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Abstract 
 

Retaining employees is an important goal of every organization. This thesis explores the factors 

that can significantly impact employee retention in an organisation. It attempts to relate some of 

the factors discovered to major theories such as the Employee Equity Model, Herzberg’s (Two-

Factor) Theory and the Job Embeddedness Theory. The literature surveyed by this study mention 

employee motivation, job satisfaction and job embeddedness as the main factors that influence 

employee retention rates. The study proposes that job embeddedness is a superior model that 

significantly explains employee retention. The population for the study were 53 respondents out 

of 75 taken from a patent firm in Australia, a representation of the rapidly growing knowledge 

industry. The participants of the survey were contacted through private email and selected for the 

study by simple random sampling done via the listing of the employee names in a spreadsheet 

program.  The survey questions were categorized under six major theories of employee retention 

with each category having an average of five questions. Four most significant theories emerging 

were compared and the theory best explaining employee retention was chosen. The four most 

significant theories were Employee Equity Model, Herzberg’s (Two-Factor) Theory and the Job 

Embeddedness Theory, and the one that most explains employee retention was Herzberg’s (Two-

Factor) Theory. This implies that notwithstanding the age of the Two-Factor theory, it is still 

significant for managing employee retention in today’s rapidly expanding service- and 

knowledge-based organisations. 
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1. INTRODUCTION  
 

Employees are an asset of an organization. The more time an employee spends in an 

organization, the more experienced the employee gets and becomes more valuable to the 

organization. Companies make a great deal of investment in hiring an employee. This includes 

advertisements for the job vacancies, paying the recruiter, time and effort spent in conducting 

interviews and selection etc. Also, when an employee joins an organization, he is not as 

productive to the organization because he is not familiar with the systems and procedures of the 

organization and in full-time jobs it takes at least couple of months for the employee to get 

himself aligned with the organization. The discussion so far does not take into account the fact 

that there might be gaps in knowledge of the employee relating to technology and skill set 

required for the job. If so, it takes the company considerable amount of resources to train the 

employee.  

 

There are firms which do not produce physical products or services. Their production houses are 

the brains of their employees. The products that these organizations produce are reports, 

documents and data generated by the employees. In such cases the importance of the employee 

to the organization need not be over emphasized. Recently FaceBook bought a company 

FriendFeed for a reported sum of $47 million, paying $4 million per employee. FaceBook was 

criticized for such an expensive buyout. However, Zuckerberg defended his decision by saying 

“Those who are exceptional in their role are not just a little better than those who are pretty good, 

they are 100 times better” (HBR Network). There are a number of examples of such 

organizations. One is the judiciary in which the quality of the product produced is measured in 

terms of the verdict produced by the judges. Another example is that of research institutions 

which primarily depend on the creativity of their employees. Yet another example is that of 

patent firms which assist a companies or research organizations in getting patents for the 

invention the organizations claim to have made.  
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Patent firms spend quite a few months to train the employee in patent law and after that the work 

produced by the employee is supervised for a number of months to ensure that the reports 

produced by the employees conforms to patent law. On the average it takes more than a year 

before the employee can produce his own work independently. Having spent so much on the 

employee in terms of time, effort and money, it is a big loss to the organization if the employee 

decides to leave the job before working in the organization for at least five years. However, 

despite efforts by these employers to retain their employees, staff turnover is a major problem 

faced by patent firms. 

 

1.1 Background 
 
Employee retention can simply be defined as the strategies put in place by an organization to 

retain its employees and reduce turnover. Employee retention can be represented by a simple 

statistic (for example, a retention rate of 80% usually indicates that an organization kept 80% of 

its employees in a given period) (Wikipedia). The rate of retention is the inverse of the rate of 

employee turnover and expectedly if a relatively high number of employees stayed at post within 

a specified period then the retention rate is high and the turnover rate is low i.e. (Retention rate = 

1/turnover rate). Retaining employees is an important goal of every organization. It helps reduce 

wastage in terms of the time, effort and money spent in hiring and training new employees and 

integrating them into the organization. Moynihan & Pandey (2007) have called employee turnover 

as an organization’s loss of memory.  

 

Retaining all the employees may not be the desire of every business. Most of the organizations 

are concerned with retaining the high performers, those who possess key skill and knowledge 

needed to run the organization and those who are difficult to be replaced.  Greenberg and 

Sweeney (2010) also emphasize that organizations should make efforts to keep their best talent 

despite difficult times. They further argue that it is the top performers that distinguish one 

business from another. Cardy & Lengnick-Hall (2011) also advocate that if best workers are not 

retained, an organization can be negatively affected from the operational to the strategic level 

and that human capital remains one of the few resources that can provide a sustainable 

competitive advantage. They however suggest that employees should be classified as platinum, 
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gold, iron and lead, and that organizations should spend more effort to retain platinum employees 

as compared to the lead employees.  

 

It is worth mentioning here that employee’s exit from a job has different dimensions. However, 

the issue which is of relevance here is that certain factors of employee’s exit may be controlled 

by the management while there are other factors on which the management has little or no 

bearing.  For example an employee may leave his job because of family situation, job offers and 

pursuit of new opportunities. Cardy & Lengnick-Hall (2011) further emphasize that efforts to 

maximize retention are consistent with a concern for employees and a desire to make the 

organizational environment as “sticky” as possible in order to keep employees. Efforts to 

minimize turnover, on the other hand, can be seen as motivated to reduce or avoid a cost. 

 

1.2 Problem Statement 
 
Factors that contribute to employee turnover are varied and have been verified to an extent by 

equally varied models and theories. The literature surveyed by this study mention employee 

motivation, job satisfaction and job embeddedness as the main factors that influence employee 

retention rates.  Organisations typically apply some of these factors in the development and 

implementation of their employee retention strategies. There is however little information on the 

strategies to adopt when dealing with knowledge-intensive industries. The nature of jobs in these 

kinds of industries directs the employee to use his creative abilities together with extensive 

knowledge about a subject. The strategies applied to retain the knowledge worker may need to be 

adjusted to some extent as compared to other workers, say factory workers.  

 

The nature of work in the patent industry is mostly abstract and involves less or no element of 

physical and hands-on work. Patent examiners and attorneys form the core of the industry. They 

examine patent applications and assess or advise clients on the patentability of their inventions. 

These people are primarily from technical backgrounds and aspire to work in the cutting-edge 

technology when they are young and studying for their technical degrees in the universities. On 

joining the patent industry they discover that the work is not of practical nature. Those who have 

got curiosity for practical scientific work may find work in the patent industry less mentally 
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stimulating and may feel bored with it. This could lead to employee turnover. Thus a concern for 

this industry has been the retention of its trained employees. 

The purpose of this thesis is to investigate the factors that contribute to an employee’s decision to 

quit his job. In this study, we intend to do a case of a patent firm and aim to draw generic 

conclusions which can be applied to a variety of organizations. We aim to recommend measures 

for organizations to increase job satisfaction and help retain the employees. 

 

1.3 Hypotheses 
 

H1: Job Embeddedness positively and significantly explains employee turnover. 

H2: Job Embeddedness is a superior theory over other employee turnover theories in determining 

the causes of employee turnover. 

 

The hypotheses have been put forth in light of the literature review done, especially in sections 

2.3.6 and 2.3.7 where a justification is provided for making H1 and H2. 

 

1.4 Significance of Study 
 
Employee turnover is a universal problem and can challenge any organization in any part of the 

world. It depends not only on the internal dynamics of the organization but also on external 

environment and job market factors. The study will be useful for organizations striving to 

increase job satisfaction and institutions which are concerned with keeping their staff. 

Government and private organizations will benefit from the study alike. The study will also serve 

as useful resource for researchers in the area of job retention. 

 

1.5 De-limitations 
 

• Population may not be representative of worldwide phenomenon.  The study was limited 

to a patent firm and may not extend well to cover other knowledge industries. 
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• The discussion has been kept as generic as possible owing to sensitivity of data to the 

organization chosen for the case study. 

• Since employee turnover is a sensitive issue, it is felt that some respondents may be 

unwilling to participate in the survey or may be suspicious about intentions of the 

management. They may feel reluctant to disclose their true opinions on satisfaction and 

motivation, fearing negative impact on their jobs or on their relationships with their 

seniors. 

• It is also suspected that some employees may exaggerate the situation than it exists in 

reality based on their negative experience with the firm. We may receive biased 

responses from some of the employees surveyed. 

• Despite the best efforts of the authors to frame survey questions to relate significantly to 

the discussed theories, some of the questions stand the risk of not obtaining responses 

that fully capture the essence of the theory concerned.  

 

1.6 Thesis Structure 
 
The remainder of this thesis report is laid out in five main parts: Review of literature which 

mentions the various theories and models in employee retention research. These theories and 

models are categorised under various discussions of purported “factors” that contribute to 

employee retention. Major factors mentioned under the theory discussion include job 

satisfaction, motivation, job embeddedness and colleague quality. The review attempts, 

qualitatively to find the contribution of job embeddedness to employee retention. Job 

embeddedness is believed to better explain the problem of employee retention. 

 

The next section of this write-up discusses the methodology which comprises a survey conducted 

on a specified population. The population was chosen from a patent firm which is believed to be 

a representative of the knowledge-intensive industry and various considerations for the selection 

are briefly discussed under this section.  
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The results of the survey with the preliminary analyses are presented next. The frequencies of the 

survey responses are presented and each question is presented in chart form. The Analysis of 

Results chapter further examines the relationship between the variables (the factors) and draws 

inferences from the statistics computed. It also analyses the relationship between selected 

theories and models. 

 

Finally, the conclusions and implications section discuss the strategies to adopt to retain 

employees in an organization. The strategies are discussed in relation to the factors that 

contribute to employees’ decision to stay or quit a job. 
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2. THEORY 
 
Employee retention strategies have been the subject of research for many decades. Many related 

studies have been put forward to address the causes of employee turnover, factors related to job 

satisfaction and dissatisfaction, sources of employee motivation and performance management. 

The human resource departments have always been confronted with the problem of turnover and 

experimented with various strategies to solve the problem with equally varied levels of success. 

