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Abstract

In China, the employee attrition rate was 8.3% @®R2 and reached 11.3% in 2004 while
some firms observed turnover rates as high as 3®6npomist 2005). The rate of China’s
nationwide employee turnover increased every siyglar over the past decade with the
employee turnover rate in 2011 reaching 26.3% (Aar@h2012). Empirical research
supports the notion that employee turnover sigaifity impacts organizational performance
(Shaw et al., 2002). According to Aubert, Rivardddatry (2004), the extent of outsourcing
iS subject to transaction attributes such as humsource availability. Since outsourcing has
major implications for revenue, personnel stability IT outsourcing firms has drawn
increasing attention from the industry.If the ITtgourcing industry in China wants to
maintain its high growth rate, it must not only ritiéy the factors that impact turnover but
also determine how they impact it. This will helpprove human resource management
practices and ultimately improve turnover ratese Timjority of international research is on
outsourcing decision-making and outsourcing managerinom the client’s perspective, with
little research conducted in relation to offshoeevice providers from developing countries
(Doren & Revti, 2009). A considerable amount oediture has been published on job
retention and resignation decisions of employeé®rd is a need for IT outsourcing firms
and their clients to know the attitude of Chind&sprofessionals towards turnover intent, job
satisfaction and employment opportunity.

This study surveyed IT outsourcing professionalouabturnover factors from their
perspective as employees. It examined the modgraffiect of employment opportunity on
the relationship between job satisfaction-anatention to quit. The purpose was to provide
insights for decision makers to formulate betterpkyee retention strategies.The study
population was limited to IT outsourcing professitsnworking in China. The study involved
randomly inviting 5,000 IT outsourcing professiadiom IT outsourcing-related public
websites and databases in China to participata ondine anonymous questionnaire survey.
This study adds to the existing literature by pdowj a greater understanding of the key
factors impacting turnover from the perspectivdTobutsourcing professionals in China. In
addition, the study contributes to managerial goby allowing policy-makers to plan for
retention strategies with a more focused approasta result of better IT talent retention, the
service capability of outsourcing vendors is stthaged and thus the success of outsourcing
clients is more likely assured (Feeny Lacity, & Malcks, 2005). Learning from the findings
of this study will help China outsourcing firmsnwore rapidly catch up with, and ultimately
surpass Indian firms to gain the major share of Theutsourcing market.

1. Introduction

IT outsourcing has become a trend that has beemreefto as the next industrial revolution
(Blinder, 2006). India has been the preferred magonal IT location for outsourcing, but

China is catching up fast and has been the secarsd preferred destination since 2003
(Kearney, 2011). The success of outsourcing not dapends on the customer, but also on
the capabilities of the outsourcing vendor (Feengle 2005). Therefore, it is in customers’
interest to make sure their vendors perform weltig@, 2000). Many IT outsourcing
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contracts are time and material contracts for steadfits (Gopal et al., 2003), which are
sensitive to turnover issues. The extent of outsogris subject to transaction attributes such
as resource stability (Aubert et al., 2004).

Employees are essential for organizational sucamdscan provide the organization with a
sustainable long-term competitive advantage (Redsk@01; Porter, 1990,1985). Employee
turnover is a major concern for organizations andoinsidered to be one of their most costly
and critical challenges (Griffeth, Hom, & Gaertn@Q00; Maertz & Campion, 1998).
Empirical research suggests that employee turnsigmificantly impacts organizational
performance (Shaw, Gupta, & Delery, 2002). The uesgs invested in an employee that
leaves, represents a substantial loss to the aaf#om. Hytter (2007) estimated the turnover
cost to be 50% to 150% of an employee’s annuahsadlais therefore not surprising, that
most organizations classify employees as one oir st valuable resources. Thus,
replacing employees for any reason is not only perational issue, but is also related to
financial loss and might even alter the organizetioculture (Shaw et al., 2002; Satava,
2003).

Losing staff is part of doing business; howeveghhturnover rates are unnecessary and
wasteful. There are many factors that contributentployees’ decision to leave their current
organization or occupation. The economic climateb jsatisfaction, managers and
organization culture are but a few of the factbiat tmay impact employees’ decision to stay
or leave. Reasons for leaving one’s job have géipdraen classified as either internal (work
related) or external (not work related). Employ@ssernal personal reasons for leaving their
employment are beyond an organization’s controlyéneer, internal or work related issues
are within organizational capabilities. Job satisém, employment opportunity and turnover
intention constructs have been of interest to rebeas for many decades. However, none of
the published studies collected data from IT outsog professionals across the whole of
China in order to examine the interaction of thesestructs.

Employee turnover theories mention that the jolistaition of an employee plays a
significant role in turnover (Boswell, Boudreau,T&hy, 2005; Steel, 2002). Mowday, Steers,
and Porter (1979) claimed that overall job satiséacis negatively linked to turnover, and
William, Harris, and Parker (2008) found that tweodecreases as job satisfaction increases.
In the field of job satisfaction, Smith, KendalhdaHulin’s(1969) Job Descriptive Index (JDI)
is one of the best known instruments (O'Connorele®& Gordon, 1978). In 1990s, the JDI
was revised with the inclusion of the Job in Gehgls) scale to measure how employees
feel about their job at a general level (Nagy, 2002

Mobley’s (1977) intermediate linkage model presdrire of the most comprehensive efforts
to model the turnover process. Following on fronatthMichaels and Spector (1982)
presented a refined model by incorporating the SdgfaPorter et al. (1974) into Mobley’s
(1977) intermediate linkage model without much tle¢ioal sacrifice. In Michaels and
Spector’s (1982) model, job satisfaction is plas&tk-by-side with both preceding intention
to quit that interacts with perceived alternativeptboyment, leading to actual turnover. As
Michaels and Spector’s (1982) model appears toepies path for the future, it was chosen
to form the basis of the framework for this stuByice’s (1977) turnover model recognized
that there might be other variables, such as emmpoy opportunity, impacting turnover.
Employment opportunity can act independently oretbgr with other variables such as job
satisfaction. The model suggests that employmepormpnity and job satisfaction interact to
induce turnover.

