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ABSTRACT

The objective of this study is to examine the influence of employee involvement, work
conditions and compensation and benefits have towards employee retention. This study
was conducted among employees in manufacturing companies in Northern Region of
Peninsular Malaysia. A total of 150 questionnaires were returned and used for data analysis
using the Statistical Packages for Social Science (Version 2.0). Multiple regression analysis
was carried out to examine the hypothesized relationships in this study. Based on the
findings, two hypotheses were accepted and one is being rejected. Multiple regression
reported a significant relation between employee involvement (B=0.378, p<0.05) and
compensation and benefits (B=0.288, p<0.05) to employee retention while work condition
(B=0.116, p<0.05) was not significantly linked to employee retention. Discussion
highlights that with the high involvement of employee and attractive compensation and
benefits in workplace resulted employees are more likely to stay in an organization.
Practical and theoretical implications are also presented. Finally, limitations of the study

are addressed and thisis followed with the conclusion of the study.

Keywords : Employee retention, employee invol vement, work conditions, compensation and
benefits



ABSTRAK

Objektif utama kajian ini adalah untuk mengkaji pengaruh penglibatan pekerja, kondisi
tempat kerja dan pampasan dan faedah terhadap pengekalan pekerja. Sejumlah 150 borang
soal selidik telah dikembalikan dan data diproses menggunakan Statistical Packages for
Social Science (SPSS ver. 20). Data-data yang telah dikumpulkan melalui penggunaan
borang soa sdlidik. Analisaregrasi pelbaga digunakan untuk mengkaji perhubungan di
daam kajian ini. Dua hipotesis telah diterima manakala satu hipotesis telah ditolak.
Analisis regrasi pelbagai menunjukkan signifikasi penglibatan pekerja (B=0.378, p<0.05)
pampasan dan faedah (B=0.288, p<0.05) dan kondis tempat kerja (B=0.116, p<0.05) tidak
menunjukkan signifikasi kepada pengekalan pekerja. Kgjian ini juga mendapati bahawa
penglibatan pekerja yang tinggi dan pake pampasan dan faedah yang menarik di tempat
kerja membolehkan pekerja kekal bersama sesebuah syarikat. Implikasi secara praktikal
dan theoritikal juga disertakan dan akhir sekali, kekangan terhadap kgian yang dijalankan

diutarakan dan diikuti dengan penggulungan kajian ini.

Kata kunci: Pengekalan pekerja, penglibatan pekerja, kondisi tempat kerja, gaji dan
faedah.
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11

1.2

CHAPTER ONE

INTRODUCTION

Introduction

This chapter briefly explains the background and importance of employee retention
especially in manufacturing industries around northern region of Peninsular Malaysia. It is
also to see the influence of employee involvement, work conditions and compensation and
benefits have towards employee retention. Besides, this chapter also highlights the problem
statement of the study, research questions, and research objectives, significance of the study,
definition of key terms, scope and limitation and lastly the conclusion of the chapter of the

research study.

Background of the Study

Employees are considered as the essential asset for every organization in order to ensure the
business operations runs smoothly. An organization would be nothing without its employees
because employees are the one who strives hard to deliver their best performance in order to
achieve objectives and goals of the organization. One of the pressing challenge organization
needed to face most of the time is the employee turnover. Employee turnover refers to an
issue of employees leaving the organization and it has to be replaced with the new one.
According to Randstad World of Work Report (2013/2014), as cited by Malaysian Insiders
(2014), Malaysians are not just switching jobs to boost their careers but the decision to leave
also hinged on “uncompetitive salary’ (55%), “lack of recognition at workplace”(35%) and

“ lack of trust in senior leaders” (21%).
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Appendix A : Questionnaire

A STUDY ON EMPLOYEE RETENTION

Dear Participant,
Thank you for agreeing to participate in this research.

| am a Master student of the Universiti Utara Malaysia, Kedah. | am currently conducting a study on
retention among employees in manufacturing industry in the Northern Region of Peninsular Malaysia.
Therefore, | would appreciate if you could answer all of the questions in the survey as the information you
provide will influence the accuracy and success of the research. It will take less than 15 minutes to
complete the questionnaire. Please note that responses gathered will be treated with the strictest
confidence and will be used for academic purposes only.

If you have any questions regarding this research, you may forward them to me at the details below.

Thank you for your time and cooperation in answering this questionnaire.

Sincerely,

Shaliza Samsudin

Post Graduate Student

Master of Human Resource Management
Universiti Utara Malaysia (UUM)

Email : shaliza2200@gmail.com
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KAJIAN TERHADAP PENGEKALAN PEKERJA

Tuan/Puan,
Terima kasih kerana sudi menyertai kajian ini.

