
125  

 

 

 
 

 

CASE STUDY 2 

MANAGEMENT MODULE 

TOWARDS SUSTAINABLE HUMAN RESOURCE IN USIM 
 

 
 

Preamble 

 
The second applied research case touches on the management aspect. The 

 

university faces several challenges including managing issues pertaining to the 

development of the university and issues on managing financial and human resources. 

For this applied research, the focus will be on the human resource issue, particularly on 

the issue of staff turnover among the administrative staff. 

For USIM, in three consecutive years (2017-2019), there were 21 staffs who had 

resigned. High staff turnover results in a great loss for an organisation, given the fact 

that a lot of resources has been spent to train and enhance the skills of these staff, only 

to have them to leave the university and render their services to another organisation. 

Therefore, the 2nd applied research case study will investigate the factors affecting staff 

turnover in USIM and provide recommendations and actions to be taken by the 

management to retain the staff in the university. The case research will provide insight 

on what needs to be examined to reduce the staff turnover rates. This is the focus of this 

2nd case research and will be deliberated further. 
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Introduction 

 
The success of an organisation lies in the hands of the workforce in the 

 

organisation. In other words, they are responsible for achieving the goals and visions of 

the organisation. Retention is important for an organisation as it ensures that the 

organisation keeps hold of its best staff, thereby ensuring high productivity. Therefore, 

the Management or employers should not take for granted the contribution of the 

workforce and they need to know and fully understand the role of their workforce. 

However, there are many factors that influence such aims and target include improving 

the spirit, motivation and work performance towards optimal productivity. 

At Higher Education Institutions (HEIs) or universities, there are two main groups 

that act as a backbone of the university which are the academic and non-academic staff. 

In line with the country’s educational aspirations to produce the first-class mind set 

students, the success of a university does not depend on academic staff only, but also 

on a significant role from non-academic staff. The role of the non-academic staff is very 

significant to the university in achieving the university’s mission and vision. The 

dependence of universities on non-academic staff is very significant as they are the 

driving force behind the operation and the sustainability of the university. Hence, to 

accomplish this mission, universities should know how to retain their staff. It is more 

than just a pay check for a satisfied worker who is happy and completely dedicated to 

their jobs. It is the commitment to their employers and their role that makes them 

passionate about their career, which is also expressed in their individual achievements. 

Employee-employer communication remains the most effective tool for 

establishing a good relationship between employees and employer, thereby achieving 

high 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 

budgetary purposes. 

 

 

Issues and Project Brief 

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

 

faculties and academic centres, which serves the stakeholders of the university and other 

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

student affairs. Along with all other public universities in Malaysia, USIM relies on the 

staff recruitment warrant quota issued by the Public Service Department (JPA) for the 

number of staff recruited. As of July 2018, there are 1,621 staffs in both the academic 

and non-academic scheme (See Table 3.1). The breakdown of percentages between 

academic and non-academic staff is shown in Figure 3.1. 

 

Table 3.1: Total Number of Staff in USIM 
 

Staff Total Number of Staff 

Non- Academic Staff 869 

Academic Staff 752 

Total Number of Staffs 1,621 

Source: Human Resource Division of USIM (2018) 
 

 

 

 

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 3.2. From 

this total, 27 out of 87 are contract staff while the remaining balance of 60 are the 

permanent staff from various grades in (N) scheme. 

 

Table 3.2: Distribution of Staff Based on Grades in Management & Professional 

Administrative Scheme (N) 
 

Grades in (N) Scheme Total Number of Staffs 

in Administrative (N) Scheme 

Percentages (%) 

N41 (Permanent) 8 9% 

N41 (Contract) 27 31% 

N44 (Permanent) 43 50% 

N48 (Permanent) 2 2% 

N52 (Permanent) 6 7% 

N54 (Permanent) 1 1% 

Total 87 100% 

Source: Human Resource Division of USIM (2018) 

 

Figure 3.2 shows the number of contract and permanent staffs in form of pie chart. 

From the overall 87 staffs, 27 (31%) of them are contract staff and the remaining are 

permanent with total of 60 staffs (69%). 

 

Source: Human Resource Division of USIM (2018) 
 

Figure 3.2: Total Number of Administrative Staffs under Management 

& Professional Administrative Scheme (N) in USIM for Year 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 3.3. For 

N41 grades, 8 (9%) staffs are permanent, and 27 (31%) staffs are contract. 43 (50%) 

staffs from N44, 2 (2%) from N48, 6 (7%) from N52 and a staff grade N54, are all in 

permanent position respectively. 

 

Source: Human Resource Division of USIM (2018) 
 

Figure 3.3: Total Number and Distribution of the Management & Professional 

Staff under the Administrative Scheme (N) Based on Grades in USIM 

 

The distribution percentages of staffs provided is intended to achieve the 

expectations of this case research. The findings of this study are expected to benefit the 

staffs in USIM without any disparity in grades. Table 3.3 shows the number of staff 

recruitment warrants received from the Public Service Department (JPA) for the Non- 

Academic (Management & Professional) administrative scheme was 146 warrants in 

2015. This number includes for different schemes, namely the administrative scheme 

(N), finance scheme (W), IT scheme (F), librarian scheme (S) and other classification 

of schemes. These schemes are under the Management and Professional staff 

recruitment. Unfortunately, out of these 146 staff recruitment warrants, none was 
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allocated for the administrative (N) scheme. In fact, no new warrant for the 

administrative scheme (N) was received for four consecutive years (2105-2018). In 

order to solve this issue, USIM has used its operational expenditure allocation to recruit 

staff on a contract basis. 

 

 

 

Problem Identification 

 
An event was held on 13th June 2018, between the Registrar and USIM’s senior 

 

officers, to discuss on several issues that was brought up by the administrators in the 

Management and Professional scheme (N). The issues raised includes job 

dissatisfaction among colleagues on inequality of job distribution, lacking relevant job 

training, poor relationships between subordinates with the head of departments and 

future career development. All these issues are known to be among the frequent used 

excuses for their resignation. At the same time, complaints were received from Heads 

of Departments, Deans, and Directors at USIM who have voiced out their dissatisfaction 

over the job performance among their officers. Based on the feedbacks received from 

both parties, it is apparently that a non-conducive working environment is present in 

USIM. This unhealthy condition brings negative impact to the motivation and working 

morale among the staff. As a matter of fact, a cross check with the Human Resource 

Division has revealed that, a total of 61.3% of the N scheme staff has resigned in the 

past three (3) years (2016-2018) as shown in Table 3.4 and Figure 3.4 respectively. 

 

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

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

replacement as shown in Table 3.5. 

 
 



131  

 

A significant financial expenditure is required to replace a resigned ‘N’ scheme 

staff. This is so, as most of them are contract-based staff, their replacement would 

require the Human Resource Division to fork out the University’s annual operation 

budget as no warrants was received from Public Service Department (JPA) for contract- 

based staff. 

Based on the data obtained from the Human Resource Division of USIM, the 

university would have to spend approximately RM4,000.00 to recruit a contract staff to 

fill up the needed post in the Management & Professional administrative (N) scheme as 

shown in Table 3.6. This financial cost includes selection phase, induction, 

administrative costs and another indirect cost such as advertising. At such amount, the 

university had to use a significant portion of its operational expenditure allocation to 

solve the staffing recruitment issue. In this case, any appointment that does not receive 

staffing recruitment warrant from the Public Service Department (JPA) must use the 

allocation from the university operating budget except for permanent positions received 

from JPA. The investment in human capital will be an asset to the university if the 

recruited staff is being absorbed to a permanent basis. The salary of a new recruitment 

staff in the Management & Professional administrative scheme (N) would require the 

university to spend RM 3,133.43 monthly, which total up to RM 37,601.16 per year per 

staff. 
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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 

in Management & Professional (N) Scheme 

RINGGIT MALAYSIA 

(RM) 

Basic Salary (Monthly) RM 2,283.43 

Fixed Allowances (Monthly) 

Civil Service Allowance (Imbuhan Tetap Khidmat Awam) 

Fixed Housing Allowance (Imbuhan Tetap Perumahan) 

Cost of living Allowance (COLA) (Bantuan Sara Hidup) 

 
RM   300.00 

RM   300.00 

RM   250.00 

Total Gross Income RM 3,133.43 

Source: Human Resource Division of USIM (2018) 

 

Based on the information retrieved from the Human Resource Division, the 

number of staff turnover over three consecutive years 2016-2018, as tabulated in Table 

3.4., it also shows the amount of expenditure spent to recruit staff and it is considered 

as an investment loss when they resigned. It affects human capital investments and 

financial investments. The university had to spend around RM 789,624.36 for 21 staff 

that has left the university as shown in Table 3.7. 

This vast amount could be put to better use elsewhere, such as training and 

development programs or to other operational requirements if there were in permanent 

postings, which the contract staff could be absorbed. This is a significant loss to the 

university that it has spent many of its resources to train and enhance the skills of these 

staff, only to have them leave the university and render their services to another 

organisation. 

Staffs are an essential asset to every organisation. The success of any organisation 

depends on the effectiveness of its employee (Almatrooshi et. al., 2016). A company 

without a highly efficient workforce, may not success in the long run (Ngwenya & 

Aigbavboa, 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, the more 

successful and efficient it could be (Kenton, 2019). According to (Maertz Jr et al., 

2007), by understanding contributing factors that leads to staff turnover may reduce the 

staff resigning from organisation. In human resource management, the cost associated 

with turnover can be divided into indirect costs and direct costs. Table 3.8 summarizes 

the direct and indirect cost of staff turnover. 

 

Table 3.8: Direct and Indirect Cost of Staff Turnover 
 

Direct Cost Indirect Cost 

• Costs of orientation, induction and 

training the previous staff 

• Administrative and advertising costs for 

hiring new staff 

• Recruitment of replacement costs 

• Cost of orientation and training of new 

staff 

• Testing costs 

• Time to interview new replacements of 

the staff 

• Time to recruit and train new hires 

• Loss of trained staff 

• Loss of knowledge staff 

• Loss of networking established 

• Lost productivity associated with co- 

workers helping the new staff 

• Loss of productivity staff while new staff 

is brought up to speed 

• Loss productivity due to a new staff 

learning the job 

• Costs associated with the staff’s lack of 

motivation prior to leaving 

Source: Adopted from Maertz Jr et al. (2007) 

Staff turnover is dependent on few variables. Past researchers have not been able 

to come up with one conclusive factor regarding the turnover of the staff since what 

motivates one to stay in an organisation varies from one person to another. It is assumed 

that motivated staff always stays longer in an organisation, but motivation will not 

always be the same since changes in moods affect the level of motivation. Despite 

extensive research on staff turnover, there are few resources that effectively and 

comprehensively bridge scholarly evidence concerning employee retention and 

practitioner employee retention efforts. As a result, the Management may have 

misconceptions 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 retention. 

These misconceptions can be harmful to organisations and to managerial careers 

because they may lead the Management to act ineffective retention strategies that fail 

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

chasing away the most important ones. 

 

 

Analysis of Issue 

 
The case research intends to investigate and find out the actual factors causing 

 

staff turnover in USIM. Feedbacks obtained from the Human Resource Division of 

USIM has pointed excuses such as better job offer obtained elsewhere, furthering their 

study and other personal issues were among the reasons given by the resigned staff. 

Therefore, to obtain a clearer picture of the staff turnover in USIM, further investigation 

on the issue needs to be identified. 

Criticality of Issues 

 
The case research is significance as it will identify the actual reasons why the staff 

 

resigned from the university. This case research would be of interest to USIM's 

Management and the Human Resource Division. It would assist University’s 

Management to identify the grey areas that they should work on in order to retain the 

staff to work with the university hence reduce the staff turnover rate, thereby saving the 

resources spent in the constant replacement and training of the staff. It is crucial to 

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

of staff recruitment, better budget allocation distribution and better judgement in 

handling 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 lose its 

human capital investment in terms of loss of trained, skilled, and talented staff which 

are vital to the university’s operational to be smooth. Staff turnover is not necessarily 

meaning the working place is an awful but, if losing valuable staff to a competitor or 

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

staffs are leaving. It will satisfactorily provide vital and conclusive information to paint 

a clear picture of the staff turnover in USIM. 

