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. e _ remain wnth the orgamzatlon for 5 years or’ m‘ore In ‘the study of- "mtent to
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o
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vahdatmg the results of a 1983 studv whlch {e\rammed employees' mtent to

rer'nain",r a path }analytic mode_l was deslgned usmg seven antecedent

variables. 'Thesei" variables - 'w__ere, ' Superv1510n, 'C_pmm,unica.tion .

v 3 Vo

Usmg a path analytlc model thls research wns concerned Wlth C[‘OSS*

I

3,

Management Group Coheslon, OppOrtunity "..for ':Pro‘mo't'io"n, ‘_'F'inanc\ial_"“

f

w

. . s

NS . '.1"“.

"vahdated thh a sample -of 5'36 employees from vamoﬂs organwatlons

. % - » !

‘\ ' located in the_"Marmmes and Ontano (hospltal N 407 beverage'

.

'manufa'cturingi‘.firm‘.N:,82; research fu'm“ N 47) ',I‘he results from the

b . D

R

L omgmal study were suppo‘rted From the"'1983 study, the model accounted

, J‘*!.\
*

‘for 18% of the var‘mnce mA mtent to remam",' whxle l'n the present study the

. . N u’gx‘, -,_. 2

o . h v o .’,f

‘model accounted for ‘20% of the vémance ‘ln‘ the dependent vamable.

'_Compensatlon, Job Satlsfactlon and Orgammtlonal Comnntment

results from 2, 141 employees from a 1arge Ontarlo orgamzatlon were Cross-, .

o
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()ré‘amzatrona] Commltment and .J_ob« _Sa_tisfaction, (47% and;,':399_6'-."

. N ¢ ¢ . ' . . ‘ ' “. . Ve . v, N,
. - : Ay o » * ! ' ! ) L ! .
- é._ . - . . . ‘I :“‘ ' "‘. .
LY Z : .
- ' \ N . B o
* ‘ : - RTINS ‘ . .. . ;
]hm qtudy represents a croqs—validatxon of -a pmvate unpublhhed '_ . N
~ , 14 . : e, "
r'es'ea'r(;h report co_nducted by At’ari'an in the"snf_r:mmer of 1983 The orrginal "
studv éxamined a path analvtlc model of intent to ‘remain (found on page L T
K . . S ey
I'%), as applied to 8 lm‘ge Ontm-io organwatlon (Ns?, Ml) Seven varl,ables ' . o A
were used to predict int_e"ht' t(_j' :1j.émain. "I‘h_ese variables‘were:' o o . i
o | D Com munication with Mnnlagé_m‘en_t‘ B :
2. Supqrwslon - o
L 3. Work‘Gvoup Cohesxon ,' : o ,
3 N ' NN :
4. _Oppbrtunity for Profnotion e i
. - . AR I : y : . L . ) .
5.  .Financial Compensation . | : . '
. - . o : A U L ' :
6. Job Satisfaction - . i, . oL : . N
4 7 Orgamzatlonal Comun it ' o :
] . oo B : oy, \" . ' : .
.Thes_e Variab!es accounted for '18%.01E the Vama_nce‘ in mtent to remain"

However, the model dld account for a larger p\;Oportlon of the var' blhty in

“ .

‘ - r'especti\{'el_\i)'." ‘-.Organi‘za'tiona_l Commitment’ had ‘a ‘gréatem&_()_\‘(let"‘z;}_l :pa't.h‘
éoefficieni we;i.g\'h,q in'influencir‘)g‘ihhe dvependentﬁvarvia!')l;a,i "i'nté‘n’i t'o"'rem_ai‘n" o Lo .
The total infiuence '(beta welghts) of these ‘.fa'ctors vgja's 2.3
. ‘Orgavmzatlonal Clion{mltment and 29 for Job Snt}sfactIIOn. . ).‘
e
c.') “
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ST pages | o
lnclude da‘ta on tpar\sferabxhty of ]oh skﬂlq '_'- oo s ,'"_.. .
St\ut]y mtent to leave by ]ob~category B - . -7 ,
. - Study males-hand fcxnates separately S B ! “ » 3 N
[t was. belll.‘eved 'that mcoréoratmg tnform-atlo‘n.on the ahove .1tem‘; wouldr L R o
- L . [ Jrel ot v
/ = qubstantlally lmprove the predlclab!hty of "mtent to remam” beyond the k li |
| - ) 18% of the omgmal study ’ ‘, \ .' o . ' : .
_ ) I‘he present study debls du‘ectly wnth the Iast three recommendatlons R
.‘.l'.‘. X ln the preqent' qemple,,the ta were analy7ed by ]Ob transferabtllty, ]ob L ;;:'
e E: category and»b}.,r rhale and female populat]ons. Wlth theee reqtn-c-tlons, the : . o
.turr;over model was e‘(;)ected to aecount for' p‘reateru proportlon of the '
. vaz;lance th@n 1h the fn'st study where-the data were analyzed on a corpot'ate ' : | -
. ‘- wlde baSlS-._ - - L ) " ' t .. .‘ R ;. o e
‘ [td;)re S[)Elel(,alIy,.lt was mtended to compare ]obs Wh!(!h have a hlgh ’ .
degr.ee of ]ob transferabihty, e. g, clerk‘; or; qle('retamles, w1th ]obs that have a | | _. ' o
2 ' C ST D

low degree of ]ob Transferablllty, that lS, those that requn:e hlghly spemflc _' S I

'.v-SklllS. lt was hypothesxzed that the model would be a better predlctor or '
mtent to remam" for )obs of low traanerablhty e '

'1t was apphed to specaflt: jOb

'varlan.cegfor "mtent to remam" 'when



_ tlmes m better sutted to meaqure the effects of thls factor

i

- e
. - ' .

%hott Albmght ﬂnd Glennon (1963), have t‘ound that turnover 1s more _' R

1

predlctable for maleé than for females : 'l‘herefore, lt was hypothesnzed that- S ‘

-

the model would be a better predxetor ot‘ "mtent to remam" for males
, . . :

e, e

The miue of consxdermg the labour market mtuatxon was not dca]t WIth.

dlrectly in thxs study A longltudmal approach across varymg eCOnomlc.

'

\

_PREDICTING TURNOVER  ° - . .

M1]1er and Van der . Merwe (1975) reported a: con51stency in: the

: turnover rates m the rankmgs of 18 mdustrlal orgam?atrons from the -same.

,I
1
i
+
i

_gedgraphtc reg1on ‘over a two year per\od ’I‘hese fmdmgq suggest that there :

’

are <;peelflc orgamzatlonal factors that contrlbute to the dxfferenceq in -

’ _co'ndmons. L

between 1972 to 1975 generally as a t1me of "g’rowth and eXpansxon" m the :

T

‘(Z’! X ‘ ‘- "‘ _. Y A

s

', o ) Voo I S . REEEN
N . . 1., S . . . ‘

In a follow up artlcle, M)ller and Vau der Merwe (1982) exammed

whether these rankmgq m turnover would be c0n81stent over a longer perlod

' ""-}of tlme. They conqxdered the tlme span covered by the study (1972 1980) to

e - ) '.'! U N

ki

area where thexr study was conducted As a result of steep fue! prlces m

i '._' ’reflect the dlfferent eeonomlc condmons. The authors regarded the pemod

f_labour turnover whlch éarry on over tlme They stated that these

.dlfferences in turnover r‘ates would not be solely attrlbuted to economle

L
B




LI

h

“ T . o

mld 1976 Miller and Van der Merwe felt that thlS was the begmning of a

recession. In 1980 the authors report a "marked up'iwmg m the economv” -

. whlch they noted was assocmted w1th greater turnover rateq in 'Ul groups

s

"I‘ney conéluded ffom th\is longltudmal study'that there 'wés'a —

consmtenéy in ‘ﬁhe rankmg‘; of the compamco regardless ot ‘Lhe economic-

'_fluctuatlons They Stated that there was no doubt that .economic factors

o\

: influen'c.ed turnover,~but that the-_eons,xstency pf- the orgamzahonal ranklngs_.

suggested that internal _institutional_‘)factqrs rather than externa.l

&

environmental forces determine turnover rates" (M]ll/ er. and Van der' Merwe,"

" 19892).

In predi‘cting turnover,-many studies haye’?f‘oun'd th'a't a single item ora -

. few items predmted turnover as well as more elabora‘[e methods One

I Sy e

‘snnply asks the employees or app%lcants how long they mtend to work on the .

Trae

'. job. In the present study, the dependent vamable was predlcted through a -

=

.

E sing‘le ttem that- m_ea_s.ured--an- employees mtent to remain 'w1th -the

. organization$ years or more Su' port lmkmg lntentlons and actu&l tumover o

y

behavmur have been well estabhsh d m many stuﬂles Atchlson and Lefferts ‘

‘ .;overall or t'a('et satlsfactlon as measu:ed by the 72 Item Job Descrlptlve’?".‘_‘-"""'.
‘; -"_'lnventory (JDI) Waters, ROach and We&ers (1976) state that a smgle‘ 1tem_,' '

\measurmg mtent to remam w1th a cor pany was a better predmtor of

H

A




o

e

used ;thr-ee' lnkerl-‘type items to m__easure_ mtenl to.qult Thebe |tems werq‘

'\_". '_"v‘*»

: a,‘.,‘ ~‘ '.‘ .-1_': _.‘ . . , -_..‘ ,_P&gfls'

o
.
N : < b
Vo

turnover than attitudinal and biodata items (r=-.42, P.(.O_l,' over 2 ly\e‘ars).

\

L
- A B
N .

LI

Kraut (1975), usmg a qample of ‘;alesmen, dlreotly measured the

) ‘employee mtent to, remam w1th the company and several other ]ob o oo

u

SdtleﬂCthn attltudeq ltemq The resultq showed that ol" all the ltemq, mtent
. Qr. B

' to remain was the l)Ebl predlotor of turnéver\ Kraut (197,5, p. 235) \il‘thS,.-

< . \

it ma;be Eoo m-ubn' to ekpe(‘t én'v impogsed model of at,t.it'u'des
'and turnover behavnour to be effe(-twe lt is more likelv that‘ the '
employee hlmqelf is the _best mean{s of properly welghmg and.
lntegratlng the factors that go into & dPClSlon to quit or remain’
ina Job It we can relv on the emp’oyee ‘himself to plowde the ‘
) best - syntheSIS “of atlltudes towands " his _woxk sltuatlon, Ais
'oopoxtunltles elsewhere, ‘and other aspect% of his life th-at beair
- on a deClSlOTl -to; remam in lhe (unent ]Ob perhaps the best
prechetlon of turrover . ean come from the employee% dlrect,‘

eqtlmate of hls future tenure.

" Kraut added that imposed models ol' turnover may not account for all

i

mdlvu;lu'll dlfferences However, Lt mdy be equally true. that a response to a -’
smgle ltem of mtent lo quit", may only mform the orgamzatlon of thelr- o ' ot ,‘

probable turnover rate It in no-wav-allows‘ management to oounteract ‘a

. _potentlal problem Whlle a model may not be as sensltlve, an analysns of the ,

"model mav allow an orgamzahon better: understandmg of the: nature of the
turnover problem l'r can- then oounteract potentlal problem areas that may D

- be accountable lor an md1v1dual‘s mtent to leave

. Peter's and Jackofsky (1979), reported a srgmflcant relalionsh’ip

o ‘between actual employee turnover wﬁh the meaqure mtent to qun:" ’[‘hey’

N

-




between 1ntent to quxt and turnoveg was .47.

§

) P w111 qu1t my 30b soon _
.- 2. Tam aotlvely looklng for a new JOb

' ‘3 o ‘iAnt.end'_to remain on this job. .

* " Al

. In a"qurvey study of 203 ho%pital employeeq, Mobley, Horner and -
. ’Hollm?swmth (1978), e‘(ammed ”g‘enex al and. facet ]ob satlsfanhon, thoughts_

_about quxtt_mg, the"mtentlon po qQuit, the per,ce_wed prqbablhty of fmdmg'

¢

‘another j_eb,'and b‘jographieal data".. When.»t.he data we;:‘e‘r‘eg}'es'sed with

actual turnover rates “collected 47 weeks after_"th‘e start of the_ study,
intention to quit was the only sighificant variable rélated to turnover (r=.49

. P( 01) Job Satisfaction acted indi'x'cc‘tly on tnrne\}er,' through a diz;ect

"

ef'fe(‘t -on thinking of qmttmg and mtentlon to bEA[‘Ch and intention to qu1t

Studying nursing home ,\employees'(Nzl.OS); Newlman {1979) -found a g

si‘gniﬁcant—r,elatki;onship between tnrnover' and 'intent.ion to quit (r'=.30 ' P(.Ol). -

Results from the Mlchaels ‘md Spector (1982) qtudy showed an’ assoemtlon

Spector study whlch meorporated path ahalysw, the dn‘ect path coefflment‘

.

>‘an employees "mtent to remam" and not wnth aotual turnover data

L .. . R . .

lt must be stressed that this reseai'ch paper emmmes data related to .

i

: between mtent to qu1t and turnover (r— 41 P¢. 0‘3) In the Mlcheels and ¢ -
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, PATH ANALYSIS

B
~As stated earher,.a Jpath analy‘;ls é.pproaoh was employed in the
enalysr‘ of the data in thm study. Path analys:§ allowsl the 'res‘ea_rcher to
cxammea model\ where the sel‘ect_e_ci _'fec‘rors in'ter'ae/t‘. vg'i__th'o’r_je"'another_ in o
affectmg the dependent varmble Path -analysis or_a.o-'it jl;k‘;_Aso‘r_net;i'mes ca.}led, : .
ausal modelmg, staltq m\mh a _theOretical insight or, ~vck:'er€;aro-underlying~' \
a-ésn.xmptio'ns into the relationships of the vériebles._ ‘Ke'rlir_\ge-r éﬁd Pedhazur
(~1I 973), state that path analysis is not a mear}e f'or dieoover‘ingicause,s,' but.a . e
s.tatistical meth.od where 'r'eéearch_rrln‘ooel‘s are 'f:orrr;ulated by-the resez;rpher :

'bééed on ."knowledge' and theoretical cooéiderations". In dev‘e!oping the .

reqearch model the mma] formulahonq are bnsed on mductlon supported by" wa T

PR
h

observatlons that al,low one to hypothesrze that c-ertam varnables are related-

o causally. (James, -M\/lliak and Brett, ].982): _’[‘hey continue _to .wr.ite tha.t alo’ng o

“with' induction, a [theoretical fra'm_ew)vork; is needed to.propose a causal
); V‘ ' - . ' ' N ' ) ’ “ '. B - ’ N N ) . ' Y ’ ’ . - . . .
" model. S T

{
IR

The theore;llcal r‘itlonale is typrcally obtamed by development of
a theory {'rom careful obeervatlons, or by deducmg from an
existing theory a proposal of how causeq produce effects, that, 1s,

an EKplalAatlon of why vamables covary (Jaryes et }11., 198_2, p. N

Rather thar/geherateit'heory, Cal‘lsiil.l‘ mode_iing is extremely usefu’l'in testing'

theory A‘§ part of a series of books wrytten on [ndustrlal/()rgamzat1onal
{ S . .