The majority of international research is on outstg decisions and outsourcing
management from the clients’ perspective, with JVgtie on offshore service providers from
developing countries (Doren & Revti, 2009). Thisudst fills the research gap by
investigating how perceived employment opportusitimoderates the effect of job
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satisfaction on the intention to quit for IT outsting professionals in China.

2. Literature Review

2.1Information Technology Outsourcing in China

Information technology (IT) services outsourcinghe movement of IT activities from one
corporation to another organization (Marshall, 200&ompanies are increasingly
outsourcing IT activities as a viable method fofsefting costs, and it has become a
mainstream business practice in all industries.

The success of outsourcing not only depends ocuk®mer, but also on the capabilities of
the outsourcing vendor (Feeny et al., 2005). Tleeefit is the customers’ interest to make
sure their vendors perform well (Quinn, 2000). Thek associated with software

development means that vendors prefer time andrialat®ntracts to ensure steady profits
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(Gopal et al., 2003). Consequently, employee twnmn the vendors’ side is a sensitive
issue for outsourcers who may benefit from studyilng factors that impact turnover in
China’s IT outsourcing firms.

2.2Job Satisfaction

Many studies about job satisfaction in the areaodjanizational behavior have been
conducted (Rad & De Moraes, 2009) due to its sicgmice and association with
organizational outcomes (Gu et al., 2010).

2.2.1 Job Satisfactionand Associated Concepts

Despite thousands of research projects having beeducted in the field of job satisfaction
(Rothausen, Gonzales, & Griffin, 2009), there iy@sno consensus amongst researchers on
its definition (Wickramasinghe, 2009). According Ad Jenaibi (2010), it is primarily the
researcher’s personal value and belief that defimegob satisfaction concept. As such, some
scholars claim that the concept of job satisfactowague and mythological (Ssesanga &
Garrett, 2005). While some researchers describesgtisfaction as a steady disposition that
resides in employees (Ahmad et al., 2010; Oplatkdigon, 2008), others characterize job
satisfaction as a personal attitude towards ormdds(Pepe, 2010; Edwards & Cable, 2009;
Oplatka & Mimon, 2008). On the other hand, sometis¢s argue that job satisfaction is a
multi-dimensional concept characterized by persondtaits and environmental factors
(Tanriverdi, 2008). These discrepancies suggedt ftitther research is required into job
satisfaction (Ssesanga & Garrett, 2005).

Early research on job satisfaction was in the 19%@ghat time, researchers believed that
motivation was based on monetary returns (Fichte€igolla, 2010) and that individuals
were either lazy or motivated (Mustata et al., J01Reople who were lazy could be
externally stimulated to work harder or could intdty stimulate themselves for the good of
work efficiency and socio-economic returns (Fich§eCipolla, 2010). High levels of job
satisfaction result in lower absenteeism, increasestivation, and higher productivity
(Rothausen et al., 2009).0n the flip side, low lew& job satisfaction introduce tardiness,
absenteeism, and high turnover (Wickramasinghe9RResearchers have found that job
satisfaction is associated with job attitudes, eyg® behaviourand turnover (Sinclaire, 2011;
Bradford, Crant, & Philips, 2009).

2.2.2 Essence of Job Satisfaction in Attracting and RetaingTalents

Job satisfaction attracts and retains talent (Rmtba et al.,, 2009), especially in
knowledge-intensive and service-based professesraice organizations (Rad & De Moraes,
2009). The IT outsourcing industry requires a caraus supply of qualified talents to
delivery software and IT services, so retentiospEcialists is key issue. Shahnawaz and Jafri
(2009) conducted a study with 80 IT sector paréioig and concluded that job satisfaction
predicts intention to quit better for stayers, whibrganizational commitment predicts
intention to quit better for leavers. Stayers referthose who changed jobs two or less times
over the past four years, while leavers referhtsé with more than two employers in the
past four years.

2.3Employee Turnover

A plethora of studies have reported on the jobs&attion and turnover relationship. Job
satisfaction continues to be a hot topic for emetsydue to its important role in employment
outcome. Job satisfaction has a positive impaavark efficiency and has a negative impact
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on absenteeism (Altuntas & Baykal, 2010; Arnold &Ildman, 1982). Conversely, job
dissatisfaction results in low productivity and higmployee turnover (Gifford et al., 2002;
Dahlke, 1996). In fact, it has been suggested ttiexte is a direct correlation between job
dissatisfaction and increased turnover (Griffetontl & Gaertner, 2000; Mobley et al., 1979).
William et al. (2008) found that as job satisfanticncreases turnover decreases; job
satisfaction is inversely correlated to employeaduer. Rad and De Moraes (2009) reported
that satisfied employees are more dedicated, ptvey@nd stable.

