Assumption University
COLLEGE OF INTERNET DISTANCE EDUCATION
School of Business Administration

THE RELATING FACTORS ON TURNOVER TENDENCY
AMONG CABIN CREW IN AIR MIDDLE-EAST

By

Miss Worawee Chouwanachinda

Nert

LABO

*

~

0

Lr

*

A Survey Research Report for
MS 7000 Research Project
Submitted in Partial Fulfillment of the Requirements for
the Degree of Master of Science in Management

January 2009

THE RELATING FACTORS ON TURNOVER TENDENCY
AMONG CABIN CREW IN AIR MIDDLE-EAST
By

Miss Worawee Chouwanachinda

A Research Report
Submitted in Partial F ulfillment of the Requirements for the Degree of
Master of Science in M anagement

Examination Committee:

Committee Chairperson:
(Dr 'yathida Praditb~a)
{;\C(,W a'.,U. '

Committee Member:

rlt.oi

(Dr. Thanawan Phongsatha)

tr2 ';{.zc:..//z,1.~
)/

VJ
~{µA,/)_,f'.

Committee Member:
L

Committee Member/
Advisor

c(flf?

,>s&l t

(Rear Admiral P r ! :;'.'hadung)

S.

F~

(Dr.Sasithorn Phonkaew)

Date of Examination: December 22, 2008
Date of Graduation Approval: December 22, 2008

College of Internet Distance Education
Assumption University of Thailand

January 2009

~

~~\" ERS/]"y
()A'
.,>.
~

~
:;:

Copyright

~

=

Assumption University

~

2009

r-

~ ROr~

*

LABO

NCIT

1~,,!/1a!la•i\,,s

c\ii, ~

~

9RIE(

0

SINCE 1969 ol

*

~@

Research Project Title: THE RELATING FACTORS ON
TENDENCY AMONG CABIN CREW IN AIR MIDDLE-EAST

TURNOVER

Author: Miss Worawee Chouwanachinda; Advisor: Dr. Sasithorn Phonkaew;
Degree: Master of Sciences in Management; School: College of Internet Distance
Education; Year 2008 .
ABSTRACT
The objectives of this study are (1) to identify the relationship between push
factors or work-related attitudes and the turno ver intention or intention to quit of Air
Middle-East crew, (2) to identify the relationship between pull factors or external
environmental factors and the turnover intention or intention to quit of Air MiddleEast crew, (3) to identify the differences among demographic factors towards the
turnover intention or intention to quit of Air Middle-East crew.
This is a survey research. The population was cabin crew who work for Air
Middle-East. The non-probability sampling technique was used. The data collecting
instruments were self-administered questionnaires. The descriptive statistics were
used to analyze demographic profiles and general information of the respondents
while Pearson's Correlation Technique was used to measure the relationship of the
push and pull factors towards intention to quit and One-Way ANOV A was used to
find the differences among demographic factors towards intention to quit.
The findings were as follows :

-

1) All the push factors which are job satisfaction, pay satisfaction, performance-

reward contingencies and working conditions were found to have relationship
with turnover intention or intention to quit of Air Middle-East crew.
2) Three pull factors which are household income, fam ily attachment and job
alternatives were found to have relationship with turnover intention of Air
Middle-East crew while one pull factor which is economic situation was
found not to.
3) Two demograph ic factors which are age and job tenure were found to have
differences among their groups towards turnover intention or intention to quit
of Air Middle-East crew while other demographic factors which are
education and marital status were found not to.
The recommendations based on the findings were that Air Middle-East must
focus and work on the significant factors in order to prevent further cabin crew
turnover .
Lastly, this study offered the suggestions for further studies as follows; adding
other relevant independent variables by using other models as a guideline, and
conducting deeper study on job satisfaction which has strongest relationship towards
intention to quit.
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CHAPTER I

INTRODUCTION
1.1 Introduction

The airline industry has been changing over the time, starting in the past when the
airlines basically transported passengers from one destination to another and the cabin
crew were for safety purpose in case of emergency but nowadays, in the competitive
airline market, each airline has added the high-end services in order to attract more
passengers; hence, the task of cabin crew is relatively added as a person who delivers
the service in the sky.

-

In airline business, apart from the airlines' routes and reputation, service delivery
is considered important to decision-making of passengers. As a esult, each airline has
invested a large sum of money on ground and cabin staff recruitment as well as
training to ensure that they would deliver the excellent service to their valued
passengers who shall return in he futuue. Since cabin staff is the front-line employee
and spends most of the time aboard delivering the service to customers, the airlines
rely on them particularly in terms of bringing back customers.

According to the Air Transportation Association (ATA), labour is an airline's
no. I cost which is paid for the employees. Globally, labour accounts for 35per cent of
the operating cost of airline industry, which represents about 75 per cent of all nonfixed costs (Rodrigue, 2006).

15.l%

Figure

J.~:

Operating Expenses of Airline Industry

Source: Rodrigue, 2006

The above figure shows that 33.7 per cent of the airline industry expenses is on

-

flight operation both fuel and flight crew included.
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Figure 1.2: Employment of U.S. Airlines

Source: Air Transport Association Economic Report, 2007
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Ll

This figure shows that from 2005 to 2006, flight attendants are the only position
which had been increasingly recrnited from 70, 173 to 76,919. This implies that the
airlines emphasize more on the in-flight service delivery by the cabin crew.

McCabe (2006) mentioned that key success factors for airline industry are
attracting customers with the attractiveness of the airline's service and managing
people with a measure of how effectively the employees work together in providing
the physical service of getting passengers from one place to another and how
committed employees are to provide good service to the airlines' customers.

Hence, the cabin crew, a front-line employee, who spend most of the time inflight deliveri ng the service to the passengers are the main rep resentative of the
airlines and each airline has invested on their recruitment and training. When the
cabin crew considers leaving, the airlines are directly affected with its investment on
each cabin crew's recruitment and training as well as their productivity would be
relatively lower.
NCIT

1.2 Background of Study

o
~INCE19t--o

*

With the economic downturn as well as the non-stop rising fue l price worldwide,
the airline industry has been directly affected and most of the airlines consider
employee lay-off, frozen employee recruitment and flight reduction. Delta Airlines
has started to use its severance program which offers early-out payment for frontline
employees such as flight attendants. Srilankan Airlines introduced a fuel surcharge to
customers and temporarily reduced capacity on some routes in its network of 41
destinations in 22 countries in Europe, the Middle East and Asia. Bangkok Airways
starts to suspend and reduce the flight from Bangkok to Shenzhen, Fukuoka and
3

Hiroshima. According to Reuters (2008), Qantas Airlines plans to cut 1,500 jobs or 4
percent of its 36,000 employees, United Airlines plans to lay off 950 pilots and 600
flight attendants, Air Canada plans to cut 2,000 jobs or 7 percent of its 28,000
emplo yee s in order to fight with the expensive oil cost.

While the world-class and low-budget airlines are trying to lower their expenses
by getting rid of their employees and reducing their fl ying routes, Air Middle-East, in
contrast, chooses to keep its employees, intensively recruits the new ones, and
expands its networks globally in order to serve the needs of passengers and to
welcome the arrival of the newest and biggest aircraft of all, airbus 380.

Even though Air Middle-East opens its door to the new joiners, cabin crew in
particular, with its second-to-none job package and job stability which other airlines
hardly compare with under the current fuel crisis, it is still facing a problem with
resignation of its existing cabin crew which is a common problem of the airlines
where there is a flying life-span.

Airline industry is one of the industries in which the staff turnover is relatively
high because the employees easily switch their job from one to another in the same
field.

4
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Figure 1.3: The U.S. Employee Turnover Rate by Industries

Source: Nobscot Corporation, 2006

From the chart above, leisure and hospitality has the secopd highest rate of
turnover at 52.2 per cent. This implies that the switching job of employee to the same
airline industry or to other industries increasingly high. However, the article in
Professional Services Management Journal mentions that staff growth rates tend to
trend higher and turnover rates tend to trend lower as firm size increases.

5

Figure 1.4: Staff Growth Rate and Staff Turnover Rate
Source: Professional Services Management Journal, 2007

The above figure shows the varied staff growth rate and staff turnover rate
depending on the different firm size ranges.
The Investopedia mentions that in the airline industry on average, fuel can make
up 14-16 per cent of an airline's total costs although efficiency among different
carriers can vary widely while it is estimated that 40 per cent of an airline's expenses
are used to pay pilots, flight attendants, baggage handlers, dispatchers, customer
service, and others. This means once the employee turnover occurs, there comes the
turnover cost. When accounting for the costs (both real costs such as time taken to
select and recruit a replacement, and also opportunity costs such as lost productivity),
the cost of employee turnover to for-profit organizations has been estimated to be up
to 150 per cent of the employees' remuneration package (Wikipedia).
6

According to Air Middle-East's Annual Report Year 2006-07, its expenditure of
group operating costs at AED 26,753 million was AED 5,895 million (28.3%) up over
last year keeping pace with the increase in group operating revenue. The increase in
Air Middle-East's costs mainly came from higher fuel and oil (up AED 2,080 million
or 29.1%), employee expenditure (up AED 837 million or 15.6%), sales and
marketing costs (up AED 712 million or 11.3%) and aircraft operating lease costs (up
AED 597 million or 11.3%). From this percentage, we can see that Air Middle-East
invests more on employee which shares 15 .6 per cent from total expenditures.

Figure 1.5: Air Middle-East's Expenditure

Source: Emirates Airline's Annual Report, 2007
In order to reduce the rate of turnover, Air Middle-East has provided various
kinds of short term break, called "leave", to offer alternatives to cabin crew instead of
permanent leave or so-called "resignation" such as

7

1. Annual leave: annual vacation titled 30 days in a year to every cabin crew.
2. Unplanned leave: 2 days of leave obtained by rostered duty remo val.
3. Emergency leave: generally 5 days when sudden urgent matters arise such as
sickness or loss of family members.
4. Compassionate leave: flexible length of days when there is a loss of close
family members.
5. Sick leave: fle xible length of days when crew is sick off-duty for a period
of time with a medical proof from the doctor such as operation or broken body
parts.
6. Unpaid leave: flexible length of days with company' s consideration under the
condition that crew salary will not be paid.
7. Haj (Pilgrimage) leave: 30-day unpaid leave for Muslim employees who have
completed a year of continuous service on a permanent basis and it is issued
once during employment.
8. Sports leave: special paid leave given to participate in a specific National or
CIT

International event.

9. Maternity leave: months long for fomale crew who enters the motherhood
(The Emirates Group Employee Handbook, 2002)

The lastly mentioned leave was added a few years ago in order that female cabin
who intends to become a mother yet still want to work with Air Middle-East can
come back and resume their duty after their pregnancy instead of permanent
resignation. However, the turnover rate in Air Middle-East is still ongoing.

The employee turnover problem does not happen only in Air Middle-East but
also in other private sectors in Dubai where some 45 per cent of employees had been
8

with their firm for less than 5 years. The survey pointed out that on average the firms
had recruited 21 per cent of their workforce last year but 11.6 per cent resign (The
National Newspaper, 2008).

In order to solve the highly increasing turnover rate, Gulf countries had agreed to
increase the basic salary as follows; Oman 11.0%, UAE 10.7%, Qatar 10.6%, Bahrain
8.1 %, Kuwait 7.9% and Saudi Arabia 7.7% (Gulf Talent, 2007).

Salary ltH-rcasc by C<HHtlry
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Figure 1. 6: Salary Increase by Country

Source: Gulffalent.com Survey, 2007

Gulf Air had used the salary increase strategy in order to prevent their cockpit
and cabin crew from leaving for other airlines. It would increase the basic salary for
captains by 50 per cent and first officers by 70 per cent while the cabin crew would
receive salary increases up to 92 per cent (MEED: Middle East Economic Digest,
2007).

9

Air Middle-East had also used the same strategy as well as set out the key
attributes of the 2008-2009 Profit Share Scheme. "The profit share will be distributed
to all eligible staff as an equal percentage of monthly basic salary, based on the
monthly basic salary of employee." (Safar Special Annual Report Issue, 2008, p7).
This year 2008, Air Middle-East has shared 14-week profits to all eligible staff
worldwide with the aim that this would encourage its employees to produce more
productivity and to refrain from resigning for other firms.

Air Middle-East's Senior Vice President of HR and Business Support claims that
Air Middle-East's staf turnover is very low; however, it is generally higher for cabin
crew when compared to pilots who have only 4 per cent rate of turnover and to other
positions (Arabian Business, 2007).

With the future delivery of 55 airbus 380, Air Middle-East has invested Dh73
million ($20 million) to expand its crew training facility at the Training Centre and
has been hiring new cabin crew at the rate of 60 per week and will go up to 100 per
week as larger aircrafts join the fleet especially airbus 3 80. By 2011, the airline
expects to have more than 14,009 cabin crew on its payroll (Gulf News, 2006). This
shows that Air Middle-East has planned to invest a large sum of money on the cabin
crew training to ensure that its cabin crew quality would be second-to-none whilst
some airlines have shifted their emphasis from service to cost and the value of the
cabin crew to the airlines appears to have decreased (Boyd, 2001). Hence, when Air
Middle-East cabin crew, both new and experienced, quit the airline, the direct costs
such as recruiting fee and indirect costs such as lost productivity, capacity and even
customers arise (Kochanski and Sorensen, 2008). Obvious expenses include the
airline's recruiting, hiring and training cost for a replacement crew. Until the vacancy
10
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is filled, the airline may also face additional overtime costs, reduced productivity, lost

business opportunities, and the likelihood of additional turnover due to the extra work
shouldered by colleagues of the departing crew (Easton and Goodale, 2002).

Therefore, this study aims to find the relating factors towards the cabin crew
turnover in Air Middle-East so that the Human Resources Department could
effectively conduct a strategic plan to cope with cabin crew turnover and to lower the
airline's extra expenses.

1.3 Statement of the Problem

The aviation or airline industry is one of the fast growing industries worldwide.
With the poor staff performance, poor productivity, high absenteeism and high
turnover can seriously affect the airlines which lead to higher cost on recruitment and
training fo r new employees. The main purpose of this research is to investigate the
relating factors on the turno ver tendency among Air Middle-East cabin crew which
are divided into three factors or three independent variables as follows;

1.

Push Factors or Work-Related Attitudes: job satisfaction, pay satisfaction,
performance-reward contingencies and working conditions.

2.

Pull Factors or External Environmental Factors: household income, family
attachment, job alternatives, and economic situation.

3.

Demographic Factors: age, education, job tenure, and marital status.
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1.4 Scope of the Study
This study is focused on the relating factors on a turnover tendency among the
multi-national cabin crew in Air Middle-East, excluding the Dubai native ones. They
are mixed in ages, genders, nationalities, marital status, education levels, positions
and job tenure.
The scope of this research is as follows;
1. The respondents are Air Middle-East cabin crew , excluding Dubai native
ones, who are planning t0 resign .

2. The variables of the study are the turnover intef\tio n as a dependent variable
and push factors, pull factors and demographic factors as independent

-

variables.

~

The respondents of this study are full-time foreign cabin crew who are now
working in Air Middle-East in Dubai.
NCIT

1.5 Objectives of the Study

*

0

The main purpose of this research is to investigate the relating factors on the
turnover tendency among Air Middle-East cabin crew. Hence, the researcher has set
the objectives of this study as follows;

1.

To identify the relationship between push factors or work-related attitudes
and the turnover intention or intention to quit of Air Middle-East crew.

2.

To identify the relationship between pull factors or external environmental
factors and the turnover intention or intention to quit of Air Middle-East
crew.
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3.

To identify the differences among demographic factors towards the turnover
intention or intention to quit of Air Middle-East crew.