Pockets of success (Hallmarks of Retention Superstars, n.d.) experienced in organizations as a 

result of the application of some of the past research findings are still widely debated and 

criticized as not being workable elsewhere. It becomes more imperative however that different 

industries must adopt different approaches to tackle to problem of employee retention. 

 

2.1 Job satisfaction 
 
Employee retention is related to a number of factors. One of the most important factors is job 

satisfaction. It is the most reliable factor in predicting employee turnover (Cotton & Tuttle, 

1986). Job satisfaction again is dependent on a number of factors which can be classified as 

extrinsic or intrinsic. 

 

2.1.1 Job Satisfaction in the Light of Needs 
 
We start from the basics and look at Maslow’s theory of hierarchy of needs to understand job 

satisfaction. Job satisfaction can be linked to most of the levels of Maslow’s hierarchy 

(Wikipedia). People need jobs to fulfil their everyday physical needs like food, clothing, 

accommodation and healthcare etc. For most people, job is a primary source of financial 

security; the better paying and more secure the job is, the more financially secure the individual 

feels. A job can also provide a sense of association and belonging. Most of the people associate 

themselves with the nature and place of their work. The nature of job and the organization where 

the employee works form dominant parts of a person’s identity and status in society. For 
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majority of the people job provides a potential means for the goals they want to achieve in life 

and the contribution they aspire to make to the society. When applied to the organizational 

model, meeting the self-actualization and esteem needs of an employee tend to correlate to better 

retention. Physiological, safety, and social needs are important as well, however, and must be 

addressed to improve the work environment. 

 

2.1.2 Intrinsic Factors of Job Satisfaction 
 
Herzberg (Herzberg, HBR), a psychologist argued that employees are less likely to be motivated 

by extrinsic incentives such as perks, plush offices or even promotions or pay. Rather, employees 

are most often motivated by intrinsic rewards which include interesting, challenging work and 

opportunities to grow and achieve greater responsibility. He believed in empowering the 

employees by giving them more responsibility, making information directly available to 

employees rather than channeling it through supervisors, assigning new and difficult tasks to 

individuals and giving them opportunity to perform specialized tasks that enable them to become 

experts. He proposed a theory about the factors that motivate employees. He uncovered two 

aspects of job satisfaction. One of the aspects is the motivators itself i.e. the elements which are 

primarily responsible for job satisfaction. Motivators may include achievement, recognition, 

nature of the work, responsibility and career progression. He called another aspect the hygiene 

factors. The presence of hygiene factors do not contribute to job satisfaction but their absence 

negatively affect the job satisfaction. The hygiene factors include company policy, supervision, 

interpersonal relations, working conditions, and salary. 

 

2.1.3 Employee Self-Efficacy and Job Satisfaction 
 
The Job Characteristics Model (Hackman & Oldham, 1976) suggests job characteristics that 

contribute to job satisfaction. These include skill variety, task identity, task significance, 

autonomy and feedback. The impacts on the psychological states of an individual as a result of 

core job characteristics are the “experienced meaningfulness, experienced responsibility for 

outcomes and knowledge of actual results”. The Dispositional Theory (Jackson, 2007 as cited by 
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Wikipedia) is general theory that suggests that individuals have the inbuilt tendencies towards 

job satisfaction regardless of job role. The Core Self-evaluations Model (Judge as cited in 

Wikipedia) which grew out of the Dispositional Theory mentions four elements related to job 

satisfaction. These are self-esteem, general self-efficacy, locus of control and neuroticism. The 

model proposes that the more self-confident an individual is about his job and his ability to 

perform the more satisfied he is with the job. 

 

2.1.4 Seeing Employees as Customers of a Business 
 
An interesting model relating to employee turnover and which also deal with employee 

satisfaction has been presented by Cardy & Lengnick-Hall (2011). To understand employee 

satisfaction, they should be viewed as customers of a business. This analogy will help businesses 

underline factors that contribute to job satisfaction and make employees stick to their 

organizations in the same way as satisfied customers are loyal to a business. Like customer 

equity which is concerned with the long term and future value of a customer rather than the 

immediate profitability of products or services, employee life time value depends not only on the 

immediate value or quality of contribution of the employee to the business but also on the length 

of relationship between the employee and the organization.  Thus an employee who has highly 

valued contribution to the business but stays with the business for a short time may have lower 

life time value as compared to an employee whose contribution is of substantially lower quality 

for the same period but who stays with the business for a longer period of time. Employee equity 

in turn depends on the total discounted life time value of an employee.  

 

Employee equity has three dimensions. First is the value equity which is an assessment made by 

an employee for an effort the employee has to make in return for the benefits. This is analogous 

to cost to benefit ratio analysis done by a customer. Thus an employee may look for another 

employment if the pay and compensation provided by the organization is not commensurate with 

the effort and not at par with the compensation offered by other organizations. Second dimension 

of employee equity is the brand equity which is a member’s subjective or emotional beliefs 

regarding an organization. Organizational branding may also provide incremental preferences for 
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an organization’s desirability as a place to work beyond job and organizational attributes. 

Retention equity describes the tendency of an employee to feel connected to and stay with an 

organization. This dimension requires the organization to build value for an employee as an 

individual rather than solely focusing on its goals and targets. 

 

2.2 Motivational Factors 
 
Motivation is a mental process that gives an individual the desire to perform an action or exhibit 

a desired behavior. Thus if it said that an organization motivates its employees well then it means 

the former is creating in the latter a desire to perform some action or to behave in a desired 

manner. The various ways by which employees can be motivated have been studied widely and a 

number of resulting theories have been put forth to explain the subject. 

 

2.2.1 Expectancy Theory and Employee Motivation 
 
Unlike the Maslow’s theory of hierarchy of needs which is focused on needs and explains an 

individual’s actions and behaviour on the basis of the needs the individual strives to fulfil, 

another theory, called the Expectancy theory deals with outcomes (pdfcast.org Blog). This theory 

explains a person’s behaviour in terms of the outcome or the goals an individual wants to 

achieve. The individual then makes choices or seeks alternatives to get that outcome. The 

outcome should be attractive enough to cause an individual to start working for it. The goal 

should also be achievable. Expectancy theory links effort, performance and outcome. The 

employee should have the belief that the more the effort, the better the performance and the 

better performance the higher will be the reward. The reward has to be fascinate the person to 

motivate him to work for it i.e. there should be a positive co-relationship between an individual’s 

effort in performing a job and a desirable outcome for the individual which he values. This 

theory further asserts that the more the want of an extrinsic or intrinsic reward, the more 

determined the employee to get the outcome. The employee must associate an emotional value 

with the outcome. This emotional value has been called valence. If the valence is positive the 

employee would prefer to achieve the outcome rather than not achieving it.  
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Another variable related to Expectancy Theory is expectancy which refers to the individual’s 

belief that the outcome can be achieved. Increasing expectancy in an organization can be done by 

training employees and thereby making them more confident in their abilities. The third variable 

in the expectancy theory is the instrumentality which is the means or actions required to get the 

outcome. To be motivated to do the work, the employee must trust that if the outcome is 

achieved, the person will get the reward. This in other words translates to an employee’s 

personal outcome which is the reward i.e. if the employee takes certain steps he will be able to 

achieve the outcome which will result in the getting promised reward. Instrumentality requires 

establishing a relationship between the performance and the reward i.e. the employee should 

know what level of performance will bring what reward. The employee also needs to have trust 

in fairness of the system i.e. belief that the system will accurately determine the performance and 

then give the reward accordingly. The expectancy theory is also sometimes called the valence-

instrumentality-expectancy theory. 

 

2.2.2 Equity Theory and Employee Motivation 
 
Another factor of motivation lies in the equity theory (Wikipedia) that relates to the perception of 

fairness of distribution of benefits from similar contributions into group tasks and personal 

relationships. The contributions are inputs an individual makes to an endeavor and the benefits 

are the outcomes from the successful execution of the activity. Most individuals prefer the 

outcome to be relatively commensurate with their inputs, especially when compared with 

outcomes gained from similar inputs provided by a colleague or another individual they are in a 

relationship with. 

Individuals seek equity by distorting the input or outcomes in their own minds or by physically 

taking actions to alter the inputs or outcomes. These physical actions can involve the quitting the 

job with the group or organization where they experience the inequity. 

The motivation implication in the equity and expectancy theories was confirmed by an 

experiment (Taylor & Taylor, 2011) which attempted to explain the need for a balance in 
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efficiency and wages in the public services sector. In their article, they stated that public service 

motivation theory (PSM) was most often associated with increased wages. Variants of this theory 

mention the gift exchange model and the labour turnover model in which a higher than market 

wage rate is paid to elicit feelings of gratitude and prevent a shifting to alternative jobs 

respectively. 

 

 

2.3 Factors Attributed to Employee Turnover and Retention 
 
Having discussed job satisfaction and motivation as the primary factors responsible for employee 

turnover, other factors that may contribute to the turnover are explored in the following 

subsections. Employee turnover has several underpinning theories attempting to explain the 

phenomenon. Major findings include job satisfaction as one major determinants of employee 

turnover. However, job satisfaction alone does not significantly account for all the reasons why 

an employee would stay on his job. Herzberg et al. (1959) developed the two-factor theory 

proposing that the factors that cased an employee to stay at post were not opposite to the factors 

that drove the same employee out of the job. They intimated that the factors were different in 

nature and could not be used to determine employee turnover as well as in developing strategies 

for employee retention. 

 
2.3.1 Market Forces 
 
Job market and the economic condition prevailing in a country also affect a person’s decision to 

stay in or leave an organization. Cotton and Tuttle (1986) concluded in their study that that all 

things being equal, the better the local economic conditions, the more likely an employee will 

quit, confident that they will be able to find another job. Blau and Kahn (1981) propose that the 

more the time an employee spends with an organization and the older he gets, the lesser the 

likelihood that the employee will leave his job.  
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2.3.2 Organizational Environment 
 
Organizational policies and its environment also have a bearing on a person’s decision to stay or 

quit. Some argue that providing promotion and career advancement opportunities to individuals 

can make them stick to the organization (Kellough and Osuna, 1995).  

