ORGANIZATIONAL SUPPORT, ORGANIZATIONAL COMMITMENT, AND

TURNOVER INTENTION:

A STUDY ON PBJV GROUP SDN. BHD.

NUR SYAFIQAH MOHD SHKURI

UNIVERSITI UTARA MALAYSIA

2011



KOLEJ PERNIAGAAN
(College of Business)
Universiti Utara Malaysia

PERAKUAN KERJA KERTAS PROJEK
(Certification of Project Paper)

Saya, mengaku bertandatangan, memperakukan bahawa
(I, the undersigned, certified that)
NUR SYAFIQAH MOHD SHKURI (806094)

Calon untuk ljazah Sarjana
(Candidate for the degree of) MASTER OF SCIENCE (MANAGEMENT)

telah mengemukakan kertas projek yang bertajuk
(has presented his/her project paper of the following title)

ORGANIZATIONAL SUPPORT, ORGANIZATIONAL COMMITMENT AND TURNOVER
INTENTION - A STUDY ON PBJV SDN. BHD.

Seperti yang tercatat di muka surat tajuk dan kulit kertas project
(as it appears on the title page and front cover of the project paper)

Bahawa kertas projek tersebut boleh diterima dari segi bentuk serta kandungan dan meliputi bidang iimu
dengan memuaskan.

(that the project paper acceptable in the form and content and that a satisfactory knowledge of the field is
covered by the project paper).

Nama Penyelia : DR. SITlI ZUBAIDAH BT OTHMAN
(Supervisor's name)

Tandatangan : C/{M
(Signature) _‘6 \ \

Tarikh : 14 FEBRUARY 2011

(Date)




Permission to Use

In permission this project paper in partial fulfillment of the requirement for Post Graduate
degree from the Universiti Utara Malaysia (UUM), I agree that the Library of this university may
make it freely available for inspection. I further agree that permission for copyright this project
paper in any manner, in whole or part, for scholarly purposes may be granted by my supervisor
or in their absence, by the Assistant Vice Chancellor of the College of Business where I did my
project paper. It is understood that any coping or publication or use of this project paper or parts
of it for financial gain shall not be allowed without my written permission. It is also understood
that due recognition shall be given to me and to Universiti Utara Malaysia (UUM) in any

scholarly use which may be made of any material in my project paper.

Request for permission to copy or to make other user of materials in this project paper in

whole or part should be addressed to:

Dean
Othman Yeop Abdullah Graduate School
College of Business
Universiti Utara Malaysia (UUM)
06010 Sintok
Kedah Darul Aman



Disclaimer

The author is responsible for the accuracy of all opinion, technical comment, factual report,
data figures, illustrations and photographs in this dissertation. The author bears full responsibility
for the checking whether material submitted is subject to copyright or ownership right. Universiti
Utara Malaysia (UUM) does not accept any liability for the accuracy of such comment, report

and other technical and factual information and the copyright or ownership rights claims.

The author declares that this dissertation is original and his own expect those literatures,
quotations, explanations and summarization which are duly identified and recognized. The
author hereby granted the copyright of this dissertation to College of Business, Universiti Utara

Malaysia (UUM) for publishing if necessary.

Student Signature:

Date:



Abstract

This study examines factors that influence turnover intention among employees at PBJV
Group Sdn. Bhd. The study was a cross sectional study where respondents’ perception was
measured at one point in time. 105 respondents participated in this study. In this study, two
factors, namely organizational support and organizational commitment were tested to predict
turnover intention among employees in the company.

Correlation analyses were conducted to test the relationship between organizational
support, organizational commitment (affective commitment and continuance commitment) and
turnover intention, whereas descriptive analysis was conducted to analyze demographic
characteristics of participants. In order to test which factor has the significant contribution
towards turnover intention, regression analysis was conducted.

The results show that there was an association between the two factors (organizational
support, and organizational commitment) and turnover intention. However, in term of
organizational commitment, only affective commitment was correlated with turnover intention

and was also found to have the strongest influence on turnover intention.
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CHAPTER 1
INTRODUCTION

1.1 Background of Study

Employee turnover is the rotation of workers around the labor market, between firms,
jobs and occupation as well as between the states of employment and unemployment.
Organizations had invested a big paycheck on their employees in terms of induction and training,
developing, maintaining and retaining them in their organization. Therefore, managers at all
level must know how to minimize employee’s turnover. It is very important to develop a full
understanding about employee turnover especially the source of what determines employee
turnover, the effects and strategies that managers can put in place in order to minimize turnover.

In this globalization and high competitive world, organization must continue to develop
tangible products and provide services which are based on strategies created by employees.
These employees are extremely crucial to the organization since their value to the organization is
essentially intangible and not easily replicated. For that reason, managers should recognize
employees as major contributors to the efficient achievement of the organization’s success.
Managers also should control the employee turnover for the benefit of the organization success.
Thus, this study examines the factor that contributes to employee turnover which mainly focus
on organizational support and organizational commitment, and job satisfaction being the
mediator.
1.2 Problem Statement

Employee turnover has become a serious management problem because of it financial

and moral impact on the organization limited source. Today, organization had found it difficult
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