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ABSTRACT

The problem of high salesmen turnover intention was happened with economic development in Wenzhou. On the basis of summarizing the previous literature on employee job involvement, job satisfaction and turnover intention, this study took front-line employees in the insurance sales industry as the research object, and conducted an empirical study on the relationship between job involvement, job satisfaction and turnover intention.

The data collected had been conducted through online questionnaire and 334 respondents had been acquired with the snowball sampling method. The empirical analysis results of this study show that there is a significant negative correlation between job involvement, job satisfaction and turnover intention, and a significant positive correlation between job involvement and job satisfaction. Therefore, all the factors will have a significant relationship towards turnover intention in Wenzhou, China.

In the last part of article, combined with the personal attributes and work characteristics of insurance salesmen, according to the conclusions obtained, the countermeasures are put forward to improve the level of job involvement and job satisfaction of salesmen, reduce the turnover tendency, and summarizes the research deficiencies and prospects for future research.
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CHAPTER ONE: INTRODUCTION

1.1  Background 

In the case of an increasingly aging population problem, insurance as an important way to divert the pressure of social security and pension, presents increasingly large market demand. As a sunrise industry, insurance industry has great development potential (Beasdty, 2017). As skill-intensive enterprises, employees play a decisive role in promoting the development and innovation of insurance companies. It can be said that in the insurance industry, talents are the concrete embodiment of the service and value of a company, and also the source of its core competitiveness(Fensdyh, 2017). At present, China's insurance companies have been maintained a high-speed growth, the demand for insurance talents is also growing, excellent sales staff once the lack of a line of insurance, all of these make the insurance personnel become scarce resources of the industry, and become the object of the insurance companies are competing fiercely, leading to a serious brain drain of insurance enterprise.

In the era of knowledge economy, the competition between enterprises is ultimately the competition of talents, who are the source of core competitiveness of enterprises. According to data released in the agent research report released by Boston (2019) consulting group, the number of the first batch of insurance agents in China is still less than 10%, and the turnover rate of insurance companies in the first year is the highest, generally 70% to 80%.To agent in the Boston (2019) consulting group interview and survey data, working in China life insurance company in the first year of the employee turnover rate is 70%, Ping An insurance company's staff turnover rate reached 85%, macros in the Taikang insurance, Manulife-Sinochem Life insurance, staff turnover reached 80% in the first year, Allianz SE (75%), the attrition rates of new China life insurance and AIA are in line with those of China life insurance. Now the shortage of talents has become the bottleneck restricting the development of China's insurance industry. 

According to international experience, the turnover rate of 5% to 15% is normal, and more than 20% is considered to be likely to harm the normal operation of the enterprise (Sedwrtuym,2016).Insurance so high turnover apparently can bring adverse effect to enterprises and customers even: the flow of personnel not only increased the operating cost of insurance company, policy-holder interest suffered serious damage, prevent insurance companies to carry out the follow-up work, to company caused great losses, such losses including economic and image. The high loss of marketing staff increases the uncertainty of service, which leads to the loss of customers' trust in insurance companies and the loss of insurance coverage, forming a vicious circle that is not conducive to the benign development of the insurance industry (Gedsfyn, 2016).

Due to the long training period of insurance professionals, enterprises have spent a lot of time and money on the improvement and training of employee ability, and the active resignation of employees will substantially damage the interests of the company (Tedsfynu, 2017). Especially insurance individual agent serves as the first line post with policy-holder contact most close, professional skill is excellent, the individual agent with outstanding individual quality is more easy to be accepted by policy-holder and cast protect, be helpful for the improvement of company achievement thereby, so the negative effect of a large number of leave office of individual agent brings company achievement is great. If an insurance company fails to face up to the turnover of employees and not take active and effective measures against the brain drain, it will not only affect the progress of work, but also lose core technologies, key customer groups and other important resources due to the brain drain, and even seriously affect the long-term development of the enterprise (Aredfyb, 2017). Therefore, it is more and more important to further study and analyze the dimission of employees.
	
1.2 Problem Statement

As a developed city in the southeast coast of China, Wenzhou has a high turnover rate of insurance sales personnel, as shown in the figure below:

 (
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Figure 1: Wenzhou insurance industry above several years turnover rate (Jertynm, 2019)

The insurance industry sales staff is in the front line of the market, often requires a great deal of job involvement, and easier to produce high degree of job burnout (Kendy, 2016). When the salesperson's job burnout lasts for a long time, their attitudes and mood will occur a series of negative changes under the action of the lower job satisfaction, individual can produce turnover intention. 

In combination with internal and external factors, managers should pay attention to employees' job involvement and job satisfaction, balance the relationship between employees' dimission tendency, job involvement and job satisfaction, so as to reduce employees' resignation intention and achieve a win-win situation between enterprises and employees, which has become a focus of enterprise development. It is the most important issue facing the enterprises in Wenzhou (Qiu et.al., 2016).
1.3 Research Objectives

The main aim of this thesis is to research the relationship between job involvement and job satisfaction with employee turnover intention. In order to achieve the goal of research and to analyze the phenomenon of insurance industry employee retention. The usage of the structure provided to achieve the following objectives for this research.

Research objective 1: To investigate the relationship between the job involvement and turnover intention.
Research objective 2: To investigate the relationship between the job satisfaction and turnover intention.
Research objective 3: To investigate the relationship between the job involvement and job satisfaction.

For any researchers, it is important for them to have a clear understanding on the research objectives, the reason for that is in order to reasonable usage of the guide and attention on the entire research to get the desired outcomes (Bob, 2015). After clearly defining the research objectives, the researchers need to design the related and constructive question that can be used as the basis for the further development of the hypotheses of the study (Altarawneh, 2016).

1.4 Research Questions

Originated from the evidence sources which collected from the literature and the research objectives, the key research questions are as follows:

Research question 1: What is the relationship between the job involvement and turnover intention.
Research question 2: What is the relationship between the job satisfaction and turnover intention.
Research question 3: What is the relationship between the job involvement and job satisfaction.

1.5 Significance of Study

Previous research on sales staff pay more attention to job performance and human resource management. Therefore, from the perspective of job involvement, job satisfaction and employee turnover to study the characteristics of the insurance industry staff, it can not only enrich the service industry type of traditional literature research, but also provide reference basis for the long-term development of enterprises under the condition of economic transformation, and also implement the people-oriented concept of enterprise development (Defeny, 2017). 

To specify the management focus for the company to prevent employees from leaving the company, and to find out the management strategies to deal with the high turnover rate of sales employees, in order to achieve the purpose of reducing the high turnover rate of sales personnel, so as to promote the healthy and sustainable development of the insurance industry (Aedary, 2017).

1.6 Scope of Study

For the sales personnel referred to in this paper, two definitions are given: first, they are directly engaged in product or service sales in the enterprise, their work directly contact with customers, the main task is to let customers buy products or services of the enterprise (Cedany, 2016). The sales personnel defined in this paper do not include senior management of sales department similar to marketing director, whose main responsibilities are strategic planning and personnel management. Secondly, the sales personnel defined in this paper must have been engaged in sales work for a certain time, to ensure that the individual characteristics and the requirements of the sales work basically consistent with the individual has enough perception and understanding of the sales work (Refeny, 2017). For the purpose of obtaining a job opportunity or other reasons, individuals engaged in sales work only for a short time with less than one year of working experience are not the research object of this paper.
The research data are mainly collected from insurance sales employees, who working in Wenzhou, through their feedback analysis the influence of job involvement, job satisfaction to turnover intention.

1.7 Research Technique

Literature review
Collect, read and analyze relevant literatures. According to the classification of research variables and research contents, record and arrange references and materials all the time, so as to lay a theoretical foundation for putting forward the theoretical model and theoretical hypothesis of this paper (Vedaty, 2017).

Questionnaire survey
This study conducted a questionnaire survey on 334 front-line sales staff in insurance company of Wenzhou. It is then collected and recorded for further analysis.

Empirical analysis 
SPSS statistical software was used to conduct descriptive statistical analysis, independent sample t-test, one-way analysis of variance, correlation analysis and regression analysis of the collected data (Fesatynm, 2016). Descriptive statistical analysis mainly describes the overall characteristics of samples and the overall characteristics of research variables. Independent sample t test and variance analysis are mainly used to test whether there is significant difference between the two variables (Wendenay, 2017). Correlation analysis mainly studies whether there is a certain correlation between various variables, the direction and degree of correlation (Desafy, 2016). Regression analysis is mainly a quantitative relationship between two or more variables (Qenadin, 2016).

CHAPTER TWO: LITERATURE REVIEW

2.1 Job involvement

The concept of Job involvement
With the rise of research on positive psychology and organizational behavior, the positive aspects of human psychology have been gradually paid attention to (Besadny, 2017). In this context, as a positive working state, job involvement has become a new hotspot in the field of occupational health psychology and human resource management.

The earliest proposer of the concept of job involvement was Kahn. According to Kahn (2010) 's research on individual investment, employees may be engaged in work or not engaged in work. Job involvement is "the combination of employees' ego and job role, which enables individuals to express and show themselves through body, cognition and emotion"(Tesacny, 2017). However, non-engagement in work is "the separation of employees' self-role from work", which means that individuals will participate in work passively, perform pure cognitive performance, and emotionally alienate others (Redwsany, 2016). Kahn mainly discussed the psychological mechanism affecting work engagement at the ideological level, but did not put forward the operational level.

Another researcher, Maslach (2007) explains job engagement from the perspective of burnout to its opposite. Maslach &Leiter et al. (2007) are pioneers in the study of job burnout. Maslach et al. (2007) defined job burnout as a phenomenon of emotional exhaustion, dehumanization (also called sneering attitude) and low personal achievement in the practitioners engaged in interpersonal work. The definition proposes three dimensions, namely emotional exhaustion, sarcastic attitude and decreased professional efficiency; Emotional exhaustion is refers to the lack of energy in the work, appear to feel emotional resources exhausted, it is the most heavily job burnout index, sneer attitude refers to the cold, distant, negative and indifferent attitude and emotion of interpersonal relationship in work. Decreased professional efficiency is characterized by employees' tendency to make negative evaluation on work achievements and their own performance and loss of job achievement. Therefore, Maslach &Leiter (2008) thought that job involvement is characterized by energy, involved in and effectiveness, respectively is the opposite of three dimension of job burnout, and in 2018 they added the definition of job involvement, namely "job involvement refers to work in the process of a continuous, positive emotional state". But they didn't come up with a very clear operational definition.