;



.

Psychology, James et al. "(198‘2‘)‘ have advocated the use of causal analysis -

L
tow

"and path models in the.study of organizeti'ons._. . ‘ L _. o
,

' < . P f - . ) .
\Pdlh analyms denls with comelatlons and as any student of statnstlcs A - Y

‘a1

' witt.attest mrlelataons are no proof of cqusatlon“ Kerl‘mger and Redha_zn_r
(1973, p. 3_()7) write:® . o L Coo L e

N T
" .

Nor does any other mdew pxove causatlon, regardless 6‘1‘ whether

the mdex was dertved from data col!eeted in expertmental or
nonexpertmentat research. GCovariations or oorretat\ons among - - P
'vanables may be suggestlons of causal hnkages N_e\_/ertheless,
e xplanatory scherne i$ not arrived at on the hasis Bf the' d‘ata,
_'but r‘\thex on the basts of knowledge, theoretical’ formulatmns_ - B
©and qssumphons, logneal analysxs "1t is the e\(plarmtory scheme -

of the researcher that determmes the Lype of analysm to be

apphed to the data, and not the other way around

. . . ‘. .

- 'l‘fV'ariabl.es within a. 'model' can. be reuarranéed-'inl many . different' S

\
‘patterns Fherefore, after the analysls of. the data, the researcher must

,dectde whether the resujts are oonsxstent w1th the’ model.-' lt-must be
stressed that since these oauqal lmkages are as31gned m a partlcular order '

by ‘the researcher, even if the data flt the model 1t 1s no proof of the ’

.theory I‘he results can only lend ipport to. the mode! Support for one.

-1
.

model over another depends on external‘W/}orm tlon That is, theorettcal

er td;deterrnine whieh -model has_

LT S . R . X ..
o e A . oL - . . . R

and prevm,us researeh allows t_he researc

the ntqst merit.
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. / ot h. .- - 'VARIABLES THAT AFFECT TURNOVER . . =

‘
. - 5
T .

. - R . .
. -
AN - v .

LR - 5

: iy

' The seven variables studied in

".'Sypervision, Communication «with Management, - Financial Compensation,
< . o R * N ..‘ R . ' - "..— ’ ,

. N
Y

. ;‘Opportl.miiy_' - for " Promotion, _-Organ_iz_ali‘ohél ,C_dmmit\ment ~ and ~Job’

. Satisfaction have been considered as sources of ‘attrition. No one factor,is

1
.-

- |

- seen to be-the'sole determinant of turnover, but sdme factors have-.been

L « oy ] ‘.. Lo . " N . v . ) rc,_. . ) ;
found to have greater influence on employees than othérs. In this.section

&

« . . : s

- these ».se\/en'variablé'_s are discussed, with respect to their relationship to

‘-
<

turnover:« . < ¢

_PROPOSED MODEL

ty

B

S

. / Lo .
The following - review of the - literature does
exhaustive search of the ‘r.e'seag'ch availablein ‘the

L N

" has not been the intent. - The following 'stimmary_ dqés, however, show how

< '

the ‘variables used in this s"t.udy either "di!réétjly'«lOr indirgctiy affect "an -

3

" employee's decision ItQ. stay of to leave. . :1‘hé path model a,shproposédhy this

research; is presented-in Figure 1. T _ -

. 2

I"n',.t'or‘mu__l}a_?tin'gl the linkages of this explorative modsl, both’théoreti/cal

e

_insights” and -lg;gicyalainductioné were used. Dealing with the "variables,

Y

this paper, Work Group Cohesion, .

not  represent an -

area on -turnover. This .

w7



-

direct path to O,rgam?atlonal Commltment

t . ' _ . ,f B l’ag‘e'lO

+

Supervmon, (‘ommumcntlon w1th Management and’ Group Coheslon, French .

¢ . .

;‘and Caplan (1973) state that support from peere and <;uperv150rs may help to

' reduce )ob stress whlch is llnked to ]ob satlsfactlon l‘hey Wl‘lt?’

. Poor. re‘la'tions; perhnpe -g"enemt‘ed lzy' faétors suon as conflict or '
vlnedequate eommumcatmne between people ‘go on .to prodnco
péychologlcal stress in the form of low Job satlsfact\on (r's range ;

from 23 to 47}, (}'rench and Caplan, 197l, p 49).

v

:

Porter and Steerq (1973)- feel that group coheswn is dlrectly related to

i

jOb satlsfactnon Thus rt was felt that the 'model wonld best be represented i

,‘by_Supervision’dire’ctly affecting Job Satisfacti Communicatlon with

v

Management and Troup‘Cohesion - Communicat@n ‘with Management is
| . ,

.regarded as hzlvmg a direct dink with Croup Coheqlon and 1t is proposed that.

3

_Cor_nmunicatlon with M'anagement has a direct lmk to Orga'nizational

'

Cdmrnitment Some, emplrmal support for this path comes from the early

k3

work of Argyris (1964) and leert (1967) which havc suggested thnt good

relatlons'bet_ween rnembers ofr an orgam?atlon may result as a key factor in

nnprovmg Organwatlonal llealth Support for the lmkage between Group

AL
Cohesion and Job Satlsfactlon comes from Porter &nd Steerq (1973)

Al
B

Opportnmty for promotlon ls seen as havmg a dlrect path to I‘:nanclal'

(‘ompensatron due to’ the fact that, generally, promotlons precede fmancrall )

advancement In this btudy it is proposed that l‘lnanclal Compensatlon has a .

;‘.L

<

N .



- mtent to remain ﬁwe _years 0(‘ more.

" -Page 11’

N . '

ThlS research model is desngned wuth Job Satmfachon as’ havmg a

.

.(hrect lmk on Orgam'mtlona! 'Commltment. oo Revtewmg- much ‘of the

hterature concernmg these two varlables it was felt that the dlrectlonal‘

path of. Job Sntmfaohon to Orgamzatlonal Commltmem was the most
approprlate. The - lllteraturg. review “which fol!owé e*cpands on . the

. _‘*"‘.\' \,. '.>«. . ‘.' o .
relationship between these 7 variables and turnover.

s
W L §
“

The litefature .indicated that Worf('-Group‘Cohesion'd,éés have an

>

. mfluence on turnover but its effects are conmdered rathcr weak Therefore,

in this study, Work Group Cohesnon is thought to affect the dependent‘-’
variable (mtergt ‘to’ rem_am‘5 years or more-) ‘mdn-ectly through QOb
Satisfaction. " L ' o P

’As ‘seén in the “model (T‘lgure l) on pﬂge 13_, -Supei'vision' a'nd

(‘Ommumoatlon ‘with’ Management alqo work md)rectlv 1n affectmg the

‘ deg)endent vamable. It is felt that th(_ese varmbles have a, more dlrcet‘ af_fect

'on'Work-;Grou‘p Cohesion, Joblsatisvfaction and Orgahizat'ibnélvc‘pmmvit'm'ent:‘

°

' ¢

* - As the .Hyterature indicates,- there are mixed findings concerning

« Financial Cdmpén‘satﬁcn and Opportunity “for Erbmblion_with -re-gard to

turndver. ~In this -study these v‘ari&bles will"work ihdirectly th‘mugh the

~vamables Job Satlsfactnon and Orgamzatlonal Commltmcnt m influencing

B

s



N

“ variable.

S
information

a 1 -

0

Finally previous research shows gooed evidence that _Job Satisfaction

and Organizational Cémmitment inflyence an- ingli\ridual'é decision to stay or

.

Cleave an organization.  This miodel Lllses én i'nteragtive_ appr_'.oa_ch;v it is
- prdposed that Job Satisfaction has a direct effect on intent-to remain as

well as an indirect one on Organizational. Commitment. Organizational

Commitment is thought to have only a direct "ef-f'ec't“on' the dependent
.t . - . .
The interaction of all these variables suggests a working model

\

through which an organization can analyze and understand the process of

%
’

dysfunctional turnover.

.

" Page 12 -

turnover. -~ More importanfly,” an organization may- be .able Lo use the .

p't‘ovided .bynthe model to help curb and prevent the loss of "
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WORK GROUP COHESION

Work Group Cohesion_nas-been defined as:

. thé dpgree' to whicn "rne}nbei‘s are motivated to remain in the
gr oup Memb(,rs of hxghly coheswe groups are enexgetlc in group
actwmes, they are less llkely to be absent from gloup mectmvs,
thev are happy when thc group succeeds and sad when it fails,
etle., WhEIe'BS membels of 1éss " cohesive groups ' arc -less
concerned ab‘o__u't the group's activitics (Shz_aw, 1971, p. 1.92).‘., |

i
\

4

Work group or group cohesion has ljgen associated with a high degree

of inte\raevtion “and f_e-ft ‘responsibility among members ‘of the group

(Cal"twrignt and Zénder, 1968). This h:ig‘h»leve] of intéraction- in turn is

o

rela‘t',ed' to . social involvém.en‘t Wt{ich_ is positively 4asso'(':ia'ted with

¥

' Lommntment (Buchanan, 1979; Rotondl, 1975). Usmg a sample of 77 non-

'-management g;ntxy level publlc agency employees, Kooh and Steers (1978),
found a sxgmhcant r‘elatlonshlp between co- workers and turnover, howevel
only 4 pu‘gent of the total varianee in- turnover was explamed bv group

‘cohesi.on. ‘At'ter ‘reviewing the a'vailable data, ’Mo‘bley et al. (1979)‘,

concluded that group’;’cbﬁgs‘:ibn is not a very strong [;S‘Eedictor of turnover.

i They;:suggested that individual- differences in need for affiliation and the

: . v
néture -oF' the task, along 'with'* method\é

'
.-

: drfflcultmes in establmhmg a tunnover gvoup coheswn assomatlon.
. N N .

logical prob!ems contmbute to .



oad

N

"‘ .lrymg to relate "1eam- l'fectlvenmy;i’ to turnover

. mconslstcncreq WP!C due to the formal orgranuatmn irnpqemg a

relatlonshlp for productlon workers. Porte{ and Steers (1973) argue that as

. unit qi7e~and turno'ver(in blue collar ooeupati ons, [n revnewmg these studles

- Work Group Cotiesion on turnover indireell:y fhrough'Job Satisfaction.:

l“

Sift\ilar le’zLulMeh wer&dibco\rered hy Hellr
. N ! . 5\‘ ‘.t N

1 :

¢
/

grwen ﬂems that- were-'USed. \Hellrelgel

o L SRS

s e

. . . By '.\' [ - ! AR Tt
\ B BEIEEN A IS

Work g‘roup <'o}wsron 18 related to the sxze of :tl)e work group {*Pdrter

an Strer , 1973) _ .axgrel work gt(m@s tead Lo, lower group LOhGSlO“ hlgrher., .

ask wec:dhmtxon and Dooler commumcntlons Porter a’nd Steer (1973)

..

snggest that Lhésedindmgs rebult in lower satmschtmn Whl(:h in turn is |

’ . RS ;
5, .. PR 2w

.re__.lated ‘to .high'turnover. Kerr, Koppeilmeier and Sulhvan (1951) found a f,__-
posmve Aqsocmhgn between work um‘t s'l?e "and tumover in data from 894 g K .. ‘
fa ctory wonkers, Mandell (1906) repllcated thls tmdmg W‘lth 320 Qlermal - : , ,
workers : However, Arp’vie, Gardner and Co;ffl 1958) chd not fmd thls \ "b § "

s L
4]

‘blue collar workers, there should be more of a rel&tlonshlp between work A

~ . o

Muohmqu and [‘uttle (1979) concluded that there is a modexate, ‘negatlve

* . Lo . Tal

relationship bel.yveen Work Group (‘oheqlon and t—urnov'er. - As this A SRS
TER relationship is .séméwha_t weak, the,present study incorporates the effects of . '

N

R . - o~ . . o
4 . ’ : - . * B - . T - N




2 Jl‘hat 19, m thls present study Work Group Cohes:on wﬂl not be assumed to Co

. 4 . T
i B " -
-t - 3 -

- \ haVe & dn'ect path to "mtent to remaln" but rather to. have an mdlreot

- N

effect ‘on the dependent varlable through Job Satlsfactlon. T L Sl

gt 3 e SN . . - Tt . ~ - . -
°_'_,'f o T . . "‘_,.,t.‘. . R . >

e e » As used m th]S study Supervmon pertalns to the emp]oyees oplmon of

how well a ]ob is belng aecompllshed by theu' 1mmed1ate supemsor and how '

much eupport 1s shown by the supervrsor for the templovees' success on. the "

s S - ¢

_]Ob Com mumoatlon thh management deals w1th upper management bemg o I

generally mterested in 1mprov1ng the success of the organlzatlon through

e o .,‘_'-‘ llstenmg and dlssemmatmg mformatlon to theu‘ employees. S o - S R Y

'

oo A ﬁ!gnlhcant negatwe relatlonsmp between ‘satislfact'io"n‘ w'ith :
BRI super\nsmn and turnover was found to exlst ina sample of Certiﬁed Pubhc e,
BRI v P . o .- K X e ’ - L
Accountants (N-349 Hellereage] and Whlte, 1973) ThlS relahonshlp was j '

i

s

) .."General Electrlc. anmeers who qult Geheral Electmc were found to be




+ . . .. fa)

. authorttarmmsm dlsplayed bv the supervxsor was posmvely correlated to the

RN o ‘ 'turnover of hlS or her employees e Sl

v
4 - . . . . [

" High tévels of 'eommit[nen't have b'e’e'n éorrelated with supert;ision that

‘ 'is not ove-r:ly eontrolled bmplovee felt responstblllty was found to be hlgher

F

wnth superwsors who a!lowed theu‘ emploveeq to have a greater role ir how

the JOb was eonduoted (Qalanmk 1977) Rhodes and Steers (mted in Mowday o -

et al 198‘2), qtate that "fe]t responmblhty” and oommrtment mcrease when B _ a _

- P - =

' qupervmors encouraee employees to actwely make decmons on the jOb o ) i

This relat)onshlp between turnovex and qupervmon has not always been ‘
‘.'.'consmtent Koeh and Steers (1*‘97§ Mobley, Homer and Hollmgsworth
|(1978), Newman (1974) and Waterq, Ro‘ééh and Waters (197()), dld not fmd a; - -

q1gmtleant relatlonshlp Mobcly et al (1979 p .)93), cautloned Sl : _ L S .

T, - .-,,
-~

';Overall recent studles offer moderate support for the negatwe ‘ R
"‘relattonshtp between satisfactlon w1th supervmon and turnover o A e e
"H0wever, the . numbe‘r of studles findmg o SIgmflcant '

: relattonshlp between these varlables 1nd1cates ¥ need to more '_ e

‘,‘closely examme the nature ofﬂleadershlp easur Sy to conduot. N .
' -more mxcroanalyses ofvt“eader member exchange, and to assess
= o T s .-the contrtbutton of Super\nslon in’ multlvartate demgns that

jconsxder othcr sahent vamables LT L e

ar o - L . U - Lot R L ol
- i ' N - ot t f - oy T
<o (.

