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Abstract

Turnover intention is a crucial factor in predicting employee turnover, and turnover intentions
are linked to actual turnover (Griffeth, Hom, & Gaertner, 2016). The ability to understand the
determinants of turnover intentions is vital since it will lead to actual turnover. The purpose
of this research is to develop a conceptual framework for academicians in selected local
private higher universities in Klang Valley, Malaysia based on previous studies. The study has
found three factors that influence turnover intentions mainly intrinsic motivation, extrinsic
motivation, work-life balance and gender as a moderator. This study provides additional
knowledge and an approach to the factors influencing turnover intentions among
academicians in Klang Valley.

Keywords: Intrinsic Motivation, Extrinsic Motivation, Work-life Balance, Gender, Turnover
intentions, Private Higher Education Institutions.

Introduction

Theissue of turnover intentions is a serious issue for organisations and it has become a culture
or trend in most industries (Falahat et al., 2019). Employee turnover has a wide range of
financial, psychological, and organisational implications, with the estimated cost for
employee turnover ranges from 90-200% of the position’s annual salary (Healthmetrics,
2022). According to Human Resource online findings in 2021, the study noted that voluntary
turnover either remained, or declines. As for Malaysia, is 8.7%. based on report by The
Malaysian Reserve 2020, while across industries, the voluntary attrition rate was 6.5% in the
first half of 2019. According to Malaysian Employers Federation (MEF), in 2020 the education
sector came out with an average turnover of 29.2% 2%, and the turnover rates of new
lecturers as well as senior lecturers were equally high.

From either an internal or external perspective, high turnover intentions are detrimental to

the organisation. Internally, it has an impact on business expenses, personnel retention,
discontent, and subpar performance. Additionally, it gives the organisation's overall
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performance a negative external impression (Alias et al., 2018). According to research by
Randstad (2021), among the reason for turnover are benefits (64%), work-life balance (49%)
strong management (44%) and career path progress (41%). 72% of young Malaysian
employees are considering leaving the country in pursuit of better job chances (Malay Mail,
November 16, 2021). As turnover has impacting most industries, the purpose of this study is
to evaluate the relationship between the determinants and turnover intentions among
academicians of selected local private universities in Klang valley. The construction of a
framework on turnover intention is done based on the previous studies literatures that have
been published in various journals. This will enhance the understanding of academician
nature and determinants which are vital and important to the private higher education
institutions (PHEIs).

Problem Statement

The increase in turnover rate in Malaysia is an issue that should not be underestimated. This
is because it will affect the smooth operation as well as determine the lifespan of an
organisation to remain competitive (Aminuddin et al., 2021). Employee high turnover has
been one of the issues that every organisation has encountered over the years, and it
continues to happen throughout the world (Hee & Rhung, 2019). The issue of academician
turnover has continued to plague education institutions in Malaysia (Feng & Angeline,
2010). Academic staffs play a vital role in determining the quality of PHEIs since it is the core
process of the organisation (Manogharan et al., 2018). Manogharan et al. (2018) stressed that
effort in retaining employees in private higher education institutions is a challenging task. This
is due to the fact that Malaysia’s private sector is continually recognised to lead the country
towards becoming a high-income economy and to achieve developed nation status (Arifha et.
al. (2021). Because of the greater staff turnover rate, productivity suffers, and the
organisation is burdened with unneeded costs such as new recruiting costs (Butali, et al.,
2014).

Furthermore, based on research carried out by Hee and Ann, (2019) in Malaysia found that
the factors such as compensation and benefits, work-life balance, work stress and job
satisfaction can be directly influenced the employee turnover intentions. Managers may
better leverage their workforce’s potential by studying the effects if each motivational factor
and the mechanisms linking them, since this deepens the understanding of work satisfaction
and its relationship to turnover intentions (Yusoff et al., 2019).

As a result, additional research into this topic is needed in order to achieve more important
conclusions in terms of minimising employee turnover intentions.
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Research Objectives

This research is conducted to achieve the following objectives

To determine the effect of intrinsic motivation on turnover intentions among academicians

at selected local private universities in Klang Valley, Malaysia.

1. To determine the effect of extrinsic motivation on turnover intentions among
academicians at selected local private universities in Klang Valley, Malaysia.