1.6 Significance of the Study

With this study, the useful conclusion of the relating factors on Air Middle-East
cabin crew turnover is pointed out. The results will provide the comprehensive
understanding of the cabin crew turnover phenomenon to Air Middle-East Human
Resources Department. The findings of the research will provide the following
benefits;

1. The result of this research will help Air Middle-East understand the reasons
why cabin crew considers leaving the airline.
2. Human Recourses Department can pursue an appro priate action plans to
prevent higher turnover rate among cabin crew.
fl IEi.

1. 7 Limitation of the Study

The majority of the samples are female due to the smaller number of male cabin
crew in Air Middle-East. In addition, this research is only conducted on the foreign
cabin crew who work for Air Middle-East and are based in Dubai while the Dubai
native cabin crew are excluded. As a result, its findings may not be generalized to
cabin crew in other airlines. The research is also conducted in a specific timeframe;
therefore, its findings may not be generalized at all time.

1.8 Definition of Terms
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Absenteeism: Defined as the failure to report to work. It is a huge cost and disruption

to employers. Level of absenteeism beyond the normal range in any organizations has
a direct impact on that organization's effectiveness and efficiency (Robbins, 2007).

Airline Industry: An industry that provides air transport services for passengers and

freight (Oentoro, 2006).

Bonus: An annual profit share given to the airline employees.

Cabin crew: (aka flight attendant) Employee who works for in-flight service

department and is entitled as cabin crew in Air Middle-East.

Compensation: Every type of rewards that employees receive m return of their

labour. There are two main kinds of compensation: direct financial compensation and
indirect financial compensation (Belche and Alchison, 1995).

Day off: The day without any on-ground or flyi ng duties.

Ex-crew: Current Air Middle-East crew who has previous flying experience with

other airlines.

FG 1: Air Middle-East cabin crew who work in first class.

Grade: The position entitled for each Air Middle-East cabin crew members.

Grade 1: Air Middle-East cabin crew who work in business class.

Grade 2: Air Middle-East cabin crew who work in economy class.

In-Flight Service: A service offered on board the aircraft.
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Job Satisfaction: Positive fe eling about one ' s job resulting from an evaluation of its

characteristics. It represents attitude rather than a behavior. It also demonstrates
relationship to performance factors and the value preferences (Robbins, 2007).

Job Tenure: Period of time the employee has been working as a cabin crew.

Leave: The legal vacation given to the airline employees on annual basis.

Minimum Rest: The legality of 11-hour rest between each flight.

Productivity: Defined that an organization is productive if it achieves its goals and

does so by transferring inputs to outputs at the lowe st cost. Productivity implies a
concern for both effectiveness and efficiency (Robbins, 2007).

Promotion Opportunities: The second highly achievement-oriented career stage in

which peo le focus on increasing their competence (Nelson, 2006).

Purser: The in-flight manager of the aircraft who has the top chain of command

among Air Middle-East cabin crew but under the cockpit crew

Roster System: The system designing the fly ing schedule, flying destinations, flying

hours, days off and rest for Air Middle-East cabin crew on monthly basis.

Salary: A form of regular payment in an employment contract. It refers in particular

to monthly payment associated with a particular employment position (Meyer, 1994).

Senior Flight Steward/ess: The in-flight manager in economy or business cabin who

has the second top chain of command among Air Middle-East cabin crew but under
cockpit crew and purser.
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Service: Any primary or complementary activity that does not directly produce a
physical product-that is, the non-goods part of the transaction between the buyer
(customer) and seller (provider) (Evans and William, 2005).

Turnover:

The voluntary

and involuntary

permanent withdrawal from

an

organization. A hi gh turnover rate will result in increasing recruitment and training
costs. In addition, a high rate of turnover can disrupt the efficient running of an
organization when knowledgeable and experienced personnel leave and replacement
must be found and prepared to assume positions of responsibility (Robbins, 2007).

Turnover Intention: Defined as conscious and deliberate willingness to leave the
organization (Tett and Meyer, 1993).

ROTff.
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CHAPTER2

REVIEW OF LITERATURE
This part of the study relates to the theories; therefore, it is necessary to know
definitions of theory. There are three independent variables: push factors Gob
satisfaction,

pay

satisfaction,

performance-reward

contingencies

and

work

conditions), pull factors (household income, family attachment, job alternatives, and
economic situation) and demographic factors (age, education, job tenure, and marital
status), and one dependent variable: turnover behavior or intention to quit. Moreover,
this part presents a review of various literatures and researches which contribute to the
understanding of the study along with the critical analysis of theories and related
studies and previous studies have been discussed.

2.1 Concepts on Turnover Intention
Wikipedia gives the definition of turnover, m a human resources context, as

"turnover refers to the characteris ic of a given company or industry, relative to rate at
which an employer gains and foses staff. "
Price (1977) defined the term turnover as " .. .the ratio of the number of
organization members who have left during the period being considered divided by
the average number of people in that organization during the period."
Frequently, managers refer to turnover as the entire process associated with
filling a vacancy. "Each time a position is vacated, either voluntarily or involuntarily,
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a new employee must be hired and trained. This replacement cycle is known as
turnover. " (Wood, 1995, p.345).
Tett and Meyer (1993) defined turnover intention as a conscious and deliberate
willingness to leave the organization. Turnover intention reflects the subjective
probability that an individual will change his or her job within a certain time period. It
is often measured with reference to a specific interval and has been described as the
last in a sequence of withdrawal cognitions, a set to which thinking of quitting and
intent to search for alternatives employment also belong (Mobley, Horner and
Hollingsworth, 1978).
Labour turnover is seen as one area of cost which can be measured and
benchmarked. It is seen as a significant factor which management can influence
(White, 1995) . Low turnover is seen as an asset in the competitive war. High turnover
is seen as a problem to be managed (Bannister and Griffith, 1986; Glebbeek and Bax,
2004). In an industry where quality service is regarded as one of the most core
competences, high turnover rates might be the root cause of many significant
problems (Nebel, 1991). Additionally, turnover has many hidden and invisible costs
which are the result of inefficiencies of incoming employees, co-workers closely
associated with incoming employees, departing employees, co-workers closely
associated with departing employees and position being filled while vacant (Phillips,
1990).
Traditionally, the turnover has been seen to be either voluntary, the volition of the
employee, or involuntary. Voluntary turnover includes push factors such as staff
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leaving due to lack of interest in the job, and pull factors such as staff being attracted
to another job by incentives (Booth and Hamer, 2007).
Gomez-Mejia, Balkin and Candy (1997) and Price (1977) divided the turnover
into two types which are as follows;
1) Involuntary Turnover
Gomez-Mejia et al (1997) conceded that involuntary turnover occurs when
management decides to terminate its relationship with an employee due to economic
necessity or a poor fit. The organization or the employee cannot control this type of
turnove r.
2) Voluntary Turnover
Maertz and Campion (2001) defined voluntary turnover as instances wherein
management agrees that the employee has physical opportunity to continue
employment with the company at the time of termination. Gomez-Mejia et al (1997)
described voluntary turnover as a separation which occurs when an employee decides,
for personal reasons, to end the relationship with the employer. The decision could be
based on better job offers, poor current working condition, low payment or bad
relationship with colleagues. In most cases the decision to leave is a combination of
having attractive alternatives and being unhappy with aspects of the current job.
Mengel (2001) mentioned that turnover could be voluntary if organizations have not
carefully planned retention in place.
According to Gomez-Mejia et al, the employee's decision to leave depends on the
followings;
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a) The employee's level of dissatisfaction with the job.
b)

The number of attractive alternatives the employee has outside the

organization.
c)

Employer's offer in pay incentives; an employer uses the voluntary

severance plan or buy-outs to reduce the size of their workforce while avoiding the
negative factor associated with lay-offs.
Thus, it should be noted that quits or employee turnover could occur at any time
and mostly when the organization least expects. This could lead to drastic impact on
the organization's performance and productivity.
In general, employee turnover occurs when an individual decides to exit the
organization either voluntarily or involuntarily. Even though in some organizations
the turnover is unavoidable, voluntary turnover is difficult to predict but can be
reduced by the effectiveness of organization.
This research will focus mainly on voluntary turnover, which is when the
employees choose to exit or move across the organization (McBey and Karakowsky,
2001) because it is a costly behavior and leads to the negative consequences towards
the organization such as the increasing expenses on recruiting, hiring, assimilation,
training and closing paperwork as well as the .disruption of communication,
productivity and satisfaction among employees who stay (Dalton&Todor, 1982;
Mobley 1982).
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2.2 Models and Theories on Turnover

2.2.1 Maslow's Hierarchy of Needs

Figure 2.1: Maslow's Hierarchy of Needs

l.AB

Source: Wikipedia, 2008

The theory of satisfaction and motivation developed by Abraham Maslow (1954)
shows that the employees would be satisfied with their job at any given point in time
if certain needs are met. Figure 2.1 shows that there are five major types of needs as
follows; 1) physiological needs 2) safety/security needs 3) love/belongingness needs
4) esteem needs 5) self-actualization needs, and they are hierarchical, which means
lower-level needs must be satisfying before employees will move up to the next level
of needs. When the employees' needs are not met and their value is not realized, they
will consider leaving the organization. The theory suggests that the employees tend to
want more from their employers. When they are satisfied with their subsistent needs,
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they look for safety needs. When their job is secured, then they look for satisfying
social needs and finally the ultimate end of self-actualization.

2.2.2

The March and Simon's Model

This model is the founding framework for all turnover process models and was
presented by March and Simon ( 19 58) in organizations.
The March and Simon's two phase turnover model (desirability and subsequent
ease of movement) has two distinct but interrelated components when applied to
employee participation:
1) Perceived desirability of movement from the organization

Contormity of job
to se lf.image

Compatibility of job
and other roles

Predictability
of job relationships

··'"'-·-~------~----~---~·~,......

____ p_"-:?-

Size

Satisfaction with ttle job

ot Organization

LAB

I

Perceived-Oesirability
of movement

~

Perceived possibility
of intraorganizationa I transfer

Figure 2.2: Perceived Desirability of Movement

Source: March and Simon, 1958
The figure 2.2 illustrates March and Simon's concept of the major factors which
influence the perceived desirability of movement. The two major contributions are job
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satisfaction and perceived possibility of intraorganizational transfer. Job satisfaction is
considered as a function of conformity of job to self-image, predictability of job
relationships and compatibility of job and other roles.
2) Perceived ease of movement from the organization

Propensity to Search

~ ·~

NumlJer of Org:anizations
Visible

~
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----~

1
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Organizational
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Personal Characteristics
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_,,./,/

_..~~·_.........
,.......

~

Perceived Ease of
Movement

1/',,/,..,-----

Figure 2.3: Perceived Ease of Movement
R

Source: March and Simon, 1958

The figure 2.3 illustrates March and Simon' s concept of the major factors which
influence perceived ease of movement. The number of extra organizational
alternatives is considered as a function of the level of business activity and personal
characteristics of participants including genders, age, social status, job tenure and
specialization. At the individual participant level, the number of organizations visible
is thought to be related to the heterogeneity or personal contacts, visibility of the
individual and propensity to search.

2.2.3

Mohley's Intermediate Linkages Model
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Mobley, based on March and Simon's model, had further contributed to the
turnover literature with his Intermediate Linkage model. This model suggests that
dissatisfaction creates thoughts of quitting, searching evaluation and behavior, the
evaluation of alternatives, intention to quit, and ultimate turnover (Mobley, 1982).
Mobley' s model applies neither to workers who impulsively quit their job when they
have a rough time nor to workers who quit their job before even looking for the
alternatives (George and Jones, 2002).

Job Dissat!sf;;,ction
Experiene:ecl

Thinking of Quitting

- -)

Evaluation of Benefits
and Costs of Qllitting

..
Evaluation of
Alternatives

-<:,.":----

Search for Aiternative s

--;,

lntentica1 to Quit!Stay

~

!

-J,

Intenti on to Search for
Alternatives

L
Cornpflrison of
Alte rna Ives to Pre sent
Job

*

--'.::

Qui ti' Stay

Figure 2.4: Mobley's Intennediate Linkages Model

Source: George and Jones "Organizational Behavior", 2002
Even though the acceptable alternatives have shown to be related to turnover
intention, a number of explanation show the failure of alternatives to operate as
predicted (Mobley et al, 1978; Coverdale and Terborg, 1980):
l)

Once an employee thinks of quitting, his/her intention to search and quit

becomes established and persistent, independent of the probability of finding an
acceptable alternatives (Mobley et al, 1978 ; Coverdale and Terborg, 1980).
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2)

Individuals may not know what alternatives are available until they search or

individuals may have accurate expectations about alternative independent of
satisfaction and search (Mobely and al, 1978; Miller et al, 1979).
3)

The measurement of the variables may be relatively unreliable, inconsistent,

or unstable (Miller et al, 1979).

2.2.4 The Price Model
Price presents the model of the determinants and intervening variables associated
with turnover. Price defines the primary determinants as pay levels, integration,
instrumental communication, formal communication and centralization.
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Figure 2.5: Price Model of Turnover Determinants and Intervening Variables

Source: Mobley "Employee Turnover: Causes, Consequences and Control", 1982
The pnce model specifies that satisfaction and opportunity are intervening
variables between the determinants and turnover. Satisfaction is defined as a degree to
which members have positive attitude orientation toward membership in organization.
Opportunity is the availability of alternative role in the environment. A fundamental
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hypothesis of the Price model is that dissatisfaction results in turnover only when the
opportunity is relatively high, that is an interaction between satisfaction and
opportunity.

2.2.5 The Expanded Mobley Model
This model incorporates elements of proceeding models (March and Simon's,
Price' s, and Mobley's Intermediate linkage model) and attempts to capture the overall
complexity of the turnover process. Mobley, Griffith, Hand and Meglino (1979)
suggest that there are fo ur primary determinants o intention to quit and subsequently
turnover: job satisfaction, expected utility of alternative internal (to organization)
work ro les, expected utility of external (to organization) work roles and non-work
value and contingencies.
1) Job Satisfaction
Several aspects of the conceptualization of job satisfaction are important for
understanding satisfaction and its relationship with turnover. Firstly, satisfaction is an
individual evaluation; hence, it varies on each individual in terms of values. The
increasing diversity of war

values is a characteristic of the work force which

managers must recognize. Secondly, satisfaction has emphasis on employee
perceptions because it is what the employees perceive and relates to their values.
Thirdly, satisfaction is multi-faceted. Since the employees have variety of values, it is
unlikely that anyone's value will control satisfaction unless it is extremely discrepant.
Satisfaction is composite of the extent to which sets of important values are perceived
as being attained on the job. Thus, an organization which puts all of its emphasis on
one facet, the employees might be disappointed and dissatisfied. Alternatively,

26

organization which equally emphasizes on various values could satisfy them because
once one of the values are not met, the others might be. Lastly, satisfaction is a
present-oriented evaluation of job. It does not capture the employees' expectation and
evaluation of future conditions in organization so it is not a strong predictor of
turnover.
2) Expected Utility of Internal Roles

Although the emp loyees might not currently be satisfi ed with their job or
organization, turnover may not yet occur in spite of available job alternatives. The
individual expects that the present job will change or lead to more satisfying roles in
the future. Such future-oriented expectation and evaluation is based on expected
changes in the present job, expected transfer possibilities, expected promotions,
expected changes in the organizational policies, practices or conditions, and expected
transfer, promotion or turnover among other individuals. While satisfaction is based
on multiple individual values and current perceptions, expected utility of alternative
internal roles are based on multiple individual values and future expectation of
policies, practices, conditions and outcomes in the organization.
3) Expected Utility of External Alternative Work Roles

Expected utility of external job is based on the employees' important work value,
expected attainment of the values from the external job and expectation of alternative
jobs. This model, from employee turnover perspective, suggests that it would be
useful to expand the competitive analysis to other work rewards, outcomes and
conditions.
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4) Non-Work Values and Contingencies
For the individuals whose central life values are not work-related, their
preference of job choices and turnover decision would be less than those who are
under the three preceding determinants. Most individuals are mixed of work and nonwork values in the turnover decision when there is the involvement of family
orientation, life-style and geographical preferences, and religious, cultural and social
values.
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Figure 2.6: An Expanded Model of the Employee Turnover Process

Source: Mobley et al, 1979
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2.2.6 lgbaria and Greenhaus' Turnover Intention Model
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Figure 2. 7: The Determinants of Turnover Intention
So urce: Igbaria and Greenhaus, Determinants of MIS Employees' Turnover

Intentions, Association for Computing Machinery,
L.

