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ABSTRACT
High number of turnover rate among employees signals a major weakness towards organizations achievement.
This is due to the fact that employees are the key player to determine organizational performance and survival.
This study attempts to determine the turnover intention among employees. Employees of Woongjin Coway (M)
Sdn Bhd were chosen as subject of interests. Data was collected through questionnaire to 106 employees from
four different branches located in the Klang Valley namely Ampang, Cheras, Petaling Jaya and Klang.
Stratified random sampling was utilized to reach the minimum number of samples required in this study. SPSS
was employed as a tool to aid in analysis of findings. The findings from the study revealed that only two factors
namely available job alternatives; and work-life balance have significant impact on employee turnover
intention.
Keywords: Turnover Intention, Employee Turnover

INTRODUCTION
In the competitive business climate, employees are becoming important assets in the
organization. Employees’ commitment determines organizational performance and survival.
Employees are expected to fulfil organizations needs and objectives (Arokiasamy et al.,
2010) thus; many organizations are putting high expectations beyond the employees’
capabilities. From an organization point of view, retaining the best employees are equally
important with keeping pace with technological advances (Kuean et al., 2010; & Dawley et
al., 2010). According to Kuean et al., it is an open secret that employers are competing with
each other in the labour market to get an efficient, creative and innovative employees in order
to sustain their competitive advantage.
However, despite the measures taken by the organizations to retain their talents,
turnover is a persistent issue in if not all, perhaps in most organizations. Trevor and Nyberg
(2008) concur that high level of employee turnover may impede the quality, consistency and
stability of services that organizations provide to customers which eventually lead to
customers dissatisfaction. Igharia and Greenhause (1992) demonstrate that an excessive
turnover can be fatal to organization due to the shortage of expertise in the job market besides
confronted with the high cost of training new employees.
The issues of staff retention and job motivation have continued to plague
organizations particularly in reference to Malaysia. As reported by Annual Surveys by
Malaysian Employers Federation (MEF) in 2004 and 2005, there were high labour turnover
rate, approximately around 16% and 17% respectively. Malaysian Association of Hotel in its
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report in 2000 tabled that hotel industry suffered high employee turnover, in average around
66% annually within a period of 1998-1999. Another surprising findings reported by Lim
(2001) was that Malaysian employees are only willing to stay with their current organisations
not more than three years, indicating that Malaysian employees were an active job hopper.
Employee turnover is potentially costly and may have negative implications whether
it is voluntarily, such as resignations or involuntarily, such as termination initiated by the
employer. The possible negative impact of turnover to organizations might be due to high
cost of recruiting, training and getting new employees, productivity loss during replacement
search and retaining, loss of high performers or high-skilled workers, and disruption of social
and communication structures (Mobley, 1982). Abbasi et al., (2008) added that the effect of
turnover towards the organization is not only in terms of cost of termination, recruitment,
selection, and advertising, but it also reflects the ability of the remaining employees to
complete their mounting duties or accumulated works in the organization. Hence, Samad
(2006) expounds that the personal costs of turnover may impede to employees not only in the
form of loss of friendship and benefits but perhaps a disruption of the family.
Many organizations are focusing on the monetary aspects that could drive turnover
intention. However, past researches have indicated that turnover intention is due to
combination of several factors. These numerous factors are termed or known as push and pull
factors or internal and external factors. Turnover intention occur when employees are feeling
stressful or dissatisfaction with the organization. Regardless of internal or external factors
that drive turnover intention, organization should have the best remedy to reduce the number
of people leaving. Furthermore, past researches have shown inconsistencies with respect to
the determinants of turnover intention.
Hence, in order to ascertain the determinants of turnover intention, this study has
conducted an extensive meta-analysis via review of articles. Selected determinants are then
tested against turnover intention in order to determine their relationship and effect. For that
purpose, this paper is arranged in the following manner. Section 1 discusses the introduction
of this paper followed by discussions on determinants of turnover intention. Section 3
discusses the proposed research model of the study. Next section elaborated on the
methodology employed to carry out the research. Section 4 deliberates on the findings and
discussion followed by the recommendations for future studies and conclusion section.

DETERMINANTS OF TURNOVER INTENTION
Turnover is an actual employee’s behaviour of leaving the organization. Meanwhile,
Price defined turnover as the individual movement across the membership boundary of an
organization (Price, 2001: p. 600). According to Johnsrud and Rosser (2002), practically, the
study of actual turnover behaviour is difficult due to employees left are hardly traceable and
usually the response rate to the survey is quite low. Turnover intention was found highly
correlated with actual turnover behaviour in 13 empirical studies out of 14 studies (Bluedorn,
1982). Consistent with this view, Fang (2001) argued that turnover intention is important in
the turnover literature and can safely be used as a substitute for turnover behaviour. In this
regard, it was found in many studies that, turnover intention has been viewed as the best
predictor of actual turnover (Herrbach et al., 2004; Allen et al., 2003; Griffeth et al., 2000;
Tett and Meyer, 1993). According to Cotton and Tuttle (1986), turnover is referred as an
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individual’s estimated probability that they will stay with an employing organization.
Turnover intention as mentioned by Tett and Meyer (1993) is a conscious wilfulness to seek
for other alternatives in other organization. Schyns and Gossling (2007) indicated that
turnover intention is an employee’s intention to voluntarily change jobs or organizations.
Intent to turnover constitutes the final cognitive step in the decision making process which
considers quitting and searching for alternative employment (Tett and Meyer, 1993).
Review of literature indicates that there are several factors that determine turnover
intention among employees as summarized in Table 1 below.
Table 1:
Meta-Analysis of Determinants of Turnover Intention
Author and Year

