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In this era of industrial revolution, employee turnover is a major
problem in an organization especially human resource
management. It happens in every organization regardless of
fype of industries and sectors. Employee turnover gives
negative effects to an organization. It involves high cost
burden for an organization that can be either direct orindirect
cost. In foday's competitive business environment, retaining
key falented employees is challenging fo survive in
competitive business environment. In this study, the effect of
the perceived organizational support as a managerial
practice and the job stress which is caused by the nature of
the work on the intfention of the employees to leave their work
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1. INTRODUCTION

In this era of industrial revolution, employee turnover is a major problem in an
organization especially human resource management. It happens in every organization
regardless of type of industries and sectors. Employee turnover gives negative effects fo an
organization. It involves high cost burden for an organization that can be either direct or
indirect cost. The direct cost includes advertisement cost, recruiting cost and training cost. The
indirect cost includes reduced of productivity, loss of talent, loss of reputation and low
employee morale. When an employee leaves an organization, the ability of the remaining
employees to complete their work may be affected and the company needs to invest one
more time to recruit and develop new talent.

The employees are the backbone or key component of an organization in running the
business. Therefore, the organization must put effort to increase perception of organization
support and decrease job stress to make them more engaged and satisfied, which signals
healthier organization and reduces employee turnover intentions. In tfoday’'s competitive
business environment, retaining key talented employees is more challenging to gain
competitive advantage. The perceived organization support is having direct impact on the
turnover intentions. It was suggested that it is the responsibility of the organization to create
good environment to retain good relationship. Employees who are satisfied are more likely to
be committed to their organizations and decreased the intention of quitting from a job.
Besides, job stress experienced by employees is also one of the important factors affecting
their performance and productivity of the companies. Job stress occurs when employees
perceive an imbalance between their work demands and their capability and scarcity of
resources to meet the demands (Chan Yin-Fah et al., 2010).
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Based on study by Institute of Labour Market Information and Analysis (ILMIA), Ministry
of Human Resources, the average turnover rate was at 20% in 2017. It was considered as high
and involuntary turnover represented about 6% (ILMIA, 2018). The high turnover rate results in
high costs of recruiting, staffing and fraining for new employees in companies. The study found
that 81% of the total employed workforce in Malaysia was engaged by the Manufacturing
and Services industries.

Turnover gives negative impact on productivity in manufacturing industries. Previous
studies continue to find the root causes of turnover and suggest solutions (Awang et al., 2013;
lImi et al., 2019; Li et al., 2019). This implies a need to understand the factors and find suitable
mechanism of employee turnover intention in manufacturing industries of Malaysia. Hence,
many managerial practices are being implemented to increase voluntary employees’
infention to confinue their work in the organization. In this study, the effect of the perceived
organizational support as a managerial practice and the job stress which is caused by the
nature of the work on the intention of the employees to leave their work are examined. The
unit analysis of this research is employees of manufacturing industry in Northern Peninsula
Malaysia.

2.0 LITERATURE REVIEW

2.1 Perceived Organizational Support

The study is expected to examine the effect of perceived organizational support on
employees’ furnover intenfion among manufacturing industry in Malaysia. According to
Dawley et al. (2010), the extent to which an employee is committed to the organization is
based on an exchange relationship between employer and employee. The perceived
organizational support has been associated with a number of dependent variables, particular
aftention has been paid to perceived organizational support in the context of employee
turnover (Dawley et al.,2010; Gok, Akgunduz, & Alkan, 2017; Tao, 2018). Dawley et al., (2010)
stated that employees who are valued and have their work appreciated their work by their
organizations, increase their intention to stay in the organization. In order to retain the qualified
and knowledgeable employees at work, the organization must find the factors conftributing to
that scenario that can be used.

