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ABSTRACT

The Tourist industry of China is one of the most potential contributor to China’s gross
industrial output which account for 11 percent about 8.19 hundred million Chinese
Yuan (Global Sources, 2016). However, high employee turnover and absenteeism are
the major issues faced by the tourist companies and achieving the retention factors
has been proven by past researchers as a successful strategy to retain employee
(Terera and Ngirande, 2014; Sunil, 2014). Therefore, the purpose of this research was
to examine the relationship between retention factors and employee retention in the
tourist industry of China. A sample of 385 employees, based on convenience sampling
was chosen to collect information using a self-administrated questionnaire that was
adopted after referring to work of Milman (2003); Yamamoto (2013); Arokiasamy
(2013); Fleetwood (2007); Rana and Abbasi (2013). The findings indicated that job
satisfaction, work life balance and compensation have positive relationship with
employee retention, especially job satisfaction has the highest influence on employee
retention. Therefore, based on the findings, this research proposed measures to
improve the competitiveness of this critical industry of China via appropriate retention
programs.

Keywords:

Employee Retention, Employee Turnover, Job Satisfaction, Work-Life Balance,

Compensation, Tourist Industry.
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CHAPTER 1: INTRODUCTION

1.0 OVERVIEW

From the beginning of this chapter give an overview of the research topic, in this
chapter the research background to be viewed, expound the fundamental problem
statement for this study as following, for future study of the problem statement to
discuss the research objective and research questions ensued. At the same time
significance of this study as well as the scope and limitation are discussed. Last but
not least, operation definition and structure of various chapters are stated as a

conclusion.

1.1 RESEARCH BACKGROUND

Turnover become a serious issue perplex many organizations because it influence
internal organization and also external stakeholders (Shakeel and Sabhar,
2015).However, Gittins (2013) stated modest turnover rate is good for an organization,
the most important thing is organization need to have a strategy to retain talented staff
in older to maintain the competitive advantage. From a study Shakeel and Sahar (2015)
found that turnover have to exist but voluntary turnover should be to prevent and
reduce. According to Oracle (2012) conducted a researcher for 100 CEOs, there are
97% out of respondents strongly agree with attract and retain talent employee will help
the organization to achieve long-term competitive advantage, thereby enhancing the
organization sustainable growth. These findings underscore the importance of getting
the right people to implement organizational goals. Therefore, retain the
outperformance employees is vital for a successful organization, because it is able to
help the organization save costs and maintain efficient and knowledgeable staff
(Spencer, 2015).

Nowadays, how the organization retain employees along with rising employee
turnover become the most difficult problem faced by organization (Vnouckova and
Klupakova, 2013). Some companies such as Unilever, General Electric, Shell and
PepsiCo are renowned for distinct attention on talent management in the past few

years (Araoz, Groysbergh and Nohria, 2011). However, more and more opportunities
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available for the talented employees make employee retention become a difficult topic
for the organization (Bidisha and Mukulesh, 2013).

According to CareerBuider survey, there are 30% of employees looking for a job
regularly, the employees from ages 18 to 34 there are 23% expect have a new job at
the end of this year according the survey conducted at November, 2014 to December
2014, from 3056 employees find out the factors influence employee retention in 2015
and found that top 5 factors are job stability, the benefits of affordable, better position,
work culture and flexible work schedules (Spencer, 2015). Terera and Ngirande (2014)
found that there are many reasons that employees leave the present job move to
another organization, the main reason for human resource functions including invalid
organization acquiring method of practice, poor working conditions, job satisfaction
and lack of relationship between boss and subordinate. On the other hand, Sunil (2014)
confirm that above effective human resource functions including employee
empowerment, performance appraisal system and succession planning, are many
factors for organizations to retain outstanding talents. Therefore, in addition to
employee empowerment, human resource practices also play an important role in
employee retention, and employee empowerment has been found to be a factor of

insufficient consideration (Grobler and De Bruyn, 2012).

Therefore, the objective of this research will be reconfirming whether work life balance,
job satisfaction and compensation influence employee retention in tourist industry of

China with deeper understanding.

1.2 PROBLEM STATEMENT

In business world nowadays, it is essentially important for organization to retain their
employees especially employees that are very skillful, knowledgeable and capable
that can bring a significant transformation and change in the organization (Lee, 2010).
Individual that performs better than most of the people at particular field can be known
as talent (Holtom et al., 2008). Job retention has recently become one of the major
challenges for organizations especially in a talent-hungry era nowadays (Ismail, 2013).
Furthermore, the turnover rate at the workforce leads to a big issue in the context of

China, as the country is facing the shortage of talents (Holtom et al, 2008).
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Especially in tourist industry of China, According to Ren (2014) stated that the average
turnover rate of employee is above 25% in tourist industry, some of the organization
the turnover rate are over 50%. It is a serious issue sufficient to influence the
development of tourist industry. Another study by Qian (2014) mentioned that the
guide professional turnover rate is maintain a high percentage last decade. The
majority present that will not be tourist guide as life career when talking about future
career development, some of guide professionals have already had the plan to change

career.

High turnover can be very expensive for the organizations; and according to the
Society for Human Resource Management (SHRM), the direct costs to replace an
employee can be as high as 50% to 60% of an employee s annual wages (Ellis, 2015).
Furthermore, the total costs of employee turnover may range from 25% to 500% of an
employee’s annual salary (Haynes, 2015). Decrease in every percentage of annual
turnover rates will help the company to say $400million to $500million (The Economist,
2007). Besides that, employee retention is ranked as the number one problem faced
by companies according to 3,200 respondents from more than 100 countries and the
findings show that 87% of the companies now describe retention, engagement, and
culture as vital issue and 50% of respondents think that it is urgent (Bersin, 2015).
Hence, it is important to know what are the factors influencing different generations of
employees in order to adjust the retention strategies accordingly (Cummings, Grice,
and Modzelewski, 2015).

Furthermore, since the rate of high employee turnover was the major issue faced by
organizations, employee retention has been established by many researchers in the
past as a strategy to retain employees (Awan, 2013; Brown et al., 2013; Sinha and
Sinha, 2012; Zachariah and Roopa, 2012). Meanwhile, because of the previous work
experience in Tourist Company of China, the researcher clearly knew the seriousness
of the high turnover rate. Hence, this paper gives the researcher a chance to explore
the reason that why employees leave the organizations so often and to ascertain the
relationship between retention factors and employee retention in the tourist industry of
China.

13/133



1.3 RESEARCH OBJECTIVES

Research objective address whether need to investigate the nature of the problem and
find the solution in the different appropriates methods, for researchers to determine
guidance more effectively, it is very important to study the objectives to carry out the
work for entire study (Sekaran and Bougie, 2016).

The objectives of this research is to ascertain the relationship between employee
retention factors and employee intention to stay in tourist industry of China.The key
purpose is to understand the factors of employee retention and willingness of

employees to stay in tourist industry of China.

RO1: To identify whether work life balance influence employee retention in tourist
industry of China.

RO2: To identify whether compensation influence employee retention in tourist
industry of China.

RO3: To identify whether job satisfaction influence employee retention in tourist

industry of China.

In older to provide the focus of the study and guide the whole research to achieve the
desired results, researcher must be explicitly target once the research objectives is
clear, the researcher must submit relevant and constructive to development of

research problem (cooper and Schindler, 2011).

1.4 RESEARCH QUESTIONS

Research question as define as an answerable inquiry into a particular question and
it is initial step for research project (Bougie, 2016). It is very important because
research question will guide the study to appropriate conclusions (Alvesson and
Sandberg, 2013). Research question will placed after Research objective because
Research question more important than Research objective, unless phenomenology
study and few study is require the opposite way (Bougie, 2016). Research questions

have to align with the research objectives.
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The Research question of this study come from the evidence sources and theories of
the established research objective. In order to achieve the above research objectives,

the following questions are proposed in this study.
RQ1: Will work life balance influence Employee retention in tourist industry of China?
RQ2: Will compensation influence Employee retention in tourist industry of China?

RQ3: Will job satisfaction influence Employee retention in tourist industry of China?

1.5 SIGNIFICANCE OF THE RESEARCH

The finding and results of this study will help employer to improve the effectiveness of
human resource management function, and implement a better strategy related to the
retention of employee. Khalid and Kenneth (2013) study also support the same
important. In addition, based on Chee, Hong et al. (2012) research, this study will
provide useful information about the relationship between the factors of employee
retention namely work life balance, job satisfaction and compensation and employee

intention to stay in Tourist Company.

This study also give some contribution to the influence factors of employee retention
which stated by Ahimid, et al. (2011) provide a series of solution should be considered
for retain skilled employee incentive ways and knowledge to better achieve academic
satisfaction. Besides, this study also reach a consensus with Oladapo (2014), the
study also provides a valuable information and insights about employee retention the
status quo of academic platform, as to eliminate or to further strengthen the current

academic findings and literature.

The results of this research will increase the understanding
of the factors influencing employee retention. So far in tourist

industry of China there are few relevant studies in English.

Academic
This study will also provide more sufficiently information for

academic research.
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The results of this study will help organizational mangers to
provide a broader perspective on the implementation of
Industry employee management strategies and how the strategies

are able to promote employee retention.

Table 1.1: The Significance of the Research

1.6 THE SCOPE AND LIMITATION OF THE RESEARCH

The focus of this study is mainly on ascertain the factors influencing employee
retention in tourist industry. China as a geographic focus of this research. The sample
size is 385. The research using quantitative approach, Internet-mediated
guestionnaires will be used to collect the data from target respondents. Literature

review has been adopted from carious scholars existing research.

After collecting data from the respondents will be using Statistical Package for socal
sciences (SPSS) to do analysis in older to obtain the finding of the study. Concluded
the reseach question whether had a good answer which helps achieve the research

objectives below is the sample of this study framework of standards.

+ Participants in the research:  Employees currently actively in employment
¢+ Workplace: tourist companies

¢+ Geographical area: China

However, the researcher has also faced many barriers when colleting the valid

information relevant to the research topic.

Firstly, lack of English useful literature available about employee retention in the tourist
industry of China, as there is blank research done on this area. Secondly, this research
focus on tourist companies in China, different position of respondents are carrying out
different workload and pressure that will influence the results of independent variables.
In addition, the method to collect data by questionnaires, hence, some respondents

might answer the questionnaire without consideration simply give the feedback. At the
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same time, imitate on sample size which may not represented as a whole, influence
the veracity of the research. Last but not least, according to the existing literature,
there are numbers of factors to ensure the retention of employees, however, in this

study only focus on work life balance, job satisfaction and compensation.

1.7 OPERATIONAL DEFINITION

This part of the chapter will highlight the operational definitions of the key terms as

well concepts that will be further discussed in the research (Table 1.2).

Key Terms Explanation

A long-term initiative that is adopted by an organization

to make sure that most desirable employee is retained
Employee | | | | .
] for the maximum period of time, to achieve their
Retention .
business goals (McKeown, 2002; Ngo, Lau, and Foley,

2008; Price, 2001).

A concept that helps employees to balance their work-
Work Life Balance
life by achieving job satisfaction (Fleetwood, 2007).

Job satisfaction is the main factor of turnover which
means if the employees are satisfied with the jobs, then
Job Satisfaction the employees will be more productive, creative and
more likely to stay in the company (Arokiasamy, 2013;
Jackson, 2013; Kim, 2000; Kirby, 2000; Wagner, 2000).

Compensation plays an important role in the
. recruitment process and it is the key factor for
Compensation . . . _
influencing the employee for attraction and retention

(Allen et al., 2010).
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The Herzberg'’s (1959) two-factor theory as a grounded
Herzbergh  Two- | theory is able to support the independent variable of
factor Theory job satisfaction as satisfaction is a key aspect of the

theory.

The social exchange theory as a fundamental theory
can support this study as it relates to the interactions

between employee and organization (Gould and

Social Exchange Davies, 2005) whereby the work-life balance and

Theor ,
y compensation are results of such exchanges between

the employee and the organization.

Table 1.2: Summarized Table of Key Terms and Explanation of these Terms

1.8 ORGANIZATION OF CHAPTERS

This research id divided into five main chapters, which represent the overall
composition of this paper. Each chapter along with the purpose as summarized in
Table 1.3

Chapter Aim of the Chapter
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Chapter 1

Introduction

The first chapter of this research that is the
introductory chapter begins with global outlook on
issues of employee retention that was subsequently
narrowed down to tourist industry of China. Then the
importance of retention factors for both employee as
well as the tourist industry of China has been
highlighted. The problem statement followed by
research question and objectives were elaborated.
This chapter concludes by underlying the research
significance and scope along with an overview of

presentation structure followed.

Chapter 2

Literature Review

This chapter provide a detailed and extensive
literature related to employee retention and factors
relationship of these variable. The literature review is
drawn from a wide range of disciplines that guided to
develop the research framework as well as the

hypothesis for the research.

Chapter 3

Research

Methodology

This chapter details the research methodology
adopted with rationale and explanation on the
selection of sample size, sample method as well as
the analytical tools and software adopted to achieve
research objectives. Moreover, this chapter concludes
with the data collection procedure and ethical

consideration considered to conclude the research.

Chapter 4

Research Findings

This aim of this chapter is to present a summary of the
research findings of gathered data. The hypotheses
were tested to find the relationship between retention
factors and employee retention tourist industry of
China.
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This chapter provides a rich and thorough description

of the research findings that has been addressed to

Chapter 5 achieve the research objectives in line with the
Conclusion and reviewed literature in chapter 2. Then concludes the
Recommendation thesis by researcher recommendation that directs

towards tourist industry as well as implications for

future research by highlighting the limitation as well.

Table 1.3: Organization of the Research
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CHAPTER 2: LITERATURE REVIEW

2.0 OVERVIEW

The fundamental objective of this chapter is to review the existing literature, including
existing theories and pre-research related to the research topic. This chapter begins
with the understanding of employee retention subsequent an overview on factors of
employee retention. Besides, linkage the factors with employee retention. Lastly,
according to literature and related research findings, come up with the framework as

well as hypothesis by the researcher.

2.1 EMPLOYEE RETENTION

In generally, the word retention is defined as “holding, maintaining, continuation and
preventing of separation,” in enterprise management “to protect company employees”
is the new meaning of retention (Yamamoto, 2013). From Tan (2014) point of view,
employee retention is able to be explained as the processes to encourage or motivate
employees to remain in the organization for as long as possible or until the project is
completed, it is not only conducive to the organization but also conductive to the

employees.

It is significant action for the organization to retain the employees, especially for those
employees who are experienced and good performance (Ashdown, 2014). Therefore,
to retain “the best” of the optimal employees is become a key challenge in today’s
business (Chacko, Michael and Pronce, 2016). Most of the organization will spend
time on training the new employee and including the direct or indirect cost, once the
employee leave the organization after fully trained will completely become a loss to

the organization (Tan, 2014).

In addition, the status of the company will also be influenced when relative high on the
employee turnover rate, because clients also not fell positive when deal with the
companies that are not able to retain their employees (Butali, Mamuli and Wesang'ula,
2013). Moreover, continuously high turnover rate is able to cause disruption and

increase the workload of existing employees because when employees aware of their
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colleagues are entering another organization their efficiency levels will automatically
fall (Kwon and Rupp, 2013).

2.1.1 EMPLOYEE RETENTION FROM A GLOBAL PERSPECTIVE

According to Neog and Barua (2015) employee retention rate is explained as
organization practice uses avoiding the resignation of valuable employees. On the
basis of Vrajlal and Patel (2013), employee retention is no more than the best
organizational practice followed by employers, its purpose is to retain outstanding work
groups that are practiced and hard be discorded in the job market. Das (2013) stated
that with high-quality employees getting harder and harder to find, today’s companies
pay great attention to retaining valuable employees and outstanding employees.
Dessler (2013) stated that retaining employee is very important because hiring new
employee is far more complicated and costly than retaining existing employees.
Gurumani (2010) added explanation that Employers have a responsibility to retain

their outstanding employees, if not star employees will be lost for the organization.