2.3.1 Turnover Core Framework

Some researchers have contributed immensely toetWéution of turnover studies. For
example, Maslow’s and Herzberg’s work on job satisbn, March and Simon’s (1958)
model and Mobley’s (1977) recognition of intentitmleave and alternative opportunities.
Although all of the aforementioned played a promineole in defining contemporary
turnover studies, Mobley’s (1977) intermediate éigk model presented one of the most
comprehensive efforts to model the turnover pradestheir model, job satisfaction precedes
intention to quit, which interacts with perceivellemnative employment, leading to actual
turnover. As Michaels and Spector’s (1982) modgleaps to present a path for the future, it
was chosen to form the basis of the frameworkHisr $tudy.

2.3.2 Retention and Intention to Stay

Tate (2007) referred to a PricewaterhouseCoopeaysrréhat conducted with more than
CEOs from 300 privately held companies who clairaktdough they considered talents was
their biggest expense, yet they still lack of defadile and systematic process to retain key
people. Firm success relies on how well organinaticetain their talents (Mayfield &
Mayfield, 2007) and that's what they believe theyi@ realize their investment The director
of accounting group Ernst and Young, has notedithaicheaper to retain employees than to
recruit new ones to take over the post of thoseldave (Economist, 2005). Firms that are
unable to keep their high performers are bounds$e Iltheir pool of talented workers and
become short-staffed, and a poor quality labourdawill eventually affect the firm’s ability
to survive in an increasingly competitive businessironment (Rappaport, Bancroft, &
Okum, 2003).

It will be helpful for managers to understand teseamtial factors that enhance job satisfaction
and intention to stay, in order to maintain a stadohd skilled workforce (Singh & Loncar,
2010). Not only to understand the reasons for teavbut also to understand the
reasonsemployees stay in an organization (Holtoml.e2008; Rad & De Moraes, 2009).
Price and Mueller (1981) introduced a model thatuded job satisfaction and other jobs
opportunities as factors that influence the densiof employees not to leave the job. They
also included distributive justice as an esseffdigtor and proposed that workforces would be
more content if their efforts were recognised. Inuenber of studies, organizational justice
was presented in a broader sense as consistingquility perceptions correlated to
consequences, processes, and interpersonal conationg; all of which are connected to
the choices of employees to stay in their currelt(Aquino et al., 1997).

Effective career planning is another important elemin the containment of the turnover
problem (Bartol & Martin, 1982; Igbaria & Siegel993).For on-going improvements of
employee competitiveness in the business world,ottlg sustainable practice is to keep
employees educated and provide training for futin@lenges. According to Wilson (2006),
learning and development opportunities are theratiest frequently mentioned contributors
to employee retention. In China, employees oftegid#e whether or not to join an
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organization based on the opportunities for learand development, so most companies
consider this as the most significant element traeting workers and ensuring that they
remain focused and enthused on the job (Gebaué6)2@t comes to the importance of

organization’s strategies to implement such retentdR program and practices (Hytter,

2007).

Mowday et al. (1982) concluded that job satisfati® specific to an employee focusing on
the specific task environment. They found thatgakisfaction is a more immediate response
to a work environment and Shore and Martin (1989)ntl that job satisfaction is more

related to performance. It can be concluded thht gatisfaction can be used to predict
employee behavior (Wong, Hui, & Law, 1995; Farka3eirick, 1989).

2.4Employment Opportunity

Employment opportunity is the ease of movementvaflability of jobs in organizations and
its visibility to the individual (March & Simon, BB). Trevor (2001) suggested that an
individual's ease of movement is important in vaamy turnover research and that ease of
movement is simultaneously determined by markettleyeneral job availability and an
individual's characteristics. Based on the ideaedéntion, most employees will tend to stay
with their job if it fulfils them and if they thinkhat there are not many other employment
opportunities in the market (March & Simon, 1958).

2.4.1 Ease of Movement and Movement ofCapital

Individuals have no control over external situasiopuch as economic recession or when the
profession is saturated, that affects the avaitghif alternative job opportunities. According
to organizational equilibrium theory, there are tkey motives in voluntary employee
turnover: desirability and ease of movement. Déditg is based on the degree of
satisfaction of the employee towards the job, whalese of movement is about job
opportunities in the job market. Ease of movemeithin and outside of the organization is
linked to the availability of jobs, which is mainigffected by the most accurate single
predictor of labour turnover; the economy. Basedhanidea of retention, most employees
will tend to stay with their job if it fulfils thenand if they think that there are not many other
job opportunities in the market (March & Simon, 895In short, the two most significant
elements in an employee’s choice to leave or ndeawe their current employer are job
satisfaction and the availability of other job oppaities.

Trevor (2001) suggested that an individual's easenovement is important in voluntary

turnover research and that ease of movement isltsineously determined by market-level
general job availability and an individual's chamacstics. He termed the characteristics
‘movement capital’, which includes an individua#slucation, special experience, cognitive
ability, and transferable skills. Trevor furtherggested that the effect of general job
availability, which is typically negative on turnery depends on movement capital.

2.4.2 Employment Opportunity, Job Satisfaction and Turnower

Price’s (1977) turnover model recognized that therght be other variables, such as
employment opportunity, impacting turnover. Empl&yrh opportunity can be acted
independently or together with other variables jifde satisfaction. The model suggests that
employment opportunity and job satisfaction intérax induce turnover. As employment
opportunity increases, job satisfaction decreames,two of them together leads to turnover.
Employment opportunity and job satisfaction arewdd as the intervening variables between
turnover and primary determinants of turnover lig&y, integration, and centralization.
Mobley (1977) suggested that comparing alterngtites is correlated to intention to quit.
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Other researchers added to that even employeesxtremely dissatisfied with their jobs,
they may still not leaving the organization excepere are attractive job alternatives
available to them (Pepe, 2010; Oplatka & Mimon, 0Williams et al., 2008). From the
foregoing it would seem that alternative employmkeas an interactive effect on primary
predictors of turnover, and that ignoring the labouarket as a measure of employment
opportunity in turnover studies is no longer a pragc approach.