Determinants of Turnover Intention

Kuotsai (1998)























Ucho et al., (2012)
Macintosh and Doherty (2010)
Shankar et al., (1993)
Ali Shah et al., (2010)

Albrecht and Andreetta (2011)

Ramley Alan et al., (2009)

Jahangir (2006)

Park and Kim (2009)

Gender (female)
Job satisfaction
Job security
Job Satisfaction
Organizational Culture
Organizational Commitment
Push Factors (Controlled)
Pull Factors (Uncontrolled)
Personal Factors
Empowering Leadership
Empowerment
Engagement
Affective Commitment
Organizational Justice
Procedural Justice
Distributive Justice
Procedural Justice
Job Satisfaction
Organizational Commitment
Job Satisfaction
Organizational Culture

Nonetheless, further readings on determinants of turnover intention have revealed
various factors as discussed below. Foster et al., (2011) argued that dissatisfied and frustrated
employees in an organization are likely to exhibit higher career plateau tendencies and
intention to leave than satisfied employees. Thus, Foster et al., added that the employees are
not likely to be committed and loyal to their organization. Hellman (1997) shared the same
view that the increasing of dissatisfaction in employees results in a higher chance of
considering other employment opportunities. This is in line with a study outcome conducted
by Thatcher et al., (2003) that there was a positive correlation between perceived alternative
job opportunities and turnover intention.

In this regards, if organizations fail to provide substantial growth opportunities, the
employees actively searching for an alternative job and their search is based upon the
perceived opportunities in external market (Mano-Negrin and Tzafrir, 2004). In addition, Jo
(2008) added that if an employee decides to move to another job to get more money,
monetary incentives such as pay raises and bonuses will be the most common and costly way
to prevent turnover. However, if an employee’s decision to leave a job is influenced not by
money; non-monetary incentives such as work-life balance and recognition awards could be
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used to induce employee retention. In many cases, offering non-monetary rewards can help
maintain a motivated workforce while at the same time keeping down labour costs.
Hom et al., (2008) suggested that dissatisfaction leads to thoughts of quitting. These
thoughts cause employees to weight the costs and benefits of job seeking and quitting. If they
find the possible alternatives, job-seeking employees compare them with their present
employment and either decide to stay or leave. According to Knight and Leimer (2010),
available job alternatives can lead to both a committed and an exploratory intent search and
then quit. Exploratory searching includes activities such as reading job advertisements,
reading about job search practices, and preparing and sending a resume, or activities that
might be considered exploring options while committed searching includes activities that
suggest a commitment to leave such as contacting former employers, colleagues, recruiters or
prospective employers.
Job stress experienced by employees is also one of the important factor affect how
they committed to the organization. Moore (2000) and Ahuja et al. (2007) stated that work
overload has a strong influence on work exhaustion and Wofford et al., (1999) added that
sooner it causes a number of diseases. According to Thaden (2007), the situations that cause
work overload are when there is insufficient staffing, additional work handed by down
management, or when the increases of work load due to heavy duties. In this regards,
employees are easily became more stressed and decide to quit, especially during the critical
incidents.
Rupp and Cropanzano (2002:92) stated that what makes employee leave the
organization is when they perceive that they receive low level of organizational support. If
organizations fail to provide substantial growth opportunities, the employees will actively
start searching for an alternative job and their search is based on the perceived opportunities
in external market (Mano-Negrin and Tzafrir, 2004). Similarly, according to Arokiasamy et
al., (2010), employees will find better job offers and intention to leave the organization when
they facing job unsatisfactory, lower perks and rewards, poor organizational support and
others. For example in the management information industry (MIS), excessive turnover in
this area can be dysfunctional to the organizations due to the shortage of experienced MIS
employees and another factor of high cost of training new employees (Igharia and Greenhaus,
1992).

THE RESEARCH MODEL
Based on the meta-analysis of determinants of turnover intention (see Table 1) that
was carried out, this research focuses on several determinants of turnover intention as
depicted in Figure 1 below. The determinants of turnover intention of this study are namely
perceived organizational support, job stress, work-life balance, and available job alternatives
or opportunity.

Perceived Organizational Support
The development of employees perceived organizational support has received
considerable attention in the industrial or organizational psychology literature (Eisenberger et
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al., 2002; Rhoades and Eisenberger, 2002; Shore and Shore, 1995). According to Allen et al.,
2003, although there is some evidence that perceived organizational support is negatively
related to turnover intention, however there several studies examined the relationship
between perceived organizational support and turnover intention, and more research is
needed to empirically demonstrate the nature of the relationship between them.

Job Stress
The emerging evidence as stated by Leontaridi and Ward (2002) stated that stress is
serious and noxious characteristic of the working environment impairing employee
performance through turnover and absenteeism. Abushaikha and Sheil (2006) found that
stress has both positive and negative aspects which may lead to either achievement or
towards harmful effects. Stress, in the literature is defined as a nonspecific response of the
body to a stimulus or event (Kavanagh, 2005). Furthermore, stress is naturally present in the
organizations and it is produced due to different workplace stressors (Zhang and Lee, 2010).
As mentioned by Applebaum et al., 2010, environmental stressors in the work environment
influence the job satisfaction of employees which in turn leads to the intention to leave the
job.

