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millennial are as different from Generation X as Generation X are from the Boomers
(D. Ryan, 1992). For instance, as opposed to the Generation X who were always told
“Just Say No™. the millennial are being told “Just Do It" (Glass, 2007) which would
explain many of these young subordinates acted according to their intuition or rather
impulsively in deciding their education, opinions and career path. (Ichniowski, Kochan,
Levine, Olson, & Strauss, 1996) described that the millennial will be more numerous,
more affluent, better educated and more ethnically diverse than any previous

generation, and evidence is bearing this out (Main, 2013).

The millennial demands the work and life balance, expecting immediate satisfaction
from their work and technology dependency (Maimunah, 2011). The technology are
the vital instruments that existed within these young generations and without a doubt
used extensively in their daily life. This new young generation has grown up with
technology, computers, mobiles phones and the Internet facilities (Md. Aminul Islam,
Teh Wee Cheong, Dayang Hasliza Muhd Yusuf, Hazry Desa, Cheong, Teh Wee, 2011).
They are also the most technology-fluent, multitasking, and adaptable and team
oriented group of workers in history (Main, 2013). In this age, we have seen the
consumerism have flourished and dominated the market with borderless online
purchasing and marketing and dominated by these the millennial. They who also
invented social media platforms, playing video games and posting self-created videos
online which three-quarters of the millennial have created profile of social networking

site, compared to half of Generation X, and 30 percent of Boomers (Postlewaite, 2011).

The characteristics mentioned above are also why they are sought after by the
employers in today’s job market. Because of some qualities imprinted to them for
instant the need for ongoing learning, open to new challenges, desire for immediate
responsibilities and recognition (Spiro, 2006) and the very reasons why employers need

~
J



&

BUDL ©>

Universiti Utara Malaysia




&

BUDL ©>

Universiti Utara Malaysia




&

BUDL ©>

Universiti Utara Malaysia




&

BUDL ©>

Universiti Utara Malaysia




and electronics manufacturing sector and located in Ipoh, Perak. Later YEM has grown
and becomes a core manufacturing plant in producing audio video products for Yamaha
Group such as amplifiers, receivers, DVD players, hi-fi systems, digital sound
projector, blue-ray players, home theatre systems, professional audio systems (analogue
and digital mixers) as well as sound networks. Besides, YEM also becomes a global
service part centre for AV products and provides technical expertise to other

subsidiaries under AV division of Yamaha Corporation Japan (YCJ).

From 2013 until 2017 YEM has recorded a stable revenue around RM700 million each
year. Total workforce at the end of December 2017 was 1,315. Staff in YEM include
Malaysians, expatriates from Japan, foreign workers from Indonesia, Nepal as well as
from Vietnam. The issue of employee turnover has not escaped YEM as it also
experiencing the similar constraints of employee’s turnover for the last 5 years in
settings. YEM turnover as reported at the end of December 2017 stated that 41.38
percent employees resigned in 2017, 42,52 percent in 2016, 41.02 percent in 2015,
37.22 percent in 2014 and 32.44 percent in 2013, This data not only showed a fluctuated
pattern in turnover activity in 5 consecutive years but also signifies a waste in
management costs whereby the cost for recruitment, hiring and training for a new
employee is approximate at RM500 per employee. Injuriously, YEM had loss

RM275, 000 for recruitment, hiring, and training costs for year 2017 alone.

Table 1:1 YEM Resignation data from 2013 until 2017

Year ;;E;:;i Total Employees Percentage (%)
2017 550 1315 41.83
2016 611 1437 42.52
2015 626 1526 41.02
2014 536 1440 37.22
2013 424 1307 32.44
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replacement. Thus far, some employee who are dissatisfied with their job are inclined

to resign, at this point they seek a new position to seek better job satisfaction.

Psychologically people tend to be more satisfied for their job and leaving the old one
due to reason of the honeymoon effect. The model was introduced by (Boswell, W. R.,
Boudreau, J. W. & Tichy, J., 2005) discussed that people’s level of job satisfaction tend
to shift somewhat over time. As people become dissatisfied with their jobs, they tend
to take new ones. Immediately thereafter, satisfaction increases dramatically (the

honeymoon effects), but soon thereafter, it declines (the hangover effects).