" Low turnover rates reSult when commumcattons between workers and,

,"management is 1nstrumental and formal (Offlclal eommumcatlons dlrected ";

\-'.

. “_"at role performance of an employee, Goodrnan, Sahpante and Paransky,-_

N B
vt IR

) ..'_._‘_;1973 Lawler, 1973 Lyons, 1968, Porter and Steers,‘1973, ctted in Pmcp,__..:"" '

1977)
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‘

N v

e when ]Ob related mermatlon IS oft'1c1ally conveyed the rate of turnover is

. . R , ' < S
o ‘ o \redu'ce(_j (PI‘l(!e,: 197’]) Wlth a sample ot‘ female skllled workers, srgmfucant

s

R d_ifferences between "stéyers" and "eavers" were ev1dent" on certam.
'.Se.le'cte'd"jolb:neec.is:: lhose wor‘kers who left had percelved themqelves ~as
hz;vmg received less feedt)ack and reco;rmtuon than those employeeq who‘
remqmed (Roqs and Zander, 1957) Interv1ew5'w1th b‘enk..tel.lers _and b_rz;mch

. ma_nager‘s__‘. also. showe'd that turnev_er ‘a,mong'r 5te!lers wals ‘releted_ __t.o'
‘ eernrntznilleation pt‘ob'lem’s (Krackhardt-et al., 981) Nurses r‘w.ho we'r'e'l.ikel.y; .
to qmt\ their JObb at their work place felt th'at rules and regulatxons were not
. clear, -!_umts of authomty wet‘_e,not‘spe_mﬁed, exnhange of mformatlon

" _'between departments was difficult and decisions eo‘neernmg their work were'

“poorly explained (Wieland, 1965, cited in Price, 1977).

On tne-rwﬁole_.t'n,ere. appears, to be a .nega‘t’i:ve_ relationenip between' , _
.sa_t'isrt'acti()‘n.of supervieion and turnover. ’I‘his neta.tionship' atso a‘ppears ':'to ) o |
"'hold for- commumoatlon W1th m‘inagemen’t When commumcanns are not
cle'u‘ (wor'k related mformatlon) there qeems to be greater ttxrnover '-
‘_'Althongh nelkther vanable m r‘egarded as a sole contrzbutor to t«urnover, in.
- this study these vamables wxll_be c‘onmdered to have'an__md_lre‘et ‘ef.feet\'_qn_,. L : L

' intent to remain. R T

R

Lo
.

"+ " FINANCIAL COMPENSATION AND OPPORTUNITY POR PROMOTION ~ - *: ~.

5 , . . . - . L . L c L . L g

e

“Financial Qmpen_sat'io_n deals with the e€mployee's opinion ‘concerning

[ ot oo . . Ty . Y o ,
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s © T UA aegative relationship betv@ieerrfin“ancia'l compens atlon (pay) and

L | Coo T page 19

the amb'unt ot pay and. benefits received from the eo'thpa'hy'. Opgortunity for

[

promotlon is oon(‘erned WIth the employeeq peroeptlon ot‘ avanlab\llty and :
A . .

nece‘ssary SkIUS needed for plomouon

tem,n‘.e )e evideht.‘ That is, 'higher salaries are related to :longer,tenure

(l*r‘eder!co et al., 1'97(}) f\lbO, higher salaneq and the dlf[‘orenee between’
percewed and dClllHL‘)B[SN("S are assoelated with Shorter tenure. However, ' &% B

it must Be noted that - better paymg pomtlons‘ are not necessam]y-

- vl

concomitant with greater orgamzatx_onal commitment (Mowday et al., 1982)
Perceived equity of _pa'y may be a more importa'nt antecedent to
- commitment than amQL‘lnt of pay (Rhodes and:éte‘ers, cited in ‘Mowday“et al.l,

T1982). - L .

Employeee who are "turnovels” tend to,’have greater negative attttudes )
toward pay pollcws qnd the oemparlblllty of salary than "nonturnovem"
(Hel[megel and Whlte, 1973) Also in the same study it was dnscovered that . '
the turnover sample had> 20 percent mgher salarles on theu' new ]obs

E Fmedlender and Walton (1964) found /a negatwe relattonsh\p between_'
turnover and satlsfactlon ‘with pay'and promotxons for a\ group of scren.twts'
and engmeers (N 8‘?) \’I‘hls 1s not surpmsmg as - promotlon is most often;_
. rel-z_i_ted _tb mcre_ase }n ‘pay. 'S_aleh Lee, and Pmen (1965) repllcated thm S
.re,letioﬁshj:p'_wi-the’s'a‘:mp.le ofnurses : ) ; oLy L

‘ & T Cot
Dealmg w1th the effects of reward (pay) on work Mowday et als (1982

B

960), wnte- . S
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: 4Salan01ke(1977) sugge@ted that the level ofpreward mfluences the‘

. ‘perceived mstrumentallty of work However, he suggestpd when .
.mstrumental rewardq ‘for work are Asahent it reduces .the
~emp]oyees felt responqmllny ~This follnws from the VIew that .
salient extrmme rewards provnde e\ternal Justmcatlon tor _'
engagmg/--/ln..the ta;k:vand lowers the need;for employecs to

“provide intérnal justification for task involvement.

Gcnerally a ncgat:vc as socmtxon has been found between flnanmal

éompens'atlon and” plomotlon w1th turnover. Howéver Koch and Steers,

‘(1978); Kraut (1978), Mobley, Horner and Hol lmgsworth (1978);. Newman,

(]974‘);_81'1(1 Waters, Roach and .Waters (1976), all report' a nonsignif_iéan.t

®

re.laﬁinnship' bétwe‘en'pay and turnover. @ In regards to promotion and

A

- turnover, these same studies repdrt that as with pay there is ng r'e'lation_ship

evident between turnover and satisfaction with-promotion -or advancement.

7

Ho‘w'e.ver, Hellri‘ege.! "and White (1973) s'tate that . leavérs..;hécf*more

.

dlsqatlsfled attltudes toward promotlon than stayers

Whlle the evxdenoe is n@t conolumve, most of the lltelatuxe on this

"sub]ect @ugg‘ests that a negatwe relatlonshlp exmts between opporfumtv for

promotlon and pay "with turnover lt must be kept in mmd, however, that

some studses empham?e that peroewed mequmes mav be a more 1mportant

.

determmant of turnover ] ’[‘hls study con‘;ldered pay and promotlon to have

an 1ndn‘ect effect on the dependant varnble, 1nt_ent ﬁo revm,al,n f]ve -years, or .-

more'.

T S S A 0%
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- *ORGANIZATIONAL COMMITMENT '

»

Organizational Commitment is defined as:.
R R e L
-

strength of an individual's identification with and involvement in

a partlcular organization. Such a commltment can generally ‘be

chal A(‘terwed by at least three f'ictors, (a) a strong bellef in

and acceptance of the orgamzatxons goals and: values, (b) a

Pa'ge' 21

wiltingness to exert -considerable effort “on behalf of the -

orgam?atlon, (). a deflmte de51re to mamtam organwatyonal

membership (Porter et al,, 1974, p, 604)

.Attltudex towards orgam'/atlonal commttment are prednctwe of

sdbsequent turnover. “The turnover“;}group in the Porter et al. (1974)
- B F S

studyv clearly had less favourable athtudes towards the orgamzatzon i

than those who remained. Reqults from a longltudmal study found that_:

the relahonthp between attltudes, partlcularlv organl;\a{wnal

\\,

1976). -

N . . - . . ot

.'cornm)tment, and turnOVer strengthened over t]me (Porter ret al., :

0rgan17at10nal commltment is mgmf:cantly related to mtent to

'

through other varmbles. Satlsfaotlon wtth co—workers, the work 1tself

super\nsmn and the ]ob overall al} help to inerease understandmg’ of

H

the turnover process. ', Unfortunately, the. tnteractwe effects of .

v

_ leave and has greater mfluence as an antecedent varlable ot' turnover '
. ‘than ]ob satwfactlon (Peters, Bhagat and O'Connor, 1981) Jbb"

o satlsfacnon not only has a dn'ect effect on turnover but also 1nteraotq o

L

S



. organizg-tidnal-commit.mént' ‘aan'd job satisfaction have not been
adequately addressed (Peters et al.,“198])._ -

'Mdr'r‘is _and. ..S't‘eers (1980) Ijeléte_d formalization, "_Afnnctiona_l
. depéndende ‘and de‘cejnt;ryal'iza"t_:i'('.)vni' of - a‘uth.o_.rit.'y {o ‘c;m:mitm‘en-t.!
Egnplo_\{e‘es who _ .-cxp‘drié’ndfed ._g‘l"egg'tex-‘v' deoent‘ralization,‘ greater
_de:;pendenc;e _on_-t_he works of dthers-zind gr;e_ate.x- formality. o% wﬁften_
" rules and ,.g.u‘ocedure to .th._‘e.z organizatidn: fdlt -m‘o-r'e cornmitted‘ than
" those emplo};ées who did not experienéé.these f'dctors to the' ;z;me
dép‘ree:(Morris' and sfeers, 1980). Atchlson and Lefferts (1972) found
e\ndence that intention to rpmam wyth the orgamzatlon (whlch they

. regard as a sign of commytment) is strongly and mveresly related to

turnover.

ftoluntary ermmatlon may oceur if there appcars to be a defmlte

'det:line in' én employees commxtment to .t~he o‘rgamzatlon. Although
!
turnover- 1s not dependent on thxs der-lmo Th commmnent, it 1-: felt to be a

-reliable 51'gn of turnover (Porter et al., 1976)

N

: Steers_(1_977) examined hospital ‘employees (N:382) and s'_gient’ists 'and X

’ .e'nginéeré v(N:IiS). He found that fpr"t_)oth .:';ampl'éns pefsonal c'ha’raéter,isﬁcs

influenced tevel of '6fganizational commitmenf. More- specific'al.ly, the need

- for échievement group attltudes towards the orgam?atlon, education |

A

(inverse’ . reldtion), orgamzatlonal dependablhty, . percelved -pérsonal

‘1mportance to ‘the orgamzatxon and the task 1dent1ty all mt‘luenced

orgamzational commitment (Steers, 1977) Drawmg on the work of March'

and Slmon (1958), Hreblmak and Alutto (1972), Steers argued that a common



T

»

.

el"emé'_nt‘bf 'exc'ha_nge was prevalent in these findings.ﬂ Employees come to-
,-organizations with certain skills, needs 5nd,ébi_lities and anticipate that the

work environment will fulfill their'needs.. Organizational commitment is

»

enhanced when these needs arve satisfied. On the o'the’r hand organizational

~commltment is dlmmmhed when the ozgqm'mUon fails to fulflll then needs

Steers (1977) specnlatcd th .t Lhe negative l'clatlon betweeneducat)on and

orgamzatlonal commltment might stem from the organization not being able

- to satisfy the needs or to [')'royide adequate, réwards from the’indi'vidual's

perspective to "equal ize the exchange".

Steexss (1977) study <howed that thc three antecedent categouos of

personal charactemstlc‘:, ]Ob oharﬁcterlstlcs and work e\*perlence% all added

"o organizationatl ccﬁnmitmemt‘bul that work éxperipnce had the greatest

relationsﬁip. Co’mmitrnent was‘aésoéia'ted with employees desires and infent ~

to remain with the or"g'anization.' Steeré did not Tind strong evidence to

suggest 1hat commltment waq related to JOb performance .Comrnit‘ment'

was also found to bo mvexsely related to tmnover Steer% (1977) noted that»

one of the major conse_quences of increased orgamzatjon‘al commitment ,1s a

"stable work force."

"orgamzatlonal commltment and turnover. 'I‘here alc;o appears to be ev1denoe

t_hese.varyables on.the dependent va;rllab'le.

u

. that ]ob satlsfaetlon and orgam?anona! oommltment Shave an mteractwe )
N effeot on turnover Thxs studv not only looked at the dlre(,t etfect of ]0b

'satmfactlon and orgamzatlonal oommltment but also the ]omt mfluence of'

'\
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Fhe hterature does 1nd1cate a consnstent negatlve relatronshlp w1th
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-~ JOBSATISFACTION - N

+

Attitudinal factors are the most copsistent and reliable factors that

are related. to..turnovqr \(M'n,lchinsky»and, Tuttle, ,1979). By "attitudjnél

B

-factow“, Muchmqky and Tuttle mean global and jOb faoet sallsfactlon as

well as att\tudes cmd morale eoncelmng the cmployoef; ‘work place

C‘enually, most tcseatch studies Ie]ating ‘turnover and satmfaetmn have

found-a negatlve correlatjon between these two variables.

Usmg a pxospeotwe deS\gn, Hulm {1966 ) fn%t measmed ]Ob satisfaction

and’ 1ater l'ound thm workers who left the organization had scored

Waters and Roach (1971, 197'3) showed that overall satlslactton, as well as,

satisfaction with work, growth and résponsibility, sense of,ac_hievement and_

1"eSponsibilit§ all'predicted turnover in female clerical workers.

\

+

Although job satisfaction generally has been nAéga'ti"vely i'ela.t,ed to
turnover, i{;ilsllally accounts tor less than 14% of the total Varfanoe,

' assocliated winth fumdv’er (Mobléy et -al., 1979) Addltlonally, 1t has been

*

vamables such. as commltment and mtentrons, -much of 1ts effe‘ct on |

B
o

'<thnover is reduc,ed (Tnay beoome non sxgmf:oant Marah and Mannam 19'79;

- .
|

'Mobley et al;; 1978) S

[N

‘mgmf}cantly lowcr on the job' 5atlsfactlon measure. Over a two year Denod '

1.

: “found that when ]ob satlsfactaon 15 mcluded m multxple regreqqlon wnth other..

E.
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ye

'-l')anser'eau Cashman 'n)d (,rqen (1974) t'ound thut satnsfnctron w1th
work, but not ~satisfaction ‘with eupcrvmors, predlcted turnover among a
sample ‘ol office workers. " For man‘agers, hd‘wever, satisfaction with

supervision, rather than';,s'atisfacti'on with’ work, was a betlter predictor of

o

',;t__nrhovcr.f However, Koch _and Steers (1979): did not_find a rélatio_nship
between job satisfaction and turnover for a group of entry level public

agchBI'employces:

Mucﬁi\nsky-.and Tuttle (1979, p. 58), offer an appropriefe eummm'y ’
concerning the relationship b‘e.tween‘job satisfaction and tirnover.

