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ABSTRACT 

Within the framework of human resource management, this study focuses on the issues of 

turnover intention and job satisfaction in the context of quantity surveying firms. Turnover 

intention leads to actual turnover. Several factors have been identified to cause turnover 

intention. Quantity surveyors are among the key players in construction projects. A quantity 

surveyor is involved in financial and contractual matters from the initiation stage to the 

completion of construction. In relation to the technical employees of quantity surveying firms, 

the objectives of this research are: (1) to determine whether these employees have turnover 

intention; and (2) to determine their level of job satisfaction. The data for this study were 

collected through a questionnaire survey. The scope of the study is limited to technical staff in 

quantity surveying firms in Malaysia. A total of 600 questionnaires were distributed to quantity 

surveyors in these firms, and 183 responses were received within the given period of time. 

Thus, the response rate for this study is 30.5%. This study found that 38.8% of respondents 

intend to quit their current organizations. This percentage is considered high and impacts the 

staff stability of the firms. Turnover intention might be related to job dissatisfaction; the 

majority of respondents were not satisfied with most of the items in the constructs of 

opportunities and rewards, specifically, the salaries, bonuses, benefits, and promotion 

opportunities provided by the firms. In addition, the majority of the respondents expressed their 

dissatisfaction with the opportunities provided by their firms to participate in work-related 

decisions and suggestions. 
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1. INTRODUCTION 

The issue of employee turnover is widely discussed in the literature on organizational behavior. 

According to Sun (2011), employee turnover is the degree of individuals that quit membership 

of an organization. Alam (2012) explained that turnover occurs when employees leave their 

jobs after they have turnover intention. According to Tett and Meyer (1993) and Ali (2008), 

turnover intention is the willingness of an employee to leave an organization. It is also referred 

to as behavioral intention to quit an organization.  

Turnover intention leads to actual turnover. Several factors have been identified to cause 

turnover intention. Martin (2010) listed the availability of promotions and career development, 

the prospect of higher pay, interpersonal conflicts with colleagues, poor human resources 
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policies, and personal reasons as some of these factors. Most studies, including those of 

Nankervis et al. (2005), Samad (2006), Ali (2008), Alam (2012), and Chatzoglou et al. (2011), 

have found that job satisfaction affects employees’ intention to leave an organization. 

According to Chatzoglou et al. (2011), job satisfaction is defined as an employee’s feelings 

towards his or her job. Alam (2012) added that job satisfaction is an employee’s emotion 

towards and evaluation of their job. Similarly, Puvada and Rao (2012) referred to job 

satisfaction as an employee’s set of emotional feelings about his or her work and organization, 

and Habib et al. (2010) described job satisfaction as a positive feeling toward an individual’s 

job and experiences. 

Quantity surveyors are among the key players involved in a construction project (Rabie & Riad, 

2011). Hee and Ling (2011) described quantity surveyors as professionals involved in the 

procurement, cost, and contract management processes associated with construction projects. 

According to Nkado and Meyer (2001), a quantity surveyor is involved in financial and 

contractual matters from the initiation stage to the completion of construction. This study is 

concerned with job satisfaction and turnover intention among quantity surveyors. In relation to 

the technical employees of quantity surveying firms, the objectives of this research are as 

follows: (1) To determine whether the employees have turnover intention; and (2) To determine 

the employees’ level of job satisfaction. 

 

2. LITERATURE REVIEW 

Human resources are considered the most valuable assets in an organization that play a key role 

in its success; according to Ghayyur and Jamal (2012), human resources play an important role 

in the development of capital in organizations. Arham et al. (2011) explained that failure to 

manage human resources creates problems within an organization that lead to absenteeism, 

turnover, and so on. For that reason, employees tend to find alternatives to leave the 

organization. According to Saeed et al. (2014), high turnover rates are not good for 

organizations because costs is incurred when employees decide to leave their jobs due to the 

need for replacement, recruitment, and selection of new employees. It is thus crucial for all 

organizations to effectively manage their human resources in order to keep them from leaving 

and causing the organizations to incur costs. 

Ali (2008) and Mathis and Jackson (2002) defined employee turnover as voluntarily leaving an 

organization. Stone (2008) defined turnover as a process in which employees quit their current 

jobs and must be replaced by new employees, while Martin (2010) stated that turnover 

describes the percentage of employees leaving an organization. According to Nankervis et al. 

(2005), turnover involves the movement of human resources in an organization. 

