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ABSTRACT 

This research is about the turnover intention of administrative staff in higher 

education institution among Selangor. This would bring impacts towards the 

institutions as administrative staff have play an inevitable role for the 

development of the institutions, so the reasons for high turnover rate should 

be investigate. Other than that, the topic has not been done widely in Malaysia 

but education is necessary in this era for the development of future generation. 

Journals and articles have been studied and applied in the research and survey 

has been conducted through questionnaire. Besides that, Statistical Package 

for the Social Sciences (SPSS) has been used for the analysis of data collected. 

Outcomes from the data has been discussed while recommendation for future 

has been given as well.  

Keywords: Administrative Staff, Education Industry, Turnover Intention, Job 

Satisfaction, Job Stress, Perceived Organization Support 

INTRODUCTION 

Nowadays, education is the tools for human to broaden their knowledge. 

Education level of a person would also affect the living standards of ones. So, 

the older generation have put all in effort for the younger generation to get a 

better education qualification. The burden to provide a better education does 

not only fall on the parents, but also to all academicians. Education has been 

build up by all of the academician, teachers, researcher and also management 

team of an institutions for years, they are the fundamental for education and 

also the front line because they would be the ones who directly educate the 

younger generation. The responsibility of them not just focus on knowledge 

but also to nourish them with the culture and also the right etiquette, 

characteristics and the skill needed for their future career. The admin staff of 

an institution has also contributed towards the education, although their hard 

work is not easy to be find out because they are doing the backend work most 

of the time.  For academician, besides of building up a fundamental for 
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students, their responsibilities include lecturing, researching, design and 

prepare for teaching materials, supervise student’s research activities and 

many more as well. Other than that, the admin staff of an institutions has also 

responsible to provide a better environment for students on their studies and 

also they are aware of all the qualities of teaching, the usage of the 

infrastructure and etc. Their work will be more focusing on the management 

of the institutions, a good administration will lead to the success of a business. 

The nature of work as an administration seems easy but being an 

administration is required certain skills like communication and written skills. 

Other than that, they also need to remain calm in a pressure situation so that 

they could be ready to prepare for it. An administration in the education 

industry not only need to deal with lecturers but also with students and 

parents. They would also need to work on weekends when there is Open day 

in the institutions, and in private institutions they are the ones who will need 

to deal with the government officials. This are all the burdens for 

administrative staff in the institutions and it would bring up the intention to 

leave of the staff. This research will be investigating about the intention to 

leave the education industry and the factors led to the turnover intention. So 

the factors that will be study are job satisfaction, job stress and also 

organisational support.  

RESEARCH BACKGROUND 
 

Employee is an asset to any organization in this world, without an employee 

the organization would definitely face issue during the start-up period 

especially in service industry. According to Ammer and Ammer, service 

industry had been defined as an industry provide service rather than goods 

(Christine Ammer, 1984).  From Bannock, Baxter and Rees, the definition of 

service is labour-intensive, and it is intangible and will be consume while been 

produced (Bannock, 1972). Based on the Figure 1, numbers of employment 

around the globe is increasing since 1991 to present day. It has shown that in 

service industry, human who is the employee have play an important role.  

Education is included in service industry as it is also labour-intensive. 

It is indeed essential for everyone, from education knowledge could be gain 

and new perspective towards something would be developed. Education will 

change the way to interpret and broaden perception of somebody. Without it, 

people will be blind not physically but mentally because education is not just 

gaining knowledge but also the lesson learned throughout the whole process. 

Higher education has created an insight for students in the real world, it is the 

final stage of learning for student before they step into the society. While 

pursuing the study in higher education institutions, it will enhance not just 

skills and also knowledge learned. It has increase one competitiveness into the 
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society, and more opportunities has been created. Before step into the real 

world, chances like internship have given as a trial in the real world, so the 

student acquire range of skills that would matched with his/her future career 

(Vista College, 2017).  For every student that pursue their studies in all the 

higher education institutions, the administrative staff will assist through all 

the process such as registration for the first day of university started, and also 

fees collection. Besides that’s, there are also act as a mentor to assist students 

in situation such as consultation for future careers, and also consultation 

service when a student has face emotional problem. Although it seems to be 

lesser workload compare with the lecturers in the institutions, but with less 

job satisfaction and high job stress, this could be the cause that affect the 

turnover intention of an administrative staff.  

