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APPENDIX 1A — QUESTIONNAIRE

COLLEGE OF BUSINESS
UNIVERSITY UTARA MALAYSIA
SURVEY

Dear respected respondent,

I am a postgraduate student at University Utara Malaysia seeking your assistance in

this survey entitle “ The factors influencing employee turnover intention”.

The confidentiality of information given will be kept preserved and to be used only
for academic purposes in order to fulfill the Master studies requirement of the

university.

I have designed the survey that it should not take you longer than fifteen minutes to

answer. Please do answer all the items in the questionnaire.

Thanking you in advance for sparing your time and support rendered in

accomplishing this project.

Yours sincerely,

Tian Meng Lu,

Master of Human Resource Management (MHRM) Candidate,
School of Business Management,

University Utara Malaysia.

Email:449331780@qq.com



PART A Respondent Background

Instruction: Please tick (V) at the relevant box next to question in which the answers that

are more applicable for you. CHOOSE ONLY ONE OPTION.

1. Gender
Male Female
2.Age
<25 years old 36-40 years old
25-30 years old 41-45 years old
31-35 years old > 45 years old

3. Marital Status

Single Divorce

Married Others,please indicate

4.Highest Education achievement

High School Degree Others,specify:

Diploma Master

5. Years of Service in this Organization

<2 years 5-7 years >10 years

2-4 years 8-10 years




6.Monthly Salary

<RMB 2000

RMB 2000-4000

4000-6000RMB

RMB 6000-8000

RMB 8000-10000

>RMB 10000

7.Is this the first organization you work after graduation?

Yes

No

8.If you have answered the previous question “ No”, please indicate the number

of organization you had work before joining the organizations.

1 time

2 times

3 times

4 times > 6 times

5 times

6times



PART B Human Resource Practices

Indicate your level of agreement on the following statements by circling the number that

bast relates to your choosing from 1-Strogly disagree to 7-Strongly agree. R is reserve

question,

EMPLOYEE TURNOVER INTENTION

1. I frequently think of quitting my
job

2. T will probably look for a new job
within next 12 months

3. I plan to stay in this company to
develop my career for a long time (R)
4. For me, this company is the best of
all possible organizations to work for
(R)

5. It is easy for me to leave my
present job

6. My investment in my job is too
great for me to think of quitting (R)

WORK STRESS

1. I think there is a regular working time
in the company (R)

2.1 am always very busy

3. I think the work schedule often
changes

4.1 always feel a lot of work but less
staff

5.1 often feel that the workload is too
big for a certain period time

6. I often work overtime

7.1 need to take on too many roles and
responsibilities

8.1 can easily complete the goals given
by the organization (R)

Strongly
Disagree
I 2
T 2
1 2
1 2
1 2
1 2
Strongly
Disagree
1 2
1 2
1 2
1 2
1 2
1 2
1 2
1 2

(¥8)

U2

Strongly
Agree
5 6 7
5 o6 7
5 6 7
5 6 7
5 6 7
5 6 7
Strongly
Agree
5 6 7
5 6 7
5 6 7
5 6 7
5 6 7
5 6 7
5 6 7
5 6 7



COMPENSATION AND BENEFIT Strongly : Strongly

Disagree Agree
1.My salary earned is marked 2 3 4 5 6 7
competitive

2.My allowances earned is marked
competitive

3.My benefits given are market
competitive

4.The company has a fair reward
system

5.1 am satisfied with my current
salary

6. ] am satisfied with the current
bonus system



SUPERVISORY COMMUNICATION

1.I think my superior asks me about
my interests outside of work

2.1 question my superior’s instructions
when I do not understand them

3.1 tell my superior when I think
things being done are wrong

4.1 question my superior’s instructions
when I think he/she is wrong

5.My superior will let me know why
work assignments change

6.1 do not think my superior keeps me
informed about roles and policies (R)
7.1 think my superior gives clear
instructions to me in the group

8.1 think my superior informs me
about future plan for me in the group.

