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INTRODUCTION

Abstract

With the increasing inflation, low salary packages and lack of pay
transparency, the retention of employees has turned out to be one of the
challenges faced by private universities in Pakistan. The effect of pay
transparency and living wage demands on the intentions of faculty members
to remain in private universities of Hyderabad, Pakistan is investigated in this
study. The mediating effect of occupational stress and the moderating effect
of leader emotional intelligence are also explored in the study. The study is
grounded on the Conservation of Resources (COR) theory and the Social
Exchange theory (SET) about the impact of compensation and supportive
leadership on employee commitment and low level of stress. A quantitative
and explanatory research design was used. The data was gathered from 127
full time faculty members with the help of a structured questionnaire by the
5-point Likert scale. The data analysis used descriptive analysis, reliability test
and hypothesis testing, which were analyzed using SPSS and SmartPLS-SEM.
The results show that the relationships between pay transparency and living
wages with employee retention intentions are positive, and are mediated by
occupational stress. When leader emotional intelligence is used, the adverse
effects of stress on retention are minimized because the work environment
becomes conducive. The study offers practical implications to the University
administrators for the enhancement of compensation policy, minimizing stress
levels among faculty members, and enhancing retention policy in the Private
Sector universities of Pakistan.

One of the most pressing issues in higher
education institutions, especially in private
universities, is employee attrition, which has
detrimental effects on academic standards,
performance in the university, and the
satisfaction and quality of life of students.
Economic volatility, high inflation and low

compensation have further increased worries
about employee retention
nations like Pakistan. Compensation systems
that are fair and transparent, and connected to
employees' financial requirements, have been
shown to increase their commitment to
organizations (Stofberg et al., 2022; Gutierrez et
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al., 2025). Unclear pay structures lead to higher
employee dissatisfaction, stress, and turnover
intentions, compared to having adequate
salaries (Kibria et al.,, 2024). As a result,
universities are increasingly looking for
compensation-oriented solutions to attract
qualified faculty members and keep them in
their ranks and also keep organizations stable.
The issue of transparency and living wage
requirements has recently come into the
spotlight as key considerations in staff attitude
and behaviour. Pay transparency means
openness and clarity of the salary structure, pay
policies, and compensation decisions in an
organization (Bamberger, 2023). Likewise, the
concept of living wage has placed importance
on the wages that are provided to the employees
which are enough to cover their basic living
needs, transportation, healthcare, education,
etc. (Dawani & Sayeed, 2024). A previous study
highlighted that transparent pay systems
positively affect employee perceptions of
fairness, trust and organizational justice and in
turn these employee perceptions positively
affect intentions to stay with the organization
(Tenhiala, 2024; Stofberg, 2022). Similarly,
paying employees a living wage minimises
financial pressures and helps to increase
motivation and job satisfaction (Sharif & Khan,
2023).

It has been identified that stress experienced by
the individual during work is one of the leading
factors that affect the retention of employees in
higher education institutions. Stress is a
common problem among faculty members due
to heavy workload, financial stress, unclear
compensation  policies and lack  of
organizational support (Shah et al, 2021,
Samad et al., 2021). Conservation of Resources
(COR) theory suggests that employees will feel
stressed when they see that valuable resources
like the fair compensation they receive and job
security are being threatened or are not
available (Hobfoll, 2021). Employees who are
experiencing chronic stress at work are less
likely to be committed to the organization and
have a higher likelihood of quitting. But
emotionally intelligent leadership can minimize
the negative impact of stress at the workplace by
offering  emotional  support,  effective
communication and  positive  working

environment (Ansari & Asad, 2023; Munawar
et al., 2024). High emotional intelligent leaders
enable staff to cope with stress better, enhance
staff relationships and staff satisfaction.
Though few studies have considered the joint
impact of pay transparency, living wage
demands, occupational stress and leader
emotional intelligence in Pakistani higher
education institutions, there is a growing
number of international investigations that
examine compensation fairness and employee
retention. There have been a number of studies
on big cities like Karachi and Lahore while
comparatively few studies have been conducted
in private universities in Hyderabad. In view of
the above, this study attempts to explore the
influence of pay transparency and living wage
demands on employee’s retention intensions
among the faculty members of private
universities of Hyderabad with occupational
stress as a mediator and leader emotional
intelligence as a moderator.

Aim of the Study

The aim of this study is to examine the effects
of pay transparency and living wage demands
on employee retention intentions among
faculty members in private universities of
Hyderabad, with occupational stress as a
mediating variable and leader emotional
intelligence as a moderating variable.

Research Objectives

1. To examine the impact of pay transparency
on employee retention intentions among
faculty in private universities of Hyderabad.

2. To investigate the influence of living wage
demands on employee retention intentions
in private universities of Hyderabad.

3. To analyze the mediating role of
occupational stress in the relationship
between pay transparency and living wage
demands on  employee  retention
intentions.

4. To evaluate the moderating effect of
leader’s emotional intelligence on the
relationship between occupational stress
and employee retention intentions.

5. To provide practical recommendations for
improving employee retention strategies in
private universities of Hyderabad through
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effective pay practices and leadership
development.

