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Abstract 

This thesis examines the turnover phenomenon in the oil and gas industry in the Niger Delta 

area with specific focus on three of the top oil and gas organizations in the area, these being 

The Shell Petroleum Development Company of Nigeria, Nigerian Agip Oil Company and the 

Nigerian Liquefied Natural Gas Company, in order to ascertain the factors that encourage 

high turnover rates in these organizations as well as establish ways in which human resources 

practices can be improved in order to enhance retention. 

While several studies exist on employee turnover, these are mostly studies with a focus on 

Western and Asian organizations, cultures and contexts, with a lack of similar focus on 

developing countries, and particularly none in the oil and gas industry of the Niger Delta. 

Additionally, this current study incorporates the understanding of employee’s personal 

characteristics and psychological state and how it influences the relationships between 

diverse factors and turnover. 

Over the past three to five years, there has been significant turnover of key technical staff in 

the organizations of interest, despite the knowledge that these organizations are high paying 

organizations in the area in question. These key technical staff who are the backbone of the 

organization also take away with them the knowledge and experience gathered over the years, 

leading to the organizations having to re-invest in attracting, employing and training new 

staff to replace the leaving staff. In addition, this loss of knowledge and lack of experience is 

coming at a time when it most required, i.e. at a time the industry is on a growth path. It 

therefore becomes important to understand all the possible factors that underpin an 

employee’s decision to leave. 

Nigeria is a large country of over 170 million people, with a land area of ~924,000 square 

kilometres covering several geographic zones, one of which is the Niger Delta area. The 

Niger Delta area, situated in the southern part of the country covers ~1/8th of Nigeria’s total 

surface area and is bounded on the East by Cameroun and to the South and West by the 

Atlantic Ocean. The country’s main source of income is the export of crude oil, and as at 

2015, it is the largest producer of oil and gas in Africa, the 7th largest producer of oil within 

the Organization of Petroleum Exporting Countries (OPEC), as well as the 13th largest 

producer of oil in the world. Oil and gas production are Nigeria’s major source of earnings 



11 
  

and government financing, with the GDP Annual Growth Rate averaging ~6% over the past 

three years. 

The oil and gas industry in Nigeria began with the exploration for oil and gas in Western 

Nigeria in 1908. This was further extended in 1937 to cover the whole of Nigeria, with 

exploration success recorded by Shell D’Arcy in the Niger Delta with the discovery of 

commercial volumes of oil and gas in Oloibiri in 1956. Production of oil first started in 1958 

and by 1970 had risen to a peak of 2.4 million bbl/d. By 2015 oil production from Nigeria 

stands at ~2 million bbl/d, with several oil and gas international and independent having 

joined the production. While the oil and gas industry has continued to grow over the years; 

insecurity has gradually set in due to agitation of the Nationals for a bigger share of the oil 

and gas resources, making the environment a tough and challenging one not only for the 

organizations to operate in, but for employees to work. 

Having identified from the review of literature that affectivity plays an important role in the 

relationship between an employee’s satisfaction and their decision to stay or leave, as well as 

understanding that some psychological and personal elements play a role in the employee’s 

satisfaction and commitment to the organization, five main research questions have therefore 

been addressed in this thesis, these being: 1) What impact does positive affectivity have on 

affective, continuance and normative commitment? 2) What impact do affective, continuance 

and continuance commitment have on organizational commitment and ultimately on turnover 

intentions? 3) What impact does positive affectivity have on Perceived Organizational 

Support? 4) What impact does Perceived Organizational Support have on Pay Satisfaction 

and Organizational Identification? 5) Do pay satisfaction and organizational identification 

have an impact on turnover intentions in the Niger Delta Oil and Gas Industry? 

This research was therefore conducted in an exploratory manner and included an e-mail 

survey of employees within the participating organizations as well as learning set discussions 

with subject matter experts as research participants to validate the findings from the action 

research cycle one, i.e. the e-mail survey. This exercise enabled a better understanding of 

employees’ reasons for either deciding to leave or stay, as well as the factors that could make 

them minimize or eliminate any turnover intentions.  

Following the discourse and observations in action research cycles one and two, the key 

variables found to have a strong impact on turnover intention were organizational 
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commitment (specifically continuance commitment), perceived organizational support, pay 

satisfaction and positive affectivity both directly and indirectly. Several improvement 

strategies were identified and implemented in a pilot study mode in one of the participating 

organizations and was found to record the expected improvements and lower turnover 

intentions over a period of observation. 
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1 Introduction 

1.1 Introduction 

The overview of this study is presented and discussed in this chapter. The context of the 

research and background which covers the oil and gas industry in the Niger Delta area is first 

presented, following which an explanation of the various forms of turnover is discussed, with 

a focus on voluntary employee turnover which is the identified practice problem of this 

research. 

The significance of the research and rationale for selection of the topic is also discussed. 

Several employee turnover intention studies have been carried out worldwide, but none has 

so far been identified in the particular setting and culture of the Niger Delta area in Nigeria. 

Three organizations have been selected to participate in this study, and the organizational 

context is also provided here. Finally, the objectives of the research and research questions 

are listed. 

 

1.2 Turnover Intentions, Voluntary/Involuntary turnover 

Employee turnover is a topic that has been researched in various contexts according to Shaw, 

Delery, Jenkins and Gupta (1998). Employee turnover as described by Abassi and Hollman 

(2000) is a situation where organizational members rotate around the labour market, moving 

between jobs and organizations. This movement encompasses the entire process of voluntary 

or involuntary termination of employment and the consequent process of filling the resulting 

vacancy (Shaw, Delery, Jenkins and Gupta, 1998) as well the replacement process where a 

new employee is recruited and trained in the wake of said departing employee (Woods, 

1997). 

The intention to quit by an organizational member is not the same as actual turnover; as such 

members may or may not eventually quit for various reasons (Mobley, Griffeth, Hand and 

Meglino, 1979). In most cases where there is an intention to quit, the actual turnover is high, 

as the relationship between intention and actual turnover is stronger than the relationships 

between other factors and turnover (Mobley, Griffeth, Hand and Meglino, 1979). For 

organizational members with the intention to quit who ultimately do not quit, Bowen (1982) 



15 
  

suggests that there may be some unintended negative consequences of this. He argues that 

such organizational members may begin to display negative job behaviours that ultimately 

lead to poor performance and being fired. 

Voluntary employee turnover is occasioned by movement across the boundaries of an 

organization initiated willingly by the employee, and such movements can be further split 

into those that leave even though they are satisfied with the organization, e.g. employees 

leaving due to pregnancy and the resulting need to stay at home; and those that leave because 

they are dissatisfied with the jobs, e.g. those leaving for better opportunities (Ferguson and 

Ferguson, 1986), or those who complain of burnout on the job (Donoghue and Castle, 2006). 

Involuntary turnover on the other hand is the movement of organizational members out of an 

organization in a manner not of their choice; examples of which include death, dismissals and 

retirements (Ferguson and Ferguson, 1986). Another level of involuntary turnover is one 

where the exit is initiated by the employee but is not done of their volition, with the example 

of an employee choosing to resign in order to accompany their spouse to a different location 

(Ferguson and Ferguson, 1986). Another example is when an organization has to downsize, 

cut costs or restructure their portfolio leading to turnover that the employee has no control 

over (Bratton and Gold, 2003). 

 

1.3 Complex Systems, environments 

A complex system is one in which activities are unpredictable and non-linear in nature, i.e. 

due to the nature of the system, components of the system or the events taking place it 

becomes difficult to establish what will happen next (Doolittle, 2014). Perkins and Grotzer 

(2000) cited in Hmelo-Silver and Pfeffer (2004) further add that the cause and effect in a 

complex system cannot be directly related, additionally, the properties of the system are 

based on the interactions of the diverse elements and cannot be predicted based on the 

properties of the individual elements. 

According to Doolittle (2014); Stonier and Yu (1994), a complex system is characterised by 

diverse elements or individual agents which interact with the environment, elements within 

and outside the environment and also with other agents within the system in random ways, 

compared to what applies in a non-complex system. Intuition, according to Wheatley (2006) 

is an important part of complex systems, where agents tend to listen more, watch and pick up 
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clues about things going on in the environment and can define some regularity from the 

random nature of the system. The agents learn from the interactions and clues picked up and 

are therefore able to organize themselves and adapt based on their particular interests and 

emerge with a perspective of future behaviours, events and therefore actions (Doolittle, 

2014). 

A complex system would then be one in which the agents that are part of the system re-

organize in various ways based on their experiences and interactions within the system. Such 

interactions and experiences could then affect the way an employee adapts or react to issues, 

which may be quite different to reactions and perspectives of employees in non-complex or 

standard systems. 

 

1.4 Rationale for the research 

1.4.1 The Research Background 

The Niger Delta oil and gas industry is a major contributor to both the Nigerian and global 

economies due to its considerable volume of proven oil and gas reserves, estimated at 37 

billion bbls and 180 Tscf, with oil and gas production from the region at ~2 million bbl/d and 

1.1 Tscf/d respectively (US Energy Information Administration, 2013), making it the largest 

oil and gas producer in Africa, the 7th largest producer of within the Organization of 

Petroleum Exporting Countries (OPEC, 2015), as well as the 13th largest producer of oil in 

the world (US Energy Information Administration, 2013). The Niger Delta oil and gas 

industry also contributes ~94 percent of the export revenue to the Nigerian economy, and 

contributes ~70 percent to the Nigerian government’s annual income, making it an important 

source of government financing (PricewaterhouseCoopers, 2015). At an average oil price in 

2015 of ~US$50/bbl and with average 2015 oil production from Nigeria of ~2 million bbl/d, 

oil production earns the Nigerian government ~ US$ 88 million a day, based on the agreed 

split of the barrel and Memorandum of Understanding signed by the Government and oil 

companies in the country. With the bulk of the oil and gas production from Nigeria going to 

the European and US markets, the Niger Delta oil and gas industry is an important 

contributor to the local and global economies (OPEC, 2015). 

The global energy market is expected to see an increase in energy consumption growth, 

particularly from new markets, with natural gas and diverse forms of renewable energy also 
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being in demand (Finley, 2012). Energy consumption is also expected to grow over the next 

20 years, with income growth and population being the two major drivers underpinning the 

increased demand for energy (Finley, 2012). Over the next 20 years, there is a likelihood of 

increased global integration as well as a faster paced growth of medium and low-income 

economies, leading to increased demand for energy (Finley, 2012). Additionally, with a 

projected population increase of ~1.4 billion people and income increase of ~100% over the 

coming 20 years, energy consumption per capita and demand are also expected to increase at 

an accelerating rate (Finley, 2012). This picture of increasing external and global demand for 

oil and gas provides the opportunities for the Niger Delta oil and gas industry to develop and 

implement its substantial long-term growth and development plans. Part of this includes the 

renewal of oil mining leases to existing companies and issuance of new leases to several oil 

and gas companies (Okafor, 2012). 

 

1.4.2 Niger Delta Oil and Gas Industry – A Complex System 

According to Perkins and Grotzer (2000) cited in Hmelo-Silver and Pfeffer (2004), a complex 

system is one characterized complex elements and sources, where there are intermediate steps 

or phases that come between cause and effect which are not linear in nature. 

The Niger Delta is an area situated in the Gulf of Guinea and is one of the largest wetlands on 

the African continent measuring about 110,000 square kilometres of a mix of land and mostly 

swampy terrain (Emoyan, Akpoborie and Akporhonor, 2008). The area covers nine states of 

the Country and has a population of ~20 million people, with high levels of poverty 

considered a pervasive problem in the area. A World Bank Study conducted in 2014 (World 

Bank, 2014) indicates that the per capita Gross National Index in the region is extremely low 

at US$ 2,970 compared to US$55,200 and US$42,690 in the US and the UK respectively.  

The Niger Delta area is the most significant oil producing area in Africa, with the largest 

volume of natural gas resources, and as at 2012 the world’s fourth largest marketer of 

liquefied natural gas (US Energy Information Administration, 2013). It is also the main 

contributor to the Nigerian economy with significant plans for growth over the next five to 

ten years. The US Energy Information Administration (2013) lists several plans for growth 

for the three companies in focus (SPDC,  NAOC and NLNG) over the next few years, adding 

~1.5 million bbl/d of oil production to its current production of ~ 2 million bbl/d, and 
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expected increase of ~75%. Additionally, Okafor (2012) mentions that several oil mining 

leases will be extended for oil and gas companies operating in the area in support of the 

growth of the industry. This indicates an upcoming period of growth for the organizations in 

question and the industry in general. It therefore becomes essential that these organizations 

have the relevant resource pool to support the growth plans and ultimately maintain their 

competitive advantage in the area. Murlis and Schubert (2001); Colletti and Chonko (1997) 

opine that employees have the relevant knowledge and skills to deliver the expected business 

outcomes and as such are considered the main support of an organization. It therefore 

becomes important to identify measures to address employee turnover concerns within the 

industry. 

 

1.4.2.1 Environmental issues 

Ite (2004) adds that the past 40 years have witnessed oil exploitation in the area with little or 

no development of the area by either the Government or the organizations operating in the 

area or recompense for environmental degradation. This perceived deprivation and neglect 

have led to high levels of mistrust and bred a hostile environment characterized by various 

forms of conflict and vandalism (Frynas, 2001 cited in Ite, 2004). Zandvliet and Pedro (2002) 

cited in Idemudia and Ite (2006a) add that other sources of the conflict in the Niger Delta a 

struggle for resource control with the Government as well as conflicts within the 

communities over claims to land ownership of areas where oil fields are located and the 

attendant benefits.  

 

1.4.2.2 Security issues 

According to the US Energy Information Administration (2013), the level of insecurity in the 

area increased quite significantly by ~2005, with kidnappings and increased destruction of 

pipelines and various facilities of the oil and gas companies operating in the area. The 

destruction of oil infrastructure has led to extensive shutdown periods leading to loss of 

production and in several cases, declaration of force majeure on shipment of oil ultimately 

impacting negatively on the profit margins of the affected organizations (US Energy 

Information Administration, 2013). In addition to the vandalism, the security concerns have 
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been significant enough to make expatriate families pull out of the region, and in some 

smaller oil companies have also had to disengage and pull out of the country. 

Compared to other areas where employee turnover has been studied, this paints a picture of a 

difficult and complex system and terrain to work in, and in addition to the hostile 

relationships with the host communities, there are security challenges and it will need to be 

seen if these factors or the peculiar nature of the environment have an impact on employee 

turnover and what strategies will be most effective in enhancing retention. 

 

1.4.2.3 Oil and Gas Industry Emerging Competition 

The Niger Delta oil and gas industry is home to several major international oil companies, 

smaller international oil and gas companies, as well as local oil and gas companies (The US 

Energy Information Administration, 2013). Some of the bigger international players include 

Shell (SPDC), NAOC, Exxon Mobil, Total and Chevron, while the smaller international and 

local oil and gas companies that operate in the sector are Statoil, Addax, First Petroleum, 

Petrobras, ConocoPhillips, Oando, Seplat, South Sea Petroleum, Dubri Oil, Pan Ocean, 

Monipulo, Continental Oil and Gas amongst others. 

According to Idemudia and Ite (2006b), these companies can also be split along generational 

lines, depending on when they began operations in the sector, with some of the bigger 

international companies such as SPDC and NAOC classified as First generation having 

started their operations between the 1930s and 1970s. Other smaller international companies 

and local oil and gas companies are classified as “second” generation companies, having 

started their operations later in the 1990’s. They further add that the first generation oil and 

gas companies produce ~90% of the country’s crude oil resources, however, over time they 

have divested their portfolio leaving these for the second generation oil and gas companies. 

The US Energy Information Administration (2013) suggests that the First generation 

companies have divested and focused more on their Deepwater assets, leaving the bulk of the 

Onshore assets to the second generation companies. This leaves a picture of emerging 

competition within the Niger Delta oil and gas industry where they increasingly require high 

quality and experienced resources to manage their acquired assets, and the tendency has been 

to get these resources from the “first” generation companies. 
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1.4.3 Justification for the Research 

The renewal and issuance of leases allow for more participation in the industry particularly 

from new players who may want to get established quickly. The implication of the increasing 

industry growth is that knowledgeable, experienced and exposed human resources are 

required to not only keep the business going but to ensure growth. There is however currently 

no commensurate influx of knowledgeable and experienced human resources to support the 

increasing number of companies and deliver the growth plan. There is therefore expected to 

be a keen competition for the seemingly stretched talent pool in the country. 

In addition to the quickly growing and expanding industry, the environment has its attendant 

environmental, social, and political and security challenges that make it complex to work in 

for both employing organizations and employees. The growth opportunities combined with 

challenges within the environment makes it crucial to ensure that employees are retained and 

have minimal turnover intentions. 

Employee turnover intention in this economy and complex environment is therefore an 

important area to be researched, as the older established organizations in the region will 

desire to understand how they can retain their high-in-demand work force. According to Staw 

(1980), when employees leave an organization, there are consequences of such moves. 

Amongst some of the negative consequences of turnover, are the costs associated with 

replacing such employees which include the associated costs of re-hiring and re-training the 

new employee (Staw, 1980). He further adds that in some cases due to employee lay-off, 

there may be a downward turn in the standard of services and products offered to customers. 

Morrell, Loan-Clarke and Wilkinson (2004) further add that negative consequences of 

employee turnover could include loss of organizational memory, pressure on the employees 

left behind, as well as low staff morale as employees see former colleagues departing. This 

view is supported by Mueller and Price (1989) who argue that in the event of increased 

employee turnover, there is a negative impact on behavioural commitment, with the 

remaining employees questioning their continued stay in the organization or work unit. This 

may lead to even more turnover, or in the case where additional employees do not move on, 

would mean losing friends and colleagues, as well as having to bring on board new 

colleagues, putting pressure on the normative patterns of the work unit. Organizations 

therefore need to understand the factors that keep employees committed despite the higher 

pay packages or other attraction elsewhere. 
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From the literature, employee affectivity has been found to play a role in the relationships 

between pay satisfaction, continuance and affective commitment and employee turnover 

(Panaccio, Vandenberghe and Ayed, 2014). Additionally, organizational structure and job 

characteristics are seen to play a strong role in employees’ job satisfaction and organizational 

commitment (Katsikea, Theodosiou, Perdikis and Kehagias, 2011). This study therefore seeks 

to deepen the understanding of how positive and negative affectivity impacts on the 

relationship between pay satisfaction and turnover intentions in a complex system. It also 

seeks to establish the relationship between other personal and psychological factors such as 

perceived organizational support, organizational identification, organizational commitment 

and turnover intention. 

 

1.5 Organizational context 

Three organizations have been chosen for this research as these are some of the top oil and 

gas companies in the Niger Delta area, and are big enough to provide a rich source of data for 

this study. The organizations selected for use in this research are The Shell Petroleum 

Development Company of Nigeria (SPDC), Nigerian Liquefied Natural Gas Company 

(NLNG) and Nigerian Agip Oil Company (NAOC). These organizations will henceforth be 

identified as SPDC, NLNG and NAOC respectively. According to Ite (2004), SPDC is the 

biggest oil and gas company with operations in the Niger Delta area 40% and 53% of 

Nigeria’s oil production and oil/gas resource base respectively. Additionally, according to 

(Odumugbo, 2010) the NLNG is the largest and most ambitious liquefied gas project in 

Nigeria, processing about 400 million scf of liquefied natural gas per day, with plans 

underway to further increase its processing capacity. 

Over the past five years, the organizations in focus have grappled with employee turnover 

issues, as several high performing staff employee have left their jobs and moved on. The 

turnover rate was ~5 – 7% per annum (Appendix 1) which was a cause for concern and 

needed to be addressed. In this period there were also important changes in the business 

environment (increased lack of security; the emergence of smaller independent oil and gas 

companies amongst others), and it would be helpful to see how these changes may have 

contributed to the employee turnover situation and how it can be addressed in spite of the 

business environment. Considering that these organizations control a significant percentage 

of hydrocarbon production and resource base which in turn contribute majorly to the 
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country’s economy, it is essential to ensure that the employee turnover concerns are 

addressed. 

SPDC is one of the Shell Companies in Nigeria, and it first started hydrocarbon exploration 

activities in Nigeria in the 1930s under the name Shell D'Arcy, which was later changed to 

Shell-BP in a venture financed on equal terms between British Petroleum and Royal Dutch 

Shell. Following sustained exploration activities, the company eventually struck oil in 

commercial quantities in 1956 in the heart of the Niger Delta – Oloibiri. SPDC has a massive 

operation in the Niger Delta, covering ~31,000 Km2 onshore and swamp terrain with over 

6,000 Km2 of flowlines and pipelines, ~90 flowstations, 8 gas processing facilities as well as 

1,000+ wells currently producing (Shell, 2014). According to Idemudia and Ite (2006b), 

SPDC produces about half of Nigeria’s daily oil production. SPDC over 4,500 directly 

employed staff, with a significant number (95%) being Nigerians, and ~5% being expatriates 

(Shell, 2014). This work will therefore focus on the Nigerian population of the human 

resource base. 

The NLNG was established in Nigeria in 1989 to maximize the value out of the country’s 

huge natural gas resource base, as well as to produce natural gas liquids and liquefied natural 

gas for the export market (Shell, 2014). With six production trains already in operation by 

2007, the company has a massive operation which accounts for ~11% of the global LNG 

capacity, with plans to build a 7th production train and further expand its operations (Shell, 

2014). 

NAOC is an ENI (Agip) Company in Nigeria founded in 1962. The company has a 

significant operations base in the Niger Delta covering ~8,500 Km2 of onshore, swamp and 

deepwater activities with oil and gas production of over 170,000 Boe/d with expectations to 

increase this in the short to medium term by ~120,000 Boe/d following the completion of 

several ongoing projects (ENI, 2014).  

The scope of this work is constrained to the Engineers in the organizations listed above, as 

these are the main group of employees within the organization that significantly contribute to 

the identification of and drilling for the oil/gas resources, as well as the installation of the 

facilities as part of the growth projects to be embarked upon by these organizations. The 

study will also be limited to the Nigerian Engineers, as they form the bulk of the human 

resource base in the listed organizations. 
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1.6 Conclusion 

This introductory chapter provided a succinct overview of the research. It presented and 

discussed the different forms of employee turnover, while focusing on the specific form of 

turnover (voluntary) which is relevant to this research. 

The chapter also gave a view of the existing research on voluntary employee turnover in 

different locales (Western and Northern Nigeria) and industries (e.g. banking and education), 

identifying some of the factors that could influence employee turnover intentions. None of 

these previous works however cover the oil and gas industry in the South-South Niger Delta 

area which is one of the top industries in the country compared to others where the reasons 

for turnover might be different. 

The organizational contexts of the three oil and gas companies in the area selected to 

participate in this research were also discussed in this chapter, and in addition, the research 

questions to be addressed during the study were discussed. 
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2 Review of employee turnover intention literature 

2.1 Introduction 

This chapter outlines the findings following a review of existing literature on employee 

turnover intentions.  

Employees are considered the key contributors to an organization’s success and should be an 

area of focus (Spitzer, 1995; Wagar and Rondeau (2006); Griffeth and Hom, 2001). Boxall 

and Purcell (2011) however opine that this focus should be on the key employees who 

contribute to the organization’s success, i.e. on organizational members with the necessary 

competencies and skills.  

Employee turnover means different things to different people depending on the context 

according to McKeown (2002). He argues that this may cover a range from identifying why 

organizational members leave an organization to establishing the strategies such 

organizations require to improve the retention of employees.  

 

 

2.2 Factors Affecting Employee Turnover Intentions 

2.2.1 Psychological Factors 

Cotton and Tuttle (1986) acknowledge that behavioural intention or dispositional traits are 

some of the top personal characteristics that influence employee turnover intentions. Chiu 

and Francesco (2001) go on to define dispositional traits as a point of view or perspective 

through which people appraise situations and react to them using steady and consistent ways 

of feeling, thinking of issues and behaving.  

Following a review of available literature, some of the psychological factors have been 

identified that impact on turnover intentions and these include positive and negative 

affectivity, organizational commitment (affective, continuance and normative commitment) 

and organizational identification. 
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2.2.1.1 Negative Affectivity  

Watson, Clark, and Carey (1988) define negative affectivity as negative mood-states which 

border on distress, anxiety, fear, scorn, hostility and disgust. They argue that typically 

employees with negative affectivity can express sadness and loneliness. Negative affectivity 

according to Watson, Clark, and Carey (1988) is a predisposition with influences on the 

employee’s view of the world, self-concept, and cognition. 

Panaccio, Vandenberghe and Ayed (2014) further add that employees with negative 

affectivity have a pessimistic view of the world, and tend to react to negative or unfavourable 

cues in the environment, reacting more to stressors and strain than an employee with positive 

affect. 

Prior studies carried on the impact of negative affectivity on employee turnover indicates that 

typically employees with negative affectivity have a higher tendency for turnover, as when 

unhappy, they will want to change the aspects of their lives causing them the unhappiness 

(Bernardin, 1977). A study by Necowitz and Roznowski (1994) also validates this finding, as 

they showed that individuals with high negative affectivity were found to be more likely to 

have turnover intentions and in some cases actual turnover. They argue that high negative 

affectivity links positively to employee turnover. 

A review of the literature on turnover indicates that employees with negative affect react 

more towards negative or unfavourable cues in the environment, and also react more to 

stressors.  

The empirical study of Panaccio, Vandenberghe and Ayed (2014) shows how negative 

affectivity impacts on the relationships between satisfaction with pay, continuance and 

affective commitment and turnover. No attempt was made to establish how negative 

affectivity impacts on the relationship with pay satisfaction, normative commitment (one of 

the main components of organizational commitment) and turnover. 

Considering this gap, and knowing that the Niger Delta environment is one with numerous 

challenges (social, security, environmental, political, etc.) as earlier mentioned, this study 

will test to see for employees in that environment which of the components - love for the job, 

fear of job loss in view of the social issues, or sense of obligation to stay – has a higher 

impact on turnover intentions. This information would be useful to the newer organizations 
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who may be recruiting employees as they may want to consider the risk of such employees 

leaving early, i.e. higher turnover rates. 

Negative affectivity has therefore been included in the conceptual framework and will be 

tested separately to establish how it impacts on the relationship between organizational 

commitment, pay satisfaction, and turnover intentions. 

 

2.2.1.2 Positive Affectivity  

Chiu and Francesco (2001) describe positive affectivity as a personality trait that reflects 

positive self-awareness, self-concept, and emotionality, measuring the extent to which an 

employee is inclined to be happy. They add that employees that have a high level of positive 

affectivity perceive themselves to be active; well engaged on an interpersonal level; and are 

self-efficacious.  

According to Lyubomirsky, King and Diener (2005), positive affectivity is a personal 

characteristic which predisposes one to positive feelings and emotions. Such people they 

argue tend to be optimistic, accomplished and successful in whatever they set out to do. 

Lyubomirsky (2001); Elliot & Thrash (2002) and Lyubomirsky, King and Diener (2005) 

argue that people with positive affectivity are mostly successful because they act, feel and 

think in ways which enhance the building and broadening of resources at their disposal that 

enables them to achieve goals. 

Chiu and Francesco (2001) further add that employees with high positive affectivity behave 

and think in ways that support positive emotions and have the propensity to experience 

affective states that are positive over a period and in diverse situations. Some examples of 

these high positive affective states include excitement, joy, exhilaration, enthusiasm, and 

alertness to the environment and ongoing activities (Chiu and Francesco, 2001). Chiu and 

Francesco (2001) suggest that employees with high positive affectivity tend to be more 

proactive about their circumstances and make a move to change aspects of their work or lives 

that they consider unsatisfactory. Employees with low positive affectivity on the other hand 

they argue are prone to unpleasant disengagements and a poorer sense of well-being. Some of 

the low positive affective states that could be experienced by such employees include 

lethargy, listlessness, apathy and sluggishness on assigned work tasks (Chiu and Francesco, 

2001).  
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Fredrickson (1998, 2001) add that for people with positive affect, they are better able to 

expand their resources, network, and circle of friends which in turn allows them to identify 

and make use of emerging opportunities to enhance their skills for future application. The 

implication of this is that employees with such traits in an organization would tend to see the 

opportunities for growth, development and success and more likely have fewer turnover 

intentions.  

Lyubomirsky, King, and Diener (2005) argue that employees with positive affectivity can 

effectively cope with stress and challenges that arise; are original, highly flexible, open to 

new ideas and willing to approach and address issues or opportunities rather than avoid them. 

Lyubomirsky, King, and Diener (2005) suggest that it is these attributes that encourage 

involvement with the surrounding environment and a desire to pursue and achieve set goals. 

An empirical study by Cropanzano, James and Konovsky (1993) who have researched the 

impact of positive affectivity on employee turnover, indicates that happy, alert and energetic 

employees have a higher organizational affective commitment and hence lower desire to 

leave their jobs and lower risk of turnover. Another study by Judge (1993) however indicates 

that where employees have high positive affectivity, being that they are energetic and on the 

look-out for opportunities, there is a tendency for quit if they are unsatisfied with their jobs. 

While several studies have tested the relationship between positive affectivity and turnover 

intentions, none can be identified that has tested the relationship with organizational 

commitment, pay satisfaction, and turnover. Considering this gap, this study will address 

positivity affectivity and attempt to identify its impact on turnover particularly in the complex 

environment of the Niger Delta. 

Understanding how positive affectivity will impact on turnover intentions in the Niger Delta 

oil and gas industry region is important, as positive affect employees are deemed to focus on 

the positive elements of their jobs. This study will test to know if they are better able to 

manage the stresses in the environment, and can ignore the challenges around them and focus 

on creating and continuously sustaining work motivation. 

The impact of positive affectivity on turnover intentions has mostly been tested in stable 

environments, yielding particular outcomes as discussed above. Testing this in a harsh and 

complex environment in the developing world like the Niger Delta oil and gas industry will 
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be helpful to establish to what extent the findings will still hold true in a complex 

environment. This is a gap in existing literature which this research will attempt to address. 

Positive affectivity has therefore been included in the conceptual framework and will be 

tested separately to establish how it impacts on the relationship between pay satisfaction, 

organizational commitment, and turnover intentions. 

 

2.2.1.3 Organizational Commitment (Affective, Continuance & Normative 

Commitment)  

There are three components of organizational commitment – affective, continuance and 

normative, and are interlinked rather than separate to reflect better and highlight the 

uniqueness of each employee’s commitment relationship with the organization (Meyer and 

Allen, 1991; Allen and Meyer, 1990). 

Affective commitment according to Agarwal, DeCarlo and Vyas (1999) is a firm acceptance 

of and belief in the goals and values of one’s organization, as well as a willingness to put in 

additional effort for the benefit of the organization. This form of commitment is developed 

through the emotional connection to the organization which is built on the employee’s 

involvement with the organization (Wallace, de Chernatony and Buil, 2011; Kimpakorn and 

Tocquer, 2009; Burmann, Zeplin and Riley, 2009; and Meyer and Allen, 1991). Meyer and 

Allen (1991); Mowday, Porter and Steer (1982) argue that due to the psychological nature 

and emotional element, affective commitment is one of the strongest forms of employee 

commitment with respect to organizational outcomes. The emotional attachment as argued by 

Mowday, Porter and Steer (1982) reflects the organizational members’ sense of belonging, 

pride, loyalty and identification with the organization. Meyer and Allen (1991); Allen and 

Meyer (1990) conclude that in the case of affective commitment, the organizational members 

choose to stay on with the organization not because they feel compelled to do so, but because 

they want to do so. 

