CHAPTER 3 Y~
CASE STUDY 2 q
MANAGEMENT MODULE ‘\

TOWARDS SUSTAINABLE HUMAN RESOURCE IN W

3.1 Preamble z '

The second applied research case touches on ana ewect. The

‘X
ing issues pe ai’wi@ the
fi% uma\n?gsources.

ce issxé‘;:ticularly on
the issue of staff turnover among the 'nlsative staff.

For USIM, in three consecuti%rs (201 \Oﬁg e were 21 staffs who had

N
resigned. High staff turnover r%a rgﬁt loss far a@anisation, given the fact

that a lot of resources has &t tlt n ang enhance'the skills of these staff, only
to have them to leave iversity and re er'thebswvices to another organisation.

’ 2 &
Therefore, the 2nd ied resez‘r ﬁse tudy will investigate the factors affecting staff
turnover in U and provi

@ (?r
i tlé u@}/ sity. The case research will provide insight
S

managemenf to're
on wha% be eXamined,to re the staff turnover rates. This is the focus of this

Y-
2ndEAesearch and will be @érated further.

university faces several challenges including ma
development of the university and issues on m

For this applied research, the focus will be an,the

omm tions and actions to be taken by the
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3.2 Introduction

The success of an organisation lies in the hands of the workforce W
organisation. In other words, they are responsible for achieving the goals @ns of
the organisation. Retention is important for an organisation as it (A that the
organisation keeps hold of its best staff, thereby ensuring high produm. Therefore,
the Management or employers should not take for granted Mribution of the
workforce and they need to know and fully understand ?f

f lheir workforce.

However, there are many factors that influence such aims tar tM&nproving
N
the spirit, motivation and work performance towa‘r@wal producti yl _f)
At Higher Education Institutions (HEIS) orgmi rsitiK{h e tW(N&;n groups
o .
that act as a backbone of the university W|]: ethe ac‘a?eml nd ne@tademlc staff.

In line with the country’s educationaw ons to pr e tr@rst-class mind set

students, the success of a universit‘bj not %‘a @c staff only, but also
I 0 )
on a significant role from non-

staff. The rolé& of on-academic staff is very

significant to the universiY\ghieIn e nivggy’s mission and vision. The

dependence of univer% non-a‘g de ﬁ{a is very significant as they are the
e &
the sustainability of the university. Hence, to

driving force beh'qoperafio
accomplish thistmission, un ti
s\ : (')
than just a check for a sati 'eﬁ'w rker who is happy and completely dedicated to
Y

their jow the €0 r;nent{z_ heir employers and their role that makes them

shOLQJ now how to retain their staff. It is more

pasn'n& about their career, m&}:‘ﬁ is also expressed in their individual achievements.

i Employee-employer communication remains the most effective tool for
tabl

ishing a good relationship between employees and employer, thereby achieving
igh productivity. In the human resource management perspective employee turnover

Is the pace at which the organisation loses their employees. Measuring the turnover of
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workers may help to analyse the reasons for the turnover or estimate the cost-to-hire for

Y-
N
e

Universiti Sains Islam Malaysia (USIM) comprising of departments, divisions

budgetary purposes.

3.2.1 Issues and Project Brief

faculties and academic centres, which serves the stakeholders o tWersily and other

subject matters, related to teaching and learning, research ities administration and

student affairs. Along with all other public universities i laysia, Wies on the

X
ice Depart t@P@br the
62% indoth x@écademic

reah?o T per, ges between

academic and non-academic staff is SNF] )igure 3.1. é
Table 3.1: mg n Ué@!

>
Staff x ] &@I Number of Staff
Non- Academic Sta "\“\ 869
, = 752

Acade 'csg .
Total Nur% affs ' 0’ 1,621
\SQ . esource Division of USIM (2018)

staff recruitment warrant quota issued by the Public
number of staff recruited. As of July 2018, the

and non-academic scheme (See Table 3.1%

Academic Academic

Staff Staff m Non- Academic Staff
46% 54%

m Academic Staff

Figure 3.1: Total Number of Academic and Non-Academic Staff in USIM
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In year 2018, a total number of 87 administrative staff in the Management &
Professional administrative scheme (N) recruited in USIM as shown in Table 3. yan

this total, 27 out of 87 are contract staff while the remaining balance \ the

permanent staff from various grades in (N) scheme. A

Table 3.2: Distribution of Staff Based on Grades in Manager%cro fessional

Administrative Scheme (N)

Grades in (N) Scheme Total Number of Staffs z Percentages (%)

in Administrative (N) Sche =
N41 (Permanent) 8 \¢
N41 (Contract) 27
N44 (Permanent) 43
N48 (Permanent)
N52 (Permanent) 4 \3-
N54 (Permanent) \ \\ %
Total ? )) '100%

e

S n—

|v of USIM (2018)

Qs in form of pie chart.

Figure 3.2 shows the numbe racta ;
[
From the overall 87 staffs, 2 %f them are 0|’ftra ff and the remaining are

permanent with total of 60 %9% %
T Num;

tive Staff nder Management &
i ratlve S e(N) For Year 2018

er of

KV

27 staff

(31%)

W Permanent
60 staff ® Contract
(69%0)

d
N

Figure 3.2: Total Number of Administrative Staffs under Management
& Professional Administrative Scheme (N) in USIM for Year 2018

Source: Human Resource Division of USIM (2018)
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The distribution and percentages of the Management & Professional staff under
the administrative scheme (N) based on grades in USIM is illustrates in Figure Tr
N41 grades, 8 (9%) staffs are permanent, and 27 (31%) staffs are contragt. 0%)

staffs from N44, 2 (2%) from N48, 6 (7%) from N52 and a staff grad are all in

permanent position respectively. ? ’

7
41 (P%ﬁf_aﬁwe;t):S

mN41 tract)=27

=N 3
| | =2

43 staff

50% \' 2=6

A\ 7 N54=1
Y24
SotreeHuman Res rce@sion of USIM (2018)
q
Figure 3.3: Total Number istributi he gement & Professional

Staff under the Ad ive Scheme (N) B on Grades in USIM
? '

The distribution percentages fs' ided is intended to achieve the

(N52) 6 staff
(N48) 2 staff 7%

2%

\ (N54) 1, 1%

(N4A)/

expectations of t@ese r!h. Th findi@f this study are expected to benefit the

AN
staffs in USII(Mut ny,dis ri}} iwéeﬁes. Table 3.3 shows the number of staff
fr

m ﬁ?’ublic Service Department (JPA) for the Non-

recruitmer\%ﬁmts receive
: o of o .
Academi nagement’ & rofe@'bnal) administrative scheme was 146 warrants in

20§\ number includes f&‘aiﬁerent schemes, namely the administrative scheme

%ance scheme (W), IT scheme (F), librarian scheme (S) and other classification
Oschemes. These schemes are under the Management and Professional staff

recruitment. Unfortunately, out of these 146 staff recruitment warrants, none was

129



allocated for the administrative (N) scheme. In fact, no new warrant for the
administrative scheme (N) was received for four consecutive years (2105-2(?."!1

order to solve this issue, USIM has used its operational expenditure allocati \crun

staff on a contract basis. ‘\
3.2.2 Problem Identification T

An event was held on 13" June 2018, between t ISHEL W,S e
officers, to discuss on several issues that was broug i

Management and Professional scheme (N). e

dissatisfaction among colleagues on inequality of§ob di

training, poor relationships between su Ns,

future career development. All these @re knw am@ the frequent used
A

excuses for their resignation. At Eaa tiwe%va nts yvere received from Heads
“« Q-
of Departments, Deans, and Dht& at USI havz&ﬁced out their dissatisfaction
N
their

fficers. ﬁz@n the feedbacks received from

over the job performan€e amang
h

both parties, it is apparently’t IN.@ ndl{ I orking environment is present in
USIM. This unheéﬁu‘condi ten bripgs negative impact to the motivation and working
morale amon@ff. s'a grlof q'aD(T,}a cross check with the Human Resource
Division aleﬂ,t t, altotal o (-.j?,% of the N scheme staff has resigned in the

4
past ths years (201 -20181§men in Table 3.4 and Figure 3.4 respectively.
N

his high turnover rate has caused the University to lose its skilled and trained

Qﬁ and at the same time the University had to make a new appointment for the staff

replacement as shown in Table 3.5.
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A significant financial expenditure is required to replace a resigned ‘N’ ﬁn.le
staff. This is so, as most of them are contract-based staff, their replaceek uld

require the Human Resource Division to fork out the University’s agnsal eration

budget as no warrants was received from Public Service Department l?#or contract-

based staff. \,

Based on the data obtained from the Human Reso ce%i‘sion of USIM, the
university would have to spend approximately RM4,0 recru@ct staff to
fill up the needed post in the Management & Professional administrati (I)I) s%l:)e&é as
shown in Table 3.6. This financial cost incltdes selei;ti n ase,v'.nduction,

Y' Y4
administrative costs and another indirect cost such as ad . At suclii amount, the

university had to use a significant po@’ope “'i)n

solve the staffing recruitment issue. E this Case apT mg&%ﬂ does not receive

staffing recruitment warrant fromE blig Servic Depg{-%?ent (JPA) must use the
o

allocation from the university ating bud ept f rmanent positions received

xpendj\ture allocation to

N
from JPA. The investment iiEuman Iapit Wf'IIS% asset to the university if the

recruited staff is being absorbed t neﬁ.@sis. The salary of a new recruitment

staff in the Mana@& N@al ad@'strative scheme (N) would require the
university to @M 13%?,% ~which total up to RM 37,601.16 per year per

e
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Table 3.6: Total Amount of Wage Paid to A New Staff in The Management &
Professional (N) Scheme in Ringgit Malaysia (RM) on Monthly Basis

Salary (Breakdown) For Contract Staff RINGGIT MA%%Z

in Management & Professional (N) Scheme (RI\Q{
Basic Salary (Monthly) RM 2(283.4
Fixed Allowances (Monthly) &
Civil Service Allowance (Imbuhan Tetap Khidmat Awam) 00.00
Fixed Housing Allowance (Imbuhan Tetap Perumahan) %0.00
Cost of living Allowance (COLA) (Bantuan Sara Hidup) RM%$250.00
Total Gross Income w3,133.43

Source: Human Resource Wn of USIM (2018)

Based on the information retrieved from the an Re oWision, the

®
number of staff turnover over three consecutive year -2018; as ta Iz’te@ able

3.4., it also shows the amount of expenditure spent to%ecruitdSt it @)'nsidered
as an investment loss when they resigned& bﬁum\capitaq&tments and
financial investments. The university spend arou 7@24.36 for 21 staff

that has left the university as shown@ !able 3. \? ’q\\
N
0 *,
This vast amount coul\ ut to better e‘éls&@ﬁre, such as training and

development programs or t(Yioper tional,r quir@nts if there were in permanent
a

[
postings, which the co ff could b ?O@This is a significant loss to the

university that it f}{w many °\sour§ér5 train and enhance the skills of these
N

staff, only toca hem lgave elun'ugxsﬁty and render their services to another

q.

4

organisati

4 P) é:\
& an essential asset toevery organisation. The success of any organisation
: § N
depM\

the effectiveness Btas employee (Almatrooshi et. al., 2016). A company

a highly efficient workforce, may not success in the long run (Ngwenya &

@bavboa, 2017). In fact, the performance of the university would be affected due to

staff turnover. Employers can improve the quality of institutional investment by

investing in them. Learning, expertise and skills of workers are the economic value to
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employers. Human capital is significant because it is perceived to improve efficiency
and hence profitability. Therefore, the more company invests on its workers, t

successful and efficient it could be (Kenton, 2019). According to (Mae z’\g:e
2007), by understanding contributing factors that leads to staff turnove cTe?uce the
staff resigning from organisation. In human resource management, t associated
with turnover can be divided into indirect costs and direct costs.W&.S summarizes

the direct and indirect cost of staff turnover. i '

Table 3.8: Direct and Indirect Cost of St urrf)ver "

®,
Direct Cost %ndire cg’/ | A2
e Costs of orientation, induction and e LoOsS ained ;(af’ ‘{r
training the previous staff o L knowledg Y
e Administrative and advertising costs for Loss o Mng estalggﬁrd
w ' d with co-
0 the newy staff

hiring new staff
¢ Recruitment of replacement costs C)
Loss of productivit while new staff

e Cost of orientation and training of neN
staff i ughtpup sgie
e Testing costs (? o Lossproductivity.due to a new staff
e Time to interview new replacem Mj N
% & with the staff’s lack of
r

the staff Costs$ désoci
e Time to recruit and train ne vati(@dor to leaving

Yv Sousce: Ado from Maertz Jr et al. (2007)
Staff turnover is t on few var, bl‘ess@t researchers have not been able

s

’ ¢ &
to come up with on&qclusi\ie \reg egar%ﬁwthe turnover of the staff since what
motivates one tQ,Stay Tan organi n vaé’rom one person to another. It is assumed

|
#
that motivated*staff always stays fmg?n an organisation, but motivation will not

- .\ - - -
always % ame Siqce ngeﬁmoods affect the level of motivation. Despite
X

exteg;&research on staff tu@s&/er, there are few resources that effectively and
N

c ensively bridge scholarly evidence concerning employee retention and
raetitioner employee retention efforts. As a result, the Management may have
isconceptions about turnover.

For example, the Management may believe that turnover is uniformly bad, that

most employees quit their jobs because of salary or job dissatisfaction is the primary
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reason employee leave, and there are little the Management can do to affect individual
turnover decisions, or that generic best practices are the best way to manage r ion.
These misconceptions can be harmful to organisations and to manag xs
because they may lead the Management to act ineffective retention stﬁighat fail

to reduce turnover, that are not cost-effective, or even that retain the?ﬂg staff while

chasing away the most important ones. \/
3.3 Analysis of Issue '

The case research intends to investigate and ut the actual aciors& sing
staff turnover in USIM. Feedbacks obtained from Hun]pn rce IS{NlSlon of

here, herlng their

en %&ae resigned staff.

% further investigation

USIM has pointed excuses such as better Jo%cm
study and other personal issues Were@
the

Therefore, to obtain a clearer plctur f the staff

on the issue needs to be identified. ?

3.3.1 Criticality of Issu 1

|can0}

resigned from the er ity. lT se res Would be of interest to USIM's

/V,g

The case researc ‘L deh&/ the actual reasons why the staff

5‘
‘gw

Management th u our ivision. It would assist University’s

e

Managemepiyto i tlfy he re are@at they should work on in order to retain the
staff to h the’uni J!y h@educe the staff turnover rate, thereby saving the
pent in the constan,&:eplacement and training of the staff. It is crucial to

te further on this issue to enable the university to have better planning in terms

aff recruitment, better budget allocation distribution and better judgement in
andling similar cases more effectively in the future. It is worrying that, if this issue
continues to be taken granted by the university, staffing problem will be getting worse,

and more staff will leave the university and causing even more significant loss to the
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university.