Literature Review

Employee retention has become an important
discussion in the higher education sector,
particularly in private universities, with
academic quality, institutional performance,
and student satisfaction being impacted by
faculty turnover. Compensation fairness, career
development opportunities, organizational
support and leadership practices are the
primary factors that have been identified in
previous studies that influence employees to
stay in an organization (McPhee, 2020; Tariq et
al., 2024). The inflation and economic
instability in Pakistan has led to concerns about
the adequacy of compensation and the welfare
of employees. The findings indicate that staff
are more inclined to be dedicated to an
organization if they feel that the pay is
transparent and fair (Stofberg et al., 2022). Pay
transparency enhances an organization's trust,
perceptions of justice, and employee morale
which positively affect retention intentions
(Tenhiala et al., 2024). Likewise, there is a
growing focus on living wage demands due to
the adverse financial stress and loss of job
satisfaction experienced by employees as a result
of low wages (Kibria et al., 2024).

Another crucial factor that influences employee
retention in educational institutions is
occupational stress. Stress is a common
phenomenon faced by faculty members due to
high workload, financial stress, unclear
promotion policies and lack of support from
the organization (Shah et al., 2021; Samad et
al., 2021). Stress is detrimental to job
satisfaction, organizational commitment, and
employee performance, all of which are
important factors in organizational
performance. But research indicates that
stressful situations may be less detrimental if
emotionally intelligent leadership is in place to
foster supportive and positive workplace
conditions (Ansari & Asad, 2023). The leaders
who are emotionally intelligent are more
capable of communication, empathy, and trust
among workers and therefore, the well-being of
workers and their intentions on job retention
are improved (Munawar et al., 2024). Even

though the number of international studies on
this topic has increased over the years, few
studies have focused on how pay transparency,
living wage demands, occupational stress, and
leader emotional intelligence collectively affect
the quality of leadership in private universities
of Pakistan, and specifically in the city of
Hyderabad.

Theoretical Framework

The present study will be based on the
Conservation of Resources (COR) Theory
suggested by Hobfoll (1989). According to
COR theory, employees are seeking to gain,
maintain, and safeguard resources of value to
them: financial resources, resources from the
organization, and psychological resources. The
theory suggests that stress happens when these
resources are threatened or depleted (Hobfoll,
2021). In the scope of this research, low salary
and lack of transparency in salary could also
lead to financial insecurity and psychological
stress for faculty which can lead to low
commitment towards the organization and high
intention to quit for faculty. Hence, clear
compensation schemes and living wages can
help workers maintain valuable resources and
minimize work-related stress.

Social Exchange Theory (SET) of Blau (1964) is
also used to support the study. According to
SET, employee-org relations are reciprocal
exchange and fair. When organizations are fair,
provide support and have equitable
compensation practices, employees tend to
respond positively (Cropanzano & Mitchell,
2005). Trust and organizational commitment in
higher educational institutions are positively
related to faculty's perception of compensation
systems' transparency and fairness, thus
enhancing the retention intentions. On the
other hand, when employees perceive
unfairness in compensation, their relationship
with the organizations becomes poorer and the
probability of their turnover intentions rises.
Stress is regarded as a mediating variable in this
study because the stress is a psychological
medium by which compensation-related factors
mediate in employee retention intentions.
COR theory suggests that financial stress,
ambiguity in pay, and poor pay lead to the
depletion of resources which then contributes
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to occupational stress (Shah et al., 2021). Stress
negatively influences employees' emotional
conditions, satisfaction and organizational
commitment, and consequently their intention
to leave the organization. Thus, indirect effect
of pay transparency and living wage demands
on faculty retention intentions in private
universities are explained by occupational
stress.

Emotionally intelligent leaders can alleviate
negative consequences of workplace stress for
employees and therefore, leader emotional
intelligence is included as a moderating
variable. High emotional intelligence leaders
are characterized by having empathy, emotional
regulation, and supportive communication
skills, as well as by being good at managing
conflict (Ansari & Asad, 2023). These
leadership behaviours relieve employees from
stress and build a positive work culture which
enhance  employee = commitment  and
satisfaction. Following COR and SET theories,
emotionally intelligent leaders create an
environment of emotional and social support
which helps employees avoid emotional
stressors and improves the intention to stay on
the job. Based on the above, it is expected that

Pay Transparency -

Occupational
Stress

H4

Living Wage Demand

leader emotional intelligence will moderate the
relationship between negative relationship
between occupational stress and employee
retention intentions.

Hypotheses

H1: Pay transparency has a positive and
significant effect on employee retention
intentions in private universities of Hyderabad.
H2: Living wage demands have a positive and
significant effect on employee retention
intentions in private universities of Hyderabad.
H3: Occupational stress mediates the
relationship between pay transparency and
employee retention intentions in private
universities of Hyderabad.

H4: Occupational stress mediates the
relationship between living wage demands and
employee retention intentions in private
universities of Hyderabad.

H5: Leader’s emotional intelligence moderates
the relationship between occupational stress
and employee retention intentions, such that
the negative effect of occupational stress on
retention is weaker when leader’s emotional
intelligence is high.

Leader’s Emotional
Intelligence
H3
Employee
Retention
Intentions

Figure 1. Conceptual Model

Source: Developed by author after review of
existing research.

Methodology

The research approach used in this study was
quantitative research with a positivist research
philosophy to investigate the impact of pay
transparency and living wage demands on the
retention intention of faculty members working

in private universities of Hyderabad. The study
employed explanatory and cross sectional

research design in order to study the causal
relationship between the variables at one
particular time in the study. The respondents
were the full-time faculty members at private
universities of Hyderabad, Pakistan. The
purposive sampling technique was used because
the respondents had firsthand knowledge about
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the compensation practices, workplace stress,
and leadership behavior (Makwana et al., 2023;
Taherdoost, 2022). According to Hair et al.
(2022), the sample size of the study was 127
faculty members, which is considered sufficient
for data analysis using Structural Equation
Modeling (SEM) and hypothesis testing. A
structured questionnaire with a five point likert
scale from strongly disagree (1) to strongly agree
(5) was used to collect primary data.

