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ABSTRACT 

THE RELATIONSHIP BETWEEN SELECTED HUMAN RESOURCE MANAGEMENT 

PRACTICES WITH EMPLOYEE RETENTION: A STUDY IN HOTEL INDUSTRY 

Chuo Sie Wei 

The purpose of this study was to examine the relationship between selected human 

resource management practices with employee retention in hotel industry. Data were collected 

from 115 employees from two of the selected hotels in Sarawak. The research was fully designed 

using quantitative research design and close-ended questionnaire was the instrument used to 

collect data. The data were analysed using both descriptive and inferential statistics. Descriptive 

statistics were first reported and it was followed by reliability analysis, normality test, hypothesis 

testing using Spearman Correlation as well as Stepwise Multiple Regression. The findings have 

shown that there is a significant and weak positive relationship between employee empowerment 

and employee retention while there is a significant and strong positive relationship between 

training & development, performance appraisal, compensation & benefits, career development 

and work-life balance with employee retention. Moreover, compensation & benefits was 

perceived as the dominant factor in affecting employee retention. This study contributed to the 

additional literature review. It has enhanced both the organization and policy maker’s knowledge 

on the potential human resource management practices that may affect employee retention. On 

the other hand, the result of this study could act as a guideline for the policy maker to implement 

a set of good policy that will contribute to the higher rate of employee’s retention in Sarawak. 

Keywords: Human Resource Management Practices, Employee Empowerment, Training & 

Development, Performance Appraisal, Compensation & Benefits, Career Development, Work-

Life Balance, Employee Retention.  
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ABSTRAK 

HUBUNGAN ANTARA AMALAN PENGURUSAN SUMBER MANUSIA TERPILIH 

DENGAN PENGEKALAN PEKERJA: KAJIAN DI INDUSTRI HOTEL 

Chuo Sie Wei 

Tujuan kajian ini adalah untuk mengkaji hubungan di antara amalan pengurusan sumber manusia 

terpilih dan pengekalan pekerja di industri hotel. Data dikumpulkan dari 115 pekerja dari dua 

hotel terpilih di Sarawak. Kajian ini dirancang sepenuhnya dengan menggunakan reka bentuk 

penyelidikan kuantitatif dan soal selidik tertutup adalah instrumen yang digunakan untuk 

mengumpul data. Data dianalisis dengan menggunakan statistic deskriptif dan inferensi. Statistik 

deskriptif dilaporkan terlebih dahulu dan diikuti dengan analisis kebolehpercayaan, ujian 

normali, pengujian hipotesis menggunakan Korelasi Spearman dan Regresi Berganda Bertahap. 

Hasil kajian ini menunjukkan bahawa terdapat perhubungan signifikan positif yang lemah antara 

pemberdayaan perkerja dengan pengekalan pekerja manakala terdapat perhubungan signifikan 

positif yang kuat antara latihan & pembangunan, penilaian prestasi, pampasan & faedah, 

perkembangan kerjaya dan keseimbangan kehidupan kerjaya dengan pengekalan pekerja. 

Tambahan pula, pampasan & faedah dianggap sebagai faktor dominan dalam mempengaruhi 

pengekalan pekerja. Kajian ini menyumbang kepada tinjauan literatur tambahan. Ia telah 

meningkatkan pengetahuan organisasi dan pembuat dasar mengenai amalan pengurusan sumber 

manusia yang berpotensi mempengaruhi pengekalan pekerja. Sebaliknya, hasil kajian ini dapat 

bertindak sebagai pedoman bagi pembuat dasar untuk melaksanakn dasar yang baik yang akan 

menyumbang kepada kadar pengekalan pekerja yang lebih tinggi di Sarawak. 

Kata Kunci: Amalan Pengurusan Sumber Manusia, Pemberdayaan Pekerja, Latihan & 

Pembangunan, Penilaian Prestasi, Pampasan & Faedah, Perkembangan Kerjaya, Keseimbangan 

Kehidupan Kerjaya, Pengekalan Pekerja.
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CHAPTER ONE 

INTRODUCTION 

 

1.0 Background of Study 

The hospitality industry in Malaysia is growing rapidly nowadays. The number of hotels 

in Malaysia is increasing in order to cater the increasing number of tourists in the last few years. 

