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Abstract

Job hopping behavior may have an adverse effect on both employers and employees. For the
perspective of employee, there are many factors might influence an employee's decision to
job hop including salary dissatisfaction or a better offer elsewhere. The issue of job hopping
has been a serious concern for many organizations, and the coffee shops industry is no
exception. Therefore, the goal of this research is to discover potential factors influencing to
job hopping behavior among coffee shops employees, as well as the relationship of identified
factors with job hopping. Job satisfaction, financial and perceived organizational support
were the three factors investigated in this research. A total of 231 questionnaires were
distributed to employees who are currently working in the coffee shops in Klang Valley area
and 215 usable responses returned for a response rate of 93.1 percent. The collected data was
analyzed by using Statistical Package for Social Sciences (SPSS) latest version. Results of the
job satisfaction (mean= 3.5636), financial (m=3.5622) and perceived organization support
(mean=3.5601) shows score lean towards agreement level. Additionally, findings showed that
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the correlation of all the variables were weak correlated. A multiple regression also was run to
predict job hopping behaviour with the three independent variables. Results found that only
6.9% of variance in coffee shops’ employees was explained by job satisfaction, financial and
perceived organization support (R=2= .069). Even though the findings of this research found
that these three variables did not have a direct impact on coffee shop employees' decision to
job hop, the findings may provide some guidance and alert coffee shop owners or managers
to the importance of these three variables in the coffee shops industry in order to minimize
job hopping and will be discussed further in this paper.

Keywords: job hopping behavior, job satisfaction, financial, perceived organization support,
coffee shop, Klang Valley, Malaysia

Introduction

Hiring, preserving, and managing human capital are top priorities in today's human resources
sector. Employees' increasing expectations of higher salaries and benefits, job patterns, job
security, the importance of their role, and decision-making attitudes often lead them to
consider hopping from one place to another (Ghazali & Roslan, 2020). For example, in
previous research found that 83 percent of Malaysian employees preferred a better pay as the
primary reason for changing jobs (Human Resources Online, 2018). Apart from salary being
a major element in job hopping, job hoppers are also known to switch jobs frequently (29%)
due to a lack of advancement chances in their current industry (Human Resources Online,
2018).

A job hopper is known as a person that change the job frequently and prefers to work in a
single position for a short period rather than staying with the same company for many years.
It commonly describe as employees who are migrating from their current job and there are
many reasons contributed to job hopping behavior such as salary dissatisfaction, availability
of job choices in the market, career advancement, and perfect job fit, gaining more skills or
opportunities as well as work-life balance (Ghazali, Jules & Othman, 2018, Ramkumar, et al.
2016). Job hoppers also known as a person who cannot remain in an organization and also do
not interested in their current jobs.

Furthermore, the issues of job hopping becoming a major problem to the business failure due
to losing the talent of expertise and technical abilities that left the organization and affect the
productivity, quality, and profitability of the organization. When the most skillful,
knowledgeable and talent employees job hop and left the organization for some reason and
there will be less talent to stay in the organization. It is agreed that job hopping behavior puts
pressure on managers to keep their best employees. It is essential to take measures to prevent
job hopping before it happened. Therefore, this study aimed to understand and identify
possible reasons of job hopping and its relationship among employees of coffee shop industry
especially in Klang Valley area, Malaysia. The specific objectives of the study are:

1. To identify possible factors influence job hopping behavior among employees in coffee
shops industry
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2. To examine relationship between factors influence and job hopping behavior among
employees in coffee shops industry

3. To predict factors that influenced job hopping behavior among employees in coffee shops
industry

Literature Review
Definition of Job Hopping

Currently, an employee’s job hopping is a very serious issue that often happened in an
organization. Pranaya (2014) states that a job hopper is a person who will always change a
job and stay at the organization in a short period. Job hopping is the pattern of improving the
company and short term working at one organization. According to Mokhtar (2019), job
hopping becoming a phenomenon that makes it difficult for organization to hire staff and
make staff stay in their organizations. This job hopping had occurred since many years ago
which the job hopper felt that it was uncommon to work for the same employer in the long
term for their job careers. Therefore, they will be switching jobs at least a few times. With the
increasing intensity of global competition and the era of disruption, companies and managers
in the service industry are in a stressful or stressed position. Managers are required to be able
to make decisions quickly, precisely, and better (Kasmawati, 2018).