Work-Life Balance
Most of employees at both managers and non-managers level positions are
experiencing work-life imbalance problems. It existed in the form of work overload, schedule
dissatisfaction and job pressures whereby the interference in such form develops by their dual
career responsibilities. These situations could lead to work-family conflicts (Ghayyur and
Jamal, 2012). Mitchell et al., (2001) mentioned that commitments to family pressures,
community issues and other non-work related factors can influence the employees’ likelihood
of staying with an organization. McNall et al., (2010) in their study examined the relation
between work-family enrichment and two important work outcomes relevant to retention
namely job satisfaction and turnover intentions. Based on the outcome of the study, McNall
et al., proposed that the flexibility is one major driver of the enrichment process that needs to
be focused on. Warren and Johnson (1995) and VanRijswick et al., (2004) stated that
research indicates the introduction of work-life balance triggered the conflict of employees
who experience between work and personal life.

Available Job Alternatives or Opportunity
According to Robbins and Judge (2007), turnover is a behaviour directed toward
leaving the organization, such as looking for a new position as well as resigning. Martin
(2011) highlighted that intention to quit is the psychological process that an individual goes
through when they are considering alternative employment options due to some measure of
dissatisfaction with their current employment situation. In this regard, it is important to
satisfy employees’ needs and demands towards the organizational support. Conversely,
according to Johnsrud and Rosser (1999) and Rosin and Korabik (1995), promises of greater
pay and bonus are not the only incentives to prevent employee to leave and switch the job. It
was reported that employees were more satisfied and committed if there is a career
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development opportunities offered by organizations. As such, in many cases, employees will
stay or will have no intention to leave if they perceive future advancement opportunities in
the organization (West, 2000; Herman, 1999). Negrin and Tzafrir (2004) recommend that
organization has to provide substantial growth opportunities in order to attract their
employees from actively searching for an alternative job in external market.
Based on the determinants of turnover intention as discussed above, the proposed
model of the study to be tested is shown in Figure 1 below. It is hypothesised that perceived
organizational support, job stress, work-life balance and available job alternatives or
opportunity have significant impacts on turnover intention.

Figure 1:
Proposed Research Model

RESEARCH METHODOLOGY
This study employed a quantitative study via structured questionnaire using 10 point
Likerts Scale ranging from (1) totally disagree to (10) totally agree as a primary data
collection. Zainudin (2012) recommended that for interval measurement, the ideal
measurement should be in the form of interval data from 1 to 10. This makes the
measurement more accurate and independent and thus, meet the requirements for parametric
analysis. Furthermore, Dawes (2008) stated that the fact that many people are familiar with
the notion of rating ‘out of ten’, places 10-points of Likert Scale to be more accurate. It thus,
helps to reduce the disadvantages of mid-point responses by the respondents which affect the
reliability of the study (Tsang, 2012). Therefore, this study employs 10-point Likert Scale to
gauge the respondents’ feedback.
Based on the statistics of active employees obtained from the HR Department of
Woongjin Coway (M) Sdn Bhd, the total number of Service Technician (ST) and Coway
Lady (Cody) in four different branches located in Klang Valley namely Ampang, Cheras,
Petaling Jaya and Klang Questionnaires was 393. To reach the minimum sample of
respondents, questionnaires were distributed using stratified ramdom sampling to 160
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employees. However, only 106 questionnaires were returned. Table 2 depicts the
demographic profile of the respondents.
Table 2:
Profile of Respondents
Variable

Description

N

%

Gender

Male
Female
Coway Lady (Cody)
Service Technician (ST)

53
53
53
53

50
50
50
50

Position

The independent variables (IV) of the study are perceived organizational support, job stress,
work-life balance, and available job alternatives or opportunity whereas the dependent
variable (DV) identified in this study is turnover intention. Items to measure IVs and DV
were adapted from several past researches as depicted in Table 3 below.
Table 3:
Items of Measurement
Variable

Sources

Turnover Intention

Foster et al., (2011), Knudsen et al., (2008)

Work-Life Balance

Huang et al., (2007),
White (1999) and Saltzstein et al., (2001)
Marks and MacDermid (1996)
Institute of Stress Management Association (ISMA), UK (2012)
Institute of Stress Management Association (ISMA), UK (2012)
Eisenberger et al., (1990, 1986)
Schyns and Croon (2006)

Job Stress
Perceived Organizational Support
Available Job Alternatives or
Opportunity

Data was analysed using SPSS. All items were tested for its reliability and validity as
shown in Table 4 and Table 5 respectively. The reliability test is important to ensure the
instrument of the study used to measure the concept are stable and consistent (Sekaran and
Bougie, 2013). Cronbach’s Alpha was used as it has the ability to produce the same results
under the same conditions (Field, 2011). The construct extracted from this analysis was at
excellent level of reliability, as α was greater than 0.70 and this value exceeded the minimum
cut-off point suggested by Nunnally & Bernstein (1994). Based on Table 4, variables with the
Cronbach’s Alpha value of 0.70 and above were retained. All the variables were reliable
between the range of 0.740 – 0.913 respectively.
Table 4:
Results of Reliability Analysis
Variable
Independent Variables
Perceived Organizational Support
Job Stress
Work-Life Balance
Available Job Alternatives/Opportunity
Dependent Variable
Turnover Intention