Based on LinkedIn data, it shows that education sector has 11.2 % of 

turnover rate in year 2017 (Petrone, 2018), it is one of the industries with 

highest turnover rate. Another data from XpertHR shows the 2017 average 

turnover rate in UK, the academic staff turnover rate is 11.5 % and for non-

academic staff the turnover rate is 10.2 %. The turnover rate between academic 

staff and non-academic staff is almost the same only with the different of 1.3 % 

(Wortley, 2018). In Asia, to retention an administrative staff, organisational 

support is one of the criteria because the staff will need incentive to motivate 

them to continue their work and improvement in incentive would increase the 

job satisfaction of an admin. Incentive like salaries, material benefits, respect 

will enable the staff to increase the willingness into their job. It is because the 

salary received is not competitive to afford a middle-class life style when 

compare with private sector employees (Higher Education Across Asia- An 

Overview of Issues and Strategies, 2011). External rewards are necessary for 

staff as a motivation and in adequate amount. Salary would be a good 

indicator to retain the staff, if there were other options they would choose to 

leave the institutions. So, for long term, salary would be an attractive factor to 

retain staff in Asia for their living (Higher Education Across Asia- An 

Overview of Issues and Strategies, 2011).  
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Figure 1 Employees who intend to leave their current job within 12 months1 

Currently, turnover has occurred in Malaysia as well. From Figure 3, it 

shows 38 % of employees who have the intention to leave their current job 

within 12 months. Based on the statistics of Ministry of Human Resources of 

Malaysia in year 2018, it shows that turnover occurs. The number of 

employee’s turnover is 23,168 from January 2018 to December 2018.  

PROBLEM STATEMENT 
 

The purpose of the research is to find out the factors leading to turnover 

intention of admin staff involve in higher education institutions. The 

independent variables for this research are job satisfaction, job stress and 

organizational commitment and the dependent variables is turnover intention. 

Higher Education Sector has played an inevitable role to the Malaysia’s 

economy development. Based on the latest data of Ministry of Higher 

Education in year 2017, the total number of student enrolled in Bachelor 

Degree course is 653,346 (Ministry of Higher Education , 2017). This figure has 

included public & private university and polytechnics that are based in 

Malaysia.  In the private universities of Malaysia, there are several foreign 

universities branch has based their campus here in Malaysia. These 

universities have attracted locals and foreign students, according to the data, 

in year 2017 the top 5 international students’ origin’s countries are Bangladesh, 

China, Nigeria, Indonesia and Yemen (Ministry of Higher Education , 2017). 

From the data in year 2017, the total number of academic staff are 26,131 

(Ministry of Higher Education , 2017). Administrative staffs in the university 

have an important role because they are the ones who build up the foundation 

of a university. There are several factors that will cause the administrative staff 

leave the university, including job satisfaction, organizational commitment 

and work stress. As an administrative staff, they have a heavy workload not 

hands on towards student’s affairs they will also contribute their time and 

effort in management of the university and lecturers.  Hence, this research 

would be conducted about the administrative staff working in higher 

education institutions. It is because the administrative staff have also 

contributed their efforts in the improvement for the institutions. So, this 

research will find out did the administration staff face the same job satisfaction, 

work stress and organizational commitment as the academician in the 

institutions.  

 
1 Retrieved from Singapore Business Review, Chart of the Day: Expected turnover rate in Singapore is 

the highest in Asia  

URL: https://sbr.com.sg/hr-education/news/chart-day-expected-turnover-rate-in-singapore-highest-in-

asia 

 

https://sbr.com.sg/hr-education/news/chart-day-expected-turnover-rate-in-singapore-highest-in-asia
https://sbr.com.sg/hr-education/news/chart-day-expected-turnover-rate-in-singapore-highest-in-asia
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RESEARCH QUESTION 

1. Why job dissatisfaction influences the intention to leave in education 

industry? 

2. Does work stress influence turnover intention in education industry? 

3. Does organizational support influence turnover intention in the 

education industry? 

RESEARCH OBJECTIVES 
 

1. First of the research objective is to study why is the job dissatisfaction 

will influence the turnover intention of the staff to leave the education 

industry and which factor will cause the staff having job dissatisfaction.  

2. Second research objective will be to determine does work stress 

influence the turnover intention of the staff in education industry and 

the factor that cause the staff facing work stress.  