Communications of the ACM, 1992.

lgbaria and Greenhaus ( 1992) studied the relationships between the dominants
and turnover intention. They had selected six dominants, which are demographic
variables, job satisfaction, role stressors, organizational commitment, career-related
variables and career satisfaction, to show their relationships towards turnover
intention.
2.2. 7 Model of Employee Turnover as A Function of Job Satisfaction and
Unemployment Rate
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2.2. 8 Pizam's Model
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2.3 Research Framework

2.3.1 Theoretical Framework
All of the employee turnover models lead to a significant contribution to the
conceptual framework of this research. The March and Simon model mentions that
job dissatisfaction leads to perceived desirability of movement and personal
characteristics such as gender, age, social status and tenure are included in perceived
ease of movement. Price model concl udes that dissatisfaction leads to turnover when
job opportunity is high while Mobley's Intermediate Linkage model shows that
intention to quit/stay eventually leads to turnover. The Expanded Mobley model
concludes tliat job satisfaction as well as demographic characteristics of employees
affects intention to quit/stay and finally turnover. lgbaria and Greenhaus ' Turnover
Intention model shows that six dominants, which are demographic variables, job
satisfaction, role stressors, organizational commitment, career-related variables and
career satisfaction influence the turnover intention.
The conceptual framework is drawn out from the above theories as follows;
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Conceptual Framework
Independent Variables

Push Factors
·Job Satisfaction
·Pay Satisfaction
• Perfonnance-Reward
Contingencies
·Working Conditions

Dependent Variable

Pull Factors
·Household Income
·Family Attachment
·Job Altemat.ives
·Economic Situation

Intention to Quit

Demo graphic Factors
·Age
·Educati on
•Job Tenure
·Marital St atus
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Figure 2.10: Conceptual Framework

According to the previous studies, the researchers had identified the turnover
relating factors differently. However, this study will focus on the main three factors or
three independent variables as follows;
1.

Push factors or work-related attitudes: job satisfaction, pay satisfaction,
performance-reward contingencies and working conditions.

2.

Pull factors or external environmental factors: household mcome, family
attachment, job alternatives, and economic situation.

3.

Demographic factors: age, education, job tenure, and marital status.
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2.4 E.xplanation of Variables

2.4.1 Push Factor or Work-Related Attitudes
McBey and Karakowsky (2001) mentioned that "the push factors or the workrelated attitudes are the aspects which may 'push' an individual into voluntarily
leaving his/her organization and are associated with the nature of organizational life
itself and include such important factors as job satisfaction."
1) Job Satisfaction

~ERS/

The concept of job satisfaction has numerous definitions. Cranny, Smith and
Stone (1 992) defined job satisfaction as an employee's affective reactions to a job
based on comparing desired outcomes with actual outcomes while Blum and Nayler
(1968) defined it as general attitude of the workers constituted by their approach
towards the wages, working conditions, control, promotion related with job, social
relations in the work, recognition of talent and some similar variables, personal
characteristics, and group relations apart from the work life.
According to Stamps ( 1997), job satisfaction is how people feel about their jobs.
Experiencing job dissatisfaction leads to withdrawal cognitions and employee
turnover (Borda and Norman, 1997; Maertz and Campion, 2001 ). Job dissatisfaction
could be caused by many things including hi gh centralization, reutilization, low
integration, low communication and policy knowledge (Maertz and Campion, 2001).
The negative relationship between job satisfaction and turnover has been
empirically validated by many studies of turnover. The rationale for this view is that a
dissatisfied worker will escape from an unfavourable work situation.
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McBey and Karakowsky's survey questionnaire result indicates that even though
job satisfaction is not found to be related to actual turnover behavior, it is significantly
correlated with intentions to quit (McBey and Karakowsky, 2001 ).
2) Pay Satisfaction
Fair pay is one of significant predictors of employee turnover. According to
Booth and Hamer's research, there is a negative relationship between perceptions of
fair pay and labour turnover. In stores where employees perceive their pay as fair,
there is on average a lower level of employee turnover. In other words, employees are
less likely to leave the organization if they believe they are being paid fairly . This is
consistent with equity theory, which introduced the idea of fairness in comparison
with others as an influence on a person's motivation (Vecchio, 1984 ).
The employees' belief of lower pay may result in the new job search which
convinces the employees that their current employment is not as attractive as
alternatives in the market. If the organization still ignores the importance of fair pay,
it will continue to lose more staff especially those best ones who have the skills and
abilities to obtain jobs which attract higher wages e sewhere (Booth and Hamer,
2007). Daleton and Todor (1979) concluded that the higher the satisfaction with pay
or financial rewards, the lower the level of turnover behavior.
3) Performance-Reward Contingencies
These have a significant and negative association with turnover, according to the
research conducted with full-time employees. Mowday and Spencer (1981) reported
that high level of autonomy and responsibility on the job was associated with low
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turnover. Furthermore, Dreher (1982) found that, without high performance-reward
contingencies, individuals (especially above-average performers) could be expected to
register high levels of turnover given favourable external job alternatives. Spencer and
Steers' (1980) scale of work experience perceptions was also found to be very
significant in its relationship to turnover behavior (McBey and Karakowsky, 2001).
Curtis and Wright (2001) pointed out that dissatisfaction with career development is a
major cause of turnover.
4) Working Conditions

Work condition or work environment ts the occupational home of most
employees. It includes the physical surrounding of the organization and the facilities
offered to employees during the work period, which affect their mental and physical
well-being. When the organization fails to offer the pleasant worki]ilg condition to its
employees the result is the employees' dissatisfaction and turnover.
Sturges and Guest (1999) pointed out that an unGomfortable working
environment and unsuitable size of work team and location sometimes contribute to
staff turnover. The pattern of inconvenient, inflexible and continuously long working
hours also encourages more retention (Ling, 2005).
As a cabin crew, most of the time the working place is on the aircraft in an
uncommon hour. According to Boyd (2001 ), 84 per cent of the crew respondents felt
less healthy as a result of shiftworking. Boyd's survey also suggested that airlines had
overlooked a number of key areas that are vital to good health and safety practice, and
that cabin crew are denied basic rights such as good hygiene, rest breaks and good air
quality. Pizam' s model (1982) shows that the unpleasant health conditions as well as
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the inconvenient pattern of working hours lead to low labour efficiency, job
dissatisfaction and turnover at the end.
2.4.2 Pull Factor or External Environmental Factors
McBay and Kawakowsky mention that "the influences which could ' pull' an
individual out of his/her present employment ( i.e. cause turnover) are personal and
household income levels, wage earner status in the household, family commitments,
as well as acceptable job alternatives." (McBey and Karakowsky, 2001 ).

1)

Household Income

()

The research has shown that the main household wage earners will be less likely
to

exhib ~t

turnover behavior than those individuals who are not the main wage earners

of the households. The rationale for this view is that the main. wage earners possess
relatively greater responsibility for the financial viability of their households than do
secondary wage earners. For this reason, it is expected that main wage earners will
have less freedom and flexibility to explore job alternatives (i.e. lower turnover),
without incurring substantial penalties ( loss of prir:nary income) fo r their household
units (McBey and Karakowsky, 2001 ).

i)t\

2) Family Attachment
Family or the loved ones play an important part in the turnover. Lee and Maurer
(1999) found that having a spouse or/and children at home were strong predictors for
leaving ajob .
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As Air Middle-East requires all of its cabin crew to base in Dubai, which is away
from their home country, some of the crew might not be able to manage their strong
emotion of leaving their love ones behind. Hence, the turnover occurs.
3) Job Alternatives
When the employee begins to consider leaving their job, they are likely to
consider other opportunities and search more actively for other job alternatives. If
they find better ones, then they quit (Ling, 2005). They, in general, are reluctant to
give up their current career unless they find the more attractive and secured ones.
4) Economic Situation
This market factor is critical to employees' retention. March and Simon (1958)
declared that "under nearly all conditions, the most accurate single predictor of labour
turnover is the state of economy." Employees will have a greater propensity to
turnover when it is relatively easy for them to get another job. As a result, during
periods of prosperity, the turnover rate in the overall market tends to be higher than in
times of economic recession

(E~enberg

2.4. 3 Demographic Factors

and Smith, 1994).

it1at\~

McBey and Karakowsky (2001) pointed out that large a number of research studies
have identified the importance of individual or demographic factors as predictors of
job turnover. Cutton and Tuttle (1986) also indicated that individual differences can
account for significant variance in turnover. The most common characteristics to be
examined are age, education, job tenure and marital status.
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1) Age

This factor might be the most consistent individual characteristic variable which
has a negative and significant relationship to turnover. In the part-time context, the
older workers are typically more satisfied with their job than the younger ones and
this leads to the higher rate of absenteeism and turnover in the latter (McBey and
Karakowsky, 200 l ).

Age has the significant relationship to turnover intention when the findings
revealed that the stayer:s were older than the leavers (McBey and Karakowsky, 200 l ).
Magd (2003) identified that in the hospitality industry, older employees represent a
mature, pragmatic and capable labour tool. They can project a po sitive image, are
strong communicators, have good time flexibility, tend to be more employer loyal and
are more likely to show up for work as required.
2) Education

ROT#f

f,RIEL.

The research has largely supported that education is positively related to
employee turnover. McBey and ,Karakowsky mentioned that " .. . more highly
educated workers might work part-time to keep employment opportunities open, to
keep their skill up-to-date or to remain active in their profession and consequently
might actually possess a higher level of commitment than their less highly educated
counterparts in part-time work." (McBey and Karakowsky, 2001). However, this
might be different in the full-time context.
Vollmer and Kinney (1955) found out that the higher an employee's education
level, the more likely they were dissatisfied with their job and this leads to frequent
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employee turnover. This explains that employees with higher education background
would expect more in terms of financial compensation, benefits and supervision than
the ones with lower educational background.

3) Job Tenure
McBey and Karakowsky indicated that "tenure has been considered as a
covariant of age and consequently its influence is similar to that of age." A large
number of research studies suggest that there is a negative relationship between tenure
and turnover.
The research has indicated that relatively high turnover occurs among new
employees with less than six months of employment. Smith, Gregory and Canon
(1996) mentioned that the new employees still enjoyed the pleasure of obtaining new
job but this positive attitude would drop after six months time. As a result, they
consider leaving. Howe ver, if they pass this critical period and their tenure increases,
the formal benefit ( e.g. compensation and promotions) and informal benefits ( e.g.
status) would increase and they consider staying longer. Given these issues,
employees with higher tenure are less likely to leave their organization for fear of
losing these benefits upon entry into new organization (McBey and Karakowsky,
2001).

4) Marital Status
The research has shown that the married employees are less likely to quit an
organization than are the unmarried employees (McBey and Karakowsky, 2001) because
their decision making is based on relatively complicated concerns, including kinship
responsibility (Blegen, Mueller and Price, 1988) and children issues (Glass and Riley, 1998).
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Cutton and Tuttle (1986) also mentioned that married individuals tend to leave their
employment in lower numbers when compared to the single ones. The turnover
decision-making process is interdependent on the spousal conditions of employment
and involves other family and economic considerations as well (Ling, 2005).
2.5 Research Hypotheses
The research hypotheses include null hypothesis (H0 ) and alternative hypothesis
(Ha). A null hypothesis (H0 ) is a statement that no difference or effect is expected. An
alternative hypothesis (Ha) is a statement that some differences or effects are
expected. The purpose of hypothesis testing is to determine which one of two
hypotheses is correct and to help the researcher answer the specific research
questions .
The hypotheses of this research are stated as follows;
H0 l: There is no relationship between job satisfaction and intention to quit.
Hal: There is a relationship between job satisfaction and intention to quit.
H0 2: There is no relationshi between pay satisfaction and intention to quit.
Ha2: There is a relationship between pay satisfaction and intention to quit.
H0 3: There is no relationship between performance-reward contingencies and
intention to quit.
Ha3: There is a relationship between performance-reward contingencies and intention
to quit.
H0 4: There is no relationship between working conditions and intention to quit.
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Ha4: There is a relationship between working conditions and intention to quit.

Ho5: There is no relationship between household income and intention to quit.
Ha5: There is a relationship between household income and intention to quit.
H0 6: There is no relationship between family attachment and intention to quit.

Ha6: There is a relationship between family attachment and intention to quit.
H0 7: There is no relationship between job alternatives and intention to quit.

Ha7: There is a relati onship betweenjob alternatives and intention to quit.
H0 8: There is no relationship between economic situation and intention to quit.

Ha8: There is a relationship between economic situation and intention to quit.
H0 9: There is no difference in intention to quit among cabin crew with different age
gro ups.

fl
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Ha9: There is a difference in intention to quit among cabin crew with different age
groups .
H0 l 0: There is no difference in intention to quit among cabin crew with different
educational level groups.

Hal 0: There is a difference in intention to quit among cabin crew with different
educational level groups.
H0 l 1: There is no difference in intention to quit among cabin crew with different job
tenure groups.
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Hal 1: There is a difference in intention to quit among cabin crew with different job
tenure groups.
Ho 12: There is no difference in intention to quit among cabin crew with different
marital status groups.
Hal2: There is a difference in intention to quit among cabin crew with different
marital status groups.
2.6 Ope rationalization of the Inde endent a nd Dependent Variables
A concept m,ust be made operational in order to be measured before measurement
process can be initiated. An operational definition gives meaning to a concept and
specifies what the researcher must do to measure the concept. This section presents
the operational definitions for all independent and dependent variables .
Table 2.1: Operationalization Table of Variables

Oper a tional

Level of

Components

Measurement

A pleasurable or

Positive feeling towards

Interval

positive emotional

the job and organization.

AB

Variables

Definition
: 1

..Push Factors
Job Satisfaction

state resulting from
the appraisal of
one's job or job
experience (Locke,
42

1976).

Pay Satisfaction

Feeling satisfied on

Fair share of payment
Interval

the payment

such as salary and bonus.

received according

Opportunity of salary

to the working

mcrease.

ability.

'"E s1.,.,,

A strategic plan
Good opportunities for

Performance-

Interval

organization makes
job advancement and to

Reward

-

to compliment the
be recognized.

Contingencies

en
~

employees such as

Conditions

l=-

~RIEL

~

recognition,
CIT

rewards or

Working

r-

good performance

0

~o)

*

promotions.

69

The physical

The working

surrounding of the

environment, facilities,

organization's

working hours, working

employees and the

patterns, rostering

facilities available

system.

-~~

Interval
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during work. Also
includes
environmental
conditions and the
working patterns
which affect
employees' mental
and physical

we~l -

being.
Pull Factors
Household
Income

Amount of money a

The perception on the

person makes

insufficiency of

monthly from work

household income

in one family.

earned.

Interval

IT

*

0

Family
Attachment

The bond or the

E

The absent feeling when

loving feeling

away from the homeland

towards family

and the loved ones.

members or the

Homesickness.

Interval

loved ones.

Job Alternatives

The extent to which

Perceived opportunities
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Interval

employee perceived

for another job in the

the existence of

labour market.

availability of
alternative job in
environment.

Economic

The status of

Situation

economic situation

The period of time when

in the labour market

the employees consider

and worldwide

quitting or staying in

which affects the

their current job.

~

Q..