Managing resources is not only the big challenge discovered in some studies as well
the method of retaining resources (Patra and Singh, 2012). It is very important to retain
capable and experienced employees so that employee are able to perform tasks more
efficiently than regular employees for keeping the company more competitive (Das
and Baruah, 2013). Some researchers believe that retaining employees is an
obligation to continue working in the same organization (Das and Baruah, 2013).
Retaining productive employees is able to help companies save cost in training and
retain a knowledgeable workforce with efficiency, therefore, it is crucial to running a
successful business (Johnson, 2015).

On the other hand, Bliss (2010) stated that the cost of employee leaving is estimated
at 1.5 times of the annual pay, at the same time, the cost of management and sales
positions is significantly higher than the salary of 200% to 250%. When a high-profile
employee or a higher number of employees, the cost may be enormous, resulting in
huge costs in the loss of key employees (Cote, 2013). Table 2.1 illustrates the specific
and intangible costs that organizations may face as a result of voluntary employee
turnover. According to Allen et al. (2010) Organizations need to invest more time,
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energy, and money so that new employees can reach the level of a dismissed

employee.

Intangible

Loss of workforce diversity

Diminished quality while job is unfilled

Loss of organizational memory

Competition from quitter, if leaving employee opens a new venture

Contagion, other employees decide to leave

Teamwork disruptions

loss of seasoned mentors

Tangible

HR staff time (e.g. salary, benefits, exit interview)

Manager’s time (e.g. salary, benefits, retention attempts, exit interview)

Accrued paid time off (e.g. vacation, sick pay)

Figure 2.1: Voluntary Turnover Costs Faced by Organizations

Source: Allen et al. (2010).

According to Hay Group’s press release, globally, it is expected that the turnover issue
will continue to exist, average employee turnover rate in the next five years is expected
to increase from 20.6% to 23.4% (Reynolds, 2014). According to the Bureau of labor
statistics of 2012, average term of office of employees aged 25 to 34 is 3.2 years, it is
1.4 years less than the average of all employees (Hoffman and Lublin, 2014). Basis
on the Global Audit Regulatory forum, talent attraction and retention are key trends
that have recently influence the global audit landscape (Asia One, 2015). According
to one study, companies with high retention rate are companies that report retention
rate more than 60%, while companies with low retention are those with report retention
rate less than 40% (Tower Watson, 2014).
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2.1.2 EMPLOYEE RETENTION IN CHINA

In China, the retention of employees is a key issue for employers from the survey on
Employee turnover rates in Chinese enterprises shows the average employee
turnover rate is 20.8% in 2016 (14.9% from active departure and 5.9% from passive
departure ) still at a high level (lee, 2018). The results of the survey show that
employees in China are becoming more and more demanding about the reasons for
staying in the company and their commitment to the company, therefore, this has led

to a very challenging ability to retain outstanding employees (Jiang, 2016).

According to Leigh Branham, chief executive of Retained Staff, 89% of managers
leave because of pay, but 88% of employees leave for other reasons (Mellinger, 2015).
The other seven reasons include: low growth opportunities, stress, overwork, lack of
appreciation, unfit for work, low executive support, and low management confidence
(George, 2015). Therefore, identifying these common problems are able to make
employees stay motivated and satisfied at work, making employees more likely to stay
in the company (Mellinger, 2015). According to some studies, monetary and non-
monetary factors found include compensation, social environment, working conditions,
relationship with immediate supervisors, training, and pressures from overwork,
flexible work arrangements, growth opportunities, trust and support (Shakeel and Buitt,
2015).

In general, the problem of employee turnover is addressed through the use of a well-
designed employee retention strategy (Cameron, Frew and Miller, 2010). However,
some researchers have extended this concept to an ongoing process, first by
recruiting suitable employees and then using some human resource practices to
increase investment and commitment to employers (Idris, 2014; Smith, Oczkowski and
Smith, 2011; Vaiman, Scullion and Collings, 2012). Das (2013) suggested that as the
competition between talents and excellent employees becomes increasingly fierce, it

is increasingly difficult to find excellent employees.

According to the Employer of Choice (2014), people will continue to work for
organizations that able to meet their needs, and determine what the organization
needs to provide and prepare for retaining top talent. Today's employees are

completely different from past employees. Past employees have no good opportunities
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(Tan, 2014). If employees are dissatisfied with the current job, employee will switch
jobs. A good employer should implement strategies to retain and attract employees
(Panos, Pouliakas and Zangelidis, 2014). This is crucial for employers. It allows
employees to stay motivated, avoid frequent job-hopping, and contribute to the

company's long-term success (Dileep, Hundre and Raj, 2013).

Therefore, employee retention is able to be summarized as a long-term plan taken by
an organization to ensure that the best employees are retained for the greatest period
of time to achieve business goals and maintain or gain stronger comparative
advantage (Tan, 2014). In addition, it is a concept that benefits both parties which are
employees and organizations (Shakeel and Butt, 2015).

Hence, organizations must come up with better starting points for retention rates such
as employee autonomous, rewards, learning, and development to improve
organizational performance to increase the relationship between HR practices and
organizational performance (Hamdia and Phadett, 2011). In addition, employees are
also able to be provided incentives such as compensation, bonuses and incentives to
encourage and encourage employees to stay in the same organization for a long time
(Anupam and Upasana, 2012). From the above, it is clear that the previous literature
Tan, 2014; Mellinger, 2015; Shakeel and Butt, 2015 has significantly demonstrated the
necessity and importance of retaining valuable employees to improve organizational
performance. However, it is also necessary to further study the issue of employee
retention, especially in the context of China. Therefore, this is also the focus of this
study.

2.2 INDEPENDENT VARIABLE FOR EMPLOYEE RETENTION

According to the existing literature, the employee retention rate is not only influenced
by one specific factor (Das, 2013; Irshad, 2011; Lee and Way, 2010). This view is
supported by meta-analysis done by Griffeth, Hom and Gaertner (2000) who found
that there are several factors that will leading employees to decide to leave or stay in
the organization.

From previous researchers Awan (2013); Brown et al. (2013); Sinha and Sinha (2012);

Zachariah and Roopa (2012) found their research that compensation and rewards, job
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security, training and development, work environment and organization justice are all
helpful reducing absenteeism, retaining staff and improving the quality of work. As
point out by Maertz and Campion (1998) in an empirical study done by waleed (2011)
stated that good relationship, a pleasant working environment and work-life balance

are key incentive variables that affect employee retention in the organization.

According to research done by Cave, Chung, and Choi (2013) explained that there are
four factors that have a significant influence on employee turnover intention, including
pays, job nature, job vacancies and organizational commitments. This finding is not
surprising because employee follow previous literature on job satisfaction and its
association with turnover intentions (Chen, 2010). Darkwa et al. (2015) pointed out in
their research that improving career development opposites, incentives, and providing
better working conditions will increase the retention rate of providers in rural and

remote areas.

In a study of Cyprus in 1500 the hotel staff found negative links between external
aspects of job satisfaction and intention to leave (Zopiatis, Constanti, and
Theocharous, 2014). Instead, negative links between intrinsic aspects and intention to

leave are not supported.

Hence based on the existing literature Daekawa 2015; Das, 2013; Waleed 2011, there
are many factors that influence employee retention and that all the factors identified
differs from one context to another. For an organization it is important to know which
factors are more significant to the specific organization that influence employee
retention before considering retention strategies (Mellinger, 2015). Therefore, for the
purposes of this study, the three factors which are work-life balance, compensation
and job satisfaction will be considered to determine employee retention for the tourism

industry of China based on literature re reviewed earlier.

2.2.1 WORK LIFE-BALANCE

In today’s business world, in order to be the competitive organizations, work life
balance practices being competitive advantage to retain talent (Gotaszewska-Kaczan,
2015). Work-life balance is able to be seen as the distribution of time and effort
between work and family, health activities, hobbies and other non-work needs (Barkar,

2015). The balance between work and life is to establish and maintain a healthy and
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supportive work environment, which will enable employees to establish a balance
between work and personal responsibility, thereby increasing employee productivity
and loyalty (Abercromby, 2015). The definition of work-life balance can be
distinguished among workers of different ages (Rosato, 2015). For older employees
or employees near the retirement age, employee think that the balance between work
and life is a regular vacation time and a weekend away from work (Grayson, 2015).
Young employees also enjoy the holidays, but employee also describe the balance
between work and life as being able to personalize working hours, including working
from home and at night, including personal dining table and office area decoration and
personalized work environment (Rosato, 2015).

Researchers have shown that if employees have work-life policies, the likelihood of
organizational commitment is higher, which may reduce the intention of employees to
leave the company (Coetzee and Stoltz, 2015). For the company, studying the
flexibility of the workplace is important because it is clear that retain young employees
by money is insufficient (Umamaheswari and Krishnan, 2015). Employees are willing
to sacrifice money for less time in order to work happier for the company (Neog and
Barua, 2015). For employees, it is important to strike a balance between work and life,
In terms of design and planning, the help of work policy makers is crucial to determine
the well-being of employees in the company's required working hours (Shakeel and
Barua, 2015).

Nowadays, Millennials account for the vast majority of the workforce and employee
demand flexibility and mobility in their work and life (Chiew, 2015). The balance of
work and life is especially important for Millennials who are accustomed to using social
media to arrange activities and long hours of work (Rosato, 2015). In many workplaces,
it is easy to implement flexible start and end hours, but there are complex and flexible
schedules such as telecommuting or four days per week (Heathfield, 2015). One of
the advantages of the flexible work system is to increase employee productivity and
ensure that employees participate in work at the right time (Lubna et al., 2014).

In previous study found that if some professional employees are allowed more time to
engage in other activities, employee will sacrifice a certain degree of success at work
(George, 2015). According to a study by Duxbury and Higgins, women are more likely

to have high levels of workload and stress (Abercromby, 2015). This is because
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women spend more on non-work activities such as caring for the elderly, taking care
of children and other major duties (such as housework) than men do every week
(Lebowitz, 2014). Although women have higher work-life family conflicts than men, the
number of work-life conflicts is increasing (Moran, 2015). For example, some working
mothers plan to work from home so that employee can take care of their children while
working (Lebowitz, 2014). The study also found that some professionals who have
had some success in their careers may focus on other more interesting things in the

next few years, also known as downshifting (George, 2015).

In addition, in a study have shown that work-related interference with families is a
serious problem because 60% of employees’ experience work-family conflict
(Abercromby, 2015). Besides, another study has also shown that heavy workloads
can lead to various stress-related illnesses, leading employees to make mistakes in
work, burnout, absenteeism, and resignation (Chiew, 2015). Organizing work-life
balance plans to help employees cope with stress is crucial (Abercromby, 2015).
Research on a global scale shows a flexible working environment will prevent 26% of
respondents from leaving the current jobs and will allow 45% of older employees to
continue working after retirement (Reynolds, 2014).

In China, work-life balance was found to be a factor in stress relief in the organization
of employees, which will lead to employee retention (Bakar et al., 2015). In addition,
there is positive relationship between work-life balance and employee willingness to

stay in the company in China (Sanjeevkumar, 2012).

Hence, according to literature, there are many studies (Abercromby, 2015; Bakar et
al., 2015; Chiew, 2015; Rosato, 2015) have shown that work-life balance influence
employee retention. Therefore, the researcher incorporated work-life balance into this

study.

2.2.2 COMPENSATION

Compensation is able to be defined as the combination of salaries, benefits that
employees receive at work (Johnson, 2015). Compensation can be in monetary or
non-monetary forms, including hourly pay, bonuses, annual salary, incentives and
benefits such as short-term disability insurance, group medical insurance, and pension

account contributions (Lister, 2015). The compensation plan may include several
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components, including basic salary, cash bonuses, incentives, and salary increases
(Mayhew, 2015). These compensation plans affect the company's retention rate,

employee satisfaction, and recruitment rate (Das and Baruah, 2013).

There are few federal laws that companies need to comply with, the owners of the
company should understand the important of compensation and basic laws in older to
remain competitive in the market (Johnson, 2015). For example, according to the
Equal Pay for Equal Work Act (1970), companies can still pay employees according
to their level or qualifications, which means that the company appreciates employees
who stay in the company for a long time (Johnson, 2015). This will encourage new
employees to engage with employees and plan to establish a career in the company
while preventing employee from moving from one company to another (Lister, 2015).
This is because if the company does not comply with the compensation law, the
company will face penalties, so it is necessary for the regulator to ensure that the

compensation given complies with the law (Johnson, 2015).

Efficient wage theory is widely used when companies retain capable employees at
salaries above the industry average wage rate (Waissman, 2015). Salaries are often
seen as a key factor in retaining employees (Samuel and Chipunza, 2010). The survey
found that the majority of respondents stated that the most important factor affecting
their departure from the current organization is the financial aspect (Strand and Dore,
2010). It was also found that respondents stated that the current organization’s wages
are too low, lack of increased wages, insufficient benefits, and unfair payments that
do not meet their experience or qualifications based on a given workload and salary
will lead emplyee to leave the current company (Chile’s Singer, 2012). Of particular
interest, few respondents claimed that job-based fair pay and valued, respected
benefits are the most important because employee feel that employee are
underestimated compared to other employees in the industry (Augsberger, et al.,
2012). Employers should provide fair compensation, a fair period can be defined as
the ability to provide competitive business benefits by controlling costs and the ability
to maintain, attract, motivate, and create compensation targets for skilled labor
(Carraher, 2011). In addition, it was also found that the key to retaining employees in

the service industry is based on the extent to which the company provides fair
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compensation, including transparency and compensation based on performance and
effort (George, 2015).

Globally, employee retention and other monetary rewards are not generous (36%),
dissatisfaction with the new welfare structure (36%), and dissatisfaction with the new
compensation structure (36%) are the main reasons for employee turnover; therefore,
this indicates that a fair and generous employee retention plan will help the company

retain its employees throughout the employee retention period (Tower Watson, 2014).

However, some researcher Smith (2011); Farooq and Hanif (2013) have found that
compensation is not an important factor in retaining employees. People find that
satisfaction with pay and promotion opportunities is not important, but their parameters
are still in the direction of prediction (Smith, 2011). In addition, Farooq and Hanif (2013)
also found that compensation is not a key factor in retaining employees. Although
there are few comparative opinions on influence compensation on employee retention,
compensation can still be studied in the case of tourist industry of China. Therefore,

this study uses compensation as one of the factors that influence employee retention.

2.2.3J0B SATISFACTION

According to Shea (2012) believes that job satisfaction is able to be divided into
intrinsic and external dimensions. In terms of internal job satisfaction, it able to refer
to employees' responsibilities, evolution, and recognition, and whether employee feel
that their work is fun or boring. External job satisfaction can refer to factors such as
salary, working conditions, and job security (Rajesh, 2016). Salary can be seen as the
biggest factor leading to the loss of employees (Nazdratu and Rosima, 2014). When
an employee faces unequal compensation, the number of jobs employee contribute is
the same as that of their colleagues, which often leads to the loss of employees
(Tusang and Tajuddin, 2015). External and internal job satisfaction has a significant
relationship with turnover intention (Shea, 2012).

When employee's extrinsic and intrinsic job satisfaction is low, it will lead to turnover
tendencies. Job satisfaction is defined as a mixture of physiological, psychological and
environmental conditions that gives people a real sense of satisfaction and well-being
in employees own work (Rajesh, 2016). In this way, it finds that job satisfaction is also

caused by internal people's feelings about their work (Shea, 2012). Therefore, its
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contribution to job satisfaction is mainly influenced by internal and external factors
(Happock, 1935). Unsatisfied employees will bring difficulties to customers in
improving service quality (Rajesh, 2016). Many studies (Rajesh, 2016; Fatt, 2010;
Karimi et al, 2015) have shown that low job satisfaction is related to turnover intentions
and is the main indicator of employee turnover. The reasons for leaving a job tend to
be dissatisfaction with compensation and benefits, work environment, supervision,
and colleagues (Shea, 2012). Employees’ job satisfaction can lead to behavior that
affects organizational performance (Rajesh, 2016). For example, a satisfied employee
will have higher productivity and do the best for the organization, while unsatisfied
employees will have negative results, such as often completing work in the workplace
(Karimi et al, 2015).