Continuance commitment on the other hand is less emotionally inclined and is based on the 

effects of the considered costs of leaving the organization, compared to the cost of staying on 

(Meyer and Allen, 1991; Allen and Meyer, 1990). An organizational member becomes more 

committed to the organization and considers remaining with the organization when it 

becomes more profitable to stay than to leave (Meyer and Allen, 1991; Allen and Meyer, 
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1990). Allen and Meyer (1990) further add that in the case of continuance commitment, the 

bond between the employee and organization is mostly based on the investments the 

employee has made over time while working in the organization. Such investments are 

termed “sunk costs” and include effort, time, money, training in a particular skill area that 

may not be considered useful elsewhere, social relationships, benefits, salary and other 

aspects of organizational life which may decrease in value or be completely lost if the 

employee left the organization (Allen and Meyer, 1990). With the feeling of being “locked 

in” or compelled to stay on (Meyer and Allen, 1991; Allen and Meyer, 1990), there is a 

question about how much commitment employees would have to improve the organizational 

performance. 

The third tranche of organizational commitment known as normative commitment is the 

reflection of an organizational member’s feeling of being dutifully or morally bound to 

continue in the employment (Meyer and Allen, 1991). Organizational members with a sense 

of normative commitment stay on in the employment of an organization because they feel it 

is the right thing to do morally, with such members having a sense of responsibility not only 

to the organization but also to co-workers, team members, etc. (Allen and Meyer (1990).  

In some studies carried out on organizational commitment, it has been shown that normative 

and affective commitment are in most cases positively related to citizenship behaviour, while 

continuance commitment is negatively connected with behaviours such as turnover intentions 

(Hackett, Bycio, and Handsdoff, 1994; Shore and Wayne, 1993). Within the Nigerian 

context, an empirical study of employee turnover in the Civil Service of Ondo State was 

conducted by Popoola (2005). The objective of the study was to ascertain the impact of job 

satisfaction and organizational commitment on intentions to quit. Findings indicated that a 

lack of job satisfaction would lead to lack of commitment to the organization and ultimately 

to high turnover intentions. Recommendations included a need to revamp the conditions of 

service in order to limit turnover intentions of the employees. Popoola’s (2005) study was 

however not clear on the specific component of organizational commitment – normative, 

continuance or affective had the most impact on turnover intentions. 

It is evident from the literature that an employee can have strong affective commitment to the 

organization, meaning they desire to stay on, however they may not need to do so, implying 

that their continuance commitment to the organization is low. A different organizational 

member may also have strong normative and continuance commitment to the organization, 
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but low affective commitment, i.e. they stay on due to a sense of responsibility and not really 

because they desire to do so. Yet another employee could have high continuance commitment 

to the organization, but low levels of normative and affective commitment. Allen and Meyer 

(1990) suggest that in assessing an employee’s commitment to the organization, researchers 

should take into consideration the three tranches of commitment instead of tagging 

employees with a specific type. They posit that workers have some measure of the three 

commitments, and not only one to the organization. 

Following from these findings, it is important for organizations in such complex 

environments to establish employees’ patterns of commitment and develop strategies aligned 

with organizational goals to reduce turnover intentions. In a study of turnover amongst blue 

collar workers, Meyer and Allen (1991) found that some of the factors which predict 

organizational commitment and job satisfaction include promotion opportunities, job 

characteristics as well as extrinsic and intrinsic exchanges and rewards. 

Considering this gap, and knowing that the Niger Delta environment has the social, security, 

environmental, and political challenges to contend with, this study will test to see which of 

the organizational commitment components – affective, continuance or normative - has an 

impact on turnover intentions in that environment and by how much. 

This study will, therefore, establish if despite the challenging environment the positive affect 

employee can remain engaged, attached, committed and involved. The study will also 

ascertain what factors underpin their being engaged, attached, committed and involved and 

provide same to retain them. For the negative affect employee, can they be committed enough 

to ignore the challenges and negative cues within their environment and combat any external 

pull? This study will test to understand which specific factors or combination of factors needs 

to work well for the negative affect employee to minimize turnover intentions in such an 

environment. These are additional gaps in the literature which this research will attempt to 

address. 

In this study, the different elements of organizational commitment, these being affective, 

continuance and normative commitment will be included in the conceptual framework and 

tested to establish the impact they have on employee turnover intentions. 
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2.2.1.4 Organizational Identification 

Organizational identification was first described by Patchen (1970) who highlighted some 

interwoven elements as being constituent parts of the organizational phenomena. These 

constituent parts he argued are essentially the feelings of unanimity and oneness with the 

organization, shared virtues with other organizational members, as well as the support of the 

organization. Patchen (1970) argued that the organizational identification is underpinned by 

the perspective that employees have a sense of affinity and community with other workers on 

the organizational goals, objectives and interests. These feelings of solidarity and oneness 

with the organization give emphasis to and highlight the value of employees’ sense of 

belonging to the organization (Patchen, 1970). From the perspective of the organization, the 

element of support is based on feelings of allegiance, duty, and dependability on the ability to 

defend and work towards the delivery of organizational goals (Patchen, 1970). 

In more recent studies, organizational identification is described by Ashforth, Harrison and 

Corley (2008) as the knowledge of membership and employees feelings of belonging. They 

add that there is an emotional significance, and value attached to the membership. Ashforth, 

Harrison and Corley (2008) suggest that the organization is seen as a group to which 

employees can identify with. This identification they argue occurs when employees sense 

openness and acceptance from the organization, as well as the feeling of belonging to the 

organization. According to Ashforth and Mael (1989), organizational identification is the 

extent to which an employee defines themselves concerning their membership of the 

organization.  

Cheney (1983) further links organizational identification to employee behaviours, work 

attitudes, commitment to shared goals, results that support the organization and employee 

interaction. This feeling of belonging according to Ashforth, Harrison and Corley (2008); 

Ashforth and Mael (1989); Cheney (1983) has the potential to bring about numerous 

advantageous outcomes for both the organization and employee. Some of which include 

employee satisfaction, improved employee and organizational performance, a sense of well-

being, behaviour at work and ultimately reduction in turnover intention. 

Ashforth, Harrison and Corley (2008); Ashforth and Mael (1989) also argue that 

organizational identification can influence outcomes that which have a positive effect on the 

organization’s objectives. They contend that organizational identification has an impact on an 
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employee’s attitude, knowledge, and behaviour as it has to do with the organization’s 

objectives, and where the employees strongly identify with the organization their perspectives 

and conviction with the organization tends to become more positive. 

Researchers have suggested that employees that identify with their organization are not only 

aligned with organizational goals, objectives, and interests but also have a sense of affinity 

with other workers in the organization.  

Noting that there is an emotional significance to employees’ identification with the 

organization, a review of the available literature indicates that there is no study that has 

researched the relationship between an employee’s affectivity and organizational 

identification, organizational commitment and turnover intentions.  

Considering this gap in the available literature, this study will examine the extent to which 

identification with one’s organization has an impact on their turnover intention, and if or how 

the employee’s affectivity impacts on turnover intentions. Would an employee with negative 

affectivity have affinities strong enough with the organization and other employees to 

minimize turnover intentions? 

The identification with the organization will be included in the conceptual framework as an 

important psychological factor and tested to evaluate the impact it has on employee turnover 

intentions. 

 

2.2.2 Personal Factors 

Personal factors are factors typically unique to each organizational worker, and in this 

research, the personal factors identified following a review of available literature are pay 

satisfaction and perceived organizational support. 

 

2.2.2.1 Pay Satisfaction 

A few authors agree that pay is one of the top factors that contribute to employee turnover 

especially in the Nigerian context (Mallam, 1994; Gberevbie, 2010a,b; Akinyemi, 2012), 

however Smith (2001) argues that good salaries may be sufficient to attract workers to an 

organization, but it is not enough to keep them there. This view is supported by Ashby and 

Pell (2001) and Harris and Brannick (1999) who agree that while a good pay contributes to an 
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employee’s satisfaction, it may not be the main motivator for their decision to either remain 

with an organization or to move on. Pfeffer (1989) indeed argues that several organizations 

have succeeded in managing their turnover concerns without resorting to the use of pay. 

Porters and Steers (1973) however add that it is not just good pay that would make an 

employee want to stay on, but rather an employee’s perception of fairness of the pay. The 

pay, they argue might be significant, but if it is not commensurate with the effort put in or 

work done, then it may not have a positive effect as expected. This is an important point to 

consider in the context of the Niger Delta oil and gas industry, where the pay is higher than 

those of other industries. It will be useful to understand if these turnover issues are due to 

perceived misalignment with the work done or effort put in. In the Nigerian context (Mallam, 

1994; Gberevbie, 2010a,b; Akinyemi, 2012), pay was considered a top factor impacting on 

employee turnover and retention, irrespective of the nature of the industry (teaching, banking 

and civil service etc.) or the locale (North, South, Middle belt etc.) in which the study was 

conducted with recommendations to upgrade the pay schemes of such organizations. 

In an empirical study carried out on employee turnover by Gberevbie (2010a) within the 

banking industry in Nigeria, Zenith Bank was chosen as the Bank of focus as it is one of the 

foremost Banks in the country with shareholders’ fund of ~USD 600 million (Zenith Bank 

Online, 2006 cited in Gberevbie, 2010a). The findings from the study indicated that 

employees desired to have enhanced pay packages, more involvement and contribution to 

decision-making, as well as better treatment of staff.  

A turnover study by Mallam (1994) in the educational sector in Nigeria focused on 

polytechnics and Colleges of Education in the country, specifically the Polytechnic in Plateau 

State (middle belt of Nigeria) and in the Yaba College of Technology (South of Nigeria). 

Findings from the study indicated that there are two main factors that contribute to employee 

turnover in the institutions, these being pay and lack of opportunities for promotion. Other 

factors included the work in general, co-workers and supervision (Mallam, 1994). 

Recommendations for enhancement of retention amongst faculty members included 

improvement of employee remuneration, and the opportunities for faculty members to be 

involved in negotiating rewards and benefits (Mallam, 1994). A similar study on turnover 

within Nigerian Universities was carried out by Nwadiani and Akpotu (2002) following a 

high rate of turnover of teaching staff and brain-drain from the Universities. Findings from 

the study indicated that the more senior and experienced faculty members had the highest 
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tendency to leave due to the perceptions of their skills and experience being highly sought 

after in the industry. The study recommended an enhancement of the remuneration and 

welfare packages in order to attract the best hands (Nwadiani and Akpotu, 2002). 

Panaccio, Vandenberghe and Ayed (2014) suggest that affectivity can have an impact on the 

relationships between pay satisfaction and voluntary turnover. This is however in a stable 

working environment without the challenges experienced in the Niger Delta area. 

Considering this gap, this study will test to see if employee affectivity can impact on the 

relationship between pay satisfaction and turnover intention in a complex environment. 

Additionally, it will test to see if pay alone without the other personal elements such as 

perceived organizational support and organizational identification would be sufficient to 

minimize employee turnover. 

Pay satisfaction has therefore been included in the conceptual framework and will be tested 

separately to establish how it impacts on the relationship with other personal factors, as well 

as the relationship with turnover intentions. 

 

2.2.2.2 Perceived Organizational Support 

According to Eisenberger, Huntington, Hutchison and Sowa (1986), perceived organizational 

support is the belief by an employee of an organization’s value of their input and 

contributions, as well as concern for their welfare. They add that where employees believe 

that the organization is supportive of them and is concerned about their well-being, they are 

more likely to put in more effort to achieve the goals of the organization and less likely to 

display absenteeism or have turnover considerations. 

Shore and Shore (1995) suggest that there are some significant antecedents to perceived 

organizational support, such as conditions of the job; organizational perceptions concerning 

politics and justice; the employee’s personality; support of the supervisor as part of the 

organization; and the prevailing human resource practices. They add that where an 

organization’s human resource policies and practices show recognition for the employee’s 

contributions as well as indicate adequate investment in employees; these will signal to 

employees that the organization desires to build and embed a social exchange relationship 

with its workforce and is supportive of them. 
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Telly, French and Scott (1971) suggest that if there is any perception of inequity by an 

organizational member, they may feel exasperated and unable to give their best efforts in 

achieving the organizational goals. In a further study of sales personnel, Firth, Mellor, Moore 

and Loquet (2004) identified job stressors such as job ambiguity or work overload to be the 

key factors that set off a sequence of psychological states impacting the relationship with the 

supervisor which ultimately lead to an employee’s decision to quit. 

In a recent study by Katsikea, Theodosiou and  Morgan (2015) on export sales workers, they 

found that organizational support in the form of formalisation of job roles, clarity of roles, 

minimization of role conflict leading to general satisfaction on the job were essential factors 

in ensuring that the organizational workers do not have turnover intentions. The study 

revealed that there was a strong positive relationship between support factors and job 

satisfaction, and a strong negative correlation between the resulting job satisfaction and 

turnover intentions. 

A similar study carried out by Akinyemi (2012) on the commercial banks in South West of 

Nigeria indicated that there is a very strong relationship between the HR development 

strategies and employee turnover, with a recommendation to provide an enabling climate 

with the appropriate management support, and one that fosters team spirit and openness. 

A study of employee turnover carried out by Gberevbie (2010b) on the Federal and State 

Civil Service indicated that the Civil Service was behind other sectors in providing the 

relevant incentives to retain its workforce. Recommendations included the need to focus on 

employee recognition as well as on rewards to enhance performance and improve retention. 

Some of the incentives and rewards expected by employees include performance awards to 

organizational members; housing and car loan opportunities; educational scholarships for 

employees children; timely payments of gratuities when due; as well as policies that support 

employees job security (Gberevbie, 2010b). 

Porters and Steers (1973); Steers and Rhodes (1978) support the view that company 

incentives and rewards go a long way to improving employee turnover. They, however, 

suggest that it is not enough for leadership to develop a reward and incentive scheme for 

employees, but the employees themselves want to be involved in the development of such 

schemes. Porters and Steers (1973) cite the studies of Lawler & Hackman (1969) and 

Scheflen, Lawler, & Hackman (1971) which indicate that where work units were allowed to 
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develop their own reward and incentive program, there was a decrease in absenteeism, and no 

significant improvement in attendance where work units did not participate in the 

development of the reward scheme. While employees expect some form of support from the 

organization, it is also evident that for it to be considered equitable and accepted enough to 

reduce turnover, employees would like to contribute to the definition of the support or reward 

for the work done.  

Eisenberger, Huntington, Hutchison and Sowa (1986) indeed opine that perceived 

organizational support is one of the key factors that impact on organizational commitment. 

Based on their empirical study, Currie and Dollery (2006) further add that perceived 

organizational support is an important factor impacting on both the normative and affective 

commitment of an employee. Their results indicated that employees with a higher perception 

of organizational support were more likely to have a greater commitment to the organization. 

They, however, did not find any significant relationship between perceived organizational 

support and continuance commitment, implying that even though an employee perceived that 

the organization was supportive of them, this would not necessarily make them want to stay 

on with the organization. 

Equity and social exchange theories (Adams, 1963; Homans, 1958, 1961) suggest that 

organizational members may feel obliged to contribute to those who have supported them. 

Within an organization where an employee perceives organizational support, it is expected 

that such perceived organizational support will encourage the need to repay the support with 

the employee’s increased identification with the organization, i.e. affective commitment, as 

well as feelings of obligation to the workplace, supervisor, and other work colleagues, i.e. 

normative commitment. Following from this, it is therefore expected that such employees 

would have low turnover intentions, as one of the key ways for an employee to repay the 

organization is to remain in the employ of the organization and continue to contribute to and 

deliver organizational goals (Eisenberger, Huntington, Hutchison and Sowa, 1986). 

A recent empirical study by Arshadi and Hayavi (2013) in the oil and gas related drilling 

industry in Iran also indicates that Perceived Organizational Support has a strong positive 

effect on Affective Commitment and ultimately on Job Performance. In a review of the 

literature, noting that elements of organizational commitment, such as affective commitment 

have to do with emotional attachment to the organizational and also noting that a perceived 

lack of support can set off a sequence of psychological states that culminate in the decision to 
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stay or leave (Firth, Mellor, Moore and Loquet, 2004), it is surprising that limited research 

attention has been focused on understanding how employee affectivity will impact on the 

relationship between the various elements of organizational commitment and turnover 

intentions. 

Considering this gap in the existing literature, this study will examine how the affectivity of 

an employee impacts on the relationships between perceived organizational support and the 

different elements of organizational commitment and ultimately on turnover intentions. 

Given the above, and from an equity and social exchange perspective, it is expected that 

perceived organizational support in all forms will play a significant role in determining 

whether an employee has turnover intentions. Where such employees perceive strong 

organizational support, they would be less likely to have turnover intentions. It is, however, 

unclear the role the employee’s affectivity will play. Will an employee’s psychological 

makeup affect their perception and acceptance of the support provided by the organization? 

To address this, perceived organizational support will be included in the conceptual 

framework and will be tested separately to establish how it impacts on the relationship with 

other personal factors, as well as the relationship with turnover intentions. 

 

2.2.3 Demographic Factors 

Two key demographic factors have been identified as possible determinants of turnover 

intention from the preliminary review of the literature. These factors are the age of the 

employee and the number of years invested in the organization by the employee. 

 

2.2.3.1 Age 

Differences in age and the impact on organizational outcomes has been studied by a number 

of researchers (Burke, 1994; Rhodes, 1983), with several agreeing that employees of different 

age groups have different values concerning the workplace, which may become evident in 

their expectations and behaviours in the organization. 

These investigations have also revealed some characteristics of the younger organizational 

members, such as their being better educated, more technology savvy, less hierarchical, more 
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collaborative and used to working in teams. They are also considered more entrepreneurial 

than their older colleagues, and hence are predisposed to and have the ability and capacity to 

move easily from one job to another (Burke, 1994). The implication of this is therefore that 

where the younger employees display a low level of commitment to the organization 

compared to their older colleagues, the expectation is that turnover and turnover intentions 

will be higher with this group. 

Older organizational members, on the other hand, more often than not have stronger 

commitments to their organizations than their younger colleagues (Rhodes, 1983). Rhodes 

(1983) in his study found a stronger positive relationship between an organizational 

member’s increased age and commitment to the organization, than the commitment of the 

younger employees to the organization. 

The younger generation apparently wants to know how their contributions make an impact in 

the bigger scheme of things, they expect honest and timely feedback from supervisors, and 

they desire flexibility in how they work especially with regards to work-life balance. They 

would also like clear responsibilities spelt out, want recognition for the work they have done 

as well as opportunities for creativity and innovation (Sujansky and Ferri-Reed, 2009). With 

the younger generation, there are high expectations of good working conditions and pay 

satisfaction, and where these are not met there is a high tendency for turnover intention and 

actual turnover (Sujansky and Ferri-Reed, 2009). 

The older generation, however, has a different set of values according to Glass (2007). 

Considering the peculiar nature of the Niger Delta environment, other factors which the older 

generation may take into consideration in deciding to remain with an organization includes 

the need to earn more money, opportunity to work hard and receive the just rewards over 

time, recognition by the organization and colleagues for their work, respect for their 

experience, as well as an understanding of their hierarchy in the workplace. Typically, these 

are the elements (e.g. respect for their experience, and acknowledgement of their place in the 

organizational hierarchy) that the older employees are more likely to find in their current 

organization rather than in a new organization if they move on to another job, and in view of 

this the older employees are more likely to want to remain with the organization rather than 

move on, compared with the younger employees. It will be necessary to know if these 

assumptions hold true in this environment or if all age groups are similarly impacted due to 

the nature of the environment. 
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Considering that this is an important aspect, few studies have however evaluated the 

relationship of psychological factors such as affectivity on age and turnover intentions. This 

study will, therefore, seek to establish if there is any particular age group that is at risk of 

turnover in this environment, but more importantly will provide the opportunity to understand 

the factors that impact on turnover intentions for all the age groups in the organization and 

form an input to the organization’s retention strategies.  Age will, therefore, be included in 

the conceptual framework and tested as a factor to establish the strength of the relationship 

with an employee’s turnover intentions. 

 

2.2.3.2 Tenure 

Tenure in employment has also been discussed by several researchers as one of the factors 

that have an impact on turnover and turnover intentions. Mobley (1982) and Steers (1997) in 

their studies find that there is a negative relationship between tenure in the organization and 

turnover. Specifically, Mobley (1982) suggests that there is a higher turnover rate among the 

newer employees in the organization compared with those that have been in the employment 

of the organization for longer. 

The tenure of an employee within an organization is also a co-variant of age,  as the impact of 

tenure – job satisfaction – turnover intention relationship is similar to the impact age has on 

this relationship (Ferris, Bedeian and Kacmar (1992).  There are however instances where 

this relationship is not exactly directly proportional to each other. Considering that the 

younger employees are more likely to move or change jobs more often, it is possible that 

some employees may have had quite a few job changes, such that their tenure within any 

organization is quite short, irrespective of the employee’s age. 

Concerning longer tenured employees, the higher the employment tenure of an organizational 

member, the benefits such as promotions, compensations, pensions, status among 

inexperienced and younger employees, recognition, etc. also increases (Hellman, 1997). 

These are elements which are typically acquired over a long period of working in an 

organization, and given these, it is less likely for employees with longer tenure to leave the 

organization or have turnover intentions for fear of losing these benefits which may not be 

easy to secure upon leaving the organization, and re-entering a job market which is 

competitive with a need to establish their value in the new workplace. 
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Cohen (1991) suggests that there are different career stages in an employee’s life (early, 

middle and late career stages), and the responsibilities at each of these stages guide their 

actions and decisions to either stay or leave the organization. In the early career stage he 

argues that organizational members are typically keen to establish themselves in their chosen 

careers, however if there are issues between the organizational member and the employment 

circumstances, then such members may choose to leave the employment and relocate to a 

more convenient job. In the middle career stages organizational members are more likely to 

have commitments other than their careers, such as family, community etc. which they would 

also need to be considerate of in any decisions to either leave or stay, while in the late career 

stage, organizational members are more keen to consolidate and settle down and are therefore 

less likely to either leave or have turnover intentions (Cohen, 1991).  

Similar to age, few studies have evaluated the relationship of psychological factors such as 

affectivity on tenure and turnover intentions. This study will establish if employees at 

different stages in their careers or different lengths of tenure have an impact on turnover 

intentions, and which groups are at risk of turnover, particularly in the complex Niger Delta 

environment. Tenure will be included in the conceptual framework and tested as a factor to 

establish the strength of the relationship with an employee’s turnover intentions. 

 

2.3 Research Focus, Questions/Objectives  

2.3.1 Research Focus  

Following a detailed review of extant literature, some research gaps in the field of turnover 

intentions were identified in the context of taking the employee perspective, as well as 

viewing it from the setting of a complex system such as the Niger Delta oil and gas industry 

and these have been identified in the previous section. These gaps have ultimately defined the 

areas of focus for this research distinct from other studies and are discussed below: 

Having reviewed the literature, it was found that most studies that have been carried out on 

employee turnover have taken an organizational perspective to see whether or not their 

strategies have been effective. Research into turnover intentions from the perspective or 

perceptions of the employee is required because the solutions proffered will be more tailored 

to the needs of the employee rather than the do-ability of the organization. The studies of 

Panaccio, Vandenberghe and Ayed (2014); Katsikea, Theodosiou, Perdikis and Kehagias 
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(2011) suggest that the there is a gap in understanding the relationship between certain 

personal factors or other critical psychological states and how they relate to other constructs 

in the job characteristics and job satisfaction models. This research therefore further extends 

these studies and addresses the identified gap by using positive affectivity to calibrate levels 

of pay satisfaction. 

Several studies have been carried out worldwide on employee turnover and retention, with 

most of these focused on the Western world, Asia and Africa in different cultures, contexts 

and situations different from those that obtain in developing countries (Masaiti and Naluyele, 

2011; Netswera, Rankhumise and Mavundla, 2007; Bhatnagar, 2007). Whilst Shaw, Delery, 

Jenkins and Gupta (1998) agree that turnover has been a much-studied phenomenon 

worldwide, Cotton and Tuttle (1986), however, caution that the outcomes of such studies may 

not be applicable in other settings such as the Niger Delta scenario due to the dissimilarities 

in cultural, social and economic values. This is, therefore, an identified gap that will be 

addressed in this research. 

Additionally, while a few turnover intention studies have been carried out in Nigeria, most of 

these have been carried out in relatively stable parts of the country, with none carried out in 

the complex and highly critical area of the Niger Delta, hence the focus on this area. The 

Niger Delta area is an important region in Nigeria as it is a major contributor to the local and 

global economy while at the same time it contends with a myriad of issues (Ite, 2004; 

Idemudia and Ite, 2006b). Barrick and Zimmerman (2005) opine that a key means of 

managing voluntary turnover is to ensure that this is done at the start of the employment 

process, i.e. by selecting candidates that display the right commitment. The challenge they 

argue however is that such commitment may change over time, leading to turnover intentions 

or eventual turnover. It will therefore be interesting to see what sort of commitment and what 

level of commitment will have an impact on employee turnover intentions in this complex 

system and environment, particularly as suggested by Wilensky and Resnick (1999) cited in 

Hmelo-Silver and Pfeffer (2004) that complex systems may have emergent properties that 

cannot be predicted from the behaviours of the components of the system. 

A review of the work of Panaccio, Vandenberghe and Ayed (2014) highlights that the factors 

that impact on employee turnover may vary as a function of the organizational characteristics 

such as industry or size and that people differ in how they calibrate their levels of satisfaction 

with various elements such as pay. While some existing studies on employee retention have 
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covered different industries such as the hospitality industry, banking, transportation and 

teaching (Chapin, 1999; Arbab Khan, Mahmood, Ayoub and Hussain, 2011), this research 

will seek to address this gap as it will be based on a different industry (oil & gas industry). 

Additionally, the organizations in this research are bigger in size than the organization used 

in the original study on the association of human resource management professionals located 

in Eastern Canada by Panaccio, Vandenberghe and Ayed (2014).  

Boxall, Mackay and Rasmussen (2003) acknowledge that the factors that determine if 

employees stay on or leave can be multi-dimensional and also context dependent, hence there 

is no single factor that could be proffered as the reason for a job change. This research will, 

therefore, focus on the specific area of the Niger Delta and, in particular, the oil and gas 

industry and attempt to bridge the existing gap in the literature. It is essential that an 

identified problem is correctly evaluated and analysed as it ensures that the accurate response 

or solution is identified (Grint, 2005). 

 

2.3.2 Research questions/objectives  

To progress this study, some research questions have been formulated as indicated below:  

1. What impact does employee affectivity have on affective and continuance 

commitment?  

2. What impact do affective, normative and continuance commitment have on turnover 

intentions?  

3. What impact does employee affectivity have on Perceived Organizational Support?  

4. What impact does Perceived Organizational Support have on Pay Satisfaction and 

Organizational Identification?  

5. Do pay satisfaction and organizational identification have an impact on turnover 

intentions in the Niger Delta Oil and Gas Industry? 
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The research questions lead to the following research objectives: 

• Following empirical studies of turnover in the Niger Delta oil and gas industry, 

establish if and how positive affectivity as a personal characteristic impacts on the 

relationship between various personal and psychological factors and turnover. 

• Identify effective means of establishing turnover intentions before they become actual 

turnovers. 

• Develop an effective retention strategy to ensure that turnover is minimized and 

retention enhanced. 

The first objective seeks to understand better the link between an employee’s personal 

characteristics and the turnover situation in the organizations of focus. The second objective 

attempts to identify and manage turnover intentions promptly, while the third objectives 

seeks to develop a long-term strategy to retain the key talent the organizations need to meet 

their business objectives. 

 

2.4 Conclusion 

Three theories (Equity theory, social exchange theory and social identity theory) which 

underpin employee turnover have been presented in this chapter. 

This chapter also discussed the findings from the review of extant literature concerning 

employee turnover intentions. The review provided a good understanding of the concept of 

employee turnover intentions. It also highlighted some of the factors – psychological, 

personal and demographic that could influence employee turnover intentions.   

The gaps in literature concerning psychological and personal factors and how they impact on 

turnover intentions in a complex environment were also identified with a view to addressing 

them in this study. Previous studies have researched turnover intentions from the perspective 

of the organization while this research will review the identified factors from the perspective 

of the employee. The next chapter describes the conceptual framework as well as develops 

the hypothesis to test and close the identified gaps in literature. 
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3 Conceptual Framework & Research Hypothesis  

3.1 Introduction 

Following a review of the literature and identification of the relevant theories underpinning 

the factors that affect employee turnover in the Niger Delta area, this chapter will incorporate 

the salient and relevant elements of the theories in establishing the conceptual framework for 

the research as well as to develop the hypotheses that will guide the research and ultimately 

develop the research model. 

The conceptual model will incorporate the various elements and factors that have been 

identified to impact on employee turnover intentions. The interaction effects of the different 

elements and the impact on turnover intentions will also be captured in the conceptual model. 

The key elements of the model will also be used as the key constructs in subsequent chapters 

of this study. 

 

3.2 Conceptual Framework  

Below is a conceptual model that has been developed to highlight the relationships between 

the various factors that could affect employee retention and turnover in the Niger Delta area 

based on the review of the literature. 

 
Figure 3.1 A conceptual framework of positive affectivity, organizational identification, 

organizational commitment, and turnover intentions 
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According to Stommel and Wills (2004), a conceptual framework is one that incorporates 

inter-related concepts in a manner that they provide an understanding of the issues, as well as 

an ability to frame the research problem. The conceptual frameworks they argue provide 

important explanations in key subject areas and also provide the relevant context to the 

evidence. This perspective is supported by Houser (2008) who argues that a conceptual 

model describes the concepts impacting on a phenomenon as well as an understanding of the 

relationships amongst those concepts. Some frameworks may be depicted in a simple manner, 

highlighting only a few concepts and describing the relationships between them, while others 

may be multi-faceted and complex. 

The conceptual framework presented as part of this research is a simple one and attempts to 

provide an explanation of the connection between several personal and psychological factors 

and turnover. 

The conceptual framework lists key variables such as affective and continuance commitment, 

organizational commitment, organizational identity, perceived organizational support and pay 

satisfaction as having an impact on employee turnover. The framework suggests several 

relationships that will need to be tested, such as the relationship between positive affectivity 

of the employee, organizational identity and turnover intentions. Perceived organizational 

support is also linked to organizational identity, organizational commitment, pay satisfaction 

and turnover intent. The affectivity of the employee also impacts their perceived 

organizational support and affective and continuance commitments. 

