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ABSTRACT 

The mam purpose of this research is to study the relationship between training and 

development, job stress, pay and reward and turnover intention in a private university. 

Specifically, the objectives of this study are to examine the relationships between training and 

development, job stress, pay and rewards and turnover intention in private university. A total 

of 308 questionnaires were distributed among academic staff in the private university and 186 

questionnaires are successfully collected from the respondents. The data were analysed by 

using Statistical Package for Social Science (SPSS) version 25.0. The results of the study 

show that the relationship between turnover intention and training and development is weak. 

However, pay and reward is in the negative moderate relationship with turnover intention. As 

for job stress, it is in the positive strong relationship with turnover intention among the 

private university's academic staff. Based on the multiple regression analysis, the study found 

that two independent variables which are job stress and pay and reward are statistically 

significant while one independent variable which is training and development is not 

statistically significant. 

Keywords: Turnover Intention, Training and Development, Job Stress and Pay and Reward 
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ABSTRAK 

Tujuan utama kajian ini adalah untuk mengenalpasti hubungan antara latihan dan 

pembangunan, tekanan kerja, gaji dan ganjaran, dan hasrat untuk berhenti di universiti 

swasta. Khususnya, objektif kajian ini adalah untuk mengenalpasti hubungan antara latihan 

dan pembangunan, tekanan kerja, gaji dan ganjaran, dan hasrat untuk berhenti di universiti 

swasta. Daripada 308 soal selidik yang diedarkan di kalangan staf akademik universiti 

swasta, 186 soal selidik berjaya dikumpulkan dari responden. Data yang diperoleh dianalisis 

dengan menggunakan versi 25.0 versi Pakej Statistik untuk Sains Sosial (SPSS). Dapatan 

kajian menunjukkan bahawa hubungan antara hasrat untuk berhenti dan latihan dan 

pembangunan adalah lemah. Waiau bagaimanapun, gaji dan ganjaran adalah dalam hubungan 

sederhana yang negatif manakala tekanan kerja adalah hubungan kukuh posit if dengan hasrat 

untuk berhenti di kalangan kakitangan akademik universiti swasta berkenaan. Berdasarkan 

analisis regresi berganda, kajian mendapati bahawa dua pemboleh ubah bebas iaitu tekanan 

kerja dan gaji dan ganjaran adalah signifikan manakala satu pemboleh ubah bebas iaitu 

latihan dan pembangunan tidak signifikan. 

Kata kunci: Hasrat Untuk Berhenti, Latihan Dan Pembangunan, Tekanan Kerja Dan Gaji Dan 

Ganjaran 
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CHAPTER ONE 

INTRODUCTION 

1.1 Introduction 

This chapter presents background of the study, statement of the problem, research questions, 

research objectives, significance of the study, scope of study, definition of key terms, and 

organization of thesis. 

This study focuses on the factors affecting turnover intention in a private university. 

The purpose of this study is to explore the relationship between training and development, 

job stress, salary and reward with turnover intention among academic staff in a private 

university. 

1.2 Background of the Study 

In current trend, turnover among employees are the main issue faced by any organization. 

Employees tend to leave an organization for many reasons. According to Feng and Angeline 

(20 I 0), turnover intention is described as the cognitive process of thinking, planning, and 

desiring to leave a job. Tariq & Riaz (2013) mentioned that the majority of organizations 

throughout the globe, not exempting advanced industrial organizations will invariably at one 

time or another experience high employee turnover intention. Besides, Dysvik and Kuvaas 

(20 I 0) also stated that the issues of employee turnover have been recognized as a major 

managerial concern in all organizations. It is imperative that the organization ascertain and 

evaluate the impact of employee turnover intention on the organization. Accordingly, Calisir 

( 2 0 1 1 )  stated that an organization which encounters high employee turnover may impact the 

excellence and capacity of its production outcome. Other than that, each organization is 

competing to provide better offers and working environment to keep their talented 
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