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Abstract 

 
In the fast paced global economy where trades are being conducted everywhere and at any time, the focus of organizations 
has shifted from the traditional view of producing what they think are needed by the market to a new paradigm whereby they 
are now to produce products or services that the markets desire literally. One requirement of surviving in such challenging 
business environment is to be able to retain performing employees whereby employee loyalty has been a thing of the past. This 
study will look into three critical factors that are often associated with unwelcome behaviors in the organizations such as low 
motivation, low organizational commitment, less satisfaction which in turn will lead to lower productivity, creativity and 
innovations and may result in employees quitting. The main objectives of this particular study are to explore the degree of 
intention to quit, examine relationships between job demands; job control; social support with turnover intention; also to 
examine the ability of the demand control variables (Karasek, 1979) in explaining turnover intention among IT executives. The 
sector which is being investigated is the small and medium companies which operate in the IT related businesses particularly 
Small and Medium companies in Malaysia. Results showed that only job demand and job control have significant associations 
with turnover intention and subsequently the demand control model is unable to explain the variances in turnover intention  
 

Keywords: Turnover, Demand Control, IT, MSC 
 

 
 Small & Medium Enterprises (SMEs) in Malaysia 1.

 
SMEs in Malaysia are being represented by 645,136 establishments and counted for 97.3% of total businesses operating 
in the country (DOS, 2011) of which approximately 90% establishments are in the services sector, 6% manufacturing, 3% 
are constructions associated while the rest are agriculture (1%) and quarrying (0.01%).  The growth of SMEs in Malaysia 
has seen an increase of almost 3% from 29.4% (DOS, 2005) to 32.5% (DOS, 2011) and for within certain period between 
2006 and 2011, the registered growth of the SMEs increased more than the national economic growth, whereby in the 
year 2011, the growth registered by SMEs was 6.8% compared to Malaysia’s economic growth of 5.1% (DOS, 2011). 
These numbers represent the importance and significant contributions of SMEs in the Malaysian economy.  

SMEs in Malaysia are categorized as such based particularly on 2 criteria which are, the total count of employees 
an organization has or the annual sales turnover recorded by the organization. However, the numbers to meet the 
requirement of the council varies due to different sectors which the organization operates in. A SME in the services sector 
must not employ exceeding more than 50 full time employees at one time, also with sales turnover of not more than RM 5 
million and since IT related businesses in Malaysia are mainly dealing with services, this study will adopt these two as its 
base requirements as well. As such, only IT related SMEs which fulfills the base requirements were included in this study. 
The fundamental judgment in choosing this specific sector is that the nation’s aspirations of becoming a developed 
country lies significantly in the ability of this sector to drive the economy from its current standings to an economy that is 
based on the principles of creativity and innovations. 

 



ISSN 2039-2117 (online) 
ISSN 2039-9340 (print) 

        Mediterranean Journal of Social Sciences 
            MCSER Publishing, Rome-Italy 

Vol 7 No 2 
March 2016 

          

 218 

1.1 Labor Turnover in Malaysian SMEs  
 
Nowadays, top executives recognizes the importance of labor turnover; especially those related to talent leaving their 
organizations.. Turnover has many consequences; as such Siong et al (2006) mentioned that organizations will incur 
costs of training, and loss of productivity to name few. That’s why many organizational psychologists have proposed 
many antecedents to labor turnover and many scholarly researches have been done in the context of understanding 
turnover among members of organizations and much of it were empirical in nature and have addressed the various 
determinants of turnover (Sager & Griffeth, 1998). 

In Malaysia, among others, labor turnover in SMEs was mentioned as one of the problem that are faced by small 
and medium firms both domestically as well as globally (Nasurdin et al. 2004, 2005; Pattie, 2006; Ross, 1996; Shain, 
1999). Recent findings by Michael Page International (2012) survey that concluded that 83% of the respondent of the 
study in Malaysia are very likely or likely to quit their present jobs. This is very much significant empirically especially 
when the figure for employment in this sector as of 2011 is 3,669,229 (DOS, 2012), therefore a rough figure of between 
700,000 and 750,000 employees will decide to quit their jobs annually and 90% of these turnovers happened in the 
services sector. This number is too large to be ignored. 
 