For USIM, staff turnover will affect the university as the university will i
human capital investment in terms of loss of trained, skilled, and talente m
are vital to the university’s operational to be smooth. Staff turnover i;@ssarily
meaning the working place is an awful but, if losing valuable staff mpetitor or

because they are not satisfied at work, actions is needed by the orWon before more

staffs are leaving. It will satisfactorily provide vital and co s% information to paint

a clear picture of the staff turnover in USIM. ‘\d
Ay

3.3.2 Case Study Objectives ? \,T

In order to gain a useful insight on%‘e
turnover rates, thus the objectives of t\% Case are;
i.  To identify the characteristics de&er{i'
turnover among admini tiD staﬂ%w gerﬁ‘g)nt and Professional (N)
‘é N

7]
scheme in USIM. A%
ii. To examine the i ct on turnov 'ateo. ng the administrative staff to
USIM’s operation \o‘ s C)Q
iii. To reco@ c u‘se of action solution in retaining the staff to work
N
for Nrsi ..?‘_l C‘)(J
Q? &
3.4 wre Review™ £ X
&Y
3.4\ roduction N

O his section presents the review from literature pertinent to the present study and

o

ories focusing on the definitions of turnover and the causes of the employees to quit
their jobs.
The turnover of employees is due to their adverse impact on organisations, has
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received considerable attention from both human resources managers and business
managers (Randev & Jha, 2019). Employees are the tools of the organisation, ir
management is a challenge (Glazer & Liu, 2017). According to Ek m
employee turnover means they choose to end their employment befm@)f their
employment term in the organisation. Researchers typically see er and its
counterpart as withdrawal intentions (Cohen et al., 2016). H r, in this case
research, there is a gap between the turnover and the turn mion. The intention
to turn reflects the behavioural intention of employees; represents thé perceived

@

probability that employees leave the present organisatign (Knill,f201 I\ilc Q%sm/ et

=\
al. (2017) consider that decision whether to stay or leave thegobs isfthe finalstage of
: zllst

N

the decision-making process, and it is, therefore ic est th derstanding

'stay or leave intention' could ease the \ Edae by man in @ﬁnplementation of
appropriate retention strategies. (') \>
@
7] Q—
| % . &
3.4.2 Scenario on Employee rn(]/ ay&é

According to HR% 18), the Mal siam@'our market are influenced by the
s &

.
S
/;),

g

economic growthl,%his driY oth%&p%tic and foreign investors. In 2016,
the job turnover'\M sia '/o higéféompared to 2019 with 9.3%. The Asian-
¢
% }

ntary turn er‘FattJi‘;?it 10 %. Japan reported the lowest with 5%
NN

Pacific aver
while Ir’Q%jedest Wi@.B%
Acosts incurred by or\géﬂvs;tions related to staff turnover were high, which
i X the advertising for recruitment, selection process and training. Besides these
oSts there is also a loss of valuable knowledge and productivity which also depending

n the staff position, the expenditure ranges from one and a half to five times of the staff

annual wage.

136



3.4.3 Factors Affecting Employees Retention

From previous literatures, scholars and researchers have discovengeral

factors that either can reduce or leads to turnover among emplo h)m an
organisation. Hayward et al. (2016) indicated that the likelihood_of the employee
leaving an organisation decreases if certain factors exist in a orga ation such as

Y&ntlon of workers,

i)n making, job

working environment, training and development, leadership

promotion, incentives for growth, rewards, participatio
satisfaction and work life balance. Caesar and Fei, (2018) suggeste t-all se

components are the keys in engaging workplace i tion togethe deLdAbf all the
.' \‘,?'

components are present in an organisation, this N;Id ract% Wfaces to join

r

the organisation but will also lead to retaln s(NaQ Islam, 2019).

3.4.4 Causes of Turnover an e e |o i 3 $

nison
Fernet et al. (2017) stat eople gan ns "for many reasons such
as for better income, bﬁflt e eme enc lgr pastures spouse relocation, to

become a full-time parent etlre\ cﬁegqp and so on."

Accordlng terc S (20 nd survey carried out by employment

giant Monste co h at?y&es azine, one of the key factors for leaving
i r

their cu r due tveyd @(er income and financial security with 45% and
foIIo e Iacl{o groﬁvt%ﬁﬁspectg in their current organisation with 29 %.
C mporary scholars includh] Mamun and Hasan (2017), Kumar and Mathimaran
% and Akinyomi (2016) defined in different ways when looking at turnover. Table
Q presents different views from these three scholars on the causes of Turnover and

retention strategies.
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Table 3.9: Causes of Turnover and Retention Strategies

Author Causes of Turnover

Retention Strategies

(Mamun &
Hasan, 2017)

External drivers
Economic growth
Slower growth of job seekers

Shortage of special skills
Entrepreneurship

Unemployment rate at low levels

e Solution set: regrul ew
employees %‘

e Solution seg&' ablishing
an appropriate solution

e Solution ting
equitable and

Job changes for more favourable perf processes
climates e S t: building
Internal Drivers m ation and
. e Lack of company loyalty
(Kumar & Lack of loval tment
Mathimaran, . .
2017) Desire for challenging and useful

work

¢ Need for autonomy, flexibility

8 elements of the,High-
ention O%&Qisﬁn:
clear sen directi

and °
independence and plirpos g}
e Need for peormance-based rew. o Cari g e,
s b3
N

X
Qs
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Author Causes of Turnover Retention Strategies

o Need for recognition for their o Flexible benefits an
participation schedules adapted to
o Desire for all types of benefits need of the i“diVNz
o Need to learn new skills e Open commun%
e  Career growth in all directions e Acharged w
e Desire to be on the leading edge environme
e Desire for competitive compensation ® Perform management
e Need for a caring, supportive * Reward and'recognition
environment e Training an@development
e Fewer workers, better times. w
¢ Higher expectations of workers
e Longer hours, more demanding work
(Akinyomi, e Family demands '
2016) e Changing work ethics ‘\d
e A new class of graduates ¢
: \ 9

Challenge: meeting the needs of an ’ c,}
increasingly diverse workforce -\
4
idate T

7 Hidden Reasons Employees L. : (huQrgﬂ When
1. The job or workplace was not a Iting thus ancing its

expected w j:om itiveness.
2. The mismatch betw: en%\ &,
person \i O
3. Too little coaching and bac\
4. Too little growth%dvancem ? ,<\
5. Feeling devaluated and unre S
6. Stress from and Work-li o <£_'3
7. Loss of trust andiconfideheg in sghior 4,
leaders u\ i A

Source: Cited: Revie ive Gontemporar .@hors Mamun & Hasan (2017),
Kumar dthimaran (2017) and Akinyomi (2016)

u

’ $ &

Further, a ¢ Mnsive] st\had sh@&(that the Mobley Model (Mobely &

Meglino, 1977 Wh explain ||Ius‘;.r—)@ how job dissatisfaction caused employee
C—J 0 o

turnover. @ €S SEVermco sec@ stages between the job dissatisfaction and

turnov %ri et af, VMO@ (1982) suggested that workplace dissatisfaction
N
wo ribute to career cha@thinking and has weighed the benefits of looking for

workplace, given the cost of leaving; workers who pursue other jobs evaluate
new work in terms of acceptability. Finally, an employee compares alternatives to

the job done and decides to avoid increasing the eventually turnover of workers (Miao
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etal., 2017; Moen et al., 2017). Figure 3.5 demonstrates the Mobley Model (Mobely &

¥

Meglino,1977) concept.

Job dissatisfaction can lead to start thinking about quitting

!

Evaluated the advantages for searching about another job

L

Talking into consideration the cost of this quit

L

Actual searching for alternative job "

!

Employee start to search about alternative job evaluating its acceptability

!

Employee compares the alternatives with the current job

!

The intention to quit and ultimate employee turnover
MR AV =)
Source: Adoptx Moi?%r:y/tegli 977); Mobley (1982)
.5: Job Tupnover P@ess
N
It is believed that th
e of, may go beyond specific.

g1
that all staff will Mtsim'
O

IS rét}being offered as a solid framework
Py | |
In addi ording t han E:Em. (2014), the higher the turnover rate, the

higher t %dit es of grai in@'eoruiting, and experience socialisation at the
4
expens;\.o e institution. Ma perts believe that turnover is a critical issue for

i M)ns, and that 'pleasant work life policies' are the best way to reduce it (Khan et

2014). Some institutions are now more conscious of the importance of preserving
0& past. In the research of Nienaber and Masibigiri (2012), which was thoroughly

examined in the United States, Australia, and the United Kingdom, most of turnover
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intention was the voluntary turnover, which defined as the unplanned decision made by
the employees from a company when the employer still wanted to retain tw

contrast, Kim (2014) mentioned that the causes of turnover are associated @erles
of psychological steps such as no job appraisal, job discont perience,
contemplation of quitting, cost of living and desire to seek for alternativ€s. On the other

hand, a study conducted in Taiwanese manufacturing industr fwe and Seomun

(2006) mentioned that; in order to retain the staff, the co rovide benefits

such as retirement funds, pensions, severance compensa and irwlts. These

@

benefits are the important factors to prevent the emp

addition, a study conducted by Taye, D (2020

turnover among the academics will affect oth,the fﬁ It| and @‘versny For

faculty members that leave their emp\ it coul learn new job

specific skills and find different carge rospects e Universities will
\

also lose job specific skills, w be oﬁrupt 40 thqc:? eaching process, as well

as to their service renderin roc es. f ntI urnover of faculty increases

the cost that t

he umv% cur infitheir, h fn sources development activities
s

(Hailu etal., 2013). N
D STE

Ny
\ . N O
35 Resear% ho b o (')
q XY,
In% megt.th 'pjectlv%of this case research, the data obtained from

vgﬁvd secondary source%gﬁmary data refers to the information obtained first-
hE the interest for the specific purposes of the case study. Secondary data refers to
formation collected from the sources that already exist (Bougie U. S., 2013). For

is case research, the primary data consists of questionnaire which were distributed

among the former and current staff in Management and Professional (N) scheme. On
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the other hand, the secondary data has been obtained from relevant departments in

USIM such as Bursar Department and Human Resource Division. Yv

Research methodology concentrates on the specific processfthat involves

3.5.1 Introduction

identification, selection and analysing all the related informati ed from primary
and secondary data. As indicated by Sekaran and Bougie ( (&s:a h methodology
can be defined as the stages used to gather the sources data owlve in the
research decisions. Apart from that, it enforces resea to be criti Iy‘ev;a\ﬁf}e the

method chosen in achieving the objective o dy. Thi ion .ngrs detail

explanation regarding research design, sa d pof\)ula tan, insl@ggtation, data
collection and data analysis. These was will assist’'in @ﬁming the reader

understanding about the research. (') \>T
@

&
3.5.2 Research Design Aj AN
j S

scribe

Research design % ;sj ‘gllru of procedures to paste together
the variety of res conlp \r& or h ng the efficient research problem
(Abutabenjeh ara 'ted eswell & Clark, (2011), research design

is an |mp r as ectt at re S 6 ec f|c plan in manoeuvring the research. The

j?

process ssesﬂf r st entdetermlnatlon analysing research questions,
met gy, result analysis e@i’ writing justification and explanation. This case
r chooses descriptive research as the research design for this study. Descriptive

ch can be defined as one of the research methods that explains the attribute of the
opulation, phenomena or situations of the research as well the study (Samar, 2017).

The form of descriptive analysis as the instrument has been utilised.
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3.5.3 Research Population

Research population is important approach in conducting a researcrw
determination of population before starting the research will help the r(y? er in
directing this research align with the outlined objectives. Purposive sﬁng will be
used to collect the data in completing this applied research. PurpoY;mplmg is a
form of non-random sampling that requires certain criteria in the sample. The
sampling involves identifying and selecting individuals or 3?:.

mt‘mduals that are

especially knowledgeable about or experienced with henome f interest

Yw
(Creswell & Clark, 2011). Therefore, this study i ‘@ed toward Jon t staff
from the Management and Professional und:&mms% sch ‘Cl'he total
T

number of staff population involved in th IVIdBﬁi intotwo greups: namely, 21

of former contract staff who have Ie currént contract staff. It is due to

the reasons that they contributed to @'yhest number-of s fﬁ:\]o left the university.

To further investigate and rec ISS e, the sebrcggk-seeks for permission and
consent from the Human R@ \ts n_and the Sglstrar of the university to get
more information fro who gygp d'@'n the university, which enclosed
with their names mact nle

<</
AN
¢ l(,)('}

354 Sa e 4 O
\
B the sta :repo&__ om USIM’s Human Resource Division (2018),
ther otal number of 48 A@nlstratlve staffs under the (N) scheme in the contract
se . Out of the total number of 48 staffs, a total number of 27 are the current staff

ho are still attached to USIM and a total number of 21 staff who have left USIM. Thus,
rom that population number of the contract staff under the Management and

Professional staff under the (N) scheme, a sample size could be calculated and
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determined by that number in order to conduct a survey. For this study, the population
size has been determined by using the sample size formula based on desired a
with confidence level of 95% by Gill et al., (2010) in (Taherdoost,@k The

description of minimum amount of sample size subset from population%yed asin

Table 3.10. Y‘
Y

Table 3.10: Sample Size based on Desired Accuracy wit}‘ chmce Level of 95%

-~

Variance of the population P=50%

Confidence level=95%
Margin of error
Population Size 5 3 1

50 a4 48 50

75 63 70 74
100 79 91 99
150 108 132 148
200 132 168 196

7 .
\ Q ﬁTa e(r'(?oost, 2017)
G VK
Based on Table for samplﬂ%res &den as di&({i@ed in Table 3.10, the size
O

peo ideal ple size is 44 respondents.

of population respondents{g %

However, since the n respondent v‘-v&s@hable and accessible, this case
4

research decided %we all ' éu%{nt staff of (N) scheme which refers

and
to 48 respondents w is
Managem@ofes onal &:h ce)for the focus group of this study.
TS
L 9

3.5.5 search Instrument /)
S

\Iection of instrumentation is important that drives a desire result aligned with

& bjective of this study. According to Creswell (2012), the instrumentation selection

important process that resembles the reality aspects that turns into specific numbers

e to&}ﬁiopulation of the contract staff under the
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and values that can be interpreted accordingly. The researcher had to review past
researchers that had already done the research in order to construct the questionvev
Therefore, the questionnaire as the instrument has been adopted from pr% tudy
conducted by Alkhateri et al. (2018) on ‘The Impact of Perceived Su r Support
on Employee’s Turnover Intention: The Mediating Role of Job Satisfaction and

Affective Organisational Commitment’ and Jaharuddin and aMOlQ) under the
research on ‘The Impact of Work-Life Balance on Job m and Turnover
Intention’. The justification of these instrumentations’ selegtion i dWeral

X

reasons such as: [ c}
s X~
i.  The questionnaire constructed is de@'th ?reﬁQ Idea @1’ has been
discovered previously. (\’: 0\ & E
Ii.  The questionnaire constructed 1S¥it with the o ive o@s research.
A
en

iii.  The questionnaire conségreb ca(r‘l%i
p

Ef;&ﬁy as it has not been
developed and focusi

(7]
% eci rg |satig$nstitution.
N
n lis i

According to thefjustification listed, t ms@\tation chosen is appropriately

applied in the case %c sirl1 ‘N;JQ ot bi@ﬂ/ith any specific related industries.

spee@c language that can be understood by

The questionnai tica
e \ ¢ ! (J . L .
individual. Fdﬁ? tion'has b iﬁke&j oordinate the entire instrument chosen into

desi ti .
one aesl %GS I?’]M

segmelﬁI that could ease the pr@:)eg of data collection the next process.

