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ABSTRACT 

Human resource is the key component for organizational success. It is crucial for 
organizations to manage their human resources effectively in order to avoid them from 
leaving the organizations. Job satisfaction is identified as one of the factors that cause 
turnover intention of employees. The objectives of this study are to determine the 
level of job satisfaction among technical employees of Quantity Surveying firms, 
examine the relationship between job satisfaction and turnover intention of technical 
employees in the Quantity Surveying firms and suggest strategies to increase job 
satisfaction and reduce their turnover intention. Questionnaire surveys and interviews 
were employed to obtain the data required. A total number of 183 respondents 
responded to the questionnaires and data obtained were analyzed by using Statistical 
Package for Social Science (SPSS Window) Version 21.0. Descriptive and inferential 
analyses were used to analyze the data obtained from the questionnaire survey while 
the test of Mann - Whitney U has been employed for hypothesis testing. The 
interviews were conducted with five (5) Quantity Surveying firms and data obtained 
were analyzed using the content analysis. The findings of the studies have identified 
that many of the technical employees in Quantity Surveying firms are satisfied on 
most of the items on the constructs of nature of work, working relationship with 
immediate superior, organizational factors, social interaction and attitude towards 
work. The findings also reveal that there is relationship between turnover intention 
and job satisfaction on the constructs of opportunities and rewards, nature of work, 
working relationship with immediate superior and organizational factors. Various 
strategies are suggested to increase the job satisfaction of the technical employees in 
Quantity Surveying firms and to reduce their turnover intention. The strategies are to 
enhance reward system to increase job satisfaction on the construct of opportunities 
and rewards, enrich work context to enhance job satisfaction on the construct of nature 
of work, strengthen superior-subordinate relationship to increase the level of job 
satisfaction on the construct of working relationship with immediate superior, improve 
working physical environment to enhance job satisfaction on the construct of 
organizational factors and organize incentive programs to educate employees on the 
importance of establishing positive relationship with colleagues to increase job 
satisfaction on the construct of social inte raction. There fore, enhancement of job 
satisfaction should be highlighted by organizations to reduce turnover intention of the 
employees. 
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1.1 l~TRODUCTION 

CHAPTER ONE 

INTRODUCTION 

According to Leopold et al. ( 1999), human resources refer to efforts, skills, or skills of 

people who contribute to support an organization. Human resources are important to 

support an organization to continue its success. Mosammod Mahamuda and Nurul 

Kabir (2011) mentioned that human resources are the core foundation and m~jor 

contributor to the development of an organization. Human resources drive the success 

of an organization. According to Wan Suziana et al. (2013), one of the critical factors 

to success is rely on employees in an organization. It is because the growth and 

success of an organization is from the contribution of its employees. 

The issue of employee turnover is widely discussed in the literatures of the 

organizational behavior. According to Kuo (2011 ). employee turnover is a degree of 

individuals quitting the membership of an organization Tanvir and Shahi (2012) 

explained that turnover among employees occurs when they decide to leave their jobs. 

It wmcs alter an employee has a turnover intention which is referred to as having a 

feeling to leave an organization. According to Tett and Meyer (1993 ), turnover 

intention is the willingness of an employee to leave an organization. Nazim (2008) 

mentioned that turnover intention occurs when an employee has intention to quit from 

his or her current organization. It is also known as one· s behavioral intention to quit 

from an organization. 

Turnover intention leads to actual turnover. Several factors have been 

identified as the factors causing turnover intention. Martin (2010) I isted the 



availability of promotion and career development, the prospect of higher pay, 

interpersonal conflicts with colleagues, the existence of poor human resources policies 

and personal reasons are the factors causing turnover intention. Nankervis et al. (2005) 

found that the reason of a turnover is because of dissatisfaction with the job itself. 

Most of the studies conducted found that job satisfaction is a factor for an employee to 

leave an organization. Sarminah (2006); Nazim (2008); Tanvir and Shahi (2012); 

Chatzoglou et al. (2011) have identified that job satisfaction affects the employees 

intention to leave an organization. According to Chatzoglou et al. (2011 ), job 

satisfaction is defined as a feeling of an employee towards his or her job. Besides, 

Tanvir and Shahi (2012) explained that, job satisfaction is an employee's emotion 

towards their job and how they evaluate their job. Puvada and Gudivada (2012) on the 

other hand referred job satisfaction as a set of emotional feelings of an employee 

about the work and organization. Habib et al. (2010) described job satisfaction as a 

positive feeling based on an individual's job and experiences. In other words, job 

satisfaction describes an individual feeling towards their jobs. 

Quantity Surveyors are among the key players involved in a construction 

project. Rabie and Riad (2011) mentioned that a Quantity Surveyor has an important 

role in the construction process. Hee and Ling (2011) described that Quantity 

Surveyors are professionals involved in procurement, cost and contract management 

in construction projects. According to Nkado and Meyer (2001), a Quantity Surveyor 

involves in the financial and contractual matters starting from the initiation stage until 

to the completion of handling a construction. Thus, a Quantity Surveyor is the key 

player who has the responsibility in handling financial, contract management and 

others. This study is concerned on the issue of job satisfaction and turnover intention 

among Quantity Surveyors. 
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1.2 PROBLEM STATEMENT 

An organization depends on the support from employees to attain high productivity 

and performances. The employees determine the achievements of an organization 

since they have a responsibility towards the organization. Thus, the organization 

should play a big role in identifying the problems and issues encountered by the 

employees in the organization. 