3. The last research objective is to investigate does organizational support 

influence the turnover intention of the staff in education industry and 

the types of organizational support.   

Review of Underpinning Theory - Theory of Reasoned Action (TRA) 

Theory of Reason Action is known as TRA, which has developed by Martin 

Fishbein and Icek Ajzen in 1975 (History of Theory of Reasoned Action). This 

theory, at first, is about the relationship between attitude and behaviour, but 

soon this assumption has been found out false. So, Intention has been 

proposed as a pre-determined of behaviour instead of attitude. An intention 

is when a person would engage in a particular behaviour or the likelihood of 

the person involve in a certain behaviour (Theory of Reasoned Action & 

Theory of Planned Behavior). In addition, TRA has been used in the studies of 

different kind of behaviour, and mostly in socio-psychology (Theory of 

Reasoned Action ). For the first version is about intention and behaviour, as 

for improvement two elements has been added into, attitude and subjective 

norms. Subjective norms are the expectations of other people; the expectation 

of others would also influence the behaviour of a person (History of Theory of 

Reasoned Action).  TRA could also be uses to explain the behaviour of a 

person’s wilful (volitional) control. But vice versa, it is not useful in the 

situation of not under a person’s wilful (volitional) control (Theory of 

Reasoned Action & Theory of Planned Behavior).  Attitudes in TRA are a 

number of beliefs which formed into a value and placed with the outcome of 

behaviours. If the results are positive, the person will increase the likelihood 

to engage with this behaviour (Theory of Reasoned Action & Theory of 

Planned Behavior).  Subject Norms is known as a perceived social pressure to 
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take action or not to take action of a certain behaviour and it could influence 

the intention of a person. The way of influence could be from the important 

people in our lives. The results would be shown in the behaviours as the 

important people have expectation to us (Theory of Reasoned Action & Theory 

of Planned Behavior).  

 

Research Design  
 

Research Design is to determine whether the evidence obtain has been able to 

effectively dispatch to the research problem. The approach used in this 

research is deductive studies, which is able to obtain precise persons to get a 

clear picture for the research by prior in data collection. The choice of method 

used in this research would be mono method. Mono method is known as using 

one data collection technique with corresponding analysis method. It would 

be a combination of survey with quantitative data analysis methods. or the 

time horizons in this research, it has been conducted in cross-sectional. In 

addition, cross-sectional could be used for explanation between the 

relationships in dependent and independent variable and how the factors 

have been related in different organization. 

Operational Definitions 

Table.1 Definition for Variables 
 

Variables Definition Sources 

Turnover 

Intention 

Turnover intention is an intention of an employee 

to leave the organization voluntary. 

(Mobley, Griffeth, 

Hand, & Meglino, 

1979) 

Job Satisfaction 

Locke (1976), who defined it as “…a pleasurable or 

positive emotional state resulting from the 

appraisal of one’s job or job experiences” (p. 1304). 

(Locke, 1976). 

Job Stress 

The definition of stress is a situation which would 

force an individual to get rid from the normal 

functions as changes such as strengthening 

interface with his or her physical and mental 

condition. 

(Beehr, 1976). 

 

Perceived 

Organization 

Support 

The definition for perceived organisational 

support is an employee perceive that their 

organisation appreciates the contributions and 

values about their well-being 

(Eisenberger, 

Cummings, 

Armeli, & Lynch, 

1997). 
 

Theoretical Framework 
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Figure 2. Theoretical Framework for Research 

Hypothesis  

Hypothesis 1: There is a significant negative relationship between job 

satisfaction and turnover intention. 

Hypothesis 2: There is a significant negative relationship between perceived 

organization supports with turnover intention. 

Hypothesis 3: There is a significant positive relationship between job stress 

and turnover intention. 

Sampling Design 

There are two methods for sampling which are probability and non-

probability sampling. Probability sampling is known as representative 

sampling which would be commonly used in survey-based research. It is 

because this method could provide inferences from the sample of the 

population which could answer the research question. 

Sampling Frame and Sampling Location 

A sampling frame is a list or other device that defines a researcher's interest 

group. The sampling framework defines a set of elements from which 

researchers can select samples of the target population (Michael S. Lewis-Beck, 

2004). In this study, the main respondents are the administrative staff works 

in the higher education institution in Malaysia. Private universities in Klang 

Valley and Selangor has been chosen because the total number of universities 

in Malaysia is too huge as there is time constraint during this research 

conducted. The private universities that has been chosen are, HELP University, 

Tunku Abdul Rahman College (TARC), University of Nottingham Malaysia 

(UNMC), and Xiamen University Malaysia (XMUM). 