, ’I‘he larger | "‘amount of wresearch on’ attltudmal predictors of
turnover ylelds hlghly consnstent results: job dlssatmfactlon is
- assocjated w1th turnover. This ﬁndmg has been ev1denced across‘
very different types-of- samples and across - varxous type% of
attitudinal measures (e g : overall bahstactlon, facet_
.qatmfactmn, morale, need S&tle&CtIOﬂ, etc) Some of the ear,ly
studies used "home-made"’ global measures of attitude; while
" many of the later studies asseased overall and facet satlsfactxon-'

with the JDJ, an mstrument wblch has well establlshed rehabmty
and vahdlty I one oonsu‘ler% turnover "'to be an mdlcator of

) w1thdrawal behawour, the vast amount of research lndl(!atEb that

- people w1thdraw from thelr ]obs because they are ot satisfied .-
'w1th the\r jobs, The attltude turnover relatronsmp has: been'

demonstrated in predlctlve, concurrent end ex post. _facto 3

z‘esearch desngns o oo AN

; . —N

L ’[‘he htcrature shows that Job Satlsf’actmn has a 00n§19tent negatwe

. rel_atlonshlp w1th turnover. !n thxs study Job Sahsfactlon has a dlrect path_

. to "i'ntent_ro rémyain", as well as an mdn‘ect route through_Organ!zatlonal-

Commitrhent.

»



o ' ' " ‘Page 26
. - _ - METHOD.- o S :f-'

Subjects .

fl‘llls.stll(‘ly was based on em[,-)loyeej"éury_eys eoncluctc%d in fohr;'d_ifferent
‘ty'pes..of o.rgani'/,ations. - Two of the. organizations are based in'Ohtarie
C(N=2,141 _ahd N=47) and the ether ‘two:a're based in the Mari'ﬂmes {N=407 and -
N=82)." “The dal.a from -the large O"ntar'io firm that is u’eed ih the currehr
studgr represents a_'secondary‘analysis of a largel employee oplmon survey

that was coh('lueteitl in 1983 using 2,442 em_plOyees. In that omgmal 1983

i

suldy,'.these emblojees were randomly selected to reflect the proportlona_l

" distribution from the dlfferent departmentq w1thm rhe orgamzctlon ‘me E

the orrgmal sample onlv bllb]eCtS less than the age o[‘ 55 were uqed in the

present s‘rudy; therefore, ol‘ the 2,442 subjects, only” 2 141 were used in this ' .
analysis. Addltlonally, approx1mately 1,400 quebtlonnmres were dlSt!‘lbUled |

to the three remaining Orgamzatlons Of the 1, 400 QUestlonnaerQ, 80 were = .o T T
,dlstrlbuted to a research orgamzatlon, 3]3 te a beverage manutdcturer and

' ‘l,.()Ol) to a h,osp}tal I‘he entire full tlme staff% of both the. reeearch flrm and‘ e ‘,“
the 'beverage flrm vrere surveyed. '-The return rate from Lhe research l’lrm'
was over ‘50 peroent and l"or the beverage manufaoturmg flrm, 30 percent
SAsin the original study, only data from employees less than the age of ‘35

" was consmered I‘or the hospltal sample, dletmbutlon ot‘ the questlonnalreql e
'wés *based on a’ random qeleetlon of- employees from predetermmed ‘

departmentq. The return rate is preqented in l‘ABLE 1

!
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TABLE 1

’I‘he breqkdown of the dnstmbutlon and usable return late (less than age 59) .
f01 the hoqpltal sample. -

‘Number Percentage

y Returned | Returned
1. . Secretarial . - . . 1. 57.7% -
2. . Technologist/lechnicians - 83 57.4%
3. Nurses . o ;218 43.5% -
4. Ward clerks = - . 30 b 34.4%
5. - Store Persons. B - 18.7%
6. . Daundry Workers R _ 5 T25.0%
7.

. Nurseq Aqsmtant/o R Iechmmans 22 - 21.5%

TABLE 2 summarizes the demographic lnfor‘matio'n.'for' the . four

~

or"ganizations lnvolved.
TABLE 2 '
Medmn Age, Sex, Lduoatlon, Length of Servnce for the employees of the '

four organvzatlons sampled.

K

- -;.‘-.Se_\x ‘ : . Length of
- Age - Female Male - -Education Service

Oviginal . 35-39  23% 7% commuimity 6-10 yrs. -

©o1983 study . .college T

- Present study . . 95-29 - 76% 24%: ‘dommunity 4-5 yrs.

- (all organ.) I S college : -
Hospital . + .. 25-20 .89%  11% -community 4-5yrs. "

: C . : N college .
Beverage Firm = '35-39° |15%  84%  Grade 12 5% yrs. -

© Research Firm ¢ . 30-34 28% - 71% . 3rd gr, . 2-3yrs.

S . : T aniv. B
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Ioomplete the questlonnawe

Page 28

“MATERIALS

As part. of“a diore intensive employee opmjon survey, Lhe ongmal 1‘)83

ﬁ'udy mcoztoorated a 61 item questlonnaire. ln ovder to develop the

questlonnalre used in Hns %tudy, the responses.to those 61 ltemq were factor
.analyzed. Nine factors emexgod from this pzoeeduxe the seven strongest

variables were ‘used to formulate the path model. .Fron\ these seven factors,

the five highest loaded items (three for Organizational Commitment) were.

" selected to. represent’ that particular factor (variable). " This aAnalysis

‘wenerated-33 items and the dependent variable, ”expec’t to be working at

least five ~'or' more YQars". The process of developmg this questtonnalre is

more fully explamed in the section Utled "Stat!stual Proceduus An -

addmonal elght demographm 1tedw were added gwmg the questlonnmre the

42 ltems used in thl‘; study All results pr'csented in this study are based on

the 42 1tem questlonnau‘e, that is, the data oollebted from the three new

o
e

T

orga'nlzatlbns and the analy-ms of the 1983 study. The non demogmphw‘

.1tem‘; were scored by the respondents on e-7 point leert typc scqle '_."I‘he -

n
v

omgmal 61 1tem quest;onnalre was devmed by a prlvate consultant for use in

B

the 'omgmal ]__983 -'study.- The entire questlonnmre usedvm-tms study can be
found in Appendw B. lt is estirnated'thz\t'2()-30‘ minutes were needed to

.
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© PROCEDURES oL L

. ' . . . _ , . . .
In the original 1983 study, the questionnaires were distribyted within o

the bx:gnnfzétion lhl:ough its internal mail system b% the personnel
- department. The participants were fully aware th_af the study was being’

. con'du'cted'by the personnel department of their organizatioh. Participant
confidentiality was guaranteed.

4

t

In the present study, the bulk of the queétionnailres_were distributed at
the, :em{)loye'e's work place. For the-research firm, pre-stamped, addressed -

. enveldpes webe provided for the return.of the quest'ionnaires‘. [n ’t_h'egcase' .of‘ :

. : .,

: the bevemge manufacturmg fu'm, the questxonnmreq were mailed to, the

employees' homes. l‘he completed questlonnmres were r‘eturned d;rectly ,to

. o A

the reéearchgr. 'Fhe hospital c:ample Leturned the Lompleted questlonnmres

through their internal mail system ‘where they were plcked up on a regular ' o

© . . ' . - .
s W . . - . .
Lo . N . . .

“basis. _ - : i . .

In all cases, 1t was made clear to “the partlmpants that ‘the resu\t o e
al

. would only be uqed for purpo‘;ee of research Anonyvmty was ensured for
" who ehose.to partlclpate.. S o N ST

PRSP R




:.1:' T S’tembrenner and Bent 1975) was performed on the data from the omgmal'..’f L C \f .

.'.study. From thm analysxs 9 factors emerged Fhe seven etrongest factors o

. . < . A -

along wnth theu‘ etgenvalues were" T ) o
Eactors ~ '~ .. : ... -Eigenvalues . .. ' .
:.'CnmmUnlcahon wnth Management S Bse L ‘

' .-"-'Superv1s1on e 353

'Job Satlsfactlon - " o Lo ‘286 L e 3 .
"'Work Group (‘ohesxon e L 221 S _' ,
o F]nanclal C‘ompensatlon ST :'f‘ 167 S e e S

j‘-Opportumty for Promotlon - 136 TR Ce e

A smgle value for each factor was necessary to conduct -a path

; :analys1s Thus, the flve 1tems that had the hlghest factot‘ loadmg for each

e&ch standardlzed ltem was welghted accordmg to 1t§ factgr weight whlch

v

I~ [

After bemg welg‘hted the 1tems

emerged from the obhque factor analySIS.;



-

PR A . N -v‘.._ A PR : E : Ny - e

N IR PR fHow do you rate the amount of pay you get on your ]ob‘7

‘->.~ 4‘ B

. S R L - ? : [n comparlson to people in slmﬂar ]obs 1n other compames, I feel B

-mypayls'..4 S ‘
: R How do you rate your total beneflts program (msurance, medlcal

LT R ) . ' . et . . . . .. .

-et'c;)'? " o L AR -

1
s

L o P ‘ 4. Generally, my pay is an accurate 1ndlcator of my performance. . -

N LI . . -

RO F[ow_would you - rate 'the beneflts at (compan{y name)

comparlson to beneflts offered by 51m11ar compames" I

v
it

These 1tems emerged from the obllque factor analys;s w1th respectlve factor
loadmgs of 80 73 57, .59 93.' Next thesc 5 1tems were standardlzed and

’

lwelghted wyth 1ts factor loadmg After bemg welghted they were oncer
: agam standardlzed, then averaged together to represent | smgle value for
» B Flnanctal Compensatmn. Tlns procedure was conducted for all the factors.

oot K.
|‘..

Tab]e 3 rep’resents the corporate w1de mter correlatlon of the seven. factors _. L
X and the dependent varzable from the orlgmal study Table 4 represents the . o
L S . R - . e
R same mformatlon as ’I‘able 3 but for the sample that 1s made up of. the : ‘

L S beverage manufacturmg fu'm, research t'lrm, and the hospltai

bl

L N . o s I Lt . T A . .
* o T <. oo B v o ) : S e Lo o EA




“Table 3 -

" Correlation Matrix of the Eight Variables for tte original 1983 Study.

Comifi. " Super-.  Job - 'Gr'éup - Fin.  Opp. Org. Intent

B Ot:g‘.,_C‘-om_m. :

w/Mgmt . vision .

Comm. - .. 100

‘ ::‘w'/Mgm_,t.'

-, Super-~ -1
. wision ~ :

" Job Sat.”
" .Group Coh: -
- Fin: Comp.

\ 'O‘pp. Prom.

~

[ntent

- - Remain -

.47

.00

Sat. .Coh.

1

46
a7

\0(): ‘

L.45 1

1

547
47

.00 .

_Comp..

32

27

21

16

._...47 -

Prom.

. ..5.9

.54

40 -
. _-.3] 0,.

1.

00 -

.55
39

.60

L37 .

.30

- 100

.45

. Comm. .  Remain-

.22

18

.33

!

i .

. ';15
229
. .-4'1 ' .~

0

SR e
e e

B T o
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Table 4

. - Cox relatlon Matmx of the Elght Vdnables for the present Study (Hospltai Beverage
s 'Manufacturmg Firm and Re%earch Fn‘m) _ . o

Comm Super— '_:Job : Group Fin. o Opp. Org. . Intent

. w/Mgmt . vision " Sat. . Coh. Comp. Prom. Comm "Remain
_ . CCowm. 1000 . .4l i .35 .46 .54 R4 57 Lo
. /Mgmt. e s y .

. . U suwper- v 1,00 44 43 2. .34 .28 - .09 -
., vision - A : . . - .

Job Sat. . S o :42: 22 _ ‘.45‘ 46 | .2§
_Gr;o'pp Coh. - L 100 .24 Ny 36 l- .30 | RENER Y2
f#%n;(uamp;' o | A._"-‘ _.f1_.1:00: 37 . .55 g
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l‘m each path analy31s conduct d, that is, for each an oategory (eg

seeretarles or laboratory teohmcm s etc ), a qepamte mter correlatlon

table was constructed using on!y th data ﬁppropmatc to that )ob eategory'

' !

’

?!he regresqmns and path coefﬁm ntq are dxrectly computed from these - -

corre}ation matrices.

i
!

3V AR |
Path analysis involves a geries of multipleé stepwise regressions that’

- »

“result in f_')ath; eoefficients.(l)eta' weightS) which _reflect the degree to'which

s

-one vamable has a linear vauqal effect on another. Path coefficients vary in

f‘magnltude from -1 through 71. SPSSX (1983) was used in the analysm of the

pr‘esent data ) -

[ - .
. o ' g
o _ { S

'I‘he resultq fr'om the

dccomposmon tables presented m the tmults-'

sectlons ‘were calculated alcordmg to Seaweu erghts ruleq l‘hese_rules "

.

6 D ‘3‘3)’

are presented by Asher (197

i

' (a‘)‘.:ho path may pass through the same variable more than
once; o ' ' S

.ot

(b} L no path may go backward on (agamst the dmectxon of) an

'arrow after the path has gone forward on a dlfferent

arrows;

o

. ‘_LM:'. _-'.‘V-I .\ s . "‘ .-\ .

,_.‘;(c')' no path may pass through a double headed ourved arrow
' '(representing an unanalyzed com‘elatlon between Lo

R -'exogenous varlables) more than once m any smgle path.

Page 34 ..
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_ RESULTS
CROSS VALIDATION ’
“ -*As this qtudy repreqentq a Ccross- valldatlon of the re‘;ultq of the . -

-orlgmal 1983 study, the orlgmal data from that study were comparcd to the
: _”reaults from the three orgamzatxons surveyed in, the present research As ' ) R
stated ealher, the orlgmﬁl sample acoounted for .189% (N 2 ,141) of the
vamance in the dependent variable, "’mtent to remam" Combining ~the :
beyerage ma_nufaetnrn,ng‘frrm, the research frrm and t.he hospltal the.
.turnover moelel.explainec'l ‘20% -(N:536) of the var'iance. F‘xammmg these'_.
organrfatlons separately, the proportlon of varlanoe explamed by the model"
. 'was 23% (N 82) for the beverage manufacturmg flrm, 23% (N= 47) for the‘_
" research flrm and 14% (N 407) for the hospltal v
Flgnre A 1 and A 2 1llusrrate t'he path coeffrctents and rero.order )

_ correlatlons between each varlable for the omgmal studv and for ‘the

oombmed resultq from the beverage manufacturmg frrm, research flrm and
hospltal To assrst in the mterpretatlons of these’ resultq, the. decomposrtlon_" -

) tables (Tables A 1 and A 2) enab!e one to see the dlrect effect, lndlrect. ’ ..

' effect and total effeot one varlable haa on another All flg‘urea and tableq.
;referred to are presented in Appendix A From the decomposmon tables,' . :

the results ‘ShOW that Organlzatlonal Commltment fer both samples had a .