Figure 2.3 : “The Honeymoon-Hangover Effect” (Source taken from Boswell, W. R.,

Boudreau, J. W. & Tichy, J., 2005).

Job satisfaction is higher
on the new job
(honeymoon effect)

But it declines as time
( H. igher) Declining job satisfaction goes on (hangover cffects)
leads to seeking new job
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Therefore, to promote clarity or sought to explain the contributing factors that
encourages turnovers or intention to leave among employees, many researchers and
several studies conducted in many areas calculating different antecedents factors are

carried out. In the earliest studies in United States determined that intention to leave as
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especially buildings occupants are looking for comfort ability to be productive in their
workplace (Mallawaarachchi, 2015). In this sense, green building has emerged as a new
building philosophy, encouraging the use of more environmental friendly materials
with implementations of techniques to save resources and especially improvement of

indoor environmental quality among others (Lacouture, C., Safair, J., Florez, L., 2008).

The way the workers talk about their working environment is important as it may give
some hints about their attitudes towards the working environments and the way they
respond to changes in the workplace (Hasle, P., Bojesen, A., Jensen, P. L. & Bamming,
P., 2012). For instant (Rasila, 2012) using office talk to understand the way office
employees rationalize their working environment helps in creating and managing the
workplace environments and in communicating workplace related issues in a suitable

manner to individuals with different ways of rationalizing their environment.

Furthermore, providing more flexibility and autonomy and allow workers to decide
when, where and how their work gets done (Palvalin, M. & Vuolle, M., 2016). The
flexibility offered by information and communication technology has influenced
changes in the physical environment where activity-based offices and becoming

standard (Palvalin, M. & Vuolle, M., 2016).
2.4.1 Definition of Working Environment

The work condition or environment does not only consists of the physical building and
the different spaces and solutions it provide, the concept or work environment answers
to the workplace needs and preferences of office employees, also the location, services
and the virtual environment (Rothe et al, 2010). On the other hand, Bradley and
(Bradley & Osborne, 2013) defines working environment as new organizational culture

and working practices which help achieve adaptation to new business environments. [n



addition, Hasle, P., Bojesen, A., Jensen, P, L, & Bamming, P., (2012) defines the
concept working environments as occupational health and safety, including the
psychosocial factors at work. While (Bradley & Osborne, 2013) refers working
environment is a tools for organizational culture change and stimulate or support

transformations in employee behaviour.
2.4.2 Paststudy of Working Environment

The earliest psychological effects of the work environment by (Maslow, A. H. & Mintz,
N. L., 1956) determined that the quality of different working environments has a
significant effect on how employee perceive others and therefore would also influence
our attitudes, feelings and behaviours within that .space. This is aligned with (Palvalin,
M. & Vuolle, M., 2016) stated that work environment changes, work practices
initiatives and the organizational contexts may have implications for example on
employee motivation or from the real estate and facility management perspectives to

office space requirements and workplace services.

The aspects of training, co-workers support, future prospects and organizational
understanding are primary concern of work environment prosperity (Duignan, R. &
Yoshida, K., 2007). Supportive work environments were important factors of new
employee to successfully adjust to new environments during the transition period or on
job learning. In addition, co-workers, personal support as an example of mentoring,
group-working and after-work socializing, is a particularly integral component of the

work environment and cannot be overstated (Duignan, R. & Yoshida, K., 2007).

(Mateo et al., 2013) constructed a research to study the relationship between accuracy
and conscientiousness among people working in tidy/messy work environment. A

laboratory experiment was conducted, where participants performed a simple task in a
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highly controlled environment was sorted into two different treatments, a tidy and
environment. The result showed that conscientious people commit more errors in a
messy environment than in a tidy environment. Therefore, one of the most significant
findings to emerge from this research was that messy environment could be detrimental
to the accuracy of conscientious people. Moreover, the research also promoted
excellence in work environment tidiness, because conscientious employees will work
with greater accuracy, while less conscientious will not be affected. Therefore,
organization should be committed to defining policies about high standards of tidiness
in the workplace environment. In addition of the findings, the researcher stated that the
level of conscientiousness of employee and their accuracy are also influenced by the
type of work environment in which they operated- that is, external distraction causes
by noise and visual stimuli. This is aligned with Bradley and Osborne (1999) research
too which indicated acoustic issues as a crucial part of a successful working

environment.

