
Job Satisfaction Components and Turnover Intention 

at Selected Automotive Manufacturing Facility in 

Malaysia 

Nurazree Mahmud1, Intan Syafinaz Mustapha2, Noorshuhana Mohd Adom3, Nur’ain Abu 

Mansor4 
{nurazree642@uitm.edu.my1} 

 

Universiti Teknologi MARA, Malaysia1, 2, 3, 4 

 

 

Abstract. Turnover has become a crucial problem in organization and it has impacted the 

employee performance as well as the whole organization’s performance. The objectives of 

this study aim to focus on the turnover issue of the employee at selected automotive 

manufacturing facility in Malaysia. Questionnaires and document analysis were blended to 

capture authenticity and exhaustiveness of the data. 80 participants were selected from 

employees of the said organization. Both inferential and descriptive statistics were used to 

present the results. Next, the data collection in this study was also analyzed by using 

frequency, descriptive analysis, reliability, Pearson’s Correlation analysis and Multiple 

Regression Analysis in order to answer the research questions. The researchers have found 

that out of four components of job satisfaction that were chosen for this study, the only one 

factor that is significant on the employee turnover intention is nature of work. Another 

three-factor (supervision, salary and welfare) have no significant impact on employee 

turnover intention in the case of this organization. In other words, this organization needs 

to put serious effort in order to have a better nature of work thus will reduce turnover 

intention among its employees. 

Keywords: Job Satisfaction Components, Turnover Intention, Organization, Nature Of 

Work 

1 Introduction 

Employee turnover has been a concern for all businesses, especially in the 21st century [1]. 

There are several impacts with this turnover and one of this impact is related with employee 

replacement costs that normally range from 90%-100% of an employee’s annual salary [2]. The 

general business problem is that business owners often faced is unable to retain employees, 

which negatively impacts company profits [3]. The specific business problem is that some small 

business owners still do not understand the relationship between employee turnover intentions 

and job satisfaction of their employees. When workers are dissatisfied, they tend to move 

elsewhere to seek satisfaction. Large number of employees’ turnover can lead to a lot of 

problems, such as cost increase in recruiting and training new employees, increase in workload 

and organizational inefficiency. To achieve high performance and high productivity levels, 

organizations must receive the contributions and support of their employees. Several literatures 

have been widely discussed the idea of employee job satisfaction because few researchers and 

experts believe that it can affect employee productivity and turnover. 
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The automotive manufacturing industry is a major industrial and economic force 

worldwide. The industry is made up of companies and workers who are involved in the 

production of passenger automobiles, light trucks, pickups, vans, and sport utility vehicles 

(SUV). In addition to manufacturers, this sector includes the manufacturers and resellers of auto 

parts, engines and bodies, third-party servicing companies, manufacturers of trailers and tire 

stores, sales and after sales care. On a global basis, world leaders of car production include 

Toyota, Mercedes-Benz, Ford, Audi, Honda and Volkswagen. The industry also has created 

high technology value in businesses and talented individuals, who now can participate in vehicle 

& component design, manufacturing, quality management, vehicle service & repairs as well as 

new sectors such as recycling and remanufacturing. 

According to business advising firm Schneider Downs, one of the biggest human resources 

challenges in the auto industry is the fact that many automotive businesses lack a 

“comprehensive, step-by-step action plan to become an employer of choice”. In other words, 

automotive businesses struggle with major human resources functions because they do not have 

a strategic, focused plan that involves hiring, training, delegating, promoting and releasing 

employees. Because they do not have strategic plans, Schneider Downs argues that most 

automotive businesses operate without both the strategies needed to find the right talent and the 

processes required to maximize their impact [4]. 

Employee turnover in an organization is a very common issue. People or employees will 

come and go from one company to another for many factors. In the automotive industry, 

employee turnover costs dealers billions [5]. Wilson also added that few dealers are trained on 

how to hire, but as more face up to the implications of the problem. They are starting to search 

for new perspective with the task and experiment with new approaches. In addition, high staff 

turnover has been a serious phenomenon facing by management in many organizations. Clarke 

[6], shows that employment in manufacturing industry heavily contribute to job dissatisfaction 

and significantly contribute for high turnover which will affect the firm’s goal and objectives in 

a long run. With regards to several issues that have been highlighted before, this study explores 

the components of job satisfaction and tries to established its relationship with employee’s 

turnover intentions, in return will retain long-term business success in automotive 

manufacturing industry in Malaysia. 