Sampling Technique 

Cluster sampling has use subgroups of the population as sampling units 

(Helen Barratt, 2009 ). The respondent has been divided into subgroups and 
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randomly chosen to fulfil the studies. Subgroups is also known as clusters, 

which are defined. For this research, the subgroups are the administrative staff 

working in higher education institution. For single-stage cluster sampling, all 

the selected respondents from the clusters would be included in the studies 

(Helen Barratt, 2009 ). It has proved that this method has higher efficiency in 

wide geographical region. For the research, the sampling location would be 

Klang Valley and Selangor Malaysia. There is a risk of sampling error because 

of bias from wrong chosen clusters (Helen Barratt, 2009 ).  

Sampling Size 

For the sampling size, in Xiamen University Malaysia the estimated number 

of administrative staff is 185. So from the other chosen universities, the 

estimation of number of administrative staff would be in the range of 150 to 

200 in each university. So the estimated total number of administrative staff is 

768. So in our research, the table below shows the sampling size.  

Table.2 Calculation of Questionnaire Distribution Based On Employees 

Ratio 

University 
Number of Admin 

Staff 
Percentage 

Questionnaire 

Distributed 

HELP University 146 19.03% 28 

Tunku Abdul Rahman 

College (TARC) 
237 30.85% 74 

University of Nottingham 

Malaysia (UNMC) 
200 26.04% 52 

Xiamen University 

Malaysia (XMUM) 
185 24.08% 44 

Total 768 100% 198 
 

MEASUREMENTS 

Questionnaire Survey  

The instrument used for this research is questionnaire method. By using 

questionnaire, it able to reach out to the huge amount of targeted respondent 

in which relatively economically and easily. Other than that, the time 

consumption for the data collection would be relatively short. 

Questionnaire Design 

The question in questionnaire are self- administered question. Self-

administered questionnaire is referring to survey that has been design which 

respondent could complete it without disturb by a research while collecting 

the data. The respondent could choose the answer in a short time while 

answering the questionnaire. The questionnaire has involved of five main 

sections which Section B, Section C, Section D, Section E, and Section F. Section 
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B consists of the demographic and personal question which would help to 

understand about the respondent. It has contained 5 questions in the section 

which include gender, generation, level of education, working experiences, 

and monthly income. Furthermore, in Section C, Section D and Section E has 

included the independent variables which different Likert-scale to measure 

the opinion of the respondent. 

Pilot Study 
 

Pilot study is also known as feasibility study. It is a small version of the full – 

scale study which is used to pre-test a questionnaire used in research. Pilot 

study is necessary for a good research, as the percentage of success would 

increase. Other than that, feasibility study has accomplished a number of 

important functions which would be able to provide valuable insight to other 

researchers (Hundley, 2002). 

 Table Error! No text of specified style in document.. Reliability Analysis 

Cronbach's Alpha  
 

According to the table above, the dependent variable – turnover intention has 

a 0.82 alpha value which is relatively good. Other than that, the independent 

variable – job satisfaction and perceived organization support have also 0.91 

and 0.97 alpha value respectively which has shown good reliability as well. It 

has shown the questionnaire is ready for full study conduct as the results 

shown from the pilot test is good in reliability.  

Variables Dimension Author Year 
Number 

of Items 

Likert- 

Scale 

Cronbach’

s Alpha 

Dependent 

Variable 

(DV) 

Turnover 

Intention 

(Intention to 

Leave) 

Dileep and 

Normala, 
2014 12 10 0.82 

Independe

nt Variable 

(IV) 

Job Stress 

UNITE Health 

and Safety 

Representative 

- 39 5 - 

Job 

Satisfaction 
Paul E.Spector 1985 37 6 0.91 

Perceived 

Organization 

Support 

Robert 

Eisenberger 

and Robin 

Huntington, 

Steven 

Hutchison, 

Debora Sowa 

1986 36 7 0.97 
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Table 4. Factor Analysis for Items 

Factor Analysis a  
Component 

1 2 3 4 Reliability  

Jos1 0.504       

0.810 

Jos2 0.465   
 

  

