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Abstract. Employee retention has become a critical concern in the logistics sec-

tor of Malaysia due to the increasing demand for skilled labor and the dynamic 

nature of the industry. Despite its significance, many logistics companies con-

tinue to face high turnover rates, which negatively impact operational efficiency 

and overall organizational performance. This study investigates the key factors 

influencing employee retention within logistics organizations in Malaysia. Spe-

cifically, the study identifies the factors that cause employees to quit, explores 

the effects of employee turnover, and recommends innovative strategies organi-

zations can implement to sustain retention rates. Thematic analysis based on in-

terviews with HR managers revealed five central themes: Work-life Balance, Re-

muneration, Career Development, Job Security, and Fairness. Findings highlight 

unique challenges faced by Malaysian logistics firms, offering actionable insights 

for HR policy and practice. This paper contributes novelty by providing a com-

prehensive retention model specific to the Malaysian logistics sector, addressing 

gaps in previous research and offering practical strategies for workforce stability. 

Keywords: Employee Retention · Malaysian Logistics Firms · HR Strategies · 

Turnover 

1 Introduction 

Employee retention is widely recognized as a critical issue for organizations, referring 

not only to the duration employees remain within a company but also to the strategies 

implemented to ensure their long-term commitment [3]. The retention of skilled em-

ployees has become increasingly vital, as high turnover disrupts business continuity, 

reduces organizational performance, and escalates costs related to recruitment, training, 

and lost productivity [32]. This challenge is particularly acute in Malaysia’s logistics 

sector, which remains heavily labor-intensive despite rapid technological advance-

ments. The sector relies extensively on skilled professionals in warehousing, transpor-

tation, and supply chain management, making it highly vulnerable to talent shortages 

and workforce instability [4]. 

One of the distinctive challenges in Malaysia is the rising culture of job-hopping, 

especially among younger employees, who frequently change employers in pursuit of  
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better opportunities [18]. Coupled with the high transferability of logistics skills across 

industries, this trend amplifies turnover pressures and weakens organizational stability 

[37]. Competitive market dynamics, irregular working hours, and the physically de-

manding nature of logistics roles further contribute to attrition, underscoring the urgent 

need for proactive retention strategies [8]. Despite these pressing issues, much of the 

existing research on employee retention in Malaysia has focused on general business 

or manufacturing contexts, leaving logistics as an underexplored sector despite its stra-

tegic importance to the national economy and global trade [12]. This study therefore 

seeks to answer three key research objectives: 

(i)     What are the factors that lead employees to quit?  
(ii) What are the effects on logistics organizations when employees quit their jobs?  
(iii) What innovative strategies can reduce turnover?  

The objectives are to identify key factors, assess organizational impacts, and recom-

mend strategies to strengthen employee retention in Malaysia’s logistics sector. The 

significance of this study lies in its ability to benefit logistics companies, policymakers, 

and the wider public. For logistics companies, the findings provide insights into im-

proving HR practices; for policymakers, they highlight areas for workforce develop-

ment policies; and for society, stronger retention supports reliable logistics services and 

economic stability. Unlike earlier studies that focus on general business or manufactur-

ing, this research is among the first to examine employee retention in Malaysia’s logis-

tics sector.  

The findings will enrich academic discourse by advancing the limited literature on 

logistics employee retention and provide actionable insights for industry practitioners 

and policymakers. Strengthening retention in this sector is not merely a human resource 

priority but a national economic imperative, as a stable logistics workforce underpins 

efficiency, competitiveness, and Malaysia’s broader aspirations in regional and global 

trade. 