 

 

Case Study Objectives 

 
In order to gain a useful insight on what need to be done to reduce the staff 

 

turnover rates, thus the objectives of this research case are: 

i. To identify the characteristics and determining factors that leads to staff 

turnover among administrative staff in Management and Professional (N) 

scheme in USIM. 

ii. To examine the impact on turnover rate among the administrative staff to 

USIM’s operation. 

iii. To recommend a course of action and solution in retaining the staff to work 

for the university. 

 

Literature Review 

 

Introduction 

 
This section presents the review from literature pertinent to the present study and 

 

theories 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, but their 

management is a challenge (Glazer & Liu, 2017). According to Ekhsan (2019), 

employee turnover means they choose to end their employment before end of their 

employment term in the organisation. Researchers typically see turnover and its 

counterpart as withdrawal intentions (Cohen et al., 2016). However, in this case 

research, there is a gap between the turnover and the turnover intention. The intention 

to turn reflects the behavioural intention of employees, which represents the perceived 

probability that employees leave the present organisation (Knill, 2016). Mc Carthy et 

al. (2017) consider that decision whether to stay or leave the jobs is the final stage of 

the decision-making process, and it is, therefore, realistic to suggest that understanding 

'stay or leave intention' could ease the work done by managers in the implementation of 

appropriate retention strategies. 

 

 

Scenario on Employee Turnover in Malaysia 

 
According to HR Asia (2018), the Malaysian labour market are influenced by the 

 

economic growth, which is driven from both domestic and foreign investors. In 2016, 

the job turnover in Malaysia was 10.1% higher compared to 2019 with 9.3%. The Asian- 

Pacific average voluntary turnover rate is at 10 %. Japan reported the lowest with 5% 

while India recorded the highest with 13.8% 

The costs incurred by organisations related to staff turnover were high, which 

includes the advertising for recruitment, selection process and training. Besides these 

costs there is also a loss of valuable knowledge and productivity which also depending 

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

annual wage. 
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Factors Affecting Employees Retention 

 
From previous literatures, scholars and researchers have discovered several 

 

factors that either can reduce or leads to turnover among employees from an 

organisation. Hayward et al. (2016) indicated that the likelihood of the employee 

leaving an organisation decreases if certain factors exist in an organisation such as 

working environment, training and development, leadership and retention of workers, 

promotion, incentives for growth, rewards, participation in decision-making, job 

satisfaction and work life balance. Caesar and Fei (2018) suggested that all these 

components are the keys in engaging workplace interaction together. Indeed, if all the 

components are present in an organisation, this would not only attract new faces to join 

the organisation but will also lead to retain the current employees (Nazir & Islam, 2019). 

 

 

Causes of Turnover and Retention Strategies 

 
Fernet et al. (2017) stated that people quit organisations "for many reasons such 

 

as for better income, benefits, the emergence of greener pastures, spouse relocation, to 

become a full-time parent, to retire, return to college and so on." 

According to the HR Masterclass (2018) and survey carried out by employment 

giant Monster.com in human resources magazine, one of the key factors for leaving 

their current job is due the need for a better income and financial security with 45% and 

followed by the lack of growth prospects in their current organisation with 29 %. 

Contemporary scholars including Mamun and Hasan (2017), Kumar and Mathimaran 

(2017) and Akinyomi (2016) defined in different ways when looking at turnover. Table 

3.9 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) 

 

 

 

 

 

 
(Kumar & 

Mathimaran, 

2017) 

External drivers 

• Economic growth 

• Slower growth of job seekers 

• Unemployment rate at low levels 

• Shortage of special skills 

• Entrepreneurship 

• Job changes for more favourable 

climates 
Internal Drivers 

• Lack of company loyalty 

• Desire for challenging and useful 

work 

• Need for autonomy, flexibility and 

independence 

• Need for peormance-based rewards 

• Solution set: recruiting new 

employees 

• Solution set: establishing 

an appropriate solution 

• Solution set: creating 

equitable pay and 

performance processes 

• Solution set: building 

motivation and 

commitment 

The 8 elements of the High- 

Retention Organisation: 

• A clear sense of direction 
and purpose 

• Caring management 
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Author Causes of Turnover Retention Strategies 

 

 

 

 

 

 

 

 

 

 

 

 
(Akinyomi, 

2016) 

• Need for recognition for their 

participation 

• Desire for all types of benefits 

• Need to learn new skills 

• Career growth in all directions 

• Desire to be on the leading edge 

• Desire for competitive compensation 

• Need for a caring, supportive 

environment 

• Fewer workers, better times. 

• Higher expectations of workers 

• Longer hours, more demanding work 

• Family demands 

• Changing work ethics 

• A new class of graduates 

• Challenge: meeting the needs of an 

increasingly diverse workforce 

 

7 Hidden Reasons Employees Leave: 

1. The job or workplace was not as 

expected 

2. The mismatch between job and 

person 
3. Too little coaching and feedback 

4. Too little growth and advancement 

5. Feeling devaluated and unrecognized 

6. Stress from overwork and work-life 

7. Loss of trust and confidence in senior 

leaders 

• Flexible benefits and 

schedules adapted to the 

need of the individual 

• Open communication 

• A charged work 

environment 

• Performance management 

• Reward and recognition 

• Training and development 

 

 

 

 

 

 

 

 
Calibre candidate when 

recruiting thus enhancing its 

competitiveness. 

Source: Cited: Review of Five Contemporary Authors Mamun & Hasan (2017), 

Kumar & Mathimaran (2017) and Akinyomi (2016) 

 

Further, a comprehensive study had shown that the Mobley Model (Mobely & 

Meglino, 1977), which explains and illustrates how job dissatisfaction caused employee 

turnover. It generates seven consecutive stages between the job dissatisfaction and 

turnover (Busari et al., 2017). Mobley (1982) suggested that workplace dissatisfaction 

would contribute to career change thinking and has weighed the benefits of looking for 

a better workplace, given the cost of leaving; workers who pursue other jobs evaluate 

the 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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et al., 2017; Moen et al., 2017). Figure 3.5 demonstrates the Mobley Model (Mobely & 

Meglino,1977) concept. 

 

Source: Adopted from Mobley and Meglino (1977); Mobley (1982) 
 

Figure 3.5: Job Turnover Process 

 

It is believed that the Mobley Model is not being offered as a solid framework 

that all staff will commit similarly; some of them may go beyond specific. 

In addition, according to Khan et al. (2014), the higher the turnover rate, the 

higher the expenditures of training, recruiting, and experience socialisation at the 

expense of the institution. Many experts believe that turnover is a critical issue for 

institutions, and that 'pleasant work life policies' are the best way to reduce it (Khan et 

al., 2014). Some institutions are now more conscious of the importance of preserving 

the 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 them. In 

contrast, Kim (2014) mentioned that the causes of turnover are associated with a series 

of psychological steps such as no job appraisal, job discontent experience, 

contemplation of quitting, cost of living and desire to seek for alternatives. On the other 

hand, a study conducted in Taiwanese manufacturing industry by Lee and Seomun 

(2006) mentioned that; in order to retain the staff, the company must provide benefits 

such as retirement funds, pensions, severance compensation, and fringe benefits. These 

benefits are the important factors to prevent the employees quit from the company. In 

addition, a study conducted by Taye, D (2020), in public universities in Ethiopia, the 

turnover among the academics will affects both the faculties and the university. For 

faculty members that leave their employment, it could not be easy to learn new job 

specific skills and find different career prospects. On top of that, the Universities will 

also lose job specific skills, which will be disruptive to their teaching process, as well 

as to their service rendering processes. Subsequently, fast turnover of faculty increases 

the cost that the universities incur in their human resources development activities 

(Hailu et al., 2013). 

 

 

Research Methods 

 
In order to meet the objectives of this case research, the data obtained from 

 

primary and secondary sources. Primary data refers to the information obtained first- 

hand on the interest for the specific purposes of the case study. Secondary data refers to 

the information collected from the sources that already exist (Bougie U. S., 2013). For 

this 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. 

 

 

Introduction 

 
Research methodology concentrates on the specific process that involves 

 

identification, selection and analysing all the related information obtained from primary 

and secondary data. As indicated by Sekaran and Bougie (2016), research methodology 

can be defined as the stages used to gather the sources and data for the motive in the 

research decisions. Apart from that, it enforces researcher to be critically evaluate the 

method chosen in achieving the objective of the study. This section offers detail 

explanation regarding research design, sampling and population, instrumentation, data 

collection and data analysis. These processes will assist in enhancing the reader 

understanding about the research. 

 

 

Research Design 

 
Research design can be described as the structure of procedures to paste together 

 

the variety of research’s components for handling the efficient research problem 

(Abutabenjeh & Jaradat, 2018). As stated by Creswell & Clark, (2011), research design 

is an important aspect that refers to specific plan in manoeuvring the research. The 

process encompasses of problem statement determination, analysing research questions, 

methodology, result analysis and writing justification and explanation. This case 

research chooses descriptive research as the research design for this study. Descriptive 

research can be defined as one of the research methods that explains the attribute of the 

population, 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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Research Population 

 
Research population is important approach in conducting a research. The 

 

determination of population before starting the research will help the researcher in 

directing this research align with the outlined objectives. Purposive sampling will be 

used to collect the data in completing this applied research. Purposive sampling is a 

form of non-random sampling that requires certain criteria in selecting the sample. The 

sampling involves identifying and selecting individuals or groups of individuals that are 

especially knowledgeable about or experienced with a phenomenon of interest 

(Creswell & Clark, 2011). Therefore, this study is conducted towards the contract staff 

from the Management and Professional under the administrative (N) scheme. The total 

number of staff population involved in the study divided into two groups: namely, 21 

of former contract staff who have left USIM and 27 current contract staff. It is due to 

the reasons that they contributed to the highest number of staffs who left the university. 

To further investigate and rectify this issue, the researcher seeks for permission and 

consent from the Human Resource Division and the Registrar of the university to get 

more information from the staff who has resigned from the university, which enclosed 

with their names and contact numbers. 

 

 

Sample Size 

 
Based on the statistical report from USIM’s Human Resource Division (2018), 

 

there is a total number of 48 Administrative staffs under the (N) scheme in the contract 

services. Out of the total number of 48 staffs, a total number of 27 are the current staff 

who are still attached to USIM and a total number of 21 staff who have left USIM. Thus, 

from 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 accuracy 

with confidence level of 95% by Gill et al., (2010) in (Taherdoost, 2017). The 

description of minimum amount of sample size subset from population displayed as in 

Table 3.10. 

 

Table 3.10: Sample Size based on Desired Accuracy with Confidence Level of 95% 
 

Source: (Taherdoost, 2017) 

 

Based on Table for sample size of respondents as displayed in Table 3.10, the size 

of population respondents for 50 people, the ideal sample size is 44 respondents. 

However, since the number of respondents was reachable and accessible, this case 

research decided to include all the former and current staff of (N) scheme which refers 

to 48 respondents which is 100% of the total population of the contract staff under the 

Management and Professional (N) scheme for the focus group of this study. 

 

Research Instrument 

 
Selection of instrumentation is important that drives a desire result aligned with 

 

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

is important process that resembles the reality aspects that turns into specific numbers 
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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 questionnaire. 

Therefore, the questionnaire as the instrument has been adopted from previous study 

conducted by Alkhateri et al. (2018) on ‘The Impact of Perceived Supervisor Support 

on Employee’s Turnover Intention: The Mediating Role of Job Satisfaction and 

Affective Organisational Commitment’ and Jaharuddin and Zainol (2019) under the 

research on ‘The Impact of Work-Life Balance on Job Engagement and Turnover 

Intention’. The justification of these instrumentations’ selection is due to several 

reasons such as: 

 

i. The questionnaire constructed is depicted the definite idea that has been 

discovered previously. 

ii. The questionnaire constructed is fit with the objective of this research. 

 

iii. The questionnaire constructed can be used generally as it has not been 

developed and focusing on specific organisation or institution. 

 

According to the justification listed, the instrumentation chosen is appropriately 

applied in the case research since it has not bind with any specific related industries. 