No of Item

α alpha value

9
7
6
4

0.874
0.740
0.824
0.913

6

0.864

Meanwhile, the validity analysis was conducted to determine if the data met the
Kaiser Meyer-Olkin (KMO) index of sampling adequacy, Bartlett’s test for sphericity and
ISSN 1675-1302
© 2015 Faculty of Administrative Science and Policy Studies, Universiti Teknologi MARA (UiTM), Malaysia

7

Journal of Administrative Science
Vol.12, Issue 2, 2015
Available online at http:jas.uitm.edu.my

significance value. Factor Analysis was carried out for all the construct variables. Overall
results showed that KMO values were high for both IVs and DV. Table 5 reflects that KMO,
Bartlett test and significance value for determinants and turnover intention were found
satisfactorily.
Table 5:
Results of Validity Analysis
Independent Variable

Value

Dependent Variable

Value

KMO index of Sampling Adequacy

.828

KMO Index of Sampling Adequacy

.850

Approx. Chi-Square

471.346

Approx. Chi-Square

384.130

Bartlett’s Test of Sphericity (df)
Sig

36
.000

Bartlett’s Test of Sphericity (df)
Sig

21
.000

The KMO value for IVs was 0.828, which is above the cut-off point (0.70) suggested
by Field (2011). The initial analysis found that the Bartlett’s test for sphericity was
sufficiently large (x2 (36) = 471.346, p< .001). Meanwhile, KMO index for DV was 0.850,
and Bartlett’s test was sufficiently large (x2 (21) = 384.130, p< .001) indicating that the
correlation matrices for both IV and DV items were not identical matrices (Field, 2011; Hair
et al., 2010).

RESEARCH FINDINGS AND DISCUSSION
Table 6 below depicts the correlation analysis between determinants and turnover
intention.
Table 6:
Results of Correlation Analysis
Variable

1

Turnover Intention
1
Work-life Balance
-.554**
Job Stress
.440**
Perceived Organizational Support
-.460**
Available Job
.789**
Alternatives/Opportunities
**. Correlation is significant at the 0.01 level (2-tailed).

2

3

4

5

1
-.609**
.604**
-.563**

1
-.481**
.518**

1
-.614**

1

Table 6 indicates that Work-Life Balance, Perceived Organizational Support, Job
Stress and Available Job Alternatives or Opportunity showed significant correlations with
Turnover Intention. The strongest significant positive relationship between variables is the
Available Job Alternatives or Opportunity (r = 0.789, p-value = .000), followed by Job Stress
(r = 0.440, p-value = .000). This indicates that if there is higher availability of job alternatives
as an opportunity for the employees to expand their career, it will increase the turnover
intention among employees. On the other hand, with respect to job stress, this showed that if
there is higher Job Stress among employees, it will increase turnover intention in Woongjin
Coway (M) Sdn Bhd.
Meanwhile, Work-Life Balance (r = -0.554, p-value = .000) and Perceived
Organizational Support (r = -0.460, p-value = .000) showed negative relationships with
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employee turnover. This implies that if the organization does not practice balance between
work and personal life, it will increase employees’ intention to leave and that will have a
negative impact organization. In addition, if there is no organizational support provided to
employees, there is a tendency that turnover intention will be affected.
With respect to the significant determinants of turnover intention, Table 7 below
summarized the results of the regression analysis.
Table 7:
Results of Regression Analysis
Variable
Work-Life Balance
Job Stress
Perceived Organizational Support
Available Job Alternatives
Or Opportunity
R2
Adjusted R2
Sig
Durbin Watson

Standardized Coefficient
Beta
-.219
-.025
.122

t

Sig.

-2.585
-.325
.1496

.011
.746
.138

.754

9.384

.000

.649
.635
.000
1.892

According to Petrocelli (2003), R2 is associated with a model’s degree of
predictability of a criterion variable. Table 7 displays which turnover intention determinants
are the most significance and contribute more to the model of study. The value of coefficient
explains on the relative importance of IV (determinants) towards DV (turnover intention). It
was found that the level of influence of the independent variables on the dependent variable
is moderately high (R2 =.649). The model of the study indicated that 64.9% of turnover
intention was determined by several factors namely work-life balance, job stress, perceived
organizational support, and available job alternatives or opportunities.
Available Job Alternatives or Opportunity (β = .754, p = 0.000<0.05) was found to
have the highest impact on turnover intention. The second highest impact on turnover
intention was Work-Life Balance (β = -.219, p = 0.011<0.05). Meanwhile, Job Stress (β = .025, p = 0.746 > 0.005) and Perceived Organizational Support (β = .122, p = .138 > 0.005)
were found insignificant towards Turnover Intention.
Based on the above findings, available job alternatives or opportunities and work-life
balance have significant impacts towards turnover intention. The findings concur with past
studies by Miller et al., (1979), Mowday et al., (1980) and Arnold and Feldman (1982) in
their study found that intention to search for alternative employment is an important
component of the turnover decision and also has been found to be a significant predictor of
the turnover intention. A research conducted by Thatcher et al., (2003) on turnover of
information technology workers found a strong positive correlation between perceived
alternative job opportunities and turnover intention. Mobley et al., (1979) that employees are
exposed with a variety available job alternatives and opportunities provided in the labour
market.
Furthermore, on work-life balance effect on turnover intention, the finding is
supported by Casper and Buffardi (2004) that stated work-life balance initiatives through
increasing their ability to attract employees might improve organization’s competitiveness.
These efforts might induce employees to exercise discretionary efforts in performing their
ISSN 1675-1302
© 2015 Faculty of Administrative Science and Policy Studies, Universiti Teknologi MARA (UiTM), Malaysia

9

Journal of Administrative Science
Vol.12, Issue 2, 2015
Available online at http:jas.uitm.edu.my

work (Konrad and Mangel, 2001) and help employees to be more productive as suggested by
Eaton (2003). Moreover, by improving an organisation’s Work-Life Balance not only leads to
greater productivity but greater company loyalty among employees and low level intention to
leave the organisation (Moore, 2007).