Employee turnover happens when an employee intends to leave his or her current organization 

because the employee has found another organization. According to Glissmeyer et al. (2008), 

Ali (2008), and Aydogdu and Askigil (2011), turnover intention refers to the attitude that causes 

an individual to want to leave an organization. Similarly, according to Ghayyur and Jamal 

(2012) and Alam and Mohammad (2010), turnover is based on an intention to voluntarily quit 

from an organization. Summarizing the above research, turnover happens when employees 

leave their organization, and turnover intention describes employee’s desire to quit their present 

job and aim to find another job in the future. 

Job satisfaction is one of the factors that affects turnover intention. Wolf (1970) claims that job 

satisfaction impacts one’s behavioral intention to quit a job, and dissatisfaction with a job may 

cause employees to search for other alternatives. Ali (2008) also found that dissatisfaction with 

the salary of a job increases the rate of turnover intention. Greater job satisfaction reduces one’s 

intention to leave an organization; according to Mbah and Ikemefuna (2012), job satisfaction 
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determines an employee to stay or leave an organization. Employees who have a high level of 

job satisfaction will have a positive attitude towards their work, which means that they will stay 

at their jobs longer and not quit. Therefore, an increase in job satisfaction reduces employees 

turnover.  

Many studies have been conducted using different approaches to identify the relationship 

between job satisfaction and turnover intention. Examining the construction industry, Sun  

(2011) found that job satisfaction, which is affected by promotions and pay, has a significant 

impact on construction engineers’ turnover intentions. According to Mbah and Ikemefuna 

(2012), satisfaction with the nature of the job, supervision, and pay is negatively related to 

turnover intention, and the higher employees’ satisfaction with the nature of their work, the 

lower their chances of having turnover intention. In other words, if an employee feels satisfied, 

then he or she will stay at an organization longer. Chatzoglou et al. (2011) claimed that there is 

a significant negative relation between turnover and job satisfaction, which is affected by 

collaboration with colleagues, the work itself, promotions, the quality of supervision, and 

salary; a high level of job satisfaction reduces the rate of employees that want to leave an 

organization. When employees feel satisfied, they will feel positive and loyal to their 

organization, and therefore, they will stay longer at the organization. Samad (2006) also found 

that job satisfaction is negatively and significantly related to turnover intention, and Rahman et 

al. (2008) revealed that job satisfaction based on salary, the nature of work, and supervision has 

negative effects on turnover intention. Similarly, Ali (2008) mentioned that there is a significant 

negative association between facets of job satisfaction, including salary, and turnover intention, 

and Randhawa (2007) mentioned that there is a significant negative correlation between job 

satisfaction and turnover intention. In other words, higher job satisfaction will decrease an 

employee’s intention to quit from an organization. Like the other studies, Aydogdu and Asikgil 

(2011) found that turnover intention has a significant and negative relationship with job 

satisfaction based on salary and supervision. According to Mahdi  et al. (2012), there is a 

relationship between job satisfaction and employees’ turnover intention based on working 

conditions, co-workers, supervion, and the value of work. Ucho et al. (2012) also argued that 

job satisfaction is negatively related to turnover intention, and Gillet et al. (2012) mentioned 

that lower satisfaction increases the rate of turnover intention. Further, Yucel (2012) found a 

relationship between job satisfaction and turnover intention, while Matz et al. (2013) indicated 

that there is relationship between job satisfaction and turnover intention based on 

communication and co-workers. Salleh et al. (2012) achieved the same findings regarding job 

satisfaction and turnover intention: job satisfaction based on work and salary is negatively 

related to turnover intention. Gamage and Buddhika (2013) also found a significant negative 

relationship between job satisfaction based on the supervisor, variety in the job, and co-workers 

and intention to leave. Tnay et al. (2013) claimed that there is a significant relationship between 

job satisfaction based on salary and turnover intention. Rizwan and Mukhtar (2014) found that 

employees’ satisfaction with their salary, promotion opportunities, workplace environment, and 

employee empowerment has a significant relationship on turnover intention. 

In summary, most of the studies mentioned in the above literature review showed that job 

satisfaction influences turnover intention among employees; higher levels of job satisfaction 

decrease the intention to quit an organization. The more satisfied an employee feels with his or 

her job, the less they will feel they must leave the organization. 

 

3. RESEARCH METHODOLOGY 

Data for this study were collected through a questionnaire survey. A total of 600 questionnaires 

were distributed to quantity surveyors in quantity surveying firms in Klang Valley in Malaysia. 