In addition, according to Wang and Wang (2020), perceived organizational support
theory is one important component of the literature in the relationship of employees and
organizations. If the employees perceive the organization’s support and care for them, they
will work harder for the organization and became loyal the organization. In the perspective of
employees, the concept of perceived organizational support evaluates whether an
organization has shown enough care for its employees and whether the organization system
can meet employee's spiritual and their life needs (Tao, 2018). This study adopts the perceived
organizational support definition by Eisenberger et al. (1986); the perceived organizational
support is an experience-based attribution concerning the benevolent intent of organization’s
policies, norms procedures and actions that affect the employees. It is when employees
believe that their organization values their contributions and cares about their well-being
(Eisenberger et al., 1986) which reflects the employees’ overall perceptions towards the
organization’s support and needs according to employees’ psychological reactions and
interests (Tao, 2018).
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Perceived organizational support occurs as a result of three major categories of
beneficial freatment received by employees such as fairness, supervisor support, and
organizational rewards and favourable job conditfions (Rhoades and Eisenberger, 2002). The
fairness related with justice procedure involving the quality of interpersonal treatment in
resource allocation (Rhoades & Eisenberger, 2002). It also involved social aspect like treating
employees with dignity and respect(Rhoades & Eisenberger, 2002). The employees viewed the
supervisor support concerning the degree to which supervisors value their contributions and
care about their well-being (Rhoades & Eisenberger, 2002). Whereas, organizational rewards
and job conditions can be measured in term of recognition, pay, promotions, job security,
autonomy, role stressors, and training (Rhoades & Eisenberger, 2002).

Perceived organizational support, which includes perceptions of employees'
contributions to their businesses and their perception of welfare, is highly correlated with
employees' organizational commitment (Eisenberger et al., 2001). Perceived organizational
support  has correlated positively with employees’ felt obligation to care about the
organization’s welfare and fo help the organization reach its objectives (Eisenberger et al.,
2001).

Furthermore, perceived managerial support also enhances perceived organizational
support and reinforces obligation toward the organization and emotional organizational
commitment, thus reduces the intention of employees to leave work (Stinglhamber and
Vandenberghe, 2003). From the perspective of employees, the variable perceived
organizational support is used to evaluate whether an organization really shows respect for
and cares about their employees and meets their spiritual and life needs according to the
employees’ psychological responses and needs and gained individual interests (Tao, 2018).
Based on their perception concerning the extent to which their supervisor cares about them
and values their contributions, employees are more emotionally attached to him
(Stinglhamber and Vandenberghe, 2003). Turnover intentions were lower for workers who
received a lot of supervisor support and affective commitment (Nichols et al., 2016). The results
showed that perceived organizational support and affective commitment are positively
correlated with furnover intention (Tao, 2018). Perceived organizational support had strong
relationships in the predicted direction with affective commitment, job satisfaction, positive
mood at work, desire fo remain with the organization, and turnover intentions (Rhoades and
Eisenberger, 2002).

According to Wang and Wang (2020), perceived organizational support has played
an important role in improving work performance and reducing employee tfurnover.
Employees feel that greater organizational support reduces turnover intention. Thus,
organization should provide appropriate organizational support in order to decrease the
likelihood of turnover intention (Wang and Wang, 2020). Hence, employees with low levels of
commitment but high levels of support from organization are less likely to leave the
organization (Perryer et al.,, 2010). Thus, this study will examine the effect of perceived
organizational support on turnover intention.

2.2 Job Stress

In general term, job stress means uncontrollable occupational stress which affects
mental and physical of the employees. The job stress will occur when demand of the workloads
cannoft be fulfilled by employees because of inability or fime consuming. In psychology, job
stress is a form of interaction between the individual and environment which can endanger
their health (Awang et al., 2013). Falahat et al. (2019) showed that job stress significantly affects
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job satisfaction and substantially affects turnover intention. The results also found that working
environment and job sfress have a positive effect on tfurnover intention (Falahat et al., 2019).
Mosadeghrad (2013) found that the major sources of stress were inadequate pay, inequality
at work, foo much work, staff shortage, lack of promotion, job insecurity and lack of
management support among hospital nurses in Iran. The study found that occupational stress
was positively associated with nurses’ turnover intentions.

