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ABSTRACT 

Employee turnover is a challenging issue faced by many industries in China. This 
I 

study examine one Departmental Store in China that faced issues on employees 
turnover. The objective of this research is to examine the relationship between work 
stress, compensation and benefit, and supervisory communication with employees ' 
turnover intention. Online questionnaires were used to ~ather data from 8 different 
departments in Yong Hui Department store. A total of 350

1 

questionnaire were sent but 

only 268 respondents returned the questionnaires. All the data collected from the 

survey are entered and coded using SPSS Version 25.0. 1 he Pearson's coJTelation and 
multiple regression tests were used to identify the relationship between the variables. 

The correlation results analysis suggested that work strest compensation and benefits, 
supervisory communication have relationship with emtployees ' turnover intention. 

The multiple regression results indicated that compensation and benefits, supervisory 

communication and work stress influence employees ' u~rnover intention. Based on 

the findings , recommendation are suggested and the lt itations of the study being 
discussed. HR managers in Yong Hui Department st~re need to help employees 
reduce their work stress and improve employees ' comwensation and benefit. Apa11 
from that, they also need to have good communicatiof between management and 
employee, as these would help Yong Hui Departme t store reduce employees ' 
turnover intention. 

Keywords: employees ' turnover intention, work stress! compensation and benefit, 
supervisory communication 
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ABSTRAK 

Pusing ganti peke1ja adalah isu mencabar yang diha~api oleh banyak industri di 
Negara China. Kajian ini meneliti sebuah Departmental Store di Negara China yang 

menghadapi isu kadar pusing ganti dikalangan pekerj . Objektif kajian ini adalah 

untuk mengenalpasti hubungan di antara niat pusing ganti pekerja dengan tekanan 

kerja. pampasan dan faedah , dan komunikasi penyeliaaf . Borang soal selidik dalam 

talian digunakan untuk mengumpul data daripada lapa1 bahagian berbeza di Yong 
Hui Department store. Sebanyak 350 borang soal selidik elah diedar tetapi hanya 268 

responden yang memulangkan soal selidik. Semua data yang diterima di masukkan 

dan dikod menggunakan perisian SPSS versi 25.0. An, lisa korelasi pearson regresi 

berganda diguna untuk mengenalpasti hubungan antara pembolehubah. Keputusan 

analisis korelasi mencadangkan bahawa tekanan kJ1ja, ganjaran dan faedah , 

komunikasi penyeliaan mempunyai hubungan dengan l niat pusing ganti peketja . 

Keputusan regresi berganda menunjukkan bahawa pampasan dan faedah , pengawasan 

komunikasi dan tekanan kerja mempunyai pengaruh ke + s niat pusing ganti pekerja. 
Berdasarkan dapatan kajian, cadangan dan limitasi k~t an dibincangkan. Pengurus 
sumber manusia di Organisasi Yong Hui perlu membantu pekerja mengurangkan 

tekanan kerja disamping memperbaiki pampasan dan f~edah kakitangan. Selain itu , 

mereka perlu ada komunikasi yang baik antara pengurLsan dan pekerja kerana ini 

akan membantu organisasi Yong Hui Department menII urangkan niat pusing ganti 
pekerja. 

Kata Kunci: pusing ganti pekerja, tekanan ketja, pamp san dan faedah, komunikasi 

penyeliaan 
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CHAPTER 1 

INTRODUCTION 

1.1 Introduction 

Turnover intention refers to situation when employee jonsiders to leave or resign 

from their current position in the organization aiming to look for other employments 

(Rehman, 2012). The organization has spent a lot 1 oney especially in hiring 

(advet1ising, selection, interview, hiring firm, and ca didate background check), 

training, developing, and retaining employees. Therefore, organization should focus 

I 
on understanding factors that cause employees to general turnover intention because 

under the fierce competition among industries, organizations cannot afford to lose 

skilled employees as they are the key persons to ach1 e the mission, vision and 

objective of the organization. This chapter consists tt background of research, 

problem statement, research questions, research objectl , significance of research, 

scope of study and organization of research. 