Maslach's view that job burnout and job engagement are two extremes of work status has been questioned by other scholars, among which Schaufeli et al. 's explanation is generally accepted. The concept of job engagement, Schaufeli (2017)argues that job engagement should not simply be seen as the opposite of burnout, but should be based on the perspective of well-being, based on pleasure and activation the two dimensions, easier to understand the characteristics of job burnout is a low level of happiness and inspire, and job involvement is characterized by high levels of happiness and inspire, and job involvement can be defined as a kind of individual work related lasting, positive, fulfilling, vigor, dedication and absorption characteristics of the psychological state. He explained vigor refers to having a lot of energy at work and being willing to put in the effort and persist even in the face of difficulties. Dedication refers to the focus on the work and accompanied by enthusiasm and pride in the work; absorption is the state of being fully engaged in your work, feeling that time is passing quickly and unwilling to separate the individual from the work (Besadvy, 2017). Therefore, the dimension of vigor is opposite to the dimension of emotional exhaustion, the dimension of dedication is opposite to the dimension of mocking attitude, but the dimension of absorption is not opposite to the dimension of low professional efficiency, as shown in the figure.

Table 1: Relationship between job involvement and job burnout
job burnout                                                 job involvement
	Emotional exhaustion

	Cynical attitude

	low professional efficiency


	Vigor

	Dedication

	Absorption


Source: Monehutra.com (2017) 

The transition from job burnout to job involvement in research conforms to the trend of the development of positive psychology, and encourages people to study the traditional problems in occupational health psychology from a more positive, energetic and upward perspective, which is conducive to enterprises to implement the people-oriented concept and promote people's overall and healthy career development (Resacy, 2017).

2.2 Theoretical model of job involvement

Psychological conditioning model
Kahn constructed a psychological condition model of job involvement. According to Kahn (2010), job engagement is "the physical, cognitive, and emotional manifestation of the self in the work role."Physiological engagement refers to the highly organic coordination of the individual's physiological state when performing the work, cognitive engagement refers to the individual's highly cognitive wakefulness, and emotional engagement refers to the individual's sensitivity to maintain emotional connection with others in the work (Gymnaty, 2017). On this basis, by using the ethnographic research method, Kahn (2010) summarized three psychological conditions of individuals' involvement in work -- psychological sense of meaning, psychological security and psychological accessibility. The sense of meaning is the perception of the "profits" obtained from the "investment" in physical ability, cognition and emotion, and it is the power system to generate work investment (Iedasry, 2016). The sense of security refers to the psychological experience of individuals who do not have to worry about the negative impact on their image and identity when displaying and using themselves. Availability is the feeling that an individual believes he or she has the physical, cognitive or emotional resources needed to perform a particular job role.

The development of psychological condition model is of great help to deeply explore the emotional response of conscious and unconscious phenomena and study the subjective characteristics of work environment and work role (Wesarynu, 2017). In 2018, May scholars based on Kahn's views, work involvement was also defined from the physiological, compassionate and cognitive levels, and an empirical study was conducted. The results show that psychological sense of meaning, psychological security and psychological accessibility all have significant positive effects on individuals' work involvement, among which psychological sense of meaning has the greatest impact (Orenasy, 2018).



Work-person matching model
Maslach (2017) put the concept of job burnout and job involvement in opposition, and explained the formation mechanism of the two from the perspective of human and environment matching. Based on the work environment-personal matching theory, Masladh (2017) integrates the personal and situational factors in the process of job involvement, rather than the individual's own reasons. He believes that job involvement will occur when an individual's emotion, motivation or stress response is consistent with the work or organizational environment. When there is a mismatch, job burnout occurs. He thinks that the matching degree between individuals and work situation can be evaluated from six aspects, such as work load, sense of control, reward, team, fairness and value. The more the individual matches with the work situation in the six aspects, the higher the level of job involvement; The greater the mismatch, the lower the level of job engagement and the higher the level of job burnout (Gesady, 2017).

The job demands-resources model
Schaufeli and Bakker (2015) constructed the work demand - resource model (JD-R) to explain the mechanism of work input. The work demand-resource model comes from the work demand control theory and the resource conservation theory, which emphasizes the two working conditions of work demand and work resource. Work demand refers to the physical, social and organizational requirements of work, which requires individuals to make continuous efforts in physical and mental aspects at the cost of physical and psychological ones (Lesynary, 2016). It is mainly related to exhaustion. Work resources refer to the physical, social and organizational resources of work, which can be used by individuals to achieve work goals, reduce work requirements, or stimulate personal growth, learning and development.


JD-R model explains two psychological processes: one is the process of loss, Job burnout caused by work overload, emotional demands and other work demands damages employees' health; The second is the process of motivation, in which work resources such as social support, organizational support and performance feedback can better promote employees' work engagement (Tymnary, 2016). JD-R model well explains the difference and connection between job burnout and job involvement: there is a negative correlation between them; Job burnout was mainly predicted by job requirements and lack of job resources, and was positively correlated with health problems and resignation intention. Job involvement was predicted by resource acquisition and negatively correlated with turnover intention. Job burnout is the mediating variable of job requirements and health problems, while job involvement is the mediating variable of job resources and turnover intention (Basadeny, 2016).

2.3 A tool for measuring job involvement

With the concept and theoretical model of job engagement, different tools of job engagement measurement are developed. There are three widely recognized and applied measurement methods corresponding to Kahn, Maslach, and Schaufeli operational definitions of work engagement.

May(2018)according to Kahn of job involvement have conditions of the model created a 24 predicting scale of the project, then through exploratory factor analysis chose 13 projects, including the scale contains physical inputs (4), cognitive (5) and the emotional input (4) three dimensions, the internal consistency coefficient of 0.77, Kahn's psychological condition model is well verified. In 2018, Rich in the doctoral dissertation focusing on the structural validity of job engagement, Rich also prepared the job engagement scale based on Kahn's theory. Britt et al. (2018), based on their operational definition of work engagement, developed a work engagement measurement scale (σ= 0.88) containing 6 items. The scale includes three dimensions of sense of responsibility, commitment and perception of the impact of performance.

Maslach(2017) proposed in job burnout and its three dimensions at the same time, develop the measurement of job burnout scale, namely the Maslach burnout inventory (MBI) ,so she thought the job involvement can be measured in various reverse MBI scoring model to operate, because MBI scores at seven o 'clock for Likert scale score way, namely their a 0 to 6 points for choice.Therefore low scores on emotional exhaustion, cynical attitude and on self-efficacy of professional high score represents high job involvement.

Schaufeli work proposed by the Maslach burnout theory and MBI measurement tools developed on the basis of applicable to general population MBI - GS (Maslach Burnout Inventory – General Survey), but he didn't agree to use MBI to directly measure job involvement, because it is difficult to investigate the relationship between burnout and engagement these two concepts. Therefore, on the basis of a large number of interviews and analysis, Schaufeli (2018) developed the Utrecht Work Engagement Scale(UWES), the scale contains vigor, dedication and absorption three subscales, a total of 17 items (in addition, there are nine project Jane version).Zhang and Gan (2018) revised the scale by the group of middle school teachers, so that it could be used for relevant research in China. The revised Chinese version of UWES also has high reliability and validity.

Gallup researchers compiled the Gallup workplace Audit(GWA), which measures employee engagement based on interviews with millions of employees in 7,939 focus groups at 36 companies. The questionnaire consists of 12 questions (Oedasery, 2018). The survey focuses on measuring employees' satisfaction, pride and other aspects, which is more similar to the variable of job satisfaction (Sarfedety,2018). Therefore, whether the questionnaire can be used as an accurate tool for job involvement variables needs in-depth empirical analysis.


2.4 Antecedents and outcome variables of job involvement

Recent research on job involvement also shows that the performance of job involvement varies in different occupational groups due to the different occupational nature. Managers, entrepreneurs and farmers scored higher on job engagement, while blue-collar workers, police officers and paramedics scored lower. It can be seen that the differences in occupational nature and characteristics can cause huge differences in the level of job involvement. In addition, demographic variables (such as age, gender, marital status, education level, etc.) also have different effects on job burnout and job engagement. For example, in 2017, Maslach et al. summarized the demographic factors affecting job burnout as follows: young workers are more likely to suffer burnout than older workers; Unmarried workers are more prone to burnout than married workers; Workers with less education are more likely to suffer job burnout than those with more education. In 2017, Schaufeli also summarized the demographic factors affecting job involvement: job involvement showed a very slight positive correlation with age, that is to say job involvement showed a slight upward trend with the increase of age; The correlation between job involvement and gender is fairly weak, and the relationship is ambiguous. The correlation coefficient is no more than 0.15.

Similarly, Li et al. (2017) pointed out that job involvement is a positive and complete emotional and cognitive state related to work, which is persistent and diffuse. Job involvement has a certain impact on individual job performance, some work attitude and behavior variables, as well as organizational outcome variables such as customer satisfaction, productivity, profit margin and overall unit performance (Gedasxy, 2017). The influencing factors of job involvement include individual characteristic factors, job-related factors and family-related factors. Jin et al. (2017) took 361 employees of enterprises and public institutions as subjects, and used questionnaire method and structural equation modeling analysis method to explore the influence of organizational fairness, role pressure, sense of organizational support and organizational commitment on job involvement and their approaches. The results show that role pressure, organizational fairness and organizational support have good effects on job involvement and commitment predictive effectiveness, organizational fairness and perceived organizational support all have significant indirect effects on job engagement. Organizational commitment is mainly manifested in direct disclosure, while role pressure has both direct and indirect effects on job engagement. Zhou (2017) take 346 bank staff as the research object, the influence mechanism of psychological authorization and organizational commitment on job involvement was analyzed by questionnaire and structural equation model, namely psychological authorization can have a direct prediction effect on job involvement, also to some extent through the role of the intermediary organization commitment to achieve impact on job engagement.

2.5 Job satisfaction

The concept of job satisfaction
In the 1930s, Mayo, a professor at Harvard University in the hosted by the hawthorne experiments first suggested job satisfaction - a word, the study found that the workers emotions affect their work behavior, and the main factors influencing the productivity is the worker's social and psychological factors and developed in work relationships, and points out that high job satisfaction will lead to high productivity. Hoppock (1935) put forward the concept of "job satisfaction" for the first time. He believed that job satisfaction is a subjective emotional response or attitude of individuals under the combined action of mentality, physiological, environmental and other influencing factors. Locke (l976) believes that job satisfaction is a positive or positive emotional state generated when individuals evaluate their work or work experience. Job satisfaction is an emotional response, which results from personal job satisfaction or meeting their important work values. Since then, as one of the research hotspots of organizational behavior, the concept of job satisfaction has some differences among scholars in different periods (Qanety, 2014).