 

3.3 Research Hypotheses 

Following a review of the literature, this research will seek to refute or confirm several 

hypotheses with regards to turnover of employees in the Niger Delta Oil and Gas Industry. 
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Figure 3.2 Research Hypotheses to be tested 

 

As argued by Chiu and Francesco (2001) employees with high positive affectivity behave and 

think in ways that support positive emotions and have the propensity to experience affective 

states that are positive over a period and in diverse situations. Such employees tend to be 

more proactive about their circumstances and make a move to change aspects of their work or 

lives that they are unsatisfied with (Chiu and Francesco, 2001). Cropanzano, James and 

Konovsky (1993) contend that employees with high positive affectivity have a greater 

organizational affective commitment and hence lower desire to leave their jobs and lower risk 

of turnover.  

Agarwal, DeCarlo and Vyas (1999) describe affective commitment as a high acceptance of 

and belief in the goals and values of one’s organization, as well as a willingness to put in the 

additional effort for the benefit of the organization. This commitment as argued by Meyer 

and Allen (1991); Allen and Meyer (1990) is formed through the emotional connection to the 

organization which is built upon the employee’s identification and involvement with the 

organization. On the other hand, continuance commitment is based on the effects of the 

considered costs of leaving the organization, compared to the cost of staying on, and where 

the employee thinks it more profitable to remain with the organization they then become 

committed rather than leave. In the Niger Delta environment with its challenges as earlier 
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mentioned, is an employee’s positive affectivity sufficient to maintain an affective and 

continuance commitment with the organization? This research will establish the strength of 

this relationship. 

H1: There is a strong positive relationship between positive affectivity and affective and 

continuance commitment. 

 

Perceived organizational support is described by Eisenberger, Huntington, Hutchinson and 

Sowa (1986) as employees’ belief that the organization they work for is concerned about their 

well-being and appreciates their contributions to the organization. This belief according to 

Eisenberger, Huntington, Hutchinson and Sowa (1986) leads to organizational workers being 

increasingly obligated and committed to work towards helping the organization meets its 

business goals. Some authors (Watson and Clark, 1984; Witt and Hellman, 1992) however 

suggest that dispositional tendencies and personality traits play a significant role in how 

employees perceive the treatment received from the organization, i.e. as either being humane 

and kind or malevolent. They further suggest that an employee’s personality or disposition 

might affect perceived organizational support in such a way that it affects the employees 

behaviour and hence their treatment by the organization. According to Costa, McCrae and 

Dye (1991), an employee with positive affect might display friendly and expansive attitudes 

which could lead to them making favourable impressions on both co-workers and 

supervisors, resulting in better, more efficient and happier working relationships. They 

further add that such employees with positive affect who tend to seek out opportunities could 

be more conscientious in their jobs, leading to improved job performance and ultimately 

better treatment and support by the organization. This study will attempt to understand the 

strength of the relationship between an employee’s positive affect and the perceived 

organizational support in the Nigeria Delta to determine how best to deploy this in Human 

Resource practices in the region. 

H2: Employee positive affectivity is strongly related to perceived organizational support. 
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According to Chiu and Francesco (2001), high positive affectivity employees tend to behave 

and think in ways that promote positive emotions and are more likely to experience affective 

states that are positive over a period and in diverse situations. 

Ashforth, Harrison and Corley (2008) further suggest that the circumstances under which 

organizational members display and show identification with the organization are typically 

positive, e.g. joy, pride, excitement, and love. This they add is because the organizational 

members desire to feel positive concerning their membership of the organization and would 

most times find sources of positive emotion as it relates to the organization. According to 

Ashforth, Harrison and Corley (2008), employees with positive affect may seek to create a 

positive environment around them which they take pride in and want to identify continuously 

with. There is an emotional significance and value which employees attach to their 

knowledge of membership of the organization according to Ashforth, Harrison and Corley 

(2008), and these feelings of belonging are continuously reinforced during the membership 

due to the employees desire to create a and maintain a positive environment. Tajfel and 

Turner (1979) further add that this connection is due to employees’ preference for a positive 

self-image and will, therefore, identify with the organization which provides that opportunity 

to enhance their self-image and esteem. This study will seek to find out the strength of the 

relationship between an employee’s positive affect and identification with the organization. 

H3: Employee positive affectivity can be strongly correlated with organizational 

identification. 

 

Understanding how employees’ level of positive affectivity as a personal characteristic is 

helpful in impacting on the relationship between pay satisfaction and turnover if any is one of 

the key aspects of this research. 

Some of the main theories that underpin the pay satisfaction of organizational members are 

equity theory (Adams, 1965) and social exchange theory (Homans, 1958, 1961; Blau, 1964). 

Adams (1965) points out the desire of organizational members to be equitably rewarded for 

their input on the job, and this point is buttressed by Homans (1958, 1961) and Blau (1964) 

who argue that with social exchange theory, individuals enter into relations and maintain 

them expecting that it will be rewarding. This is the characteristics of the positive affect 

employee, whose expectations on the job are mostly positive (Chiu and Francesco, 2001). 
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This study will, therefore, seek to find out the strength of the relationship between an 

employee’s positive affect and pay satisfaction in the organizations and locale in scope. 

H4: Employee positive affectivity can be strongly correlated with pay satisfaction. 

 

Eisenberger, Huntington, Hutchinson and Sowa (1986) describe perceived organizational 

support as the extent to which organizational workers believe that the organization is 

concerned about their well-being and appreciates their contributions to the organization in the 

process fulfilling their socio-emotional needs. They add that when employees feel that the 

organizations cares about them and values their input, they become increasingly obligated 

and committed to work towards helping the organization meets its business goals. Mowday, 

Porter and Steer (1982) suggest that where such commitment is emotionally and 

psychologically, then this is what is known as affective commitment. They add that when 

organizational members perceive that their needs are being met by the organization, they feel 

valued and respected, leading to the formation of an emotional attachment to the 

organization. Another form of organizational commitment as described by Meyer and Allen 

(1991); Allen and Meyer (1990) is a non-emotional one where employees weight the cost of 

leaving and staying and decide to stay due to the high cost of moving on, i.e. they have 

invested so much in the organization and staying on would be a better option than leaving. 

Given the above, I hypothesize that where there is perceived organizational support and 

enabling conditions for an employee within the organization; this will result in a strong 

affective and continuance commitment of the employee.  

H5: There is a strong positive relationship between perceived organizational support and 

affective and continuance commitment. 

 

According to Rhoades and Eisenberger (2002), employee believe that there are numerous 

ways in employers can show favourable treatment to employees, such as adequate supervisor 

support, fair treatment, and appropriate rewards, which when received will have positive 

effects on the workers by increasing their level of job satisfaction and enhancing positive 

moods. They further posit that employees greatly value being held in high regard by the 

organization, as this meets their needs for approval and self-esteem. According to Hatch and 
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Schultz (2002), for an organization with positive attributes which also generates positive 

feelings from employees, the employees are better able to identify with such organizations as 

the perceive and think about their organization positively and align with the positive identity. 

Ashforth, Harrison and Corley (2008) also add that identification with the organization by 

employees arises when they sense openness and acceptance from the organization, as well as 

the feeling of belonging to the organization. From the above, I hypothesize that employees 

with perceived organizational support will have a strong organizational identification. 

H6: There is a strong positive relationship between perceived organizational support and 

organizational identification. 

 

Perceived organizational support is the extent to which organizational workers believe that 

the organization is concerned about their interests and welfare, leading to increased employee 

motivation to contribute to the organization and expectations that their contributions are 

appreciated (Eisenberger, Huntington, Hutchinson and Sowa, 1986). One of the ways in 

which employees expect organizations to recognize their contributions includes tangibles 

such as pay (Blau, 1964). 

The empirical study of Stringer, Didham and Theivananthampillai, (2011) confirm that there 

is a strong relationship between employee motivation and pay satisfaction, however 

depending on the nature of the motivation i.e. either intrinsic or extrinsic motivation the 

relationship with pay satisfactions could either be positive or negative. 

Given this, I hypothesize that the stronger the perceived organizational support, the stronger 

the employee’s sense of pay satisfaction, as it is felt that the organization has been fair in the 

support and reward given. This study will test the strength of the relationship between 

perceived organizational support and pay satisfaction in the Niger Delta. 

H7: There is a strong positive relationship between perceived organizational support and pay 

satisfaction. 

 

The organizational commitment of an employee can be correlated with the employee’s 

identification with the organization according to Whyte (1956). He argues that the amount of 
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effort expended by the employee on the job as well as their positive feelings for the job 

underpins both commitment to the organization and identification with the organization. He 

further posits that there are two aspects of the worklife of an employee, these being the 

employee are working conditions and the nature of work performed, both of which develop 

organizational identification and ultimately lead to commitment to the organization.  

Whyte (1956) who formulated the concept of the organization man argues that the 

organization man is one who is not only committed to the organization but one with feelings 

of belonging psychologically and identification with the organization. Given these 

perspectives, I hypothesize that there is a strong positive relationship between organizational 

commitment and organizational identification. Meyer and Allen (1991) define organizational 

commitment as having three components, these being affective, continuance and normative 

commitment. This hypothesis will be tested against these elements. 

H8: Organizational commitment can be strongly correlated with organizational 

identification. 

 

The study by Efraty and Wolfe (1988) indicates that there is a positive relationship between 

organizational identification and one of the principal organizational indices, this being pay. 

They argue that the higher the pay of an organizational member, the more such members are 

able to identify with the organization. 

According to Patchen (1970), an employee identifies with the organization when there are 

shared values and feelings of oneness, based on the support provided by the organization. 

This perspective is supported by the empirical works of Kreiner and Ashforth (2004); Van 

Knippenberg and Van Schie (2000) who argue that employee identification with an 

organization affects their behaviours and general attitude to the job, and has also been found 

to have a positive impact on work outcomes such as job satisfaction. One of the key elements 

of job satisfaction according to Organ and Konovsky (1989) is pay satisfaction. Pay at 

expected levels is therefore hypothesized in this research to have a strong positive 

relationship with organizational identification. 

H9: Pay Satisfaction can be strongly correlated with organizational identification. 
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Age is one of the key factors of employee turnover intention studied by several authors 

(Burke, 1994; Aquino, Allen and Hom, 1997; Ferres, Traveglione and Firns, 2002). These 

authors suggest that the higher the age of an employee, the lower the turnover intentions of 

such employees. Ferres, Traveglione and Firns (2002) suggest that the younger organizational 

members are more experimental at the start of their careers and hence have the propensity to 

want to move on in search of newer opportunities. The older employees they opine have a 

shorter time to recoup any turnover associated costs and hence the desire to move on is lower 

with the increase in age. 

These observations are supported by Aquino, Allen and Hom (1997) who find that younger 

employees have a lower commitment to the organization compared with older employees, 

and the intention to turnover is stronger with the younger group. Aquino, Allen and Hom 

(1997); Burke (1994) suggest that this is because the younger employees are more 

collaborative, entrepreneurial and see more opportunities, hence the likelihood of moving 

more frequently between jobs, positions and organizations. 

Ferres, Traveglione and Firns (2002) also posit that younger organizational members are 

more willing to accept a new employment psychological contract compared with the older 

members, which ultimately increases the turnover intentions of this group. The older 

members they suggest may also be considerate of family responsibilities particularly in the 

event there is no immediate alternative job opportunity, leading to lower turnover intentions 

with this group compared to the younger employees. I hypothesize that younger 

organizational members have higher turnover intention. 

H10: Younger organizational members have higher employee turnover intention. 

 

Several researchers (Griffeth and Hom, 2001; Price, 1977; Cotton and Tuttle, 1986) have 

studied the impact of tenure on employee turnover intention, and support the view that tenure 

has a relationship with turnover intention. 

According to Viscusi (1980), tenure within an organization represents the human capital 

investment of the employees, where they learn the characteristics of the job with the intention 

of improving the attractiveness of their positions.  
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Following from the outcome of these studies, it is proposed that organizational members with 

a longer tenure of service will take into account their significant and extensive service to the 

organization, and the rate of turnover or turnover intention amongst this group will be low, 

compared to shorter tenured employees who have no such investment. This research, 

therefore, hypothesizes that the shorter the tenure of an employee, the stronger the 

relationship with turnover intention.  

H11: Shorter tenured organizational members have higher employee turnover intention. 

 

According to Meyer and Allen (1991); Allen and Meyer (1990) affective commitment is one 

in which an organizational member has an emotional attachment to the organization, 

identifying with and being very involved within the organization. Continuance commitment, 

on the other hand, they describe as being based on the view of the underlying cost associated 

with the termination of the employees’ work. Meyer and Allen (1991); Allen and Meyer 

(1990) argue that employees with a strong sense of affective or continuance commitment tend 

to work harder and are more conscientious in their jobs compared to employees who have 

weaker affective and continuance commitment. 

From the studies of Meyer and Allen (1991); Allen and Meyer (1990), they conclude that 

affective and continuance commitment has an adverse impact on turnover intentions as the 

organizational members are focused on working towards organizational goals. Additionally, 

they suggest that organizational members with affective commitment would typically have a 

positive outlook on change and be more willing to accept and work on changes within the 

organization. Given the above I hypothesize that employees with a strong sense of affective 

and continuance commitment can be correlated with low turnover intentions. 

H12: Affective and continuance commitment are negatively related to turnover intentions. 

 

Patchen (1970) explains that organizational identification is a phenomenon that is based on 

the perspective that employees have a sense of affinity and community with the organization 

and other employees with respect to the organizational goals, objectives, and interests. 

Ashforth, Harrison and Corley (2008) further add that identification with the organization is 

as a result of the knowledge of membership and feelings of belonging the employee has. 
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Dutton, Dukerich, and Harquail (1994) suggest that where there is a strong identification of 

organizational members with the organization, the organizational members barely see any 

difference between their personal identities and the organizational identity, as any separating 

lines become blurred. The merging of identities allows the organizational members imbibe 

into their self-concepts the enduring and distinctive attributes and values that define and 

distinguish the organization, such that any failures or successes of the organization as seen as 

personal successes or failures, resulting in the organizational members engaging in 

behaviours and actions to ensure the organization achieves its goals (Dutton, Dukerich, and 

Harquail, 1994). Given the above, I hypothesize that for employees with a strong sense of 

organizational identification; there will be low turnover intentions. 

H13: Organizational identification is negatively related to turnover intentions. 

 

Oshagbemi (2000) explains that pay is a means of compensation to employees by the 

employing organization on a periodic basis based on an existing contract of work done and 

reward. The satisfaction with this pay is therefore defined by Miceli and Lane (1991) as the 

positive feelings which employees display towards the pay they have received for the work 

done. Milkovich and Newman (2008) further add that the satisfaction of organizational 

members with their pay is typically hinged on any discrepancies between what the 

organizational members believe they should be paid and how much they are paid. They 

suggest that where the actual pay is as expected based on work done, then employees tend to 

experience satisfaction with the pay, but where there is this is not the case, then pay 

dissatisfaction is experienced. This perspective is shared by several authors (Berger and 

Schwab, 1980; Dreher, Ash and Bretz, 1988) who show from their studies that levels of pay 

typically have an impact on pay satisfaction. Further to this, Heneman and Judge (2000) 

contend that employees’ dissatisfaction with pay can have undesirable and unpleasant 

outcomes for the organization. Greenberg (1990); Miceli and Mulvey (2000) add that such 

dissatisfaction by employees can lead to decreased commitment to the organization which 

could ultimately lead to turnover. This study will seek to establish if there is a lack of pay 

satisfaction in the Niger Delta oil and gas industry despite the pay level, as well as ascertain 

the strength of the relationship between a lack of pay satisfaction and employee turnover 

intention with the hypothesis below. 



57 
  

H14: There is a strong positive relationship between a lack of pay satisfaction and employee 

turnover intention. 

 

A study by Mohanty (2007) identified the relationship between the positive attitude of 

organizational members and the ability to earn more money. Noting that positive affectivity 

employees tend to seek out opportunities in their jobs (Costa, McCrae and Dye, 1991), 

leading to improved job performance and ultimately better pay, it is expected that there will 

be an impacting relationship between positive affectivity, pay satisfaction and turnover 

intentions. According to Emmons (1986), organizational members high in positive affectivity 

are more likely to set high goals for achievement and are not likely to reverse these goals or 

adjust them downward. Staw, Bell and Clausen (1986) further add that with high positive 

affectivity organizational members, low pay may constitute a clear departure from their 

expectations that all aspects of their lives will go well and hence they may desire to seek for 

other opportunities to enable them to achieve their goal of significant lifetime pay (Emmons, 

1986; Custers and Aarts, 2005). These perspectives have led to the hypothesis below on pay. 

H15: The pay satisfaction-turnover intention relationship is stronger for higher positive 

affect employees. 

 

3.4 Conclusion 

In this chapter, a conceptual framework for the research was developed based on the relevant 

theories identified from the review of available literature. Three theories (equity theory, 

social exchange theory and social identity theory) were considered relevant to the focus area, 

and key elements were incorporated into the conceptual framework. These theories were 

considered relevant based on the insight they provided to understanding how and why various 

personal and psychological factors would have an impact on employee turnover intentions. 

The proffered insight was helpful in developing the fifteen hypotheses to be further analysed 

during this study. In support of this, the next chapter discussed the research methods to be 

deployed, as well as the philosophical perspectives of this work. 
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4 Methodology 

4.1 Introduction 

The description of the methodology deployed in research is an important part of the research, 

and this chapter discusses the key steps used in carrying out the research in detail. It includes 

a discussion on the research design which allows for the identification of the essential factors 

that directly impact on employee turnover intentions, as well as provides an opportunity to 

establish the influence of positive affectivity on important personal and psychological 

variables. 

The chapter also discusses the utilization and combination of multiple approaches such as 

action research and quantitative methods to adequately address the research questions and 

provide deeper insights into what is happening and why.   

To achieve this, a detailed discussion of the procedures used, population and sample selection 

is also provided. 

 

 

4.2 Research Design  

4.2.1 Research Strategy  

The strategy deployed in research is essentially the conceptual connection between the 

research philosophy and the research method to be adopted in practice (Easterby-Smith, 

Thorpe and Lowe, 2002; Bryman and Bell, 2011). Additionally, the first element to be 

considered is the choice between the use of qualitative or quantitative research or the 

application of both (Easterby-Smith, Thorpe and Lowe, 2002; Bryman and Bell, 2011). In 

this study, a combination of both research methods was applied in what is known as mixed-

methods research (Tashakkori and Teddlie, 2003). This mixed-methods was integrated into 

the action research process where the collection, analysis and interpretation of both 

qualitative and quantitative data in either concurrent or sequential mode in order to examine 

one’s own practice with a view to implementing changes for improvement, and the new 

method termed Mixed Action Research (Onwuegbuzie and Dickinson, 2007). The strategy 

used to carry out the mixed action research in this study is described for the different phases 
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(indicative, comparative and contextual) of the study below, and also presented schematically 

in figure 4.1 (Wooley, 2009).  

 

4.2.1.1 Indicative phase 

This phase included data gathering by literature review as well as by discussions (informal 

interviews) with employees to identify which factors had an impact on employee turnover 

intentions.  

 

4.2.1.2 Comparative phase 

The comparative phase of the research utilised the results from the indicative phase to gather 

more insightful data, and better understand the relationships between the various factors. The 

factors identified were used in a survey questionnaire and the data gathered was used to 

establish the relationships and strength of the relationships between the various factors and 

turnover intentions. 

 

4.2.1.3 Contextual phase 

As part of the action research process, in the contextual phase, the understanding of the 

relationships and impact on turnover intentions were then presented to an action research 

group for further discussion to validate the findings, as well as incorporate perspectives on 

how the issues can be addressed, and how the recommendations can be implemented within 

the organization to bring about the desired change. 
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Figure 4.1 Integrated research strategy used for study 

 

4.2.2 Research Approach  

There are different types of research approaches that can be applied in studying diverse 

phenomena, these being the deductive and inductive research approaches (Hair Jr, Black, 

Babin and Anderson, 2010). 

With the mixed method action research being deployed in this study, a hybrid of both the 

inductive and deductive approaches was applied, with the deductive approach taking 

prominence and being supported by the inductive approach. 

In the deductive approach deployed, there were some hypotheses inferred from theory, 

following which there was an analysis of the finding/observation and 

conclusions/confirmations made. This approach was supported during various stages by the 

inductive approach which consisted of the gathering of data in the form of words during 

discussions with participants and analysis of the data for themes (Creswell, 2012). The 
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inductive process was implemented in the first phase of this research, where participants were 

interviewed informally to understand the extent of the issue of employee turnover and the 

factors that have an impact on turnover in the industry. The information gathered and themes 

extracted were used in the construction of the conceptual framework, hypothesis and survey 

questionnaires. During the Action research cycle two where discussions were held with the 

learning sets, the inductive approach was also deployed by extracting and emphasising the 

key areas of focus for improvement. 

This hybrid approach was selected based on the research problem that needed to be 

addressed. The data from the inductive process was helpful in establishing the set of variables 

to be examined, and the deductive approach was beneficial in determining which of the 

variables had an impact on turnover intentions as well as the strength of the impact.  

 

4.2.3 Selection of Research Method 

The research method used in this study was action research incorporating mixed methods in a 

complementary manner to gather and analyse the data, i.e. the survey method facilitated and 

triangulated by the qualitative methods such as interviews and learning set discussions. This 

is further described in the following sections. 

 

4.2.3.1 Action Research 

Action research is a research process in which practical knowledge is developed while in the 

pursuit of human purposes (Reason and Bradbury (2008). It is underpinned by a participatory 

worldview and attempts to combine theory and practice, action and reflection as well as the 

participation of other important stakeholders in the identification of practical solutions to 

pressing issues or challenges in a community (Reason and Bradbury, 2008).  

The action research process was deployed in this study over the traditional research process 

because it offered the opportunity to address practical concerns of the organizations by the 

people concerned with the issue and also gather data in a manner that clearly guides the 

future and allows for identification of a sustainable solution (Parkin, 2009; Reason and 

Bradbury, 2008; Greenwood and Levin, 2007). Being a process which allows the necessary 
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change to be implemented within an organization for the betterment of the people and social 

situation (Parkin, 2009; Somekh, 2006; Meyer, 2000); it was the logical tool to be deployed 

to address the practice problem in this research. 

 

4.2.3.1.1 Action Research Model Implemented 

Action research is a form of research in which a recursive process is applied, i.e. the research 

goes through a cyclical process of planning, acting on the plan, reflecting on the outcomes, 

implementing the change and further re-planning (Coghlan and Brannick, 2014).  In some 

cases, the cycles may not be as rigid, and some of the stages may either overlap or become 

obsolete given the experience learned (Kemmis and McTaggart, 2000). Concerning the 

number and duration of the cycles, the duration can vary with some ranging from as much as 

two years to as little as a few months involving as many cycles that can be accommodated 

within that period (Waterman, Tillen, Dickson and de Koning, 2001). 

In this research, the Kemmis and McTaggart (2000) model depicted in Figure 4.2 was 

implemented with the formulation of the initial study idea as the first step in cycle one, 

followed by a stage of planning the study and deciding what methods to apply. The plan in 

the first cycle was followed by data collection and analysis and in the reflect phase a review 

and discussion of the results were carried out. The second cycle kicked off with a revised 

plan to implement the findings within the organization to bring about a change in the act and 

observe phase, following which there was further reflection on the impact of the instigated 

action. 
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Figure 4.2 Action research spiral model adapted from Kemmis and McTaggart (2000) 

 

 

4.2.3.1.2 Philosophical Worldview of Action Research 

The action research philosophical worldview will be discussed in light of the underpinning 

foundations, i.e. ontology, epistemology, theory, reflexivity and the role of the researcher. 

 

4.2.3.1.2.1 Ontology and Epistemology 

Ontology refers to the assumptions and claims that individuals make about social reality, i.e. 

what they look like, if they exist, what they are made up of and what the interactions between 

the various elements are (Blaikie, 2000; Johnson and Duberley, 2000). These can be either 

objectivist or subjectivist (Johnson and Duberley, 2000), and my ontological position in this 

research was majorly objectivist with support from the subjectivist perspectives. 

Epistemology, on the other hand, is the diverse means in which knowledge of the existing 
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social reality can be acquired, and for the action researcher this is important in understanding 

the possibilities and conditions for creating new insights (Blaikie, 2000). 

In this research, I have a desire to understand the truth in a clear and straightforward manner, 

i.e. clearly defining the issues to identify better the improvement strategies. I also, however, 

note that with action research, while the objective truth needs to be known, it is also not 

possible to be fully objective as the researcher needs to be part of the process, i.e. introducing 

elements of subjectivity. This research, therefore, took the objective-subjective position, 

which drove the inclusion of the qualitative and quantitative data gathering methods in the 

first cycle of the action research and the further qualitative data collection methods in the 

second cycle of the research. This integration aligned the research with the pragmatic 

paradigm, i.e. the incorporation of multiple perspectives and viewpoints in a positive manner 

(Johnson and Onwuegbuzie, 2004; Creswell, 2003; Tashakkori and Teddlie, 2003). It also 

incorporated a participative worldview, since the researcher and concerned stakeholders 

participated in the research through action, reflection, learning and desired change in an 

integrated manner to address the issues of concern to them (Reason, 1998). The 

epistemological position of this research was, therefore, a pragmatic-participative one. 

 

4.2.3.1.2.2 Theory from Action Research 

Action research is a process in which new knowledge is informed by and developed from 

practice (Stringer, 2004). Theory is formulated in action research when the research 

participants develop the relevant knowledge concerning their situation, i.e. by use of a group 

of critical stakeholders or research participants who formulate the theory based on their 

practice issues and the researcher who uses these as research questions (Genat, 2009). 

In this study, theory was generated in the action research cycle with the participation of the 

impacted employees as research participants from across the three participating 

organizations. They were the key stakeholders in the process and were subject matter experts 

in the various aspects and practice issues discussed in the learning sets in order to identify 

and validate the key factors impacting on turnover intention in the industry and ultimately 

develop a theory based on which the retention practices of the organizations in the area could 

be improved. 
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4.2.3.1.2.3 My Role as Action Researcher and Reflexivity  

One of the important elements of action research is the researcher who defines the research 

agenda and additionally benefits from it, especially in an insider research scenario (Reason 

and Torbert, 2001). Knowing this, as the researcher, I was closely involved in several aspects 

of the research throughout the various phases and not a detached bystander or observer. 

Being the insider-researcher, I also had an active role in the research in implementing and 

bringing about the desired change as a change agent (Coghlan and Casey, 2001), as the pilot 

project to implement the findings and improvement strategies from the learning set were 

carried out in the team I lead. 

This closeness with the research as an insider researcher necessitated the incorporation of 

reflexivity which included the awareness of my impact on the research process and 

exploration of the relationship between me, the research participants and the various elements 

of the research (Johnson and Duberley, 2000; Steedman, 1991) was a key aspect of the 

research in order to ensure the trustworthiness and transparency of the research. This was 

implemented throughout the project at different stages and phases. 

Concerning the influence of the research on the researcher, topic selection was made in such 

a way that the outcomes would be widely impacting, i.e. focus was not only on my 

organization but a practice problem affecting the industry, with employees from three 

organizations participating in the research. As an insider researcher, my influence on the 

participants during data gathering and data analysis/interpretation were also considered, and 

these were managed by ensuring participation from more than one organization (i.e. including 

other organizations were there was no direct influence) in order to challenge and question 

assumptions and incorporate diverse views and perspectives on the issue; implementing three 

learning sets and encouraging in-depth discussion and understanding of the issues; as well as 

teasing out a rich basket of improvement strategies for implementation to ensure the desired 

change. 

 

4.2.3.1.3 Mixed Methods Research 

The mixed-method research is based on the pragmatic paradigm, that allows the opportunity 

to incorporate multiple points of view following a process which could have both biased and 

unbiased components, i.e. it permits the application of both qualitative and quantitative 
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methods embracing methods that are appropriate and using findings in a positive manner 

(Johnson and Onwuegbuzie, 2004; Creswell, 2003; Tashakkori and Teddlie, 2003). In this 

research the mixed method was deployed in order to take advantage of the strengths of each 

method, offsetting their different limitations in the process, and providing more exhaustive 

and complete responses to research questions, since it extends beyond the restrictions of any 

single approach (Johnson and Onwuegbuzie, 2004; Tashakkori and Teddlie, 2003; Migiro 

and Magangi, 2011).  

The mixing of methods in this study was done in multiple ways, i.e. a mix of epistemologies 

or paradigms, where observations and group discussions with participants were combined 

with surveys to gather the required data. Additionally, analysis of the data included both 

statistical and qualitative methods (Tashakkori and Teddlie, 2003). The deployment of 

mixed-method to gather the data was done sequentially starting with discussions with some 

of the research participants to ascertain the essential elements better construct the survey 

questionnaire for the study; followed by data gathering using the survey, and finally group 

discussions to validate the results of the survey and agree on improvement strategies.  

The mixed method of data gathering and analysis in an action research setting was used in 

this study to provide the understanding and insight into the issues concerning turnover in the 

Niger Delta Oil and Gas industry as it enables a broader range of questions to be addressed 

during the research. Additionally, since the research is to be conducted from the perspective 

of the employees, the mixed methods provided a platform for the research objectives to be 

achieved, i.e. the group discussions with the research participants at various stages of the 

research. The output from one method formed the input to another method, making the 

process an integrated one, building on their strengths and limiting any weaknesses (Migiro 

and Magangi, 2011).  

One of the limitations of applying this research method was the longer time it took to gather 

and analyse the relevant data from the two different methods (Driscoll, Appiah-Yeboah, Salib 

and Rupert, 2007). This limitation was addressed by allocating sufficient time in the research 

plan to gather and analyse the data promptly. 
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4.2.4 Action Research Implementation 

There are various forms of action research such as participatory action research, action 

learning, classical action research, action science, collaborative management practice, 

cooperative inquiry, developmental action inquiry, appreciative inquiry, evaluative enquiry, 

clinical inquiry/research, learning history and reflective practice (Coghlan and Brannick, 

2014).  

The participatory insider action research approach was deployed in this study, with me being 

an insider not only in my organization but also in the industry in my locale.  The participatory 

action research approach was selected due to the opportunity to empower the members of the 

three organizations in scope to act and participate collaboratively to develop their knowledge 

with respect to the issue and use the gathered knowledge to address the identified practice 

concern for the betterment of the various stakeholders (Coghlan and Brannick (2014), i.e. 

employees and employers alike, and the Niger Delta community at large. This approach 

offered the opportunity to tap into and build on the knowledge, experience and insights of the 

group and incorporate the diverse perspectives of the research participants.  

Additionally, the participatory action research approach with me as an insider offered the 

opportunity for me to act as a change agent to continuously keep track of the progress of the 

improvement action and ensure that the desired change occurs and is embedded within the 

organization. The study involved a step by step process which included modifications to the 

organization in order to bring about the required change and improvement; and ultimately the 

opportunity to build theories and actionable knowledge as described in the sections below. 

 

4.2.4.1 Action Research Cycle One 

Cycle one involved several stages, starting with identification of a pressing problem within 

my organization that needed to be addressed, and one that would have wide-reaching 

implications on not only my organization but also on the industry in my locale.  This stage 

involved engagement of staff in the organization to identify what were the pressing issues 

that significantly impacted on them. It also included discussions with Managers to see which 

of the issues they would most like to see addressed. 
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This first stage of planning was followed by acting on the plan by formulating some 

hypotheses as to the cause of the identified issues and the possible relations between the 

contributing factors. This action involved a review of the literature and engagement of 

participants as to what the potential factors impacting on the issue could be. This step also 

included an e-mail survey to gather the relevant information from participants. This step, in 

particular, included a few cycles of its own, as it involved taking a look at several causative 

factors before narrowing down to the critical factors relevant to the environment following a 

pilot survey.  

