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ABSTRACT

The main objective of this research is to focus on determinants of employee turnover in
manufacturing company. Employee turnover is always a major issue being discussed in
the manufacturing company in Malaysia therefore the objective of this research is to find
out the correlation of employee turnover and human resources practices which consist of
training and development, compensation and benefit, career development, and supervisor
support. The Pearson’s correlation and multiple regression tests were used to identify the
relationship between employee turnover and training and development, compensation and
benefit, career development and supervisory support. The result of the correlation
analysis suggested that training and development, compensation and benefits, career
development and supervisory support are correlated to the employee turnover. The
multiple regression results indicated that there is a negative relationship between
employee turnover and compensation and benefits. However, training and development,
career development and supervisory support showed no significant relationship to the
employee turnover. Based on the results, some recommendation are proposed and the
limitations of the study being discussed. These shall provide opportunity to improve for
future research.

Keywords: training and development, compensation and benefit, career development,
supervisory support, employee turnover.



ABSTRAK

Objektif utama kajian ini adalah untuk memberi tumpuan kepada faktor-faktor penentu
yang mempengaruhi lantik henti pekerja di syarikat pembuatan. Lantik henti pekerja
sentiasa menjadi isu utama yang dibincang dalam syarikat pembuatan di Malaysia, oleh
itu objektif kajian ini adalah untuk mengetahui korelasi antara lantik henti pekerja dan
amalan sumber manusia yang terdiri dari latihan dan pembangunan, pampasan dan faedah,
pembangunan kerjaya dan sokongan penyelia. Ujian pearson korelasi dan regresi telah
digunakan untuk pengenalan hubungan antara lantik henti pekerja dengan latihan dan
pembangunan, pampasan dan faedah, pembangunan kerjaya dan sokongan penyelia.
Keputusan analisis korelasi menunjukkan bahawa latihan dan pembangunan, pampasan
dan faedah, pembangunan kerjaya dan sokongan penyelia mempunyai korelasi dengan
lantik henti pekerja. Keputusan dari regresi berganda menunjukkan bahawa terdapat
hubungan negatif antara lantik henti pekerja dengan pampasan dan faedah.
Walaubagaimanapun, latihan dan pembangunan, pembangunan kerjaya dan sokongan
penyelia tidak menunjukkan hubungan ketara dengan lantik henti pekerja. Berdasarkan
dengan keputusan ini, beberapa cadangan telah dicadangkan dan batasan kajian juga
dibincangkan. Ini akan memberi peluang untuk memperbaiki kajian pada masa depan

Kata kunci: latihan dan pembangunan, pampasan dan faedah, pembangunan kerjaya dan
sokongan penyelia, lantik henti pekerja.
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CHAPTER 1
INTRODUCTION

1.1  Background of the Study

Employee turnover is a crucial topic to study especially in the development country.
Employee turnover is a hot topic in majority companies in Malaysia and required the
company attention for solution to ensure stability of manpower, productivity, skills

workforce for the effective and efficiency of the organization.

Many companies in Malaysia whether is local owned company, semi-local owned
company, and foreigner owned company or multinational company have implemented a
lot of policies to improve employee benefits and working conditions with the objective to
reduce the employee turnover rate and improve the organizational productivity (FMM

Salary Survey, 2013).

With the current economy expansion in Malaysia, high demand of labor force in many
companies in Malaysia hasindirectly created the high employees turnover of certain
companies due to compete with each other to hire competent staff, has developed
opportunities for job hoper among employees in the labor market. Reference is made to
the labor market in 2013,the employment recorded a strong growth of 4.8% representing
a new additional of 613,000 jobs from the previous year and manufacturing sector

remained the second largest employer at 17% after the services sector at 60%.



The contents of
the thesis is for
internal user
only



REFERENCES

Abeysekera, R. (2007). The impact of human resource management practices on
marketing executive turnover of leasing companies in Sri Lanka: the role of shocks

in employee turnover. British Journal of Management, 15, 335-349.

Aguinis, H., & Kraiger, K. (2009). Benefits of training and development for individuals
and teams, organizations, and society. The Annual Review of Psychology, 60: 451-

474,

Ahmad, A., & Omar, Z. (2010). Perceived family-supportive work culture, affective
commitment, and turnover intention of employees. Journal of American Sciences,

6(12), 839-846.