2 Literature Review 

Turnover of employee is the rate of staff recruitment and rate of staff leaving an 

organization. According to Aydogd and Asikgil [7], turnover intention is based on behaviour of 

employees that has an intention to withdraw from their organization. Referring to Medina [8], 

that turnover intention is the employee’s consideration to look for a new job opportunity. It can 

be a measurement of whether a business or organization's employees plan to leave their positions 

or whether that organization plans to remove employees from positions. Job satisfaction is seen 

as a common behaviour of employees and normally it based on several factors related to their 

nature of work, place and some approaches of work that they conducted, in which this level of 

satisfaction also will influence to the performance [9]. This study focused on the four factor of 

job satisfaction namely supervision, nature of work, welfares and pay/salary which influence 

the employee turnover intention. 

 

 



2.1 Supervision 

Supervision as defined by Winston and Creamer [10] as “a management function intended 

to promote the achievement of institutional goals and enhance the personal and professional 

capabilities of staff. Supervision interprets the institutional mission and focuses human and 

fiscal resources on the promotion of individual and organizational competence” (p. 42). 

As referred to Alkhateri et al. [11], the perceived supervisor support become the main 

backbone to reduce the turnover intention among the employees and the organization need to 

enhance the support among the staff, in return self-efficacy also will be supported. Perceived 

supervisor support is valuable factor that have the potential to create strategic ways for turnover 

management and organizations must pay attention to foster this support in order to reduce 

turnover intentions [12]. In addition, the quality of supervision also plays such an important to 

meet the employee satisfaction. According to Shukla [13] the quality of the supervision that an 

employee receives is critical to employee retention and some people leave the top-level 

managers and immediate supervisors more often than they leave job or the organizations. The 

character of supervisor is crucial even though they have a very good character any pleased by 

others, every single supervisor need to have clear expectations and critical role of the employee, 

in return to spur retention among employees. Other than that, it will contribute to turnover if the 

supervisors do not play important roles to enhance the positive value to the subordinates. 

 

H1: There is a relationship between supervision and employee turnover intention. 

 

2.2 Nature of work 

The nature of work covers the work environment and types of job responsibilities and 

employee faced in an organization. It includes the extent of fairness and equity of the salary 

given [14]. According to Jared [15], nature of work refers to the basic daily tasks carried out as 

part of a job and refer to other non-routine tasks that may be required. Employee performs their 

duties and daily activities in workplace environment. Commonly noise level, fresh air and 

incentives like child care also become a part of work environment. Workplace surroundings 

may have positive or negative impact on the satisfaction level of employee’s subject upon the 

nature of working environment [16]. Nature of work that might associate with working 

condition may influence the employee’s emotion and resulted intention to leave the organization 

voluntarily [17]. Many researchers hold the point that employees leave their jobs when their 

needs are not being satisfied and the nature of work are not meet their expectation during their 

current job and an alternative job becomes available. 

 

H2: There is a relationship between nature of work and employee turnover intention.  

 

2.3 Salary 

Salary is primary concern to both employers and employees. For employees, salary is 

importance in term of satisfying their economic needs [18]. Thus, the satisfaction with regards 

to this pay system need to be achieved as this factor might contribute to the positive attitude and 

behavior towards organization. Heneman and Judge [19] stated that salary dissatisfaction can 

have important and undesirable impacts on numerous employee outcomes. Employees who are 

dissatisfaction with their salary, for instance, can decrease commitment to the job and cause 

turnover. 