According to the Ministry of Tourism, Arts and Culture Malaysia (2015), the number of tourists 

that travelled to Malaysia in 2015 and 2016 had increased from 25.7 million to 26.8 million. By 

referring to Malaysia Economic Statistics – Time Series (2016), the number of employed persons 

in the hotel industry had increased gradually from 2010 to 2016 by 47.12%. This is because the 

employees are recognized as the key-driven towards business success in the hotel. Therefore, the 

demands of labour force in the hotel industry are higher and the hotel industry usually recruits 

more employees compared to any other industry. It is important for the hotel industry to make 

sure that their quality of services is satisfying so that it can meet the customer’s needs and 

expectations. Besides that, the good quality of services provided by the hotel not only can help to 

generate good revenue but it can also increase the reputation of the hotel.  

According to Dzansi and Dzansi (2010), human resource management refers to the use of 

employees to reach the desired outcomes of the organization particularly through human 

resource management practices. Human resource management practices are defined as the 

planned activities to achieve the expected organizational goals by managing human resources 

effectively (Babu & Reddy, 2013). Moreover, Singh and Jain (2014) regard human resource 

management practices as the effective policies executed by an organization to enhance employee 

motivation and retention. In other words, human resource management practices play a vital role 

in preventing employees from leaving the current organization. The examples of human resource 
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management practices include human resource planning, reward and compensation, training and 

development, performance appraisal, recruitment and selection, career development, employee 

welfare and employee relations (Mathis & Jackson, 2010).  

The topic related to the effects of human resource management practices on employee 

retention is significant to be investigated in the area of human resource management. 

Organizations had recognized the importance of human resource management practices on 

employee tenure in the current company (Singh, Sharma, & Mahendru, 2010). Human resource 

department in an organization is crucial in formulating and laying down effective and efficient 

policies and practices related to human resource so that the organization can remain competitive 

and become outstanding in the marketplace (Alleyne, Doherty & Greenidge, 2006). In addition, 

it was also believed that effective and efficient human resource policies and practices can help to 

reduce the intent of employees to quit from the current company and thereby increase retention 

within the organization. Using the most effective human resource management practices is 

advantageous to both employer and employee as it determines the growth of an organization 

(Jeet & Sayeeduzzafar, 2014). Effective human resource management practices in an 

organization will result in motivating employees to perform well in every single of their work, 

fulfilling employee’s psychological and social needs as well as attracting and retaining the key 

and talented employees. As a result, this leads to the establishment of a long term employment 

relationship between an employer and employee.  

Employee retention is the effort made by the organization to attract their employees to 

stay with the organization in the long run. It is very important to retain key and talented 

employees in an organization as employees are recognized as the most important asset in an 

organization and they are the person who can build or destroy the organizational goodwill and 
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achievement (Haider, Rasli, Malik, Aamir, Arif, Naveed, & Tariq, 2015). An organization 

definitely cannot generate revenue, achieve organizational goals or fulfill financial objectives 

without employees (Johari, Tan, Adnan, Yahya, & Ahmad,  2012). The organization will 

encounter a lot of problems if fail to retain their employees. High new employee’s hiring cost is 

one of the major problems that will face by the organization. There are many reasons why 

employees leave an organization. Most of the employees leave an organization due to the lacking 

of training opportunities, heavy workload, job stress, lack of recognition, poor salary and 

benefits (Ghosh, Satyawadi, Prasad Joshi, & Shadman, 2013; Khan, Mahmood, Ayoub,& 

Hussain, 2011). 

This research is aimed to examine the relationship between selected human resource 

management practices with employee retention in hotel industry by using six independent 

variables which are employee empowerment, training & development, performance appraisal, 

compensation & benefits, career development and work-life balance.  

 

1.1 Problem Statement 

In this era of globalization, the employee retention issue has continuously become an 

important matter for organizations all around the world. It is undeniable that most of the 

management teams in the organization have encountered lots of challenges while handling this 

issue. Malaysia is also included and not exempted from this phenomenon. The recent survey 

reported that withholding talented employees in the organization is the biggest and significant 

concern among Malaysian employers regardless of the company size or field of business 

(JobStreet.com, 2016). Moreover, Malaysia ranked the second highest involuntary turnover rate 

and third highest voluntary turnover rate at 6.0% and 9.5% respectively this year in South East 
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Asia (HR in Asia, 2015).  