1.2 Work-Related Contributing Factors for Labor Turnover 
 
Employment plays a crucial role in the lives of many individuals.  Ever increasing challenges in the workplace as the 
result of the global marketplace and stiff competition among organizations in line with the battle for the dominancy in 
market or even survival, has put much pressure on workers (Hoel et al., 2000).  In turn, workers will display or behave 
accordingly to these challenges whilst prolonged unchecked pressures will result in workers displaying sets of negative 
behaviors and eventually affect the organizations’ performance (Chen et al., 2011). Henceforth, workers will start to think 
whether the job fits them and ultimately if no further interventions, workers develop the intention to quit. 

Throughout time and scholarly based articles, many have concluded that there are too many reasons why 
employees choose to leave their organizations or having the intent to do so. Factors such as high job demand, social 
support, physical environment of workplace, physical exertion, and job dissatisfaction (Karasek, 1979; Schnall & 
Landbergis, 1994; Kristensen, 1995, 1996; Graham, 1999; Aizzat et al, 2003; Pattie, 2006) were empirically proven to 
affect the ability of SMEs to retain their capable employees will in turn affect firm’s performance(Batra & Tan, 2003). 

 
1.3 Turnover 
 
Turnover is defined as the degree of individual movement across the membership boundary of an organization (Price, 
1997).  Meanwhile, the bureau of Labor statistics (1966) used the word of turnover to describe both organizational 
turnover accessions and separations.  Similarly, Jaros (1997) defined turnover intention as employees’ tendency to stop 
being a member of the current organization.  Furthermore, turnover also can be referred to individuals that voluntarily quit 
and/or resigned (Price, 1997), and the focuses of researches are more on members leaving rather than entering the 
organization (Price, 2000).  Also, further explanation and understanding of this subject is important to organization due to 
the fact that turnover adversely affect organizational effectiveness (Hom & Griffeth, 1995).  Furthermore, Price (2000) 
mentioned that turnover has wide negative impact to man power planning in the organizations.  This in turn will further 
disintegrate the organization ability to recruit good personnel and in the long run if turnover phenomenon is left alone 
without appropriate study, it will ultimately effect the organization to function accordingly (Price, 2000). 
 
1.4 Turnover: The Intent Factor 
 
Intentions to quit have been generally accepted as important antecedents to turnover and that intention to quit is 
represented by an attitudinal orientation or a cognitive manifestation of the behavioral decision to quit (Elangovan, 2001).  
Additionally, Firth et al. (2003) stated that intention to quit is the primary indicator of the actual turnover behavior.  As 
suggested by Udo, Guimaraes and Igbaria (1997), many empirical research models of turnover of employees suggested 
that actual behavior are always the results of behavioral intentions. Furthermore, these statements are supported by the 
findings of Steele and Ovalie (1984) who suggested a strong relationship between intent to leave & the actual turnover.  
In addition, Alexander et al. (1998) also reported quitting intention is best taken as the antecedent of the real turnover 
behavior and similarly, Ajzen and Fishbein (1980) agreed that the many instant causes of actual turnover are the 
intentions themselves.  Moreover, according to Jaros et al. (1993), turnover intention is the direct forerunner of turnover 
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conduct and echoes a mixture of withdrawal behaviors. Therefore it is acceptable to measure actual turnover by 
determining the level of intent to leave reported by employees themselves (Igbaria & Greenhaus, 1992). 
 

 The Demand Control Model 2.
 
Karasek (1979) introduced the job strain model by which many of the research on stress were based on (Jonge et al., 
2000). Moreover, the model has been used over and across cultures and countries (Tsutsumi et al, 2002; Bosma et al, 
1998; Malinauskiene et al, 2004) hence suggest its reliability, compatibility and functionality. This model incorporated the 
interaction between psychosocial demands and decision latitude. The three variables that were incorporated in this model 
are Job Demand, Social Support and Job Control. Most of the literature available associated with the demand-control 
model associated the ability of these three variables to explain stress in the workplace. The results of these prior studies 
showed that these three are able to significantly explain stress or job strains (Karasek & Theorell, 1990; Jonge, Janssen 
& Van Breukelen, 1996; Demerouti et al., 2001; Houkes et al., 2001; Aurbech et al., 2003; Johnson, 1986; Wallgren & 
Hanse 2007). Nonetheless, there are available literatures that exposed the ability of the said variables for explaining 
turnover intention (Borda & Norman, 1997; Rahim, 1997; Price & Mueller, 1986; Kim et al., 1996; Gaertner, 2000; Van 
Dyne et al., 2004; Viator, 2001; Allen, 2001). However, most of the literature did not directly test those three variables 
against turnover intent and had used other factors such as job satisfaction, well-being, stress, organizational commitment 
and even job dissatisfaction for explaining turnover. Hence a lack of evidences linking directly the variables and turnover 
intent, reiterates the need to investigate this matter closely. 
 