As Kapoor, amp; Solomon (2011) said that employees' satisfaction with their work is
determined by their good attitude toward the work environment and emotions. The
impression of an employee working actively is the work of the level goals of the
individual goals of the employees, which shows their expectations for the work and the
judgment on the contribution and outcome of the results at the same time (Voon, 2011).
However, their disappointment in their careers has led to fewer opportunities to take
over the job (Long, 2011).

However, job satisfaction accounts for only a small part of the actual ratio of the entire
turnover, even less than 15% (Noordin, 2010). In addition, some people think that job
satisfaction will definitely influence the employee's job-hopping intention (Fatt, 2010).
Due to the diversity of research, the research on job satisfaction is limited, and
employees are also recommended to further understand their own intention to leave
(Sakiru, 2013). At a deeper level, job satisfaction can be seen as an emotional
response of the employee to his job perception (Mohamed, 2010). Many variables
constitute the quantitative emotional basis of existence, if an employee feel the work
brings satisfaction and happiness is unlikely to resign (Meeks, 2010). Employees'
dissatisfaction and dissatisfaction condition is able to often be described as if
employee have an unsatisfactory job, researcher points out that ideal motivation,

stimulating work, and useful job support constitute job satisfaction (Noor, 2012).
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Hence, according to literature, there are many studies (Rajesh, 2016; Shea, 2012;
Noor, 2012) have shown that job satisfaction influence employee retention. Therefore,

the researcher incorporated job satisfaction into this study.

2.3 LINKAGE BETWEEN INDEPENDENT VARIABLE AND EMPLOYEE

RETENTION

In this study, the three factors that influence employee retention are compensation,
work-life balance and job satisfaction. These were the factors that have been research
most in majority of the industries and perceived to be very important for employee

retention.

2.3.1 WORK LIFE BALANCE AND EMPLOYEE RETENTION

Flexible workplace has become a new trend for business, if there is no flexibility in the
workplace, money is not the only factor that be able to keep employees longer (Leena
and Lissy, 2012).

According to Neog and Barua (2015), previous researches like Shoaib et al. (2010)
had come up with the viewpoint that of employees have the right to use work life
policies, employee will have greater organizational commitments, and these
employees will express their willingness with lower turnover intention. Cegarra-Leiva
et al. (2012) stated that organizations that support employees in maintain the
integration of family responsibilities and work enhance the willingness of employees
to stay in the organization. According to Neog and Barua (2015), through the use of
work and life processes, an organization is able to improve its ability to respond to
customer needs in order to better access services, while also enabling organization to
respond to change strategies to meet the needs of workers. In some countries, people
find women become more flexible at work comparing with men, employee are turning
to small companies and leaving the current big companies (Kumari, 2012). Basis on
Stone and Deadrick (2015), the balance between work and family plays an important

role in the retention of an organization’s employees.
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2.3.2 COMPENSATION AND RETENTION

In general, employees have high expectation about the compensation of the
organization employee are going to work for (Barua and Neog, 2015). In addition to
influencing employees, compensation plans is able to influence organizational
performance Compensation plan is able to influence organization performance by
influencing recruitment and retention (Mellinger, 2015). For example, basis on Zopiatis
et al. (2014) opinion, compensation contract basis on performance is able to attract
and retain high-performing employees and differentiate between high-performing and
low performing employees. According to Allen et al. (2010), compensation packages
are key factor influencing employee attraction and retention while in the recruitment

process.

However, Leena and Lissy (2012) recommended compensation not the only factor to
retain employees. Razzaq and Ramzan (2013) proves that it might attract employees
or workers into the organization, but it might not help to retain employees for a long
term. Balakrishnan and Vijayalakshmi (2014) stated using compensation attract and
retain employees become the most significant factor. It also supported by Tangthong
et al. (2014) that compensation is able to be a key factor in reducing turnover rate in

an organization.

Furthermore, another survey of 335 Maldivian civil servants found that salary is one of
the major factors affecting employee satisfaction (Naeem, et. al, 2011). However,
salary is not a key factor for retention doctor in private hospitals in Malaysia which
studied by Khoo (2014).

There is one researcher proposed that benefits, money and other forms of
compensation are used to retain, motivate and attract employees, to achieve
organizational objectives and aims globally (Barua and Neog, 2015). There is an
organizational research by Augsberger et al., (2012) stated that compensation and
salary satisfaction attitudes toward reward and benefit have become common
variables. Many employers believe that compensation is the main cost factor for
production, the employer think this is necessary incentive to attract suitable job
seekers and retain valuable employees, motivate employees and improve employee

performance (Carraher, 2011). The importance of compensation for retaining
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employees depends on the type of work and industry. For example, stockbrokers or
financial planners are more concerned with pay than those who work in non-profit
organization and healthcare, because their primary goal is to help the society
(Mellinger, 2015).

From a survey found that most respondents reported that the most important factor
influencing their departure from the current organization is financial aspects. (Strand
and Dore, 2010). From another survey that respondents complain the current
organization’s salary are too low, insufficient benefits and unfair payments that do not
meet their experience or qualifications based on a given workload and salary will result
in their leaving the current organization (Patra and Singh, 2012). Of particular interest
the fact that few respondents claim that fair compensation and benefits based on work
with value and respect are the most important because employee believe
underappreciated compared to other employees in the industry (Augsberger, et al.,
2012). The term of fairness can be defined as the ability to provide competitive
business benefits by controlling costs and the ability to maintain, motivate, attract and
create compensation targets for skilled labor (Moncarz et al., 2008). In addition, it also
found that the key to retaining employees in the service industry lies in the degree to
which the company provides fair compensation, including transparency and the

compensation based on effort and performance (George, 2015).

Globally, employee retention and other monetary rewards are not generous (36%),
dissatisfaction with the new welfare structure (36%) and dissatisfaction with new
compensation structure (36%) are the main reasons for employee turnover, therefore,
this indicates that a fair and generous employee retention plan will help the company
retain its employees throughout the employee retention period (Tower Watson, 2014).

Although there are few comparison views on employee retention due to compensation.
In the case of tourist industry of China, compensation can still be used as a research
object. Therefore, this study uses compensation as one of the factors that affect

employee retention.

2.3.3 JOB SATISFACTION AND EMPLOYEE RETENTION

There is a positive relationship between employee job satisfaction and employee
retention rate (Macintosh and Doherty, 2010). Cited in Jackson (2013), studies
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showed by Kim (2000); Kirby (2000); Wagner (2000) stated employees who are
satisfied with their work are more productive, creative and more likely to be retained
by the organization. Gaan (2011) said that organizational commitment is negatively
related to turnover intention and job satisfaction, negatively related to turnover

intention and significantly related.

According to Singh and Loncar (2010) indicated that pay satisfaction and job
satisfaction can influence turnover intention. Study conducted by Carison (2015)
believes that the voluntary departure within the organization is closely related to
employee satisfaction with the job. Arokiasamy (2013) believes that job satisfaction is
the main factor for resignation and benefits, management policies, colleagues’

influence and perception opportunities.

This is in line with studies for Pakistan, Thailand and India. The study found that
dissatisfaction with pay, career advancement and workload directly influence the
intention of employees to leave the organization (Balakrishnan and Vijayalakshmi,
2014; James and Mathew, 2012; Tangthong, Trimetsoontorn, and Rojniruntikul, 2014;

Zareen, Razzaq and Ramzan, 2013).

Another study of Malaysian hospital staff found that respondents were satisfied with
the six aspects of job satisfaction (supervisor support, colleagues, compensation,
management policies, job diversity, and pay) and their lower intention to leave (Alam
and Mohammad, 2010). Later, studies by Juhdi, Pa’'wanb and Hansaram (2013) also
supported this view.

In addition, a research of 191 employees working in a Pakistani business institution
found that age plays an important role in their job satisfaction and turnover intentions
(Bhutto, Anwar and Khawaja, 2012). Therefore, job satisfaction needed to be included

into this study to ascertain its influence on employee retention.

2.4 GROUNDED THEORY

2.4.1 HERZBERG TWO-FACTOR THEORY

Herzberg two-factor theory cited in Herzberg, Mausner, and Snyderman (1999)

considers organizational —based motivation variables that are responsible for job
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satisfaction of employee. Employee retention and turnover is able to be predicted by
using job satisfaction (Abayomi et al., 2011; Musso et al., 2014). Hertzberg’s two-
factor theory is an important theoretical framework, it attempts to explain the
motivation and satisfaction in the organization by showing that satisfaction and
dissatisfaction are driven by different factors (motives and hygiene factors) (Herzberg,
1959). As shown in Figure 2.2.

MOTIVATORS

Satisfaction Mo Satisfaction

HYGIENE FACTORS

Mo Dissatisfaction Dissatisfaction

Figure 2.2: Herzberg’s Satisfaction- Dissatisfaction Continuum

Source: Herzberg (1959).

Motivation factors are the aspects in the work that allow people to execute and transmit
decisions to continue or to exit the organization, these incentives are considered to be
inherent content work, including variables such as achievement, responsibility,
development, growth (Samuel and Chipunza, 2009). On the contrary, unsatisfactory
experiences are called “hygiene” factors, which are mainly caused by external, salary,
non-job related factors such as company policy, colleague relations and management
style (Faustina, 2012). Herzberg believes that eliminating the cause of dissatisfaction
(through hygiene factors) does not lead to a satisfactory state; instead, it leads to a
neutral state; satisfaction (and motivation) is only generated by the use of intrinsic

motivation variables (Herzberg, 1959).

According to Raju (2014), understanding a job from different dimensions that might be
improve the job satisfaction, or at least reduce dissatisfaction which will be the first
step in designing strategies to retain high-quality employees. Ewen et al. (1966) used
Herzberg two-factor theory to test job satisfaction. From a study of Maidani (1991)
used two-factor theory to compare the job satisfaction of employees in public and

private sectors. Herzberg’s theory was used to study the satisfaction of business
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student (Oscar et al., 2005). Maddox (1981) studied on consumer satisfaction by using
Herzberg’'s theory. From the above, the Herzberg's (1959) two-factor theory as a
grounded theory is able to support the independent variable of job satisfaction as

satisfaction is a key aspect of the theory.

2.4.2 SOCIAL EXCHANGE THEORY

According to social exchange theory, employment relationship is formed by social or
economic exchange (Aryee et al., 2002; Cropanzano et al., 2003). In the economic
exchange relationship refers to the use of economic benefits in exchange for the
employee’s work efforts, which are usually protected by legal contracts (Dirks and
Ferrin 2002). On the other hand, social exchange be regarded as a “voluntary behavior”
occurred by treatment of its employees and expected employees to be obliged in

return the organization for good deeds (Gould and Davies, 2005).

Organizational commitment and participation believes that individuals are attached to
their organization in return for a certain return on the organization from exchange
approach perspective (Cropanzano and Mitchell, 2005). From this perspective,
employees enter the organization with specific skills, aspirations, and goals, and
expect to find an environment in which skills is able to be used while being able to
achieve a career (Dirks and Ferrin, 2002). From an employee’s point of view,
perceptions of good exchanges and rewards are expected to lead to increased
participation in the organizations. On the other side, organization fails to provide
sufficient incentives in exchange for the efforts of staff, it may result in a reduction in
the participation of the organization (Masterson et al., 2000). From this point of view,
social exchange theory believes that employees respond to the perceived favorable
working environment that their behavior is conducive to the organization and other
employees, similarly, employees will also respond to unsatisfactory working conditions
with negative work attitudes (such as absenteeism); prepared to withdraw from
organization to retaliate against dissatisfaction (Abu Bakar, Dilbeck, and McCroskey,
2010; Gerstner and Day, 1977).

Social exchange theory also be applied to interpret employees’ attitudes towards the
organization (Vargo and Lusch, 2004). This means that individuals who decide to
become and continue to be part of the organization depend on their fair sense of
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balance between organizational incentives and employee contributions (Baran,
Shanock, and Miller 2012). According to Sluss et al. (2008) unless employees believe
employee are being treated fairly, otherwise staff will not make a commitment to the

company.

For example, as the famous hotel operator Marriot (2014) stated that the state will take
good care of employees and employee also take care of customers, therefore,
employee have been ranked as the most suitable place for employees to work (Forbes,
2014). Besides, this concept has attracted the attention of many organizations that
have actually helped employee gain competitive advantage in the competition,
including Umpqua bank (Davis, 2007) and Google Inc. (Google, 2014). This is
consistent with the theory of social exchange, the basic point of this theory lies in the
trust, mutual commitment and loyalty between employees and employers (Blau, 1964).
In other words, the most important point for retaining employees is to always treat
employees in the way that let the employee feel important to the company.

The social exchange theory as a fundamental theory can support this study as it
relates to the interactions between employee and organization (Gould and Davies,
2005) whereby the work-life balance and compensation are results of such exchanges
between the employee and the organization, as well as job satisfaction can also

support by social exchange theory.

2.5 GAPS IN THE LITERATURE

Many researchers (Aruna and Anitha, 2015; Michael, Pronce and Chacko, 2016;
Yamamoto, 2013) conducted research on topic related to employee retention. Early
discussion of the definition of employee retention and factors influence employee
retention. However, there are still having some research gaps on employee retention
issues. Many studies have conducted research on employee retention in different
industries such as such as manufacturing (Patah, Abdullah, Naba et. al., 2010; Saeed
et el., 2014; Van, 2001) and limited research on employee retention in tourist industry
of China. In the term of industry, there are limited studies on tourism company
consultancy forms in China, which means that the industry needs to conduct relevant
studies by providing guidance for the management of tourist industry companies.

Therefore, this study has academic gaps in this area. Through this study, it will help
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the business owner in tourist industry of China by proving the information that needed

to understand on the factors influence employee retention.

2.6 CONCEPTUAL FRAMEWORK

Based on the literature reviewed, a research model is developed as shown in Figure

Independent Vanables

Work Life Balance H1

Dependent Vanable

Compensation H2 _| Employee Retention in

| tourist industry of china

Job Satisfaction

H3+H4

Figure 2.3: Conceptual Framework

2.7 HYPOTHESES

H1: There is a significant relationship between job satisfaction and employee

retention in the tourist industry of China.

e H2: There is a significant relationship between work-life balance and employee
retention in the tourist industry of China.

e H3: There is a significant relationship between compensation and employee

retention in the tourist industry of China.

e H4: Job Satisfaction has the highest significant relationship with employee

retention in the tourist industry of China
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2.8 CONCLUSION

This chapter reviews the existing literature on employee retention. In addition, it also
elaborated on the various factors influence retain employees as well as contributed to
the employee retention in tourist industry of China has been discussed. The next

chapter will explain the research methodology.
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CHAPTER 3: RESEARCH METHODOLOGY

3.0 OVERVIEW

In this chapter, the research methodology used in this study will be discussed. First of
all, research design will be reviewed and linked back to the research framework of the
research which mentioned in the earlier chapter. The sampling method and analysis
techniques are to be used to study the analysis tools are reviewed in older to ensure
that questions, as well as unit of analysis and time horizon which adapted for this study
is reviewed to ensure that strategies are appropriate for this study. In addition, testing,

data analysis approach and instrument development will be reviewed.

3.1 RESEARCH DESIGN

The objectives of research design is mainly focus on examine the key success factors
influencing employee retention in tourist industry of China. Research design is
significate to the researcher where research design will as a guide to conduct and
achieve the objectives of the research (Sauders,Lewis and Thorinhill, 2012). As shown

in the Figure 3.1 the research design used for this study.
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Figure 3.1: Research design Framework

Source: Sekaran and bougie (2016)

According to a research conduct by Cooper and Schindler (2011) have identified three
types of research design, including explanatory, descriptive and exploratory research.
When the researchers need to describe characteristics of a group phenomenon and
then build a relationship between the selected variables, descriptive research should
be selected (Saunders, 2012). This study will use descriptive research centered on
data collection by using method of distributed survey to conduct statistics and
guantitative analysis of the data obtained. Using quantitative methods in older to the
researcher able to reach a wide range of interviewees in a short time (Sekaran and
Bougie, 2016).

