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ABSTRACT 

RELATIONSHIP BETWEEN REALISTIC JOB PREVIEW AND 
TURNOVER INTENTION. JOB SATISFACTION AS A MEDIATOR 

Nur Aida Binti Mohd Razali 

This study was conducted to examine the role of job satisfaction in the 
relationship between the Realistic job preview and turnover intention. In this 
study, data were collected through quantitative method which is questionnaire as 
instrumentation. There are 170 were successful collected from employees at 
Malaysia Airport Berhad Kuching, Sarawak. This study use stepwise regression 
analysis to test the hypothesis. The result show that job satisfaction did not act as 
a mediator in the relationship between realistic recruitment and turnover intention. 
This may due to differences of culture in an organization. Therefore, this research 
discusses the implication to the theory, research methodology and human resource 
practitioners. This study also discusses the limitation and future research 
direction. 
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ABSTRAK 

HUB UNGAN DI ANTARA PENGAMBII. ANREALISTI%DANgEINGINAN 
UNTUIi BERHENTI ICERJA. KEPUASAN KERJA BERTI1VDAg SEBAGAI 

MEDIATOR 

Nur Aida Binti Mohd Razali 

Kajian ini telah d#alankan untuk mengkaji kesan kepuasan kerja sebagai 
mediator dalam perhubungan di antara pengambilan realistik dengan keinginan 
untuk berhenti kerya Kaedah kuantitatif telah digunakan untuk mendapatkan data 
iaitu dengan menggunakan borang soal selidik sebagai instrumentsasi. Borang 
soal selidik sebanyak 170 telah berjaya dikumpul daripada pekerja yatg 
berkhidmat di Malaysia Airport Berhad Kuching, Sarawak Keputusan pengtyian 
hipotesis menggunakan analisis stepwise regression telah menunjukan bahawa 
kepuasan kerja tidak bertindak sebagai mediator dalam perhubungan di antara 
pengambilan realistic dengan keinginan untuk berhenti kerja Dapatan kgjian im 
dipengaruhi oleh factor budaya dalam sesebuah organisasi. Justeru itu, kgjiae ini 
membincangkan implikasi terhadap teori, kaedah penyelidikan dan pengamal 
sumber manusia Kajian ini juga membincangkar tentang limitasi kajian dan 
cadangan kepadapengkaji akan datang. 

vii 



CHAPTER 1 

INTRODUCTION 

1.0 Introduction 

This chapter will discuss on the background of the study, problem 

statement, research objectives, conceptual framework which is theoretical and 

conceptual framework, research hypotheses, significance of study, definition of 

term and conclusion for this section. The importance of this chapter is to construct 

a clear objective and guidelines for this study. It also shows the purpose of the 

study through problem statement by identify the gaps of previous research. 
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1.1 Background of the Study 

Recruitment and selection is one of the important parts in human 

resource. Most of the researcher focus in the field of the recruitment 

process which is start from the year 1976 (Barber, 1998). Recruitment is a 

process to attract the candidate which has the skill, ability and knowledge 

and match with the position offered in the organization (Gatewood et al,. 
2001). According to Belt (2002) the objective in the recruitment process 
is to find the candidate which has the ability to interaction and handle a 

very urgent situation and pressure situation. There has two concept that be 

used in the recruitment process such traditional and realistic recruitment 
(Wanous, 1975,1992). Wanous (1980) has stated, "the traditional 

philosophy of recruitment can be best summarized as the practice of 

selling the organization to outsiders" (p. 35). Although this may be a 

successful strategy in the short term, the long term risks are not without 

consequences. Most particularly, these risks include the potential for a 

type of reality shock resulting from the mismatch between a positively 
inflated pre-employment expectation and the reality of what life is really 
like inside the organization (Dugoni& Ilgen, 1981; Porter & Steers, 1973; 

Wanous, 1980). The most widely suggested method for dealing with this 

type of reality shock has been realistic recruitment, primarily in the form 

of the realistic job preview (RJP: Phillips, 1998). RJPs are popular 

research topic in organizational entry, having spurred a wealth of research 

and four meta-analyses (McEvoy & Cascio, 1985; Phillips, 1998; Premack 

& Wanous, 1985; Reilly, Brown, Blood, & Malatesta, 1981). The 

foundation of an RJP is to present job applicants with a "realistic" view of 

what it is like to work in that particular organization or job by including 

negative as well as positive information. 