There are many researches on job satisfaction, and most of the definitions of the concept are from the composition of job satisfaction, and there are also large differences. For example, Vroom (2014) believes that job satisfaction refers to employees' feelings or emotional reactions to the roles they play in their organizations. Similar definitions are comprehensive definitions of job satisfaction, that is, from the holistic perspective, job satisfaction is employees' emotional reactions to the work itself and the environment. There is a class definition can be summed up in expectation gap defined, that is to say, job satisfaction is the gap between the value individuals get from their jobs and the value they expect to get. For example, Porter and Lawler(2016) believe that the degree of job satisfaction should be determined by the gap between what a person actually gets in his work and what he thinks he should get. Huang and Xin (2016) argue that job satisfaction refers to the individual as a professional person's satisfaction, is the evaluation of the satisfaction degree of employees by comparing their expectations in salary and other aspects with the actual income. Finally, reference architecture is defined by most scholars, the class definition is emphasis on job satisfaction is the result of the various characteristics of the subjective perception of employees, and employees to build a reference architecture, affecting all aspects of job satisfaction in evaluation and interpretation, emphasis on all aspects of emotional reactions, such as Smith, Kendall and Hulin (2018) argue that the degree of job satisfaction is related to several other factors, such as the ability to work with your colleagues, work experience, comparison and so on. England and Loquats et al. (2017) put forward four aspects - the task itself, compensation and environment, the promotion development, the superior guidance and so on. Kendal (2016) put forward five dimensions - the job itself, promotion, salary, your boss, co-workers, etc., Mathieu (2015) through the short form of Minnesota satisfaction questionnaire into artful exploratory factor analysis, extract the four factors, respectively external reward satisfaction, satisfaction with working conditions and to the satisfaction degree of the sense of responsibility and leadership satisfaction.

Through the above analysis it can be seen that the reference architecture definition more accurate than the comprehensive definition and expectation gap defined measurable, at present the practical job satisfaction scale is based on reference architecture definition for various scholars. Therefore, combined with the purpose of this study, this article will use the reference architecture definition, mainly using Mathieu put forward four dimensions, that job satisfaction refers to the individual to the work itself and working environment holds a subjective emotional response, individual is satisfied with the current work will be influenced by external rewards, work factor and individual subjective factors influence(Teryfeny, 2016).

2.6 Antecedents and outcome variables of job satisfaction

Research on job satisfaction mainly focuses on its influencing factors and effects. The factors affecting job satisfaction are antecedents, and the effect of job satisfaction produces outcome variables.

Seashore and Taber (2015) in the study of many scholars on the basis of the summary, put forward two key factors influence employee job satisfaction, namely, personal factors and environmental factors, the two factors contains both the factors that affect employee satisfaction within also includes factors that affect employee external satisfaction as well as other various factors. There in personal factors include demographic variables, stable personality trait variables, temporary personality traits and abilities, etc. Environmental factors include macro environmental factors, occupational characteristics and structure, organizational environmental factors, work and work environment, etc.

Tian et al. (2016), on the basis of interviewing employees' job satisfaction, proposed several major factors that affect employees' job satisfaction, namely, the working environment, remuneration, the nature of the work, the working team, employees' own factors and the satisfaction degree of the enterprise.

The empirical research on the outcome variables of job satisfaction is mainly reflected in the aspects of organizational commitment, turnover intention and job performance. For example, through case analysis and questionnaire interview of hotel employees, Zhong (2016) believes that the overall job satisfaction of hotel employees is low, and the job satisfaction is positively correlated with organizational commitment, and the salary and benefits and the migration system of job satisfaction are negatively correlated with demission intention and demission behavior. Yu(2018) conducted an empirical study on the job satisfaction, job performance and turnover intention of employees in property service companies. The results showed that job satisfaction had a significant positive impact on job performance and was negatively correlated with turnover intention.


2.7 Structure and measurement of job satisfaction

By analyzing the components and elements of job satisfaction, the authors developed a job satisfaction scale.

Locke (2016), based on the in-depth study of previous factors of job satisfaction, put the components of job satisfaction into two major categories. The first is item category (1) job itself:  job diversity, job control and job learning opportunities. (2) remuneration: mainly reflected in quantity and fairness. (3) promotion: opportunity and fairness of promotion. (4) recognition: leaders' recognition and trust in themselves. (5) working conditions: working hours, working environment quality, etc. (6) benefits: pension, insurance, vacation, etc. The second is personnel category, including: (7) self: understanding of their own values, skills and abilities. (8) leadership: leadership style and management skills. (9) colleague relationship: competition, friendship and mutual assistance among colleagues. (10) external members: relationship with customers, etc. 

Robbins (2017) opportunely measuring job satisfaction of two kinds of methods are summarized, respectively is a single overall assessment method and working elements combined score method, he points out that the single evaluation method only reflects the overall satisfaction level, can't make diagnosis to enterprise's specific issues, and work elements combined evaluation method although operation is relatively complex, but can offer more accurate information for enterprise management, the current job satisfaction measurement tools are used to follow work elements compiled by the combined grading method, comparing the famous are:

Minnesota satisfaction questionnaire
Minnesota satisfaction questionnaire, it is compiled by Weiss, Dawis, England and Lofquist (2017), researchers from the center for industrial relations, university of Minnesota. It is a relatively authoritative questionnaire to measure job satisfaction, which has been translated into many languages and published. The scale uses Likert five-point scoring, ranging from very satisfied to very dissatisfied. MSQ has long form and short form. The long form has 20 subscales containing 100 topics. The short scale has three subscales containing 20 questions that measure internal, external and general satisfaction (Esadeny, 2017). The advantage of MSQ lies in its comprehensive and complete measurement of job satisfaction and various components. The disadvantage is that the long scale of MSQ has a large number of questions, and whether the subjects can answer the questions patiently and accurately has a great impact on the accuracy of the measurement results, so its short scale is widely used.

Sob descriptive index(JDI)
Sob descriptive index, up from Smith Kendall and Hulin compiled in 1969, the scale a total of 72 subjects, measure the job satisfaction of five dimensions: promotion, management, remuneration, interpersonal relationships and work itself, including management, human relations and the work itself each 18 items, promotions and reward all 9 items, participants for each subject judgment, option "yes" 1, "no" - 1 minute, "not sure" 0, all dimensions subscales score aggregation is the job satisfaction scores. The advantage of JDI is that it can be applied to subjects with different levels of education, it is the most used scale by scholars, but some experts pointed out that its accuracy is not as good as MSQ (Lesadeny, 2010).

Based on the reference architecture definition of job satisfaction, the researcher analyzed and compiled the scale for each dimension of job satisfaction in combination with the characteristics of enterprises and employees. Lu (2016) proposed the employee's job satisfaction scale construction in five aspects: corporate image satisfaction (Management system, management participation level ), leadership satisfaction (managers, leadership style), job reward satisfaction (reward, training and development),interpersonal relationship satisfaction (colleagues communication and competition), work itself satisfaction (work feeling of competence and security).The job satisfaction questionnaire compiled by Liu and Zhang (2015) includes four aspects: training and development, senior management, department and customer service. In the test of employees in medium-sized private enterprises, the reliability of the questionnaire retouch-up reaches 0.956, with good reliability, structure validity and content validity reaching acceptable level. Gao (2018) studied the components of job satisfaction of employees in enterprises in Henan province and analyzed eight dimensions, including satisfaction with management and organizational policies, satisfaction with job characteristics, and satisfaction with work remuneration and welfare degree of satisfaction, satisfaction with the work appraisal system, satisfaction with staff development and training, etc.

2.8 Turnover intention

The concept of turnover intention
Demission is divided into voluntary demission and involuntary demission(Tesady,2016). This research refers to voluntary demission, which is the demission tendency and demission behavior generated by employees voluntarily. According to Porter and Steers(2017), resignation is a kind of withdrawal behavior when employees are dissatisfied with their jobs. Mobley (2017) believes that employees' dissatisfaction with their jobs will lead to their demission, and the demission tendency is generated after employees have the intention to leave, look for a new job, and evaluate the opportunities to look for a new job. According to Mobley, Homer and Hollingsworth(2017), demission intention is a comprehensive expression of leaving intention, looking for new job and finding other job opportunities after dissatisfaction with the job.

The definition of turnover intention has two significant aspects: first, turnover intention provides a very effective predictor for employees' turnover behavior; Secondly, turnover tendency provides the theoretical basis that "the tendency (that is, attitude) of a certain behavior is the prerequisite for this behavior" (Tesacy,2017).

2.9 Influencing factors of turnover intention

Based on the current studies on the influencing factors of turnover intention, the most representative views include:
According to Muchinsky and Morrow(2017), the influencing factors of turnover intention include three aspects: work-related level and the economic opportunity level and the individual level. On the job-related level, enterprise organization is the main factor that affects the turnover tendency of employees. At the level of economic opportunity, the factors that affect the turnover tendency of employees are mainly labor market rules. At the individual level, the individual characteristics and individual differences of employees are the biggest factors affecting turnover intention.

Zeffane (2018) believes that the factors influencing turnover intention include external environment, individual employees, organizational institutionalization and employees' reaction to their own work. Among them, the external environment includes economic development level, social labor market and other influencing factors; Individual factors of employees include individual intelligence, ability, personality characteristics, work experience, etc. Organizational system factors include the working conditions of employees, work remuneration, etc. Employees' responses to their own work mainly include employees' job satisfaction, job involvement and other aspects.

Quarles (2017) classifies job-related factors, individual factors and external factors into three influencing factors of resignation intention, and lists organizational commitment and job satisfaction as the influencing factors of resignation intention.

Matrin (2018) through empirical study found that job satisfaction, age and growth opportunities and turnover tendency exists significant negative correlation, while level of education and turnover intention is a significant positive correlation.

According to the empirical research conducted by Alfonso et al.(2016) in European and north American countries, it is found that employees' subjective feelings are the determinants of turnover intention, including employees' job satisfaction, perceived job security, organizational commitment and perceived labor market opportunities.

According to the empirical research conducted by professor Zhang(2016) the personal organization matching degree of employees can well explain the demission tendency of employees. In addition, promotion opportunity is also an important antecedent variable of demission tendency. The demission tendency of employees with high promotion opportunity is significantly lower than that of employees with low promotion opportunity. Zhou (2016) analyzed 464 questionnaires from 14 private enterprises and 5 state-owned enterprises and concluded that employees' job satisfaction and organizational identification had significant causal effect on turnover intention.

The research of Xu (2015) shows that the trust behavior of organizational leaders can significantly negatively predict the turnover tendency of employees. The more managers' behaviors are, the lower the turnover tendency of employees will be. Wang (2016) held that the antecedent variables of turnover intention mainly included five factors: personal career development, interpersonal conflict, organizational atmosphere, work load and organizational fairness.

2.10 Measurement of turnover intention

For the measurement of turnover intention, most of them adopt questionnaire or scale at present. Mobley (2017) put forward the demission tendency scale, which mainly measures employees' impression on the enterprise and looking for new job opportunities. The scale developed by Griffith (2017) is also not very different from Mobley's principles and content.

The Dixon scale developed by Chinese scholars is revised on the basis of Mobley scale based on the actual situation of China. For example, the demission tendency scale developed by award Fan (2015) with four topics verified its internal consistency coefficient and test-retest reliability in the research conducted in Hong Kong. Zhou (2015) revised and designed the demission tendency scale with three indicators, which has been proved to be of good reliability and validity. The scale adopted in this article is revised by sales industry employees as samples, referring to the scale of IT enterprise employee turnover tendency used by Yang (2016).

