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ABSTRACT 
 

Employee turnover is an inevitable scenario faced by many organizations 
irrespective of it economic sectors. Uncontrollable turnover is extremely costly for 
the employer because it involves of efforts, times and costs of rehiring, training, and 
low productivity effects. Intention to leave is found as the strongest predictor for 
actual turnover in previous studies. Due to high turnover ratio among manufacturing 
workers in Malaysia, it demands great concern and some insights on intention to 
leave subject. This research explored the causes that triggering workers’ intention to 
leave towards their current company. In this regard, this study attempts to determine 
the significance relationships of pay satisfaction and leadership styles on intention to 
leave among local employees in electrical and electronics manufacturing company. 
Data were gathered using questionnaires collected from 272 local employees in 
Yamaha Electronics Manufacturing (M) Sdn. Bhd. The findings resulted in 
acceptance of the study hypothesizes formulated. Pay satisfaction, transactional 
leadership style (i.e. contingent rewards, action management-by-exception), and 
transformational leadership style (intellectual stimulation, idealize influence, 
individual consideration, inspiration motivation, idealize belief, and ethical decision 
making) were significantly correlated and contributed to the intention to leave. Based 
on findings of the study, theoretical and possibility of implications are discussed. 
Limitation and recommendations for future research are also underlined. Hence, with 
limited literatures on the topic of pay satisfaction, transactional leadership style, 
transformational leadership style, and intention to leave in the context of electrical 
and electronics manufacturing sector in Malaysia, the findings have, to some extent, 
contributed to the understanding of the intention to leave aspects and enrich the 
knowledge of these subjects especially in Malaysian employment landscape. 

Keywords: Employee Turnover, Pay Satisfaction, Transactional Leadership Style, 
Transformational Leadership Style, Intention to Leave. 
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ABSTRAK 
 

Pusing ganti pekerja adalah senario yang tidak dapat dielakkan yang dihadapi oleh 
kebanyakan organisasi tanpa mengira sektor ekonominya. Pusing ganti pekerja yang 
tidak terkawal adalah amat mahal bagi majikan kerana ia melibatkan usaha, masa dan 
kos menggaji semula, memberi latihan, dan juga kesan produktiviti yang rendah. 
Niat untuk meninggalkan didapati sebagai peramal yang kuat untuk pusing ganti 
pekerja sebenar dalam kajian sebelum ini. Oleh kerana nisbah pusing ganti pekerja 
yang tinggi di kalangan pekerja perkilangan tempatan di Malaysia, ia menuntut 
perhatian besar dan beberapa pemahaman mengenai perihal niat untuk meningalkan. 
Kajian ini meneroka sebab-sebab yang mencetus niat pekerja untuk meninggalkan 
syarikat semasa mereka. Dalam hal ini, kajian ini mencuba untuk menentukan 
hubungan yang signifikasi kepuasan gaji dan gaya kepimpinan ke atas niat untuk 
meninggalkan di kalangan pekerja dalam sektor pembuatan elektrik dan elektronik. 
Data dikumpul dengan menggunakan borang soal selidik yang diperolehi daripada 
272 pekerja tempatan di Yamaha Electronics Manufacturing (M) Sdn. Bhd. Hasil 
kajian ini merumuskan bahawa hipotesis-hipotesis yang diutarakan adalah boleh 
diterima. Kepuasan gaji, gaya kepimpinan transaksi (iaitu ganjaran luar jangka, 
tindakan pengurusan-dengan-pengecualian), dan kepimpinan transformasi 
(rangsangan intelektual, pengaruh idealisme, pertimbangan individu, motivasi 
inspirasi, kepercayaan yang ideal, dan membuat keputusan beretika) memang 
mempunyai hubungan yang signifikan dan menyumbang kepada hasrat untuk 
meninggalkan organisasi. Berdasarkan hasil kajian, teori dan implikasi yang 
mungkin akan berlaku telah dibincangkan. Had dan cadangan kajian akan datang 
juga digariskan. Oleh itu, dengan ulasan karya yang terhad perihal topik kepuasan 
gaji, gaya kepimpinan transaksi, gaya kepimpinan transformasi, dan niat untuk 
meninggalkan dalam sektor pembuatan elektrik dan elektronik di Malaysia, hasil 
penemuan, sedikit sebanyak telah menyumbang kepada pemahaman mengenai niat 
untuk meninggalkan dan memperkayakan pengetahuan tentang perkara ini 
khususnya dalam landskap pekerjaan Malaysia. 