1.2 Background of Study 

With the increase number of department stores in China, the retail industry 

depmtmental stores have faced increasing competition at d pressure. The number of 

China's department stores in retail industry have increas~d to 33.25 million between 

2010 and 2017 (Li, 2017). The rapid development of the department store industry is 
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APPENDIXltA- QUESTIONNAIRE 
I 

uuM 
Unlverslti Utara Malr sia 

COLLEGE OF BUSINESS 
I 

UNIVERSITY UTARA MAL, YSIA 

SURVEY 

Dear respected respondent, 

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

this survey entitle " The factors influencing employee tu! over intention". 
I 

The confidentiality of information given will be kept prej erved and to be used only 

for academic purposes in order to fulfill the Master '. tudies requirement of the 

university. 

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

answer. Please do answer all the items in the questionnaire 

Thanking you in advance for sparing your time 

accomplishing this project. 

Yours sincerely, 

Tian Meng Lu, 

Master of Human Resource Management (MHRM) Candid~te, 

School of Business Management, I 

University Utara Malaysia. 

Email:44933J780@qq.com 
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PART A Respondent Background 

Instruction: ~lease tick (✓) at the relevant box next to queT on in which the answers that 

are more applicable for you. CHOOSE ONLY ONE OPTION 

1. Gender 

D Male 

2.Age 

D < 25 years old 

D 25-30 years old 

D 31-35 years old 

3. Marital Status 

D Single 

D Married 

□Female 

D 36-40 years old 

D 41-45 years old 

D > 45 years old 

□Divorce 
D Others,please int cate _____ _ 

I 

4.Highest Education achievement 

D High School 

□Diploma 

D Degree 

D Master 

5. Years of Service in this Organization 

D < 2years 

D2-4years 

D 
D 

5-7 years 

8-10 years 

90 

D Others,specify: ___ _ 

I 

D > l0years 



6.Monthly Salary 

D <RMB2000 

D 
D 

RMB 2000-4000 

4000-6000RMB 

D RMB 6000-8100 

D RMB 8000-1 pooo 

D >RMB 10000 

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

D Yes DNo 

8.If you have answered the previous question " No", 11ease indicate the number 

of organization you had work before joining the organ,zations. 

01time 

D 2times 

D 3times 

D4times 

D5times 

D6times 

"l 

D > 6times 



PART B Human Resource Practices 

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

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

question. 

EMPLOYEE TURNOVER INTENTION Strongly Strongly 
D" I 1sa~ree Agree 

I 

1. J frequently think of quitting my 2 3 4 5 6 7 

job 

2. I will probably look for a new job 2 3 4 5 6 7 

within next 12 months 
3.1 plan to stay in this company to 2 

., 
4 5 6 7 :) 

develop my career for a long time (R) 
4. For me, this company is the best of 2 3 4 5 6 7 

,--, all possible organizations to work for 

(R) 
5. lt is easy for me to leave my 2 3 4 5 6 7 

present job 
6. My investment in my job is too 2 3 4 5 6 7 

great for me to think of quitting (R) 

WORK STRESS Strongly Strongly 
D" I Agree 1sagree 

1. I think there is a regular working time 2 3 4 5 6 7 
in the company (R) 
2. I am always very busy 1 2 3 4 5 6 7 
3. I think the work schedule often 
changes 2 3 4 5 6 7 
4. I always feel a lot of work but less 

staff 2 " 4 5 6 7 :) 

5. I often feel that the workload is too 

big for a certain period time 2 3 4 5 6 7 

6. I often work overtime 1 2 3 4 5 6 7 
7. I need to take on too many roles and 
responsibilities 1 2 3 4 5 6 7 
8.I can easily complete the goals given 
by the organization (R) 2 " 4 5 6 7 :) 

2 



r-: 

COMPENSATION AND BENEFIT Strongly Strongly 
D" I Agree 1s

1

agre~ 

l .My salary earned is marked 3 4 5 6 7 

competitive I 
2.My allowances earned is marked !2 

., 
4 5 6 7 .) 

competitive 

3.My benefits given are market f2 3 4 5 6 7 
I 

competitive 

4.The company has a fair reward !2 
., 

4 5 6 7 .) 

