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Abstract                           

The word “employee turnover is a crucial metric that is frequently integral to organizations’ personnel arranging and 

policy. The main rationale of this study is to discover out the legitimate reasons behind employees turnover and its 
consequences on the productivity of Malaysian manufacturing industries. Based on the indication of the coefficient 

shows that, the inverse relationship between the turnover intension, carrier promotion, price, personality and job 

match. On the off chance that the satisfaction level of utilizes in regards to their occupation is elevated, the turnover 

aim will be stumpy. More over if the level of carrier promotion, price, personality and job match is low; the 

widrawal intension will be higher. The paper recommend that management ought to utilize both sorts of 

compensation (Financial and non-Financial), appealing  package, convince allowance, group insurance, medical 

allowance, benevolent fund,  house rent, gratuity, and pension in financial remuneration and also match a job with 

the person caring out the job. The limitations of the study is that respondents are selected only faculty members of 

private business institutions on  convenience premise, speculation for the entire populace is not flawlessly fulfilled 

although random sampling is applied. 
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1. Introduction 

Through the effect of globalization on planet, it has been tout that every business firms will require to contract with 

member of staff turnover efficiently. In order achieved the necessary requirements of offering a protected 

atmosphere, great pay and compensation in an economic means is exceptionally bothersome and lumbering to 

business have high efficiency, less widrawal behavior and to be productive. Managing turnover behavior 

successfully is a complete necessity to achieve the stated purposes. Research has also been carried out regionally 

also globally to examine and to consider the connection among different variables among representative turnover. 

These studied variables include work-related content, leadership styles and job satisfaction (Grobler, et. al 1998)  

The amazing and flexible increase of the Malaysia economy has generated some rate of worker turnover in the Asia 

province. Fast extension of global trade and international venture connected with this giant economy has sharp the 
demands for very talented managers and professional especially with numerous Asia economies. 

There are various reports with the proceeding with pattern of increase in representative intention to leave in some 

region, as an outcome with the expanding quantity of trade and speculation and also a larger degree of liberty in 

skilled labour work relocation in district (Asia Times, 2006, Asia News. IT, 2006; IOM, 2005; Li, 2008; The strait 

Times, 1999; Wozniak, 2003). Many recommend choices to remain and go away be completely person with pretty 

much likewise socially bound.  An estimation poll from the human resource professional in Singapore and Malaysia 

to demonstrates a consistent sight that the unbridled “work hopping in Asian countries, indeed, turn into a customs" 

(Khatri, Chong, & Budhwar, 2001: 54). 

Abnormal level of worker turnover be seen as an subject as it is exorbitant for business firm to seek, choose, educate 

and restore leavers (Mobley, 1982; Price, 1977; Staw, 1980) and turnover of high performer, particularly those 

company managers with experts, is unhelpfully connected to general organizational efficiency and business 

achievement (Holtom, et al 2001). However, organizational point of examination on the circumstances effects of 



 www.cribfb.com/journal/index.php/ijbmf                 International Journal of Business and Management Future             Vol. 2, No. 1; 2018                                         

31 

 

worker intention to leave  is very restricted, as the extensive quantity of writing in the previous tend to concentrate 

on clarifying worker turnover at the persons level (see reviews by Griffeth, et al 2004). The hypothesis of intentional 

worker turnover initially projected by (March and Simon 1958) contends so as to member of staff turnover comes 

about because of the individual's recognitions about the apparent attractive quality of development and simplicity of 

development. After some time, the apparent attractive quality of movement has been proxied by work contentment 

(Jackofsky and Peters, 1983). 
The apparent simplicity development has likened basically by the amount of apparent job alternative (Lee & 

Mitchell, 1994). From that point forward, most experiential research has concentrated on these two develops within 

clarifying member of staff turnover. Conversely, a meta-examination by Steel and Griffeth (1989) reasoned to 

procedures of saw options and turnover are feebly connected, as these as these two factors clarify just 13% of the 

fluctuation in turnover. A longitudinal study directed by Wong, Hui, and Law (1995) additionally affirmed the 

impacts of employment fulfillment on the attitudinal precursors of turnover are immaterial improved work 

demeanors and job fulfillment were accounted for to performed just a moderately little part generally in 

representative maintenance (e.g., Griffeth et al., 2000; Hom and Griffeth, 1995; Hom and Kinicki, 2001; Lee and 

Rwigema, 2005; Lee, Mitchell, Holtom, McDaniel, and Hill, 1999; Mitchell et al., 2001).  It may be all the 

additional improving to seem past elements, for example, work fulfillment and related builds, and in addition work 

options, and scan for different factors that may better clarify organizational turnover rates. 