The addresses of the quantity surveying firms were obtained from the Board of Quantity 
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Surveying Malaysia (BQSM). The survey requested that quantity surveyors provide their 

demographic information, state whether they intent to quit their current jobs, and answer a list 

of questions regarding job satisfaction.  

 

4. RESULTS AND DISCUSSION 

From the 600 questionnaires that were distributed randomly to the target respondents, a total of 

183 responses were received within the given period of time. Thus, the response rate for this 

study is 30.5%. 

Regarding intention to quit the current job, 61.2% respondents did not have any intention to 

quit their current organizations, while 38.8% of respondents had an intention to quit their 

current organizations. 

As for job satisfaction, the survey questions were designed to determine the quantity surveyors’ 

level of job satisfaction based on the constructs of job satisfaction identified in the literature 

review. These constructs are as follows: 

1) Opportunities and rewards 

2) Nature of the work 

3) Working relationship with one’s immediate superior 

4) Organizational factors 

5) Social interaction 

6) Attitude towards work 

Data regarding job satisfaction are tabulated based on the above constructs in Tables 1–6. 

 

Table 1 Level of job satisfaction (Construct: opportunities and rewards) 

Question 
No. 

Questions 
Strongly 

Disagree 
Disagree Neutral Agree 

Strongly 

Agree 

Total Agree + 

Strongly Agree 

 No. % No. % No. % No. % No. % No. % 

1 I am satisfied with the 
salary I am paid 

1 0.5 31 16.9 80 43.7 64 35.0 7 3.8 71 38.8 

2 I am satisfied with the 
chances given to me for 
self-advancement 

2 1.1 8 4.4 54 29.5 109 59.6 10 5.5 119 65.1 

3 I am satisfied with the 
recognition I received for 

good achievement 

1 0.5 11 6.0 78 42.6 89 48.6 4 2.2 93 50.8 

4 I am satisfied with the 
bonus I received 

13 7.1 33 18.0 72 39.3 58 31.7 7 3.8 65 35.5 

5 I am satisfied with the 
chances given to me for a 
promotion 

3 1.6 16 8.7 101 55.2 58 31.7 5 2.7 63 34.4 

6 I am satisfied with the 
training provided to me to 
learn new skills 

3 1.6 24 13.1 61 33.3 73 39.9 22 12.0 95 51.9 

7 I am satisfied with the 
benefit packages (e.g., 
medical packages, 
allowance) provided to me 

13 7.1 34 18.6 65 35.5 61 33.3 10 5.5 71 38.8 

 

Table 1 showed that, within the construct of opportunities and rewards, many respondents are 

not satisfied with the promotion opportunities, bonuses, salary, and benefits packages they 

receive. However, many of the respondents are satisfied with their chances for self-
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advancement, training, and recognition. The finding that the respondents are not satisfied with 

their salaries is consistent with the study of Onukwube (2012), who found that quantity 

surveyors in Nigeria are not satisfied with their pay. Satisfaction with salary is important 

because it may impact employees’ attitudes and behavior. Employees who feel under-rewarded 

tend to lose interest in their work at an organization, increasing absenteeism, lateness, and break 

times, which in turn decrease productivity. Therefore, it is recommended that employers 

improve their organizations’ remuneration schemes. 

 

Table 2 Level of job satisfaction (Construct: nature of work) 

Question 
No. 

Questions 
Strongly 
Disagree 

Disagree Neutral Agree 
Strongly 
Agree 

Total Agree + 
Strongly 
Agree 

  No. % No. % No. % No. % No. % No. % 

1 I am satisfied with the 

amount of tasks assigned to 
me 

3 1.6 16 8.7 70 38.3 84 45.9 10 5.5 94 51.4 

2 I am satisfied with the 
opportunities given to me 
to perform various tasks 

0 0.0 9 4.9 56 30.6 101 55.2 17 9.3 118 64.5 

3 I am satisfied with the 
opportunities given to me 
to complete the tasks from 

the beginning to the end 

2 1.1 7 3.8 54 29.5 102 55.7 18 9.8 120 65.5 

4 I am satisfied on the 
authority given to me in 
making decisions on work 
related matters 

5 2.7 14 7.7 79 43.2 73 39.9 12 6.6 85 46.5 

5 I am satisfied with the tasks 
assigned as it fits to my 
abilities 

1 0.5 10 5.5 51 27.9 109 59.6 12 6.6 121 66.2 

 

Table 2 indicated that the respondents are not satisfied with their authority to make decisions. 