N
\Ction A is to explore respondents’ demographic specifically the gender, age,

ing status, educational background, and years of working experience. Meanwhile,
e

ction B is the area pertaining the turnover intention factors that consists of 30

q@onnaire developed incorporated with different

questions. This study chooses specific 5 Point-Likert scales that represents: 1-Strongly
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Disagree, 2- Disagree, 3-Neutral, 4- Agree and 5- Strongly Agree. Likert scale is a
psychometric scale usually included in research that deployed in questionnaire i

etal., 2018). Likert scales are employed as it has the advantage that the res@does
not expect a simple yes or no answer from the respondent, but rather a r degrees
of opinion, and even no opinion at all (Joshi et al, 2015). Therefore, Wative data is
obtained, which means that the data can be analysed with relai\ﬁ‘éz In addition, the

Five Point-Likert scales is employed in this study is to ens atythe r'ssponse rate and

response quality increased and it is relatively easier for r dent tc‘)‘nqqdand (Joshi
®

et al, 2015). Besides that, the agreement term uses% questionnai es’as_\@vlgws
respondents to answer more precisely, and i es _with nu%&'ﬂ survey
responses to analyse (Joshi et al, 2015). It i&ﬁwse\ ask p@tg;ants to rate
a set of attitude statements using s@h comm
measurement (Van der Linden, 201% >\y? ,<\
The questionnaire constn%! E& >

teg <‘s and in attitude
)

in lish.JAecordi c')to “The Role of English

17), @Iish language has become an

in Present Day Higher Education, (Al i
important language in %QY: sucl:s b ;ihg»@ucation, manufacturing, services
and many more. \ l \“ g

NI

\
V%kfers 10 the degree to@ich the instruments can quantify the differences

bet@dividuals on the con@e’t one seeks to measure. In this study, content validity

rmined by an in-depth literature review and the usage of validated survey
d ments from previous research. Besides that, an in-depth literature review was
nducted to guarantee that the instruments covered the concepts intended for this

study. The instruments were examined and approved by the Panels of Supervisors for
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Management Module Committee of Economics and Muamalat, USIM in order to ensure

the content and face validity. Their comments were provided as below: T

I.  Language: Panels have suggested that the language used in tm&s@nnaire

should be proofread in a way to capture respondent’s understanding.
ii.  Font: In the beginning, the questionnaire used Arial % 11 points for
questionnaire instruments that resulted in e?' in pages and

psychologically, it will affect the respondent' d

questionnaire. Thus, the panels have recommen that th

changed to Times New Roman and 12 for questionnaire instrment to
0 4
ease the respondent to answer. ACCCW to

2016; Lietal., 2017), Times N@Mn ith|1 Q ize will help the
respondents’ eyes to relax WMdinw
iii. All the title of the %s}onna‘ o belin English to avoid
é ¢ S
h

o
e r%ch%r reﬁ&jent.
iv.  Set of questionnai st bewith the seria.l%u\mber to help the researcher to
N
analyse informatio

better an djarwepetitions of the same respondent.

N oy O
A S
Once th wu t een C\’t;al}iated, the necessary amendment to the

misunderstanding ei

S

&
instrumen%_ e based op t re@mendation given by the Panels of Supervisors
for M nt Moﬁu?g'z‘;‘nmitﬁe5 The corrections to the instrument are important

to \ y issues and mlsundé'@tandmg about the questionnaire in fieldwork.
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3.5.7 Pilot Study

Before the process of collecting data taken place, a pilot study hasw
conducted. A pilot study refers to the mini version of a full-scale study &a}l run
conduct in planning of the whole study. It is also known as a ‘feasibihty%the study.
According to Gay et al. (2011) stated that pilot study is conducted to ensure the
researchers are able to interpret valuable data. The measuri Numents used to
collect those data must be both valid and reliable. In additio er'/es as a platform

to verify appropriate instrument in collecting data for the al study. Pi s;udyé(ig an

N
approach that has been implemented in this cas earch by usi c‘.le_gﬁaqnaire

instrument (In, 2017). For this case research, lTendqu the -M‘Xr;agement
T

& Professional staff (N) scheme were invo \w e pi 1 Acceé\mg to Eldridge

Q d

et al. (2016), a small number of respM aroun 30 -@ is needed in a
pilot study. Although it was a smagjwtity, ithﬂ%e

(Eldridge et al., 2016), The s practice pﬂlot@f?y was useful to help the
researcher to understand th S oI’c ducting a Aey well (Becker et al., 2017;
Heaton et al., 2016; Jo% al., 29. 7. P g‘e'r e’lb' 2016).
o &
Further, allwtion ek from ilot study analysed using the IBM
SPSS 23 to idew reliabih Ihe q(éf%nnaire. Data obtained by using internal

consistenc ilaaity c ie'r'lt Ipha or also known as Cronbach's Alpha co-
NN
eﬁicien&%rding’ t@d\dzs (Zoé\stated, the instrument is internally consistent and

reliahAthe test result is ove@'{ Furthermore, a pilot study led to additional look at

réf.-é?ences in actual study

th? istent quality of the instrument.
The result of the pilot test as in Table 3.11 provided helpful information on the
uestionnaire design, wording, and measurement scales. Thus, it gives a clear picture

to the researcher to plan and execute on fieldwork based on the time obtained.
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Table 3.11: Reliability Analysis of the Dimension

Variable Cronbach’s N of Items
Alpha
Staff Turnover Intention 0.854 2

The validity and reliability test were necessary because th earcher must
ascertain that the instrument used were fully examined and consi nt the allocated

time (Lee & Seomun, 2016). Validity is a vital venture at tw sent examination,

2012). Creswell (2008) stated that reliability of the

the scores from an instrument are steady and r

(2016) characterized dependability as the consw 0

predictable they are, for every participantw in r?é regearch. ((E
\ K
3.5.8 Data Collection (') ? \’\
This section discussed xﬁhe m ed t&@her information from the
respondents in order to mee?ﬂbwct*es. e efor%he study used questionnaires to
[
complete the survey in%

Thg

about the same v;@»or chlr@sﬂcs f some cases where the result is a data
N

matrix or a st N or rectangular lset@%déta As such, it begins with determining a

set of que S thai? ~gé«zfnographlc and staff turnover factors variables
amon Wnagemen F'rofesszunal staff under the Administrative (N) scheme in
US@ ‘-)

idy qwestlonnalre is to collect information

o further investigate and rectify this issue, a permission and consent from the

Oman Resource Division and the Registrar of the university has been granted to get
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more information from the staff who has resigned from the university, which enclosed
with their names and contact numbers. Y~

In conducting the data collection of management case research, th@% was
conducted on 12 July 2018. The established questionnaires are di d among
former contract staff of Management and Professional (N) schem%'reaching 21
former contract staff, the researcher took an effort by contactinM personally via
the phone and gets their consent to participate in the surve if.hi 21 former staff

of USIM, the researcher managed to reach all of them. rmed that

all the information obtained will be kept and any %ﬂ information Mz .ﬁs and

feedbacks obtain from them will be treated dential t dgjﬁmg any
information obtained from them. The coanttm\d anic mg session

with the former staff where the re xplalne urp@ f the survey. An
explanation on the |mporta the resiirlt_ h| syrvey to the university’s

N
management to identify the roo)énd tﬂe factors:ithat @hem to quit from USIM.
% 7 &
e

Next, the survey quegi:o es la mal%@m getting their feedback by
answering the questio% he d of

week. On 19™ July&2018, the|

né\N@@g the questionnaire is within one

F &y

er re%feyed all the information obtained by

peri

screening the a e que . Ho r, only 19 questionnaires were returned.
On 20" Jul a S of q stff)nb(?s have been distributed among current 27
contrac f (N)Sche They@e been given a duration of one week for them to

e the questionnaire. Th@dson why the duration of one-week time in answering

t tlonnalre has been given to them is considering for them to have a specific
Q allocation time in answering the questionnaire. Apart from that, as professional
rofession, they must prioritize their job before they are able to answer the questionnaire

during their free time.
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After a week time, the questionnaires have been collected and was screen one by

one to avoid any missing information or unanswered questions. After all the ev.

is the analysis part.

had done, all questionnaires were usable and be able to proceed to the nex(sg}/ ich

3.6 Data Analysis \}
3.6.1 Introduction z '

This section discusses on the findings obtained in tin tMive of the

®
N
case study. This segment consists of the results o@!mm the f er’s urvey
in the Management & Professional AdministraT e d'\l the sqr;‘\;ey of the
current contract staffs in the Managemew ini?\rativ Schené}N). By using

descriptive data, all findings were CIM

ing @ data gathered. It

includes the description of statistﬁfjescrlptiv\mbsgs' {E\ used to calculate or
& -
summarize the available data d in_the grépHs, diagrams or tables. This also

K\

includes the means and sta via!on. E herm$ this subtopic also prescribed

the demographic data \A% udes

of working experze\li l
Information,data‘analy:
& A

data was cﬁ into and an
informani obtain e;anal)%_ by using descriptive statistic. The description of

the ing research objeor.&}’ was described below. In achieving the research

ob?l es, the findings used percentage, frequency, mean and standard deviation as
S

entative of the descriptive data analysis. According to Kim et al. (2017), in

onducting a descriptive analysis, the information that has been obtained need to be in

a set of data. Meanwhile, according to (Devlieger, 2016), mean used to analyse each
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score in the distribution. The standard deviation was conducted to measure the data

X
K\

Descriptive analysis was utilized to generate a description otha obtained

dispersion (Boley et al., 2017).

3.6.2 Findings Derived from the Survey

from the study. The study's concise research is to determinin facto f staff turnover
Zatlv

among the Management & Professional staff under the a f scheme (N) in

n, st nWation and
o
the number of items. This section was to 1dent1fy@dent’s e a*hi_@yy files

who are the participants in this study. Y. 4’ \Y

N a9 &
3.6.2.1 Demographic Profile of Re %s 6

Table 3.12 shows the demogr ro |Ie 0 %de t;r\ t have been collected

USIM was clarified by the number of respondents (N),

from the survey. Subjects’ cha bac munﬂQ rmatlon such as gender,

age, working status, educ@kg ears, f working experience were
collected from total % N=46

contract staff from Managr gssfional staff under the administrative

esp deht ich are the former and current

scheme (N). Thqe\% has @ﬁghest with 67.4% (N=31) while female

respondents bG% =15). FJ tb“%e range between 24 to 29 years old were

54.3% (N= hile b ge 3@ | 35 years old respondents were 45.7% (N=21).

For Qrkmg status, 58.7%@27) of the respondents were the current contract staff
|Ie 41.3% (N=19) of them were the former contract staff.

Q Most of the staff are qualified, earned at least Bachelor’s degree holder with the
|

ghest percentage recorded at 69.6% (N=32) followed by Master’s degree holder with
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30.4% (N=14) and lastly, staff with 1 to 3 years of working experience are equals to

staff with 4 to 6 years of working experience, with 50% (N=23) respectively. T

Table 3.12: Demographic Profile of Respondents .\. :' ,

Description Frequenc ercentage
Gender Female 15 32.6
Male 1 67.4
Age 24-29 & 54.3
30-35 457
Working Status Current Contract Staff 7 58.7
Former Contract Staff 19 ' 41.3
Education Background Master’s Degree 4 \d 30.4
2 ®
3

Bachelor’s Degree (@g"
Years of Working Experience 1-3 years ' ‘5@
4-6 years . 123 e 900
Y- \‘
3.6.2.2 Staff Turnover Among the M@ent

Administrative Scheme (N) in M \$

) N
a 5 .
Table 3.13 shows the which h eegzbrlalysed using SPSS and

b
| \ﬁ _ AN
followed by the frequencie ondents i mb?gmd percentages.
? S
Table 3.13: Staff Turnov moq.q{tfje n nt & Professional Staff Under the
\Admirlis che )in USIM

N
4 -y gripti\p“gf!ftistics
\ ¢ ( C,}JN Minim  Maxim Mean Std.
_ " ¢ um um Deviation
-
, ) ) Su sor support
3 L . g
My supefVisars always u\'ow in 46 1 4 1.83 851
performin Y'
Communiication between me and myt 46 1 4 1.71 1.292
immedi upervisor is good
rr&rvisor shows consideration for 46 1 4 1.67 1.227
inates’ feelings
upervisor gives me the opportunity to 46 1 4 1.30 .909
ticipate in important decision-making
he form my supervisor uses accurately 46 1 4 1.29 1.097
evaluates my performance
The feedback I receive from my supervisor is 46 1 4 1.27 1.414
useful
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Descriptive Statistics

N Minim Maxim Mean Std.

um um De
My supervisor is available when needed 46 1 4 1.08 .3

Overall Mean: 1.45 %&

Training and Development Programs
The training and development program 46 1 4 . .842

prepared me to perform future tasks more

effectively ‘r

I am satisfied with the overall quality of 46 1 .68 1.402

training and development program provided

I am satisfied with the materials in the training 46 1 1.65 1.031

and development program

Training and development program are 46 1 ' 1.48 1.090

provided by my organisation

The training and development program are 46 1 4 42 4 3

relevance with my future career ? a8
Overall Mean 1.63 ' | _\v)

Career Advanceme v V:
My organisation holds many interesting 1.78)" 1.246

positions for my future
My organisation actively supports my career
development

My organisation offers interesting career
advancement for me

2.07 929

I work with a team who cooperate 46

consistently \

There is no bickering and fighti 0 2.01 1.009
I do not receive incompatible requests from al [ $ 4 1.94 1.026
my supervisors