In addition, researcher must follow research paradigms that support methodological
descriptions. Therefore, this study will use the deductive method to test hypothesis
based on the established framework (Saunders et al., 2012). Hence, the essence of
this study is basically a correlation design aimed at establishing the relationship
between independent variables and dependent variables in this study (Kumar, 2010).
As Saunders et al. (2012) stated that if the relationship between variables can be
determined, the most appropriate method is to conduct relevant research.

Furthermore, the extent of researcher interference for this research is minimum, as
the research conduct in the nature environment which in the normal work of the
respondents, there is minimum interference. In addition, the setting of the study is
treated as non-contrived that it wants aim to seek the options of the respondents via

guestionnaire within the work environment, and there is no manipulation.

3.2 UNIT OF ANALYSIS AND TIME HORIZON

3.2.1 UNIT OF ANALYSIS

Unit of analysis define as a major unit of investigation and analysis used by
researchers in the study, such as organization and individual (Zikmundet et., 2012).
The units of analysis will vary from one study to another. The focus of this study is
distribute questionnaires for the employees who working at tourist industry of China.

Therefore, the results collected by each respondent should be unique, since the
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respondents are come from different organization. Hence, the unit of this study is the

individual, and not the organization.

3.2.2 TIME HORIZON

In term of time horizon, since the research data is collected from employees work at
tourist industry by distribute online questionnaires, data collect from each of the
employee once only. This is cross sectional time horizon. According to Saunders et al.
(2012) stated that cross-sectional study is a study of particular circumstance at a
specific time.

3.3 SAMPLING DESIGN

Sample design can be defined as a road map or framework which the foundation of
choosing sample, influence on other important aspects of survey (Sekaran and Bougie,
2016). In this context, the researchers interested in some interest groups in the
investigation of some types of information (Saunders et al., 2012). Researcher must
to define a sampling framework to represent the population of interest and then extract
samples from the sampling framework (Diego, 2011). Sample design can be defined
as a framework, or road map which was the basis for selection of the survey sample
and have influence on other important aspects of the survey (Sekaran and Bougie,
2016). Under the background, there are interesting for researchers to getting some
type of information from surveys of certain populations of interest (Saunders et al.,
2012). Researcher must to define a sampling frame to represent the population of
interest and then investigators took samples from sampling frame (Diego, 2011).
Choosing an optimal sample design can increase the efficiency of research by
researchers and finish the survey in a limited time. According to Shan (2012), the

sample may be more accurate than a census in the research.

The population under this research is focusing on the employees who are working in
tourist enterprise of China. According to the data from the national bureau of statistic
of China, there are more than 1.5 million employees work at tourist industry of China
(Bureau of statistic, 2018). Therefore, the sample framework of this study will be those

employees.
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3.3.1 SAMPLING PLAN

Sampling created the data collection process is simple and effective, which is divided
into two main types of sampling techniques namely the probability sampling and non-
probability sampling (Sekaran and Bougies, 2016). Probability sampling refers to
single part of population with the same probability and non-probability sampling is refer
to the selection of elements based on equal opportunity selection in older to be
selected (Cooper and Schindler, 2011). However, there is no limit on the probability
sampling and simple random sampling is considered one of the most effective way
because of considering of the crowd every individual is known, and have equal to
probability that the selected (Sekaran and Bougie, 2016). This research will be focused
on the non-probability sampling method where it used convenience sampling strategy
in the distribution of questionnaire through friends and relatives who work at tourist
industry, because researcher has many relatives and friends who are the target
population of this research.

Using convenience sampling method, it is in a cost effective manner and will help the
researcher collecting data in a short period of time (Saunders et al., 2012) and
convenience provided to a wide range of respondents to improve the response rate
(Bryman and Bell, 2011) solved the time limitation faced by researchers to a certain

extent, which was also the main limitation of this study.

3.3.2 SAMPLE SIZE

To determine an appropriate sample size is significant to the research because the
sample size influenced the feasibility of the study, the correct calculation has
significant influence on the power and effectiveness of the results (Meysamie et al.,
2014). For this study, the sample size was determined by the guidelines established
by Krejcie and Morgan (1970) as shown in the Figure 3.3, in which the minimum
sample size of 1.5 billion employees would be about 384 (Kenpro, 2012). Hence, in
this research will be distribute 385 questionnaires among the employees in the tourist
industry of China.
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A questionnaire is one of the data collection method as a very useful tool, especially
by respondents in the survey to get different point of view, data collection method are
divided into two kind data which are primary data and secondary data (Zikmund et al.,
2013). The accuracy and effectiveness of the information obtained from questionnaire

Figure 3.3: determining sample size of a known population

Source: Krejcie and Morgan (1970)
3.4 QUESTIONNAIRE DESIGN

and interview are comparable (Sekaran and bougie, 2016).

For this study, conducted a questionnaire on employees working in tourist industry of

China. The online survey form will be established through tencent.survey.com which
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widely used in China. At the same time, the questionnaire links or QR code will be

share via social media on the internet. The respondents will remain anonymous. In

addition, according to Zikmund et al. (2010) stated that the survey should be

conducted through voluntary participation, in order to avoid invalid result because

voluntary will let respondent answered in the stress-free environment, hence the

respondents reflects the real thinking. The target respondents of the study will fill up

the questionnaire during free time such as lunch break. The table of questionnaire

design shown in Figure 3.4.

Section Items No. of Reference
Questions
A Demographic 4 Milman (2003); Hooi (2007)
Profile
B(Dependent 4 Kalbers and Cenker (2007); Nouri
Employee
Variable) . and Parker (2013); Khoo (2014);
retention
Robinson et. al. (2014)
C(Independent | Work-life 4 Netemeyer et al. (1996); Clark
Variables) balance (2002); Milman (2003); Toit and
Coetzee (2012); Wu et al. (2013);
George (2015)
isfacti 4 .
Job satisfaction Milman (2003)
Compensation 4

Luscombe, Lewis and Biggs (2012);
Johnco et al (2014); Khoo (2014);
George (2015)

Figure 3.4: table of questionnaire

Source: Adapted from Milman (2003); Hooi (2007) Netemeyer et al. (1996); Clark (2002); Toit and
Coetzee (2012); Wu et al. (2013); Luscombe, Lewis and Biggs (2012); Johnco et al (2014); Khoo (2014);
George (2015); Kalbers and Cenker (2007); Nouri and Parker (2013); Robinson et. al. (2014).
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3.5 PILOT TEST

Polit et al. (2001) defined Pilot test as preparation for trail runs or small versions of
trials for main studies. Besides, Baker (1994) stipulated that Pilot test or studies were
normally used for experimental research instruments and that the ideal sample size
for experimental research was said to be 10-20% of the actual sample size. According
to De Vaus (1993), experiments can help reduce risks and warn researchers in specific
areas where research may fail. In short, since the sample size used in this study is
385 therefore the experiment will be conducted on 40 employees engaged in tourist

industry of China.

3.5.1 PILOT TEST: FACTOR ANALYSIS

Data collected will be run under factor analysis. According to Zikund et al. (2013)
stated that factor analysis is a technique that can count reduction factors from a large
number of measurement variables. The factor analysis involving KMO Bartlett
sphericity test which used to determine the collection of data and the structure of the
program is not relevant and suitable for further analysis (Kumar, 2010). When doing
the factor analysis will be separate IV and DV in this research, it will required both IV
and DV must above 0.60 and significant in Bartlett’s sphericity test to show that sapling
adequacy of items within the structure is acceptable (Pallant, 2013). If between 0.6
and 0.5 is can be acceptable for the research, it shown in the table 3.5.

Kaiser-Meyer-Olkin (KMO) | Comment
Measure of Adequacy

0.9 Marvelous
0.8 Meritorious
0.7 Middling

0.6 Mediocre
0.5 Miserable
<0.5 Unacceptable

Table 3.5: KMO Measure of Adequacy

Source: Pallant (2013)
According to Hair (2014) stated that communalities can be interpreted as the

proportion of each variable’s variance, it represent a scope of items related to all the
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other items. Higher communalities are better, and lower communalities values (less
than 0.5) may not be significant load on any factors. Communalities value should be
above 0.60, however due to the small sample size in the pilot test, the loading factor
of 0.5-0.6 is acceptable (Zikund et al., 2013). Eigenvalues is another value to evaluate
the IVs are the valid factor, the eigenvalue for each of the IV have to great than 1 (Tasir
et al., 2012). In this study, there are three IVs so that the eigenvalues of the three IV

must above 1 otherwise the 1V should be reconsidered.

3.5.2 PILOT TEST: RELIABILITY

Reliability is seen as a measure of consistency based on the concept of collected data
(Bryman and Bell, 2011).

In this study, the journey and research paper mostly come from well-known and
recognized platforms such as scienceDirect, Ebscohost and Emerald, which can
guarantee the reliability of the information collected. Other online information can only
be obtained from official websites, such as those related to the government, which are

usually highly reliable.

In addition, the reliability of this survey will be measured by Cronbach Alpha test.
Cronbach Alpha is the most commonly used measurement instrument for consistency
between items (Zikmund et al., 2010). The acceptable value of Cronbach Aloha is
between 0.70 and 0.95, the more higher the more reliable the statistical result (Tavakol
and Dennick, 2011). Before the main distributing questionnaires, will try to predict the
reliability of the survey before the test stage (Zikmund et al., 2010). There are 40
guestionnaires distributed for the employees who work in the tourist companies, the
data collected by Cronbach Alpha test if the reliability is low, due to a lack of
understanding the relative question should be remove or reviewed. The process if
referred to as the main event before the “dress rehearsal” (Gay, Mills and Airasian,
2010). And Zikund et al. (2010) emphasize that the pre-test not important before the
test but it is important to ensure that the subsequent interviewees know and
understand the questions. Such pre-tests will also enhance the surface validity,

because this process at least from a small of the respondents.
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3.5.3 PILOT TEST: CORRELATION MATRIX

According to Sekaran and Bougie (2016) defined correlation matrix is a table which
showing the correlation coefficients between each of the variables and used to
calculate the correlation coefficient of matrix columns. Checking the correlation matrix
is significant for the research because it helps the researcher remove the independent
variable which is correlated and dependent variables which non-correlated in the study
(Bommarito and Duran, 2018). From the statistical result which required correlation
coefficients between independent variables cannot exceed 0.7 means that each of the
IV should correlated and correlation coefficients of dependent variable must higher
than 0.7 means that DV must correlated each item (Braman and Bell, 2015).

Correlation matrix table will be shown in the following Chapter.

3.6 MEASUREMENTS

Measurement is defined as a perdition process describing certain properties of the
sample target phenomenon (Pallant, 2013). Based on Sekaran and Bougie (2016)
stated that after the prediction of the survey results, a data sequence will be given and
the guantitative research is required statistical significance. In this research, it is a
guantitative research various tests and measurements will be used in this research to
analyze the data collected from the questionnaire distributed. These tests could be
divided into descriptive information (demographic profile), preliminary tests,
hypotheses tests, and other confirmatory or supporting tests (Sekaran and Bougie,
2016).

3.6.1 DESCRIPTIVE INFORMATION

Descriptive information is also part of measurement for the research can be called as
descriptive statistics, which interpreted as the original data produced creative results
from the research process (Yockey, 2010). Descriptive statistics often said with the
descriptive content to these key factors together (Green, 2010). Usually, describe
content from relevance and important to the research topic (Noru, 2012). In this
research, the majority descriptive content are from demographic profile which include
age, years in current company and position of the respondents. The purpose is to help
the researcher get to know about the population better under the research (Bonaldo
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and Pereira, 2016). Since the population is the employees who work at tourist
companies of China, age is one of the demographic question selected because
according to Das (2013) stated that different generation with different expectation of
the job. Besides, according to Carlson (2015) position and year of employee at current
company are all the factors that influence the group of respondents, such as senior

employee are low turnover rate than the junior.

3.6.2 PRELIMINARY TESTS

According to Sutton and Austin (2015) define preliminary test as a statistical tool to
help the researcher prove effective of statistic results, which should have contributions
practical and reliable conclusions for this research. The factor analysis and reliability

test will run at this section to improve and enhance the results.

3.6.2.1 FACTOR ANALYSIS

Factor analysis is a technique that statistically identifies a large number of
measurement variables and reduces the number of factors (Zikmund et al., 2013).
These correlation coefficients are called loadings (Cooper and Schindler, 2010). This
means that the thumb rule of loading should be greater than 0.6 (Hair et al., 2014).
Several authors also used factor analysis test in the same research project (Dhar,
2015; George, 2015; Paille, 2012). KMO Bartlett spherical used in this study to
determine the contents of the collected data and objects within the relevant factors for
further analysis in which the factor loading and KMO Bartlett spherical must more than

0.60 or the eigenvalue must be greater than 1 (Kumar, 2010).

In addition, the common divisor of factor analysis in SPSS software should be greater
than 0.6, and in older to continue the analysis. The term less than 0.6 should be
deleted (Field, 2015). Factor analysis is performed prior to reliability testing to ensure
that any item does not conform to the rules of thumb will be deleted for future analysis
(Zikmund et al., 2013).

3.6.2.2 RELIABILITY TEST

Reliability testing is conducted for the purpose of measuring stability, internal

consistency and underlying error of measurement, in this assessments, the term of
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reliability is evaluated by Cronbach Alpha (Sekaran and Bougie, 2016). According to
Hair et al (2010) believe that the reliability of each scale was between 0.70 and 0.90
where with good reliability and within the recognized range. Reliability testing is also

used by other authore to evaluate employee retention rates (Nawab and Bhatti, 2011).

3.6.3 HYPOTHESES TESTING

Hypotheses testing is defined as statistical tool to test whether the hypotheses is
significant by comparing it with null hypotheses that are valid only if the probability is
lower than the predetermined level of significant (Sekaran and Bougies, 2016). In the
other words, statisticians use hypothesis testing to test whether a hypothesis is
acceptable (Zikmund et al.).2013).This is important because a hypothetical test can
help researchers think about finding a research goal and ensure that the whole
research process remains scientific and reliable (Park, 2017).The hypothesis testing
function is to evaluate two mutually exclusive statements to determine which is most
supported by sample data (Sekaran and bougie, 2016).In addition to multiple linear
regression, One-way ANOVA, the beta coefficient will be used to test all hypotheses
and ensure that employees retention (DV) and three independent variables, as well as
the factors that influence DV and IVs. In addition, by highlighting the most significant
variables, it is helpful to identify the variance reflected by independent variables and

dependent variables (Pallant, 2011).

3.6.3.1 MULTIPLE REGRESSION

Multiple regression analysis is applied to the development of equations to estimate
self-weighting, It points out the value of a reliable variable from the value of an
independent variable (Cooper and Schindler, 2011).The path coefficient represents
the ratio and interval variable between power and trend estimated by the linear
association (Zikmund et al.,2013).The prefixes of coefficients from +1 to -1, + and -
represent the direction of the relationship, while the greater the number of coefficients
indicates the strength of the more closely related relationship (Saunders et al.,
2009).The significance of p<0.05 is a socially determined and generally accepted level
(Sekaran and Bougie, 2010).

In addition, determinant coefficients provide information on how well the regression

model fits, and provide the percentage change of reliable variables explained by
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changes in independent variables (Saunders et al., 2009).If it is close to 1, the
regression model can explain the most variable parts of the reliable variables.
However, if it is close to 0, the regression model cannot explain most of the changes
(Sekaran and Bougie, 2010).Multiple regression analysis was also used by other

researchers of the same research topic (Nawab and Bhatti, 2011).

