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ABSTRACT

This research analyzes the relationship between job satisfaction and turnover among operational staff in warehouses of retail companies
located in Ximena parish, Guayaquil, Ecuador. A quantitative approach was adopted, with a descriptive-correlational scope and a non-
experimental, cross-sectional design. The sample consisted of 118 operational workers, who completed a structured 15-item Likert-
scale questionnaire (1 to 5) through Google Forms. The instrument assessed dimensions of job satisfaction, including recognition,
communication, learning opportunities, compensation, physical working conditions, resources, and interpersonal relationships, as well
as factors associated with turnover, such as professional growth, incentives, training, supervisors' treatment, workload, and perceived
impact of turnover. Data were processed using IBM SPSS Statistics and Microsoft Excel through descriptive statistics and Spearman's
rank correlation coefficient. The results revealed very strong, statistically significant positive correlations (rho between 0.919 and 0.972;
p < 0.001) among the variables analyzed. Relevant associations included teamwork and perceived impact of turnover (rho = 0.953),
interpersonal relationships (rho = 0.937), resource availability and workload (rho = 0.933), and communication with superiors (rho = 0.931).
The overall mean was 3.37 out of 5, with job satisfaction at 3.45 and turnover perception at 3.27, reflecting moderate levels and areas for
improvement, particularly in compensation and incentives. The study concludes that higher job satisfaction is associated with lower
intention to leave. Leadership, communication, recognition, training, salary, and work climate are decisive factors for employee retention
and stronger organizational performance.
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RESUMO

Esta pesquisa analisa a relagdo entre a satisfacdo no trabalho e a rotatividade entre os funcionarios operacionais de armazéns de
empresas de varejo localizadas na paroquia de Ximena, em Guayaquil, Equador. Foi adotada uma abordagem quantitativa, com um
enfoque descritivo-correlacional e um desenho transversal nao experimental. A amostra consistiu em 118 funcionarios operacionais,
que responderam a um questionario estruturado de 15 itens na escala de Likert (1a 5) por meio do Google Forms. O instrumento avaliou
dimensoes da satisfagao no trabalho, incluindo reconhecimento, comunicagao, oportunidades de aprendizagem, remuneragao, condigoes
fisicas de trabalho, recursos e relagdes interpessoais, bem como fatores associados a rotatividade, tais como crescimento profissional,
incentivos, treinamento, tratamento dos supervisores, carga de trabalho e impacto percebido da rotatividade. Os dados foram processados
utilizando o IBM SPSS Statistics e o Microsoft Excel por meio de estatisticas descritivas e do coeficiente de correlagdo de Spearman. Os
resultados revelaram correlagbes positivas muito fortes e estatisticamente significativas (rho entre 0,919 e 0,972; p < 0,001) entre as
variaveis analisadas. As associagdes relevantes incluiram trabalho em equipe e impacto percebido da rotatividade (rho = 0,953), relagoes
interpessoais (rho = 0,937), disponibilidade de recursos e carga de trabalho (rho = 0,933) e comunicacdo com superiores (rho = 0,931). A
média geral foi de 3,37 em 5, com satisfagao no trabalho em 3,45 e percepgao de rotatividade em 3,27, refletindo niveis moderados e areas
a serem melhoradas, particularmente em remuneragao e incentivos. O estudo conclui que maior satisfagao no trabalho esta associada a
menor intencao de sair. Lideranga, comunicacao, reconhecimento, treinamento, salario e clima de trabalho sao fatores decisivos para a
retencao de funcionarios e um desempenho organizacional mais forte.

Palavras-chave: satisfagao no trabalho; rotatividade; equipe operacional; varejo; paroquia de Ximena
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INTRODUCTION

In recent years, turnover among operational staff has become one of the main concerns for com-
panies in the retail sector because of its impact on productivity, organizational stability, and recruit-
ment costs. According to the OCC report (2023), 72% of organizations in Latin America reported
increases in employee turnover, with operational positions being the most affected by dissatisfaction,
overload, and lack of recognition.

According to Forbes (2023), employees tend to leave their jobs when they do not perceive growth
opportunities, effective leadership, or adequate working conditions. These causes, together with li-
mited incentives and a poor organizational climate, create an environment that fosters demotivation
and, consequently, employee departure.