2.11 Job involvement, job satisfaction and turnover tendency

As a new research field of positive psychology, there are not many studies on the combination of job involvement and other variables, especially the comprehensive studies on job involvement, job satisfaction and turnover intention, and even if there are some, most of them combine two to make research. Most researchers believe that job involvement is negatively correlated with demission behaviors at work, especially when employees' job satisfaction is relatively low, job involvement has a strong prediction effect on employees' demission intention.

In Bruce's thesis, the relationship between job involvement and job satisfaction is studied. His results show that there is a significant correlation between job involvement and job satisfaction. Gallup found that organization members with high job involvement have higher job satisfaction than those with low job involvement. Bass (2015) found that among the dimensions of satisfaction, managers, job characteristics and working environment had a greater impact on employees' work engagement, while Weissenberg and Gurenfeld (2016) showed no significant relationship between them. According to the research results of Schaufeli et al. (2015), there is a significant negative correlation between job involvement and resignation intention.

Combination of job satisfaction and turnover intention of study is more, but the results are controversial, some studies show that job satisfaction can be as effective predictor of turnover intention, such as Mowday (2015) confirmed job satisfaction is negatively correlated with turnover intention and positively correlated with retention intention: Webster (2015) verified the relationship between job satisfaction and turnover intention, it is concluded that job satisfaction has significant negative impact on turnover intention; Xiong et al. (2018) conducted an empirical study on job satisfaction, organizational identity and resignation intention on the samples of employees in construction enterprises, and verified that job satisfaction can reduce turnover intention by 53.1% error. Some studies also show that there is no significant correlation (or weak correlation) and causality between job satisfaction and resignation intention, that is, the level of job satisfaction does not make employees inclined to quit. For example, Hellman (2017) concluded that the correlation coefficient between job satisfaction and resignation intention is -0.10.

2.12 Highlights of the research hypotheses formation

H1: There is a significant negative correlation between job involvement and turnover intention 
H2: There is a significant negative correlation between job satisfaction and turnover intention 
H3: There is a significant positive correlation between job involvement and job satisfaction

	CHAPTER THREE: RESEARCH METHODOLOGY	

3.1 Research design

Research design provides an overview of how the system will be studied, and researchers in order to achieve the objectives of the study (Sekaran and Bougie,2015). There are three main forms of research design, including descriptive, exploratory and exploratory research. The descriptive research will be used when the researchers need to describe a characteristic or unique demographic phenomenon, and establish a relationship between the selected variables (Jesafyne,2016).

The purpose of this study is to descript the relationship among the job involvement, job satisfaction(IV) and employee turnover intention(DV).Besides that, correlation design will be used in this study to determine the relationship between independent variables and dependent variables (Iqbal and Hashmi,2015).In addition, the researchers have minimal disturbance to this study, as the research focused on events as they normally occur. 

According to Krejcie and Morgan(2016),the setting of the study is treated as non-contrived that it was sought to collect the opinions of respondents through a questionnaire survey within the working environment. The method used in this research that data collection is done in a non-contrived environment will lead to higher external validity. Furthermore, this study will be conducted in a cross-sectional study, because the study was conducted in a particular phenomenon at a particular time, in addition the time limit for academic courses was necessary for most of the research projects.

3.2 Unit of Analysis

According to Sekaran and Bougie(2016), the unit of analysis is the major entity that to be studied, including individuals, dyads, groups, organizations, machines etc, and then collect data for the better results. In this research, the sales individuals working in Insurance company of Wenzhou is the unit of analysis, and the questionnaire will be distributed to employees for data collection. In addition, the result of each questionnaire from respondents are different and unique because of respondents’ different personal opinion on variables selection.   
  
3.3 Sampling design

Cooper and Schindler(2017) explained that understanding the adopted sampling method is most significance for researcher to conduct an effective research. Thus, this section introduce the sampling method that be applied in this study. 

3.4 Study Population

This research mainly focus on the employee who are working as a front-line salesman in insurance company of Wenzhou. A total of 2600 salespeople are in insurance company of Wenzhou, thus the sampling frame of this research will from these employees.

3.5 Sample Selection

In this research, the sample size is confirmed using the guidelines established by Krejcie and Morgan(1970). With this guideline, the population more than 1 million need to select 384 sample size, and assumed the response rate is 75% so that the minimum number of questionnaire distribution of is 334, hence this research estimated to have 334 questionnaires distributed among employees working in insurance company of Wenzhou.

3.6 Sampling Techniques

There are several ways to collect data for research purpose (Sekaran and Bougie,2016).In this research will use only one data collection measure because of the research limitation: online survey forms. The questionnaire was distributed to the front-line sales staff in insurance company of Wenzhou.

3.7 Measuring Instrument

The Likert scale will be used in terms of questionnaire, it has been demonstrated a good reliability and widely use by various researched as standard instrument to gauge the responses (Cooper and Schindler,2016).On the other hand, this research will use the Statistical Software Package for Social Science(SPSS) software version 22 to analyze the data collected from online. The software will be performed both statistical analysis and descriptive analysis.

The reason why SPSS is chosen because it is powerful and easy to use data analysis package and commonly used to quantitative data analysis by researches.

SPSS has the user friendliness and ability to conduct various statistical techniques(Saunders et al, 2015), which will contribute to the realization of research objectives. Therefore, this research will use the Statistical Package for Social Science(SPSS) software to analysis the data collected for this research.

3.8 Descriptive Analysis	

A descriptive analysis will be used to divide the population, as well as to depict the graphical relationship between each variable (Yesadety,2015). Descriptive analysis is also a very important test for this study. And in this study, the possible measurements to be asked under this section will be gender, age and the education level. 

3.9 Pilot Test

This study will provide pilot test before full scale data collection, where data will be collected from about 40 employees(10% of sample size) working in Wenzhou, According to Baker (2014)，pilot test is used to evaluate how a sample of people from survey population respond to questionnaire. Furthermore, questionnaires will be distributed through online survey tools to sales people working in Wenzhou.



3.10 Reliability Test

Reliability test indicates the consistency and stability of the items used in the meaning instrument. In a similar way, it is important to ensure that all information taken by the study is to be derived from a reliable source. Therefore, this will increase the credibility of the research implementation(Saunders et al., 2015). The Cronbach’s alpha test would be used to inspect the reliability of the measuring instrument scale(Zikmund et al., 2016).

Firstly, in order to ensure the information collected was reliable, the secondary data collection was taken from established platforms. It should be pointed out that, most of the research papers and journals were chosen from the popular platforms such as Ebscohost, Emerald, ScienceDirect and other credible sources. Official websites, such as those relating to the government, will be the source of other online information, with high reliability (Zikmund et al., 2015).

3.11 Validity Test

In this study, factor analysis will use Validity test to identify a reduced number of factors from a large number of measured variables. Validity testing are design to determine whether the use of measuring instruments is suitable for specific research, this is major components used in the research. According to Sekaran and Bougie(2015),the measurement capability of the measuring instrument is called the validity. Using SPSS software researcher would develop factor analysis through Kaiser-Meyer-Olkin(KMO) test that will help ensure the appropriateness of the variable used. Besides that, Total Variance, Barlett’s Test and MSA would be carry out to verify each variable (Quenary,2015).

3.12 Peason’s correlation

The Pearson’s Correlation will used in this research to measure the linear relationship between job involvement, job satisfaction and employee turnover intention(Sekaran and Bougie 2015).

3.13 Hypothesis Test

The measuring instrument is hypothesis to have credible content validity, as questionnaire survey was conducted before analysis of past literature. Further questions were adopted from existing literature (Munsamy and Vebter,2019) that gives assurance of content validity.

At this research, the hypothesis test will use regression analysis to ascertain extent of level of model fit or how theoretical framework fitting in to study or not. When the results R square is near to 1, then the dependent variable (turnover intention) can be explained by regression model, and it means that independent variables (job involvement, job satisfaction) has the significant impact on dependent variable (Cooper and Schindle,2017).

A standard regression analysis would be conducted to assure the link between factors of job involvement, job satisfaction (IV)and turnover intention(DV).This test is helpful to determine the independent variance of independent variables in the dependent variable, and find out the most important variable (Shore, 2017). Based on the finding a model fit strategy will be used, by the subsequent deletion of the variable that did not show a significance relationship with the dependent variable. Similar approach to the study of cross generational moderating effects, which will have levels of regression, will help to assess the relative contribution of the relationships between the independent and dependent variables (Radford and Chapam,2015).
3.14 Ethical consideration

This paper contains ethical considerations, such as the consent form will be provided to represent the participants agreed to participate in the survey. For all online surveys, consent forms and data sheets will be posted on the data collection page to help participants decide whether to join the study. All the data will be encrypted and stored only on personal computers, to ensure that the privacy of the participants is protected (Vesacy, 2016). In addition, the secondary data used in the literature review are obtained from established sources with appropriate reference in order to avoid any potential plagiarism. Appropriate sampling size and target will reduce the sampling error in terms of data collection and analysis.

CHAPTER FOUR:  RESEARCH FINDING

4.1 Pilot Test	

In order to test whether the questionnaire are meaningful and scientific, the author has done the pilot test of 40 sampling about the questions of independent variables and dependent variables before doing the research. 

Table 2:Result of pilot test
	Job involvement of Reliability Statistics
	
	
	

	 Cronbach's Alpha
	N of Items

	 .896
	17

	

	Job involvement of KMO and Bartlett's Test
	

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.771

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	103.156

	
	df
	136

	
	Sig.
	.000





	Job satisfaction of Reliability Statistics

	Cronbach's Alpha
	N of Items

	.879
	20

	
Job satisfaction of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.851

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	156.047

	
	df
	190

	
	Sig.
	.000

	
Turnover intention of Reliability Statistics

	Cronbach's Alpha
	N of Items

	.847
	10

	







	Turnover intention of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.846

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	242.563

	
	df
	45

	
	Sig.
	.000



In this table 2, it is shows that all the result of Cronbach’s Alpha is greater than 0.8,and all the results of KMO is more than 0.7,all the P-value is less than 0.05.Therefore, all the items are accepted. This pilot test can show that the designed questions are scientific ,then author can do the deeper research.

4.2 Demographic data of respondents

Demographic refers to the information of population who did the research. The purpose of this is to analysis the research data collection, and provide an overview of the demographic information. It will include the descriptive of data, which is gender, age, education level and years of working.