The job stress is a normal problem in modern life and is faced by many employees in
any organization. It affects not only the individual employees but also the company’s
performance, such as the company’s outcome and furnover rate (Falahat et al., 2019). As a
result, when job stress is high, the fendency for employees to leave the organization is also high
(Awang et al., 2013). Jung and Yoon (2014) studied food service industry to understand how
job stress affects turnover infention. Jung and Yoon (2014) found that job stress has a positive
relationship toward turnover intention. If the level of employees’ job stress is over acceptable
limits, this can cause the employees to face physical, psychological and sociological problems
and consequently become unhappy and depressed (Gok et al., 2017). If the job that they are
performing is the source of stress, employees voluntarily move away from the organization and
may want to get rid of the problems caused by the stress (Gok et al., 2017). It is expected that
job stress willincrease employees' turnover intentions due to the conducted empirical research
and explanations. Hence, based on the aforementioned discussion, it is proposed that job
stress significantly affect turnover intention.

2.3 Turnover Intention

Tao (2018) defined employee turnover as employee leaving an organization by
terminating the employment relationship with the employer and new employees are required
to fill up the vacancies (Hee and Ann, 2019). Turnover intention refers to an individual’s
infention fo leave the current organization by seeking employment elsewhere. It can be
indicative of the withdrawal behaviours of an employee when he is not safisfied with the
current job, including thoughts of quitting, intention to look for other jobs as well as an
assessment and comparison of the current job and other jobs (Tao, 2018).

Normally, employees, who are unhappy and siressed in their organizations, have
tendency o leave their organization. There are many factors that confribute to furnover
infention. These factors arise because of the nature of the work that the employees do like job
satfisfaction and job stress in organization (Falahat et al., 2019). Alhashmi et al. (2017) proposed
leader-member exchange, perceived organizational support, and psychological stress have
impact on turnover intention. It is a tendency or desire to escape which is induced within
employees and stimulated by factors outside the organization. These stimulants operate based
on employees’ dissatisfaction with their current job or organization, or on their finding for better
job opportunities (Wang and Wang, 2020). Dilara et al. (2015) determined the relation
between the demographic factors such as age, gender, marital status, and education with
factors such as tenure, wage, position, working department and the turnover intention of
employees working in five start hotel in Istanbul. The result of the study indicated that the
demographic factors such as age, gender, marital status, education, as well as the factors
such as tenure, wage, position, working department are determinants for turnover intention
(Dilara et al., 2015).

In addition, Wang and Wang (2020) showed that perceived organizational support has
a significant negative impact on burnout and turnover intenfion, and that job resources
cannot be substituted perceived organizational support. Thus, an inverse relationship was
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idenftified between the organizational commitment and furnover intention (Labrague et al.,
2018).

Furthermore, many studies have summarized the influential factors of turnover intention
and begun to interpret and predict the employee turnover intention from social and
psychological perspectives. Their studies suggest the social and psychological factors such as
organizational support, job burnout and organizational commitment have significant influence
on employee turnover intention (Tao, 2018). Gok et al. (2017) found that job stress and
perceived organizational support are related to the employees’ turnover intention. Thus, this
study will examine the influence of perceived organizational supports and job stress in furnover
infention.

2.4 Underpinning theories

The relationship between perceived organizational supports with turnover intentions
can be explained by Social Exchange Theory. According to this theory, when employees
perceive that they are seen as valuable and are supported by their organizations, they will
show desired behaviour such as staying in the organization and increasing their performance
(Gok et al.,, 2017). Consequently, employees who consider that they are valued and
recognized by their organizations, they will be sustained and loyal in this organization for
current and future years. This is due to, they will think and expect their earnings will be increased
if they contribute to productivity. In other words, employees think that they are supported by
their organizations, will also have less intention to leave the work voluntarily (Gok et al., 2017).
Therefore, based on the social exchange theory, perceived organization support is expected
to reduce the turnover intention because it can trigger the employees’ sense of responsibility
and reciprocation (Tao, 2018). Thus, social exchange theory helps to explain the relationship
between perceived organizational support and turnover decisions (Dawley et al., 2010).
Employees in manufacturing industries in Malaysia would retain in the companies if they
received and felt perceived organizational support from management. They will be reluctant
to resign.