In Ecuador, this phenomenon is particularly evident in the retail sector, where employees in
logistics and warehouse areas face high physical demands, extended working hours, and limited de-
velopment opportunities. Recent studies by Siguenza and Guillen (2025) confirm that turnover in
service and retail companies exceeds 40%, directly affecting recruitment and training costs. Likewi-
se, Zafra Yorch (2024) notes that the loss of operational talent affects the continuity of logistics pro-
cesses, reduces efficiency, and decreases the quality of customer service.

In Ximena parish, located in southwestern Guayaquil, Ecuador, numerous retail companies ope-
rate with warehouse teams as the backbone of their logistics processes. High employee turnover not
only disrupts the normal workflow and interrupts vital logistics activities but also increases the fixed
costs associated with hiring and training each new employee.

Job satisfaction directly influences this phenomenon, since factors such as recognition, internal
communication, leadership, and growth opportunities affect whether employees remain in or leave
an organization. When these elements are absent, workers experience demotivation, stress, and emo-
tional disconnection from the company, which increases their intention to leave.

This problem is intensified by the inherent characteristics of operational roles: rotating shifts, hi-
ghly demanding work environments, limited support programs, and weak systems for valuing work.
In this context, it is essential to determine the relationship between job satisfaction and employee
turnover, as this makes it possible to understand the decisive factors that contribute to greater hu-
man capital stability.

This research is theoretically grounded in Herzberg’s Two-Factor Theory (1959), which distin-
guishes between motivational factors - such as achievement, recognition, and development - and
hygiene factors - such as salary, working conditions, and supervision. It is also supported by Blau’s
Social Exchange Theory (1964)), which emphasizes reciprocity between employees and the organiza-
tion, and by the models of Mobley (1977) and Price and Mueller (1981), which explain the psycholo-
gical process leading to intention to resign.

Previous studies in Ecuador, such as Chasi Ramos, Alvarado Cobefia, and Moreta Zavala (2024),
found a significant positive correlation (r = 0.706; p < 0.01) between job satisfaction and human
talent retention, while Duran Delgado, Rojas Sanchez, and Arguello Delgado (2024) identified poor
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work climate, weak communication, and inadequate leadership as the main causes of dissatisfaction.
These findings support the need to analyze the relationship between both variables in the specific
context of warehouse operational staff in the retail sector of Ximena parish.

METHODOLOGY

The research followed a quantitative approach based on the collection of numerical data obtai-
ned through a structured instrument. This approach made it possible to objectively measure the
variables of job satisfaction and operational staff turnover, as well as to statistically analyze the rela-
tionship between them. From a descriptive scope, the level of job satisfaction among operational staff
was identified and characterized, considering several factors related to the work environment and
working conditions. From a correlational scope, the degree of relationship between both variables
was determined without establishing cause-and-effect relationships.

The design was non-experimental, as the variables were not manipulated but studied in their na-
tural context. It was also cross-sectional, since data were collected at a single point in time, allowing
the current situation of the staff to be analyzed in relation to their level of job satisfaction and per-
ception of turnover. The population consisted of warehouse and logistics operational staff in the
retail sector of Ximena parish in Guayaquil. Participating companies included Corporacion Favori-
ta, Almacenes Juan Eljuri, Grupo Tramaco, Exito Corporacion, Grupo Ordonez, Distribuidora Sur,
Pricom Logistic Solutions, Grupo Difare, and Grupo Carrion, with an estimated universe of several
thousand workers distributed across establishments of different sizes. The final sample consisted of
118 operational workers selected through non-probabilistic convenience sampling. In the first phase,
225 responses were obtained; after focusing the study on warehouse operational staff, 118 valid sur-
veys remained. The sociodemographic analysis revealed the following:

o Age: 61.02% of participants were between 18 and 25 years old; 27.12% were between 26 and
35; 5.08% were between 36 and 45; and 6.78% were 46 or older. The sample was predomi-
nantly young.

* Gender: 57.63% identified as female and 41.58% as male; 0.85% preferred not to answer.