Many researches have been done in this field in the past. However, there was limited 

researches done in Malaysia since most of the past researches were conducted in overseas such 

as Bangladesh, Pakistan, Thailand and India (Mahmud & Idrish, 2011; Tangthong, 2014; Thite 

& Rusell, 2010). Results from the researches based on overseas may not be relevant to the Asian 

organization context due to the difference in economy and culture. Although there were some 

past researches have been conducted in Malaysia, but most of them were focused on West 

Malaysia rather than East Malaysia (Hee & Ann, 2019; Johari et al., 2012). Therefore, more 

research in this field was required to be done in the local context to examine the influence of 

human resource management practices on employee retention. This study focused on East 

Malaysia, particularly in Sarawak, precisely in Sibu and Bintulu.  

More specifically most of the past researches that examine the relationship between 

human resource management practices and employee retention were focused on banking, retail, 

information technology and telecommunication industry (Janjua & Gulzar, 2014; Mensah, 2010; 

Reddy & Chandra, 2011). However, it was found that there was limited research being 

conducted in hotel industry locally. A survey by Malaysian Employers Federation (2011) 

revealed that the annual average turnover is the highest in non-manufacturing industry. The 

employee’s intention to leave their current organization in hotel industry recorded the third 

highest which is 32.4%. Thus, there is a need to carry out this research in hotel industry in order 

to examine which human resource management practices have the greatest impact on employee 

retention since retaining employees has become the top priority in the hotel industry. 

Many aspects of human resource management were covered and discussed in detail in the 

past. The most common cited human resource management practices include training and 
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development, career development, reward and compensation, performance appraisal, recruitment 

and selection, supervisory support as well as occupational safety and health (Fauzi, Ahmad, & 

Gelaidan, 2013; Malik, Danish & Munir, 2011; Ng, Lam, Kumar, Ramendran, & Kadiresan, 

2012; Okeudo & Cmilt, 2012; Omolo, Oginda, & Otengah, 2013; Osemeke, 2012; Rubel & 

Hung, 2013). Nevertheless, it was found that there was less research that used human resource 

management practices such as employee empowerment and work-life balance to test with 

employee retention. Therefore, this research used employee empowerment, work-life balance 

together with four other variables to test with employee retention.  

There were some arguments pertaining to the findings of past researches. Firstly, Imna 

and Hassan (2015) discovered that career development had a significant and positive impact on 

employee retention. Nevertheless, findings from Presbitero, Roxas and Chadee (2016) produced 

inconsistent results, showing that there is no significant and positive impact of career 

development on employee retention. Besides that, Francis (2014) concluded that training & 

development has no impact on employee retention. However, Zahoor, Ijaz and Muzammil (2015) 

discovered that training & development has a significant positive relationship with employee 

retention. Therefore, this research existed to clarify the arguments and to narrow further the 

empirical gap of the selected human resource management practices that can affect employee 

retention. 

 

 

 

 

 



6 
 

1.2 Research Objectives  

1.2.1 General Objective 

To examine the relationship between selected human resource management practices with 

employee retention in hotel industry. 

 

1.2.2 Specific Objectives 

1) To identify the relationship between employee empowerment and employee retention. 

2) To identify the relationship between training & development and employee retention. 

3) To identify the relationship between performance appraisal and employee retention. 

4) To identify the relationship between compensation & benefits and employee retention. 

5) To identify the relationship between career development and employee retention. 

6) To identify the relationship between work-life balance and employee retention. 

7) To identify the dominant factor among selected human resource management practices that 

influence employee retention.  
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1.3 Research Hypotheses 

Ha1 : There is a significant relationship between employee empowerment and 

employee retention. 

Ha2 : There is a significant relationship between training & development and 

employee retention. 

Ha3 : There is a significant relationship between performance appraisal and employee 

retention. 

Ha4 

 

: There is a significant relationship between compensation & benefits and 

employee retention.  

Ha5 : There is a significant relationship between career development and employee 

retention. 

Ha6 : There is a significant relationship between work-life balance and employee 

retention. 

Ha7 : There is a dominant factor among selected human resource management 

practices that influence employee retention. 

 

 

 

 

 

 

 

 

 