 Research Framework 3.
 
This study intends to examine the ability of the demand-control variables in explaining intention to quit among workforces 
of the Malaysian SMEs. Based on literature examinations, a research framework was developed based on the lack of 
evidences of previous literature in examining the direct effect of the demand-control model on turnover intention as per 
figure 1. 
 

 
 
Figure 1: The Demand-Control Model of Turnover Intention 
 
Based on the framework in figure 1, the study is proposing these set of hypotheses: 
H1: The levels of Intention to quit among respondents are high 
H2: Relationship between Demand@Work and Turnover Intention exist 
H3: Relationship between Social Support@Work and Turnover Intention exist 
H4: Relationship between Control@Work and Turnover Intention exist. 
H5: Demand Control variables significantly affect Turnover Intention 
 

 Methodology 4.
 
The study had used the simple random sampling method to select the IT executives that were included in the data 
collection phase. The population was identified using one master list available from SMIDEC (Small and Medium 
Corporation of Malaysia) through their website www.smidec.com.my. The total small and medium establishments in 
Malaysia within the ICT sector is 708 and many are concentrated in four areas namely, Selangor (266), Kuala Lumpur 
(163), Pulau Pinang (71) and Johor (41), whereas the remaining 167 companies are scattered elsewhere. Since there is 
no list available for the total number of IT executives working in this sector, the study had chosen to take the total number 
of establishments as its population list. The companies were then selected randomly and questionnaires were 
administered to one IT executives from each of the companies.   Based on the total number of establishments (708), the 
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total number of sample was determined at 248 (Krejcie & Morgan, 1970).  Table of random numbers was then employed 
to select the 248 companies to be included in the study. 
 

 Questionnaire Development 5.
 
Although the study had stated that the demand control model was used, the observed variables were developed anew 
but systematically enhanced based on the original demand-control model. This means that the study has developed its 
own set of items to represent the latent variables of the demand control model. The base of the model was left intact with 
three latent variables, only renamed; Demand at work, Social Support and Job Control. 

Items are design in such a way that it limits the scope of the measurements to just work-related questions. This is 
important due to the fact that individuals tend to mix up work and other things in their lives and it is the intent of this study 
to limit the perceptions of the subjects involved only to their work. Some items from the original demand control model 
were dropped while some new items were inserted and some are rephrased. The final version of the items included in the 
questionnaire was vetted through by IT Executives from IBM Malaysia and they agree that the items were reflective of 
their work. Additionally, one pilot study was conducted in order to test the ability of the new items in explaining the 
measurement constructs of the demand control model (N=30). This is to make sure that the items used are valid and 
measure the intended latent variables. The first variable that was included in this study is named Work Related Demand 
and is being observed through two observed variables which are physical and mental demand at work.  Physical Demand 
and Mental Demand are both represented through 4 items; whereby the items are directed towards assessing the 
executives’ physical and mental demands at work. The second variable in the demand control model is named Social 
Support and this construct measurement is being represented by 5 items which intend to assess the IT Executives social 
support at work. The third variable is Job Control and is being represented by 8 items which assessed the executives’ 
empowerment and skills discretions. 
 

 Factor Analysis 6.
 
Factor analysis was done separately for each of the variables. This is done to measure the unidimensionality, validity and 
reliability requirements. 

Work Related Demand (Physical Demand) 
 
Table 1: Total Variance Explained & Eigenvalue of Physical Demand 
 

Variance Explained

Component 
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 2.667 66.686 66.686 2.667 66.686 66.686 
2 .620 15.511 82.197
3 .496 12.400 94.597
4 .216 5.403 100.000

 
According to table 1, one factor was extracted with eigenvalue exceeds 1 whilst the total variance explained stood at 
67%. This factor is named physical demand which measures physical demands of the IT executives at work. 
Work-Related Demand (Mental Demand) 
 
Table 2: Total Variance Explained & Eigenvalue of Mental Demand 
 

Variance Explained

Component 
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 2.529 63.231 63.231 2.529 63.231 63.231 
2 .762 19.052 82.283
3 .438 10.943 93.226
4 .271 6.774 100.000
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In table 2 we can see that 1 factor has emerged from the analysis with the eigenvalue of more than 1with the total 
variance explained of 64%. This factor is named mental demand and it measures the mental aspect of demands placed 
on the IT Executives. 
 