* Length of service: 30.51% had worked between 6 months and 1 year in the company; 24.58%
between 1 and 3 years; 22.88% for more than 3 years; and 22.08% for less than 6 months.

» Type of contract: 68.64% had a full-time contract; 11.02% had a temporary contract; 11.02%
reported another type of employment arrangement; and 9.32% worked part-time.

e The instrument was a structured questionnaire consisting of 15 closed-ended questions on a
Likert scale (1 = strongly disagree to 5 = strongly agree), prepared digitally through Google
Forms. The questions measured three types of factors:

e Intrinsic factors: recognition, communication with superiors, and learning opportunities.
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» Extrinsic factors: salary, physical working conditions, and availability of resources.
* Social factors: interpersonal relationships, cooperation, and companionship.

The instrument was validated through expert review, in which the clarity, relevance, and cohe-
rence of the items were assessed. Data were systematized in a digital database using IBM SPSS Sta-
tistics and Microsoft Excel, and the analysis was conducted in two stages:

Descriptive analysis: frequencies, distributions, and weighted averages by question were calcu-
lated to identify general trends.

Correlational analysis: Spearman’s correlation coefficient (rho), appropriate for ordinal Likert-sca-
le variables, was applied to eight pairings between job satisfaction questions and turnover questions,
evaluating the direction, strength, and statistical significance (p < 0.05) of each relationship.

RESULTS

The overall average score of the instrument was 8.37 out of 5, indicating a slightly positive gene-
ral tendency. When analyzed by variable, the results were as follows:
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Job satisfaction (items P1 to P8): the overall average was 3.45. The best-rated aspects were in-
terpersonal relationships (P7: 4.05) and companionship (P8: 4.11). The lowest-rated dimension was
salary (P4: 2.90).

Staff turnover (items P9 to P15): the overall average was 3.27. The item with the highest level of
agreement was the perception of the negative impact of turnover on the team (P15: 8.92). The item
with the lowest rating was the perception of performance incentives (P10: 2.68).

Eight pairings were established between job satisfaction dimensions and turnover factors. The
results are analyzed below:

Eight pairings - Spearman’s rho coefficient

A5 - Physical working conditions and task-person fit (rho = 0.972). This was the highest corre-
lation in the study. When the physical environment is adequate, workers perceive that tasks fit their
profile. This strengthens adaptation to the job and overall well-being, consistent with Herzberg’s
Two-Factor Theory and its hygiene factors.

A8 - Team climate and perception of turnover (rho = 0.953). Workers in cooperative environ-
ments perceive the negative impact of turnover more clearly. Team cohesion encourages permanence.
This finding is supported by Social Exchange Theory (Blau, 1964).

A3 - Learning and training (rho = 0.940). Those who perceive learning opportunities in their
position also recognize that the company provides training. Competency development acts as a key
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retention factor among young staff, particularly given that 61% of participants were between 18 and
25 years old.

A7 - Workplace relationships and the effect of turnover (rho = 0.937). Workers with better inter-
personal relationships perceive the damage caused by turnover more clearly. This reflects a stronger
sense of belonging and group cohesion. Workplace relationships were the highest-rated dimension
(mean between 4.05 and 4.11).

A6 - Available resources and workload (rho = 0.933). Having sufficient tools enables workers to
manage workload more effectively, reducing the perception of overload and turnover intention. This
contributes to both operational improvement and well-being.

A2 - Communication and treatment by supervisors (rho = 0.931). Clear and respectful com-
munication is strongly associated with satisfaction regarding supervisors’ treatment. Strengthening
organizational communication can help reduce voluntary turnover.

A1 - Recognition and incentives (rho = 0.924). The incentives item (2.68) had the lowest score in
the instrument. Workers who feel valued also perceive formal incentive mechanisms more positively.
This points to a structural weakness in formal recognition policies.

A4 - Compensation and professional growth (rho = 0.919). Salary equity and career prospects
are closely connected. Salary (mean = 2.90) was the lowest-rated satisfaction dimension. Reviewing
salary scales and career development plans should therefore be a priority.

Of the eight pairings analyzed, seven showed very strong positive correlations (rho > 0.90; p <
0.001). The factors with the strongest relationships were team cooperation (rho = 0.953), workplace
relationships (rho = 0.937), resources and workload (rho = 0.933), communication with supervisors
(rho = 0.931), and the strongest relationship, physical conditions and task-person fit (rho = 0.972).