3.6.3.2 BETA COEFFICIENT

A standardized beta coefficient is defined as a statistical tool to determine how strongly
each of independent variable (IV) influence on the dependent variable (DV), through
it , the higher the value of Bata coefficient is , the stronger influence the IV has on the
DV (Sekaran and Bougie, 2016). As for this research, Beta coefficient is necessary for
identifying the influence strength that the three influencing factors of job satisfaction,
work-life balance and compensation have on the employee retention in tourist industry
of China.

3.7 CONCLUSION

To conclude, this chapter elaborates the research methodology to be used in the
research process and conducts quantitative analysis on the biographical details of
interviewees. This chapter mainly introduces the research design, construction and
management of questionnaire. It also examines how sample selection works.

Research finding will discuss in the following chapter.
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CHAPTER 4: RESEARCH FINDINGS

4.0 OVERVIEW

This chapter discuss about the analysis and finding of data collected from the
employees who are working in the tourist industry of China. The analysis of the results
will be rendered by SPSS and Microsoft Excel to group the data which was derived
from the Likert scale in used in the questionnaire. Tables, bar charts and pie charts
were also used to illustrate the results obtained from the survey respondents. This will
help provide important information and further interpretation of the findings to clarify

and fully understand the data collected in connection with the proposed study.

4.1 PILOT TEST

Before distrusting the final research questionnaires to the respondents, a pilot test was
done by using 40 people who were the employees in tourist industry of China. Pilot
test is able to help to minimize the risk of failure in specific areas studied (De Vaus,
1993). The sample size for pilot test is around 10%-20% of the sample size for the real
study (Baker, 2010). In this research, since the sample size used in this study is 385
therefore the experiment will be conducted on 40 employees engaged in tourist
industry of China.

4.1.1 FACTOR ANALYSIS

Based on Table 4.1 below, it shows that all the values in communalities are more than
0.6, which means that questions that has been given to the participants are valid.
Higher communalities are better, and lower communalities values (less than 0.5) may
not be significant load on any factors. Communalities value should be above 0.60,
however due to the small sample size in the pilot test, the loading factor of 0.5-0.6 is
acceptable (Zikund et al., 2013).

Items Initial |Extraction

| do not intend to quit my job within the short term. 1.000 |.705
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| am unlikely to look for different organization to work in the short term.

| will not leave my current company even | get a more attractive salary.

| am likely to complete my career with this organization.

| am satisfied with the support and recognition | receive from co-workers.

| am satisfied that my job allows me to continuously learn and improve

Imyself.

| am satisfied with the support and encouragement given by my superior.

|Overall, | am satisfied with my job.

My supervisor supports me in balancing the demands of my job with my|

personal life.

Stress from work is acceptable, and | can balance my job with my family.

friendships.

|Overall, my job provides me with the required work-life balance.
|Compensation package offered by my organization is very attractive.
Compensation package offered by the organization motivates for better

employee performance.

lequitable.

package.

Stress from work is within manageable levels to enable me to form|

The company’s overall compensation and rewards systems is fair and|

Overall, | would work in a company which offers better compensation|

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000

1.000
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Table 4.1 Communalities for Pilot Test

The factor analysis involving KMO Batrtlett sphericity test which used to determine the
collection of data and the structure of the program is not relevant and suitable for
further analysis (Kumar, 2010). When doing the factor analysis will be separate IV and
DV in this research, it will required both IV and DV must above 0.60 and significant in
Bartlett's sphericity test to show that sapling adequacy of items within the structure is
acceptable (Pallant, 2013). If between 0.6 and 0.5 is can be acceptable for the

research, it shown in the Table 4.2.

KMO and Bartlett's Test for DV

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 797
Bartlett's Test of Sphericity Approx. Chi-Square 170.090
df 6
Sig. .000
KMO and Bartlett's Test for I1Vs
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 805
Bartlett's Test of Sphericity Approx. Chi-Square 490.994
df 66
Sig. .000

Table 4.2 KMO and Batrtlett’'s Test for Pilot Test
4.1.2 RELIABILITY ANALYSIS

The reliability of this survey will be measured by Cronbach Alpha test. Cronbach Alpha
is the most commonly used measurement instrument for consistency between items
(Zikmund et al., 2010). The acceptable value of Cronbach Aloha is between 0.70 and
0.95, the more higher the more reliable the statistical result (Tavakol and Dennick,
2011). However, in the pilot test with a small sample size, as shown in Table 4.3
(Please refer to Appendix B), 0.6 was also considered acceptable as mentioned by

Hair et al. (2010). Hence, the whole questionnaire was reliable.

Variables Cronbach’s Alpha Number of Items
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Job Satisfaction

0.910 4
(Independent variable)
Work Life Balance

0.915 4
(Independent variable)
Compensation

0.723 4
(Independent variable)
Employee Retention

0.914 4
(Dependent variable)
All Variables 0.944 16

Table 4.3: Summary of Results of Reliability Analysis
4.1.3 CORRELATION ANALYSIS

According to Sekaran and Bougie (2016) defined correlation matrix is a table which
showing the correlation coefficients between each of the variables and used to
Calculate the correlation coefficient of matrix columns. ). From the statistical result
which required correlation coefficients between independent variables cannot exceed
0.7 means that each of the IV should correlated and correlation coefficients of
dependent variable must higher than 0.7 means that DV must correlated each item
(Braman and Bell, 2015). Correlation matrix table will be shown in below (Table 4.4).
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DV1 Dv2 DVv3 DV4 V1.1 V1.2 V1.3 V14 V2.1 V2.2 V2.3 V2.4 V3.1 V3.2 V3.3 V3.4
DV1 1 .922" .316" .149 .468™ 122 212 .266 .325" .003 124 .509™ 495" .265 .390™ .179
Dv2 .922" 1 371" 117 459" 077 .158 .190 .336" .089 .201 .469™ .554™ .386™ 513" .237
DV3 .316" 371" 1 432" 242 -.027 -.010 -.205 .104 .227 247 .357" 277 117 .198 .237
DV4 .149 117 432" 1 .129 -.198 .024 .070 .226 331" .366™ 442" .269 .306" .208 313"
V1.1 468~ .459™ .242 129 1 .284" .252 .198 .283" -.053 -.050 214 .102 .050 312" .081
V1.2 122 .077 -.027 -.198 .284" 1 .459™ .190 -.053 .038 .057 135 131 .102 173 -.006
V1.3 .212 .158 -.010 .024 .252 .459™ 1 506" .244 .138 .390™ .406™ .152 .189 .102 .354"
IvVi.4 .266 .190 -.205 .070 .198 .190 .506™ 1 .589™ .166 .257 167 .228 .251 .286" .179
Iv2.1 .325 .336" .104 .226 .283" -.053 .244 .589™ 1 .161 4227 215 .196 .210 .388™ .198
V2.2 .003 .089 227 331 -.053 .038 .138 .166 .161 1 .460™ .440™ 247 337" .309" .604™
V2.3 124 .201 247 .366™ -.050 .057 .390" .257 422" 460" 1 484" .270 401" .341" 514"
IvV2.4 .509" 469" .357" 442" 214 135 406" .167 .215 440" 484" 1 .640™ .535" .225 .698"
V3.1 495" .554" 277 .269 .102 131 .152 .228 .196 .247 .270 .640™ 1 .502" .389" .398"
V3.2 .265 .386" 117 .306" .050 .102 .189 .251 .210 .337" 401" .535" .502" 1 456" .605™
V3.3 .390" 513" .198 .208 312 173 .102 .286" .388" .309" .341" .225 .389" 456" 1 .348"
V3.4 179 .237 .237 313" .081 -.006 .354" .179 .198 .604™ 514" .698™ .398" .605™ .348" 1

**Correlation is significant at the 0.01 level (2-tailed).

*Correlation is significant at the 0.05 level (2-tailed).
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4.2 Response Rate

A total of 385 questionnaires were distributed via online to the employees working in
the tourist industry of, China, This research will be focused on the non-probability
sampling method where it used convenience sampling strategy in the distribution of
guestionnaire through friends and relatives who work at tourist industry, because
researcher has many relatives and friends who are the target population of this
research.

There are 300 out of 385 questionnaires was received by research which achieved a

response rate of 77.9%.

Total Questionnaire Distributed 385
Total Questionnaire Received 300
Respond rate 77.9%

Table 4.5 Summary of the response rate

4.3 DEMOGRAPHIC PROFILE OF RESPONDENTS

The demographic characteristics of the respondents were analyzed and transformed
into a presentable manner as illustrated in Table 4.6 (more details please refer to the
tables and figures as below), by using descriptive statistics. The information accounted
for include the respondents’ gender, age, tenure, and the monthly salary that they

currently earn.

Frequency | percentage
Demographic Categories
n = 300 (%)
Male 95 31.7
Gender
Female 205 68.3
21-30 years 93 30.9
Age
31-40 years 121 40.3
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41-50 years 81 27.0

Above 51 years 5 1.7

Below 3 years 102 33.9

3 to 5 years 77 25.7
Length of Services

6 to 10 years 65 21.7
(Tenure)

11 to 15 years 38 12.7

Above 16 years 1 6

Below 3500 RMB 191 63.5

3500 — 6000 RMB 79 26.2
Monthly Salary (RMB)

6001 — 10000 RMB 12 4.0

Above 10000 RMB 18 6.0

Table 4.6 Demographic Profile of Respondents

4.4 PRELIMINARY DATA ANALYSIS

According to Sutton and Austin (2015) define preliminary test as a statistical tool to
help the researcher prove effective of statistic results, which should have contributions
practical and reliable conclusions for this research. The factor analysis and reliability

test will run at this section to improve and enhance the results.

4.4.1 FACTOR ANALYSIS

Factor analysis is a technique that statistically identifies a large number of
measurement variables and reduces the number of factors. Where Kaiser-Meyer-
Olkin (KMO) followed by Bartlett’s tests used in this study to determine the contents
of the collected data and objects within the relevant factors for further analysis in which
the factor loading and KMO Bartlett spherical must more than 0.60 (Kaiser, 1974 cited
in Pallant, 2011). Where the significance value for Barlett’s test should be of p < 0.05.

Besides, communalities and component matrix are tested to verify the validity of the
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study structure. Therefore, the communalities value should be greater than 0.5 and

component matrix correlation should be greater than 0.4.

Overall
C t KMO Barlett
Number omponen arlett’s
Communalities . Measure | =
Variables of matrix significance
. (>0.5) i
questions (>0.40) | adequacy | (P <0.05)
(>0.60)
Job 0.915 >
4 0.837 > 0.925 0.867 0.000
Satisfaction 0.936
Work Life 0.912 >
4 0.832 > 0.921 0.872 0.000
Balance 0.960
0.513 >
Compensation 4 0.563 >0.912 0.774 0.000
0.955
Employee
retention in
0.829 >
Tourist 4 0.687 > 0.807 0.770 0.000
0.898
industry of
China

Table 4.7: Summary of Factor Analysis of Independent Variables and Dependent Variable

1) factor analysis of employee retention

In the table 4.7 shows that the overall KMO value is more than the minimum

requirement. The communalities and component matrix all meet the minimum

requirement which is 0.687 and 0.892 respectively. Therefore, the factor is appropriate

in this study to measure the employee retention in tourist industry of China.

Besides, In order to determine the most important factor, only the cutoff criterion that

the eigenvalue of the first factor is greater than 1 is explained, and the total variance

of 73.60% employee retention structure is explained. Therefore, it can be concluded

that the employee retention scale is considered to be sufficient and relevant to this

study.
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Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared Loadings

Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 2.944 73.600 73.600 2.944 73.600 73.600
2 .554 13.856 87.456

3 .297 7.432 94.888

4 .204 5.112 100.000

Extraction Method: Principal Component Analysis.
Table 4.8: Total Variance Explained for Employee Retention

2) factor analysis of job satisfaction

In the table 4.7 shows that the overall KMO value is more than the minimum

requirement. The communalities and component matrix all meet the minimum

requirement which is 0.837 and 0.935 respectively. Therefore, the factor is appropriate

in this study to measure the employee retention in tourist industry of China.

Besides, In order to determine the most important factor, only the cutoff criterion that

the eigenvalue of the first factor is greater than 1 is explained, and the total variance

of 88.546% employee retention structure is explained. Therefore, it can be concluded

that the job satisfaction scale is considered to be sufficient and relevant to this study.

Total Variance Explained

Initial Eigenvalues

Extraction Sums of Squared Loadings

Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 3.542 88.546 88.546 3.542 88.546 88.546
2 225 5.627 94.173

3 .136 3.395 97.568

4 .097 2.432 100.000

Extraction Method: Principal Component Analysis.
Table 4.9: Total Variance Explained for job satisfaction

3) factor analysis of work life balance
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In the table 4.7 shows that the overall KMO value is more than the minimum
requirement. The communalities and component matrix all meet the minimum
requirement which is 0.832 and 0.912 respectively. Therefore, the factor is appropriate

in this study to measure the employee retention in tourist industry of China.

Besides, In order to determine the most important factor, only the cutoff criterion that
the eigenvalue of the first factor is greater than 1 is explained, and the total variance
of 88.769% employee retention structure is explained. Therefore, it can be concluded

that the work life balance scale is considered to be sufficient and relevant to this study.

Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 3.551 88.769 88.769 3.551 88.769 88.769
2 222 5.551 94.320
3 129 3.229 97.550
4 .098 2.450 100.000

Extraction Method: Principal Component Analysis.
Table 4.10: Total Variance Explained for work life balance

4) factor analysis of compensation
In the table 4.7 shows that the overall KMO value is more than the minimum
requirement. The communalities and component matrix all meet the minimum
requirement which is 0.563and 0.513 respectively. Therefore, the factor is appropriate

in this study to measure the employee retention in tourist industry of China.

Besides, In order to determine the most important factor, only the cutoff criterion that
the eigenvalue of the first factor is greater than 1 is explained, and the total variance
of 72.023% employee retention structure is explained. Therefore, it can be concluded

that the compensation scale is considered to be sufficient and relevant to this study.

Total Variance Explained

Component Initial Eigenvalues Extraction Sums of Squared Loadings
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Total % of Variance | Cumulative % Total % of Variance | Cumulative %
1 2.881 72.023 72.023 2.881 72.023 72.023
2 .812 20.300 92.323
3 .204 5.110 97.433
4 .103 2.567 100.000

Extraction Method: Principal Component Analysis.
Table 4.11: Total Variance Explained for compensation

In addition, factor analysis showed that all variables adopted for the purpose of this
study met the minimum requirements and were sufficient for further analysis. Then the

reliability analysis is carried out.
4.4.2 Reliability test

Reliability testing is conducted for the purpose of measuring stability, internal
consistency and underlying error of measurement, in this assessments, the term of
reliability is evaluated by Cronbach Alpha (Sekaran and Bougie, 2016). According to
Hair et al (2010) believe that the reliability of each scale was between 0.70 and 0.90
where with good reliability and within the recognized range. Reliability testing is also

used by other authored to evaluate employee retention rates (Nawab and Bhatti, 2011).

Therefore, the Cronbach’s Alpha as shows in Table 4.12(See Appendix D) are more
than the threshold of 0.7 which is taken as acceptable and good internal consistency.
In addition, the Cronbach’s Alpha for all variables are considered as having excellent

internal consistency, and hence deemed as reliable for further analyses.

Variables Cronbach’s Alpha Number of items
Job Satisfaction

0.957 4

(Independent variable)

Work Life Balance

0.955 4

(Independent variable)
Compensation 0.850 4
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(Independent variable)

Employee Retention
0.880 4
(Dependent variable)

All Variables 0.964 16

Table 4.12: Summary of Results of Reliability Analysis

Overall reliability analysis results show that 21 items involved independent and
dependent variables are suitable for further analysis. Therefore, correlation analysis is

carried out.
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4.5 HYPOTHESIS ANALYSIS

As illustrated in Table 4.13, a total of four hypotheses were proposed. The Four

hypotheses were tested using the multiple regression.