Allen, N.J.,& Meyer, J. P. (1990).The measurement and antecedents of affective,

continuance and normative commitment to the organization. Journal of

Occupational Psychology, 63, 1-18.

Armknecht, P. A., &Early, J. F. (1972). Quits in manufacturing: a study of their

causes.Monthly Labor Review, 95(11), 31-37.

66



Batt, R., Colvin, A., & Keefe, J. (2002). Employee voice, human resource practices, and
quit rates: Evidencefrom the telecommunications industry. Industrial and Labor

Relations Review. 55. 573-594

Behrnes, D. (2012). Recruiting the right people and keeping them. Human Resource

Magazine, 16(5), 12.

Bergmann, T. J., & Scarpello, V. G.(2001). Point schedule to method of job evaluation.in

compensation decision making. New York. Harcourt

Bigliardi, B., Petroni, A.,&Dormio, A. I. (2005). Organizational socialization, career
aspirations and turnover intentions among design engineers. Leadership &

Organization Development Journal, 26(6), 424-441.

Benson, G., Finegold, D., Mohrman, S. A. (2004). You paid for the skills, now keep them:
tuition reimbursement and voluntary turnover. Acad Management Journal,

47:315-331.

Billah, M. M. (2009). Human resource management practices and employee turnover
intention to leave: a study on commercial banks in Bangladesh. AMDIB

Management Review, 1, 23-42.

67


http://www.emeraldinsight.com/action/doSearch?ContribStored=Bigliardi%2C+B
http://www.emeraldinsight.com/action/doSearch?ContribStored=Petroni%2C+A
http://www.emeraldinsight.com/action/doSearch?ContribStored=Ivo+Dormio%2C+A

Branham, L. (2005). The 7 hidden reasons employees leave: how to recognize the subtle

signs and act before it’s too late. United States of America, New York. Amacom.

Clarian Human Resource (2001). Great New Zealand employment survey.

Creswell, J. W. (2004). Research design: qualitative & quantitative approaches.

Thousand Oaks, Calif. Sage Publications.

Cotton, J. L., & Tuttle, J. M. (1986). Employee turnover: a meta-analysis and review with

implications for research. The Academy of Management Review, 11(1), 55-70.

Dirks, K.T., and Ferrin, D. L. (2002). Trust in leadership: metal-analytic findings and
implications for organizational research and practice. The Journal of Applied

Psychology, 87(4), 611-628.

Ehrenberg, R., Kasper, H., Rees, D. (1991). Faculty turnover at American colleges and
universities: analysis of AAUP data. Economics of Education Review, 10(2), 99-

110.

FMM (2013). Salary, benefits and employment conditions survey in the manufacturing

sectors.

FMM (2013). Salary, benefits and employment conditions survey in the manufacturing
sectors.

68


http://amr.aom.org/search?author1=John+L.+Cotton&sortspec=date&submit=Submit
http://amr.aom.org/search?author1=Jeffrey+M.+Tuttle&sortspec=date&submit=Submit

Gomez-Mejia., L. R., Balkin., D. B. Cardy, R. L. (2012). Managing human resources

(seventh edition). United States of America. Prentice Hall/Pearson Education

Grace, D. H., & Khalsa, S. A. (2003). Re-recruiting faculty and staff: the antidote to

today’s high attribute. Independent School, 62(3), 20-27.

Gujarati (2005). Basic econometrics (fourth edition) (translation by Sumarno Zain).

Jakarta, Erlangga.

Iverson, R. D., &Deery, M. (1997). Turnover culture in the hospitality industry. Human

Resource Management Journal, 17(4), 71-82.

Joarder Mohd, H. R., Sharif Mohmad Yazam & Ahmmed Kawsar (2011). Mediating role
of affective commitment in HRM practices and turnover intention relationship: A
study in a developing context. Business and Economics Research Journal, Vol 2,

Number 4 2011, 135-158.

Kerlinger, F. N. (1973). Foundation of behavioral research (second edition). New York.

Holt, Rinchart and Winston.Inc.