The questionnaire practically used a specific language that can be understood by 

individual. Further action has been taken to coordinate the entire instrument chosen into 

one design of questionnaire. The questionnaire developed incorporated with different 

segments that could ease the process of data collection the next process. 

Section A is to explore respondents’ demographic specifically the gender, age, 

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

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

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 (Martín 

et al., 2018). Likert scales are employed as it has the advantage that the respondent does 

not expect a simple yes or no answer from the respondent, but rather allow for degrees 

of opinion, and even no opinion at all (Joshi et al, 2015). Therefore, quantitative data is 

obtained, which means that the data can be analysed with relative ease. In addition, the 

Five Point-Likert scales is employed in this study is to ensure that the response rate and 

response quality increased and it is relatively easier for respondents to understand (Joshi 

et al, 2015). Besides that, the agreement term uses in the questionnaires as it allows 

respondents to answer more precisely, and it provides with more nuanced survey 

responses to analyse (Joshi et al, 2015). It is commonly used to ask participants to rate 

a set of attitude statements using scales with common categories and in attitude 

measurement (Van der Linden, 2016). 

The questionnaire constructed is in English. According to “The Role of English 

in Present Day Higher Education,” (Al-Khalil, 2017), English language has become an 

important language in any sectors such as banking, education, manufacturing, services 

and many more. 

 

 

Validity 

 
Validity refers to the degree to which the instruments can quantify the differences 

 

between individuals on the construct one seeks to measure. In this study, content validity 

was determined by an in-depth literature review and the usage of validated survey 

instruments from previous research. Besides that, an in-depth literature review was 

conducted 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: 

 

i. Language: Panels have suggested that the language used in the questionnaire 

should be proofread in a way to capture respondent’s understanding. 

ii. Font: In the beginning, the questionnaire used Arial font and 11 points for 

questionnaire instruments that resulted in excess in pages and 

psychologically, it will affect the respondent's mood of answering the 

questionnaire. Thus, the panels have recommended that the font should be 

changed to Times New Roman and 12 points for questionnaire instrument to 

ease the respondent to answer. According to (Aggarwal & Vaidyanathan, 

2016; Li et al., 2017), Times New Roman with 12 points in size will help the 

respondents’ eyes to relax while reading all questions. 

iii. All the title of the questionnaires must be in English to avoid 

misunderstanding either to the researcher or respondent. 

iv. Set of questionnaires must be with the serial number to help the researcher to 

analyse information better and avoid any repetitions of the same respondent. 

 

Once the instruments have been validated, the necessary amendment to the 

instrument was made based on the recommendation given by the Panels of Supervisors 

for Management Module Committee. The corrections to the instrument are important 

to avoid any issues and misunderstanding about the questionnaire in fieldwork. 
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Pilot Study 

 
Before the process of collecting data taken place, a pilot study has to be 

 

conducted. A pilot study refers to the mini version of a full-scale study or a trial run 

conduct in planning of the whole study. It is also known as a ‘feasibility’ of 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 measuring instruments used to 

collect those data must be both valid and reliable. In addition, it also serves as a platform 

to verify appropriate instrument in collecting data for the actual study. Pilot study is an 

approach that has been implemented in this case research by using a questionnaire 

instrument (In, 2017). For this case research, 10 respondents among the Management 

& Professional staff (N) scheme were involved in the pilot study. According to Eldridge 

et al. (2016), a small number of respondents (around 10 to 30 people) is needed in a 

pilot study. Although it was a small quantity, it has same preferences in actual study 

(Eldridge et al., 2016), The systematic practice of pilot study was useful to help the 

researcher to understand the process of conducting a survey well (Becker et al., 2017; 

Heaton et al., 2016; Johnston et al., 2017; Pedder et al., 2016). 

Further, all information obtained from the pilot study analysed using the IBM 

SPSS 23 to identify the reliability of the questionnaire. Data obtained by using internal 

consistency reliability of coefficient alpha or also known as Cronbach's Alpha co- 

efficiency. According to Muijs (2004) stated, the instrument is internally consistent and 

reliable if the test result is over 0.7. Furthermore, a pilot study led to additional look at 

the consistent quality of the instrument. 

The result of the pilot test as in Table 3.11 provided helpful information on the 

questionnaire 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 

Alpha 

N of Items 

Staff Turnover Intention 0.854 24 

 

The validity and reliability test were necessary because the researcher must 

ascertain that the instrument used were fully examined and consistent with the allocated 

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

paying little mind to whether the exploration is qualitative or quantitative (Creswell, 

2012). Creswell (2008) stated that reliability of the question guarantees a quality when 

the scores from an instrument are steady and reliable. Meanwhile, Lee and Seomun 

(2016) characterized dependability as the consistency of the scores obtained and how 

predictable they are, for every participant involved in the research. 

 

Data Collection 

 
This section discussed about the method used to gather information from the 

 

respondents in order to meet the objectives. Therefore, the study used questionnaires to 

complete the survey in USIM. The goal of using questionnaire is to collect information 

about the same variables or characteristics from some cases where the result is a data 

matrix or a structured or rectangular set of data. As such, it begins with determining a 

set of questionnaires that comprised of demographic and staff turnover factors variables 

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

USIM. 

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

Human 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. 

In conducting the data collection of management case research, the survey was 

conducted on 12 July 2018. The established questionnaires are distributed among 

former contract staff of Management and Professional (N) scheme. In reaching 21 

former contract staff, the researcher took an effort by contacting them personally via 

the phone and gets their consent to participate in the survey. Out of the 21 former staff 

of USIM, the researcher managed to reach all of them. They have been informed that 

all the information obtained will be kept and any personal information like names and 

feedbacks obtain from them will be treated as confidential without disclosing any 

information obtained from them. The conversation started with an ice breaking session 

with the former staff where the researcher explained the purpose of the survey. An 

explanation on the importance of the results of this survey to the university’s 

management to identify the root cause and the factors that led them to quit from USIM. 

Next, the survey questionnaires have been emailed in getting their feedback by 

answering the questionnaires. The period of answering the questionnaire is within one 

week. On 19th July 2018, the researcher retrieved all the information obtained by 

screening the answered questionnaire. However, only 19 questionnaires were returned. 

On 20th July 2018, a set of questionnaires have been distributed among current 27 

contract staffs of (N) scheme. They have been given a duration of one week for them to 

complete the questionnaire. The reason why the duration of one-week time in answering 

the questionnaire has been given to them is considering for them to have a specific 

allocation time in answering the questionnaire. Apart from that, as professional 

profession, 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 evaluation 

had done, all questionnaires were usable and be able to proceed to the next step, which 

is the analysis part. 

 

 

Data Analysis 

 

Introduction 

 
This section discusses on the findings obtained in meeting the objective of the 

 

case study. This segment consists of the results obtained from the former staff survey 

in the Management & Professional Administrative Scheme (N) and the survey of the 

current contract staffs in the Management & Administrative Scheme (N). By using 

descriptive data, all findings were clarified in-depth regarding the data gathered. It 

includes the description of statistics. Descriptive statistics is used to calculate or 

summarize the available data contained in the graphs, diagrams or tables. This also 

includes the means and standard deviation. Furthermore, this subtopic also prescribed 

the demographic data which includes the gender, age, educational background and years 

of working experience. 

Information data analysis was divided into descriptive statistics. The information 

data was coded into and analysed with the IBM SPSS 23 by Einspruch (2005). The 

information data obtained are analysed by using descriptive statistic. The description of 

the following research objective was described below. In achieving the research 

objectives, the findings used percentage, frequency, mean and standard deviation as 

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

conducting 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 

dispersion (Boley et al., 2017). 

 

 

Findings Derived from the Survey 

 
Descriptive analysis was utilized to generate a description of the data obtained 

 

from the study. The study's concise research is to determining factors of staff turnover 

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

USIM was clarified by the number of respondents (N), mean, standard deviation and 

the number of items. This section was to identify respondent’s demographic profiles 

who are the participants in this study. 

 

3.6.2.1 Demographic Profile of Respondents 

 
Table 3.12 shows the demographic profile of respondents that have been collected 

from the survey. Subjects’ characteristics and background information such as gender, 

age, working status, education background and years of working experience were 

collected from total sample of N=46 respondents which are the former and current 

contract staff from the Management and Professional staff under the administrative 

scheme (N). The gender shows, male has the highest with 67.4% (N=31) while female 

respondents are 32.6% (N=15). For the age range between 24 to 29 years old were 

54.3% (N=25) while between age 30 till 35 years old respondents were 45.7% (N=21). 

For the working status, 58.7% (N=27) of the respondents were the current contract staff 

meanwhile 41.3% (N=19) of them were the former contract staff. 

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

highest 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. 

 

Table 3.12: Demographic Profile of Respondents 
 

Description  Frequency Percentage 

Gender Female 15 32.6 

 Male 31 67.4 

Age 24-29 25 54.3 

 30-35 21 45.7 

Working Status Current Contract Staff 27 58.7 

 Former Contract Staff 19 41.3 

Education Background Master’s Degree 14 30.4 

 Bachelor’s Degree 32 69.6 

Years of Working Experience 1-3 years 23 50.0 

 4-6 years 23 50.0 

 

 

3.6.2.2 Staff Turnover Among the Management & Professional Staff Under the 

Administrative Scheme (N) in USIM 

 
Table 3.13 shows the variables which have been analysed using SPSS and 

followed by the frequencies on respondents in numbers and percentages. 

 

Table 3.13: Staff Turnover Among the Management & Professional Staff Under the 

Administrative Scheme (N) in USIM 
 

Descriptive Statistics 

 N Minim 

um 

Maxim 

um 

Mean Std. 

Deviation 

Supervisor support 

My supervisors always motivate me in 

performing tasks 

46 1 4 1.83 .851 

Communication between me and my 

immediate supervisor is good 

46 1 4 1.71 1.292 

My supervisor shows consideration for 

subordinates’ feelings 

46 1 4 1.67 1.227 

My supervisor gives me the opportunity to 

participate in important decision-making 

46 1 4 1.30 .909 

The form my supervisor uses accurately 

evaluates my performance 

46 1 4 1.29 1.097 

The feedback I receive from my supervisor is 

useful 

46 1 4 1.27 1.414 
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Descriptive Statistics 

 N Minim 

um 

Maxim 

um 

Mean Std. 

Deviation 

My supervisor is available when needed 46 1 4 1.08 1.307 

Overall Mean: 1.45      

Training and Development Programs 

The training and development program 

prepared me to perform future tasks more 

effectively 

46 1 4 1.96 .842 

I am satisfied with the overall quality of 

training and development program provided 

46 1 4 1.68 1.402 

I am satisfied with the materials in the training 

and development program 

46 1 4 1.65 1.031 

Training and development program are 

provided by my organisation 

46 1 4 1.48 1.090 

The training and development program are 

relevance with my future career 

46 1 4 1.42 1.223 

Overall Mean 1.63      

Career Advancement 

My organisation holds many interesting 

positions for my future 

46 1 4 1.78 1.246 

My organisation actively supports my career 

development 

46 1 4 1.24 1.158 

My organisation offers interesting career 

advancement for me 

46 1 4 1.14 .976 

Overall Mean: 1.38 

Relationship with Co-workers 

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 2.01 1.009 

I do not receive incompatible requests from all 

my supervisors 

46 1 4 1.94 1.026 

I do not have the competence of the people 

with whom I work 

46 1 4 1.91 1.071 

Honest competition exists between workers in 

this organisation 

46 1 4 1.80 1.046 

I receive an assignment with the proper 

staffing to complete it 

46 1 4 1.83 1.259 

Overall Mean: 1.96 

Job Stress 

My job requires me to work extra hours 46 1 4 3.80 1.039 

Work assignments are out of my specialized 

field 

46 1 4 3.65 1.402 

My job does interfere with my family and 

social life 

46 1 4 3.11 1.197 

Overall Mean: 3.52    

The detail are as follows (N)= Respondents 
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ITEM  S. Disagree 

(1) 

Disagree 

(2) 

Neutral 

(3) 

Agree 

(4) 

Supervisor My supervisor is available when N=30 N=13 N=1 N=2 

Support needed (65.2%) (28.2%) (2.17%) (4.34%) 