system 
5. Jam satisfied ,,vith my current !2 3 4 5 6 7 

salary 

6. I am satisfied with the current 2 3 4 5 6 7 

bonus system 
I 
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SUPERVISORY COMMUNICATION Strongly Stron·gty 

Disagree Agree 

1.I think my superior asks me about 2 3 4 5 6 7 
my interests outside of work 

2.1 question my superior ' s instructions 2 
,., 

4 5 6 7 ., 
when I do not understand them 

3.I tell my superior when I think 1 2 
,., 

4 5 6 7 ., 
things being done are wrong 

4.I question my superior ' s instructions 2 
,., 

4 5 6 7 ., 
when I think he/she is wrong 

5.My superior will let me know why 2 
,., 

4 5 6 7 ., 
work assignments change 

6.1 do not think my superior keeps me 2 
,., 

4 5 6 7 ., 
informed about roles and policies (R) 

7.I think my superior gives clear 2 3 4 5 6 7 
instructions to me in the group 

8.1 think my superior informs me 1 2 
,., 

4 5 6 7 ., 
about future plan for me in the group. 

THANK YOU FOR YOUR TIME AND COOPERATION 



APtENDIX 1B - QUESTIONNAIRE 
I 

uu 
Universiti Utara Malaysia 

iffi~ff3m~~ 

;ft1J::k~ 

iJJ~fllj~ 

iJUi Q, * iffi illd t 1i::k 5¥ l't-1 Wf 1E ~ , tE:;$: ?x iJaJ ~ i:p ~ :J<fl l't-1 ffl !l}J , ~tx ~ ffl "~ l(nJ ff! I 

~IUHtmfoJl't-J~~,, o I 

ilf&itl¥JiJaJ~lV9L lill1flt-J-IBJ~Sffln 15 5til!1o f §l~fllJ~i:pl¥JHf~J9f § o 

I -~~w•. ~~a~~~~§~~~-1¥.J~~~r~ o 

83~~ 

,AjJ~~fg}:11!.~± CMHRM) ' 

1b*®JUt1i::k~o 

Jtrll!~{tf:: 44933l780@qq.com 
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,..... 

□ 1J\-f- 25 57 

□ 25-30 57 

□ 31-35 57 

6.J.li&A 

0 < 2000 7G 

D 2000-4000 n 

D 4000-6000 n 

D 36-40 57 

D 45 57 

D 46 57 ~LI::. 

□~~ 
D )tftM'/~)JL, i~ Wiji ___ _ 

D 
D 
D 

6000-8000 jc 
I 

8000-10000 r 
> 10000 jc 

□ 10 4 



D f' 

0 >6 

'"""' 

,-
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r-, 

Jffl.n:m-~ 1-5.!ii?.!~::f Fiijga<J~~ffl~a<J~*~ 7-5.!ii?.!~ FiiJJ~ffl~~. lVYHtx,J-!J. r~:l!a<J­

iUilt O R ~~t& l¥J fll] ~ 0 

~Ii'l'ilO:H~JAJ ~F 'M' !1' FiiJ g ~F'M'FiiJg 

1 J;!tf2 ffif~i!J%fr.$: I 11= 2 3 4 5 6 7 

2. ft Pf~~~ 1:E * 7't 1 2 1- J=l rkJ 1::lt - ffhffr I fl= 2 
., 

4 5 6 7 .) 

3. ft i+ :lt!J W tE i3: * 0 EJ , !J. ,& Ji }1!:s<:J ijfUl :i: iJI 2 3 4 5 6 7 

W i'E: - rx B-j- i'§J C R ) 

4.x1ilt*iJL i!* 0 EJ ~?JTtfii[§~19 I 11= Et%EI_ 2 
., 

4 5 6 7 .) 

f,R~JIPfB<:l(R) 
5. ~ i\tlJU:E s<J I 11= HU~ ~ I 2 3 4 5 6 7 

6.ftMI fl= s<:Jt9:AAjc 7, :J:lU~ ::f %1 ~,R C R ) ] 2 
., 

4 5 6 7 .) 