 

Career development often involves training and mentoring the employee. Some organizations 

have looked positively at providing training and development opportunities to the employee as a 

means to increase retention. However, others argue that training and development can have a 

negative impact on retention as it may open opportunities for the individual outside the 

organization. A study conducted in the United States and which relates to organizational 

environment is about the factors which contribute to nurses leaving their jobs. The study 

uncovered a number of factors. Firstly, the workplace was perceived to be unfriendly. The 

reasons attributed to unfriendly environment included incidents of belittling confrontations, 

sexual harassment, or gender abuse with co-workers. Another factor related to the nature of the 

job itself i.e. the emotional distress associated with patient care. Nurses not only felt heavily for 

sufferings of the patients but also about the inappropriate use of the advancing technologies. 

These issues caused negative thinking in nurses about their roles and their profession as they 

questioned whether the jobs they were doing were the ones they had aspired to do in their lives. 

Another factor mentioned for leaving the job was fatigue and exhaustion. The emotional and 

mental exhaustion coupled with physical fatigue seemed to be a compelling reason for nurses to 

leave (MacKusick & Minick, 2010). 

 

2.3.3 Social Networks 
 
The role of social networks has also been highlighted as a factor in employee turnover. Being a 

member of a society, an individual working in an organization is part of network not only 

internal to the organization but also belongs to networks outside. Moynihan and Pandey (2007) 

proposed that intra-organizational and inter-organizational networks have a marked impact on 

employee turnover. They argue that self-interested employees will build those networks for their 

own benefits. Given the rational and self-interested assumptions about individual behavior, we 

might expect that those workers who generate strong social relations are more likely to leave, 
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since they are motivated to create such relations for purposes of individual gains. Employees 

invest time and effort to build networks. Leaving the organization for a higher salary and better 

conditions can be tempting but the potential loss of social capital they have built over time can 

be a hindering element for job exit.  

 

Intra-organizational networks can be sticky webs that keep employees with the same 

organization. Intra-organizational networks have four attributes. These are network centrality, 

coworker support, felt obligations towards coworkers, and interpersonal citizenship behavior. On 

the contrary, inter-organizational networks can have a negative effect on employee retention. 

External social networks provide opportunities for job searches. These networks facilitate ready 

access to job postings. An employee can learn about better job offers that provide more benefits 

and better conditions. The employee need not have to go through cumbersome process of job 

searching.  External networks supply ease of movement to the employee and provides stimulus 

for leaving the job. Moynihan & Pandey (2007) conclude that intra-organizational social 

networks reduce turnover by making it less desirable, whereas an employee’s membership of 

external networks facilitates turnover by making it easier to find a new job. 

 

2.3.4 Colleagues’ Quality 
 
Another proposition about retention is that the quality of colleagues has an effect on a person’s 

desire to stay in the organization. Most of the jobs require a team work and performance of one 

individual depends on the performance of others. Groysberg and Lee (2010) in their research 

assert that knowledge-intensive firms such as law and accounting firms, management consulting, 

computer and engineering consulting, research and development organizations, etc., employ 

highly educated workers who are tasked with intellectual work. In these organizations, 

knowledge constitutes the key input and since this resource is held by the employees, the quality 

of colleagues forms an important factor in getting the job done. In such organizations knowledge 

has got higher value than financial and other inputs. Groysberg and Lee (2010) further argue that 

since much of the work spans across many areas of the organization, therefore high-quality 

colleagues in different parts of the firm, not only those working intimately with a given 

individual, provide valuable support and a strong influence on turnover. 
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2.3.5 Person-Organisation Fit 
 
Person-organization fit (P-O fit) also affects employee turnover. P-O fit has two aspects. One of 

the aspects has been discussed by Moynihan and Pandey (2007). They assert that employees 

want more than financial rewards or desirability of specific tasks. Employees may feel an 

attachment to the organization because of the opportunity to carry out work that holds intrinsic 

value to them. The missions and goals of the organization may attract the individual itself. P-O 

fit relates to the compatibility of the organization and the individual in terms of values. It 

represents value congruence between an individual and an organization. The more the P-O fit, 

the less the likelihood of turnover.  P-O fit has another dimension as well. It has a closer 

relationship with the employee selection process as well. In this respect, P-O fit is concerned 

more with suitability of the candidate for the job in terms of the skill set, abilities and attributes. 

For example some executives may leave the job because they fail (Gilmore & Turner, 2010). 

Stybel and Peabody (2007) proposed that search consultants while choosing a candidate for a 

leadership role, should provide information about strategic goals of the company which the 

candidate has to advance. This will help employ the most desirable candidate. 

 

 

2.3.6 Job Embeddedness 
 
Mitchell et al. (2001) developed a construct that threw more light on the factors encouraging 

employee retention. This construct is known as Job Embeddedness (JE). The JE model found 

three main determinants: fit, links and sacrifice where each determinant could be considered in 

relation to the job (internal embeddedness) on one hand and the community or external 

environment (external embeddedness) on the other.  The details of the determinants of JE are:  

• Fit – with factors such as career goals, personal values and future plans. It can be defined 

as how the comfortable the employee is with workplace elements. The level of skill 

utilization and integration in community or work environment are also factors of the Fit 

component. 
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• Link – is a component related to the extent of integration with community and work 

place. Family pressures are some of the factors under this component of JE. 

• Sacrifice – is the perceived cost of leaving the social and job network. This is less if 

employee has not formed deep links with colleagues in the work place or industry. 

  

Each of the determinants of JE is considered as influenced by the workplace on one hand and the 

community where the subject lives on the other. The three determinants have since discovery 

been used in various studies to test generally their level of support for popular industries where 

turnover was a major concern. Being a young theory, studies are still ongoing across an 

expanding array of specialized industries and organizations. 

 

2.3.7 Contribution of Job Embeddedness to Employee Retention 
 
Quite a number of studies have been conducted to confirm the JE construct’s superiority over 

existing job satisfaction and organizational commitment models in attempting to explain the 

employee turnover problem. Reitz, Anderson and Hill (2010) stated that in measuring turnover 

factors, it is unclear under certain circumstances whether the employee left the job voluntarily or 

involuntarily. This is due to the difficulty in getting the employee’s perspective after he has left 

the job and also possible biased reliance on organisation's information on the employee such as 

exit interviews. They made a comparison between traditional turnover research (TT) and JE 

asserting that voluntary and involuntary turnover were not well explained from using existing 

traditional turnover research design. Again they intimated that a cross-tabulation of the 

contributory factors of turnover against the mode of the turnover (voluntary or involuntary) 

could not reveal any conclusive information using the traditional turnover research design and 

therefore concluded that the JE construct is better overall in employee retention and turnover 

studies. 

Mallol, Holtom and Lee (2007) conducted an experiment that tested the consistency of the JE 

construct across diverse cultures. They found that linkages to community were explained by the 
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family commitment aspects of JE. They concluded that family commitment was one way by 

which a culture demonstrated which kind of family arrangement was dominant: whether the 

nuclear or the extended family system was emphasized. It has been concluded from the study 

that the kind of arrangement practiced generally affected the wealth of the individuals: there is a 

negative correspondence between the size of the family and wealth. Community related 

components of the JE construct will thus be higher for cultures which value the extended family 

system.  

 

Many organizational commitment studies led to unexplained variances in the outcomes of their 

research. For instance, there is a variance between occupational withdrawal and organizational 

commitment. The concept of JE was introduced as a response (Adams, Webster and Buyarski, 

2010) to these observations and presents a broader set of factors that have less affective 

components.  

Tanova and Holtom (2008) intimated that despite the many meta-analyses on the determinants of 

turnover, there is still no universal agreement on those determinants of employee turnover. 

Generally though, it has been discovered that job satisfaction and attitude alone do not explain 

whether employees stay or leave their jobs. This article mentions two schools of employee 

turnover research: the labour market school and the psychological school. The labour market 

school assumes a rational employee who is influenced by external factors related to labour 

market. Psychological school places emphasis on the voluntary behaviour encompassing 

attributable factors such as job satisfaction, organisational commitment and job involvement. 
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3. METHODOLOGY 
 
The present thesis aims to determine the impact of various proposed employee retention theories 

and models as applied to knowledge-intensive industries in general and using a patent firm as a 

case study.  Based on these theories and models explaining employee retention and turnover, the 

various measurement factors have been determined which centre mainly on job satisfaction, 

motivation and embeddedness. 

 

3.1 Research Typology 
 
Methodology in the area of employee retention research varies as widely as the number of 

studies carried out. The primary method used is the survey approach to data collection with 

respondent categorization information often obtained from the employee records of the 

organization. The nature of the research often involves eliciting responses about how an 

employee is motivated, satisfied with or ‘embedded’ within his job. Many studies about 

employee cover the entire spectrum of research design. Three main research typologies in this 

area are expatiated and the motivating factors stated for the adoption of one of them in this study. 

Exploratory research (Ghauri & Gronhaug, 2002)  is carried out to understand or explain a 

research problem which is poorly understood and may not have clear supporting framework or 

theories. This kind of research is frequently done to help construct a framework or a model that 

best works within the determined information for the area of research. It falls in the category of 

unstructured research problems. 

Descriptive research (Ghauri & Gronhaug, 2002) on the other hand has a well-understood 

problem. In this kind of research, data is gathered to measure a phenomenon and focus is put on 

the method and its precision. This is to enable the experiment on data collection and analysis to 

be repeated as accurately as possible and to encourage good results. 

Causal research (Ghauri & Gronhaug, 2002, p. 50) is used in the research problem of ‘cause’ and 

‘effect’ where a specific characteristic of the problem is focused upon. The structured nature of 

this research design is concerned with finding out if a cause precedes an effect. The relationship 
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between the cause and effect is mainly deduced through statistical means; measuring covariation 

between the variables in the research design. Also the causal research has the capability of 

generating more conclusions when other variables are introduced into the question to determine 

which group of causes produces an identified effect.  Again this research design relies on 

theories that provide a framework for structuring the study variables. 