) There is a significant relationship between job satisfaction and
Hypothesis 1: o o .
employee retention in tourist industry of China.

) There is a significant relationship between work-life balance and
Hypothesis 2: o o _
employee retention in tourist industry of China.

) There is a significant relationship between compensation and
Hypothesis 3: o o _
employee retention in tourist industry of China.

) Job Satisfaction has the highest significant relationship with employee
Hypothesis 4: o o .
retention in the tourist industry of China.

Table 4.13: Research Hypotheses

As illustrated in Table 4.14, a multiple regression was conducted that achieved 0.756
with a correlation of R of 0.871. This means that approximately 75.60 per cent of variance
of employee retention have been explained by the three independent variables used in
this research. According to Pallant (2011) the remaining 24.40 per cent variations could
be explained by other factors that have not been considered for this research. (ERA as

employee retention, JSA as job satisfaction, CMA as compensation, and WLA as work-

life balance)
Model Summary®
Model R R Square | Adjusted R Square | Std. Error of the Durbin-Watson
1 8712 .758 .756 44410 1.871
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a. Predictors: (Constant), JSA, CMA, WLA

b. Dependent Variable: ERA
Table 4.14 Multiple Regression Model Summary

ANOVA?2
Model Sum of Squares df Mean Square F Sig.
1 Regression 182.998 3 60.999 309.285 .000P
Residual 58.379 296 197
Total 241.377 299

a. Dependent Variable: ERA

b. Predictors: (Constant), JSA, CMA, WLA
Table 4.15: Multiple Regression ANOVA

Therefore, based on these findings, it can be assumed that the model in this study
describes the positive strong relationship between employee retention rate and the four
independent variables used. In addition, Durbin-Watson value shows in Table 4.14 which
is 1.871. Since the number is between 1.5 and 2.5, as Alam et al. (2013) stated that the
multicollinearity assumption of variables is implemented. The ANOVA analysis (Table

4.15) identified the regression model is significant as P-value less than 0.05.

Coefficients?

Unstandardized Standardized Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) .295 141 2.090 .037
JSA .543 .074 541 7.336 .000 151 6.644
WLA .209 .077 .195 2.726 .007 .160 6.254
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CMA | .169 .044 79 3.887 .000 .383 2.609

a. Dependent Variable: ERA
Table 4.16: Results from Multiple Regression

As stated above, the assumption of the multiple regression has been implemented, next
the results from multiple regression going to be discussed as illustrated in Table 4.16.
The three influence factors JSA (Job satisfaction), CMA (compensation), WLA (work-life
balance) all were noted to be predictor for employee retention Since the P-value all less
than 0.05. Besides, the highest standardized coefficients beta of 0.541 which illustrated
that job satisfaction with the highest influencing on employee retention in tourist industry
of China. Other factors as work-life balance with the coefficient of 0.195 and
compensation with the coefficient of 0.179. All the factors with the positive influencing on

employee retention.

The equation formulated below was the regression equation based on this research
findings.

y=0.295+0.209X, + 0.169X, +0.543X,+ ¢

y= Employee retention in tourist industry of China
X,=Work Life Balance

X,= Compensation

X3= Job Satisfaction

€ = Error

The overall research findings can be as the table 4.17, which illustrated that all the four
hypotheses were accepted. The hypotheses 1 (job satisfaction), hypotheses 2 (work-life
balance), hypotheses 3 (compensation) all have positive relationship with employee
retention in tourist industry of China. In addition, job satisfaction (Hypotheses 4) has the
highest significant relationship (Coefficient = 0.543) with employee retention in tourist

industry of China.
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Hypotheses Status

Hypothesis 1 Accepted
Hypothesis 2 Accepted
Hypothesis 3 Accepted
Hypothesis 4 Accepted

Table 4.17: Hypotheses Analysis Summary
4.6 SUMMARY OF FINDINGS

The research findings as shows in the Table 4.18, which shows that all the hypothesis
are accepted. In the other words, job satisfaction (Hypothesis 1), work life balance
(Hypothesis 2), compensation (Hypothesis 3) are all have positive relationship with
Employee retention in tourist industry of China, especially for job satisfaction with the

highest influence on employee retention.

Hypotheses Status

H1: There is a significant relationship
between job satisfaction and employee Accepted

retention in tourist industry of China.

H2: There is a significant relationship
between work-life balance and employee Accepted

retention in tourist industry of China.

H3: There is a significant relationship
between compensation and employee Accepted

retention in tourist industry of China.
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H4: Job Satisfaction has the highest
significant  relationship  with  employee Accepted

retention in the tourist industry of China.

Table 4.18: Hypotheses Analysis Summary
4.7 CONCLUSION

In this chapter the research findings are highlighted which based on the data analysis.
By using SPSS Version 22.0 to measure the hypotheses testing. The result illustrates
that the three factors (job satisfaction work life balance, and compensation) have positive
influence employee retention and job satisfaction has the highest effect on employee
retention in tourist industry of China. The key findings, contributions, and

recommendations of this research will be discussed in the following chapter.
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CHAPTER 5: CONCLUSION AND RECOMMEDATION

5.0 OVERVIEW

This chapter discusses the research results in detail based on the data analysis in the
previous chapter. Subsequently, the significance, suggestion and future research are
discussed. At the end of chapter, the author makes a personal reflection of the personal

research experiences.

5.1 DISCUSSION OF FINDINGS

The main objective of this research is to investigate the relationship between influence
retention factors and employee intention to stay in the tourist industry of China. In order

to achieve the objective, two specific objectives were listed below:

To investigate the relationship between retention factors and employee retention in the
tourist industry of China.

To identify the most significant factor that influence the employee’s intention to stay in

tourist industry of China.

Hence, in the proposed framework mentioned in chapter 2, to identify the relationship
between independent variables including job satisfaction, work life balance and
compensation, and the dependent variables which is employee retention. There are 300
respondents who working at tourist industry of China were distributed by using online

guestionnaire. The goal can be discussed based on the results of data analysis.

Objective 1: To investigate the relationship between retention factors and employee
retention in the tourist industry of China.

In today's rapidly globalizing business world, employee retention has become a major
source of competitive advantage. Das (2013) stated that with high-quality employees

getting harder and harder to find, today’s companies pay great attention to retaining
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valuable employees and outstanding employees. Gurumani (2010) added explanation
that Employers have a responsibility to retain their outstanding employees, if not star

employees will be lost for the organization.

However, Turnover become a serious issue perplex many organizations because it
influence internal organization and also external stakeholders (Shakeel and Sahar, 2015).
How the organization retain employees along with rising employee turnover become the

most difficult problem faced by organization (Vnouckova and Klupakova, 2013).

Therefore, the three retention factors be chosen based on the literature have reviewed.
Namely are job satisfaction, work life balance and compensation as influence factors of
employee retention in tourist industry of China. These factors are related to employee
retention as independent variables to provide a statistical overview of the interactions

between variables.

To identify the relationship between both independent variable (job satisfaction, work life
balance and compensation) and depend variable (employee retention). In the hypothesis
test conducted multiple liner regression analysis to test the hypotheses. The results of

hypothesis test are released following:

Hypothesis 1 : there is a significant relationship between job satisfaction and employee

retention in tourist industry of China.

This hypothesis was accepted because the result showed that job satisfaction is a
significant factor influence the employee retention, with the positive influence on
employee retention in tourist industry of China. It illustrated that the participant of this
research more satisficed will be more tend to stay in the current organization. This result
coincides with the previous studies determined that Employees with positive experience
related to job satisfaction were less likely to leave the company (Abayomi et al., 2011;
Musso et al., 2014; Newman, Thanacoody and Hui, 2012). As Wagner (2000) stated
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employees who are satisfied with their work are more productive, creative and more likely
to be retained by the organization.

Therefore, As Gaan (2011) said that organizational commitment is negatively related to
turnover intention and job satisfaction, negatively related to turnover intention and
significantly related. The managers in tourist industry of China should pay more attention
on the satisfaction factors such as organization culture, workload, and career
advancement and so on. Since dissatisfaction will directly influence the intention of
employees to leave the organization.

Hypothesis 2: There is a significant relationship between work life balance and

employee retention in tourist industry of China.

This hypothesis was accepted because the result showed that work life balance is a
significant factor influence the employee retention, with the positive influence on
employee retention in tourist industry of China. This result in a line with Neog and Barua
(2015), previous researches like Shoaib et al. (2010) had come up with the viewpoint that
of employees have the right to use work life policies, employee will have greater
organizational commitments, and these employees will express their willingness with

lower turnover intention.

As Stone and Deadrick (2015) stated the balance between work and family plays an
important role in the retention of an organization’s employees. Therefore, for the mangers
in tourist industry of China the importance of work-life balance should be emphasized,
support employees in maintain the integration of family responsibilities and work enhance

the willingness of employees to stay in the organization.

Hypothesis 3: There is a significant relationship between compensation and employee

retention in tourist industry of China.

The research on compensation and employee retention shows that there is a significant

positive correlation between the current compensation package given and employee
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retention. This research aligned with the Allen et al. (2010), compensation packages are
key factor influencing employee attraction and retention while in the recruitment process.

Hence, the regression result shows accept this factor.

As the previous study stated that the key to retaining employees in the service industry
lies in the degree to which the company provides fair compensation, including
transparency and the compensation based on effort and performance (George,
2015).Therefore, for managers in tourist industry of China should be noted that

compensation is a crucial factor to retain the employees.

Overall, the Hypotheses 1 2 3 are all accepted which means that job satisfaction,
compensation and work life balance are the factors influence employee retention in

tourist industry of China, Therefore, the first objective has been achieved.

Objective 2: To identify the most significant factor that influence the employee’s intention

to stay in tourist industry of China.

One Hypothesis be sited in older to achieve the objective 2 as proposed in chapter 2 as

following:

Hypotheses 4: Job Satisfaction has the highest significant relationship with employee

retention in the tourist industry of China.

As the result of the multiple regression the highest standard coefficient of 0.541 (refer to
Table 4.22), which means the job satisfaction with the highest significant relationship with
employee retention in tourist industry of China. As previous study mentioned that the
other factors such as compensation, work life balance are all related to job satisfaction.
For example, study of Malaysian hospital staff found that respondents were satisfied with
the six aspects of job satisfaction (supervisor support, colleagues, compensation,
management policies, job diversity, and pay) and their lower intention to leave (Alam and
Mohammad, 2010). Later, studies by Juhdi, Pa'wanb and Hansaram (2013) also
supported this view. External and internal job satisfaction has a significant relationship
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with turnover intention (Shea, 2012). Christeen (2015); Doherty (2004); Maxwell, (2005)
proposed that work-life balance is closely related to employee satisfaction and retention.

Therefore, job satisfaction as the most important factor influences employee retention in
tourist industry of China. As a paragraph said by Greenberg and Baron (2003)
“Satisfaction not only makes us stop shirking work, but also makes our work more
enjoyable. This, of course, is an important goal in itself’. Hence, the first and second

objectives of this research are achieved.

5.2 CONTRIBUTIONS

5.2.1 CONTRIBUTION TO THE ACADEMIA

From review other research papers found that many researchers conducted the research
on topic related to employee retention. Early discussion of the definition of employee
retention and factors influence employee retention. However, there are limited research
on employee retention in tourist industry of China. Hence, the findings from this research
can be of help to the academic community as it fills a gap in the tourist industry of
between retention factors and employee retention of China. In addition, the framework
established by this study is great significance to other researchers in future studies or
similar studies that focus on other retention factors or employee retention in other

different industries.

5.2.2 CONTRIBUTION TO THE INDUSTRY

The results of this study can be used for reference by employers or managers in the
human resources department of tourist industry. The managers could use some of the
findings when implementing strategies that focus on retaining employees. For example,
from this research found that work-life balance, job satisfaction and compensation were
positively correlated with employee retention. The findings support study by Neog and

Barua (2015) that as the same three important factors influence employee retention.
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Therefore, organization could continue to improve job satisfaction, compensation and

work-life balance ultimately help to retain employees.

5.3 RECOMMENDATIONS

This study has recognized some of the factors do influence employee retention. The
study found that job satisfaction, compensation and work life balance have positive
influence on employee retention, among which job satisfaction has the highest influence
on employee retention in tourist industry of China. Therefore, enterprises should pay
more attention to retaining employees according to these factors, especially to improve
their job satisfaction level. Some recommendations are out forward to alleviate the
challenges faced by the organization in tourist industry of China in terms of employee

retention.

At first, in terms of job satisfaction, according to the opinion from most of interviewees,
every organization must have an on-job interview policy other than exit interview. The
reason because by conducing on job interview, managers are able to understand
employee’s expectation, problems and aspiration while working with them. Through on
job interview, explore employee ideas and listen to their feedback rather than asking for
it after losing the competition. Besides, education employees are reminded not to expect
100% satisfaction and 0% dissatisfaction, and overall job satisfaction can be a balance.
Often many of the best jobs are not even satisfactory. Therefore, employees need to
start their own businesses. In addition, employees can clearly see the type of work they
are engaged in and the working conditions, such as working conditions, culture, working
hours, relationship and so on, through the expression. If employees are not satisfied with

their present job, they may consider changing their job.

Secondly, work life balance is also the factor that managers should be considered. Work
life balance such as the allocation of time and energy between health activities, hobbies,
and other non-work needs. Provide Flexible work schedules, child care assistance,

parental leave and maternity leave should be given to maintain employee motivation
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levels. The balance between work and life is to establish and maintain a healthy and
supportive working environment, so that employees can establish a balance between
work and personal responsibility, thus improving their work efficiency and loyalty. On the
other hand, balancing employees' time spent on work and their workload will give
employees extra time to spend with their families and friends, because workload and
long working hours increase employees' pressure and mental pressure, which will

ultimately affect employees' performance and further lead to turnover (Kim, 2014).

Last but not least, apart from job satisfaction and work life balance, compensation has
proved to be an important factor in retaining employees in tourist industry of China. The
key to retaining employees in the service industry lies in the degree to which the company
provides fair compensation, including transparency and the compensation based on
effort and performance (George, 2015).Therefore, The organization should establish a
comprehensive reward structure, including not only compensation. Management should
also consider favorable compensation schemes in order to attract and maintain
appropriate employee qualities. In addition, organizations should do a fair and fair
performance evaluation so that their employees can stay with them for a long time. In
many organizations, promotions are based on seniority, not performance or seniority.
Therefore, it makes some young employees lose motivation, they are more capable than
senior employees and should be promoted. Their willingness to retain will automatically

decline.

In summary, tourist industry is one of the important market in China and a big sector
contribute to GDP. Therefore, it is significant in today’s business to keep people retain in
the organization. Not only improves the productivity but also enables organizations to
achieve their goals as they gain experience.
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5.4 FUTURE RESEARCH

For future research should be only looking for employee with skills and high performance
which could have a more valuable impact on the study. As recently, like many countries

in the world today, China is facing a serious problem of brain drain (Zhang, 2015).

Based on the key findings of this study, the relationship between job satisfaction and
employee retention rate is the most significant. Therefore, the future study could focus
on each factor to better and fully understand the influence of job satisfaction on employee
retention. In addition, there are other factors that may influence the willingness of talents
to leave. Kibui et al. (2014) found in employee research that training and development
can not only reduce employee absenteeism, but also improve employee job satisfaction
and employee engagement. Thus reducing turnover rate.

Besides, future study can also research the moderators such as generation, gender, and

location in older to analyze the difference in behaviors between these groups.

In addition, quantitative methods limit the answers and respondents' opinions, so future
research can also focus on qualitative methods to collect details of job satisfaction and
retention. The qualitative approach may give different views on the actual factors leading
to high turnover of Chinese talent.