Saya merupakan pelajar ljazah Sarjana dari Universiti Utara Malaysia, Kedah. Saya sedang menjalankan
kajian tentang pengekalan pekerja dalam industri pembuatan di Utara Semenanjung Malaysia.
Sehubungan itu, saya amat menghargai jika tuan/puan dapat menjawab semua soalan dalam kajian ini
memandangkan maklumat yang diberi oleh tuan/puan akan mempengaruhi kepada ketepatan dan
kejayaan kajian ini. Untuk makluman, kajian ini akan mengambil masa dalam 15 minit. Jawapan dari
tuan/puan adalah dianggap sulit dan semua maklumbalas yang diperolehi akan digunakan untuk tujuan
akademik sahaja.

Jika terdapat sebarang pertanyaan berkaitan kajian ini, tuan/puan boleh menghubungi saya seperti
maklumat yang tertera.

Terima kasih di atas masa dan kerjasama yang diberikan oleh pihak tuan/puan dalam menjayakan kajian
ini.

Yang benar,

Shaliza Samsudin

Pelajar Pasca Siswazah

ljazah Sarjana Pengurusan Sumber Manusia
Universiti Utara Malaysia (UUM)

Email : shaliza2200@gmail.com
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SECTION 1
BAHAGIAN 1

INSTRUCTION: With reference to the current organization that you are working, please indicate the level
of agreement to the following statement by circling the appropriate number in the scale given.

ARAHAN: Merujuk kepada organisasi yang anda bekerja sekarang, sila nyatakan tahap persetujuan anda terhadap
kenyataan di bawah dengan membulatkan nhombor yang bersesuaian dalam skala yang diberikan.

No. Strongly Disagree Moderate Agree Strongly
Bil disagree . . . agree
. Tidak Setuju Sederhana Setuju
Sangat Tidak Sangat
Setuju Setuju
1. | This organization treats me with respect and attention. 1 2 3 4 5
Organisasi ini melayan saya dengan rasa hormat dan
prihatin.
2. | This organization is concerned with my well-being. 1 2 3 4 5
Organisasi ini mengambil berat tentang kesejahteraan
saya.
3. | There is an environment of understanding and confidence 1 2 3 4 5
within managers and employees in this organization.
Terdapat persefahaman dan keyakinan di antara pengurus
dan pekerja dalam organisasi ini.
4. | This organization recognizes the work | do and the result | 1 ) 3 4 5
achieve (e.g. through oral compliments, articles in
corporate bulletins, etc.)
Organisasi ini mengiktiraf kerja yang saya lakukan serta
hasil kerja yang telah saya capai (contohnya melalui pujian
lisan, artikel dalam buletin korporat, dan lain-lain).
5. | This organization favors autonomy in doing tasks and 1 2 3 4 5
making decisions.
Organisasi ini mengutamakan autonomi atau kebebasan
dalam melakukan tugas-tugas dan membuat keputusan.
6. | This organization seeks to meet my needs and professional 1 2 3 4 5

expectations.

Organisasi ini berusaha untuk memenuhi keperluan dan
jangkaan professional saya.
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INSTRUCTION: With reference to the current organization that you are working, please indicate the level
of agreement to the following statement by circling the appropriate number in the scale given.

ARAHAN: Merujuk kepada organisasi semasa anda, sila nyatakan tahap persetujuan anda terhadap kenyataan di
bawah dengan membulatkan nombor yang bersesuaian dalam skala yang diberikan.

No. Strongly Disagree Moderate Agree Strongly
Bil disagree ] ) _ agree
. Tidak Setuju Sederhana Setuju
Sangat Tidak Sangat
Setuju Setuju
7. In this organization, employees and their managers enjoy 1 2 3 4 5
constant exchange of information in order to perform their
duties properly.
Dalam organisasi ini, pekerja dan pengurus gemar
bertukar-tukar maklumat dalam melaksanakan tugas
mereka dengan lebih baik.
8. | This organization encourages my participation in decision- 1 2 3 4 5
making and problem-solving.
Organisasi ini mengalakkan penglibatan saya dalam
pembuatan keputusan dan penyelesaian masalah.
9. | There is an environment of trust and cooperation among 1 2 3 4 5
colleagues in this organization.
Terdapat persekitaran saling mempercayai dan kerjasama
di antara rakan sekerja dalam organisasi ini.
10. | This organization encourages interaction among its 1 2 3 4 5
employees (for instance through social gathering, social
events, sports event, etc.)
Organisasi ini menggalakkan interaksi di antara para
pekerja. (contohnya melalui majlis sosial, acara sosial,
acara sukan, dan sebagainya)
11. | This organization follows up on the adaptation of 1 2 3 4 5
employees to their functions.
Organisasi ini mengambil tahu tentang penyesuaian
pekerja dengan fungsi pekerjaan mereka.
12. | There is a consistency between discourse and 1 2 3 4 5

management practice in this organization.