The third stage of this action research project involved collation of the data gathered from the 

surveys, analysis of the data, reflection on the outcome and inference with the intention of 

identifying remedial actions for implementation.  

 

4.2.4.2 Action Research Cycle Two 

The next stage of this cyclical action research project involved the implementation and 

embedment of the improved strategies within the organization to not only test the 

generalizations but to also bring about the desired change.  

In this cycle, the outcome of cycle one was discussed in three learning sets one each formed 

in the three participating organizations. The discussions led to consensus on the key factors 

that strongly influence turnover intentions in the industry, and resulted in the actions and 

improvement strategies to minimize the turnover intentions. The improvement strategies were 

implemented in one of the participating organizations as a pilot project to test the 

effectiveness of the proposed solutions. 

The cycle continued with a period of reflection on the outcome of the implementation of the 

improvement strategies, and a wider plan was established to deploy the successful strategies 

to other participating organizations.  

 

4.2.5 Validity and Rigour  

It has been suggested that action research lacks the rigour of most other scientific research 

(Cohen and Manion, 1985) and lacks both external and internal controls (Merriam and 
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Simpson, 1984), with these gaps preventing material contributions to the body of knowledge. 

Given these challenges, the following steps were implemented in this research to incorporate 

rigour and ensure the validity of the outcomes. 

 

4.2.5.1 Incorporating Validity and Quality 

Validity in action research is essentially a question of quality (Stringer and Genat, 2004), and 

this can be implemented by integrating clarity in the development of a practice or custom of 

relational participation; reflexive concern for the practical outcomes; diverse means of 

knowing (propositional, practical, experiential and presentational knowing), such that the 

findings can be used to advance knowledge on various levels (Reason and Bradbury, 2008). It 

also includes a significant action research project; and the ability to generate new and 

enduring change elements (Reason and Bradbury, 2008). 

These elements were incorporated into the research design by ensuring that there were some 

opportunities for participation of the research participants, first at the start of the research  in 

cycle one where they provide suggestions and insight into the important factors that impact 

on turnover in the industry, and secondly in cycle two following analysis of the data gathered, 

the research participants were engaged to validate the outcomes and contribute to identifying 

the improvement strategies to be implemented. Reflexivity as previously discussed was 

applied throughout the research, noting my role as an insider researcher, to question 

assumptions and with particular reflection points built into the action research cycle to ensure 

focus on the practical outcomes. Additionally, three key means of knowing were incorporated 

in this research, these being experiential by the survey questionnaire and analysis of the data, 

practical by the implementation of the improvement strategies and monitoring the impact and 

responses to the change action, and thirdly presentational knowing by writing up in detail this 

report of my findings. This action research project is significant as it covers several 

organizations within the most important industry (oil and gas) with global impact in Nigeria 

today. Concerning the new and enduring change element, the Human Resource subject matter 

expert was part of the set/group to discuss and agree on the improvement strategies to be 

implemented, with a plan to fully embed in the organization’s human resources practice 

following the expected success. 
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This study incorporates some quantitative elements in cycle one, and for those elements, 

additional validity checks were carried out to ensure that the resulting outcomes can be 

considered valid. Internal validity and construct validity checks which deploy factor analysis 

to examine the relationship or linkages between several variables (Roberts and Priest, 2006) 

were carried out. 

 

4.2.5.2 Incorporating Rigour 

Rigour in action research refers to the way the data is provided, collected and analysed in the 

numerous cycles of the research, and these can be incorporated by implementation of 

multiple cycles in the research; introduction of opportunities to test and challenge 

assumptions and findings; evaluation of diverse views as part of the interpretation of the 

outcomes and grounding the research outcomes in scholarly theory (Reason, 2006).  

Rigor was incorporated in this research by implementing two cycles (plan, action and 

evaluate) of research as further detailed in the Action Research Implementation section below 

to obtain the desired information in different ways, and to update the plan of action based on 

the information gathered. Assumptions and interpretations derived from cycle one were tested 

in cycle two to ensure that any personal perspectives or assumptions as an insider research 

were put forward for critique. Diverse views on the issue were incorporated in the two cycles 

– one by ensuring that information was obtained from a large sample of the population, i.e. in 

this case 155 participants in cycle one, and secondly, in cycle two a group of subject matter 

experts from different parts of the organization (technical and human resources) formed the 

in-organization learning set to discuss the cycle one outcomes and provided contributions to 

the improvement strategies to be deployed. The outcome was grounded in theory through the 

in-organization learning set’s involvement in the practice issue and development of the 

relevant knowledge (Genat, 2009). 

 

4.2.5.3 Ethical Considerations 

Adequately managing and addressing any ethical issues or concerns in research is essential 

(Guillemin and Gillam, 2004; Savenye and Robinson, 2005). In conducting this research, the 

approval of the ethical committee was sought and obtained. Additionally, confidentiality and 
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anonymity were maintained during and after the study. In support of confidentiality, 

participants’ names have not been used in the research report, and all survey responses have 

been kept secure with a password on the researcher’s laptop.  

Since this research is about creating change and addressing a practice issue with the 

involvement of the research participants, the participants were given the opportunity to 

influence the work by allowing their participation and involvement and incorporating their 

contributions. The work was also made transparent to the participants and the information 

gathered in the process made available them. 

 

4.3 Data generation sources and methods of communication  

4.3.1 Research Participants 

As mentioned earlier, the mixed action research method was used in this study, using 

quantitative data gathered from the semi-structured surveys, as well as qualitative data based 

on discussions and interviews with employees at the start of the research and with subject 

matter experts in the second cycle of the action research where the improvement strategies 

were distilled. 

This study sought to know from an employee perspective what makes employees remain 

loyal and continue to stay within an organization, as well as to understand the factors that 

make departing employees leave. The participants for both the quantitative and qualitative 

phase of this research were Technical staff such as Engineers and Geologists from the three 

participating organizations in the Niger Delta oil and gas industry (Shell, ENI, and NLNG) as 

earlier mentioned in Chapter 1.  

The quantitative phase involved participants that were still within these organizations to 

better understand what keeps them engaged and committed to continue working in the 

organization. The participants were Nigerian employees who work in the region on a longer 

term basis which include permanent and contract staff. The expatriate employees were 

however excluded as they are typically on a known and clearly defined short term contract of 

3 – 4 years and not expected to stay on beyond the stated duration.  
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The target population cut across management to entry level Engineers and Geoscientists in 

the three organizations that are the focus of this research. The age of the participants also cut 

across from the younger employees to the older employees that have been in the organization 

for a long time to understand better their reasons for staying on.  

The target population also covered both the male and female Engineers and Geoscientists to 

understand better if there are any gender-specific factors that impact on turnover intentions in 

the area, as well as to figure out if either gender is more prone to turnover. 

 

4.3.2 Data Collection 

Data collection for this study was carried out in three main phases as follows: 

 

4.3.2.1 Phase 1 (qualitative method): 

Informal interviews were conducted at the start of the research to establish the main variables 

to be studied. Eighteen employees from the population, i.e. across the three participating 

organizations were selected using the maximum variation sampling method and interviewed 

during this phase. The data collection method included jotting down of the named variables 

and selecting those repeatedly mentioned, i.e. those with the highest frequency. 

 

4.3.2.2 Phase 2 (quantitative method) 

This phase consists of data gathering with the use of survey questionnaires, with one hundred 

and sixty participants responding to the questionnaires sent out. The respondents cut across 

newly recruited employees to longer tenured employees; male and female; as well as across 

all the age groups, i.e. the 26 – 35 years to the 46 – 55 years age groups. The data gathered 

from the sample covered all the relevant groups in the organizations being studied. 

 

4.3.2.3 Phase 3 (qualitative method) 

Phase 3 consisted of data collection using the learning set discussions as part of the action 

research process. This phase sought to not only validate the results from the quantitative 

phase but also to provide additional insight the possible improvement strategies that could be 

deployed, and how best to implement such policies as part of bringing about the desired 
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change in the organization. Three learning sets were set up, one for each organization and 

discussions held with the different learning sets. Each learning set consisted of five 

employees in addition to myself, making it a total of six participants. Some of the learning 

sets were made up of some of the employees interviewed in phase 1 to ensure internal 

consistency in the research. The data was collected by taking down notes from the discussion.  

 

4.4 Interviews 

As earlier stated, interviews were conducted at the start of this research to establish clearly 

the important areas of focus as this research was being conducted from the perspectives of the 

employee.  

 

4.4.1 Sample 

The sample for this study is from the population earlier described. The total number of those 

interviewed was eighteen, i.e. six per participating organization, cutting across all age groups, 

gender and the different Engineering Functions in the three participating organizations. The 

maximum variation sampling method was used in selecting the participants for the interviews 

in a manner that ensured all the key groups as mentioned above were included, with the 

objective of ensuring that a diverse group of people was selected, and their responses would 

be close to the views of the impacted population. Known colleagues were chosen in this 

sample as it was assumed easier to get them to participate in an interview on such sensitive 

issues at the start of the research. 

 

4.4.2 Interview design 

The interview design employed at this stage of the research was the open-ended interview 

design. The questions were worded and structured in in such a way that identical questions 

were asked of each participant, but the responses were open-ended with each participant able 

to fully share their perspectives on the issue and provide and contribute as much information 

as they desired. This method was selected compared to others because especially at the start 

of the research it offered the opportunity for rich and thick data since participants were able 

to provide as much detail in their responses as they desired.   
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4.4.3 Administration 

Before the start of the interview, the topic and the proposed use of the information gathered 

were explained to the participants seeking their consent to use the collected material. 

Additionally, it was explained that all information would be confidential, and confidentiality 

of the participants maintained throughout the research. 

Most of the interviews in this phase were conducted face to face for those in the same 

location as myself as the interviewer, and carried out in a sequential manner, by meeting each 

of the participants separately and administering the interview questions. This was important 

to ensure that participants were not influenced in their responses by what they had heard from 

others. For those in other locations (e.g. in NLNG in Bonny), the interviews were done on the 

phone. In both cases, the interviews were conducted in a private and quiet place away from 

interruptions and distractions. For the face to face sessions, notes on the discussion were 

taken by hand and later copied to Microsoft Word, while for the sessions conducted by phone 

the notes were made directly in Microsoft Word. 

 

4.4.4 Analysis 

In analysing the interviews, the data gathered was further transferred to Microsoft Excel and 

used a simple tool in the analysis process.  Initial codes were identified, patterns and themes 

were traced. 

Relationships between the patterns and themes were also defined and aligned with findings 

from the preliminary review of the literature. These themes were then used to construct the 

conceptual framework for the study as described in Chapter 3 which includes the independent 

and dependent variables included affectivity, organizational commitment, pay satisfaction, 

organizational identification, perceived organizational support and turnover intention. 

  

 

4.5 Questionnaire and measure development  

4.5.1 Information sought 

The research hypotheses were used as a guide in determining what information was required 

for this study, and these, in turn, were used to establish the type of questions to be asked of 
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the participants and the means by which the questions were to be asked. The information 

sought was obtained from early discussions with employees within the organization to 

identify the key issues that could be addressed as part of an action research project. 

Additionally, a preliminary review of the literature was carried out to establish and focus the 

project on some of the primary causal variables relevant to the study environment. These 

variables included affectivity, affective commitment, normative commitment, continuance 

commitment, pay satisfaction, perceived organizational support, organizational identification 

and turnover intention. 

The survey questionnaire was therefore designed to include measurement scales which had 

questions related to these constructs or variables to be investigated. The information sought 

was therefore addressed following the response to the research questions. 

 

4.5.2 Type of questionnaire and method of administration 

The data gathering approach, i.e. the type of questionnaire used and the method of 

administration was a crucial step in this research, as it ensured that the relevant information 

was gathered successfully. In support of this, a structured questionnaire was used as it 

allowed the participants to respond to the same set of questions in the same order. The 

questionnaire was also structured with a section that allowed for comments or diverse 

perspectives of how participants understood the issue. This structured approach was also 

beneficial as it helped to ensure that the time participants spent in completing the survey was 

controlled and the overall time to gather all the data from participants was manageable 

(Churchill and Iacobucci, 2005). 

In addition to the structured format of the survey, the method of data collection was also 

considered, and in this case, data gathering by electronics means was deployed as it provided 

the opportunity to gather the data from several participating employees in the different 

organizations which are part of the study and are based in different (Port Harcourt and 

Bonny) locations. The e-mail surveys allowed for easy data collection from the various 

locations in a manner that was quick and cost effective. The e-mail survey was the preferred 

means of investigation as opposed to the pen-and-paper or postal surveys, as the participants 

(Engineers in the participating organizations) were all computer literate and the ease of 

response was also considered. 
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4.5.3 Individual question content 

The detailed literature review conducted at the start of this research was useful in establishing 

the set of questions that were used in the survey questionnaire (Hair Jr, Black, Babin and 

Anderson, 2010). 

In putting together the survey questionnaire for this research, some of the considerations 

included the number of questions to be asked and how necessary they were to elicit the 

required response. It was important to check that points had been adequately covered by the 

relevant number of questions. The questions were also presented in a manner that the time 

and effort to address them were minimal, and it was easy for the participants to provide the 

information sought. 

In designing the questionnaire, these issues were taken into consideration, and a comparison 

was made with other similar questionnaires to determine if the total number of questions was 

within reasonable or expected limits. A preliminary questionnaire was put together following 

the review of the literature and tested with a few organizational members, following which it 

was slightly modified to ensure focus on the key and impacting variables. The updated 

questionnaire was further reviewed by my thesis supervisor who has excellent experience in 

the design/administration of surveys, and it was confirmed that the wording and length of the 

questionnaire were reasonable and gave the support to be issued to participants. In the 

questionnaire, the questions about affectivity were obtained from Watson, Clark and Tellegen 

(1988); the questions about affective commitment, normative and continuance commitment 

were from Meyer and Allen (1991); and the questions about organizational commitment from 

Mowday, Steers and Porter (1979). The questions about perceived organizational support 

were formulated based on the literature of Lynch, Eisenberger, and Armeli (1991); the pay 

satisfaction questions were from Heneman and Schwab (1985) and the questions about 

turnover intention from Mobley, Horner and Hollingsworth (1978). A copy of the 

questionnaire used for the data collection is presented in the Appendix. 

 

4.5.4 Forms of response 

The questionnaire used in this study applied a Likert scale as described by Likert (1932).  
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The Likert scale is one of the more powerful scales for use in statistical analysis and in 

formulating the questionnaire (Hair Jr, Black, Babin and Anderson. 2010), and one of the key 

considerations was whether to use a 5-point or 7-point Likert scale. The 7-point Likert scale 

was considered more reliable than the 5-point Likert scale as it did not allow the respondents 

to be too neutral in their responses (Nunnally and Bernstein, 1994). The scale which is a form 

of summated ratings was applied in the formulation of the questionnaire used for this study 

and participants were asked to provide their views ranging from point 1 which is “strongly 

disagree” to point 7 which is “strongly agree”.  

 

4.5.5 Question wording 

Content validity could sometimes be compromised when survey respondents have little 

understanding of the questions (Hall, 1992). Given this, the wording of the questions was 

considered an important aspect of the questionnaire formulation. The questionnaire was 

worded in such a way as to ensure that there was no ambiguity and that the questions were 

not only presented in a simple and easy to understand manner but they were also relevant to 

addressing the issues. 

This study involves participants in multinational organizations with employees located in 

different areas of the Niger Delta, and where English is not the first language and the 

language spoken is different in each of the locations. Being multinational organizations, the 

official business language at all the locations where the participants work is however English, 

with the Engineers conducting their work and communication in English at work. Based on 

this alignment the questionnaire was formulated in English, and this eliminated the need to 

translate the questionnaire from diverse languages as this could have taken time and possibly 

introduced errors during translation. 

In addition to the language considerations, the questions were also worded or phrased in such 

a manner as to minimise or eliminate non responses and this was helpful during analysis of 

the data. The questions were phrased and the items on the scale were worded based on the 

original material to enable comparison with other research where required. The scale items 

were also presented in a manner that would be understood within the context in which the 

participants work.  
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4.5.6 Question sequence 

An important aspect of questionnaire formulation following the decision on response format 

and phrasing or wording of the questions was the sequence of the questions on the 

questionnaire (Churchill and Iacobucci, 2005). This element was considered important so as 

to make certain that the flow of the questions was reasonable and well thought out. The 

arrangement of the questions was taken into consideration and was one of the elements tested 

during the pilot of the survey questionnaire and also assessed during the review with the 

thesis supervisor, as any ambiguity on the respondent’s part could invalidate the collected 

data.  

Sequencing of the questionnaire questions was also taken into consideration, with the 

questionnaire starting with simple, interesting and easy to respond to questions. The funnel 

approach, where the questionnaire starts on a broad basis and subsequently narrows down as 

it progresses (Churchill and Iacobucci, 2005) was also applied, taking care to put the sensitive 

or difficult questions at the back end. The questionnaire was designed by starting with some 

questions on affectivity, which is based on an understanding of a person’s personality or 

character and was considered to be easy and straight forward to respond to. The dependent 

variable took up the last section of the questionnaire, followed by a section for additional 

thoughts and perspectives of the participants and lastly the general details such as name, 

gender, age and contact information were captured. 

 

4.5.7 Physical questionnaire characteristics 

The physical characteristic and good attributes in the questionnaire were considered 

important aspects of the questionnaire formulation as they not only encouraged the research 

respondents to take part in the study, but also encouraged the respondents to complete the 

questionnaire (Hair Jr, Black, Babin and Anderson, 2010; Bryman and Bell, 2011). Some of 

the elements incorporated were the font size and the spacing. A solid font type (Time New 

Romans) with 12 points size was applied, and line spacing of 1.5 lines was also used, 

allowing the participants to clearly and quickly read the questionnaire, understand the 

contents and respond to the questions (Bryman and Bell, 2011). 
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One additional physical element that enabled ease of questionnaire response was the 

application by e-mail, as this allowed the respondents to open up the questionnaire directly 

without having to click an additional button to locate the survey on a website for instance.  

Other key aspects included a preface to the questionnaire which served to assure participants 

that well-being, concerns and privacy would be respected and data gathered kept confidential. 

The preface also contained the name of the University of Liverpool to indicate that this was a 

study carried out by a respected and well-known institution and this contributed significantly 

to the participants providing their responses freely and in confidence. 

 

4.5.8 Re-examination and revision of the questionnaire  

Re-examination and revision were important steps in putting together the research 

questionnaire, as they helped to ensure the structure was right, the questions were clear and 

there was no ambiguity and also that there were no unintentional errors that could lead to 

inaccurate responses or no responses at all (Churchill and Iacobucci, 2005). The 

questionnaire was put through a pre-test by potential participants of the research as part of the 

re-examination and revision process. This aspect of the research was extremely important and 

carried out to minimise re-work later on (Churchill and Iacobucci, 2005). 

The questionnaire was examined to check for leading questions, eliminate confusion, and, 

more importantly, to ensure the topic of affectivity which is not a commonly used 

terminology or discussed topic in the industry was understood. 

 

4.5.9 Pre-test and revise  

The pre-testing of the survey questionnaire was carried out before final use and this allowed 

the checking and confirmation that the questionnaire worked and was suitable to gather the 

relevant information. The pre-testing was done in two phases, with phase one including a 

quick pre-check and test by the thesis supervisor to ensure that the questions were easy to 

answer and relevant to the topic. The second phase of the pre-test included an effective 

monitoring of the data gathering process, where the initial feedback gathered from the 

respondents was reviewed to check for ease of answering the questions. The finding from this 
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pre-test indicated that some respondents found it difficult to select the preferred option from 

the Likert scale. The questionnaire was then revised to improve the option selection method, 

simplify the response/feedback process and introduce some comfort and ease of use for the 

respondents in the research process. 

 

4.5.10 Research Variables  

The key research direct and indirect variables as highlighted in the conceptual framework are 

presented below. It should be noted that the research variables were mostly used in the 

quantitative phase of the research. 

Independent variables in research are the variables that have an effect or impact on the 

dependent variable (Kerlinger, 1986). The independent variables deployed in this study were 

positive affectivity, affective, normative and continuance commitment, perceived 

organizational support, pay satisfaction and organizational identification as depicted in the 

conceptual framework. 

Dependent variables, on the other hand, are the variables outcomes or results sought by the 

researcher (Rosenthal and Rosnow, 1991), and in this study, the main dependent variable 

highlighted was turnover intention.  

 

4.5.11 Sampling Considerations 

As mentioned earlier, the focus of this research is on the engineers in the three organizations 

in scope. The total population of engineers in this scope is ~1500, and using Bartlett, Kotrlik 

and Higgins’s (2001, p. 48) table for estimating sample size for continuous data, the sample 

for this study was established as described below. For this study, alpha was determined to be 

0.05 with a corresponding t of 1.96 (Cochran, 1977). The standard deviation s which is the 

variance deviation for the seven-point scale to be used (Cochran, 1977) was estimated to be 

1.25. The acceptable margin of error for this study (the product of the margin of error (0.3) 

and the points on the scale to be used (7)) was calculated to be 0.15 (Cochran, 1977). With 

the above, the estimated sample (n0) for the study was found to be 110 (Bartlett, Kotrlik and 
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Higgins, 2001, p. 48). This sample number was estimated to be the minimum number of 

responses of the survey questionnaire used in the quantitative phase of the research. 

To achieve this number, the snowball sampling was deployed in a manner that all the 

elements (age, gender, tenure, contract/permanent staff, etc.) had an equal or independent 

chance of being part of the sample. The snowball started with index participants sampled 

from the researcher’s team, with the questionnaires further forwarded by the index 

participants to participants in other Engineering teams. No incentives were given to potential 

participants to respond to the survey, as word of mouth from colleague to colleague was 

expected to achieve the required responses. With the snowball sampling method, since there 

was no way to clearly establish the exact number of people the survey had eventually been 

sent to, the response rate was considered good if it were higher than the minimum number of 

survey responses as estimated above, i.e. 110. 

 

4.5.12 Data Analysis and Statistical Approaches Used 

The data gathered for use in this phase of the research was to a great extent interval data, i.e. 

the questionnaire scales. It must be pointed out however that the intervals between the values 

on the Likert scale used cannot be assumed to be equally spaced for all participating 

respondents. Other data gathered were nominal data such as the demographic information on 

age, gender and tenure that was collected and organised into categories. 

For the interval data, the statistical techniques used in analysing them included the standard 

deviations, means, regression methods, F and t-tests, analysis of variance, correlation 

coefficients as well as bivariate and multivariate analyses (Bryman and Cramer, 2011; 

Kendall, 1965). These techniques were considered as they some of the more powerful and 

versatile techniques and used to describe the sample and infer to the population (Bryman and 

Cramer, 2011). 

Given the number of variables involved in this research and the interest in the relationships 

between these variables, the type of statistical technique deployed was also considered. For 

the hypothesis tests, the bivariate analysis which includes correlation coefficients for the 

variables, scatter diagrams and cross-tabulations, and the multivariate analysis which includes 

factor analysis and multiple regression analyses were carried out.  
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For such statistical analyses where the number of variables is significant, the sample size was 

an important consideration and the sample size of 155 used in the research was considered 

adequate to effectively implement the statistical techniques (Bryman and Cramer, 2011). 

Inferential data analysis was deployed in this research as it enabled the testing of the 

hypotheses to infer outcomes and to generalize from my sample (employees from the three 

participating organizations) to the population - the Niger Delta oil and gas industry 

(Christensen, Johnson and Turner, 2011; Gay, Mills and Airasian, 2012). The inferential data 

analysis was used to evaluate the strength of the relationships between the dependent and 

independent variables, provide deeper insight into the relationships between the variables, 

and to help establish which aspects of the issues were most important to focus on regarding 

improvement strategies for the organization (Crawford, 2006).  

Regression was used to ascertain if the study variables could be predicted by another. It was 

used to establish the inter-relationships between the various variables, and determine the 

strength of the relationship between the outcome variables and intervention, i.e. determine if 

they were statistically significant relationships, weak and positive or strong and negative 

relationships (Crawford, 2006). In establishing these relationships, the statistical significance 

and hence the significance level was important. The statistical significance level was set as 

0.05, meaning that there was a high level (95%) of confidence that the results obtained was 

based on a real situation within the population, i.e. the probability of the study outcome being 

based on chance was 5% or 0.05. This was helpful, as the outcomes were used to make 

predictions (Crawford, 2006), which were also used in the discussions to generate effective 

strategies for managing the identified issues. 

The IBM SPSS package which is short for Statistical Package for the Social Sciences was 

used to carry out the factor analysis,  multivariate and bivariate analyses. 

 

 

4.6 Learning Set Discussions 

As earlier stated, learning set discussions were held following the implementation of action 

research cycle one to validate the findings from cycle one and identify improvement actions 

for implementation.  
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4.6.1 Sample 

The sample for the learning set discussion was a subset of the sample for the survey 

questionnaire phase of the research. 

This was done to validate the findings of the survey, ensuring that the people that filled in the 

questionnaire recognise and could connect with the findings to identify improvement actions 

and strategies for the next phase of the research. 

The sample consisted of five employees, also cutting across all age groups, gender and the 

different Engineering Functions in the three participating organizations, with each 

organization having its learning set. The researcher also participated as the coordinator and 

learning set facilitator. The selection of the five employees per learning set was carried out 

using the purposive sampling method. This was done by focusing on those that were more 

forthcoming in the survey questionnaire (e.g. those providing their contact details and 

additional information in the comments box), as it was assumed that these participants would 

also be more forthcoming during the discussions in the learning set sessions.  

 

4.6.2 Learning Set Structure 

In each group, the same set of results was presented with the participants asked to validate the 

findings from the survey and discuss the possible reasons for the findings. 

Since the participants were spread across many different locations and in various 

organizations in the Niger Delta area, the meetings were held in an asynchronous manner as 

this was convenient and efficient for all parties.  

The meetings were held virtually by e-mail communication and in some cases by phone call. 

Meeting topics were the findings from the hypothesis testing, and participants had one week 

to discuss the issue and develop a group opinion and options for the way forward. Having 

discussed all the topics, an action plan was formulated for implementation in the following 

cycle. 

As facilitator and coordinator of the learning set discussions, the researcher was responsible 

for encouraging and getting input from all the learning set members. The facilitator was 

responsible for keeping the discussion going within the set timeliness, taking the notes, 

verifying or clarifying information, and ultimately analysing, interpreting and sharing the 

emerging data with the set. 
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4.6.3 Analysis 

Similar to the analysis of the data gathered from the interviews, the data collected from the 

learning set discussions was transferred to Microsoft Excel and used in the analysis process.  

Initial codes were identified and the data grouped in units with descriptors assigned to the 

units. 

The identified codes were then grouped into categories, following which patterns and themes 

were identified. These themes were then discussed again within the learning sets, and 

improvement actions and strategies were identified to address each of the listed themes. 

 

4.7 Research Constraints 

In carrying out the research, a few constraints were identified as described below. 

One of the constraints encountered was the reluctance of some respondents to identify 

themselves in the personal information section of the questionnaire. Some respondents 

preferred to remain anonymous and not provide information about the name or contact, as 

“turnover intention” was considered by them to be sensitive and they would not want to be 

seen by the organization as having turnover intentions. In response to this, the introduction 

section and preface of the questionnaire requested very clearly that all respondents should 

answer all questions. The reason for requesting the name or contact information was to 

ensure that it would be possible to reach the recipient in the event a clarification question was 

required. This was ultimately not an issue, as the respondents that did not provide their names 

completed the questionnaire fully and there was no need to have to contact them. 

The second constraint was that of pre-understanding by the researcher, as an aspect of the 

project and data collection method is insider action research. There was an aspect of having 

had some insight and experience on the issues before conducting the research. 

During the action research cycle 2, some of the constraints included the inability of the 

learning set members to commit to attending all the relevant sessions at a particular time with 

the rest of the group. In order to address these asynchronous learning set discussions were 

implemented, with members communicating by email. 
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Another constraint during cycle 2 of the action research process was the reluctance of some 

of the learning set participants to discuss openly in a group setting the factors that make 

employees want to leave an organization. To address this, all discussions within the learning 

set were considered confidential by all the learning set members and there was no disclosure 

of individual identities externally. 

 

 

4.8 Conclusion 

A detailed research design has been presented and justified in this chapter in line with the 

research questions that need to be addressed. Also presented in this chapter as a follow up to 

the research design is a presentation of the research philosophy, which incorporates the 

philosophical perspectives and position of the researcher and links this to the research 

methodology. 

A triangulation of methods is deployed in this research, i.e. mixed methods of both 

quantitative (factor and regression analysis) and qualitative procedures (interviews and 

learning set discussions) applied in the action research approach, with each element taking 

place at different times and feeding into the next as an input.   

The specific statistical methods to be deployed in the analysis of the data gathered and to test 

the various hypothesis and relationships were also discussed in this chapter. 
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5 Action Research Cycle One - Data Analysis 

5.1 Introduction 

Action research cycle one is the first stage of the action research process. Following the 

identification of the practice problem, cycle one is concerned with the development of the 

research plan, which includes data gathering by survey questionnaire deployed to the research 

participants, as well as analysis of the gathered data. 

This chapter discusses the analysis of the data to ensure the accuracy of data collected and the 

validity of the results following the analysis.  

Regression analysis is also carried out in this chapter to test and validate fifteen proposed 

hypotheses and relationships between various identified variables and employee turnover 

intentions.  A reflection of the process and the emerging results is also included in this 

chapter. This entire process followed in this cycle is depicted in Figure 5.1. 

 

Figure 5.1 Action Research Cycle One 

 

 

5.2 Data Screening  

It is important to carry out adequate screening of the data collected before carrying out an 

analysis of the data (Hair, Black, Babin and Anderson, 2010). The data screening performed 
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included a review of the pattern of missing data; a verification of correct data input as well as 

descriptive analysis of the data.  

 

5.2.1 Missing data and data verification     

Data was gathered from 155 research participants on the survey forms and adequacy of the 

sample size for the reliability of further analysis was tested. Tabachnick and Fidell (2001) 

recommend using the formula N > 50 + 8*m to calculate the optimum sample size, where 

“m” in the equation represents the number of independent variables. For this research with 

eight independent variables (positive affectivity, negative affectivity, affective commitment, 

continuance commitment, normative commitment, organizational identification, perceived 

organizational support and pay satisfaction), the minimum sample size required was 

established to be   N = 50+8x8 = 114, meaning that with 155 responses the sample size was 

considered sufficient for further analysis. 

Having confirmed adequacy of the sample size for further analysis, the data was migrated to 

Microsoft Excel and checked for accuracy of the translation, i.e. to ensure there were no 

inconsistencies or inaccuracies following the migration to Microsoft Excel, and that all the 

data was captured. This was done by carrying out spot checks on the transferred data in 

Microsoft Excel and the original survey response to confirm the accuracy of the transfer. 

