2015) addressed
job demands within the framework of compulsive
and deterrent stressors developed by Le Pine and
colleagues (2005). Accordingly, challenge demands
like workload and work complicacy require effort
and energy; however, when managed effectively,
they can contribute to employees’ devolepment, as-
certain, and achieving the aim. For example, highly
complex job responsibilities necessitate a significant
transfer of energy while also fostering expertise and
experience. Conversely, hindrance demands include
job descriptions and conditions that require effort
and strength but offer little or no opportunity for
competence development (Le Pine et al., 2005; Van
den Broeck et al., 2010). In conclusion, it may not be
accurate to evaluate job demands solely as negative
or harmful. Indeed, Bakker et al. (2007, 2010) argued
in their studies that not all job demands may lead to
harmful consequences (Tadi¢ et al., 2015).

Work resources consist of structural and social ele-
ments of work that support employees in achieving
their work goals, mitigate various costs that may ari-
se from work demands, and encourage individual
development and professional learning processes
(Schaufeli, 2017). These resources may manifest in
various forms, including social support, autonomy
and control over tasks, performance feedback, op-
portunities for development, and engagement in
meaningful work. For instance, support from colle-
agues or supervisors can enable employees to cope
more effectively with workplace challenges; control
over one's work may help employees manage job
demands more efficiently; and structured perfor-
mance feedback can enhance motivation by foste-
ring individual learning processes and professional
development (Schaufeli, 2017).

Job demands and job resources, which reflect spe-
cific aspects or characteristics of work in every oc-
cupation, are important because they initiate two
distinct processes within the work environment (Bak-
ker & Demerouti, 2014). Essentially, this framework
integrates two psychological processes. The first is
the stressful process involving health problems or
strain, such as burnout, caused by excessive work
demands and insufficient work resources. The se-
cond is a more desirable and motivating process tri-
ggered by abundant work resources, such as orga-
nizational commitment and the desire to remain in
the workplace (Schaufeli & Bakker, 2004; Schaufeli,
2017). Accordingly, workplace demands and job-re-
lated resources create a holistic model that genera-
tes different processes and effects. In this context,
the third proposition of the JD-R theory is that both
together affect occupational well-being. This combi-
ned effect is reflected in workplace performance in
two ways: initially, job-related resources alleviate the
stress caused by job demands; finally, job demands
reinforce the motivation and commitment suppor-
ted by job resources (Bakker & Demerouti, 2014).

In conclusion, the JD-R theory demonstrates that
there is a reciprocal interaction among the structu-
ral characteristics of work and employees’ well-be-
ing and motivation. The theory explains that work
demands and work resources in the workplace do
not produce only positive outcomes; it also clarifies
the mechanisms through which negative effects may
emerge. In this context, it presents a framework that
emphasizes the need to reorganize job characteris-
tics from the employees' perspective and design the
work environment in a way that makes it less tiring
for employees (Bakker & Demerouti, 2014). In essen-
ce, the theory highlights the importance of simulta-
neously reducing job demands while increasing job
resources (Schaufeli, 2017).

2.2. Subjective Well-Being

Subjective well-being is a concept composed of in-
dividuals' perceptions or evaluations of their lives
and is commonly referred to as happiness in every-
day language. These perceptions primarily involve
a cognitive dimension, encompassing evaluative
judgments such as life satisfaction. In addition, sub-
jective well-being includes an affective dimension,
manifested through pleasant and unpleasant emoti-
onal responses (Diener & Diener, 1996). In this con-
text, subjective well-being at the cognitive level is
shaped by an individual's increasing satisfaction in
different areas like their work life, family life, and per-
sonal life; while at the emotional level, it is related
to the person having positive feelings and thoughts
about their life when life events are evaluated positi-
vely (Myers & Diener, 1995).

According to Diener (1984), subjective well-being
has three fundamental characteristics. First, it is ba-
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sed on a subjective evaluation; thus, the essence of
well-being lies in individuals’ personal judgments
regarding the quality and nature of their own lives.
Second, subjective well-being emphasizes positive
criteria or indicators rather than solely focusing on
negative aspects. Third, the dimensions of subjecti-
ve well-being encompass a global assessment of all
aspects of an individual’s life. Owing to this charac-
teristic, subjective well-being not only allows for the
assessment of affect or satisfaction within specific
life domains but also highlights a holistic evaluation
of one's overall life experience.

A person's happiness in life and high levels of subje-
ctive well-being significantly improve the individual's
circumstances in four key areas: well-being and lifes-
pan, employment and earnings, interpersonal con-
nections and ommunity involvement (Gencer, 2018).
In this context, high subjective well-being reflects
the predominance of positive thoughts and emoti-
onal states regarding one’s life. On the other hand,
individuals with low levels of subjective well-being
tend to evaluate their life circumstances and expe-
riences negatively, and are more susceptible to ex-
periencing negative emotions such as anxiety about
the future, depressive mood, and anger (Myers &
Diener, 1995).