~

:::»

en

Interval

~

~

uniemployment
rate.
~RIEL

Demograghic
LABO

Factors
Age

CIT

0

Duration of life

- 21 to 25

OI

*

Ordinal

'

Specific to one
- 26 to 30
person.
- 31 to 35
- 36 or above

Education

Individual's highest

- High school or
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Nominal

education level.

Diploma
- Bachelor's
- Master's
- Doctoral
- Others

Job Tenure

\\JE

- less than 6 months
Ordinal

Length of time one
- 7 months to 1 year

~

Q..

~

='1
cA

has stayed in the
organization
starting from the

-

~

- 3 years

r-

date of joining.
- more than 3 years

CIT

Marital Status
- Single

....

s

- 2 years

The status of the

*
~

Nominal

- Married
civil state.
- Divorced/
Widowed

Intention to quit

The tendency of
leaving or quitting

Frequently thinking of
leaving the organization.
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Interval

the organization
voluntarily.

High probability of
searching for another job
in other organizations.
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CHAPTER3

RESEARCH METHODOLOGY
This chapter discusses about the research methodology, which is divided into six
sections. The first section mentions the methods used in this research, which is
descripti ve research method. The second section discusses about the respondents and
sampling procedures. The sample size is determined and the method of sampling is
explained. The third section discusses the research instruments/questionnaires and the
methodology of analysis. The fourth section shows the result of pretest reliability. The
fifth section covers the data collection and gathering procedures. The last section
discusses about statistical treatment of data explaining the statistic techniques which
are used in this research and how they are used to test the research hypotheses
respectively.
A

CIT

3.1 Research Methods Used
INCE196Q

*

.. The research method used to analyze the data in this research is descriptive,
which is a type of research that is primarily designed to describe personal
characteristics of the population or a phenomenon. Descriptive research seeks to
determine the answers to who, what, when, where, and how questions (Zikmund,
2003). As a result, descriptive research is used when the objective is to provide a
systematic description that is as factual and accurate as possible. It provides the
number of times something occurs, or frequency, and lends itself to statistical
calculations such as determining the average number of occurrences or central
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tendencies. The research technique used in this study is survey, which is a positive
methodology whereby a sample of subjects is drawn from a population and studied to
make inferences about the population (Hussey, 1997). The survey was conducted by
using self-administered questionnaire to collect the data.
3.2 Respondents and Sampling Procedures

3.2.1 Target Population
The researcher investigated the relationship between cabin crew's intention to
quit and push, pull and demographic factors in Air Middle-East. The target population
of this research is the full-time foreign cabin crew who are currently working in Air
Middle-East in Dubai, excluding the Dubai native ones.

3.2.2 Sampling Method
Hussey (1997) defined sample as a subset of population and should represent the
main interest of the study. In this research, a non-probability was used. Questionnaires
were distributed and were completed by the selected respondents by using
convenience sampling.

...
3.2.3 Sample Size
After the target population is identified, the appropriate sample size is an
important step to all sample techniques. In general, there are three ways to determine
the size of the sample, which are by using the formula, by reading from the table and
by referring to the previous studies. In this research, the sample size was chosen from
the table "Theoretical Sample Sizes of Population". As the number of Air MiddleEast cabin is reaching 10,000 during the period of this research, the sample size
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should be between the sampling frame of 5,000 and 50,000. For tolerable error of 5%
and a confidence level of 95%, the sample size is in a range from 356 to 381. Hence,
the researcher decided to use 415 respondents as the sample and expected to receive
the minimum of 385 responses in return.
Table 3.1: Theoretical Sample Sizes of Population

Population/Sampling

Required Sample for Tolerable Error

Frame

100
500
1,000

~

Q..
~

::>

5%

4°/o

3%

2%

79

85

91

96

217

272

340

413

277

375

51 6

705

897

1622

(/)

5,000

~

El.

535

356

T

50,000

381

593

1044

2290

100,000

382

596

1055

2344

1,000,000

384

599

1065

2344

25,000,000

384

600

1067

2400

...

Source: Anderson G., Fundamentals of Education Research, 1996, p.202
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3.3 Research Instruments/Questionnaires

A set of questionnaire was used as a research instrument to collect the data from
the sample. The close ended questions were used in the questionnaires; specific
limited alternative responses were offered to the respondents and asked to choose the
one closest to his/her own view point. The questionnaire asked participants to answer
questions by using five-point Likert type scale. The questions had been established to
answer the research hypotheses. The questionnaire was designed in the following four
parts:

•

Part 1: Demographic Profile

•

Part 2: Perception on Job Dimension

•

Part 3: Turnover Intention

•

Part 4: General Information

This study had developed the questionnaire in an easily understandable language.
The questionnaire was prepared in English only since it is the language used as a
means of communication in t~is multi-national airline. The respondents were asked to

...

fill their personal data with multiple choice formats in Part 1 and 4 while were
required to answer the questions by using the five-point Likert type scale in Part 2 and
3.
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The five-point Likert type scale includes five-degree as follows ;

Opinions
Statements

Strongly

Agree

Neutral

Disagree

Agree

Strongly
Disagree

5

3

4

2

1

The questionnaire covered the following sections:

Part 1: Demographic Profile
Part 1 is designed to obtain the respondents' personal or demographic data such
as age, marital status, education level, the period of time they have worked in Air
Middle-East and numbers of children. This part is asked ir determinant choice
questions.
L

c

Part 2: Perception on Job Dimension
Part 2 is designed

*

o measure the oabjn crew' s perception towards the

independent variables such as job and pay satisfaction, performance-reward
contingencies, working condition, household income, family attachment, job
alternatives and economic situation. The phrasing of question is five-point Likert type
scale, which starts from strongly agree (5) to strongly disagree (1 ).

Part 3: Turnover Intention
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Part 3 is designed to obtain the information about cabin crew' s intention to quit.
The respondents make their responses on a five-point Likert type scale, which starts
from strongly agree (5) to strongly disagree (1).
Part 4: General Information
Part 4 is designed to obtain the respondents' general data and information which
could lead to intention to quit Air Middle-East. The choice questions are asked in this
part.
3.4 Pretest
The purpose of pretest is to examine the reliability of the research instrument. In
order

to

avoid

the

problems

of ambiguous

questions

and

respondents'

misunderstanding or misinterpreting to fill out the questionnaires, pretest was done to
access the reliability of the instrument.
IE

Forty questionnaires were distributed at the crew briefi ng center, on board the
aircraft and via email to cabin crew of Air Middle-East. After gathering the data from
40 pretesting questionnaires, it was processed by Statistical Package for Social
Science (SPSS) program to find out the reliability by using Cronbach 's Alpha test for
each dimension and scale within the instrument. The Cronbach' s Alpha is the most
commonly used estimate the internal consistency or items in a scale. It measures the
extent to which item responses obtained at the same time correlate highly with each
other. The reliability test was conducted only on variables that were interval-scale
data from Part 2 and 3 of the questionnaire. The variables are considered reliable only
when Cronbach's Alpha levels are more than or equal to 0.6 and considered to be
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unreliable when it is less than 0.6 (Zikmund, 2003). The results of reliability
measured in alpha levels are shown in the table 3.2. Therefore, the researcher
concluded that the instrument is reliable.
Table 3.2: Reliability Result

Variables

Reliability (a)

Job Satisfaction

0.749

Pay Satisfaction

0.808

Performance-Reward Contingencies

0.713

Working Conditions

0.801

Household Income

0.772

Family Attachment

ROrtt

f,RIE.l,

0. 60

Job Alternatives

LABO

NCrT

0.61

0

~

Economic Situation

...

~

~'t,\V

O'

0.857
0.884

Turnover Intention

3.5 Collection of Data/Gathering Procedures
In this study, the researcher used primary data in gathering the information which
can be good foundation for the researcher to conduct the study. Primary data is the
data gathered and assembled specifically for the research project at hand (Zikmund,
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2003 ). The primary data will be collected by survey methods since surveys are the
most common method of gathering primary data.
Distributing self-administered questionnaire is a form of collecting the primary
data for the research. Four hundred questionnaires were distributed to current Air
Middle-East cabin crew at the crew briefing center, on board the aircraft: as well as via
email and the researcher had waited to collect the distributed questionnaires at the
spot and asked the respondents to redo the questions if any was unanswered to ensure
that the questionnaires were all returned and had less errors as much as possible. The
time duration estimated for data collection was approximately 2-3 weeks.
3.6 Statistical Treatment of Data
After completion of data collection, the data was interpreted by Statistical
Package for Social Sciences (SPSS). All the statistical proceduresw ere carried out by
a computer software package to ensure accuracy and minimize cost. The statistical
model used in this research is descriptive statistics, which can describe or summarize
information about eopulation and sample (Zikmund, 2003).

... Descriptive analysis was used to transform raw data into

a form which makes it

easy to understand and interpret. Describing responses or observation is typically the
first form of analysis . Calculating averages, frequency distributions and percentage
distributions are the most common ways of summarizing data for demographic
profile.
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3.7 Pearson's Correlation Technique

The correlation between two variables reflects the degree to which the variables
are related. The most common measurement of correlation is the Pearson's Product
Moment Correlation (called Pearson's correlation in short) . The simple correlation
coefficient is a statistical measure of the co-variation or association between two
variables .. The correlation between two variables reflects the degree to which the
variables are related . Pearson's correlation (r) is so frequently used that it is often
assumed that the work "correlation" by itself refers to it. The data must be interval or
ratio status and no rmally distributed. The data must be bivariate and the two sets must
have similar variances. The formula for calculating the correlation coefficient (r) for 2
variables X and Y as follows;

Where: the symbols

X and Y-represent the sample means of X and Y, respectively.

The correlation coefficient (r1) ranges from, + 1.0 to - 1.0. If the value of r is 1.0,
th~re

is a perfect positive linear relationship. If the value of r is -1. 0, there is a perfect

negative linear relationship, or perfect inverse relationship . The table below shows rvalues which measure the strength of association and it can help interpret the results:
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Table 3.3: Correlation Coefficients

Positive Correlation Coefficients
Correlation Coefficients

Correlation Level

Between + 0.80 to + 1.00

Positive High Correlation

Between + 0.60 to + 0. 79

Positive Moderately High Correlation

Between+ 0.40 to+ 0. 59

Positive Moderate Correlation

Between+ 0.20 to+ 0.39

Posi ive Low Correlation

Between+ 0.0 l to+ 0.19

Positive Negligible Correlation

0

No Correlation

ROTff.

6 I l.

LAB

CIT

57

Negative Correlation Coefficients
Correlation Coefficients

Correlation Level

Between - 0.80 to - 1.00

Negative High Correlation

Between - 0.60 to - 0.79

Negative Moderately High Correlation

Between - 0.40 to - 0.59

Negative Moderate Correlation

Between - 0.20 to - 0.39

Negative Low Correlation

Between - 0. 01 to - 0.19

Negative Negligible Correlation

0

No Correlation

~
=

~

Source: Guilford I. P. and Fruchter B. (197 3),
Fundamental Statistics in Psychol ogy and Education
NCIT

3.8 One-Way ANOVA
ANOV A or analysis of variance is

a,statistical method for studying sampled-data

relationships. It is an extension of the inaependent group t-test and is used to enable
the difference among three or more independent groups to be analyzed. Newbold,
Carlson and Thorne (2003) mentioned that ANOV A is "analysis of the effects of one
treatment variable on an interval-scaled or ration-scaled dependent variables; a
technique to determine if statistically significant differences in means occur between
two or more groups".
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The purpose of ANOV A use is to test for significant differences between class
means and this is done by analyzing the variances. The ANOV A basis is the
partitioning of sums of square into between class and within-class. It enables all
classes to be simultaneously compared with each other instead of individually. It
assumes that the population from which the samples were obtained must be normally
distributed. The samples must be independent and the variances of the population
must be equal. There are three steps to calculate the one way analysis as follows;
firstly, the sum of squares for all samples, secondly, the within class and then between
class cases (Texasoft, 2008).
One-way ANOVA is used to analyze the hypotheses. The null hypothesis (Ho) is
that there are no differences between means of different classes, suggesting that the
variance of the within-class samples should be identical to that of the between-class
sample (resulting in no between-class discrimination capacity) while the alternative
hypothesis (H 1) is that at least one mean is different.
When the null hypothesis is true, the two mean squares estimate the same
quantity (error variance) and should be of approximately equal magnitude. In other
w<'l'tds, their ratio should be close to 1. If F > 1, then it is likely that differences
between class means exist. The results are then tested for statistical significance or PValue, where the ?-Value is the probability that a variant would assume a value
greater than or equal to the value observed strictly by chance. If the P-value is small
(e.g. P < 0.01 or P < 1%) then this implies that the means differ by more than would
be expected by the chance alone. By setting the limit on the ?-value, a critical F value
can be determined through the between-class and within-class values. Values of F
greater than the critical value denote the rejection of the null hypothesis.
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Figure 3.1: F Distribution Showing Possible 5% and 1% Intervals

Source: Shutler, 2002
In this study, the researcher used one-way ANOV A to fi nd out the differences
among demographic factors of Air Middle-East crew towards turno ver intention. Or
more specifically, this statistical analysis was used to dete rmine if there was a
difference in turnover intention of Air Middle-East crew among different groups
based on demographic profile- such as age, education, job tenure and marital status.

Tne significance level for the study is set at p < .05
level.
3.9 Summary of Statistical Treatment of Data
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with 95% confidence interval
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Hypothesis 7

Job alternatives

Intention to quit

Pearson's
Correlation
Technique

Hypothesis 8

Economic situation

Intention to quit

Pearson's
Correlation
Technique

,,

Hypothesis 9

Age

Intention to quit

One-way ANOV A

Hypothesi s l 0

Education

Intention to quit

One-way ANOV A

Hypothesis 11

Job Tenure

Intention to quit

One-way ANOV A

Hypothesi s 12

Marital status

Intention to quit

One-way ANOV A
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CHAPTER4

DAT A ANALYSIS AND RESULTS
This chapter reports the analysis of primary data collected from 400 foreign cabin
crew of Air Middle-East who are based in Dubai. The number of 415 questionnaires
was distributed and the valid of 400 questionnaires were used for the analysis. The
data had been analyzed and interpreted by using SPSS program. The findings and
analysis are shown to test the hypotheses mentioned earlier in previous chapters.
Descriptive analysis and tests of hypotheses are presented. The analysis of general
data and interpretation of findings were divided into two parts: descriptive statistic
analysis and hypothesis testing.
4.1 Descriptive Statistics Analysis
RIE

Descriptive statistic analysis is used to present the demographic data of the
respondents including personal information such as age, marital status, educational
levels and job tenure, and general information of the respondents on their job such as
joo experience, reasons of joining Air Middle-East, positions, intention to change the
job and intention to quit Air Middle-East.

4.1.1 Demographic Profile of Respondents
Age of Respondents
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Table 4.1: Age of Respondents

Frequency
Valid

Cumulative
Percent

113

28.3

28.3

28 .3

26-30 years

232

58.0

58.0

86 .3

31-35 years

50

12.5

98.8

1.3

100.0

Total

~c:'

Valid Percent

21-25 years

36 years or over

~· 150

Percent

12.51
1.3

5
400

100.0

I

100.0

r--··---···,
128.25{);()!
~¥ -¥• -· ···..,_,_ .. ,__

".l

1'

~

R07

50

31-3 S ycors

36 years or over

Figure 4.1: Age of Respondents

There are total of 400 respondents who were segmented by age into 4 groups.
The Table 4.1 and Figure 4.1 show that the majority of the respondents are aged
between 26-30 years old which are 58% or 232 respondents. The second is the
respondents aged between 21-25 years old which are 28.25% or 113 respondents
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while the third is aged between 31-35 years old which are 12.5% or 50 respondents
and the fourth is aged 36 years old or over which are 1.25% or 5 respondents.
Marital Status of Respondents
Table 4.2: Marital Status of Respondents

Frequency
Valid

Single

Percent

3251
72 I

Married

40~ I

DivorcedNVidowed
Total

I

..

