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ABSTRACT

Turnover has created several problems faced by the employer especially in a manufacturing
company around the globe. It becomes one of the crucial issue due to the high cost of money
spent, time and energy provided. The other employees also faced several kind of problems
while their colleagues tend to quit from the job. Employees’ welfare needs to be one of the
most important aspects to be focused by the employer to overcome this issue before it getting
worst. This paper aims to identify the level of work satisfaction, work stress and work life
balance among staffs in a manufacturing company in Semenyih, Selangor. Besides, it is aimed
to analyze the association between the demographic factors and the turnover intention. The
third objective is to investigate the most dominant factor that influences the turnover intention
among staffs. This paper employed questionnaire-based surveys and a simple random sampling
method. A total of 143 respondents were administered and the data were analyzed using
descriptive analysis, Mann-Whitney U Test, Kruskal Wallis Test and multiple regression
analysis. The findings show that the level of work satisfaction and turnover intention among
staffs are moderate while the level of work stress and work life balance among staffs are high.
Besides, it is found that there exists difference in turnover intention in term of respondents’
education level and service duration. On the other hand, work life balance is found to be the
most dominant factor that influences the turnover intention. The results may provide some
insight for the employers to have a better planning and performance while managing staffs in
their company.
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INTRODUCTION

Human capital has become an important component in today’s competitive world.
Organizations that are directly involved in the industry need to make human capital as an issue
that needs to be taken care of. Organizations in the modern era have challenges to maintain a
good quality of human capital such as retaining talented and skilled employees and also

399


mailto:syaheera@kuis.edu.my
mailto:noraznida@kuis.edu.my
file:///C:/Users/Acer/Downloads/19bb02026@student.kuis.edu.my

Proceeding of the 9" International Conference on Management and Muamalah 2022 (ICoOMM 2022)
e-ISSN: 2756-8938

maintaining the quantity and a good quality of employees in organizations. The attitude and
personality of the employees are different from each other and are not inherited by the new
employee in an organization. Therefore, the need to retain talented and quality employees is
one of the critical issue for the employers and organizations.

Turnover intention can be defined as the desire to move or leave of employees from their
organization with reason to get a better job. Employees whom frequently have intention to
change the jobs and quit from their existing organization usually have problems related to the
work satisfaction, work stress and work life balance. This turnover intention among workers
has become one of the most important issue for an organization. This issue really needs special
attention form the management as it can affects the workplace atmosphere and lead to a
decerease in performance (Chang, Black, P., & William, D., 2013). According to Rajan, D.
(2013), the turnover intention drives companies to compete with other organizations to
maintain the quality of their employees as globalization continues to grow rapidly. To ensure
that organizations remain in the globally competitive market, some organizations indirectly put
a high pressure on the employees thus becoming a burden to them.

For most organizations, turnover intention results in a waste of investment in the workers’
selection and training of new staffs. Investments in terms of energy, time and cost cause huge
losses to the organization especially if it happens more frequently. In addition, the high rate of
job turnover propensity in an organization affects the motivation of the existing staffs, increases
workload and affects work planning in the organizations involved. The resignation of skilled
workers as a good human capital also give negative impacts on the efficiency, effectiveness
and overall performance of an organization (Kaya & Abdioglu, 2010). The smooth
implementation of work is disrupted, thus affecting the overall performance of an organization.

What is the main factor of the occurrence of this turnover problem, is it due to work stress, no
work satisfaction or no work life balance among the workers? This study will attempt to answer
this question by focusing on the aspects that influence the turnover intention. A manufacturing
company in Semenyih, Selangor became the focus of researchers to achieve the objectives of
the study. This study intend to broadly explore the turnover issue among workers by (1)
identifying the level of work satisfaction, work stress, work life balance and turnover intention
among staffs in a manufacturing company in Semenyih, Selangor, (2) analyzing the
relationship between the demographic factors and the turnover intention among staffs and, (3)
investigating the most dominant factor that influence the turnover intention among staffs in a
manufacturing company. To obtain these objectives, four variables such work satisfaction,
work stress, work life balance and turnover intention were selected to see the influence on the
turnover intention among workers in a manufacturing workplace. The remaining sections
exhibit five sections include literature review, research methodology, empirical results and
findings, and conclusion.
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LITERATURE REVIEW
Turnover intention can be defined as the conscious and deliberate intent to leave the

organization (Tett & Meyer, 1993). In other words, it is the extent to which employees plan to
leave the organization (Bothma & Roodt, 2013; Jacobs & Roodt, 2011). Work satisfaction was
found to be the major factor causing employee turnover (Du Plooy & Roodt, 2010). According
to a study conducted by Qureshi et al. (2013), employees tend to leave the organization due to
several factors such as communication problems in the workplace, environment, job assigned,
salaries and benefits received that do not satisfy the employees. The tendency of job turnover
also occurs due to several external factors such as company characteristics, financial problems,
personal conflicts or opportunities to have a better career (Martin et al., 2015).