2.5Hypothesis Development

Based on the research gap identified from thealitee reviewed, the research model shown
in Figure 1 was developed to illustrate the rel&lip among job satisfaction, employment
opportunity and intention to quit. The research eladescribes the key theories and their
major components for the ease of understandingnbeact of context and process scope on
outcomes (Karr, 1991).The research model consfstisree constructs, with one dependent
variable named ‘intention to quit’, one moderatadiable named ‘employment opportunity’,
and one independent variable named ‘job satisfactibhe following descriptions provide
the development of the three hypotheses.

2.5.1 The Direct Relationship between Job Satisfaction ahintention to Quit

It has been suggested the existence of a directlabon between job dissatisfaction and
increased turnover (Griffeth, Hom, & Gaertner, 200dobley et al., 1979). Job
dissatisfaction also resulted to low productivideemployee turnover (Gifford, et al., 2002;
Dahlke, 1996). Mobley et al. (1979) claimed tha¢m job satisfaction is negatively linked
to turnover, and William et al. (2008) found thatrnover decreases as job satisfaction
increases. As job satisfaction has found to bergahg correlated to employee turnover, it
was hypothesized that:

Hypothesis 1:  Job satisfaction is negativelycated to employee turnover intention in
China’s IT outsourcing sector.

2.5.2 The Direct Relationship between Employment Opportuity and Intention to
Quit

Price’s (1977) model recognized that there mightobieer variables such as employment

opportunity impacting turnover. Mobley’s (1977) nebdound comparison of alternative jobs

as being directly correlated to intention to qUibe rapid growing of the IT outsourcing

industry in China provides more opportunity to ap@nobs and hence the possible higher

intention to quit their current jobs. Thereforewds hypothesized that:

Hypothesis 2:  Employment opportunity is positivatgrrelated to employee turnover
intention in China’s IT outsourcing sector.

2.5.3 Employment Opportunity Moderates the Impact of JobSatisfaction on Intention
to Quit

Price’s (1977) turnover model suggests that oppdstuand satisfaction interact to induce
turnover. The model suggests that as opportunitiegase, satisfaction decreases, and both
would consequently lead to turnover. Opportunityd asatisfaction are viewed as the
intervening variables between turnover and primdegerminants of turnover like pay,
integration, and centralization. Other researchdescribed that even employees are
extremely dissatisfied with their jobs, they maijl sbt leaving the organization except there
are attractive job alternatives available to theéPepe, 2010; Oplatka & Mimon, 2008;
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Williams et al., 2008). In this respect, alternatemployment has an interactive effect with
primary predictors of turnover.

Hypothesis 3:  Employment opportunity moderates theationship between job
satisfaction and employee turnover intention inn@ts IT outsourcing
sector.

2.6 Research Model

The research model is shown in Figure 1 which &®sof three constructs, with one
dependent variable named ‘intention to quit’, amgejpendent variable and also a moderated
variable named ‘employment opportunity’, and onelependent variable named ‘job
satisfaction’.

Intention to Quit

H1 1

Job
Satisfaction

H3

H2

Employment Opportunity

Figure 1.Research Model of the Study

3. Methodology

This study aimed to understand the perception abufsourcing professionals in China on
how job satisfaction impacts intention to quit andderated by employment opportunity. All

of the potential participants considered for thigdg were IT outsourcing professionals

working in IT outsourcing firms in China. This gmwf IT professionals are white-collar

workers. Most of them are located in tier one sité# China, such as Beijing and Shanghai,
and tier two cities, such as Dalian and Chengdumi@derWorld, 2011). This study surveyed
IT outsourcing professionals about turnover factarm their perspective.

3.1Sample and Data Collection Method

The sample frame consisted of IT outsourcing psiesls, including delivery managers,
project managers, technical leaders, engineergersesand technical supporting staff, who
were within the research population and whose condatails (e.g. name, email, login
account) were available from IT and outsourcinged public websites, social media sites,
and members’ directories in China. Since the cant#ormation of potential participants
was obtained from the public domain, the samplméavas considered to be representative
of the population.In this study, the largest saa#léhe questionnaire is 18 and therefore at
least 180 participants were required. However rédsearcher targeted 300 valid responses in
order to gain a better research quality. Sincegdbamn past on-line surveys, the lowest
anticipated response rate is 10% (Bryman, 20083etthousand potential participants were
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drawn from the population in anticipation of redeg around 300 valid responses for
statistical analysis, which would be sufficienteiosure validity and reliability of the results.
Respondents were informed by email the URL of théiree questionnaire of this study. They
were voluntarily to fill the questionnaire thems=vwithout identity recognised by using
their own time.

3.2Research Instrument

This section describes the instruments to be usedeasure the variables. The variables in
the questionnaire survey covered employee demomspfob satisfaction, employment
opportunities, and intention to quit. There aree¢hconstructs in this study and different
measurement scales were adapted from previousestdidi measuring each construct as
listed in Table 1 below.

Table 1. Measurement of Constructs

Constructs Measuring items Number | Format
adopted from of ltems
Job satisfaction Ironson et al.’s (1989) | 18 Yes/No/?