2. To determine the effect of work-life balance on turnover intentions among academicians
at selected local private universities in Klang Valley, Malaysia.

3. To examine whether there is a moderating effect of gender on the relationship between
intrinsic motivation and turnover intentions.

4. To examine whether there is a moderating effect of gender on the relationship between
extrinsic motivation and turnover intentions.

5. To examine whether there is a moderating effect of gender on the relationship between
work-life balance and turnover intentions.

Research Questions

Based on the above problem statement below are the research questions are:

1. What is the effect of intrinsic motivation towards turnover intentions among academicians
at selected local private universities in Klang Valley, Malaysia.

2. What is the effect of between extrinsic motivation towards turnover intentions among
academicians at selected local private universities in Klang Valley, Malaysia.

3. What is the effect of between work-life balance towards turnover intentions among
academicians at selected private universities in Klang Valley, Malaysia.

4. Does gender moderate the relationship between intrinsic motivation and turnover

intentions?

5. Does gender moderate the relationship between extrinsic motivation and turnover
intentions?

6. Does gender moderate the relationship between work-life balance and turnover
intentions?

Preliminary Literature Review

Underpinning theory

This study adopted Herzberg 2-Factors theory and Conflict theory. Herzberg 2-factor theory
used in predicting the intrinsic motivation and extrinsic motivation, to understand the
turnover intentions as an employee starts to response to his or her turnover intentions
appeals when the factors that are contributing to one’s overall satisfaction start to become
negatively affected. Conflict theory advocated by Greenhaus and Beutell (1985) assumed that
life and work are fundamentally incompatible with each other, therefore, creates conflict that
can influence turnover intentions.

Turnover Intentions

Employee turnover has been researched by management researchers and practitioners for
decades, and it is still a crucial topic that businesses and managers are concerned about (Allen
et al., 2010). According to Harhara et al (2015), the turnover intentions used as a preliminary
sign to assess the workplace turnover issue before the employee really decides to leave the
company. Hung et al (2018), turnover intentions may be defined as a person's propensity to
change their career path and ultimately quit the current organisation.
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Despite the fact that Hidayati and Fadilah (2015) discovered, only 16% to 17% of turnover
intentions resulted in a definite turnover, Price (2001) suggested the turnover intentions as a
way to measure true turnover. Turnover intention is a global phenomenon of interest to
researchers and organisations in various economic sectors, including health, military, oil and
gas, information technology and education (Oloyede et al., 2022). Several Malaysian
researchers investigated employee turnover concerns in various industries and these studies
generally look at the link between characteristics like combination of intrinsic and extrinsic
factors such as income, training, supervisors, work satisfaction, job stress, organisational
culture, and the likelihood of turnover (Choong et al., 2013). Belete (2018) stated that
individual turnover intentions are due to a variety of different and variable factors depending
to the organisation.

Staff turnover is proven to costs a lot of money and has become a critical element that might
damage an organisation's overall effectiveness (Busari et al., 2017). Numerous reforms in the
Malaysian academic systems in recent years have resulted in turnover intentions among
academic in the higher education institutions (Goo et al., 2018). The increase in turnover rate
in Malaysia is an issue that should not be underestimated. This is because it will affect the
smooth operation as well as determine the lifespan of an organisation to remain competitive
(Aminuddin et al., (2021). Therefore, it is crucial for organisations to identify and understand
the factors that contribute to turnover.

Intrinsic Motivation

Intrinsic motivation has been defined in a variety of ways. Ryan & Deci (2000a) defined
intrinsic motivation as the ability to motivate or reinforce a person's happiness to complete a
task by linking it to the nature of the work. According to Kuvaas et al (2017), the absence of
intrinsic motivation is the most important reason that causes people to leave their jobs.
Employees' incentive to complete a project in order to feel more fulfilled is an example of
intrinsic motivation. Various research has revealed that intrinsic incentives are more
motivating than extrinsic rewards, (Aguinis et al., 2013).

Numerous previous researches have looked into the link between intrinsic motivation
elements and turnover intentions. Sense of belonging to the organisation, freedom for
inventive thinking, personal growth, professional progression, recognition, and decision-
making authority were all highlighted as core aspects in that research.