In the past, there are rare to see employees who work at the same organization for the long
term for their careers. Employers expected and thought that it was unreliable when the job
applicants have many working experiences in the short term for one organization. However,
nowadays changing the job was like a trend. The employees feel that the unfair organization
will decrease the motivation and loyalty that will make them leave the organization (Tolukan
& Akyel, 2019). Job hopping behaviour has been studied in the past year about the
management and the rising issues that happen in the organization (Allen, Bryant, &
Vardaman, 2010). Khatri, Fern, and Budhwar (2001) defined job-hopping as the behaviour
of employees that change their current job without opportunities for the development in the
organization. The factors of employees change a different job because of the impulsiveness,
and social influences (Khatri et al., 2001). On the other hands, Ghiselli (1974) explained that
job-hopping is a "hobo-syndrome". This "hobo-syndrome" is stated as a periodical "itch" to
job hopping. This situation was true which Saleem, et al., (2016) explained that job hopping
is common for a person to change the job in particular as a means of quick financial gain,
career advancement, or just wanderlust. This desire for fresh experiences where job hopping
is @ means of creating these fresh experiences.

Besides including the reasons for job hopping in the definition, Settersten and Ray (2010)
stated that job hopping as a “work shopping”. Employees who change employment are called
work shopping with clear reasons. Employees who change jobs frequently were not always
restless or fickle. When employees change jobs with a clear objective or success, working in
multiple organization is a smart method for them to learn about other workplace cultures,
boost their wages, and expand their responsibilities with each shift (Ghazali & Mokhtar,
2020).

120 http://ijhrs.macrothink.org



\\ MacrOthlnk International Journal of Human leegé);rczelssz'c%%lse;
- ™
A Institute 2021, Vol. 11, No. 3

Reason for Job Hopping

The intention to change the job can be explained as an attempt of the worker to change to the
other organization that fulfils the expectation of employees and there can be a lot of factors
that lead towards this intention which the research on it is still running frequently (Saraih,
Sakdan, & Mohd Karim, 2018). In terms of a broad choice of employment, organizational
culture, career development, ideal work, gaining more abilities or possibilities, and balancing
work-life (Ghazali, Jules & Othman, 2018), the reasons for work hopping would be expanded.
Mobhsin, Lengler, and Aguzzoli (2015) claimed that the impacts on job hopping of work
safety, income, and organizational loyalty correlate. Meanwhile, Branham (2005) in his book,
"The Seven Hidden Reasons Employees Leave" has delineated the several reasons of job
hopping; 1) the work environment is not living up to expectations, 2) there is a mismatch
between job and person, 3) there is lack of coaching, training, and feedback, 4) there are slow
of growth and advancement opportunities, 5) the feeling not valued and unrecognized
including pay, 6) stress from overwork and work-life imbalance, 7)loss of trust and
confidence in senior leaders.

Moreover, the past researches stated several reasons for employees to job hop for work and
because many of them, all factors were categorized into three groups that are private, social,
and organizational (Dharmawansha & Thennakoon, 2014). The authors found that personal
factors such as emotional stress, need for better pay, and need for attachment might lead staff
to job hop. However, Pranaya (2014) stated that job hopping is the widening opportunities to
improve the skills and make a widen choice in the job career. Furthermore, job hopping will
be considered as a precursor for the future as it will fully form the career puzzle to be a great
person in the career. This is also will help to increase the network and connection of people in
the industry.

Islam, Ahmed and Khan (2013) stated that the employee’s emotional attachment to the
organization is very vital to decrease the employee’s job hopping which the relationship
amongst intention to change the job and commitment with an organization is said to be
negative. However, the employees that have bad behaviour will think that the organization
they work for is unfair (lyigiin, 2012; Tingiil, 2018). As a result, the employees tend to leave
the organization and find the other job (Kusci, 2014; TingU, 2018). They considered that it is
not necessarily due to the restlessness of fickleness that individuals who change employment
often. Employees who change employment are called work shopping with clear reasons and
clear objectives or accomplishment, working in distinct businesses is an intelligent approach
for them to comprehend distinct cultures of the office, boost wages and boost their duties
with each shift. Whether job hopping is simply described as frequently altering employment,
switching to different employment for a distinct purpose, or even renamed as work shopping,
it is evident that changing jobs is the key component when defining job hopping commonly
or within a brief period (Ghazali & Mokhtar, 2020).