DISCUSSION

The results of this research confirm the general hypothesis: there is a positive and significant
relationship between job satisfaction and turnover among operational staff in retail-sector ware-
houses in Ximena parish. The Spearman correlation values obtained (rho between 0.919 and 0.972)
are consistent with previous findings in Latin American literature. Chasi Ramos, Alvarado Cobena,
and Moreta Zavala (2024) reported a significant positive correlation (r = 0.706; p < 0.01) between
job satisfaction and human talent retention in an Ecuadorian company in Quevedo, with similar
high-impact factors: physical environment, growth opportunities, recognition, and working condi-
tions. The strength of association found in the present study is consistently higher, possibly due to the
homogeneity of the analyzed sector (operational staff in retail warehouses) and the specific context
of Ximena parish.

The highest correlation in the study corresponded to the pairing between physical working con-
ditions and task-person fit (rho = 0.972). This finding reinforces the assumptions of Herzberg’s
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Two-Factor Theory (1959), which states that hygiene factors - such as the physical environment, safe-
ty conditions, and job fit - are essential to prevent dissatisfaction and, therefore, turnover. Andersson
(2017) confirmed that work environment and safety are determinants for preventing dissatisfaction
among frontline employees, consistent with the present findings.

The recognition and incentives factor (rho = 0.924) aligns with the findings of Castafieda Tarrillo
(2024) and Chavez Somoza (2023), who demonstrated in Latin American contexts that recognition
and training are decisive variables for reducing turnover intention. The performance incentives item
had the lowest average score in the entire instrument (2.68), suggesting a structural weakness in the
formal recognition policies of the companies analyzed. This is consistent with OCC (2023), which
identified lack of recognition as one of the main causes of increased turnover in Latin America.

The high correlation between team climate and perceived impact of turnover (rho = 0.953) su-
ggests that workers with a stronger sense of belonging and group cohesion are also more aware of
the damage caused by frequent turnover to collective performance. From the perspective of Social
Exchange Theory (Blau, 1964), this result can be interpreted as an expression of the reciprocity bond
developed among coworkers: those who invest in positive workplace relationships perceive more
clearly the consequences of their deterioration. This dynamic has direct implications for human ta-
lent management, since strengthening organizational climate can be as effective a retention strategy
as economic incentives.

The overall job satisfaction average (3.45) falls within a moderately favorable range, far from both
full satisfaction and critical dissatisfaction. This result is consistent with Duran Delgado, Rojas San-
chez, and Arguello Delgado (2024), who found in the Ecuadorian public sector that weak communi-
cation and inadequate leadership limit satisfaction without necessarily generating acute crises. In the
case of warehouse operational staff, the greatest strengths are interpersonal relationships and compa-
nionship - dimensions that, paradoxically, are not entirely under direct company control - whereas the
weakest aspects, compensation and incentives, depend on deliberate organizational decisions.

From a practical perspective, the results justify differentiated strategies by organizational level:
(a) at the warehouse leadership level, strengthening leadership, communication, and equitable task
distribution; (b) at the human talent level, implementing training, recognition, and incentive pro-
grams, as well as performance evaluations with individualized improvement plans; and (c) at the
managerial level, reviewing salary scales, designing coexistence policies, and ensuring the material
resources necessary for efficient work. Articulation across these levels is necessary for improvements
in job satisfaction to translate into an effective reduction in operational staff turnover.

As a limitation of the study, the use of non-probabilistic convenience sampling restricts the ge-
neralization of results to the entire retail sector of Ximena parish. Likewise, because the design was
cross-sectional, causal relationships between the variables cannot be established. Future research
should incorporate longitudinal designs and probabilistic samples to monitor the evolution of job
satisfaction and its actual effect on turnover rates.

Authors’ declaration: The authors reviewed, approved, and assume full responsibility for the content
of this article. They confirm that the work is original and has not been published or submitted to
another journal.