2 Literature Review 

According to [15], employee retention is a vital concern in international organizations, 

where workforce stability directly influences competitiveness and efficiency. In China, 

high turnover rates are largely driven by intensified job market competition. Beyond 

monetary incentives, non-monetary rewards and work engagement have emerged as 

important factors in reducing turnover and sustaining employee commitment. Whereby, 

In Western countries such as the UK, excessive workloads have led to serious health 

conditions among employees, including heart attacks, high blood pressure, and diabe-

tes. As a result, many employees have been forced to take time off work, and some 

have even resigned to seeking treatment, contributing to higher turnover rates [31]. In 

Malaysia, retention challenges are shaped by job satisfaction, career development op-

portunities, remuneration, and work-life balance. Research highlights that supportive 

workplace culture, mentoring, and incentive programs significantly improve employee 

loyalty, while flexible work arrangements introduced after the pandemic have become 

central to retention efforts [35]. Generational differences also influence retention trends 

in Malaysia. While older employees prioritize job security and stability, younger gen-

erations such as Gen Z and Millennials are more focused on career growth and purpose-
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driven work [27]. Organizations must therefore tailor retention strategies to address 

these diverse needs effectively [24]. In addition, government initiatives such as the Ma-

laysia Digital Economy Blueprint play a crucial role in sustaining workforce stability. 

By fostering digital skills development and supporting new job opportunities, these 

programs complement organizational strategies in tackling retention challenges in a 

rapidly changing labour market [28]. 

2.1 Themes Reviewed 

Work-life balance (WLB) is the ability to manage professional responsibilities while 

sustaining a fulfilling personal life. It fosters harmony, prevents stress, and supports 

employee well-being, making it a vital factor for both individual and organizational 

performance [33]. Conflicts between professional and personal obligations are espe-

cially common in logistics, where irregular hours and high demands intensify stress. 

Studies emphasize that WLB not only prevents burnout but also strengthens organiza-

tional outcomes when effectively managed [36]. Poor work-life balance contributes to 

turnover intentions, health issues, and decreased job satisfaction. Overtime negatively 

affects family relationships, leading to disengagement and weaker performance among 

employees [34]. Post-pandemic realities highlight the importance of setting boundaries 

and ensuring recovery time to protect productivity and retention [13]. 

 Compensation remains one of the strongest predictors of employee retention in lo-

gistics, where demanding roles and long hours make competitive salaries and benefits 

essential [6]. Flexible pay structures, tailored to diverse employee preferences, are more 

effective than standardized packages. Research shows that inadequate compensation is 

the leading cause of turnover across industries [21]. Beyond wages, benefits such as 

health coverage, retirement plans, and performance-based incentives play a critical role 

in retaining talent. Globalization and technological change have intensified the need for 

organizations to offer attractive compensation strategies [5]. Low pay reduces motiva-

tion and increases turnover, while competitive packages enhance satisfaction and en-

gagement. Both direct compensation (salary) and indirect compensation & benefits are 

therefore vital to retention strategies [14]. 

Career development opportunities encourage loyalty, motivation, and engagement 

by providing clear pathways for professional growth. This is particularly critical in lo-

gistics, where skilled talent shortages require effective retention strategies [15] Train-

ing, promotion opportunities, and structured growth programs reduce turnover inten-

tions and boost employee satisfaction. Employees who perceive strong career prospects 

are more engaged and committed to their organizations [14]. Despite the benefits, fi-

nancial constraints and flat organizational structures often limit career advancement 

opportunities in logistics. These challenges highlight the need for innovative develop-

ment programs tailored to industry-specific skills [11]. Proactive investment in career 

development enhances both organizational performance and employee retention, even 

in competitive environments with rapid technological change [13]. 

Perceived fairness influences employee satisfaction, motivation, and commitment. 

Workers assess equity through pay, promotions, recognition, and transparent processes 

[22]. Unfair treatment leads to stress, disengagement, and higher turnover intentions 

[7]. Research shows that equitable HR practices encourage loyalty, while procedural 

injustice and poor leadership contribute to dissatisfaction and exits [17]. Fair pay, 
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recognition, and advancement opportunities increase retention by ensuring employees 

feel valued and respected within their organizations [29]. Policy initiatives in developed 

nations, such as collective bargaining agreements and corporate social responsibility 

programs, demonstrate how fairness in logistics can enhance employee satisfaction and 

retention [1]. 