2. Problems statement 
Deliberate turnover is a main issue for organizations in numerous Asian nations, for example, Hong Kong, Taiwan, 

Malaysia, Singapore, and South Korea (Barnett, 1995; Chang, 1996; Syrett, 1994). For instance, in 1995 (the most 

recent time for which similar data been accessible), the common month to month acquiescence rates were 3.4%, 

2.9%, and 2.7% in Singapore, Taiwan, and South Korea accordingly (Barnard & Rodgers, 1998). In a current 

gathering of the individual resource specialized bodies of Malaysia, Singapore and Hong Kong, in Malaysia, 

participant were consistent their view that job-hopping had turn out to be so widespread in these countries that that it 

had turned into a customs (Asia Pacific administration News, 1997). Essentially, representative turnover is 

extremely common within Malaysia too (Adweek, 1993; MacLachlan, 1996). The reason of this study is 

consequently; understand the genuine reasons towards turnover and its consequences on the efficiency of Malaysia 

private industries. 

3. Theoretical Framework 
The research model in this model consists of Employee turnover which is dependent variables while carrier 

promotion, price, personality and job match. Through the statistical analysis, a conclusion on the existence of a 

connection between carrier promotion, price, personality and job match and Employee turnover will be more 

obvious.  

 

 

 

 

 

 

 

 
Based on this framework the association between organization carrier promotion, price, personality and job match 

and turnover intentions the current study will heavily rely on two theoretical perfectives that is the first one is social 

exchange theory (Blue 1964) followed by affective events theory (Weiss and Cropanzano 1996.) Firstly blaus1964 

social exchange theory suggest that only social exchange tend to gender feelings of personal obligation, Satisfaction, 

appreciation and trust; purely economic exchange as such social exchange theory social exchange theory such as; 

the higher the level of job satisfaction, employees work advancement, and good pay package is correlated with the 

lower turnover intension, and also express that the lower the level of job satisfaction, employees work advancement, 

and pay package will increase the level of high organizational turnover. 
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5. Research Methodology  

The methodology used in the preparation of this paper is to study the library with the document content analysis 

method. Additional information is obtained from various documents and references to the official website of the 

relevant agencies. The study also uses content analysis method to data obtained from the literature scholar, 

newspaper and website in question.  

This paper also stems from personal observation on how employees turnover become very rampant in asian region 
especially Malaysian private sectors, due to job-hopping had turn out to be so prevalent in asian countries that it had 

turned into a culture. After basic examination of the devastating effects of this act, the author considered proffering 

answer for the problem as a result of which some discussion were made with some companies’ managers and 

employees. The author utilizes these as a part of expansion desk research to build up the paper. Effort was made to 

concoct workable recommendations that can spare the unsafe circumstance. 

6. Literature Review:  

Over View of Employees’ Turnover 

Employees’ turnover According to (Harkins, P.J., 1998) characterize employee turnover as "passageway of fresh 

workers into the business and the takeoff of present workers as of the business firm. The researcher will make use of 

the term exit of present employees reciprocally with deliberate separation or exit (Mobley, et al 1979.) Explain 

turnover rate as how many new employed were contracted to displace surrender workers. By these definitions, 

turnover "happen" just when a replacement is efficiently procured hired. A comparative explanation is given by 
(Mondy, R.W.2010.) express that turnover implies intentional end of connection of a company by workers of that 

organization. An additional findings proposes that member of staff turnover is the turning around of personnel 

around the labor marketplace, linking various organizations, profession and occupations furthermore between 

conditions of business and joblessness (Nel, P.S. et al. 2001) In an organizational location, turnover can be 

characterize as the extinction of an employee’s intra organizational profession direction, which is made out of a 

grouping of occupation changes from job entry to exit (NSDC, 2010.) 

Employee turnover might allude to a condition whereby workers leave the business deliberately for various reasons 

and all along these outline to influence the company negatively as far as cost and the capacity to express the base 

essential services (Yankeelov, P.A. Barbee, D. Sullivan & B.F. Antle, 2008.). In a situation when an employee 

leaves the company, this may contain a variety of impact that upshot the business firm as well as on employee itself 

and society furthermore. Though sufficient findings on employee turnover are available so far at the same time there 
is not usually concurred system for why employees leave (Curran, S.R., 2012.) employee turnover has an important 

topic for many authors and academics because of its unenthusiastic consequences as turnover (Mrara, M.T., 2010.) 