Lockhead, E. (2005). The COI path to HR success: Three key steps to award-winning

performance. Human Resource Management International Digest, 13(7), 9-10.

69



Malhotra, M.K., Steel, D.C.,& Grover, V. (2007). Important strategic and tactical

manufacturing issues. Decision Sciences, vol 25 (2).

Martin, C. (2003). Explaining labor turnover: empirical evidence from UK

establishments. Labor, 17(3), 391-412.

Martocchio, J. J. (2011). Strategic compensation (seventh edition). United States of

America. Prentice Hall/Pearson Education.

Melo, J. A. (2011), Strategy management of human resource (third edition). Canada.

South-Western Cengage Learning.

Miller, J.G., & Wheeler, K. G. (1992). Unraveling the mysteries of gender differences in
intentions to leave the organization. Journal of Organizational Behavior,

13(5):465-478.

Mobley, W. H., Griffeth, R. W., Hand, H. H., Meglino, B. M. (1979).Review and

conceptual analysis of employee turnover process. Psychological Bulletin, 86(3),

493-522.

Mobley, W. H. (1982). Employee turnover: causes, consequences, and control. Reading,

MA: Addison-Wesley.

70



Nankervis, A. R., Compton, R. L., & Carty, T. E. (1999), Strategic human resource

management (third edition). Melbourne. Nelson.

Nel, P.S. (2004). Human Resources Management (sixth edition).South Africa: Oxford

University Press, Cape Town.

Ovadje, F. (2009). Exploring turnover among middle managers in a non-western context,

International Journal of Business Research, 10(2), 64-80.

Phillips, J. J., Connell, A. O. (2003). Managing employee retention: a strategic
accountability approach. United States of America. Society for Human Resource

Management.

Price, J. L. (1977). Handbook of organizational measurement. International Journal of

Manpower, 18(4/5/6), 303-558.

Powell, T. C. (2011). Behavior Strategy. Journal of Strategic Management, 32(13): 1369-

1366

Reduan, C.R. (2002). Japanese-style management abroad: the case of Malaysian

subsidiaries. Kuala Lumpur: Prentice Hall/Pearson Education.

Robbins, S. (1998). Organizational Behavior: Concepts, Controversies and Applications

(eight editions). New Jersey. Prentice Hall/Pearson Education.

71



Sabitha, M. (2005). Kaedah penyelidikan sains social. Petaling Jaya, Malaysia. Prentice

Hall/Pearson Education.

Samuel, M. O., & Chipunza, C. (2009). Employee retention and turnover: using
motivational variables as a panacea. African Journal of Business Management,

3(8), 410-415.

Sekaran, U. (2000). Research Method for Business: A Skill Building Approach. New

York: John Willey & Son, Inc.

Sekaran, U. (2003). Research methods for business, a skill building approach (fourth

edition). New York: John Wiley & Sons, Inc.

Sekaran, U., & Bougie, R. (2013). Research Method for Business: A skill-building

approach. New York; John Willey & Son, Inc.
Shaw, J. D., Delery, J. R., Jenkins, G. D., & Gupta, N. (1998).°An organization-level
analysis of voluntary and involuntary turnover’.Academy of Management Journal,

41, 511-525.

Smart, J. C. (1990). A causal model of faculty turnover intentions. Research in Higher

Education, 31(5), 405-424.

72



Tan, F. M. (2008). Organizational support as the mediator of career related HRM

practices and affective commitment: Evidence from knowledge workers in

Malaysia. Research and Practices in HRM, 16(2), 8-24.

Tatt Gaip Group Berhad. (2013). Employee handbook: Job grade-employee: HR-POL-JG

Taylor, C. (2002). Focus on Talent Training & Development, 56(12), 26-38.

Tuzun, 1. K., Kalemci, R. A. (2012). Organizational and supervisory support in relation to

employee turnover intentions. Journal of Management Psychology 27(5), 518-534

Van Der Merwe. R., & Miller, S. (1971). The measurement of labour turnover. Human

Relations, 24, 233-253
Way, S. A. (2002). High performance work systems and intermediate indicators of firm
performance within the US small business sector. Journal of Management, 28(6),

765-785.