_ "',' greater effect on- "mtent to remam" than dld Job Satlsfactlon The.ltot,al

¢




_‘i’age ﬁG S d

e effect of Orgammtlonal Commltment and- Job -Satmfactnon on’ the d.ependent
| . varlable for "the ongmal qample ié .38 and .-?,9 respectwely.- For the °-
- combmed orgammtlons, Orgamzatlonal (,ommltment had a to‘ml eft‘eot oF i
‘45 on tt\e deoendent varmble, however,, ]ob Satlshotzon fanled to reach
mgmficance and thexetone a dll‘ect path eoeft‘ncxent “WaS not avallable, but
. the md!rect effect of Job'Satlstactton on the oependent variab}e is .‘.]5. ;

K

) The decomposmon table (’I‘able A~ 1) for the orlgmal study :how'; that
’Qpportumtv for Promotmn has the greateqt effect on Job Satlsfactlon (. 38), ’
foﬂowed by . Croup Cohesxon (31) and Superwswn (. 28) lnfluencmgl

T - Otgnmzatloml Commxtment Job Satlst‘actton has the greatest effect (49)
{ollowed by C‘ommunmnhon thh Wanagement ( 39) and by Fmanmal

Compenqatron (. 15) Group Cohcsmn was a[’fected by Superwsmn ('33) and.

by Communleatlon w1th Management ( 44)

i
&

-'I‘he decomposition table _('I‘able ' 'A—Z) .for' the: oombined orgénizetion N

ShOWb that Opportumty for Promot\on, Group (‘ohesmn and Supervxsxon were' ) Co T

A

very close m thelr mfluence on Job Satlsfactlon ( 30 31 32 respectwely)
' l'mancml Compensatlon had tne greatest effect on' : Organizational _
Loy . ["Commntment (39) ’t‘ollowed by -Job’ Satlsfactlon (35) and Commumcatnon | "} :
‘g - w1th Management (33) Group éohes:on was aft‘ected by Supervw]on ( 43) ._ L

N
i

followed by (/ommumcatlon wn:h Management ( 34)
’I‘he re31dual terms, represent error or standard error, confoundmg'
varmbles and/or those f‘actorq that " atfeot the’ endogenous vamables but have c

not been measured The R squared (coet‘flment of determmatlon) of eaoh' '

Y




i

Orgamzatlon

"‘mter’tt to remam" than dld Job Sausfactlon.

Page 37 B

endogenous variable gives the ' total vamance accounted for by the

antecedent varinbles. ’I‘he re‘;ldual path coeffnmentq and the R squar‘ed ‘for

_the orlmnal snmple are presented m Table 3.

TABLE 5 -

Re‘;ldual and R Squared terms for the Orlgmal 1983 Sludv and for' the Combmed

Residuals ~ o ‘R Squared

V‘atiet)les_ 1983 Study  Present Study 1983 Study P't'les'ent'.Stn‘dy r
: ’.Inten't to ., 0 T se 18 RN X :
'Remainb ) <o : :
'.]eb Sat. . ...78 . : 81 ‘_ L 39 ' . ':34
Org. éommT I 71 : a4 \ . a9
Fm Comp. . e e - [ U T
Group _Coh,.‘; .80 . ’l -88 - . »’_ 35 R .22
_Comm, C g8 '.'.9'_1_ Ce LaL Y -

'v’[‘he resultq showed that lhe model aocounted for 18% and 20% of the

‘vananoe in the dependent vamable for the omgmal 1983 study and the

. combmed orgamzatlon sample, respectlvely It was also eVIdent t‘rom table.'

b_.A 1 and A- 2 thatf Orgamzatlonal COmmltment had a greater mfluence on_ - :

i sedrl e



'HYPOTHFSIS I
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Hypothesis | states that.the model will account fof more variance in’

" Pagé 38

"intent to remain” for jobé that_ vhave lo'wer trans-ferab.ility. Unt‘ortu?\atelv,-

becauqe of the nature of Lhe org‘mwatlom sampled there were madequate
- numbers of responses from’ employees m ]0b§ whwh were cons1dered as

. having low _tr,ansferabxllty (lt was assumed that secretarles have- hlghly

-

'transfereble jobs). ‘ However, the orlgmal study contamed data for a ]ob

o

r

posmon entallﬁ hlghly speclahzed trammg in the operation and survelllance-

>

of spe(:lahzed eqnnpment.

The model was not able vt_o_éec‘ount for any of the variance in the

dependent \rariable for this speci,aliz"e_d job. Th‘e' two antecedent variables,
: _%1gn1flcance, therefore, path ooefflmenta -going mto the dependent varlable

correlatlons between the varlables The decomposmon table (Table A 3).' .

shows that Orgamzatlonal (“mnmmment nd Job Satlsfactlon dld not explam

‘--any of. the varmnce in_ the deoendent varlable Opportumty for Promotlon

accounfted ['or the greatest amount of varlance in ]ob Satmfactlon (39)_.—--

had the most lnfluence on Orgamzatlonal (‘ommltment (59) followed by

. Commumcatlon w1th Management (44) and by Fmanclal Compenqatlon ( 12)

. ;;(;roup Cohemon wag" af‘feeted by Com mumcahon w1th Management (. 53) and

A

category that is. oonsudered to be extremely low in transferabﬂlty.. [This*

'_'Organizationél .Commitnient and Jo’b Satisfaction, failednto' reach

"are not avallable Fugure A-3 reprcsents the’ path coefflcrent and zero order :

’

' Fo!lowed by Group Coheqmn (. ?9) and by Supervmon ( 07) Job Sa’tisfaction‘ .
: A



-

IR

by Supervision (;25)._ S 7 ‘_-“’;,‘“:v

The residual path cméffici‘énts‘énd R squares a.g'e shown in Table 6 for

the low tré'n:sfer.abl,e jo‘b:

TABLE 6 L e

- Residuals and R _Squai'ea forj. Low .'Fffansferablé'JOl;s from.the original 1983

'Studi e

3

- variable ‘ _ ) - ;i{esiduals © 'R Squared .

'

Intent'to remain ' B 0o . 0

Job Satisfaction P -3 o 34
Organizationat Commitment o .59 0 . T 65 i
Financial Compensation . ' .81. - ..35

Group Cghesion R - <8

;Coxtxfhuniéatjons with Mgmt. - .88 - .23

As: foé the. seerétarial data from 'the"origin'al sample (hlghly"

transferable ]Ob), the. model accounted fot' 14% of the vamance in "1ntent to:

:-r .

'r‘emam- Flgure A- 4 shows the path coefftclents and zero ordpr cnrrplatlons :

between the vamableq [‘he de(‘ompoqmon table (Table A 4) shows that in

mfluencmg the dependent vamable, Orgam?atlonal Comm\tment had the g

greatest effect (34), whlle Job Satlsfactlon had a lesser lmpact (28) Job.,

i

Satlsfactlon was affec‘ted by Group (“oheemn ( 39) followed by SuperVISlon ;

¥

(. 32) and by Opportumty for Promotion ( 31) Orgamzatlonal Commltment '




; dependent vamable However Job Satlsfactlon accounted for 10% of the .

Page 40

“was influenced by Commu,n,icatio'n ;Nit,h managemeut (.48); Job Satisfaction

".(.47) and by Fina’.ncia'l Cbm'pensatidn (.04). Groinp‘ Cohesion was influenced

by Sugervisidn (.57 and: by Elem.rnunicutien wit_u Management (.44).

b

.. The residual path. coef‘fi‘cient-s" and R .squared for "the: secretarial

sample from the original research are giverin Table 7.. = -

TABLE 7

. Residuals and R Squared for the Secretarlalnghlv transferable 1obs) for the

orlgmal 1983 Study - . e
Variable - . Residuals R Squared
“Intent to rémain . 93 0 T s
_ Job Satisfaction . 79 . . .38
"Organizational Commitment  ° .74 S 44
Financial Compensation - . 957 10
“Group Cohesion . T LT9 3T
Communications with Mgmt. .87 o

I'lgure A-5 shows the path coefflclents and zero- order correlatxom fm-

the secretarlal sample ‘trom the beverage manufacturmg flrm research firm

,:and hospltal ' .""il‘he decompoqmon “ table_ (’I‘able A- 5) shows vth_at

) Orgamzatlonal Commltment dld not account for any varlance in the-

--vamance m the depengﬁent varmble Job Sa_tlsfactl(_)n had the only influence

P




i
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[

' _on the dependent Vamable ( ‘32) Job Satlst’actlon was mfluenced by Group

Cohesuon (41) and by Supervmon (26) Of the three varmbles mfluenomg ‘

Ty

Orgamzahonal Commntment only Fmanelal Compensatlon met qugmficance

(- 53) Grdup (,ohesxon was’ mfluenced by Superwsuon (()2) followed by'

' Commumcatlon w1th Management ( 35)

&

Table 8 'presents the r‘esidnal'anh coefficients and R squared for the_. :

: seeretarial sample from the combined st‘udy.

TABLE 8 .

.Residuals and R squared for the Secretarial sample (highly .transfergblé jobs)

- for the nresent study (hospital, beverage firm, research firm)

Variables " " Residuals . R Squared

'l-ntent to re.méin ) : - ._95_ : 4' .10
Job Satisfaction ' 92
‘ ;Oxl'g’anizai:i-_on'a-l Comrnitment_' SR L .o L2800
Fin%{néiai Compensation - - I PEERE
| Gfe‘upbdhesion o ‘_ L 78 o 39
o lCornm.unicaAt'ions with Mgrnt. 83 o ;‘ . ".'3-2 :

The results do not support Hypothesm I. The model .waé nof -able to

' ;account for Any of the variance in the dependent varlable for ]obs of low o

. N
R
e
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for_m the dependent.varmble for the samples.

‘Page

iy HYPOTHESIS I

3

43

. Uypothesis 11 f,;itat.o_s, L,h'at‘by, m('aminiog "intent to remain” by job

“ . .

. categdry, the model will ac'c-ount_for a g’remer percentage of varidnce for

. specrf:e job oategonns as, compared to ov’emll oorporato wnde measures. In

thefcé\se QC the beverage mnnufacturmg flrm and 1esemch flrm, job

: categorie's were nog_ exnmmed ‘separate!y due to. the smﬂll number of

emplovees in partlculm Job categones However, two job categories were

. common to the three orgamﬂmom (secretarleg and laboratory techmcmn§)

and these job categories were collapsed across thc bevcrage |na11L1t'actu1'ez',"

research firm and hospital. I : o O

o
N 3

Oyeral] the rrxodel accounted for 18% of the varinnce in "intent to-

remain” in the 'orflgin'al studgl and 20% for the _co'mbined organization in the

.current stuiiy. 'J.‘he results from ‘this .anal'ysis'shov'v 'that genera]ly‘ the'

vahance explamed in the dependent varlable by ]ob eategory did not’ e‘(ceed"

the varmnce e‘(plamed by exammmg the data corporate ‘wide. The tablee

. found in Appendlx A (lable A-6 and- I‘&ble A 7) list the varmnce aceounted
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Hypothesxs lll stateo that the model Wlll account for a greater amount'

e of varlan(:e l‘n lntent to remam" for males.\ Mlxed results were evhdent
".'j".'_? SR ’I‘he orlgmal study showed that the modcl accounted for 19 6% (N 494) of -

e the varlance _in mtent to remam for female% and about the same -

percentage, 1896 (N t 634) for males In the” present study, the results'

supported the hypothesrs ‘ ’I‘he model accounted for 16% (N 410) of the

s S E vamance ‘in the dependent varlab\\f‘o’r females in the oombmed organwahon

) sample, but mm'eaqed to 28% (N 129) for the males \\t‘hls ,sample.

[ IR
. o F O N

-,'.}":.' \ . Flgure A 6 and A 7 show the path coet‘feclent% and the zero order
Ty e l'3_ correlatlons betWeen each vamable for the females and males from the' :
) B '. ongmal study lhe decomposmon table (Table A 8) for the females in the I.

..,Ql

ongmal qtudy shows that Orgamzatlonal Commrtment had a greater effect ]

(39) than does Jéb s ‘

Group Cohesnon had th. greatest effect -on Job Satlsfac?n { 42) followed by_'
2)

-:'Supervxslon (37) and Onporttmltv for Promotlon (

Commltment was mfluenced by Com'mumcatlon w1th Management (48), by

Job Satlsfactlon (46) and Fmanc1al ‘(‘ompensat -

N -
LA

was mfluenced by Superv1510n (' 57) and by Com '

1sfact10n (32) m mfluencmg "mtent to remam"- g

Orgamzatlonal B

.('.03) Group (‘oheelonjffi”

1on thh Management.'“ S
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'qhowed that Orgamzatlonal Commltment had the greatest mfluence on the

- dependent vamable (40) wh1le Job Sahsfactmn s effeet was qomewhat lower {,<

.

- (.28) Job Satvsfactlon waq mﬂuenced by Opportumty for: Promotlon (38),.

‘.“Croup Cohemon (‘29) and by Supervmon (27) Job Satlsfactwn ‘had the .
‘):greatest effect o on’ Orgam?atlonal Commltment (‘3‘2) followed bv

',Commumcahon wn‘_h Management (. '37) and by Flnancxal (,ompensatnon ( 17)

In 'affectmg Gr'gﬁp Cohesnon,; Superwsmn (54) ~,wés. followed by
s Cos .
' Commumcet{on_m_th Management (.46). :

r

’I‘able g presents the I'Eb)dU(lJ path coefﬁcxent .and R squared for‘.,_
‘4 females and males fr'om the omgmal study - ) . o o . : ..

>

[y

TABLE 9

2o«

s ‘ o ' L Re51duals and R squared for females and males from the orlgmal 1983 study
- Variaples - . .. - Residuals'* .. ' R'Squared . L
R - Females . Males ' Female  Males . - o .

- S 'Intent to Remam ST .80 TN Y )
! Job Satlsfactlon o (3 ‘.'_.‘78°- 41 38 ' R R o

."_"Orgamzatlonal T4 S aa a8
'.Commxtment Lo e el :

. . P L ! A .- =0T :
‘ _ ’_[‘manclal SRR OV 9‘3 .93 e AT e
,__Compensetlon S o T SR e S T

l’G'ronp:'C()ne‘sien g 79 o 80 36 34 P SR ‘

o -:f.jCommumcatlon ', ..90° 8T 18 ".'23“- o
n}-_w1th Management‘.j' R T B

S
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As‘st‘a'te‘d?earlier, "the '~'mode] accounted for 16% (N=410) of the

1

‘Ava_rviance_in ‘the depe‘ndent'variable,for the females in the combined survey

sample, and 28% (N=129) of the'-va'ria‘nce, for the males.

Flgme A 8 and A 9 show the path coeffaments and the 7ez‘o order

cbn:elatm_ns belween _each vamable for the females and ma!es. The'

* decomposition ‘t,éble,(’l‘ab]e A—l()) ‘for 'the fem_a]es of the com_bined'sa.mple

-'shoi«fs that for "intent_"to remain”, Qrgzini_zation'al Commitment[‘had' the

greateét 'influencle .37, While Jo'b Sa.tiSf"lCtl:OH hqd a' lesser efféct ('26),

Supetvxslon (. ’%4) had the greateqt mfluence on Job Satlsfactxon, followed by

_Group CoheSlon (32) and by Oppmtumty for Promotlon (?7) Job "

: "Satlc;faetlon (.42) had the greatest e{feu on Orgam?atlonal Gom,mltment'

'followed by Commumcatyon W1th Management (39) and by Fmanmal

*Com munication with Management (.29).

isample, the decomposntlon table (Tahle A 11) <;howq that Orgamzatlonal' e

'Compensatlon (.2_4) [nfluencmg Group Cohesnon were Supervmon ( 37) and

g}

Flgure A-9 shows the, path coefflclent and .zero- order corre!atlons for

the males m the eombmed orgamzatlon sample 'Iy\/he males m this .