Employee turnover becomes a major obstacle to an organization as it might 

affect the productivity and long-term plan of the organization. According to Vangel 

(2011), an organization has to face a loss in term of investment in human capital due 

to employee turnover. Velez (1993) as cited in Hussain et al. (2011) stated that a 

turnover of employees requires the organization to spend a high cost of recruitment 

for recruiting new staffs. According to Mosammod Mahamuda and Nurul Kabir 

(2011 ), replacing a new employee might be costly to an organization. Mitchell et al. 

(200 I) argued that the estimated cost of replacing a new employee is twice of an 

individual's annual salary. It is because replacing the new employees requires 

organizations to provide training for them. Mitchell et al. (2001) further explained that 

an organization has incurred heavy investment in terms of time, money and other 

resources due to high turnover rate among the employees. It is therefore important for 

organizations to minimize the turnover intention. 

According to Igharia and Greenhaus (1992), high employee turnover brings 

problems to an organization in terms of shortage of expertise and requirement of high 

training cost to train new employees. Nazim (2008) identified that turnover brings 

negative issues to an organization in the form of direct and indirect costs. According 

to Staw (1980) as cited in Nazim (2008), direct cost refers to the selection, 

recruitment, induction and training of new employees. Meanwhile, Dess and Shaw 
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(2001) explained that the cost of learning, reduced morale, pressure on the existing 

employees and the loss of social capital are known as the indirect cost of employee 

turnover. Sarminah (2006) mentioned that the disadvantages of an employee turnover 

in terms of personal cost such as loss of benefits, friendships and caused family 

disruption. Hurley and Estelami (2007) mentioned that employee turnover also 

involves non-monetary costs which are loss of expertise, experience, knowledge and 

relationship. 

According to Yirenkyi - Fianko and Chileshe (2012), job satisfaction has been 

identified as a factor of turnover intention. Chatzoglou et al. (2011) mentioned that 

high job satisfaction level encourages employees to work with high motivation and 

stay longer in an organization. Brookfield (1998) agreed that higher level of job 

satisfaction among employees increases productivity, job performances and 

willingness to stay longer in an organization. Boles et al. ( 1997) argued the decrease 

of an employee turnover is the consequence of having a high level of job satisfaction. 

According to Onukwube (2012), job satisfaction is important because it significantly 

affects an organization in terms of individual performances, organizational 

productivity, employees' absenteeism and the rate of employees' turnover. It is 

believed that job satisfaction affects an employee's intention to leave an organization. 

Thus it is important to keep employees to attain satisfaction towards their jobs as well 

as the organization. 

Loosemore et al. (2003) highlighted the importance of job satisfaction and 

motivation to the well-being of the construction industry which are reducing lateness, 

absenteeism and employee turnover. Leung et al. (2008) stated that if construction 

professionals have an emotional attachment to the tasks it will increase their 

professional knowledge, job performance and job satisfaction. Few studies have been 
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carried out on job satisfaction among Quantity Surveyors (Bowen et al. 2008; 

Yirenkyi - Fianko and Chileshe 2012; Onukwube 2012; Luqman Oyenkunle et al. 

2012). Generally, the findings of previous studies have shown that many of Quantity 

Surveyors in Nigeria are dissatisfied with the salary received, lack of recognition and 

chances on promotion. 

A preliminary study was conducted to explore the phenomenon of the job 

satisfaction and turnover intention among technical employees in Quantity Surveying 

firms. Seventeen (17) respondents were involved in the preliminary study. Out from 

the seventeen ( 1 7) respondents, fifteen ( 15) of them have the intention of leaving their 

current organizations whereas the other two (2) do not have any intention of leaving 

their current organizations. Majority of the respondents agreed that job satisfaction is 

the cause for them leaving their organization. According to some of the respondents, 

they did not get any job satisfaction because of the nature of the work of a Quantity 

Surveyor (e.g. taking- off, tender documents, etc.). Some of the respondents also 

claimed that they are not satisfied with their salary. 

Several studies have been conducted on job satisfaction and turnover intention 

in various organizations such as educational institutions, pharmaceuticals, accounting 

firms and constructions (Nazim, 2008; Tanvir and Shahi, 2012; Chatzoglou et al., 

2011; Kuo, 2011; Hee and Ling, 2011 ). It is proved that job satisfaction and turnover 

intention are not widely explored in construction industry focusing on professional 

employees. Very limited studies are found on job satisfaction and turnover intention in 

the context of technical employees of the Quantity Surveying firms in Malaysia. 

Therefore, this research is proposed to fill the gap of understanding on the matters 

pertaining to job satisfaction and turnover intention among technical employees in 
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