Job in General scale
from the Job Descriptive

Index
Employment Peters et al.’s (1981) 3 Likert scale of 1
Opportunity Perceived Job (stronglydisagree) to
Alternatives 5 (stronglyagree)
Intention to Quit Peters etal.’s (1981) |6 (3 + 3)| Likert scale of 1
Thoughts of Quitting and (stronglydisagree) to
Intention to Leave the 5 (strongly agree) for
Job Thoughts of Quitting,

Likert scale of 1
(Certainly Not) to 5
(Certainly) for Intention
to Leave the Job

Job satisfaction, employment opportunity and intemto quit constitute continuous data and
are assessed using scales with strong psychometacacteristics. Demographics are
designed to ascertain respondents’ age group, gejotbelevelandlongevity within the IT
industry and within the current employer. Most eoygle demographics are non-continuous
scales measured by dichotomous items.

3.2.1 Measurement for Job Satisfaction

Smith, Kendall, and Hulin’s Job Descriptive Inde}D() is a well-known instrument in job
satisfaction research (O'Connor et al.,, 1978).Ha 1990s, JIG was introduced for the
measurement of general job satisfaction levels§loa et al., 1989) as a revision of the JDI.
This study employed the JIG scale for measuring Btwa’s IT outsourcing professionals
generally felt about their job. Table 2 below shdiwsse measuring item IDs and questions
associated with the job satisfaction construct.

Table 2. Survey Questions to Measure Job Satisfaoti
Source: Adapted from Ironson et al. (1989) - JIG

| ltemIDs | Questions




Js-01 Pleasar
J&-02 Bac

JS-03 Idea

JS-04 Waste of time
JS-05 Good

JS-06 Undesirabl
JS-07 Worthwhile
JS-08 Worse than most
J&-09 Acceptabl
JS-10 Superio
J&-11 Better than mo
JS-12 Disagreeable
JS-13 Makes me content
JS-14 Inadequat
J&-15 Excellen
J&-16 Rotter
JS-17 Enjoyable
JS-18 Pool

3.2.2 Measurement for Employment Opportunity

The researcher reviewed a number of previous sty#ieatri, Fern, & Budhwar, 2001; Hom
& Griffeth, 1991; Colarelli, 1984; Mowday, Kober§, McArthur, 1984; Spencer, Steers, &
Mowday, 1983; Michaels & Spector, 1982) about emplent opportunity, thoughts of
quitting and intention to leave the job. It wasriduhat the survey items from Peters et al.
(1981) best suit this study. The measuring itemdBd questions are shown in Table 3 below.

Table 3. Survey Questions to Measure Employment Ogptunity
Source: Adapted from Peters et al. (1981) - Peecedob Alternative

Iltem IDs | Questions
EO-01 | Itis possible for me to find a better job than ¢ime | have now.
EC-02 | Acceptable jobs can always be fot
EO-03 | There is no doubt in my mind that | can find a fbht is at least as good fas
the one | now have.

3.2.3 Measurement for Intention to Quit
The measuring item IDs and questions for intentitioguit are shown in Table 4 below.

Table 4. Survey Questions to Measure Intention to @t
Source: Adapted from Peters et al. (1981)
- Thoughts of Quitting and Intention to Leave thé J

Item IDs | Questions

ITOA-01 | Itis possible for me to find a better job than ¢me | have nov

ITOA-02 | Acceptable jobs can always be found.

ITOA-03 | There is no doubt in my mirthat | can find a job that is at least as goo
the one | now have.
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ITOB-01 | I intend to remain on this jc

ITOB-02 | | am actively looking for a new job.

ITOB-03 | I will quit my job soon.

3.3Data Analysis

Data collected in the questionnaire survey wererdoaded from the on-line platform and
imported to SPSS 21 for statistical analysis, sashvalidity and reliability testing, and
multiple linear regression for testing direct relaships and moderating effect. As job
satisfaction (JS) was measured using 18pointed®bfind nominal scale with 3 groups, the
negative representation of satisfaction such aswsxé re-coded. Thus, JS2, JS4, JS6, JS8,
JS12, JS14, JS16 and JS18 were reverse coded‘8sifog no, “2” for not sure and “1” for
“yes”. These provided all positive reflection otiséaction with job. The 18 values were then
summated and averaged. The average of 2 and akasseretaken as “Yes” while less than
2 was taken as “No”. This provided a dichotomousnimal measurement level for
satisfaction, which was used for further analysis.

4. Analysis of Results

4.1 Characteristics of Sample
Total 292 questionnaires were completed which sepres a 5.84% response rate of 5.84%.
Table 5 below shows the characteristics of the $gamp

Table 5. Demographics Details of Respondents

Frequency| Percentage
Gender of Respondents
Femalt 92 31.t
Male 20C 68.5
Age Group of Respondents
18-24 27 9.2
25-34 188 64.4
35-44 70 24.0
45-54 6 2.1
55 or abov 1 0.3
Marital Status of Respondents
Single 113 38.7
Married 170 58.2
Others 9 3.1
Education Level of Respondents
Secondary/High Schc 7 2.4
Associate Degree/Higher Diplol 29 9.¢
Bachelor or Prof. Degree 192 65.8
Master Degree / Doctorate 62/2 21.2/0.7
Job Position of Respondents
Manager/Administrative 109 37.3
Service Delivery/Developer/Tes 104 35.€
Other: 79 27.1
IndustryExperience of Respondents
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2 orles 58 19.¢
2to ¢t 86 29.5
6 to 1( 95 32.5
11 to 20 51 17.5
More than 20 2 0.7