Extrinsic Motivation

Motivation is a factor that influences a person's behaviour (Gredler et al., 2018). Extrinsic
motivation is defined as doing something for the sake of receiving an external reward or
achieving a goal that is unrelated to the activity's outcome (Ryan & Deci, 2000a). Khalid et al
(2010) discovered that in public universities were less happy due to job security and co-
worker’s behavior, while academics in private colleges were to be happier with supervision,
income, and career progression opportunities. In addition, according to a study by Bahrulmazi
et al (2013), extrinsic incentive has been connected to absenteeism, turnover intentions, and
some extended performance. According to Mehboob et al (2012), another sort of extrinsic is
appreciation incentive and appreciation is a monetary reward given to an employee for doing
a work correctly.
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Kuvaas et al (2017) concluded that satisfactory salary can retain an employee to stay loyal to
the company or organisaton. Employee compensation is a sort of appreciating given to
employees in exchange for their contributions to the company's goals.

Work-life Balance

According to Lazar et al (2010), Hidayati Arshad and Fadilah Puteh (2019); Thakur and
Bhatnagar (2017), WLB is negatively related to employee turnover rates, with employees
being more willing to stay with the firm when they achieve work-life balance through the
initiatives.

Various studies have examined the relevance of WLB on turnover intentions Tan (2019) and
employee turnover (Lestari & Margaretha, 2021). Choong et al (2019) investigated the
influence of demographic antecedents on academic staff turnover intention in Malaysian
private universities. The findings revealed substantial disparities in turnover intentions across
gender and marital status, with females having a larger intention to quit than males and
married respondents having a stronger job commitment than single respondents. However,
previous research has shown mixed results when it comes to interpreting the phenomena
(Smith & Calasanti, 2015; Kim, 2015; Khatri et al., 2006).

Gender

Gender is described as a complex set of psychological, socio-cultural, and psychological
interactions and behaviours that are linked to biological sex and formed by the environment
and experiences (Griffith et al., 2012).

Cotton and Tuttle (1986) discovered that age, gender, tenure at a job, and salary had a
substantial impact on turnover intentions. Additionally, Sarminah (2006) discovered that
demographic characteristics such as gender, age, and length of employment had a negative
and substantial impact on turnover intentions, while Choong et al (2019) examined the impact
of demographic antecedents towards turnover intentions amongst academic staff in
Malaysian private universities. The results showed significant differences between gender and
marital status towards turnover inventions, whereby females have a higher intention to leave
compared to males.

Conceptual Framework
For the purpose of this study as mentioned on introduction is to seek the factors that
influence turnover intentions among academician at selected local private universities in
Klang Valley. In view of the reviewed literatures, the proposed conceptual framework is
shown in figure 1 below.

782



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 14, No. 5, 2024, E-ISSN: 2222-6990 © 2024

INTRINSIC MOTIVATION

h2

TURNOVER INTENTIONS

\

EXTRINSIC MOTIVATION

&

WORK-LIFE BALANCE

l
GENDER

Figure 1 : Research framework

Research Methodology

The study intends to use simple random sampling. This study will employ a quantitative
approach, using data gathered by questionnaire distribution among samples. The majority of
studies used a quantitative approach to examine the connection between the independent
and dependent variables (Choy, 2014; Rutberg and Bouikidis, 2018).

The questionnaire will be distributed through online survey by using Google Form that going
to be forwarded by email or any medium of technology and some of the social media
platforms, such as WhatsApp, Facebook, and Instagram, to contact the respondents for the
online survey. To attain the required participants, academicians from the population of
selected local private universities in the Klang Valley will be selected. The target respondent
is minimum 322 to reply or data to be captured (Krejcie & Morgan, 1970).

Conclusion

Turnover intention is an important element in any industry which will lead to cost to the
businesses. There is not much attention has been placed on the understanding of factors in
influencing turnover intentions among academician of local private universities in Klang
Valley. This study examines mainly the factors affecting turnover intentions which are intrinsic
motivation, extrinsic motivation and work-life balance with gender as a moderator. Even
though there are few studies have been conducted on academician in Malaysia, their studies
have not included factors as proposed above. Therefore, this study will contribute added
knowledge with regards to the factors influencing turnover intentions among academicians
of local private universities in Klang Valley specifically in context of Malaysian PHEls.
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