The higher the salary that employee received, the higher the job satisfaction and lower 

their intention to leave the organization. It is supported by Lee et al. [20], the finding of the 

research showed that the higher the salary level will lead to higher satisfaction and 

organizational commitment level. In return, this will be indirectly resulted to the lower the 

employee turnover intention. These finding are in line with other previous studies carried out 

by Hayes [21] that employee’s level of income and turnover intention has a significant 

relationship that when income increased, turnover intention decreased.  Iqbal et al. [22] found 

that a high level of salary resulted higher job satisfaction. Hence, in return this will become a 

point of attraction for organization to retain quality employees. Salary satisfaction means 

comprehensive personal attitude or feeling toward their own salary, whether it was a positive or 

a negative feeling. Salary satisfaction is often thought to affect behaviour, such as absence and 

turnover intention. In the research studied by Hung et. al. [23], they found that there has a 

significant relationship between salary satisfaction and turnover intention and this relationship 

also associated with the working pressure and its effect to turnover intention among the 

employees. 

 

H3: There is a relationship between salary and employee turnover intention.  

 

2.4 Welfares 

According to Todd [24] employee’s welfare means anything made for comfort and 

improvement, intellectual or social of the employees more than wages paid which is not a 

necessity of the industry. Employee welfare is the non-cash compensation that provides to all 

employees, such as health insurance, retirement plan, vacation pay, life insurance and rewards. 

Many employees are expected to receive this kind of benefit from their employer, which is 

failure to provide this benefit to the employee can make them to more likely to leave for a better 
opportunity. Employee’s welfare is important that lead to the job satisfaction in the workplace. 

Employee welfare is considered valuable to the organization as this element will become 

one of the sources of job motivation and will turn into job satisfaction. Each organization urged 

to enhance on employee welfares by channeling some resources and at last will created the good 

organizational value and become one of the organizational identifications to retain the 

employees [25].   

Employee welfare is the benefits that the company provides to all the employees in the 

organization, including health and safety, compensation, remuneration and rewards. There are 

several studies shows that employee welfare such as benefit and job safety are related to the job 

satisfaction thus will become as one of the factors that lead turnover intention. As mentioned by 

Javed et al. [26], rewards also are very strongly correlated to job satisfaction. A reward has been 

mentioned by many researchers that it was a part of employee welfare, that it was a factor that 

may lead to the turnover intention among employee of an organization. This study also 

supported by Sukriket [16] that benefit has a significant relationship that influenced employee’s 

turnover intention in organization. Moreover, another element of welfares related to employees 

can also be viewed in terms of occupational safety and health system in organization. In the 

study by Liu et al. [27], providing good employee welfare such as a better health and safety 

system in the organization tends to increase their commitment in organization and have low 

turnover intention. 

 

H4: There is a relationship between welfares and employee turnover intention. 
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3 Methodology 

3.1 Sample 

In this study, the referred sample comprises of a total of 80 employees from one selected 

automotive manufacturing company in Melaka, Malaysia. 100 questionnaires distributed to the 

respondents. However, 20 questionnaires were unable to be retrieved back, in which the 

respondent failed to return. The collection periods of this study conducted from 15th April 2019 

to 15th May 2019. 

This study uses non-probability sampling in collecting data from the sample. Based on the 

certain limitation, quota sampling technique was chosen without affecting/interfering much of 

the accuracy of the data. 

 

3.2 Data Collection and Instruments 

This research has chosen to use questionnaire. The variables in the questionnaire are in 

close-ended set of questions and analyzed using statistically and numerically. The questionnaire 

formed was designed in paper form and distributed in accordance to the availability and 

preference of the approached employee as respondents. To analyze the data from the preliminary 

study, the IBM SPSS Statistic version 22 was employed. Three statistical analysis were executed 

including Descriptive Analysis for the respondent profile, Cronbach’s alpha analysis for 

reliability and multiple regression analysis for hypotheses testing.  

The questionnaire prepared in this research consists of five sections and a total of 36 items 

altogether. The first section of the questionnaire is Section A, represents the Demographic 

questions to obtain respondents’ profiles. It includes age, gender, level of education, monthly 

salary, years of working experience and intention to leave status. Section B comprises questions 

regarding the dependent variable of this study in which is turnover intention. Whereas, Section 

C, D, E and F represents questions pertaining the independent variables – supervision, nature of 

Supervision 

Turnover 

Intention 

Welfares 

Nature of Work 

Salary 



work, salary and welfares, respectively. Section B to F were designed in the form of five-point 

Likert Scale ranging from 1 to 5, with 1 = Strongly Disagree. 2 = Disagree, 3 = Neither Agree 

nor Disagree, 4 = Agree, 5 = Strongly Agree. All items were adapted from previous researches 

for instance Bothma & Roodt [28], San Park & Kim [29], Azanza et al. [30], Sukriket [16], 

Mbah & Ikemefuna [31], Ncede [32], Njeru [33]. 