."(‘ommltment (48) had the greatest 1mpact on the dependent varlable

'followed by Job Satlsfachon (30) Job Satlsfactxon Was mfluenced by .

‘Opportumty for Promouon (46), Group Cohe‘;lon (24) and by Superwsuon‘\‘

'.( 13). . Fmanmal (‘ompensatlon (Sb) had the greatest mfluenee on . Lo

2

Lo Orgamzatlonal Commitment, Job Satls'factlon (29) and by Commumcat:on '

:..W1th Management (28) Supervmon (55) had the greatest mfluenoe on -

_Gr‘nup (“ohesmn, followed by (‘ommumcatxon w1th Management (. 51)

Lo
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The residual path coefficients and R -squared for.the females® and

‘males from the combined organizatiop s‘ainplelmré_ presented in (I‘.ab'le'-io.i

. TABLE 10 T
. __.______ . ) oo . N .,' ) ) ) S X . ‘ .

_ v ¥

E Resnduals and R squal‘ed for femaleb ‘and- males from the combmed sample : \

"-'(hospxtalz beverage firm, research flrm) . N . _ . .

Variables = : _”_Residuz’us . ' R§_quared.'-' .
‘ ‘Females Mades =~ TFemale Males .

. . : , LR o
-Intent to Remain ~ Co9T 85 e - .28 IR J
|J6b satistaction .83 .79 © .31 a8 T
‘Organizational — ~ .74 63,7 46 61
Com'mitment S RS _ R o S
Fmanc\al ST 1 ."93." o 1‘3 ' y ’ 12 .
‘(“ompensatlon o T

" . Group Cohesion .- .91 - .80 - AT T - 136 ‘
Communication - .92 .81 14 - .35
~with Management B T ’ )
.\.'
., R - . :
“ . {' - N -
L v .
5 e :
.o L ‘ -t
\ i . v,'gi
2 b
Lt . . \ DR .
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DISCUSSION

§
|

"The present ‘stu_dy ‘irluestigz\ted "intent to r’emain"‘

_ employees of a beverage manufacturmg fir rn, researoh t‘nm, and a hospltul

LR

through a path analy’uc model whlch had been prev1ously developed for u';e :

in a large Ontarlo orgamzatlon On the whole, the present study vahdated

' ‘the fmdmgﬁ from the ortgmal 1983 research. ‘Fhe orrgmul model proposed :
that Orgamzatronal Commltment Job Satlst‘actton, Fmancxal Compenqatxon, :

Opportunlty _,for .Promotm‘n, Group. Cohemon,‘ Communication -w1th

Management and %permsron wnuld predu.t an emplcyees mtent to remam"

on the ]Ob I‘hese var:ables explamed 18% ot‘ the varlance in the orrgmal '

st.udy. [n the current study, the model e\rplamed 20%, of the variance for

mtent to remam" -ACTOSS - the three orgamzatlons Examlmng'-th_e ‘three

organ!zatlons in the present ';tudy <;howed varlable re%ult& wmié 'the model

accounted for 23% of the variance in. the dependent varlable t‘or both the'.":

research flrm and beverage man\.ﬁacturmg flrm, it explalned only 14% of - .

P B

,. the varlance in the ho‘;pltal qample This may be. due to the fact that the fj

total hospxtal sample was made up of 216. nurses Wh!Ch represents 53% of‘

+

,the tOt"il eample._ A look at table A 7- shows that the model accounted for
‘_]4% ot the varlance in, the dependent varlable for the nurses [t is llkely

'that wtth -a samplé ‘that is more evenly d!‘;tmbuted across dlfferent hospltat Co

jObS that the aceuracy ot‘ the model for the hospltal sample would have

Coan

~1mpr0ved. o

4 : o : T

o0 e Page 48

on the iob of

r'—} .




R}

Addmg qupport to thc valldntton of the model is the t‘act that m )

addmon to the overall consnstency in predlctmg "mtent to remam" the _.

arlance ewplamed in ea('h of the etght, varmbleq in the orlgmal ‘;tudy and

© the combmed _organization \,ample were qu1te con51stent between both-

«

' stodieg Cenerai]y, the same var;able between the samples drd not vary by

more han 5% (e(cept [or Group C0he51on whlch vaned by 13%) in the

.

amorlnt_of.vamence explamed,. .Als_o_, the rank order of varlan'ce aceounte‘d

for in each variable across the samples was identical. For both qamples the
greatest amount of variance was: accounted | for in Orgamyatlonal

- Gommitment follovyed by Job "Satisfaction, Group Co_hesmn, Intent to

Remain, Communication with Management and Financial Compénsation.

»

+

Mobley et al (1979) state that generallgf less than 20% of the variance
m turnover can be e\(plamed Mlchaels and Spector (1982), who’ teqted the
Mobley et al. model aleo reported that they could aecount for 19% of the

varlanc-e m turnover 1t must be noted, that both of these stud!es report the-'

variance accounted for in &ctual turnover, whereas thm study reports the

LI

variance accounted for m "mtent to remain" Nonetheless, the results from
-thlb btudy corroborate those t'mdlng's Addttlonally, If 20% of the varlance '

in turnover is the upper hmtt that cen be e‘(plamed then the present model_~

v .
N
\

appears to be extrernel_y useful».. o S - N
' o oL . . .l . .\\

-

!n the sectlons to follow the resultq of Hypotheses Iy l[ and Il[ wnll be

o "dlscussed.



s

HYPOTHESIS! . |,

Hypothesxs l stated lhat the model w0uld eﬁcplam a greater proportlon

of the \mmance in ”mtent to lemam” ior ]ohs of low transferabllltv An °

» employee in alow transferable j_ob might develop-greater commitment to his’

present organization “and -develop gréa"cer'.satisfaction since alterpative
: . > o ) ) . s

. “positions with different employers would be scarce. Due to limited

alternative erllplo.yment’opportunitles, t'he employeé might b'riné himself or,

B hez‘self to belleve thdt he or she was more greatly satmﬁed than should be

the case and to be‘come more cg)mm]tted towards the'orgaguzat_lons. The

results ‘do not -support this. hypothesiq as the model incorporated
Organizational Commitment.and ]ob Satlsfactlon as “the .only dirvect

.antecedent vamablec of "ntent to Remam

[}

anmmmg hlghly tr‘msferable )obs ot‘ secretames, the model accounted

. for 14% of the variance m the orlgmal sample and 10% m the combmed_._.

.

'organwatlonal sample Dansereau et ai. (1974) found similar resulls' the

' \ .
.

_ percewed expe(vtancy of altematwe employment moderated the relatlonsmp'
,between attltudes of work and supervmon towardq turnover. Dan%ereau et

"‘_a'al. found.'for' both ,office employees and* managers a mlldly negatlve

t

.. rél'z‘rtionship betw'een attitudes and'fufnbv.er Mxller, Katerberg and Hulm

(1979), usmg a sample of Natlonal Guardsmen, found-,:that ,:pereelved.‘

-alternatlves were mlldly velated to’ turnover behav1our However, in both o

'studleq the contmbutlon of percelved altematlves was weak in mdmg the

understandm‘g of-turnover. L
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. HYPOTHESIS Il

Hypothesis [I sfated that the rnodel"wonld account br 2 greater

B .o ' o .

¥

per(‘:entage of the variance. for specific job cafegories as .cornp@red to

t¥

i

1

overall corporate meaqures To examme this hypothe515 the model was - o
applied to each job categoz\r qepamtelv By exammmg the data from a m.ore "
:homogeneous gro_up, ‘a group whlch shares much of_ the same job related

__conditions | f:;nd, at'tribu.tes, the.motlel‘ ehoul_cl'_be a bette_r' ’estim,at,or of -

‘turnover. . .. ' . oo ' LT s

(‘enerally, the results do not support thls hypothesml For~'rnost ot; the.
job categorles, the varlance “in "intent to remain" explamed by the mode]
'was less than the varmnoe explarned by a corporate Wlde anaylsls of the.
.data However, the model dld account for 24% of the vamance m "mtent to
.remam" for profess:onals and 41% for mlddle/upper manegers g I‘heqe .
percentages were more than‘ for a corporate w1de analysxs of the data

,Haekman and Oldhams (1976) Job Characterlstlc Model may prov1de an:
T : ,explanatlon for the result Haokman and Oldham state that motwat_x_on and
.satlsfactlon rely, on three erltloal pqychologlcal states (1) th'e ~'erc»perie'rrced

1

- meanmgfu]ness of work (2) experlenoed responsnblhty for the outcome of

1

g ﬁ‘the work 3) knowledge of the actual results of the work actlvmeq When

/. ¢

.i-these psychologxcal btates are preqent‘ Hackman’ and Oldham contend that'

employees are satlsfled wnth thell‘ ]obs, show mternal motwatlon, showw low -
absenteersm and turnover and produce hlgh qnahty work Hackman and .
Oldham hypothesnzed that these three psychologlcal States resulted from

flve ]ob characternstlcs'

1
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-Sk'i.llﬁvnriety:” Job that reqmres a vamety of nbllmes and skills. * ‘
. "Task [denti(yi ' . The (,ompletlon of whole and ldentrﬁable work pl‘OjeCtS ) .
N ' . " as oppos'ed to sectlonal operatlons o = o ) o . S
Task Significance: flhe degree to whlch the job has mrpact on the hves of -
’ e othem »
.. . ' . - " V ‘ V . » T : . “"
Autonomy: . The, ablhty to pu‘form and (-omplete ]Ob requnremcnts R
t o Co 'as one ‘sees appropmate T , L T \ A
‘Feedback: ) Wor,'l_<~activities providing e'lear ,kno‘w’leczlge of results. . \
N . ) " N : . N . \

It is hlghly likely that baqed on the nature of their Johs that these
“three psvchologlcal states may be more Prcvalent in the professwnal and
upper n;anagement samples than in ]obs ot' lower .stature I‘herefore, thls - L
may . explaln the gleater percentage of the vamance that the’ model'_'-‘
acoounted for‘ in the profe‘;swnal and upper management ecimple D ‘_ v

v B . . . . . “. e *

However, the unportanLe of studymg turnover by ]ob ca‘regorv oannot . _ -
be over emphasmed By studymg ]Ob categone%, some of the vanance in- g - ’

',_turnover e‘(plamed by the model may be lo%t, but, this process may allow _‘

: P
management a better un,derstandlng of the -turno_ver process for each job - . :
{
CHYPOTHESISIL - © o e
The thn‘d hypothems stated that the model would &ccount for a greater B R S L .

¢ . amount of vamance m "mtent to remam" for maleq rather than i’emales

'l‘he results trOm 'thl§ s_tudy provuded mlxed‘sup‘po_rt for ,thls hypotheSIS.' ,-I;or o

v . ' ieoat

o
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the orlgmal sample v!rtually no dlfferenee was found between males and’

» f‘ema]e“, (18% and, 19. 6% respectlvely) On the other hand the results for

the combmed data for;the present qtudy showed that the model dld explam a-

greeter percentlage of the- vquance for males (m‘a e% 28.5%; fe_males:

) 1~6.2"36},. Shott et al. (1963) also t"ound that turnover was more predictable .’ ,

-

¥

“for males th‘an' fo‘r femaleql ThlS study does not totally'eonfum their

'I"mdmgs but the requltb do lend quppont to thelr leseaxch

From an orgamzatlonal pomt of view, 1t may be beneflelal to study 3

‘turnover across gender ’l‘he results indicate that very llttle variance: (it

any) is lo‘;t in the dependcnt vamable by this plocedure ‘Howéver, gt-‘eater

sensitivity ,13 game_d_by examining the results f_ot_' each sex.. That is, the

organization obtains a- better unders_t‘anding of .the "at:titudes .of their. ..

employees concerning turnover.

'
1

~* PURTHER CONSIDERATIONS

ro. e

The turnover modlel was cothruoted w1th Orgam?atlonal Com mltment '
and Job Satlsfactlon ‘as the only dlrect antecedent vamables to mfluence:'~ '
'."lntent to remam" Many prevnous studles hare related these tWO varmblesl
du‘ectly to lurnover (Hulm I%6 Porter. et al 1974 Porter et al 1976" ‘
Waters et al . 1971 1973) The model did account for a good proportlon of .

‘_the varmnce in Job Satlsfaotlon and Orgamzatlonal Commltment l‘akmg an_ _

\

average of the ‘variance explamed in Job Satlsfactxon and Orgam?atlonal .

Commltment from Table 5 to lable 10, a- mean of 34, 4% and 48% was,'

i

N ) . : : v » >

&

e e .7 Ppagess

Sy
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“
: .

accounted for in these'variables re‘speé.tively. Many researchers have stated

that . Job .ASatisfzicti'o.n': and Organizational Commitment are méjor‘

.conjlributors of turnover. Be;ing' able to account for a great percentage of,

.the variance, in° these variables allows one a certdin confidence in
~understanding the dependent variable, "intent to remain".’

. The results of the pl’e'seﬁt research coincide with 'the work of Peters et

al. (1981). They stated that OrganizZational Commit‘rhqnt'i_s significantly
related to turnover and has a greater inf'luénce'on.turnbver than Job

Satisfla'ction.. Mobley et al. (1979) also stated that when' Job Satisfaction is

included in m'ult‘iple regressions with other variables (eg. commitfnent), the

¢

' ef.fect.‘of Job Satisfaction on turnover may become nonsignificant. The path,

model. (Figure A-2) for the ‘overall .measure of turnover for the combined

-6pg.anizatio_nal data support these arguments. [n-the ‘pre‘sent; étudy,

o .

Org’ani"},étiodal Commitment had a greater total effect on "intent to remain"

Py

than did Job Satisfaction (see- Decomposition Tables A-1 to A-11).