The primary aim of scholars examining subjecti-
ve well-being extends beyond merely eliminating
distress; it also involves promoting the organization
and improvement of individuals' lives. As subjecti-
ve well-being constitutes a significant component
of quality of life, its measurement is crucial for un-
derstanding how individuals’ lives can become more
fulfilling and meaningful. Furthermore, numerous
studies have demonstrated that high levels of subje-
ctive well-being not only provide advantages at the
individual level but also contribute to the effective
functioning of societies (Gencer, 2018).For examp-
le, various studies have explored the relationships
between subjective well-being and variables such as
age, gender, physical health, economic status, ge-
netic characteristics, marital status, and personality.
Among these, the studies conducted by Diener et
al. (1999), Myers and Diener (1995), and Lykken and
Tellegen (1996) are particularly noteworthy.

2.3. Turnover Intention

Psychological studies indicate that individuals' in-
tentions are often significant predictors of their
behaviors. From this perspective, Kristensen and
Westergard-Nielsen (2004) suggest that job-see-
king behavior is in fact a significant reflection of a
person's act of leaving their job. (Béckermann &
lImakunnas, 2004). Accordingly, turnover intention
can be defined as an individual's behavioral attitu-
de toward withdrawal from the workplace, whereas
turnover refers to the actual act of leaving the orga-
nization (Aydogdu & Isikgil, 2011).

According to Sutherland and Wilhelm (2004: 56),
turnover intention can be classified as voluntary or
involuntary. They define voluntary turnover intention
as an action initiated by employees due to expecta-
tions of a better employment environment or dissa-
tisfaction with their current job. In contrast, involun-
tary turnover intention is described as termination
initiated by the employer for reasons unrelated to
employee misconduct or performance.

Turnover intention can be classified into three ca-
tegories: unavoidable, desirable, and undesirable
turnover intention. Unavoidable turnover intention
arises from circumstances such as family-related re-
asons, personal illness, or retirement. Desirable tur-
nover intention occurs due to employee inadequacy.
In contrast, undesirable turnover intention refers to
the departure of skilled and well-trained employees
as a result of organizational problems such as insuf-
ficient support, role conflict, and lack of supervision
(Rizvan, Arshad, Munir, Igbal, & Hussain, 2014).

Studies examining the reasons why employees lea-
ve their jobs are found not only in research focusing
on job and organizational characteristics such as job
and organizational design and job stress, but also in
literature where human resources are important and
their management is addressed. Studies on job and
organizational design have shown that job deman-
ds; various stress factors; and conditions such as task
repetition and routinization are positively correlated
with turnover. For example, Almalki et al. (2012)
found meaningful relationships between turnover
intention and demographic variables.

Turnover intention is defined as a cognitive process
that includes thinking about leaving, planning to le-
ave, and the desire to quit; it may also result in an
intention to stay, depending on employees’ levels
of loyalty and commitment to their organizations.
Therefore, various other factors may influence indi-
viduals’ intention to remain within an organization
(Vigneshwaran & Mohankumar, 2022). Employees
exposed to unfavorable working conditions tend to
have higher intentions to change jobs. For instance,
employees who face uncertainty, work in mentally
demanding roles, believe that there are no oppor-
tunities for promotion, or experience discrimination
are more likely to be willing to leave their jobs (Boc-
kermann & llmakunnas, 2004).

Vigneshwaran and Mohankumar (2022) explain vari-
ous antecedents affecting employees' intentions to
leave their jobs in terms of conflict between family
and work, work and general life balance. From their
perspective, factors such as work stress, work satisfa-
ction, demographic variables (e.g., monthly income,
etc.), opportunities for responsibility and autonomy
in developing one's own work activities, organizati-
onal identity, and a sense of commitment, such as
dedication to the job, are considered antecedents
of turnover intention. An example of research in this
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area is the study conducted by Ahmad, Bashir and
colleagues (2012). The results of their research show
that work satisfaction and work stress are significant-
ly and negatively correlated with turover intention.
Accordingly, as levels of job stress increase, emplo-
yees' intention to leave the job also increases.

In another study, Galetta, Portoghese, and Battistelli
(2011) showed that providing individuals with more
responsibility and autonomy in their work can im-
prove feelings of identification and commitment in
the workplace, thereby reducing turnover intention.
The study emphasized the importance of intrinsic
motivation in promoting affective commitment and
found that affective commitment fully mediated the
relationship between intrinsic motivation and tur-
nover intention. In this context, the findings have
shown that the higher individuals' intrinsic motiva-
tion towards their jobs, the more likely they are to
develop a sense of integration and commitment to
their organizations, and this negatively affects their
intention to leave the job.

Randhawa (2007) examined turnover intention and
reported significant correlations between turnover
intention and demographic variables such as age,
qualifications, and job title. The study showed that
age, title, and competency were meaning and nega-
tively associated with turnover intention, and that an
employee's intention to leave an organization was
largely influenced by their age, title, and experien-
ce. The negative relationships identified in the study
suggest that as age, experience, and organizational
status increase, turnover intentions decrease signi-
ficantly.