This is because accurate information and receipt of information is 

an important aspect in the recruitment process (Buda & Charnov, 2003) 

because it is influence the perception every candidate to the organization 
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(Ganzach et al,. 2002). The concept of realistic recruitment emphasized 
because to ensure the organization get the qualification employees and 

skill that needed from them, besides can fulfill needs and requirements the 

candidate when they working in the organization (Wanous et al., 1992). 

There have several elements in the realistic recruitment to deliver 

information about the organization and position to the candidate such as 

video, interview, company presentation, written information such as 
booklets and organization web pages (Pitt & Ramaseshan, 1995; Casey, 

2004; Raub & Streit, 2006). 

The elements are in the realistic recruitment affect the level of job 

satisfaction among the employees and will determine turnover in the 

organization (Raub & Streit, 2006). It is because employees who receive 

accurate and clear information through the elements used in realistic 

recruitment will achieve the level of job satisfaction because of 

expectation and their first experience working in the organization are 

consistent with the information conveyed during the recruitment process 

and it will be reduce the turnover among employees (Raub & Streit, 2006). 

In this research, researchers only focus on two elements in realistic job 

preview which is through the interview and web based information. 

3 



1.2 Problem Statement 

The process to attracting employee to join the organization is very important 

in the recruitment process and fulfills the applicant needs. Traditionally, most of 
the study about realistic recruitment explained about the elements in the realistic 

recruitment for example impact and importance of these elements in realistic 

recruitment (Ramaseshan, 1995; Raub & Streit, 2006). Further study showed that 

realistic recruitment affects the level of job satisfaction among the employees 
(Wanous, 1977; Meglino et al., Raub & Streit, 2006). While, more in depth study 

stated the realistic recruitment affect the turnover (Phillip, 1998; Premack & 

Wanous, 1985; Shetzer & Stackman, 1991) and the existence of relationships 
between elements in the realistic recruitment and turnover (Raub & Streit, 2006; 

Pitt & Ramaseshan, 1995). The information given in interview and organization 

web pages is the important element in the realistic recruitment. For example the 

employees who achieve the accurate and clear information about their job and 

organization through the interview and organization web pages likely to stay and 

will loyalty with the organization which is it will be reduces the turnover in the 

organization ( Raub & Streit, 2006). 

More deeply study of this relationship show that the realistic recruitment 
indirectly influence turnover through job satisfaction (Wanous, 1992; Pitt& 

Ramaseshan, 1995; Buda & Charnov, 2003; Raub & Streit, 2006). Although 

numerous studies about realistic job preview have been done, little is known about 

the mediating effect of job satisfaction in realistic job preview (Pitt & 

Ramaseshan, 1995; Raub & Streit, 2006). Hence, it motives the researcher to 

further explore this issue. 
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1.3 Research Objective 

13.1 Main objective 

This study aims to measure the mediating effect of job satisfaction in the 

relationship between realistic job preview and turnover. 

1.3.2 Specific objective 

" To examine the mediating effect of job satisfaction in the 

relationship between interview and turnover intention 

" To examine the mediating effect of job satisfaction in the 

relationship between web-based information and turnover intention. 

1.4 Conceptual framework 

Figure of I shows the conceptual framework which has constricted based on 
literature review by Wanous J. P (1978). The conceptual shows the realistic job 

preview, influence intention to leave and job satisfaction. 

Realistic job preview 
" Interview 
" Web-based 

information 

C Job satisfaction i 
ý Turnover intention 

Figure 1: Job satisfaction mediates the relationship between realistic job 

preview and turn over 
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1.5 Research hypotheses 

General hypotheses 

H 1: Job satisfaction positively mediates the relationship between realistic job 

preview and turnover intention among the employee 

Specific hypotheses 

HIa: Job satisfaction positively mediates the relationship between interview 

and turnover intention. 

HIb: Job satisfaction positively mediates the relationship between realistic 

web based information and turnover intention. 

1.6 Significant of Study 

1.6.1 Significant to theory 

This study was meant to enrich the existing theories and principle 

regarding to realistic job preview and job satisfaction. It is very important to 

support and to explain in more details about theory that will be used. For example, 

there are two components discussed by Herzberg and theory of expectation using 

to support the relationship between the realistic job preview, job satisfaction and 

turnover intention. After that, this research can help to improve the existed theory 

(Herzberg theory and expectation theory) which is how and why job satisfaction 

affects the relationship between realistic job preview and turnover intention. 
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1.6.2 Significant to research methodology 

This research is using a quantitative approach which is by using 

questionnaire form in collecting the data. Quantitative approaches are used to 

ensure the variables in this research because they have the highest validity and 

reliability. Besides, this can reduce the mistakes in the process of collecting data. 