 
My supervisor shows N=27 N=10 N=5 N=4 

consideration for subordinates’ (58.6%) (21.7%) (10.9%) (8.69%) 

feelings     

 My supervisor gives me the N=19 N=20 N=3 N=4 

opportunity to participate in (41.3%) (43.5%) (6.5%) (8.7%) 

important decision-making     

 Communication between me N=20 N=15 N=5 N=6 

and my immediate supervisor is (43.4%) (32.6%) (10.9%) (13%) 

good     

 My supervisors always motivate N=34 N=10 N=1 N=1 

me in performing tasks (73.9%) (21.7%) (2.17%) (2.17%) 

 The feedback I receive from my N=5 N=8 N=7 N=26 

supervisor is useful (10.9%) (17.4%) (15.2%) (56.5%) 

 The form my supervisor uses N=28 N=15 N=1 N=2 

accurately evaluates my (60.8%) (32.6%) (2.17%) (4.34%) 

performance     

Training and Training and development N=25 N=7 N=6 N=8 

Development program are provided by my (54.3%) (15.2%) (13%) (17.4%) 

Programs organisation     

 The training and development N=31 N=11 N=3 N=1 

program are relevance with my (67.3%) (23.9%) (6.52%) (2.17%) 

future career     

 The training and development N=25 N=19 N=1 N=1 

program prepared me to perform (54.3%) (41.3%) (2.17%) (2.17%) 

future tasks more effectively     

 I am satisfied with the materials N=25 N=18 N=2 N=1 

in the training and development (54.3%) (39%) (4.34%) (2.17%) 

program     

 I am satisfied with the overall N=27 N=13 N=3 N=3 

quality of training and (58.6%) (28.2%) (6.52%) (6.52%) 

development program provided     

Career My organisation offers N=40 N=4 N=1 N=1 

Advancement interesting career advancement (86.9%) (8.69%) (2.17%) (2.17%) 

 for me     

 My organisation actively N=26 N=16 N=3 N=1 

supports my career development (56.5%) (34.7%) (6.52%) (2.17%) 

 My organisation holds many N=40 N=4 N=1 N=1 

interesting positions for my (86.9%) (8.69%) (2.17%) (2.17%) 

future     

Relationship I receive an assignment with the N=25 N=15 N=2 N=4 

with co-workers proper staffing to complete 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     
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ITEM  S. Disagree 

(1) 

Disagree 

(2) 

Neutral 

(3) 

Agree 

(4) 

 There is no bickering and 

fighting at work 

N=24 

(52.1%) 

N=18 

(39.1%) 

N=1 

(2.17%) 

N=3 

(6.52%) 

 I do not have the competence of 

the people with whom I work 

N=6 

(13%) 

N=10 

(21.7%) 

N=1 

(2.17%) 

N=29 

(63%) 

Job Stress My job requires me to work 

extra hours 

N=3 

(6.52%) 

N=7 

(15.2%) 

N=1 

(2.17%) 

N=35 

(76.0%) 

 Work assignments are out of my 

specialized field 

N=2 

(4.34%) 

N=3 

(6.52%) 

N=5 

(10.8%) 

N=36 

(78.2%) 

 My job does interfere with my 

family and social life 

N=4 

(8.69%) 

N=2 

(4.34%) 

N=2 

(4.34%) 

N=38 

(82.6%) 

 

 

 

Discussion on the Findings 

 
The aim of this study was to achieve the research objectives by analysing the 

 

factors of staff turnover among the Management & Professional staff under the 

administrative scheme (N) in USIM. Therefore, it will deliberate an inclusive summary 

of the data and findings. 

Based on the findings deduced as indicated in Table 3.13, among all the five (5) 

dimensions, the most contributed factor affected the determinant factors of staff 

turnover in USIM can be described from the overall mean score (high to low) 

dimensions, which will be in sequence as follows: (i) Job stress, (ii) Relationship with 

co-workers, (iii) Training and development, (iv) Supervisor support (v) Career and 

advancement. 

 

i. Job Stress 

 

Based on the findings under this dimension, majority of the respondents agreed 

that their job requires for them to work long hours, their work assignments were out of 

their specialised area, and interfere with their family and social life. In this context, 

insufficient 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 skills and 

subsequently take up the challenge to complete the given tasks. In this context, it is the 

responsibility of the leader to ensure that adequate number of staffs with relevant 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, this will stress out the 

staff and trigger the intention to leave. In addition, there were strong reactions towards 

the long and odd working hours. From the questionnaires, majority of the staff worked 

long and unsocial hours and thus missed out on their social lives. If the working hours 

are revised, the employee turnover rates experienced in the University might not happen 

as staff would be more content with their jobs. In fact, long working hours may have a 

negative impact on the staff, overlap with their family commitments or restricts and 

social life. Motivation is essential in all working environments. It is one of the major 

factors that determine an employee loyalty to the organisation. Staff would feel highly 

motivated when their knowledge and skills are put to effective use in the workplace. 

They feel like they play an important and an integral part of the university and sense of 

belonging. A cheerful and stress-free working environment is another factor that 

influences the staff’s motivation level to work on daily basis. 

 

ii. Relationship with co-workers 

 

The second dimension was related to the relationship with the co-workers. Based 

on the findings, there were issue pertaining the relationship among the staff with the co- 

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

reluctance 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 in the 

beginning will seem to have less work than others do. This unequal distribution is unfair 

and will create dissatisfaction, and if not being handle properly by the superior, will 

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

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

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

teamwork relationship. 

Good relationship with co-workers and subordinates has quite an impact on one’s 

performance. Backstabbing, feeling envious and putting own self-interest first above 

others are among the common negative attitudes that builds up strained relationship at 

a workplace. These negative attitudes are considered hazardous as it is contagious and 

influential, creating stressful working environment if not being curbed at an early stage. 

An experienced and competent superior would be able to identify the cause of such 

negative feelings. On most occasion, the problem can be sorted with a confession 

session. Breakdown in communication among the staff may be the main causing factor 

of these negative feelings. 

 

iii. Training and development 

 

Next factor that clearly affects the level of motivation among the staffs or the 

respondents was the lack of training and development programs. Staff skills can only be 

perfected and sharpened through training and development. Without proper training, 

staff would not be able to progressively add value to the university. Majority of the 

respondents, 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 organisational 

commitment. An effective training program can lead to greater commitment and less 

employee turnover. An organisation that provides inadequate training increases staff 

turnover (Ko et al., 2018; Rhodes & Toogood, 2016). It shows that the university should 

identify and conduct relevant trainings for the career needs and skill development of the 

staff. Previous research by Narayanan et al. (2019) and Oelze et al. (2016) had shown 

that training is an important retention strategy which establishing and supporting 

learning, and working organisation is beneficial to the organisation. Training of new 

employees ensures that they are comfortable in their new work environment and reduces 

the chances of the employees getting frustrated in their new position. Employees who 

feel they have the chance to develop new skills through training and development in the 

workplace are more satisfied with their jobs and as a result, more likely to remain loyal 

to their organisation. 

 

iv. Career and advancement 

 

For the dimension under career and advancement. Both, current and former staff 

expressed that they did not see any possibilities of career advancement for them in 

USIM. In fact, the only reason that they are still working in USIM is because there is 

no other job alternative for them. Career development ensures that an employee is 

successful in their career resulting in career satisfaction. The performance of employees 

is likely to be better when they perceive the opportunities for career development within 

their organisation or industry is high. 

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 voluntary exit 

by employees as they are likely to perceive career development opportunities within the 

organisation as high. Talented employees are required to maintain a competitive 

advantages and employees want career growth to develop and rise on the career ladder. 

Such methods include advancement plans, internal promotion, and accurate career 

previews at the time of hiring. 

 

v. Supervisor support 

 

Next dimension was concerning the Superior support. This section touches on the 

role of the Superior from the staff’s point of view. Various feedbacks were given by the 

respondents both from the former and the current staff. The Superior-subordinate 

relationship is, from an employee’s perspective, the most important relationship in an 

organization (Robbins & Judge, 2018). To a very large extent, this relationship, 

according to Robbins and Judge (2018) determines how happy and satisfied the 

employees are with their jobs and work environment, how good is their prospects of 

career development are within the organization, and the quality of their day-to-day 

experiences in the workplace. It has been pointed out by some of the staff who felt that 

their Superior were not treating the staff equally. 41.3% were strongly disagreed, and 

43.5% were disagreed with the item for ‘Supervisor support’ dimension which is ‘My 

supervisor gives me the opportunity to participate in all decision making process’. In 

an organization, a Superior should maintain a good rapport and develop a harmonious 

relationship with all staff under his wings. By doing so, the superior would gain the trust 

and 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 support from 

Superiors increases the probability of employees to stay within an organisation whereas, 

a poor or non-existent relationship, increases the chances of voluntary resignation by 

the employees. These leadership style can affect organisational commitment and work 

satisfaction positively and work satisfaction can affect organisational commitment and 

work performance positively. In sum, this case research revealed the staff’s level of 

satisfaction towards their Superiors. The respondents expressed many concerns over 

how they were being treated by their Superiors. Most working relationship between the 

Superior and the staff was not on a good term basis. Common problems include lack of 

understanding, breakdown of communication, lack of appreciation and managing 

issues. 

In the past, many scholars and researchers have identified turnover in many 

different terms and concepts. Sakila (2019) defines the turnover intent as an attitude or 

likelihood of an employee leaving the company. Other researchers including Fitria et 

al. (2017) indicated that turnover could also be described as the labour movement 

outside the organisation. It can be a resignation, transfer of organisational units and the 

end or death of a member of the company. Robbins and Judge (2018) explained that 

turnover could occurs on a voluntarily basis as well. 

Voluntary turnover occurs, is when the staff chooses to leave due to the obvious 

competitive nature of the work currently available and the opportunity for alternative 

employment. In this circumstance and for this reason, the university should embrace the 

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

the 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 

scholars when it comes to the issues related to motivation. 

 

 

Models and Formulae Used 

 
There are various management tools and models across the management 

 

discipline which are designed to help organisations to develop their action plans in order 

to achieve their goals. However, for this case research, the Maslow’s Hierarchy of 

Needs Theory, Herzberg Two-Factor Theory and Adam’s Equity Theory are seen as the 

most appropriate models to be used due to its principles and may also adopt the Islamic 

principles to overcome the existing scenario by comprehensively identifying and 

analyzing the capability of organisation to accomplish the desired outcome. 

 

 

Maslow’s Hierarchy of Needs Theory 

 
Abraham Maslow Motivation Theory: The Hierarchy of Needs Theory. Maslow 

 

has developed a theory on how all motivations are intertwined. In his theory, he called 

it as a "required hierarchy." There are various types of these needs. Once a basic level 

of needs has been achieved, people will go for the next level of needs as indicates in 

Figure 3.6. 

The extent of human needs is divided into the following: 

 

1. Physiological needs: basic needs, such as hunger, thirst, shelter, sleep, oxygen, 

and other physical needs. 

2. Safety: including safety and protection against physical and emotional losses. 

 

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, recognition, and 

attention. 

5. Self-actualization includes the desire to become more fully self-abilities, to be 

at desired position according to individual’s capability. 

Source: Maslow, A. H. (2000) 
 

Figure 3.6: Maslow’s Hierarchy of Needs Theory 
 

 
 

Herzberg’s Two-Factor Theory 

 
Herzberg et al. (1959) has developed a two-dimensional paradigm of factors that 

 

affect work attitudes. He has concluded that hygiene rather than motivation factors such 

as company policy, surveillance, interpersonal relationships, working conditions, and 

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

but 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 factors for job 

satisfaction: achievement, recognition, work itself, responsibility, and progress. These 

motivators (satisfactory) had a long-term positive effect on job performance. At the 

same time, hygiene factors (unsatisfied) consistently only produced short-term changes 

in employee attitudes and performance that rapidly fell back to their previous level. 

In sum, satisfiers describe the relationship between a person and what they do, 

many related to the tasks they carry out. On the other hand, dissatisfaction has to do 

with the relationship of a person with the environment in which the work is carried out. 