Job security refers to stability and long-term assurance of employment, which boosts 

confidence, commitment, and organizational productivity [25]. Secure employment 

significantly influences retention, while insecure contracts and temporary arrangements 

in logistics often fuel dissatisfaction and turnover. Precarious work arrangements, such 

as gig labor and outsourcing, increase disengagement and weaken organizational loy-

alty, especially when managers fail to address employees’ concerns [16]. Global initi-

atives, including the EU’s Directive on Transparent and Predictable Working Condi-

tions and the U.S. Good Jobs Initiative, highlight the importance of job security in 

strengthening retention and stability within logistics supply chains [18]. 

The literature identifies five critical factors influencing retention: work-life balance, 

remuneration, career development, fairness, and job security. While international and 

Malaysian studies provide insights, most focus on isolated factors and neglect logistics. 

This creates a clear research gap. Employee retention in Malaysia’s logistics sector re-

mains underexplored despite its economic importance and high turnover rates. By inte-

grating multiple factors into a holistic framework, this study contributes novelty by 

addressing a critical yet overlooked area [26]. 

3 Research Methodology 

A qualitative research design to explore factors influencing employee retention in Ma-

laysia’s logistics sector, using semi-structured interviews with fifteen participants, in-

cluding CEOs, general managers, HR managers, and operations executives from se-

lected logistics firms. A purposive sampling strategy was applied to ensure respondents 

possessed relevant experience and authority in workforce management, making their 

insights directly applicable to the research objectives [19].   

 Interviews were conducted virtually through Microsoft Teams, Zoom, and Google 

Meet, recorded, transcribed, and complemented with secondary data from academic 

databases such as ScienceDirect, Google Scholar, ResearchGate, SpringerLink, and the 

UTAR Library to strengthen the theoretical foundation assumptions, and concepts guid-

ing the research, which proved essential during the data analysis phase. The extensive 

reliance on secondary data strengthened the overall validity and reliability of the re-

search outcomes [30].  

 Data were collected using semi-structured interviews, which provided flexibility for 

participants to share their views while ensuring alignment with the research objectives. 

Due to their flexibility, interviews can be conducted either individually or in group 

settings. The benefit of one-on-one interviews aligns with the term "in-depth inter-

view," as it allows the researcher to delve deeper into personal and sensitive topics [2]. 

Interview questions were developed based on themes identified in the literature review, 

such as work Life Balance, remuneration, career development, job security, and fair-

ness as researchers are responsible for presenting the participant with key themes rele-

vant to the study, enabling the interviewee to engage with topics they are most 
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comfortable discussing [2]. Each interview lasted approximately 30-45 minutes and 

was conducted virtually using Microsoft Teams, Zoom Meeting and Google Meet plat-

form as well [10].  

The data was analyzed using thematic analysis, supported by ATLAS.ti software, 

which enabled systematic coding, and visualization [20]. This methodological approach 

enhanced both rigors and novelty, as it captured rich narratives of industry professionals 

while integrating technology-driven analysis for greater reliability [23]. Ethical stand-

ards were strictly upheld by securing informed consent, anonymizing responses, and 

ensuring confidentiality throughout the research process [9]. Overall, this design pro-

vided credible, context-specific insights into the drivers, consequences, and potential 

strategies for employee retention in Malaysia’s logistics industry. 

4 Data Analysis 

This study analyzed the qualitative findings from fifteen informants in the logistics sec-

tor. Five main themes were identified: work-life balance, remuneration, career devel-

opment, job security, and fairness. The results show that long working hours, uncom-

petitive pay, limited growth opportunities, job insecurity, and unfair workload distribu-

tion are the main causes of turnover. At the same time, informants highlighted the need 

for flexible scheduling, competitive remuneration, structured training, proactive HR 

practices, and fair task allocation as strategies to improve retention. These findings di-

rectly address the research objectives, and this further discusses the implications and 

relevance in the subsequent discussion. Table 1 below represents the list of informants 

that had been interviewed among the logistics sectors of Malaysia. 