Tenure of Respondents

2 or less 136 46.6
2to ¢t 98 33.€
6 to 1( 50 17.1
11 to 20 8 2.7

Company Size of Respondents

30 or less 30 10.3
31 to 100 57 195
101 to 300 25 8.6

301 to 100 57 19.5
Over 100! 12: 42.1
Monthly Income of Respondents

Less than RMB6,000 60 20.5
RMB6,000 to RMB12,000 116 39.7
RMB12,001 to RMB20,000 65 22.3
RMB20,001 to RMB40,0C 39 13.4
More than RMB40,0C 12 4.1

4.2 Descriptive Analysis of Job Satisfaction

As job satisfaction was measured using 18 poirftera JDI (discussed in Chapter 3), the
negative satisfactions were re-coded accordinglyr go averaging them to represent each
respondent’s response. With this, all values alibweere assigned as “Yes” while average
scores below that were assigned “No”. Table 6 bedtvwws that a majority (76.7%) of
respondents are, on average, satisfied with tbbirQnly a marginal 23.3% are not satisfied.
This job satisfaction was represented with a diematus, nominal measurement level.

Table 6. Descriptive Analysis of Frequency of Job&iisfaction

Job satisfaction Frequency | Percentage
Yes 224 76.7
No 68 23.3
Total 29z 100.(

4.3 Reliability and Validity Testing

Table 7 below shows the factor loading and Cronsaalpha of Employment Opportunity
(EO) and Intention to Quit (ITQ). All the 6 item$§Id3Q loaded into a single component and
its Cronbach’s alpha of 0.870 shows that the imteoonsistency has been achieved. For
measuring EO, item EO2 is removed such that other items loaded into a single
component. The Cronbach’s alpha of EO is 0.674 kwhatso shows that its internal
consistency meets the required standard for fudtaistical analysis (Nunnally, 1978).

Table 7. Factor Loading and Cronbach’s alpha of EGand ITQ

Component

Items ID EO ITQ Cronbach’s alpha
EO1 0.830 0.674
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EO? 0.86/

ITQ2 0.72¢ 0.87(
ITQ3 0.82-

ITQ5 0.787

ITQ1 0.606

ITQ6 0.757

ITQ4 0.707

4.4Direct Relationships

Based on the data collected and the measuremeis lesed to collect the data, the inference
analysis to test the hypotheses was conductediby osultiple linear regression. To address
H1 and H2, multiple linear regression was usedest the model below by considering JS
and EO as the independent variables and ITQ adetbendent variable.

ITQ =Bo +B1(JS) +B2 (EO) +&

The above model shows th@gis a constantf3;and [3,are the coefficients for JS and EO
respectively, andis the error of the model.

Table 8. Model Fit of Influence of EO and JS on ITQ

Model Sum of Squares| df Mean Square F Sig.
Regression 2182.084 I 311.72§ 31.835 .000
1 |Residual 2780.904 284 9.792
Total 4962.98¢ 291

a. Dependent Variable: ITQ
b. Predictors: (Constant), JS, EO

Table 8 above shows evidence of model fit as F 8481df = 7, 284, p-value = 0.0001
(p-value < 0.05), thus indicating a significant rabfit.

Table 9. Coefficient Significance of EO and JS

Model Unstandardized| Standardized t Sig. | Collinearity Statistics
Coefficients Coefficients
B Std. Error Beta Tolerance VIF
(Constant)| 20.88¢ 2.14¢ 9.741f .00C
EO 425 154 126| 2.757 .006 .946 1.057
JS -1.94 .55¢ -.20C| -3.48z| .001 .60( 1.66¢

a. Dependent Variable: ITQ

4.4.1 Job Satisfaction (JS)

Table 9above shows t=3.48 and p-value = 0.001 (p-value < 0.05), hences Ssignificant

variable in influencing ITQ. The negative valuesténdardize@ shows the relationship is
negative, thus H1 is supported.

4.4.2 Employment Opportunity (EO)

Table 9 above shows t = 2.76 and p-value = 0.06&ljpe < 0.05), thus showing that EO is a
significant variable influencing ITQ. The positivalue of standardizefl shows there is a
positive relationship between EO and ITQ, therefd2eis supported.
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Hence from Table 9, we can rewrite the model withvalues as shown below.
ITQ =20.889 — 0.200 (JS) + 0.126 (EO§ +.... (1)

Equation (1) shows a model with relationships betwdéTQ, JS and EO. When all else
remains the same, the value standardfized-0.200 shows that for every job satisfaction that
changes from being satisfied to not satisfied, |[T@ average increases by 0.200 units (in
other words, when employees are not satisfied)ikedihood to quit increases) whilst the
value standardizel = 0.13 shows that when employment opportunitydases by 1 unit, the
intention to quit increases by 0.13 units.

4.5Moderating Effect of EO on Relationship between Jand ITQ

The moderating effect of EO on the relationshipweein JS and ITQ is tested by using
multiple linear regression (MLR). The MLR equatiovith the interacting effect of EO
between JS and ITQ is shown as:

ITQ = Bo + P2 (JS) +B2 (EO) +Ps (JS*EO) +¢

In the above modefis a constanf3;and3, are the coefficients for the independent variables
JS and EO respectivelgsis the coefficient of interactive variable (moderatwhilst eis the
error of the model.

