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ABSTRACT

This study investigates the relationship between perceived leadership styles and
employee retention among employees in the telecommunication company in
Malaysia. To achieve this objective, four determinant of transformational leadership
style: individual consideration ,intellectual stimulation ,inspirational motivation and
idealized influence and seven determinants of employees retention : compensation,
job characteristics, opportunities or training and development, supervisor support,
career opportunities and work-life balance. A census strategy will be employed to
collect information through the conducted survey since the target population is
limited to 220 respondents (n=220) distributed within several branches in the
telecommunication company. Their perceptive were translated into reports based
only on transformational leadership styles. Based on the regression analysis, it is
clearly seen that only one determinant; idealized influence that does not has
significant relationship towards employees retention whereas all three other
determinants; individual consideration, intellectual stimulation and inspirational

motivation does has significant relationship with employees retention.



ACKNOWLEDGEMENT

First of all, my praise to Allah S.W.T whose blessing and guidance have helped me
to complete my project paper. Peace is upon our Prophet Mohammad (S.A.W) who

has given light to mankind.

| hereby want to thank my supervisor, Dr. Azizi bin Abu Bakar for his invaluable
advice, constant guidance, great patience , understanding , insight, knowledge,
,attention, kindness, and encouragement throughout my study in Universiti Utara

Malaysia.

My highest and most sincere appreciation goes towards my other half, Ahmad Fauzi,
my beloved children, Iman, Aisyah , Atigah and Najwa who have always encouraged
and loving me in order for me to reach the highest peak in my aspiration no matter
how long it took. I will always be very grateful to my husband for providing,
supporting, and advising me with great love and patient in everything that | had done

to complete not only this project paper but also my master program.

Last but not least | would like to thanks all my respondents, who generously spent

their precious time to participate in the answering the questionnaire.



TABLE OF CONTENTS

CHAPTER ONE: INTRODUCTION

1.0 Introduction

1.1 Problem Area

1.2 Purpose Of The Study

1.3 Overview Of The Study
1.3.1 Literature Study
1.3.2 Empirical Study

1.4 Research Questions

1.5 Research Objectives

1.6 Significant Of The Study

1.7 Scope Of The Study

CHAPTER TWO: LITERATURE REVIEW

2.0 Introduction
2.1 Defining Leadership
2.2 History of Leadership
2.3.1 Traits Theory
2.3.2 Behavioral Theory
2.3.2 Contingency Theory
2.3.4 Leader Member Exchange Theory
2.3.5 Transactional Leadership
2.3.6 Laissez Faire Leadership
2.3.7 Authoritarian Leadership

© ©O© ©O© w N -

10
11
12

13
13
16
17
18
19
20
20
22
23



2.3.8 Definition Of Transformational Leadership
2.4 Transformational Leadership And Employee Retention
2.5 Compensation
2.5.1 Financial Rewards
2.5.2 Benefit Packages
2.5.3 Organizational Commitment And Compensation
2.6 Job Characteristics
2.6.1 Job Autonomy
2.6.2 Organizational Commitment And Job Autonomy
2.6.3 Skill Variety
2.7 Training And Development Opportunities
2.8 Supervisor Support
2.9 Career Opportunities
2.9.1 Work/Life Policies
2.10 Conceptual Model of the Study
2.10.1 The Research Model
2.10.2 Hypothesis Testing

CHAPTER THREE: RESEARCH METHODOLOGY

3.0 Introduction
3.1 Types of Research
3.2 Data Collection Method
3.3 Data Collection By Questionnaires
3.4 Population
3.5 Research Analysis
3.6 Inferential Statistic