Using the seven variables discussed in this study as a means to -

s

understand the_b process of -turnover allows 'm_anagémen—t' an lexg,eilent-

opbortun_it_y to assess where to introduce an intervention program. - This

model incdrporates variables that could be controlled by management. For '
exarhplé, ' Financial .C_or:ﬁpens_.atibn, Gomm'unici;tioh" ;w'ith‘ Managg_m.en_t,

- 'Supem)isidn, .O[.)portunity'for ‘Proimdtion,-'cé.lll ali‘be c,h'élngéd eit'her_dipeetly

multivariate 'tfechniQLne of path -analysis is that it allows one’ 'jt(')'sée and

e . ! . . N . ql_ . . .- ) . ) E
" predict the extent of the effects of certain variables. As Ghiselli (1966) and -

JET—

: 'ob'_‘ihdirectly' ‘through t;aining' by 'm_anagem'eni. ; 'The’ ~advantage_ of ‘the’ _

=

B



‘Pag.'e 55

"

\

i

-Owenq (1976) ha\ﬁ? shown blodata items are very useful in the understandmg
-of .turnover HQwever they ‘were not mc_ludeg .m the r\nodel“‘be’ca_use )
organlzatieﬁs Qan_not.actively c':ontrol these variables. The preeeht..resezlf_ch
shows t_hat Orgamzat.ronal C(j-mmitni'e:nt_an.d Job Setlsfact)on ane ‘dn'ect
an'tecedents ‘t.o ‘-”inten’t to f'emain”. Therefore, if anA erg'zmizat‘?'or{ is'
ewpexnenemg tmnovet, it ma y mtcrvene by tlymg to mcrease an\emplovees -
ngdnmatlonal (“omlmtment and Job Satlst’actlon The model shows that, by i |
varia ables Whl(}h effeet Orga‘m:zat\onal coa = ]
H\ _‘/:._\ \_ . -

antecerlen

fluenmngr i
As maJor advantage ‘of thlS mode! ns that. 1t

ln,.,‘

EVVEN

‘the
Commltmont and Job Satlsfactlon, dn'ect aeffe(-t: may /be evndent on an
‘\

employee's intent to remain

could possibly allow organizations t() actwely mfluenve turnover
Jeswald (1974) questloned whether ail turnove’r is "bad" for an
He stated that certain types of turnover were, advantageous,

orgamzatton

" pay r‘ateq are 1esq for new hn‘es, ;ellglblllty ‘for certain employee beneﬁts
Wh)Ctl are assoclated with Qemomtv do -not mature, new hII‘ES may be an.
ity of ‘the employees and ._opportumtv f‘or

»

opportumty to upgrade - the qu
promotlon is creaixed\f/or e‘nstl employees.
T 4 o S

. (1981) also pomt out’ that the.

’ Dalton, Krackh;ar('it anld -Porter

tradltlonal view' of turnover has been one where turnover is consndered to be

' i for tlhe o,rganiZatlon Recentlyj- m'any artlcles have
questloned the, 1eSue of turnover‘ as bemg costly or dysfunetnonal (Staw,
DySfunctilonal

very expensxve
1980 Staw and Oldham, 1978, Muchmsky and Mon'ow, 1980).
turnover defmed by Dalton et al. s when an employee leaves an
‘ orgamzatlon whlch would prefer to retam that individudl 'Funetional . {
turnover is when an employee decxdes to leave and the orgamzatlon is
. . . : E - e
. g o s
s , K i
.o R 4

S

¥
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. the fmdmgs of other research. o ',',_ _

‘detrimental to their functioning.

N

B

unconecerned or has a negative evailuatioh of the employ,ee_.. Dalton et al:

. (1981) recdgnize that even functional turnover is e;cpensive-with‘rggard to

1

hiring and training co"s'ts,_ but a "positive phenomenon" may balance out the

situation. : T,

y o=

In the same article Dalton et al. ai.’so looked at voluntary turnov‘er: with

2 ~respect to the :organizalions control and lack of control. of certain

i
\

a'ntek;edent -_‘f,ac_t'érs ‘concerning " turnover. - Such factors which  the

organizations have no control are educational leave, family commitments,

health niatters, ete..  Their resulté indicatcd‘that hatf of 'fhe cases of

dyqfunotlonal tumover were not in the control of’ the or gam?atlon Overall,

7

their results from a .,sample of bank employees (N:l,389) indicated that 71%
of the tirhover was functional and that 52‘%; was unavoidable. The,resdl-ts

0

imply that much of the turnover ’expgrier}ce(_i by ot'eg'anizations\m'a')[ not be

t ' v

Muohmsky and I‘uttle (1979) and . Schuh (1967) have advocated that-
: qtumes that deal wrth predlctorwturnover relatronshlpq be Cross- valadated

,.In part, the purpose of‘thts study was to oross vahdate the orlgmal 1983

' study. Usmg a varled sample of organlzatlons and ]Ob categome%, th1s model'
E ', of turnover has been qmte conslstent w1th the hterature on turnover and ltq

‘accountablhty of "‘mteﬂt to remain" ) Not only have the overall results.

within lhlb study been con51stent thrs model has also been Lonmstent w1th
. Dy

Due to the nature of the data gathermg and statlshcal analysm,l'

certain .hmltatlo.ns must be;_'c_onmdered w1th respect to. thls- study. Usmg a

:
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" stated by Nie et al, (1975, . 397), L RN

mml ‘;urvey in g’ljthermgr much of the dnla for this stndy, one_ is ulerted to

. ) 8
certam ge_neral\zat\on issues. Although this rosea‘rch doe‘; provtde good

reglonal generah?nbihty (Ontnrlo and Mmmmes) and mcorporates varlous

N H

orgamzatnons, one must still take mto account the fact that the\.num_ber of . |

no‘nresp.ondents in survey studies ‘generally are quite- hwgh The present study
did have a good return rate, no'n'e—the~les‘s one must be concerﬁed'wlth

havmg a potentm]ly blased sample due to the nomespondentq As 'Gaqnon,

s 3

. Northern and Carroll {1971) have shown that survey respondents tend ‘more

often to be women, more hlghly educated “more sta,ble, older and_more

effective workers. | . ) .

The statistical proeeduéze of multiple regression -calls for a "arge"
sample size. .There is a great deal of pontt-ovel'sy concbrned with the isstle

of how "large" a sample is large enough. Harrls (1975), provndes a formula

(N- VDSO where N= sample size, M—mdependent varmbles) Whl(‘:h allows the *

resear('her to make vahd concluslons from the datu While the majority of
the results from the path analyses reported in thlq qtudy e‘meed or closely

meet the hmlts of this formuln, the results from thc research f!rm (N=47),
the secretaries (N:54) from the combin‘ed.samplé‘. (hospital,' _b_everage firm,
research firm) and the secretaries from the hospital sample, (N=41)"should be _

viewed with some caution.

[n conductmg the path analysns, qtandarm?ed path coeft‘lelents were .

e

-reported. Asher (1976) has stated that there are no formal rules as to

Y

“

demdmg the use of standardlzed or unstandardlzed coel’flclents Howeve'r a,s\ :?

N
i
.l"
(I

. ‘ o ‘ :
7 . R e \ e A ) s

L

[ . L Voo
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. ‘ ‘_ . ] . , “
’-If one JS 1nterested ln the relatwe amount of vamance explamed_ T S
m Y for a glven sample or populatlon by vamous mdépendent-- . o
" ." : \
Vamables, the standardlzed coefflclents are approprlate. : T
R T : S ¢ ) 9. . S e et o SRS Lo DR e ;

.

The nature .ot' the Study was "ﬁot to make dlrect compams 1S -b'et'ween_-,»- "1 BN , .

subsets. Rather, _1t was concerned w1th vahdatmg the results t'rom the E A

.\ a v

orlgmal 1983 study and w1th mcreasmg the vamance accounted for in the

dependent vamable. lherefore, 4t was felt that the uSe ot‘ standardlzed ST R
coet‘flclents was appropmate. ,;,' I \ ool TR e '

SN e N ,..

v N -

As stated m the method sectlon, the questlonnalre used m thts study R "__". : ot

- 1

was developed by\a prlvate consultant and no rehablllty or. vahdlty '_ o oo :'-'.‘f_f

» coeff1c1ents are ava)labte. In the omgmal 1983 study, thts ques_ _' o . . g
then factor analysed ftcmfwhlch the Seuen yamables emerged Thxs study
represznts aA secondery analy51s and a ctross—vahdatton of the ongmel study | .‘
]n order to reduce cet’taln confoundmg elements, th)S study was requmed to .‘ -
cw SO T

mcorporate the same quesﬂggnawe._ It 1s suggested ‘that'-the use of a more




-may be that predlctxon of turnover may not lend 1tself to much more_‘-‘,

. to

proved rather mlxed For a sample of mlddle/upper managers, the model d!d

a conSIderably good _]Ob of accountmg for the varlance in . the dependent

s,

variable, "mtent to reamm"; None the less, other researchers m the past

:.,have not been able to lmprove greatly the efflclency of predmtor models ‘It

. Y

nmprovement Perhapq as- Kraut (19‘75) has argued an lmposed model of

.

“ ""_:turnover may not be effectwe and the emgloyee haq the best means of—

% .

aqseesmg hlS dec1510n to qunt or remam._ Yet 1t is felt that a model, even B

v . PN
K s [N

accountmg for a modest amount of the vaﬂanoe in "mtent to remam" may »

.

provude greate‘r u,nderstandmg of the turnover process.

i
Lo Py
- 8
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TABLE A-1

: Decoﬁwp’osition- table for the o_rigiﬁalv 1983 study'a-crds_s zﬂl’-job ‘categdries.

Original Dirqcf © Indirect -~ Total
- Corr: Effect = Effeet - | Effect
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.Comm/M.gmt.I"— Organ. Coqu. .56 g L2320 0T - .39
Comm/Mgmt. --- Group Goh. .45 0. o257 .19 A4

"Group Coh. --- Job Sat. . ' AT ‘.23  _ .'0‘8 e 31
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‘Opp. for Prom. -— Financial Comp. * 32 e s .32 0 ©
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TABLEA-2 - - .

‘Decomposition table for the present stpdy (hospltal beverage manufacturlng
flrm and research flrm) across all job categorles

o _Original . * Diréct  Indirect  Total
SRR . . - - Corrs _Effect " Effect © Effeet -

. S '.“Super'. T Job Sats G- . .43 .24 . .08 .3
' ’ o Super. -— Comm./Mgmt. 41 L4t - C~ehy
Super. -+~ Group Coh. Y & .35 ' .08 - .43

‘Comm/Mgmt. --—Organ..Comm. - .57 . .29 04 .33
" Comm/Mgmt. -~ Group Coh. ™~ 235 0 - L2200 14 7o .34

_Group'Coh. :—'—:Job Sat.. ’ .30 - . - _.-21‘ S10° 231

Qpp. for.Prom. - Job Sat. . 46 B0 = 30.
Opp. for Prom. --- Financial Comp. ~ .37. °~ = .37 LT O i ¥
Job Sat, --- Intent to Remain = e - 15 - 15
Job Sat. --- Organ. Comm. R 260 - .09 . 035

_Financial Comp..—— Organ. Comm.. . .34 - 236 . .03 .39

e e - Organ. Comm. -~ Intent ‘_E_o Remain _:44' o .45 . \. S . .45
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CCTABLEA-3 . T Tt

. ‘Decomposition table for low transferable jobs from the original 1983 st'udy.

v

_Origina-l"_ Direct Indirect  * Total -
Corr., - Effect Effect - .° Effect

" Super i - Job.Sat. - . 48 . .- .07 T 07
Super. --- Comm./Mgmt.. = ' ,-48 - 48 _ . .48
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_Group Coh. -— Job Sat. T a6 29 CTe 29§
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"DéCQInpqsit'ion'tabl'e of highly transferable jobs«-ﬁ%m the original -198‘3\ .
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Deeomposntion table of hxghly transferable ]obs from the present studv
(hospltal, bevérage manufacturmg fu'm" resear;ch firm) B
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L 'l')ecdm'pos‘iti(‘)n table for femalés 'f.rov'm the brig‘ir{ali1983 study.
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Decomposition table for males from the original 1983 study. . e T Y
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‘Super: -— Group Coh. 54 41" 13 -T2 .
".Comm/Mgmt. --- Organ.'Comm. 55 29 e . 3T
Comm/Mgmt. -=- Group Coh. . .46 - .26 ' .20 L .46
Group Coh. -~ Job Sat. a6 21 .08 a¥
‘ TP

56 . .38 ’ . —.',;,..\ .38 - B '
. 3% Co3s s e 3 B o

33 . 1z 16 28 . .
627 . .45 I 067 52

o . KN . N
327 T 06 S U4




A\ N ’ . .' ) ' * :‘:
ORI A ) e ‘ ' ‘ .
, SO ‘ : ! ’ , | ‘ 4"_'
) ‘ K Page 77 :
v ) ‘_'ﬁ & i \ . . '
CTABLEA-10 . . | ,
‘ oo '.' Decomposmon table for females t’rom the present study (hospxtal beverage o . R
e manufacturmg fu-m, research erm) . » , . o e T .
L - : e i' Ongmal ) "Dil_'e;:t Indirect Total'.' C .
S S k Corr. - Effect  Effect. Effect R
;' -‘Supgr'. --- Job Sat.'__ BRI . 42 .26 ' 'ﬁ.Of.B. v .34
Super. -+- Comm./Mgmt.” - .38 ¢ .38 e .38 . Coe
Super == Group Coh. ‘ BRI 3 S ()‘ 0600 o 37 .0 ¢y
.. Comvm/Mgmt. - Grgan. Comm. .55 .. .33 05 . .38 ,
- ~©.Comm/Mgmt. >~ Group Coh.. SL29 T a2 .29
* Group Coh. —— Job Sat. s a0 29 - - 10 32
o Opp “for Prom. --~ Job Sat. S e T T A 27 o ‘
) v Opp -for Prom. --- Financial Comp c39 39 = .39 B
.. s U Jobsat, ‘- ln’terfi('tq Remain - © .20 1z 147 .26
U - -Job Sat. --- Organ. Comm. : e 88 . 038 0T {I .42
{‘ S ' . o : T : e . o '
... . . . Financial Comp. --- Organ: Comm.. -~ .52° 200 T 04 24
. . .ﬁ’!}“ . '. N f o N ‘ A' . f . i .‘- . \ Lt . . -
S "Organ. C._O_m_m:. --- lr']_t.gm‘tov‘Remain” .39 - C c.32 [)5 12 . "
\ \ Y - ' : R . . L




v

« l. ¢ . .. { ;.
S !
X ' . Pagé T8 )
N & M .g‘ \, ’ AJ_ ‘
. B 3 . LT
TABLE A-11 - . ‘ . ‘ N
Decomposntlon table for males from the present stu_y (hospltal beverage\ F .
manufacturing fu'm, research flrm) ) , . T .2
. ‘Orig-i'n:-al Direct - ."In_dir,éct ' "[“iptal
Corr." Effect . Effect Effect -
Super . -~-, Joh Sat. . .46 et T e 213 _
Super. ——-Comm./Mgmt. . .59 7 ™ T ’ :
Super. - Ciroup Coh. ‘ .56 39 416
Comm/Mgmt. -—- Organ. Comm. . -.61." 26 02 . _
- 'Comm/Mgmt. -— Group Coh. ©51 .28 23 o -
Group'Coh. —— Job Sat. Coar 24 -
Opp for Prom. --- JobSat. . " . .58 Cael T - LA \ .
Opp for Prom - Fmanmal Comp. ' ,.35 . s - LT 2350 0 e
. Ut 2
" Job Sat. --- Intent to Remain - 137 18 C el12 .30 i .
.Job Sat. -~ Organ, Comrh. 44 . AT 12 e 297 g .
“Finaneial Comp. ---.Organ: Comm. * - :69 w535 TLed o 86 o
.Orga'n’.. Comm. -— Intent to Remain - ,‘._‘51 } 43 S0 48 RN
A F : l ) i - - . “\.’" :




ath model showing ‘the = -
path coefficients and. ,
gero-order. correlations . -

-| OPPORTUNITY

- - FOR-.