The satisfiers are what a person does when he is unhappy with the situation in which he 

or she does. (See Figure 3.7). 

 

Source: Snyderman (2017) 
 

Figure 3.7: Herzberg’s Two Factor Theory 

 

On the other part, diagram in Figure 3.8 shows the differentiation on those factors 

(motivators and demotivators). 
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Source: Chaboneka (2016) 

 

Figure 3.8: Herzberg Theory on Separation of Motivators and Demotivators 
 

 
 

Adams’ Equity Theory 

 
Adams' equity theory as Figure 3.9 is closely linked to Maslow's and Herzberg's 

 

theories. Equity theory, though, takes a less direct and dynamic approach than the 

previous two models; the employee may be satisfied with their condition one day, but 

will be defeated on the next day. Adams' Equity Theory has two core concepts. 

 

Source: Tanner (2017) 
 

Figure 3.9: Adam’s Equity Theory Model 
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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 colleagues. The 

inputs and outputs are precise: the effort, experience, expertise, and dedication given by 

workers are what they get in return, including remuneration and recognition. Equity 

Theory explains on those ratios. 

The second aspect to consider is that workers equate their ratio to 'referents,' peers 

with whom they believe like they should be comparable. If the staff feels their ratio 

were not well-balanced, they will look towards these referents and compare their 

rewards. If the staff feels 'under-rewarded', their natural impulse is to restore their 

perception of equity. They can do this by reducing their input (putting in less effort), or 

by trying to increase their outputs, which often manifests as a pay rise request. Those 

who felt worried that they have been over-rewarded might start feeling uncomfortable 

and demotivated or decide that minimal effort pays off. This theory reminds us of the 

topic of diversity and how organisation needs to be mindful of the expectations of 

individual workers. For instance, the company might think that it is regarded as fair by 

offering the entire employees the same pay and benefits. Nevertheless, the company 

cannot monitor how people view salaries and benefits. Some may feel like they have 

worked harder than their colleague but still earn the same recognition. Some people 

may think they do not deserve the same pay. What looks equal on paper will not always 

perceived as such in practice. Adam's Equity Theory focuses on equal outcomes that 

are closely linked to both award and recognition drivers. In other words, if the workers 

believe they 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 

(whether 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 confident that 

their views and opinions will be heard. The issues could be with pay structures, a 

growing recompense scheme or benefits such as flexible hours, as everyone is aware of 

what a 'reward' is (Garg & Yajurvedi, 2016). 

 

 

Potential Impact and Recommend Solution to the Organisation 

 
From the past literature on those theoretical aspect, it will then lead to 

 

recommendations which serves as proposed solution for the identified issue. 
 

 
 

Maslow's Hierarchy of Needs Theory 

 
First on Maslow's Hierarchy of Needs Theory is the physiological needs. 

 

Physiological needs are human being’s most basic needs to survive which includes food, 

water, and place to stay. In the context of this study, USIM as the employer is 

responsible in compensating their workforce’s time spent and effort put in to complete 

all tasks given with a stable employment that provides appropriate salary. This salary 

will enable the workforce to fulfil their basic requirements to live. By fulfilling this 

requirement, USIM has fulfilled the lowest level in the Maslow’s Hierarchy of Needs 

Theory. 

However, from the conversation with the staffs during the distribution of the 

questionnaires, there were some complaints received from the staff verbally regarding 

the difficulty for them to purchase food during their working hours and during their 

break time. Perhaps the university should consider providing staffs with other 

alternatives regarding this issue. The solutions would eventually help to reduce time 
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spend to travel for the staffs during break time means more quality time to spend on 

their work task. 

Next on the list is Safety or Security needs. Once basic human needs have been 

fulfilled, Maslow describes the need for security. The need for security at work includes 

a safe and conducive working condition, complete with all the necessary facilities for 

their workforce to perform their job. On the other hand, job security refers to a stable 

physical and emotional environment issues such as salary, working benefits, safe work 

environment and fair work practices. The university needs to comply with the 

workplace safety requirements of their staff by providing safe working conditions and 

guaranteed job security in terms of on-time salary payment. 

Monetary issues are relatively important, especially during the economic 

downturn in the country. From the findings, majority of the respondents (former and the 

current staff) agreed that they were glad that they have chosen USIM as the organisation 

to work for, over other organisation. It indicates that they were happy with the working 

environment in USIM. USIM has provided them with working conditions that are 

inspiring and equipped with adequate workstations, and all the necessary office 

equipment. Once the need for safety is met, social needs that encompass the need for 

belonging, trust, love and compassion are essential drivers. At this level of need, people 

will never feel the absence of friends, women, husbands or children. As human being, 

time allocation to socialize and spend time with friends, colleagues and families is a 

necessity. 

Social needs are important to humans so that they do not feel alone, isolated and 

depressed. Fulfilling the social needs is a good way to release any work stress and 

tension. 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 that their 

workforce has enough time to fulfil their social needs. After work programmes such as 

recreational events, in-formal family day events or even sports events could be 

organized among the workforces. Such events encourage teamwork and strengthen the 

relationship between superior and subordinates and between co-workers. 

A work life balance plays an important part in maintaining the belongingness 

among the workforce in the university. Next is the esteem needs (positive self-image, 

respect and recognition issues, which refers to the need for self-esteem and respect, with 

self-respect being slightly more important than gaining respect and admiration from 

others.) At the end of the day, nothing is more rewarding than receiving an appreciation 

or acknowledgment from your superior. From the findings, majority of the respondents 

strongly disagreed with the statement that ‘my organisation offers interesting career 

advancement for me’. In this context, the theory defined this need is by providing 

compliments, rewards and job promotions are some examples from the employer that 

reflects confidence and trustworthy bestowed on an employee. Such rewarding gestures 

will elevate an employee motivation to work. Having motivated employee would mean 

low staff turnover. 

The need for self-actualization is the core component of Maslow’s Hierarchy of 

Needs Theory. Even today, several thinkers have prioritized this need to promote a 

superior personality. There was an idea in recent years of the need for a connection 

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

respondents disagreed with the statement that ‘My supervisor gives me the opportunity 

to 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 action of the 

predicted organism is therefore not selfish and continuously strives to fulfil the 

requirements, but rather to understand rather than to give and to receive. The need of 

self-actualization is individualized in nature. The Superior or leader should counter for 

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

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

their jobs. 

In short, Maslow’s Hierarchy of Needs Theory suggests that if the basic needs of 

an employee are met, higher salaries will not encourage them. Workforce or the staff 

would also be inspired at work by fulfilling all their needs. Needs could be defined as; 

excellent benefits, safety standards at work, socialization opportunities, increase self- 

esteem and further development opportunities. Employers must retain their staff from 

resigning and working for other organisations. 

 

i. Motivation 

 

Having the drive to wake up every morning and get ready for work requires a 

huge effort. A high motivated staff would have no problem in doing so, in fact looking 

forward to doing it every morning. This motivated staff must have something that 

excites him or have something related to his interest that made him feel eager to get to 

work. 

On the contrary, how would you feel if you are being forced to do something that 

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

description 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 
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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 being 

shared by the respondents. Problems have been building up over time, slowly 

demotivating the staff and up to a point they cannot longer tolerate and decided to 

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

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

motivation to improve their working performance. In fact, in the university, motivation 

of the staff is a key determinant to the success of a university. This is primarily because 

staffs provide services to the stakeholders directly. Motivated staffs tend to offer great 

and high- quality services to stakeholders. 

There are several techniques and theories that the University could apply in its 

attempt to elevate the motivation level among its staff. For a start, the university needs 

to revisit its recruitment selection proses. The university needs to make a proper match 

between specific skills with the relevant job description. By identifying the staff’s 

strength or interest and matching it with the relevant job scope will create a much 

desirable working environment. Staff would be able to perform their job better as they 

are familiar with the tasks. The existing skills and interest that the staff possessed should 

later be enriched to further improve the staff capability which in turn will boost their 

morale to work. 

 

ii. Job enrichment 

 

Job enrichment means to enhance a job by adding more meaningful tasks to make 

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

him or her to apply and practise the related skill and only assign tasks revolving around 
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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), Chan et al. 

(2016) and Rastogi and Chaudhary (2018), found that employees need the following to 

achieve job satisfaction: 

 

• Skill variety or many different activities as part of the job. 

 

• Task identity or being able to complete one task from beginning to end. 

 

• Task significance or the degree to which the job has impact on others, internally 

or externally. 

• Autonomy or freedom to make decisions within the job. 

 

• Feedback or clear information about performance. 

 

In addition to job enrichment, it defined as the adding of new challenges or 

responsibilities to the current job, which may also bring to job satisfaction. Assigning 

staff to a special task or project is an example of job enrichment. The resultant action 

of integrating the motivation to work, should be integrated with a proper 

rewards/punishment system, as this would yield a motivated behaviour which leads to 

the next step that the university could take in order to reduce staff turnover rate. The 

university may introduce rewards and incentives to the hardworking and well performed 

staff within the Departments/ Faculties/ Centres periodically or quarterly instead of 

yearly basis award. Giving such rewards is the most significant motivation tool to retain 

turnover 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 

from 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 act upon 

those decisions. 

 

Herzberg’s Two-Factor Theory 

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

 

would have a significant impact on USIM’s working environment. For example, salary 

is listed on the factor of hygiene. There were fair pay, and benefits are expected, but it 

may not necessarily motivate someone to do a better job. On the other hand, staff 

development schemes, such as management training programs, would be considered as 

a motivator. 

The origin of the motivating factor of Herzberg, is the actual motivators tend to 

be related to the working conditions and recognition surrounding the work performed. 

Herzberg's hygiene theory stated that, by simply eliminating the causes of 

dissatisfaction in a job will not create satisfaction. It will merely create a condition in 

which the individual is neither satisfied or not. In other words, they will be in a 'neutral 

state,' but will not be motivated. Based on Herzberg Theory, the university could apply 

it by eliminating the hygiene factors and creating conditions for job satisfaction. 

Concerning the previous explanations on the role of different factors in rewarding 

workers, internal factors consisted of factors that influence job satisfaction and inspire 

the inner sense of employees. It is supposed that some of these intrinsic factors are 

present. In that case, some of them have a negative effect on work satisfaction and the 

elimination of these factors did not seem to be a problem. 
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This question is precisely in line with Herzberg's motivation-hygiene principle 

that adequately distinguishes happiness and dissatisfaction (Alshmemri et al., 2017). 

Internal factors which include the habits, emotions and behaviours of workers in the 

workplace and manage their work relations. Such internal factors include personality, 

emotions that contributed a significant difference in job satisfaction (Bakotić, 2016; 

Hoboubi et al., 2017; Judge et al., 2017; Kampkötter, 2017; Kianto et al., 2016; Valaei 

& Rezaei, 2016). The external factors of Herzberg Motivation-Hygiene theory are 

factors, which have an extrinsic workplace effect, arising from environmental concerns 

supportive of the company and its policies, coordinated by managers in the workplace. 

Such external factors include wages, jobs, co-workers, supervision, and promotion. The 

effects of external factors are similar to internal factors, but their causes are substantially 

different. 

Steps to be followed by the Management to satisfy their workforce are as follows: 

 

Step 1. Eliminate Job Dissatisfaction 

 

i. Identify obstructive and non-effective policies and systems. 

 

ii. Provide effective leadership. 

 

iii. Create an environment that is supportive of good working relationships. 

 

iv. Build teamwork and respect for each other. 

 

v. Ensure the pay is competitive with market conditions. 

 

vi. Provide a foundation for job security and stability. 

 

vii. Create job status by aiming to provide meaningful work for every position. 
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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 the staff. 

 

Typical things to look at when doing this are: 

 

i. Create opportunities for achievement in the role. 

 

ii. Provide recognition and feedback for the worker's contributions to the role. 

 

iii. Create and evolve the role to enable it to be rewarding, stimulating and matches 

the abilities of the person. 

iv. Provide a foundation of delegation and responsibility for each team member, as 

much as possible. 

v. Provide a roadmap to the promotion, whereby individuals can advance through 

promotions and a clear career path. 

vi. Provide training opportunities to help individuals grow in their roles and support 

advancement to positions that they aspire. 