The findings also indicated that, within the construct of nature of work, many of the 

respondents are satisfied with the tasks they are assigned that fit their abilities, their 

opportunities to complete tasks from the beginning to the end, their opportunities to perform 

various types of tasks, and the amount of tasks they are assigned. These findings are similar to 

those of the study conducted by Onukwube (2012), who found that quantity surveyors in 

Nigeria are satisfied with the nature of their work. Quantity surveyors are involved in various 

tasks during the pre-contract and post-contract stages, such as contract administration, tender 

documentation, and financial tasks. However, the quantity surveyors might prefer to be given 

an appropriate amount of tasks. This could reduce job stress and increase job satisfaction. It is 

suggested that employers give staff members authority to make decisions according to the level 

of their positions. 

Table 3 revealed that, within the construct of the working relationship with one’s immediate 

superior, many respondents are satisfied with their immediate superior’s technical assistance, 

constant presence, moral support, and provision of information about work. In addition, most of 

the respondents are highly satisfied with the fact that their superior has always been tolerant to 

them. The finding that the respondents are satisfied with moral support and technical assistance 

is similar to that of the study conducted by Onukwube (2012), who found that quantity 

surveyors in Nigeria were satisfied with their supervision in terms of the support and guidance 

related to work matters they received from their superiors. 
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Table 3 Level of job satisfaction  

(Construct: working relationship with one’s immediate superior) 

Question 
No. 

Questions 
Strongly 
Disagree 

Disagree Neutral Agree 
Strongly 
Agree 

Total Agree + 
Strongly Agree 

 No. % No. % No. % No. % No. % No. % 

1 
 
 

I am satisfied with the 
information about the work 
that my superior has given 
to me 

3 1.6 9 4.9 63 34.4 94 51.4 14 7.7 108 59.1 

2 I am satisfied with the moral 

support received from my 
superior 

4 2.2 8 4.4 61 33.3 89 48.6 21 11.5 110 60.1 

3 I am satisfied with my 
superior as he or she is 
always around when I have 
problems related to work 
matters 

4 2.2 10 5.5 55 30.1 94 51.4 20 10.9 114 62.3 

4 I am satisfied with my 
superior as he or she has 

always been tolerant of me 

2 1.1 9 4.9 47 25.7 106 57.9 19 10.4 125 68.3 

5 I am satisfied with the 
technical assistance that my 
superior has given to me 

2 1.1 10 5.5 55 30.1 106 57.9 10 5.5 116 63.4 

 

Also, the finding that the respondents are satisfied with their working relationship with their 

immediate superiors is consistent with the findings of a study conducted by Yirenkyi-Fianko 

and Chileshe (2012), who found that construction professionals, including quantity surveyors, 

are satisfied with their relationship with their supervisors. Superiors’ ability to give technical 

assistance, support, and information about work to their employees may increase employees’ 

job satisfaction. 

 

Table 4 Level of job satisfaction (Construct: organizational factors) 

Question 
No. 

Questions 
Strongly 
Disagree 

Disagree Neutral Agree 
Strongly 
Agree 

Total Agree + 
Strongly Agree 

 No. % No. % No. % No. % No. % No. % 

1 I am satisfied with the 
working culture of the 
organization 

3 1.6 15 8.2 64 35.0 85 46.4 16 8.7 101 55.1 

2 I am satisfied with the rules 
and regulations of the 
organization 

4 2.2 22 12.0 61 33.3 82 44.8 14 7.7 96 52.5 

3 I am satisfied with the 

working hours of the 
organization 

4 2.2 17 9.3 44 24.0 95 51.9 23 12.6 118 64.5 

4 I am satisfied with the work 
space given to me 

5 2.7 10 5.5 49 26.8 99 54.1 20 10.9 119 65.0 

5 I am satisfied with facilities 
provided by the organization 
(e.g., prayer room, pantry) 

5 2.7 20 10.9 45 24.6 85 46.4 28 15.3 113 61.7 

 

Table 4 showed that, within the construct of organizational factors, many of the respondents are 

satisfied with their organization’s work space, working hours, facilities, work culture, and rules 

and regulations. The results indicated that most employers successfully provided physically 

conducive working environments to their staff, and these efforts are welcomed by the staff. This 

is very encouraging. 