Zikmund, W. G., Babin, B. J., Carr, J. C., & Griffin, M. (2010). Eight edition. Business

Research Methods.Canada. Cengage Learning.

73



Zhao, W., & Zhou, X. (2008). Intra-organization career advancement and voluntary
turnover in a multinational bank in Taiwan. Career Development International,

13(5), 402-424.

74



	TITLE PAGE
	PERMISSION TO USE
	ABSTRACT
	ABSTRAK
	ACKNOWLEDGEMENTS
	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 Questions
	1.3.1 Is there a relationship between training and development and the non-executive employee turnover in manufacturing company?
	1.3.2 Is there a relationship between compensation and benefits and the non-executive employee turnover in manufacturing company?
	1.3.3 Is there a relationship between career development and the non-executiveemployee turnover in manufacturing company?
	1.3.4 Is there a relationship between supervisor support and the non-executiveemployee turnover in manufacturing company?

	1.4 Research Objectives
	1.4.1 To determine the significant relationship between training and development and non-executive employee turnover in the manufacturing company.
	1.4.2 To determine the significant relationship between compensation and benefits and non-executive employee turnover in the manufacturing company.
	1.4.3 To determine the significant relationship between career development and non-executive employee turnover in the manufacturing company.
	1.4.4 To determine the significant relationship between supervisor support and non-executive employee turnover in the manufacturing company.

	1.5 Scope of Study
	1.6 Significance of Study
	1.7 Organization of the Research

	CHAPTER 2: LITERATURE REVIEW
	2.1 Introduction
	2.2 Employee Turnover
	2.3 Determinants of Employee Turnover
	2.3.1 Relationship between Training and Development and Employee Turnover
	2.3.2 Relationship between Compensation and Benefits and Employee Turnover
	2.3.3 Relationship between Career Development and Employee Turnover
	2.3.4 Relationship between Supervisory Support and Employee Turnover

	2.4 Summary

	CHAPTER 3: RESEARCH METHODOLOGY
	3.1 Introduction
	3.2 Research Framework
	3.3 Hypotheses of the Study
	3.4 Research Design
	3.4.1 Quantitative Research
	3.4.2 Unit of Analysis

	3.5 Measures of the Variables
	3.5.1 Measurement of Employee Turnover
	3.5.2 Measurement of Training and Development
	3.5.3 Measurement of Compensation and benefits
	3.5.4 Measurement of Career Development
	3.5.5 Measurement of Supervisory Support
	3.5.6 Measurement of Individual Characteristics

	3.6 Population
	3.6.1 Population and Sample Size

	3.7 Sampling Techniques
	3.7.1 Sample Size
	3.7.2 Proportionate Stratified Sampling

	3.8 Data Collection Process
	3.8.1 Data Collection Procedure

	3.9 Reliability Analysis
	3.10 Descriptive and Inferential Analysis
	3.10.1 Descriptive Analysis
	3.10.2 Inferential Analysis
	3.10.2.1 Pearson Correlation
	3.10.2.2


	3.11 Summary

	CHAPTER 4: DATA ANALYSIS
	4.1 Introduction
	4.2 Response rate
	4.3 Demographic of Respondents
	4.4 Reliability Test
	4.5 Description of Items
	4.5.1 Employee Turnover
	4.5.2 Training and Development
	4.5.3 Compensation and Benefits
	4.5.4 Career Development
	4.5.5 Supervisory Support

	4.6 Correlation Analysis
	4.7 Multiple Regressions
	4.8 Summary

	CHAPTER 5: DISCUSSION AND RECOMMENDATIONS
	5.1 Introduction
	5.2 Recapitulation of Result
	5.3 Discussion
	5.3.1 The Relationship between Training and Development and Non-Executive Employee Turnover.
	5.3.2 The Relationship between Compensation and Benefits and Non-Executive Employee Turnover.
	5.3.3 The Relationship between Career Development and Non-Executive Employee Turnover
	5.3.4 The Relationship between Supervisory Support and Non-Executive Employee Turnover

	5.4 Implication
	5.4.1 Theoretical Implications
	5.4.2 Practical Implications

	5.5:  Suggestion for Future Research
	5.6 Limitations
	5.7 Conclusion

	REFERENCES