JoB -

ATISFACTION|

a0y

FINANCIAL

"PROMOTION |.

o oM.

7

it

N

ey /N .

 * ) L "j'. o ‘ g ZiwmmT

a (.36y /.54/ (.43}/.60/- | " 70 !

‘ R : ' REMATN

: ‘_ |a2farys
(132) NP8
| "ORGAN.

- ' COMM. : .~

(path -coef.)

/zero corr./

N YAR-Y-1- ¥



w204

| - .croupP
- COHESION

- Path model” showing the
. ‘;:ptth coeI‘TIcienfs and.

-.-| OPPORTUNITY|.

'-":/.44/A'

e

(.

J.30/

(.37)

-f-r-wresearch firm) _ A For
oo .l o .- s L] PROMOTION

« . M'
. v -
- . # ‘
S~ -
[ .
¥
’- B
i a
- . -~

. .-/1.3.7/A

(.30Y/.46/ (.26)

/..57/

(: 36)

21y -

{ v ogoB |
S ATISPACTION

.26/

(=)

‘ ' INTENT
REMAIN .

( 45) / 44/

ORGAN.
oM. | o

/347

" FINANCTAL -
o ool

(path coef.)
/zero corr./

. og @deg



(==}

PIGURE A 3

E!th nodel showxng the‘;n

path coefficients,

-and -

‘garo-order- correIatlons .

" For the low transt

erable -

tnal- 19873

"Job . Irom the orig]

;5535{F91=fr

m}@'ﬁ!ﬁﬂ%ww“‘w "c--"- IEETE R

it

/. 48/

" GROUP.

B o??on'funi Y|

PROI'D’I'ION

"FOR -

COHESION' |~

...(.

46

(.39)

59L4, K

/ 59/

/  JoB

ATISPACTION

29)

" ORGAN. -

0 Sy as

FINANCIAL
COMP .

O VSt Y2

52/ ,Q;ﬁ@)/:is/ |

(--)

INTENT

REMAIN . -

7.18/"

(path coef.) -
. /zero corr./

18 aﬁvd



2Dl

GROUP
'COHESION -

| oproRTUNITY
- FOR_ .

(307

. JgoB .
ATISPACTION

51/

" 131/ 50/

»

(“57)
" /.40,

. “(-—
£

" FINANCIAL

’ PROMOTION

731/

0 N,

(.38)

1 (.16)

ORGAN.
oMM,

/,.‘ 2 9/ .

J .56/

/.30/

/.}5/'

" INTENT

REMATN

(path coef.) -
/zero corr./




)

e -
-/

2 32/"

| '\sgoup

mHES IOGN

Joa3s

B o s e 0n s S

" | oprORTUNITY/,

FOR

- . JoB ,
Kl . ;
o ATTSFACTION] .

(.53) .
"/ .53/

o 'FINANCIAL |~ ° _
~ (==) | - comp.. - oo s
B . {path. coef,)

PROMOTTON |,

L 2
. -

/207, . . : : .
S s ; - . . . 7y . /zero corr./.

(g a¥eq .



COMM,
WITHJ
MGMT .

t.22]/.43/

~ GROUP
-COHESION

" opPORTUNITY|

" PROMOTION|

"~ .FOR,

EATTISFACTION

PINANCIAL .

"4’ COMP.

(path coef. ) e - .
/zero corr. / : T

Y W



. JoB
" PATISPACTION
dom .
' COHESION, - )
- "Tj \
»
O‘q -
N EEER
E
_ (W2
: OPPORTUNITY : . | EzRANCIAL R -
FOR {:33) H -coMP .,
paom'rxon - VA S I (path coef.) .
- ’ . -, . ) - ) c . ‘fh [
o e o 8 e ettt R o L e R A b e s R R et



Page 89 . .

'EMPLOYEE OPINION SURVEY
&4 l X .
_ You areinyited to partICJpate m a survey where your.opinions about
‘ (COMPANY NAME) can be expressed The views you express about your.
- work envnronment will be treated anonymously and in the strictest

confidence. The information provided by the Employee Opinion Survey will
“‘enable (COMPANY NAME) to obtam a clcarer understandmg of your work

T envxronment

.

~INSTRUCTIONS *
“To ensure conﬁdentlahty, you should NOT write your name on the
questlonnau‘e .

-, When returmng the‘cjuestionna.ire, be, Sur‘e to SEAL'the enve!ope. .

- Please complete the. survev on your ewn, rather than da‘;oussmg your
: oplmon's with Gthers : R :

- Please answer ALL the questlons
In PART I of the survey, there are 34 quebtxons "For each item, you are to
mdmate how you feel about the PRESENT conditions. ¥or each 1tem smwply .

CIRCLE the number 1 Z 34567 Whl(‘h best descmbes how you: feel at
. .present about the item.’ . ) :

EXAMPLE R :
STl e - o
1. 1 thmk my ]Ob is challengmg -

_ Strongly stagree 1 ? 3 4567 Strongly Agree .

-.Some of the questions mention your "'supervisor.” This refers to the person

g to 'who'm _you repbrt to direétly-.

defmmon that may be helpful _
Workgroup/Department- Your formal unit or department OR the
employeeq you work w1th on E:} day to day basns. . L




.

CPARTL T N
COMMUNICATION WITH MANAGEMENT '
1. - People at ‘the . top of thls«)rgam?atnon are aware of the problems at my

level ol" the orgdm?atlon

Strongly Dlsegree 12 3 4 5 67 " Strongly Agree | L , . IR

LT

~

2. “Sufficient effort is. made to get the oplmons and thmkmg of the poople
. who work here. . . : . ,

[

Strongly Dlsagree 1 2 3 4 5 6 7 Strongly Agree :

',

- 3. ,Mdnqgement uqually responds to employee %uggestlons

Strongly Dmagree l 2 ‘3 4 56 7 Strongly Agree

. zi._' - Management usually responds to employee eomplamts

i L .é‘ .. Strongly Dlsagree '1 2 3 4 5 6 7 Strongly Agree

'3 Management is mtereﬁed in tlymg to lmprove the (COMPANY)

Strongly quagree l 2 345 6 7 Strongly Agree

-

SUPERVISION

6. Overall how good of a jOb lS bemg done by your 1mmed1ate qupervmor?'

B Strongly Dlsagree 1 2 3 4 5 b T Strongly Agree :
7. "‘_ How good is your im medlate quperwsor at llst‘enmg to you and
‘ consndermg what you have to say ?

Strongly Dlsagree 1 2 3 4 5 b 7 Strongly Agree

8. My 1mmedxate supervnsor helps me with work related problems o

Strongly quagree : “Z 3 ‘45 6 7 Strongly Agree
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P
14,

15.

My work gives'm ea feeling of p’éé'sonal decomplishment T

. My :i'mn_ledilatg S_upex_'visor is intere‘stgéd'i_n my\‘s_ucc.es_s: ‘
- '.'S't'rongl‘vaisagr'ée 12 3.‘4."5~ 6 7 Strongly Agree .
..‘.\ v U L0 C . . .- ‘. ’ .
N _My’i’m_m'ediate‘s'uperv'_iisq‘r lets me know exag:_f!y what"s'expected_'rof me.’ B
= Strongly D‘isalére'e 193 4 56 7 Sti‘dhgl.j}’-\gree '
-7 .
~ JOB SATISFACTION™"
H.' " Considering everything, how satisfied are you with.y(.)'ur_' j"ob‘f
| . .Very Dissatisfied 1 23 4 5.6 7 Very Satisfied
12, " .My job makes good us"e of my skills a_nd abilities.
" Strongly Disagree |'2° 3 4 5 6 7 Strongly Agree

". Strongly Disagr{ee" 172 3456 7 St‘r"bingly Agree .

- 1 am really doing something worthwhile in my job.

_Strjongl.y Disagree 1 2 3 4 56 7 Strongly Agree

My ]Ob is exmtmg and mterestmg

Strongly Dlsagree 1 2 34 ‘3 6 7 Strongly Agree N S

%

i -.1

" WORK GROUP COHESIQN

16. .

“17.

How much cooperatlon is there in you workgroup/department? B

N

Very thtle 1 2 3 4 6 6 7 Very Much

. o , . .
Confhct is dealt w1th oonstructwely in my workgroup/department

- Strongly leagree 123 45 6 7. Strongly Agree -




Ty RN ' R s ‘ ) o Page 92"
o S o .
. - 180 _There is a feellng of teamwork in my workgroup/department
Strongly quagree 1 2 3 4 5 6 7 Strongly Agree
/ L
‘ ) 19. -How- weJl doeq your workgroup/department solve mterpersonal )
L T ‘problems? - - o : ~ : .
. Very Poorly 1 23 4°5 6 7 Very Well .
l . - ’\‘ N . . .
A People in my workgroup/department reallv trust each other
.Strg)_ngly D\sa.greg 1 2 3 4 ‘3 6 7 Strongly L\gree
"FINANCIAL COMPENSATION .
21. _Hdw do'you rate the amount of pay-you get on y:o‘ur jpb?
"Very*P'oor 12 43A 45 6 7.Very Good
-'*_“4";“"”' e S """2? i [n comparlqon to people m smmllar JObb m other (COMPANIFS), 1 feel .
' ) ' my pay is: " W _ S N
Much Lower 1 2 3 45 867 .M.U(l!h Higher
"23. How do you rate your total beneﬁts program (msurance, medlcal - .
etc)? .. . . ! . : . .. ’ ' e :
Very Poor.1 2 3°4 5 6 7 Very Good e | "
. .- : ' . ~ . .- N R ﬁ
‘. 24. Generally, my pély'—_is an aeé:uraté indicator of my perfbrmanqei_ -
' Str_ongly Disa’gr_ce _ikf‘Z"‘S‘"\é,;S\'B' Y.Strongly Agree
' 25:° How would you rate the benehts at (COMPANY NAME) m compamson
to benefltb offered hy s1m|lar companles’ ‘ ., - s
Much Lower 1 2 3 A 5 6 7 Wueh ngher _
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. "OPP'OR’I"UN‘[TY'F'OR‘A'DV’ANCEMENT S e
26. -‘There is opportumty for advancement and promotlon m (COMPANY S
T NAME) : ‘

’ Sfi’o‘ngl Dlsagree 1 Z 3 4 5 6 7 Strongly Agree'

27. .] here is opportunity for advancement and promotlon m yom branch
(department) . .

(N Strongly Dmagree _1_ 233 56 7 Strongly Agree -

28. Generally, promonons in (COMPANY NAME%"are based on good )

performance.

- Strongl'thisag're._e 19234567 St_ron'gly"Agree

29. How ‘satisfied are you thh your oppor*umty to get a better ]ob 1n thls
) company - . .

. Very Dissatisfied 1°2 3 4 5 6 7 Very Satisfied

30. e am glven a real opportumty to lmprove my skllls in thl'; company

E'.’" - Strongly Dlsagree 1 2 3 4 56 7 Strongly Agree

» - S ) ' . '.‘. ". .h
ORG'AN[‘ZA’I‘!ONAL_ COMMITMEN'T (Pride) '

- 31, b am proud to a part of (COMPANY NAME)

Strongly Dlsagree 1 23 4 56 7 Strohgly Agree

“* 39 1 fecl aresponsibility to h'eipf(coMPAnx NAME) be successful.

 Strongly Disagree.1- 2 3 4'5 6 7 St"rongly'Agtje_e_ :

"33, "Con51der1ng evgrythmg, how would you r‘ate your overall gatlsfaotron C

_with (COMPANY NAMF)"

o Very Dl%bdtlbfled ? 3 45 8 7" \_/e_rjy S.atisfiéd ' ' o
L340 1 expeet to be workmg dt (COMPANY NAME) at leabt flve 01' more ST

years. © . o
%trongly quagrpe i 2 3 4 ‘3 6 7 Strongly Ag‘ree oo
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PART II T
DEMOGRAPHIC DATA . - o L
-The_ following mfo;:matlon w;ll be used for a bamc analysns of the
results. This information will not be used to try and ldentlfy your
booklet If appropriate'to your work situation, please answer ALL
: questlons For each queqtlon, circle the number‘ that correspond% tQ
your answer. : : -
AL Please indicate in which area you work.
1. -
2. B :
3 *
4,
5. ‘
‘B N Please ind_ic.s‘iteu your present job’ca"teg_?jry'. e
1. X
RS
3.
S 4.
" . )
\'d

s




.

(O L_P;_ﬁgt..hrolf sgr-___\‘/i(‘.erw_i.th'(vCQMPANY N.A.ME.)'-FO-nea:ré'st' iear‘s. .‘ e
T , L _“»lyeayor.!esél .
2 2\73-$rear"s_ |
3 j »4-—5'years o
- L ”6~‘l_-0' ;earg
'5. .-‘ il'—_lS y_eéfs
6. rﬁor;é _than_ 15 years

D What is the lehgth of time you have-been in ﬁ)u_r currént job level (to™.

nearest years). . o

T I 1. 1 .year or less"

2. 2-3 years
3 4-5 _l.yea_rs'
.4-. ~ 6-10 ;/'ears )
5. +11-15 yéars ..

6. . more than 15 years

N
-

E. " Do ybL\' dir_‘ec_tly élxpef\(iSe any dh“ef (CO_MPANY.NA-ME.)}mlpl,oy'ees.
S LeoUnos . o T ﬁ
yes, | S\lpervi';sg:
IR ’1.—2 employéé_s_' S "

‘ L 3. '3-6 employees, . .. CL T Lo _ oo

. e L5 11-15 employees s S o AR
6. - 16-20 employees

ST 21'e'mployée.s' or more
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TR Please indicate 'the'Ahi'gh‘est, level of schoo;ling you have ¢ompleted.

- 1: }‘ess thlanfgr;ade"llz ®
2. gr‘jade. 12 (or equiv,ale_r.)t) g
3; : g?ade 13 (qf_¢§uiva1ent) . K."
1. ) cor;1m\_;.n-ity'college.progr‘am (di_tl rio-,t graduate) or, 1-2 years of
university - ' S )
5. “c_omn'lun;ty _cbllegé pr:iograrm :(gl'r;\duation).
6. L..;mivefsilt'y degree | |
7. 'hqné'urs uni{/ers'ity“dvegTee -
8. ;naét'ers deg.reg .
. .. 9. PhD or' equivaleﬁt

10. - other ‘(please specify)

G. = Sex
1. male

2. female_

H. .-A.p;‘e."to fhe néarest year
L less ‘than 2"0" years old R 40—-.42.;
o 2 20-24 gl o - 7. 45-49 ©
3 ~25'-2'§‘ ]_ | e \.‘ 8. 50-54
i 4."}"35—:39f':“' : o  '9,. 5,5—'60-

N\as. 3539 . ©10. 60 or older

'

_.“_-. i}\'
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