SPSS and SmartPLS software were used in
analyzing the collected data. The descriptive
statistics, reliability analysis, and data screening
were performed using SPSS while the direct,
mediating, and moderating relationships
among the variables of the study were tested
using the software SmartPLS-SEM (Hair et al.,
2019; Khan et al., 2024). To ensure the
reliability and validity of the constructs, the
measurement model was assessed by the
indicators of outer loadings, Cronbach's Alpha,
Composite Reliability (Hair et al.,, 2020),
Average Variance Extracted (AVE), Fornell-
Larcker Criterion, Heterotrait-Monotrait Ratio
(HTMT) (Henseler et al., 2015). Ethical issues
such as informed consent, confidentiality,
anonymity and voluntary participation were
adhered to to ensure that the research carried
out was responsible and credible (Saunders et
al., 2019).

Measures: The measures for pay transparency
were adapted from Colella et al. (2007) and Day
(2011). The scale comprised 7 items (PT1 -
PT7) to assess employees' perception of
compensation policies: clarity, openness and
fairness.  Items  sampled  were: “My
organization's  pay structure is clearly
communicated” and “Pay decisions are made
and explained clearly to staff.” Items adapted
from Howell, Kuperminc, and Rose (2019)
were used to measure living wage demands. The
construct comprised of 6 items (LWDI1-
LWDO6) related to employees’ perceptions of the
sufficiency of income for living and work
requirements. Examples of the items used were:
“I earn enough to meet my personal and family
needs” and “My salary is in line with the cost of
living. The Perceived Stress Scale (PSS)

developed by Cohen, Kamarck and
Mermelstein  (1983) was used to measure
occupational stress. The scale consisted of 10
items (OS1 - OS10) that evaluated the
emotional stress and pressures of faculty at
work. Sample items: 1 feel overwhelmed by
work responsibilities and I find it hard to relax
after work. The Wong and Law Emotional
Intelligence Scale (WLEIS) developed by Wong
and Law (2002) was used to measure the leader
emotional intelligence.  The  construct
comprised 16 items (EI1-EI16) which were an
assessment of employees' perceptions of their
leaders' emotional awareness, empathy,
emotional regulation and interpersonal skills.
Some items in the sample were: “My supervisor
understands my feelings” and “My supervisor
deals well with conflict.” The items adapted
from Mobley (1977) and Allen and Meyer
(1990) were used to measure intentions to
retain employees. The construct was comprised
of 3 items (ERI1 to ERI3) which explored
employees' desire to stay in their existing
institution. The items on which they were asked
to sample were: “I will stay at this organization
in the future” and “I am not likely to leave this
university next year.”

Data Analysis

Demographic Profile of Respondents
Demographic data for the respondents is
important to background into understanding
faculty perception of pay transparency, living
wage demands, occupational stress, leader
emotional intelligence and employee retention
intentions. The results indicate that there was
no significant difference between the number
of male and female respondents, each making
up 50% of the sample. This fair balance reduces
gender bias and increases the generalizability of
results to include male and female faculty
members. On marital status, majority of
respondents were married (57.1%) and 42.9%
were single. This suggests a family and financial
obligation among many respondents which
could significantly affect their opinions on
salary, job security and whether they would stay.
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Table 1. Demographic Profile of Respondents
Variable Category

Gender Male
Female
Marital Status Married
Single
Age Group 20-29 Years
30-39 Years
40-49 Years
50-59 Years

Education Level

Master’s Degree

MPhil / PhD
Experience 02-10 Years
11-20 Years
21-30 Years
31-40 Years

Occupation Level Lecturer

Assistant Professor

Total Respondents

The age distribution showed that most of the
respondents (53.6%) were in the age range 30-
39 years followed by 25% in the age range 20-
29 years. Less than 10% of people were in the
age range 40 to 49 years and 50 to 59 years. The
overall statistics suggest that the majority of
respondents were young and mid-career faculty,
who are likely to be more concerned about
career growth, fair compensation and
leadership. In terms of educational
qualification, the majority of respondents had
higher academic qualification with 53.6% of
them having Master's degrees, 42.9% of them
MPhil and PhD degrees respectively with only
3.6% holding Bachelor's degrees. This indicates
that respondents had a high level of

Bachelor Degree

Frequency Percentage (%)
63 50.0
64 50.0
73 57.1
54 42.9
32 25.0
67 53.6
14 10.7
14 10.7
5 3.6
68 53.6
54 42.9
85 67.9
32 25.0
5 3.6
5 3.6
104 82.1
23 17.9
127 100

qualification and they were able to critically
analyse organizational policies for
compensation  practices and leadership
behaviour.

The responses also reflect professional
attributes of the respondents through their
experience and occupational distribution. Most
faculty members (67.9%) worked between 02-
10 years and 25% of faculty members had 11-
20 years experience. Fewer than one-quarter of
these had 20 years or more of experience. This
indicates that the survey findings are largely
representative of the views of early and mid-
career faculty, who may be more concerned
about job security, promotion, workload, and
financial security. With respect to level of
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occupation the majority of the sample were
lecturers (82.1%) while assistant professors
accounted for 17.9%. Lecturers are generally
required to provide higher level of teaching
responsibilities and have less decision-making
power than the senior faculty members; thus,
their attitudes towards pay transparency, living
wage, occupational stress and emotionally
intelligent leadership are of great importance
for the understanding of employee retention
intentions in private universities of Hyderabad.

The measures of central tendency and
dispersion.