I do not have the competence of the pe 40' 1 4 1.91 1.071
with whom I work

Honest competitio Qween vlorkers 1 4 1.80 1.046

this organisation AN
| receive an assi (_A6 1 4 1.83 1.259

staffing to com

Job Stress
46 1 4 3.80 1.039
46 1 4 3.65 1.402
oes interfere with my family and 46 1 4 3.11 1.197

ife

Overall Mean: 3.52

detail are as follows (N)= Respondents
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ITEM S. Disagree Disagree Neutral  Agree
@) 2 ®) 4)
Supervisor My supervisor is available when N=30 N=13 N=1
Support needed (65.2%) (28.2%) (2.17%) 4,.(4.34%)
My supervisor shows N=27 N=10 N= =4
consideration for subordinates’ (58.6%) (21.7%) (1@ .69%)
feelings
My supervisor gives me the N=19 N=20 N=4
opportunity to participate in (41.3%) (43.5%) %) (8.7%)
important decision-making
Communication between me N=20 N=15 =5 N=6
and my immediate supervisor is (43.4%) (32. 10.9%) (13%)
good
My supervisors always motivate 3 ‘Izl N=1
me in performing tasks 7% 17% (2.17%)
The feedback | receive from my = = s N§§
supervisor is useful (17.4%) (15:2% 56,9%)
The form my supervisor uses N=15 1 =2
accurately evaluates my (32,69 .17%)‘;2.34%)
performance % 4 )
Training and Training and development =25 \;Z T‘ N=8
Development program are provided by my (5473%) %) L}% (17.4%)
Programs organisation
The training and develo H N=31 =11 ((N=3 N=1
program are relevance with (67.3%) 23.9%0(6.52%) (2.17%)
future career AN
The training and de %t % e N=1 N=1
program prepared me ormpy, (543 ( 00)  (2.17%) (2.17%)
future tasks mor%ly “ Q-
| am satisfied Mgg aterNZS A%Nzls N=2 N=1
in the traini d develo 54.3% (39%)  (4.34%) (2.17%)
progral $
I am satisfi the overall ! N—Q N=13 N=3 N=3
quality of traifiing and _# P o (@2./6/0) (28.2%) (6.52%) (6.52%)
devglopmentprogratprovided ()
Career %%B&u‘satizzb\ffe?‘ éhlr\l=40 N=4 N=1 N=1
Advancement ting caréer advanement & (86.9%) (8.69%) (2.17%) (2.17%)
r me
rga sa% ! C—)(J N=26 N=16  N=3 N=1
supportsmy care e @ent (56.5%) (34.7%) (6.52%) (2.17%)
y organisatigh hol y N=40 N=4 N=1 N=1
intergsti ifi (86.9%) (8.69%) (2.17%) (2.17%)
future
| receive an ass@eﬁ't with the N=25 N=15 N=2 N=4
proper staffing to*¢omplete it (54.3%) (32.6%) (4.34%) (8.69%)
I work with a team who N=16 N=16 N=8 N=6
cooperate quite consistently (34.7%) (34.7%) (17.3%) (13%)
I do not receive incompatible N=5 N=8 N=8 N=25
requests from all my supervisors (10.8%) (17.3%) (17.3%) (54.3%)
Honest competition exists N=15 N=15 N=10 N=6
between workers in this (32.6%) (32.6%) (21.7%) (13%)

organisation

155



ITEM S. Disagree Disagree Neutral  Agree

@) 2 @) 4)
There is no bickering and N=24 N=18 N=1
fighting at work (52.1%) (39.1%) (2.17%) 4,.(6.52%)
I do not have the competence of N=6 N=10 N=1 9
the people with whom | work (13%) (21.7%) (2.17% 3%)
Job Stress My job requires me to work N=3 N=7 “N=35
extra hours (6.52%) (15.2%) (2.17%) ¥ (76.0%)
Work assignments are out of my N=2 N=3 N=36
specialized field (4.34%) (6.52%) (10:8%) (78.2%)
My job does interfere with my N=4 N=2 =2 N=38
family and social life (8.69%) (4.34% .34%)  (82.6%)

3.7 Discussion on the Findings ‘ Y‘

The aim of this study was to achieve the c object e a‘majbg the

factors of staff turnover among the Manag & s | sta‘Fander the

<

administrative scheme (N) in USIM. Ther e%\,wm d’é.libe an in€lusive summary

of the data and findings.

AN
Based on the findings dedu e dlcat éxamong all the five (5)
& )
dimensions, the most contrl actor «affect the rminant factors of staff

turnover in USIM can b ’ ov mean score (high to low)
dimensions, which wil%s uen abs; 1) Job stress, (ii) Relationship with
co-workers, (iil)m and de nt Superwsor support (v) Career and

N, I%O
(') ’\g,

advancement.

% ’ <
A n the findings unde\,vls dimension, majority of the respondents agreed
eir job requires for them} work long hours, their work assignments were out of
|r specialised area, and interfere with their family and social life. In this context,
uff|C|ent workers may lead to unequal work distribution among the staff. Therefore,

adequate staffing ensures that the workload is being equally shared and distributed
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according to one’s expertise and related skills. Even without having the relevant skills
in the first place, one can be trained to improve their skills or learn new sk

subsequently take up the challenge to complete the given tasks. In this cor@}s the
responsibility of the leader to ensure that adequate number of staffs wi ant skills
are being assigned to complete respective work task. Failure in thiS would create
injustice to some staff with burden of overload of work. Again NII stress out the

tzg riactions towards

the long and odd working hours. From the questionnair ajori WH worked

staff and trigger the intention to leave. In addition, there

®
long and unsocial hours and thus missed out on their'soeial lives) If t w}r@hours
are revised, the employee turnover rates experi in'the Universi mig@t happen

as staff would be more content with their jow ct, nhking @:g may have a
itléis or restricts and

negative impact on the staff, overlap“with their famil
r;@t is one of the major

social life. Motivation is essential iﬁbworking\k%m
N
factors that determine an empla%alty tﬁ the anis&', . Staff would feel highly

motivated when their kno@d T argyput téu%ective use in the workplace.
important and an

They feel like they pla t ntégrebart of the university and sense of
s ¢ &
belonging. A chee and Sti - ork'ﬁﬁnvironment is another factor that

influences the staff’s motivati 0 wé§~6n daily basis.
¢

R

nd dimension Was retated to the relationship with the co-workers. Based
>4
ondthbe ings, there were iSSLTe:?ertaining the relationship among the staff with the co-

%s. This is true if strained relationship occurs among co-workers creating

Octance to cooperate as a team. Without full cooperation from all team members,

eventually some would have to take extra workload in assuring that the job is completed

—+

/
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as expected. This action will snowball and create overload of work for staff that are

committed and responsible and to those who were unwilling to cooperate

beginning will seem to have less work than others do. This unequal distribu@j&nfair

and will create dissatisfaction, and if not being handle properly by t rior, will

leave a demotivated feeling among the staff. Therefore, without a StWotivaﬁon to

work, a staff would seek for a job alternative. Ideally, staff needs tant motivation
o

to be able to perform well at work. Motivated staff would e'to foster greater

teamwork relationship. ‘\d
®
o . N4
Good relationship with co-workers and subordi has quite a Wa(ifﬂ ne’s
performance. Backstabbing, feeling envious a g % f-i terest\/‘ﬁFst above
ilds straiu@&ationship at
us a@gﬁs contagious and

others are among the common negative attiq@iat
a workplace. These negative attitudesw dered ha

influential, creating stressful worki ironme gb i g@rfbed at an early stage.
N

An experienced and competen r wlld besable t ntify the cause of such

negative feelings. On most_occasion, L lem ca’ébe sorted with a confession
mo

session. Breakdown in% ication tﬁes@‘f may be the main causing factor
ol £ &

of these negative @ Q <§’%(.J

iii.  Traini Nde eloprent | (')O

’ 4
Nex at clearly affect level of motivation among the staffs or the
4
respo ws the lac tvﬁiningzand development programs. Staff skills can only be

N
penfec nd sharpened throG;k? training and development. Without proper training,

%ould not be able to progressively add value to the university. Majority of the

opondents, both former staff and the current staff stated that some of the training and

development programs conducted did not meet their expectations and at times are
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irrelevant to their post in the Management & Professional administrative staff scheme
(N) in USIM. Training and development may affect job satisfaction and orgam?ﬂul
commitment. An effective training program can lead to greater commltrr@ less
employee turnover. An organisation that provides inadequate training*ases staff
turnover (Ko et al., 2018; Rhodes & Toogood, 2016). It shows that thWrsity should
identify and conduct relevant trainings for the career needs and skil elopment of the
staff. Previous research by Narayanan et al. (2019) and O dvzf)m) had shown

that training is an important retention strategy which%establi in upportmg

learning, and working organisation is beneficial to t ganisation. alh @ new

employees ensures that they are comfortable in t wor i r@j reduces
the chances of the employees getting frustr d in“thei smonéﬁggloyees who
feel they have the chance to develop n |II hrough traiping a@%velopment in the

workplace are more satisfied with t bs nd

to their organisation. %

iv.  Career and advanc

'O

For the dimension nder careerfa vdh@ent Both, current and former staff

expressed that th ot @OSSIQQ of career advancement for them in

USIM. In fac h Iy ason }they@ge/stlll working in USIM is because there is

no other j atlv for the r development ensures that an employee is

/

succe elr caree esuftlng Wr'career satisfaction. The performance of employees
be better when they“p%?celve the opportunities for career development within

ganisation or industry is high.

0 Career development involves creating opportunity for promotion within an

organisation by providing opportunity for training and skills development that allows
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employees to improve their employability in the market. Additionally, organisational
support for career development has been associated with a reduction in volunt?l’t
by employees as they are likely to perceive career development opportuniti@sﬁn the
organisation as high. Talented employees are required to maintai mpetitive
advantages and employees want career growth to develop and rise on thie career ladder.
Such methods include advancement plans, internal promotionmaccurate career
previews at the time of hiring. Y. '
. Supervisor su *
% p pport ’ L}Y‘
Next dimension was concerning the Superim@ort. T‘r'lis ection toud'}es on the

Y—-
role of the Superior from the staff’s point of vieWo ’f'ee@ ks we@fven by the
respondents both from the former and ee\h*ent e S pﬁ%r-subordinate

relationship is, from an employee’s perspeetive, w ngQ relationship in an

organization (Robbins & Judge, Sﬁ) Tg;’l g c:;&tent, this relationship,
(7]

according to Robbins and J% OIW%S happy and satisfied the

employees are with their jow wo"< enviro men%\now good is their prospects of

‘ : [
career development are within the grgani tibn(@nd the quality of their day-to-day

experiences in th@ace@en po'n@ out by some of the staff who felt that
N
their SuperiorcNot treatingthe sltaff_équally. 41.3% were strongly disagreed, and

4

43.5% we@ eed with t m f(&-"SuperVisor support’ dimension which is ‘My
W i E
p

s me th po'rtuniv'to participate in all decision making process’. In
N

superv;
anq{;tion, a Superior shbgu% maintain a good rapport and develop a harmonious

‘%\ship with all staff under his wings. By doing so, the superior would gain the trust

01 support that he needed from his subordinates. The staff would be convinced of his

leadership and confident to give their full commitment and dedication towards the same
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working team. The superior should conduct and lead his team in a professional manner.
Narayanan et al. (2019), suggested that trust in a Superior and perceived suppcw!m
Superiors increases the probability of employees to stay within an organisa@reas,
a poor or non-existent relationship, increases the chances of voluntar ignation by
the employees. These leadership style can affect organisational com ent and work
satisfaction positively and work satisfaction can affect organi atWommitment and
work performance positively. In sum, this case research YY

hi staff’s level of

satisfaction towards their Superiors. The respondents essed mwerns over

@

Superior and the staff was not on a good term

understanding, breakdown of communicati

issues. \:' , 6‘*
In the past, many scholars %searche_h_\rw?i d turnover in many
N

different terms and concepts. Saki 19) Befine tur@r intent as an attitude or

&
likelihood of an employee limhej any. Other*\ksearchers including Fitria et
er

al. (2017) indicated t?%r
outside the organis ltqklt can
end or death of\r;l&ber

turnover coul%rso a\rol

Voluntary turngVer o yrs, is«&hen the staff chooses to leave due to the obvious

C

ould al lﬂe»d@'cribed as the labour movement
’ ¢ &
i atio&&mnsfer of organisational units and the

i

pan(S%bbins and Judge (2018) explained that

|
tan'ly gg?s as well.
O

competitive nature of the work\(@(rently available and the opportunity for alternative

e%\ﬁnent. In this circumstance and for this reason, the university should embrace the
COo

entional or the western theories to tackle the motivation issues. In addition, from

Q& Islamic perspective as stated in the Holy Quran and Hadith, the university may apply
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the Islamic principles practiced by the Prophet Muhammad SAW as well as the Muslim

There are various management tools and models across the management

eMn plans in order

low’s Hierarchy of

uity hween as the

®
most appropriate models to be used due to its principl may also pt t@tmic
p@' ida@j@ing and
analyzing the capability of organisation to a\) sh tﬁe desired ou@:g
G5

3.8.1 Maslow’s Hierarchy of Nﬁs)‘l’ heor \ é

N
Abraham Maslow Motiv%eor :nl'he 'erachhQCa? Needs Theory. Maslow
has developed a theory on f@wot’ ons are intektwined. In his theory, he called
it as a "required hierarGhys re are vario t);pebf these needs. Once a basic level
’ &
of needs has beerKved, @N gof next level of needs as indicates in
Figure 3.6. %

N

e D, &
The effe ofthuman nee |§G|\@}Ce?into the following:
# $
1. §wogical needs:

\ other physical needss

scholars when it comes to the issues related to motivation.

3.8 Models and Formulae Used

discipline which are designed to help organisations to develop

to achieve their goals. However, for this case research,

Needs Theory, Herzberg Two-Factor Theory and Adam

principles to overcome the existing scenari

-9

b'asicﬂeeds, such as hunger, thirst, shelter, sleep, oxygen,
¥ Safety: including safety and protection against physical and emotional losses.

0 3. Social needs: includes the need for belonging, affection, acceptance, and

friendship.
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4. Esteem needs: includes internal respect factors such as self-esteem, autonomy,
and achievement; As well as external factors such as status, recognmw

attention. C}

morality,
creativity,
spontaneity .

problem solving, ' C-}Y.
lack of prejudice, A
Self-actualization acceptance of facts Y'
self-esteem, confidence, Y

achievement, respect of others, Y‘
Esteem respect by others %

friendship, family, sexual intimacy

Love/belonging

security of: body, employment, resources,
Safety morality, the family, health, property

Y- i %r(§.§‘s’mw, A. H. (2000)
' \

Maslow’s Hi arcC[jx/o Needs Theory

Physiological

Figu

3.8.2 Herz ?;&%T/ -Fac porL)b
He l. (1959) ?S ev l&éd a two-dimensional paradigm of factors that
3s €0

ncluy\ed that hygiene rather than motivation factors such

s
affect tudes H
as %y policy, survelllan?,'a, interpersonal relationships, working conditions, and

% The theory suggests that lack of hygiene factors can cause job dissatisfaction,

their presence does not motivate or satisfy.
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In contrast, he found that the motivators were elements which enriched the job of
a person; in particular, he found five factors which were important factorsv
satisfaction: achievement, recognition, work itself, responsibility, and pro% ese
motivators (satisfactory) had a long-term positive effect on job perf e. At the
same time, hygiene factors (unsatisfied) consistently only produced mrm changes
in employee attitudes and performance that rapidly fell back tq theirfprevious level.

In sum, satisfiers describe the relationship between E'a what they do,
many related to the tasks they carry out. On the other , dis tw‘has to do

with the relationship of a person with the environmen hich the wor, if c&@ig out.

The satisfiers are what a person does when he i y with'the si atioojﬁvhich he

43'

or she does. (See Figure 3.7).

Two Factor Theory of Motivation

Motivators Hygiene Factors

Achievement Company policies
Recognition Supervision
The work itself Relationships
Responsibility Work conditions
Advancement Remuneration
Growth Salary
Security

:wher part,ugm i ure 3.8 shows the differentiation on those factors
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Factors leading to dissatisfaction: Factors leading to satisfaction:
: eadership practices
ger relationship.

*Poor pay

*Poor compensation
«Poor work conditions
«Lack of promotions
«Poor benefits offering
«Lack of job security

When these factors are optimal,

job dissatisfaction will be When these factors are optimal,
eliminated. However, these factors job satisfaction will be '

do not increase job satisfaction increased.