3.7 Correlation of Coefficient

24
31
33
33
36
37
38
38
39
39
40
41
42
42
43
44
44

46
46
47
48
49
50
51
51



CHAPTER FOUR: FINDING

4.0 Introduction
4.1 Characteristics Of The Target Population

4.1.1 Total Of The Target Population

4.1.2 Gender

4.1.3 Age

4.1.4 Home Language

4.1.5 Highest Academic Qualification

4.1.6 Marital Status

4.1.7 Organizational Tenure

4.1.8 Job Classification

4.1.9 Average Overtime Hours Worked Per Week
4.1.10 Absenteeism

4.1.11 Commitment To Continuous Employment
4.1.12 Medium Term Employment Plan

4.1.13 Long Term Employment Plan

4.2 Inferential Statistic

4.2.1 Coefficient of Determination

4.3 Hypothesis Testing

53
53
53
54
55
56
57
58
58
59
60
61
62
63
64
65
67
71



CHAPTER FIVE: CONCLUSION AND RECOMMENDATION

5.0 Introduction
5.1 The Workforce
5.2 Recommendation For Research
5.3 Recommendation For Practice
Bibliography
Appendix
Questionnaires
SPSS Result

75
75
80
82

VI



List of Figures

list of tables

TABLE 1-1: AVERAGE YEARLY TURNOVER RATE OF EXECUTIVESERROR! BOOKMARK NOT
DEFINED.

TABLE 4-1: FREQUENCY - GENDER .......ccovevvviiiiiiiieeeeenn, ERROR! BOOKMARK NOT DEFINED.
TABLE 4-2: FREQUENCY - AGE ...cvvvviiiiieiiiieeiiiiii e eeeeenns ERROR! BOOKMARK NOT DEFINED.
TABLE 4-3: FREQUENCY - HOME LANGUAGE ................. ERROR! BOOKMARK NOT DEFINED.

TABLE 4-4: FREQUENCY - HIGHEST QUALIFICATION....... ERROR! BOOKMARK NOT DEFINED.
TABLE 4-5: FREQUENCY - MARITAL STATUS ...oovveeeeens ERROR! BOOKMARK NOT DEFINED.

TABLE 4-6: FREQUENCY - ORGANIZATIONAL TENURE ... ERROR! BOOKMARK NOT DEFINED.

TABLE 4-7: FREQUENCY - JOB CLASSIFICATION............. ERROR! BOOKMARK NOT DEFINED.
TABLE 4-8: FREQUENCY - OVERTIME PER WEEK ............ ERROR! BOOKMARK NOT DEFINED.
TABLE 4-9: FREQUENCY - ABSENTEEISM .....ccvvvieieeennen, ERROR! BOOKMARK NOT DEFINED.

TABLE 4-10: QUESTION - WOULD YOU STILL BE WORKING HERE IN A YEAR’S TIME? . ERROR!
BOOKMARK NOT DEFINED.

TABLE 4-11: QUESTION — LEAVING IN THE NEAR FUTUREERROR! BOOKMARK NOT
DEFINED.
TABLE 4-12: QUESTION - HOW DO YOU PLAN TO STAY WITH THE COMPANY? ............ ERROR!

BOOKMARK NOT DEFINED.

TABLE 4-13: PEARSON’S CORRELATION COEFFICIENTS MATRIXERROR! BOOKMARK NOT
DEFINED.

TABLE 4-14: CORRELATION TABLE OF THE MULTIPLE REGRESSION TEST .....ccvvvvnnnn.. ERROR!
BOOKMARK NOT DEFINED.

TABLE 4-15: MODEL SUMMARY OF THE MULTIPLE REGRESSION TESTERROR! BOOKMARK
NOT DEFINED.

VII



CHAPTER ONE

INTRODUCTION

1.0 Introduction

The world is rapidly changing and becoming more competitive due to globalization.
Consequently, for an organization to be successful there is the need for higher
performance levels from employees and teams in organizations. The ability for
organizations to continuously improve and innovate is a skill that few have. With a
volatile economy it is becoming increasingly important for leaders to maximize the

performance and creativity levels and to increase employee retention among employees.

Employee’s turnover has always been a key concern issues faced by organizations
regardless of its location, sizes or natures of business. All parties in the organization play
crucial role in promoting human capital to achieve competitive advantages. Therefore,

high turnover definitely will defeat this objective (Long and Thean: 2011).

Yin-fah et al (2010) described employees’ turnover as serious issues especially in the

field of human resources. Ali (2009) also argued that organizational cost expenditure will
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