I1'FBs.h 

I . ft iA. 79 i:t i~ E] ff - 1'- if ffi 8<J I 11= 81 f§J C R ) I 2 3 4 5 6 7 

2.ft,1~t~1IHt I 2 3 4 5 6 7 

3 .ft -i:Ai3 I 11= S~ fBJ ::& §:_ 1%' ~ft 2 3 4 5 6 7 

4.ft,e,~:/Ttt{~ 13 cI 1'l=W$, f§I 1tA~ tpy 7 2 3 4 5 6 7 

5 .ftf2 ~ '.!Tttf~ I 11= Ji tE- ¥-9: 81 f§J rkJ Ajc 7 2 3 4 5 6 7 

6. ft§:_ ffi ;JD l}I I 2 3 4 5 6 7 

7. ft $ ~ JJ, t_§_ A$ s<J ~ 13 l□ :w 1f I 2 3 4 5 6 7 

8.ftPf !J.1~~~ ±i!!1EpjUJH,R~ :±l 81 § ;Jeff- CR ) 2 3 4 5 6 7 
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irNfllffl~J ~l=i ::ffEJ~ ~l='mlEJ~ 
I 

,...... I 

1 . ftg! ltJ I 'BH~ ~ :fft $ jJ 2 ,., 
4 5 6 7 .) 

2. ftJ5JT g3ffi 8"1~ ~JS~~ 1~ ~!ti 01 :fft $ jJ I 2 ,., 
4 5 6 7 .) 

3.ft~ 1±101HAf~ rlYth:fft$ iJ I 2 ,., 
4 5 6 7 .) 

4.0'§'J ~ -1-0-'f 01~!WJ*Ul!l 1 2 ,., 
4 5 6 7 .) 

5J:lc,x1 § 1W 81I 'Bi1~rim ~ I 2 3 4 5 6 7 ,-., 
6.ftx1 § rw0"J~~*1J J!l~¥U1i~ 2 ,., 

4 5 6 7 .) 

ll{t 'If 3'.t: ME ~,J~~ ~l='mlEJ~ 

I 

1. ft 1l! :}:it 81 J:. '§'J ?'£ I {t z >7 r IPJ :}:it i,13] li:iJ ft 81 ~ ~ 2 ,., 
4 5 6 7 .) 

2.3ft~l.lM{ms1, :}:it~ fi:i] J:. '§'J 811~ ~ 1 2 3 4 5 6 7 
r-, 3. 3 ft 1/\T'J{tJ B"J ¥ 'ti~ 'f~ i,j 8181 {~ , ft~ W ft 81 J:. '§'J 1 2 3 4 5 6 7 

4. 3 ft i), 7'J {mlfrtH~ 7 B1 , ft~ ~ ft 81 J:. '§'J 811~ ~ 1 2 3 4 5 6 7 
5. ft 81 J:. '§'J %" il ft ~Q m :n 1t ¼ I {t {f *%" 232: ~ 2 3 4 5 6 7 
6. ft~ iA 7'J ft B"J J:. '§'J il :}:le, 7 fij~ ft! 5 fO i:E,!2: * C R ) 2 3 4 5 6 7 
1.ftiA:nft01 J:. '§'J 1£ 1J\ t.§. ~~ T ft sJr5JG 01t~jf, 2 3 4 5 6 7 
8. ft 1£ ft B"J J:. '§'] 75 i)F ft i3: 1-I} t.13. 81 * 3lht i U 0 2 3 4 5 6 7 

,-., 

,--, 
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APPENDIX 2: ReliaJili Anal sis for Variables 

1)- Turnover Intention 

Reliability Statistics 

Cronbach ' s Cronbach ' s Alpha 
I N f Items 

Alpha Based on 

Standardized Items 

.901 .902 6 

I 
Item-Total Statistics 

Scale Corrected Squared Cronbach ' s 

Scale Mean if Variance if ItemtTotal Multiple Alpha if item 

Item Deleted Item Deleted Corr~lation Correlation Deleted 

Question 1 25.83 28.777 .7f 6 .582 .882 

Question 2 25.69 28.243 .7r73 .620 .877 

Question 3 26.02 29.749 .7Q.6 .546 .884 

Question 4 25 .98 31.037 .7115 .523 .886 

Question 5 26.07 30.909 .7p7 .536 .887 
Question 6 25.91 30.449 .7p .554 .885 

I 
r-

2) Work Stress 

Reliability Statistics 
I 

Cronbach ' s Cronbach ' s Alpha 
1. 