 

3.1.1 Motivation for the typology and Strategy 
 
Employee retention research has been varied covering a combination of the afore-mentioned 

research typologies. Theories and models put forth to explain the phenomenon have been tested 

using varied constructs to verify their validity across specific industries. There is therefore a lot 

to choose from in order to investigate factors contributing to employee turnover however the 

causal approach is chosen over the other typologies due to the relative ‘abundance’  of 

frameworks, models and theories for this area of research. The authors believe that a comparison 

of the major employee retention theories within an industry will throw more light on the most 

supportive framework for explaining the phenomenon. 

 

3.2 Survey Instrument1 
 
The data for the study was gathered via questionnaire.  The instrument consisted of about 32 

questions with an 11-point Likert scale for responses.  An average of five questions for each of 

the five major theory areas were presented on the questionnaire in an attempt to obtain responses 

to cover each of the factors for the underlying theories.  

For example, the Expectancy Theory has about five separate questions to obtain responses for 

factors within the theory namely expectancy, instrumentality and valence. The questions were 

categorized by the underlying theory or theories but were presented in an uncategorized manner 

on the questionnaire to avoid any bias in the responses.   

                                                            
1 Survey instrument attached in Appendix A. The category headings were removed prior to distribution of the 
questionnaires 
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The major theories/models selected to be studied in survey are Equity Theory, Employee Equity 

Model, Expectancy Theory, Two-Factor (Herzberg) Theory, and Job Embeddedness Theory. The 

common factors among them are employee motivation, job satisfaction and job embeddedness. 

In the categorisation the following arguments were made:  

Herzberg theory deals with intrinsic motivation and hygiene factors, therefore questions 8, 17, 21 

and 24 are grouped under the Herzberg theory. Employee Equity Model deals with value equity, 

organizational branding and retention equity, therefore questions 5, 25, 26, 28 and 29 belong to 

this theory. Expectancy theory deals with expectancy, instrumentality and valence, therefore 

questions 9 – 13 and 15 – 16 belong to this theory. Job Embeddedness deals with fit, link and 

embeddedness, therefore questions 28 – 32 are categorized under this theory.  

We also note that there is some overlap between the theories with respect to the categorisation of 

the questions. For example, the job embeddedness and the Employee Equity Model both deal 

with personal-organisation fit.  Therefore questions 28 and 29 which are related to P-O fit 

correspond to both the theories. The grouping of the questions is shown in Table 1. 

Table 1: Table of grouped questions 

Demographic Information 
1 What is your age? 
2 How long have you been working as an examiner 

Herzberg Theory 
8 I find my job interesting and creative 

17 I believe that high quality work is recognised and appreciated 
21 There are reasonable opportunities for my career progression in the organisation 

24 Opportunities for career progression in the organisation are critical for me to say for 
a longer term 

Employee Equity Model 

5 I feel I am fairly paid and compensated in comparison with my experience and 
qualifications 

25 The organisation I work for is well known among the public in general 
26 I feel that the work I do is important and is of high value to the society 
28 I can achieve my personal goals while working in this organisation 
29 I can achieve my career goals while working in this organisation 
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Expectancy Theory 

9 
Tasks and targets assigned to me can be achieved within allocated resources and 
time 

10 
I believe that work units allocated for examination work are appropriate for the effort 
required to process them 

11 I believe that the quality review system used to measure performance is well 
structured 

12 I feel competent to do the job 

13 
I feel that my team leader and effectively and clearly communicates the required 
tasks to me. 

14 I feel that management shows genuine interest in fixing the issues/problems in my 
role 

15 I feel that the performance bonus structure fairly rewards my efforts 
16 I am satisfied with the non-monetary benefits offered by the organisation 

Job Embeddedness 

27 
I believe that my organisation can provide the dominant means for achieving my 
goals in life 

28 I can achieve my personal goals while working in this organisation 
29 I can achieve my career goals while working in this organisation 
30 My work does not negatively impact on my personal life 
31 I have built strong relationships within the office with whom I socialise 

32 
I believe that the social relationships that I have formed with my colleagues will be 
easily broken if I were to leave the organisation 

Equity Theory 

18 
I feel that my work is better completed individually rather than in a team 
environment 

19 
I would like my team leader to assign more team targets (as opposed to individual 
targets) 

23 
I would like the opportunity to take on more responsibilities when my manager is 
away 

Colleagues Quality 
20 My colleagues working with me are highly qualified 
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3.3 Study population 
 
 The population of the study comprised employees from a patent firm in Australia. The patent 

industry was chosen because of the technical and multi-disciplinary nature of work that is 

performed by employees and it is believed that the sector is representative of the knowledge-

intensive industries. The industry is rapidly growing and expanding to the developing countries. 

Patent industry is considered as one of the important driving forces behind innovation and 

industrial and economic progress in a country. 

The sector has also been chosen as employee turnover is faced by most of the firms in the patent 

industry. Australia being a growing and expanding economy with a wealth of resources but a 

small population. The country is most often faced with shortage of labour and competition for 

skilled labour is keen. Patent industry is based on technological knowledge and therefore 

employees working in the industry are lured by other knowledge intensive industries when they 

are hit by a boom and shortage of technical workforce.  

The survey covered various departments of the firm. The survey has primarily focused on patent 

examiners and attorneys as those are the ones who frequently quit their jobs. Male and female 

employees completed the survey and we were able to get a representation of both the genders. 

The survey had official consent and the employees felt relatively free to complete the survey. 

The theories underlying the questionnaire items mainly centered on job satisfaction, job 

embeddedness and employee motivation. 

The respondents were selected through a simple random sampling. The random selection of the 

employees was carried out by arranging alphabetically the family names of all examiner and 

attorney employees in MS Excel. The 2RAND( ) function in MS Excel was then used to assign a 

random number to each of the names. The numbers were then arranged in ascending order, a 

process which arranged the names in a random order. The first 75 names in the newly sorted list 

were selected and this was used as the sampling frame from the patent firm under consideration.  

                                                            
2 This MS Excel function generates a random number greater than or equal to zero, and less than one, evenly 
distributed 
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The selected names were then presented with the questionnaire for completion. Presentation of 

the survey instrument was done via email.  
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4. PRELIMINARY ANALYSIS AND EMPIRICAL FINDINGS 
This section has three subsections dealing with the coding of the responses on the 11-point Likert 

scale; preliminary analyses of the data to test for normality and provide the descriptive statistics 

for each variable; and presentation of the findings for the combined variables. 

4.1 Coding of Responses 
 
The survey was presented to 75 employees and 53 valid responses were received, collated and 

coded into SPSS3.  The responses were coded with zero as representing Strongly Disagree, five 

being Undecided (Neutral) and 10 representing Strongly Agree. The coded values between zero 

and five indicate that the degree of disagreement decreases with increasing value of the code. 

This implies that the label ‘+3’ signifies a greater level of agreement than ‘+2’. The labels are 

shown in the table 2. 

Table 2: Table of Codes for the responses 

    Strongly Disagree    Strongly Agree 

Value  0  1  2  3 4 5 6 7 8  9  10

Label 
Strongly 
Disagree 

+1  +2  +3  +4  Undecided +6  +7  +8  +9 
Strongly 
Agree 

 

In order to test the discussed theories, the variables were coded in the numeric form as against 

literals to enable the combination of variables supporting each of the theories. The 32 variables 

for the purpose of testing the hypotheses were grouped into four theoretical categories: Herzberg, 

Employee Equity, Expectancy Theory and Job Embeddedness as shown in table 3.  

Table 3: Summary questions grouped by theory 

Theory /Model Variables (Question numbers) 
Herzberg Theory  8, 17, 21, 24 
Employee Equity Model 5, 25, 26, 28, 29 
Expectancy Theory 9, 10, 11, 12, 13, 14, 15, 16 
Job Embeddedness 27, 28, 29, 30, 31, 32* 

*The response is negated to fit the Theory

                                                            
3 Statistical Package for Social Sciences 
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4.2 Preliminary Analysis: Descriptive Statistics and Test of Normality 
 

A test of normality of a random variable is critical in determining if the set of responses is normally distributed. A normally distributed 

random variable enhances the validity of any inferences and interpretations made from the statistical analyses of the variables. (Park, 

2008). Two methods were used in the normality tests of the variables – graphical and numerical – to provide both quick visual 

examination and objective values respectively. The numerical method makes use of the skewness and kurtosis statistical tests where the 

normality of a variable is enhanced when the skewness is closer to zero. Also the degree of cluster of the responses is normal when the 

kurtosis is nearer zero. The mean, variance and median also show the spread of the responses within each variable. The first 13 

variables are shown in the following table 44 

Table 4: Test of Normality and Descriptive Statistics of the Variables 
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   Valid Missing                   
1 

What is your age? 53 0 2.21 2 0.629 1.047 0.327 1.003 0.644 1 4 

2 How long have you been working as an 
examiner 49 4 2.18 2 0.486 1.27 0.34 2.157 0.668 1 4 

3 The current economic conditions are 
unfavourable for making a career 
change 

53 0 5.74 6 3.313 -0.048 0.327 -0.153 0.644 2 10 

4 
I often think about changing my role 53 0 5.32 6 5.145 -0.261 0.327 -0.89 0.644 1 9 

                                                            
4 The full table can be found in Appendix B 
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5 I feel I am fairly paid and compensated 
in comparison with my experience and 
qualifications 

53 0 5.79 6 3.629 0.118 0.327 -0.434 0.644 2 10 

6 I feel that the skills acquired are 
transferrable to other roles that interest 
me 

53 0 3.53 4 3.177 0.396 0.327 0.33 0.644 0 8 

7 More money is important to me than 
interesting and challenging work 53 0 3.79 4 5.475 0.064 0.327 -0.852 0.644 0 8 

8 
I find my job interesting and creative 53 0 4.09 5 4.087 -0.293 0.327 -0.241 0.644 0 9 

9 Tasks and targets assigned to me can 
be achieved within allocated resources 
and time 

53 0 4.09 4 7.433 0.359 0.327 -0.982 0.644 0 9 

10 I believe that work units allocated for 
examination work are appropriate for 
the effort required to process them 

53 0 4.28 4 4.207 0.866 0.327 0.441 0.644 0 9 

11 I believe that the quality review system 
used to measure performance is well 
structured 

53 0 4.49 4 5.255 0.182 0.327 -0.791 0.644 0 9 

12 
I feel competent to do the job 53 0 7.74 8 3.121 -1.277 0.327 1.209 0.644 3 10 

13 I feel that my team leader and 
effectively and clearly communicates 
the required tasks to me. 

53 0 5.91 6 1.933 -1.253 0.327 1.023 0.644 2 8 

 

4.2.1 Graphical view of the Normality Test of the Variables5 
The graphical view in figure 1 below shows visually the distribution of the responses. The histogram is a descriptive plot for visualising large 
samples but has been used in this case of a relatively small sample. This has been done to complement the numerical tests of normality depicted 
in table 4 above. The kurtosis of the variables indicated a less clustered distribution with shorter tails than the normal distribution and therefore a 
visual examination was appropriate. 