CONCLUSION AND RECOMMENDATIONS FOR FUTURE RESEARCH
This study concludes that Available Job Alternatives or Opportunity and Work-Life
Balance are the most influential predictors of turnover intention in Woongjin Coway (M) Sdn
Bhd. In this regard, the organization has to be more proactive in dealing with employees’
right at workplace to avoid the feeling of intention to leave and find other jobs. Thus,
employees are easily to switch jobs when their needs are not being fulfilled. This is due to the
fact that there are lot of alternative jobs and opportunities with a variety of posts being
offered by government and private sectors.
The findings also imply that serious efforts must be taken to formulate an appropriate
work-life balance policy in the organization to ensure the existence of employee well-being
particularly among women workers. Feasible efforts must be taken into consideration such as
introducing flexible working hours and no working day on Sunday and Public Holiday. These
initiatives might reduce job stress among workers especially for those who have a family and
help to balance between work and life.
Therefore, the researchers believe that further research should be carried out
considering all the limitations confronted by the researcher in order to avoid any inaccuracies
data and thus the result will be improved and more accurate. To further improve the future
study on the determinants of turnover intention, the scope of the research can be widened. It
is noted that the study was only limited to the perceived organizational support, job stress,
work-life balance and available job alternatives or opportunities as turnover intention
predictors. It is suggested that future research should consider investigating other possible
variables or predictors. The new findings may also be able to provide better results in
determining turnover intention in order to get a higher percentage of effect size of the
research model.
It is also suggested that more studies should be carried out on the implementation of
Work-Life Balance in private sector as well as the salary commensurate. These studies are
important to ensure and protect the well-being of Cody and ST as well as to permit them to
work in a conducive environment at their workplace in Woongjin Coway Sdn Bhd.
Meanwhile, the sample size can also be collected randomly from all branches of Woongjin
Coway (M) Sdn Bhd in Malaysia. The researcher believes that the extensive study with a
larger and more representative sample is important to give more generalized picture of the
prevalence of intention to quit from their organization. Since the present study has
concentrated on one organization only, it is recommended that future research to be extended
to other giant private company in Malaysia.

ISSN 1675-1302
© 2015 Faculty of Administrative Science and Policy Studies, Universiti Teknologi MARA (UiTM), Malaysia

10

Journal of Administrative Science
Vol.12, Issue 2, 2015
Available online at http:jas.uitm.edu.my

REFERENCES
Abbasi, S.M., Hollman, K.W. and Hayes, R.D. (2008). Bad Bosses and How Not to Be One.
Information Management Journal, 42(1), 52-56.
Abushaikha, L. and Sheil, E.P., (2006). Labor Stress and Nursing Support: How do they
Relate? Journal of International Women's Studies, 7(4), 198-208.
Ahuja, M.K., Chudoba, K.M., Kachmar, C.J., McKnight, D.H. and George, J.F. (2007). IT
Road Warriors: Balancing Work family Conflict, Job Autonomy, and Work Overload
to Mitigate Turnover Intentions. MIS Quarterly, Vol. 31 No. 1, pp.1-17.
Albrecht, L.S. and Andreetta, M. (2011). The Influence of Empowering Leadership,
Empowerment and Engagement on Affective Commitment and Turnover Intentions in
Community Health Service Workers. Leadership in Health Services, Vol.24, No.3,
pp.228-237.
Ali Shah, I., Fakhr, Z., Ahmad, M.S. and Zaman, K. (2010). Measuring Push, Pull and
Personal Factors Affecting Turnover Intention: A Case of University Teachers in
Pakistan. Review Economic and Business Studies, Vol. 3, Issue 1, pp. 167-192.
Allen, D.G., Shore, L.M. and Griffeth, R.W. (2003). The Role of Perceived Organizational
Support and Supportive Human Resource Practices in Turnover Process. Journal of
Management, 29, 99-118.
Applebaum, D., Fowler, S., Fiedler, N., Osinubi, O. and Robson, M. (2010). The Impact of
Environmental Factors on Nursing Stress, Job Satisfaction, and Turnover Intention.
Journal of Nursing Administration, 40(7/8), 323-328.
Arnold, Hugh J. and Daniel C. Fieldman. (1982). A Multivariate Analysis of the
Determinations of Job Turnover. Journal of Applied Psychology, Vol. 67, No, pp.350360.
Arokiasamy, L., Marimuthu, M. and Moorthy, M.K. (2010). A Study on the Perceived
Organizational Support in the Financial Industry in Malaysia. A Literature Review.
Interdisciplinary Journal of Contemporary Research in Business, Vol. 2, No. 7.
Bluedorn, A.C. (1982). A Unified Model of Turnover from Organizations. Human Relations,
35, 135-153.
Casper, W.J. and Buffardi, L.C. (2004). "Work-life Benefits and Job Pursuit Intentions: The
Role of Anticipated Organizational Support". Journal of Vocational Behavior, 65,
391-410.
Cotton, J. and Tuttle, J. (1986). Employee turnover: A Meta-Analysis and Review with
Implication for Research. Academy of Management Review.
Dawley, D., Houghton, J.D. and Bucklew N.S. (2010). Perceived Organizational Support and
Turnover Intention: The Mediating Effects of Personal Sacrifice and Job Fit. The
Journal of Social Psychology, 150(3), 238-257.
Eaton, S.C. (2003). "If You Can Use Them: Flexibility Policies, Organizational Commitment,
and Perceived Performance". Industrial Relations, 42, 145-167.
Eisenberger, R., Fasolo, P. and Davis-LaMastro, V. (1990). Perceived Organizational Support
and Employee Diligence, Commitment, and Innovation. Journal of Applied
Psychology, 75, 51-59.
Eisenberger, R., Huntington, R., Hutchison, S. and Sowa, D. (1986). Perceived
Organizational Support. Journal of Applied Psychology, 71, No. 3, 500-507.
Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. and Rhoades, L. (2002).
Perceived Supervisor Support: Contributions to Perceived Organizational Support and
Employee Retention. Journal of Applied Psychology, 87, 565-573.
Field, A. (2011), Discovering Statistics Using SPSS, 3rd. Ed., Sage Publications, London,
ISSN 1675-1302
© 2015 Faculty of Administrative Science and Policy Studies, Universiti Teknologi MARA (UiTM), Malaysia