The basic descriptive statistical tools of central
tendency and dispersion applied to summarize
the data form the basis of giving a general
picture of the perception of respondents.
Measures of central tendency (This includes the
mean, median and mode) are used to show the
average response pattern in a set of data, while
measures of dispersion (This includes the

standard deviation) are used to show the
amount of variation in responses (Fisher et al.,
2009; Mishra et al., 2019). All of the above
statistics provide an overall picture of the
respondents perception of the constructs being
studied and the uniformity of the perceptions,
if they are the same throughout the sample. The
measures of central tendency and dispersion for
all major constructs measured in the present
study are all the same: those that make up Pay
Transparency, namely Living Wage Demands,
Occupational ~ Stress, Leader Emotional
Intelligence, and Employee  Retention
Intentions. In addition, Cronbachs Alpha was
calculated to assess the internal consistency
reliability for each construct, along with the
mean and standard deviation. The statistics will
provide a description of perceptions within the
faculty and also an evaluation of the reliability
of the scale prior to structural equation
modeling.

Table 2. Central Tendencies, Dispersion, and Internal Consistency of Constructs

Construct Cronbach’s Alpha Mean  Standard Deviation
Pay Transparency 0.881 3.94 1.08
Living Wage Demands 0.864 4.12 1.15
Occupational Stress 0.852 3.78 1.20
Lerdlsr ool hrgliamas 0.893 405  1.07
Employee Retention Intentions 0.876 3.89 1.13

The average scores show that the respondents
have a tendency to agree with all the constructs
moderately to fairly high. The highest mean
score of Living Wage Demands (M = 4.12)
indicated that the importance of the proper
compensation according to the living standards
is high among the members of the faculty. The
mean of Leader Emotional Intelligence is also
high (M = 4.05) which means that respondents
tend to view their academic leaders as
emotionally responsible and accommodative.
Pay Transparency (M = 3.94) and Employee
Retention Intentions (M = 3.89) are moderately

positive with perceptions and indicate that
faculty members are aware of transparency
initiatives ~and  demonstrate  retention
inclinations, but the institution can do better.
Occupational Stress registered the least mean
(M = 3.78) which means a moderate occurrence
of stress in the academic work environment.

The analysis of the standard deviation is
between 1.07 and 1.20, which has a moderate
variation of responses. It indicates that overall
perceptions are in a relatively consistent state,
although faculty members may have certain
differences, which could be explained by
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different workload, culture of the department,
or leadership practices. Cronbachs Alpha of all
constructs are above the recommended value of
0.70 which attests satisfactory internal
consistency reliability (Nunnally, 1978). Leader
Emotional Intelligence (a = 0.893) showed the
greatest reliability which means that choice
items of this measurement are coherent. In
general, these descriptive findings substantiate
the fact that the constructs are both reliable and
stable enough to continue with measurement
model and structural model evaluation with the
help of SmartPLS.

Evaluation of Measurement Model using
Algorithms Analysis.

Measurement model evaluation is an important
process in structural equation modeling
because it can be used to ascertain that latent
constructs are reliably and validly measured
before structural relationships are tested
(Williams et al., 2008). Outer loading estimates
of indicators and path coefficients between
constructs are estimated using the PLS
algorithm in SmartPLS. This is done to assess
the level of representativeness of observed
variables with their theoretical constructs (Hair
et al., 2020).

The measurement model was evaluated in the
current study through measuring the reliability
of the indicators, the internal consistency

PT2 PT3 PT4 PTS

~ 17

0.810 0.868 0.944

0s10

0s2 0.652
0.865

o0s3 4——0822
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0s6
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-0.122

LWD1 le-
0.924

0.835
wp2 ¥

0.856
0.752

LWD4 /

LWD6

LwWD

| 9898 o685 083

-0.483

reliability, the convergent validity, and the
discriminant validity. The evaluation of the
indicator reliability was by use of outer loadings,
with a value of above 0.70 acceptable.
Cronbachs Alpha and Composite Reliability
were used to determine internal consistency
reliability that had a value of more than the
recommended 0.70. The convergent validity
was also checked using Average Variance
Extracted (AVE) and the constructs were found
to have at least 50 percent of their indicators
explained. Fonnel-Larcker criterion and
HeterotraitMonotrait (HTMT) ratio were used
to measure discriminant validity to ensure that
constructs were different empirically between
each other. Constructs that were measured in
this study were Pay Transparency, Living Wage
Demands, Occupational  Stress, Leader
Emotional Intelligence, and Employee
Retention Intentions. The obtained algorithm
results were satisfactory outer loadings, good
reliability coefficients and good convergent and
discriminant validity of all constructs. These
results demonstrate that the measurement
scales applied in the study capture respectively
their _theoretical constructs in a manner
acceptable to test the structural models.

PTE PT7

Moderating
Effect of LEI

e \0_832\\* e
\0809\

-0.489
0.148

0.898 ERI
/ 0.834 0.907
v \

ERI2

Figure 2. Measurement Model of the Study
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The successful validation of the measurement
model gives the confidence that the resulting
structural relationships are not inflated by the
error of measurement. It provides a strong
empirical basis of testing hypothesized direct,
mediating, and moderating effects of the
proposed conceptual framework. The research
then goes on to structural model testing with
considerable confidence on the construct
validation and reliability.