                                                            
5 All graphs of the variables can be viewed in Appendix D 
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Figure 1: Histograms of selected variables showing graphical test of normality 
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4.3 Frequencies of the Observations 
 
The frequencies shown in table 5 were obtained for each of the questions in the survey. Save 

question one and question two, responses were labeled with Strongly Disagree, +1, +2, …, +9, 

Strongly Agree with +5 being relabeled as Undecided.  

Table 5: Frequencies of the variables6 

1. What is your age? 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid 22 - 29 yrs 6 11.3 11.3 11.3 
  30 - 39 yrs 36 67.9 67.9 79.2 
  40 - 45 yrs 5 9.4 9.4 88.7 
  Over 45 yrs 6 11.3 11.3 100 
  Total 53 100 100   
            

2. How long have you been working as an examiner 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid Less than 1 year 4 7.5 8.2 8.2 
  1 - 3yrs 36 67.9 73.5 81.6 
  3 - 6yrs 5 9.4 10.2 91.8 
  More than 6 yrs 4 7.5 8.2 100 
  Total 49 92.5 100   
Missing 0 4 7.5     
Total   53 100     
            

5. I feel I am fairly paid and compensated in comparison with my experience and 
qualifications 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 2 3.8 3.8 3.8 
  +3 4 7.5 7.5 11.3 
  +4 8 15.1 15.1 26.4 
  Undecided 9 17 17 43.4 
  +6 12 22.6 22.6 66 
  +7 9 17 17 83 
  +8 3 5.7 5.7 88.7 
  +9 5 9.4 9.4 98.1 
  Strongly Agree 1 1.9 1.9 100 
  Total 53 100 100   

                                                            
6 The full table is presented in Appendix C 
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7. More money is important to me than interesting and challenging work 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 5 9.4 9.4 9.4 

  +1 6 11.3 11.3 20.8 
  +2 6 11.3 11.3 32.1 
  +3 6 11.3 11.3 43.4 
  +4 8 15.1 15.1 58.5 
  Undecided 11 20.8 20.8 79.2 
  +6 3 5.7 5.7 84.9 
  +7 4 7.5 7.5 92.5 
  +8 4 7.5 7.5 100 
  Total 53 100 100   
            

8. I find my job interesting and creative 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 3 5.7 5.7 5.7 

  +1 4 7.5 7.5 13.2 
  +2 6 11.3 11.3 24.5 
  +3 5 9.4 9.4 34 
  +4 6 11.3 11.3 45.3 
  Undecided 19 35.8 35.8 81.1 
  +6 5 9.4 9.4 90.6 
  +7 4 7.5 7.5 98.1 
  +9 1 1.9 1.9 100 
  Total 53 100 100   
            
9. Tasks and targets assigned to me can be achieved within allocated resources and 

time 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 4 7.5 7.5 7.5 

  +1 7 13.2 13.2 20.8 
  +2 4 7.5 7.5 28.3 
  +3 11 20.8 20.8 49.1 
  +4 8 15.1 15.1 64.2 
  Undecided 4 7.5 7.5 71.7 
  +6 2 3.8 3.8 75.5 
  +7 2 3.8 3.8 79.2 
  +8 8 15.1 15.1 94.3 
  +9 3 5.7 5.7 100 
  Total 53 100 100   
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5. ANALYSIS OF RESULTS 
 

5.1 The Frame of Questions and Expectation of Support for the 
Theories 
 
Our approach to deciding upon the theory that better explains turnover, was to calculate the mean 

of the mean of all the questions relating to a theory. This gives us the Aggregate Mean for that 

theory. We then compare the aggregate means of the theories. The theory which had the lowest 

aggregate mean was considered to be the winner. Since the questions were framed in a way that 

they were inline with positive statements/teachings of the theories, it is considered that negative 

answers to the question would reinforce the corresponding element of the theory. For example 

question 21 categorised under the Herzberg theory states that “There are reasonable opportunities 

for my career progression in the organization”. According to Herzberg, job satisfaction depends 

on career opportunities provided in the organization. This means that if there are not enough 

career opportunities then employees would be dissatisfied and would leave eventually. Employee 

satisfaction has been accepted as a problem for the firm used in our study. This implies that for 

question 21 we should have a negative answer for our study to endorse the career aspect 

(intrinsic motivation element) of the Herzberg theory. The more negative the answer the better 

our study supports the theory. On the 11-point Likert scale from zero to 10, with zero 

representing the most negative or the extreme of a disagree situation, a value of 5 represents 

neutral or undecided situation and a value of 10 represents the extreme of the strongly agree 

situation.  

 

5.2 Empirical Comparison of the Theories  
 
As stated in our hypothesis we were expecting Job Embeddedness theory to be most helpful in 

finding the causes of employee turnover. However, our analysis indicated that Herzberg theory 

had a lower aggregate mean and therefore as per our analysis it better explains the turnover 

phenomenon in the patent industry. As table 6 shows aggregate mean for the Herzberg theory, 

Job Embeddedness Model, Expectancy theory and Employee Equity Model respectively is 

4.1981, 5.0252, 5.1462 and 5.2528. These results imply that Herzberg theory is more relevant for 
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investigating the factors for low employee retention. Job Embeddedness model was relevant as 

well while Employee Equity Model was found to be least relevant. 

 

Figure 2: Employee Equity Model Histogram 

 

 
Figure 3: Expectancy Theory Histogram 
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Figure 4: Job Embeddedness Histogram 

 

 
Figure5: Herzberg Theory Histogram 
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Table 6: Descriptive Statistics of Theories 

  

Herzberg 
Theory 

Employee 
Equity Model 

Expectancy 
Theory 

Job 
Embeddedness 

Theory 

N 53 53 53 53 
Aggregate 
Mean 4.1981 5.2528 5.1462 5.0252 

Std. Error of 
Mean 0.17175 0.1138 0.09342 0.13562 

Median 4.25 5.2 5.25 5 
Std. 
Deviation 1.25034 0.82848 0.68013 0.98731 

Skewness 0.367 0.36 -0.396 -0.019 
Std. Error of 
Skewness 

0.327 0.327 0.327 0.327 

Minimum 2 3.6 3.5 3.17 
Maximum 7.5 7.4 6.75 7.33 

 

Table 7: Pearson Correlation of the Theories 

    

Herzberg 
Theory 

Employee 
Equity 
Model 

Expectancy 
Theory 

Job 
Embeddedness 

Theory 

Herzberg Theory Pearson 
Correlation 1       

  Sig. (2-tailed)         
  N 53       
Employee Equity 
Model 

Pearson 
Correlation 0.331* 1    

  Sig. (2-tailed) 0.015       
  N 53 53     
Expectancy 
Theory 

Pearson 
Correlation -0.004 0.153 1   

  Sig. (2-tailed) 0.975 0.273     
  N 53 53 53   
Job 
Embeddedness 
Theory 

Pearson 
Correlation 0.152 0.509** 0.083 1

  Sig. (2-tailed) 0.278 0 0.556   
  N 53 53 53 53

*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
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The hypotheses were proposed as: 

 

H1:  Job Embeddedness positively and significantly explains employee turnover. 

H2: Job Embeddedness is a superior theory over other employee turnover theories in 

determining the causes of employee turnover. 

 

With regards to the observations made from the survey, figure 4 shows only a slight evidence of 

support for H1 with a mean of 5.0202 for the Job Embeddedness Theory. Figure 5 shows 

significant support for explaining employee retention with a mean of 4.1981, representing the 

Herzberg Theory. This implies that Herzberg is a superior theory in determining the causes of 

employee turnover. Again there is a significantly low level of correlation between the Herzberg 

Theory and JE from the observed data. 

Both hypothesis lack sufficient supporting evidence and therefore: 

• Job Embeddedness does not significantly explain employee turnover. 

• Job Embeddedness does not show significant superiority in determining the causes of 

employee turnover over all the other theories. 

 

 
 

5.3 Discussion of the Major Findings 
 

Herzberg theory relates to intrinsic aspects of job satisfaction. It focuses on career progression, 

responsibility and achievements. This theory considers these elements vital for job satisfaction 

and causing the employee to stay in the job. This theory considers more money as a hygiene 

factor, the absence of which can make the employee dissatisfied but its presence can not make 

the employee more satisfied in comparison to career progression and exciting work.  Our survey 

uncovers the same i.e. employee were content with their salaries but they were concerned about 

their career. They believe there were not enough opportunities for career advancement. 

Job Embeddedness Model was also relevant. JE deals with the fit between an individual and the 

work, the extent of the embeddedness of the person in his job. This element determines the 
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degree to which the employee’s personal life is meshed with his job and the perceived social cost 

of leaving the job in terms of the breakage of links with his colleagues. This theory did well in 

our test in the area of Person-Organisation fit i.e. there was a lack or absence of a fit between the 

employees and the job. The question related to the cost of leaving the organization also produced 

a mean  of 5 which implies that there was no significant social cost for quitting the job so they 

employee may leave for that reason as well, thus providing support for the theory. However, 

question relating to the relationship of the employees with others in the organization did not 

produce a mean lower than 5. This means that employees were of the viewed that they had strong 

relationships with their colleagues and despite this people were leaving the organization. This 

finding goes against the theory and therefore aggregate mean for this theory is higher than that of 

the Herzberg theory.  