6 Vol.T-No.1-e:0T Universidad Nacional de Tumbes RIECA - Revista Internacional de
Enero - Junio * 2026 ISSN: 3152-9259 (En linea) Economia, Contabilidad, y Administracion



Shirley Yadira Huerta Cruz

Conflict-of-interest statement: The authors declare no financial, institutional, or personal conflict of
interest that could have influenced the results or conclusions of this research.

Acknowledgments: The authors express their sincere gratitude to all individuals and institutions that
made this research possible: to the operational staff of the retail-sector warehouses in Ximena parish
for their valuable participation, to the professors and academic advisors for their guidance, and to the
University of Guayaquil for the institutional support provided during the development of this work.
Special thanks are extended to Lic. Chalen Olaya Alan Alfredo and Lic. Mendoza Ube Edie Josue.

Funding: This work was self-financed by Chalen Olaya Alan Alfredo and Mendoza Ube Edie Josue.

RIECA - Revista Internacional de Universidad Nacional de Tumbes Vol.1- No.1-e:01 7
Economia, Contabilidad, y Administraciéon ISSN: 3152-9259 (En linea) Enero - Junio * 2026

z
o
o
<
%)
=
(]
w
>
Z
w
a)
o
-l
=)
3]
'—
o
<




>
be)
3,
(o]
Cc
=
)
o
m
z
<
i
3
(q)
>
(2}
O
z

Analysis of the Relationship between Job Satisfaction and Turnover among Operational Staff in Retail Companies in Ximena Parish, Guayaquil, Ecuador

REFERENCES

Adams, J. S. (1963). Toward an Understanding of Inequity. Journal of Abnormal and Social, 422-
436.

Agho, A., Mueller, C., & Price, J. L. (1993). Determinants of Employee Job Satisfaction: An Empirical
Test of a Causal Model. Human Relations, 1007-1027.

Andersson, S. (2017). Assessing Job Satisfaction Using Herzberg’s Two-Factor Theory: A Qualitative
Study Between US and Japanese Insurance Employees. Journal of Busimess Management.

Antanez, A. M. C,, Morales, C. E. B., & Araujo, D. R. S. (2019). La sostenibilidad global en una em-
presa de transporte urbano de viajeros en autobus: Estudio de caso. In Memorias del I1I Congreso
internacional en administracion de negocios internacionales (CIANI): Retos y oportunidades del
desarrollo sostenible en los negocios internacionales (pp. 28-42). Universidad Pontificia Boliva-
riana.

Arrieta, L. E., & Morales, C. E. B. (2024). Necesidades sociales y dimensiones del capital social:
analisis de beneficiarios de Familias en Accion. Telos: Revista de Estudios Interdisciplinarios en
Ciencias Soctales, 26(2), 388-407.

Asamblea Nacional del Ecuador. (2008). Asamblea Nacional Reptblica del Ecuador . Obtenido de
https://www.asambleanacional.gob.ec/es

Asamblea Nacional del Ecuador. (2010). Ley Organica de Servicio Pablico (LOSEP). https://www.
ecuadorlegalonline.com/biblioteca/ley-del-servicio-publico-losep/: Registro Oficial Suplemento
294.

Barrera, M. B., & Morales, C. E. B. (2025). Anilisis de la percepcion de la cultura tributaria en Co-
lombia durante el periodo pospandemia. Dictamen Libre, (36), 2.

Blau, P. (1964). Exchange and Power in Social Life. New York : Wiley.

Boateng, F., Amponsah-Tawiah, K., & Oppong, S. (2020). Job satisfaction and employee turno-
ver intention: Evidence from Ghanaian manufacturing firms. Journal of Human Resource and
Sustainability Studies, 8(2), 90-101. Obtenido de https://www.scirp.org/journal/paperinforma-
tion?paperid=10034.9

Borja-Barrera, M., & Barragan-Morales, C. (2025). Perception analysis of tax culture in Colombia
during the post-pandemic period. Dictamen Libre, (36).

Calecas, K. J. (2019). Job Satisfaction, Employee Engagement, and Turnover Intention in Federal
Employment. Minnesota : Walden University.

Camara de Comercio de Guayaquil. (2024). Informe anual del sector comercial y de servicios en
la ciudad de Guayaquil. Obtenido de Camara de Comercio de Guayaquil: https://www.bing.