Terdapat konsistensi di antara wacana dan amalan
pengurusan dalam organisasi ini.
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INSTRUCTION: With reference to the current organization that you are working, please indicate the level
of agreement to the following statement by circling the appropriate number in the scale given.

ARAHAN: Merujuk kepada organisasi semasa anda, sila nyatakan tahap persetujuan anda terhadap kenyataan di
bawah dengan membulatkan nombor yang bersesuaian dalam skala yang diberikan.

No.
Bil.

Strongly
disagree

Sangat Tidak
Setuju

Disagree

Tidak Setuju

Moderate

Sederhana

Agree

Setuju

Strongly
agree

Sangat
Setuju

This organization provides basic benefits (e.g. health care,
transportation assistance, food aid, etc.)

Organisasi ini  menyediakan faedah-faedah asas
(contohnya perubatan, kemudahan pengangkutan, bantuan
makan, dan sebagainya)

1

5

This organization has programs or processes that help
employee cope with incidents and prevent workplace
accidents.

Organisasi ini mempunyai program atau proses yang dapat
membantu pekerja menghadapi insiden dan mencegah
kemalangan di tempat kerja.

This organization concerned with the safety of their
employees by having access control of people who enter
the company building.

Organisasi ini mengambil berat soal keselamatan pekerja
dengan mempunyai kawalan terhadap akses bagi orang
yang masuk ke dalam bangunan syarikat.

This organization provides additional benefits
membership in gyms, country clubs, and
establishments, etc.)

(e.g.
other

Organisasi ini menyediakan faedah tambahan (contohnya
keahlian gim, kelab and lain-lain)

The facilities and physical condition (lighting, ventilation,
noise and temperature) in this organization are ergonomic,
comfortable and appropriate.

Kemudahan dan keadaan fizikal (pencahayaan,
pengudaraan, bising dan suhu ) dalam organisasi ini
adalah ergonomik, selesa dan bersesuaian.

This organization is concerned with my health and quality
of life.

Organisasi ini mengambil berat tentang kesihatan dan
kualiti kehidupan saya.

82




INSTRUCTION: With reference to the practices in the organization that you are currently working, please
indicate the level of agreement to the following statement by circling the appropriate number in the scale given.

ARAHAN: Merujuk kepada amalan dalam organisasi yang anda bekerja sekarang, sila nyatakan tahap persetujuan

anda terhadap kenyataan di bawah dengan membulatkan nombor yang bersesuaian dalam skala yang diberikan.

No. Strongly disagree Disagree Moderate Agree Strongly
Bil. Sangat Tidak Setuju Tidak Setuju Sederhana Setuju agree
Sangat
Setuju
1. | get incentives such as promotions, commissioned 1 2 3 4 5
functions, awards, bonuses.
Saya menerima insentif seperti kenaikan, komisen,
anugerah, dan bonus.
2. | My salary is influenced by my results. 1 2 3 4 5
Gaji saya dipengaruhi oleh hasil kerja saya.
3. | This organization offers me a salary that is compatible 1 2 3 4 5
with my skKills, training and education.
Organisasi ini menawarkan gaji yang setimpal dengan
kemahiran, latihan, dan kelulusan akademik saya.
4. | This organization remunerates me according to 1 2 3 4 5
remuneration offered at either the public or private
marketplace levels.
Oganisasi ini membayar saya berdasarkan aras gaji
yang ditawarkan dalam sektor swasta atau sektor
awam.
5. | This organization considers the expectations and 1 2 3 4 5

suggestions of its employees when designing a system
of employee rewards.

Organisasi ini mengambilkira jangkaan dan cadangan
dari pekerja dalam merekabentuk sistem ganjaran
pekerja.
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INSTRUCTION: With reference to yourself, please indicate the level of agreement to the following statement
by circling the appropriate number in the scale given.

ARAHAN: Merujuk kepada diri anda, sila nyatakan tahap persetujuan anda terhadap kenyataan di bawah dengan
membulatkan nombor yang bersesuaian dalam skala yang diberikan.

No. Strongly disagree Disagree Moderate Agree Strongly
. agree
Bil. Sangat Tidak Setuju Tidak Setuju Sederhana Setuju 9
Sangat
Setuju
1. I am planning on working for another company within a 1 2 3 4 5

period of three years.

