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Abstract

The intent to quit is a commonly studied phenomenon that influenced by various
factors. This research focuses on analysing whether resilient, job satisfaction, and
religiosity influence such intention to quit among employees at Pertama Crane &
Engineering Sdn Bhd. The primary data was gathered using survey questionnaires
distributed to targeted respondents. A total of 95 respondents have participated in this
research. The unit of analysis are individual technical employees that include those
mechanics, wiremen, crane operators, welders, low loaders and engineers which are
considered as vulnerable to employee turnover. The collected data were then be
analysed using SPSS version 24 in which Multiple Linear Regression was applied
accordingly to test possible significant relationships among those selected independent
variables and the dependent variable (intention to quit). Results of this research have
indicated that job satisfaction and religiosity do affect the intention to quit. Though
two hypotheses were significantly supported (job satisfaction and religiosity), variable
of resilience is not significant in influencing intention to quit. It is suggested that to
reduce intention to quit, managers need to actively monitor both extrinsic and intrinsic
sources of job satisfaction among their employees. Other than that, providing flexible
scheduling to accommodate employees’ religious practices at workplace and taking
religious holidays into account when planning work-related events is also essential.
These activities could assist in maintaining and increasing job satisfaction and
religiosity commitment towards the organisation. Discussion of main findings,
implications of research, limitations and recommendations for future research are also
highlighted at the end of this research project.
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Abstrak

Niat untuk berhenti adalah fenomena yang sering dikaji dan dipengaruhi oleh pelbagai
faktor. Projek penyelidikan ini memfokuskan pada menganalisis sama ada daya tahan,
kepuasan kerja, dan nilai keagamaan mempengaruhi niat berhenti kerja di kalangan
pekerja Pertama Crane & Engineering Sdn Bhd. Data utama kajian dikumpulkan
menggunakan soal selidik tinjauan yang telah diedarkan kepada responden sasaran.
Seramai 95 orang responden mengambil bahagian dalam kajian ini. Unit analisis
adalah individu pekerja teknikal yang terdiri dari kalangan para mekanik, pendawai
elektrik, pengendali kren, juru kimpal, pemandu lori dan jurutera yang merupakan
golongan terdedah terhadap pergantian pekerja. Data yang terkumpul, kemudiannya
dianalisa dengan menggunakan perisian SPSS versi 24 dan Regresi Linear Bergandar
diaplikasi sewajarnya, dalam melihat kemungkinan kesan hubungan antara pemboleh
ubah tidak bersandar dan pemboleh ubah bersandar (iaitu niat untuk berhenti). Hasil
analisis menunjukkan bahawa kepuasan kerja dan nilai keagamaan mempengaruhi niat
untuk berhenti, sementara daya tahan tidak mempengaruhi niat berhenti kerja di
kalangan para pekerja. Lantaran itu, usaha bagi mengurangkan niat untuk berhenti di
mana pengurus perlu secara aktif memantau sumber kepuasan kerja secara ekstrinsik
dan intrinsik untuk meningkatkan kepuasan kerja para pekerja. Selain itu, pihak
pengurusan juga perlu menyediakan penjadualan yang fleksibel untuk membolehkan
amalan keagamaan pekerja di tempat kerja dapat dilaksanakan dan mengambil kira
cuti keagamaan semasa merancang acara yang berkaitan dengan pekerjaan. Dengan
aktiviti sebegini, ia dapat membantu mengekalkan dan meningkatkan kepuasan kerja
dan memperkasa amalan berasaskan nilai keagamaan dalam organisasi. Perbincangan
mengenai hasil kajian, implikasi kajian, batasan dan cadangan untuk penyelidikan
masa depan juga diketengahkan pada akhir dalam penulisan projek penyelidikan ini.

Kata Kunci: Niat Untuk Berhenti, Daya Tahan, Kepuasan Kerja, Keagamaan
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CHAPTER ONE: INTRODUCTION

1.1 Introduction

This first chapter started with an introduction, followed by research background,
problem statement, research questions, research objectives and the significant of this
research itself. Other than that, it also highlighted the definitions of key terms and

finally presented the structures of the remaining chapters.

1.2 Research Background

The ADP Research Institute or ADPRI (2019), has showed rates of voluntary turnover

are increase in United States of America (USA).

r—————— e e

! Turnover by Industry

Information
I Education/Health
‘
2% Finance/Insurance
{

| Manufacturing

Figure 1.1. The ADP Research Institute (2019) State of the Workforce Report: Pay,

Promotions and Retention, P.22)
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Appendices

s UUM

=0 Universitl Laara Malaysia
g [

Dear respondents,

FACTORS THAT INFLUENCE INTENTION TO QUIT AMONG PERTAMA
CRANE & ENGINEERING SDN BHD EMPLOYEES.