Jos3 0.621       

Jos4 0.511       

Jos5 0.405     
 

Jos6 0.433       

Jos7 0.356       

Jos8 0.385       

Jos9 0.395       

Jos10 0.514   
 

  

Jos11 0.418   
 

  

Jos12 0.513       

Jos13 0.583     
 

Jos14 0.436       

Jos15 0.395       

Jos16 0.368 
 

    

Jos17 0.512       

Jos18 0.423       

Jos19 0.511   
 

  

Jos20 0.444       

Jos21 0.538       

Jos22 0.425     
 

Jos23 0.507   
 

  

Jos24 0.391 
 

    

Jos25 0.525       

Jos26 0.391   
 

  

Jos27 0.422       

Jos28 0.280       

Jos29 0.430 
 

    

Jos30 0.224       

Jos31 0.480       

Jos32 0.256   
 

  

Jos33 0.389       

Jos34 0.426   
  

Jos35 0.316 
 

    

Jos36 0.498   
 

  

Jos37 0.495       

Jos38 0.478       

Jos39 0.334       

NW1   0.518 
 

  

0.791 NW2   0.380 
 

  

NW3   0.363 
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NW4   0.361     

NW5   0.379     

NW6 
 

0.493     

NW7 
 

0.495     

NW8 
 

0.675     

NW9 
 

0.692     

NW10 
 

0.547     

NW11 
 

0.738     

NW12 
 

0.720     

PB1   0.387     

PB2   0.533     

PB3   0.399     

PB4   0.397     

PB5   0.636     

PB6 
 

0.631     

PB7   0.730     

PB8 
 

0.601     

PB9 
 

0.566     

PB10 
 

0.747     

PM1 
 

0.570   
 

PM2   0.383   
 

PM3   0.363   
 

PM4   0.384   
 

PM5   0.583   
 

SR1   0.377     

SR2   0.429     

SR3 
 

0.570     

SR4 
 

0.505     

SR5   0.552     

CWR1   0.349     

CWR2   0.451     

CWR3   0.428     

CWR4   0.585     

CWR5 
 

0.566     

POS1   
 

0.663   

0.907 

POS2 
 

  0.617   

POS3 
 

  0.728   

POS4   
 

0.674   

POS5   
 

0.609   

POS6 
 

  0.697   

POS7 
 

  0.653   

POS8   
 

0.625   

POS9   
 

0.641   

POS10   
 

0.689   

POS11 
 

  0.688   

POS12 
 

  0.678   

POS13   
 

0.510   
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POS14   
 

0.422   

POS15 
 

  0.446   

POS16 
 

  0.578   

POS17 
 

  0.753   

POS18   
 

0.674   

POS19 
 

  0.515   

POS20   
 

0.449   

POS21   
 

0.385   

POS22     0.410   

POS23 
 

  0.707   

POS24     0.493 
 

POS25     0.475 
 

POS26   
 

0.609   

POS27   
 

0.477   

POS28   
 

0.529   

POS29     0.461 
 

POS30     0.605 
 

POS31   
 

0.629   

POS32 
 

  0.563   

POS33   
 

0.513   

POS34   
 

0.490   

POS35   
 

0.635   

POS36   
 

0.530   

ILI1     
 

0.608 

0.864 

ILI2     
 

0.614 

ILI3     
 

0.601 

ILI4     
 

0.514 

ILI5     
 

0.449 

ILI6       0.465 

ILI7       0.427 

ILI8 
 

    0.364 

ILI9 
 

    0.584 

ILI10 
 

    0.633 

ILI11 
 

    0.691 

ILI12 
 

    0.575 

Extraction Method: Principal Component Analysis. 

a. 26 components extracted. 
 

The table above shows all the items included in the instrument. After conduct 

a pilot study with 30 survey received, the items that has been highlighted in 

yellow colour will be deleted. It is because the items value in the factor loading 

is < 0.5 will be removed (Hair, 2009). After all the items have been removed, 

the final instrument will be distributed for data collection. Other than that, 

after conducting the pilot study is all of the instruments are acceptable as all 

the value are above than 0.7.  

Data Analysis and Interpretation  
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 The analysis of data has used the Statistical Package for the Social Sciences 

(SPSS) 25 which the validity will be ensure. The significant level will indicate 

whether the hypothesis is rejected or accepted, and below the outcome from 

the data analysis will be interpreted.  