Work Satisfaction

According to Hassan & Roshidi (2014), most previous theories and research have found that
work satisfaction is one of the variables influences turnover intention. Work satisfaction can
be defined as what an employee should obtain from an organization and what an employee
expects (Hassan & Roshidi, 2014). Work satisfaction can influence the decision of an employee
who is willing to stay or leave the organization. Work dissatisfaction will cause employees to
consider leaving their current job and thinking about switching to another job. If employees
satisfied with their current job, they will stay longer in the organization. However, if the
employee dissatisfied with the current career and has employment opportunities in other
organization, they will leave the organization (Zulbahari, N. H., and Alias, R. 2014).
Employees with high level of work satisfaction will react with good behavior and good
performance in order to ensure the missions, goals and objectives of the organization are
achieved successfully (Hussein Alkahtani, A., 2015).

Work Stress

Nowadays, individuals who live with high level of stress will affect their life routine, especially
if it influences an individual’s career performance. The situation of having overload
commmitment and high level of stress that affect the turnover intention continuously to be
extensively studied and refined. Somers (2009) says that a stressful work environment can
cause serious physical and emotional effects on employees. Indeed, it has been proven that
employees who experience higher level of work stress have a higher tendency to quit from their
current job. There are several stress factors related to the individuals’ career, including unstable
job, unsafe work environment, job continuity, overload and finally having intention to leave
the organization (Qureshi et al., 2013).

Work Life Balance

Work life balance also was found to be a major cause of job turnover. Work life balance really
important to fulfill the needs of employees in different ways such as social, self-esteem, skills
and so on (Cheung & Tang, 2009). Dissatisfaction with working life is a problem that affects
almost all employees, regardless of position or status. The frustration, boredom, and anger
commonly felt by employees who are dissatisfied with their work life gives high burden on the
individuals or organizations. Thus, by giving attention towards work life balance, it enables
organizations to understand how the work environment influences employee’s work
experience, work satisfaction and organizational commitment (Mohammed J Almalki et al.,
2012).
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METHODOLOGY

This paper is a quantitative research using a set of questionnaire as the instrument to collect the
data. The survey questionnaire consists of three parts. Part A collects data about the
demographic background of the respondents, Part B focuses on the questions related to the
work satisfaction, work stress and work life balance. Part C gains respondents’ information
related to the turnover intention. Respondents were required to answer the questionnaire using
a five-point Lickert scale ranging from 1- strongly disagree to 5- strongly agree. The
respondents were 143 out of 220 staffs in one of the manufacturing company in Semenyih,
Selangor.

The data was collected using simple random sampling via Google Form. A pilot test was
conducted among 30 respondents to clarify the content validity of the questionnaire. The
reliability test is done by applying Cronbach's Alpha. Statistical Package for the Social Science
(SPSS) version 26 then was used as a tool to analyze the data using descriptive analysis, Mann-
Whitney U Test, Kruskal Wallis Test and Multiple Linear Regression.

Demographic
Measure . .

1 Gender Work Satisfaction
2. Age
3. Marital Status > Work Stress »| Turnover Intention
4. Salary L J
. Educ:atlon Le\_/el Work Life Balance
6. Service Duration

Figure 1. Research Framework

EMPIRICAL RESULTS

The findings indicate that out of 143 respondents, 85% are female, and 15% males as
summarized in Table 1. In terms of the age range, a large portion of the respondents are between
18 and 25 years old (74.3%). The survey data also shows that 84.3% of the respondents are
single and about 15.7% married respondents. As for the educational level profile, the highest
percentages are of those who have obtained a Diploma (37.1%), followed by Bachelor Degree
(35%) and Sijil Pelajaran Malaysia (SPM) holders (17.9%). Majority (46.4%) of respondents
earn between RM1001-RM2000, while 32.9% are those with an income below RM1000, and
13.6% earn between RM2001-RM3000. These results depict that most of the respondents are
in the lower-income range and very few participants gain high income. With regards to the
respondent’s service duration, the highest duration (50.7%) was workers with less than one
year experience, followed by workers with 1-5 years of service duration (41.1%) and about 5%
with more than 10 years of experience. The summary of the demographic profile of the
respondents listed in Table 1.
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Table 1: Respondents’ Profile

Construct Characteristics Frequency Percentage
Gender Male 21 15.0
Female 119 85.0
Age 18-25 years old 104 74.3
26-35years old 27 19.3
36-45years old 7 5.0
46 & above 2 1.4
Marital Status Single 118 84.3
Married 22 15.7
Education Level Bachelor Degree 49 35.0
Diploma 52 37.1
SPM 25 17.9
SRP/PMR 2 1.4
Other 12 8.6
Salary Below RM1000 46 32.9
RM1001 — RM2000 65 46.4
RM2001- RM3000 19 13.6
RM3001- RM4000 5 3.6
Above RM4000 5 3.6
Service Duration Less than 1 year 71 50.7
1-—5years 58 414
6 — 10 years 4 2.9
More than 10 years 7 5.0

The first objective aimed to identify the level of work satisfaction, work stress, work life
balance and turnover intention among staffs in a manufacturing company in Semenyih,
Selangor. Based on the results of analysis, it was found that the level of work stress and work
life balance were high among the staffs. However, work satisfaction and turnover intention
among staffs in the company were at moderate level. The following Table 2 depicts a summary
results of the descriptive statistics.