Table 1. List of Informants 

Informants Position 

1 HR Executive 

2 Junior HR Executive 

3 HR & General Manager 

4 Sales & HR Manager 

5 General & HR Manager 

6 HR Manager 

7 HR Manager & Executive 

8 HR Manager  

9 HR Manager  

10 HR Manager  

11 HR Executive & Talent Acquisition 

12 HR Manager 

13 HR Executive 

14 HR Manager 

15 HR Executive & Operation 
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4.1 Theme 1: Work-Life Balance 

Work Life Balance is a critical issue in the logistics sector as operations run continu-

ously, often requiring long hours and irregular schedules. There are several findings of 

sub-themes that had been identified from this main core theme. According to the ex-

tracted sub-themes, challenges such as overtime, family impact, stress, and limited flex-

ibility were identified as key concerns affecting employees. These issues highlight that 

the inability to balance personal life with job demands directly contributes to higher 

turnover.  

 Informants 4, 5, 6, 7, 10, 11, 12 and 14, highlighted that “in logistics industry, it is 

difficult to look for work life balance or free time as we keep receiving shipments time 

to time basis. So, for those people who are unable to handle the stress, it would make 

them leave. So, logistics to be honest, impossible to get work life balance.” They 

Stressed that long working hours, overtime, and the 24/7 operational requirements leave 

little room for employees to rest or spend time with their families. They explained that 

employees often find themselves working late at nights, at weekends, and even public 

holidays, which directly affects job satisfaction and personal well-being.  

 The impact on family and personal commitments was highlighted by Informants 2, 

9, 12, and 13, who observed that as employees take on higher-level roles, responsibili-

ties increase, leaving them with less personal time. The informants mentioned that 

“those who are already married, sometimes they need time with their spouse, their 

children, as well as the single one. The single one needs the time something like that 

for them.” Married employees in particular expressed concern over balancing family 

obligations with work, while younger staff were described as less tolerant of inflexible 

schedules.  

 Stress and fatigue were consistently discussed by Informants 4, 7, and 8, who pointed 

out that constant demands from customers, even after working hours, contribute to 

burnout. The informants said that “customers will still call you after working hours. It's 

a whole day job for transportation, so I still receive calls after work hours. So, some 

people cannot tolerate that."  Several of them noted that the younger workforce often 

struggles to adapt to such pressure, leading to dissatisfaction and higher turnover.  

 Finally, the issue of scheduling and flexibility was raised by Informants 1, 3, 9, and 

14, "Most of them, as you know logistics company is a 24-hour business. So many of 

our staff resign because they don’t want to work on Saturday and Sunday. Yes, espe-

cially the young generation. But we can't close our office on Saturday and Sunday be-

cause we are in the logistic business." They indicated that rigid scheduling practices 

clash with the expectations of younger employees, many of whom prioritize flexibility 

over stability. Although some staff, such as drivers, may accept longer hours in return 

for higher pay, most employees view the lack of flexibility as unsustainable.  

In summary, findings from informants suggest that poor work-life balance is one of 

the leading factors driving turnover in logistics. Long hours, family strain, constant 

fatigue, and rigid schedules create significant challenges for both employees and em-

ployers. Without adopting more flexible scheduling policies and employee-centered in-

itiatives, logistics companies are likely to continue facing high attrition linked to this 

theme. Below table 2 summarizes the findings of sub-themes coded from the main 

theme of work-life balance using software ATLAS. 
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Table 2. Summary of sub-themes findings from the main themes of Work-Life Balance 

Informants Overtime & 

Long Hours 

Impact on Family 

/Personal 

Stress & 

Fatigue 

Scheduling & Flexibility 

1    * 

2  *   

3    * 

4 *  *  

5 *    

6 *    

7 *  *  

8   *  

9  *  * 

10 *    

11 *    

12 * *   

13  *   

14 *   * 

15     

4.2 Theme 2: Remuneration 

Remuneration plays a central role in shaping employee motivation and retention. The 

sub-themes identified from this main theme, such as salary adequacy, fairness, market 

competitiveness, and allowances were all raised as crucial factors. The findings suggest 

that when employees perceive their pay and benefits as insufficient or unfair, they are 

more likely to leave for better opportunities.  