Outer Loadings (Factor Analysis)
Outer loading evaluation is one of the essential
steps in measuring the indicator reliability of

the measurement model. Outer loadings will
show how much each observed indicator is
related to its latent construct. Hair et al. (2016)
suggest that a loading of over 0.70 is satisfactory
because it indicates that the construct has at
least 50% of the variance in the indicator. In
the given research, the outer loadings were
investigated in relation to Pay Transparency
(PT), Living Wage Demands (LWD),
Occupational Stress (OS), Leader Emotional
Intelligence  (LEI), Employee Retention
Intentions (ERI), and the interaction term of

the moderating effect (OS x LEI).

Table 3. Outer Loadings (Measurement Model Assessment)

Indicators ERI LEI
ERI1 0.898

ERI2 0.834

ERI3 0.907

EI3 0.832
El4 0.809
EI8 0.865
EI9 0.700
EI10 0.782
EI12 0.899
El14 0.825
EI16 0.849
LWD1

LWD2

LWD4

LWD6

OS2

LWD (ON] PT
0.924
0.835
0.856
0.752
0.865
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(ONE)
OS6
OS10
PT2
PT3
PT4
PT5
PT6

PT7

The findings reveal that most indicators are
strong loadings in their respective constructs
which is above the recommended range of 0.70.
The range of the Employee Retention
Intentions (ERI) items is 0.834 to 0.907, which
indicates a high reliability of the indicator. The
satisfactory loadings of the Leader Emotional
Intelligence (LEI) indicators are also satisfactory
with a range of 0.700 to 0.899, which indicates
that the items have a reliable measure of
leadership emotional competence. The LWD
indicators have high loading with the strongest
loading  being LWDI1 (0.924) which
demonstrates a high representation of the wage
adequacy perceptions. Occupational ~Stress
(OS) and Pay Transparency (PT) indicate an
acceptable loading of occupation, but OS10
(0.652) and PT6 (0.685) are slightly smaller
than the ideal of 0.70 index but are not
objectionable in social science research. The
moderating effect loading values 1.022; this is
acceptable in PLS-SEM when the product
indicator approach is employed. In general, the
obtained outcomes of the outer loading
confirm the satisfactory reliability of the

Table 4. Construct Reliability and Convergent Validity

0.822

0.713

0.652
0.810
0.868
0.944
0.808
0.685
0.883

indicators and allow confirming the sufficiency
of the measurement model to continue the
validation procedure and test the structural
model.

Construct Reliability and Validity

A key measurement model evaluation step in
PLS-SEM is evaluating construct reliability and
validity. Reliability guarantees that the
indicators always measure what they are
supposed to measure and the validity checks
that the constructs are the true depictions of the
theoretical concepts they are supposed to
measure. Internal consistency reliability was
checked in this study through Cronbachs
Alpha, tho A and Composite Reliability. The
Average Variance Extracted (AVE) was used to
measure convergent validity. Based on the given
guidelines (Hair et al., 2016), Cronbach Alpha,
rho A and Composite Reliability values should
be higher than 0.70, whereas the AVE should
be higher than 0.50 to ensure a sufficient degree
of convergent validity.

Construct Cronbach’s Alpha rho_A Composite Reliability AVE
ERI (Employee Retention Intentions) 0.856 0.875 0912 0.775
LEI (Leader Emotional Intelligence)  0.933 0970 0.943 0.676
LWD (Living Wage Demands) 0.866 0.886 | 0.908 0.713
https://cmsrjournal.com | Memon & Shaikh, 2026 | Page 218


https://cmsrjournal.com/

Center for Management Science Research

ISSN: 3006-5291 3006-5283

Volume 4, Issue 5, 2026

0.773
0.913

OS (Occupational Stress)
PT (Pay Transparency)

The findings reveal that each of the constructs
has good internal consistency reliability. The
Alpha values of Cronbach lie between 0.773
(Occupational Stress) and 0.933 (Leader
Emotional Intelligence) which is more than the
suggested value of 0.70. On the same note, all
the rho A values exceed 0.80 which once again
affirms construct reliability. The values of
Composite Reliability are between 0.850 and
0.943, which imply high reliability of the
measurement scales in general. The convergent
validity is also determined because all the AVE
values are greater than the required minimum
of 0.50. The AVE of Employee Retention
Intentions is the highest (0.775), which implies
that a significant share of the variance in its
indicators is covered by the construct. All in all,
the results indicate that the measurement
model has a sufficient level of reliability and
convergent validity, which will form an effective

0.842
0.932

0.850
0.933

0.589
0.700

basis on which to base the further evaluation of
the structural model.

Discriminant Validity Assessment
Discriminant  validity
empirical construct is different in a model with
other constructs. It makes sure that other
variables are able to represent the phenomena
that other variables are not able to report in the
structural model. One of the most popular
techniques of measuring discriminant validity
in PLSSEM is the Fornell Larcker criterion
(Fornell and Larcker, 1981). Based on this
criterion, square root of the Average Variance
Extracted (AVE) of each construct must be at a
higher value than the correlation it has with
other constructs. This shows that a construct

evaluates how an

has more variance with its indicators as
compared to other constructs in the model.

Table 5. Fornell-Larcker Criterion for Discriminant Validity

Construct ERI LEI
ERI 0.880

LEI 0.291 0.822
LWD 0.511 0.240
OS x LEI 0.105 0.211
(O -0.085 -0.345
PT -0.533 0.041

Note: Diagonal values (bold) represent the square root of AVE.