 Social Support 7.
 
Table 3: Total Variance Explained & Eigenvalue of Social Support 
 

Variance Explained

Component 
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 3.181 63.624 63.624 3.181 63.624 63.624 
2 .833 16.661 80.285
3 .614 12.271 92.556
4 .249 4.982 97.538
5 .123 2.462 100.000

According to table 3, 1 factor has emerged from the analysis with the eigenvalue more than 1 with 63% variance 
explained. This factor is named Social Support at work, which measures the social support received by the IT Executives 
at work. 
 
7.1 Job Control (Empowerment) 
 
Table 4: Total Variance Explained & Eigenvalue of Empowerment 
 

Variance Explained

Component
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 2.748 68.695 68.695 2.748 68.695 68.695 
2 .721 18.024 86.719
3 .361 9.030 95.749
4 .170 4.251 100.000

Listed in table 4 are the results of factor analysis done on the items representing the Job Control (empowerment) of the IT 
Executives jobs. One factor emerges with eigenvalue more than 1 and named Job Control. 
 
7.2 Job Control (Skills Discretion) 
 
Table 5: Total Variance Explained & Eigenvalue of Skills Discretion 
 

Variance Explained

Component 
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 2.641 66.029 66.029 2.641 66.029 66.029 
2 .739 18.487 84.517
3 .365 9.131 93.647
4 .254 6.353 100.000

According to table 5, the analysis resulted in one factor with the eigenvalue more than 1 with 66% total variance 
explained. This factor is named Job Control (Skills Discretions) and measures the IT executives skills discretions at work. 
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 Turnover Intention 8.
 
Table 6: Total Variance Explained & Eigenvalue of Turnover Intention 
 

Total Variance Explained

Component
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 1.548 51.589 51.589 1.548 51.589 51.589
2 1.050 34.995 86.585 1.050 34.995 86.585
3 .402 13.415 100.000 

 
Table 6 depicts the results of factor analysis done on the independent variable which is turnover intention. Two factors 
emerged with eigenvalues more than 1. The two factors emerged as a result of low factor loading for the second item 
used this variable. Table 7 showed the factor loadings of the items. Since the item loading is low, the study will omit this 
item and table 8 showed the improved variance explained after the item has been deleted. 
 
Table 7: Factor loadings of Turnover Intention 

 
Component 

1
I will likely actively look for new job in the next year. .856
I often think about quitting. .147
I probably look for a new job in the next year. .891
Extraction Method: Principal Component Analysis.
a. 1 components extracted.

 
Table 8: Eigenvalue and Total Variance Explained for Turnover Intention after the deletion of 1 item 
 

Total Variance Explained

Component
Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 
1 1.540 77.018 77.018 1.540 77.018 77.018
2 .460 22.982 100.000 

Extraction Method: Principal Component Analysis.
 
8.1 Summary of Factor Analysis 
 
All but one of the variables (Turnover Intention) used in this study had produced results as expected whereby all items 
used for the different variables had recorded high factor loadings and recorded acceptable variances and eigenvalues of 
more than 1. For the variable named turnover intention, this study has deleted one of the original items and as expected 
the variance explained increased and thus only one factor emerged with eigenvalue more than 1 (refer to table 8) with 
increased variance explained from 55% to 77%.  
 
8.2 Reliability Analysis 
 
Table 9: Reliability Analysis of the Observed Variables 
 

Observed Variables No of Items Cronbach’s Alpha
Physical Demand 4 0.832
Mental Demand 4 0.804
Social Support 5 0.856
Empowerment 4 0.848
Skills Discretion 4 0.827
Turnover Intention 2 0.701
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Table 9 depicts the results of the reliability analysis. 
The results of the reliability test conducted on the items showed that all of the items used in the constructs 

measurements for all the variables are reliable. The Cronbach’s alpha values ranges from 0.701-0.856 whereby the 
lowest value is recorded by the turnover intention items and the highest being the items representing social support at 
work. 
 