In 2012, Rasila began a research to study how contact centre employee rationalize the
perceived problems of an open plan contract centre work environment in Finland and
they were independent units with little interaction with each other. All contact centres
were in open plan offices in multi-storey buildings. The sites were in older buildings
initially built for other purposes and they were technologically outdated and thus not
optimal for the contact centre actions to be carried out in the buildings. There were 14
interviews carried out mostly female, just four being male. They were asked in regards
to the length of their career, personalities and attitudes towards their working
environment. Thus, such problems have raised, these include noise, the lack of privacy,
distraction, the presence of others, increase workload, decreased teamwork, and

problems in social relationship. The research outcomes came out with four different
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orientations towards and how the employees rationalize their working environment.
They were object orientation, system orientation, people orientation and territory
orientation. For this reason, the researcher have suggested that understanding how
individuals rationalize their working environments and problem in it would help the
workplace managers in finding better ways to understand the employee reactions and
communicate with the workers more effectively. Indeed, one way to support the
employees in this challenging context is to create working environments that support

their work as well as possible (Holman, 2003; McQuire and McLaren, 2009).

In 2012, Rothe et al started a research with aim to identify the differences and
similarities in work environment preferences of office users of different age. The
research was done based on survey of more than 1,100 office employees in Finland.
The survey included questions concerning user preferences in terms of location,
buildings, and workspaces and services. The respondents were divided into five clusters
based on their year of birth and their responses were compared based on regression
analysis. The study showed that there were differences in the work environment
preferences of users of different age. Significant differences were found concerning
personal services, commuting, collaboration, restaurant services and adjustability of
indoor climate. The study also identified areas in which preferences between younger
and older generation employees are not differ remarkably such as privacy and virtual
environment. Thus the research showed that in different employees require different
environment in order to perform well, depending on personal factors and the task they
have been assigned for. However, the work environment have to both fulfil the user’s
needs and allow the users to make more decision themselves in terms of deciding on

where and how to work, and how they use the provided environment.
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10. T am able to do things
that don’t go against my
conscience.
11. I feel my job provides
for steady employment.
12. 1feel I have the freedom
to use my own
judgement.
13. T am praise for doing a
good job.
14. 1 feel the sense of
accomplishment from
my job.
Pay Pay satisfaction | 1. [ am satisfied with my { Minnesota
Satisfaction refers to  the salary. Satisfaction
equilibrium 2. [ feel that | have been | Questionnaire,
between the paid fairly. 1977
perception of | 3. [ feel that working with
employees on this organization give
salary they should me  more  money
deserved and the compared to others.
actual salary they | 4. 1 feel satisfied with the
received benefits offered from
(Milkovich, the organizations.
2011), S. I feel that my pay is
enough for me.
Working The work | 1. The working | Minnesota
environment | condition or environment (heating, | Satisfaction
environment does lighting, ventilation and | Questionnaire,
not only consist of etc.). 1977
the physical | 2. The physical
building and the surroundings where 1|
different  spaces work.
and solutions it | 3. The pleasantness of the
provides, the working environment
concept or work to carry out my duties.
environment 4. The physical working

answers to the
workplace needs
and preferences of
office employees,
also the location,
services and the
virtual
environment
(Rothe et al,
2010).

environment of the job
(size of the
workplace/work
partition, internet tools,
communication tools,
furniture, tools and
equipment and etc.).
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Intention to | A worker’s{ 1. 1 often considered | Jeskel Van

leave intention to leave leaving current job. Boxtel, 2011
is considered as a| 2. 1 feel my current job
signal of quitting does not satisfy my
(Weisberg, 1994). personal needs.

3. 1 feel my personal
values at work are
compromised.

4. 1 will accept another job

at the same
compensation level
should it be offered to
me,

5. I feel that I do not look
forward to another day
at work.

6. 1 feel that other
responsibilities prevent
me from quitting my
job.

7. 1 feel that “fear of the
unknown” prevent me
from quitting.

8. [feel that I would not be
happy to spend the rest
of my career with this
organization.