1.\

Valid Percent

Cumulative
Percent

81.3

81.3

81.3

18.0

18.0

99.3

.8

.8

100.0

100.0

100.0

80

40

N IT

[18.00'!/ol
j

...
0

t

!

*

j

--~,

Figure 4.2: Marital Status of Respondents

The Table 4.2 and Figure 4.2 show the marital status of 400 respondents and the
majority or 81.25% or 325 respondents are single while 18% or 72 respondents are
married and the minority or 0.75% or 3 respondents are divorced.
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Education of Respondents
Table 4.3: Education of Respondents

Frequency
Valid

High school/Diploma
Bachelor

Percent

Valid Percent

Cumulative
Percent

39

9.8

9.8

9.8
87.3

310

77.5

77.5

Master

50

12.5

12.5

99.8

Others

1

.3

.3

100.0

400

100.0

100.0

Total

[7'1 ·.·50-%
1
l

.....

'•'••'""·--··''""-·"··-·->·~-'"'"··

,.. _.....

_.... 1,)1..)

ROTJ.t,

A

100

*
High
sd10~)1/Diploma

Bachelor

Mast.;r

Oth-:-rs

Figure 4.3: Education of Respondents

The Table 4.3 and Figure 4.3 show the respondents' educational levels which
were divided into 4 groups. The majority or 77.5% or 310 respondents have finished
the Bachelor's Degree while 12.5% or 50 respondents the Master's Degree, 9.75% or
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39 respondents a high school or diploma and 0.25% or only 1 respondent the others
which is Post Graduate Diploma in Travel and Tourism.
Job Tenure of Respondents

Table 4.4: Job Tenure of Respondents

Fre uenc
Valid

Less than 6 months

Percent

15

6 months to 1 year
1-2 years

Valid Percent

Cumulative
Percent

3.8

3.8

3.8

13

3.3

3.3

7.0

118

29.5

29.5

36.5

2-3 years

79

19.8

19.8

56.3

More than 3 years

175

43.8

43.8

100.0

Total

400

100.0

100.0

ROTJ.t,

A
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50

L.:ss than 6

2-3 y.:ars

6 month>to 1

lllNlth :;

Figure 4.4: Job Tenure of Respondents
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Lfor~

than 3

According to the Table 4.4 and Figure 4.4, the largest group of respondents has
been working in the airline more than 3 years or 43.75% or 175 respondents while the
second one or 29.5% or 118 respondents have been working in the airline between 1-2
years. 19. 75% or 79 respondents have been working in the airline between 2-3 years,
3.75% or 15 respondents have been working in the airline less than 6 months, and
3.25% or 13 respondents have been working in the airline from 6 months to 1 year
accordingly.
4.1. 2 General Information of Respondents on Their Job
Job Experience of Respondents

Table 4. 5: Flying Experience of Respondents

Fre uenc
Valid

Yes

I

Percent

79

19.8

No

321

80.3

Total

400

100.0

Cumulative
Percent

Valid Percent

E

19.8

19.8

80.3

100.0

100.0 I

The Table 4.5 indicates that 321 respondents or 80.3% do not have the job
experience as an ex-crew while 79 respondents or 19.8% do.

T;ble 4.6: Length of Previous Flying of Respondents

Frequency
Valid

1 year or less

Total

Valid Percent

Cumulative
Percent

9

2.3

11.4

11.4

2-3 years

36

9.0

45.6

57.0

4 years or more

34

8.5

43.0

100.0

100.0

Total
Missing

Percent

System

79

19.8

321

80.3

400

100.0
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The Table 4.6 indicates that from 79 respondents, who are ex-crew, 36 of them or
9% had been previously flying for 2-3 years, 34 of them or 8.5% had been previously
flyin g for 4 years or more, and 9 of them or 2. 3% had been previously fl ying for I
year or else respectively.
Table 4. 7: Job Experience of Respondents

Frequency
Valid

Missing

Valid Percent

Percent

Yes

107

26.8

No

214

53 .5 i

Total

321 I

80.3

System

Total

Cumulative
Percent

33.3

33.3

66 .7

100.0

100.0

79

19.8

400

100.0 I

The Table 4. 7 shows that from 3 21 respondents, who are not ex-crew, 214 of
them or 53.5% had been working before joining the airline while l 07 of them or
26.8% had not been working before and this cabin crew job is their first occupation.
Reason of Joining Air Middle-East

f,RIEL.

Table 4.8: Reason of Joining Air Middle-East

* J'.

,

A
Frequency

Valid

Positive reputation

II<

Salary
Benefit package

err

IJ

Percent

Valid Percent

Cumulative
Percent

47

11.8

11.8

11 .8

199

49.8

49.8

61 .5

39

9.8

9.8

71.3

Job advancement
opportunity

3

.8

.8

72.0

Travel opportunity

52

13.0

13.0

85.0

Airline stability

17

4.3

4.3

89.3

Oth ers' recommend ation

11

2.8

2.8

92.0

Opportunity to move to
Dubai

22

5.5

5.5

97.5

Family members or friends
in the airline

10

2.5

2.5

100.0

400

100.0

100.0

Total

69

The Table 4.8 indicates that 199 respondents or 49.8% rated salary as the main
attraction of joining the airline. 52 respondents or 13% chose travel opportunity, 47
respondents or 11.8% chose positive reputation, 39 respondents or 9.8% chose benefit
package, 22 respondents or 5.5% chose opportunity to move to Dubai, 17 respondents
or 4.3%

chose

airline

stability,

ll

respondents

or

2.8%

chose

others'

recommendation, l 0 respondents or 2.5% chose family members or friends in the
airline, and 3 respondents or 0.8% chose job advancement opportunity.

The Pos ition of Respondents

Eff S,.,.,,
()~

Table 4. 9: Position of Respondents

Fre uenc
Va lid

Grade 2

124

Grade 1

Percent

Cumulative
Percent

31.0

31 .0

31.0

22.31
25.0

22 .3

53.3

FG1

89 1
100

SFS

68

Purser

19

17.0
4.8

400

100.0

Total

Valid Percent

I
I.

25.0

78.3

17.0

95.3

4.8

100.0

100.0

The Table 4.9 indicates that the majority of the respondents or 124 of them or
31 % are currently working as Grade 2. l 00 respondents or 25% are FG l , 89
r~ondents

or 22.3% are Grade l, 68 respondents or 17% are SFS and 19

respondents or 4.8% are Purser.

Intention to Change the Job
Table 4.10: Intention to Change Job

Frequency
Valid

Yes

296

No

104

Total

400

Percent

Valid Percent

Cumulative
Percent

74.0

74.0

26.0

26.0

100.0

100.0

100.0

74.0
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The Table 4.10 indicates that 296 respondents or 74% have intention to change
the job from cabin crew to the others while l 04 respondents or 26% prefer to work as
cabin crew.
Intention to Quit Air Middle-East
Table 4.11: Intention to Quit Air Middle-East

I

i

Frequency
Valid

Yes

322

No
~

Percent

Total

f

Valid Percent

Cumulative
Percent

j:

80.5

80.5

78

80 .5
19.5

19.5

100.0

400

100.0 I

100.0

The Table 4.11 indicates that 322 respondents or 80.5% have intention to quit Air
Middle-East while 78 respondents or l 9.5% prefer to stay.
Table 4.12: Intended Time to Quit Air Middle-East
L...--"

Percent

Freauencv
Valid

1 year or less
3 yea rs or more
Total

Missing

System

Total

16.0

64

2 years

0

.

Valid Percent
19.9

Cumulative
Percent
19.9

87

21.8

27 .0

46.9

171

42.8

53.1

100.0

322

80.5

100.0

78

19.5

400

100.0

... The Table 4.12 indicates that from 322 respondents, who intend to quit Air
Middle-East, the majority of 171 or 42.8% plan to leave in 3 years or more while 87
respondents or 21.8% plan to leave in 2 years, and 64 of respondents or 16% plan to
leave in 1 year or less.
4.2 The Mean Value of Independent and Dependent Variables
The researcher had used the Arbitrary Level Table to rate the average mean of
each independent and dependent variable so that it would give clearer explanation for
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the readers. The Arbitrary Level is ranged from 1.00 to 5.00 and is rated into five
levels which are strongly disagree (1.00-1.79), disagree (l.80-2.59), neutral/undecided
(2.60-3 .39), agree (3.40-4.19) and strongly agree (4.20-5.00).
Table 4.13: Arbitrary Level

Arbitrary Level

Descriptive Rating

4.20- 5.00

Strongly Agree

3.40-4.19

Agree

\JE

2.60- 3.39

Neutral/Undecided

1.80- 2.59

Disagree

1.00-1.79

Strongly Disagree

-

Table 4.14: The Mean Value oflndependent and Dependent Variables
Descriptive Statistics

Mean

Descriptive Rating

3.52

Agree

J .91

Agree

Performance-Reward Contingencies

3.91

Agree

Working Conditions

3.37

Neutral/Undecided

Household Income

3.28

N eutral/U ndeci ded

Family Attachment

3.66

Agree

Job Alternatives

3.08

Neutral/Undecided

Economic Situation

4.27

Strongly Agree

Turnover Intention

3.05

Neutral/Undecided

Job Satisfaction
Pay Satisfaction

1~

SINCE

Valid N (listwise)
Note: All means are based on the 5-point scale.
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According to Table 4.14, the respondents rated the following factors ranging
from strongly agreed to neutral/undecided levels as following:
1)

Strongly agreed level: economic situation (mean= 4.27)

2)

Agreed level: performance-reward contingencies (mean = 3.91), pay

satisfaction (mean= 3.91), family attachment (mean= 3.66), job satisfaction (mean=
3.52)
3) Neutral/Undecided level: working condition (mean = 3.37), household
income (mean= 3.28), j ob alternatives (mean= 3.08), and turnover intention (mean=
3.05)

4.3 Hypothesis Testing
This section is to identify the relationship between push factors or work-related
attitudes: job satisfaction, pay satisfaction, performance-reward contingencies and
working conditions, and pull factors or external environmental factors: household
income, family attachment, job alternatives, and economic situation and intention to
quit as well as the differences in demographic factors: age, education, job tenure, and
marital status towards intention to quit of cabin crew in Air Middle-East. To identify

...
the relationship between the independent and dependent variables, Pearson's
Correlation is used to test hypothesis 1 to 8 and is interpreted according to Correlation
Coefficient Range as follows;

73

Table 4.15: Correlation Coefficients

Positive Correlation Coefficients
Correlation Coefficients

Correlation Level

Between+ 0.80 to+ 1.00

Positive High Correlation

Between+ 0.60 to+ 0. 79

Positive Moderately High Correlation

Between+ 0.40 to+ 0. 59

ositive Moderate Correlation

Between+ 0.20 to+ 0.39

Positive Low Correlation

Between+ 0.01 to+ 0.1 9

Positive Negligible Correlation

0

No Correlation

ROT1t

f,RI /.

AB

Nert
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Negative Correlation Coefficients
Correlation Coefficients

Correlation Level

Between - 0.80 to - 1.00

Negative High Correlation

Between - 0.60 to - 0. 79

Negative Moderately High Correlation

Between - 0.40 to - 0.59

Negative Moderate Correlation

Between - 0.20 to - 0.39

Negative Low Correlation

Between - 0. 01 to - 0.19

Negative Negligible Correlation

0

No Correlation

Source: Guilford J.P. and Fruchter B. (1973 ),

Fundamental Statistics in Psychology and Education
One-Way ANOVA is used to test hypothesis 9 to 12 to provide the significant
differences of hypothesis 9 to 12. The null hypothesis is rejected when sig. (2-tailed)
at p-value is less than .05 (p < .05).
"""

Hypothesis 1

Hol:

There is no relationship betweenjob satisfaction and intention to quit.

Hal:

There is a relationship between job satisfaction and intention to quit.
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Table 4.16: Correlation Analysis for Job Satisfaction and Intention to Quit among Air

Middle-East Crew
Correlations
Turnover
Intention
Job Satisfaction

Pearson Correlation

-.456(**)

Sig . (2-tailed)

.ODO

N

400

Significance level: Significance level (2-tailed test) of hypothesis

is .000,

which is less than the set criteria of alpha 0.05, so Ho is rejected.
From the Table 4.16, the Pearson's Correlation Analysis shows that the
significance level of .000 is less than 0.05. Therefore, there is a relationship between
job satisfaction and intention to quit among Air Middle-East crew. From correlation
value which is -.456, there is moderate negative relationship bgtween job satisfaction
and intention to quit among Air Middle-East crew.
When Air Middle-East crew has less job satisfaction, they tend to have high
intention to quit the job.

...

~II

\,.,CI

~,

,,fl1iitJa•~,,t

Hypothesis 2
Ho2:

There is no relationship between pay satisfaction and intention to quit.

Ha2:

There is a relationship between pay satisfaction and intention to quit.
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Table 4.17: Correlation Analysis for Pay Satisfaction and Intention to Quit among Air
Middle-East Crew
Correlations
Turnover
Intention
Pay Satisfaction

Pearson Correlation

-.220(**)

Sig. (2-tailed)

.000

N

400

Significance level: Significance level (2-tailed test) of hypothesis 2 is .000,
which is less than the set criteria of alpha 0.05, so Ho is rejected.
From the Table 4.17, the Pearson's Correlation

nalysis shows that the

significance level of .000 is less than 0.05 . Therefore, there is a relationship between
'

pay satisfaction and intention to quit among Air Middle-East crew. From correlation
value which is -.220, there is low negative relationship between pay satisfaction and
intention to quit among Air Middle-East crew.

eRI I..

~

When Air Middle-East crew has less pay satisfaction, they tend to have high
intention to quit the job.

0

A

"'Jor::tt. SINCE: 1969 ~

Hxpothesis 3
Ho3:

~@

~Jl/fl1i!Jat\i\,,t

There is no relationship between performance-reward contingencies and

intention to quit.
Ha3:

There is a relationship between performance-reward contingencies and

intention to quit.
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Table 4.18: Correlation Analysis for Performance-Reward Contingencies and

Intention to Quit among Air Middle-East Crew
Correlations

Turnover
Intention
Performance-Reward
Contingencies

Pearson Correlation

-.291 (**)
.000
400

Significance level: Significance level (2-tailed test) of hypothesis 3 is .000,

which is less than the set criteria of alpha 0.05, so Ho is rejected.
From the Table 4.18, the Pearson's Correlation Analysis shows that the
significance level of .000 is less than 0. 05. Therefore, there is a relationship between
performance-reward contingencies and intention to quit among Air Middle-East crew.
From correlation value which is -.291, there is low negative relationship between
performance-reward contingencies and intention to quit among Air Middle-East crew.
When Air Middle-East crew has less performance-reward contingencies, they
tend to have high intention to quit the job.

Hypothesis 4
Ho4:

There is no relationship between working conditions and intention to quit.

Ha4:

There is a relationship between working conditions and intention to quit.
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Table 4.19: Correlation Analysi s for Working Conditions and Intention to Quit
among Air Middle-East Crew
Correlations
Turnover
Intention
Working Conditions

Pearson Correlation

-.229(**)

Sig. (2-tailed)

.000
400

N

I

Significance level: Significance level (2-tailed test) of hypothesis 4 is .000,
which is less than the set criteria of alpha 0.05, so Ho is rejected.
From the Table 4.19, the Pearson's Correlation Analysis shows that the
significance level of .000 is less than 0.05. Therefore, there is a relationship between
working conditions and intention to quit among Air Middle-East crew. From
correlation value which is -.229, there is low negative relations ip between working
conditions and intention to quit among Air Middle-East crew.
When Air Middle-East crew has worse working conditions, they tend to have
high intention to quit the job.

0

I NC E l 9 6 9

H);pothesis

s

~ ~Q\

~

~"1!/1at.1~1>\i\\I

HoS:

There is no relationship between household income and intention to quit.