RIECA - Revista Internacional de

8 Vol.T-No.1-e:0T Universidad Nacional de Tumbes
Economia, Contabilidad, y Administracion

Enero - Junio * 2026 ISSN: 3152-9259 (En linea)




Shirley Yadira Huerta Cruz

com/search?q=camara+de+comercio+de+guayaquil&qs=LC&pq=camara+de+comercio+de+&s-
k=SS1&sc=12-22&cvid=28F2E684330B46A09B19B5CED1C1902A&FORM=QBRE&sp=2&-
ghce=1&lq=0

Cardenas, L. (2025). Gestion del talento humano y satisfaccion laboral del personal de la Direccion
Regional de Agricultura del Gobierno Regional de Lima, 2023. Huacho: Universidad Nacional
José Faustino Sanchez Carrion.

Castaneda Tarrillo, J. L. (2024). Influencia de la satisfaccion laboral en la intencién de rotacion del
personal de la empresa Epsel S.A., Chiclayo 2022. Chiclayo: UNIVERSIDAD CATOLICA SAN-
TO TORIBIO DE MOGROVEJO FACULTAD DE CIENCIAS EMPRESARIALES ESCUELA
DE ADMINISTRACION DE EMPRESAS.

Chang, T., Guo, L., & Hsu, Y. (2023). Job Satisfaction and Turnover Decision of Employees in the
Internet Sector in the US. s..: International Journal of Business Research and Management.

Chasi Ramos, P. K., Alvarado Cobena, Y. V., & Moreta Zavala, M. A. (2024). Satisfaccion laboral y
retencion del talento humano: un estudio a una empresa de la ciudad de Quevedo, provincia de
Los Rios, Ecuador. Revista Codigo Cientifico, 5(2), 1916-1935.

Chaturvedi, A. (2024). Impact of Job Satisfaction on Turnover Intention of Employees. s.l.: SSRN
Electronic Journal.

Chavez Somoza, O. D. (2023). La Satisfaccion Laboral y 1a Rotacion del Personal de una Cooperativa
de Ahorro y Crédito, Distrito de Jesiis Maria-2022 . Lima: ESCUELA DE POSGRADO PRO-
GRAMA ACADEMICO DE MAESTR{A EN ADMINISTRACION DE NEGOCIOS - MBA .

Chiavenato, I. (2017). Administraciéon de Recursos Humanos: El Capital Humano de las Organiza-
ciones (10.a ed.). Ciudad de México: McGraw-Hill Education.

Cddigo del Trabajo del Ecuador. (2023). Ley Reformatoria al Codigo del Trabajo. Quito: Registro
Oficial Suplemento No. 348.

Creswell, J. W., & Creswell, J. D. (2022). Research design: Qualitative, quantitative, and mixed me-
thods approaches. SAGE Publications.

Creswell, J. W., & Creswell, J. D. (2022). Research design: Qualitative, quantitative, and mixed me-
thods approaches. SAGE Publications.

Duran Delgado, J., Rojas Sanchez, H., & Arguello Delgado, V. (2024). Impacto del clima organiza-
cional en la satisfaccion laboral de los empleados del GAD municipal del Cantén Chimbo. Revista
Polo del Conocimiento, 9(2), 2748-2757.

Espitia-Arrieta, L., Tatiana Prestan-Gomez, S., & Barragan-Morales, C. (2022). Programas de trans-
ferencias monetarias condicionadas: una comparacion en América Latina frente a Familias en
Accién. Dictamen Libre, (31).

RIECA - Revista Internacional de Universidad Nacional de Tumbes Vol.1- No.1-e:01 9
Economia, Contabilidad, y Administraciéon ISSN: 3152-9259 (En linea) Enero - Junio * 2026

z
0
3]
<
U]
=
(2]
w
>
z
w
a)
(e]
-l
=}
o
'—
o
<




>
be)
3,
(o]
Cc
=
)
o
m
z
<
i
3
(q)
>
(2}
O
z

Analysis of the Relationship between Job Satisfaction and Turnover among Operational Staff in Retail Companies in Ximena Parish, Guayaquil, Ecuador

Forbes. (24 de Febrero de 2023). forbes.com.mx. Obtenido de forbes.com.mx: https://forbes.com.
mx/proposito-la-batalla-contra-la-rotacion/

Herzberg, F. (1959). The Motivation to Work. New York: John Wiley & Sons.