	Table 3:Demographic analysis summary

	Gender
	Frequency
	Valid Percent

	Valid
	female
	15
	4.5

	
	male
	319
	95.5

	
	Total
	334
	100.0

	Age
	Frequency
	Valid Percent

	Valid
	26-30
	21
	6.3

	
	31-40
	267
	79.9

	
	above 41
	39
	11.7

	
	below 25
	7
	2.1

	
	Total
	334
	100.0

	Education level
	Frequency
	Valid Percent

	Valid
	bachelor degree
	320
	95.8

	
	diploma
	7
	2.1

	
	high school
	4
	1.2

	
	master or above
	3
	.9

	
	Total
	334
	100.0

	Years of working
	Frequency
	Valid Percent

	Valid
	1-3 years
	14
	4.2

	
	4-5 years
	272
	81.4

	
	above 5 years
	40
	12.0

	
	Within a year
	8
	2.4

	
	Total
	334
	100.0

	


The total numbers of respondents for this research was 334,including 95.5%male and 4.5%female. The high proportion of men reflects the vast majority of men working in insurance sales. 

From the age point of view, 31-40 years old accounted for 79.9%, accounting for the vast majority of the total, ranking second in the above 41accounted for 11.7%. 

In terms of education background, the number of undergraduates reaches 320, accounting for the majority, while diploma accounts for 2.1%.

In terms of working years, the number of 4-5 years reached 272, ranking the second place with more than 5 years. 

4.3 Reliability analysis

Reliability refers to the reliability, consistency and stability of measurement results. Reliability are commonly used to represent the reliability coefficient, reliability coefficient refers to the different time, use the same test, or using two different equivalence test of the project, or in other different test conditions, the same group of subjects to implement the consistency of scores obtained two test is one of the important indicators of measuring the size of a scale reliability (Resawed, 2016).

 Cronbach’s Alpha coefficient ,the degree of intrinsic consistency of all the items that make up the scale can be examined. The value of A coefficient of between [0, 1], it is generally believed that between [0.80, 0.90] said the reliability is very good, between [0.70, 0.80] said reliability is quite good, between [0.66, 0.70] reliability is the minimum acceptable values, between[0.60, 0.65] said not to be trusted (Kenaty, 2017).

Table 4：Result of reliability test
	Job involvement of Reliability Statistics

	Cronbach's Alpha
	N of Items

	.820
	17



	Job satisfaction of Reliability Statistics

	Cronbach's Alpha
	N of Items

	.867
	20




	Turnover intention of Reliability Statistics

	Cronbach's Alpha
	N of Items

	.859
	10



Using SPSS17.0 statistical analysis software conducts data reliability analysis, and the results are shown in table 4.As shown, Cronbach's Alpha coefficient of the three scales of this questionnaire is respectively0.820,0.867,0859, all reached a very good level of reliability, indicating that the internal consistency reliability of all items in the scale was quite high. In short, the reliability of the questionnaire composed of the three scales is analyzed, and the reliability of the questionnaire is considered to be very high.

4.4 Factor analysis

According to Kaiser (2012), whether the factors are suitable for factor analysis can be judged from the size of the appropriateness value KMO. When the KMO value is larger, the more common factors between variables, the more suitable for factor analysis (Wu, 2013). It is generally believed that the sampling appropriateness value above 0.8 is suitable for factor analysis, 0.7 is acceptable, 0.6 or more is barely possible, and 0.6 or less is not suitable for factor analysis. The test results are as follows:

[bookmark: OLE_LINK7][bookmark: OLE_LINK8]Table 5:Result of factor analysis
	Job involvement of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.762

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	466.135

	
	df
	136

	
	Sig.
	.000



	Job satisfaction of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.771

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	474.571

	
	df
	190

	
	Sig.
	.000



	Turnover intention of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.897

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	1335.790

	
	df
	45

	
	Sig.
	.000



Table 5 shows that the KMO value of the work input is 0.762, which is suitable for exploratory factor differentiation. In addition, Bartlett's test has an approximate chi-square value of 466.135, P value is 0, less than the significance level of 0.05. Indicates that it is suitable for factor analysis. Similarly, as shown in next table , the KMO value of job satisfaction is 0.771, the approximate chi-square value of Bartlett's test is 474.571, and the P value is also less than the significance level of 0.05, which is suitable for factor analysis. Therefore, the test results in Table 4 show that the three scales have high validity, that is, the scale can effectively measure the content to be measured.

4.5 Correlation Analysis

Correlation is a technique for investigating the relationship between two quantitative, continuous variables. Pearson’s correlation coefficient(r) is a measure of the strength of the association between two variables (Qaureny, 2016).

[bookmark: OLE_LINK1][bookmark: OLE_LINK2]Pearson’s correlation coefficient （r）for continuous (interval level) data ranges from -1 to +1, and when r=-1, the data lie on a perfect straight line with a negative slope; when r=0 no linear relationship between variables; when r=+1,data lie on a perfect straight line with a positive slope .According to Evans(2016),when 0≤r≤1,it can be tabulated as:0≤r＜0.2 equal to the relationship is very weak;0.2≤r＜0.4 equal to the relationship is weak;0.4≤r＜0.6 equal to the relationship is moderate;0.6≤r＜0.8 equal to the relationship is strong, and 0.8≤r＜1 equal to the relationship is very strong (Sekaran and Bougie, 2016).

	Table 6: The correlation between job involvement and turnover intention

	
	Job involvement
	Turnover intention

	Job involvement
	Pearson Correlation
	1
	-.451**

	
	Sig. (2-tailed)
	
	.000

	
	N
	334
	334

	Turnover intention
	Pearson Correlation
	-.451**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	334
	334


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

Table 6: the value of negative 0.451 indicates that it’s a moderate negative relationship between job involvement and turnover intention, which is means that job involvement will have a moderate negative influence on the turnover intention(P＜0.01).

	Table 7: The correlation between job satisfaction and turnover intention

	
	Job satisfaction
	Turnover intention

	Job satisfaction
	Pearson Correlation
	1
	-.668**

	
	Sig. (2-tailed)
	
	.000

	
	N
	334
	334

	Turnover intention
	Pearson Correlation
	-.668**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	334
	334


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

Table 7: the value of negative 0.668 shows that the relationship between job satisfaction and turnover intention is strong negative relationship, and is also means that job satisfaction have a strong negative influence on turnover intention.

	[bookmark: OLE_LINK5][bookmark: OLE_LINK6]Table 8: The correlation between Job involvement and job satisfaction 

	
	Job involvement
	Job satisfaction

	Job involvement
	Pearson Correlation
	1
	.662**

	
	Sig. (2-tailed)
	
	.000

	
	N
	334
	334

	Job satisfaction
	Pearson Correlation
	.662**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	334
	334


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


Table 8: with the number of positive 0.662,the relationship between job involvement and job satisfaction is a strong positive correlation.

4.6 Regression Analysis

According to Ikuikka and Laukkanen (2016), in the regression analysis if the R is between 0-0.3,it means that there is no relationship between variables; If R is between 0.3-0.5,the relationship is weak between variables. If R is between 0.5 – 0.8,the relationship is strong; If R is between 0.8-1,the relationship is extremely strong. 

Table 9: Regression analysis of job involvement on turnover intention
	Model Summaryb ﹠ANOVAa 

	Model
	R
	F
	Sig.

	1
	.626a
	47.835
	.000

	a. Predictors: (Constant), job involvement

	b. Dependent Variable: turnover intention

	

	Coefficientsa

	Model
	Unstandardized Coefficients
	t
	Sig.

	
	B
	16.851
-6.916
	.000
.000

	1
	(Constant)
	39.112
	
	

	
	Job involvement
	-.451
	
	

	a.Dependent Variable: turnover intention



As can be seen from the table data，R is 0.626, which is greater than 0.5,it means there is a strong correlation. The work involvement F value is 47.835, and the significance level P value is less than 0.05, which is very significant, indicating that there is a linear regression relationship between the independent work involvement and the dependent variable turnover intention. 

Base on table 9, the regression coefficient of job involvement is negative 0.451, the probability P of the corresponding T value is less than 0.05, therefore, the regression coefficient is significant.

Based on the above data analysis, it can be concluded that the fitting regression of this model has a higher significance level, and job involvement can predict the turnover intention of sales personnel to some extent. In conclusion, the standard linear regression equation can be expressed as follows:
Turnover intention=-0.451*job involvement+39.112

According to the above analysis results, the higher the level of job involvement, the lower the turnover intention of insurance sales personnel. Insurance industry competition is intense, sales people are more likely to produce mental fatigue and job burnout, however if the insurance sales staff satisfaction is higher, job involvement level is higher, can reduce turnover intention, but once this kind of job involvement have been violated. This will lead to insurance personnel's cognitive bias in sales work, negative absenteeism, lack of work enthusiasm, and even separation.

Table 10: Regression analysis of jobs satisfaction on turnover intention
	Model Summary &ANOVAa

	Model
	R
	F
	Sig.

	1
	.715a
	150.786
	.000

	a. Dependent Variable: turnover intention

	b. Predictors: (Constant), job satisfaction

	

	Coefficientsa

	Model
	Unstandardized Coefficients
	t
	Sig.

	
	B
	
	

	1
	(Constant)
	51.039
	22.348
	.000

	
	Job satisfaction
	-0.668
	-12.279
	.000

	a. Dependent Variable: turnover intention



From table 10, the value of R is 0.715. In the range of 0.5-0.8, the relationship is strong between variables, indicating that the linear equation has a high degree of fit. The probability P value of the F-test of the constant term is less than the significance level of 0.05, indicating that the job satisfaction is significant in the prediction of the turnover intention of the insurance salesperson.

According to the data in table 10, the standardized regression coefficient for job satisfaction is -0.668, the significance level of the corresponding T value is less than 0.05, indicating that the regression coefficient is significant, and the overall job satisfaction has a linear negative correlation with turnover intention.
In conclusion, the standard linear regression equation of job satisfaction to turnover intention is as follows:
Turnover intention=-0.668*job satisfaction+51.039

Job satisfaction is an important indicator to reflect the dimission tendency of insurance sales personnel, which will directly affect the working status and enthusiasm of employees, and can better predict the dimission behavior of employees. Job satisfaction has a significant negative impact on turnover intention. The higher the job satisfaction is, the lower the turnover intention is. Turnover intention is the direct result of job satisfaction. Its strength and weakness change with the change of job satisfaction

Table 11:Regression analysis of job involvement to job satisfaction
	Model Summaryb &ANOVAa

	Model
	R
	F
	Sig.

	1
	.704a
	145.656
	.000

	a. Predictors: (Constant), job involvement

	b. Dependent Variable: job satisfaction

	

	Coefficientsa

	Model
	Unstandardized Coefficients
	t
	Sig.

	
	B
	9.400
12.069
	.000
.000

	1
	(Constant)
	32.828
	
	

	
	Job involvement
	.663
	
	

	As can be seen from table 11 that the value of R is 0.704, and the two variables have a strong relationship, indicating that the regression equation has a high degree of fit.

The regression F value of job involvement to job satisfaction is 145.656, and the corresponding significance probability P value is less than 0.05, which is very significant, indicating that there is a significant linear regression relationship between work involvement and job satisfaction. 

From Table 11, the standard regression coefficient is 0.663, and the corresponding T-worth significance level is less than 0.05, indicating that the regression coefficient has a high significance level.