Date: 20 April 2020

Dear respondent,

[ am a Master’s student in Human Resource Management (HRM) from Universiti
Utara Malaysia (UUM). The purpose of this research is to investigate The Relationship
between Resilience, Job satisfaction and Religiosity towards Intention to quit. Your

responses are important helping to complete my research study.
We highly appreciate if you could spend a few minutes of your precious time to fill up
the attached questionnaire. We hope that the information you provide will give us a

deeper insight pertaining to the topic of the study. We assure that your responses will

be kept STRICTLY CONFIDENTIAL. Thank you.

Yours Sincerely,

(Nurul Huda Binti Abdul Aziz)
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Questionnaire
SECTION A: DEMOGRAPHIC
Please tick (/) at the appropriate box in your answer;
1. Age
D 20-30 years old
[ 3140 yearsold

D 41-50 years old

D 51 years and above

2. Religion

D Muslim

D Non - Muslim

3. Education Level

] sem
[ skm
1 piploma
] Degree

4. Working Experience

D Less than 1 year
D 1-2 years
D 2-5 years

D 5 years and above

5. Monthly Income

D RM1100-1800
D RM2200-2800
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T 1 RM3200-3800

1 RM4000 and above

SECTION B: RESILIENCE

Instruction. Please answer all items based on the five-point scale to represent your
agreement or disagreement with each statement by circling each correct n umber

on each given scale

(I- Strongly Disagree, 2- Disagree, 3- Neutral 4- Agree, 5- Strongly Agree.)

NO. | SITUATIONS YOUR RESPONS

SECTION B: RESILIENCE 2 3 4
In a difficult spot, I turn at once to what can be done

6 | to put things right.
I Influence where I can, rather than worrying about

7 | what I can’t influence

g |1 don’t take criticism personally

9 [ generally manage to keep things in perspective

10 I am calm in a crisis

1 I am good at finding solutions to problems

12 |1 wouldn’t describe myself as an anxious person

13 | Tdon’t tend to avoid conflict
I try to control events rather than being a victim of

14 | circumstances

15 [ trust my intuition

16 I manage my stress level well

17 I feel confident and secure in my position
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SECTION C: JOB SATISFACTION

Instruction: Please answer all items based on the five-point scale to represent your
agreement or disagreement with each statement by circling each correct number on

each given scale

(1- Strongly Disagree, 2- Disagree, 3- Neutral 4- Agree, 5- Strongly Agree.)

NO | situaTions YOUR RESPONS
SECTION C: JOB SATISFACTION 1 2 3 4 5

18 I receive recognition for a job well done

19 |I feel close to the people at work

20 I feel good about working at this company

21 |1 feel secure about my job

2 I believe management is concerned about me

On the whole I believe work is good for my
23 | physical health

[ am happy with my wages

24
25 All my talents and skills are used at work
2% I get along with my supervisors

SECTION D: RELIGIOUSITY

Instruction: Please answer all items based on the five-point scale to represent your
agreement or disagreement with each statement by circling each correct number on

each given scale

(1- Strongly Disagree, 2- Disagree, 3- Neutral 4- Agree, 5- Strongly Agree.)

NO. | SITUATIONS YOUR RESPONS

SECTION D: RELIGIOUSITY 1 2 3 4 5

I try hard to carry my religion over into all my other
27 | dealing in life.

It is important for me to spend time in private thought

28 | and prayer

70



[ try hard to live all my life according to my religious
beliefs.

Religion offers me most in the comfort in times of
trouble and sorrow.

My religion is important because it answer many
questions about the meaning of life.

SECTION E: INTENTION TO QUIT

Instruction: Please answer all items based on the five-point scale to represent your
agreement or disagreement with each statement by circling each correct number on
each given scale

(1- Strongly Disagree, 2- Disagree, 3- Neutral 4- Agree, 5- Strongly Agree.)

SITUATIONS YOUR RESPONS

SECTION E: INTENTION TO QUIT 1 2 3 4

I often think about quitting

It is likely that T will actively look for a new job next
year.

Will probably look for a new job in the next year.

[ often think changing my job

You have reached the end of the survey. Thank you for your time.
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