N of Items 
I 

Alpha Based on I 
Standardized Items 

.925 .925 18 

I 
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Item-Total Statistics 

Scale Cortected Squared Cronbach ' s 

Scale Mean if Variance if Ite1~-Total Multiple Alpha if item 

Item Deleted Item Deleted Con}!lation Correlation Deleted 

Question 1 36 .91 75 .944 .738 
I 

.549 .916 

Question 2 36.97 75.954 .p 4 .553 .916 
Question 3 37.02 73.490 'Y9 l .630 .911 . I 
Question 4 36.90 76.903 .746 .565 .915 

Question 5 36 .93 75.729 .p 7 .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 

) Com ensation and Benefit 3 p 

Reliability Statistics 

Cronbach ' s Cronbach ' s Alpha N 1f Items 

Alpha Based on 

Standardized Items 

I 
.890 .893 6 

Item-Total Statistick 

Scale Corr~cted Squared Cronbach ' s 
Scale Mean if Variance if Item Total Multiple Alpha if item 
Item Deleted Item Deleted Corr~lation Correlation Deleted 

Question 1 13.60 44.937 .764 
I 

.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 

I 
Question 6 13.58 45.750 .7]8 .561 .866 

I 
I 
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4) Supervisory Communication 

Reliability Statistics 

Cronbach ' s Cronbach ' s Alpha I N of Items 

Alpha Based on 

Standardized Items 

.924 .924 I 8 

Item-Total Statist+ 

Scale Co~ ected Squared Cronbach ' s 

Scale Mean if Variance if ItemjTotal Multiple Alpha if item 

Item Deleted Item Deleted Comelation Correlation Deleted 

Question I 19.32 85.521 
I· 

.715 .520 .916 
Question 2 19.51 83 .382 

·l9 
.577 .914 

Question 3 19.59 85.096 ·t8 .579 .914 
Question 4 19.60 84.735 . 59 .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 .7183 .626 .911 
Question 8 19.48 85.487 .719 .539 .916 

I 

I 
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APPENDIX 3: DESCRIPTIVE STATISTICS OF VARIABLES 

I 

Descriptive Statistics 

N Mean Median Standard 
Deviation 

Employee turnover Intention 268 5.18 I 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 
I 

Correlations I 

I 
turnover stress compensation supervisory 

Employee Person I .866** -.825 ** -.822** 

Turnover Correlation 

Intention Sig. (2-tailed) 
I 

.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 I 

Sig. (2-tailed) .000 .000 I .000 

N 268 268 268 268 

Supervisory Person -.822** -.877** .839** I 
Comm uni cation Correlation 

Sig. (2-tailed) .000 .000 .000 

N 268 268 I 268 268 

**significant at the 0.01 level (2 tailed) l**p ~ 0.01 

I 
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APPENDIX 5: MULTIPi E REGRESSION RESULT 

I 

Model Summary b 

Model R R Square Adju .tedR Std. Error of 
Sq1 iare the Estimate 

1 .879" .773 .7 70 .51909 

Predic tors: (Constant), Work Stress, Compensation and Benefi , Supervisory Communic ation 

Coeffic1entsa 

Model Unstandardized Standardizt d 
Coefficients Coefficien, s 

B Std. Error Beta 
I 

Constant 3.825 .537 

Work Stress .497 .078 .501 

Compensation -.144 .056 -.178 
and Benefit 

I 

Supervisory -.194 .052 -.233 
Communication 

I 
a. Dependent Variable: Employee Turnover intention 

---

Nonnol P.P Pio< R ...... lon Standffltzod R..­

~ndontVlfi- : EmployffTumovorlnlfflllon 

OblNV~ Cwn Prob 
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t Sig 

7.128 .000 

6.362 .000 

-2.565 .OIi 

-3.698 .000 

_,,.. .... -,~--
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