With regards to the Expectancy theory, the instrumentality element was not a problem in the firm 

used in our study. Employees felt confident in doing their jobs (a mean of 7.74 was recorded for 

the question relating to this aspect). They also felt that management was effectively 

communicating the tasks required for the job as well as showing interest in solving their 

problems. Therefore the instrumentality element of expectancy theory was not the cause of 

employees leaving the jobs. The theory did well in the expectancy aspect. Employees were 

feeling under pressure and stressed because of the high demands of the quantity and quality of 

work. The valence element of the theory was found to be relevant as well. Employees believed 

that reward for their efforts was not attractive enough and not proportionate to their efforts.  

Regarding the Employee Equity Model, questions related to P-O fit (analogous to retention 

equity in the employee equity model) produced better results (lower mean) as discussed in 

relation to JE model. Organizational branding (known as brand equity in the employee equity 

model) was not a problem and a higher mean was recorded. Value equity was not a concern as 

well as the employees felt they were fairly paid in comparison to others in the market. 

The responses indicate that examiners were satisfied with their salary. 63% of the respondents 

believed that they were fairly paid in comparison to the market. Most of them (55%) agreed that 

the current economic condition is not conducive to job switchover. That is the reason most of 

them did not feel tempted to apply for other jobs and preferred to stay in the present job, with 

75% saying they were not looking for job opportunities at the moment. There also appeared to be 



36 

 

a correlation between the age of the employee and his desire to apply for another job. Employees 

in the age group 30 – 39 appeared to be keener to look for positions outside as indicated in the 

table below.  

 
Table 8: Cross‐tabulation – Age * Desire to change job role * Number of years working as an Examiner 

What is your age? * I often think about changing my role (Binned) * How long have you been 
working as an examiner  Crosstabulation 

How long have you been working as an examiner 
I often think about changing 

my role (Binned) Total

Disagree Undecided Agree 

Less than 1 year What is your age? 30 - 39 yrs 1 1 1 3 

40 - 45 yrs 0 0 1 1 

Total 1 1 2 4 

1 - 3 yrs What is your age? 22 - 29 yrs 0 2 2 4 

30 - 39 yrs 9 5 11 25 

40 - 45 yrs 1 2 0 3 

Over 45 yrs 2 1 1 4 

Total 12 10 14 36 

3 - 6 yrs What is your age? 22 - 29 yrs 0 1 1 

30 - 39 yrs 1 2 3 

Over 45 yrs 0 1 1 

Total 1 4 5 

More than 6 yrs What is your age? 22 - 29 yrs 1 1 

30 - 39 yrs 3 3 

Total 4 4 
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Most of the respondents favoured interesting and challenging work over more pay. The 

respondents (49%) wanted to engage in work which is creative and mentally stimulating. A 

reasonable majority (51%) of the respondents felt that their job was interesting. Majority of the  

 

Figure 6: Pie chart – I find my job interesting and creative 

respondents were more concerned about career than financial rewards or money. They also 

favoured more opportunities for growth as compared to more pay. Around 53% of the 

respondents were interested in performing higher duties and engaging in cross-departmental 

work.  They believed there were not enough opportunities for growth within the organization. 

Employees (39%) surveyed termed opportunities for growth in the organization as critical for 

their stay. Employees (43%) also seemed to be unsatisfied with the learning opportunities in the 

organization. The respondents (45%) were of the view that they can not attain their career goals 

while staying in the organization. 

 

The respondents (89%) felt that they were reasonably competent in doing their jobs. It seems that 

majority of the respondents felt confident about their capabilities to do the job but they felt over 

burdened by the work load. Majority (64%) of the examiners believed they were given more 



38 

 

targets and less time to finish the work. The majority (60%) also felt that the units allocated to 

different tasks did not fairly reflect the amount of effort needed to accomplish the tasks.  

 

Figure 7: Pie chart – I feel competent to do the job 

 

 

Majority (79%) of the respondents were satisfied with the capabilities of their colleagues. 

However, they felt their colleagues had little impact on their work. Most examiners (55%) tended 

to believe their work was more of an individual nature rather than team work based. Majority of 

the team members favoured individual targets rather than team targets. 

The respondents (68%) were of the view that the organization is well known. They appeared to 

be satisfied with their input to the society, with 81% agreeing their work is of value to the 

society. 
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The respondents seemed to be unsatisfied in regards to recognition of their work. Many (49%) of 

the respondents believed that their work is not fairly recognized. They were also of the view that 

the product quality review system is not well structured which also gives an indication that they 

felt unsatisfied with the recognition of their work. Most of the examiners were not satisfied with 

the reward and bonus system. 63% of the respondents believed that the reward system did not 

reflect the efforts they put into the work. 
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6. CONCLUSIONS AND IMPLICATIONS 
 

6.1 Main themes emerging from the results 
 

Career appears to be the primary concern for the surveyed employees. This seems to be the 

predominant cause for employees considering jobs outside. Many of them appear to be willing to 

stay in the organization if adequate career growth opportunities are provided. Most of them want 

a better and progressive career. However, there are also a reasonable number of employees who 

find their work boring and monotonous. They also believe that there are not enough learning 

opportunities in the organization and seem to be feeling stagnant. They therefore appear tempted 

to leave if they get a chance for work which is mentally stimulating and is more aligned with 

their interests. 

 

Another cause appears to be the work load. Most examiners seem stressed about their work. 

They feel pressed for time and tend to believe that they are expected of more in a shorter time. 

An interesting fact uncovered in the survey indicates that the employees regard their work as 

interesting by nature. However, the time pressure may be converting it into a monotonous work. 

Motivation appears to be an issue as well. Employees are unhappy with the lack of appreciation 

of their good work. 

 

The employees seem to be satisfied with their salaries. They are happy with the non-monetary 

benefits and work environment. Therefore monetary stimulation does not seem to be a problem. 

There is not a reasonable concern about the communication gap between the management and 

the employees. Employees also feel proud of their organization and also tend to think that their 

work is of high value to the society. 
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6.2 Recommendations 
 
Lack of career progression opportunities within an organization is a major cause of staff 

turnover. Employees in their 30s are more likely to quit for lack of career growth more so than 

for other reasons. Learning opportunities and career progress are critical for employee retention. 

While staff may be retained by providing adequate opportunities for growth, there are employees 

who would still look for other jobs if effort is not put by the organization into mentally engaging 

these employees and assigning them tasks which require creativity. This may also imply that 

selection of an employee (PO fit) has a role to play in his retention as well. An employee whose 

career goals are not aligned with that of the organization will not feel motivated to stay in the 

organization and will leave once market conditions are favourable. 

  

Employees cannot be retained by financial benefits alone. Creativity and mental satisfaction are 

an important parts of employee motivation. While the work itself may be exciting, however time 

pressure may turn it into monotonous and procedural and may wipe out the creativity element of 

it. Therefore, it is imperative that a balance be struck between productivity and creativity. Too 

much emphasis on productivity may render the job dry and boring which would ultimately result 

in job dissatisfaction and hence employee turnover. 
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Appendix A:  Survey Instrument 
 
 

1. What is your age? 

a) 22 – 29 b) 30 – 38 c) 40 – 45 d) over 45 

 

2. How long have you been working as an examiner? 

a) Less than 1 year b) 1 – 3 years  c) 3 – 6 years  d) 6+ years 

3. The current economic conditions are unfavorable for making a career change. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
4. I often think about changing my role. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

EMPLOYEE EQUITY MODEL (Value equity) 

5. I feel that I am fairly paid and compensated in comparison with my experience and 
qualifications. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
6. I feel that the skills acquired in the organization are transferable to other roles 
(internally and externally) that interest me. 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

HERZBERG THEORY 

7. More money is important to me than interesting and challenging work. 
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  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

 
8. I find my job interesting and creative. 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

EXPECTANCY THEORY (Expectancy---outcome can be achieved) 

9. Tasks/targets assigned to me can be achieved in the allocated resources and time. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

10. I believe that the work units allocated for examination work appropriately reflect the 
effort required to process them. 
 
  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

11. I believe that the quality review system used to measure performance is well structured. 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

EXPECTANCY THEORY (Instrumentality) 

12. I feel competent to do the job. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 
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13. I feel that my team leader effectively and clearly communicates the required tasks to 
me. 
 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
 
14. I feel that management shows a genuine interest in fixing the issues/problems in my 
role. 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
 
EXPECTANCY THEORY 
15. I feel that the performance bonus structure fairly rewards my efforts. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
16. I am satisfied with the non-monetary benefits offered by the organization. 
 
  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

17. I believe that high quality work is appreciated. 
 
  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

EQUITY MODEL 

18. I feel that my work is better completed individually rather than in a team environment. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 
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19. I would like my team leader to assign more team targets (as opposed to individual 
targets). 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

COLLEAGUES QUALITY 

20. The colleagues working with me are highly qualified. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
HERZBERG THEORY 
21. There are reasonable opportunities for my career progression in the organization. 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
22. I would like the opportunity to participate in cross-departmental work. 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
 
23. I would like the opportunity to take on more responsibilities when my manager is away. 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
 
24. Opportunities for career progression in the organization are critical for me to stay for a 
longer term. 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 
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EMPLOYEE EQUITY MODEL (Organizational branding) 

25.  The organization I work for is well known among the public in general. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
EMPLOYEE EQUITY MODEL (Retention equity)/ PO- fit 
26. I feel that the work I do is of high value to the society. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
 
27. I believe that an organization can provide the dominant means for achieving my goals 
in life. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

28. I can achieve my personal goals while working in this organization. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

P-O FIT/ JE 

29. I can achieve my career goals while working in this organization. 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
 
 
 
 
 
30. My work does not negatively impact on my personal life. 
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  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 

31. I have built strong relationships within the office with whom I socialize. 
  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 

                     

 
 
32. I believe that the social relationships that I have formed with my colleagues will be 
easily broken if I were to leave the organization. 
 
