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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 a f f e i  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 mernfokuskan pada rnenganalisis 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 sewajamya, 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 dava tahan tidak memoenearuhi niat berhenti keria di 

L " - . I  

kalangan para pekerja. Lantaran itu, usaha bagi mengurangkan niat untuk berhenti di 
mana pengurus perlu secara aktif memantau surnber keuuasan keria secara ekstrinsik - - 

dan intrinsik untuk meningkatkan kepuasan kerja 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). 

1 Turnover by Industry I 

Inform3tron 2.5% 

Edu:attor~/He~ltti 2.4% 

F~nancellnwmce m =22% 

Manufac turtnq 2.1% 

voluntary I lnwluntary 

Figure 1 .l. The ADP Research Institute (2019) State of the Workforce Report: Pay, 

Promotions and Retention, P.22) 



REFERENCES 

Alzayed, M.,Mohsen, A.M (2017). Factors Influencing Employees' Intention 

to Leave Current Employment in the Ministry of Information in Kuwait (9). 

Retrieved from 

htt~:Ilwww.research~ate.net/publication/29167865 Factor-Influencing Em 

plovee's 

Intention-to~Leave-Current~Employement~in~the-Ministry~of-Idomation 

- in-Kuwait. 

Afifah,S. Aryana,T., (2019).The Influence of Employee Voice and Employee 

Resilience to Turnover Intention through Emotional Exhaustion as Mediator 

on Industrial Garment Workers in Indonesia. International Jozlrnal of 

Scientific & Engineering Research.V(l). Retrieved from: 

httvs://~.iiser.orr/researchpa~er/The-Influence-of-Employee-Voice-and- 

Emplo~ee-Resilience-to-Turnover-Intention-throu~h-Emotional-Exhaustion- 

as-Mediator-on-Industrial-Garment-Workers-in-1ndonesia.pdf 

Research Methodology:Tools, Methods & Techniques.Ma1aysia Logistics and 

Supply Chain Association Petaling Jaya. 



iswakarma, G. (2016). Organizational Career Growth and Employees" Turnover 

Intentions: 

An empirical evidence from Nepalese Private Commercial 

Banks.Inteunationa1 Academic Journal of Organizational Behavior and 

Humrrn Resource Management Vol. 3, No. 2,2016, pp. 10-26. Retrieved 

from 

hb~s:l/pdfs.sen~anticscholar.org/aa8d/309ef40ba102c56a5b6143bf42faf5f46b 

s&xJ' 

Bowling.N, (2015). Robert Hoppock: Early Job Satisfaction and Vocational 

Guidance 

Pioneer. Retrieved from: 

https:llwuw.researchgate.net/publicatiod282295269~Robe~~Ho~~ock~Earl 

y Job-Satisfaction-and Vocational_GuidancePioneer 

Brearley,B. (2020). Why Being Resilience will kill you Retrievedjionz. 

Carolina Machado Dias Ramalho Luz, Silvio Luiz de Paula & Lucia Maria Barbosa 

de 

Oliveira. (201 8). Organizational commitment, job satisfaction and their 

possible influences on intent to turnover. 25 (I), 84-101. Retrieved from 

Ilttp~://\~\v~v.researchgate.net/publication/3237926 12-Orranizational-commit 

merit - job-satisfaction-and-their possible-influences-onjntent to turnover 



Chih, Y.Y., Kiazad, K., Zhou, L., Capezio, A., Li, M., and Restuhog, S. (2016). 