Types of Employee Turnover  

Voluntary Turnover: When workers leave an business firm at their own particular tact, it alluded to as employee’s 

intentional turnover (Noe, R.A et al. 2006.). It is started with the choice of the worker. Comparative explanation is 

given by (Egan, T.M, Yang &K.R. Bartlett, 2004.). Expressing that “An instance of intentional turnover, or a 

suspend, mirrors a personnel option to leave an company while an example of automatic turnover, or a release, 

mirrors a business' option to fire the employment correlation” since indicated by (Manu Rita -Negrin & Shay S. 

Tzafrir, 2004.). The turnover research, it can be influenced by an absence of job satisfaction, job stress as well as 

option opportunities. It is thus essential to think about attractions, for example, options while taking at deliberate 

turnover. 

Involuntary Turnover: (D.M. Jackson, and Mathis, J.E. 2004). Characterize automatic turnover as “a case of 
instinctive turnover, or a release" that “reflect a company choice to end the service relationship”. As stated by 

(Allen, D.G., L.M. Shore and R.W. Griffeth, 2003). instinctive turnover incorporates work departure, demise as well 

as expulsion (Boxall, P. & J. Purcell, 2003) facilitate express turnover is started by the member of staff for example, 

resigning to focus on fatally ill of relatives or complementary a wife to another area should also be measured as 

instinctive as it incorporates reasons over which the workers has no power. A further explanation expresses that 

instinctive turnover incorporates the require to reduce expenses, reorganize or slim down due to rational which be 

free of the influenced member of staff, as identify through (Bratton, J. & J. Gold, 2003.) 

Avoidable and Unavoidable Turnover: Is likewise critical to recognize not inevitable and inevitable turnover as 

this also will decide the mediation expected to deal with the problem of worker turnover (Buhler, P., 2002.). 

inevitable turnover comes about because of life judgment that stretch out past a business' control, for example, a 

choice to shift to a new area or a work relocate for a spouse. On the other hand preventable turnover is impressive 
that business firm can control by employing, assessing also rousing their workers the entire extra adequately. Is 

critical to figure out if a company is dealing with intentional turnover that might have been forestalled. Such data is 

essential because it will guide the association toward the sort of intercession expected to improve the maintenance of 

human resources (Chiu, R.K et al. 2002.) As indicated by (Luecke, R., and 2002.) the occurrence of turnover is 
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psychosomatic, company’s and expensive, refered t (A. Kirschenbaum and Weisberg, J.  2002). Without further 

acknowledged replica for comprehension the procedure of turnover overall. An assortment of elements is utilized to 

assess the reasons for employee turnover. This incorporates individual elements, work content elements, workplace 

variables and external factors. 

Career Promotion 

According to (Shaw, Jenkins, 511-525, 1998) pay is a valuable things received in returns for something rendered in 
an organization. It has a vital part in holding and remunerate superb member of staff though to the loss of the 

general work expenditure for any business firm. To source a particular gifts for a specialty profession can be 

conquer by enlisting ability over the globe .Conversely; employees require to display their value bearing in mind the 

end purpose to remain long with the company by giving excellence work or else risk getting finished.  Pay has an 

important assurance to employment achievement (Delery, Jenkins, 511-525, 1998) 

Already have two classes of compensation connected with employment pleasure one is fulfillment through pay 

without anyone else and the extra, the possibilities of money related compensation later on a vocation perform well. 

Present is a long standing enthusiasm of two things which are associated through work fulfillment. For you to 

accomplish superior profitability, impact of pay and job pleasure as a denominator will not be over underscored. 

Rewards and career promotion measures and policies matter to organization and workforce identical, they will help 

to influence employee’s perceptions of equality and fairness and therefore, their dedication to the business firm. 

(Morris, Wood, 137-150, 2004) 
Pay:Pay and career promotion be among the vital influence of dedication .For instance Mottaz (1988) have exposed 

that both opportunity for progression and pay encompass a optimistic result on organizational commitment. The 

significance of promotion opportunities as a major determinant of organizational commitment was also identified by 

Qurles (1994) in his findings of the dedication of internal auditor.  Performance based compensation has the 

probable to demoralize supportive relations between worker therefore it represent a "two-edged sword"(Korcznski, 

2002, pp.154-5) these would underline the importance of responsibility, and the fragility of organizational residency.  