4 Result and Discussion 

4.1 Reliability Analysis 

Table 1 shows the value of Cronbach’s Alpha and all variables are accepted as the 

Cronbach alpha more than 0.6 [34]. The highest is salary with alpha value 0.895 and the lowest 

is Nature of Work with alpha value 0.677 but still accepted. Overall, based on the Cronbach’s 

alpha coefficient for all constructs are more than 0.6, it can indicate that the measurement scales 

for various constructs were reliable and consistent for each variable in measuring the constructs. 

 
Table 1. Reliability analysis 

Variable Number of items Cronbach’s Alpha 

Turnover Intention 6 0.860 

Supervision 6 0.884 

Welfare 6 0.868 

Salary 6 0.895 

Nature of Work 6 0.677 

 

4.2 Demographic Profile of Respondents 

Table 2 below shows the profile of respondents. First dimension of measurement in the 

demographic profile indicates the respondent’s age. All the respondents had been grouped into 

four (4) categories to determine the precision of the respondent’s age. 77.5 % of the respondents 

are 20-30 years old. 11.3% of the respondents are 31-40 years old. 6.3% of the respondents are 

less than 20 years old and the lowest one is more than 40 years which is only 5% of the total 

respondents. This shows that majority of the respondents is in the age of 20-30 years old. Next 

distribution of respondent is gender. It shows most of the respondent is female (57.5%) and the 

remaining respondent is male (42.5%). It shows that the number of the female respondents is 

more than the male respondents. Third dimension is the respondent’s education level. All the 

respondents had been grouped into four (4) categories to determine the precision of the 

respondent’s education level. 35% of the respondents have a Degree. 31.3% of the respondents 

have a Diploma. 26.3% have SPM. This shows that the highest number of respondent’s 

education level is from Degree. Next is the intention to leave among employees. 71.3% of the 

respondents have intention to leave the company the remaining 28.8% have no intention to 

leave. This means that majority of the respondent’s intent to leave the company. As for the 

working experience, it shows that most of the respondents (66.3%) are within the range of 1 to 

5 years and only 5% of the respondents worked more than 10 years. The last one is salary. 85% 

of the respondents’ salary within the range of RM1, 000-RM3, 000 and the lowest percentage 

is 1.3% which is more than RM5, 000. All in all, it is also showing that less than RM3, 000 

monthly salary is the higher contributor in this table. 

 



Table 2. Respondents profile 

Items Frequency Percentage 

Age 

Less than 20 5 6.3 

20-30 62 77.5 

31-40 9 11.3 

More than 40 years 4 5.0 

Gender 
Male 34 42.5 

Female 46 57.5 

Education 

SPM 21 26.3 

Diploma 25 31.3 

Degree 28 35.0 

Others 6 7.5 

Intention to leave 
Yes 57 71.3 

No 23 28.8 

Working Experience 

< 1 year 14 17.5 

1 – 5 years 53 66.3 

6 – 10 years 9 11.3 

> 10 years 4 5.0 

Monthly Salary (RM) 

< 1000 5 6.3 

1001 – 3000 68 85.0 

3001 – 5000 6 7.5 

> 5000 1 1.3 

 

4.3 Multiple Regression Analysis 

The multiple regression analysis was analyzed through the questionnaire distributed to the 

employees. The result of the analysis measured by the value of R², the value of F-test in Anova 

table and the value of standardized coefficient beta, β. The results of multiple regressions are 

presented in Table 3. 

From the regression result, the value of R² is 0.326 which showed that only 32.6% of the 

changes in the turnover intention were explained by the changes in the independent variables 

included in this study which are nature of work, supervision, welfares and salary. This means 

that the remaining 67.4% of the predictors is determined from other variable factors to explain 

dependent variable that are not included in this research. While, for the F value, the value is 

9.074, it indicated that the model is significant due to the F value is significant at 1 percent 

significant level and the significant value is less than 0.05. 