5.5 PERSONAL REFLECTION

Part of writing personal reflections is to share my experience with the MBA program. This
project helped me improve my ability to search for information through the Internet. |
realized that it was important to enter the right keywords in order to find the right
information for the study. In addition, | learned to use the database to search for my
ancillary information to ensure that the information is reliable and relevant to learning.
Through reading so many journals, | learned a lot. After reading so many journals about
employee retention, | found that | had a deeper understanding of employee retention.
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| also learned how to arrange my time reasonably by arranging my time in advance. In
doing this project, | realized that time management is very important, so that a high-
quality project can be produced. By doing projects ahead of time and discussing with my
dedicated mentor, | can better improve my project. So, | create a timeline by assigning

what should be done each day.

In addition, | also learned a lot of analytical methods that can be used to achieve this
research goal. It is important to interpret these data correctly in order to provide better
insights for future research. All analysis must be useful for research and must have a
purpose for testing. Therefore, | must understand the function of analysis in order to

properly interpret the data and discuss interesting findings.

When the research was over, | felt satisfied and happy because | had completed a high

quality paper not only for my MBA program, but also for academia and industry.

Finally, I would like to thank all those directly and indirectly involved in this research for
their support and cooperation in completing the final chapter of my master's journey.

5.6 CONCLUSION
This is the last chapter of this research. This chapter starts with the main research results
and puts forward the necessary Suggestions according to the main research results.

Then the future research direction and contribution are mainly introduced. This chapter

concludes with a personal reflection that highlights the motivation for this research.
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APPENDIX

APPENDIX A: RESEARCH QUESTIONNAIRE

TO WHOM IT MAY CONCERN

Dear Sir/Madam,

| am DONG QI (ID: 114005318) and currently doing my postgraduate program in the
Master of Business Administration at INTI International University, Malaysia. As partial
fulfillment for the completion of this program, | am conducting a research on:

Employee Retention in the Tourist Industry of China.

This research complies with the Ethics protocols at INTI International University,
Malaysia. Any information that | collect will be treated confidentially and the anonymity
of the respondent will be preserved. | will be very grateful if you would complete the
enclosed questionnaire which should take approximately ten (5) minutes. Furthermore,
be aware that participation is absolutely voluntary and that participants have the option

to refuse participation or withdraw at anytime.
Thank you in anticipation for your cooperation.

This survey is carried out on voluntary basis. Please tick the following and proceed with

guestionnaire if you agree to take this survey.

| Agree

Yours faithfully,

DONG QI
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SECTION A - [Demographic Factors]

Please tick 'in the box which contains most appropriate answer of your choice.

1 - Gender:
a) Male

b) Female

2 — Age:

a) 21 - 30 years
b) 31 -40 years
c) 41 - 50 years

d) above 51 years

3 — Length of Service (Tenure)
a) Below 3 years

b) 3to 5 years

c) 61to 10 years

d) 11 to 15 years

e) Above 16 years
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4 — Total Salary in Chinese Currency (RMB):
a) Below 3500RMB

b) 3500 — 6000RMB

c) 6001 — 10000RMB

d) Above 10000RMB

SECTION B
The scale is given below:
1 2 3 4 5
Strongl Strongl
_ o Disagree Neutral Agree i
Disagree Agree

| - Employee Retention

Listed below are the series of statements that represents feelings that you may have
about your intention to stay. There are no right or wrong answers. Your responses will

be treated as strictly confidential.

Instruction: Please tick (V) in the box with relevant information.

# Statement 1 2 3 4 5
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B1 || do not intend to quit my job within

the short term.

B2 | am unlikely to look for different

organization to work in the short

term.

B3 || will not leave my current company

even | get a more attractive salary.

B4 1| am likely to complete my career

with this organization.

SECTION C

Il — Retention Factors

Listed below are the series of statements that represents feelings that you may have
about job satisfaction, work life balance and compensation. There are no right or

wrong answers and it will be treated as strictly confidential.

Instruction: Please tick (V) in the blank with relevant information.

# Statement 1 2 3 4 5
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| am satisfied with the support and

Ci11 N )
recognition | receive from co-workers.
c1o | am satisfied that my job allows me to
' continuously learn and improve myself.
c13 | am satisfied with the support and
' encouragement given by my superior.
C1.4 | Overall, | am satisfied with my job.
My supervisor supports me in balancing
C2.1 | the demands of my job with my personal
life.
Co2 Stress from work is acceptable, and | can
"~ | balance my job with my family.
c23 Stress from work is within manageable
" | levels to enable me to form friendships.
Co4 Overall, my job provides me with the
" | required work-life balance.
c31 Compensation package offered by my
" | organization is very attractive.
Compensation package offered by the
C3.2 | organization  motivates  for  better

employee performance.
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33 The company’s overall compensation and
" | rewards systems is fair and equitable.

C3.4 Overall, I would work in a company which
offers better compensation package.

THANK Y OU
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APPENDIX B: SPSS OUTPUT FOR PILOT TEST

KMO and Bartlett's Test for DV

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 727
Bartlett's Test of Sphericity ~ Approx. Chi-Square 170.090
df 6
Sig. .000

KMO and Bartlett's Test for Vs

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .805
Bartlett's Test of Sphericity ~ Approx. Chi-Square 490.994
df 66
Sig. .000
Reliability Statistics for DV Reliability Statistics for job satisfaction
Cronbach's Alpha N of ltems
Cronbach's Alpha N of Items
914 4
.910
Reliability Statistics for work life balance Reliability Statistics for compensation
Cronbach's Alpha N of Items Cronbach's Alpha N of ltems
.915 4 723 4

Reliability Statistics for all variables

Cronbach's Alpha N of Items

.944 16
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APPENDIX C: SPSS OUTPUT FOR

FACTOR ANALYSIS

Independent variable 1: job satisfaction

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .867
Bartlett's Test of Sphericity ~ Approx. Chi-Square 1351.574
df 6
Sig. .000

Total Variance Explained

PRELIMINARY DATA ANALYSIS:

Communalities

Initial Extraction
JS1 1.000 .837
JS2 1.000 .925
JS3 1.000 .904
JS4 1.000 .876

Extraction Method: Principal

Component Analysis.

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 3.542 88.546 88.546 3.542 88.546 88.546
2 .225 5.627 94.173
3 .136 3.395 97.568
4 .097 2.432 100.000

Extraction Method: Principal Component Analysis.

Component Matrix?

Component
1
JS1 915
JS2 .962
JS3 951
JS4 .936

Extraction Method: Principal

Component Analysis.

a. 1 components extracted.
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Independent variable 2: work life balance

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .872

Bartlett's Test of Sphericity ~ Approx. Chi-Square 1367.496
df 6
Sig. .000

Communalities
Initial Extraction

WL1 1.000 .832

WL2 1.000 921

WL3 1.000 .891

WL4 1.000 .907

Extraction Method: Principal Component

Component Matrix?

Component
1
WL1 912
wL2 .960
WL3 .944
WL4 .952

Extraction Method:

Principal Component

Analysis.

a. 1 components

extracted.

Analysis.
Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 3.551 88.769 88.769 3.551 88.769 88.769
2 222 5.551 94.320
3 129 3.229 97.550
4 .098 2.450 100.000
Extraction Method: Principal Component Analysis.
Independent variable 3: compensation

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 774
Bartlett's Test of Sphericity ~ Approx. Chi-Square 894.654

df 6

Sig. .000
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Communalities

Component Matrix?

Component

1

Initial Extraction
CMm1 1.000 912
CM2 1.000 .864
CM3 1.000 .842
CM4 1.000 .263
Extraction Method: Principal

Component Analysis.

CM1
CM2
CM3
CM4

.955
.929
.918
.513

Extraction Method: Principal Component Analysis.

a. 1 components extracted.

Total Variance Explained

Initial Eigenvalues Extraction Sums of Squared Loadings
Component Total % of Variance | Cumulative % Total % of Variance | Cumulative %
1 2.881 72.023 72.023 2.881 72.023 72.023
2 .812 20.300 92.323
3 .204 5.110 97.433
4 .103 2.567 100.000
Extraction Method: Principal Component Analysis.
Dependent variable: employee retention
KMO and Bartlett's Test Communalities
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .770 Initial Extraction
Bartlett's Test of Sphericity ~ Approx. Chi-Square 685.917 ER1 1.000 687
df 6 ER2 1.000 737
Sig. .000 ER3 1.000 713
ER4 1.000 .807

Total Variance Explained

Extraction Method: Principal

Component Analysis.

Initial Eigenval

ues

Extraction Sums of Squared Loadings
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Component Total % of Variance Cumulative % Total % of Variance Cumulative %
1 2.944 73.600 73.600 2.944 73.600 73.600
2 .554 13.856 87.456




3 .297
.204

7.432
5.112

94.888
100.000

Extraction Method: Principal Component Analysis.

Component Matrix?

Component

1

ER1
ER2
ER3
ER4

.829
.859

.844
.898

Extraction Method: Principal Component Analysis.

a. 1 components extracted.

APPENDIX D: RELIABILITY TEST

Reliability Statistics for Employee retention

Cronbach's Alpha N of Items
.877 4
Reliability Statistics for Job satisfaction
Cronbach's Alpha N of ltems
.957 4
Reliability Statistics for work life balance
Cronbach's Alpha N of ltems
.955 4
Reliability Statistics for compensation
Cronbach's Alpha N of ltems
.851 4

110/ 133



Reliability Statistics for all variables

Cronbach's Alpha

N of Items

.964 16
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APPENDIX F: PRESENTATION SLIDES

Employee retention in tourist

industry of China

Name:DONG Ql - Say
Student ID:i14005318
Under the Guidance of:

Umi Kalsom

-

-

Agenda

«  Introduction

- Problem Statement

« Research GQuestions and Objectives

«  Significance of Study — will not provide due to slide number and time
limitations

- Literature Review — will nof provide due to slide number and time limitations
(supervisor has reviewed)

- Gaps ldentified

- Theorefical Framewaork

- Hesearch Methodology

- Pilot test

- Preliminary test

- Hypothesis test

- Discussion of key findings

- Hecommendation

- Contribution

« Future rezearch

- Q&A

vy
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-

Introduction / Background of Study

= The Turnover become a serious issue perplex many organizations
because it influence intemmal organization and also external
stakeholders (Shakeel and Sahar, 2015).

= According to Cracle (2012) conducted a researcher for 100 CEOs,
there are 97% out of respondents strongly agree with attract and
retain talent employee will help the organization to achieve long-
term competitive advantage, thereby enhancing the organization
sustainable growth.

= Therefore, the objective of this research will be identifying whether
work life balance, job satisfaction and compensation influence
employee retention in tourist industry of China with deeper
understanding.

AN

Problem Statement

= The rate of high employee turnover was the major issue faced by

organizations, employee retention has been established by many
researchers in the past as a strategy to retain employees (Awan, 2013;
Brown et al, 2013; Sinha and Sinha, 2012; Zachariah and Roopa,
2012).

» Especially in tourist industry of China, According to Ren {2014) stated

that the average turnover rate of employee is above 25% in tourist
industry, some of the organization the turmover rate are over 50%.

» Meanwhile, because of the previous work experience in Tourist

Company of China, the researcher clearly knew the seriousness of the
high turnover rate. Hence, this paper gives the researcher a chance to
explore the reason that why employees leave the organizations so
often and to ascertain the relationship between retention factors and
employee retention in the tourist industry of China.
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-

Research Objectives & Research Questions

~

The objectives of this research is to ascertain the relationship between
employee retention factors and employee intention to stay in tourist industry
of China. The key purpose is to understand the factors of employee retention
and willingness of employees to stay in tourist industry of China.

retention

RO1: To identify whether work life RQ1: Wil work life balance
balance influence employee influence Employee retention in
retention in tourist industry of China. tourist industry of China?

RO2: To identify whether RQ2: Will compensation

compensation influence empluyee’irrﬂuence Employee retention in

in tourist industry of China. tourist industry of China?

retantion

RO3: To identify whether job ROQ3: Wil job satisfaction
satisfaction influence employee influence Employee retention in

in tourist industry of China. tourist industry of China?

-

.J

[Author and |
wesar
Axhcdom,

L., 2014

Yamamotn, |
H., 2013
Tan (2014}

" Amhdowm,
L, 2014

| Busi,
Marmuli and
Warsang ula
. 2013

[Faon and |
Fupe, 2013

Heog and
Banua,

2015

Wrajlal and
| Paled, 2013 |
D, A3

| Dessler,
213

Sunamar,
2010
\ |Palm  and

("~ Literature Review

Fndings

It i very important thal organizations: retsin their employees, especially the good and experenced. |

orses

relentian is ‘martaning, holding, conlinuation, and preventing from keaving and the new meaning in |

business administration is ‘seoring employees in a company

Emplaypes relention is the proocess on which the employees are atiached masimoem of the period of [

tirme or until completion of the company project

| = significant action Tor the organization o reln the good peformance employees

" custorners do nal fesl posittve dealing with an organization whidh is unable o keep their employess |

corstant high umaver rale creales dsirbances and increased workloeds in remaining presenl V|

emplopess.

Emplapes metention as the polices and pradices onganizations use to svoid precous employees |

from quitting their jobs
employee retention is best onganizational practices

orgenutions ioday take great cane in retaining ils valuable employees and good employees

'Hirng new emplayess ane far complicaied =s well as costier than o remain the presert employees. 7 |

in e orgarization
it iss the respansibiity of e employer lo retain their best employees

in some studies as wall the method of retaining resources
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Gaps of Study

= Many studies have conducted research on employee retention in
different industries such as such as manufacturing (Patah,
Abdullah, Naba et. al., 2010; Saeed et el , 2014; Van, 2001) and
limited research on employee retention in tourist industry of
China. In the term of industry, there are limited studies on
tourism company consultancy forms in China, which means
that the industry needs to conduct relevant studies by providing
guidance for the management of tourist industry companies.
Therefore, this study has academic gaps in this area. Through
this study, it will help the business owner in tourist industry of
China by proving the information that needed to understand on
the factors influence employee retention.

.

h.

-

Conceptual Framework

Independent Varables
Work Life Balance H1
Dependent Vanable
Compens afion H2 Employes Retention in

tourist industry of china

Jobr Satisfacton H3+H4

Fgure 2.3 Conceplual Framework
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Hypotheses

RO1: To confirm
vihether wark life
balance influence
employes retention in

R 1: Will weork: life
balancs influence
Employes retention
in tourist industry of

tourist industry of China?

China.

RO2: To confirm RCi2: will

wihether compensation
compensation influence Employee
influence emplayes ‘ retention in tourist
retention in towrist industry of China?
industry of China.

RO3: To confirm RC3: Wil job
wihether job satisfaction
satisfaction influence influence Employee
employes retention in retention in tourist
tourist ndustry of industry of China?
China.

H1: There is a significant relationship betwsen
job satisfaction and employee retention in
the townst industry of China.

H2: There is a significant relationship betwsen
wiork-life balance and employee retention in
the townst industry of China.

H3: There is a significant relationship betwesen
compensation and employee retention in the
towrist industry of China.

H4: Job Satisfaction has the highest
significant  relationship  with  employee
retention in the towrist industry of China

Research Methodology

“

Purpose of Study Drescriptive ressarch
Tvpe of Investizagon

Extent of researcher Mimimal
imterference

Smdy Setting Non-conmived

Cross-sectional

Time Horizom

T:.rg\e: Pa]:-ulal:inn 1.5 million unPh:r_r\ees wurl:'m.g &t touTist
mdusiry of China

Sample size 385,300 used g0 do data amalysis

Sampling Procedurs Comvenience sampling-non probabilisy

Dt collection Online Chaesticrmaire

\

Quantitative based Corrzladons desizn

Saunders (2011}

Zilmund, Babin, & Carr et.
al. {2012}

Cooper & Schindler (2014)

Alkassim, Edkan and Musa
(2018}

Cooper & Schindler (2014)
National bureaun {2018}

Frejeie and Morgan (1570}
Vans, (2015)

Zgkaran and Bougie (2016)
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Data Analysis Techniques and Tools

Function Pule of thumb Clitation

1014 1014

*#  FMO + Factor loading ®  Higher thar 1 valid facter
*  Eigerrcalue

R-eliab:ilit_fTut To evaluate the mternal consistency and stabiliey Crombach alpha between 0.70
(Filot B of the measuTement. and 0.9 (Hair =t zl, 20107
Freliminary test)

Qe SPLELE P The correlation matrix is maiely to test whether DV mnst correlation
[Pil.nttu't} there is close correlation beoween the IVs myast no correlation
Hypotheses t!:ﬁ.ng Multiple regression analyzis is applied to the B=2-0.5 which megms Vs is
{mu.'l.l:'.Ple development of equation in estimaring the self-  support DV

regrzu:i.o:n} weighting which mdicates the values for a

reliable variable out of the values of standalone

variahles.