2.4. The Relationship Between Job De-
mans, Job Resources, and Subjective
Well-Being

When examining the connection among work cha-
racteristics and individuals' subjective well-being in
the context of job demands and resources related to
job requirements, responsibilities, and the nature of
the work, studies conducted across different occu-
pational groups show that the JD-R model has a sig-
nificant impact on employees' capacity to experien-
ce their lives with positive or negative emotions. For
instance, a study conducted by Claees, Vandepitte,
Clays, and Annemans (2023) found that job deman-
ds and job resources are directly related to subjec-
tive well-being. While job resources show a positive
correlation with subjective well-being, job demands
show a negative correlation. Moreover, job resour-
ces appear to have a stronger relationship with sub-
jective well-being compared to job demands. Job
satisfaction mediates these relationships, indirectly
contributing to employees' subjective well-being.
The findings reveal that improving work resources
has a significant impact on increasing employees'

subjective well-being.

In another study examining the effects of job chara-
cteristics on subjective well-being, JD-R model was
employed to assess the relative importance of job
characteristics in relation to the subjective well-be-
ing of teachers in the United Kingdom. The findings
revealed that teachers demonstrated higher levels
of subjective well-being when work-life conflict dec-
reased. Furthermore, various job resources were
found to mitigate the negative effects of job deman-
ds. Another research investigating work demands
and work resources explored the subjective well-be-
ing of accountants and assessed the mediating role
of job resources in the link between work demands
and subjective well-being. Within the accounting
field, various work demands that adversely influence
subjective well-being tend to build up over time. In
contrast, work resources were found to exert a po-
sitive effect on subjective well-being (Ostermeier,
Koops, & Peccei, 2023).

Another study addressing job demands and job
resources examined the subjective well-being of
accountants and analyzed the mediating effect of
job resources on the relationship between job de-
mands and subjective well-being. In the accounting
profession, various job demands that negatively
affect subjective well-being tend to accumulate. In
contrast to the effects of job demands, job resour-
ces were found to have a positive impact on sub-
jective well-being. The study also revealed that job
demands and job resources directly influence subje-
ctive well-being without mediation. Moreover, it was
determined that work resources (such as task auto-
nomy and social support) serve as a mediator in the
association between subjective well-being and work
demands (both quantitative and qualitative), and
that when professionals in this field encounter the
highest intensity of work demands, they are likely to
perceive themselves as having fewer resources avai-
lable to manage those demands (Molina-Sanchez et
al., 2019).

in addition to these investigations, Han, Yin, and
Wang (2020) and Zhao, Yuan, and Hu (2024) also
explored the association between work demands,
work resources, and subjective well-being. Han et
al. (2020) reported that work demands have a det-
rimental effect on the subjective well-being of aca-
demic personnel, whereas work resources positively
influence their subjective well-being. Likewise, Zhao
et al. (2024) found that teaching load is negatively
related to subjective well-being and that the harmful
impact of work demands primarily arises from teac-
hing-related duties. Overall, these empirical findings
are consistent with the JD-R model; however, it is
also stated that the relationships between job cha-
racteristics and employee well-being are not solely
unidirectional and may develop reciprocally over
time (Lesener et al., 2019).
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2.5. The Relationship Between Job De-
mands and Job Resources and Turnover
Intentions

There are two lines of research that examine the
relationships between work demands and turnover
intention, and between work resources and turnover
intention. The first pertains to the literature on job
and organizational design as well as occupational
stress, which emphasizes work and organizational
factors that may prompt employees to leave their
positions. The second relates to the human resource
management literature, which highlights practices
that help organizations achieve their strategic ob-
jectives by attracting, retaining, and efficiently ma-
naging personnel. Both perspectives are significant
within the JD-R model framework. While the job
design and occupational stress literature primarily
concentrates on work demands, the human resource
management literature emphasizes work resources
(Hoonakker et al., 2013).

There are empirical studies examining the direct
effects of individual characteristics, working condi-
tions, and job attributes on employees’ likelihood
of leaving their jobs and their tenure. For example,
unfavorable working conditions have been shown to
increase turnover intention (Béckermann & llmakun-
nas, 2004). The JD-R model assumes that two sets of
working conditions—namely demands and resour-
ces—can each trigger different processes. High job
demands are likely to lead to strain reactions (e.g.,
stress, burnout), which may result in increased ab-
senteeism and turnover. On the other hand, resour-
ces (e.g., decision latitude, social support) are more
likely to promote goal achievement, leading to po-
sitive work attitudes and reduced turnover intention.
Job resources refer to the physical, psychological,
social, and organizational aspects of a job that are
effective in achieving work goals, reducing job de-
mands and their associated costs, and promoting
learning. In this context, job resources are not only
functional in attaining work objectives but also fos-
ter personal growth and development (Hoonakker
et al., 2013).