Employee Job Satisfaction

Job satisfaction is to describe the job behavior of employees depend on the job and
organization. Job satisfaction also subjected to represent the feelings as well as positive
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attitudes towards someone’s occupation and can be considered as the affective adaptation
with occupation and occupational circumstances (Kohantorabi & Abolmaali, 2014). Job
satisfaction refers to an employee's positive attitude about his or her employment. It can be
seen of as a general impression of the job or as a set of attitudes regarding specific
components of the employment (Hoboubi et al., 2017).

Additionally, job satisfaction is known as an integral part of knowing the entire life
satisfaction and the care of employees (Erro- Garces & Ferreira, 2019). Therefore, job
satisfaction will affect employees’ job behavior and job performance. Employee’s job
satisfaction will help to understand employees’ job attitudes and behavior, but at the same
time, it also impacts the employees’ intentions to stay at the organization (Kim & Jogaratnam,
2010). As mentioned by Oshagbemi (2003), job satisfaction is a necessary attributes that an
organization wants from their employees. Most of the research in this area verified that job
satisfaction is a antecedent towards absenteeism, employee turnover, in-role job performance,
extra role behaviours and primary antecedents of job attitudes among employee in an
organization and also may protect workers from job stress (Hoboubi et al., 2017).

Kim, Leong, and Lee (2005) indicated that job satisfaction is intently allied with the
organization commitment and establishment of the organization’s competitive advantage. The
manager should continuously monitor and evaluate the stage of employees’ satisfaction and
rewards them for their productivity. Managers should be interested in their employees’ job
satisfaction in order to indicate their employees’ feeling towards their job (Tessema, Ready, &
Embaye, 2013). If the manager concentrates on maximizing employees’ job satisfaction, the
issues regarding to employees’ inability to resolve management conflicts, low morale,
increased role conflicts, intergroup tensions, poor overall performance and disciplinary issues
may be minimized (Kim et al., 2005).

Furthermore, the job satisfaction of employees is the main concern for operators and
managers. This is because job satisfaction will give a result in the positive work performance
of employees and this helped to determine the ideal service quality and improve customer
satisfaction (Arnett, Laverie, & McLane, 2002). Norton, Zacher, and Askanasy (2015) stated
the job satisfaction was based on the difference between a person's actual rewards and
deserved rewards showed the higher satisfaction, while the lower satisfaction appeared on the
larger gap. Mokhtar (2019) stated the larger gap would appear the lower satisfaction while the
smaller gap would present higher satisfaction. Therefore, employees will show a good
commitment when they feel more satisfied in their jobs (Nashuki et al., 2014). It was
confirmed that job satisfaction and organizational commitment are positively correlated (Kim,
Leong, & Lee, 2005). This implies that the satisfaction of employees with their jobs will tend
to display greater organizational commitment. According to Zainol, Ahmad Rozali, Nordin,
Tazijan, & Ab Rashid (2015), employee dissatisfaction can lead to employee turnover. They
claim that dissatisfaction will affect employee commitment and lead them to turnover
physically and mentally.

Financial

Good wages and jobs expectation are vital to a person that always change the job (Ramkumar,
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et al., 2016). Employees must be satisfied with their general wage, as this can affect their
attitudes and behaviors. On the other hand, AlBattat et al., (2013) argue that compensation
and extrinsic rewards affect employee turnover in the hospitality industry. The connection
between economic rewards and employee turnover was also examined by Pohler and Schmidt
(2015). They assessed the impacts of managerial pay for performance policies on employee
turnover in non-management roles and found that managerial pay for performance strategies
could adversely influence employee management relationships were resulting in elevated
employee turnover. Pohler and Schmidt's study results endorsed earlier literature claims that
pay might impact staff results such as job satisfaction.