HaS:

There is a relationship between household income and intention to quit.
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Table 4.20: Co rrelation Analysis for Household Income and Intention to Quit among
Air Middle-East Crew
Correlations
Turnover
Intention
Household Income

Pearson Correlation
Sig . (2-tailed)
N

!

.128(*)

.010
400

Significance level: Significance level (2-tailed test) of hypothesis 5 is .010, which is

less than the set criteria of alpha 0.05, so Ho is rejected.
From the Ta le 4.20, the Pearson' s Correlation Analysis shows that the
significance level of .010 is less than 0.05 . Therefore, there is a relationship between
household income and intention to quit among Air Middle-East crew. From
correlation value which is .128, there is negligible positive relationship between
household income and intention to quit among Air Middle-East crew.
When Air Middle-East crew feels that they gam the highest income and are
responsible for their family's household income, they tend to have higher intention to
quit.

...

Hypothesis 6
Ho6:

There is no relationship between family attachment and intention to quit.

Ha6:

There is a relationship between fa mily attachment and intention to quit.
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Table 4.21: Correlation Analysis for Family Attachment and Intention to Quit among

Air Middle-East Crew
Correlations
Turnover
Intention
Family Attachment

Pearson Correlation

I

.280(**)

Sig . (2-tailed)

.000

N

400

Significance level: Significance level (2-tailed test) of hypothesis 6 is .000, which is

less than the set criteria of alpha 0,05, so Ho is rej ected.
From the Table 4.21, the Pearson's Correlation Analysis shows that the
significance level of .000 is less than 0.05. Therefore, there is a relationship between
family attachment and intention to quit among Air Middle-East crew. From
correlation value which is .280, there is low positive relationship between family
attachmen and intention to quit among Air Middle-East crew.
When Air Midd le-East crew has more fam ily attachment, they tend to have high
intention to quit the job.
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Ho7:

There is no relationship betweenjob alternatives and intention to quit.

Ha7:

There is a relationship between job alternatives and intention to quit.
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Table 4.22: Correlation Analysis for Job Alternatives and Intention to Quit among Air
Middle-East Crew
Correlations

Turnover
Intention
Job Alternatives

Pearson Correlation

.201 (**)

Sig. (2 -tailed)

.000

N

400

Significance level: Significance level (2-tailed test) of hypothesis 7 is .000, which is
less than the set criteria of alpha 0.05, so Ho is rej ected.
From the Table 4.22, the Pearson's Correlation Analysis shows that the
significance level of .000 is less than 0.05. Therefore, there is a relationship between
job alternatives and intention to quit among Air Middle-East crew. From correlation
value which is .201, there is low positive relationship between j ob alternatives and
intention t0 guit among Air Middle-East crew.

6 IEl.

When Air Middle-East crew has more job alternatives, they tend to have high
intention to quit the job.
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Ho8:

There is no relationship between economic situation and intention to quit.

Ha8:

There is a relationship between economic situation and intention to quit.
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Table 4.23: Correlation Analysis Economic Situation and Intention to Quit among Air
Middle-East Crew
Correlations
Turnover
Intention
Economic Situation

Pearson Correlation

-.049

Sig . (2-tailed)

.327

N

400

Significance level: Significance level (2-tailed test) of hypothesis 8 is .327, which is
more than the set criteria of alpha 0. 01 or 0.05 , so it fail s to reject Ho.
From the Table 4.23, the Pearson's Correlation Analysis shows that the
significance level of .327 is more than 0.05. Therefore, there is a no relationship
between economic situation and intention to quit among Air Middle-East crew.
Hypothesis 9
Ho9:

There is no difference in intention to quit among cabin crew with different

age groups.
Ha9:

AB

en

*

*

There is a tliffe rence in intention to quit among cabin crew with different age

groups.
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Table 4.24: Difference Analysis in Age towards Intention to Quit among Air MiddleEast Crew
Descriptives
Turnover Intention
i

I

Std .
Deviation

Std.
Error

95% Confidence
Interval for Mean
Lower
Upper
Bound
Bound

N

Mean

21-25years

113

2.7139

1.03113

.09700

2.5217

26-30 years

232

3.4 382

1.18391

.07773

3.2851

31-55 years
Total

2.0970

55
400

i

.741681

3.0492

I

1.19550

Minimum

Maximum

2.9061

1.00

4.33

3.2851

1.00

5.00

.10001

1.8965

1.8965

1.00

3.67

.05977

2.9317

3.1667

1.00

5.00

ANOVA
,.

Turnover Intention

I

97 .687

!
i
!

Within Groups

472 .568

i

397

Total

570 .255

i

399

Sum of
Squares
Between Groups

;

~

I Mean Square

df

2 l

~

,,~

F

I

Sig .

41 .033

48.844

.000

1.190

r-

Turnover Intention
Scheffe
N

Subset fo r al

Q1 Ag e

2

31-55 years

55

21-25 years

11 3

26-30 years

3

2.0970
2.7139
3.4382

232 1

Sig .

1.000

1.000

1.000

Significance level: Significance level (2-tailed test) of hypothesis 9 is .000, which is
less than the set criteria of alpha 0.05, so Ho is rejected.
The ANOV A Analysis in Table 4.24 indicates that the significance level of .000
is less than 0.05. Therefore, there is a difference in intention to quit among Air
Middle-East crew of different ages.
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According to Post Hoc Analysis by Scheffe test, the age group of " 31-55 years
old" has the significance lowest intention to quit "differently" from the ages of "2125" and "26-30".
Hvpothesis 10
HolO:

There is no difference in intention to quit among cabin crew with different

educational level groups.
HalO:

There is a difference in ir;itention to quit among cabin crew with different

educational level groups.

Table 4. 25: Difference Analysis m Educational Levels towards Intention to Quit
among Air Middle-East Crew
Descri ptives
Turnover Intention

t.n.

N

Mean

Std.
Deviation

Std.
Error

95% Confidence
Interval for Mean
Lower
Upper
Bound
Bou nd

'

High
school/Diploma
Bachelor
Master
Total

...

Minimum

Maximum

40

2.9417

1.08837

.17209

2.5936

3.2897

2.00

5.00

310

3.0559

1.15116

.06538

2.9273

3.1846

1.00

5.00

50

3.0933

1.52536

.21572

2.6598

3.5268

1.00

5.00

400

3.0492

1.19550

.05977

2.9317

3.1667

1.00

5.00

ANOVA

Turnover Intention
Sum of
Squares
Between Groups

.574

Mean Square

df
2

.287
1.435

Within Groups

569.681

397

Total

570.255

399

Sig.

F
.200

.819

Significance level: Significance level (2-tailed test) of hypothesis 10 is .81 9, which is

more than the set criteria of alpha 0.05, so it fails to reject Ho.
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The ANOV A Analysis in Table 4.25 indicates that the significance level of .819
is more than 0.05. Therefore, there is no difference in intention to quit among Air
Middle-East crew of different educational levels.

Hypothesis 11
Holl:

There is no difference in intention to quit among cabin crew with different

job tenure groups.

Hall:

There is a difference in intention to quit among cabin crew with different job

tenure groups.
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Table 4.26: Difference Analysis in Job Tenure towards Intention to Quit among Air

Middle-East Crew
Descriptives
Turnover Intention

N

Mean

15

1.8222

Less than
6 months
6 months
to 1 year
1-2 years

13

2.6923

118

2-3 years
More than
3 years
Total

Std.
Deviation

95%
Confidence
Interval for
Mean
Lower Upper
Bound Bound

Std.
Error

Minimum

Maximum

1.9175

1.67

2.00

3.5000

1.00

4.33

.04444

1.7269

1.33653 1 .37069

1.8846

I 3.0904

1. 11 082

.10226

2.8879

3.2929

1.00

5.00

79

3.2827

1.08747

.12235

3.039 1

3.5263

2.00

5.00

175

3.0476

1.27543

.09641

2.8573

3.2379

1.00

5.00

400

3.0492

1.19550

.05977

2.9317

3.1667

1.00

5.00

.17213

I

ANOVA
Turnover Intention
Sum of
S uares
Between Groups

Of

Mean S uare

28.746

4

7.186

Within Groups

541.509

395

1.371

Total

570.255

399

F

Si.

5.242

.000

Turnover Intention

LAB
Scheffe

N
Q4 Tenure

...

Subset for alpha = .05

-

"

1

2

Less than 6 months
6 months to 1 year

;>U

1

15

1.8222

13

2.6923

2.6923

More than 3 years

175

3.0476

1-2 years

118

3.0904

2-3 years

79

3.2827

Sig.

.090

.445

Significance level: Significance level (2-tailed test) of hypothesis 11 is .000, which is

less than the set criteria of alpha 0.05, so Ho is rej ected.
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The ANOV A Analysis in Table 4.26 indicates that the significance level of .000
IS

less than 0.05. Therefore, there is a difference in intention to quit among Air

Middle-East crew of different job tenure.
According to Post Hoc Analysis by Scheffe test, the job tenure group of "less
than 6 months" has the significant lowest intention to quit "differently" from the rest
three groups of job tenures of"l-2 years" "2-3 years" and "more than 3 years".
Hypothesis 12
Ho12:

There is no difference in intention to quit among cabin crew with different

marital status groups.
Ha12:

There is a differe nce in intention to quit among cabin crew with different

-

marital status groups.
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Table 4.27: Difference Analysis in Marital Status towards Intention to Quit among
Air Middle-East Crew
Descriptives
Turnover Intention

Single
Married
Divorced/VVid owed
Total

N

Mean

325

3.0564

1.16206

.06446

95%
Confidence
Interval for
Mean
Lower Upper
Bound Bound
2.9296 3.1832

72

3.0278

1.36322

.16066

2.7074

3.3481

3

2. 7778

.509 18

.29397

1.5129

400

3.0492

1. 19550

.05977

2.9317

Std .
Deviation

Std .
Error

Minimum

Maximum

1.00

5.00

1.00

5.00

4.0426

2.33

3.33

3.1667

1.00

5.00

ANOVA
Turno ver Int en fion

:--..·

Sum of
Squares
Between Groups

Mean Square

df

.271

2

.135

Within Groups

569.984

397

1.436

Total

570.255

399

Sig.

F
.094

.910

-

Significance level: Significance level (2-tailed test) of hypothesis 12 is .910, which is
more than the set criteria of alpha 0.05, so it fails to reject Ho.
The ANOV A Analysis in Table 4.27 indicates that the significance level of .910
is""11lore than 0.05. Therefore, there is no difference in intention to quit among Air
Middle-East crew of different marital status.
4.4 Summary of Hypothesis Testing Results
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Table 4.28: Summary of Hypothesis Testing Results

Hypothesis

Research Hypothesis

Hypothesis

Correlation

Testing Result

Levels

There is a relationship

Reject Ho with the

Moderate negative

between job satisfaction and

significance level

relationship

intention to quit the job.

of 0.000 and the

No.
(Ha)
Hl

correlation
coefficient of
-0.456.
H2

There is a relationship

Reject Ho with the

Low negative

between pay satisfaction and

significance level

relationship

intention to quit the job.

of 0.000 and the
correlation

LA

*

~,,,,~

H3

coefficient of 0

SINCE196

0.220.

There is a relationship

Reject Ho with the

Low negative

between performance-reward

significance level

relationship

contingencies and intention

of 0.000 and the

to quit the job.

correlation
coefficient of
-0.291.
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H4

There is a relationship

Reject Ho with the

Low negative

between working conditions

significance level

relationship

and intention to quit the job.

of 0.000 and the
correlation
coefficient of
-0.229.

HS

There is a relationship

Reject Ho with the

Negligible

between household income

signi:fiicance level

positive

and intention to quit the job.

of 0.010 and the

relationship

correlation
coefficient of
0.128.
H6

There is a relationship

Reject Ho with the

Low positive

between family attachment

significance level

relationship

and intention to quit the job.

of0.000 and the

: ; INCE l 96
dtJ111&t1~

'If,~

correlation
coefficient of
0.280.

H7

There is a relationship

Reject Ho with the

Low positive

between job alternatives and

significance level

relationship

intention to quit the job.

of 0.000 and the
correlation
coefficient of
91

0.20 l.
H8

There is a relationship

Failed to reject Ho

between perception on

with the

economic situation and

significance level

intention to quit the job.

of 0.327 and the

No relationship

correlation
coefficient of

~\"ER
Hypothesis

Research Hypothesis

Hypothesis

Significant

Testing Result

Difference

There is a difference in

Reject Ho with the

There is a

intention to quit among

significance level

significant

people with different age

of 0.000.

difference

No.

(Ha)
H9

NCIT

groups.

* 'If1~
~

...
HlO

-0.049.

SINCi::l96

°"'

~

~ ~,,s~@

*

There is a difference in

Failed to reject Ho

No significant

intention to quit among

with the

difference

people with different

significance level

educational level groups.

of 0.793.
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Hl 1

There is a difference in

Reject Ho with the

There is a

intention to quit among

significance level

significant

people with different job

of 0.000.

difference

There is a difference in

Failed to reject Ho

No significant

intention to quit among

with the

difference

people with different marital

significance level

status groups.

of 0.910.

tenure groups.
Hl2

~

~
~

Q.

-

~

=
cA

~
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CHAPTERS

CONCLUSION, DISCUSSION AND
RECOMMENDATION
This chapter presents the summary, conclusion and recommendation based on
results of the study. The results of the research study have been illustrated below with
the findings. The results have been presented according to the methodological
approach defined in chapter 4. The first section summarizes conclusion of the
relationship between push and pull factors, and the differences in demographic factors
among Air Middle-East cabin crew; followed by recommendations and suggestions
for furthe r study. In addition, this section focuses on comparing this research results
to the previous researches which were discussed in chapter 2.

5.1 Summary of the Findings

Nert

Table 5.1 : Summary of the Test of Relationship
Hypothesis
No.

Hl

*

~~

Research Hypotheses

Correlation Coefficient

(Ha)

(r value)

There is a relationship

-0.456*

Result

Moderate

between job satisfaction and

negative

intention to quit the job.

relationship
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H2

H3

There is a relationship

-0.220*

between pay satisfaction and

negative

intention to quit the job.

relationship

There is a relationship

-0.291 *

Low

between performance-

negative

reward contingencies and

relationship

(S/r

intention to quit the j ob.

H4

Low

There is a relationship

-0.2Q,_9*

Low

~
,_.

between working conditions
and intention to quit the job.

negative
relationship

-

HS

There is a relationship

0.128*
e,Rltl.

between household income
and intention to quit the job.

H6

There is a relationship

NCIT

v"J

0.28 0*

-~

between fam ily attacluuent

~

~

Negligible
positive
relationship
Low positive
relationship

and intention to quit the job.

H7

There is a relationship

0.201 *

betweenjob alternatives and
intention to quit the job.

95

Low positive
relationship

There is a relationship

H8

0.049

between perception on

No
relationship

economic situation and
intention to quit the job.

5.1.1 The Variables with Significant Relationship
The Table 5.1 indicates that there are 7 independent variables which are
significant after using SPSS program for Pearson's Correlation Analysis as follows;
Job Satisfaction
The result shows that job satisfaction is a significant variable which has
relationship to Air Middle-East crew's intention to quit. It has moderate negative
relationship at -.456 towards intention to quit. This means when Air Middle-East crew
has less job satisfaction, they tend to have high intention to quit the job.
Pay Satisfaction
The result shows that pay satisfaction is a significant variable which has
relationship to Air Middle-East crew's intention to quit. It has low negative
relationship at -.220 towards intention to quit. This means when Air Middle-East crew
has less pay satisfaction, they tend to have high intention to quit the job.
Performance-Reward Contingencies
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The result shows that performance-reward contingencies are a significant variable
which has relationship to Air Middle- East crew's intention to quit. It has low negative
relationship at -.291 towards intention to quit. This means when Air Middle-East crew
has less performance-reward contingencies, they tend to have high intention to quit
the job.