B coefficient stands for the estmation cf the  Famge betwesn 1 to -1
linear associaton 5 sorength and the tendency  The higher the better IV
between ratic and  interval variahles, imfhzence cn DA

.

To identify a reduced number of factors fom a @ KMO Bartlet sphericity and Zilmuund et
Lirger number of measared variables (Hair et al, Loadmgs =06 (Har et al, al., (2013)

Sekaram aed
B-uug_i!.
{201E}

(Maveab  amd
Enztti, 2011}

{Cooper and

20143

Eraensrmeisr
etal . (2017}

/

-

Previous studies

~

Summary of Prcposed Questionnaire [tems aclaptaticm from

Mo. of Reference
i s -V
Demographic Milrnan (2003); Hooi (2007)
-

(S LG LI L T Work-life balance 4 Metemeyer et al. {(1898); Clark
Variables) (2002); Milman (2003); Toit and
Coetzee (2012); Wu et al. (2013);
George (2015)
Job satisfaction 4 Milman (20032}
Compensation 4 Luscombe, Lewis and Biggs (2012);
Johneco et al (2014); Khoo (2014);
George (2015)
Ci{Dependent Employee 4 Kalbers and Cenker (2007); Mouri
. retention and Parker (2013); Khoo {2014);
el e Robinson et al. (2014)
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Pilot Test

+ Using 40 respondents from tourist industry of China.
= Pilot test sample size will not test for preliminary test again.

= Test for KMO and factor analysis, Reliability test
KMO and Barlleit's Test for DV

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. TIT
Eartlett's Test of Sphericity Approx. Chi-Square 170.090
df 5
Sig. 000
KMO and Bartlett's Test for IVs
Kaizer-Meyer-Olkin Measure of Sampling Adequacy. 205
EBartlett's Test of Sphericity Approx. Chi-Square 490 994
df B&
Sig- 000
A vy
s } )
Factor analysis (pilot test)
[tems Initisl
| do not intend to quit my job within the short term. 1.000
| am unikely to look for different organization te work in the short term. 1.000
| wiill neot beave my current company even | get a more attractive salary. 1.000
| am likely to complete my career with this crganization. 1.000
| am satisfied with the suppert and recognition | receive from co-workers. 1.000
| am satisfied that my job allowes me to continuously leam and improve myself. 1.000
| am satisfied with the suppert and encouragement given by my superior. 1.000 it ]
Crerall, | am satisfied with my job. 1.000 743
My sup=rvisor supports me in balancing the demands of my job with my personal ife. 1.000 T80
Stress from work is acceptable, and | can balance my job with my family. 1.000 B3z
Stress from wark is within managesble |levels to enable me to form friendships. 1.000 B2
Cwerall, my job provides me with the required work-life balance. 1.000 808
Compensation package offered by my organization is very attractive. 1.000 840
Compensation package offered by the organization motivates for better Emplu?&iﬂﬂﬂ JBas
performance.
The company's overall compensation and rewards systems is fair and equitable. 1.000 233
I\Duemll. | would work in 3 company which offers befter compensation package. 1.000 13

119/133




-

-

Reliability test (Pilot Test)

Job Satisfaction

{Independent variable)

Work Life Balance

{Independent variable)

Compensation

{Independent variable)

Employee Retention

[Dependent variable)

All Variables

0.910

0.915

0.723

0.914

0.944

Variables Cronbach’s Alpha Number of ltems

16

vy

Demographic

Female

Frequency
Demographic Categories
n =300

21-30 years

31-40 years

Age

41-50 years
Above 51 years
Below 3 years
3o 5 years
Length of Services (Tenure) [ERRlIE =R

11 to 15 wears
Above 15 years
Below 3500 RMB
3500 - 5000 RMB
§001 - 10000 RMB
Ahove 10000 RMB

Monthly Salary (RME)
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203
B3
121
&1
5
102

T

L]
38
1

191
il
12
18

Percentage (%)

T
63.3
ang
40.3
270
ir
338
257
217
127
]
63.5
262
40
G0

~




= Factor analysis for each of variables
Number of | Communalities
questions (=0.3)
0837>0825 0915=02838
4 0832>0921 0912=0.880 D.872 0.000
4 0553>0912 0513=0855 0.774 0.000
. 4 0GET>0.807 0.320=0.8%8 0.770 0.000
Tourist industry
I\,_ of China _,./'I
Taotal Variance Explained employee retention
Extraction Sums of Squared
Initial Eigenvalues Loadings
Compone % of Cumulative % of Cumulative
it Total ‘Varianca kL Total ariance %
1 2844 73.600 73.600 2044 T3.800 73.600
= 554 12858 87.458
e 207 7432 04888
- 204 5.112 100000
Eztraction Method: Principal Component Analysis.
Total Varance Explained job satisfaction
Extraction Sums of Squared
Initial Eigenvaluas Loadings
Compane % of Cumulative % of Curmulative
nt Total Variance % Total ariance %
1 3.542 28.548 B5.5456 3.542 B88.546 22.548
z 225 5827 04173
& 136 3395  07.585
4 097 2432  100.000
Extraction Method: Principal Component Analysis.
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Total Variance Explained work life balance
Extraction Sums of Squared

Initial Eigenvalues Loadings
Compone % of Cumulative % of Cumulative
nt Total Wariance % Total ariance k.
1 3.551 8a8.78a 88.798 3.551 88.798 25.768
E 222 5551 94320
: A28 3.220  G7.550
4 083 2.450  100.000

Extraction Method: Principal Component Analysis.

Total Variance Explained compensation
Extraction Sums of Squared

Initial Eigenvalues Loadings
Compone % of Cumulative % of Cumulative
nt Total Wariance % Total ariance %
1 2.881 T2.023 T2.023 2.881 T2.023 T2.023
2 812 20300  82.323
3 204 5110 07432
4 103 2567  100.000

Extraction Method: Principal Component Analysis.

o
'
Reliability test
Variables Cronbach’s Alpha Number of ltems
Job Satisfaction
0.957 4
{Independent variable)
Work Life Balance
0.953 4
(Independent variable)
Compensation
0.850 4
{Independent variable)
Employee Retention
0.850 4
{Dependent variable)
All Variables 0.964 16
-
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Hypothesis analysis (multiple regression )

* Review the Hypothesis

There is a significant reladonship between job satisfaction and employes recention m
Hypothe=is 1:
tourist iu.dushn_.' of China.

There is 2 significant reladonship betwesn work-life balance and emploves retention
Hﬂ:-u'lhzsi: v
im tourise indusery of China.

There is a :i.g:uiﬁ.emt r:]:.ﬁ.-unsl::iF betwean compensation and mF]u}'ze retention m
Hypothes=is 3:
courist industry of China.

Job Zatisfaccton has the hichest sismificant relationship with smplover retention m
Hypothes=is 41
the tourist :i.nﬂusl:r}' of China_

- J
. )

Hypothesis analysis (multiple regression )

Madel Summary®

Adjusted R Std. Error of
Model R R Square Square the Estimate Durbin-Watson
1 &7 708 il 44410 1.871
a. Predictors: (Constant), JS4, CMA, WLA

b. Diependent Variable: ERA

ANOVAR
Sum of Mean

Model ] Sguares df Square F Sig.
‘ Regression 135 pag 3 aosee 002 oo

Residual 53.370 208 197

Total 241,377 200
a. Dependent Variable: ERA
b. Predictors: (Constant), 54, CMA, WLA
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- Hypothesis analysis (multiple regression ﬂ

Coefficients?
Standardize
Unstandardized d Collinearity
Coeflicients Coefficients Statistics
Toleranc
Model B Std. Error Beta t Sig. =] WIF
! (Canstant) 285 141 2000 037
JSA -
543 074 A41 T.338 .000 151 G.644
L= 208 07T 185 2728 .00V 80 6.254
EMA 188 044 A7E 3887 .000 383 2809

a. Dependent YWariable: ERA

There is a significant relationship betwesn job satisfaction and employee retention in
tourist industry of China.
Thers is a significant relatonship between work-Se balance and employes retention in
towrist industry of China.

Hypothesis 1: Accepted

Hypothesis 2: Accepted

. There is a significant relstionship between compensation and employee retention in
Hypothesis 3: Accepted L .
towrist industry of China.

Job Satisfaction has the highest significant relationship with employee retention in
tourist industry of China.

4 N

Hypothesis 4: Accepted

Discussion on findings

* Objective 1: To invesfigate the relationship between retention factors and employes
retention in the tourist industry of China.

* Hypothesis 1: there iz a significant relationship between job satisfaction ang
employee retention in tourist industry of China.
#* This result coincides with the previcus studies determined that Employees with
positive experience related to job satisfaction were less likely to leave the company.

#* Hypothesgis 2: There iz a significant relationship between work life balance andg
employee retention in tourist industry of China.

# This result in a line with Neog and Barua {2015}, previous researches like Shoaib e
al. (2010 had come up with the viewpoint that of employees have the right to ussg
wiork life policies, employee will have greater organizational commitments, and thess
employees will express their willingness with lower turnover intention.

* Hypothesgis 3: There iz a significant relationship between compensation andg
employee retention in fourist industry of China.

* This research aligned with the Allen et al. (2010), compensation packages are key
factor influencing employee attraction and retention while in the recruitment process.

. Y
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Discussion on findings

+ Objective 2: To identify the most significant factor that influence
the employee’s intention to stay in tourist industry of China.

= Hypotheses 4: Job Satisfaction has the highest significant
relationship with employes retention in the tourist industry of
China.

= As previous study mentioned that the other factors such as
compensation, work life balance are all related to job
satisfaction. For example, study of Malaysian hospital staff found
that respondents were satisfied with the six aspects of job
satisfaction (supervisor support, colleagues, compensation,
management policies, job diversity, and pay) and their lower
intention to leave (Alam and Mohammad, 2010). Later, studies
by Juhdi, Pa'wanb and Hansaram (2013) also supported this
view.
Hence, the first and second objectives of this research are

\_ achieved.

Ve
Contributions

* Contribution to the Academia

* From review other research papers found that many researchers
conducted the research on topic related to employee retention.

# there are limited research on employee retention in tourist industry of
China. Hence, the findings from this research can be of help to the
academic community as it fills a gap in the tourst industry of between
retention factors and employee retention of China.

= the frameweork established by this study iz great significance to other
researchers in future studies or zimilar studies

= Contribution to the Industry

*= The results of this study can be used for reference by employers or
managers in the human resources department of tourist industry.

= The managers could use some of the findings when implementing
strategies that focus on retaining employees.

L
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Recommendations

« At first, in terms of job satisfaction, according to the opinion from

most of interviewees, every organization must have an on-job
interview policy other than exit interview.

Secondly, work life balance is also the factor that managers
should be considered. Work life balance such as the allocation of
time and energy between health activities, hobbies, and other
non-wark needs.

The key to retaining employees in the service industry lies in the
degree to which the company provides fair compensation,

including transparency and the compensation based on effort
and performance

Future research

only looking for employee with skills and high performance which
could have a more valuable impact on the study.

the relationship between job satisfaction and employee retention
rate is the most significant. Therefore, the future study could
focus on each factor to better and fully understand the influence
of job satisfaction on employee retention.

research the moderators such as generation, gender, and
location in older to analyze the difference in behaviors between
these groups.

quantitative methods limit the answers and respondents’
opinions, so future research can also focus on gualitative
methods to collect details of job satisfaction and retention. may
give different views on the actual factors leading to high turnover
of Chinese talent.
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APPENDIX G: PROJECT PAPER LOG

PROJECT PAPER LOG
This is an important document, which is to be handed in with your dissertation. This log will
be taken into consideration when awarding the final mark for the dissertation.

Student Name: DONG QI

Supervisor's Name: UMI KALSOM

Dissertation Topic:

Employee retention in tourist industry of China

SECTION A. MONITORING STUDENT DISSERTATION PROCESS

The plan below is to be agreed between the student & supervisor and will be monitored

against progress made at each session.

Week1 Week2 Week3 Week4 Week5 Week6 Week7 Week8 Week9 Week10 Week1l Week12 Week13 Week 14

Research Topic Approval

Initial Research Proposal
Chapter 1 Draft
Chapter 2 Draft
Chapter 3 Draft

Pilot Study
Questionnaire Distribution
Data Compilation

Data Analysis

Chapter 4 Draft
Chapter 5 Draft

Final Draft

Final Submission

SECTION B. RECORD OF MEETINGS

The expectation is that students will meet their supervisors up to seven times and these
meetings should be recorded.

Meeting 1
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Date of Meeting

21/9/2018

Progress Made

Kick- off meeting

Agreed Action

Review & Enhance IRPP

Student Signature DONG QI
Supervisor's
Signature
Meeting 2
Date of Meeting 6/10/2018

Progress Made

Check chapter 1-3

Agreed Action

Wait for feedback and enhance chapter 1 - 3

Student Signature DONG QI
Supervisor’'s
Signature
Meeting 3
Date of Meeting 10/10/2018

Progress Made

Revise Chapter 1-3

Agreed Action

Revise Chapter 1-3 and prepare Proposal Defense Slides

Student Signature DONG QI
Supervisor’s
Signature
Meeting 4
Date of Meeting 15/10/2018

Progress Made

Preparing & Review Chapter 1-3

Agreed Action

Prepare Proposal Defense Slides

Student Signature DONG QI
Supervisor’'s
Signature
Meeting 5
Date of Meeting 25/10/2018

Progress Made

Proposal Defense

Agreed Action

Enhance Research & Defense Proposal Feedback from
panel, Enhance on Chapter 1-3

Student Signature

DONG QI

Supervisor’s
Signature
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Meeting 6

Date of Meeting

29/10/2018

Progress Made

Adjustment from panel feedback

Agreed Action

Finalize questionnaire

Student Signature DONG QI
Supervisor’s
Signature
Meeting 7
Date of Meeting 16/11/2018

Progress Made

Pilot test checking

Agreed Action Distribute questionnaire
Student Signature DONG QI
Supervisor's
Signature
Meeting 8
Date of Meeting 19/11/2018

Progress Made

Distributed questionnaire

Agreed Action Collect data using SPSS analysis
Student Signature DONG QI
Supervisor's
Signature
Meeting 9
Date of Meeting 20/11/2018
Progress Made Enhance Chapter 4-5
Agreed Action Wait feedback
Student Signature DONG QI
Supervisor's
Signature
Meeting 10
Date of Meeting 25/11/2018

Progress Made

Complete all chapters
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Agreed Action

Enhance after viva presentation

Student Signature DONG QI
Supervisor’'s
Signature
Meeting 11
Date of Meeting 30/11/2018
Progress Made VIVA
Agreed Action Enhance based on feedback
Student Signature DONG QI
Supervisor’s
Signature
Meeting 12
Date of Meeting 3/12/2018

Progress Made

Revise according to panel feedback

Agreed Action

Send for final review

Student Signature

DONG QI

Supervisor’s
Signature

SECTION C. COMMENTS ON MANAGEMENT OF PROJECT

(To be completed at the end of the dissertation process)

Student Comments:

My supervisor UMI

throughout my research with her patience and knowledge whilst allowing me the room to

work in my own way.

Supervisor Comments:

KALSOM has provided her

encouragement to accomplish this research. | am extremely thankful for the support
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Signature of Date
Supervisor

Ethics Date
Confirmed
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