Idrovo, S., & Bosch, M. J. (2019). The impact of different forms of organisational support and work-
life balance in Chile and Colombia. Academia Revista Latinoamericana de Administracion, 326-
344.

Instituto Nacional de Estadistica y Censos. (2025). Ecuador en Cifras. Obtenido de Ecuador en Ci-
fras: https://www.ecuadorencifras.gob.ec/directoriodeempresas/

Instituto Nacional de Estadistica y Censos INEC. (2023). Proyecciéon de poblacién por parroquias
urbanas del canton Guayaquil. Obtenido de Instituto Nacional de Estadistica y Censos: https://
www.ecuadorencifras.gob.ec/

Jenkins, M., & Thomlinson, R. (1992). Organisational Commitment and Job Satisfaction as Predic-
tors of Employee Turnover Intentions. Management Research News, 18-22.

Jenkins, M., & Thomlinson, R. (1992). Organisational Commitment and Job Satisfaction as Predic-
tors of Employee Turnover Intentions. Management Research News, 18-22.

Lee, T. W. (1988). How job dissatisfaction leads to employee turnover. Journal of Business and Psy-
chology, 263-271.

Locke, E. A. (1976). The nature and causes of job satisfaction. En I. M. (Ed.), Handbook of Industrial
and Organizational Psychology (pags. 1297-1349). Chicago: Rand McNally.

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commit-
ment. Human Resource Management Review, 61-89.

Ministerio de Trabajo y Empleo. (1986). Decreto Ejecutivo N.2 2393. Reglamento de Seguridad y Sa-
lud de los Trabajadores y Mejoramiento del Medio Ambiente de Trabajo. Quito: Registro Oficial
565.

Ministerio del Trabajo. (2022). Agenda Nacional de Empleo Digno y Productivo 2022-2025.

Ministerio del Trabajo del Ecuador. (2023). Codigo del Trabajo. Quito: Registro Oficial Suplemento
167. Obtenido de https://www.trabajo.gob.ec/

Miranda Fernandez, R. A., & Yupanqui Moreno, R. Y. (2021). “NIVEL DE SATISFACCION LABO-
RAL Y NIVEL DE ROTACION DE PERSONAL EN LA MUNICIPALIDAD DISTRITAL DE
LA ENCANADA, 2021”. Cajamarca: Universidad Privada del Norte.

Mobley, W. (1977). Intermediate linkages in the relationship between job satisfaction and employee
turnover. Journal of Applied Psychology, 62(2), 237-240. doi:https://psycnet.apa.org/doilLan-

10 Vol.T-No.1-e:0T Universidad Nacional de Tumbes
Enero - Junio * 2026 ISSN: 3152-9259 (En linea)

RIECA - Revista Internacional de
Economia, Contabilidad, y Administracion




Shirley Yadira Huerta Cruz

ding?doi=10.1037%2F0021-9010.62.2.237

Mobley, W. H., Griffeth, R. W., Hand, H. H., & Meglino, B. M. (1979). Review and Conceptual Analy-
sis of the Employee Turnover Process. Psychological Bulletin, 493-522.

Morales, C. E. B., Guarin-Garcia, A. F., Chang-Munoz, E. A., Villanueva-Vasquez, A., Galvez, J. F. E.,
Delgado, N. A. G., & Bracho, O. C. (2025). Fuzzy-Set Qualitative Comparative Analysis to Corpo-
rate Social Responsibility Components: A Case Study from Media Print Companies in Atlantico
Department of Colombia. Procedia Computer Science, 257, 1148-1153.

Morales, C. E. B., Mendoza, A. P., Barrera, M. B., & Osorio, F. M. (2024.). Transformational leader-
ship and decision-making in organizations of the Colombian Caribbean. Dictamen Libre, (34),
167-178.

Moudriq, A., & Soudane, M. (2025). Herzberg’s Theory and Job Satisfaction: A Study of Industrial
SMEs in Morocco. Edelweiss Applied Science and Technology.