Investigating 

employee turnover in the construction industry: A psychological contract 

perspective. Journal of Construction Engineering and Management, 142(6), 

04016006-1-04016006-9. doi:10.1061/(ASCE)CO.l943-7862.0001101 

Chowdhury,A.A.M., MD,N.H, (2017). Factors affecting employee turnover and 

sound 

retention strategies in business organization: a conceptual view. Retrieved 

from: 

https://b~1sinessperspectives.orp/images/vdfiapvlications/publishingltemv1ates 

larticlelassetsi8 193iPPM 201 7-0 1Mamun.vdf 

Dai,Y.D.,Huan,T.C and Zhuang,W.L. (2019). Engage or quit? The moderating role 

of 

abusive supervision between resilience, intention to leave and work 

engagement. Retrieved from : 

httvs:Nwww.research~ate.netlvublication~330799349 Engage or quit The 

moderatine role of abusive-supervision between resilience intention to 1 

eave and work engagement 



Fathul, H.,& Fuad, A.2018 If you can survive, then you will stay: Resilience and 

Turnover 

Intention on Employees. Advances in Social Science, Education and 

Humanities Research.,304. Retrieved from: 

file://lC:lLJsersladrniniDownloads/559 14367%20(6).vdf 

Firth, L., Mellor, D, J., Moore, K, A., & Loquet, C. (2004). How Can Managers 

Reduce 

Employee Intention to Quit?. Journal of Managerial Psychology 19(2):170- 

187. Retrieved 

fromhttvs:/lwww.research~ate.net/publication/211385928 How-CanManag 

ers Reduce Em~loyee-Intention to Quit. 

Gamage.P.M., Buddhika.M.K, (2013), Job Satisfaction and Intention to Leave of IT 

Professionals in Sri Lanka.. Asia PaciJic Journal of Marketing & 

Management Review (2)9. Retrieved from: 

https:llpdfs.semanticscholar.org/4578/eb2443cb67a95ed55956502ce44638ca 

9d59.pdf 

Ghandil, P., Hejazi3, E ., Ghandi2, N. (2017). A Study on the Relationship between 

Resilience and Turnover Intention: With an Emphasis on the Mediating Roles 

of Job Satisfaction and Job Stress. Bulletin de la Socie'ti Royale des Sciences 

de Li2ge, Val. 86, 189 - 200. Retrieve from https:l/popups.uliege.be/0037- 

9565/inde~.php?id=6659&file=l 



Graminejad N, Ghorbani Moghaddam Z, Kazemi Majd R., & Hosseini M. (2018). 

Association Between Resilience and Intention to Leave Profession in Critical 

Care Nurses in Educational Hospitals of Birjand University of Medical 

Sciences in 2018: 

A Descriptive Study. Jozrrnnl ofRafsnnjan University of Medical Sciences, 

18( 1 1 ) .  Retrieved from 

httv:Nio~~mal.r~~ms.ac.ir/browse.ph~?a id=4432&sid=I&slc l a n ~ e n  

Hom,.P.W, Lee.,T Y& Shaw.J.D (2017). One Hundred Years of Employee Turnover 

Theory 

and Research Journal of Applied Psychology. Retrieved 

from:https:l/mww.research~~1te.net/v~1blicatiod3 129588 17 One Hundred Y 

ears-of-Emplovee-Turnover Theorv <mdPResearch 

Hudgins, T. A. (2016). Resilience, job satisfaction and anticipated turnover in 

nurse leaders. Journal of nursing management, 24(1), E62-E69. 

Hyondong Kim, Jisung Park, (2017) "The effects of longer commutes, unsolicited job 

offers, 

and working in the Seoul metropolitan area on the turnover intentions of 

Korean employees", International Journal of Manpower, Vol. 38 Issue: 4, 

retrieved fiom pp.594-613, https://doi.org/l0.1108/IJM-12-2015-0211 

Impact of the organizational design on the organizational behaviors of nurses among 

healthcare sectors Kawther Abdel Ghafar Ali, laleH nassaH, deyaS 1E aaffaW 

.rD, Sayed Hassan Hela12020. Retrieved from: 