Accuracy checks were also done on the data to ensure that there were no errors. Checks were 

carried out to ensure that there were no values <1 or >7 which were the values on the 7-point 

Likert scale used.  

The data was also checked for completeness by first ensuring that all the 155 responses 

provided were captured in Microsoft Excel. Additional checks were carried out to ensure that 

of the 155 responses provided, each was complete enough to ensure a meaningful analysis. 

Two responses had several sections of the questionnaire unanswered, and these were 

manually deleted and excluded from any further use in the analysis, essentially a list-wise 

deletion. Additionally, as part of the reliability check of the scale a further analysis of the 

missing data was carried out and the result is presented in Table 5.1. 

For the various other advanced analyses, the missing data, i.e. an unanswered questionnaire 

item were treated by applying pair-wise deletion. Deletion of missing data pair-wise provides 
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the most technically consistent approach and one of the best ways to eliminate bias in the 

analyses (Nunnally and Bernstein, 1994). 

An analysis of the missing data indicated that less than 5% of the values were missing for any 

one scale as shown in Table 5.1, except in the Pay Satisfaction scale which had 7% of 

missing data.   

 

Table 5.1 Missing Data Analysis 

  

N Missing data % of missing data 

Statistic Statistic   

Positive Affectivity 153 0 0% 

Negative Affectivity 147 6 4% 

Organizational Commitment 148 5 3% 

Organizational Identification 150 3 2% 

Pay Satisfaction 143 10 7% 

Perceived Organizational Support 151 2 1% 

Turnover Intention 152 1 1% 

Total Responses 153     

 

 

5.3 Factor Analyses  

Following the screening, further analysis of the data was carried out. 

 

5.3.1 Positive Affectivity 

Principle components analysis was applied to the positive affectivity scale of five items to 

identify and evaluate the underpinning elements of the scale. 

As part of the analysis, key criteria were used to extract the factors and determine which were 

considered crucial for retention. The key criteria used were the Kaiser-Meyer-Olkin Measure 

of Sampling Adequacy, Bartlett’s test of sphericity, the scree plot, Kaiser’s criterion and 

parallel analysis. 

Good factorability was established following the analysis of correlations, where all the items 

correlated >0.3 with one or more items. The Kaiser-Meyer-Olkin measure of sampling 

adequacy for this scale was 0.738, which is higher than the recommended level of 0.6 
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(Tabachnick and Fidell, 2001). Additionally, the Bartlett’s test of sphericity was significant at 

(p=.000), based on which factor analysis was considered appropriate. Communalities for four 

of the five items were above 0.3, except for the item “You are usually determined to get 

things done when you set your mind to it” which returned a communality of 0.242, 

suggesting that it did not have a common variance with the other items and was dropped from 

the scale. Based on these indicators, factor analysis was carried out for four of the five items 

originally on the scale. 

A review of the factor analysis results indicated that 46% of the variance was explained by 

the first factor, and the second factor which had an eigen value slightly lower than 1.0 at 

0.934 explained an additional 18% of the variance. A check of the scree plot to establish the 

appropriate factor solution indicated one factor above the point of inflection, suggesting that a 

one-factor solution was optimal. Catell (1966) suggests that factors above the point of 

inflection should be retained for the analysis, as these are the factors that contribute the most 

to explaining any variance in the data collected. Additionally, a parallel analysis check was 

carried out and indicated that only one factor had eigen values greater than the eigen values 

from the parallel analysis. Hubbard and Allen (1987) recommend carrying out a parallel 

analysis to compare the size of eigen values obtained from a dataset that has been randomly 

created. They suggest that only the eigen values from the study which exceed corresponding 

values from the randomly generated dataset be retained for further analysis, as the scree test 

tends to over-estimate the number of factors to be extracted. For this research, Watkin’s 

Monte Carlo PCA tool was used for the parallel analysis. The results of these analyses 

indicated that the one-factor solution was optimal for this scale. A rotation was not carried 

out as this is not required for a one-factor solution. Table 5.2 shows the factor loading and 

communalities. 
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Table 5.2 Correlation Matrix, Factor Loadings and Communalities 

Correlation 

You take 
pride in 
the job 

tasks you 
deliver at 

work? 

You are 
easily 

inspired by 
successful 

work 
colleagues 

or other 
ongoing 

activities at 
work 

You feel 
enthusiasti

c about 
upcoming 
activities 
around 

you. 

You pick 
interest in 

work 
activities 

even 
though you 
have very 
little prior 

knowledge 
about them 

You are 
usually 

determin
ed to get 

things 
done 

when you 
set your 
mind to 

it. 

Factor 
Loadings 

Comm-
unalities 

You take pride in the job 
tasks you deliver at 
work? 

1.000 0.391 0.335 0.264 0.263 0.666 0.444 

You are easily inspired by 
successful work 
colleagues or other 
ongoing activities at work 

0.391 1.000 0.431 0.399 0.304 0.775 0.601 

You feel enthusiastic 
about upcoming activities 
around you. 

0.335 0.431 1.000 0.438 0.103 0.712 0.507 

You pick interest in work 
activities even though 
you have very little prior 
knowledge about them 

0.264 0.399 0.438 1.000 0.212 0.701 0.492 

You are usually 
determined to get things 
done when you set your 
mind to it. 

0.263 0.304 0.103 0.212 1.000 0.492 0.242 

 

An assessment of the internal reliability of this scale was carried out using Cronbach’s 

coefficient alpha as recommended by Nunnally (1978). Noting that this is a one-factor scale, 

the analysis revealed a strong alpha of 0.701. The minimum level of reliability as 

recommended by Nunnally (1978) is 0.7.  A review of the item-total statistics did not indicate 

any material increase in alpha for the scale if additional items were deleted. The scale with 

the four items was used for further analysis. 

A composite score was created for the single factor by evaluating the mean scores for the 

items in the scale. Tabachnick and Fidell (2001) suggest it is better to use the mean in 

calculating combined scale scores as this is easier to interpret and to align with the original 

scale used for the various items. Descriptive statistics for the composite scale is presented in 

Table 5.3. An analysis of the result indicates a moderately negative skewness for the four 

items, with kurtosis values ranging from 1.283 to - 0.058 indicating a reasonably good 

distribution.  
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In summary, the analyses show that the scale being used is consistent and highly reliable with 

only one item being deleted, and the data is suitable for use in further parametric statistical 

analyses. 

 

Table 5.3 Descriptive Statistics: Positive Affectivity  

  N Min Max Mean 
Std. 

Deviation Skewness Kurtosis 

You take pride in the job tasks you 
deliver at work? 153 4 7 6.30 0.762 -1.112 1.283 

You are easily inspired by successful 
work colleagues or other ongoing 
activities at work 

153 4 7 6.24 0.732 -0.909 1.051 

You feel enthusiastic about upcoming 
activities around you. 153 3 7 5.92 0.892 -0.576 -0.058 

You pick interest in work activities even 
though you have very little prior 
knowledge about them 

153 3 7 5.85 0.979 -0.846 0.506 

Valid N (listwise) 153             

 

 

5.3.2 Negative Affectivity 

The negative affectivity scale has five items to which principle components analysis was 

applied. 

As part of the analysis, Kaiser-Meyer-Olkin Measure of Sampling Adequacy, Bartlett’s test 

of sphericity, the scree plot, Kaiser’s criterion and parallel analysis were used to extract the 

factors and identify which were considered key for retention. Good factorability was 

established following the analysis of correlations, where all the items correlated >0.3 with 

two or more items. The Kaiser-Meyer-Olkin measure of sampling adequacy for this scale was 

0.605, the Bartlett’s test of sphericity was significant at (p=.000), based on which factor 

analysis was considered appropriate. Communalities for all five items on the scale were 

above 0.3, suggesting that all items have a common variance with each other. Based on these 

indicators, factor analysis was carried out for the five items on the scale. A review of the 

factor analysis results indicated that 49% of the variance was explained by the first factor, 

and the second factor explained an additional 21% of the variance. A check of the scree plot 

to establish the appropriate factor solution, however, indicated only one factor above the 

point of inflection. A parallel analysis check was also carried out and indicated that two 
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factors had eigen values greater than the eigen values from the parallel analysis. The results 

of these analyses showed that a two-factor solution was optimal for this scale. A factor 

rotation was carried out first using the varimax method, which did not produce a simple 

solution, and the oblimin method was then applied. The oblimin produced a solution with 

three items adequately loading on one factor and two items on the second factor. Zwick and 

Velicer (1986) suggest that the minimum number of items to load per factor is three; hence 

the component with two items was dropped. Table 5.4 shows the factor loading and 

communalities. 

 

Table 5.4 Factor Loading and Communalities  

  

Component 
Communalities 

1 2 

You are upset when things go wrong at work .964   .850 

You feel irritable if your expectations at work are not met .812   .697 

You feel guilty when you realize you have not met your expectations on the job .598   .786 

You are fearful of what the future holds in times of uncertainty at work   .917 .710 

You feel nervous when you think about work-related activities you are not in 
control of 

  .762 .428 

Extraction Method: Principal Component Analysis.  Rotation Method: Oblimin with Kaiser Normalization. 
a. Rotation converged in 4 iterations. 

 

An assessment of the internal reliability of this scale was carried out using Cronbach’s 

coefficient alpha. Noting that this is a one-factor scale, the analysis revealed a strong alpha of 

0.724. A review of the item-total statistics did not indicate any material increase in alpha for 

the scale if additional items were deleted. The scale with the three items was used for further 

analysis. 

A combined score was created for the remaining factor by calculating the mean of the scores 

for the items that successfully loaded. Descriptive statistics for the composite scale is 

presented in Table 5.5. 

An analysis of the result indicates a mostly moderately negative skewness for the items on 

the scale. Kurtosis values ranged from 1.277 to -0.811 indicating fairly good distributions. In 

summary, the analyses indicate that the scale being used is consistent and highly reliable, and 

the data is suitable for use in further parametric statistical analyses. 
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Table 5.5 Descriptive Statistics: Negative Affectivity  

  N Min Max Mean 
Std. 

Deviation Skewness Kurtosis 

You are upset when things go wrong at 
work 153 2 7 5.50 1.204 -.891 .811 

You feel irritable if your expectations at 
work are not met 152 1 7 5.30 1.347 -1.128 1.277 

You feel guilty when you realize you have 
not met your expectations on the job 149 1 7 5.64 1.269 -1.175 1.166 

Valid N (listwise) 147             

 

 

5.3.3 Organizational Commitment 

Fifteen items are listed on the organizational commitment scale and principle components 

analysis was applied to extract the key factors which underpin the variance in the data. 

The Kaiser-Meyer-Olkin Measure of Sampling Adequacy and Bartlett’s test of sphericity 

were used to establish if factor analysis would be suitable for the data collected. The scree 

plot, Kaiser’s criterion and parallel analysis were used to extract the factors and identify 

which were considered key for retention. Good factorability was established following the 

analysis of correlations, where all the items correlated >0.3 with one or more items. The 

Kaiser-Meyer-Olkin measure of sampling adequacy for this scale was 0.825, the Bartlett’s 

test of sphericity was significant at (p=.000), based on which factor analysis was considered 

appropriate. Communalities for all five items on the scale were above 0.3, suggesting that all 

items have a common variance with each other. Based on these indicators, factor analysis was 

carried out for the fifteen items on the scale. A review of the eigen values indicated that four 

factors had eigen values above 1, and the first factor explained 37% of the variance, with the 

second, third and fourth factors explaining additional 15%, 10% and 8% respectively of the 

variance. The scree plot was assessed to establish the appropriate factor solution, however, 

indicated three factors above the point of inflection. A parallel analysis check was also 

carried out and indicated that three factors had eigen values greater than the eigen values 

from the parallel analysis. The results of these analyses indicated that a three-factor solution 

was optimal for this scale. A factor rotation was then carried out using the varimax method, 

and it produced a solution with eight items adequately loading on factor one, four items 

loading on factor three and three items loading on factor three. Table 5.6 shows the factor 

loading and communalities. 
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Table 5.6 Factor Loading and Communalities  

  

Component Comm-
unalities 

1 2 3 

I feel emotionally attached to this organization 0.829 
  

0.756 

I feel like 'part of the family ' in this organization 0.810 
  

0.764 

This organization means a lot to me 0.790 
  

0.775 

I feel at home in this organization 0.785 
  

0.658 

I see the problems of this organization as my own problems 0.772 
  

0.620 

I'm proud to tell others that I am part of this organization 0.749 
  

0.688 

I find that my values and the organization's values are very similar 0.712 
  

0.713 

I am extremely glad that I chose this organization to work for over others I 
was considering at the time I joined 

0.619 0.324 
 

0.765 

I feel that I lack alternatives  and now need to resign 
 

0.827 
 

0.762 

It would be difficult for me at this time to continue with this organization 0.366 0.776 
 

0.752 

It would take very little change in my present circumstances to cause me 
to leave this organization  

0.613 
 

0.622 

I would accept almost any type of job assignment in order to keep working 
for this organization  

-0.479 
-

0.303 
0.433 

I'm afraid of what might happen if I leave my job without immediately 
securing a new job   

0.847 0.738 

Too much would be disturbed in my life if I were to resign now 
  

0.841 0.715 

If I quit, I feel it would  be difficult to find another job 
 

0.319 0.725 0.644 

Extraction Method: Principal Component Analysis.  
 Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 5 iterations. 

 

An assessment of the internal reliability of this scale was carried out using Cronbach’s 

coefficient alpha. Noting that this is a one-factor scale, the analysis revealed a strong alpha of 

0.825. A review of the item-total statistics did not indicate any material increase in alpha for 

the scale if additional items were deleted. The scale with the five items was used for further 

analysis. 

Combined scores were created for the three factors by calculating the mean of the scores for 

each item that successfully loaded on each of the factors. Descriptive statistics for the 

composite scale is presented in Table 5.7. A review of the result indicates a slightly high 

negative to moderately negative skewness for most of the items and moderately positive 

skewness for two items on the scale. Kurtosis values ranged between 3.303 and -1.055 

indicating fairly good distributions.  

In summary, the analyses indicate that the scale being used is consistent and highly reliable, 

and the data is suitable for use in further parametric statistical analyses. 
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Table 5.7 Descriptive Statistics: Organizational Commitment  

  N Min Max Mean 
Std. 

Deviation Skewness Kurtosis 

I see the problems of this organization as my own 
problems 

153 2 7 5.44 1.240 -0.899 0.360 

I feel emotionally attached to this organization 152 1 7 5.22 1.327 -0.735 0.674 

This organization means a lot to me 153 1 7 5.61 1.284 -1.236 1.961 

I feel at home in this organization 153 1 7 5.20 1.377 -0.804 0.060 

I feel like 'part of the family ' in this organization 153 1 7 4.96 1.455 -0.632 0.033 

I find that my values and the organization's 
values are very similar 

153 1 7 5.27 1.294 -0.969 0.905 

I'm proud to tell others that I am part of this 
organization 

153 1 7 5.93 1.092 -1.526 3.303 

It would be difficult for me at this time to continue 
with this organization 

151 1 7 5.87 1.181 -1.215 1.502 

I feel that I lack alternatives  and now need to 
resign 

152 1 7 5.93 1.240 -1.445 1.972 

If I quit, I feel it would  be difficult to find another 
job 

152 1 7 5.57 1.477 -0.905 -0.063 

Too much would be disturbed in my life if I were 
to resign now 

152 1 7 4.22 1.761 -0.074 -1.055 

I'm afraid of what might happen if I leave my job 
without immediately securing a new job 

151 1 7 3.91 1.732 0.134 -0.979 

It would take very little change in my present 
circumstances to cause me to leave this 
organization 

153 1 7 4.42 1.533 -0.256 -0.668 

I would accept almost any type of job assignment 
in order to keep working for this organization 

153 1 7 2.82 1.328 0.705 0.240 

I am extremely glad that I chose this organization 
to work for over others I was considering at the 
time I joined 

151 1 7 5.46 1.290 -0.905 0.509 

Valid N (listwise) 148             

 

 

5.3.4 Organizational Identification 

Six items were listed on the organizational identification scale and subjected to principle 

components analysis to identify and evaluate the underpinning factors of the scale. 

Several key criteria were used to establish the suitability of the scale for factor analysis and 

extract the key factors for retention. The key criteria used were the Kaiser-Meyer-Olkin 

Measure of Sampling Adequacy, Bartlett’s test of sphericity, the scree plot, Kaiser’s criterion 

and parallel analysis. 

Good factorability was established following the analysis of correlations, where all the items 

correlated >0.3 with one or more items. The Kaiser-Meyer-Olkin measure of sampling 

adequacy for this scale was 0.842, and the Bartlett’s test of sphericity was significant at 

(p=.000), based on which factor analysis was considered appropriate. Additionally, the 
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communalities for all six items on the scale were above 0.3. Based on these indicators, factor 

analysis was carried out for all the six items on the scale. 

Results of the factor analysis indicated that 64% of the variance was explained by the first 

factor, and the second factor which had an eigen value much lower than 1.0 at 0.688, and was 

not considered much further. A check of the scree plot to establish the appropriate factor 

solution indicated one factor above the point of inflection, suggesting that a one-factor 

solution was optimal. Additionally, a parallel analysis check was carried out and indicated 

that only one factor had eigen values greater than the eigen values from the parallel analysis. 

The results of these analyses indicated that the one-factor solution was optimal for this scale. 

A rotation was not carried out as this is not required for a one-factor solution. Table 5.8 

shows the factor loading and communalities. 

 

Table 5.8 Correlation Matrix, Factor Loadings and Communalities 

 

Cronbach’s alpha was used to establish the internal reliability of this one-factor scale, and the 

results revealed a strong alpha of 0.883. A review of the item-total statistics did not indicate 

any material increase in alpha for the scale if additional items were deleted. The scale with 

the six items was therefore used for further analysis. 

A combined score was created for the single factor by calculating the mean of the scores for 

each item in the scale. Descriptive statistics for the composite scale is presented in table 5.9. 

When someone 

criticizes my 

company, it 

feels like a 

personal insult.

I am very 

interested in 

what others 

think about my 

company

When I talk 

about my 

company, I 

usually say "we 

rather than 'they'

My 

company's 

successes 

are my 

successes

When someone 

praises my 

company, it 

feels like a 

personal com-

pliment

If a story in the 

media criticized 

my company, I 

would feel em-

barrassed

Factor 

Loadings

Communa

lities

When someone criticizes my 

company, it feels like a 

personal insult.

1 0.539 0.419 0.46 0.59 0.635 0.865 0.562

I am very interested in what 

others think about my company
0.539 1 0.528 0.642 0.563 0.52 0.786 0.618

When I talk about my company, 

I usually say "we rather than 

'they'

0.419 0.528 1 0.631 0.608 0.56 0.778 0.605

My company's successes are 

my successes
0.46 0.642 0.631 1 0.762 0.507 0.838 0.702

When someone praises my 

company, it feels like a 

personal compliment

0.59 0.563 0.608 0.762 1 0.61 0.75 0.749

If a story in the media criticized 

my company, I would feel 

embarrassed

0.635 0.52 0.56 0.507 0.61 1 0.793 0.629
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An analysis of the result indicates a slightly high negative skewness for most of the items on 

the scale, except for one item “when someone criticises my company it feels like a personal 

insult”, which indicates a moderately negative slewness. Kurtosis values range from 4.742 to 

0.571 for the six items indicating fairly good distributions.  

In summary, the analyses indicate that the scale being used is consistent and highly reliable, 

and the data is suitable for use in further parametric statistical analyses. 

 

Table 5.9 Descriptive Statistics: Organizational Identification 

  N Min Max Mean 
Std. 

Deviation Skewness Kurtosis 

When someone criticizes my company, it 
feels like a personal insult. 152 1 7 5.32 1.227 -0.748 0.571 

I am very interested in what others think 
about my company 152 1 7 5.64 1.119 -1.200 2.139 

When I talk about my company, I usually say 
"we rather than 'they' 153 1 7 5.58 1.228 -1.357 1.790 

My company's successes are my successes 153 1 7 5.81 1.163 -1.760 4.742 

When someone praises my company, it feels 
like a personal compliment 152 1 7 5.77 1.148 -1.401 3.119 

If a story in the media criticized my company, 
I would feel embarrassed 153 1 7 5.59 1.173 -1.058 1.600 

Valid N (listwise) 150             

 

 

5.3.5 Perceived Organizational Support 

The perceived organizational support scale utilized in this study is the short version with 

three items listed. Worley, Fuqua and Hellman (2009) support the internal consistency and 

reliability of the short three-item perceived organizational support scale for use in further 

analysis. Similar to the other scales used in the study, the perceived organizational support 

scale was also subjected to factor analysis. 

Five key criteria were used to establish suitability of the scale for factor analysis and extract 

the key factors for retention. The criteria used were the Kaiser-Meyer-Olkin Measure of 

Sampling Adequacy, Bartlett’s test of sphericity, the scree plot, Kaiser’s criterion and parallel 

analysis. 

Following an analysis of correlations where all the items correlated >0.3 with one or more 

items, good factorability was established. The Kaiser-Meyer-Olkin measure of sampling 
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adequacy for this scale was 0.700, and the Bartlett’s test of sphericity was significant at 

(p=.000), based on which factor analysis was considered appropriate. Additionally, the 

communalities for all three items on the scale were above 0.3. Based on these indicators, 

factor analysis was carried out for all the three items on the scale. 

Results from factor analysis indicated that 86% of the variance was explained by the first 

factor, and the second factor which had an eigen value much lower than 1.0 at 0.326, and was 

not considered much further. A check of the scree plot to establish the appropriate factor 

solution indicated one factor above the point of inflection, suggesting that a one-factor 

solution was optimal. A parallel analysis was also carried out and indicated that only one 

factor had an eigen value greater than the eigen values from the parallel analysis. The results 

of these analyses indicated that the one-factor solution was optimal for this scale. A rotation 

was not carried out as this is not required for a one-factor solution. Table 5.10 shows the 

correlation, factor loading and communalities. 

 

Table 5.10 Correlation Matrix, Factor Loadings and Communalities 

My 
organization 

strongly 
considers 
my goals 

and values. 

My 
organization 
really cares 
about my 

well-being. 

My 
organization 

shows a 
great deal of 
concern for 

me. 

Factor 
Loading 

Commun-
alities 

My organization strongly considers my 
goals and values. 1.000 0.694 0.769 0.883 0.780 

My organization really cares about my 
well-being. 0.694 1.000 0.884 0.932 0.869 

My organization shows a great deal of 
concern for me. 0.769 0.884 1.000 0.959 0.920 

 

Cronbach’s alpha was used to establish the internal reliability of this one-factor scale, and the 

results revealed a strong alpha of 0.915. A review of the item-total statistics did not indicate 

any material increase in alpha for the scale if additional items were deleted. The scale with 

the three items was therefore used for further analysis. 

A combined score was created for the single factor by calculating the mean of the scores for 

each item in the scale. Descriptive statistics for the composite scale is presented in table 5.11. 
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An analysis of the result indicates moderately negative skewness for two of the items and a 

slightly high negative skewness for one item, “my organization really cares about my well-

being”. Kurtosis values range from 0.330 to 1.137 indicating reasonably good distributions.  

In summary, the analyses show that the scale being used is consistent and highly reliable, and 

the data is suitable for use in further parametric statistical analyses. 

 

Table 5.11 Descriptive Statistics: Perceived Organizational Support 

  N Min Max Mean 
Std. 

Deviation Skewness Kurtosis 

My organization strongly considers my 
goals and values. 153 1 7 4.88 1.392 -.738 .330 

My organization really cares about my well-
being. 152 1 7 5.03 1.378 -1.029 1.137 

My organization shows a great deal of 
concern for me. 152 1 7 4.78 1.392 -.712 .409 

Valid N (listwise) 151 
      

 

 

5.3.6 Pay Satisfaction 

The pay satisfaction scale made up of five items was subjected to principle components 

analysis to establish the underpinning factors of the scale. 

The key criteria used to establish the suitability of the scale for factor analysis and extract the 

key factors for retention were the Kaiser-Meyer-Olkin Measure of Sampling Adequacy, 

Bartlett’s test of sphericity, the scree plot, Kaiser’s criterion and parallel analysis. 

Following the analysis of the correlations, good factorability was established, as all the items 

correlated >0.3 with one or more items. Additionally, the Kaiser-Meyer-Olkin measure of 

sampling adequacy for this scale was 0.829, and the Bartlett’s test of sphericity was 

significant at (p=.000), based on which factor analysis was considered appropriate. 

Additionally, the communalities for all five items on the scale were above 0.3. Based on these 

indicators, factor analysis was carried out for all the five items on the scale. 

Results from factor analysis indicated that 71% of the variance was explained by the first 

factor, and the second factor which had an eigen value much lower than 1.0 at 0.615, and was 

not considered much further. A review of the scree plot indicated one factor above the point 
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of inflection, suggesting that a one-factor solution was optimal. Additionally, a parallel 

analysis check was carried out and indicated that only one factor had an eigen value greater 

than the eigen values from the parallel analysis. The results of these analyses showed that the 

one factor-solution was optimal for this scale. A rotation was not carried out as this is not 

required for a one-factor solution. Table 5.12 shows the factor loading and communalities. 

 

Table 5.12 Correlation Matrix, Factor Loadings and Communalities 

  

The size of 
your current 

salary is 
satisfactory. 

Your 
benefits 
package 
is good. 

The raises 
you have 
typically 

received in 
the past 

have been 
very good, 

and come as 
expected. 

Your raises 
are 

determined 
in a clear 

and 
transparent 

manner. 

The 
organization's 
pay structure 

is best in 
class. 

Factor 
Loading 

Commun
alities 

The size of your 
current salary is 
satisfactory. 

1.000 0.908 0.688 0.609 0.639 0.919 0.845 

Your benefits 
package is good. 0.908 1.000 0.687 0.612 0.636 0.919 0.845 

The raises you 
have typically 
received in the 
past have been 
very good, and 
come as 
expected. 

0.688 0.687 1.000 0.676 0.495 0.840 0.706 

Your raises are 
determined in a 
clear and 
transparent 
manner. 

0.609 0.612 0.676 1.000 0.449 0.786 0.618 

The 
organization's 
pay structure is 
best in class. 

0.639 0.636 0.495 0.449 1.000 0.752 0.566 

 

Cronbach’s alpha was used to establish the internal reliability of this one-factor scale, and the 

results revealed a strong alpha of 0.896. A review of the item-total statistics did not indicate 

any material increase in alpha for the scale if additional items were deleted. The scale with 

the five items was therefore used for further analysis. 

A combined score was created for the single factor by estimating the mean of the scores for 

each item in the scale. Descriptive statistics for the composite scale is presented in Table 

5.13. 
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An analysis of the result indicates moderately negative skewness for four items and 

moderately negative skewness for one item, “the organization’s pay structure is best in class”. 

Kurtosis values range from -0.685 to -0.850 indicating reasonably good distributions for the 

scale.  

In summary, the analyses show that the scale being used is consistent and highly reliable, and 

the data is suitable for use in further parametric statistical analyses. 

 

Table 5.13 Descriptive Statistics: Pay Satisfaction 

  N Min Max Mean 
Std. 

Deviation Skewness Kurtosis 

The size of your current salary is satisfactory. 153 1 7 4.36 1.696 -0.448 -0.689 

Your benefits package is good. 149 1 7 4.50 1.731 -0.470 -0.767 

The raises you have typically received in the 
past have been very good, and come as 
expected. 

150 1 7 4.39 1.536 -0.076 -0.850 

Your raises are determined in a clear and 
transparent manner. 150 1 7 4.41 1.618 -0.336 -0.685 

The organization's pay structure is best in 
class. 152 1 7 3.36 1.542 0.044 -0.722 

Valid N (listwise) 143             

 

5.3.7 Turnover Intention 

The dependent variable turnover intention has a scale of six items to which principle 

components analysis was applied. 

The analysis included a review of the Kaiser-Meyer-Olkin Measure of Sampling Adequacy, 

Bartlett’s test of sphericity, the scree plot, Kaiser’s criterion and parallel analysis to extract 

the factors and identify which were considered key for retention. Good factorability was 

established following the analysis of correlations, where all the items correlated >0.3 with 

two or more items. The Kaiser-Meyer-Olkin measure of sampling adequacy for this scale was 

0.752, the Bartlett’s test of sphericity was significant at (p=.000), based on which factor 

analysis was considered appropriate. Communalities for all six items on the scale were above 

0.3, suggesting that all items have a common variance with each other. Based on these 

indicators, factor analysis was carried out for the six items on the scale. A review of the 

factor analysis results indicated that 51% of the variance was explained by the first factor, 

and the second factor explained an additional 19% of the variance. A check of the scree plot 
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to establish the appropriate factor solution, however, indicated only one factor above the 

point of inflection. A parallel analysis check was also carried out and indicated that two 

factors had eigen values greater than the eigen values from the parallel analysis. The results 

of these analyses indicated that a two-factor solution was optimal for this scale. A factor 

rotation was carried out using the varimax method, and it produced a solution with four items 

adequately loading on one factor and two items on the second factor. Similar to the negative 

affectivity scale, the factor with two items was dropped. Table 5.14 shows the factor loading 

and communalities. 

 

Table 5.14 Factor Loading and Communalities 

  

Component 

Communalities 1 2 

I frequently look out for alternative job opportunities? 
.894 

 
.801 

I often think about quitting my present job 
.833 

 
.711 

There is a high probability that I will leave the organization in the coming 
year(s)? .690 .337 .590 

I am likely to accept another job at a higher compensation level should it be 
offered to me .599 .415 .531 

To a great extent other responsibilities prevent me from quitting my job. 

 
.897 .818 

Fear of the unknown prevents me from quitting. 

 
.849 .772 

Extraction Method: Principal Component Analysis.  
 Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 3 iterations. 

 

A review of the internal reliability of this scale was carried out using Cronbach’s alpha, and 

the analysis revealed a strong alpha of 0.809. A review of the item-total statistics did not 

indicate any material increase in alpha for the scale if additional items were deleted, and the 

scale with the four items was used for further analysis. 

A combined score was created for the scale by evaluating the mean of the scores for each 

item that successfully loaded. Descriptive statistics for the composite scale is presented in 

table 5.15. 

An analysis of the result indicates mostly approximately symmetric skewness for the items on 

the scale. Kurtosis values range from -0.564 to -0.856 indicating reasonably good 

distributions for the scale.  
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In summary, the analyses indicate that the scale being used is consistent and highly reliable, 

and the data is suitable for use in further parametric statistical analyses. 

 

Table 5.15 Descriptive Statistics: Turnover Intention 

  N Min Max Mean 
Std. 

Deviation Skewness Kurtosis 

I often think about quitting my present job 153 1 7 4.73 1.548 -.220 -.856 

I frequently look out for alternative job 
opportunities? 153 1 7 4.59 1.624 -.188 -.788 

I am likely to accept another job at a 
higher compensation level should it be 
offered to me 

153 1 7 3.43 1.629 .277 -.564 

There is a high probability that I will leave 
the organization in the coming year(s)? 153 1 7 4.08 1.705 .092 -.715 

Valid N (listwise) 152             

 

5.4 Hypothesis Testing  

Regression analysis was carried out to test and validate the proposed hypotheses for this 

research. The analysis was performed out on the identified variables positive affectivity, 

negative affectivity, organizational commitment, organizational identity, perceived 

organizational support and pay satisfaction on employees’ turnover intentions.  