9. I feel that this
organization does not
deserves my loyalty.

10. T feel I do not have any
obligations to remain
with my current
organizations.

Furthermore, the interval scale was applied for the measurement item was based on the
extent of the agreement and disagreement for the statements given. The items will be
measured using a Five-point Likert scale for Section B until Section E as shown in

Table 3.2.
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Furthermore in Table 4.8, the result of beta j value indicated that job satisfaction and
pay satisfaction are the independent variable which has a significant value at p=0.00
and p=0.012. Whilst, work environment shows no significant value towards Intention
to Leave. Beta value for job satisfaction is (f=-.343, t=-5.298, p=0.000) shows

significant relationship on Intention to Leave.

Table 4.8 Beta Coefficients A

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
Pay -272 107 -.164 2545 012
Satisfaction ’ ’
opdre 054 063 056 866 387
Environment

Dependent Variable: Intention to Leave

**p<0.001, *p<0.05

4.7 Summary

Based on the statistical analysis result of correlation analysis indicated that only job
satisfactions showed significant relationship at 0.01 level with intention to leave.
However, pay satisfaction and working environment showed insignificant relationship

to intention to leave.

The multiple regression analysis also tested the significance of the independent
variables as the determinants of the dependent variable. The analysis resulted that job
satisfaction and pay satisfaction were found to have significant influence related to

intention to leave but indicated a negative and weak correlation. On other hand, working
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environment have insignificant and influence towards intention to leave. The obtained

results will be further discussed and concluded in next chapter.
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Chapter §
Discussion
5.0 Introduction

This chapter will deliberates and interprets the findings derived from the data analysed
in the previous chapter. Subsequently, it will be followed by limitations found in
presenting current research together with the implications. As a final point,
recommendations to management as well as directions for further future research are
suggested and will be finalized with some conclusions. This study attempts to
investigate the relationship of job satisfaction, pay satisfaction and working
environment towards intention to. leave among the millennial employee in Yamaha

Electronics Manufacturing (M) Sdn. Bhd.

5.1 Discussion

This paper examined the millennial employee’s satisfaction on job satisfaction, pay
satisfaction and working environment towards intention to leave in Yamaha Electronics
Manufacturing (M) Sdn. Bhd. A total 0f 220 respondents had answered the 34 items in
the questionnaire. The mean value for Job Satisfaction was 3.9182 and standard
deviation was 0.34050 with the minimum value is 3.08 and maximum value is 5.00.
The mean value for Pay Satisfaction was 2.0491 and standard deviation was 0.39419
with the minimum value was 1.00 and the maximum value was 4.80. Meanwhile, the
mean value for Working Environment was 3.5409 and standard deviation was 0. 67841
with the minimum value was 1.00 and the maximum value was 5.00. Finally, the mean
value for Intention to Leave was 3.0571 and standard deviation was 0.65502 with the
minimum value was 1.44 and the maximum value was 5.00. In summary, the mean

score for Job Satisfaction, Working Environment and Intention to Leave variables are
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more than 3 and this indicates that the respondents are agree with most of the items
describing Job Satisfaction, Working Environment and Intention to Leave. However,
Pay Satisfaction variable are 2.0491 which indicates that the lowest mean of all four
variables. The highest mean with the lowest standard deviation among the variables is

Job Satisfaction.

Table 5.1 : Descriptive Statistics

N Minimum Maximum Mean Std. Deviation

Job Satisfaction 220 3.08 5.00 3.9182 34050
Pay Satisfaction 220 1.00 4.80 2.0491 39419
Working 220 1.00 5.00 3.5409 67841
Environment

Intention 1 220 1. 44 5.00 3.0571 65502
Leave

5.1.1. Research Question 1

This study attempts to observe employee’s job satisfaction in relation to intention to
leave. Based on correlation analysis, it was found that that there is significant negative
relationship between job satisfaction and intention to leave with the correlation
coefficient at scale of -.318. Thus, the first research question of this study suggested
that job satisfaction is significantly related to the Millennial’s employees’ intention to
leave was supported. From the correlation analysis result, it can be understood that the
lower job satisfaction level among the millennial employee, the higher their intention

to leave the organization,

In previous chapter, the researcher stated that job satisfaction reflects the extent to
which an individual likes his or her job (Kreitner, R. & Kinicki, A., 2010). Therefore,

it can presumed that the millennial employees of YEM dislikes their current job and
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Similar in YEM, continuous improvement or so called kaizen have been actively
implemented whereby the group champions have opportunity to compete at the Yamaha
Headquarter in Japan. In addition to that, every department and unit are compulsory to
be involved in this continuous improvement activity in factory wide. Thus through this
activities, it emphasized on working in a team, promoting workplace empowerment and

building values of continuous improvement culture in YEM.