There are several studies on talent employees will seek for the high pay. Osibanji et al. (2014)
reported that the employees will be good significantly when comes to compensation.
Furthermore, financial has been reported in the literature that salary and non-salary benefits
bring the employees a vital factor in job hopping. Miller and Wheeler (1992) discovered that
the overall financial affects the intention of employees to remain. Employees will able to stay
at the organization when the company offers attractive financial to them (Shepherd and
Mathews, 2000; Jardine and Amig, 2001). However, the failure of the company to provide the
financial as the promise would result in the negative behaviour of employees toward the
organization and intention to change the job. Financial at the organizational stage was
consider as possible problem in attracting, maintaining, and motivate the employees for the
success of the organization (Philips & Fox, 2003). The purpose being is that financial can
influence someone to stay at the organization. Many organizations use the financial to reward
and acknowledge the efforts, contributions of employees and also as a motivation instrument
(Chiu, Luk, & Tang, 2002). Moreover, this will enhance the productivity of employees by
enhancing job performance, hampering the desire to leave, and increasing job satisfaction. In
other words, if an organization fails to provide the staff with equitable compensation, this will
lead to adverse behavior on the organization being established and subsequently cause the
staff to job hopping.

Perceived Organization Support (POS)

Perceived organizational support (POS) is documented in the literature is the key predictor of
turnover intention (Maertz et al., 2007). Perceived organizational support is the perception of
employees on the way of organization value the contribution and cares toward the employees.
Therefore, the organization will care about their employees’ well-being by rewarding the
employees based on job performance and meet their social-emotional needs (Rhoades &
Eiseberger, 2002). The researchers assume that the turnover intention will be decreased when
the employees receive positive support from the organization (Sherony & Green 2002).

POS refers to ‘the general perception of employees’ where the worker is very particular about
the well-being and value of each the employees in the organization. The Social Exchange
Theory explained that in return for social rewards, recognition, and material benefits
employees are motivated to stay and perform at an organization (Redmond, 2015). The
researcher explained that the relationship between the organization and the employees with
the provision of support from each other that will provide the benefit for others. However,
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perceived organizational support will make the employees remain in the organization.
Moreover, the common context of organizational research suggests there will be an increase
in the level of POS when the employees tend to express the good feeling of affiliation and
loyalty to stay at the organization (Loi et al., 2006). Perceived organizational support consists
that people who monitor their environments and create attributions for the organization’s
benevolent or malevolent motives and behaviors (Eisenberger et al., 2002). However, the
worker will impute the job and regard the favourable or unfavourable treatments that they
receive as the indications of whether or not they are favoured or disfavoured by the
organization (Rhoades & Eisenberger, 2002).

Methodology

This research employed quantitative approach and sample of this study obtained by applying
convenience sampling design. The main objective of convenience sampling is to collect
information from respondents who were easily accessible to the researchers (Etikan, 2016).
There were 231 questionnaires distributed to employees who are currently working in coffee
shops such as Starbucks Sdn Bhd, Costa Sdn Bhd, Friendsco Sdn Bhd, and The Coffee Bean
& Tea Leaf Sdn Bhd within Klang Valley area, Malaysia. Klang valley was chosen because it
is a strategic location which cover Federal Territory of Kuala Lumpur, Federal Territory of
Putrajaya and Selangor District of Petaling and densely populated. In this research, a
self-administered questionnaires were distributed to employees who were willing to
participate. A proper procedure had been carried out to ensure that the questionnaires were
distributed after hours and did not disturb the business operation. After a screening process, a
total of 215 questionnaires were valid and proceed to actual data analysis.

Results and Findings

Based on data obtained, of 215 respondents there were 99 male (46%) and 116 (54%) females
employees. Majority of the respondents aged between 20 to 29 years old (34.9%) followed by
aged 30 to 39 years old (31.6%). Thus, it can be concluded that larger respondents in this
study were within young generation. In term of race, majority of respondents were Malays
(43.3%) and followed by Indian (35.3%) and other races. Majority of the respondents were
single and in term of employment status, it can be said respondents who participated in this
research were full time employees. The majority of respondents had received formal
education, and six of them surprisingly held a PhD qualification. Table 1 below shows the
demographic profile of respondents in details.