 Informants 2, 5, 12, and 15 emphasized that inadequate salaries are one of the pri-

mary reasons employees leave the logistics sector. Informants highlighted, “It is ex-

tremely important for an employer to ensure that every worker is paid according to 

current conditions if not, they will for sure move to another option.” They argued that 

wages often fail to match the workload or the rising cost of living, prompting employees 

to seek better-paying opportunities elsewhere.  

 The issue of benefits and allowances was raised by Informants 1, 4, 8, and 14, who 

noted that employees are highly motivated by additional incentives such as health cov-

erage, retirement plans, and paid leave. Informants highlighted, “I would say that, if 

there are no benefits, then it might make the employees to look for a better opportunity 

and better salary.” They explained that companies offering comprehensive benefits 

packages tend to retain staff longer, while those that neglect benefits experience higher 

attrition.  

 Informants 1, 9, 10, 13, and 14 further discussed the importance of market competi-

tiveness. They stressed that employees are acutely aware of industry salary bench-

marks, and when they perceive their current package as being below market standards, 
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they are more likely to resign. Informants highlighted, “Compensation and benefits 

play a significant role in employee turnover, particularly when employees feel their pay 

is unfair or below market standards. Offering competitive packages is crucial for at-

tracting and retaining top talent.” Several informants indicated that logistics firms of-

ten struggle to keep up with competitors who offer more attractive compensation.  

 Finally, the issue of fairness and alignment with job scope was highlighted by In-

formants 6, 7, and 11, who observed that employees expect pay that reflects their work-

load and responsibilities. Informants highlighted, “benefits that we are giving them 

must be aligned to them if let us say we give a benefit that is not helpful to them, then 

that is not fair, they will resign.” They argued that when managerial-level staff are 

compensated at levels closer to entry-level positions, dissatisfaction quickly arises.  

 Overall, the findings suggest that remuneration is one of the strongest determinants 

of retention in logistics. Employees expect not only competitive salaries but also mean-

ingful benefits and fairness in relation to their workload. Failure to address these ex-

pectations leads directly to dissatisfaction and turnover. Below table 3 summarizes the 

findings of sub-themes coded from the main theme of remuneration. 

Table 3. Summary of sub-themes findings from the main themes of Remuneration 

Informants Salary Adequacy Benefits and 

Allowances 

Market Competitiveness Fairness & Job 

Alignment 

1  * *  

2 *    

3     

4  *   

5 *    

6    * 

    * 

7  *   

8   *  

9   *  

10    * 

11 *    

12   *  

13  * *  

14 *    

15  * *  

4.3 Theme 3: Career Development 

This theme is an important factor influencing retention. Sub-themes such as training, 

skill development, career progression, and employee attitudes show that both 
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organizational support and individual willingness are needed. Without clear growth 

pathways and continuous upskilling, employees, especially the younger generation, 

may feel demotivated and seek opportunities elsewhere. 

 Informants 1, 3, 4, 6, and 8 stressed the importance of structured training and skill 

development programs, especially for fresh graduates or those entering logistics with-

out prior industry knowledge. Informants highlighted, “We will send our employees for 

like professional training and all the leadership trainings to make sure that you are 

equipped with the skills that needed in our industry but depends on if they want to catch 

the knowledge or just join for the sake of working flow.” They argued that training not 

only helps employees adapt to their roles but also signals the company’s commitment 

to their growth.  

 The matter of career progression and growth opportunities was raised by Informants 

3, 7, 10, and 13, who explained that employees are more likely to remain loyal when 

they see clear promotion paths and opportunities to broaden their skills. Informants 

highlighted, “if a company set a very clear career path to them, they will see their next 

level or the promotions and what kind of type of skills of development that the compa-

nies or HODs are giving them to learn.” Gen Z employees were said to place high 

value on career advancement and the ability to “climb the corporate ladder.” At the 

same time, Informants 2, 5, 11, and 15 highlighted that employee attitudes towards 

development also influence retention. Informants highlighted, “Some youngsters they 

come in, they just want to have a job in order to survive, they cannot be sitting at home 

forever, so they just want to have a job for money and does not want to learn anything 

for their knowledge development. So obviously, career development is do not being a 

meaningful aspect in their life.”  They noted that while some employees eagerly em-

brace training and career growth, others are primarily motivated by financial rewards 

and show little interest in long-term development.  