Hoonakker and colleague (2013) investigated the as-
sociation between work demands, work resources,
and turnover intention within the JD-R model fra-
mework, emphasizing gender-based differences in
these relationships. Their results suggest that emoti-
onal exhaustion serves as a mediator between work
demands and turnover intention, while job satisfac-
tion mediates the link between work resources and
turnover intention. Furthermore, significant gender
differences were identified within these associations.

High employee turnover intentions have always been
a significant concern for the telecommunications se-
ctor. This issue is particularly pronounced among
employees in developing countries, where turnover

intentions are notably high (Bon & Shire, 2017). Bon
and Shire (2017) showed in their study that employe-
es facing high job demands are more likely to intend
to leave their jobs. Indeed, this result reveals a link
between job demands and employees' intentions to
leave their jobs. Within the framework of the JD-R
model, workload—considered one of the employe-
es’ job demands—was investigated by Jasinski and
Derbis (2022), who found that workload is the stron-
gest direct predictor of the intention to leave one's
current job or profession. Organizational constraints
and interpersonal conflicts in the workplace trigger
negative experiences, which in turn lead to turnover
intentions. Among these factors, interpersonal conf-
licts at work are the strongest predictors of negative
emotions in the workplace. The findings of this study
indicate that workload directly influences both types
of turnover intentions, while organizational const-
raints and interpersonal conflicts indirectly increase
intentions to leave the job or profession by eliciting
negative affect at work.

Other studies examining turnover intention include
those by Mansour and Azeem (2024) and Galetta
et al. (2011). Galetta and colleagues. (2011) repor-
ted that granting employees responsibility and au-
tonomy in managing their work tasks can enhance
their sense of identification with and commitment to
the workplace, which in turn decreases turnover in-
tention. They suggest that when employees are int-
rinsically motivated toward their work, they cultivate
a sense of organizational identification and attach-
ment, which is inversely related to their intention to
leave the organization. Mansour and Azeem (2024),
in contrast, examined the impact of work—family
conflict, emotional exhaustion, and elevated job
demands on flight attendants’ turnover intentions.
Their results indicated a positive association betwe-
en heightened job demands and the intention to
leave. Hoare & Vandenberghe (2024) state in their
study that employee well-being is more strongly inf-
luenced by job demands, while job resources, alt-
hough also supporting well-being, play a particularly
stronger role in reducing turnover intentions. These
findings emphasize that both job demands and re-
sources affect employees' subjective well-being and
also play an important role in shaping their intenti-
ons to stay with or leave the organization. Therefore,
turnover intention is considered one of the key out-
comes of the job demands-resources model.

3. Research Method

A quantitative research method was adopted in the
study. Data were collected using a survey technique
from employees working in food sector enterprises
located in the city center of Kayseri.

In this study, food sector businesses operating in
Kayseri province were selected, taking into account
cost and accessibility factors in the data collection
process. The fact that the food sector combines high
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job demands and significant job resources provides
a context consistent with the theoretical framework
of the research, as it offers a work environment that
can affect employees' subjective well-being and tur-
nover intentions. Furthermore, the accessibility of

Job Demands (X1)
Workload

Kayseri province for the researcher and the reduc-
tion of data collection costs increased the feasibility
of the study. Accordingly, considering both theore-
tical suitability and practical limitations, the Kayseri
food sector was determined as the research sample.

Subjective Well-Being

Emotional Demands
Emotional Dissonance
Changes at Work

Job Resources (X2)
Autonomy
Colleague Support

)

Turnover Intention

Coaching

Personal Development

)

Figure 1. Developed Research Model

The hypotheses developed within the framework of
this research model are as follows:

H1a: Workload, as a job demand, negatively affects
employees’ levels of subjective well-being.

H1b: Emotional demands, as a job demand, nega-
tively affect employees' levels of subjective well-be-
ing.

H1c: Emotional dissonance, as a job demand, ne-
gatively affects employees’ levels of subjective
well-being.

H1d: Changes at Work, one of the job demand,
negatively affect employees’ levels of subjective
well-being.

H2a: Autonomy, as a job resource, positively affects
employees’ levels of subjective well-being.

H2b: Colleague support, as a job resource, positively
affects employees’ levels of subjective well-being.
H2c: Coaching, as a job resource, positively affects
employees’ levels of subjective well-being.

H2d: Personal development, as a job resource,
positively affects employees’ levels of subjective
well-being.

H3a: Workload, one of the job demand, positively
affects employees’ turnover intention.

H3b: Emotional demands, one of the job demand,
positively affect employees’ turnover intention.

H3c: Emotional dissonance, one of the job demand,
positively affects employees’ turnover intention.
H3d: Changes at Work, one of the job demand, po-
sitively affect employees’ turnover intention.

H4a: Autonomy, one of the job resources negatively
affects employees' turnover intention.