Working Condition
The result shows that working conditions are a signifi cant variable which has
relationship to Air Middle-East crew's intention to quit. It has low negative
relationship at -.229 towards intention to quit. This means when Air Middle-East crew
has worse working conditions, they tend to have high intention to quit the job.

-

~

Household Income

The result shows that household income is a significant variable which has
relationship to Air Middle-East crew's intention to quit. It has negligible positive
relationship at .128 towards intention to quit. This means when Air Middle-East crew
feels that they gain the highest income fil\d are responsible for their family ' s
household income, they tend to

~ ave

higher intention to quit.

Family Attachment
The result shows that family attachment is a significant variable which has
relationship to Air Middle-East crew's intention to quit. It has low positive
relationship at .280 towards intention to quit. This means when Air Middle-East crew
has more family attachment, they tend to have high intention to quit the job.

Job Alternatives
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The result shows that job alternatives are a significant variable which has
relationship to Air Middle-East crew' s intention to quit. It has low positive
relationship at .201 towards intention to quit. This means when Air Middle-East crew
has more job alternatives, they tend to have high intention to quit the job.

5.1.2 The Top Three Variables of Highest Correlations with Intention to quit
According to Table 5.1, there are three variables which possess the highest
correlations (r value); job satisfaction, performance-reward conti ngencies and family
attachment. These top three varia les are the most important ones on which the
Human Resources Department of Air Middle-East should focus in order to prevent
and reduce further cabin crew turnover in the airline.
Job Satisfaction
This variable has the strongest and highest significant relationsh ip towards the
intention to quit of Air Middle-East crew. With the correlation at 0.456, job
satisfaction has the moderate relationship towards intention to quit.
Performa nce-Reward Co ntingencies
This variable is the second strongest significant variable which has relationship to
intention to quit of Air Middle-East crew. With the correlation at 0.291, perfom1ancereward contingencies have the low relationship towards intention to quit.
Family Attachment
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This variable is the third strongest significant variable which has relationship to
intention to quit of Air Middle-East crew. With the correlation at 0.280, family
attachment has the low relationship towards intention to quit.

Table 5.2: Summary of the Test of Difference
Hypothesis

Research Hypothesis

Result

No.

Test

(Ha)
H9

Result of Post Hoc

There is a difference in

Reject Ho

Age group of 36 or

inteQtion to quit among people

over has the

with different age groups.

significant different
intention to quit than
other age groups.

HlO

There is a difference in

Failed to

No significant

intention to quit among people

reject Ho

difference.

with different educational level
gro ups.

I

c E 196
a;

Hl 1

There is a difference in

°'.'ti\i~
Reject Ho

Job tenure group of 6

intention to quit among people

months or less has the

with different job tenure groups.

significant different
intention to quit than
other job tenure
groups.
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H12

There is a difference in

Failed to

No significant

intention to quit among people

reject Ho

difference.

with different marital status
groups.

5.1.3 The Variables with Significant Difference in Intention to quit

The Table 5.2 indicates that there are two variables which po ssess significant
difference; age and job tenure in intention to quit the job.
Age

The result shows that age has a significant difference towards ·p.tention to quit of
Air Middle-East crew. Since there are only 5 respondents who are aged at 36 and
above, the researcher decided to combine this group with 31-35 years old respondents
and changed the group to "31-55 years old" for better understanding of data analysis.
The result indicates that the cabin crew aged 31-55 has the significance lowest
intention to quit differently from those who are aged 21-25 and 26-30.
Job Tenure

The result shows that job tenure has a significant difference towards intention to
quit of Air Middle-East crew. The result indicates that the cabin crew who has been in
the airline less than 6 months have significant lowest intention to quit differently from
those who have been in the airline for 1-2 years, 2-3 years and more than 3 years.
5.1.4 General Information on Intention to Quit
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Table 5.3: Summary of General Information about Intention to quit
Question

Response

Frequency

Percent

Yes

322

80.5

No

78

19.5

400

100

64

19.9

2 years

87

27.0

3 years or more

171

53.1

322

100

Do you plan to quit your job soon?

Total

What is the time frame do you plan

)Vithin 1 year or

to quit your job?

less

~

~

Q..
~

=

Total

Intentio n to Quit

lABO

NCrT

The Table 5.3 shows that out of 400 cabin crew who are mixed by age,
educational level, job tenure and marital status, the majority have intention to quit Air
Middle-East. This means the intention to quit among Air Middle-East crew is
relatively high. Only minority do not have intention to quit; however, they have
tendency to change their mind if the significant independent variables mentioned
earlier do not meet their needs.
Intended Time to Quit
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The Table 5.3 shows that from all the cabin crew who have intention to quit Air
Middle-East (322 persons), the majority plan to quit the airline in 3 years or more
while the rest plan to resign in 2 years and l year or less respectively. This shows that
most of the cabin crew who intend to quit the airline take some time before quitting or
might be unsure when exactly to quit the job but they know they would in the future.
However, they also have tendency to change their mind to quit earlier or later
depending on the level of significant independent variables perceived.
5.2 The Major Research Objectives Posed in the Study

This research study focuses on investigating the relating factors on the turnover
tendency among Air Middle-East

cab~n

crew. The 3 main factors or 12 hypotheses

were tested to measure their relationship and difference towards intention to quit The
summary of tbe findings based on each research objectives is as ollows;
Research Obj ective # 1: To identify the relationship between push factors or work-

related attitudes and the turnover intention or intention to quit of Air Middle-East
crew.

*~

o
~ I 1\1

f"" C

l Q f- 0

This objective was set to find the relationship between independent variable and
dependent variable which are push factors and intention to quit respectively.
Pearson's Correlation Technique was used to examine the study. The result from
Table 4.16 to Table 4.19 shows that there is a relationship between push factors and
intention to quit of Air Middle-East cabin crew. According to the correlation
coefficient value, job satisfaction is the push factor which is found to have the
strongest negative relationship with intention to quit.
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Research Objective# 2: To identify the relationship between pull factors or external

environmental factors and the turnover intention or intention to quit of Air MiddleEast crew.

This objective was set to find the relationship between independent variable and
dependent variable which are pull factors and intention to quit respectively. Pearson's
Correlation Technique was used to examine the study. The result from Table 4.20 to
Table 4.23 shows that there is a relationship between push factors and intention to
quit of Air Middle-East cabin crew. According to the correlation coefficient value,
family attachment is the pull factor which is found to have the strongest positive

relationship with intention to quit.
Research Objective # 3: To identify the differences among-demographic factors

towards the turnover intention or intention to quit of Air Middle-East crew.

This objective was set to find the differences in the dependent variable among
demographic factors. One-Way ANOVA was used to examine this objective. The
Table 4.24 and Table 4.26 show that there is difference among demographic factors
which are age and job tenure towards intention to quit of Air Middle-East cabin crew
while Table 4.25 and Table 4.27 show that there is no difference among demographic
factors which are educational level and marital status towards intention to quit. This
means among four demographic factors, there are only two variables, age and job
tenure, which have differences towards intention to quit.
5.3 Discussion of Research Findings
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As the researcher has mentioned in previous chapter that Air Middle-East has
now been experiencing the gradually increasing cabin crew turnover, this research is
conducted in order to understand what Air Middle-East crew think and feel as well as
their perception towards their own airline so that the Human Resources Department of
the airline could come up with the solution to prevent further cabin crew turnover.
The research has demonstrated the relationship and differences among 12
variables and intention to quit of Air Middle-East cabin crew, and intention to quit or
turnover intention of Air Middle-East cabin crew itsel .
Intention to Quit/Turnover Intention
Table 5.4: Jntention to Quit/Turnover Intention
Descriptive Statistics

Mean
Q48 Turnover Intention - I
expect to quit my current
job

3.13

Q49 turnover intention - I
have intention to quit my
current job

3.19

Q50 turnover intention - I
am actively seeking new
opportunities elsewhere

! '
I,

2.63

I

Valid N (listwise)

According to Table 4.14 and Table 5.4, it shows that Air Middle-East crew was
neutral/undecided on intention to quit Air Middle-East with the mean of 3.05. The
Table 4.14 indicates that the cabin crew was neutral/undecided on intention to quit the
airline because they agreed that the economic situation in their countries and in the
world was bad (mean = 4.27) and they were uncertain that they would find job
alternatives (mean= 3.08) if they quit the airline.
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Intention to Quit with Job Satisfaction

The Table 4.16 shows that job satisfaction has a strongest negative relationship
(-0.456) when compared to other variables towards intention to quit of Air MiddleEast crew. This indicates that when job satisfaction decreases, intention to quit will
increase accordingly.
Table 5.5: Job Satisfaction
Descrirtive Statistics

Mean
015 Job satisfaction - I
am not bored with my
work

3.18

014 Job satisfaction - I
am satisfied with the
support which I receive
from the airline

3.26

013 Job satisfaction Most days I am
enthusiastic about my
work

3.44

.'

I

0 11 Job satisfaction - I
am satisfied with my job
as a whole

3.78

012 Job satisfaction - I
find enjoyment in my
current job

3.83

According to the questionnaires and Table 5.5, it shows that majority of cabin
crew enjoyed their job but they were uncertain with the support given by the airline. If
Air Middle-East could maintain or increase its cabin crew's job satisfaction, its
turnover should be stable or even decreasing.
Intention to Quit with Pay Satisfaction
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The Table 4.17 shows that pay satisfaction has low negative relationship (-0.220)
towards intention to quit of Air Middle-East crew. This indicates that when pay
satisfaction decreases, intention to quit will increase accordingly.
Table 5.6: The Reasons to Join Air Middle-East

Valid

Salary
Travel opportunity
Benefit package

52
47
39

Opportunity to move to
Dubai

22

Positive reputation

Airline stability

$'

"'

Q..

Others' recommendation

17
11

Family members or friends
in the airline

10

Job advancement
opportunity

3

Total

400

According to the questionnaire and Table 5.6, most of the cabin crew decided to
join Air Middle-East because of its attractive salary when compared to other airlines.
As a result, if Air Middle-East could maintain or increase its cabin crew' s pay
satisfaction, its turnover should be stable or even decreasing.
Intention to Quit with Performance-Reward Contingencies
The Table 4.18 shows that performance-reward contingencies have low negative
relationship (-0.291) towards intention to quit of Air Middle-East crew. This indicates
that when performance-reward contingencies decrease, intention to quit will increase
accordingly.
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Table 5. 7: Performance-Reward Contingencies Satisfaction

Descriptive Statistics
Mean
024 performance-reward I believe that my promotion
obviously comes from my
abilities and performance

3.66

023 performance-reward the opportunity to get
promotion is equally offered
when compared to other
airlines
0 22 performance-reward there are equal
opportunities for all cabin
crew for job promotion
025 performance-reward I am satisfied with my
chance for promotion
021 performance-reward there is a good opportunity
for promotion on my job

3.69

r-...
3.81

~~
3.97

4.19

Valid N (listwise)

Based on the questions on questionnaire and Table 5. 7, the result shows that most
of the cabin crew agreed that they had been awarded by the airline in terms of
upgrades quickly and fairly when compared to other airlines. If Air Middle-East could
maintain or increase its cabin crew's performance-reward contingencies, its turnover
should be stable or even decreasing.

Intention to Quit with Working Conditions
The Table 4.19 shows that working conditions have low negative relationship
(-0.229) towards intention to quit of Air Middle-East crew. This indicates that when
working conditions get worse, intention to quit will increase accordingly.
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Table 5.8: Working Condition Satisfaction
Descriptive Statistics
Mean
028 working condition The rest between each
flight is enough

2.99

029 working condition - I
get the flights on my
monthly roster as what I
prefer.

3.10

032 work conditions - the
working environment is
comfortable

3.16

031 work conditions work place is safe and
injury rarely occurs

3.17

030 working condition The workload is fairly
allocated.

3.22

033 work conditions working conditions suit my
job requirement

3.41

027 working condition The working days per
month are reasonable.

3.72

026 working condition My flying hours per month
are fair when compared to
colleagues.

3.91

Valid N (listwise)
0

A

SINCE1969
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Based on the questions on questionnaire and Table 5.8, the result shows that
majority of cabin crew believed that their working conditions were generally good
especially their working days and flying hours but they were uncertain that they were
given enough rest between flights or were given their preferred flights on monthly
roster, and that their workload was fairly allocated. If Air Middle-East could ensure
that the working conditions meet its cabin crew's needs, its turnover should be stable
or even decreasing.
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Intention to Quit with Household Income
The Table 4.20 shows that household income has low negligible positive
relationship (0 .128) towards intention to quit of Air Middle-East crew. This indicates
that when the cabin crew gain the highest income and are responsible for their
family' s household income, intention to quit will increase accordingly when they find
better job alternatives with higher income.
Table 5. 9: Household Income
Descriptive Statistics

Mean
035 household income - I
am responsible for the
family expenses

3.01

034 household income - I
gain the highest income
when compared to other
family members

3.58

Valid N (listwise)

Based on the questions on questionnaire and Table 5.9, the result shows that the
majority of the cabin crew gained the highest income in the family but they were
uncertain that they were responsible for the family

expe~es.

If Air Middle-East could

ensure th t its salary is more competitive than,other airlines or organizations and meet
the needs of cabin crew especially those who are the most responsible for the family
and had he highest income when compared to other famil y members, these crew
would ch ose to stay since they could not find any better financial offer choices and
the airlin ' s turnover should be stable or even decreasing.

Intention to Quit with Family Attachment

109

The Table 4.21 shows that family attachment has low positive relationship
(0.280) towards intention to quit of Air Middle-East crew. This indicates that when
family attachment increases, intention to quit will increase accordingly.
Table 5.10: Family Attachment
Descriptive Statistics
Mean
Q37 family attachment I am always rostered
the flight back home
Q38 family attachment I feel homesick and
depressed when I am
away from home for a
long time

~+

Q39 family attachment I always fl y home on my
off days and leave

~

Q36 family attachment I miss my family and my
boy/girlfri end at home
when I am working far
away from home for a
long time

Q..
~

=~
ffl

R

2.91

3.60

3.88

~
4.25

IEL.

Valid N (listwi se)

LAB
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Based on the questions on questionnaire and Table 5.10, the result shows that
most of the cabin crew felt homesick and depressed when away fro m their families
and loved ones. They were uncertain that they frequently got the flights back home
but they agreed that they always flew back home on their off days as frequently as
possible. If Air Middle-East could help cabin crew lower the issue of family
attachment by ensuring that cabin crew would get flights back home, its turnover
should be stable or even decreasing.
Intention to Quit with Job Alternatives
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The Table 4.22 shows that job alternatives have low positive relationship (0.201)
towards intention to quit of Air Middle-East crew. This indicates that when job
alternatives increases, intention to quit will increase accordingly.
Table 5.11: Job Alternatives
Descriptive Statistics
Mean
043 job alternatives - I can
get better job with better
salary and benefit package
if I quit this airline

2.59

042 job alternatives - there
are many good jobs
available in the market

3.1 4

040 job alternatives - I
have good opportunities to
work as cabin crew in other
airlines

3.15

041 job alternatives - I
have good opportunities to
find other jobs if I leave this
airline

3.42

Valid N (listwise)

'

I.

Based 0n the questions on questionnaire and Table 5.11, the result shows that
majority of the cabin crew believed that they stood more opportunities to find jobs in
other airlines or other organizations even though the salary or benefit packages might
be less than Air Middle-East. If Air Middle-East could keep up its salary and benefit
package, in spite of more job alternatives its turnover should be stable or even
decreasing.
Intention to Quit with Economic Situation
The Table 4.23 shows that economic situation does not have relationship towards
intention to quit of Air Middle-East crew. This indicates that no matter how good or
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bad economic situation is, the intention to quit of Air Middle-East crew remains the
same.