 

  Strongly Disagree                     Strongly Agree 

0  1  2  3  4  5  6  7  8  9  10 
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Appendix B: Descriptive Statistics and Test of Normality 
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   Valid Missing                   
1 

What is your age? 53 0 2.21 2 0.629 1.047 0.327 1.003 0.644 1 4 

2 How long have you been working as 
an examiner 49 4 2.18 2 0.486 1.27 0.34 2.157 0.668 1 4 

3 The current economic conditions are 
unfavourable for making a career 
change 

53 0 5.74 6 3.313 -0.048 0.327 -0.153 0.644 2 10 

4 
I often think about changing my role 53 0 5.32 6 5.145 -0.261 0.327 -0.89 0.644 1 9 

5 I feel I am fairly paid and 
compensated in comparison with my 
experience and qualifications 

53 0 5.79 6 3.629 0.118 0.327 -0.434 0.644 2 10 

6 I feel that the skills acquired are 
transferrable to other roles that 
interest me 

53 0 3.53 4 3.177 0.396 0.327 0.33 0.644 0 8 

7 More money is important to me than 
interesting and challenging work 53 0 3.79 4 5.475 0.064 0.327 -0.852 0.644 0 8 

8 
I find my job interesting and creative 53 0 4.09 5 4.087 -0.293 0.327 -0.241 0.644 0 9 

9 Tasks and targets assigned to me 
can be achieved within allocated 
resources and time 

53 0 4.09 4 7.433 0.359 0.327 -0.982 0.644 0 9 

10 I believe that work units allocated for 
examination work are appropriate for 
the effort required to process them 

53 0 4.28 4 4.207 0.866 0.327 0.441 0.644 0 9 

11 I believe that the quality review 
system used to measure 
performance is well structured 

53 0 4.49 4 5.255 0.182 0.327 -0.791 0.644 0 9 
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12 
I feel competent to do the job 53 0 7.74 8 3.121 -1.277 0.327 1.209 0.644 3 10 

13 I feel that my team leader and 
effectively and clearly communicates 
the required tasks to me. 

53 0 5.91 6 1.933 -1.253 0.327 1.023 0.644 2 8 

14 I feel that management shows 
genuine interest in fixing the 
issues/problems in my role 

53 0 5.4 6 3.628 -0.112 0.327 -0.573 0.644 2 9 

15 I feel that the performance bonus 
structure fairly rewards my efforts 53 0 4.43 4 2.904 0.759 0.327 -0.269 0.644 1 8 

16 I am satisfied with the non-monetary 
benefits offered by the organisation 53 0 4.83 4 4.144 0.211 0.327 -0.375 0.644 1 9 

17 I believe that high quality work is 
recognised and appreciated 53 0 2.92 2 5.033 0.608 0.327 -0.689 0.644 0 8 

18 I feel that my work is better 
completed individually rather than in 
a team environment 

53 0 5.32 6 5.068 -0.302 0.327 -0.557 0.644 0 9 

19 I would like my team leader to assign 
more team targets (as opposed to 
individual targets) 

53 0 3.83 3 4.105 0.269 0.327 -1.165 0.644 0 8 

20 My colleagues working with me are 
highly qualified 53 0 7.38 8 5.047 -1.001 0.327 0.186 0.644 2 10 

21 There are reasonable opportunities 
for my career progression in the 
organisation 

53 0 3.92 4 5.225 0.91 0.327 0.448 0.644 0 9 

22 I would like the opportunity to 
participate in cross-departmental 
work 

53 0 6.23 7 4.794 -0.689 0.327 -0.815 0.644 2 9 

23 I would like the opportunity to take 
on more responsibilities when my 
manager is away 

53 0 5.49 6 4.639 0.253 0.327 -1.398 0.644 3 9 

24 Opportunities for career progression 
in the organisation are critical for me 
to say for a longer term 

53 0 5.85 7 7.015 -0.295 0.327 -1.368 0.644 1 10 

25 The organisation I work for is well 
known among the public in general 53 0 7.53 8 2.946 -0.666 0.327 0.548 0.644 3 10 

26 I feel that the work I do is important 
and is of high value to the society 53 0 6.02 6 1.711 -0.947 0.327 0.982 0.644 2 8 
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27 I believe that my organisation can 
provide the dominant means for 
achieving my goals in life 

53 0 6.17 7 3.182 -1.111 0.327 0.845 0.644 2 9 

28 I can achieve my personal goals 
while working in this organisation 53 0 3.17 3 3.682 -0.217 0.327 -0.933 0.644 0 6 

29 I can achieve my career goals while 
working in this organisation 53 0 3.75 4 4.073 0.451 0.327 -0.251 0.644 0 8 

30 My work does not negatively impact 
on my personal life 53 0 6 6 6.846 -0.542 0.327 -0.337 0.644 0 10 

31 I have built strong relationships 
within the office with whom I 
socialise 

53 0 6.15 7 2.746 -1.62 0.327 2.278 0.644 2 9 

32 
I believe that the social relationships 
that I have formed with my 
colleagues will be easily broken if I 
were to leave the organisation 

53 0 5.09 6 5.626 -0.647 0.327 -1.089 0.644 0 8 
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Appendix C:  Survey Results - Frequencies 
 

FREQUENCIES 
 

What is your age? 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid 22 - 29 yrs 6 11.3 11.3 11.3 
  30 - 39 yrs 36 67.9 67.9 79.2 
  40 - 45 yrs 5 9.4 9.4 88.7 
  Over 45 yrs 6 11.3 11.3 100 
  Total 53 100 100   
            

How long have you been working as an examiner 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid Less than 1 year 4 7.5 8.2 8.2 
  1 - 3yrs 36 67.9 73.5 81.6 
  3 - 6yrs 5 9.4 10.2 91.8 
  More than 6 yrs 4 7.5 8.2 100 
  Total 49 92.5 100   
Missing 0 4 7.5     
Total   53 100     
            

The current economic conditions are unfavourable for making a career change 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 3 5.7 5.7 5.7 
  +3 3 5.7 5.7 11.3 
  +4 5 9.4 9.4 20.8 
  Undecided 14 26.4 26.4 47.2 
  +6 10 18.9 18.9 66 
  +7 9 17 17 83 
  +8 6 11.3 11.3 94.3 
  +9 2 3.8 3.8 98.1 
  Strongly Agree 1 1.9 1.9 100 
  Total 53 100 100   
            

I often think about changing my role 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +1 1 1.9 1.9 1.9 
  +2 11 20.8 20.8 22.6 
  +3 1 1.9 1.9 24.5 
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  +4 1 1.9 1.9 26.4 
  Undecided 12 22.6 22.6 49.1 
  +6 11 20.8 20.8 69.8 
  +7 6 11.3 11.3 81.1 
  +8 6 11.3 11.3 92.5 
  +9 4 7.5 7.5 100 
  Total 53 100 100   
            

I feel I am fairly paid and compensated in comparison with my experience and 
qualifications 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 2 3.8 3.8 3.8 
  +3 4 7.5 7.5 11.3 
  +4 8 15.1 15.1 26.4 
  Undecided 9 17 17 43.4 
  +6 12 22.6 22.6 66 
  +7 9 17 17 83 
  +8 3 5.7 5.7 88.7 
  +9 5 9.4 9.4 98.1 
  Strongly Agree 1 1.9 1.9 100 
  Total 53 100 100   
            

I feel that the skills acquired are transferrable to other roles that interest me 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 2 3.8 3.8 3.8 

  +1 4 7.5 7.5 11.3 
  +2 9 17 17 28.3 
  +3 11 20.8 20.8 49.1 
  +4 15 28.3 28.3 77.4 
  Undecided 5 9.4 9.4 86.8 
  +6 4 7.5 7.5 94.3 
  +7 1 1.9 1.9 96.2 
  +8 2 3.8 3.8 100 
  Total 53 100 100   
            

More money is important to me than interesting and challenging work 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 5 9.4 9.4 9.4 

  +1 6 11.3 11.3 20.8 
  +2 6 11.3 11.3 32.1 
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  +3 6 11.3 11.3 43.4 
  +4 8 15.1 15.1 58.5 
  Undecided 11 20.8 20.8 79.2 
  +6 3 5.7 5.7 84.9 
  +7 4 7.5 7.5 92.5 
  +8 4 7.5 7.5 100 
  Total 53 100 100   
            

I find my job interesting and creative 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 3 5.7 5.7 5.7 

  +1 4 7.5 7.5 13.2 
  +2 6 11.3 11.3 24.5 
  +3 5 9.4 9.4 34 
  +4 6 11.3 11.3 45.3 
  Undecided 19 35.8 35.8 81.1 
  +6 5 9.4 9.4 90.6 
  +7 4 7.5 7.5 98.1 
  +9 1 1.9 1.9 100 
  Total 53 100 100   
            

Tasks and targets assigned to me can be achieved within allocated resources and 
time 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 4 7.5 7.5 7.5 

  +1 7 13.2 13.2 20.8 
  +2 4 7.5 7.5 28.3 
  +3 11 20.8 20.8 49.1 
  +4 8 15.1 15.1 64.2 
  Undecided 4 7.5 7.5 71.7 
  +6 2 3.8 3.8 75.5 
  +7 2 3.8 3.8 79.2 
  +8 8 15.1 15.1 94.3 
  +9 3 5.7 5.7 100 
  Total 53 100 100   
            
I believe that work units allocated for examination work are appropriate for the effort 

required to process them 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 1 1.9 1.9 1.9 
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  +1 1 1.9 1.9 3.8 
  +2 3 5.7 5.7 9.4 
  +3 18 34 34 43.4 
  +4 15 28.3 28.3 71.7 
  Undecided 1 1.9 1.9 73.6 
  +6 6 11.3 11.3 84.9 
  +7 3 5.7 5.7 90.6 
  +8 1 1.9 1.9 92.5 
  +9 4 7.5 7.5 100 
  Total 53 100 100   
            

I believe that the quality review system used to measure performance is well 
structured 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 1 1.9 1.9 1.9 