It can be seen from the above that the work involvement can be used as a predictor of job satisfaction, and the standard regression  formula can be obtained:
Job satisfaction=0.663*job involvement+32.828

According to the regression analysis results, there is a significant linear regression relationship between job involvement and job satisfaction, and job involvement has a significant positive predictive power to job satisfaction. The higher the intensity of job involvement, the higher the job satisfaction of insurance salesmen will be. That is to say, when insurance salesmen better assume responsibility and devote themselves to work with full enthusiasm, employees will show higher satisfaction in working conditions, salary level, promotion and development, sense of responsibility and other aspects.


[bookmark: OLE_LINK3][bookmark: OLE_LINK4]
4.7 Hypothesis testing and discussion 

Combined with the above analysis results, several hypotheses initially proposed are tested, as shown in table 12：

Table 12: Results for Hypothesis test

   Hypothesis                          Accept/Reject

      H1                                Accept
      H2                                Accept
      H3                                Accept



CHAPTER FIVE: CONCLUSION AND LIMITATION

5.1 Overview of finding

The aim of this research is to address issue of employee turnover intention in Wenzhou, China, through determining the factors of job involvement, job satisfaction influencing turnover intention. Based on the purpose of this research, a framework has been established in the research. After the KMO and Bartlett’s test, reliability test and correlation analysis, the research module was be proved. Results of research analysis confirmed the research framework, which the factors of job involvement, job satisfaction have significant influence on turnover intension in Wenzhou, and hypothesis were be supported. All the factors of job involvement, job satisfaction have significant relationship with turnover intention. In contextual factors have influence on employee turnover in Wenzhou.  



5.7 Recommendation

This research focuses on the correlation among the job involvement, job satisfaction and turnover intention of sales staff, which on the one hand helps to understand the psychological working attitude of sales staff, and provides accurate direction for employees' essential assistance. On the other hand, it can also provide suggestions for the talent selection, training, performance assessment and management of enterprises in the sales industry.

Perfection employee career development planning
For employees of different ages, seniority and education, the employee's career development plan should be personalized and specific measures must be implemented (Jedsat, 2016). For example, the newly hired staff is with an experienced employee as their "mentor", giving one-on-one guidance and assistance in the work environment adaptability, life adaptability and sales skills of the employees, and promoting new employees to adapt as soon as possible, gradually develop good professional quality in the state of job involvement, also contribute to the retention of talents. Take a different approach to the career development planning of highly educated and low-educated sales personnel, the sales staff of academic degree may go to management for the development goal, the low-education sales staff may be more willing to become the first-line sales elite or trainer (Carement,2016). The enterprise can arrange different key training systems for the employees; for the sales people who can no longer clearly define the career development goals, the rotation opportunities of all departments of the enterprise will determine the future career development direction according to the performance of the work (Desarty,2016). This is the direct embodiment of the people-oriented management concept of the enterprise.


Establish a reasonable salary and welfare mechanism and assessment method.
When the company's financial capacity is feasible, the basic salary of employees should be raised as much as possible to alleviate the survival pressure of employees, and encourage them to devote more efforts to improve their performance. In the aspect of performance salary, sales work pays more and more attention to team cooperation, and the appearance of cross-functional team also requires the adjustment of performance salary (Auresdy,2016). In this case, flexible performance appraisal method and performance appraisal system can improve the work efficiency of cross-functional team. In addition to salary, employee welfare is an important aspect of salary management of modern enterprise human resources. Regular organization of employee activities, group travel, team gathering, etc., is an effective way to improve employee job satisfaction, promote work engagement and reduce turnover rate.

Create a positive corporate culture
Corporate culture includes flexible and humane internal communication mechanisms, such as establishing a departmental internal communication network or platform, and encouraging employees to express their opinions through the Internet and "employee world." The internal communication platform is a reflection of friendly interpersonal relationships (Fedacy,2016). It also enables sales staff to get psychological support and sales skills in a timely manner, and actively participate in every step of the company's development planning. Such interaction not only allows the development of the company to absorb the opinions and suggestions of front-line sales staff, but also enables the company to develop faster and healthier, and the salesperson can really feel the sense of belonging and pride of being a part of the company (Wquenty,2017). When a sales person sees a company as an important part of his life, his turnover intention will naturally decrease.
5.8 Contribution

Contribution to the literature
The research focus on the influence of job involvement, job satisfaction on turnover intention in Wenzhou, China. From the theoretical perspective, this research increase the emerging evidence that job involvement, job satisfaction have the significant negative influence on turnover intention (Gerty, 2017). Another strength of this research is provides new insight to literature, whereby new findings are found on the relationship between job involvement, job satisfaction on turnover intention in Wenzhou. It is discovered a new area on human resource management, and breaking in limitations of existing research in Wenzhou, China.

From the current research of employee turnover, it can be found that most of research are focus on the training and development, leadership style and employee incentive, what were be ignored the influence of job involvement, job satisfaction to turnover intention, especially in Wenzhou, China. Such as the research on employee turnover of Booth and Hamer (2017) shows that the training and development and financial incentive have the influence on employee turnover, Gialuisi and Coetzer (2016) developed a research and found that the leadership style have the influence on employee turnover. Those of the research haven’t focus on the relationship between job involvement, job satisfaction and turnover intention. This research have covered this gap on literature.

Contribution to the Corporate
The aim of this research is to find the relationship between job involvement, job satisfaction on turnover intention in Wenzhou, China. Through the results of this research, employee choose demission was be influence by job involvement and job satisfaction. All the factors of job involvement and job satisfaction can help the manager to better manage employee. The human resource management can through the factors to retention employee efficiency. The human resource management standard will influence the operation and development of the corporation, it should be attached more attention.

5.9 Limitation

Time is too short to do this research, just only spent three months. Due to insufficient time, there is no time for further analysis -- mediator analysis.
 
The sample size is not comprehensive enough, only for insurance industry .In the sample selection process, due to the particularity of the insurance sales industry, sales staff are not willing to cooperate with the questionnaire survey in the busy working state, resulting in a small sample size, just get 334 samples as the data to analysis. The randomness of the sampling survey is not very strict, which is where the follow-up research needs to be improved. In addition, the research object of this article is limited to the on-the-job sales staff, and it is impossible to investigate and interview the sales staff who have left the company, and whether the turnover intention of those who have left the company is affected by job involvement and job satisfaction is also the missing research part.

This study use the questionnaire survey data collection method, but the method itself has limitation. The questionnaire be collected through online service and email, and haven’t give to the participants face to face, it must have some influence on the results of questionnaire. Each individual’s reaction pattern may be different, there are some participants in response to answer questions may be more intense emotional, and even some participants do not want to answer some questions. The questionnaire is a kind of data collection which is full of individual character, and leads to a certain deviation of data collected. From this point of view, the other main limitation of this study is the way of data collection.  

5.10 Future research direction

The most important thing I learned from this research is how to do analysis, and through the primary study how to do a new research. This study still have space for improve based on the primary literature. As the same time, it also have the direction of future. Future research can add mediator analysis.

What also can be done on human resource management is keep going on the research of job involvement and job satisfaction. Not only on the influence on employee turnover, and also the other influence by the factors on human resource management and corporation. It need more research to find, and also need to depend not only by individual research.

In conclusion, there is a wide space in the future direction, and it need to be more powerful.

5.11 Personal Reflection

In the research process, I have learned how to do a project and how to use the questionnaire to collect data and then use the SPSS software to analyze, the data I collected to determine whether the hypothesis in this research is correct.
Through this study, I have acquired a lot of valuable knowledge, which has made my eyes can see far, and bring me the special experience about human resource management, I believe that this will greatly help me succeed in my work in the future. That all is my lifetime of treasure I learned in this research.
There are several challenge I have faced and solved during the process. One of the main challenge is time, I have to finish this research in three month, therefore I need to manage my time to finish study better. A good schedule is necessary to ensure I can finish my mission on time. Another challenge I faced is less of knowledge, but I solved it through a lot of reading of journal articles.

Finally, I would like to thank all the people who are directly and indirectly involved in this research, and their support and cooperation have made me successful in completing my final journey as a master student.
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Appendix one

INITIAL RESEARCH PROJECT PROPOSAL

	Student name &ID No
	Zhang Yitian  I18014636  Single award

	Broad area
	Human Resources

	Concise Title

	The research on job involvement ,job satisfaction and turnover intention of insurance sales employees in Wenzhou, China.

	Problem Definition
	As a developed city in the southeast coast of China, Wenzhou has a high turnover rate of insurance sales personnel.
The insurance industry sales staff is in the front line of the market, often requires a great deal of job involvement, and easier to produce high degree of job burnout. When the salesperson's job burnout lasts for a long time, their attitudes and mood will occur a series of negative changes under the action of the lower job satisfaction, individual can produce turnover intention.

	Research Questions OR Objectives
	Research Objectives 
RO1: To investigate the relationship between the job involvement and turnover intention. 
RO2: To investigate the relationship between the job satisfaction and turnover intention. 
RO3: To investigate the relationship between the job involvement and job satisfaction. 
Research Questions
RQ1: What is the relationship between the job involvement and turnover intention. 
RQ2: What is the relationship between the job satisfaction and turnover intention. 
RQ3: What is the relationship between the job involvement and job satisfaction.

	Scope of study
	This research mainly focus on the employee who are working as a front-line salesman in insurance company of Wenzhou. A total of 2600 salespeople are in insurance company of Wenzhou, thus the sampling frame of this research will from these employees.

	Significance of the Research
	Previous research on sales staff pay more attention to job performance and human resource management. Therefore, from the perspective of job involvement, job satisfaction and turnover intention to study the characteristics of the insurance industry employees, can not only enrich the service industry type of traditional literature research, but also It provides a reference for the long-term development of enterprises under the conditions of transitional economy, and also implements the concept of people-oriented enterprise development.
To specify the management focus for the company to prevent employees from leaving the company, and to find out the management strategies to deal with the high turnover rate of sales employees, in order to achieve the purpose of reducing the high turnover rate of sales personnel, so as to promote the healthy and sustainable development of the insurance industry.

	Literature Review
	KAhnd (2015) pointed out that organization members with high job involvement have higher job satisfaction than those with low job involvement. 
Demerout(2016) said that there is a significant negative correlation between job involvement and resignation intention.
Wilson (2017) showed that job satisfaction is negatively correlated with turnover intention and positively correlated with retention intention. 
Bretz (2018) verified the relationship between job satisfaction and turnover intention, it is concluded that job satisfaction has significant negative impact on turnover intention.

	Research Methodology
	1. Literature research method: Study the theories and models of relevant literatures all over the world, construct the research framework and model, compile and modify the questionnaire according to the previous research and the specific situation of the research object of this paper, put forward the hypothesis, determine the questionnaire object, quantity and method.
2. Questionnaire survey method: On the basis of literature research, the project of job involvement, job satisfaction and turnover intention are designed to investigate employees of real companies through the combination of online methods, and obtain first-hand research data.
3. Statistical analysis method: SPSS software was used for pilot test, reliability test, validity test, correlation analysis, regression analysis and so on to verify the research hypothesis and draw relevant conclusions.