In correspondence, the result are similarly discussed as “the honeymoon-hangover
effect” which introduced by Boswell et al (2005) that discussed employee’s satisfaction
tend to shift overtime due to honeymoon effect which indicate a higher satisfaction in
a first few working years and decline as time goes due to hangover effect which indicate
a lower satisfaction in coming five years of working years. This could explained new

millennial employees in YEM are satisfied in the first few years of working years.

In addition, (T. D. Ryan & Sagas, 2009) examined within college coaches the effects
of pay satisfaction and work-family conflict (WFC) on occupational turnover
intentions. The research resulted that work-family conflicts was significant towards
intention to leave, while pay satisfaction was found to be no associations with intention
to leave. In the light of the research, the researcher concluded that work-family conflict
is a significant area of organizational research because of the effect it can have on a
worker’s home life and their family. Therefore, it may be a significant reason for
college coaches to exit the coaching profession, or choose to not progress in their

coaching career despite being paid a high salary.

Likewise in YEM that do not inhibit employment of relatives by employing people who
are related either by blood or marriage. YEM hiring policy does not reject a suitable

job candidate on grounds of their relation to a current employee. However, YEM
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recognize that encouraging the employment of relatives may have an impact on
productivity and favouritism conflicts. Therefore, YEM hiring policy set that any
person who has a relation by blood or marriage that include people who live together
in a domestic partnership or children who were adopted. This includes: parents, step-
parents, grandparents, in-laws, spouses or domestic partners, children, step-children,
adoptive children, grandchildren, siblings, uncles, aunts, nieces | and nephews are
prohibited to be involved in a supervisory or reporting relationship with one another,
cannot be transferred, promoted or hired inside a reporting relationship with a relative
and participate in hiring committee, when a relative is considered for the position. Of
course by doing so, YEM try to facilitate and encourage the value of being loyal to the
organization down to the second generation, possible be one of the cause of why

Millennial employee remain in YEM.
5.1.3. Research Question 3

This study attempts to observe employee’s work environment in relation towards
intention to leave. Based on correlation analysis, it was found that there is insignificant
relationship between work environment and intention to leave in YEM with the
correlation coefficient at scale of -.015. Thus, the third research question of this study
suggested that working environment is significantly related to the Millennial’s

employees’ intention to leave was not supported.

From the correlation analysis result, it can be understood that the working environment
satisfaction level among Millennial employees does not affect towards intention to
leave in YEM. Based on the correlation coefficient (r=-0.15), generally it can be
presumed that Millennial employees felt that their work environment are somewhat not

related to the cause for their leaving the organizations. This findings is similar to
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among the millennial employees in YEM. The results fulfil only the first research
questions of this study. On the other hand, the second and third research questions were

found to be insignificant and not related towards intention to leave.

In like manner, the relationship of job satisfaction and intention to leave were also
established by means of multiple regression analyses. The result showed significant
relationship between job satisfaction and intention to leave was consistent with the
previous research indication that as job satisfaction relationship between intention to
leave is significant (p<0.01). This finding emphasized the importance of job satisfaction
on the career of the millennial employees in YEM. This is equivalent to Howe and Vos
in 2010, generation Y employees have greater expectations than the older generation
before them and most likely to leave jobs when their expectations are not met.
Nevertheless, the employee remains with the job as long as the organization and

employee remain mutually attracted.

Therefore, it is by great opportunity that YEM must be prepared to use generational
diversity as an opportunity to benefit the business in the long term. This can be done by
aligning business goals with the values of each generation so that employees with each
generation are able to work in synergy. McGuire et al (2007) states that organization
must seek to optimise the talents off all age groups by reconcile differences in the
workplace. It is thus essential to educate and develop employees to utilise this
generational diversity for individual and organizational advantage. All together will
help to create new organizational culture that value and optimise generational diversity

and employee retention.
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