Figure 3.8: Herzberg Theory on Separation of

3.8.3 Adams’ Equity Theory

Adams' equity theory as Figure .Q%N

theories. Equity theory, though, takes a

previous two models; the employ: beﬁ ith th@; condition one day, but
u Q-
will be defeated on the next dN ms' E eory i‘!s'two core concepts.

l'y' , ?,§ ;

Hours

e Promotions

Work

performance Salary

Bonus |
Recognition

T

-

\4
\ Source: Tanner (2017)
b Figure 3.9: Adam’s Equity Theory Model

Education
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Firstly, a balance between job inputs (effort) and outputs (reward) is essential.
Additionally, workers ought to feel equally handled relatively to their colleagu?he
inputs and outputs are precise: the effort, experience, expertise, and dedica@g}n by
workers are what they get in return, including remuneration and rec ion. Equity
Theory explains on those ratios. T

The second aspect to consider is that workers equate their rati referents,’ peers
with whom they believe like they should be comparable. Xt:ff'feels their ratio
were not well-balanced, they will look towards thes erent a.md\cdeare their
rewards. If the staff feels 'under-rewarded', their n impulse is to [ei@their
perception of equity. They can do this by reduci in% ing in I%%ﬁort), or
by trying to increase their outputs, which GJ:i pay ri@gc;uest. Those

who felt worried that they have been N :re@rded mi art fé‘ng uncomfortable
and demotivated or decide that mir@beffort pﬁ\oﬂgT
st

topic of diversity and how organi n ne@d

;Q‘t\a@ry reminds us of the

of the expectations of

é)gf/

ight t that it is regarded as fair by

individual workers. For instism c %
offering the entire em% he same pay; and b@fits. Nevertheless, the company
s
ies and

T

cannot monitor ho ople vui \Iaq éﬂ_uefits. Some may feel like they have

worked harder ma\,ﬁbir C 'ut s{fjléérn the same recognition. Some people
#

may think the ot deServe t sa'mip_/a . What looks equal on paper will not always

. . . N
percelv% h inpract :Adan$EqU|ty Theory focuses on equal outcomes that

are clos8ly linked to both awarct%wd recognition drivers. In other words, if the workers
N

b%’ hey are doing an outstanding job, they want us to notice and accept it.
: If an employee receives positive feedback, maybe a compliment and some reward
hether by salary, promotion or training) then the employee engagement and

commitment to work will naturally increase. The Equity Theory also emphasizes the
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value of the management support network. When management opens a dialogue or
conversation with workers on equity issues, staff will feel much more confid
their views and opinions will be heard. The issues could be with pay §tr S, a

growing recompense scheme or benefits such as flexible hours, as every% aware of
what a 'reward' is (Garg & Yajurvedi, 2016). ?

3.9 Potential Impact and Recommend Solution to th

g

From the past literature on those theoretical , Ww lead to
g

ct
recommendations which serves as proposed solut@e identified i su}e. _\0}
’ N~

3.9.1 Maslow's Hierarchy of Needs Th%z q\\ ?T
First on Maslow's Hierarchy eea e @ﬁological needs.

Theory
Physiological needs are human bein st basic\ﬁe S er\ewhich includes food,
stud

water, and place to stay. In %ext thi

responsible in compensating,their orI ¢’s time spent and effort put in to complete
tt

all tasks given with a % pl

will enable the wo W to fr
requirement, U fullﬂ? 'owea%éel in the Maslow’s Hierarchy of Needs

|satlo n

IM as the employer is

Jp'rov@s appropriate salary. This salary

i basié(equirements to live. By fulfilling this

Theory. % ’ 4 (j)

H% fromt versation with the staffs during the distribution of the

Yv

queﬂ%ires, there were so e%o‘mplaints received from the staff verbally regarding

t \mﬁculty for them to purchase food during their working hours and during their
& time. Perhaps the university should consider providing staffs with other
ternatives regarding this issue. The solutions would eventually help to reduce time

167



spend to travel for the staffs during break time means more quality time to spend on
their work task. Y~

Next on the list is Safety or Security needs. Once basic human nee@been
fulfilled, Maslow describes the need for security. The need for security includes
a safe and conducive working condition, complete with all the neces acilities for
their workforce to perform their job. On the other hand, job securitywrefers to a stable
physical and emotional environment issues such as salary, z.be efits, safe work

environment and fair work practices. The universit eds 0 With the

afe worki o‘wd@s and

workplace safety requirements of their staff by providi

guaranteed job security in terms of on-time sal

\/
Monetary issues are relatively im espﬁcia duri e economic
downturn in the country. From the findings, orltyoft po s(formerand the
current staff) agreed that they were gla atthey se as the organisation

to work for, over other orgams ndlc& es th happy with the working

e
environment in USIM. U has pr r@workmg conditions that are
inspiring and equipp %;equarw ks{ah@ and all the necessary office
equipment. Once t wﬂ ori is.Mmet, %&.}’ needs that encompass the need for

belonging, trustgloveand co i are e(%dtlal drivers. At this level of need, people

will never feel'the absence off ean éﬂen husbands or children. As human being,
time all% 0 sogializ .Fd spe@‘tlme with friends, colleagues and families is a
X"
.t S
N
C|aI needs are important to humans so that they do not feel alone, isolated and
ssed. Fulfilling the social needs is a good way to release any work stress and

dsmn. Friendships and family also contribute in fulfilling the social needs. From the

findings, it has shown that majority of the respondents expressed that they were
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somehow agreed that their job somehow does interfere with their family and social life.
The university as the employer, can play an important role in assuring thTr
workforce has enough time to fulfil their social needs. After work prograrr%\ch as
recreational events, in-formal family day events or even sports could be
organized among the workforces. Such events encourage teamwork strengthen the
relationship between superior and subordinates and between co- VMS

A work life balance plays an important part in maintaining th'e belongingness

among the workforce in the university. Next is the este eeds (p‘(’M.Q/delf image,

respect and recognition issues, which refers to the nee elf-esteem d’es ; with
self-respect being slightly more important tha g res& adr@?on from

Y

appreciation

ajor@f the respondents

others.) At the end of the day, nothing is more re din

or acknowledgment from your superm\%ﬁe findin

strongly disagreed with the statem at ‘my

advancement for me’. In this % the

o
@,
<.

&

me examples from the employer that

compliments, rewards and L?r' otil %
reflects confidence am% thy bestowe on‘an@rployee Such rewarding gestures
.‘

2

will elevate an emp motlv ork. gwng motivated employee would mean

low staff turnover.
The ne tu@ |w core component of Maslow’s Hierarchy of
ven;t

Needs ver mkers have prioritized this need to promote a

sup i0 ersonallty There wae)fr idea in recent years of the need for a connection

o

e the economic capacity of the empire and spiritual depth. Majority of the

Q ndents disagreed with the statement that ‘My supervisor gives me the opportunity

participate in important decision-making’. This statement translated to the role of

superior. He or she who has been appointed as the superior should be trustworthy
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leader without ignoring the spiritual hand. In this case, Maslow's pyramid of needs is
distorted from the beginning of physiological needs to self-realization. The actioyne
predicted organism is therefore not selfish and continuously strives Q%M the
requirements, but rather to understand rather than to give and to receiVe®™{he need of
self-actualization is individualized in nature. The Superior or leader sheuld counter for

this need by providing challenging work to their staff, by invitiniwto participate in

decision-making and by giving the staff some flexibility a onoiny in executing

their jobs. \d

Ny
In short, Maslow’s Hierarchy of Needs Theory sts that if b‘si&@ds of
an employee are met, higher salaries will not e t@ forc@' the staff
would also be inspired at work by fquiIIinﬁeaﬁis. ds co@gg defined as;

por@'res, increase self-

excellent benefits, safety standards at r:'g, ;cializati

esteem and further development op@snitiesﬂw\_l&;y

resigning and working for othe

i. Motivation
)
Having the drive t0 wake up eV olhi%and get ready for work requires a

huge effort. A him ted staff would hzv/%o problem in doing so, in fact looking

A : o .
}&e\:f/ mor g.lTW_s;)(wlotlvated staff must have something that

forward to do

4
thing r ateﬁ-yhis interest that made him feel eager to get to

work. Q/ d 4 X
AN 2
e contrary, how Wo*ucl't? you feel if you are being forced to do something that

not good at, or being held responsible for something that is not in your job

chiption in the first place? You are being burden with workload and had to sacrifice

your time in order to fulfil the given tasks. To make things worse, despite finally being

ave SO
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able to sort things out with your own effort, your achievement was not even being notice
by your Superior. Sadly, these are the actual scenarios that happened in USIM as,bei

shared by the respondents. Problems have been building up over (nj}owly
demotivating the staff and up to a point they cannot longer tolerat ecided to

voluntarily leave. Lack of motivation to work, is a serious issue needSyirgent attention

from the Management in order to reduce the staff turnover rate. Staffs'require constant
eCiv

motivation to improve their working performance. In fact, e'sity, motivation

. Thi iswy because
"X
staffs provide services to the stakeholders directly. ted staffs t ﬁgreat

o
and high- quality services to stakeholders. 4 \/‘T

There are several techniques and theekies that rsity @8‘ apply in its

attempt to elevate the motivation Ieve% :na>ts staff.
to revisit its recruitment selection p@sThe un \si(Xne

between specific skills with th%ant js‘o deseripti identifying the staff’s

044;
strength or interest and matchingwit wit leva sco

desirable working env% . Staff wouldibe bb@ perform their job better as they
'3
7

are familiar with th % e (i \'rg..s ills @erest that the staff possessed should
later be enriche@her i

morale to wor%) ’ ¢
NN
b

ii. chment
N
\ nrichment means tc?g;;ﬁance a job by adding more meaningful tasks to make

of the staff is a key determinant to the success of a universi

tar@@ university needs

;r‘\rbwnake a proper match
N

pe will create a much

he st#éapability which in turn will boost their

k more satisfying. For example, if the staff is good at public relation skills, allow

Qn or her to apply and practise the related skill and only assign tasks revolving around

171



this. Job enrichment can fulfil the higher level of human needs while creating job
satisfaction at the same time.
In fact, research on job enrichment by Akkermans & Timss (2017)(%%& al.

(2016) and Rastogi and Chaudhary (2018), found that employees needﬂé@lowing to

achieve job satisfaction: Y '

Skill variety or many different activities as part of the jw*

e Task identity or being able to complete one tas b m@ad.
pact on others, I’n@zrally

e Task significance or the degree to which the jab has I '
L)
or externally. 2 Y:\
Y

é\‘?

e Autonomy or freedom to make decisions ilthm t

e Feedback or clear information @m
In addition to job enrichmer(Jsjefine \[.hewad @f new challenges or
ES? 5 A

responsibilities to the current j h maﬁ‘/ alsogbring t satisfaction. Assigning

— &
staff to a special task or project iSvan e jotg@chment. The resultant action
of integrating the r%c to \[ork, sHoulbbe integrated with a proper
s 2
iSval e&}'

rewards/punishmentésystem, asl dyi é motivated behaviour which leads to

tak@r/order to reduce staff turnover rate. The

the next step that th iversi
o
university ma duce/rewards and i@ ives to the hardworking and well performed

"
staff wiQ’ Departme j Facu@s/ Centres periodically or quarterly instead of

yearly basis award. Giving suc@ards is the most significant motivation tool to retain

t \ among the staff. A Superior’s recognition and appreciation on the efforts and
inputs

by the staff often motivates them to work even harder. Letter of appreciation
om the Superior to the staff is one of the examples of the motivational tools. The third

step that the university could implement in order to maintain the high level of motivation
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among the staff is to get the staff involved in decision making process. For instance, the

involvement of staff in their work is by allowing them to make decisions and aw

those decisions. ('}

3.9.2 Herzberg’s Two-Factor Theory Yv

The outcome of this theory could be extended to the present ’s scenario and

would have a significant impact on USIM’s working envir ez For'example, salary
and,benefits a

is listed on the factor of hygiene. There were fair pay, Wted, but it
Ay
may not necessarily motivate someone to do a betteryob. On jthe o e’ r@staff
development schemes, such as management traigi grﬁ ould be %Rﬁdered as
: \ o
a motivator. V é
The origin of the motivating fa\hrzberg, actt@hotivators tend to

i
be related to the working condition(%recogn \Psu%o @the work performed.
N

Herzberg's hygiene theory %ﬁat, QJy simply <z@naﬁng the causes of
\A@merely create a condition in

dissatisfaction in a job will_not ¢ teI' n. It

which the individual isinei Katisfie or ngt. Ih o@rwords, they will be in a 'neutral
&
Her

s
ﬁgvg Theory, the university could apply

state," but will not b otivatedl
it by eliminating t ygi S aré&‘eating conditions for job satisfaction.
Concerning th)viou explanati 8pthe role of different factors in rewarding

NN
workersinterhal factors c }sted eéfhctors that influence job satisfaction and inspire

the mﬁsense of employees{gis supposed that some of these intrinsic factors are

\bln that case, some of them have a negative effect on work satisfaction and the

6 ination of these factors did not seem to be a problem.

173



This question is precisely in line with Herzberg's motivation-hygiene principle
that adequately distinguishes happiness and dissatisfaction (Alshmemri et aI ¥
Internal factors which include the habits, emotions and behaviours of W@n the
workplace and manage their work relations. Such internal factors inc rsonallty,

emotions that contributed a significant difference in job satlsfact1 akoti¢, 2016;

'S

Hoboubi et al., 2017; Judge et al., 2017; Kampkatter, 2017; to I,2016; Valaei
& Rezaei, 2016). The external factors of Herzberg M i0 Hy iene theory are

| concerns

supportive of the company and its policies, coord@ managers i h‘ v@lace

Such external factors include wages, jobs, co-wi uper i d pr% motion. The

factors, which have an extrinsic workplace effect, arisin m enyir

5

‘%

effects of external factors are similar to inter fa rs, b?tt cause,@:gubstantlally

different. O

Steps to be followed by the M ment ﬁ\h@&he force are as follows:

f / S
Step 1. Eliminate Job Dlssat action %} A%
i.  ldentify obstructive n-effectiv I|cie® systems.
N
ii.  Provide effective lea rshlk,' b o é}'

iii.  Createan en@uppori@of good working relationships.

iv. Build rk dres fbr %)thher.
V. ay i etitiv eu&tﬁ market conditions.
vi. @ a fou?l‘dyg)r jO curity and stability.
vu\ ate job status by al to provide meaningful work for every position.

N
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Step 2. Create Conditions for Job Satisfaction
Examine every job to see if it can be made better and more satisfying for trw.