Kata kunci: Pusing Ganti Pekerja, Kepuasan Gaji, Gaya Kepimpinan Transaksional, 
Gaya Kepimpinan Transformasional, Niat Untuk Meninggalkan. 
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CHAPTER 1 

INTRODUCTION 

1.1 Introduction  

In line with the status of new industrialized country, the manufacturing industry in 

Malaysia plays a vital role in the economic development. According to annual report 

of gross domestic product (GDP) released on May 2014, manufacturing industry 

stands as the second largest contributor to the GDP after the service industry 

(Department of Statistics, 2014). In 2005 it contributes RM149.7 billion or 27.5 

percent of GDP. Since then, the manufacturing industry remains as the second largest 

contributor to GDP, which in 2013 it recorded RM193.2 billion or 24.5 percent 

(Department of Statistics, 2014). The electrical and electronics (E&E) industry 

continues as one of the major sub-sector to the manufacturing industry whereby it 

generates 24.5 percent of stake for manufacturing value (Department of Statistics, 

2014). 

Generally, manufacturing is a process that incorporates the use of machinery, 

equipment, and workforce to transform raw materials into products and ready for 

sale. Among these elements, workforce is paramount to the manufacturing industry. 

For the sake of being more productive and competitive it is important for all 

manufacturing companies to retain talented employees and reduce turnover problem 

(Nor, 2012). In addition, Zaleha et al. (2011) indicated that by increasing the 

domestic labor, foreign labor, and material it will yield positive influence on the 

labor productivity of the manufacturing industries. Manufacturing industry has 

provided huge employment opportunities for Malaysians. In fact, manufacturing 
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This study has shown that pay satisfaction, intellectual stimulation, and active reward 

monitoring have shown large correlations with employee intention to leave. 

Meanwhile, idealize believe, ethical decision making, idealize influence, inspiration 

motivation, idealize consideration have shown considerable moderate correlation 

with employee intention to leave, while laissez-faire showed less or minimal 

correlation with employee intention to leave. These results not only unique but it is 

believed is useful for other researchers who interested to conduct the same research 

in the future. Generally, the study has delivered informative inputs to comprehend 

the topic of intention to leave among employees in YEM. More important, the 

findings may help the company policy makers in designing more effective 

compensation and benefits strategies to minimize turnover problems for the benefits 

of the company as well as the workers. 
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APPENDIX A 

QUESTIONNAIRE 

UNIVERSITI UTARA MALAYSIA 

 

Questionnaire / Borang Soal Selidik 
Dear Sir and Madam / Tuan dan Puan 

I’m a postgraduate student at University Utara Malaysia. Currently, I’m conducting a 
research in the area of employee turnover in YEM. The purpose of this study is to examine 
the pay satisfaction and leadership styles in relations to intention to leave among employees. 

You are kindly requested to complete the attached questionnaire as honestly as possible. 
The information being solicited from you is purely for academic purposes and it will be 
treated confidential. Your honest completion of this questionnaire will assist in generating 
information that will help YEM to improve on their turnover management. Results of the 
study will be applied in the thesis for the fulfilment of completing my Master’s in Human 
Resource Management with Universiti Utara Malaysia. 

Saya adalah seorang pelajar pasca siswazah di Universiti Utara Malaysia. Pada masa ini, saya 
sedang menjalankan penyelidikan dalam bidang perolehan pekerja di YEM. Kajian ini bertujuan 
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