Saya bercadang untuk bekerja dengan organisasi lain
dalam tempoh masa tiga tahun lagi.

2. | Within this company, my work gives me satisfaction. 1 2 3 4 5
Pekerjaan saya dalam organisasi ini memberi
kepuasan.

3. If | wanted to do another job or function, | would look 1 2 3 4 5

first at the possibilities within this company.

Sekiranya saya ingin melakukan pekerjaan atau fungsi
yang lain, saya akan mencari peluang dalam organisasi
ini terlebih dahulu.

4, | see a future for myself within this company. 1 2 3 4 5
Saya dapat melihat masa depan saya dalam organisasi
ini.

5. | It doesn’'t matter if I'm working for this company or 1 2 3 4 5

another, as long as i have work.

Saya tidak kisah samada saya bekerja dalam
organisasi ini atau organisasi lain, asalkan saya
mempunyai pekerjaan.

6. If it were up to me, | will definitely be working for this 1 2 3 4 5
company for the next five years.

Jika diberi peluang, saya pasti akan terus bekerja untuk
organisasi ini untuk lima tahun lagi.

7. If I could start over again, | would choose to work for 1 2 3 4 5
another company.

Sekiranya dapat saya ulangi, saya akan memilih untuk
bekerja dalam organisasi lain.

8. If | receive an attractive job offer from another 1 2 3 4 5
company, | would take the job.

Sekiranya saya ditawarkan peluang pekerjaan yang
menarik dari organisasi lain, saya akan menerima
pekerjaan tersebut.
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9. | The work I'm doing is very important to me. 1 2 3 4 5

Pekerjaan yang saya lakukan amat penting untuk saya.

10. | I love working for this company. 1 2 3 4 5

Saya suka bekerja di organisasi ini.

11. | | have checked out a job in another company 1 2 3 4 5
previously.

Saya pernah mencari pekerjaan di organisasi lain
sebelum ini.

SECTION 2
BAHAGIAN 2

This part contains a few demographic information pertaining to yourself. Please tick (V) the appropriate
responses for all questions or write your response in the space provided.
Bahagian ini mengandungi maklumat demografik berkenaan dengan diri anda. Sila tandakan (\) pada jawapan untuk

semua soalan atau tuliskan jawapan anda dalam ruangan yang disediakan.

1) Gender / Jantina
() Male/ Lelaki
( ) Female /Wanita

2) Age/ Umur
() 20-25 years old / 20-25 tahun
() 26-30 years old /26-30 tahun
() 31-35years old / 31-35 tahun
() 36-40 years old / 36-40 tahun
() Above 40 years old / 40 tahun ke atas

3) Marital Status/Status Perkahwinan :
() Single / Bujang
() Married / Berkahwin
() Divorced / Widowed

( ) Bercerai/Balu
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4) Departments/Jabatan:

() Human Resource / Sumber Manusia ( )EHS/EHS

() Finance and Accounting / Kewangan dan Akaun () Operations / Operasi
() Purchasing & Procurement / Pembelian & Perolehan () Quality / Quality

() Information Technology / Informasi Teknologi () Program / Program
() Engineering / Kejuruteraan () Others, please specify/
() Planning / Perancangan Lain-Lain, sila nyatakan

5) Position / Jawatan :
() Executive / Eksekutif
() Non-Executive / Bukan Eksekutif

6) Level of Education/ Tahap pendidikan
( )SPM
) STPM
) Certificate / Sijil
) Diploma / Diploma
) Bachelor Degree / ljazah Sarjana Muda
) Master / ljazah Muda
) Others/ Lain-Lain ,

Please indicate / Sila nyatakan

(
(
(
(
(
(

7) Monthly Income / Pendapatan Bulanan :
() Lessthan/ Kurang dari RM1, 000
() RMZ1, 000 — RM3, 000
( ) RM3, 001 — RM5, 000
() Above RM5, 000 / Lebih daripada RM5, 000

8) Work Experience / Pengalaman Kerja :
() Lessthan 3 years/Kurang dari 3 years
( ) 4—7years/4-7 tahun
() Above 7 years/ Lebih 7 tahun

THANK YOU FOR SPARING YOUR VALUABLE TIME TO COMPLETE THIS SURVEY
Terima kasih kerana sudi untuk meluangkan masa untuk melengkapkan kaji selidik ini.
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Appendix B : SPSS Outputs

RELIABILITY TEST FOR ACTUAL STUDY

Employee Retention
Reliability Statistics

Cronbach's Cronbach's | N of Items
Alpha Alpha Based
on
Standardized
Items
.832 .838 9