11

Journal of Administrative Science
Vol.12, Issue 2, 2015
Available online at http:jas.uitm.edu.my

UK.
Foster, B.P., Lonial, S. and Shastri, T. (2011). Mentoring Career Plateau Tendencies,
Turnover Intentions amd Implications for Narrowing Pay and Position Gaps Due to
Gender - Structural Equation Model. Journal of Applied Business Research, Vol. 27,
No. 6.
Ghayyur and Jamal. (2012). Work-Family Conflicts: A Case of Employees's Turnover
Intention. International Journal of Social Science and Humanity, Vol. 2, No. 3.
Griffeth, R.W., Horm, P.W. and Gaertner, S. (2000). Meta-Analysis of Antecedents and
Correlates of Employee Turnover: Update, Moderator Tests, and Research
Implications for the Next Millennnium. Journal of Management, 26, 463-488.
Hair, J., Black, B., Babin, B., Anderson, R. and Tatham, R. (2010), Multivariate Data
Analysis, 7th Ed., Prentice Hall, Upper Saddle River, NJ.
Hellman, C.M. (1997). Job Satisfaction and Intent to Leave. Journal of Social Psychology,
Vol.137, No. 6, pp. 677-89.
Herman, R.E. (1999). Keeping Good People: Strategies for Solving the #1 Problem Facing
Businesses Today. Winchester, VA: Oakhill Press.
Herrbach, O., Mignonac. K. and Gatignon, A-L. (2004). Exploring the Role of Perceived
External Prestige in Managers‟ Turnover Intentions. International Journal of Human
Resource Management, 15, 1390-1407.
Hom, P. W., Robverson, L. and Ellis, A. D. (2008). Challenging Conventional Wisdom about
Who Quits: Revelations from Corporate America. Journal of Applied Psychology, 93,
1-34.
Huang, T.C., Lawler, J. and Leu, C.Y. (2007). The Effects of Quality of Work Life on
Commitment and Turnover Intention. Social Behavior and Personality, 35(6), 735750.
Igharia, I. and Greenhaus, J. (1992). The Career Advancement Prospects of Managers and
Professionals. Decision Sciences, 23(2), 478-500.
International Stress Management Association UK (ISMA). (t.t). Retrieved from
www.isma.org.uk.
Jahangir, N., Akhbar, M. M. and Begum, N. (2006). The Impact of Social Bases, Procedural
Justice, Job Satisfaction, and Organizational Commitment on Employees' Turnover
Intention. South Asian Journal of Management, 13, 4; ABI/INFORM Global pg. 72.
Jo, V.H. (2008). Voluntary Turnover and Women Administrator in Higher Education. High
Educ, 56, 565-582.
Johnsrud, L.K. and Rosser, V. (1999). Predicting and Reducing Mid-Level Administrative
Staff Turnover. College and University Personnel Association Journal , 50(1), 1-8.
Johnsrud, L.K. and Rosser, V.J. (2002). Faculty Members' Morale and Their Intention to
Leave: A Multilevel Explaination. The Journal of Higher Education, 73(4), 518-542.
Kavanagh, J. (2005). Stress and Performance: A Review of the Literature and Its
Applicability to the Militay. Technical Report.
Knight, W.E. and Leimer, C.L. (2010). Will IR Staff Stick? An Exploration of Instituitional
Researchers' Attention to Remain in or Leave Their Jobs. Res. Hingh Educ, 51: 109131.
Knudsen, H. K., Ducharme, L. J. and Roman, P. M. (2008). Clinical Supervision, Emotional
Exhaustion, and Turnover Intention: A Study of Substance Abuse Conselors in the
Clinical Trials Network of the National Institute on Drug Abuse. Journal of Substance
Abuse Treatment, 35(4), 387-395.
Konrad, A. M. and Mangel, R. (2001). The Impact of Work-Life Programs on Firms
Productivity. Strategic Management Journal, 21, 1225-1237.
ISSN 1675-1302
© 2015 Faculty of Administrative Science and Policy Studies, Universiti Teknologi MARA (UiTM), Malaysia