Mudarra-Fernandez, A. B., Barragan-Morales, C. E., & Gonzélez-Belefo, C. (2023). La eficiencia de
las empresas con marca en los hoteles de las Ciudades Patrimonio de la Humanidad consolidadas
de Espana. Revista Ibérica de Sistemas e Tecnologias de Informagao, (E60), 624-636.

OCC, M. (12 de Enero de 2023). prensa.occ.mx. Obtenido de prensa.occ.mx: https://prensa.occ.
com.mx/prensa/el-gran-desgaste-renuncia-en-mexico?

Robbins, S. P., & Judge, T. (2017). Comportamiento organizacional (17.a ed.). Ciudad de México:
Pearson Education.

Rodriguez-Loloc, M. G., Acosta-Chilcon, I., & Miranda-Passo, J. C. (2025). Desarrollo econémico y
social en la region selva del Pert, periodo 2018-2023. Revista Amazonica De Ciencias Economi-
cas, 4(2), €997. https://doi.org/10.51252 /racev4i2.997

Schein, E. H. (2010). Organizational Culture and Leadership (4th ed.). San Francisco: Jossey-Bass.

Siguenza, D., & Guillen, S. (2025). La relacion entre la satisfaccion laboral y la rotacion de personal
en empresas de servicio. Quito: Polo del conocimiento.

Superintendencia de Companias, V. y. (2025). Superintendencia de Compaiiias, Valores y Seguros.
Obtenido de https://mercadodevalores.supercias.gob.ec/reportes/directorioCompanias

Tietjen, M. A., & Myers, R. M. (1998). Motivation and Job Satisfaction. Management Decision, 226-
231.

Turizo, J. M., Bracho, O. C. C., & Morales, C. B. (2026). General and differential mechanisms of
citizen participation: Prior consultation and victims’ participation boards. Pensamiento Ameri-
cano, 19(39).

RIECA - Revista Internacional de Universidad Nacional de Tumbes Vol.1- No.1-e:01 11
Economia, Contabilidad, y Administraciéon ISSN: 3152-9259 (En linea) Enero - Junio * 2026

z
0
3]
<
U]
=
(2]
w
>
z
w
a)
(e]
-l
=}
o
'—
o
<




Analysis of the Relationship between Job Satisfaction and Turnover among Operational Staff in Retail Companies in Ximena Parish, Guayaquil, Ecuador

Verbruggen, M., & van Emmerik, I. (2020). Social exchange in organizations: Recent developments
and future research directions. Journal of Organizational Behavior, 41(7), 665-672. doi:https://
onlinelibrarywiley.com/doi/10.1002/job.2430

Vroom, V. H. (1964). Work and Motivation. New York: Wiley.
Zafra Yorch, L. (2024). repositorio.unc.edu.pe. Obtenido de repositorio.unc.edu.pe: https://re-

positorio.unc.edu.pe/bitstream/handle/20.500.14074/7181/Tesis % 20-%20Lozano%20Za-
fra%2c%20Jorch.pdf?sequence=1&isAllowed=y

>
bl
o
0
c
|y
(e]
o}
m
z
<
h
o
0
>
0
(o]
4

12 Vol.T-No.1-e:0T Universidad Nacional de Tumbes RIECA - Revista Internacional de
Enero - Junio * 2026 ISSN: 3152-9259 (En linea) Economia, Contabilidad, y Administracion



	_heading=h.gjdgxs
	_heading=h.gjdgxs
	_heading=h.fjyas6vuz4m
	_heading=h.p1291w6mfqis
	_heading=h.chlduc9m4opi
	_heading=h.b241f1qtwlis
	_heading=h.xdun4mlw7lrp
	_heading=h.1mrbdms0x7zz
	_heading=h.u17e11mffrxp
	_heading=h.fqn3untg6sbz
	_heading=h.u7s2qibnkyo3
	_heading=h.kb6j2c2c7eig
	_heading=h.8fj97g4nires
	_heading=h.lcwdxyuf5sj
	_heading=h.y4ouovm5sv7k
	_heading=h.4669ks3d5003
	_heading=h.x85uar8cd4ce
	_heading=h.111kx3o
	_heading=h.6w39thcralad