60 



Jill.,C. (2018). Employee Turnover Intentions in the Construction Industry: A 

Qzmantitative 

Correlational Study. PhD Thesis. North Central University. Retrieved form : 

https://search.proquest.comiopenview/34b7d287~41ba0557dcd6fle99aOfl1/ 

l?pq-origsite=gscholar&cbl=1875O&diss=v 

Kasparkova,L., Vaculik,M. Pr0chazka.J and Schaufeli, (201 8).Why resilient workers 

perform 

better: The roles ofjob satisfaction and work engagement. Journal of 

Workplace Behaviotiral Health. (33). Retrieved from: 

ht~s:Nwww.wilmarschaufeli.nl/publications/Schaufeli/497.pdf 

Keng.T.C., NikNur Azirah.M.N., & Ching.Y. K. (2018). Turnover Intention and Job 

Satisfaction among. Quantity Surveyors. International Journal of 

Technology. Retrieved from: 

htt~s:llwww.researchgate.net/vublication/330008226 Turnover Intention-an 

d J o b - S a t i s f a ~ t i o n ~ a r n o n ~ n t i t v ~ y o r s  

Lusk,D., Premuzic,T.C (2017).The Dark Side of Resilience. Retrieved from: 



Malay Translation, Dr Mohd Puzhi Usop, (2010). 

Al-Hidayah House of Qur'an Sdn. Bhd 

Mohammad Alsager,.A and Mohsen,. Ali,.M. (2017).Factors Influencing Employees' 

Intention to Leave Current Employment in the Ministry of Information in 

Kuwait. Retrieved from : https:!!www.semanticscho~ar.ore/~a~er/Factors- 

Infl~1encine-Em~loyees%E2%80%99-Intention-to-Leave-Al~yed- 

Murshid/748115b2abfd39409f944b38a48da481189e5409?citationIntent=bac 

Mohammad Fakhrul,.I. Jahangir,.A. (2014). Factors influencing Intention to Quit or 

Stay in 

Jobs: An Empirical Study on selected sectors in Bangladesh. Retrieved from : 

htt~s:N~v.researchuate.net/publication~292963289 Factors-influencine In 

tention to Ouit or Stay in Jobs An Empirical Study on selected sectors 

in Bangladesh 

Mohd Ikhwan,. A,. Suchi,.H,.Ahmad,.A,.A (2019). Empirical Investigation into 

Malay Workers' Intentions to Leave their Job. International Journal of 

Innovation. Creativig and Change. (7). Retrieved 

from:httvs:Nwww.iiicc.net~imaeeslvol7isslO/71006 Aziz 2019 E_R.pdf 



Masum et a1.(2016), Job Satisfaction and intention to quit: an empirical analysis of 

nurses in Turkey, 

Peerj. Retrieved from 

https://www.researchgate.net/publication/3Ol673166 Job satisfaction and intention to quit An 

emairical analysis of nurses in Turkey 

NorshidahM, Nor Shahriza.A.K, & Ramlah, H. (2010). Linking Islamic Work Ethic 

to 

Computer Use Ethics, Job Satisfaction and Organisational Commitment in 

Malaysia. Journal ofBtlsiness Systems, Governance and Ethics (5)l. 

Retrieved from tile:I//C:iLisersladmidDownloads/175-Article%20Text-455-1-10- 

20 14071 6.adf 

Nurul Ezaili.A.,Nurrul Hazieqah.R,Shafinar.I and Wei-Loon.K, (201 8). Factors 

influencing 

Turnover Intention in a Malaysia Manufacturing Company. International 

Conference on Economics, Business and Economic Education. Retrieved 

from: 

https:/lwcv~v.researchgate.net/publicatiod328495940 - Factors Influencing - T 

urnover Intention in a Malaysian Manufacturing Company 

Olowookere,E., Adekeye.O., Adejumo.G.O., & Ag0ha.B.C. (2016). Influence of 

Religiosity 

on Turnover Intention: Empirical Evidence fiom Selected Employees in 

Lagos and Ogun States. Department of Psychology, College of Leadership 



Development Studies, Covenant University, Ota, Nigeria, Retrieved from 

file:N/C:lUsers/admidDownioads/N02.~df. 