Table 5.12: Economic Situation
Descriptive Statistics
Mean
046 economic situation - I
feel the current
unemployment rate is high
047 economic situation - I
feel the unemployment rate
will gra dually increase

4.06

-

4. 08

044 economic situation - I
feel the global economic
situation is currently bad

4.42

045 economic situation - I
feel the economic situation
in my home country is
currently bad

4.45

Valid N (listwise)

-~

-

~

Based on the questions on questionnaire and Table 5.12, the result shows that
most of the cabin crew felt that the economic situation in t{i.eir home countries and
worldwide was bad and unemployment rate was high. This economic situation is
external factor which Air Middle-East could not conti;,ol but since it does not have
relationship towards intention to quif, the airline does not have to fo cus on this but on
other factors instead.

Intention to Quit with Age

The Table 4.24 shows that Air Middle-East cabin crew in different age groups
has different intention to quit. It indicates that the age group of 31-55 years old has
the lowest intention to quit when compared to other age groups. This implies that the
older the cabin crew is, the lower their intention to quit. If Air Middle-East wants to
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reduce the cabin crew turnover, they might need to take age of cabin crew applicants
as one of considerations.

Intention to Quit with Educational Levels
The Table 4.25 shows that Air Middle-East cabin crew in different educational
level groups does not have different intention to quit. This means no matter what
educational background the cabin crew possess, they have the same intention to quit.
As a result, Air Middle-East could not use education level of its cabin crew to lower
its turnover.

Intention to Quit with Job Tenure
The Table 4.26 shows that Air Middle-East cabin crew in different job tenure
groups have different intention to quit. It indicates that the cabin crew who has been
in the airline for less than 6 months have the lowest intention to q_uit when compared
to other job tenure groups. The reason is possibly that they are new to the airline and
have not finished their probation yet; hence, they still enjoy their fly ing excitement as
same as the new staff in other air ines or organizations. Air Middle-East could use this
special moment to impress its new cabin crew so that they could stay longer with the
airlines afterwards and the turnover would be lower.

Intention to Quit with Marital Status
The Table 4.27 shows that Air Middle-East cabin crew in different marital status
groups do not have different intention to quit. This means no matter what marital
status the cabin crew possess, they have the same intention to quit. As a result, Air
Middle-East could not use marital status of its cabin crew to lower its turnover.
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5.4 Recommendations for Air Middle-East
Cabin crew turnover is one of the critical problems of Air Middle-East at the
moment because the airline is planning to expand itself rapidly with the intense cabin
crew recruitment plan. The airline has invested a large amount of money in cabin
crew recruitment and training; hence, when the cabin crew decides to quit the airline,
the unexpected and unavoidable expenses occur.
In order to prevent and decrease the cabin crew turnover, Air Middle-East has
established some strategies but the turnover does not stop. As a result, the researcher
has conducted this research in order to find out the reaso ns behind with hope that the
results would benefit Air Middle-East in some ways.

,A

According to the findings and conclusion of the study, the researcher has come
up with the fo llowing recommendations:
f,RI /.

Job Satisfaction
Since the cabin crew somehow is uncertain with the support received from the
airline, the researcher suggests that Air Middle-East should ensure that when the
cabin crew encounters problem especially the personal ones, they are fully supported.
When cabin crew has sudden personal problems such as the urgent sickness of their
own or their famil y members or loved ones, the off days or leaves should be provided
without delay. In addition, the airline must ensure that when cabin crew faces urgent
problems, there will be contactable personnel available 24 hours a day instead of
during office hours because cabin crew works at different timing and is unable to
accommodate the office hour only.
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Pay Satisfaction

The researcher suggests that Air Middle-East should revise the yearly-salary
increase plan since it is relatively low when compared to the highly increasing cost of
living in Dubai. Even though the cabin crew gets higher salary when compared to
other airlines yet the cost of living is relatively higher. Air Middle-East might reduce
the amount of annual bonus which is given to cabin crew once and add this sum to the
salary which is paid monthly in a long run.
Performance-Reward Contingencies

Air Middle-East must have more effective performance monitoring system. It
should consider upgrading people according to their performance instead of the year
of working which could not always guarantee the effectiveness of their work and
performance. It needs to ensure that the upgrades or rewards are fairly provided to
cabin crew instead of the favorable ones. Moreover, Air Middle-East should
encourage the crew to give positive feedback to each other from bottom (Grade 2) to
top (Purser) and vice versa through the letters or emails Via their managers so that
cabin crew would feel that their good performances are recognized by seniors and
juniors, and commit themselves to do best performance continuously.
I

Working Conditions

The researcher recommends that Air Middle-East should work on its scheduling
system. It should guarantee that cabin crew would get at least one flight they prefer
per month on their roster so that they would feel fair and eager to do their job
throughout the month. Moreover, it should ensure that cabin crew would get
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maximum rest between the flights in order that they would be fit to fly, which helps
decrease the health problem leading to high ratio of sick calls at the moment, and have
high performance on board leading to higher customer satisfaction which results in
return customers and higher airline benefits.
Household Income
According to the findings, cabin crew, who are the mam household income,
would consider leaving the airline when they find better job alternatives with better
payment. Hence, if Air Middle-East keeps their payment rates higher than other
competitors and might offer some helps on family expenses such as 10% tuition fee
for cabin crew who have children in nursery or kindergarten, or 500-dirham dental
claim for family members, cabin crew would not leave the airline.
Family Attachment
Air Middle-East should ensure that cabin crew would get the fli ghts back home at
least once a month so that they would not feel homesick and depressed, which results
in their lower working performance. The airline should realize that majority of cabin
crew are away from home countries; hence, it should provide special visa issues such
as special visa fees or multiple entry visa to cabin crew's family members so that they
could come visit cabin crew as many times as they want and this will help lower the
family attachment of cabin crew.
Job Alternatives
Instead of having cabin crew quitting the airline for other organizations, Air
Middle-East should offer the job alternatives within the airline to cabin crew. Some
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cabin crew wants to quit the airline because they do not want to fly anymore due to
the unusual timing, health problems or motherhood conditions. Hence, Air MiddleEast should welcome these crew to other departments with several positions available
such as ground staff, cabin crew trainers or cabin crew recruiters according to their
working experience.
Age
Since the older cabin crew tend to quit job less than the younger ones, Air
Middle-East might reconsider the age of the cabin crew applicants. If the airline still
prefers to have the young ones, it might need to change the contract with the condition
that there will be an early-resign fee applied if they quit before 3 years because at the
moment Air Middle-East does not have any charges for those who quit before the 3year contract ends. If Air M iddle-East starts to adjust the contract, the turnover might
slow down and decrease since cabin crew need to think twice or more before quitting
due to the additional charge like other airlines do in order to compensate for its
recruitment and training expenses.

Job Tenure
Since the cabin crew with 6 months or less in the airline have the lowest potential
to leave the airline, Air Middle-East must ensure that they impress these cabin crew as
much as possible in order to have them with the airline in the long run. The airline
should ask for feedback from these cabin crew in order to know what they think and
adjust accordingly if possible since they will be the ones who grow old with the
airline. Also the airline should point out the benefits they will be given if they stay
longer in the airline such as the annual bonus, yearly-salary increase, ticket privileges
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and single accommodation so that they will have motivation to stay longer with the
airline.
5.5 Suggestions for Further Studies
This study only investigated the relationship between push factors and pull
fact ors and intention to quit of Air Middle-East cabin crew, and the differences among
demographic factors towards intention to quit Air Middle-East cabin crew.
Future studies should include other independent variables which are the major
concerns to intention to quit. For example, additional demographic factors such as
genders and nationalities, environmental factors such as local labour market,
organizational factors such as company culture and values and management behavior,
and persona1 factors such as job stress and organizational commitment.
Furthermore, the future studies could use some independent variables from the
model of Hom and Kinichi, which divides the independent variables into three main
drivers which a e 1) the external business environment element (unemploym ent rates,
job search and compared alternatives,
2) the personal element (inter-role conflict and
I
withdrawal cognitions) and 3) the job sati sfaction element Gob satisfaction and job
avoidance).
Alternatively, they could use some independent variables from lgbaria and
Greenhaus ' Turnover Intention Model, which I previously mentioned in Chapter 2
and is slightly different from the conceptual framework of this research. This model
divides the independent variables into six main factors which are 1) demographic
variables (age, organizational tenure and education) , 2) job satisfaction, 3) role
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stressors (role ambiguity and role conflict), 4) organizational commitment, 5) career
satisfaction, and 6) career-related variables (salary, promotability and career
opportunities).
In addition, the further studies can conduct deeper research on the relationship
between job satisfaction and intention to quit because this is the factor which the
current study found the strongest relationship with intention to quit of Air MiddleEast cabin crew.
Lastly, this research tudy is limited to only one ai rline which is Air Middle-East
in Dubai, United Arab Emirates. Hence, future studies could be conducted with other
airlines of other countries.
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QUESTIONNAIRE

Topic: A Study of the Relating Factors towards
the Cabin Crew Turnover in Air Middle-East

This questionnaire is a part of the research study to fulfill the requirements of the
Master of Sciences in Management, Assumption University. The survey is designed
to study the cabin crew's expectation and perception on their job in Air Middle-East.
Please understand there are no right or wrong answers and the researcher is interested
in the most thoughtful and valuable responses which

trul ~

reflects your feelings. All

responses wi ll be kept absolutely confidently.

The questionnaire is divided into 4 parts:

•

Demographic Profile

•

Perception on Job Dimension

•

Turnover Intention

•

General Information

NCIT

>I NC E 1 9 6 9
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Part 1: Demographic Profile

'*

-.

~~~

°' 'Slfl~

B ll'il

Direction: Please complete the following information about yourself by making (X)
in the box relating to your own profile. It is necessary to gather this data for the
usefulness of research analysis.

1. Age

0 21-25 years

0 26-30 years
132

0 3 l-35 years

0 36 years or over

2. Marital Status

0 Single

0 Married

0 Divorced/Widowed

3. Education

0 High School/Diploma
0 Master
0 Others, -

\\'"

- - --

-

0 Bachelor
0 Doctoral Degree

-

4. How long (approximately) have you been a cabin crew with A ir Middle-East?
0 Less than 6 months

0 6 months to 1 Year

0 l-2 Years

0 2-3 Years

0 More than 3 Years

NCIT

Part 2: Perception on Job Dimension

Direction: Please circle the number which BEST reflects your opinion.

Opinion
Statements

Strongly
Agree

Agree

Neutral

Disagree

Strongly
Disagree

2

1

Job Satisfaction

5. I am satisfied with my job as a whole.

5
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4

3

6. I find enjoyment in my current job.

5

4

3

2

1

7. Most days I am enthusiastic about
my work.

5

4

3

2

1

8. I am satisfied with the support which
I receive from the airline.

5

4

_)

2

1

9. I am not bored with my work.

5

4

_)

2

1

Pa~

Satisfaction

~~ ~~
"...

"'"" \

rE

re-.

1.

,.,

,.,

"' /,

10. I am satisfied with my present
salary package.

5

4

3

2

1

11. I am satisfi ed with the yearly salary
mcrease .

5

4

3

2

1

12. The benefits and salary I receive are
as good as most other airlines offer.

5

2

1

13. My income is adequate in covering
my expenses.

5

\~

I

4

_)

2

1

14. I fee l that I am being paid a fair
amount for the work I do.

5

I.I

4

3

2

1

-

-

Performance-Reward Contingencies

9

4

~~o.

3
,.,

~~

15. There is a good opportunity for
promotion on my job.

5

4

3

2

1

16. There are equal opportunities for all
cabin crew for job promotion.
17. The opportunity to get a promotion
is equally offered when compared to
other airlines.
18. I believe that my promotion
obviously comes from my abilities and
performance.

5

4

3

2

1

5

4

3

2

1

5

4

3

2

1
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5

4

.)

"

2

1

20. My flying hours per month are fair
when compared to colleagues.

5

4

3

2

1

21. The working days per month are
reasonable.

5

4

.)

"

2

1

5

4

3

2

1

23. I get the flights on my monthly
roster as wha I prefer.

5

4

3

2

1

24. The workload is fairly allocated.

5

4

3

2

1

25. Work place is safe and injury rarely
occurs.

5

4

3

2

1

26. The working environment is
comfortable.

5

4

.)

"

2

1

27. Working conditions suit my job
requirement.

5

3

2

1

19. My chance for promotion is high.

Working Conditions

22. The rest between each fl ight is
enough.
-

fr l:\

~

11:.

1

-...,,
i\

_....,

Household Income

?or::i..

SINC

~,,,fl'l~

~

..

9

4

,

...

Stfa \~

28. I gain the highest income when
compared to other family members.

5

4

3

2

1

29. I am responsible for the family
expenses.

5

4

3

2

1

5

4

3

2

1

Family Attachment
30. I miss my family and my
boy/girlfriend at home when I am
working far away from home for a long
time.
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31. I am always rostered the flight back
home.

5

4

3

2

1

32. I feel homesick and depressed when
I am away from home for a long time.

5

4

3

2

1

33 . I always fly home on my off days
and leave.

5

4

....

_)

2

l

34. I have good opportunity to work as
cabin crew in other airlines.
-

5

4

3

2

1

35. I have good opportunity to find
other jobs if I leaye this airline.

5

4

....

2

1

36. There are many good jobs available
in the market.
37. I can.get better job with better
salary and benefit package if I quit this
airline.

5

4

3
... -_.

2

l

5

4

.)

2

1

Job Alternatives

Economic Situation

r.

_)

,,

~1 : ,1

I

5

c:1n

4

3

2

l

39. I fee l the economic situation in my
home country is currently bad.
40. I feel the current unemployment
rate is high making it difficult to find
new jobs.

5

~ ~

4

3

2

l

5

4

3

2

1

41. I feel the unemployment rate will
gradually increase.

5

4

3

2

1

38. I feel the global economic situation
is currently bad.
~

Part 3: Turnover Intention

Direction: Please circle the number which BEST reflects your opinion.
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Turnover Intention

42. I expect to quit my current job.

5

4

3

2

1

43. I have intention to quit my current
job.

5

4

3

2

1

44. I am actively seeking new
opportunities elsewhere.

5

4

3

2

1

Part 4: General Information

Direction: Please choose only ONE answer and mark X in the box which, BEST
represents your data.

45 . Are you an ex-crew?

0 Yes

ROTJ.t,

fl IEi.

If YES, how many years had you been flying with previous airline?
0 1 year or less

D 2-3 years
0 4 years or more

ONo
If NO, is a cabin crew your "first job" since you finished school?

0 Yes
137

DNo
46. Why did you consider working as a cabin crew with Air Middle-East?
(Choose one answer)

D Positive reputation

D Salary

D Benefit package

D Job advancement opportunity

D Travel opportunity

D Airline stability

D New ai rcrafts

D Uniform

D Others' recommendation

D Opportunity to move to Dubai

D Family members or friends in the airline

47. What position are you no w?

D Grade 2

f,RIE:l

ABO

D Grade 1
0

D FGI

'lf7~ SINC

-;,,,,!},

D SFS

D Purser

48. Have you ever thought about changing your job from the cabin crew to other types

of jobs?

D Yes

DNo

49. Have you ever thought about quitting the job at Air Middle-East?
138

D Yes

(if YES , within which period from now?

D 1 year or less

D 2 years

D 3 years or more

DNo

~~\'J [ffS/J"y
Thank You Very Much for Your Cooperation.

~

~

Q..
~

-

~

r-

::>

(/)

~

ROTff.

6 I l.

LAB

CIT
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l:=a

~
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Hom and Kinichi's Model

Independent Variables

External Business

Environment Element
• Unemployment Rates
•Job Search
•Compared Alternative

Dependent Variable

Personal Element

ER

•Inter-Role conflict
•Withdrawal Cognitions

Lab our Turn over

Job Satisfaction Element
•Job Satisfaction
• JobAvo·dance
ROr11

f,RIFI..

LAB

INCIT
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