  +1 4 7.5 7.5 9.4 
  +2 6 11.3 11.3 20.8 
  +3 8 15.1 15.1 35.8 
  +4 11 20.8 20.8 56.6 
  Undecided 4 7.5 7.5 64.2 
  +6 8 15.1 15.1 79.2 
  +7 4 7.5 7.5 86.8 
  +8 5 9.4 9.4 96.2 
  +9 2 3.8 3.8 100 
  Total 53 100 100   
            

I feel competent to do the job 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +3 2 3.8 3.8 3.8 
  +4 4 7.5 7.5 11.3 
  +6 3 5.7 5.7 17 
  +7 6 11.3 11.3 28.3 
  +8 19 35.8 35.8 64.2 
  +9 14 26.4 26.4 90.6 
  Strongly Agree 5 9.4 9.4 100 
  Total 53 100 100   
            

I feel that my team leader and effectively and clearly communicates the required 
tasks to me. 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 2 3.8 3.8 3.8 
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  +3 2 3.8 3.8 7.5 
  +4 5 9.4 9.4 17 
  Undecided 5 9.4 9.4 26.4 
  +6 16 30.2 30.2 56.6 
  +7 22 41.5 41.5 98.1 
  +8 1 1.9 1.9 100 
  Total 53 100 100   
            

I feel that management shows genuine interest in fixing the issues/problems in my 
role 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 5 9.4 9.4 9.4 
  +3 5 9.4 9.4 18.9 
  +4 6 11.3 11.3 30.2 
  Undecided 9 17 17 47.2 
  +6 14 26.4 26.4 73.6 
  +7 7 13.2 13.2 86.8 
  +8 4 7.5 7.5 94.3 
  +9 3 5.7 5.7 100 
  Total 53 100 100   
            

I feel that the performance bonus structure fairly rewards my efforts 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +1 1 1.9 1.9 1.9 
  +2 1 1.9 1.9 3.8 
  +3 15 28.3 28.3 32.1 
  +4 21 39.6 39.6 71.7 
  +6 6 11.3 11.3 83 
  +7 5 9.4 9.4 92.5 
  +8 4 7.5 7.5 100 
  Total 53 100 100   
            

I am satisfied with the non-monetary benefits offered by the organisation 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +1 3 5.7 5.7 5.7 
  +2 3 5.7 5.7 11.3 
  +3 6 11.3 11.3 22.6 
  +4 16 30.2 30.2 52.8 
  Undecided 4 7.5 7.5 60.4 
  +6 11 20.8 20.8 81.1 
  +7 4 7.5 7.5 88.7 
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  +8 3 5.7 5.7 94.3 
  +9 3 5.7 5.7 100 
  Total 53 100 100   
            

I believe that high quality work is recognised and appreciated 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 7 13.2 13.2 13.2 

  +1 8 15.1 15.1 28.3 
  +2 14 26.4 26.4 54.7 
  +3 7 13.2 13.2 67.9 
  +4 3 5.7 5.7 73.6 
  Undecided 4 7.5 7.5 81.1 
  +6 5 9.4 9.4 90.6 
  +7 4 7.5 7.5 98.1 
  +8 1 1.9 1.9 100 
  Total 53 100 100   
            
I feel that my work is better completed individually rather than in a team environment 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 1 1.9 1.9 1.9 

  +1 2 3.8 3.8 5.7 
  +2 3 5.7 5.7 11.3 
  +3 6 11.3 11.3 22.6 
  +4 7 13.2 13.2 35.8 
  Undecided 7 13.2 13.2 49.1 
  +6 9 17 17 66 
  +7 9 17 17 83 
  +8 5 9.4 9.4 92.5 
  +9 4 7.5 7.5 100 
  Total 53 100 100   
            

I would like my team leader to assign more team targets (as opposed to individual 
targets) 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 1 1.9 1.9 1.9 

  +1 3 5.7 5.7 7.5 
  +2 15 28.3 28.3 35.8 
  +3 8 15.1 15.1 50.9 
  +4 8 15.1 15.1 66 
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  +6 13 24.5 24.5 90.6 
  +7 4 7.5 7.5 98.1 
  +8 1 1.9 1.9 100 
  Total 53 100 100   
            

My colleagues working with me are highly qualified 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 3 5.7 5.7 5.7 
  +3 1 1.9 1.9 7.5 
  +4 5 9.4 9.4 17 
  +6 5 9.4 9.4 26.4 
  +7 8 15.1 15.1 41.5 
  +8 10 18.9 18.9 60.4 
  +9 14 26.4 26.4 86.8 
  Strongly Agree 7 13.2 13.2 100 
  Total 53 100 100   
            

There are reasonable opportunities for my career progression in the organisation 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 2 3.8 3.8 3.8 

  +1 3 5.7 5.7 9.4 
  +2 8 15.1 15.1 24.5 
  +3 11 20.8 20.8 45.3 
  +4 18 34 34 79.2 
  Undecided 2 3.8 3.8 83 
  +6 1 1.9 1.9 84.9 
  +8 4 7.5 7.5 92.5 
  +9 4 7.5 7.5 100 
  Total 53 100 100   
            

I would like the opportunity to participate in cross-departmental work 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 4 7.5 7.5 7.5 
  +3 6 11.3 11.3 18.9 
  +4 5 9.4 9.4 28.3 
  +6 5 9.4 9.4 37.7 
  +7 16 30.2 30.2 67.9 
  +8 11 20.8 20.8 88.7 
  +9 6 11.3 11.3 100 
  Total 53 100 100   
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I would like the opportunity to take on more responsibilities when my manager is 

away 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +3 14 26.4 26.4 26.4 
  +4 11 20.8 20.8 47.2 
  +6 9 17 17 64.2 
  +7 7 13.2 13.2 77.4 
  +8 6 11.3 11.3 88.7 
  +9 6 11.3 11.3 100 
  Total 53 100 100   
            
Opportunities for career progression in the organisation are critical for me to say for 

a longer term 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +1 1 1.9 1.9 1.9 
  +2 8 15.1 15.1 17 
  +3 6 11.3 11.3 28.3 
  +4 3 5.7 5.7 34 
  Undecided 5 9.4 9.4 43.4 
  +6 2 3.8 3.8 47.2 
  +7 9 17 17 64.2 
  +8 9 17 17 81.1 
  +9 9 17 17 98.1 
  Strongly Agree 1 1.9 1.9 100 
  Total 53 100 100   
            

The organisation I work for is well known among the public in general 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +3 2 3.8 3.8 3.8 
  +4 2 3.8 3.8 7.5 
  +6 8 15.1 15.1 22.6 
  +7 14 26.4 26.4 49.1 
  +8 11 20.8 20.8 69.8 
  +9 9 17 17 86.8 
  Strongly Agree 7 13.2 13.2 100 
  Total 53 100 100   
            

I feel that the work I do is important and is of high value to the society 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 1 1.9 1.9 1.9 
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  +3 2 3.8 3.8 5.7 
  +4 3 5.7 5.7 11.3 
  Undecided 9 17 17 28.3 
  +6 16 30.2 30.2 58.5 
  +7 18 34 34 92.5 
  +8 4 7.5 7.5 100 
  Total 53 100 100   
            

I believe that my organisation can provide the dominant means for achieving my 
goals in life 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 5 9.4 9.4 9.4 
  +3 1 1.9 1.9 11.3 
  +4 2 3.8 3.8 15.1 
  Undecided 3 5.7 5.7 20.8 
  +6 15 28.3 28.3 49.1 
  +7 17 32.1 32.1 81.1 
  +8 8 15.1 15.1 96.2 
  +9 2 3.8 3.8 100 
  Total 53 100 100   
            

I can achieve my personal goals while working in this organisation 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 8 15.1 15.1 15.1 

  +1 2 3.8 3.8 18.9 
  +2 9 17 17 35.8 
  +3 10 18.9 18.9 54.7 
  +4 9 17 17 71.7 
  Undecided 8 15.1 15.1 86.8 
  +6 7 13.2 13.2 100 
  Total 53 100 100   
            

I can achieve my career goals while working in this organisation 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 2 3.8 3.8 3.8 

  +1 4 7.5 7.5 11.3 
  +2 8 15.1 15.1 26.4 
  +3 11 20.8 20.8 47.2 
  +4 16 30.2 30.2 77.4 
  +6 5 9.4 9.4 86.8 
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  +7 4 7.5 7.5 94.3 
  +8 3 5.7 5.7 100 
  Total 53 100 100   
            

My work does not negatively impact on my personal life 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 2 3.8 3.8 3.8 

  +1 3 5.7 5.7 9.4 
  +3 3 5.7 5.7 15.1 
  +4 4 7.5 7.5 22.6 
  Undecided 13 24.5 24.5 47.2 
  +6 4 7.5 7.5 54.7 
  +7 4 7.5 7.5 62.3 
  +8 9 17 17 79.2 
  +9 9 17 17 96.2 
  Strongly Agree 2 3.8 3.8 100 
  Total 53 100 100   
            

I have built strong relationships within the office with whom I socialise 

    
Frequency Percent Valid Percent Cumulative 

Percent 
Valid +2 6 11.3 11.3 11.3 
  Undecided 1 1.9 1.9 13.2 
  +6 19 35.8 35.8 49.1 
  +7 22 41.5 41.5 90.6 
  +8 4 7.5 7.5 98.1 
  +9 1 1.9 1.9 100 
  Total 53 100 100   
            

I believe that the social relationships that I have formed with my colleagues will be 
easily broken if I were to leave the organisation 

    
Frequency Percent Valid Percent Cumulative 

Percent 

Valid 
Strongly 
Disagree 1 1.9 1.9 1.9 

  +1 4 7.5 7.5 9.4 
  +2 7 13.2 13.2 22.6 
  +3 5 9.4 9.4 32.1 
  +4 2 3.8 3.8 35.8 
  Undecided 1 1.9 1.9 37.7 
  +6 11 20.8 20.8 58.5 
  +7 18 34 34 92.5 
  +8 4 7.5 7.5 100 
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Appendix D:  Graphical Test of Normality of Variables 
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