 

iii. Career Advancement 

 
 

Career advancement is one of the most important elements for employee 

satisfaction and retention at any organisation. It is related to the job security and has 

direct impact on the staff motivation level. Based on the data obtained from the Human 

Resource Division of USIM, USIM was not granted any new recruitment warrant for 

the administrative scheme (N) for the past three (3) years. Failing in getting staff 

recruitment warrants means that no contract-based staff could be promoted to a 

permanent posting. From the survey conducted, it was found that there are current staff 

who 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 positions 

offer to them. It can be translated that there is a need for the Management to put a full 

effort to get new recruitment warrant from the Public Service Department (JPA). 

Another contributing factor to the staff turnover was inadequate interesting positions 

for the contract staff. 

The standard procedure to request for staff recruitment warrants from the Public 

Service Department (JPA) is by submitting a letter of request, stating the number of 

recruitments that are required for that particular year. In USIM, this standard procedure 

has been in practice ever since. Therefore, a more proactive action needs to be taken in 

order to get the staff recruitment warrants. The Top Management needs to get involved 

in a more direct negotiation with the authority, which is the Civil Service Department 

(JPA). 

It is about time that the Management shows their commitment towards the 

workforce in providing them with a better job security. Direct negotiation and concrete 

justification of the needs for the recruitment warrants for the Administrative (N) scheme 

needs to be highlighted to JPA. From the monetary point of view, having to receive 

adequate recruitment warrants from the Public Service Department (JPA) would enable 

the university to promote the current contract base staff to a permanent position. This 

would result in substantial savings on the operational expenditure allocation. Allocation 

for the contract staff salary could now be channel to other viable projects. In relation to 

this, more time will be devoted towards the development of highly efficient staff that 

will ensure all university goals and objectives are achieved. However, the university 

must 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 the best 

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

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

An-Nahl (16, verse:125) 

 

Allah SWT says “invite to the way of your Lord with wisdom and fair preaching and 

argue with them with that which is best. Truly, your Lord best knows who has strayed 

from His path, and He best knows those who are guided”. The message revealed from 

this verse; Allah commands His Messenger Muhammad to invite the people to Allah 

with Hikmah (wisdom). Ibn Jarir said: "That is what was revealed to him from the Book 

and the Sunnah and (fair preaching) meaning, with exhortation and stories of the events 

that happened to people that are mentioned in the Qur'an, which he is to tell them about 

in order to warn them of the punishment of Allah (and argue with them with that which 

is best.) meaning, if any of them want to debate and argue, then let that be in the best 

manner, with kindness, gentleness and good speech, as Allah says elsewhere (And do 

not argue with the People of the Book, unless it be with that which is best, except for 

those who purposefully do wrong. 

(Al-Qur’an. An-Nahl 16: 125) 

 

In other words, Allah SWT reminds His Prophet SAW that if any of them (mankind) 

needed to debate and controversy, do it in a gentle way and with a good speech 

interpretation of the meaning. As human being, diplomacy is the best way when it comes 

to dealing with people. The Human Resource Division can no longer rely solely on the 

standard procedure of requesting the staff recruitment warrants. Proactive measures as 

mentioned earlier would be much effective. An alternative way to get an Administrative 

(N) scheme post is by swapping or trade off the post received from another scheme to 

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

they occasionally have extra post which could not be filled, especially the academic 

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

post. 
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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 operational 

expenditure received from Ministry of Finance through Ministry of Higher Education 

as stated in Table 3.14. 

 

 

The total amount of the budget allocation was given as a one-off to the university. 

USIM, as a statutory body and with its autonomy status given by the Ministry of Higher 

Education could recruit staff for any scheme that meets the needs of the university, 

particularly for the administrative scheme (N). The university may introduce a new 

scheme to recruit the new staff. The idea of creating an attractive recruitment plan 

perhaps will attract and retain the existing contract staff due to no staff recruitment 

warrant received from JPA. By offering a permanent basis scheme to them but not 

having the pension fund is one of the alternatives that can be introduced by the 

university. In other words, staff will contribute to the Employees Provident Fund (EPF). 

Secondly, the university may propose a Retirement Fund (Pelan Persaraan) for 

both the contract and permanent staff. In any event of misfortune or related to the 

country’s economic situation, this proposed fund would be able to compensate for the 

staff’s monetary requirement. Besides these two main factors, other factor includes the 

benefits for the staff, work life balance and the availability of training and development 

programmes. This also requires the necessary attention from the Management as they 

too contribute to the turnover rate in USIM based on the received feedbacks. 

 

iv. 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 achieve respect and 

trust of their subordinates A way to rectify this is to revisit the staff benefits and 

packages offered to the staff in the university. Appropriate benefits packages should be 

awarded to staff in accordance with their input in the university. Survey employees on 

fairness and consistency of the pay and benefits system and ask them which recognition 

programs would consider to be good incentives (Montani et al., 2020). This way, they 

will feel that their input is appreciated. Moreover, additional benefits packages should 

be offered to the staff to reward for their hard work. Benefits are a great way of boosting 

staff’s morale while working. By having the benefits, staff are bound to work for longer 

periods of time with the university. Loan facilities such as car loans, computer loans 

and hospitalization health scheme facilities may be offered and extended as an 

additional benefit to the contract staff. In fact, the coverage of this health benefit could 

be further extended to their nearest of kin such as father and mother. 

This is in line with the 2019 budget announcement made by the Government to 

extend the hospitalization benefit to the nearest kin of the government staff. On top of 

this, a Medical Retirement Fund (Pelan Persaraan Perubatan) may be proposed by the 

university for contract and permanent basis staff. In any event of misfortune or related 

to the country’s economic situation, this proposed fund would be able to compensate 

for the staff’s monetary requirement. 

 

v. Training and Development 

 

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 

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 provided 

training and development programs were able to further their chances of career 

advancement. Unfortunately, majority of the respondents disagreed with the statement. 

From the past literature, it is believed that; by providing a proper guide and training for 

the staff, they will be equipped with managerial skills and knowledge which are relevant 

to their job scope. It is advisable for the Human Resource Division to conduct a 

comprehensive course and proper trainings on writing an effective paperwork, writing 

of formal and informal letters, how to conduct a meeting and minute writing effectively 

once the staff report for duty. From the survey feedbacks, the staffs strongly disagreed 

that ‘the training and development programs that were relevant to their future career’ 

provided by the university. This indicates that they were not offered proper training and 

development opportunities to enhance their skills while working for USIM. 

To meet our higher-level needs, human being needs to experience self-growth. 

Human Resource Division can help this process by offering training programs within 

the organisation or pay for the staff to attend relevant managerial and career skill 

training and workshops. In fact, on most occasion and current practise, the staff had to 

take the initiative to search and suggest the relevant training programs to the Human 

Resource Division. The Human Resource Division should take a more proactive 

approach in making the first step to conduct a comprehensive Training Needs Analysis 

(TNA) and by getting feedback from the Superior on the needs of specific training for 

the Management & Professional Staff in the Administrative scheme (N). To retain their 

staff, USIM must invest in training and development programs, offer them attractive 

benefits 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 of their 

specialized field’. Hence, skills and knowledge were not put into effective use in their 

workplace. They were under-appreciated. This is also a crucial factor that causes the 

ineffective staff at the workplace. The suggestion to counter this issue is to provide a 

clear job description (JD). The Human Resource Division should brief the staff during 

the interview session. They need to inform the candidates what are the duties and 

responsibilities as Management & Professional staff in the administrative scheme (N). 

By providing a specific and clear job description (JD), the appointed staff would 

have a clearer picture of what are their tasks if they were being selected and appointed 

as the Management & Professional staff in USIM. As defined by (Thomas, (2015), by 

providing a clear job description, it will motivate staffs to stay longer with the 

organisations. 

vi. Work-Life Balance 

 

In addition, the staff felt over-worked and under-appreciated. Most of them had 

to work extra hours to complete their task, making it almost impossible for them to 

socialize. Work-life balance was not favourable, and thus more staff felt discouraged to 

continue to work with the university. There are several ways that USIM can deal with 

this issue. Work-life balance was among the concerned issue highlighted by majority of 

the respondents (former and current staff). 

Human beings are social beings that require separate time for leisure and to 

socialize 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 

develop 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.' I said: 'Yes (I 

do).' He said: 'Do not do that. Sleep and stand (in prayer); fast and break your fast. For 

your eyes have a right over you, your body has a right over you, your body has a right 

over you, your wife has a right over you, your guest has a right over you, and your 

friend has a right over you. I 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 for a lifetime, because 

a good deed is equal to ten like it.' I said: 'I feel able to do more.' I was strict, so I was 

dealt with strictly. He said: 'Fast three days each week.' I said: 'I am able to do more 

than that; I was strict, so I was dealt with strictly. He said: 'Observe the fast of the 

Prophet of Allah, Dawud, peace be upon him. I said: 'What was the fast of Dawud?' he 

said: 'Half of a lifetime."' 'Ata said: "someone who heard him told me that Ibn 'Umar 

(said) that the Prophet said: 'Whoever fasts every day of his life, then he has not fasted". 

 

(Sunan An-Nasa'i 2391Vol. 3, Book 22, Hadith # 2393) 

From the Hadith, what fascinates about this incident is how the Prophet SAW 

made it a point to go and visit the man and advise him to stop. All of this, even 

though the man was engaged in devotional acts of worship, which one would think the 

Prophet SAW would be pleased about. The key lesson for us here is that instead of 

thinking of work life balance in terms of what others expect from us, there is needs to 

think of work life balance in terms of fulfilling rights. 

The rights of our body, the rights of our mind, the rights of our families, the rights 

of our friends, and of course, the rights of our workplaces. After shifting our thinking 

of work life balance from subjective/ idealistic notions to rights of others and ourselves, 

it becomes very clear and intuitive where to draw the line between the different parts of 

our lives and how to balance our lives given the circumstances. The elegance of this is 

that it takes away the guilt associated normally with work life balance. For example, if 

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

should 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 material as an 

educational tool to show the university’s commitment to work-life balance. By 

providing exposure and training, the staff on the importance of work-life balance and 

how to create a culture that embraces a work-life balance as a retention strategy. Staff 

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

university, such as higher levels of absenteeism. Staff may become less efficient, and the 

university ends up wasting a lot of resources, including losing clients in the long run 

(Anzazi, 2017). 

To solve the issue of having no work-life balance, the university may propose a 

flexi working hours, as long as it meets the required working hours as stipulated by the 

authority. For instance, the staff may have an option to come to work by having flexible 

working hours as long it is complying with the standard and published working hours 

as stipulated by the university. By introducing flexible working hours, job sharing, and 

more means leave all this will reduce high turnover rate in the industry (Farrell, 2015). 

Besides, the University should also encourage fun in the workplace, organize, and 

encourage group outings and team building as fun activities, family day which can 

relieve staff of stress specially those working in high stress positions (Thomas, 2015). 

It is also important for the university to constantly educate their staff on the importance 

of working through unsociable hours. They must be thoroughly educated on this to 

improve their perception and attitude when working (Weng et al., 2017). 

 

Regarding the issue on inadequate staff to perform the work assigned, this relates 

to the need for an additional staff. The recommendation made in the Career 

advancement and Benefits Section mentioned before may be utilized to retain the staff 

in the university. 
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Adam's Equity Theory 

 

vii. Reward and Recognition 

 

In Adams Equity Theory, it focused on reward and recognition. In other 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 should be measured by an 

instrument and at the end of the day, they will be much appreciated. From the findings, 

it was found that the respondents argued that their superiors do not value their input, 

nor did they reward their staff for their achievements or efforts. These triggered the staff 

to seek for alternative places to work. A comprehensive review of past literature on this 

issue revealed some very interesting aspects. On the other hand, the staff wants for their 

participation in discussing any issues related to their working condition. Thus, the 

Management should always practise an open door for discussion. 