Table 2: Descriptive Statistics

N Mean Std. Deviation Level
Work satisfaction 143 11.4965 2.25449 Moderate
Work stress 143 21.1469 6.01636 High
Work life balance 143 19.4755 7.33008 High
Turnover intention 143 13.4266 4.72108 Moderate

Besides, this study was conducted to analyze the relationship between the demographic factors
and the turnover intention among staffs in a manufacturing company. Six demographic factors
were being analyzed in this study including gender, age, marital status, education level, salary
and service duration.

Ho: There is no difference between the demographic factors and the turnover intention among
staffs in a manufacturing company.

Table 3 shows the findings related to the stated hypothesis. According to gender, the p-value =
.812 is higher than the significance level of .05. The age, marital status and salary factor also
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show the p-value =.082, p-value = .627 and p-value = .465 respectively which are higher than
the significance level of .05. However, while considering the education level of the
respondents, the p-value = .021 which is less than the significance level of .05. The service
duration of the respondents also shows the p-value = .016 which is less than the significance
level of .05.

The finding indicates that there is no difference in the turnover intention between males and
females respondents in that manufacturing company and no difference in the turnover intention
among respondents' age, marital status and respondents’ salary. In contrast, the significant
value of the other factors indicates that there are differences in the turnover intention among
staffs in a manufacturing company based on respondents' education level and service duration.

Table 3: Mann-Whitney U and Kruskal Wallis Test for Demographic Factors and the Turnover Intention
among Staffs in a Manufacturing Company
Demographic

Asymptotic Significance (2-tailed)

Factors
Gender .812
Age .082
Marital Status .627
Education Level .021
Salary 465
Service Duration .016

Source: Primary Data

On the other hand, the third objective aimed to investigate the most dominant factor that
influence the turnover intention among staffs in a manufacturing company. The study shows
that the regression model was significant for predicting the use of digital payment (adjusted R?
= .540, p-value = .000). This result shows that the turnover intention among staffs in a
manufacturing company is explained by all of the independent variables about 54%. Several
tests were performed to test the assumptions for multiple regression. Durbin-Watson statistics
test (d = 1.795) confirmed the absence of any first-order linear autocorrelation. The plot
analysis suggested a normal distribution and linear relations between a dependent variable and
independent variables. As displayed in Table 4, it shows that work satisfaction (H1) and work
life balance (Hs) have significant relationships with the turnover intention among staffs.
Among different predictors, work life balance was found to be the strongest predictor of the
the turnover intention among staffs (5 = -.395, p-value = .000), followed by work satisfaction
(8 =-.309, p-value = .013). However, work stress was found as insignificant predictors of the
turnover intention among staffs (# = .083, p-value = .200). The following Table 5 depicts a
summary results of the formed hypotheses.
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Table 4: Multiple Regression Analysis for the Factors that Influence Turnover Intention among
Staffs in a Manufacturing Company

Unstandardized Coefficients Standardized Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 22.900 2.539 9.020 .000
Work satisfaction -.309 123 -.147 -2516 .013
Work stress .083 .065 .106 1.288 .200
Work life balance -.395 .054 -.613 -7.318  .000

a. Dependent Variable: Turnover intention

Table 5: Results of Hypotheses Formed

Hypothesis Decision

There is a significant relationship between work Sianificant
Hi  satisfaction and turnover intention. g

There is a significant relationship between work Insignificant

Hz  stress and turnover intention. 9

H There is a significant relationship between work life Significant
®  palance and turnover intention. g

CONCLUSION

In conclusion, this study has examined the relationship between work satisfaction, work stress
and work life balance factors which are related to the turnover intention among employees in
in the manufacturing company. Based on the results of the study, it shows that work stress and
work life balance for the workers at the company is at a high level, while work satisfaction and
turnover intention are at a moderate level. The findings also indicate that there is no difference
in the turnover intention between male and female staffs in a manufacturing company and no
difference in the turnover intention among staffs' age, marital status and salary. However, there
are differences found in the turnover intention among staffs based on staffs' education level
and service duration. Both work satisfaction and work life balance factors also have significant
relationship and influence the workers’ turnover intention. Work life balance factor was
identified as the most dominant factor that influences the turnover intention among workers in
the company. In summary, despite many challenges in managing the organization, the
management of the company must ensure the level of work satisfaction and work life balance
for each employee is well managed in order to reduce employee turnover especially in
manufacturing workforce.
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