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Abstract

While performing their duties in an organization, an employee tied up to a human
resource practices which consists of internal career opportunity, training, result
oriented appraisals, Employment security, participation and job description to retain
in an organization. This research title is aimed to determine the influences of internal
career opportunity, training, result oriented appraisals, employment security,
participation and job description on turnover intention. The objective of this study is;
to understand the influence of the selected human resource practices on turnover
intention. A total of 169 questionnaires were distributed to one of the selected
Telecommunication Company. Data were analyzed using both descriptive and
inferential statistical analysis to interpret data. Research findings revealed there was
turnover intentions exist among the respondents. Significant values for each element
in independent variable which the item of reward such as result oriented appraisal,
training, and participation. The higher significant value of independent variables are

result oriented appraisal and item benefits, 0.538> 0.05.



Acknowledgement

My deepest gratitude and sincere thanks to Dr.Chandrakantan A/L Subramaniam, who
had agreed to be my supervisor and adviser. His knowledge and guidance have greatly
helped me at all steps in the process of preparing and submitting this research paper.
I’'m obliged to record my sincere appreciation and thankfulness to my husband Mr
Chandrasegaran Thevarayan and my family whom had granted me with support and
encouragement throughout the process of completing this research paper. | also take
this opportunity to thank my friends who have provided me the support and advice
and also have participated in the process of preparing this paper and given me the
support from start until finish. Finally, I’'m grateful to all who had either directly or

indirectly been very supportive and helpful in making this research a success.



TABLE OF CONTENTS

Permission to Use

Disclaimer

Abstract

Acknowledgement

Table of Contents

List of Tables

List of Figures

CHAPTER 1 INTRODUCTION

1.1  Background of the Study

1.2 Problem Statement

1.3 Research Objectives

14 Research Questions

1.5  Significance of the study

CHAPTER 2 LITERATURE REVIEW
2.1 Introduction

2.2  Empirical studies on intention to leave

2.3 Training and intention to leave

2.4  Participation and intention to leave

2.5  Result oriented appraisal and intention to leave
2.6 Job security and intention to leave

2.7 Job description and intention to leave

2.8 Conclusion

Pages

V- Vil

viii

10
10-12
13-15
16
17 -18
19-20
21

22



CHAPTER 3

3.1 Introduction
3.2 Research Framework
3.3  Conceptual definition
3.4  Operational definition
3.5  Instrument scales
3.6 Population
3.7  Sample
3.7.1 Sampling procedures
3.8  Pilot test
3.9  Dataanalysis
3.10 Summary
CHAPTER 4 RESEARCH FINDINGS
4.1 Introduction
4.2  Rate of response
4.3  Profile of the respondent
4.4  Reliability Analysis
4.5.  Descriptive statistics of variables
4.6  Correlation analysis
4.7  Regression analysis
4.8  Summary

RESEARCH METHODS

Vi

23

23-24

25

26 - 27

28

28

29

29

30

31-32

33

34

34

35-37

38

39

40 - 41

42 - 43

44



CHAPTERS5  DISCUSSION, RECOMMENDATION AND CONCLUSION

5.1 Introduction 45

5.2  Summary of major findings 45

5.3  Discussion 46
5.3.1 Result oriented appraisals 46 - 47
5.3.2 Training 48 - 49
5.3.3 Participation 50
5.3.4 Job description 51-52
5.3.5 Job security 53-54
5.3.6 Internal career opportunity 55

5.4 Implications 56
5.4.1 Theoretical implication 56
5.4.2 Practical implication 57 - 60

55  Limitation 61
5.5.1 Future studies 62

5.6  Conclusion 63

REFERENCES 64 - 65

APPENDIX 1 SURVEY INSTRUMENT 66 -71

APPENDIX 2 SPSS RESULTS 72-90

vii



LIST OF TABLES

Table 1:

Table 3-1:

Table 3-2:

Table 4-1:

Table 4-2:

Table 4-3:

Table 4-4:

Table 4-5;

Table 4-6:

Summary of the relationship between training and job turnover
Internal consistencies of previous study by Delery and Doly
Pilot study of reliability test

Demographic Descriptive statistic variables

Frequencies of demographic variables

Reliability test for independent variable

Descriptive analysis results

Correlation coefficient among variables

Estimates of coefficient for the model

viii

30

35

36

38

39

40

42



LIST OF FIGURES

Figure 3-1:

Research Framework

24



1.1

CHAPTER 1

INTRODUCTION

Background of the study

An organizations performance deeply related with an employee’s
performance and productivity. Employee’s turnover can give the
strong impact towards the organizations overall productivity. An
organization’s productivity being measured by the workforce achieves
the production target (Delery& Doty 1996). Various Human Resources
Practices being implemented in the industry to retain an employee in
an organization. High turnover is a major problem faced by most of the
developed countries such as South Korea, Malaysia, Singapore and
Taiwan. In a recent forum of Human Resources professional’s bodies
of Hong Kong, Malaysia and Singapore participants were unanimous

in their view that job hopping had become a culture of an organization.

According to Whitener, (2001) turnover intention is defined as an
employee’s decision to leave an organization voluntarily. When
turnover rate increases in an organization, it will reduce its reputation
and increase the cost of rehiring new staff. The prospect of getting
higher pay elsewhere is one of the most obvious contributors to
turnover. This practice can be regularly observed at all levels of the
economic ladder, from executives and generously paid professionals in
high-stress positions to entry level workers in relatively undemanding

jobs.
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