Hypothesis 1: There is a significant negative relationship between job 

satisfaction and turnover intention. 

Table 5. Correlation between Job Satisfaction and Turnover Intention 

Model Summary 

Model R 
R 

Square 

Adjusted 

R Square 

Std. 

Error of 

the 

Estimate 

Change Statistics 

R 

Square 

Change 

F 

Change 
df1 df2 

Sig. F 

Change 

1 .310a 0.096 0.077 12.70044 0.096 5.094 1 48 0.029 

a. Predictors: (Constant), JobSatisfactionTotal 
 

Based on the table above, it has shown the relationship between the 

independent variable, job satisfaction and the dependent variable, turnover 

intention. From the significant level, 0.029 is not significant as the significant 

level for F-test is below 0.05, which has interpreted the hypothesis has been 

accepted. Other than that, the adjusted R square, 0.077 which is only 7.7%, 

shows the only 7.7% of job satisfaction would affect the turnover intention of 

the administrative staff.  

Table 6. ANOVA between Job Satisfaction and Turnover Intention 

ANOVAa 

Model 
Sum of 

Squares 
df Mean Square F Sig. 

1 

Regression 821.625 1 821.625 5.094 .029b 

Residual 7742.455 48 161.301   

Total 8564.080 49    

a. Dependent Variable: TurnoverIntentionTotal 

b. Predictors: (Constant), JobSatisfactionTotal 
 

Based on the ANOVA table, the F test show the value is 5.094. While the 

significant value is 0.029 and it is less than the alpha 0.05 which has indicated 

the F-value is significant. The ANOVA model has shown that the independent 

variable, job satisfaction is significant in explaining the dependent variable, 

turnover intention.  
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Table 7. Coefficients table for Job Satisfaction and Turnover Intention 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 
t Sig. 

95.0% 

Confidence 

Interval for B 

B 

Std. 

Erro

r 

Beta 

Lower 

Boun

d 

Upper 

Boun

d 

1 

(Constant) 18.892 9.210  2.05

1 

0.04

6 
0.373 37.411 

JobSatisfactionTota

l 
0.259 0.115 0.310 

2.25

7 

0.02

9 
0.028 0.489 

a. Dependent Variable: TurnoverIntentionTotal 
 

According to the table above, both job satisfaction and turnover intention is 

significant as the value is 0.029. The beta coefficients show from the table is 

0.310 which implies a direct positive impact towards the turnover intention.  

Hypothesis 2 
 

Hypothesis 2: There is a significant relationship between perceived 

organization supports with turnover intention. 

Table 8. Correlation between Perceived Organization Support and Turnover 

Intention 

Model Summary 

Model R 
R 

Square 

Adjusted 

R Square 

Std. 

Error of 

the 

Estimate 

Change Statistics 

R 

Square 

Change 

F 

Change 
df1 df2 

Sig. F 

Change 

1 .202a 0.041 0.021 13.08253 0.041 2.038 1 48 0.160 

a. Predictors: (Constant), PerceivedOrganizationSupportTotal 
 

From the significant level, 0.160 is not significant as the significant level for F-

test is below 0.05, which has interpreted the hypothesis has been rejected. 

Other than that, the adjusted R square, 0.021 which is only 2.1%, shows the 

only 2.1% of perceived organization support would affect the turnover 

intention of the administrative staff. 

Table 9. ANOVA between Perceived Organization Support and Turnover 

Intention 

ANOVAa 
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Model Sum of Squares df 
Mean 

Square 
F Sig. 

1 

Regression 348.750 1 348.750 2.038 .160b 

Residual 8215.330 48 171.153   

Total 8564.080 49    

a. Dependent Variable: TurnoverIntentionTotal 

b. Predictors: (Constant), PerceivedOrganizationSupportTotal 
   

Based on the ANOVA table, the F test show the value is 2.038. While the 

significant value is 0.160 and it is more than the alpha 0.05 which has indicated 

the F-value is not significant. The ANOVA model has shown that the 

independent variable, perceived organization support is not significant in 

explaining the dependent variable, turnover intention.  

 

Table 10. Coefficients table for Perceived Organizational Support and 

Turnover Intention 

Coefficientsa 

Model 

Unstandardiz

ed 

Coefficients 

Standardi

zed 

Coefficien

ts 
t Sig. 