Typical things to look at when doing this are: q

i.  Create opportunities for achievement in the role.

ii.  Provide recognition and feedback for the worker's contrit@;he role.

iii.  Create and evolve the role to enable it to be rewardi g,?ﬂating and matches

the abilities of the person.
iv.  Provide a foundation of delegation and respo

much as possible.

vi.  Provide training opportunities tomlndi\id*
iii. CareerAdvancemeh ’Aj%

Q’J )
Career advancement onq mbb'mportant elements for employee

satisfaction and r %bat anl/ org isatio@is related to the job security and has

direct impact Ntaff Qtivati

Resource iof of USIM,

@ -
n lev@b sed on the data obtained from the Human
4
M \a&a/not granted any new recruitment warrant for

b 4
the ad';Wive scheme (&) qu't e past three (3) years. Failing in getting staff
I

N
warrants means'fhca no contract-based staff could be promoted to a

retx
%ﬂent posting. From the survey conducted, it was found that there are current staff

00 had been working with the university for more than five (5) years and yet is still

under the contract basis scheme.
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Besides that, they felt that the organisation did not offers interesting career
advancement for them as there were no recruitment warrant for permanent pwms
offer to them. It can be translated that there is a need for the Managemen@ full
effort to get new recruitment warrant from the Public Service De nt (JPA).
Another contributing factor to the staff turnover was inadequate integésting positions
for the contract staff. \,

The standard procedure to request for staff recruitm X;;ts'from the Public

Service Department (JPA) is by submitting a letter of est, at‘ﬁﬂg\tréumber of

IM, this st ald_&fgg;ure
tive acti ds to Be taken in
ot Y,

recruitments that are required for that particular year.

has been in practice ever since. Therefore, am

order to get the staff recruitment warrants.

in a more direct negotiation with the w :rlt) ich i i i@?vice Department
(JPA). (,)
It is about time that th%emeﬂt sh the'u:g:bmmitment towards the

N
workforce in providing them wit be:r urityé@'rect negotiation and concrete
justification of the nee Zrecruit ent an‘ar@r the Administrative (N) scheme
’ ¢ &
em

needs to be highli wo Pﬁ' ry point of view, having to receive

adequate recruitgent Warra e Pu&i/&%ervice Department (JPA) would enable

|
¢
the universit wmot the cllrrent cecg?act base staff to a permanent position. This
% NN
would r% ubstaﬂuudjngs on\%e operational expenditure allocation. Allocation

for tract staff salary could;s()w be channel to other viable projects. In relation to

N

t%*ore time will be devoted towards the development of highly efficient staff that
willrensure all university goals and objectives are achieved. However, the university

ust also be aware of the costs associated with staff retention.
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Just like any other assets, staff are important investments for the university. In
fact, from the Islamic perspective, negotiation is one of the methods of getting

solution. For instance, Allah SWT shows His Prophet SAW how to nego with

mankind if he or they needed. In the Holy Quran, Tafsir Ibn Kathir exﬂ% in Surah

An-Nahl (16, verse:125) ?

P
o]
@\/

Allah SWT says “invite to the way of your Lord with wisdom ir preaching and
argue with them with that which is best. Truly, your Lord ws who has strayed
from His path, and He best knows those who are guide e'mes JZ revealed from

invit We to Allah
with Hikmah (wisdom). Ibn Jarir said: "That is what was revealedto hi m'theiBook
and the Sunnah and (fair preaching) meaning, with e [ stor st $@vents
that happened to people that are mentioned in the n, which he is10 tell about
in order to warn them of the punishment of All i with'that which
is best.) meaning, if any of them want to debate \,t-% et thathe’in the best
manner, with kindness, gentleness and good, spe says elséwhere (And do
not argue with the People of the Book, unless‘ifbe hich is“best, except for
those who purposefully do wrong.

\ \&
In other words, Allah SWT remin Préphet SAV thggj any of them (mankind)
needed to debate and controm do, it entleib%y/ and with a good speech
interpretation of the me%gs humaJ bein y is the best way when it comes
'S
to dealing with peow u h»% D@ion can no longer rely solely on the
standard procedu&eque l&nbtaff (r@ment warrants. Proactive measures as
|
mentioned ea@lld e ﬁ%ﬂbcg\i@An alternative way to get an Administrative
(N) schzeﬂ is b*s v@jﬂ or _@‘e off the post received from another scheme to
4

the administrative scheme (N). 'thY.Human Resource Division can do such changes as

\

t casionally have extra post which could not be filled, especially the academic

. This will give the opportunity to the contract staff to be promoted to the permanent

Qst

J;
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Based on the information obtained from the Bursar Department of USIM, for

three consecutive years (2016 to 2018), the Management budget for the ope |

expenditure received from Ministry of Finance through Ministry of H|gh®at|on

as stated in Table 3.14.

The total amount of the budget allocation was given as a to the university.
USIM, as a statutory body and with its autonomy status giv e Mlnlstry of Higher
Education could recruit staff for any scheme that meets needs o LU’IIV%SIty,
particularly for the administrative scheme (N). ni er5|ty a trgduke a new
scheme to recruit the new staff. The idea of g tr ere ﬂmtment plan
perhaps will attract and retain the existi ct sta to no ff recruitment
warrant received from JPA. By offerln rmanent IS sci@e to them but not
having the pension fund is one o alt e t‘at cc?sbe introduced by the

university. In other words, sta contri etot I’-.‘rr&&es Provident Fund (EPF).

Secondly, the univer ose tlre Fund (Pelan Persaraan) for
l
both the contract and%\ nt sta bld:} vent of misfortune or related to the

country’s econor@ is preposed aé) would be able to compensate for the

es th&()gwo main factors, other factor includes the

staff’s moneta UIre ent
'
beneflts fo st , WO ancK@,nd the availability of training and development

progri hIS aIso qui es th&hecessary attention from the Management as they

toc\ ute to the turnover ﬁte in USIM based on the received feedbacks.

0 Benefits
Another caused was pertaining to the benefits. Through well establish benefits

schemes employee well-being will better improved and this is likely to influence their

level of employee trust in organisation (Engelbrecht et al., 2017). The management
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systems practiced by the early Muslims are more concern on the importance of
managing people and taking care of their need and problems.

The Management should have that personal touch in order to achiev ENX\:
trust of their subordinates A way to rectify this is to revisit the st enéfits and
packages offered to the staff in the university. Appropriate benefits p s should be
awarded to staff in accordance with their input in the university.Wy employees on
fairness and consistency of the pay and benefits system an l<¥rn'which recognition

programs would consider to be good incentives (Mon al., OWWay, they

®
itional bengfits cliag ‘s?r’(;uld

will feel that their input is appreciated. Moreover, a

be offered to the staff to reward for their hard Work fits aje agre Wayt{f'boostlng

staff’s morale while working. By having th& und @k for longer
ities s

periods of time with the university. r% S gar I computer loans
and hospitalization health schem faC|I|t| f r'r@and extended as an
additional benefit to the contract sta fact, the co erag@hls health benefit could
be further extended to their nea of k n ather:é(n% mother.

This is in line wi thxl- et a opn@n made by the Government to

extend the hospitalization ei"
this, a Medical R%\lMent F
university forwct and per nént @(STI? staff. In any event of misfortune or related

N
to the ¢ % econodniic ?atloﬂr\h’ds proposed fund would be able to compensate

T
ff’s monetary requirement.
Q o

Training and Development

0 Another contributing factor is the lack of relevant training and development

programs for the staff to improve their skills. Question in the Training and Development

e earest@( of the government staff. On top of

n Per an Perubatan) may be proposed by the

Program section of the questionnaires stated that ‘Training and development programs
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were provided by my organisation’.

The main objective of this question was to see if the staff felt that the prewi
training and development programs were able to further their chanc xe‘:
advancement. Unfortunately, majority of the respondents disagreed Wimg?ement.
From the past literature, it is believed that; by providing a proper gui training for
the staff, they will be equipped with managerial skills and knowleWich are relevant
to their job scope. It is advisable for the Human Res mion to conduct a
comprehensive course and proper trainings on writing&v ﬁ%k, writing

®

of formal and informal letters, how to conduct a meet nd minute wr mlg efféetively

once the staff report for duty. From the survey feed s, thegstaffs ronglyqdisagreed
Y

that ‘the training and development programs thatiwere re\nt to tlﬁmre career’

provided by the university. This indica@\ey we
development opportunities to enhange their k%?@r i,@tor USIM.
N,

To meet our higher-level nee uman bei y eed&@experience self-growth.

Human Resource Division caw thi y ofﬁe{iﬁb training programs within
L attend r

N
@t managerial and career skill

‘
training and Workshwn ct, {)s cc siQﬁjdnd current practise, the staff had to

the organisation or pay for the staff

take the initiati\@rch 'est t@e’levant training programs to the Human
¢

Resource Dih The Humdn Res LEF?G Division should take a more proactive

. j N _ - .
approach’i ing the first’Step to&ductacomprehenswe Training Needs Analysis

(TNA)&jb tting feedb I«I;drnY.IhS ior on the needs of specific training f
y getting feedbac e Superior on the needs of specific training for

\

@ugement & Professional Staff in the Administrative scheme (N). To retain their
d , USIM must invest in training and development programs, offer them attractive
enefits and present them with opportunities for career advancement. Even though, all

these activities require significant financial resource, properly trained and motivated

staff will bring in more significant returns to the university.
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Another issue that was brought up by the respondents was concerning issue
whereby the respondents claimed that their ‘work assignments are out ir
specialized field’. Hence, skills and knowledge were not put into effectiv gﬁ:r
workplace. They were under-appreciated. This is also a crucial facto causes the
ineffective staff at the workplace. The suggestion to counter this is 0 provide a

clear job description (JD). The Human Resource Division shoulwthe staff during
the interview session. They need to inform the candid Rt ar<i the duties and
responsibilities as Management & Professional staff i dmi isWeme (N).
®
By providing a specific and clear job descripti D), the appoi e? staﬁ;&;uld
Y
y Were

being selected andappointed
L i

\by (Trl?&', (2015), by

have a clearer picture of what are their tasks if the

as the Management & Professional staff in %ﬁm qi
providing a clear job description, i\M- ffs/to s@glonger with the

organisations. \?
), )

vi.  Work-Life Balance “« Q-
\% &
In addition, the staff felt o -wcl a und@preciated. Most of them had

to work extra hours t e theiritask, akiﬂbt almost impossible for them to
’
ura

'3 &
socialize. Work-life Q@ce wals blﬁe&nd thus more staff felt discouraged to
continue to wor% e umiversi
¢

|
this issue. Work-life balance w an‘one(j% concerned issue highlighted by majority of
"

the resp% (formlg_rp;rrent-%\aﬁ).

.&an beings are socia\ ings that require separate time for leisure and to

. Ther, several ways that USIM can deal with

S x with friends and family members. When this is being inhibited by work-related
commitments, stress is inevitable. Staff who work long and unsocial hours tend to

evelop various social disorders arising from their depression and prolonged exposure
to a similar set of activities. Even during the time of the Prophet Muhammad SAW, The

Prophet once heard that one of his companions was fasting every day and spending all
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night in prayer. The Prophet made a point to go visit him and advise him not to do this.

Here is what the Prophet SAW told him:

"I have been told that you stand all night (in prayer) and fast all day.' es (I
do).' He said: 'Do not do that. Sleep and stand (in prayer); fast and bre st For
your eyes have a right over you, your body has a right over you, your bod s a right

friend has a right over you. | hope that you will have a long life and, that it will be

enough for you to fast three days of each month. That is fasting ifetime, because

a good deed is equal to ten like it." I said: 'l feel able to do moT s strict, so | was
id¥l a

over you, your wife has a right over you, your guest has a right OY‘A and your

dealt with strictly. He said: 'Fast three days each week." | m able to do more
than that; | was strict, so | was dealt with strictly. He said: serve the fast of the
Prophet of Allah, Dawud, peace be upon him. | said: ' as the fast of Wud’>' he
said: 'Half of a lifetime."" 'Ata said: "someone who heard“him told me mar

(said) that the Prophet said: "Whoever fasts every da is life, then he a?notb) ed".
ol.

(Sunan An-Nasa'i 2 3JBO k Had(th#2393)
From the Hadith, what fascinates about Ci n i the het SAW

made it a point to go and visit the ma(Mwse him 4" stop ﬁof this, even

&
though the man was engaged in devotlon

whic e would think the

A

Prophet SAW would be pleased fords;g ere is that instead of
thinking of work life balance s of Ms e&@-from us, there is needs to
think of work life balance in of ﬂ’l illi ghtsé\

The rights of our%he rights ml t e rights of our families, the rights

of our friends, an ofX&rse, t‘u rlg sofo orkplaces After shifting our thinking

S o) WOI’S

of work life b Nrom supjecti e/lde@'_%t!c notions to rights of others and ourselves,

ﬁe’to draw the line between the different parts of

it become ar anuytl
our lives ow to balancesour In'(es given the circumstances. The elegance of this is

thz\ away the guilt assbgaated normally with work life balance. For example, if

‘%rkforce know that they have fulfilled the rights of their workplace, then workforce

ojuld not feel guilty if leaving the workplace by 5:00 pm just because everyone else

or Superior expects us to stay longer.

Conducting trainings in which the staff can develop both personal skills and
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interests that can translate into higher productivity at work. Besides the training
program, creating a monthly newsletter whether in printed or digital materi?,;n
educational tool to show the university’s commitment to work-life Bhtg By
providing exposure and training, the staff on the importance of Work-ﬂ.%l ce and
how to create a culture that embraces a work-life balance as a retent ategy. Staff

who overwork for longer and unsocial hours, often leads to M results to the

university, such as higher levels of absenteeism. Staff may soR less c'afficient, and the

university ends up wasting a lot of resources, includi ng c iew long run

X
(Anzazi, 2017). ' c}
=\
To solve the issue of having no work-lif e, the dini y m@ﬁ;ropose a

ing*hours a%igl:lated by the
0 w@‘oy having flexible

@ished working hours

working hours as long it is complyﬁ&sith the s\i&r
N

as stipulated by the university. iéducirﬁ; lexible wo@g hours, job sharing, and

more means leave all this wj Ihc

&
e hl'g ver ra@ the industry (Farrell, 2015).

—h

>

Besides, the Universi uld als@ enc urégex@a in the workplace, organize, and
'3

s
encourage group ow and ‘ \bc.u dingéé(u/n activities, family day which can

relieve staff of stress'specia orlt'z%{n high stress positions (Thomas, 2015).

& l
It is also impo ort

univ sil&t constantly educate their staff on the importance
of working, threugh &

N .
hou% They must be thoroughly educated on this to

_ b 9

improvettheir perception and attitide when working (Weng et al., 2017).
(e

(¢]

\garding the issue on inadequate staff to perform the work assigned, this relates
6 e need for an additional staff. The recommendation made in the Career
dvancement and Benefits Section mentioned before may be utilized to retain the staff

in the university.
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3.9.3 Adam's Equity Theory

vii.  Reward and Recognition \q
In Adams Equity Theory, it focused on reward and recognition. I:words,

when the staff performs outstanding performance in their job, they are expecting
rewards to be given by the university. \}
In this context, the values of the staff performance sh?‘se measured by an

instrument and at the end of the day, they will be much appreciated. F‘om the findings,

it was found that the respondents argued that their superiors do hot v,

nor did they reward their staff for their achievemen

to seek for alternative places to work. A comprme i past itq\at/ure on this
issue revealed some very interesting aspe eo

participation in discussing any issue;%d towtheir,
Management should always pract %perhd%vi'

The university may appm S

by understanding these thegries. It I/vill IUS‘.Q’\entifying the rewarding and
dissatisfying people athatis@ przﬁjgs encourage work satisfaction, and
this includes incq@r Q@elopn\@/%workplace appreciation, bonuses and

is ti(uST(volves all negative aspects of the working

e ent performance of the tasks. Those include

4

terms %oyment, ageg'ar@ﬁuch more. By understanding all these factors at
A )

Woﬂ\the university will Work} promote satisfaction and reduce frustration. Hence, it

S@,

3.9.4 Model and Theory from Islamic Principles

, the wants for their

ir&@ndition. Thus, the
A

n
7] Q—
eorie Iopi?ﬁ' morale in their workplace

much more. Ia"co risan, dis

environm may hinder t

port the needs of workers and improve their morality (Yoder & Decety, 2018).