 
Table 3. Result of multiple regressions 

Dependent variable: Turnover Intention 

Independent variables 
Standardized Coefficient 

(BETA) 
Sig. 

(Constant) 5.432 0.000 

Supervision -.181 0.930 

Welfares -.051 0.703 

Salary -.234 0.110 

Nature of Work -.257 0.029 

F value (9.074) 0.000 

R square 0.326 



 

Based on the Table 3 above, the only variable having significant relationship is Nature of 

Work which is the significant value is 0.029 as it is less than 0.05. The beta value of nature of 

work (β= -0.257) also indicated that nature of work is the highest predictor among the other 

independent variables. The result also specifies the negative relationship of the nature of work 

toward the turnover intention which the increase of one unit of nature of work may decrease 

some value of turnover intention. 

However, for the other three independent variables – supervision, welfares and salary, the 

results turned out to be not significant at the value of 0.930, 0.703 and 0.110 respectively, as 

they are not within p<0.01 or even p<0.05. These variables also had low beta value with welfares 

being the lowest at a negative value (-0.051). This means that those three variables were not 

significantly influence the dependent variable, turnover intention in this research. 

5 Implication and Conclusion 

Based on this empirical evidence, this is proved that nature of work is the only factor that 

leads to turnover intention for this case. This is also consistent with other previous studies (for 

instance; Sukriket [16] and Ahmad [17] in which the nature of work having significant impact 

toward turnover intention. This is also can be concluded that, if the employer can provide a 

better work environment, employee job satisfaction can be effectively improved, thus reducing 

the turnover rate. 

Meanwhile, the first independent variable which is Supervision, it indicates no significant 

relationship towards turnover intention. This result is consistent to the research by Adebayo and 

Ogunsina [35] that found there is no interaction influence of supervision on turnover intention. 

This might be due to the nature of this organization had a good leader with effective leadership 

styles that the employees did not feel any lack of supervision by their superior. This is also 

similar to welfares; this research shows no significant relationship on welfares and it indicates 

that the employee will not be influenced by the welfare in having the turnover intention. It means 

that they are satisfied with the welfare given by this organization. As for the salary, this factor 

also insignificant with turnover intention and consistent with findings from the previous 

research by Ikatrinasari et al. [36], Sukriket [16] and Chepchumba and Kimutai [37]. This may 

because referring to the location of this organization in which the factory is located in low living 

cost area and their salary may enough for their expenses for basic need and lifestyles. 

With regards to the nature of work that influence turnover intention, there are several 

actions need to be taken in order to reduce this issue among automotive workers given in this 

setting. For instance, by improving working facilities via the assistance of government funding 

that is allocated for SME and Bumiputera company such as Bumiputera Enterprise 

Enhancement Program (BEEP), Micro Enterprise Fund (MEF) and SME Scheme (Service, 

Manufacturing and Enterprise) and utilize it for the improvements of the company facilities thus 

will overcome their nature of work issues. It is important for each manufacturer to put more 

attention on the facilities as a healthy work environment brings safety to employees’ physical 

and mental capabilities in performing their daily routine. In addition, the enhancement of 

research and development learning center is needed in bringing a better knowledge and 

improvise their daily work routines and at last will reflect productivity. Training not only 

ensures that employees and managers can perform their jobs competently, but it is also may 

create a productive environment this increases the satisfaction of their nature of work. Last but 

not least, the impact of lean culture also will spur to the better nature of work in organization. 



Lean cultures will not just be addressing the need to pursue improvements in individuals but it 

is also meant for the company through waste removal and innovation culture. This leader 

engagement in lean setting is more than just walking around to ask how things are going done, 

but they actively engaging and empowering the worker to identify, resolve defects and 

eliminating waste. Example of measure that can be taken is work on teambuilding and 

communicate the structure of culture change to get them involved in the real situation and 

working on solutions of the issues arise. All in all, this finding is only covered on selected 

automotive manufacturing in Malaysia, thus it may have some limitation with regards to 

generalizability for a whole organization in Malaysia. 
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