Personality: Dispositional factors are viewed as personality attitude, qualities, and characteristics, inclinations, 

thought processes what’*-s more, needs that prompt to the inclination to react to a circumstance predeterminedly 

(Argote, L., S.L. Beckman and D. Epple, 1990.) based on (Idson, T.L. and D.J. Feaster, 1990) individuality may 

influence the knowledge of passionate activities at work that, thusly, might impact the career happiness. (Steel, R.P., 

W.H. Hendrix and S. P. Balogh. 1990) express so as to persons passionate state predicts fulfillment level after some 
point in time and crosswise over various conditions. An emotionally mal-adjusted representative will probably be 

disappointed in all circumstances.  

Job Match: According to (Campion, S.M.A., 1991), the way toward recruiting is about the fit among the candidate 

and the work. (O’Reilly, C.A., J., Chatman & D.F. Caldwell, 1991) disclose that levels of work fulfillment would 

increment if has a solid match involving the candidate's identity with the occupation work. It is significant if there is 

a good match linking what the aspirant wants and what the organization required. “approximately over fifty percent 

of the employees who willingly leave their jobs within a year cited a incorrect fit as the reason to leave” (O’Reilly, 

C.A., J., Chatman & D.F. Caldwell, 1991).Consequently, a disparity among what workers need and what workers 

get must be settled from side to side turnover or an exchange which can be expensive as it presumably includes 

personnel preparing. As indicated by (O’Reilly, C.A., J. Chatman and D.F. and Caldwell, 1991) applicants who 

accept a position in the organization and who cannot marry their culture system with that of the company typically 

do not stay extended or they are not creative. (Thompson, A.J. Strickland J.E. & Gamble 2006.) Express that “a 
happy employee is a creative worker”. 

Career Promotion and Turnover: For the most part reward programs come within the overall concept of 

remuneration strategies that characterize as a “ponder use of the reward framework as a crucial incorporate system 

within the activities of diverse sub-group or people are synchronized to the achievement of an association's 

fundamental goals (Labov, B., 1997). All organizations utilize compensation, progression; rewards or dissimilar sort 

of reward to energize elevated amounts of implementation (Ting, Y., 1997, House, R.J., et al 1996) documented that 

absence of progression and everyday work responsibility basically added to representative’s goal to depart a 

company. 

Pay and Turnover 

As expressed by (Shaw, J.D.,et al 1998), an organization, remuneration is impressive given in an exchange for 

services provided to business firm. Pay plays a major role in retain and pleasing lofty excellence workers but at the 
cost of the largely work coast for any association, in addition, by binding pay with performance, the company can 

control and monitor exact behavior and level of presentation. Equally, workers require showing their value in other 

to wait longer with the company by giving excellence job or else run the risk of losing the job. Pay has a big 

influence to job fulfillment (Shaw, J.D., et al 1998).Presently there is two methods of pay that links with job 
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fulfillment; one is fulfillment with pay and other, prospect of monetary compensation in the upcoming for a job done 

well. Present is a long standing attention of two items which are connected with personality and turnover 

Personality and Turnover 

Empherical studied shows that individuality also have a vital role in turn over and work contentment. Employees 

who have positive center self-evaluations that believe in their inner value and essential capability are more contented 

with their work and less likely to involve themselves in work taking out, than those with negative core self-
evaluations. Because this disclosure there has been a good deal enthusiasm for connection connecting work pleasure 

and employees attitudes.  Modern therapists did not see the handiness of personality measures in foreseeing work 

fulfillment (Price, J.L., 1989.)  It gives the idea that identity makes in reality affect showing with regards to 

satisfaction 

Job Match and Turnover  

The correlation stuck between position match and work widrawal is corresponding with each other and this 

connection is much when joblessness rate is high. However individual are not match to his position, they will 

become an averse toward stop if there is couple of choices. 

The correlation connected with work match and widrawal intention is highly thorough study and analyzed in turn 

over findings. Even though past study argues a stable linkage among position match and turnover. Only job match 

was found to occupy mini percentage of entire variance in turnover model which is less than 15% 

In the situation that the connection stuck between career fit and turnover is not stronger does not propose that 
fulfillment should not be quantified which will not suggest the measure of fulfillment must be collective with other 

measure to successfully forecast and comprehend turnover (Mobley, 1982:45). Job match reflect the nature of the 

job done the characteristic of the business firm and employees needs and principles (Morris, D., Yaacob, A., & 

Wood, G. 2004) 

7. Findings 

In Turnover Intentions Model (TIM), Turnover Intentions is a dependent variable whereas carrier promotion, price, 

personality and job match are among the set of explanatory variables.  