Priyanka & S.K. Dubey (n.d). Employees' Turnover Intention in Indian Retail 

Industry- An 

Exploratory Study 3(4j retrieve fvom 

https://www. bimtech.ac. in/Uploads/image/336imgeij~Employees- 

Tzrrnover.pdf 

Rahaib. Z, Mohsin,A. Mohammad,.M.B., & Haroon. H. (n.d.) Religiosity, as 

Determinant of 

Turnover. Intention: an Exploratory Study. The Jo~rrnal of Commerce (4)4. 

Retrieved from : htto:/lioc.hcc.edu.pWarticlevdf/ioc201309~1~8.vdf 

Shenglan Huang, Zhi Chen, Hefu Liu, Liying Zhou, (2017) "Job satisfaction and 

turnover 

intention in China: The moderating effects of job alternatives and policy 

support", Chinese Management Studies, Vol. 11 Issue: 4, pp.689-706, retrieve 

from https://doi.org/l0.1108/CMS-12-2016-0263 

Steenackers, k. & Guerry, MA. (2016). Determinants of job-hopping: an empirical 

study in 

Belgium. International Journal of Manpower 37(3):494-510. 

Retrieved from 



Suhaidah,.H,.Xian,.S,.H (n.d). Factors Affecting Employees' Turnover Intention in 

Construction Companies in Klang Selangor. Retrieved from 

:https://kne~ublishinr.com/index,ph~/KnE-S0cial/artic1e/view/5047/10142 

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

Promotions 

and Retention. Retrieved from: https:l/www.adp.comireso~~ces/articles-and- 

insirhts/adp-research-institute/research-topics/- 

/media/62FB03253C3B4B80A2EE73EB8EC29B82.ashx 

Ugural., M. N. , Giritli., H. & Urbanski., M. (2020). Determinants of the Turnover Intention 

of Construction Professionals: A Mediation Analysis. Sustainability, 12, 954. Retrieved 

~om:file:///C:/Users/adn~idDownloadds~1stainabilit-l2-00954-v2%20( 1 ).pdf 

U.S. Bureau of Labor Statistics. (2017b). Construction: NAICS 23. Retrieved from 

https:/lwww.bls.gov/iag/tgs/iag23.htm#workforce 

Verna.P.A, (2010). The Relationship between Intention to Quit, Psychological 

Capital and 



Job Satisfaction in the tourism Industry in the Western Cape. Degree Thesis. 

University of the Western cape, EMS Faculty. Retrieved from: 

https://core.ac. uk/reader/589 13756 

Weng,Q.X.,McElroy,J.C.,Morrow,P.C.,&Liu,R.(2012). Organization career growth, 

affective 

occupational commitment and tunover intentions. Journal of vocational 

behaviour 77(2),391-400. 



Appendices 

UUM 
unlunrslll UIP?.I MattlyCla 

Dear respondents, 

FACTORS THAT INFLUENCE INTENTION TO QUIT AMONG PERTAMA 

CRANE & ENGINEERING SDN BHD EMPLOYEES. 

Date: 20 April 2020 

Dear respondent, 

I 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. .. . . . . . . . . . . . . . . . 
(Nufill Huda Binti Abdul Aziz) 



Questionnaire 
SECTION A: DEMOGRAPHIC 
Please tick (I) at the appropriate box in your answer; 

1. Age 

20-30 years old 

31-40 years old 

C] 41-50 years old 

51 years and above 

2. Religion 

Muslim 
Non - Muslim 

3. Education Level 

C] SPM 

SKM 

Diploma 

C] Degree 

4. Working Experience 

Less than 1 year 

1-2 years 

C] 2-5 years 

C] 5 years and above 

5. Monthly Income 



C[ RM3200-3800 

a RM4000 and above 

SECTION B: RESILIENCE 

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

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



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 

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

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 

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

NO. 

27 

28 

SITUATIONS 

SECTION D: RELIGIOUSITY 

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

It is important for me to spend time in private thought 
and prayer 

YOUR RESPONS 

5 1 2 3  4 



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

SITUATIONS YOUR RESPONS 

It is likely that I will actively look for a new job next 

year, 

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

I often think changing my job 

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