12

Journal of Administrative Science
Vol.12, Issue 2, 2015
Available online at http:jas.uitm.edu.my

Kuean, W.L., Khin, E.W.S., and Kaur, S. (2010). Employees' Turnover Intention to Leave:
The Malaysian Contexts. The South East Asian Journal of Management, Vol. 5, No.
2.
Kuotsai, T.L. (1998). Employee Turnover Intention and Professional Orientation: A Study of
Detention Worker. Public Administration Quarterly; ABI/INFORM Complete, 22,2.
Leontaridi, R.M. and Ward, M.E. (2002). Work-Related Stress, Quitting intentions and
Absenteeism. Department of Economics, Discussion Paper No. 493.
Lim, L. (2001). Work Cultural Values of Malays and Chinese Malaysians. International
Journal of Cross Cultural Management, 1(2), 209-226.
Macintosh, E.W. and Doherty, A. (2010). The Influence of Organizational Culture on Job
Satisfaction and Intention to Leave. Sport Management Review, 13,106-117.
Malaysian Association of Hotels. (2000). Hotel Industry Employment Report. MAH,
Malaysia.
Malaysian Employers Federation. (2004). The MEF Salary and Fringe Benefits Survey for
Executives 2003. Kuala Lumpur, Malaysia. Malaysian Employers Federation.
Malaysian Employers Federation. (2005). The MEF Salary and Fringe Benefits Survey for
Executives 2004. Kuala Lumpur, Malaysia. Malaysian Employers Federation.
Mano-Negrin, R. and Tzafrir, S.S. (2004). Job Search Modes and Turnover. Career
Development International, Vol. 9, No. 5, pp.442-458.
Marks, S.R. and MacDermid, S.M. (1996). Multiple Roles and the Self: A Theory of Role
Balance. Journal of Marriage and the Family, 58, 417-432.
Martin, M.J. (2011). Influence of Human Resource Practices on Employee Intention to Quit:
Dissertation Submitted to the faculty of Virginia Polytechnic Institute and State
University in Partial Fulfillment of the Requirements for the Degree of Doctor of
Philosophy. Agricultural and Extension Education.
Mcnall, L.A., Masuda, A.D. and Nicklin, J.M. (2010). Flexible Work Arrangements, Job
Satisfaction, and Turnover Intentions: The Mediating Role of Work-to-Family
Enrichment. The Journal of Psychology, 144(1), 61-81.
Miller, Howard. E., Ralph Katerberg and Charles L. Hulin. (1979). An Evaluation of the
Mobley, Homer, Hollingsworth Model of Employee Turnover. Journal of Applied
Psychology , Vol. 64, No. 5, pp. 509-517.
Mitchell, T.R., Holtom, B.C., Lee, T.W. and Graske, T. (2001). How to Keep Your Best
Employees: Developing an Effective Retention Policy. The Academy of Management
Executive, 15(4), 96-107.
Mobley, W.H., Griffeth R., Hand, H. and Meglino, B. (1979). A Review and Conceptual
Analysis of the Employee Turnover Process. Psychological Bulletin, 86, 493-522.
Mobley, W.H. (1982). Employee Turnover: Causes Consequences and Control. Reading MA:
Addison-Wesley.
Moore, F. (2007). Work-Life Balance: Contrasting Managers and Workers in an MNC.
Employee Relations, Vol. 29, No. 4, pp. 385-99.
Moore, J.E. (2000). One Road to Turnover: An Examination of Work Exhaustion in
Technology Professionals. MIS Quaterly, Vol. 24, No. 1, pp. 141-168.
Mowday, Richard. T., Christine S. Koberg and Angeline W. McArthur. (1980). The
Psychology of the Withdrawal Process: A Cross-Validation of Mobley's Intermediate
Linkages Model of Turnover. Unpublished Manuscript.
Nunnally, J.C. and Bernstein, I.R. (1994), Psychometric Theory, 3rd Ed., McGraw-Hill, New
York.

ISSN 1675-1302
© 2015 Faculty of Administrative Science and Policy Studies, Universiti Teknologi MARA (UiTM), Malaysia

13

Journal of Administrative Science
Vol.12, Issue 2, 2015
Available online at http:jas.uitm.edu.my