In addition, Rhoades and Eisenberger (2002) stated that job rewards such as job
enrichment, promotions, and compensation confrioute more to perceived organizational
support if they are viewed as purely voluntary organizational actions. In addition, Dawley et al.
(2010) has demonstrated a significant relationship between perceived organizational support
and reduced turnover intentions. Chan Yin-Fah et al. (2010) examined the organizational
commitments, job stress, job satisfaction and turnover intenfion among the private sector
employees in Petaling, Selangor. They found that there was a significant negative relationship
between organizational commitments and turnover intention and positive relationship
between job stress and turnover intention (Chan Yin-Fah et al., 2010). Based on the social
exchange theory, when employees have received what they are expected from employer,
they will act according to the demands of the employers.

3. ESTIMATION METHOD

The sample of this paper focuses on employees of manufacturing industries in Northern
Peninsular Malaysia. All employees regardless of their departments were included in this paper.
The company was first identified and then contacted through a telephone call. A total of 500
employees were randomly selected as respondent after performing the proportionate simple
random sampling procedure. An invitation lefter and a copy of the questionnaire were
emailed to the human resource manager to secure permission and support for conducting
the survey in the organization. A cover lefter to the questionnaire made it clear that the survey
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was voluntary and confidential and that no individual results would be made available to the

organization. The questionnaire will be distributed via online survey method using Google form.

There are four sections in the questionnaire. The first section consists of 5 items for the
demographic information of participants (age, gender, marital status, education, and job
location). The second section includes the Perceived Organization Support Scale. ltems
representing perceived organizational support were adapted from Eisenberger et al., (1986).
The third section includes the Job Stress Scale. This scale was developed by House & Rizzo
(1972). The last part includes the Turnover Intention Scale. The scale was developed by Wayne
et al., (1997). In terms of the measurement items, all the items adopted from the previous study.
All the constructs were measured by a five-point Likert scale ranging from “strongly disagree”
to “strongly agree”. The data analysis mainly used SmartPLS to run the construct reliability and
analysis.

4. RESULTS AND DISCUSSION

This study will test hypotheses about the influence of perceived organizational support
and job stress on turnover intention using questionnaire of employees in manufacturing industry
in Northern Peninsula Malaysia. Thus, hypotheses of this study are there is a significant negative
relationship between perceived organizational support and employee furnover intention in
the manufacturing industry of Northern Peninsula Malaysia and there is a significant positive
relationship between job stress and employee turnover intention in the manufacturing industry
of Northern Peninsula Malaysia.

5. CONCLUSION

One of the major problems in an organization is the high furnover rate of employees.
Therefore, the factors that impact employee turnover should be investigated to reduce the
turnover of employees, which will affect employee productivity, satisfaction, commitment,
organization productivity, service quality and organization image for the long period. The study
will provide empirical support for the assertion that perceived organizational support and job
stress are linked with turnover intention of employees working in manufacturing industries in
Northern Peninsula Malaysia. The study will confribute to the organizational management
literature by examining perceived of organization support and job stress and demonstrating
how the factors impacts employees’ turnover intention. The findings of this study will have
important managerial implications. The findings will provide managers to become more
knowledgeable about perceived organizational support and job stress; and as a result will
provide suitable mechanisms by applying the right human resource polices. They will enable
manufacturing industries in Malaysia to understand which types of support are influential in
developing the organizational commitment and reducing the furnover intentions of their
employees.
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