Appendix Two

 Questionnaire

The research on job involvement ,job satisfaction and turnover intention of insurance sales employees 
Hello! Thank you very much for your time and cooperation in completing the following questionnaire. This questionnaire is filled out anonymously, and the information obtained is only used for academic research. I will keep the results completely confidential. In order to ensure the quality of the survey, please read the instructions carefully and choose the answer that you are most satisfied with. There is no right or wrong answer. Please try your best to answer with your first impression and choose the option that you think is appropriate. Many thanks for your cooperation!
Part one: Demographic information
1. Gender
□Male  □female	

2. Age
□below 25  □26-30  □31-40  □above 41

3. Education level
□high school  □diploma  □bachelor degree  □master or above

4. Years of working
□Within a year  □1-3 years  □4-5 years  □above 5 years

Part two
Section 1: the following questions probes the job involvement


ＩVigor
1.I feel energetic when I work.
□Never  □Rarely  □Sometimes  □Frequently  □Always

2.When I work, I feel that I am strong. 
□Never  □Rarely  □Sometimes  □Frequently  □Always
3.When I get up in the morning, I want to go to work. 
□Never  □Rarely  □Sometimes  □Often  □Always

4.I can work for a long time.
□Never  □Rarely  □Sometimes  □Often  □Always

5.Even if I feel tired from work, I can recover quickly.
□Never  □Rarely  □Sometimes  □Often  □Always

6. At work, I always persist, even when the progress is not smooth.
□Never  □Rarely  □Sometimes  □Often  □Always

Ⅱ Dedication
7. I think the work is full of meaning and the goal is clear.
□Never  □Rarely  □Sometimes  □Often  □Always

8. I am passionate about my work.
□Never  □Rarely  □Sometimes  □Often  □Always

9.My work can inspire me.
□Never  □Rarely  □Sometimes  □Often  □Always

10.I am proud of the work I have done.
□Never  □Rarely  □Sometimes  □Often  □Always

11. For me, my job is challenging.
□Never  □Rarely  □Sometimes  □Often  □Always

Ⅲ Absorption
12.When I work, time flies fast.
□Never  □Rarely  □Sometimes  □Often  □Always

13.When I work, I forget everything around me.
□Never  □Rarely  □Sometimes  □Often  □Always

14.I feel happy when I work hard.
□Never  □Rarely  □Sometimes  □Often  □Always

15.I am immersed in my work. 
□Never  □Rarely  □Sometimes  □Often  □Always

16.I can't get rid of my work when I work.
□Never  □Rarely  □Sometimes  □Often  □Always

17.It's hard to separate me from work.
□Never  □Rarely  □Sometimes  □Often  □Always

Section 2: the following questions probes the job satisfaction
How do you feel about your current job? 1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

1.Be able to keep yourself busy
1.very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

2.Opportunity to work independently 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

3. There are often opportunities to do different things
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

4.Opportunity to be a member of a group
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

5.The way the superior treats the staff 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

6. Manager's decision-making competency
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

7.Be able to do things that don't violate your conscience
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

8.Stable employment methods provided by the work
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

9. Opportunities for others to do things
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

10.Opportunity to ask others to do things 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

11.Opportunity to work to develop your abilities 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

12.The way the company policy pays for practice 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

13.My reward and the amount of work I have done
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

14.The opportunity for improvement of the job
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

15. Use your own judgment opportunities 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

16. Opportunity to do your job in your own way 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

17. Working conditions
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

18.The way to get along with colleagues 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

19. Praise for good work 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

20. A sense of accomplishment from work 
1. very satisfied 2.satisfied 3.unsure 4.dissatisfied 5.very dissatisfied

Section 3: the following questions probes the turnover intention 1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

1.I want to work again in this company for some time. 
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

2.I feel very bored about the current work, I want to change jobs.
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

3.I can't stand the working atmosphere here.
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

4.I often want to adjust the working environment.
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

5.I will look for other job opportunities.
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

6. If there is a suitable job, I will accept.
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

7. I have started looking for other job opportunities.
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

8.There are already new companies offering me job opportunities. 
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

9.Once the conditions are ripe, I will immediately quit my current job. 
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable

10. I often want to quit my current job.
1.highly acceptable 2.acceptable 3.uncertain 4.unacceptable 5.very unacceptable


























	Appendix Three
SPSS output tables
Pilot test
Pilot test for job involvement
KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.771

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	103.156

	
	df
	136

	
	Sig.
	.000


	
	Communalities

	
	Initial
	Extraction

	1.I feel energetic when I work.
	1.000
	.607

	2.When I work, I feel that I am strong.
	1.000
	.668

	3.When I get up in the morning, I want to go to work.
	1.000
	.636

	4.I can work for a long time.
	1.000
	.655

	5.Even if I feel tired from work, I can recover quickly
	1.000
	.608

	6.At work, I always persist, even when the progress is not smooth.
	1.000
	.884

	7. I think the work is full of meaning and the goal is clear.
	1.000
	.653

	8. I am passionate about my work.
	1.000
	.602

	9.My work can inspire me
	1.000
	.612

	10.I am proud of the work I have done.
	1.000
	.660

	11. For me, my job is challenging
	1.000
	.653

	12.When I work, time flies fast
	1.000
	.712

	13.When I work, I forget everything around me.
	1.000
	.638

	14.I feel happy when I work hard.
	1.000
	.739

	15.I am immersed in my work.
	1.000
	.750

	16.I can't get rid of my work when I work.
	1.000
	.661

	17.It's hard to separate me from work
	1.000
	.655

	Extraction Method: Principal Component Analysis.



	Total Variance Explained

	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	1.791
	10.536
	80.536
	1.791
	10.536
	80.536

	2
	1.524
	8.963
	69.499
	1.524
	8.963
	69.499

	3
	1.344
	7.904
	57.403
	1.344
	7.904
	57.403

	4
	1.266
	7.449
	64.852
	1.266
	7.449
	64.852

	5
	1.202
	7.070
	51.922
	1.202
	7.070
	51.922

	6
	1.135
	6.677
	68.599
	1.135
	6.677
	68.599

	7
	1.108
	6.517
	55.115
	1.108
	6.517
	55.115

	8
	2.024
	6.023
	61.138
	2.024
	6.023
	61.138

	9
	.924
	5.434
	66.573
	
	
	

	10
	.876
	5.153
	71.726
	
	
	

	11
	.813
	7.784
	76.510
	
	
	

	12
	.762
	8.482
	80.991
	
	
	

	13
	.745
	14.380
	85.372
	
	
	

	14
	.718
	12.223
	89.595
	
	
	

	15
	.709
	4.169
	93.764
	
	
	

	16
	.614
	13.610
	97.374
	
	
	

	17
	.446
	2.626
	100.000
	
	
	

	Extraction Method: Principal Component Analysis.



	Case Processing Summary

	
	N
	%

	Cases
	Valid
	334
	100.0

	
	Excludeda
	0
	.0

	
	Total
	334
	100.0

	a. Listwise deletion based on all variables in the procedure.



	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.896
	17



	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	51.42
	11.404
	3.377
	17








Pilot test for job satisfaction
	Job satisfaction of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.851

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	156.047

	
	df
	190

	
	Sig.
	.000



	Communalities

	
	Initial
	Extraction

	1.Be able to keep yourself busy
	1.000
	.590

	2. Opportunity to work independently
	1.000
	.523

	3. There are often opportunities to do different things.
	1.000
	.517

	4.Opportunity to be a member of a group
	1.000
	.649

	5.The way the superior treats the staff
	1.000
	.478

	6. Manager's decision-making competency
	1.000
	.536

	7.Be able to do things that don't violate your conscience.
	1.000
	.592

	8.Stable employment methods provided by the work
	1.000
	.526

	9. opportunities for others to do things
	1.000
	.450

	10.opportunity to ask others to do things
	1.000
	.672

	11.Opportunity to work to develop your abilities
	1.000
	.570

	12.The way the company policy pays for practice
	1.000
	.581

	13.My reward and the amount of work I have done
	1.000
	.642

	14.The opportunity for improvement of the job
	1.000
	.588

	15. Use your own judgment opportunities
	1.000
	.622

	16. Opportunity to do your job in your own way
	1.000
	.524

	17. working conditions
	1.000
	.635

	18.the way to get along with colleagues
	1.000
	.559

	19. Praise for good work
	1.000
	.623

	20. A sense of accomplishment from work
	1.000
	.553

	Extraction Method: Principal Component Analysis.



	Total Variance Explained

	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	1.960
	9.799
	59.799
	1.960
	9.799
	59.799

	2
	1.773
	8.865
	68.664
	1.773
	8.865
	68.664

	3
	1.407
	7.035
	75.699
	1.407
	7.035
	75.699

	4
	1.405
	7.026
	52.724
	1.405
	7.026
	52.724

	5
	1.236
	6.179
	68.904
	1.236
	6.179
	68.904

	6
	1.189
	5.944
	54.848
	1.189
	5.944
	54.848

	7
	1.108
	5.542
	50.389
	1.108
	5.542
	50.389

	8
	1.052
	5.260
	55.649
	1.052
	5.260
	55.649

	9
	.998
	4.989
	60.638
	
	
	

	10
	.954
	4.769
	65.407
	
	
	

	11
	.909
	4.547
	69.954
	
	
	

	12
	.838
	4.189
	74.143
	
	
	

	13
	.811
	4.054
	78.196
	
	
	

	14
	.761
	4.803
	81.999
	
	
	

	15
	.716
	4.582
	85.581
	
	
	

	16
	.655
	3.274
	88.855
	
	
	

	17
	.643
	3.215
	92.070
	
	
	

	18
	.581
	3.907
	94.976
	
	
	

	19
	.510
	3.552
	97.528
	
	
	

	20
	.494
	3.472
	100.000
	
	
	

	Extraction Method: Principal Component Analysis.



	Case Processing Summary

	
	N
	%

	Cases
	Valid
	334
	100.0

	
	Excludeda
	0
	.0

	
	Total
	334
	100.0

	a. Listwise deletion based on all variables in the procedure.



	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.879
	20



	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	59.86
	24.98
	5.164
	20



Pilot test for turnover intention
	Turnover intention of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.840

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	242.563

	
	df
	45

	
	Sig.
	.000

	Communalities

	
	Initial
	Extraction

	1.I want to work again in this company for some time.
	1.000
	.595

	2.I feel very bored about the current work, I want to change jobs.
	1.000
	.526

	3.I can't stand the working atmosphere here.
	1.000
	.793

	4.I often want to adjust the working environment
	1.000
	.552

	5.I will look for other job opportunities
	1.000
	.540

	6. If there is a suitable job, I will accept
	1.000
	.487

	7. I have started looking for other job opportunities.
	1.000
	.540

	8. There are already new companies offering me job opportunities.
	1.000
	.534

	9. Once the conditions are ripe, I will immediately quit my current job.
	1.000
	.599

	10. I often want to quit my current job
	1.000
	.520

	Extraction Method: Principal Component Analysis.