Table 1. Respondent Demographic Profile

Variables Frequency Percentage (%)
Gender
Male 99 46
Female 116 54
Age
Below 20 years 29 135
20-29 75 34.9
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30-39 68 31.6
40-49 38 17.7
Above 50 4 1.9
Race

Malay 93 43.3
Indian 76 35.3
Chinese 42 19.5
Others 1 1.9
Highest educational level

SPM (Malaysian certificate education) 49 22.8
Diploma 78 36.3
Degree 48 22.3
Master 34 15.8
PhD 6 2.8
Marital status

Single 116 54
Married 99 46
Employment status

Full time 116 50.2
Part time 98 42 4
Others 1 0.4
Period of workina in the outlet

Less than 6months 35 16.3
6-12 months 61 28.4
1-2 vears 61 28.4
2-3 vears 32 14.9
more than 3 years 26 121
Frequent thinking of job hop

Often 57 26.5
Seldom 149 69.3
Unsure 9 4.2
Working hours in the outlet

6 hours 46 21.4
8 hours 117 54.4
10 hours 52 24.2

Subsequently, descriptive analysis was done to analyse the mean score between the variables.
Table 2 below shows the descriptive analysis for independent variables and dependent
variables. Results of the job satisfaction (mean= 3.5636), financial (mean=3.5622) and
perceived organisation support (mean=3.5601) shows similar score which lean towards
agreement level. On the other hand, mean score for dependent variable was 2.7289 which fall
from disagree to neutral.
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Table 2. Descriptive Analysis of All Variables

Variables Mean Score
Dependent variables
Job Hopping 2.7289
Independent variables
Job Satisfaction 3.5636
Financial 3.5622
Perceived Organization Support 3.5601

Note: 1= strongly disagree, 2=disagree, 3=neutral, 4=agree, 5=strongly agree

Additionally, Pearson’s Correlation analysis was used to determine the strength and
relationship of the job satisfaction, financial and perceived organization support towards the
job hopping behaviour among employees in coffee shops. Based on the result obtained, it
showed that all variables found to be weak correlated with value range from 0.0 to 0.2.
Financial found to be weak negatively correlated r=-0.122, p=0.074. Perceived organization
support had negative relationship with r=-0.097, p=0.155 and job satisfaction correlated with
r=-0.130, p=0.056. One plausible explanation for this could be that employees working in
coffee shops industry in Klang valley area received a good salary and good support from their
supervisors. Therefore this lead to high job satisfaction. In other word, it can be said that the
higher the job satisfaction the lower the job hopping (Jules et al., 2017). Table 3 shows the

result in details.

Table 3. The Pearson Correlation Analysis between variables and Job Hopping Behavior

JHB FINANCIAL POS JS

JHB Pearson Correlation 1 -122 -.097 -.130

Sig. (2-tailed) 074 155 056

N 215 215 215 215

FINANCIAL Pearson Correlation -122 1 941™ .985™

Sig. (2-tailed) 074 000 000

N 215 215 215 215

POS Pearson Correlation -.097 941™ 1 978™

Sig. (2-tailed) 155 .000 000

N 215 215 215 215

JS Pearson Correlation -.130 .985™ 97 1
g
Sig. (2-tailed) 056 000 000

N 215 215 215 215

**_Correlation is significant at the 0.01 level (2-tailed).

Furthermore, in order to predict factors influence job hopping behaviour among employees,
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the Multiple Linear Regression was done. Table 4 below represents the multiple linear
regression data analysis between dependent variable and independent variables of this study.
Based on table 4 below surprisingly only 6.9% of variance in coffee shops’ employees was
explained by job satisfaction, financial and perceived organization support. It means that
other 93.1% was explained and predicted by other factors. This result suggest those three
variables were not the best influence or indicator on employees’ job hopping behaviour. One
possible managerial implication from this is that the employees’ did not think that these
variables influenced their thinking to job hop from their current work because they are
satisfied with their current job, salary and also perceived good support from supervisors.
Frequencies result in table 1 supported this findings with majority of employees seldom
thought of job hopping with 69.3 percent and only 26.5 percent employees often thought of
job hop. These findings are reasonable enough to propose that employees who experience
high levels of satisfaction are less likely to job hop and leave the company. This findings
parallel to the previous studies on factors impacts the employees’ intentions to stay at the
organization (Kim & Jogaratnam, 2010; Nashuki et al., 2014; Nasir et al., 2019; Sherony &
Green 2002).