The university may apply the theories to develop staff morale in their workplace 

by understanding these theories. It will include identifying the rewarding and 

dissatisfying people at work. Satisfactory employees encourage work satisfaction, and 

this includes incentives for career development, workplace appreciation, bonuses and 

much more. In comparison, dissatisfaction involves all negative aspects of the working 

environment that may hinder the excellent performance of the tasks. Those include 

terms of employment, wages and much more. By understanding all these factors at 

work, the university will work to promote satisfaction and reduce frustration. Hence, it 

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

 

 

Model and Theory from Islamic Principles 

 
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 theories from 

the revealed knowledge (Holy Quran and Hadith) on the managerial aspect and Islamic 

leadership which should be adopted to the ones who has been appointed as leaders. 

From the Islamic point of view, motivation is part of the management process 

where Superiors attempt to encourage their subordinates towards working in the light 

of the Islamic Shariah principles. There are several motivating factors that can be used 

to stimulate the motivation level in subordinates. Three prime factors are known as the 

basis of human motivation. These include Iman, Taqwa and Tawbah. Whereas, other 

motivating tools includes reward & punishment, justice, freedom of thought and several 

others as shown in Figure 3.10. Based on the findings deduced from the respondents as 

indicated in Table 3.13 on the Superior Support elements, by applying these guidelines 

as the motivation tools, it is believed that the productivity of the organisation will be 

raised as negative attitudes such as absenteeism, misbehaviour and corruption among 

employees will be eliminated. 

 

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

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 worship and 

to follow other divine guidelines as stated in the Holy Quran and Hadith. The superior 

needs to educate the staff to be discipline in their workplace and religiously follow the 

university’s rules and regulation. In fact, Superior at all levels needs to motivate their 

staff from time to time and develop a good relationship among them. The employees 

would be willing to work hard if they feel that they have a good relationship with their 

superior and colleagues. 

Further, from the survey findings deduced from the respondents as indicated in 

Table 3.13 on the Superior Support dimension, it was found that the level of satisfaction 

towards the Superior was also among the cause of turnover among the staff. A cold 

working relationship with the superiors and concerning on how they were being treated 

by their Superiors. Most working relationship between the Superior and the contract 

staff was not on a good term basis. Common problems include lack of understanding, 

communication breakdown, lack of appreciation and managing issues. 

Those being appointed as a leader (Head of Department/ Director/Dean) in 

respective departments/ division/ centres/ faculties should adopt the principles of 

leadership in Islam based on the Holy Quran and Hadith. 
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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 they were 

worshippers of us”. 
(Al-Qur’an. Al-Anbiya 21:73) 

 

It is clearly stated in the Holy Quran from the verse in Surah Anbiya (21:73). The 

interpretation based on Tafsir Ibn Kathir, indeed, in any organisation, the first and 

foremost role of the leader is to guide the subordinates or the staff. The role of the leader 

is also summarized, to guide and establish the Islamic society. It has been said that from 

the verse Allah Almighty who appoints the leader. It is not selected by anyone, nor 

given in a will, nor established by the committee. It is true that the leader was selected 

by the Management or even by nomination by the staff (in USIM’s context) but the 

appointment was already determined by Allah SWT. 

In short, the superior or the leader of Department/ Division / Faculty/ Centre must 

know their role which is to guide the staff. The quality, excellent, and competent 

individuals who has been appointed as the leaders in Islamic Human Resource practices 

that should be hired who qualified spiritually, personality or character (akhlak), 

mentally and physically based on the characteristics on an ideal Islamic leader as 

addressed in the book titled: Issues in Islamic Management (Ahmad, Islam & Ismail, 

2012). The diagram in Figure 3.11 indicates that, leadership is described as the practice 

of directing and motivating the members of the organisation to display effort and 

appreciation for the job they do as a kind of worship to achieve the organisation's shared 

goals and seek satisfaction in both worlds. An ideal leader must be knowledgeable, 

articulate and really understand the responsibility on the duties assigned to him/her. He 

or she is responsible for leading, shaping and setting the followers as an example, 

carrying 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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Source Adopted From: Ahmad, Islam & Ismail, 

pp.252-267 (2012) 
 

Figure 3.11: Diagram on Leadership Roles and Characteristics 

 

The main aspects of leadership are knowledge and power as mentioned in Holy Quran 

states: 

 

“Have you not seen the notables of the Children of Israel after Moses, 

when they said to a Prophet of theirs: “Raise up (appoint) for us a king, 

that we may fight in the Way of Allah”. He (prophet) said: “May it not 

be that you would not fight if fighting is ordained for you”? (Notables): 

“Why should we not fight in Allah’s Way while we have been compelled 

to abandon our homes and our children”? But when fighting was 

ordained for them, they turned back, except a few of them, and Allah 

knows the wrong-doers (tyrants) and their Prophet said to them: “Surely 

Allah has raised Tâlût (Saul) to be a king over you”. They said: “How 

can he hold kingship over us while we are fitter than him for the kingdom, 

and he has not been given enough wealth”. (The prophet): “Verily, Allah 

has chosen him above you and He has increased him abundantly in 

knowledge and physique (strength) and Allah grants His kingdom to 

whom He wills”. And Allah is All-Embracing (His knowledge and Mercy 

includes everything), All-Knowing”. 

 

(Al-Qur’an. Al Baqarah 2:246, 2:247) 

 

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 psychological 

decision and physical power. Besides knowledge and power justice, patience sound 

judgments are also important attributes which should be possessed by the leaders. With 

the knowledge that the leaders acquired, they could transfer the knowledge to their staff 

in managing their work effectively. 

 

• Being in front and should carry the trust (amanah) of the follower. 

 

• An effective leader needs a full-fledge team of followers and supporters. 

 

• Incorporate spiritual values and moral values. 

• Leaders need to first go deeper spiritually as the spiritual awareness spreads and 

become accepted by the followers, good government is possible and inevitable. 

• Process of guiding and influencing the members of the organisation 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 organisation and attain 

happiness in both worlds. 

• Able to drive the follower and guide them towards what is good in life and 

Hereafter. 

 

Allah SWT and His Prophet Muhammad SAW have guided humanity in every 

aspect of life. They have also guided us in the matter of how to select a leader who can 

lead us. Everyone has different perceptions related to the choice of leadership and need 

to take into consideration of specify leadership qualities as stated in the Holy Quran 

(2:246-247). 

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 shaping and 

guiding the rest of the team towards achieving the same mission and goals of an 

organisation. As a normal human being, even a leader at times may commit offences or 

went astray from how a leader should behave and may not portray an image of a good 

leader to its subordinates. Human beings can be blinded by power. This is where a check 

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

the organisation. Constant feedbacks from the ground would help a superior to keep on 

track. Coupled with relevant leadership trainings and management trainings, a 

supervisor should be able to lead by example. To a large extend, all Muslims, including 

an Islamic university like USIM should incorporate Islamic values in every aspect of its 

management, operational and teaching activities. 

As stated in the Holy Quran and Hadith, the one who has been appointed as a 

leader (Head of Department/ Division/ Director/ Dean) in respective departments/ 

division/ centres/ faculties need to adopt the principles of leadership in Islam based on 

the Holy Quran and Hadith. 

Upon the findings and discussion in this study, it is recommended that the 

university should conduct managerial and leadership training and development 

programs for the leaders, Superiors or even the senior staff who were appointed as Head 

of Departments/ Division/ Faculties in the university. 

The module of the program should include the module on the Principles of 

Leadership and relate it with the role of leaders in Islamic leadership and emphasize on 

relationship 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 Prophet 

Muhammad SAW emphasizing on human relations in working environment. He said: 

“Allah says that I will act as a plaintiff, on the Day of Judgment against the person who 

engages some worker on work and takes full work from him but does not give him (full) 

wages.” 

(Sahih Bukhari, Volume 3:34 # 430) 

The Superior or the leaders need to work together with the workforce through 

team building and team spirit. In fact, it is a very tough job to develop a good team & 

strong team spirit in an organisation. Unless or until a leader possesses a variety of 

skills, he will be facing many problems in managing human resources. 

The same skills are also required for a managerial leader. In the training aspect, 

which refers to the process of increasing knowledge, skill, attitude, abilities, aptitude, 

and potentials of employee for better job performance and accomplishes the 

organisational goals (Sharma & Taneja, 2018). The Holy Qur’an encourages human 

being to acquire knowledge, skills and technology and highly praises those who strive 

in order to earn a living. Indeed, man’s basic qualification for being the representative 

of Allah SWT on earth is to process knowledge. Mostly, training is the process of 

developing qualities in Human Resource that will able them to be more knowledgeable, 

and skilled this enable them to be more productive. Therefore, Muslims are urged to 

seek knowledge from cradle to grave and it is their obligation to seek knowledge 

diligently as well as obtain excellence in performance to serve his/her employer as well 

(Rahman et al., 2013). 

 

 

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 identified as the 

possible caused. Based on the results from the findings analysis and review from 

literature, it is suggested that the university should pay some attention to revisit some 

of its Human Resource Standard Operating Procedures (SOP) and the current practices 

by the Human Resource Division. In doing so, they will avoid the shortcomings 

associated with under-appreciated and unmotivated staff. It is the only way through 

which staff turnover rates in USIM can be significantly reduced. 

Indeed, this case research has significance contributions in the human resource 

management discipline as it shrinks the knowledge gap by presenting empirical 

evidence in this field. Human Resource practices within a university needs to 

satisfactorily meet the staff interest. If the Management and the Human Resource 

Division fails to execute its core functions in an effective manner, then the university is 

likely to experience high staff turnover rates. The integration of Islamic values into 

every regulation and procedure, is hoped to help USIM to be in constant blessing from 

Allah Al-Mighty and to achieve its mission to become a prestigious Islamic Science 

Glocal University. As a conclusion, all issues that had been highlighted in the results 

and discussion section has fulfilled the research objectives and serves as a rectification 

of issues that needs to be tackled by the university in order to retain the working staff. 

The detailed outcome, overall benefit gained and contribution of this case research 

towards the organisation will be presented respectively in Chapter 7. 
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APPENDICES 

 

Appendix 10: 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 on the factors affecting 

staff turnover at USIM. The feedback from this survey is important to the University’s 

Management to identify what are the areas that need for improvement and what methods 

of retention should be adopted by the University’s Management to avoid and reduce 

turnover among the staff, particularly in the contract scheme for the Management & 

Professional (N) group in USIM. 

 

Our survey is anonymous, and all data collected will be used solely for the purpose of 

this study and will be kept confidential for the sake of your privacy. Our survey should 

take 5-10 minutes of your valuable time. 

 

In this survey, there are two sections. Section (A) is the demographic profile and in 

Section B, there are 30 questions to investigate on the factors affecting staff turnover in 

USIM. 

 

Section A 

Instructions: Kindly Tick (/) and fill in the blank space provided. 
 

DESCRIPTION TICK (/) 

Gender Female 

Male 

 

 

Age 24-29 
30-35 

 

 

Working Status Current Contract Staff 

Former Contract Staff 

 

 

Education Background Bachelor ‘s Degree 

Master’s Degree 

 

 

Years of Working Experience 1-3 years 
4-6 years 

 

 

Survey Among (Former and Current Contract Staff) Under 

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

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

number. 