For each relationship tested, checks were carried out on the possibility of multicollinearity, 

by checking to ensure a correlation coefficient larger than + or -0.7, and that variance 

inflation factors are less than 10.0.  Hair, Black, Babin and Anderson, (2010) recommend the 

maximum level of variance inflation factor suitable for analysis as 10, as high levels of VIF 

tend to impact negatively on regression analysis results. 

 

5.4.1 Impact of Psychological Determinants 

Four hypotheses were tested to better understand the effect of the psychological determinants. 

While this research is to evaluate an employee’s level of positive affectivity as a personal 

characteristic and its influence on the relationships between pay satisfaction and turnover, the 

impact of negative affectivity is also assessed. 
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H1a: There is a strong positive relationship between positive affectivity and affective 

commitment. 

H1b: There is a strong positive relationship between positive affectivity and continuance 

commitment. 

H1c: There is a strong positive relationship between positive affectivity and normative 

commitment. 

Regression analyses were carried out to evaluate the effect of positive affectivity on the three 

elements of organizational commitment (affective, continuance and normative commitment) 

as identified during the factor analysis. The result of these analyses is presented in Table 

5.16. The coefficient for positive affectivity is 7.892 and is significant with a p-value of 

0.000, which is smaller than 0.05. The results also show that positive affectivity has a 

significant effect on affective commitment with a Beta β=0.540, supporting hypothesis H1a.  

The R2, which indicates how much of the total variation in affective commitment can be 

explained by positive affectivity was reported as 0.292, implying a fair fit of the model.  

For continuance commitment, the results showed a coefficient for positive affectivity of 

3.044 and is significant with a p-value of 0.003, which is smaller than 0.05. Continuance 

commitment was also shown to be materially impacted by positive affectivity with a Beta 

β=0.240, also supporting hypothesis H1b.  The R2 was reported as 0.058. 

The results also indicated that positive affectivity is positively and significantly correlated 

with normative commitment, implying that the higher the positive affectivity, the higher the 

normative commitment to the organization. The regression model produced R² = .028 and t = 

2.063 at a p-value of 0.041 which is smaller than 0.05 and considered significant.  The results 

also show a Beta β=0.166, indicating support for hypothesis H1c. 

The results also indicate that for every increase in positive affectivity the most impacted 

element of organizational commitment is the affective commitment, with a B of 0.884, 

compared to 0.311 and 0.367 for continuance and normative commitment respectively. 
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Table 5.16 Regression analysis for the effect of positive affectivity on affective, 

continuance and normative commitment 

  
Unstandardized 

Coefficients 

Standard-
ized 

Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound 

Toleran
ce VIF 

(Constant) 
 

.014 .684 
 

.021 .984 -1.337 1.365 
  

Pos Affect .884 .112 .540 7.892 .000 .662 1.105 1.000 1.000 

a. Dependent Variable: Affective Commitment 

(Constant) 
 

2.865 .623 
 

4.597 .000 1.634 4.096 
  

Pos Affect .311 .102 .240 3.044 .003 .109 .512 1.000 1.000 

a. Dependent Variable: Continuance Commitment 

(Constant) 2.336 1.087 
 

2.149 .033 .188 4.484 
  

Pos Affect .367 .178 .166 2.063 .041 .016 .719 1.000 1.000 

a. Dependent Variable: Normative Commitment 

  

H2: Employee positive affectivity can be correlated strongly with a perception of 

organizational support. 

Table 5.17 features the results of the regression analysis for the effect of positive affectivity 

on perceived organizational support. The coefficient for positive affectivity is 6.233 and is 

significantly different from 0 because its p-value is 0.000, which is smaller than 0.05.  

The results also show that positive affectivity has a significant effect on organizational 

commitment with a Beta β=0.451, supporting hypothesis H2.  

The R2, which indicates how much of the total variation in perceived organizational support 

can be explained by positive affectivity was reported as 0.205, implying a fair fit of the 

model. 

 

Table 5.17 Regression analysis for the effect of positive affectivity on perceived 

organizational support 

  
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) -.826 .922 
 

-.895 .372 -2.648 .997 
  

Pos Affect .941 .151 .452 6.233 .000 .643 1.240 1.000 1.000 

a. Dependent Variable: Perceived Organizational Support 
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H3: Employee positive affectivity can be strongly correlated with organizational 

identification. 

The results indicate that positive affectivity is positively and significantly correlated with 

organizational identification, implying that the higher the positive affectivity, the higher the 

employee’s identification with or ability to identify with the organization. The regression 

model produced R² = .178 and t = 5.446 at a p-value of 0.000 which is smaller than 0.05 and 

considered significant.  The results also show a Beta β=0.409, indicating support for 

hypothesis H3. 

 

Table 5.18 Regression analysis for the effect of positive affectivity on organizational 

identity 

 
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 

Collinearity 
Statistics 

 
B 

Std. 
Error 

Beta 
Lower 
Bound 

Upper 
Bound 

Tolerance VIF 

(Constant) 11.437 4.121 
 

2.776 .006 3.295 19.580 
  

Pos Affect .919 .169 .409 5.446 .000 .585 1.252 1.000 1.000 

a. Dependent Variable: Organizational Identification 

 

H4: Employee positive affectivity can be strongly correlated with pay satisfaction. 

The results of the regression analysis for the effect of positive affectivity on pay satisfaction 

are presented in Table 5.19. The results show the coefficient for positive affectivity as 3.302 

which is significant with a p-value of 0.001, i.e. it is less than 0.05.   

The results also show that positive affectivity has a significant positive effect on pay 

satisfaction with a Beta β=0.259, supporting hypothesis H4. The R2, which indicates how 

much of the total variation in pay satisfaction can be explained by positive affectivity was 

reported as 0.067, implying a good fit of the model. 

 

Table 5.199 Regression analysis for the effect of positive affectivity on pay satisfaction 

 
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 

Collinearity 
Statistics 

 
B 

Std. 
Error 

Beta 
Lower 
Bound 

Upper 
Bound 

Tolerance VIF 

(Constant) .660 1.076 
 

.613 .540 -1.465 2.785 
  

Pos Affect .581 .176 .259 3.302 .001 .234 .929 1.000 1.000 

a. Dependent Variable: Pay Satisfaction 
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5.4.2 Impact of Personal and Psychological Determinants 

Additional hypotheses were tested to understand better the impact of the personal 

determinants. 

H5a: There is a strong positive relationship between perceived organizational support and 

affective commitment. 

H5b: There is a strong positive relationship between perceived organizational support and 

continuance commitment. 

H5c: There is a strong positive relationship between perceived organizational support and 

normative commitment. 

A linear regression analysis was carried out to establish the relationship between perceived 

organizational support and the three elements of organizational commitment (affective, 

continuance and normative commitment). Table 5.20 summarizes the results of the analysis. 

The results indicate that perceived organizational support is positively and significantly 

correlated with affective commitment, implying that those with a higher perception of 

organizational support tend to have a higher affective commitment to the organization. The 

regression model produced R² = .422 and t = 10.490 at a p-value of 0.000 which is smaller 

than 0.05 and considered significant.  The results also show a Beta β=0.649, indicating 

support for hypothesis H5a. 

Perceived organizational support is also shown to be positively and significantly correlated 

with continuance commitment, with the regression model producing an overall model fit of 

R² = 0.177 and t = 5.689 at a p-value of 0.000 which is smaller than 0.05 and considered 

significant.  The results also show a Beta β=0.420, indicating support for hypothesis H5b. 

The regression analysis also provided support for hypothesis H5c, with the model showing 

Perceived organizational support to be positively and significantly correlated with normative 

commitment. The regression model produced an overall model fit of R² = 0.030 and t = 2.168 

at a p-value of 0.032 which is smaller than 0.05 and considered significant.  The results also 

show a Beta β=0.174, indicating  
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The results show that for every increase in perceived organizational support the most 

impacted element of organizational commitment is the affective commitment, with a B of 

0.510, compared to 0.261 and 0.185 for continuance and normative commitment respectively. 

 

Table 5.20 Regression analysis for the effect of perceived organizational support on 

affective, continuance and normative commitment 

  
Unstandardized 

Coefficients 

Standard-
ized 

Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) 
 

2.887 .246 
 

11.733 .000 2.401 3.373 
  

POS .510 .049 .649 10.490 .000 .414 .606 1.000 1.000 

a. Dependent Variable: Affective Commitment 

(Constant) 
 

3.476 .232 
 

14.990 .000 3.018 3.934 
  

POS .261 .046 .420 5.689 .000 .170 .351 1.000 1.000 

a. Dependent Variable: Continuance Commitment 

(Constant) 
3.662 .432 

 
8.476 .000 2.808 4.515 

  
POS .185 .085 .174 2.168 .032 .016 .354 1.000 1.000 

a. Dependent Variable: Normative Commitment 

 

H6: Perceived organizational support can be strongly correlated with organizational 

identification 

H8: Organizational commitment (affective, continuance and normative commitment) can be 

strongly correlated with organizational identification 

H9: Pay Satisfaction can be strongly correlated with organizational identification 

A multiple regression analysis was conducted to assess the relationship between 

organizational identity and some predictors such as perceived organizational support, 

organizational commitment, and pay satisfaction. Table 5.21 presents the analysis results. In 

this analysis, the Variance inflation factors (VIF) are all lower than 10, indicating a lack of 

multicollinearity, i.e. the multiple correlations with other variables is low.  

The multiple regression model with the three predictors produced R² = 0.560, F(5, 146) = 

37.105, p = 0.000. Each of the predictors is positively correlated with organizational identity 
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indicating that for any increase in these elements the employees will identify with the 

organization more. The analysis, however, indicated a p= 0.439 for pay satisfaction 

respectively, which is much larger than 0.05, indicating that this is not statistically 

significant, and hence, the relationship did not contribute to the model.  The significance for 

perceived organizational support was also higher than 0.05 at p = 0.390 and did not 

contribute to the model. The organizational commitment elements of affective, continuance 

and normative commitment were the only predictors to return significant results with 

affective commitment having the most statistically significant impact at p = 0.000. The three 

organizational commitment elements contributed to the final model, with affective, 

continuance and normative commitment reporting Betas β=0.577, 0.130 and 0.128 

respectively implying strong support for hypothesis H8. Hypotheses 6 and 9 are not 

supported as perceived organizational support and pay satisfaction did not contribute to the 

model. 

 

Table 5.21 Regression analysis for the effect of perceived organizational support, 

organizational commitment and pay satisfaction on organizational identification 

  
Unstandardized 

Coefficients 

Standard-
ized 

Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound 

Toler-
ance VIF 

(Constant) 1.141 .381 
 

2.996 .003 .388 1.894 
  

POS .050 .058 .067 .862 .390 -.064 .164 .498 2.00 

Pay Satisfaction 
.036 .046 .052 .776 .439 -.055 .127 .671 1.49 

Affective 
Commitment .545 .073 .577 7.413 .000 .399 .690 .497 2.01 

Continuance 
Commitment .156 .076 .130 2.054 .042 .006 .306 .749 1.33 

Normative 
Commitment .090 .040 .128 2.250 .026 .011 .168 .925 1.08 

a. Dependent Variable: Organizational Identification 

 

H7: There is a strong positive relationship between perceived organizational support and pay 

satisfaction. 

A simple linear regression analysis was carried out to confirm the relationship between 

perceived organizational support and pay satisfaction, and the results of this analysis are 

summarized in Table 5.22. 
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The results indicate that perceived organizational support is positively and significantly 

correlated with pay satisfaction, implying that those with a higher perception of 

organizational support tend also to have a higher satisfaction with their pay. The regression 

model produced R² = .254 and t = 7.172 at a p-value of 0.000 which is smaller than 0.05 and 

considered significant.  The result also shows a Beta β=0.504, indicating strong support for 

hypothesis H7. 

 

Table 5.22 Regression analysis for the effect of perceived organizational support on pay 

satisfaction 

  
Unstandardized 

Coefficients 

Standard-
ized 

Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) 
1.537 .383 

 
4.014 .000 .780 2.293 

  

POS .543 .076 .504 7.172 .000 .393 .692 1.000 1.000 

a. Dependent Variable: Pay Satisfaction 

 

5.4.3 Demographic Determinants 

H10: Younger organizational members have higher employee turnover intention. 

H11: Shorter tenured organizational members have higher employee turnover intention. 

 

A regression analysis was carried out with two independent variables (age and tenure), and 

the result shows that both age and tenure had non-significant impacts on employee intention 

to turnover. The overall fit of the model was not significant. Age was not significant, 

reporting a Beta β=-0.092, t=-0.784, p=0.435. Tenure was similarly not significant reporting 

a Beta β=-0.074, t=0.632, p=0.528.  The statistical non-significant results suggest that both 

age and tenure do not contribute in a unique manner to the turnover model, which could be 

due to possible overlap with other determinant variables in the model with stronger 

relationships with turnover. The analysis, therefore, did not support the hypotheses H10 and 

H11. The coefficient of determination R2 was also quite low, i.e. R2=0.05 further indicating a 

weakness in the relationship with turnover intention. 
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Table 5.23 Regression analysis for the effect of age and tenure on turnover intention 

  
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) 3.791 .380   9.978 .000 3.039 4.544     

Age -.172 .219 -.092 -.784 .435 -.606 .262 .594 1.684 

Tenure .168 .265 .074 .632 .528 -.357 .693 .594 1.684 

a. Dependent Variable: Turnover Intention 

 

5.4.4 Predictors of Turnover 

Five hypotheses were tested to see which determinant had the most impact on turnover.  

 

H12a: Employees with a strong sense of affective commitment can be correlated with low 

turnover intentions. 

H12b: Employees with a strong sense of continuance commitment can be correlated with low 

turnover intentions. 

H12c: Employees with a strong sense of normative commitment can be correlated with low 

turnover intentions. 

H13: Employees strong sense of organizational identification can be correlated with low 

turnover intentions. 

H14: There is a strong positive relationship between a lack of pay satisfaction and employee 

turnover intention. 

A multiple regression analysis was conducted to assess the relationship between turnover 

intentions and five predictors namely affective commitment, continuance commitment, 

normative commitment, organizational identity and pay satisfaction. Table 5.24 presents the 

analysis results. A check was carried out to ensure there was no possibility of high levels of 

multicollinearity. The Variance inflation factors (VIF) are all lower than 10, indicating as 

expected that multiple correlations with other variables are low.  
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The multiple regression model with the three predictors produced R² = 0.312, F(5, 146) = 

13.212, p = 0.000. Each of the predictors is negatively correlated with turnover intentions, 

however, the analysis also indicated a p = 0.805 for affective commitment which is much 

larger than 0.05 and showing that it is not significant, and hence the relationship was 

excluded from the model.  Normative commitment was also not statistically significant with p 

= 0.184 which is larger than 0.05 and was also excluded from the model. The significance for 

continuance commitment, organizational identity, and pay satisfaction were all less than 0.05 

at p = 0.029, p = 0.021 and p = 0.001 respectively, resulting in the three predictors being 

included in the model. Of the three elements in the model, the results indicate that 

organizational identification has the most impact on minimizing turnover intentions with a B 

= -0.327. Based on these results, the model provides strong support for hypotheses H12b, 

H13, and H14. Hypotheses 12a and 12c are not supported as affective and normative 

commitment did not contribute to the model. 

 

Table 5.24 Regression analysis for the effect of organizational commitment, 

organizational identity and pay satisfaction on turnover intentions 

  
Unstandardized 

Coefficients 

Standard-
ized 

Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound 

Toler-
ance VIF 

(Constant) 
8.626 .660 

 
13.07 .000 7.321 9.931 

  

Pay Satisfaction 
-.249 .075 -.267 -3.30 .001 -.397 -.102 .738 1.34 

Affective 
Commitment -.034 .138 -.027 -.27 .805 -.306 .238 .408 2.40 

Continuance 
Commitment -.285 .129 -.176 -2.25 .029 -.540 -.030 .742 1.37 

Normative 
Commitment -.090 .068 -.095 -1.36 .184 -.224 .043 .924 1.02 

Organizational 
Identification -.327 .140 -.241 -2.36 .021 -.604 -.050 .443 2.29 

a. Dependent Variable: Turnover Intention 

 

5.4.5 Negative Affectivity Perspectives 

Regression analyses were carried out to establish if there was any difference in outcomes for 

negative affect employees. Hypotheses H1, H2, H3, and H4 were repeated to carry out this 
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comparison. A comparison of the impact of positive affectivity and negative affectivity on 

turnover intentions was also assessed. 

 

5.4.5.1 Comparison of impact of positive affectivity and negative affectivity on 

organizational commitment (affective, continuance and normative 

commitment) 

The results indicate that positive affectivity is positively and significantly correlated with 

affective commitment while negative affectivity is negatively and significantly correlated 

with affective commitment, showing that the higher the negative affectivity of an employee, 

the lower the affective commitment to the organization. The regression model produced R² = 

0.292. Additionally, as shown in Table 5.25, positive affectivity impact on affective 

commitment was significant β=0.540, t=7.863, p=0.000, whereas negative affectivity was not 

significant with p much greater than 0.05 at p=0.813, β=-0.016, t=-0.237. 

Similarly, an evaluation of the impact of both positive and negative affectivity on 

continuance commitment revealed a positive and significant correlation between positive 

affectivity and continuance commitment, and a negative but non-significant relationship 

between negative affectivity and continuance commitment. The regression model produced 

R² = 0.061, with statistically non-significant results for negative affectivity as p was much 

greater than 0.05 at p=0.459, β=-0.059, t=-0.743. 

For normative commitment, regression results also revealed a negative and non-significant 

relationship for negative affectivity compared with positive affectivity. The regression model 

produced R² = 0.033, with statistically non-significant results for negative affectivity as p was 

much greater than 0.05 at p=0.353, β=-0.075, t=-0.932. 
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Table 5.25 Regression analysis for the effect of positive and negative affectivity on 

organizational commitment 

  
Unstandardized 

Coefficients 

Standard-
ized 

Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Boun

d 
Toler
ance VIF 

(Constant) .057 .710 
 

.080 .936 -1.345 1.459 
  

Pos Affect .883 .112 .540 7.863 .000 .661 1.105 1.000 1.000 

Neg Affect -.016 .068 -.016 -.237 .813 -.150 .118 1.000 1.000 

a. Dependent Variable: Affective Commitment 

(Constant) 
 

2.742 .646 
 

4.248 .000 1.467 4.018 
  

Pos Affect .312 .102 .241 3.050 .003 .110 .514 1.000 1.000 

Neg Affect -.046 .062 -.059 -.743 .459 -.168 .076 1.000 1.000 

a. Dependent Variable: Continuance Commitment 

(Constant) 2.871 1.230 
 

2.335 .021 .441 5.301 
  

Pos Affect .370 .178 .167 2.076 .040 .018 .722 1.000 1.000 

Neg Affect -.100 .108 -.075 -.932 .353 -.313 .112 1.000 1.000 

a. Dependent Variable: Normative Commitment 

 

5.4.5.2 Comparison of impact of positive affectivity and negative affectivity on 

perceived organizational support. 

Regression results indicate that positive affectivity is positively and significantly correlated 

with perceived organizational support while negative affectivity is negatively and non-

significantly correlated with perceived organizational support.  As shown in Table 5.26, 

positive affectivity impact on perceived organizational support was significant β=0.454, 

t=6.304, p=0.000, whereas negative affectivity was not significant with p greater than 0.05 at 

p=0.077, β=-0.128, t=-1.781. The regression model produced a coefficient of determination 

R² = 0.221. 

 

Table 5.26 Regression analysis for the effect of positive and negative affectivity on 

perceived organizational support 

  
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) -1.257 .947 
 

-
1.327 

.186 -3.129 .615 
  

Pos Affect .945 .150 .454 6.304 .000 .649 1.242 1.000 1.000 

Neg Affect -.162 .091 -.128 -1.78 .077 -.341 .018 1.000 1.000 

a. Dependent Variable: Perceived Organizational Support 
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5.4.5.3 Comparison of impact of positive affectivity and negative affectivity on 

organizational identification. 

Regression results indicate that positive affectivity is positively and significantly correlated 

with organizational identification while negative affectivity is negatively and non-

significantly correlated with organizational identification.  As shown in Table 5.27, positive 

affectivity impact on organizational identification is significant β=0.422, t=5.708, p=0.000, 

while negative affectivity is not statistically significant with p greater than 0.05 at p=0.714, 

β=-0.027, t=-0.367. The regression model produced a coefficient of determination R² = 0.179. 

 

Table 5.27 Regression analysis for the effect of positive affectivity and negative affective 

on organizational identification 

  
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) 1.593 .721 
 

2.210 .029 .169 3.018 
  

Pos Affect .652 .114 .422 5.708 .000 .426 .877 1.000 1.000 

Neg Affect -.025 .069 -.027 -.367 .714 -.162 .111 1.000 1.000 

a. Dependent Variable: Organizational Identification 

 

5.4.5.4 Comparison of impact of positive affectivity and negative affectivity on pay 

satisfaction 

The results from regression analyses indicate that positive affectivity is positively and 

significantly correlated with pay satisfaction while negative affectivity is negatively and non-

significantly correlated with pay satisfaction.  The results in Table 5.28 show β=0.261, 

t=3.344, p=0.001 for positive affectivity impact on pay satisfaction and p=0.103, β=-0.128, 

t=-1.64 for negative affectivity impact on pay satisfaction. The coefficient of determination 

from the regression model was established to be R² = 0.084. 
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Table 5.28 Regression analysis for the effect of positive affectivity and negative affective 

on pay satisfaction 

  
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) 1.587 1.209   1.312 .191 -.803 3.976 
  

Pos Affect .586 .175 .261 3.344 .001 .240 .932 1.000 1.000 

Neg Affect -.174 .106 -.128 -1.64 .103 -.383 .035 1.000 1.000 

a. Dependent Variable: Pay Satisfaction 

 

5.4.5.5 Comparison of impact of positive affectivity and negative affectivity on 

turnover intention. 

Following the regression analysis carried out, positive affectivity was identified to be 

negatively and non-significantly correlated with turnover intention, while negative affectivity 

is positively and significantly correlated with turnover intention.  Table 5.29 shows that 

statistically significant results for negative affectivity with Beta β=0.161, t=2.02, and 

p=0.045, while positive affectivity is not statistically significant with p greater than 0.05 at 

p=0.063, β=-0.149, t=-1.87.  R² from the regression model was estimated to be 0.047. 

 

Table 5.29 Regression analysis for the effect of positive affectivity and negative affective 

on turnover intention 

  
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) 4.574 1.152 
 

3.97 .000 2.297 6.851 
  

Pos Affect -.312 .167 -.149 -1.87 .063 -.642 .017 1.000 1.000 

Neg Affect .204 .101 .161 2.02 .045 .004 .403 1.000 1.000 

a. Dependent Variable: Turnover Intention 

 

In most of the cases, negative affectivity did not return any significant results, however, there 

was a significant result when evaluating the relationship between negative affectivity and 

turnover intentions directly. The regression model, however, returned a coefficient of 

determination R² = 0.047 in that instance, indicating a poor fit of the model, i.e. a very low 
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measure of the strength of association and hence negative affectivity was not further included 

in any aspect of the turnover model.  

 

5.4.6 Positive Affectivity – Pay Satisfaction - Turnover Intention Relationship 

H15: The pay satisfaction-turnover intention relationship is stronger for higher positive 

affect employees. 

One of the key areas of focus in this research is to establish employee’s level of positive 

affectivity as a personal characteristic in influencing the relationship between pay satisfaction 

and turnover. According to Parasuraman (1982), satisfaction on the job of which pay 

satisfaction is an element is important in determining employee behavioural intention. He 

argues that where an employee’s expectations concerning these job elements are not met (e.g. 

they are satisfied with their pay), the tendency to withdraw becomes higher. 

In support of this, an ANOVA analysis was carried out to establish the differential effect of 

pay satisfaction on turnover intention as a function of the employees’ level of positive 

affectivity. According to Baron and Kenny (1986), to establish whether an interaction effect 

exists, the product term of the independent variable and influencing variable needs to be 

considered significant in the ANOVA model. 

The result of the ANOVA analysis revealed that the level of pay satisfaction on turnover was 

highly significant with F (6, 141) = 3.889, p = 0.001. The impact of positive affectivity on 

turnover intention was however not significant with F (1, 141) = 3.387, p = 0.068. The 

interaction term positive affectivity x pay satisfaction was also not significant, with F (4, 141) 

= 0.064, p=0.992. Based on this result, hypothesis H15 was rejected. Figure 5.2 provides an 

illustration of this relationship. 
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Figure 5.2 Positive Affectivity Effect on the Relationship between Pay Satisfaction and 

Turnover Intention 

 

 

5.4.7 Integrated turnover model  

Having tested the relationship of various determinants (psychological, personal, demographic 

separately), regression analysis was then carried out on an integrated model to establish if the 

significance of the key determinants or relationships would vary or remain the same. In this 

analysis, only the statistically significant determinants were included in the model, and the 

result is presented in Table 6.30. The independent variables considered in the regression 

equation were positive affectivity, affective commitment, continuance commitment, 

normative commitment, organizational identification, perceived organizational support and 

pay satisfaction. 

The overall fit of the model was found to be significant, and most of the factors 

(organizational identification, perceived organizational support, and continuance 

commitment) remained significant with p < 0.05, supporting the various hypotheses. The 

impact of affective and normative commitment on turnover intention, however, did not 

improve their significance and hence the related hypotheses were still not supported. 
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Table 5.30 Regression analysis for the effect of all predictor variables on turnover 

intention 

  
Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

95.0% 
Confidence 

Interval for B 
Collinearity 
Statistics 

  B 
Std. 
Error Beta 

Lower 
Bound 

Upper 
Bound 

Toler-
ance VIF 

(Constant) 6.85 .957 
 

7.15 .000 4.960 8.745 
  

Positive 
Affectivity 

.36 .169 .175 2.17 .031 .034 .701 .678 1.47 

Pay 
Satisfaction 

-.18 .076 -.193 -2.38 .019 -.331 -.031 .668 1.49 

Affective 
Commitment 

-.00 .148 -.001 -.008 .994 -.295 .292 .328 3.05 

Continuance 
Commitment 

-.22 .126 -.136 -1.74 .083 -.470 .029 .725 1.37 

Normative 
Commitment 

-.07 .067 -.076 -1.08 .281 -.204 .060 .885 1.13 

Organizational 
Identification 

-.30 .136 -.227 -2.26 .025 -.577 -.040 .440 2.27 

Perceived Org 
Support 

-.29 .096 -.288 -3.02 .003 -.480 -.100 .484 2.06 

a. Dependent Variable: Turnover Intention 

 

  

5.5 Updated Model  

Based on the results of the regression analyses, the turnover intention model has been 

updated to include the statistically significant predictors and exclude the predictors not 

considered significant and impacting on the model. 

 

Figure 5.3 Updated turnover intention model 
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5.6 Reflections – Cycle One 

A summary of the results from cycle one is presented in Table 5.31. 
 
 

Table 5.31 Hypothesis tests standardised path coefficients and t-values 

Hypothesized paths 
Expected 

sign  
β t-value 

Hypothesis 
test 

H1a Positive Affectivity -> Affective Commitment + 0.540 7.892 Supported 

H1b Positive Affectivity -> Continuance Commitment + 0.240 3.044 Supported 

H1c Positive Affectivity -> Normative Commitment + 0.166 2.063 Supported 

H2 Positive Affectivity -> Perceived Organizational Support + 0.452 6.233 Supported 

H3 Positive Affectivity -> Organizational Identification + 0.409 5.446 Supported 

H4 Positive Affectivity -> Pay Satisfaction + 0.259 3.302 Supported 

H5a Perceived Organizational Support -> Affective Commitment + 0.649 10.490 Supported 

H5b Perceived Organizational Support -> Continuance Commitment + 0.420 5.689 Supported 

H5c Perceived Organizational Support -> Normative Commitment + 0.174 2.168 Supported 

H6 Perceived Organizational Support -> Organizational Identification + 0.067 0.862 Not supported 

H7 Perceived Organizational Support -> Pay Satisfaction + 0.504 7.172 Supported 

H8a  Affective Commitment -> Organizational Identification + 0.577 7.413 Supported 

H8b  Continuance Commitment -> Organizational Identification + 0.130 2.054 Supported 

H8c  Normative Commitment -> Organizational Identification + 0.128 2.250 Supported 

H9  Pay Satisfaction -> Organizational Identification + 0.052 0.776 Not supported 

H10  Age -> Turnover Intention - -0.092 -0.784 Not supported 

H11  Tenure -> Turnover Intention + 0.074 0.632 Not supported 

H12a  Affective Commitment -> Turnover Intention - -0.027 -0.270 Not supported 

H12b  Continuance Commitment -> Turnover Intention - -0.176 -2.250 Supported 

H12c  Normative Commitment -> Turnover Intention - -0.095 -1.360 Not supported 

H13  Organizational Identification -> Turnover Intention - -0.241 -2.360 Supported 

H14  Pay Satisfaction -> Turnover Intention - -0.267 -3.300 Supported 

Negative Affectivity -> Affective Commitment - -0.016 -0.237 Not supported 

Negative Affectivity -> Continuance Commitment - -0.059 -0.743 Not supported 

Negative Affectivity -> Normative Commitment - -0.075 -0.932 Not supported 

Negative Affectivity -> Perceived Organizational Support - -0.128 -1.78 Not supported 

Negative Affectivity -> Organizational Identification - -0.027 -0.367 Not supported 

Negative Affectivity -> Pay Satisfaction - -0.128 -1.64 Not supported 

Positive Affectivity -> Turnover Intentions + 0.175 2.17 Supported 

Perceived Organizational Support -> Turnover Intentions - -0.288 -3.02 Supported 
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5.6.1 Discussion of Results  

5.6.1.1 Psychological Determinants 

5.6.1.1.1 What influence does employee affect have on other personal and psychological 

factors? 

The findings from this research show that in almost all cases, positive affectivity has a 

positive impact on and directly influences factors such as organizational commitment, 

perceived organizational support, organizational identification, and pay satisfaction. This is 

probably because positive affect employees typically feel and think in ways which enhance 

the identification and implementation of opportunities, as well as seeking to achieve goals 

(Lyubomirsky, King and Diener (2005). 

For the different elements of organizational commitment, the influence was strongest on 

affective commitment and lowest on normative commitment. Of the other factors, the impact 

was strongest on perceived organizational support and weakest on pay satisfaction. The 

impact on these was however lower than on affective commitment, implying that if an 

organization were to focus on one element for positive affect people, then the element that 

would yield the highest mileage would be affective commitment. 

With respect to negative affect employees, all the factors tested in this research showed 

negative and weak relationships with organizational commitment, perceived organizational 

support, organizational identification, and pay satisfaction, i.e. the higher the negative affect 

in the employee, the lower the impact on those elements implying the more disconnected the 

employee is from the organization. These results were however not statistically significant. 