The findings show that AVE square root of
each construct (as shown on the diagonal in
bold) is higher than
correlations. As an example, Employee
Retention Intentions (0.880) is higher than its
correlation with Leader Emotional intelligence
(0.291), Living Wage Demands (-0.511),
Occupational Stress (-0.085), Pay Transparency
(-0.533) and interaction term (0.105). Equally,

inter construct

LWD

0.844

0.308

-0.359

0.576

OS x LEI (ON] PT
1.000

-0.303 0.768

0.276 0.481 0.837

Pay Transparency (0.837), Living Wage
Demands (0.844), and Leader Emotional
Intelligence  (0.822) higher
relationships with their indicators than any
others. Occupational Stress also meets the
criterion with a square root of AVE of 0.768 as
compared to its correlations with other

each have
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variables. The interaction construct (OS x LEI)
has a value of 1.000 on the diagonal as expected
of interaction terms developed using product
indicator techniques in PLS-SEM. All in all,
Fornell-Larcker findings prove that the
discriminant validity is sufficiently determined.
All the constructs are empirically different and
they measure different theoretical concepts in
the model. This goes in favor of the structural
integrity of the measurement model and
enables the study to go ahead in the process of
testing hypotheses and structural path.

Heterotrait-Monotrait Ratio (HTMT)
Besides FornellLarcker criterion, discriminant
validity was also determined on the basis of

Table 6. Heterotrait-Monotrait Ratio (HTMT) Matrix

Construct ERI LEI
ERI -

LEIL 0.284 —
LWD 0.581 0.403
OS x LEI 0.115 0.280
OS 0.155 0.528
PT 0.569 0.235

All the values of HTMT in the table are less
than the recommended value of 0.90 thus
affirming  the of satisfactory
discriminant validity among the constructs. The
maximum value of HTMT is between Pay
Transparency (PT) and Living Wage Demands
(LWD) of 0.620 which is within acceptable
levels. In the same way there is a moderate
association  between the variables of
Occupational ~ Stress (OS) and Leader
Emotional Intelligence (LEI) where the value
between the two is 0.528, though not overly
overlapped. The interaction construct (OS x
LED also exhibits low values of HTMT with
other wvariables, which proves that it is
statistically different in its constructs. On the
whole, the HTMT findings give solid grounds
to believe that every construct of the model

existence

LWD

0.322

0.437

0.620

HeterotraitMonotrait Ratio (HTMT). The
approach of using HTMT is also viewed as a
more rigorous and credible methodological
approach to assessing discriminant validity in
the  variance-based  structural  equation
modeling (Henseler et al., 2015). The HTMT
ratio is a measure of construct similarity, which
involves ratio between the correlations among
constructs to the correlations within constructs.
As suggested, a low value of HTMT to ensure a
satisfactory level of discriminant validity is
below 0.90 and ideally, below 0.85 in more

conservative tests.

OS x LEI oS PT
0.336 —
0.277 0.540 —

corresponds to a specific theoretical concept.
Combined with the FornellLarcker criterion,
the results prove the fact that discriminant
validity is well established. This makes the
measurement model more credible and makes
further steps of structural model evaluation and
hypothesis testing.

Structural Equation Modeling (SEM) Results.
The structural model was evaluated in Smart
PLS using bootstrapping techniques (5000
resamples) after determining the adequacy of
the measurement model to test the significance,
strength, and direction of the hypothesized
relationships. Path coefficients ( ), t-values,
and p -values were calculated to establish
whether the proposed hypotheses were
accepted. As it is stated in Hair et al. (2016), it
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is a statistically significant relationship when
the twalue is greater than 1.96 at the level of

significance of 5 percent (p < 0.05). The SEM
analysis findings are shown below.

Table 7. Structural Model Results: Path Coefficients and Significance Testing

Path Relationship Original Sample ()
LEI — ERI 0.263
LWD — ERI -0.483
LWD — OS 0.122
OS x LEI — ERI 0.148
OS — ERI 0.332
PT — ERI -0.489
PT — OS 0.410
LWD — OD — ERI | 0.041
PT — OD — ERI 0.136

According to the results of the SEM, it is
possible to find some statistically significant
relationships in the model. Leader Emotional
Intelligence (LEI) has a positive but significant
influence on Employee Retention Intentions
ERI B = 0.263, p < 0.001), which suggests that
the emotionally intelligent leadership leads to
the promotion of faculty retention intentions in
private universities. Living Wage Demands
(LWD) have a negative and significant impact
on ERI B =-0.483, p = 0.001), indicating that
unfulfilled wage expectations have a strong
negative effect on reducing the intention of
employees to stay. Likewise, Occupational
Stress (OS) has a negative influence on ERI 8 =
0.332 =-0.001), which proves that the increased
levels of stress reduce retention intentions. Pay
Transparency (PT) also shows that there is a very
negative direct correlation with ERI ( B = -
0.489, p < 0.001) and so the perception of pay
communication and fairness has a strong
impact on the retention process. Moreover, PT
has a significant negative impact on
Occupational Stress (B= -0.410, p = 0.003),
which indicates that it indirectly affects
retention through the mechanism of reducing
stress.