Employee Involvement

Reliability Statistics

Cronbach's Cronbach's | N of Items
Alpha Alpha Based
on
Standardized
Items
.908 .908 8
Work Condition
Reliability Statistics
Cronbach's Cronbach's | N of Items
Alpha Alpha Based
on
Standardized
Items
.785 .801 4

Compensation & Benefits

Reliability Statistics

Cronbach's Cronbach's | N of Items
Alpha Alpha Based
on
Standardized
Items
.896 .897 4
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EXPLORATORY FACTOR ANALYSIS

Rotated Component Matrix®

Component
1 2 3 4

IVEI1 .808 312
IVEI2 770 341
IVEI3 411 .593 313
IVEI4 494 A12 .567
IVEI5 .395 .657
IVEI6 .362 .385 .683
IVEI7 723 .309
IVEI8 .784
IVEI9 .628
IVEI10 .679
IVE1l1l .358 541 .376
IVEI12 493 581 .327
IVWC

.764
1
IVWC

Jq73
2
IVWC

.392 .761
3
IVWC
732

4
IVWC
5 .361 443 .392
IVWC
6 527 .352 391
IVCR1 516 .564
IVCR2 723 .309
IVCR3 .736 .339
IVCR4 .736 .326
IVCR5 .739

Extraction Method: Principal Component Analysis.
Rotation Method: Varimax with Kaiser
Normalization.
a. Rotation converged in 8 iterations.
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Rotated Component Matrix®

Component
2
IVEI1 .665 433
IVEI2 .643 444
IVEI5 .753
IVEI6 .704 .378
IVEI7 734
IVEI8 773
IVEI9 .601 .353 .302
IVEI10 .590
IVWC
.324 .822
1
IVWC
.796
2
IVWC
415 .788
3
IVWC
747
4
IVCR2 .349 742
IVCR3 .383 72
IVCR4 773
IVCR5 760

Extraction Method: Principal Component

Analysis.

Rotation Method: Varimax with Kaiser

Normalization.
a. Rotation converged in 6 iterations.

Rotated Component Matrixa




Component

1 2
DV1 752
DV2 760
DV3 795
DV4 .826
DV5 .356 .658
DV6 782
DV7 767
DV8 .800
DV9 563
DV10 .846
DV11 .738

Extraction Method: Principal
Component Analysis.
Rotation Method: Varimax
with Kaiser Normalization.
a. Rotation converged in 3
iterations.

a

Component Matrix

Component
1

DV1
DV2 .823
DV3 746
DV4 .868
DV5
DV6 733
DV7 442
DvVvs 443
DV9 492
DV10 .880
DV11 408

Extraction Method:
Principal Component
Analysis.

a. 1 components
extracted.
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PEARSON CORRELATION

Correlations

Employeelnvo

Compensation

EmployeeRete

Ivement WorkCond Benefits ntion
Employeelnvolvement  Pearson Correlation 1 686" 702" 659
Sig. (1-tailed) 000 000 000
N 150 150 150 150
WorkCond Pearson Correlation 686" 1 6777 570™
Sig. (1-tailed) 000 000 000
N 150 150 150 150
CompensationBenefits  Pearson Correlation 702" 6777 1 632"
Sig. (1-tailed) 000 000 000
N 150 150 150 150
EmployeeRetention Pearson Correlation 659 570" 6327 1
Sig. (1-tailed) 000 000 000
N 150 150 150 150

**_Correlation is significant at the 0.01 level (1-tailed).
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REGRESSION ANALYSIS

Model Summary

Model R R Square | Adjusted R Std. Error of
Square the Estimate
1 .705* 497 487 46326

a. Predictors: (Constant), CompensationBenefits, WorkCond,

Employeelnvolvement

ANOVA?®
Model Sum of df Mean Square F Sig.
Squares
Regression 30.939 3 10.313 48.055 .000"
1 Residual 31.333 146 215
Total 62.273 149

a. Dependent Variable: EmployeeRetention
b. Predictors: (Constant), CompensationBenefits, WorkCond, Employeelnvolvement

Coefficients®

Model Unstandardized Standardize t Sig. |95.0% Confidence Interval
Coefficients d for B
Coefficients
B Std. Error Beta Lower Upper
Bound Bound
(Constant) .642 217 2.964 .004 214 1.071
Employeelnvolvem 376 .090 378 4.194 .000 199 554
ent
! WorkCond 107 .080 J116|  1.328 .186 -.052 .265
CompensationBenef 224 .069 288 3.233 .002 .087 .361
its

a. Dependent Variable: EmployeeRetention
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