Table 4. Model Summary

Std. Error of the
Model R R Square Adjusted R Square  Estimate
1 .262° .069 .055 64511

A. Predictors: (Constant), Js, Pos, Financial

Conclusion

This research has fulfilled the objective of study on investigating possible factors that
influence job hopping behavior among coffee shops employees. Three variables were used
that are job satisfaction, financial, and perceived organizational support. This research has
some notable strength. Firstly, even though findings from this research found that these three
factors did not directly influenced coffee shops employees to job hop but the findings might
shape some direction and alert the coffee shop operators on importance of these three
variables in the coffee shop industry in order to minimize employees thinking of job hopping.
These three variable found to be negatively weak correlated towards turnover intention and
Multiple regression analysis also predicted only 6.9% of variance in coffee shops’ employees
was explained by job satisfaction, financial and perceived organization support (R== .069).
Finding of this research found parallel with previous studies which stated the employees will
show a good commitment and less intention to job hop when they feel more satisfied in their
jobs (Nashuki et al, 2014; Kim, Leong, & Lee, 2005). This implies that the coffee shop
employees that participated in this research satisfied with their current jobs, salary and
subsequently display greater organizational commitment. It is agreed that if the coffee shops
employees dissatisfied, it can lead to employee turnover (Zainol et al., 2015). Furthermore, it
is well accepted that dissatisfaction will affect employee commitment and lead them to
turnover. Employees are more committed and likely to stay with the organization if they feel
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that the organization acted positively towards them and less likely to remain with the
organization if they do not feel the positive act of the organization.

Generally, job hopping behavior is always related to financial, monetary and benefits.
Employees were looking for an organization that could pay them better and provide attractive
benefits. Salary also play an important roles to attract employees to stay working in the
organization. Employees will able to stay at the organization when the company offers
attractive financial to them (Ramkumar, et al., 2016; Shepher and Mathews, 2000; Jardine
and Amig, 2001). Employees will quit the job when there is a great opportunity from the
other organization with better benefits which will give job satisfaction to the employee.
However, the failure of the company to provide the financial as the promise would result in
the negative behaviour of employees toward the organization and intention to change the job.
Support from supervisor also play role to retain employees working at current workplace
(Ghazali, Nashuki, & Othman, 2018).

On the other hand, this research is very useful in highlighting the need for the organization to
retain these variable and maybe to improve current strategies to make sure employees stay
working with them and less thinking to job hop. For examples, employees working at
Starbucks were received attractive package which inclusion of perks, partner card and life
assurance (Starbucks website, 2020). Additionally, Starbucks' success attributed to a strong
interaction between employees and customers, a culture of diversity and inclusiveness, and
assistance and support for employees to grow and learn (Goh et al., 2020).

Future researchers could highlight current practice in the coffee shops which able to retain
their employees to stay working with them. Through this research, the management can
explore and understand further about the factor affecting the job-hopping behavior among
employees in the coffee shops. Additionally, findings obtained from this research, may help
the managers or coffee shop operators to create awareness of the possible factors that may
lead to the job-hopping of their employees. This is important to ensure that the employees
able to perform well as the performance of employees will picturize the productivity of the
overall operation of an organization. Once the major understanding is corrected, this coffee
shop able to retain employees and ultimately reduce turnover intention.

Lastly, the other perspective gathered from findings of this research was about to understand
the loss of skilled employees could give a negative effect on the service quality, which could
cause financial distress to organizations. The organization may face some problem to provide
great quality services to its customers. Then, it is hoped this research may help the
managerial level to provide a proper and good strategy for staff retaining as the job-hopping
may lead to the high turnover of the employees in the industry. Once this scenario happened,
it will reflect and picturized on how the organization of the industry manages its employees.

Recommendation and Implication

The researchers hope that this research will serve as a foundation for further research
on job hopping behavior and turnover intention in the coffee shop context,
as there are numerous additional areas of study that would be interesting to investigate further.
Following that, future research should look at other plausible variables that could explain the
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issue identified in this research perhaps filling the research gap and investigate other
variables that might lead to turnover intention. It is recommended in the future to employ
qualitative method in conducting research in this field. By using qualitative design, it is
expected other factors or perspective can be obtained and surprising finding also can be
revealed. Besides, mixed method combining qualitative and quantitative also can be used as it
will result in diverse finding and provide more rich data. Lastly, future research also might
consider to wider location and larger sample size to obtain good data representation and
generalization.
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