H4b: Colleague support, one of the job resource,
negatively affects employees’ turnover intention.

H4c: Coaching, one of the job resource, negatively
affects employees’ turnover intention.

H4d: Personal developmen, one of the job resource,
negatively affects employees’ turnover intention.

H5: Subjective well-being negatively affect turnover
intention.

4. Study Sample

The study's population compose of 7,086 workers
employed in the food sector in Kayseri (SGK, 2024).
The sample comprises 350 employees working in
these businesses in Kayseri. Data were collected th-
rough both face-to-face and online surveys. In stu-
dies where the population size is 20,000, a sample
size of 318 is considered sufficient (Bayram, 2004:
10). Furthermore, Hair, Black, Tatham, and Anderson
(2010) suggest that a sample size five times larger
than the number of survey items is considered good
and sufficient. The measurement instrument used in
this study consists of a total of 68 items: 29 items
for the subjective well-being scale, 3 items for tur-
nover intention, and 36 items for job demands and
resources. Therefore, a sample of 350 participants
is considered more than sufficient. Approval for the
study has been obtained from the Ethics Committee
of the Faculty of Social and Human Sciences at Si-
vas Cumbhuriyet University (No: E-99711239-050-04-
518679, Date: 21.01.2025).

5. Data Collection Instruments

The study utilized scales for job demands and job
resources, a turnover intention scale, and a subjecti-
ve well-being scale. Accordingly:

Subjective Well-Being Scale: To determine emp-
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loyees' levels of subjective well-being, the 29-item
Oxford Happiness Inventory (Hills & Argyle, 2002)
was utilized. The survey items were presented with
response options ranging from (1) Strongly Disagree
to (5) Strongly Agree to assess the level of subjective
well-being. The Turkish adaptation of the scale was
obtained from the study by Yurcu and Atay (2015).
The validity of the scale is considered acceptable, as
indicated by values like RMSEA: 0.82, CFl: 0.94, and
¥?/df: 4.2, as reported in Dogan and Sapmaz (2012:
302).

Turnover Intention Scale: To measure employees'
intention to leave their jobs, the scale developed
by Cammann et al. (1979) and used in Gilertekin's
(2013) study was utilized. Questions were evaluated
on a Likert-type scale answered with, for example,
(1) Strongly Disagree (Gllertekin, 2013). This thre-
e-item scale, adapted from the Michigan Organiza-
tional Assessment Questionnaire, was found to be
reliable, with a reliability coefficient of 0.88 based on
reliability and validity analyses (Yapici, 2008: 118).

Job Demands and Resources Scale: The scale deve-
loped by Xanthopoulou et al. (2007) and used in Me-
tin's (2010) study was used to assess what the job-re-
lated demands and resources are in the workplace.
ltems were rated on a scale ranging from (1) Never
to (5) Always. The job demands dimension includes
four sub-dimensions: workload, emotional deman-

Table 1. Correlation Results of Research Variables

ds, emotional dissonance, and changes at work. The
job resources dimension consists of four sub-dimen-
sions: automation, colleague support, coaching,
and personal development (Metin, 2010).

6. Findings

Participants’ demographic characteristics were
analyzed through frequency analysis. Regarding
gender composition, 35% of the respondents were
female and 65% were male. The age distribution
was as follows: 1.3% were between 16-20 years old,
13.4% between 21-30, 38.6% between 31-40, 40.5%
between 41-50, and 6.2% between 51-60. In terms
of marital status, 68.3% of the participants were mar-
ried, whereas 31.7% were single.

With respect to educational attainment, 9.5% had
completed high school, 23.2% held an associa-
te degree, 52.3% possessed a bachelor’s degree,
13.4% had a master's degree, and 1.6% had earned
a doctoral degree. Concerning organizational tenu-
re, 19.9% had worked at the company for 1-5 ye-
ars, 43.8% for 6-10 years, 30.1% for 11-15 years, and
6.2% for 16 years or more.

The relationships between the scales were exami-

ned using correlation analysis and are presented in
Table 1.

1 ) 3 4 5 3 8 9 10 11 12
Turnover 1

Intention

Subjective -

Well-being -2 !