In the last two paths, the outcomes demonstrate
varying degrees of significance in the indirect
relationships. Living Wage Demands has an
indirect impact on Employee Retention
Intentions via Occupational Stress (LWD —

Sample Mean (M) STDEV T Statistics P Values
0.272 0.066 3.996 0.000
-0.491 0.063 7.642 0.000
0.131 0.156 0.784 0.433
0.143 0.065 2.255 0.025
0.322 0.086 3.879 0.000
0.473 0.072 6.752 0.000
-0.408 0.139 2.961 0.003
0.047 0.054 0.757 0.449
0.130 0.052 2.596 0.010

OS — ERI) and this effect is statistically
insignificant (8 = 0.041, p = 0.449). This implies
that occupational stress is not a significant
mediator of the relationship between living
wage demands and retention intentions, so the
effect of wage issues on retention is more of a
direct than a mediating effect. Conversely, the
positive and statistically significant B between
Pay Transparency and Employee Retention
Intentions via Occupational Stress (PT — OS
— ERI) is positive ( = 0.136, p = 0.010). The
implication of this finding is that the mediating
role of occupational stress is significant, with
pay transparency decreasing the stress levels
and, consequently, improving employee
retention intention.
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Figure 3 Bootstrapped SEM Model

Nevertheless, Living Wage Demands have a
direct impact on Occupational Stress (f =
0.122 = P= 0.433), which is not statistically
significant, which means that wage issues do
not directly relate to the level of stress in the
sampled institutions. Notably, the moderating
influence of Leader Emotional Intelligence on
the correlation between Occupational Stress
and ERI is significant and positive ( = 0.148,
p = 0.025), which indicates that emotionally
intelligent leadership has a protective effect on
the negative effect of stress on retention
intentions. On the whole, the SEM results are
highly empirical evidence that supports the
proposed structural relationships in this
research and specifies that factors related to
compensation and leadership emotional
intelligence are vital when determining

employee retention in private universities of

Hyderabad.

Structural Model Assessment: Effect Size (f2)
and Coefficient of Determination (R?)

After having validated and assessed the
measurement models in terms of validity and
reliability, the structural model was assessed to
identify the strength of the explanations offered
by the hypothesized relationships and the sizes
of the effect. The coefficient of determination

(R 2) is used to estimate the share of variance of
the endogenous constructs which is explained
by the exogenous variables. Hair et al. (2016)
state that R 2 values of 0.25, 0.50, and 0.75 may
be weak, moderate, and substantial,
respectively.

Table 7. Structural Model Results: Effect Size (f2) and Coefficient of Determination (R2)

A) Coefficient of Determination (R2)

Endogenous Construct R2 Adjusted R2

ERI (Employee Retention Intentions) 0.637 0.622

OS (Occupational Stress) 0.241 0.229
https://cmsrjournal.com | Memon & Shaikh, 2026 | Page 222


https://cmsrjournal.com/

Center for Management Science Research

ISSN: 3006-5291 3006-5283

Volume 4, Issue 5, 2026

According to the R 2 outcomes, the model
accounts 63.7 percent of the variance in the
Employee Retention Intentions (ERI) which is
arguably a considerable amount of explanatory
power. This implies that the predictive power of
Pay Transparency, Living Wage Demands,
Occupational ~ Stress, Leader Emotional
Intelligence and interaction term are strong
predictors of faculty retention intentions. In the
case of Occupational Stress (OS), the R 2 =
0.241, which implies that the compensation
related variables explain between 24 and 25
percent of the variance in the level of stress. The
f 2 effect size also explains more about the
contribution made by each predictor. The effect

of Living Wage Demands (0.391) and Pay

B) Effect Size (f2)

Predictor — Outcome
LEI — ERI

LWD — ERI

PT — ERI

OS — ERI

OS x LEI — ERI
LWD — OS

PT — OS

Moreover, the effect size (f 2) was also tested to
understand the contribution of each exogenous
construct individually to the value of R 2 of the
endogenous variable. The f 2 of 0.02, 0.15, and
0.35 show small, medium and large effect,
respectively. On balance, these results indicate
that the most prominent predictors of retention
intentions are compensation transparency and
wage adequacy, and leadership emotional
intelligence and stress dynamics are important
but rather moderate factors as part of the
structural model.

Transparency (0.356) shows that the influence
of compensation-related factors on Employee
Retention  Intentions is  predominant.
Occupational Stress (0.197) has a mediating
effect of medium effect on retention whereas
Leader Emotional Intelligence (0.152) has an
intermediate effect. There is a small-to-
moderate effect of moderating effect (OS x LEI)
(0.126), indicating that emotionally intelligent
leadership partially corrects the effect of stress
on retention intentions. Pay Transparency has
a medium impact on Occupational Stress
(0.148), but the impact of Living Wage
Demands on Occupational Stress is very low

(0.013).

ERI (O]
0.152 —
0.391 -
0.356 —
0.197 —
0.126 -

— 0.013

— 0.148

Discussion

The results of this research indicate that
leadership emotional intelligence plays a very
crucial role in determining employee retention
intentions in institutions of higher learning.
According to the SEM findings, it was observed
that leader emotional intelligence has a positive
effect on employee retention intentions and
moderates the connection between
occupational stress and employee retention. It
implies that emotionally intelligent leaders can
regulate employee emotions more, offer them
support, and maintain a psychologically safe
working environment that minimizes the
harmful consequences of stress. The results can
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be compared to the previous studies that prove
the positive effects of emotional intelligence on
workplace attitudes, job satisfaction, and
commitment to the organization (Miao et al.,
2016; Wong and Law, 2002). In the same way,
the article by Memon, et al. (2022) in Sukkur,
Sindh, also established that emotional
intelligence is an intermediate in how
occupational stress and intentions to leave a job
can be reduced among teaching faculty. The
moderating effect found in this study
contributes further to the argument that,
emotionally intelligent leadership may buffer
the adverse impacts of stressful working
environments therefore encouraging employees
to be committed to their institutions.