 In summary, career development is a shared journey between employers and em-

ployees. Employers need to provide clear career pathways, meaningful training, and 

opportunities that allow people to grow, while employees must show initiative, adapt-

ability, and a willingness to take charge of their own progress. When both sides work 

together, it creates a supportive workplace culture where growth feels possible and re-

warding. However, when companies overlook or neglect this dimension, they run the 

risk of losing ambitious and high-potential staff. This is especially for younger genera-

tions, who sees career development not as an optional benefit but as a core part of their 

career decisions. In today’s competitive job market, organizations that recognize this 

need and actively invest in development are more likely to attract, retain, and inspire 

talent in the long term. Below table 4 summarizes the findings of sub-themes coded 

from the main theme of career development using software. 

Table 4. Summary of sub-themes findings from the main themes of Career Development 

Informants Training and Skill 

Development 

Career Progression and 

Growth Opportunities 

Employee Attitudes To-

ward Career Development 

1 *   

2   * 

3 * *  
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4 *   

5  *  

6 *   

7   * 

8 *   

9    

10   * 

11  *  

12    

13   * 

14    

15  *  

4.4 Theme 4: Job Security 

Job security emerged as another significant concern among employees. The sub-themes 

indicated that high turnover, employee fears, and weak HR practices create uncertainty 

and lower morale. When staff feel that their positions are unstable, they are less com-

mitted to the organization, leading to further resignations.  

 Informants 1, 4, 5, 8, 10, and 14 noted that high turnover impacts or creates a sense 

of instability on job security for remaining staff, who often face heavier workloads and 

begin to question the stability of their own roles. Informants highlighted, “of course 

there will be actually the remaining employees will feel that they will have low morale 

I will say that because they will not feel that they motivated as their teammates actually 

leaving and especially those who are capable and performing based employees and 

those remaining will feel that they will be feel anxious, anxiety and worried that their 

job is not secured.” This cycle of uncertainty can further accelerate resignations.  

 Informants 2, 7, and 13 pointed out that employees often fear termination if they fail 

to meet expectations or adapt to increasing workloads. Informants highlighted, “They 

will feel like it's not secure for them to stay because they might think that, If I did not 

perform well, then I might also get terminated.” This perception of vulnerability, com-

bined with the demanding nature of logistics, contributes to anxiety and reduces morale. 

 The role of HR and management in addressing these concerns was emphasized by 

Informant 6, who explained that proactive communication and reassurance from HR 

teams are vital in ensuring employees feel secure. Properly handling resignations, re-

distributing work fairly, and showing empathy were all highlighted as strategies that 

can strengthen employees’ sense of stability. Informants 6 had highlighted, “That is the 

reason why we need to have a very professional human resources team to give the high 

hope to remaining staff that their job is secured. So whereby they need to handle this 

matter in a very precise way, whereby when an employee came to you and saying that 

he wants to resign, we will not just let him or her go, but we will sit down and discuss.” 

 Taken together, the findings clearly show that job security is a central factor influ-

encing employees’ willingness to keep employees stay in logistics organizations. High 

turnover not only removes capable staff but also leaves the remaining employees with 
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heavier workloads, creating a sense of instability that lowers morale and commitment. 

As capable colleagues leave, those who stay begin to question the stability of their own 

positions and often feel anxious, worried, and demotivated. Many also fear that if they 

are unable to meet growing expectations or adapt to added responsibilities, their jobs 

may be at risk, which leads to stress and reduces confidence in their future with the 

organization. This flow of uncertainty can gradually push more employees toward res-

ignation, further weakening overall stability.  