The assessment of the moderating effect relieb@eistence of the relationship between JS
and ITQ: ITQ =Bo + B1 (JS) +B2 (EO) +&. As shown in Table 10 below:

ITQ = 7.046- 0.501(JS) + 0.089 (EO)e:..(2)

The adjusted R= 0.27 with F = 55.68, df = 2, 289 and p-value.6001, hence model (2)
exists significantly.

Table 10. Relationship between ITQ, JS and EO

Unstandardized | Standardized t Sig. df F Sig.
Coefficients Coefficients
B Std. Erro Bete
(Constant] 7.040 1.401 5.024 .000 2| 55.680 .000
EO| .300 .169 .089] 1.773 .077 289
JS| -5.007 .489 -.513| -10.242 .000

4.5.1 Job satisfaction
Table 10 showst =10.242, p-value = 0.0001 (p-value < 0.05), thusis)®& significant
variable in this relationship.

4.5.2 Employment Opportunity

Table 10 shows t = 1.773, p-value = 0.077 (p-valuk05) indicating EO is not a significant
variable in this relationship.
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4.5.3 Moderating Effect of EO
With the significance of the model (2), the modegteffect of EO on the relationship
between JS and ITQ is tested as shown in Tablesltivb

Table 11. Relationship between ITQ, JS, EO and JSEO
Unstandardized | Standardizeq t Sig. df F Sig.
Coefficients Coefficients

B Std. Error Beta
(Constant] 5.169 3.970 1.302 .194 3] 37.109 .000
EO .543 511 161 1.063 .289 288
JS| -6.46] 2.92¢ -.662| -2.207| .02¢
JSEC .18¢ 37¢ A7z 504 .61F

By adding the coefficients into the moderating miode
ITQ =5.169 0.662 (JS) + 0.161 (EO) + 0.172 (JS*EC.*.....(3)

The adjusted R= 0.27 and hence the model (3) is a significantiehas F = 37.11, df = 3,
288, p-value = 0.0001(P-value < 0.05).

Table 11 above shows that EO is not a significamtable in this relationship, since t = 1.06
and p-value = 0.29 (p-value > 0.05). However, J8en& t =-2.21 and p-value = 0.03

(p-value < 0.05), is a significant variable in thédationship. Finally, t = 0.50 and p-value =
0.62 (p-value > 0.05) shows that the interactideatfis not significant in this relationship.
As adjusted Rof model (2) and (3) are the same at 0.27, EO doé¢play the role of a

moderator in the relationship between JS and IT@sTH3 is not supported.

5. Discussion

Previous studies have found that job satisfactioth @nployment opportunity are strongly
correlated to employee turnover (Michaels & Spect882; Mobley, 1977). From a review
of previous literature, it can be concluded thaemton to quit is a commonly used as a
predictor of actual turnover (Bowen, 1982), whilernover leads to organization
competitiveness and performance.Based on the tlirerareviewed for this study, three
hypotheses were developed.

5.1Job Satisfaction and Intention to Quit

It was hypothesized in this study that job satistecplays a negative direct variable role in
turnover intention. As predicted, job satisfactias found to have a negative and significant
directly affect (standardize@=—-0.20, t=3.48, p< 0.05) on turnover intention. Hence,
hypothesisH1 is accepted.The result aligned withvipus studies on the relationship
between job satisfaction and turnover intentionllisivh et al. (2008) proposed that as job
satisfaction increases turnover decreases; joffaetiion is negatively correlated to employee
turnover. Satisfied employees are relatively mardichted to their jobs and more productive
at work (Rad & De Moraes, 2009), which is espegi#tie for servicing industries like IT
outsourcing. If employees are satisfied with thebs, they are more happy and willing to
work with clients. According to Vroom’s expectantheory of motivation, employees will
stay longer in their organizations if they are fad with their jobs (Kim et al., 1996). The
more talent that is willing to stay in the orgartian, the greater the extent of outsourcing and
of revenue from clients (Aubert et al., 2004).
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On the other hand, if employees are not satisfigtl their jobs, they will have a higher
intention to quit, which will have an impact on tt@bility of resources and thus the extent of
outsourcing. Clients’ outsourcing of repetitive Waran lead to the outsourcing professional
feeling bored if required to work in a particulare for a long period of time without job
rotation. Under such conditions, there will be ghhintention to quit that might eventually
translate to turnover, especially for employeefiwitod potential and learning capabilities.

5.2Employment Opportunity and Intention to Quit

It was hypothesized in this study that employmeppiastunity has a positive direct role to
turnover intention. As predicted, employment oppoitly is found to have a positive and
significant direct affect (standardiz@et0.13, t=2.76, p < 0.05) on turnover intention. Een
hypothesisH2 is accepted.Price (1977) believed eynpént opportunity may act
independently or interactively with job satisfactioThe finding is also consistent with
Mobley (1977) who found that a comparison of alidifre jobs is correlated to intention to
quit.IT outsourcing professionals rely on job prdioo or change of company in order to
expedite their monetary benefits. In China, mostolitsourcing professionals share job
opportunity and salary information between themm&dT outsourcing professionals in
China even update their resumes online and make searchable, even to the extent of
disclosing their personal contact information. Thiskes it easier for head hunters or
companies to approach those professionals andrnprésem with competitive opportunities.
It is not surprising to see that when perceived leympent opportunity increases, the
intention to quit also increases. This eventuads to increased turnover.