 

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

 
DESCRIPTION 1 2 3 4 5 

Supervisor Support My supervisor is available 

when needed 

     

My supervisor shows 

consideration for subordinates’ 

feelings 

     

My supervisor gives me the 

opportunity to participate in 

important decision-making 

     

Communication between me 

and my immediate supervisor is 

good 

     

My supervisors always 

motivate me in performing 

tasks 

     

The feedback I receive from my 

supervisor is useful 

     

The form my supervisor uses 

accurately evaluates my 

performance 

     

Training and 

Development 

Programs 

Training and development 

program are provided by my 

organisation 

     

The training and development 

program are relevance with my 

future career 

     

The training and development 

program prepared me to 

perform future tasks more 

effectively 

     

I am satisfied with the materials 

in the training and development 

program 

     

I am satisfied with the overall 

quality of training and 

development program provided 
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DESCRIPTION 1 2 3 4 5 

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 

I 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 

     

There is no bickering and 

fighting at work 

     

I do not have the competence of 

the people with whom I work 

     

Job Stress My job requires me to work 

extra hours 

     

Work assignments are out of 

my specialized field 

     

My job does interfere with my 

family and social life 
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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 Percent 

Cumulative 

Percent 

Valid Male 31 67.4 67.4 67.4 

 Female 15 32.6 32.6 100.0 

 Total 46 100.0 100.0  

Age 
 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 24-29 25 54.3 54.3 54.3 

 30-35 21 45.7 45.7 100.0 

 Total 46 100.0 100.0  

Working Status 
 

  

Frequency 

 

Percent 

 

Valid Percent 

Cumulative 

Percent 

Valid Current 

Contract Staff 

 
27 

 
58.7 

 
58.7 

 
58.7 

 Former Contract 

Staff 

 

19 

 

41.3 

 

41.3 

 

100.0 

 Total 46 100.0 100.0  

Education Background 
 

  

Frequency 

 

Percent 

 

Valid Percent 

Cumulative 

Percent 

Valid Master’s Degree 14 30.4 30.4 30.4 

 Bachelor’s 

Degree 

 

32 
 

69.6 
 

69.6 
 

100.0 

 Total 46 100.0 100.0  
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Years of Working Experience 
 

  

Frequency 

 

Percent 

 

Valid Percent 

Cumulative 

Percent 

Valid 1-3 years 23 50.0 50.0 50.0 

 4-6 years 23 50.0 50.0 100.0 

 Total 46 100.0 100.0  

Descriptive Statistics 
 

 
N Minimum Maximum Mean Std. 

Deviation 

Supervisor support 

My supervisors always motivate me in performing 

tasks 

46 1 4 1.83 .851 

Communication between me and my immediate 

supervisor is good 

46 1 4 1.71 1.292 

My supervisor shows consideration for subordinates’ 

feelings 

46 1 4 1.67 1.227 

My supervisor gives me the opportunity to participate 

in important decision-making 

46 1 4 1.30 .909 

The form my supervisor uses accurately evaluates my 

performance 

46 1 4 1.29 1.097 

The feedback I receive from my supervisor is useful 46 1 4 1.27 1.414 

My supervisor is available when needed 46 1 4 1.08 1.307 

Training and Development Programs 

The training and development program prepared me 

to perform future tasks more effectively 

46 1 4 1.96 .842 

I am satisfied with the overall quality of training and 

development program provided 

46 1 4 1.68 1.402 

I am satisfied with the materials in the training and 

development program 

46 1 4 1.65 1.031 

Training and development program are provided by 

my organisation 

46 1 4 1.48 1.090 

The training and development program are relevance 

with my future career 

46 1 4 1.42 1.223 
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Career Advancement 

 

My organisation holds many interesting positions for 

my future 

46 1 4 1.78 1.246 

My organisation actively supports my career 

development 

46 1 4 1.24 1.158 

My organisation offers interesting career advancement 

for me 

46 1 4 1.14 .976 

Relationship with Co-workers 
 

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 2.01 1.009 

I do not receive incompatible requests from all of my 

supervisors 

46 1 4 1.94 1.026 

I do not have the competence of the people with 

whom I work 

46 1 4 1.91 1.071 

Honest competition exists between workers in this 

organisation 

46 1 4 1.80 1.046 

I receive an assignment with the proper staffing to 

complete it 

46 1 4 1.83 1.259 

Job Stress 

My job requires me to work extra hours 46 1 4 3.80 1.039 

Work assignments are out of my specialized field 46 1 4 3.65 1.402 

My job does interfere with my family and social life 46 1 4 3.11 1.197 
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Management Case Study 
 

Descriptive Statistic 

 

My supervisor is available when needed 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 30 65.2 65.2 65.2 

 Disagree 13 28.2 28.2 93.4 

Valid Neutral 1 2.17 2.17 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 27 58.6 58.6 58.6 

 Disagree 10 21.7 21.7 80.3 

Valid Neutral 5 10.9 10.9 91.2 

 Agree 4 8.69 8.69 100.0 
 Total 46 100.0 100.0  

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

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 19 41.3 41.3 41.3 

 Disagree 20 43.5 43.5 84.8 

Valid Neutral 3 6.5 6.5 91.3 

 Agree 4 8.7 8.7 100.0 
 Total 46 100.0 100.0  

Communication between me and my immediate supervisor is good 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 20 43.4 43.4 43.4 

 Disagree 15 32.6 32.6 76 

Valid Neutral 5 10.9 10.9 86.9 

 Agree 6 13 13 100.0 
 Total 46 100.0 100.0  

My supervisors always motivate me in performing tasks 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 34 73.9 73.9 73.9 

 Disagree 10 21.7 21.7 95.6 

Valid Neutral 1 2.17 2.17 97.7 

 Agree 1 2.17 2.17 100.0 
 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 10.9 

 Disagree 8 17.4 17.4 28.3 

Valid Neutral 7 15.2 15.2 43.5 

 Agree 26 56.5 56.5 100.0 
 Total 46 100.0 100.0  

The form my supervisor uses accurately evaluates my performance 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 28 60.8 60.8 60.8 

 Disagree 15 32.6 32.6 93.4 

Valid Neutral 1 2.17 2.17 95.6 

 Agree 2 4.34 4.34 100.0 
 Total 46 100.0 100.0  

Training and development program are provided by my organisation 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 25 54.3 54.3 54.3 

 Disagree 7 15.2 15.2 69.5 

Valid Neutral 6 13.0 13.0 82.5 

 Agree 8 17.4 17.4 100.0 
 Total 46 100.0 100.0  

The training and development program are relevance with my future career 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 31 67.3 67.3 67.3 

 Disagree 11 23.9 23.9 91.2 

Valid Neutral 3 6.52 6.52 97.7 

 Agree 1 2.17 2.17 100.0 
 Total 46 100.0 100.0  

The training and development program prepared me to perform future tasks more effectively 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 25 54.3 54.3 54.3 

 Disagree 19 41.3 41.3 95.6 

Valid Neutral 1 2.17 2.17 97.7 

 Agree 1 2.17 2.17 100.0 
 Total 46 100.0 100.0  

I am 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 4.34 97.6 

 Agree 1 2.17 2.17 100.0 
 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 Percent 

 Strongly Disagree 27 58.6 58.6 58.6 

 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 Cumulative Percent 

 Strongly Disagree 40 86.9 86.9 86.9 

 Disagree 4 8.69 8.69 95.5 

Valid Neutral 1 2.17 2.17 97.7 

 Agree 1 2.17 2.17 100.0 
 Total 46 100.0 100.0  

My organisation actively supports my career development 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 26 56.5 56.5 56.5 

 Disagree 16 34.7 34.7 91.2 

Valid Neutral 3 6.52 6.52 97.7 

 Agree 1 2.17 2.17 100.0 
 Total 46 100.0 100.0  

My organisation holds many interesting positions for my future 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 40 86.9 86.9 86.9 

 Disagree 4 8.69 8.69 95.6 

Valid Neutral 1 2.17 2.17 97.7 

 Agree 1 2.17 2.17 100.0 
 Total 46  100.0  

I receive an assignment with the proper staffing to complete it 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 25 54.3 54.3 54.3 

 Disagree 15 32.6 32.6 86.9 

Valid Neutral 2 4.34 4.34 91.24 

 Agree 4 8.69 8.69 100.0 
 Total 46 100.0 100.0  

I work with a team 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 10.8 

 Disagree 8 17.3 17.3 28.1 

Valid Neutral 8 17.3 17.3 45.4 

 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 32.6 65.2 

Valid Neutral 10 21.7 21.7 86.9 

 Agree 6 13.0 13.0 100.0 
 Total 46 100.0 100.0  

There is no bickering and fighting at work 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 24 52.1 52.1 52.1 

 Disagree 18 39.1 39.1 91.2 

Valid Neutral 1 2.17 2.17 93.3 

 Agree 3 6.52 6.52 100.0 
 Total 46 100.0 100.0  

I do not have the competence of the people with whom I work 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 6 13.0 13.0 13.0 

 Disagree 10 21.7 21.7 34.7 

Valid Neutral 1 2.17 2.17 36.8 

 Agree 29 63.0 63.0 100.0 
 Total 46 100.0 100.0  

My job requires me to work extra hours 
 

 Frequency Percent Valid Percent Cumulative Percent 

 Strongly Disagree 3 6.52 6.52 6.52 

 Disagree 7 15.2 15.2 21.7 

Valid Neutral 1 2.17 2.17 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 Percent 

 Strongly Disagree 4 8.69 8.69 8.69 

 Disagree 3 4.34 4.34 13.0 

Valid Neutral 2 4.34 4.34 17.3 

 Agree 38 82.6 82.6 100.0 
 Total 46 100.0 100.0  

 

 

 
ITEM S.Disagree 

 
(1) 

Disagree 

 
(2) 

Neutral 

 
(3) 

Agree 

 
(4) 

Supervisor My supervisor is available N=30 N=13 N=1 N=2 

Support when needed (65.2%) (28.2%) (2.17%) (4.34%) 

 My supervisor shows N=27 N=10 N=5 N=4 
 consideration for (58.6%) (21.7%) (10.9%) (8.69%) 
 subordinates’ feelings     

 My supervisor gives me the N=19 N=20 N=3 N=4 
 opportunity to participate in (41.3%) (43.5%) (6.5%) (8.7%) 
 important decision-making     

 Communication between me N=20 N=15 N=5 N=6 
 and my immediate (43.4%) (32.6%) (10.9%) (13%) 
 supervisor is good     

 My supervisors always N=34 N=10 N=1 N=1 
 motivate me in performing (73.9%) (21.7%) (2.17%) (2.17%) 
 tasks     

 The feedback I receive from N=5 N=8 N=7 N=26 
 my supervisor is useful (10.9%) (17.4%) (15.2%) (56.5%) 
 The form my supervisor N=28 N=15 N=1 N=2 
 uses accurately evaluates (60.8%) (32.6%) (2.17%) (4.34%) 

 my performance     

Training and Training and development N=25 N=7 N=6 N=8 

Development program are provided by my (54.3%) (15.2%) (13%) (17.4%) 
Programs organisation     

 The training and N=31 N=11 N=3 N=1 
 development program are (67.3%) (23.9%) (6.52%) (2.17%) 
 relevance with my future     

 career     

 The training and N=25 N=19 N=1 N=1 
 development program (54.3%) (41.3%) (2.17%) (2.17%) 
 prepared me to perform     

 future tasks more effectively     

 I am satisfied with the 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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ITEM S.Disagree 

 
(1) 

Disagree 

 
(2) 

Neutral 

 
(3) 

Agree 

 
(4) 

 My organisation actively N=26 N=16 N=3 N=1 

supports my career (56.5%) (34.7%) (6.52%) (2.17%) 

development     

My organisation holds many N=40 N=4 N=1 N=1 

interesting positions for my (86.9%) (8.69%) (2.17%) (2.17%) 

future     

Relationship I receive an assignment with N=25 N=15 N=2 N=4 

with co-workers the proper staffing to (54.3%) (32.6%) (4.34%) (8.69%) 
 complete it     

 I work with a team who N=16 N=16 N=8 N=6 
 operate quite consistently (34.7%) (34.7%) (17.3%) (13%) 
 I do not receive N=5 N=8 N=8 N=25 
 incompatible requests from (10.8%) (17.3%) (17.3%) (54.3%) 
 all my supervisors     

 Honest competition exists N=15 N=15 N=10 N=6 
 between workers in this (32.6%) (32.6%) (21.7%) (13%) 
 organisation     

 There is no bickering and N=24 N=18 N=1 N=3 
 fighting at work (52.1%) (39.1%) (2.17%) (6.52%) 
 I do not have the N=6 N=10 N=1 N=29 
 competence of the people (13%) (21.7%) (2.17%) (63%) 
 with whom I work     

Job Stress My job requires me to work 

extra hours 

N=3 

(6.52%) 

N=7 

(15.2%) 

N=1 

(2.17%) 

N=35 

(76.0%) 

Work assignments are out of 

my specialized field 

N=2 

(4.34%) 

N=3 

(6.52%) 

N=5 

(10.8%) 

N=36 

(78.2%) 

My job does interfere with 

my family and social life 

N=4 

(8.69%) 

N=2 

(4.34%) 

N=2 

(4.34%) 

N=38 

(82.6%) 