 Findings: Descriptive Statistics 9.
 
This part will describe the types of respondents that participated in this study according to various characteristics. Most of 
the IT executives were almost equally represented with Malays executives represents 34.5%, Chinese with a 32.17% and 
Indian with 31.7% representation. Genders were also almost equally represented with female having slightly more 
representation (51%) than their male counterparts which was represented at 49%. Many respondents are those between 
the age of 31-39 years old with a representation of 32%; followed by executives aged between 40 and 45 years old. 
Majority of respondents hold a bachelor degree (55%) and the respondents were also distributed almost evenly with 
regards to the positions they hold in their companies (Executives: 26%; Senior Executives: 30% and managers: 29%).  
Interesting enough, 48% of the respondents had spent less than 5 years at their individual companies whereby another 
52% had been employed in the present companies for more than 5 years. As far as salary is concern, most of the 
respondents received salaries ranging from RM 4,000 to RM 6,000 (47%) whereby only 22% of the respondents received 
more than RM 6,000 per month. 

The descriptive statistics discussed previously stated that for many of the description criteria, most of the 
respondents were almost equally represented and this could suggest that the results of the later analysis will not be bias 
towards only one quarter of executives with certain distinct character; but can be taken as a single group, which IT 
executive is.  
 

 Hypotheses Testing 10.
 
This part will discuss the results of statistical analysis done in order to confirm or reject the hypotheses presented earlier. 
The first hypothesis was: Intentions to quit among IT Executives are high. In order to test this, these scales of mean are 
derived and categorized as follow: 

High: Mean Value of more than 4.3  
Medium: Mean Value of between; 2.7 and 4.2 
Low: Mean Value of between 0 and 2.6 
A mean value statistics was performed on the data collected that represents the IT Executives turnover intention 

and the results are as follow: 
 

N Minimum Maximum Mean Std. Deviation
Turnover Intention 258 1.00 5.00 3.4477 1.11419

 
According to the table above it is apparent that the IT Executives are experiencing medium levels of Intention to quit. The 
mean value captured is within the range allocated for medium experiences. 

To test the second, third and fourth hypotheses, Pearson Correlation analysis were conducted with the data 
available and the results are shown in the tables below: 

 
Table 10: Relationship between Job Demand and Turnover Intention 

 
Correlations

Turnover Intention Demand@Work 

Turnover Intention 
Pearson Correlation 1 .158*

Sig. (2-tailed) .016
N 231 231

Demand@Work 
Pearson Correlation .158* 1
Sig. (2-tailed) .016
N 231 231

*. Correlation is significant at the 0.05 level (2-tailed).
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Table 11: Relationship between Social Support@Work and Turnover Intention 
 

Correlations
Turnover Intention Social Support@Work 

Turnover Intention 
Pearson Correlation 1 .094
Sig. (2-tailed) .153
N 231 231

Social Support@Work 
Pearson Correlation .094 1
Sig. (2-tailed) .153
N 231 231

*. Correlation is significant at the 0.05 level (2-tailed).
 
Table 12: Relationship between Control@Work and Turnover Intention 
 

Correlations
Turnover Intention Control@Work 

Turnover Intention 
Pearson Correlation 1 .139*

Sig. (2-tailed) .035
N 231 231

Control@Work 
Pearson Correlation .139* 1
Sig. (2-tailed) .035
N 231 231

*. Correlation is significant at the 0.05 level (2-tailed).
 
Table 10 showed that the relationship between demand at work & intention to quit is a significant one. However so, the 
degree of associations between the two variables are very poor (p=0.16; r=0.158). Therefore this hypothesis is accepted 
solely on the significant level of 0.16. Meanwhile table 11 depicts the relationship between support at work and intention 
to quit. The results showed that there is no significant relationship between the two variables whereby the p-value 
obtained is more than than 0.05 (p=0.153; r=0.09). Therefore this hypothesis is rejected. Table 12 depicts the relationship 
between control at work and intention to quit. The results depicted that there is a significant relationship between these 
two variables (p=0.035; r=0.135). Although the hypothesis is accepted, the degree of associations between the variables 
is very low. 