 The findings also emphasize the important role of HR and management in respond-

ing to these challenges. Employees look to their leaders for reassurance and understand-

ing, especially during times of transition. Proactive communication, empathetic en-

gagement, and careful handling of resignations, together with fair distribution of work-

loads that can help rebuild a sense of security. When these measures are followed, staff 

are more likely to feel supported and remain motivated. Below table 5 summarizes the 

findings of sub-themes coded from the main theme of job security. 

Table 5. Summary of sub-themes findings from the main themes of Job Security 

Informants Impact of High Turnover 

on Job Security 

Employee Fears 

and Perceptions 

Role of HR and Manage-

ment in Ensuring Security 

1 *   

2  *  

3    

4 *   

5 *   

6   * 

7  *  

8 *   

9    

10 *   

11    

12    

13  *  

14 *   

15    

4.5 Theme 5: Fairness 

Fairness in workload distribution and recognition of effort was consistently identified 

as a key factor in retention. The sub-themes coded from this theme are, unfair allocation 

of tasks leads to stress, fatigue, and dissatisfaction, while fair practices and allowances 

for extra duties improve morale. Ensuring fairness builds trust and strengthens em-

ployee loyalty.  
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 Informants 1, 2, 4, 5, 6, 12, and 14 observed that when resignations occur, remaining 

employees are often burdened with extra responsibilities, leading to stress, fatigue, and 

even health problems. Informants highlighted, “When there is excessive workload and 

if we give a job to that somebody doesn't want to do that particular thing, the job will 

not be do in a well manner.” They emphasized that such unfair distribution damages 

morale and fosters resentment.  

 Conversely, Informants 10, 11, and 13 stressed the importance of fair allocation and 

structured practices, where managers ensure that tasks are distributed evenly across 

teams. Informants highlighted, “So, the replacer will have more workload to be put on 

their shoulder. It is not easy for everyone to just take someone who is left over and 

complete them. So that is why workload fairness is important for the employees well- 

being as all the job should be allocated in a fairly manner even you are at the below 

manager level position, we will still allocate job only instead of giving them overload 

job.” They noted that when workload is managed fairly, employees feel valued and 

supported, which helps maintain their commitment to the organization. Some inform-

ants also pointed to the role of compensation for additional work.  

 Informants 3 and 7 explained that allowances or temporary incentives for taking on 

extra responsibilities can help employees perceive workload distribution as fairer, even 

during peak times or staff shortages. Informants highlighted, “To make it become more 

fairness workload allocation, we will have acting allowance for our people for the ad-

ditional scope for the short time of period that we set. So normally if there is someone 

have the willingness to take up then they will get more.”  

 Overall, the findings show that fairness in workload distribution is a decisive factor 

in retaining employees. When resignations occur and responsibilities fall unevenly on 

the remaining staff, it often results in stress, fatigue, and even health issues, leaving 

people demoralized and demotivated due to too much workload. Employees are espe-

cially sensitive when they see that certain individuals are consistently overloaded while 

others are not. By contrast, when managers distribute tasks fairly by following the clear 

structured practices, employees will feel that they are valued and supported, which 

helps them stay committed to the organization. The findings also pointed out the role 

of compensation, where allowances or temporary incentives for extra duties make em-

ployees view the situation as more balanced, which means they get paid for what they 

have contributed. In addition, fairness is not only about sharing work evenly, but also 

about recognizing the effort that employee’s contribution as well. Organizations that 

adopt fair practices and provide recognition when workloads increase are more likely 

to earn trust and loyalty. Below table 6 summarizes the finding of sub-themes that had 

been coded for the theme of fairness. 

Table 6. Summary of sub-themes findings from the main themes of Fairness 

Informants Unfair Workload Distribu-

tion and Stress 

Fair Allocation and 

Structured Workload 

Practices 

Compensation for Ad-

ditional Work 

1 *   

2 *   

3   * 
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4 *   

5 *   

6 *   

7   * 

8    

9    

10  *  

11  *  

12 *   

13  *  

14 *   

15    

5 Discussion and Conclusion 

The study confirms that remuneration, career development, and work-life balance are 

the most decisive factors influencing turnover in the logistics sector. Consistent with 

literature, inadequate pay and limited incentives push employees to seek opportunities 