Workload -,098 A78** 1

g’:;::::' L1285 501%% 720%% 1

S’i's“s’::’a“nac'e L1335 531%% 743%%  8O5kx

S\;‘:r'l‘(ges at qager  510% 680%F  851%F  BAOK* 1

JD‘;'Lan de S143%% BATFF 817X 952%%  QAGK*  QAO%* 1

Autonomy L239%  570%%  436%%  A39%%  A50%*  508%* 504%* 1

‘S::I'::zft“e L286%% 570 AB1**  418%*  436%*  A84%*  A94%*  819%x 1

Coaching L288%% 613%%  A73%%  A38%*  AS9%*  A4SA%* A9Q%x  8DO%x  8goEx
;Z;‘;‘::ment L243%%  B87FF A73%% 39%%  AT1R*Y A30% 4G0%* 826*% 870%  912%* 1
;:':ources L282%F 622%%  A9DRE AAGR  AGG**  A93%*  BISRE  Q11%%  QA1*x  QJ(*  G53*x
**<0,01
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According to Table 1, job demands, job resources,
and their sub-dimensions are negatively correlated
with turnover intenion (**p<0.01: -0.143; -0.282**),
while job demands, job resources, and their sub-di-
mensions are positively correlated with subjective
well-being (**p<0.01: 0.547; 0.622**). In other words,
as job demands and resources decrease, the turover
intention the job decreases, while as job demands
and resources increase, subjective well-being levels
also increase. The study also observed an inverse re-
lationship between subjective well-being and turno-
ver intention (**p<0.01: -0.211**).

Table 2. Calculated Fit Indices for the Scales

6.1. Validity and Reliability Analyses of the
Scales, Normal Distribution and Mean of
the Data

As a result of the analysis, the following index values
were examined for the scales: x2/sd <5, RMSEA, TLI
value, and some other index values. A model is con-
sidered to have a good fit if

its X2/sd <5 is less than 5 and its CFl and TLI values

are 0.90 or higher (Schermelleh-Engel, Moosbrug-
ger & Miiller, 2003).

Acceptable Turnover Subjective Job Demands and
Compliance Indexes Intentions Well-being Job Resources
X2/sd <5 2,151 3,645 2,367

GFI >0.90 0,951 0,936 0,952

AGFI >0.90 0,916 0,921 0,912

CFI1>0.90 0,921 0,912 0,905

TLI>0.90 0,907 0,917 0,936

RMSEA <0.08 0,076 0,079 0,066

Source: Hu & Bentler (1999); Kline (2016).

When the fit indices were examined, it was determi-
ned that the measurement models showed a good
level of fit with the data. These findings indicate that
the factor structures of the scales were validated and
that they reliably measured the relevant constructs.
To determine the reliability levels of the scales, a

reliability analysis was conducted and Cronbach's
alpha coefficients were examined. Accordingly, the
values determined for turnover intention were 0.931,
for subjective well-being 0.844, and for job demands
and job resources 0.766, indicating that the scales
are reliable.

Table 3. Standard Deviation, Variance, Mean, Skewness and Kurtosis Values of the Data

JD.W JD_EDE JD_EDi JD_CW JR JR_LA JR_PS JR.C JRPD

Mean 2,2440 | 3,2958 | 3,3449 |3,4003 | 3,3361 3,3817 | 3,2946 | 3,3915 | 3,2767 | 3,3867 | 3,4118 | 3,4771
Standard

. 1,02537 | ,75073 | ,92269 | ,97230 | 1,00703 | ,96872 | 1,01444 | ,97208 | 1,02876 | 1,01018 | 1,02230 | 1,04386
Deviation
Variance 1,051 564 ,851 945 1,014 938 1,029 945 1,058 1,020 1,045 1,090
Skewness | 1,203 - 417 -,483 -,363 -,468 -,462 -,502 -,518 -,386 -,480 -476 -,538
Kurtosis 518 -772 -1,028 | -,839 -,819 -779 -,874 -,819 -,818 -,748 -,809 -,749

In this study, the data shows a normal distribution,
meaning that the kurtosis and skewness values,
mean, and frequency values indicate that the data
are normally distributed. As reported in the literatu-
re, skewness and kurtosis coefficients within the ran-
ge of 1.5 are considered indicative of normal dist-
ribution. According to Tabachnick and Fidell (2015),
values falling among —1.5 and +1.5 suggest that the
data exhibit a normal distribution. In Table 3, the
mean for turnover intention variable was found to be
2.2440, the mean for the subjective well-being vari-

able was 3.2958, the mean for the job demands vari-
able was 3.3449, and the mean for the job resources
variable was 3.3915.

6.2. Results of Regression Analyses of
Variables

The regression analysis results and data of the vari-
ables in the study, conducted within the framework

of the hypotheses formulated, are given in Tables 4
and 5.
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Table 4. The Effect of Job Demands, Job Resources on Subjective Well-being

Independent

Variables

Job Demands 450 039 ,000 553 1306 304 134,081 11,579 1,765
Workload 1380 ,030 ,000 492 242 239 96,882 9,843 1,802
Emotional 377 037 ,000 505 255 253 10,206 104,162 1,807
Demands

Emotional 416 038 ,000 536 288 285 122,707 11,077 1,835
Dissonance

Changes at 1382 036 ,000 517 267 264 110,663 10,520 1,708
Work

Job resources 479 ,035 ,000 ,620 ,384 ,382 189,798 13,777 1,733
Autonomy 416 034 ,000 570 324 322 146,036 12,085 1,737
Colleague 423 035 ,000 570 1325 1322 146,167 12,090 1,802
Support