As far as the fifth hypothesis is concern, a regression analysis was conducted on the data available and the results 
are as follows: 

Model R R Square Adjusted R Square Std. Error of the Estimate
1 .131a .017 .005 1.11113

a. Predictors: (Constant), Demand@Work,  Support@Work,  Control@Work

Model Sum of Squares df Mean Square F Sig.

1 
Regression 5.451 3 1.817 1.472 .223b

Residual 313.593 254 1.235
Total 319.044 257

a. Dependent Variable: Intention to quit
b. Predictors: (Constant), Demand@Work,  Support@Work,  Control@Work

Coefficientsa 

Model 
Unstandardized Coefficients Standardized Coefficients

t Sig. 
B Std. Error Beta

1 

(Constant) 2.576 .537 4.798 .000 
Demand@Work .217 .118 .127 1.847 .066 
Support@Work -.059 .130 -.034 -.457 .648 
Control@Work .076 .120 .045 .629 .530 

a. Dependent Variable: Intention to quit
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According to the tables above, the demand control variables are not significant in explaining the deviations in intention to 
quit. The ‘r’ value captured was too low that it had to be ignored seemingly suggesting that there is no predictability 
capability of the demand-control variables in explaining the turnover intentions of the IT Executives. F Statistics as well as 
T statistics were insignificant as well, and this further proved that the demand-control variables are unable to affect 
variations in the dependent variable.  

Conclusively the hypotheses can be summarized as follows:  
 

No Hypotheses Status 
H1 The levels of Intention to quit among IT Executives are high Rejected 
H2 The is a relationship between Demand@Work and Turnover Intention Accepted 
H3 There is a relationship between Social Support@Work and Turnover Intention Rejected 
H4 There is a relationship between Control@Work and Turnover Intention Accepted 
H5 Demand Control variables significantly affect Turnover Intention Rejected 

 
 Conclusion 11.

 
The results of the analysis showed that the turnover intentions among the IT Executives were captured as medium 
(Mean: 3.45). The IT executives seemed not to have high levels of turnover intent. Also, this paper was set up and set out 
to access the ability of the famous demand-control model Karasek et. al, 1997) to predict the turnover intention of IT 
Executives working in MSC status companies in Malaysia. While the demand control model is able to predict many 
organizational behaviors (De Jonge et al, 2000; Elangovan et al, 2001; Karasek, 1990;1997), that same ability was tested 
and results showed that the demand control variables were unable to significantly explain turnover intentions among the 
subjects that were studied. In addition to that, only two of the variables suggested in the model have got associations with 
turnover intentions namely demand at work (r=0.158) and control at work (r=0.139). The r values obtained were 
significantly low with the interpretation of both having low but significant relationships/ associations. Perhaps even; these 
low associations were also the contributors to the failure of the demand-control model to explain turnover intentions 
among the IT Executives who work for Multimedia Super corridor status companies in Malaysia. 
 

 Discussions 12.
 
Demand control model that was suggested by Karasek (1990; 1997) was an established model that have been used 
throughout research particularly those of concern with; job strain, occupational stress, burnout etc. The model’s ability in 
explaining those phenomenon are without doubt encouraging and it can be safely hypothesized that the demand control 
model is significant in explaining stress related behaviors. This paper however is trying to link the ability of this same 
model in explaining intention to quit. As what the results suggested, mix results were obtained. Out of the three variables 
that were tested against turnover intention, two proved to be significant; which are job demand and control at work. 
Although the statistics suggested that there are associations; the low r value obtained may suggest that the associations 
are quite low and therefore could be partially ignored.  Another plausible explanation is that there are probably other 
factors that could better explain the variations in the dependent variable.  According to previous research, factors such as 
retirement benefits, job security and financial crises (Khan S.A., 2014); distributive justice, workload, resource 
inadequacy, supervisory support, kinship support, and job satisfaction (Chen, X., Xu, H., Yuan, P., Fang, F., Huss, M., 
Vega, V. B. & Ng, H. H, 2008) and many others; are more associated with turnover intention. The demand control model 
and was not able to explain turnover intention and with this outcome; the study is suggesting that this predictor ability 
doesn’t exist. It is therefore safe to say that even though the demand control model was very useful in predicting job 
strain, it’s not too useful in explaining turnover. Future research might want to look into any other variables that could be 
associated with the demand control model such as job satisfaction, job security and others.  
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