95.0% 

Confidence 

Interval for 

B 

B 

Std. 

Erro

r 

Beta 

Low

er 

Boun

d 

Upp

er 

Boun

d 

1 

(Constant) 25.183 
10.0

47 
 2.50

7 

0.01

6 
4.982 

45.38

4 

PerceivedOrganizationSupp

ortTotal 
0.116 

0.08

1 
0.202 

1.42

7 

0.16

0 

-

0.047 
0.279 

a. Dependent Variable: TurnoverIntentionTotal 

 

According to the table above, both perceived organization support and 

turnover intention is not significant as the value is 0.160. The beta coefficients 

show from the table is 0.202 which implies a direct positive impact towards 

the turnover intention. 

Hypothesis 3: There is a significant relationship between job stress and 

turnover intention. 

Table 11. Correlation between Job Stress and Turnover Intention 
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Model Summary 

Model R 
R 

Square 

Adjusted 

R Square 

Std. 

Error of 

the 

Estimate 

Change Statistics 

R 

Square 

Change 

F 

Change 
df1 df2 

Sig. F 

Change 

1 .214a 0.046 0.026 13.04658 0.046 2.314 1 48 0.135 

a. Predictors: (Constant), JobStreessTotal 

 

Based on the table above, it has shown the relationship between the 

independent variable, job stress and the dependent variable, turnover 

intention. From the significant level, 0.135 is not significant as the significant 

level for F-test is below 0.05, which has interpreted the hypothesis has been 

rejected. Other than that, the adjusted R square, 0.026 which is 2.6%, shows 

that only 2.6% of job stress could explain the dependent variable.  
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Table 12. ANOVA for Job Stress and Turnover Intention 

ANOVAa 

Model 
Sum of 

Squares 
df Mean Square F Sig. 

1 

Regression 393.843 1 393.843 2.314 .135b 

Residual 8170.237 48 170.213   

Total 8564.080 49    

a. Dependent Variable: TurnoverIntentionTotal 

b. Predictors: (Constant), JobStreessTotal 
 

Based on the ANOVA table, the F test show the value is 2.314. While the 

significant value is 0.135 and it is more than the alpha 0.05 which has indicated 

the F-value is not significant. The ANOVA model has shown that the 

independent variable, job stress is not significant in explaining the dependent 

variable, turnover intention.  

Table 13. Coefficients table for Job Stress and Turnover Intention 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

95.0% 

Confidence 

Interval for B 

B 
Std. 

Error 
Beta 

Lower 

Bound 

Upper 

Bound 

1 
(Constant) 17.599 14.372  1.225 0.227 -11.297 46.496 

JobStreessTotal 0.408 0.268 0.214 1.521 0.135 -0.131 0.948 

a. Dependent Variable: TurnoverIntentionTotal 
 

According to the table above, both job stress and turnover intention is not 

significant as the value is 0.135. The beta coefficients show from the table is 

0.214 which implies a direct positive impact towards the turnover intention. 

SUMMARY TABLE FOR HYPOTHESIS RESULTS 
 

Table 14. Summary about Hypothesis Analysis 

No Hypothesis 
Significant 

value 

Accepted / 

Rejected 

H1 There is a significant relationship between job 

satisfaction and turnover intention. 

(p < 0.05), 

 p = 0.029 

Accepted 

 

H2 There is a significant relationship between 

perceived organization supports with turnover 

intention. 

(p > 0.05),  

p = 0.160 

Rejected 

 

H3 There is a significant relationship between job 

stress and turnover intention. 

(p > 0.05),  

p = 0.135 

Rejected 

 

 
Discu ssion  
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DISCUSSION 

Hypothesis 1: Job Satisfaction towards Turnover Intention 

The first hypothesis is to investigate the negative relationship between job 

satisfaction and turnover intention and the outcomes is accepted from the 

research. There is a significant negative relationship between job satisfaction 

and turnover intention which shares the same outcomes with the research of 

Alicia Jia Ping Lim (2017), Wali Rahman (2015), Tnay (2013). This has shown 

job satisfaction would affect the turnover intention of an administrative staff 

working in higher education institutions. In job satisfaction, there are five 

aspects could be discussing which are nature of work, pay and benefits, 

promotion, supervisor relationship and co-worker relationship. All of the 

aspects would be the reason to affect the job satisfaction of an administrative 

staff. The nature of work including work assignments, goals for institutions 

will affect the satisfaction of a staff if they feel that their work is not been 

appreciated. This would increase the intention to leave the institutions. Other 

than that, when the staff is not satisfied with the salary and benefit received, it 

would increase the intention to leave as well when others institutions would 

provide higher salary and benefits for the same position at the same time. As 

for promotion, while the staff did not receive fair chance for promotion as they 

believe they should receive a recognition. Relationship between supervisor 

and co-worker is important as well because of the atmosphere in the working 

environment would affect one’s behaviour and attitude.  