This result essentially implies that there is no statistical support that any identified 

relationships as seen from the sample are not due to chance.  It is possible that the strength of 

the relationships evaluated from the results is observable in the sample, but may not be 

observable in the population represented by the sample. Taking this further, the implication is 

that for this particular element, any proposed improvement interventions for change may be 

effective with this sample, but may not be effective in the population. 

 

5.6.1.1.2 What are the factors that influence Organizational Commitment? 

The research tested the relationship between perceived organizational support and the various 

elements of organizational commitment, i.e. affective, continuance and normative 
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commitment. The results showed perceived organizational support to have very strong 

influence on affective and continuance commitment, with the impact higher on affective 

commitment. The influence was found to be much lower comparatively on normative 

commitment. This result implies that one of the ways in which these organizations can 

enhance employee affective, continuance and normative commitment to the organization is 

by ensuring that they perceive that sense of support from the organization. 

 

5.6.1.1.3 What are the factors that influence Organizational Identification? 

The relationship between the various elements of organizational commitment, i.e. affective, 

continuance and normative commitment, perceived organizational support, pay satisfaction 

and organizational identification were tested, and the results showed that all the 

organizational commitment elements had a strong positive impact on organizational 

identification, with affective commitment having the highest influence.  This result implies 

that if employers were to improve employees’ identification with the organization one of the 

ways to achieve this would be to ensure that the employees’ affective commitment to the 

organization was high. 

The personal factors perceived organizational support and pay satisfaction had positive but 

weak influences on organizational identification. Additionally, these results were found to be 

not statistically significant implying that these positive by weak influence may be due to 

chance. Again, it is also possible that the result is observable only in the sample and not in the 

rest of the population; hence improvement strategies may not be effective in the population. 

 

 

5.6.1.2 Personal Determinants 

This research tested various personal elements and the impact they had on each other. 

 

5.6.1.2.1 Perceived Organizational Support influence on Pay Satisfaction 

The impact of perceived organizational support on pay satisfaction was tested, and the results 

showed that there was a strong positive influence on pay satisfaction. The result showed that 

the higher the perception of organizational support, the higher the employees satisfaction 
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with their pay. The implication of this was that even where the pay itself was not at the 

expected level, the perception that the organization was supportive in other areas was 

sufficient to ensure satisfaction with the pay. Where organizations feel that they are unable to 

satisfy employees’ pay demands, they may be able to ensure employee satisfaction with the 

pay by providing other forms of support. 

  

5.6.1.3 What is the relationship between demographic determinants and turnover 

intentions?  

The relationship between age and employee tenure within an organization were tested against 

turnover intentions. The findings showed that the higher the age, the less likely the employee 

was to have turnover intentions. A weak positive relationship was identified between duration 

of employee tenure and turnover intentions, i.e. suggesting that the higher the tenure of an 

employee, the higher the turnover intentions.  This was an interesting outcome, as it would 

have been expected that an increase in employee tenure within an organization would also 

mean an increase in the employee’s age, implying that the results should be similar, however, 

this was not so. The reason for this could be that for some employees, having moved around 

so much, their tenure within any organization is short and therefore not directly proportional 

to their ages.  The results imply that the organization would need to ensure improvement 

strategies that target both the young and long-tenured employees as both groups appear to 

have turnover intentions. Both determinants, however, did not present statistically significant 

results, implying that the outcome could be one of chance and may not be true of the 

population.  

 

5.6.1.4 What personal and psychological factors influence turnover intentions?  

The various elements of organizational commitment, i.e. affective, continuance and 

normative commitment were tested against turnover intentions. Organizational identification, 

pay satisfaction and perceived organizational support (in the integrated model) were also 

tested against turnover intentions. The results showed that there was a negative relationship 

between the elements of organizational commitment and turnover intentions, i.e. the higher 

the organizational commitment, the lower the turnover intentions, with the weakest relation in 

the affective commitment element and the strongest with normative commitment. The 
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relationship between continuance commitment and turnover intentions was, however, the 

only statistically significant result of the three, implying that if there is a commitment 

element the organization needs to focus on, it is continuance commitment. This is an 

interesting result, as some of the other elements such as positive affect and perceived 

organizational support had the strongest impact on affective commitment, but this apparently 

does not translate to influence on turnover intentions, i.e. neither affective nor normative 

commitment indirectly influence turnover intentions, only continuance commitment does. 

Organizational identification, pay satisfaction and perceived organizational support showed 

strong negative relationships with turnover intentions, with the strongest influence provided 

by perceived organizational support, closely followed by pay satisfaction. The result implies 

that while pay satisfaction is important and contributes materially to minimizing turnover 

intentions, the key factor is ensuring that employees feel the support, care and concern of the 

organization in various ways.  

 

5.6.2 Researcher Reflections  

According to Coghlan and Brannick (2014), it is important to reflect on action prior to 

planned change. In this section, I reflect on the actions and outcomes of cycle one and 

consider some of the elements to be further discussed and addressed in cycle two. 

Cycle one has been quite relevant in distilling the important factors that influence turnover 

intentions whether directly or indirectly and one of the best aspects of the cycle was 

distinguishing facts, i.e. the results from the general assumptions held by the participants. At 

the start of cycle one when participants were engaged to identify some of the factors that 

could influence turnover intentions, the employees assumed that pay satisfaction would have 

the highest influence while managers assumed that factors other than pay would have the 

highest influence. I do feel however that both factors need to be taken into consideration in 

the improvement strategies to be deployed by the organization, as both had similar levels of 

influence on turnover intentions. These findings have inspired me to kick off cycle two, in 

order to validate the outcomes and identify workable strategies to bring about the desired 

change. 



127 
  

One of the interesting aspects of cycle one is the non-statistically significant results returned 

for some of the hypothesis tests. 

The relationship between negative affectivity and several of the other psychological and 

personal elements were negative, implying that the higher the negative affectivity, the lower 

the commitment to the organization, identification with the organization, satisfaction with 

pay and perception of organizational support. Perhaps this is to be expected, noting that 

negative affect employees typically express negative moods such as distress, anxiety, fear, 

hostility, sadness and loneliness according to Watson, Clark and Carey (1988), and this 

influences their self-concept, cognition and their view of the organization as employees. 

Panaccio, Vandenberghe and Ayed (2014) also add that such employees react more 

unfavourably than employees with positive affect. This may also be due to Nigerians 

typically having positive attitudes about issues, such that negative affect elements are not 

prominent and do not manifest in perspectives and decisions. Whatever the reason may be, it 

is evident that this is an area to be further discussed, and is one that I will clarify with 

research participants in cycle two, and will also note as an area for further research in my 

recommendations for further study. 

 

 

5.7 Conclusions 

Chapter Five discussed the results following the detailed analysis of the gathered survey data. 

The regression analysis of the various relationships and hypothesis clearly indicates that 

positive affectivity can impact on key personal and psychological variables such as 

organizational commitment, perceived organizational support and pay satisfaction. The 

relationship between these personal and psychological variables and employee turnover was 

also examined, with results indicating that these personal and psychological variables also 

have a strong influence on employee turnover intentions. 

As earlier mentioned, the interaction effects of negative affectivity were also tested, but these 

did not yield any conclusive results and could be an area for further study. 

In summary, the results shown in this chapter indicate material support for the majority of the 

hypothesis presented in chapter three and greatly advance the understanding of factors that 

influence employee turnover intentions. 
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6 Action Research Cycle Two – Emerging Results 

6.1 Introduction 

Action research cycle two is concerned with the validation of the outcome of cycle one with 

others, i.e. the research participants. Following the validation, improvement strategies are 

identified to be implemented in action research cycle two. The implementation of cycle two 

which includes a revised plan, implementation of the plan and observation of the impact is 

also discussed. Also included in this chapter are the reflections of the researcher on the 

findings from and outcomes of the research. This entire process which should ultimately 

bring about the desired change is depicted in Figure 6.1. 

 
Figure 6.1 Action Research Cycle Two 

 
 
 

6.2 Validation of Results by Research Participants  

Weick (1995) describes sense-making as the process of structuring the unknown in order to 

act on it. This process he adds involves putting together a map to understand better the 

changing world, and testing this with others through the gathering of data in various forms, 

action, and discussion, and updating the map where necessary to proceed or abandoning it if 

it is not credible. Weick (1995) posits that in an organizational setting, sense-making allows 

leaders have a good understanding of the issues and what is going on in the environment 

around them, therefore encouraging the leaders to be more visionary, innovative and to relate 

more. 
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6.2.1 In-organization Learning Sets (Research Participants as Subject Matter Experts) 

The data for this research was gathered from participants in three organizations and 

validation of the results was similarly carried out with participants from the three 

participating organizations. Three learning sets were set up, one in each organization. Each 

learning set was made up of four technical staff, one Human Resource professional and me as 

the insider research and facilitator of the discussions, making this a total of six members of 

each learning set. According to Revans (1982), an effective learning set is one in which a group 

of colleagues or associates affected by the same issue or adversity strive to learn from and with 

each other. 

Several meetings were held with each learning set using a blended approach, i.e. some 

meetings being held face-to-face while others were conducted virtually in an asynchronous 

manner particularly for learning set members in Agip and NLNG due to geographical 

location. The first meeting was held to share the results of the data analysis. The results were 

left with the learning sets to review further and reflect upon, to enable deeper discussions at 

subsequent meetings. The second meeting consisted of discussion of the results, sharing of 

perspectives and insights to possible reasons for the outcomes. The third meeting consisted of 

identification of improvement strategies to be implemented based on the cycle one results 

shared. Coghlan and Brannick (2014) suggest that for the action research process to be 

efficient, it is one where the practice problem is evaluated and investigated by the participants 

close to the problem and the community of practice, with opportunities for reflection in order 

to challenge assumptions and test hypothesis with a view to learning from the outcomes and 

taking relevant action.  

 
 
 

6.2.2 Learning Set Perspectives  

The discussion with the different learning sets centered on the key elements of the research, 

i.e. the psychological factors, personal factors and turnover intention determinants. 
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6.2.2.1 Shell Learning Set 

6.2.2.1.1 Psychological Determinants  

These results showing positive affectivity influences organizational commitment, 

organizational identification, perceived organizational supported and pay satisfaction are 

confirmed by the Shell learning set, as they believe that positive affect employees are always 

willing to surmount any challenge as they come, meaning that they are committed to the 

delivery of the organization’s goals and ultimately committed to the organization itself. 

For perceived organizational support, the learning set opined that for positive affect 

employees, they would respond to the positive stimuli in the environment such as the 

organization’s progressive vision which encourages employees to be relevant to the 

organization and part of the contribution to the organization’s bottom-line. As suggested by 

Rhoades and Eisenberger (2002), employees desire to know and feel that their contributions 

are valued by the organization and considered worthwhile. 

 

6.2.2.1.2 Personal Determinants  

This learning set confirms that continuous support by the organization and supervisors will 

go a long way in sustaining employee commitment to the organization and identification with 

it. This they argue is based on the need to reciprocate the favours and support received from 

the organization. This is aligned with the perspectives of Wayne, Shore and Liden (1997) 

who suggest that where employees perceive high support from the organization they tend to 

reciprocate by being more committed. 

There was a discussion on the strength of the influence of perceived organizational support 

on pay satisfaction from this learning set, as some suggested the influence was weak, i.e. if 

some other organization offered a higher pay they higher pay would be considered over 

support provided by the organization. 

 

6.2.2.1.3 Demographic Determinants  

The relationship between age and turnover intentions is supported by this learning set as they 

argue that the higher the age of an employee, the more difficult it is for them to get equivalent 
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roles elsewhere in other organizations. The influence of tenure on turnover intentions was 

also partly supported as the learning set opined that the longer an employee stays with an 

organization, the more they become a part of the organization which ultimately minimizes 

turnover intentions. Hellman (1997) argues that the longer an employee stays with an 

organization, the less likely they are to leave due to the investments already made in the 

current organization and the considered cost of leaving. Some learning set members, 

however, argued that the higher the tenure of an employee, the more experienced and 

marketable they would be, enhancing the ability to move on to a new job. This mixed support 

is evidenced in the non-statistically significant result from the test. 

 

6.2.2.1.4 Determinants of Turnover Intentions 

The negative relationship between organizational commitment, organizational identification, 

pay satisfaction and perceived organizational support with turnover intentions were validated 

by this learning set. This group supported the two strongest determinants, i.e. pay satisfaction 

and perceived organizational support as having the most impact on turnover intentions. They 

argue that a competitive pay matched with opportunities for responsibility and to make 

meaningful contributions to the organization amongst other support elements is what will 

keep them in the organization. According to Gould (1979) in an exchange-relationship 

between an organization and its employee, the organization will achieve favourable outcomes 

such as the employees deciding to stay on by treating them well and as expected. 

 

6.2.2.2 Agip Learning Set 

6.2.2.2.1 Psychological Determinants  

The learning set agrees with the results that positive affectivity has a positive relationship 

with organizational commitment, organizational identification, and perceived organizational 

support. They suggest that this is because positive affect employees have and display positive 

attitudes about issues and respond well to positive stimulus in the environment which in turn 

propels and gears them towards the commitment to a cause, duty or the organization. This 

disposition they argue also enhances identification with the organization in various aspects. 
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6.2.2.2.2 Personal Determinants  

The Agip learning set also agree that organizational commitment and pay satisfaction in turn 

influence organizational identification. 

The learning set supports the research outcomes that perceived organizational support has a 

positive relationship with organizational commitment, organizational identification and pay 

satisfaction. This they suggest is because when an employee’s socio-emotional needs are met 

by the organization, more commitment is shown by the employee towards the organization’s 

goals and objectives. The extent to which those socio-emotional needs are met is directly 

proportional to satisfaction with the remuneration and benefits.  According to Ross and 

Zander (1957) where an employee’s personal needs are met by their employer the satisfaction 

achieved directly influences the employee’s commitment to the organization and decision to 

stay on. It is worthy to note that the influence of perceived organizational support on 

organizational identification was considered non-statistically significant; however it is 

supported by the learning set. 

 

6.2.2.2.3 Demographic Determinants  

The learning set agrees that the higher the age of an employee, the less likely he is to have 

turnover intentions. This they argue is because change is more difficult with the increase in 

age, additionally, learning new things and new ways of working in a new organization is 

more difficult with age. Opportunities in other organizations also reduce or are more limited 

for the older employees. This aligned with the perspectives of Sujansky and Ferri-Reed 

(2009) who suggest that different age groups have different wants and desires at different 

times in their work life, with the older employees being more settled in various aspects of life 

with less desire to move compared to the younger generation. 

Concerning tenure, this learning set did not support the result that the higher the tenure of an 

employee is the more likely they are to have turnover intentions. This they argue is due to the 

investments already made by the employees in their current organizations. Employees would 

have bought into the organization their philosophy and built relationships which they may not 

be willing to abandon and move on to a new organization where they have to start afresh. 
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The response by this set is not surprising, noting that the influence of age and tenure on 

turnover intentions was not statistically significant. 

 

6.2.2.2.4 Determinants of Turnover Intentions 

In testing the direct determinants of turnover, the learning set validated the results that 

organizational commitment, perceived organizational support and satisfaction with pay have 

strong negative relationships with turnover intention. They argue that this is because where 

an employee is committed to the ideals and objectives of the organization; they would be 

reluctant to leave. Additionally, an attractive remuneration plays a huge part in motivating 

employees to remain with the organization. According to Herzberg (1976), when employees 

are motivated they become more satisfied with their jobs which in turn encourages the desire 

to continue with the job and hence reduces turnover intentions. 

For the influence of organizational identification on turnover intentions, there was mixed 

support as some learning set members felt that identification with an organization did not 

mean that if there were better opportunities outside the opportunities would be turned down, 

i.e. strong organizational identification did not necessarily translate to low turnover 

intentions. 

 

6.2.2.3 NLNG Learning Set 

6.2.2.3.1 Psychological Determinants  

This learning set similarly supported the findings that positive affectivity has a positive 

influence on organizational commitment, organizational identification and perceived 

organizational support.  

They opine that this is because positive affect employees see more of the opportunities even 

in adversity and can push through their ideas and ultimately get what they want. One element 

suggested by this set to enhance commitment to the organization includes placing positive 

affect people in teams or positions where they affect a larger group of people, as others may 

directly or indirectly pick up the positive energy, and ways of doing things which could result 

in a multiplier effect on people in terms of their commitment to the organization, 
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identification and perceived support from the organization. Cropanzano, James and 

Konovsky (1993) suggest that the higher the positive affect, the greater the tendency for an 

employee to be committed to their organization due to their extraverted nature allows them 

identify and go after organizational opportunities in a proactive manner (Chiu and Francesco, 

2001).  

 

6.2.2.3.2 Personal Determinants  

The learning set also supports the findings from this test, specifically mentioning the 

perceived organizational support and the need to reciprocate such support and favours 

provided by the organization. They add that where the organization goes out of its way to 

support employees, the employees tend to make the effort and also voluntarily go out of the 

way to contribute to the organization. This perspective is aligned with the views of Adams 

(1965) who argues that employees evaluate their working relationships regarding investments 

or contributions and expected outcomes.  

 

6.2.2.3.3 Demographic Determinants  

Age was supported as having a negative influence on turnover intention. The set suggests that 

this is because younger employees tend to move when their careers are not yet fully 

established, and they are in the process of building that. The younger employees also have 

fewer commitments and family considerations, so the decision to leave may come easier to 

them.  This perspective is supported by Rhodes (1983) even though more recent studies 

(Healy, Lehman and McDaniel, 1995), opine that such age – turnover relationships are weak 

at best.  

Similar to the Shell and Agip learning sets, the finding on tenure was not entirely supported, 

as the group argued that other personal and psychological elements also play a role in 

determining turnover intentions and not only tenure. They add that where the other aspects 

such as organizational commitment and perceived organizational support are missing, 

employees may still have turnover intentions irrespective of tenure. This again aligns with the 

non-statistically significant outcome of the test, which suggests that other factors may have a 

stronger contributory influence on turnover intentions and not just tenure alone. 
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6.2.2.3.4 Determinants of Turnover Intentions 

The strong influence of organizational commitment, perceived organizational support and 

pay satisfaction on turnover intentions was acknowledged by this learning set. They suggest 

that where an organization shows commitment to the employee concerning their development 

and career growth opportunities as well as other tangible and intangible support, these go a 

long way in minimizing employee turnover intentions. This view is backed up by Blau (1964) 

who suggests that workers desire a combination of tangibles such as pay and development 

opportunities, as well as intangibles such as fairness and general support from the 

organization. 

 

6.3 Improvement and Change Actions 

Following the validation of results by the research participants and deepening of insights into 

the issues, the measures to improve and rectify the situation were identified. According to 

Wadsworth (1997), a process like this is enhanced by collaboration, where those impacted by 

the issue participate as key stakeholders during the research, analysing, interpreting the 

outcomes and proffering solutions for improvement in a collaborative manner. Coghlan and 

Brannick (2014) further highlight that action research is a process that offers the opportunity 

to implement change to improve existing practice. 

Following the results of cycle one and the discussions with the three learning sets – Shell, 

Agip, and NLNG, it was agreed in cycle two to focus on the top three variables (consistent 

across both cycles) that have a strong influence on turnover intentions to monitor clearly the 

improvement and change. Action research is a process according to Coghlan and Brannick 

(2014) that allows the research participants engage in a manner that uncovers the important 

practice issues within the organization and serves to establish a sense of urgency for action or 

show the need to change the status quo. The top three elements were identified as 

organizational commitment, perceived organizational support and pay satisfaction, and the 

improvement actions proposed by the learning set of subject matter experts are discussed 

here. 
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6.3.1 Organizational Commitment 

Activities identified following the group discussions to enhance organizational commitment 

include: 

• Provision of promotion opportunities 

The provision of progression opportunities indicates that the organization is 

committed to the growth of an employee, which in turn may enhance the employee’s 

commitment to the organization. Empirical studies by Porter and Steers (1973), 

Mobley (1982), Cotton and Tuttle (1986) and Price (1977) confirm the negative 

relationship with turnover, i.e. confirming that the higher the promotion opportunities, 

the lower the turnover intentions. 

 

• Making available exciting, motivating and challenging work 

Making available challenging work to staff is one of the identified improvement and 

change actions. Challenging work according to Oldham and Cummings (1996) is one 

that allows the employee to showcase their identity; has significant levels of 

autonomy; is significant; requires a variety of skills, and has an opportunity for 

feedback. They argue that when given work scope is challenging and complex, 

employees are more likely to be eager and enthusiastic about the work itself, and also 

keen on completing it even without external supervision. 

 

• Career development opportunities  

Providing the opportunities for employees to improve their professional skills and 

reach their career goals. Hofstede (1997) argues that employees deeply value training 

as well as the opportunities to put the acquired competencies to use. Martin (2003) 

further adds that organizations that provide training opportunities and facilities for 

staff to improve their skills and competencies typically have low rates of employee 

turnover. 
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6.3.2 Perceived Organization Support 

The actions identified to improve the perception of organizational support by employees 

include: 

• Recognition 

This is the introduction of additional ways to recognise employees’ contributions to 

the organization’s goals.  According to Boxall, Mackay and Rasmussen (2003) 

recognition makes an employee feel valued, and the extent to which such 

organizational members feel appreciated and valued go a long way in determining 

whether they stay or leave an organization.  

 

• Empowerment of staff 

Provision of encouragement and an enabling environment for employees to be 

innovative without fear of blame if things go wrong. Arokiasamy (2013) suggests that 

it is essential for organizations to provide an enabling environment where employees 

are aware of and have access to the relevant opportunities, as this has a significant 

impact on employee turnover. 

 

• Incentives 

Offer family-friendly incentives such as flexible working hours, ability to change 

working location and health care for self and family. It is considered that where these 

incentives are available, the employee can focus fully on working towards and 

delivering the organization’s goals. 

Batt and Valcour (2003) argue that organizational members have personal 

commitments that sometimes compete with their work commitments, and it becomes 

essential for organizations to provide the opportunity for employees to achieve a 

meaningful balance between these competing commitments. They propose that 

diverse forms of flexi-working such as flexible work plans with respect to time, place 

or careers; family leave and telecommuting contribute to minimizing turnover 
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intentions. Hegney, Rogers-Clark, Gorman, Baker and McCarthy (2001) further 

suggest that location elements such as family separation; unavailability of facilities 

for communication and the high cost of living could have a positive relationship with 

turnover intention and should be considered by organizations. 

 

6.3.3 Pay Satisfaction  

Offer an increase in pay and provide other financial incentives promptly as expected.  

• Increase in pay 

An empirical study of mid-level managers by Miceli, Jung, Near and Greenberger 

(1991) confirm that pay satisfaction has a negative relationship with turnover and 

turnover intentions, i.e. the higher the satisfaction with pay, the lower the turnover 

intentions. 

 

• Recognition leading to financial reward 

Offer financial rewards to recognise outstanding contributions by employees to the 

organization’s goals. In the empirical research of Peterson and Luthans  (2006), they 

find that while non-financial rewards have an impact on turnover over intentions, the 

financial rewards had a significantly greater negative impact on turnover and turnover 

intentions over time, implying that the higher the financial rewards, the lower the 

turnover and turnover intentions. 

 

6.4 Implementation of Actions 

Improvement strategies have been identified to be implemented to address the practice 

problem being researched. The actions/improvement strategies identified have been distilled 

from discussions within all three learning sets following alignment on the reasons for 

turnover intention. 
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The implementation of the actions/improvement strategies will be done in the form of a pilot, 

i.e. implemented in one of the participating organizations, following which the identified 

successful strategies can be deployed across the three organizations, and ultimately to the 

industry at large. 

 

6.4.1 Background and Setting 

Shell was selected as the organization for the pilot, as the researcher is an insider within the 

organization and can better act as the change agent. As suggested by Björkman and Sundgren 

(2005) in order for the interest and focus on the change not to fade away, it is beneficial for 

the insider researcher to act as a political entrepreneur or change enabler and achieve the 

desired objective. 

The pilot was carried out in the Reservoir Engineering Discipline within the organization. 

The Reservoir Engineering Discipline was selected as it has experienced actual turnover in 

the past year of >10%, with additional employees expressing turnover intentions. The 

Discipline is also diverse in demography, i.e. age, tenure, gender and skill level and, 

therefore, a good one to evaluate the impact of the improvement strategies implemented. 

The Shell learning set would be used to test the impact and effectiveness of the improvement 

plan. The learning set members provided a view of their organizational commitment, 

perception of organizational support, pay satisfaction and turnover intentions on a scale of 1 – 

10 prior to the implementation of the improvement actions to serve as a baseline, with 10 

being the highest level of organizational commitment, perceived organizational support, pay 

satisfaction and turnover intentions. 

 

6.4.2 Implementation Plan 

The three main areas of organizational commitment, perceived organizational support and 

pay satisfaction earlier identified were addressed in the plan. 
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6.4.2.1 Organizational Commitment  

Theme Action Timing Action Party 

Organizational 
Commitment 

1. Provide promotion 

opportunities 
- Implement succession planning 

with a new tool to cover all staff. 
- Implement regular promotion 

discussion panel sessions. 
 

- Implement new technical career 
ladder for more promotion 
opportunities 

 
 
Within 2 weeks 
Within 1 month 

 
 
 
Within the next 

1 – 2 years 

 
 

Human 
Resources 
Manager 

 
 

Discipline 
Manager 

2. Provide exciting and 

challenging work 
- Implement additional short term 

assignment opportunities in 
Internal Audit and Bangalore 
Studies team. 

 
Within 1 month 

 
Discipline 
Manager 

3. Provide career development 

opportunities 
- Implement structured training 

plan to include relevant courses 
and conference attendance. 

Within 1 month 
Human 

Resources 
Manager 

 

 

6.4.2.2 Perceived Organizational Support  

Theme Action Timing Action Party 

Perceived 
Organizational 

Support 

1. Provide recognition 

opportunities 
- Implement regular verbal 

recognition at team events. 
- Implement impact awards to 

recognise team contributions 

 
 
Within 2 weeks 
 
Within 2 weeks 
 

Discipline 
Manager 

2. Empower employees 

- Set up weekly sessions for 
sharing of innovative ideas for 
implementation 

Within 2 weeks 
Discipline 
Manager 

3. Provide additional incentives 
- Introduce flexible working 

opportunities, e.g. working from 
home or location of choice when 
required. 

- Allow extra work hours daily 
with 1–day off every two weeks. 

Within 1 month 
 
 

Within 1 month 

Human 
Resources 
Manager 
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6.4.2.3 Pay Satisfaction  

Theme Action Timing Action Party 

Pay Satisfaction 

1. Pay Increase 

- Widen pay range within each job 
group 

- Implement lump sum payment 
retention scheme 

 
Within 1 month 
 
Within 1 month 
 

Discipline 
Manager 

2. Recognition through financial 

reward 
- Introduce opportunities for 

financial reward as a form of 
recognition. 

Within 1 year 
Human 

Resources 
Manager 

 
 
 

6.5 Observations following Implementation (Findings from cycle two) 

 
The impact of implementation of the improvement strategies was discussed in the learning set 

on a bi-weekly basis with a record of impact taken after 1 month and reported for cycle two. 

The results are presented in Figures  6.2, 6.3, 6.4 and 6.5. 

 

 

Figure 6.2 Impact of improvement strategies on Organizational Commitment 
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Figure 6.3 Impact of improvement strategies on Perceived Organizational Support 

 
 

 

Figure 6.4 Impact of improvement strategies on Pay Satisfaction 
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Figure 6.5 Impact of improvement strategies on Turnover Intention 

 

Following the implementation of the improvement strategies or action plan, the Shell learning 

set members who are members of the Reservoir Engineering Discipline were observed to 

ascertain the impact. A quick review of the impact of the improvement strategies or action 
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perceived organizational support, pay satisfaction, and turnover intentions, indicating that the 
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implementation of the actions. The set was particularly pleased with the recognition and 

flexible working opportunities. The set members also recorded significant improvement 
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The strategies and methods deployed by the insider researcher and Department Manager to 

achieve the improvement include regular and timely communication to the employees of the 

expected improvement actions and change in the Department. Two weeks into the process, 

there was visible improvement shown by the learning set members during the learning set 

discussions due to expectations from the improvement strategies and implemented actions as 

described by the Department Manager. According to Ford and Ford (1995), one of the most 

important aspects of managing change within an organization is ensuring effective 

communication with the employees in a manner that provides an understanding of the reasons 

for the change and encourages support for the change. 

The second strategy deployed was to include a Human Resource subject matter expert as a 

learning set member to ensure that any identified improvement actions could be implemented 

in an effective manner. Additionally, the human resource learning set member could serve as 

a change agent within the human resources department to ensure the human resource-related 

actions get implemented. The third strategy for success was to make sure that the insider 

researcher and Department Manager was also a change agent of the entire project to 

coordinate and monitor overall progress. As argued by Reason (1999), action research is an 

interactive form of research, where members of the workplace are also research participants 

working with the researcher on their practice concern with the intention of changing and 

improving the system as well as contributing to knowledge. 

 

6.6 Reflections – Cycle Two 

6.6.1 Researcher Reflections 

Schön (1987) advocates for reflection-on-action, where the researcher can evaluate the 

process in its entirety determine what works, what doesn’t and establish possible 

improvements for the future. The insight obtained from this process of reflection informs the 

key steps and changes to be deployed in the next research cycle or improvement process. 

Reflections on cycle two have been about identifying clear actions to bring about change in 

an integrated and collaborative manner with the people actually impacted by the issues (the 

employees as research participants), and by the people who can make the change happen (the 

human resource subject matter expert and the insider researcher as the department manager) 

all as part of the learning set. This aspect underpins the aim of action research, which is the 
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provision of practical solutions to issues arising from practice circumstances. As argued by 

Reason and Bradbury (2008) action research is fundamentally about incorporating reflection 

in action while integrating and collaborating with those impacted by a pressing practice issue 

with the intention of providing practical solutions for those involved and their communities 

of practice. 

The process is also one in which the evidence gathered from cycle one was discussed in 

various learning set sessions with members from all the participating organizations in order to 

take informed decisions on the improvement actions to be implemented. The discussions also 

led to a reduction of the various turnover determinant factors the research started with such as 

organizational identification, age, and tenure to focus on what was important to the 

participants and would bring about the most improvement, i.e. organizational commitment, 

perceived organizational support and pay satisfaction. 

Reflecting on the entire process has made me realise that there may not be just one answer or 

solution to an issue. Prior to the research, there were views that perhaps one factor is key in 

impacting on turnover intentions; however the outcome of this research indicates that more 

than one factor has a strong impact on turnover intentions, these being organizational 

commitment, perceived organizational support and pay satisfaction, and that some possible 

solutions or a combination of solutions may be required to achieve the desired improvement 

and change. In getting to this point, it was important to take a step back from my own pre-

understanding and be more open to diverse views on the issue and possible solutions. 

According to Greenwood and Levin (2007), action research is an approach which allows the 

development of democratic dialogue with the view to mutually understanding the issues and 

thereafter taking informed decisions and actions. They argue that action research is 

underpinned by engagement and respect for one’s integrity and that of others, and encourages 

the need to step away from presuppositions while searching for an understanding of the issues 

and the right course of action. 