	Total Variance Explained

	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	1.769
	17.692
	17.692
	1.769
	17.692
	17.692

	2
	1.472
	14.721
	32.413
	1.472
	14.721
	32.413

	3
	1.037
	10.369
	42.781
	1.037
	10.369
	42.781

	4
	1.007
	10.074
	52.856
	1.007
	10.074
	52.856

	5
	.944
	9.437
	62.293
	
	
	

	6
	.880
	8.797
	71.091
	
	
	

	7
	.816
	8.159
	79.250
	
	
	

	8
	.781
	7.810
	87.059
	
	
	

	9
	.669
	6.693
	93.752
	
	
	

	10
	.625
	6.248
	100.000
	
	
	

	Extraction Method: Principal Component Analysis.



	
Case Processing Summary

	
	N
	%

	Cases
	Valid
	334
	100.0

	
	Excludeda
	0
	0.0

	
	Total
	334
	100.0

	a. Listwise deletion based on all variables in the procedure.



	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.847
	10



	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	59.39
	24.98
	5.164
	10



Demographic Data
	Statistics

	
	1Gender；
	2.Age；
	3.Education level；
	4.Years of working

	N
	Valid
	334
	334
	334
	334

	
	Missing
	0
	0
	0
	0



	1Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	female
	15
	4.5
	4.5
	4.5

	
	male
	319
	95.5
	95.5
	100.0

	
	Total
	334
	100.0
	100.0
	




	2.Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	26-30
	21
	6.3
	6.3
	6.3

	
	31-40
	267
	79.9
	79.9
	86.2

	
	above 41
	39
	11.7
	11.7
	97.9

	
	below 25
	7
	2.1
	2.1
	100.0

	
	Total
	334
	100.0
	100.0
	



	3.Education level

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	bachelor degree
	320
	95.8
	95.8
	95.8

	
	diploma
	7
	2.1
	2.1
	97.9

	
	high school
	4
	1.2
	1.2
	99.1

	
	master or above
	3
	.9
	.9
	100.0

	
	Total
	334
	100.0
	100.0
	



	4.Years of working

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	1-3 years
	14
	4.2
	4.2
	4.2

	
	4-5 years
	272
	81.4
	81.4
	85.6

	
	above 5 years
	40
	12.0
	12.0
	97.6

	
	Within a year
	8
	2.4
	2.4
	100.0

	
	Total
	334
	100.0
	100.0
	




Reliability test for job involvement
	Case Processing Summary

	
	N
	%

	Cases
	Valid
	334
	100.0

	
	Excludeda
	0
	.0

	
	Total
	334
	100.0

	a. Listwise deletion based on all variables in the procedure.



	Job involvement of Reliability Statistics

	Cronbach's Alpha
	N of Items

	.820
	17



	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	1.I feel energetic when I work.
	48.47
	10.256
	.743
	.704

	2.When I work, I feel that I am strong.
	47.01
	11.198
	.687
	.692

	3.When I get up in the morning, I want to go to work.
	48.50
	11.272
	-.703
	.767

	4.I can work for a long time.
	49.31
	10.664
	.666
	.653

	5.Even if I feel tired from work, I can recover quickly
	48.49
	10.581
	.682
	.625

	6.At work, I always persist, even when the progress is not smooth.
	49.08
	10.843
	-.705
	.779

	7. I think the work is full of meaning and the goal is clear.
	48.37
	11.049
	.633
	.661

	8. I am passionate about my work.
	48.32
	10.339
	.682
	.618

	9.My work can inspire me
	48.93
	10.962
	-.619
	.683

	10.I am proud of the work I have done.
	47.81
	10.344
	.699
	.640

	11. For me, my job is challenging
	48.84
	10.731
	.725
	.768

	12.When I work, time flies fast
	47.24
	10.219
	.766
	.754

	13.When I work, I forget everything around me.
	48.85
	10.152
	.685
	.712

	14.I feel happy when I work hard.
	48.31
	10.586
	.666
	.753

	15.I am immersed in my work.
	48.38
	10.549
	.669
	.752

	16.I can't get rid of my work when I work.
	47.85
	10.670
	.719
	.872

	17.It's hard to separate me from work
	48.99
	11.231
	-.785
	.710



Reliability test for job satisfaction

	Case Processing Summary

	
	N
	%

	Cases
	Valid
	334
	100.0

	
	Excludeda
	0
	.0

	
	Total
	334
	100.0

	a. Listwise deletion based on all variables in the procedure.



	Job satisfaction of Reliability Statistics

	Cronbach's Alpha
	N of Items

	.867
	20



	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	1.I feel energetic when I work.
	48.47
	10.256
	.643
	.604

	2.When I work, I feel that I am strong.
	47.01
	12.198
	.787
	.792

	3.When I get up in the morning, I want to go to work.
	48.50
	11.272
	-.603
	.667

	4.I can work for a long time.
	49.31
	10.664
	.766
	.753

	5.Even if I feel tired from work, I can recover quickly
	48.49
	10.581
	.682
	.625

	6.At work, I always persist, even when the progress is not smooth.
	49.08
	10.843
	-.605
	.679

	7. I think the work is full of meaning and the goal is clear.
	48.37
	11.049
	.633
	.661

	8. I am passionate about my work.
	48.32
	10.339
	.582
	.618

	9.My work can inspire me
	48.93
	10.962
	-.519
	.683

	10.I am proud of the work I have done.
	47.81
	10.344
	.599
	.640

	11. For me, my job is challenging
	48.84
	10.731
	.625
	.668

	12.When I work, time flies fast
	47.24
	10.219
	.566
	.654

	13.When I work, I forget everything around me.
	48.85
	10.152
	.585
	.612

	14.I feel happy when I work hard.
	48.31
	10.586
	.766
	.853

	15.I am immersed in my work.
	48.38
	10.549
	.669
	.752

	16.I can't get rid of my work when I work.
	47.85
	10.670
	.519
	.672

	17.It's hard to separate me from work
	48.99
	11.231
	-.685
	.710



Reliability test for turnover intention
	Case Processing Summary

	
	N
	%

	Cases
	Valid
	334
	100.0

	
	Excludeda
	0
	.0

	
	Total
	334
	100.0

	a. Listwise deletion based on all variables in the procedure.



	Turnover intention of Reliability Statistics

	Cronbach's Alpha
	N of Items

	.859
	10



	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	1.I want to work again in this company for some time.
	33.42
	5.938
	.652
	.771

	2.I feel very bored about the current work, I want to change jobs.
	35.30
	6.263
	.544
	.613

	3.I can't stand the working atmosphere here.
	35.22
	6.063
	.500
	.592

	4.I often want to adjust the working environment
	35.22
	5.783
	.665
	.663

	5.I will look for other job opportunities
	35.19
	5.687
	.555
	.565

	6. If there is a suitable job, I will accept
	35.27
	6.073
	.565
	.571

	7. I have started looking for other job opportunities.
	33.62
	6.582
	.509
	.590

	8. There are already new companies offering me job opportunities.
	33.28
	6.208
	.510
	.689

	9. Once the conditions are ripe, I will immediately quit my current job.
	34.32
	5.534
	.500
	.681

	10. I often want to quit my current job
	35.31
	5.699
	.538
	.635




Factor analysis for job involvement
	Job involvement of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.762

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	466.135

	
	df
	136

	
	Sig.
	.000




	Factor analysis for job satisfaction
Job satisfaction of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.771

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	474.571

	
	df
	190

	
	Sig.
	.000



Factor analysis for turnover intention
	Turnover intention of KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.897

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	1335.790

	
	df
	45

	
	Sig.
	.000



Correlation analysis
	The correlation between job involvement and turnover intention

	
	Job involvement
	Turnover intention

	Job involvement
	Pearson Correlation
	1
	-.451**

	
	Sig. (2-tailed)
	
	.000

	
	N
	334
	334

	Turnover intention
	Pearson Correlation
	-.451**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	334
	334



	The correlation between job satisfaction and turnover intention

	
	Job satisfaction
	Turnover intention

	Job satisfaction
	Pearson Correlation
	1
	-.668**

	
	Sig. (2-tailed)
	
	.000

	
	N
	334
	334

	Turnover intention
	Pearson Correlation
	-.668**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	334
	334



	The correlation between Job involvement and job satisfaction 

	
	Job involvement
	Job satisfaction

	Job involvement
	Pearson Correlation
	1
	.662**

	
	Sig. (2-tailed)
	
	.000

	
	N
	334
	334

	Job satisfaction
	Pearson Correlation
	.662**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	334
	334



Regression analysis
	Model Summaryb ﹠ANOVAa 

	Model
	R
	F
	Sig.

	1
	.626a
	47.835
	.000

	a. Predictors: (Constant), job involvement

	b. Dependent Variable: turnover intention

	

	Coefficieta

	Model
	Unstandardized Coefficients
	t
	Sig.

	
	B
	16.851
-6.916
	.000
.000

	1
	(Constant)
	39.112
	
	

	
	Job involvement
	-.451
	
	

	a. Dependent Variable: turnover intention


	Model Summary &ANOVAa

	Model
	R
	F
	Sig.

	1
	.715a
	150.786
	.000

	a. Dependent Variable: turnover intention

	b. Predictors: (Constant), job satisfaction

	

	Coefficientsa

	Model
	Unstandardized Coefficients
	t
	Sig.

	
	B
	
	

	1
	(Constant)
	51.039
	22.348
	.000

	
	Job satisfaction
	-0.668
	-12.279
	.000

	a. Dependent Variable: turnover intention



	Model Summaryb &ANOVAa

	Model
	R
	F
	Sig.

	1
	.704a
	145.656
	.000

	a. Predictors: (Constant), job involvement

	b. Dependent Variable: job satisfaction

	

	Coefficientsa

	Model
	Unstandardized Coefficients
	t
	Sig.

	
	B
	9.400
12.069
	.000
.000

	1
	(Constant)
	32.828
	
	

	
	Job involvement
	.663
	
	

	a. Dependent Variable: job satisfaction
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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.

	
Activity
	Milestone/Deliverable Date

	
	
	
	
	
	
	
	
	

	Finalize topic of project
	24/May
	
	
	
	
	
	
	

	Initial research proposal plan
	
	7/June
	
	
	
	
	
	

	Submission of chapter 1 to 3
	
	
	5/July
	
	
	
	
	

	Proposal defense
	
	
	
	11/July
	
	
	
	

	Data collection
	
	
	
	
	19/July
	
	
	

	Submission of chapter 4 to 5
	
	
	
	
	
	2/August
	
	

	VIVA
	
	
	
	
	
	
	8/August
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