Hypothesis 2: Perceived Organization Support towards Turnover     

Intention 

The second hypothesis is to study the negative relationship between perceived 

organization support and turnover intention and based on the research, this 

hypothesis has been rejected. There is no significant negative relationship 

between perceived organization support and turnover intention in the area of 

administrative staff, whereas the outcome is opposing from the studies of 

Talat (2013) and Jayasundera (2016). The outcome implies that perceived 

organization support is not a good variable to determine the turnover 

intention of an administrative staff. The support provide by the institutions 

would not affect the intention of the staff. At the same time, when the 

university have provided sufficient concerned towards the administrative 

staff working and value their contribution this would not increase the 

intention to leave the institutions. When the contribution of administrative 

staff towards the institutions has been valued by the top management of the 

institutions, from the socio-emotional perspective, the staff would feel they are 

being valued. 
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Hypothesis 3: Job Stress towards Turnover Intention 

The third hypothesis is to investigate the positive relationship between job 

stress and turnover intention and from the research, the hypothesis has been 

rejected. There is no significant positive relationship between job stress and 

turnover intention in the area of administrative staff. This outcome is different 

from the research of Nasrin Arshadi (2013) and Sheraz (2014). Based on the 

results from the research, job stress is not a good variable to ascertain the 

turnover intention of an administrative staff in the higher education 

institutions. It is because the stress faced might be able to cope by the staff as 

these are within the range of coping. Other than that, they have their own 

choice towards their job as they could determine the allocation of job.  

IMPLICATIONS OF STUDY 

From the research, there are some implications that could be taken for the top 

management of the higher education institutions to retain their talents who 

are the administrative staff.  

Managerial Implications 
 

As from the findings above, job satisfaction has been proven have affect 

towards the turnover intention of the administrative staff which the 

relationship is negatively related. So, to reduce the intention to leave, the job 

satisfaction must be increase. There are ways to increase the job satisfaction of 

a staff, firstly training and development would be one of the way to do so. This 

could increase the employee’s competency level and satisfaction level. Other 

than that, a complete incentives system could also increase the satisfaction 

level and it would push the staff to work harder. Besides that, to maintain the 

relationship between departments events, like festival celebration can be 

conducted. This could enhance the relationship of each department at the 

same time, it could also promote the cultural differences between races which 

could let foreign staff get to understand about Malaysia more. When the level 

of job satisfaction is higher, the intention to leave the institutions would be 

lower. This is a win-win solution for both administrative staff and the 

institutions.  

RECOMMENDATIONS FOR FUTURE STUDY 
 

There are some recommendations could be used for future studies towards the 

research. Other researchers could increase their attention towards similar 

research as well, because administrative staff is necessary for an institution to 

operate, but the turnover rate is high so this could be one of the problem 

towards an institution. Other than that, for similar research, different variables 

such as training and development program, organizational commitment could 

be chosen to determine which would affect the turnover of a staff. It is because 
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there would be other more variable which are able to influence the turnover 

intention. Besides that, for future studies, the number of sample size must be 

increase to get more accurate data. It is because for small number, the pattern 

could not be detected which would increase the outcomes of the studies. To 

increase the number of respondents, ways could be taken such as distribute 

the questionnaire face-to-face instead of using emails.  

CONCLUSION 

Last but not least, from this chapter have summed up the outcomes from the 

hypothesis testing based on the research which shows that job satisfaction 

would affected the turnover intention. Besides that, implications in managerial 

side has been mentioned which the top management of the institutions could 

provide training and development and also increase incentives to retain the 

talents. Other than that, future recommendations for study like increase 

attention towards the fields of studies and limitations such as insufficient 

amount of data has been mentioned which should be taken as consideration 

for future research which shares the similar area of study.  
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