Coaching 449 033 ,000 611 374 372 181440 13,470 1,730
Personal 420 033 ,000 584 1340 1338 156,944 12,528 1,753

Development

Dependent Variable: Subjective Well-being

Based on the findings of the regression analyses, as
presented in Table 4, job demands and their sub-di-
mensions—workload, emotional demands, emoti-
onal dissonance, and changes at work—positively
affect subjective well-being. Accordingly, an increa-
se in job demands increases the level of subjective
well-being. In this case, hypotheses H1a, H1b, Hlc,
and H1d, which predicted a negative effect, were re-
jected. On the other hand, job resources and their

sub-dimensions, such as automation, colleague sup-
port, coaching, and personal development, have a
positive effect on subjective well-being, and as job
resources increase, the level of subjective well-being
also increases (B = 0.479, p < 0.01). The job resour-
ces dimension explains 38% of an individual's subje-
ctive well-being (R? = 0.384). Based on these results,
hypotheses H2a, H2b, H2c, and H2d are confirmed.

Table 5. The Effect of Job Demands, Resources, Subjective Well-being on Turnover Intentions

Independent
Variables
Job Demands -159 1063 012 143 021 017 6,377 2525 1,904
Workload 117 ,060 ,053 11 012 ,009 3,767 1,941 1,89
Emotional 131 058 025 128 016 013 5,079 2254 1,911
Demands
Emotional - 141 ,060 ,020 133 018 014 5476 2,340 1,891
Dissonance
Changes at

151 057 ,009 149 022 019 6,934 2633 1,927
Work
Job resources  -,297 058 ,000 1282 079 076 26,232 5122 1,945
Autonomy -,239 ,056 ,000 ,239 ,057 ,054 18,467 -4,297 1,939
Colleague -290 1056 ,000 1286 082 079 29986  -5195 1,966
Support
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Coaching -,289 055 ,000 288 083 080 27496 5244 1,934
Personal -238 055 ,000 243 059 056 19,002 -4359 1,941
Development

Subjective -,288 077 ,000 211 045 041 14,177  -3765 1,866
Well-being

Dependent Variable: Turnover Intention

Based on the findings of the regression analyses, as
presented Table 5, job demands and their sub-di-
mensions, namely emotional demands, emotional
dissonance and changes at work, negatively affect
turnover intention (B = -0.159, p < 0.01). The job de-
mands dimension explains 2.1% of an individual's
turnover intention (R? = 0.021). Accordingly, an inc-
rease in job demands reduces turnover intention. In
this case, hypothesis H3, which predicts a positive
effect, is rejected in the study. On the other hand,
all job resources and their sub-dimensions negati-
vely affect turnover intention, with turnover intention
decreasing as job resources increase (B = -0.297, p
< 0.01). The job resources dimension explains 7.9%
of an individual's turnover intention (R2 = 0.079).
Based on these results, hypotheses H4a, Hib, H4c,
and H4d are confirmed, while hypotheses H3a, H3b,
H3c, and H3d are rejected due to the presence of a
negative effect.

As also shown in Table 5, subjective well-being ne-
gatively affects turnover intention (B = -0.288, p <
0.01). The level of subjective well-being explains
21% of the variation in an individual's turnover inten-
tion (R2 = 0.211). This finding shows that as the level
of subjective well-being increases, turnover inten-
tion decreases, and confirms hypothesis H5.

7. Discussion

Following the correlation and regression examinati-
ons, it was determined that among the subdimensi-
ons of job demands, workload, emotional demands,
emotional dissonance, and changes in the workpla-
ce exerted a beneficial effect on the level of subjecti-
ve well-being. This finding indicates that an increase
in job demands may enhance the level of subjective
well-being; however, this outcome is not consistent
with other studies in the literature. For example, dif-
ferent findings were reported in the studies conduc-
ted by Han and co-authors (2020), Zhao and co-aut-
hors (2024), Molina-Sanchez and co-authors (2019),
Claees and co-authors (2023), and Ostermeier et al.
(2023), Dishon-Berkovits, M. et al (2024), Pulido-Mar-
tos, M.,et al. (2023) and Jin, M., et al. (2025).

According to the research findings, emotional de-
mands evaluated within the scope of job requi-
rements, emotional dissonance, and workplace
changes outside of workload were found to have a
negative impact on the intention to leave the job.
However, these findings do not align with studies