The overall conventional theories as stated above were merely focused on the
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physical and materials but hardly stress on the spirituality, mental well-being, and

fairness aspect. Therefore, this applied research, will also highlight the theori

the revealed knowledge (Holy Quran and Hadith) on the managerial aspec m

leadership which should be adopted to the ones who has been appointeﬁ@rs.
From the Islamic point of view, motivation is part of the ma ent process

where Superiors attempt to encourage their subordinates towardwing in the light

of the Islamic Shariah principles. There are several motivati gtors that can be used

to stimulate the motivation level in subordinates. Thr fac oan as the

nd Tawbah. WHhe E@) other
freed& ougl{%ﬁ several

from @gpondents as

app@‘g these guidelines

lj@‘e organisation will be

basis of human motivation. These include Iman, Ta

motivating tools includes reward & punishmentyy

.wty
eha@r and corruption among

S
$

raised as negative attitudes su ente&sm, i

employees will be ellmlnatgq \ ’

Islamlc Motlvatlng Tools

Motivation: authorities attempt to encourage subordinates towards work in light of Islamic principles

PRIME: Iman PRIME: Tagwa

/ % Reward & Punishment

% Justice

ﬁ % Freedom of thought
y
,/(
v % Maintenance of honesty

N /
QE Adopted from The Book Entitled: Issues in Islamic Management: Theories and

PRIME: Tawbah

Spiritual

\ Profit Sharing

@%@@@

Discipline

Practice, pp.243-252 (Ahmad, Islam & Ismail, 2012)

Figure 3.10: Diagram on Islamic Motivating Tools
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The concept of motivation in Islam is comprehensive and balanced. Hence, a
superior is required to inculcate the spiritual aspects, where work is part of worshi
to follow other divine guidelines as stated in the Holy Quran and Hadith. Fhe SY::
needs to educate the staff to be discipline in their workplace and religi follow the
university’s rules and regulation. In fact, Superior at all levels need tivate their
staff from time to time and develop a good relationship amongMThe employees
would be willing to work hard if they feel that they have @ionship with their

superior and colleagues.

Further, from the survey findings deduced fro

responden s’inlfe}‘gj in

/.

Table 3.13 on the Superior Support dimension, Y' und that el of\}gt'isfaction
tu

u\ove mong_él,&.taﬁ. A cold

working relationship with the superio %acerning 0 tb@vere being treated

by their Superiors. Most working @g'snship%nwth S,@erior and the contract

staff was not on a good term ba%hmoﬂ pro S i% \e lack of understanding,
communication breakdown chbap i and@ging issues.

Those being ap% S Ie’I;lerj‘-ebd@Department/ Director/Dean) in

4 s/ @es should adopt the principles of

respective departments/ divisir
Qur@&ﬁd Hadith.

towards the Superior was also among the %

leadership in Islam based o

a
’ 4

=S
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“And We made them leaders guiding by Our command and We inspired to them the
doing of good deeds establishment of prayer, and giving of zakah; and th%
73

worshippers of us .
(Al-Qur’an. Al- A@N )

Itis clearly stated in the Holy Quran from the verse in Surah An :73). The
interpretation based on Tafsir Ibn Kathir, indeed, in any organisat Whe first and
foremost role of the leader is to guide the subordinates or the st ole of the leader
is also summarized, to guide and establish the Islamic socie mefn said that from
the verse Allah Almighty who appoints the leader. It 1IS"ngt selécte ¥one nor
given in a will, nor established by the committee. It is\tre that the | ﬁvq@l’ected
by the Management or even by nomination b ff m{J coa&') but the
appointment was already determined by AIJ 0\

In short, the superior or the lead D rtment/ ion %Jlty/ Centre must
know their role which is to gU|d taff. Th ? Ient and competent
individuals who has been appoi e leaders i Iyla man Resource practices
that should be hired wh I| ed NJ |ty or character (akhlak),

mentally and physma% on th e’ch tér n an ideal Islamic leader as

addressed in the b tled Is[s slam nagement (Ahmad, Islam & Ismail,
2012). The dla |gur ijlcat ‘%ﬁt, leadership is described as the practice
of directin otlv |n‘ rﬂ'en‘egj? of the organisation to display effort and
appreC| the job as aﬂﬁ of worship to achieve the organisation's shared
goa seek satisfaction i ﬁaﬁ worlds. An ideal leader must be knowledgeable,
a and really understand the responsibility on the duties assigned to him/her. He

Q e is responsible for leading, shaping and setting the followers as an example,
arrying forth a specific vision and being able to pass direction to others. He or she will
possess many qualities for wisely, caring and merciful and strong decision taking to

consider and communicate with others.
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LEADERSKHIP

Process of guiding and influencing the members of the organization so that they will display initiative and love for the
work that they do as a kind of worship towards achieving the common objectives of the organization and attain

happiness in both worlds
Head of the group

Tolead
Beingin front

Followers
F - lIsaresponsibility
- Isatrust

Guide & Direct
Towards what is good in
Life and Hereafter -
Islamic
Influence and setasan
example

Skilful o P
Requires several skills tofis i “%
understand and deal with™

others wisely,

compassionate and

merciful yet firm

Worship

Vision : ..—:E;*o» - AnAmanah,

Clear vision and able to
transfer vision to others

- '
A\ v 4 \, D \)‘z~
Source A&pted m™Ahmad lstam & Ismail,

“\ 2-267 (2012)
a har@f%stics

The main aspects of leadership are Gjedge an\owz rﬁe:‘rhioned in Holy Quran
ates: >
L A

b
“Have you not seen th& les o %’Ismel after Moses,
when they said to a of theirs:_“ appoint) for us a king,

that we may fi Way of Allali”. He phet) said: “May it not
be that you wo ght zf} htin Wz‘g ordained for you”? (Notables):
“Why should we notgight in Al a ‘;Qkile we have been compelled
bac cept a few of them, and Allah
S) a eir Prophet said to them: “Surely

Allah ka ed Talit
can old’kingship everus while,we are fitter than him for the kingdom,
a not been given'en wealth”. (The prophet): “Verily, Allah
% en hin yo d He has increased him abundantly in

n
wncludes everything), All-Knowing ”.

‘% (Al-Qur’an. Al Bagarah 2:246, 2:247)

to abando N%home Nq\mr chi ”? But when fighting was
ordained hem, t
knows theywrong-doe
to beya king over you”. They said: “How
dge and physiqu Mength) and Allah grants His kingdom to
om He wills”. And @is All-Embracing (His knowledge and Mercy
0 From the Holy Quran verse mentioned above, knowledge leads the leader on the
right direction. Knowledgeable leaders correctly assimilate the situation regardless of

their experience and then, having entered the situation, they will have the right to act
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accordingly. Unless they have no control so they cannot enforce their decisions. That is

why leaders should have both power and knowledge. Power specifies the psych ical
un

decision and physical power. Besides knowledge and power justice, parc' n d
judgments are also important attributes which should be possessed by zh%i s. With
the knowledge that the leaders acquired, they could transfer the know o their staff

in managing their work effectively. \/

oIIov,er.

rs and su ars.

Being in front and should carry the trust (amanah)

e An effective leader needs a full-fledge team of foll

" | &
e Incorporate spiritual values and moral val A
e Leaders need to first go deeper spiritual split\él eness\s¥r~eads and
become accepted by the followers, geod 0ssi d inevitable.

e Process of guiding and influenwanembers 0 or@éation so that they
will display initiative and I@Sr the W(hha t @as a kind of worship

S
towards achieving the n ogﬁecti uof tdg-organisation and attain
AQ’

happiness in both w: s\

N
e Able to drive er anJgui tl{embwards what is good in life and
’ ¢ &
Hereafter. \ l NS %(J
& N

ophet I\luf@é@lad SAW have guided humanity in every
’
olgu

Allah S&M His Pr
aspect of I@e have als edé\ in the matter of how to select a leader who can
s

lead uiwne has di ere{t pe@ptions related to the choice of leadership and need
ke

N
to consideration of §p%3ify leadership qualities as stated in the Holy Quran

%247).
0 On the other hand, selection of employees to be served in any organisation also

has been mentioned in the Holy Quran. Selection of the employees is one of the most

complicated tasks in any organisation. The Islamic selection practice aim to select pious
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workers who possess good personality or akhlak, sprit of teamwork or amal jama'i,
experts.

Generally, Superior and all leaders play the most significant role in shapiag and
guiding the rest of the team towards achieving the same mission m@ of an
organisation. As a normal human being, even a leader at times may ¢ it offences or

went astray from how a leader should behave and may not portra age of a good

leader to its subordinates. Human beings can be blinded by h|s |s where a check

and balance system would play an important role to the uw equity in

Yw
the organisation. Constant feedbacks from the gro@uld helpias rlqrt pon
M

supervisor should be able to lead by examp To argeT t all M@x including

o
b

track. Coupled with relevant leadership tr an ent t inings, a

x

an IslamicuniversitylikeUSIMshouI corporate Islamievalue Qeveryaspectoﬂts
management, operational and teach tlvmes ? &

N
As stated in the Holy Q Hacﬁh, t e ({/\/\Q.%%as been appointed as a

~~

leader (Head of Departm D 1Sio r De@ in respective departments/

division/ centres/ facul% to ado Jt;th} |ﬁc of leadership in Islam based on

the Holy Quran an d|th l

Upon the in S a smnc} is study, it is recommended that the
university sh&@con ag'erleb nd leadership training and development
progra f r the lea ?IOI‘S sé\/en the senior staff who were appointed as Head

of a ents/ Division/ Facu@;é in the university.
E e module of the program should include the module on the Principles of
d ership and relate it with the role of leaders in Islamic leadership and emphasize on
lationship that should develop between Superior and workforce. In addition, the
university should create a culture of continuous feedback and coaching, offer training to

all Superiors and leaders to be knowledgeable and equipped to perform their
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responsibilities. In fact, there were numerous of Hadith mentioned on how human

relation should be developed among themselves. For instance, the Holy t

Muhammad SAW emphasizing on human relations in working environme &E

“Allah says that | will act as a plaintiff, on the Day of Judgment againsx.%fz?on who
otgi

engages some worker on work and takes full work from him but does n him (full)
wages.”’

(Sahih Bukhar\.lJ e 3:34 # 430)
The Superior or the leaders need to work together with th rkforce through
d

team building and team spirit. In fact, it is a very tough jo eIo a good team &

strong team spirit in an organisation. Unless or unti der p szarlety of
skills, he will be facing many problems in managmg%n resources. ’
The same skills are also required for | leadér-In the tr@/ g aspect,

which refers to the process of increasing kn@ itude, @s aptitude,

and potentials of employee for b perfor complishes the

organisational goals (Sharma & T 2018 X\H”hily
being to acquire knowledge, sk%\echrﬂ) 0g
in order to earn a living. In x

C liﬁca@ for being the representative

‘I%Il encourages human

N

praises those who strive

of Allah SWT on ear ocess no edbe@ostly, training is the process of

developing quali ﬁman @Ie them to be more knowledgeable,
ore

and skilled this pcsjddctive. Therefore, Muslims are urged to

seek knowle m adle gévtjr% it is their obligation to seek knowledge

diligent%kl as gbtain Jge Iensé\ performance to serve his/her employer as well
X"
a et al., 2013). c}/
N

0 Conclusion
This case research has pointed out to the existence of several factors that

contributes to staff turnover in USIM. It has produced a lot of vital information that

support the attempt to understand the factors affecting staff turnover rates in USIM.
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Feedbacks from the surveys provide useful insights as to what are the possible causes
of this alarming trend in this university. Several issues have been identifiec?me
om

possible caused. Based on the results from the findings analysis and e&
literature, it is suggested that the university should pay some attentioru%/l it some

of its Human Resource Standard Operating Procedures (SOP) and thWnt practices
by the Human Resource Division. In doing so, they will avWe shortcomings
associated with under-appreciated and unmotivated staff. Ye.orlly way through
which staff turnover rates in USIM can be significantly ced. \d

ions in th r‘akﬁ%‘o{;rce
gap b enti%vmpirical
\a unjéh‘gy needs to
satisfactorily meet the staff interest. \%)Ianagem tCDQHuman Resource

m

Indeed, this case research has significance co

management discipline as it shrinks the kn

Division fails to execute its core fu tions in an e p@‘rthen the university is

N
likely to experience high staﬁ%r rates. Th mtegr of Islamic values into

every regulation and procedure, I opIi USI be in constant blessing from

Allah Al-Mighty and % e its

Glocal Unlversmﬁoncluls ssues had been highlighted in the results
tiorwha

and discussion \ sf eres objectlves and serves as a rectification

of issues that to be tac kI bft Cu’rhversny in order to retain the working staff.

\
The de%ktcomp, \ beneﬁ\t gained and contribution of this case research

towgg&e organisation will be@‘ésented respectively in Chapter 7.

sio t ‘b e a prestigious Islamic Science
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APPENDICES

Appendix 10: Survey Among (Former and Current Contract Staff) lez

Management & Professional (N) Scheme in Universiti Sains Islam gﬁq)

Survey Among (Former and Current Contract Staff) Under

Management & Professional (N) Scheme in Universiti Sains Islam Malaysia

Thank you for participating in this survey. '

This survey is purposely to collect information and investigate o th s aff ctmg
staff turnover at USIM. The feedback from this su important to the P (@slty s
Management to identify what are the areas that nee roy nt and WIQLmethods
of retention should be adopted by the Umver a to av \ﬁnd reduce

?d'heme ort anagement &
9

%Iy for the purpose of

\

this study and will be kept conf or the sake,of you acy. Our survey should
take 5-10 minutes of your val A} A%

In this survey, there ac two ‘sections. ’Sectlf‘u (AQ& he demographic profile and in
t

Section B, there are 30 questions t% e @@e factors affecting staff turnover in

USIM. \ | -
SLs

N
Section A ' C—)(J
Instructio Q/ Tic (/)71 ill |@ blank space provided.

DESCRIPTION TICK ()

Gender &/ ¥ J emale
Y Male

A@\ | 24-29
30-35

Professional (N) group in USIM.

turnover among the staff, particularly in ﬁWract

Our survey is anonymous, and all IIected Tus

orking Status Current Contract Staff
Former Contract Staff
ducation Background Bachelor ‘s Degree

Master’s Degree
Years of Working Experience 1-3 years
4-6 years
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Section B

Instructions: Choose one of the five answers given. Tick (/) your answer on th

number.

1- Strongly Disagree 2-Disagree 3-Neutral 4-Agree 5-Strongly Ag

DESCRIPTION

1

2

Supervisor Support

My supervisor is available
when needed

3
A\

My supervisor shows
consideration for subordinates’
feelings

My supervisor gives me the
opportunity to participate in
important decision-making

Communication between

1

N

and my immediate superyisor
good &'
My supervisors alw. 9

motivate me in perfor

e training a
rogram

tasks o
The feedback | receive from my \
supervisor isgiseful \K% <
The form esuﬁrévisom‘ses’y o
accurate tes my q Q'"
perfor N i R
Training and Training and de Iop'm'i: R
Development D og%ﬁ profded y %
Programs % ion B8

N

1!