A Career promotion is an illustrative variable of the Turnover Intentions. The negative indications of coefficient 

demonstrate reverse relationship amongst career promotion and Turnover Intension. If in the organization 

opportunities, enough opportunity are provided for career promotion it will expand the level of job fulfillment within 

the workers of the private sector. This will bring about lower intentions to leave.  
Pay is among the descriptive variable of the Turnover Intentions, Pay has a strong determination to work pleasure 

and employees turn over. (Shaw, J.D., et al 1998). Based on the relationship between pay and turnover intention in 

private sector malaysia the result  indicate that pay satisfaction change the turnover intention but job satisfaction is 

more important than pay satisfaction on turnover intention. Meaning that employee turnover was slightly higher 

when the pay is low, and when the pay is high this will bring about lower turnover Intentions. 

Personality also plays a vital role in intention to leave based on this findings it shows that job satisfaction and 

intention to leave is connected with life satisfaction and personality, therefore employees with positive personality 

trait are less likely to engaged in work widrawal intension than those with negative personality trait. 

The negative indication of the coefficient shows the inverse relationship between the turn over intension and Job 

match. Once employees match with his position in the firm is high the turnover intention will be minimum.  

Consequently if the level of job match is minimum, the turnover aim will be high.  

8. Recommendation 
Recommendations are based on observation of private sector, literature survey and examination of study. The issue 

of turnover goals is connected with HR division and relies on exogenous factors (carrier promotion, price, 

personality and job match). Researcher propose the following suggestions to the management of  private sector 

businesses Management ought to utilize both sorts of compensation (Financial and non-Financial), appealing  

package, convince allowance, group insurance, medical allowance, benevolent fund,  house rent, gratuity,  pension 

in financial remuneration and match the job with employees . What's more, in non-monetary remuneration 

management ought to utilize work task, expected set of responsibilities, work stack, time administration and 

empowerment.   

 Management of businesses ought to keep up inward and outside environment and ought to take after 

hierarchical chain of command in feeling of brought together or decentralized. 

 Business management tries utilizing smart workforce and ought to acquire elite of employees. 

 Management should develop workload as per the way of job and bolster employees to manage their official 

and domestic assignments.  

 Management of privates businesses should evaluate between private and government institutions climatic 

atmosphere and workload furthermore create work life arrangements.  (Work Life Balance)  



 www.cribfb.com/journal/index.php/ijbmf                 International Journal of Business and Management Future             Vol. 2, No. 1; 2018                                         

35 

 

 Management ought to utilize viable HR approaches and retain their productive employees because they are 

human assets of the organization. Worker cutback seriously influencing the authoritative profitability. So 

management should always time by time evaluate HR strategies and strategy legitimately. 

9. Limitations of the Study  

The limitations of the study is that respondents are selected  only faculty members of private business institutions on  

convenience premise, speculation for the entire populace is not flawlessly fulfilled although random sampling is 

applied.  

10. Conclusion 

The study analyzed the stage of job fulfillment, managerial commitment, and turnover intention surrounded by 

employees in the retail location. Additionally explored were the impact of job contentment and organizational 

commitment lying on turnover intention. The goal was to discover whether carrier promotion, price, personality and 

job match are significant factors in affecting goal to stop among workers in the retail setting. 

By and large, the discoveries gave exact support that satisfaction with pay, career promotion, superior, and the work 

itself has significant impacts on turnover intention. Conspicuously therefore, fulfillment with the collaborator was 
experiential not to be linked among turnover goal. Moreover, alongside numerous different studies, organizational 

commitment has been understand to be related with widrawal intention way have added to treatment to retail 

workers’ maintenance challenges by distinguishing components impacting their turnover  intention.  

A little recommendation related to individual resource practice had been projected. This findings is liable to 

restriction as far as check dimension and unit of assessment (only one company), thus the findings will not be 

widespread to other retail employees. . Investigations of similar nature utilizing greater number of respondents in 

diverse retail companies that may provides advance knowledge into how to supervise and maybe diminish this 

increasing worry of intentional turnover in the retail setting. 
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