in the existing literattre (e.g., Hoonakker and col-
leagues, 2013; Bon & Shire, 2017; Jasinski & Derbis,
2022). The findings that differ from the literature
may be attributed to variables such as the socio-e-
conomic structure of our country, as well as cultural,
sectoral, psychological, and individual differences.
Therefore, these aspects of the job demands variab-
le could be addressed by other researchers to shed
light on alternative evaluations. Another possible
reason for this discrepancy can be explained by the
impact of job resources on job demands. The litera-
ture frequently emphasizes that job resources play
a critical role in mitigating the negative consequen-
ces of job demands faced by employees. Jin et al.
(2016) demonstrate that person—organization fit can
function as a protective organizational resource for
employees. In this regard, it is suggested that high
levels of person—organization fit may reduce the ne-
gative impact of job demands and perceived threats
on employees’ turnover intentions. Moreover, this
difference can be evaluated within the framework of
challenge demands and hindrance demands as exp-
lained by Cavanaugh and colleagues (2000). Tadi¢
and colleagues (2014) argue that difficult demands,
like workload and occupational intricacy, although
requiring effort, facilitate learning and goal achie-
vement when their adverse aspects are effectively
managed. In this situation, complicated work assig-
nments demand substantial amounts of energy but
may also promote employees’ growth in expertise
and proficiency. In conclusion, based on the work of
Bakker et al. (2007, 2010), it can be argued that, gi-
ven that not all job demands are inherently harmful,
these demands may also have a positive effect on
employees' turnover intentions.

The first finding of the study regarding job resour-
ces is that job resources like autonomy, colleague
support, coaching, and personal development posi-
tively affect employees’ levels of subjective well-be-
ing. These findings are in line with those documen-
ted in the literature by Han and colleagues (2020),
Zhao and colleagues (2024), Molina-Sanchez and
colleagues (2019), Claees and colleagues (2023),
and Ostermeier and colleagues (2023). The second
finding related to job resources is that subdimen-
sions such as automation, coworker support, coa-
ching, and personal development have a negative
effect on turnover intention. This result is consistent
with other studies in the literature, such as those by
Galetta and colleagues (2011), Hoonakker and col-
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leagues (2013), and Bon and Shire (2017). As seen,
most job demands and job resources variables are
associated with and have an impact on employees’
intention to leave their jobs. For instance, studies
conducted by Moloney, W. et al. (2018), Eriksson, A.
et al. (2021), and Montecinos, C. et al. (2026) exa-
mined these relationships and effects. In addition,
Leep-Lazar, K. et al. (2026) supported a model pro-
posing that high job demands and insufficient job
resources negatively affect mental health and incre-
ase employees' intention to leave their jobs.

In conclusion, the findings of this study reveal that
increased job demands and job-related resources
reduce employees' intentions to leave their jobs.
Additionally, it was observed that increases in job re-
sources and job demands were also associated with
higher levels of employees' subjective well-being.
This indicates that both employees' commitment
to their jobs and their psychological well-being
are closely related to the balance between the re-
sources provided in the work environment and the
demands they face. Therefore, providing sufficient
resources in the workplace and appropriately mana-
ging job demands plays a significant role in redu-
cing employees' intentions to leave their jobs and
increasing their subjective well-being. Furthermore,
with respect to the impact of subjective well-being
on turnover intentions, the results indicate that as
individuals’ subjective well-being rises, employees’
turnover intention declines. For example, a study
carried out by Li and colleagues (2025) on nurses re-
vealed that turnover intention was inversely associa-
ted with subjective well-being. However, a separate
study conducted by Ozgelik and Ozkog (2019) found
that subjective well-being had a positive influence
on employees’ turnover intentions. Indeed, research
in the literature that directly and thoroughly exami-
nes the impact of subjective well-being on turnover
intentions remains relatively scarce. While the pre-
sent study shows similarities with the study by Li et
al., it differs from the findings reported by Ozcelik
and Ozkog.

8. Conclusion

In summary, this study found that: firstly, work de-
mands and work resources are positively related to
and positively influence subjective well-being; se-
condly, work demands and work resources are nega-
tively related to and reduce turnover intention; and
finally, employees' subjective well-being negatively
affects their turnover intention. Based on these fin-
dings, it can be said that work demands and resour-
ces, which express the qualities related to the duties
and responsibilities of the jobs performed by emp-
loyees, significantly affect the subjective well-being
levels of employees, both in their work lives and in
their general lives; in other words, they significantly

influence their perception of happiness throughout
their lives. Furthermore, considering the extent to
which job demands and resources are met in the
job environment, as well as employees' subjective
well-being, it is concluded that employees may tend
to develop an intention to either remain in the orga-
nization or leave their jobs. These findings will both
improve employee well-being, health, and motiva-
tion in the workplace, and provide employers and
managers with valuable information about job de-
mands and resources, employee subjective well-be-
ing, and turnover intentions. Furthermore, the rese-
arch findings provide insights into the measures and
changes that managers should take in the work en-
vironment. Therefore, this study more clearly reveals
the needs of employees in organizations regarding
their work environment from the perspective of or-
ganizational behavior.

Limitations encountered during research may inclu-
de studies being restricted to a single sector or re-
gion. Examining the same variables across different
sectors or with different variables could contribute
more significantly to the literature. For example, the
way work is carried out, its management, and the
needs of the workforce—that is, job demands and
resources—may differ between a manufacturing se-
ctor and a service sector. Therefore, research con-
ducted across sectors can yield more diverse results
and information, making significant contributions to
the literature.
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