Va4
dde ment
'ﬁeie 0
e tasks more

N

?isfied:@th the materials

he trainihgand development
programey

| am satiSfied with the overall
quality of training and
development program provided

(s
&
=
S
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DESCRIPTION

Career
Advancement

My organisation offers
interesting career advancement
for me

My organisation actively
supports my career
development

My organisation holds many
interesting positions for my
future

Relationship with
co-workers

| receive an assignment with the
proper staffing to complete it

I work with a team who
cooperate quite consistently

I do not receive incompatible
requests from all my
supervisors

Honest competition exists

between workers in this
organisation
9

There is no bickeri

fighting at wor \\

I do not have the ence of

Job Stress

the people with whom |
My job requi to wor
extra hours
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Appendix 11: Result Findings Management Case Study (CASE 2)

Reliability

Staff Turnover Intention

Cronbach's Alpha [N of Items
.854 24
Frequency Table
Gender
Frequency Percent
Valid Male 31 67.4
Female 15 32.6
Total 46
Frequency
Valid 24-29 25
30-35 21
Total 46 .
\ -
% $Q Cumulative
F C | PErcent \g ercent Percent
Valid  Current ' I 0
Contract Staff 58 2 58.7 58.7
ontract Sta
Former C \f\ é?,
ormer Con
19 ~N 41.3% 413 100.0
Staff <</
Total _ A6 1000 100.0
uc‘tioe nground
]
R Cumulative
s’ <4 .
req‘uencyv-r Percent Valid Percent Percent
Vali aster’s Degree @ 30.4 30.4 30.4
Bachelor’s
32 69.6 69.6 100.0
Degree
Total 46 100.0 100.0
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Years of Working Experience

Cumulative
Frequency Percent Valid Percent Percen
Valid 1-3 years 23 50.0 50.0 50%
4-6 years 23 50.0 50.0
Total 46 100.0 100.0
Descriptive Statistics
N | Minimum Std.
Deviation
Supervisor support
My supervisors always motivate me in performing 46 .851

tasks

Communication between me and my immediate
supervisor is good

X
.(:1.292

My supervisor shows consideration for subordinates’ v 1 ™ 1.227
feelings \J w\
My supervisor gives me the opportunity to parti 1‘ ") 909
in important decision-making \
The form my supervisor uses accurately eval \ 1.097
performance ; -
[N
The feedback | receive from my sup al Q_? 127 | 1414
My supervisor is available when ncN i "N }SQ 1.08 | 1.307
-
ning andiDevel i ams
.. s |
The training and development pr ram% | 46<»/ 1 1.96 842
to perform future taskganfecti\‘e\?\ .\(J
{ =
| am satisfied with @all qua@ing ar{@% 1 1.68 | 1.402
development pr Nowd‘ed ‘\ | ﬁ.-)
isfi ith t in t trf.'ni d |46 1 1.65 | 1.031
M X'\
N s ™
elopment pfogram are provided by 46 1 1.48 | 1.090
my&aﬁon )
Nﬂng and development progr;?n are relevance | 46 1 1.42 1.223
withimy future career
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Career Advancement

My organisation holds many interesting positions for | 46 1 4 1.78
my future >
My organisation actively supports my career 46 1 4 w 1.158
development &
My organisation offers interesting career advancement | 46 1 4 1.14 .976
for me

Relationship with Co-workers V
I work with a team who cooperate quite consistently 46 1 4 2.07 929
There is no bickering and fighting at work 46 1 4 201 | 1.009
I do not receive incompatible requests from all of my | 46 '\ 4 | 1.026
supervisors r 0 ad
I do not have the competence of the people with 46 y ‘.9&"'}‘.071
whom | work P |
Honest competition exists between workers in this 1N ’h% 1.046
organisation ,_\> {3.
I receive an assignment with the proper staffing '1\ 4 1.83 | 1.259
complete it {'4‘

o/

My job requires me to work extra hours 3.80 | 1.039
Work assignments are out of my sp 51 3.65 | 1.402
My job does interfere with my fami i 311 | 1.197

205



Management Case Study

Descriptive Statistic

My supervisor is available when needed

Frequency Percent Valid Percent | Cumulative Percent
Strongly Disagree 30 65.2 65.2 65e2
Disagree 13 28.2 28.2 93.4
Valid  Neutral 1 217 217 95.57
Agree 2 4.34 4.34 100.0
Total 46 100.0 100.0,
My supervisor shows consideration for subordinates’ feelings
Frequency Percent Valid Percent | ,Cumulative Percent
Strongly Disagree 21 58.6 58.6 296
Disagree 10 21.7 21.7 80.3
Valid  Neutral 5 10.9 10.9 912
Agree 4 8.69 8.69 100:0
Total 46 1000 100.0

My supervisor gives me th

e opportunity to participate in important decision=making

Frequency Percent Valid Percent |sCumulative Percent
Strongly Disagree 19 413 41.3 413
Disagree 20 435 43,5 84.8
Valid  Neytral 3 6.5 6.5 91.3
Agree 4 8.7 87 100.0
Total 46 100.0 1000
Communication betweefygme andgmy-immediate/supervisor is good
Frequency Percent Valid Percent | Cumulative Percent
Strongly Disagree 20 434 43.4 43.4
Disagree 15 32.6 326 76
Valid  Neytral 5 109 109 86.9
Agree 6 18 13 100.0
Total 46 100.0 100.0
My supervisors-always motivate me in performing tasks
Frequeney Percent Valid Percent | Cumulative Percent
Strengly Disagree 34 73.9 739 739
Disagree 10 21.7 21.7 95.6
Valid ™ Neytral 1 217 217 97.7
Agree 1 217 217 100.0
Total 46 100.0 100.0
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The feedback I receive from my supervisor is useful

Frequency Percent Valid Percent | Cumulative Percent
Strongly Disagree 5 10.9 10.9 108
Disagree 8 17.4 174 28.3
Valid  Neutral 7 15.2 15.2 435
Agree 26 56.5 56.5 100.0
Total 46 100.0 100.0
The form my supervisor uses accurately evaluates my performancg
Frequency Percent Valid Percent™, Cumulative Percent
Strongly Disagree 28 60.8 60.8 60.8
Disagree 15 32.6 326 93.4
Valid  Neutral 1 217 247 95.6
Agree 2 4.34 4.34 200.0
Total 46 100.0 100:0
Training and development program are provided byymy organisatioh
Frequency Percent Valid Pereent | Gumulative-Percent
Strongly Disagree 25 54.3 5213 523
Disagree 15.2 15.2 69.5
Valid  Neutral 130 130 825
Agree 8 174 174 100.0
Total 46 100.0 100.0
The training and development pregram are relewance with my, future career
Frequeney. Rercent Valid.Pereent | Cumulative Percent
Strongly Disagree >3 643 .3 67.3
Disagree 11 23.9 23.9 91.2
Valid  Neutral 3 6.52 6.52 97.7
Agree 1 2.17 217 100.0
Total 46 100.0 100.0

The training and development

programepréepared me.to perform future tasks more effectively

Frequéncy Percent Valid Percent | Cumulative Percent
Strongly Disagree = 54.3 4.3 54.3
Disagree 19 41.3 41.3 95.6
Valid  Netitgal 1 2.17 217 97.7
Adgree 1 2.17 217 100.0
Total 46 100.0 100.0
ham satisfied with the materials in the training and development program
Frequency Percent Valid Percent | Cumulative Percent
Strongly Disagree 25 54.3 54.3 54.3
Disagree 18 39.0 39.0 93.3
Valid  Neutral 2 4.34 434 97.6
Agree 1 217 217 100.0
Total 46 100.0 100.0
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I am satisfied with the overall quality of training and development program provided

Frequency Percent Valid Percent | Cumulative Pércent
Strongly Disagree 27 58.6 58.6 586
Disagree 13 28.2 28.2 86.8
Valid  Neutral 3 6.52 6.52 93.3
Agree 3 6.52 6.52 100.0
Total 46 100.0 100.0
My organisation offers interesting career advancement for me
Frequency Percent Valid Percent "€umulative Percent
Strongly Disagree 40 86.9 &2 86.9
Disagree 8.69 8.69 95.5
Valid  Neutral 1 217 217 9z
Agree 1 2.17 217 100.0
Total 46 100.0 100.0
My organisation actively supports myeareer development
Frequency Percent Valid Percent | €umulative Percent
Strongly Disagree 26 56.5 86,5 6.5
Disagree 16 34,7 34,7 91.2
Valid  Neytral 3 652 6.52 97.7
Agree 1 277 2,17 100.0
Total 46 100,0 100.0
My organisation holdsanany interestingspesitions forany-future
Frequency Percent ValidRercent | Cumulative Percent
Strongly Disagree &0 £o9 56.9 86.9
Disagree 8:69 8.69 95.6
Valid  Neutral 1 217 217 97.7
Agree 1 2.47 217 100.0
Total 46 100.0
I recéive amassignment with the preper staffing to complete it
Frequency Percent Valid Percent | Cumulative Percent
StronglyaDisagree 23 54.3 54.3 54.3
Disagree 15 32.6 326 86.9
Valid  Neytral 2 4.34 434 91.24
Agree 4 8.69 8.69 100.0
Total 46 100.0 100.0
I work with atéam who operate quite consistently
Frequency Percent Valid Percent | Cumulative Percent
Strongly Disagree 16 34.7 34.7 34.7
Disagree 16 34.7 34.7 69.4
Valid — Neutral 8 17.3 17.3 86.7
Agree 6 13.0 13.0 100.0
Total 46 100.0
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I do not receive incompatible requests from all my supervisors

Frequency Percent Valid Percent | Cumulative Percent
Strongly Disagree 5 10.8 10.8 108
Disagree 8 17.3 17.3 28.1
Valid  Neutral 8 17.3 17.3 454
Agree 25 54.3 54.3 100.0
Total 46 100.0 100.0
Honest competition exists between workers in this organisation
Frequency Percent Valid Percent™, Cumulative Percent
Strongly Disagree 15 32.6 32.6 32.6
Disagree 15 32.6 326 65.2
Valid  Neutral 10 21.7 21,7 86,9
Agree 6 13.0 13.0 400.0
Total 46 100.0 100:0
There is no bickering and fighting'at werk
Frequency Percent Valid Pereent | Gumulative-Percent
Strongly Disagree 24 52.1 521 2.1
Disagree 18 39.1 39.T 91.2
Valid  Neytral 1 2,17 247 93.3
Agree 3 6,52 6.52 100.0
Total 46 100.0 100.0
I do not have the competeneeof the peopte with whom.] work
Frequeney. Rercent Valid.Pereent | Cumulative Percent
Strongly Disagree 5 430 3.0 13.0
Disagree 10 21.7 21.7 34.7
Valid  Neytral 1 217 217 36.8
Agree 29 63.0 63.0 100.0
Total 46 100.0 100.0
My job Fequires me to workextra hours
Frequéncy Percent Valid Percent | Cumulative Percent
Strongly Disagree 3 6.52 6.52 6.52
Disagree 7 15.2 15.2 21.7
Valid — \jetitgal 1 217 217 23.9
Agree 35 76.0 76.0 100.0
Total 46 100.0 100.0
Work assignments are out of my specialized field
Frequency Percent Valid Percent | Cumulative Percent
Strongly Disagree 2 4.34 4.34 4.34
Disagree 3 6.52 6.52 10.8
Valid  Neutral 5 10.8 10.8 21.6
Agree 36 78.2 78.2 100.0
Total 46 100.0 100.0
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My job does interfere with my family and social life

Frequency Percent Valid Percent | Cumulative P
Strongly Disagree 4 8.69 8.69 8-6\
Disagree 3 4.34 4.34 %
Valid  Neutral 2 434 434 7.3
Agree 38 82.6 82.6
Total 46 100.0 100.0 ‘
ITEM S.Disagree | Disagree | Neutral | Agree
1) @ | © (4)
Supervisor My supervisor is available N=30 13 = N=2
Support when needed (65.2%) %) I (2. (‘4.34%)
My supervisor shows N=27 N=10 N-?
consideration for 5 (21.7%) £| ( ~(k6 %)
subordinates’ feelings A"
My supervisor gives me the =20 =3 N N=4

important decision-making

opportunity to participate in (413%) 3. (6. %Y" (8.7%)
N}S—

Communication between

=20 “
and my immediate 43.4%) %) 9%) | (13%)
supervisor is good (

My supervisors alw; Ql N=1 N=1
motivate me in perf% (73. (1.7%) | (217%) | (2.17%)
: f

tasks o
The feedback om N=5 4 =8 N=7 N=26
My SUPEervisokis I 1 (10.9%) | A2774%) | (15.2%) | (56.5%)
The form my s isor '% <A N=15 N=1 N=2
, ( 0.8%)%:~ (32.6%) | (2.17%) | (4.34%)
[N
Training and n ‘,Nzﬁ}/ N=7 N=6 N=8
Development ( 0)] (15.2%) | (13%) | (17.4%)
Programs

=31 N=11 N=3 N=1
~S¢(67.3%) (23.9%) | (6.52%) | (2.17%)
Y

|
‘%evan e with
eer i ’
1/The trainin b N=25 N=19 N=1 N=1
ramos. (54.3%) (41.3%) | (2.17%) | (2.17%)

E prepared #}0 per
futureltasksimore effectively
.\. I am satisfied v%ﬂ]e N=25 N=18 N=2 N=1

materials in the training and (54.3%) (39%) | (4.34%) | (2.17%)

\ development program
I am satisfied with the N=27 N=13 N=3 N=3
overall quality of training (58.6%) (28.2%) | (6.52%) | (6.52%)
and development program
provided
Career My organisation offers N=40 N=4 N=1 N=1
Advancement interesting career (86.9%) (8.69%) | (2.17%) | (2.17%)

advancement for me
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all my supervisors

Honest competition exists
between workers in this
organisation

There is no bickering and
fighting at work

ITEM S.Disagree | Disagree | Neutral | Agree
1) ¢ (©) (4)
My organisation actively N=26 N=16 N=3 N=
supports my career (56.5%) (34.7%) | (6.52%) N&
development ‘%
My organisation holds many N=40 N=4 =1
interesting positions for my (86.9%) (8.69%) 2.17%)
future
Relationship I receive an assignment with N=25 N=15 N=4
with co-workers | the proper staffing to (54.3%) (32.6%) ) | (8.69%)
complete it
I work with a team who N=16 N=6
operate quite consistently (34.7%) (13%)
I do not receive N=5
incompatible requests from (10.8%)

;_ 6.52%)
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I do not have the v N=29
competence of the people (63%)
with whom | work

Job Stress My job requires me to wor N=35
extra hours § (76.0%)
Work assignments arg out o N=36
my specialized fiel (%\?(6 2%) ™ (10.8%) | (78.2%)
My job does interfere wi — T N=2" | N=2 N=38
my family and soci A (8.69%)., &5 0) | (4.34%) | (82.6%)