Park, J. S. and Kim, T. H. (2009). Do Types of Organizational Culture Matter in Nurse Job
Satisfaction and Turnover Intention? Leadership in Heath Services, Vol.22, No.1,
pp.20-38.
Petrocelli, J.V. (2003). Hierarchical Multiple Regression in Counseling Research: Common
Problems and Possible Remedies. Measurement and Evaluation in Counseling and
Development, Vol. 36, 9-22.
Price, J.L. (2001). Reflections on the Determinants of Voluntary Turnover. International
Journal of Manpower, 22(7), 660-624.
Ramley Alan, S.Z., Radzi, S.M., Hemdi, M.A. and Othman, Z. (2009). An Empirical
Assessment of Hotel Managers's Turnover Intentions: The Impact of Organizational
Justice. Faculty of Hotel and Tourism Management, Vol.4, No. 8.
Rhoades, L. and Eisenberger, R. (2002). Perceived Organizational Support: A Review of the
Literature. Journal of Applied Psychology, 87, 698-714.
Robbins, S.P. and Judge, T.A. (2007). Organizational Behavior (12th Ed). Upper Saddle
River. NJ: Prentice Hall.
Rosin, H. and Korabik, K. (1995). Organizational Experiences and Propensity to Leave: A
Multivariate Investigation of Men and Women Managers. Journal of Vocational
Behavior, 46, 1-16.
Rupp, D.E. and Cropanzano, R. (2002). The Mediating Effect of Social Exchange
Relationships in Predicting Workplace Outcomes from Multifoci Organisational
Justice. Organisational Behavior and Human Decision Processes, 89(1), pp. 925-946.
Saltzstein, A.L., Ting, Y. and Saltzstein, G.H. (2001). Work-family Balance and Job
Satisfaction: The Impact of Family-friendly Policies of Attitudes of Federal
Government Employees. Public Administration Review, 61, 452-467.
Samad, S. (2006). The Contribution of Demographic Variables: Job Characteristics. Journal
of International Management Studies Volume, Vol. 1 No. 1.
Schyns, B. and Croon, M.A. (2006). "What is Important in the Workplace? A Comparative
Analysis of the Effect of Social Surroundings and Task Demands on Job Satisfaction".
International Journal of Human Resource Management, Vol. 17, pp. 602-15.
Schyns, B., Torka, N. and Gossling, T. (2007). Turnover Intention and Preparedness for
Change. Career Development International, Vol.12 No. 7, pp. 660-679.
Sekaran, U. and Bougie, R. (2013), “Research methods for business”, Research Methods for
Business, p. 436.
Shore, L.M. and Shore, T.H. (1995). Perceived Organizational Support and Organizational
Justice. pp. 149-164.
Tett, R. and Meyer, J. (1993). Job Satisfaction, Organizational Commitment, Turnover
Intention and Turnover Path Analyses Based on Meta-Analytic Findings. Personnel
Psychology, Vol.46, pp. 259-93.
Thaden, E. (2007). Understanding Attrition and Predicting Employee Durations of Former
Staff in Public Sector Social Service Organization. Community Research and Action.
Thatcher, J.B., Stepnia, L.P. and Boyle R.J. (2003). Turnover of Information Technology
Workers: Examining Empirically the Influence of Attitudes, Job Characteristics and
External Markets. Journal of Management Information System, Vol. 19, No. 3, pp.
231-261.
Trevor, C.O. and Nyberg, A.J. (2008). "Keeping Your Headcount When All About You Are
Losing Theirs: Downsizing, Voluntary Turnover Rates, and the Moderating Role of
HR Practices". Academy of Management Journal, Vol.51 No. 2, pp. 259-76.

ISSN 1675-1302
© 2015 Faculty of Administrative Science and Policy Studies, Universiti Teknologi MARA (UiTM), Malaysia

14

Journal of Administrative Science
Vol.12, Issue 2, 2015
Available online at http:jas.uitm.edu.my

Ucho, A., Mkavga, T., and Onyishi, I., E. (2012). Job Satisfaction, Gender, Tenure, and
Turnover Intentions among Civil Servants in Benue State. Interdisciplinary Journal of
Contemporary Research in Business. Vol.3(11), pp. 378-387.
Van Rijswsijk, K., Rutte, C.G., Bekker, M.H. J. and Croon, M.A. (2004). The Relationship
among Part-Time Work, Work-Family Interference and Well-Being. Journal
Occupational Health, 9, 286-295.
Warren, J.A. and Johnson, P.J. (1995). The Impact of Workplace Support on Work-Family
Role Strain. Family Relations, 44, 163-169.
West, M.S. (2000). Employee Turnover in Mexico: A Cultural Investigation of Causes.
Doctoral Disseration. Arizona State University.
White, J.M. (1999). Work-family Stage and Satisfaction with Work-family Balance. Journal
of Comparative Family Studies, 30, 163-175.
White, R.A., Wilson, L.M. and Pfoutz, S.K. (2006). Perceived Stressors, Coping Strategies,
and Burnout Pertaining to Psychiatric Nurses Working on Locked Psychiatric Units.
Master of Science in Nursing.
Wofford, J.C., Goodwin, V.L. and Daly, P.S. (1999). Cognitive-Affective Stress Propensity:
A field Study. Journal of Organizational Behavior, Vol. 20, No. 5, pp. 687-707.
Zhang, G. and Lee, G. (2010). The Moderation Effects of Perceptions of Organizational
Politics on the Relationship between Work Stress and Turnover Intention: An
Empirical Study about Civilian in Skeleton Government of China. Business, 268-273.
Dawes, J. (2008), “Do data characteristics change according to the number of scale points
used ? An experiment using 5 point, 7 point and 10 point scales.”, International
Journal of Market Research, Vol. 50 No. 1, pp. 1–20.
Tsang, K.K. (2012), “The implications for educational research, Hong Kong Teachers’
Centre Journal, Vol. 11, pp. 121–130.
Zainudin, A. (2012), Research Methodology and Data Analysia, 2nd Ed., Universiti
Teknologi MARA Press, Shah Alam, Selangor Malaysia.

ISSN 1675-1302
© 2015 Faculty of Administrative Science and Policy Studies, Universiti Teknologi MARA (UiTM), Malaysia

15