THANK YOU FOR YOUR TIME AND COOPERATION

Strongly

Disagree
1 2
T 2
1 2
12
1 2
1 2
1 2
1 2

Strongly

Agree
5 6
5 6
5 6
5 6
5 6
5 6
5 6
5 6
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APPENDIX 2: Reliabilitv Analysis for Variables

1) Turnover Intention

Reliability Statistics
Cronbach’s Cronbach’s Alpha N of Items
Alpha Based on
Standardized Items
901 .902 6

Item-Total Statistics

Scale Corrected Squared Cronbach’s
Scale Mean if Variance if Item-Total Multiple Alpha if item
Item Deleted Item Deleted Correlation Correlation Deleted
Question 1 25.83 28.777 746 582 .882
Question 2 25.69 28.243 773 .620 .877
Question 3 26.02 29.749 726 546 .884
Question 4 25.98 31.037 715 523 .886
Question 5 26.07 30.909 707 .536 .887
Question 6 25.91 30.449 722 554 .885
2) Work Stress
Reliability Statistics
Cronbach’s Cronbach’s Alpha N of Items
Alpha Based on
Standardized Items
925 925 8

100




Item-Total Statistics

Scale Corrected Squared Cronbach’s

Scale Mean if Variance if Item-Total Multiple Alpha if item

Item Deleted Item Deleted Correlation Correlation Deleted
Question 1 36.91 75.944 738 549 916
Question 2 36.97 75.954 734 553 916
Question 3 37.02 73.490 791 .630 911
Question 4 36.90 76.903 746 565 915
Question 5 36.93 75.729 737 547 916
Question 6 36.86 76.337 743 561 915
Question 7 36.96 76.893 709 519 918
Question 8 36.96 75.931 763 .596 914

3) Compensation and Benefit
Reliability Statistics
Cronbach’s Cronbach’s Alpha N of Items
Alpha Based on
Standardized Items
.890 .893 6
Item-Total Statistics
Scale Corrected Squared Cronbach’s

Scale Mean if Variance if Item-Total Multiple Alpha if item

Item Deleted Item Deleted Correlation Correlation Deleted
Question 1 13.60 44.937 764 613 .862
Question 2 13.62 46.942 701 500 .872
Question 3 13.62 46.663 703 .501 .872
Question 4 13.53 45.366 .588 .346 .894
Question 5 13.80 44.049 .783 .637 .858
Question 6 13.58 45.750 738 561 .866
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4) Supervisory Communication

Reliability Statistics

Cronbach’s Cronbach’s Alpha N of Items
Alpha Based on

Standardized Items

924 .924 8

Item-Total Statistics

Scale Corrected Squared Cronbach’s

Scale Mean if Variance if [tem-Total Multiple Alpha if item

Item Deleted Item Deleted Correlation Correlation Deleted
Question 1 19.32 85.521 715 .520 916
Question 2 19.51 83.382 .749 577 914
Question 3 19.59 85.096 748 579 914
Question 4 19.60 84.735 759 585 913
Question 5 19.51 84.266 737 566 915
Question 6 19.38 84.686 733 566 915
Question 7 19.59 82.797 783 626 911
Question 8 19.48 85.487 719 539 916
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APPENDIX 3: DESCRIPTIVE STATISTICS OF VARIABLES

Descriptive Statistics

N Mean Median Standard

Deviation
Employee turnover Intention 268 5.18 5.50 1.082
Work Stress 268 4.60 5.0 1.092
Compensation and Benefit 268 2.73 2.17 1.336
Supervisory Communication 268 2.79 2.38 1.306

APPENDIX 4: PEARSON CORRELATION RESULT

Correlations
turnover | stress | compensation | supervisory
Employee Person 1 .866™ -.825™ -.822"
Turnover Correlation
Intention Sig. (2-tailed) .000 .000 000
N 268 268 268 268
Work Person .866™ 1 -.901™" -.877"
Stress Correlation
Sig. (2-tailed) .000 .000 .000
N 268 268 268 268
Compensation Person -825" | -901™ 1 .839™
and Benefit Correlation
Sig. (2-tailed) .000 .000 .000
N 268 268 268 268
Supervisory Person -.822" | -.877" .839™" 1
Communication | Correlation
Sig. (2-tailed) 000 000 .000
N 268 268 268 268

**signiﬁcant at the 0.01 level (2 tailed) **p=0.01
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