Table 5 shows that, within the construct of social interaction, most of the respondents are highly 

satisfied with the communication between them and their colleagues, the support from their 



Keng et al. 1557 

colleagues, their relationship and cooperation with their colleagues, and the teamwork they 

practice. 

 

Table 5 Level of job satisfaction (Construct: social interaction) 

Question 
No. 

Questions 
Strongly 
Disagree 

Disagree Neutral Agree 
Strongly 
Agree 

Total Agree + 
Strongly Agree 

  No. % No. % No. % No. % No. % No. % 

1 I am satisfied with the close 
relationship I have with my 
colleagues 

0 0.0 3 1.6 41 22.4 98 53.6 41 
 

22.4 
 

139 76.0 

2 I am satisfied with the 
support that my colleagues 
have given to me 

0 0.0 2 1.1 39 21.3 108 59.0 34 
 

18.6 
 

142 77.6 

3 I am satisfied that there is 
strong cooperation between 
my colleagues and me 

0 0.0 6 3.3 42 23.0 100 54.6 35 
 

19.1 
 

135 73.7 

4 I am satisfied with the 
teamwork practiced by my 
colleagues and me 

0 0.0 6 3.3 47 25.7 100 54.6 30 
 

16.4 
 

130 71.0 

5 I am satisfied with the 
communication between my 

colleagues and me 

0 0.0 2 1.1 38 20.8 108 59.0 35 
 

19.1 
 

143 78.1 

 

The finding that the respondents are highly satisfied with their close relationship with 

colleagues is consistent with the findings of the study conducted by Onukwube (2012), who 

found that quantity surveyors in Nigeria are satisfied with their relationships with their 

colleagues. In addition, the finding that the respondents are highly satisfied with the items in the 

construct of social interaction is similar to the findings of the study conducted by Yirenkyi-

Fianko and Chileshe (2012), who found that the construction professionals, including quantity 

surveyors, are satisfied with their relationship with their workmates. This is because employees 

who have experienced a friendly workplace find it easier to communicate with their colleagues. 

When employees have close relationships with their colleagues, they can practice strong 

cooperation and teamwork. A close relationship with colleagues could also increase employees’ 

job satisfaction because colleagues can act as a support system for employees; whenever 

employees have problems related to work, they can immediately share those problems with 

their colleagues. 
 

Table 6 Level of job satisfaction (Construct: attitude towards work) 

Question 
No. 

Questions 
Strongly 
Disagree 

Disagree Neutral Agree 
Strongly 
Agree 

Total Agree + 
Strongly Agree 

 No. % No. % No. % No. % No. % No. % 

1 I work hard to perform 
tasks assigned to me 

0 0.0 1 0.5 44 24.0 113 61.7 25 13.7 138 75.4 

2 I always try to complete 

tasks assigned to me 
within the allocated time 

0 0.0 2 1.1 27 14.8 116 63.4 38 20.8 154 84.2 

3 I always happily accept 
tasks assigned to me 

2 1.1 8 4.4 67 36.6 90 49.2 16 8.7 106 57.9 

4 I always make suggestions 
to my organization for 
improvement in work-
related matters 

3 1.6 17 9.3 73 39.9 77 42.1 13 7.1 90 49.2 

5 I always attempt to 
produce high-quality work 

0 0.0 1 0.5 26 14.2 124 67.8 32 17.5 156 85.3 
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Table 6 indicates that the respondents do not always make suggestions for the organization to 

improve. The findings also indicate that, within the construct of attitude towards work, many of 

the respondents happily accept tasks assigned to them and most of the respondents believe they 

always attempt to produce high-quality work, try to complete assigned tasks within the 

allocated time, and always work hard to perform the tasks assigned to them. 

 

5. CONCLUSION 

This study finds that 38.8% of respondents intend to quit their current organizations. This 

percentage is high and impacts the firms’ staff stability. Turnover intention might be related to 

job dissatisfaction. According to the data, the majority of respondents are not satisfied with 

most of the items tested in the constructs of opportunities and rewards, specifically the salary, 

bonuses, benefits, and promotion opportunities provided by the firms. In addition, the majority 

of respondents expressed their dissatisfaction with the opportunities provided by their firms to 

participate in making work-related decisions and suggestions. The findings of this study imply 

the need of quantity surveying firms in Malaysia to formulate certain strategies to enhance job 

satisfaction of their staff which is having a positive impacts towards the fiirms’ staff stability.  
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