The findings also indicate that occupational
stress is a big negative factor in the intentions of
employees to leave. The observation is in line
with theoretical lenses of turn over intention as
presented by Mobley (1977) which opines that
job stress and dissatisfaction tend to make
employees  contemplate  leaving  their
organizations. The academic workload,
pressure in research, and administration may be
the cause of stress among faculty staff members
in the context of higher education institutions
in Pakistan. Similar findings have been made by
previous research stating that work overload
and job stress were found to have a strong effect
on the intentions to turnover within the higher
education sector (Nisar et al., 2021; Hakro et
al., 2022). The current research, however, did
not establish that living wage demands had a
significant impact on occupational stress and
one can conclude that financial expectations do
not necessarily result in psychological stress in
academic staff. Rather, it is possible that stress
is more closely related to institutional
conditions, including workload, organizational
support and leadership practices. This means
that universities need to work on the
betterment of the working conditions and
leadership support systems to minimize stress
and improve faculty retention.

The other significant research finding of this
work is associated with the effect of the
compensation-related variables, namely, pay
transparency and living wage demands, on the
intention to retain an employee. Both variables
have a significant effect on the retention

intentions, which is shown by the results and
proves the relevance of the fair compensation
policy in academic institutions. Past studies
indicate that open pay communication does
encourage the development of perceptions of
fairness, trust, and organizational justice, which
eventually enhance employee commitment and
decrease turnover intentions (Colella et al.,
2007; Day, 2011). In a similar study, Stofberg et
al. (2022) concluded that pay transparency was
critical in determining the attitude of
employees toward organizations and their
intentions to stay employed. Moreover, the rise
of living wage expectations under the influence
of inflationary forces and the fluctuation of the
economy has only heightened the anxiety of the
employees in terms of fair pay (Kibria et al.,
2024; Asad et al., 2024). Also reports made by
the organizations like the Human Rights
Commission of Pakistan (2025) and corporate
campaigns like the living wage policy of
Unilever Pakistan also underline the increasing
significance of proper wages in maintaining the
stability of the workforce. Thus, the result of
this study implies that universities need to
implement transparent and fair remuneration
systems and take into consideration the issue of
living wages to ensure the satisfaction of
employees and high retention rates in the long
term.

Recommendations

To foster trust, fairness, and employee
retention, private universities in Hyderabad
must establish clear and fair compensation
policies and communicate them to faculty
members. Wage policies at universities must
also be regularly reviewed to ensure that
professors are paid enough to be able to afford
the increased cost of living and financial
requirements. Further, stress management
training, workload balancing and counselling
support should be introduced in institutions to
manage and minimise occupational stress faced
by faculty members. Academic leaders and
department heads should also have emotional
intelligence,  leadership =~ communication,
empathy and conflict management training
organized to foster a positive workplace
environment and boost employee engagement
and retention plans.
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Implications

This study has important theoretical
implications as it extends the application of
Conservation of Resources (COR) Theory and
Social Exchange Theory (SET) in the domain of
Higher Education Institutions in Pakistan. The
results show that pay transparency and living
wage demands are significant organizational
resources that affect the intentions to stay
directly and indirectly in the way of
occupational stress. In addition, the study adds
to the literature by incorporating the mediation
of occupational stress and the moderation of
leader emotional intelligence in a single model.
The integrated model provides a more
comprehensive explanation of the relationship
between compensation fairness and leadership
behavior on faculty retention in private
universities.

The study also provides valuable insights for
university administrators, policymakers, and
HR professionals. The results highlight the
importance of having clear compensation
models, just treatment, and emotionally
intelligent management for enhancing faculty
satisfaction and retention. Universities that
provide supportive leadership and work
practices and emphasize reduction strategies are
more likely to foster positive  work
environments that foster organizational
commitment and decrease turnover intentions.
Moreover, the study emphasizes the need to
form policies for Human Resources which
should focus on the psychological, fair and
healthy well being of the employees so that this
could help maintain stability and sustainable
academic performance in the Higher Education
Sector of Pakistan.

The future directions and limitations

This study has some limitations that offer
potential for future studies. First, the study only
included the private universities in Hyderabad
which could limit the generalizability of the
results to other cities or the public universities
in Pakistan. Secondly, the study was of a cross
sectional research design as it only had one time
snapshot of the respondents perceptions and
did not investigate change over time. Thirdly,
purposive  sampling and  selfreported
questionnaires could lead to response bias.

Longitudinal studies, larger samples and
probability sampling would further enhance the
generalizability and accuracy of future studies.
Other factors like organizational culture, job
satisfaction, career growth and work-life balance
may also be explored in the study to understand
the intentions of employees to stay on in higher
education institutions.

Conclusion

The present study found the effect of pay
transparency, living wage demands on employee
retention intention among faculty members of
private  universities at Hyderabad with
occupational stress as a mediating variable and
emotional intelligence of the leaders as
moderating variable. It found that clear
compensation models and a living wage are
beneficial to employee retention because they
have an impact on employee perceptions of
fairness, financial security and organizational
support. It also revealed that occupational stress
is a significant mediator of these relationships,
suggesting that when compensation practices
are inadequate, they create stress and have a
negative impact on employee commitment and
retention. In addition, it was discovered that
leader emotional intelligence buffered the
detrimental effect of occupational stress on
employee withdrawal intentions by fostering a
positive and supportive work context.

The study has found that besides monetary
incentives, psychological and leadership factors
also play a role in determining the retention
rate of employees in private universities.
Organizations that support fair compensation,
minimize workplace stress, and foster
emotionally intelligent leadership are more
likely to keep qualified faculty members and
have stability in the organization. The results
add value to the body of knowledge in the field
of Organizational behavior, Human resource
management  and  Higher  education
management in Pakistan and provide practical
suggestions for developing faculty retention
policies. The research findings underscore the
significance of considering compensation
equity, staff welfare, and positive leadership
behaviors as essential components of achieving
enduring and productive school cultures.
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