5.3The Moderating Effect of Employment Opportunity on the Relationship between
Job Satisfaction and Intention to Quit
The results of this study reveal that employmemtoofunity does not play a moderating role
in the relationship between job satisfaction andntion to quit. The results of this study had
opposite finding to Price’s (1977) turnover modet twvere consistent with Lee and Mowday
(1987). First, job satisfaction is confirmed bystlstudy to have a significant direct reverse
effect on intention to quit, which supports thedfimgs of William et al. (2008). The study
also confirms that the Job In General scale workdl im the context of China, which
reinforces the findings of other researchers whenmered the applicability of models in the
context of China’s IT outsourcing sector. In aduiti the results of this study indicate that
employment opportunity has a direct impact on ifitento quit but does not moderate the
impact of job satisfaction on intention to quit.iFlstudy contributes to the existing body of
knowledge by providing a greater understandingeyf factors that impact the turnover of IT
outsourcing professionals in China. It also contiéls to managerial policy by helping
policy-makers to plan for retention strategies wathmore focused approach. Retaining IT
outsourcing talent strengthens the service capatli outsourcing vendors and thus the
satisfaction of outsourcing clients (Feeny et aD05). Understanding and applying the
findings from this study will help China’s IT outs@ing firms to more rapidly catch up with
Indian firms and aggressively seize the lion’s shafrthe market from them.

IT outsourcing is a service-based industry that aleas stable and reliable resources to
deliver software development and IT services. Figsgifrom Board (2008) research indicate
that more than 85% of multinational company empésym China are not satisfied with their
career and development opportunities within theivnoorganizations. This introduces
opportunities for job agencies and ex-bosses endis to approach them for better jobs
alternatives. Whether organizations provide opputiees to learn and develop their career is
a key on-board consideration for employees in Clidabauer, 2006). Outsourcing firms
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should not only make sure that compensation is etithe for their valued employees but
also that ample opportunities are provided for eamevelopment and training; they can
setup their own training programmes or co-operatk lcal universities. In terms of overall

strategy, IT outsourcing companies should aim avingpup the value chain. Instead of
continuing to do low level work, such as reportargd coding, IT outsourcing firms can keep
improving their capabilities by taking on challemgi projects that involve design and
consulting. This would require IT outsourcing psdg®nals to have more on the job training
to improve their skill-set and job satisfaction.

6. Limitations and Further Research

This study has a number of limitations. First, emypient opportunity was designed to be the
direct independent variable as well as the modegatariable for intention to quit. This was
specifically to address the lack of previous stadigat focused on this construct for the IT
outsourcing industry in China.Second, even thobginet are a variety of outsourcing models,
such as offshore outsourcing, near-shore outsayrt&am-based models, and project-based
models, this study did not distinguish between tlard therefore the results may be biased
in this respect. The study was also limited to Utsourcing professionals who could be
reached online via social media and public webditeésd, this study relied on intention to
quit as the only predictor of turnover, even Dardasoh, and Rasli (2011) concluded that the
relationship between turnover, turnover intentiand its potential determination are still in
need of further studies. Also, it cannot be assuthatilonce an employee begins to express
an intention to leave that an actual terminatiomaduntary turnover will occur (Mobley et al.,
1982; Vandenberg & Nelson, 1999). This study wdwddmore persuasive if a direct measure
of turnover could be applied. Fourth, the study mtdd address external market elements that
may have an impact on perceived employment oppitytyob satisfaction and intention to
quit. Although organizations may try very hard teeg talented employees, it is often
difficult for them to reject attractive job offenom their friends in an overheated job market.
Also, China’s IT outsourcing market was in good mhat the time of the study with a
growing positive momentum, which may have affecpedticipants’ perceptions of what
mattered to them. This study faced similar chaksngncountered by other cross-sectional
studies, that it only measured a snapshot of tlem@menon under investigation (Sriram &
Stump, 2004). This study could be more persuasiva iongitudinal study could be
conducted.

After analysing the results, discussing the findingnd taking account of the limitations of
this study, the following further studies are swgigd.First, at the time of the study, China’s
IT outsourcing climate was in good shape with graywimomentum, which may have
affected participants’ perception of what matteos them. This study would be more
persuasive if a longitudinal study could be conddcor the same study could be conducted
when the IT outsourcing climate in China is not diand the results compared with this
study.Second, in order to further improve the galwability of this study, it is recommended
to extend the same study to employees in otheegstins and increase the sample size. In
addition, it would be helpful to target specifigegents, such as offshore outsourcing, so that
findings could strategically inform organization rusttures, constraints and
policies.Researchers may find it interesting anthalale to compare the results between
China and India as the two leading countries fobgl IT outsourcing.

7. Conclusion
The study measured the moderating effect of empémgnopportunity on the relationship
17



between job satisfaction and intention to quit fréime perception of the IT outsourcing

professionals in China. The conclusions reachedHisr study are that there is a negative
relationship between job satisfactionand intengjit and employment opportunity has a
positive relationship to intention to quit. Howeyvehe results reveal that employment
opportunity does not have any moderating effecthenrelationship between job satisfaction
and intention to quit. Potential limitations thaigii have negatively affected the study are
the sample size, selection bias, and over-reliamtea self-completed Internet survey.

Respondents were limited to IT outsourcing profassis who could be reached online via
social media and public websites. Recommendationsfufture related research include

increasing the sample size, replicating the stadyifferent IT outsourcing segments, such as
offshore outsourcing, replicating the study in @iént industries as well as in other
geographical regions such as India, studies inmgha qualitative component, the study of
intention to stay, and a longitudinal study.
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