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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.  
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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. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



v 
 

ACKNOWLEDGEMENTS 

 

This paper wouldn’t be successfully completed without the guidance, advice and 

assistance provided from several individuals in term of their knowledge, experience and 

skills extended in contribution to the preparation from beginning until the completion of 

this project paper. 

 

First and foremost, my utmost gratitude goes to my supervisor, Dr. Md Lazim Bin Mohd 

Zin of the College of Business, University Utara Malaysia for his valuable 

encouragement, advice, and guidance support provided in helping me to complete this 

project paper. Referring to my statement of “I am not good in Research Methodology and 

how to do a project paper’ to Dr Md Lazim Bin Mohd Zin during the first meeting at his 

office at COB until the completion of this project, Dr Md Lazim Bin Mohd Zin has make 

a significant contribution in assisting me to complete this project paper. I am greatly 

indebted to my beloved wife, Lim Lee Chew for her great patience, endless support and 

advice throughout this course.Finally, I offer my regards and blessings to all those who 

supported me in any aspect during the completion of this study. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



vi 
 

TABLE OF CONTENTS 

                            Page 

CERTIFICATION OF RESEARCH PAPER     i  

PERMISSION TO USE        ii 

ABSTRACT          iii 

ABSTRAK          iv 

ACKNOWLEDGEMENTS        v 

TABLE OF CONTENT        vi 

LIST OF TABLES         ix 

LIST OF FIGURES         x 

CHAPTER 1:INTRODUCTION   

    

1.1  Background of the Study       1  

1.2  Problem Statement         7  

1.3  Research Questions         9 

1.4  Research Objectives         10 

1.5 Scope of Study        11 

1.6 Significance of the Study       12 

1.7 Organization of the Research       13 

 

CHAPTER 2:LITERATURE REVIEW   

  

2.1  Introduction          14  

2.2  Employee Turnover         14 

2.3 Determinants of Employee Turnover      15  

2.3.1 Relationship between Training and Development   15 

and Non-Executive Employee Turnover 

 2.3.2 Relationship between Compensation and Benefits   18 

and Non-Executive Employee Turnover 

 2.3.3 Relationship between Career Development    20 

and Non-Executive Employee Turnover 

 2.3.4 Relationship between Supervisor Support     22 

and Non-Executive Employee Turnover 

2.4 Summary         24 

 

 



vii 
 

                   Page 

CHAPTER 3:RESEARCH METHODOLOGY 

 

3.1  Introduction          25 

3.2  Research Framework        25 

3.3  Hypotheses of the Study       26 

3.4 Research Design        27 

3.4.1 Quantitative Research       28 

3.4.2 Unit of Analysis       28 

3.5 Measures of the Variables       28 

 3.5.1 Measurement of Employee Turnover     28 

3.5.2 Measurement of Training and Development    29 

 3.5.3 Measurement of Compensation and Benefits    30 

3.5.4 Measurement of Career Development    30 

3.5.5 Measurement of Supervisory Support    31 

 3.5.6 Measurement of Individual Characteristics    31 

3.6 Population         32 

 3.6.1 Population and Sample Size      32 

3.7 Sampling Techniques        33 

 3.7.1 Sample Size        33 

3.7.2 Proportionate Stratified Sampling     34 

3.8 Data Collection Process       35 

 3.8.1 Data Collection Procedure      36 

3.9 Reliability Analysis        37 

3.10 Descriptive and Inferential Analysis       38 

 3.10.1 Descriptive Analysis       38 

 3.10.2 Inferential Analysis       38 

  3.10.2.1 Pearson Correlation     38 

  3.10.2.2 Multiple Linear Regression Analysis   39 

3.11 Summary         40 

 

CHAPTER 4:DATA ANALYSIS 

 

4.1 Introduction         41 

4.2 Response Rate         41 

4.3 Demographic of Respondents       42 

4.4 Reliability Test        43 

4.5 Descriptive of Items        44 

4.5.1 Employee Turnover       44 

 4.5.2 Training and Development      45 

 4.5.3 Compensation and Benefits      46 

 4.5.4 Career Development       47 

 4.5.5 Supervisory Support       48 

4.6 Correlation Analysis        49 

4.7 Multiple Regressions        50 

4.8 Summary         52 



viii 
 

                    Page 

CHAPTER 5:DISCUSSION AND RECOMMENDATIONS 

 

5.1 Introduction         53 

5.2 Recap of Finding         53 

5.3 Discussion         54 

 5.3.1 The Relationship between Training and Development   54 

and Non-Executive Employee Turnover 

 5.3.2 The Relationship between Compensation and Benefits   56 

and Non-Executive Employee Turnover 

5.3.3 The Relationship between Career Development    57 

and Non-Executive Employee Turnover 

5.3.4 The Relationship between Supervisory Support    59 

and Non-Executive Employee Turnover    

5.4 Implication         60 

 5.4.1 Theoretical Implications      60  

 5.4.2 Practical Implications       61 

5.5 Suggestion for Future Research      62 

5.6 Limitations          63 

5.7 Conclusion         65 

 

REFERENCES          66 

QUESTIONNAIRE         75 

SPSS ANALYSIS         84 

 

 

 

 

 

 

 

 

 

 

 

 

 



ix 
 

LIST OF TABLES 

 

                    Page 

 

Table 1.1  Turnover rate for Non-Executive by Industry    2 

from FMM year 2013  

Table 1.2  Turnover rate for Non-Executive by Company size    3 

from FMM year 2013  

Table 1.3  Turnover rate for Non-Executive by Unionization    3 

from FMM year 2013  

Table 1.4  Vacancy report from Labor Department,     5 

Ministry of Human Resource  

Table 3.1  Non-Executive Employees in the Selected Companies   31 

Table 3.2  Proportionate Stratified Sampling of Respondents   33 

Table 3.3  Significant Relationship Strength     38 

Table 4.1  Summary of the Data Collection     41 

Table 4.2 Description of Sample of Study     42 

Table 4.3 Summary of Cronbach Alpha Value     43 

Table 4.4 Description of Item of Employee Turnover    44 

Table 4.5 Description of Item of Training and Development   45 

Table 4.6 Description of Item of Compensation and Benefits   46 

Table 4.7 Description of Item of Career Development    47 

Table 4.8 Description of Item of Supervisory Support    48 

Table 4.9 Pearson Correlations Analysis     49 

Table 4.10 Result of Multiple Regression Analysis    50 

Table 4.11 Summary of Analysis Results      51 

  

 

 

 

 

 

 

 

 

 



x 
 

LIST OF FIGURES 

 

                     Page 

Figure 3.1 Research Framework       25 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



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%. 
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