elsewhere, while fair and transparent compensation structures enhance retention. Be-

yond direct pay, benefits such as allowances, recognition schemes, and flexible rewards 

create a stronger sense of belonging and value. Career development emerged as equally 

critical, with limited progression and misalignment between skills and roles directly 

linked to turnover. Employees view training, internal mobility, and structured advance-

ment opportunities as signals of long-term security and engagement, while stagnation 

generates dissatisfaction. Work-life balance further amplifies these dynamics; heavy 

workloads, irregular schedules, and insufficient rest lead to burnout, while wellness 

initiatives and flexible arrangements improve morale and reduce attrition. The interplay 

of these three drivers highlights that retention cannot be achieved through isolated in-

terventions but requires an integrated strategy that balances financial, professional, and 

personal needs. 

The consequences of turnover extend beyond individual exits, creating structural and 

cultural disruptions within organizations. The findings support the literature in showing 

that turnover leads to reduced morale, disengagement, and emotional strain, particularly 

when remaining employees face excessive workloads. This redistribution of tasks not 

only decreases productivity but also accelerates further resignations, resulting in a self-

reinforcing cycle of instability. Loss of skilled workers compound operational ineffi-

ciency, while human resource systems face additional pressure to recruit and train re-

placements. Although some organizations buffer these effects through structured man-

agement practices or fair task distribution, the overall evidence confirms that turnover 

weakens organizational culture, undermines employee commitment, and diminishes 

leadership effectiveness. This highlights the critical need for proactive retention strate-

gies, as turnover is not merely an HR issue but a direct operational and strategic chal-

lenge. 
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  The findings demonstrate that logistics organizations are increasingly adopting mul-

tifaceted strategies to address turnover, aligning with, and extending beyond the litera-

ture. Competitive, transparent, and regularly reviewed pay structures remain founda-

tional, complemented by indirect benefits such as wellness programs, allowances, and 

recognition schemes. Career development initiatives ranging from structured training 

and leadership programs to mentoring systems and internal promotions are equally vital 

in signaling long-term career prospects. Work-life balance strategies, including flexible 

hours, leave policies, recreational activities, and wellness initiatives, provide both emo-

tional and physical support, addressing the high-pressure realities of logistics work. 

Fairness and job security further strengthen retention, with transparent KPIs, open com-

munication platforms, and symbolic recognition fostering trust and organizational com-

mitment. Together, these strategies illustrate that organizations must move beyond ge-

neric retention practices, instead adopting tailored, holistic frameworks that integrate 

financial, developmental, cultural, and well-being dimensions. This multidimensional 

approach not only enhances retention but also positions logistics firms to remain com-

petitive in a volatile, high-turnover industry. 

This study confirms that remuneration, career development, and work-life balance 

are the central factors influencing turnover in the logistics sector. The findings show 

that inadequate compensation, limited progression opportunities, and poor work-life 

integration are strongly linked to employee exits, while integrated strategies that com-

bine competitive pay, clear career pathways, wellness initiatives, fairness, and trans-

parent communication significantly enhance retention. High turnover was found to dis-

rupt organizational stability by increasing workloads, reducing morale, and weakening 

commitment, highlighting that retention is not only an HR concern but also a core op-

erational challenge. Importantly, the research contributes novelty by proposing a holis-

tic retention framework that reflects the interconnected nature of financial, professional, 

and personal needs, offering practical insights that extend beyond existing literature. 

The implications underscore the urgency for logistics organizations to adopt tailored 

and multidimensional strategies rather than standardized policies. Retention efforts 

must be personalized to diverse employee needs while addressing the destructive cycle 

of turnover that undermines productivity and morale. Although the study is limited to 

the logistics sector and a small qualitative sample, it provides valuable sector-specific 

insights with broader applicability to other high-pressure industries. Future research 

should expand with broader and longer-term studies to confirm these findings and ex-

amine new factors like automation, generational shifts, and leadership. Ultimately, em-

ployee retention in logistics relies on a balanced approach that combines fair pay, career 

growth, and well-being to build resilience and competitiveness in the industry. 
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