Change according to Joyce and Showers (1988) is one that can seem threatening to most 

employees and organizations, as the status quo changes, redistribution and movement of 

power bases take place, the personal effectiveness of employees is challenged, and long-

standing traditions and practices are altered. They further add that with such change, there is 

typically a period known as the implementation dip where things become worse before 

getting better. In the implementation of the change and improvement strategies in cycle two, 
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there was no dip observed amongst the employees, rather enthusiasm and readiness to accept 

the expected changes by the employees. From my observations, this was mostly due to the 

communication process adopted before and during the period of change implementation by 

the Department Manager and change agent. This is a key strategy that needs to be deployed 

in not only subsequent cycles of the research but for any other proposed change within the 

organization. 

I consider action research to be an extremely powerful methodology, as it provides the 

opportunity to enhance my professional development not only in the application of 

professional knowledge but also as a professional and practice knowledge maker. Action 

research provides the platform to apply and test improvement strategies in a practical setting 

and to monitor or observe what works, with an opportunity to transfer this learning and 

improvement to others. According to Reason and Bradbury (2008) provides the opportunity 

to merge theory development with action and change in a bid to create practical knowledge 

for self and others. 

Participating in this action research study has enhanced my development as a leader. The 

process of sitting with colleagues from the different participating organizations, with diverse 

backgrounds and different expectations and desires to discuss the practice issue in learning 

sets has enabled me to listen more, take on board differing views and reflect better with a 

view to converging and reaching alignment on various issues being discussed. I find myself 

applying my newly acquired leadership skills in other areas of my practice. According to 

Marquardt (2005), the ability to ask the right questions encourages transformative learning, 

i.e. a situation where reflection enhances self-awareness enabling one see and work with 

others in a more genuine manner. Bjorkman and Sundgren (2005) further add that learning 

opportunities while doing action research in the workplace should be exploited, with the 

researcher developing new skills relevant to their roles as employees as well as the insider 

action researcher. 

 

6.6.2 Learning Set Reflections and Learning 

Following the detailed discussions and reflection on the factors impacting on turnover and 

possible improvement action by the learning set, one of the key learnings was a deeper 
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understanding of the issue being discussed, and that the factors that affect turnover intentions 

are wide-ranging having heard the perspectives of others. 

Another important learning upon reflection was the leadership skills the participants were 

able to recognise and build in themselves. Having gone through the process of discussing the 

issues, as well as identifying and implementing the improvements allowed participants have a 

change of mind-set about what is doable. The results from implementation of the actions in 

cycle two led to increased self-confidence in their abilities as leaders; the realisation of the 

need to change from a passive to proactive mind-set to issues and the need to address them; 

as well as an increased readiness to take on risks and take the initiative in bringing about 

change in situations requiring change (Joyce and Showers, 1988). 

Reflections from the set also included learning about group processes, as this was the first 

time some of the team members were working on issues with stakeholders from other 

organizations. Learning included effective dialogue with internal and external stakeholders, 

learning as a team, as well as networking within and across organizations. There was also 

effective communication with others and a controlled and structured way of working 

particularly after having had to discuss and engage on the issues in an asynchronous manner 

within a given time frame and still arrive at a group position on the issues (Greenwood and 

Levin, 2007). 

The learning from the sets included working and interacting with others to address issues. 

The benefits of collaboration, sharing of information and support of one another to address 

the same issue were highlighted. This is a particularly important learning to take into an 

organizational setting, as employees typically have to work with people from different teams, 

functions or countries to deliver the overall goals of the organization.  

The learning set discussions also offered the opportunity for the participants to learn the 

benefit of asking questions and seeking input from others and tap into the knowledge of 

others, i.e. taking the position of a learner which offered more learning opportunities. The 

entire learning set process also showed the benefit of suspending assumptions but instead 

working though the issues from end-to-end and identifying the appropriate solution for an 

issue. 
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6.7 Conclusions 

The findings from action research cycle one were validated with the research participants for 

the three participating organizations, Shell, Agip and NLNG in learning sets where 

discussions were held on each finding. Following the confirmation of the findings, the 

revised plan included a few actions to improve organizational commitment (promotion 

opportunities, challenging work and career development), perceived organizational support 

(recognition, empowerment, and incentives), and pay satisfaction (increased pay, other 

financial rewards). 

The plan was successfully implemented on a small pilot scale before implementing across the 

organization and other participating organizations. The results indicated a positive 

outcome/impact on organizational commitment, perceived organizational support and pay 

satisfaction for all the participants in the pilot project. Given this, the implications 

particularly for practice and business have been identified and are discussed in the next 

chapter. 
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7 Implications 

The implications of the findings from this research on theory, methodology and practice or 

business are described in this section. 

 

7.1 Introduction 

The theoretical, practical and empirical elements of research are essential considerations for 

any true scholar practitioner in their area of focus (Kernaghan, 2009). A key benefit of action 

research is the impact it has on the researcher’s perspectives and their role in practice/the 

workplace where they can further acquire tacit knowledge (Mosca, Paul and Skiba, 2007).  

Morley and Petty (2010) additionally suggest that one of the important objectives of action 

research is to develop the researcher’s professional practice while supporting them to produce 

a contribution to knowledge. 

In this chapter, the theoretical implications based on the study findings are identified and 

discussed. Also discussed are the implications for research methodology, and lastly 

implications for practice and businesses in the Niger Delta area in Nigeria and similar locales. 

 

7.2 Theoretical Implications 

This research has further extended the turnover intentions model by incorporating positive 

affectivity and establishing how it impacts on other personal and psychological elements 

which impact on turnover intentions. Positive affectivity has been clearly shown in this study 

to be both an indirect determinant of employee turnover intentions as it impacts directly on 

other personal and psychological elements such as organizational commitment, perceived 

organizational support and pay satisfaction which in turn directly impact on employee 

turnover intentions. It also is a direct determinant of turnover intentions as evidenced in the 

integrated turnover intentions model. 

This research has further extended the turnover intentions model by incorporating positive 

affectivity as a key impendent variable that will influence other personal and psychological 

variables, a model which in organizational behaviour research has been little explored. 

Positive affectivity was linked to organizational commitment, organizational identification, 

perceived organizational support and ultimately turnover intentions as a novel concept, and it 
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has been clearly shown in this study to be both an indirect determinant of employee turnover 

intentions as it impacts directly on other personal and psychological elements such as 

organizational commitment, perceived organizational support and pay satisfaction which in 

turn directly impact on employee turnover intentions. It also is a direct determinant of 

turnover intentions as evidenced in the integrated turnover intentions model. This finding 

contributes to the global Human Resources Management field by acknowledging positive 

affectivity as an antecedent to several personal and psychological variables and also to 

turnover intentions thereby expanding the theory related to positive affectivity.  

In the review of existing literature, no significant research has however been found to have 

tested the effect of positive affectivity on the relationship between pay satisfaction and 

turnover intention especially in the context of the Niger Delta area in Nigeria. This study 

indicates that the higher the level of positive affectivity, the better the relationship between 

pay satisfaction and positive affectivity. The result of this analysis was however not 

statistically significant, implying that it may be occurring by chance in the sample.  

Leading researchers have identified certain factors as influencing employee turnover 

intentions as well as several possible options to minimize turnover intentions. One of the 

theoretical implications of the findings from this research is that there is not one best means 

of managing turnover intentions, rather a combination of elements need to be tailored to fit 

the peculiarities of the situation, i.e. taking into consideration the prevailing environment, the 

organization’s attributes, i.e. size and structure amongst others, and general climate at the 

time, e.g. political, economic, etc. In this research, based on the prevailing situation a 

combination of elements such as organizational commitment, perceived organizational 

support and pay satisfaction was found to be effective in achieving the desired impact on 

turnover intentions. In summary understanding and managing employee turnover intentions 

would depend on situational factors. 

This research has also indicated that while the three component elements of organizational 

commitment, i.e. affective, continuance and normative commitment may be helpful in 

achieving other organizational goals and aims, only the continuance commitment element 

directly influences turnover intentions and is included in the employee turnover intentions 

model. 
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This study also extended the theory in some areas as well as validated and supported the 

theories of social exchange and reciprocity. Following the implementation of various 

improvement strategies by the organization, the commitment to the organization, perception 

of support by the organization and satisfaction with the pay improved as explained by social 

exchange and reciprocity theories. The social exchange theory provides for the employee to 

exchange or give support to the organization following the support given by the organization 

to the employee. Additionally, with the knowledge that the employee has been treated fairly, 

they feel compelled to reciprocate the good gesture by putting in additional effort to achieve 

the goals of the organization that supports them, which ultimately increases commitment to 

the organization as well as contributes to a reduction in turnover intentions. 

 

7.3 Methodological Implications 

This action research study was carried out in two cycles, where the first cycle served to 

provide a first pass explanatory model for employee turnover intentions in the Niger Delta 

area. Cycle one sought to gain insights into the antecedents of turnover intentions from a 

large sample across three organizations. The results from this cycle were preliminary and 

needed to be further validated, a criterion relevant for research rigour (Reason, 2006).  

Cycle two consisted of a validation of the findings and refining of the preliminary 

explanatory model by a smaller team of subject matter experts who highlighted the key 

impactful antecedents or determinant variables. One of the methodological implications of 

this research is that the preliminary larger explanatory model can be used as an effective 

framework to study what works in practice, allowing a convergence to the elements that are 

really important. 

The second methodological implication from this research is that reliability of the findings 

and the ability to generalise the outcomes were supported in the observation phase of cycle 

two. In cycle two, following the implementation of the improvement actions, a period of 

observation of the impact on the employees provided results that confirmed the findings in 

cycle one. The triangulation of methods and consistency in the outcome allows for 

generalization over samples within the same or similar population. 
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The third methodological implication is about the approach deployed. The research methods 

used are not new, but in this research, they have been combined in ways not previously done. 

The action research approach was both participatory and collaborative with the research 

working as an insider in the one of the participating organizations, and the other two 

organizations collaborating in the process. The research design was also such that the mixed 

methods approach was deployed to derive the Insider Participatory and Collaborative Mixed 

Action Research (IPCMAR), thereby extending Onwuegbuzie and Dickinson’s (2007)  

Mixed Action Research (MAR). This methodology allowed for the contribution of 

perspectives from a much larger and wider group (Shell, Agip, and NLNG) and 

implementation in a smaller and controlled group. Reason (2006) recommends the evaluation 

of diverse views during the interpretation of results as a means of incorporating rigour into 

action research.  

The methodology deployed made it easy to identify and critique the model elements as well 

as compare and contrast findings in a transparent manner across the participating 

organizations as part of the problem-solving process. Lastly, with this methodology it has 

encouraged focus and has proved effective in uncovering the key issues affecting the 

employees and the solutions that would work in practice. 

 

7.4 Practical Implications 

Following a review of the results, this research provides useful and important implications for 

leaders and organizations in the oil and gas industry and similar industries in the Niger Delta 

area.  The research outcomes contribute useable new knowledge concerning the relationship 

between various personal and psychological variables, positive affectivity and turnover 

intention. The practical implications of the findings of this research are described with respect 

to positive affectivity, organizational commitment, perceived organizational support, pay 

satisfaction and other elements identified during the research. 

 

7.4.1 Positive Affectivity 

The results show that positive affect employees tend to have a more positive perspective on 

issues with more opportunities to be committed to the organization and hence have a lower 
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tendency to want to leave. Oldham and Fried (1987) suggest that for organizations to reduce 

turnover intentions, it is important for them to create high positive affect enabling 

environment.  

The implication of this finding for organizations is that during recruitment and selection of 

new employees, testing of employees’ personality for positive affectivity may be carried out, 

as this offers the opportunity to identify early on the employees who have a lower probability 

of having turnover intentions. Organizations and managers can also consider providing a 

positive affectivity-enabling environment, i.e. one in which the work culture and 

communication fosters a positive attitude amongst the organizational workers. 

 

7.4.2 Organizational commitment 

The three components of organizational commitment according to Allen and Meyer (1990) 

are affective, continuance and normative commitment. Affective commitment is where the 

employees stay on with the organization because they identify with it, are emotionally 

attached to it and desire to stay on; continuance commitment is where employees stay on with 

an organization because they feel compelled to do so having taken into consideration the 

benefits and costs of either staying or leaving; while normative commitment is where 

employees stay on based on a sense of responsibility to the organization (Allen and Meyer, 

1990). The results from action research cycle one clearly indicates that it is only continuance 

commitment that has a statistically significant result, with a strong influence on turnover 

intentions. This finding was supported following the observations in cycle two, where 

employees responded to the concrete improvement activities such as promotion opportunities, 

opportunities for challenging work internally and career development opportunities, rather 

than to emotional elements or a sense of responsibility. This is relevant to organizations in 

order to ensure that clear and firm structures with elements that clearly show the benefit of 

staying are part of the organization’s Human Resources strategy in order to encourage 

employees’ commitment to the organization. An example would be to provide an 

international posting or a broadening assignment to a different part of the organization for 

restless employees who desire more challenging work in order to be challenged within the 

organization rather than have to leave. 
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7.4.3 Perceived Organizational Support 

Herzberg, Manser and Synderman (1959) first identified the need to recognise the 

intrinsically motivating aspects of employees’ work. They suggest that these intrinsic 

elements such as recognition, empowerment, and autonomy amongst others led to increased 

satisfaction and motivation and ultimately a desire to stay rather than leave the organization. 

In view of the above, several literatures have indicated the need to enhance autonomy and 

empowerment which will in turn not only increase the sense of the employee’s responsibility 

within the organization, but also the responsibility to the organization. An additional element 

for consideration with respect to enhancing the intrinsic elements is the focus on ways in 

which the employee’s work is enriched such that they are able to see their work as 

contributing materially to a larger whole and goal, as well as see their work impacting others 

in ways that are visible and meaningful, ultimately leading to the recognition for their efforts.  

An additional element is providing the right and enabling environment to get the work done, 

such as the flexible working opportunities that were identified during this research. The 

underlying assumption in making these elements available to employees is that providing 

them would make the employees more satisfied doing his job and will also make the job more 

attractive leading to lower turnover intentions. 

Organizational leaders and organizations may find it helpful to acknowledge the intrinsically 

motivating elements of employees’ jobs and find ways to ensure that their jobs are rewarding 

in that aspect. These intrinsically motivating elements potentially influence affective and 

normative commitment as these are mostly based on emotion and responsibility respectively. 

 

7.4.4 Pay Satisfaction 

Following the review of the literature on pay satisfaction, it is clear that pay is useful in 

meeting the desires and needs in lives of employees and their families. Pay in general also 

plays an important role, as it serves as a feedback opportunity indicating how well one is 

doing, as well as serves to bestow prestige and show one’s status. 

The oil and gas industry worldwide is considered to be a high paying one, and it is expected 

that the survival needs of employees in the industry have been met long ago as most 
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employees are comfortable and can readily afford the luxuries of life.  There is however a 

symbolic value of pay which is salient to the employees in the oil and gas industry in the 

Niger Delta. A high level of pay or financial reward relative to what their peers or 

acquaintances take home is a clear and discernible sign of achievement and accomplishment 

and therefore highly salient. It is therefore not surprising as indicated in the research findings 

that a failure for organizations to provide satisfaction in this area and meet the employee 

expectations will increase turnover intentions. The research in cycle one indicated that there 

was a strong, direct and statistically significant relationship between pay satisfaction and 

turnover intentions, which confirms the success of implementing the pay range increase and 

lump-sum retention scheme and validates the utility. 

The organization needs to however take into consideration that such pay increase and 

retention schemes may mostly serve to enhance continuance commitment as the employees 

may no longer be able to afford to leave; rather than normative or affective commitment 

based on passion and common goals or values. In order to enhance loyalty based ties with the 

organization, it is essential to incorporate other elements in the organization’s Human 

Resources strategy such as the perceived organizational support elements as discussed above. 

 

7.4.5 Other Practical Implications 

The way and manner in which change is communicated by organizational leaders is 

extremely crucial to the success of the change (Ford and Ford, 1995). In this research, at the 

start of the process the Department manager communicated to the employees the 

improvement strategies to be implemented and the change to be expected, and the 

communication on progress was continued on a regular basis until cycle two of the research 

was completed. The employees were educated on the reasons for the change and the expected 

benefits which enabled them not only see the positives of the process, but also feel a part of 

the change process with a voice to influence any changes where necessary. 

These elements together served to deliver the improvement successes recorded during the 

research. Noting that not all the identified improvement strategies have been fully 

implemented, it will necessary for the organization to ensure that regular communication is 

continued until the entire project is completed in order to maintain the gains and enthusiasm 

for the change displayed by the employees. Having noted how the change has been 
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implemented in one organization (Shell), it may be necessary for the leadership in the other 

participating organizations to determine how these strategies fit within their own 

organizations and make the relevant adjustment where necessary to suit their peculiarities 

during implementation. 

Another practical implication is about operating in a complex system. With so much going on 

around the organization and in the environment (Doolittle, 2014), it becomes even more 

important for the organizational members to have the necessary structure and to align with 

something, which in this case is an internal understanding and a strong grasp and 

identification with the organization, i.e. what it stands for and its future path and goals. 

Organizations and employers in such systems and environments, therefore, need to focus 

their retention strategies on enhancing employee identification with the organization and 

ensuring that this provides the relevant structure to guide and provide meaning for the 

employees. 

 

7.5 Conclusions 

This chapter has identified several implications related to theory formulation, impact on 

methodology, as well as implications for business and other practitioners within and beyond 

the Niger Delta area. 

Some of the key theoretical implications include incorporating positive affectivity and 

establishing what impact it has on other personal and psychological elements which in turn 

have an impact on turnover intentions.  The study tested the influence of positive affectivity 

on the relationship between pay satisfaction and turnover intention and successfully expanded 

the theory related to positive affectivity.  

On methodology, one of the key implications was the combination of research methods in 

ways not previously done, i.e. the Insider Participatory and Collaborative Mixed Action 

Research (IPCMAR). 

Several practical implications were identified which include the need to understand 

employees affect (positive or negative affectivity) as this does have an impact on pay 

satisfaction, employee identification with and commitment to an organization and ultimately 

on turnover intentions, and should be a consideration when attracting for retention.  
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Perhaps due to the social and economic status of the developing Niger Delta area, pay is one 

of the top ranking factors identified as impacting turnover intentions, compared to what is 

available from literature, and employers in the area need to factor this into their retention 

strategies.   

In a complex environment, employers need to consider working on and obtaining the 

commitment of employees to the organization, noting that the external environment is 

continuously changing. 
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8 Limitations and Recommendations 

8.1 Introduction 

This research has a few limitations, and they are presented and discussed in this chapter. It is, 

however, important to note that these identified limitations in no way materially detract from 

the research findings discussed in previous chapters. These limitations are however listed 

here to enable other readers better understand what these are, as well as identify ways to 

address the limitations if and when any further research in this area is carried out.  

The chapter is structured by identifying the limitations and explaining the importance of each. 

Also explained is the nature of the limitation as well as the justification of the choice made 

during the study. Lastly, a forward-looking perspective is provided with suggestions and 

recommendations proffered for future research endeavours in the field of turnover intentions 

in Nigeria and globally. 

 

8.2 Limitations and Recommendations 

First, the research was carried out in the oil and gas industry of the Niger Delta area. 

Additionally, the industry is a high paying one with employees who are well-educated office 

workers. According to Lyons (2008), well-educated organizational members are likely to be 

involved in job crafting since they typically hold high positions within the organization.  To 

some extent, similar outcomes would be expected in a similar context of, i.e. high paying 

industry or similar locale, but the outcomes may differ based on the contributing individuals 

or research participants. Transferability of the research results could, therefore, be enhanced 

by replicating the study in other industries across the pay range in other parts of Nigeria, and 

additionally incorporating a sample of non-office workers across various educational levels, 

as this may prove insightful. 

Hofstede (2001) further adds that since cultures are different, these could also have an impact 

on the results. For this reason, it is recommended that future research is carried out in other 

countries to establish the impact of cultural differences on the outcome especially noting that 

there are personality elements, i.e. positive and negative affectivity which are key elements of 

this research. 
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The second limitation is in regard to the self-report data gathered in cycle one of this action 

research study. The data was gathered in a self-administered survey where according to 

Podsakoff, MacKenzie, Lee and Podsakoff (2003) there is a risk of egoistical bias as well as 

method bias.  Method bias could be present because self-report data tends to influence social 

desirability and egoistical bias because research participants may respond in a manner that 

gives a more favourable view of themselves, particularly when asking questions during this 

research about positive or negative affectivity. To minimise any negative impact of this 

limitation, there was an option on the survey form to provide the data anonymously. 

Additionally, to encourage participation in an authentic manner the survey questions were 

administered in such a way that there was no “wrong” or “right” answer. During the data 

analysis process, item analysis was also carried out in order to ensure integrity of the 

variables used in the analysis. The reader may however have to take this into consideration 

when reviewing and analysing the outcomes of this research. 

The third area for further research is in regard to some of the hypothesis tests which returned 

non-significant results in cycle one of this research. The relationship between negative 

affectivity and some personal and psychological variables such as organizational 

commitment, organizational identification, perceived organizational support and pay 

satisfaction were positive but not statistically significant. The implication of this result is that 

it could be occurring by chance and may not be representative of the population. It is 

therefore recommended that this element of the research with respect be repeated on a 

different population to obtain a more conclusive outcome. The impact of the two 

demographic variables in the model, i.e. age and tenure on turnover intention also returned 

non statistically significant results. These relationships should also be tested on a different 

population in a similar context as this research to get more conclusive results. 

The fourth limitation of this research was that the effect of positive affectivity on pay 

satisfaction returned a non-statistically significant result, implying that the result was 

inconclusive. It is recommended that future studies repeat the test of the influence of positive 

affectivity on pay satisfaction and ultimately on turnover intentions on a different population 

and in a different environment. 

The fifth limitation in this research was the inability to deploy fully a longitudinal approach 

in cycle two in addition to the cross-sectional approach used in cycle one as part of the action 

research approach. Typically, cross-section research aims to obtain data once at a point 
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during the research to understand the causal processes. This was done with the use of survey 

questionnaires in cycle one. However, due to the added advantage of longitudinal studies, 

continuous observations were implemented in cycle two with the learning set following the 

implementation of the improvement strategies, however for this research, the observation 

could not be extended to cover the 1 – 2 year period when some of the identified 

improvement actions were to be implemented. Additionally, the time constraints did not 

allow for the implementation of the improvement strategies on the two other participating 

organizations. It is recommended that those longer-term improvement strategies be 

implemented in further research on turnover intentions to assess the impact on turnover 

intentions. 

In this research, the asynchronous meeting method was deployed especially for learning set 

discussions with two of the participating organizations in cycle two of the action research. 

While there are benefits of this approach such as saving time money and effort, there are also 

a few limitations such as the lack of face to face brainstorming opportunities. The exchange 

of ideas in such a scenario may also be limited, with learning set members possibly unable to 

easily share their ideas and insights on the issues for extensive discussion, critique and 

challenge. It is recommended that in such scenarios a few face to face discussion sessions are 

incorporated into the research to deepen the learning set discussions as required. Raelin 

(2003) suggests that a platform to discuss and extract ideas from all participants in a 

collaborative manner during the meaning-making process of change is essential. 

The perceived organizational support scale used in the analysis consisted of three items, 

which was considered valid by Worley, Fuqua and Hellman (2009) and confirmed to be 

integral following the Cronbach Alpha analysis in this research. In future research, it is 

however recommended to deploy a higher item number scale such as the eight-item scale 

tested by Worley, Fuqua and Hellman (2009) which returned a 12-point increase in internal 

consistency when compared with the three-item version (α = 0.81 for the three-item scale and 

α = 0.93 for the eight-item scale), as this could lead to slightly different outcomes. 

 

8.3 Conclusions 

Typically, most studies or research are not fully concluded because the initial study or 

research findings lead to the development of additional research questions, with each 

question framing or leading to other possibilities. In line with this, while this research has led 
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to some findings which provide good insight and understanding of turnover intentions of 

employees in the Niger Delta oil and gas industry, it has also identified a few limitations 

which arise from the research design chosen as well as from the outcome of the research. 

These have been discussed above, with several suggestions for how they can be addressed in 

future studies. 
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Appendices 

Appendix 1: Existing Practice Issue – Turnover statistics 

 

Below is the turnover data as at 2013 for one Engineering unit in one of the participating 

organizations. This highlights the practice problem that led to the initiation of this research. 

 

 

 

 

 

 

 

Voluntary exits, 
number(20), 7%

Remaining 

organizational 

members, 
number (280), 

93%
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Appendix 2: The Final Questionnaire 
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You pick interest 
in work activities 
even though you 
have very little 
prior knowledge 
about them 

1 2 3 4 5 6 7 

You are usually 
determined to get 
things done 
when you set 
your mind to it. 

1 2 3 4 5 6 7 

You are upset 
when things go 
wrong at work  

1 2 3 4 5 6 7 

You feel irritable 
if your 
expectations at 
work are not met 

1 2 3 4 5 6 7 

You are fearful 
of what the 
future holds in 
times of 
uncertainty at 
work 

1 2 3 4 5 6 7 

You feel nervous 
when you think 
about work-
related activities 
you are not in 
control of 

1 2 3 4 5 6 7 

You feel guilty 
when you realize 
you have not met 
your 
expectations on 
the job 

1 2 3 4 5 6 7 

 
 
Affective Commitment 
Below are a few questions on affective commitment? Please tick the appropriate box. 
 

  

  

Strongly 
disagree 

Disagree Disagree 
somewhat 

Neutral Agree 
somewhat 

Agree Strongly 
agree 

I see the 

problems of this 

organization as 

my own 

1 2 3 4 5 6 7 
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I feel 
emotionally 
attached to this 
organization 

1 2 3 4 5 6 7 

This organization 
means a lot to 
me 

1 2 3 4 5 6 7 

I feel at home in 
this organization 

1 2 3 4 5 6 7 

I feel like 'part of 
the family ' in 
this organization 

1 2 3 4 5 6 7 

 

Continuance Commitment 
Below are a few questions on continuance commitment? Please tick the appropriate box. 
 

  Strongly 
disagree 

Disagree Disagree 
somewhat 

Neutral Agree 
somewhat 

Agree Strongly 
agree 

It would be 
difficult for me 
at this time to 
continue with 
this organization 

1 2 3 4 5 6 7 

I feel that I lack 
alternatives  and 
now need to 
resign 

1 2 3 4 5 6 7 

If I quit, I feel it 
would  be 
difficult to find 
another job 

1 2 3 4 5 6 7 

Too much would 
be disturbed in 
my life if I were 
to resign now 

1 2 3 4 5 6 7 

I'm afraid of 
what might 
happen if I leave 
my job without 
immediately 
securing a new 
job 

1 2 3 4 5 6 7 
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Organizational Commitment 

Below are a few questions on organizational commitment? Please tick the appropriate box. 
 

  Strongly 
disagree 

Disagree Disagree 
somewhat 

Neutral Agree 
somewhat 

Agree Strongly 
agree 

I find that my 
values and the 
organization’s 
values are very 
similar 

1 2 3 4 5 6 7 

I’m proud to tell 
others that I am 
part of this 
organization   

1 2 3 4 5 6 7 

It would take 
very little change 
in my present 
circumstances to 
cause me to leave 
this organization 

1 2 3 4 5 6 7 

I would accept 
almost any type 
of job 
assignment in 
order to keep 
working for this 
organization 

1 2 3 4 5 6 7 

I am extremely 
glad that I chose 
this organization 
to work for over 
others I was 
considering at 
the time I joined 

1 2 3 4 5 6 7 

  

 

 

Organizational Identification  

  Strongly 
disagree 

Disagree Disagree 
somewhat 

Neutral Agree 
somewhat 

Agree Strongly 
agree 

When someone 
criticizes my 
company, it feels 
like a personal 
insult. 

1 2 3 4 5 6 7 

I am very 
interested in 
what others think 
about my 
company 

1 2 3 4 5 6 7 



205 
  

 
 

 

When I talk 
about my 
company, I 
usually say "we 
rather than 'they' 

1 2 3 4 5 6 7 

My company's 
successes are my 
successes 

1 2 3 4 5 6 7 

When someone 
praises my 
company, it feels 
like a personal 
compliment 

1 2 3 4 5 6 7 

If a story in the 
media criticized 
my company, I 
would feel 
embarrassed 

1 2 3 4 5 6 7 

 

 

Perceived Organizational Support  

What is your perception of the support the organization gives to you? Please tick the 
appropriate box. 

  
  

Strongly 
disagree 

Disagree Disagree 
somewhat 

Neutral Agree 
somewhat 

Agree Strongly 
agree 

My organization 
strongly 
considers my 
goals and values. 

1 2 3 4 5 6 7 

My organization 
really cares 
about my well-
being. 

1 2 3 4 5 6 7 

My organization 
shows a great 
deal of concern 
for me. 

1 2 3 4 5 6 7 

 

 

 

Pay Satisfaction 

How do you feel in general about the following pay situations? Please tick the appropriate 
box. 

  
  

Strongly 
disagree 

Disagree Disagree 
somewhat 

Neutral Agree 
somewhat 

Agree Strongly 
agree 

The size of your 
current salary is 
satisfactory. 

1 2 3 4 5 6 7 

Your benefits 
package is good. 

1 2 3 4 5 6 7 
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The raises you 
have typically 
received in the 
past have been 
very good, and 
come as 
expected. 

1 2 3 4 5 6 7 

Your raises are 
determined in a 
clear and 
transparent 
manner. 

1 2 3 4 5 6 7 

The 
organization’s 
pay structure is 
best in class.  

1 2 3 4 5 6 7 

 

Turnover Intention 

What are your views about leaving the organization? Please tick the appropriate box. 

 
 

Strongly 
disagree 

Disagree Disagree 
somewhat 

Neutral Agree 
somewhat 

Agree Strongly 
agree 

I often think 
about quitting my 
present job  
 

1 2 3 4 5 6 7 

I frequently look 
out for 
alternative job 
opportunities? 

1 2 3 4 5 6 7 

I am likely to 
accept another 
job at a higher 
compensation 
level should it be 
offered to me 

1 2 3 4 5 6 7 

To a great extent 
other 
responsibilities 
prevent me from 
quitting my job. 

1 2 3 4 5 6 7 

Fear of the 
unknown 
prevents me from 
quitting. 

1 2 3 4 5 6 7 

There is a high 
probability that I 
will leave the 
organization in 
the coming 
year(s)? 

1 2 3 4 5 6 7 
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What do you suggest that the organization should do for you not to think about leaving 
/quitting your job? 

 
 
 
 
 
 
 
 
 

 
 

 

Other Information 

 
1. Name:   _________________________________________ 

 
2. Age group: � 20-25 � 26-35 � 36-45 � 46-55 � over 55 
 
3. Gender: � Male � Female 
 
4. Number of years spent in organization: _________________ 
 
5. Job level: _________________________________________ 
 
6. Department: _______________________________________ 

 
7. Contact details (e-mail): _____________________________ 
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Appendix 3: Ethics Committee Approval 

 

 

 