This researcher will make sure the outcomes can resolve the job satisfaction as a 

mediator on the relationship between realistic job preview and turnover intention. 

1.63 Significant to practitioners 

This research can help the new employee to establish guidelines or 

methods for overcoming problems like realistic job preview before they overcome 

to the new company. Besides, this research can help the human resource manager 

to reduce turn over regarding the realistic job preview for the employees before 

they enter the company. They are able to unite the subordinates and change their 

goals and belief. With the organization goals, it can motivate the new employees 

to be satisfied with their job and it will reduce the intention to quit among 

employees. 

This research also can help the human resource manager to adapt the 

recruitment and selection process which is to make sure the information about the 

job is very clear, exactly and easy to understand for applicants. This is because 

applicants have the decision whether to accept or reject the job offer. 
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1.7 Definition of terms 

17.1 Realistic job preview 

Conceptual definition 
Realistic job preview is a recruitment procedure in which organization 

provide both favorable and unfavorable work information to their 

candidates (Breaugh, 1983; McEvey and Cascio, 1985; Meglino, 

Ravlin, and Denisi, 2000, Philips 1998, Premack and Wanous, 1985, Reilly, 

Brown, and Malatesta, 1981, Wanous polard, Premack, &Dars, 1992) 

Operational definition 

In be specific context, realistic job preview is measured to provide a 

realistic picture including negative and positive information of a particular 

employment situation in teen of their salary, job description, 

organizational culture, relation with others and rule and regulation in the 

company for the candidate to match their job based on their needs and 

requirement before they accept the job. 

1.7.2 Job Interview 

Conceptual definition 

An interview is a conversation between two ore more people where 

question are asked by the interviewer to obtain questions are asked by the 

interviewer to obtain the information from the interviewee (Wanous, 

1978). The candidates may ask the interviewer the gain more knowledge 

which they would like to know. The realistic job information may be more 

effective by using face-to-face communication (Jacoby, 1976; McGuire, 

1969; Petty and Capioppo, 1981) 
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Operational definition 

Recruiters will be used interview in communicating relevant information 

during the recruitment process. This will help the candidates to gain more 
information about the company and the job they apply. 

1.7.3 Web-Based Information 

Conceptual definition 

Internet web-based information is a process of transferring information 

through technology such as company (Nancy, 2000). 

Operational definition 

The analysis of this study is the internet web-based info which is used by 

recruiters in transferring relevant information through technology during 

the recruitment process. There is limited information that the candidate 

may get. 

1.7.4 Job Satisfaction 

Conceptual definition 

Job satisfaction is defined as how people think about their jobs including 

the different dimensions of their jobs. It is the extent to which someone is 

satisfied or not satisfied with their jobs. (Spector, 1997). 
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Operational definition 

In this research, job satisfaction refers to an extent where the workers like 

their job. It is the representation of worker's perception and evaluation of 
his or her job context such as pay, the job itself and the relationship with 

co-workers. Employee who has a good perception and evaluation of his or 
her job will like the particular job. 

1.7.5 Turnover Intention 

Conceptual definition 

Turnover intention is represents as an intention to leave (Fang, 2001). 

While Hom et al (1991) defined it is a particular cognition that dynamic to 

turnover. They added that turnover intention is a kind of cognition that 

motivated by employee who chooses to voluntarily leave their job. In 

others words, intention to quit depicts an attitudinal direction or a 

cognitive appearance of the behavioral decision to quit. 

Operational definition 

For the purpose of this research, the researcher describes the turnover 
intention of the employee's decision to quit from their job. It is evaluated 
by asking some questions on how long he or she plans to continue his or 
her position in the organization. 
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1.8 Conclusion 

This chapter has discussed the background of study, the problem 

statement, research objective, conceptual fiamework, research hypotheses 

and the definition of terms. The next chapter will discuss the literature 

relevant to the study. 
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CHAPTER 2 

LITERATURE REVIEW 

2.0 Introduction 

This chapter consists of six sections. The first section explains the 

definition, role and element of realistic job preview. The second section discusses 

on the dependent variable, including the definition, role and element of turnover 

intention. The third section will discuss the definition, role and element of the job 

satisfaction under mediating effect. The fourth sections discuss the relationship 
between the realistic job preview, job satisfaction and turnover intention which 

will demonstrate the empirical evidence to support the variable. The fifth section 
discusses about theory supporting the relationship between realistic job preview 

and turn over mediating effect of the job satisfaction. The last section will 

conclude everything that is covered in this chapter. 
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