














DISCUSSION

Research Paradigms

The principal objective of this study was to extend research
into the cognitive and behavioral process which precedes turnover.

More specifically, it examined Mobley's (1982) contention that a dynamic
experimental design, represented here by repeated survey measures, is
required in order to advance our understanding of the turnover process.
The one facet of Mobley's contention tested by Hypothesis 1 was the
extent to which the use of repeated measures improved the predictive
utility of a theoretical model. Of secondary interest was the degree

to which the paradigm would generate information that improves our
understanding of the turnover process.

Utilizing change scores to predict turnover does not appear
desireable at this time. As tested here, knowledge of prior trends
in a model's variables does not add significantly to the ability of
that model to predict turnover. This conclusion must be interpreted
in Tight of several conditions unique to the present research.

First, a two-month time span was employed between survey meas-
ures. When considering leavers and stayers, this was a sufficient
amount of time to observe significant differential shifts in two varia-
bles. However, two months may not be a time period sensitive to impor-
tant change in many of the variables measured here. Some variables, such
as job satisfaction, may change very slowly in value and require a
longer time lag between measures. Other variables, such as thoughts
of quitting, may shift radically several times within the two months
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as work events affect cognitions. Further multiple-measures research
will establish the relative volatility of key variables and the time
lags necessary to observe them.

Secondly, insufficient turnover in Time Block C among nurses
with complete survey data compelled the researcher to discard variable
measures gathered at Time 3. Had the sample size been larger, or had
turnover been greater, change values across three points in time would
have been available to predict turnover in Block C. How this additional
information would have affected our predictive ability is unknown.

Thirdly, only variables contained in a particular static model
were used to generate that model's change scores. The relative strength
of the variable "Change in instrumental communication" to predict turn-
over when variables were selected by stepwise regression indicates that
some change variables may be good predictors when they do not have a
fixed-value counterpart in the same model.

Finally, traditional regression techniques were employed to
test the predictive power of the two process models. These techniques
were used here in order that B? and predictor comparisons could be made
with the authors' original research and with other turnover studies in
the literature. However, this author feels that static data analysis
techniques applied to process models are inappropriate for exploring
the process. Causal modeling through path analysis and dynamic correla-
tions appears necessary before the utility of change scores can be fully

tested.
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Although this research suggests that the predictive utility
of change variables is not great, they can provide an explanatory con-
tribution to process research. The ability of repeated measures to tap
processual change in variables is evident in this study. Persons who
quit their jobs experienced a significant decline in instrumental commu-
nication and a significant increase in job search behavior two to four
months prior to their leaving. These results are consistent with the
process sequence proposed in both models considered.

At this time the repeated measures paradigm would seem most
useful for outlining the nature and flow of the turnover process by
defining sequential stages, causal effects, variable interactions,
critical time lags, and feedback loops. Use of the dynamic paradigm
is not likely to improve upon prediction unless it is integrated with
dynamic statistical techniques. Once that is accomplished, the repeated
measures paradigm will be more useful for both turnover prediction

and intervention planning.

Turnover Models

The second objective of this study was to directly compare
the turnover models proposed by Price and Mueller (1981) and Mobley,
Horner, and Hollingsworth (1978). As shown by the results, neither of
these models accounted for a great deal of variance in the criterion.
The Tow static B?s are particularly striking in light of the relatively
short (four month) time period between measurement and criterion collec-
tion. The slightly greater explained variance on the part of Mobley's

static model is negligible for all practical purposes.
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As shown in Table 3, only four selected variables explained
considerably more variance than either model alone. In addition, both
models are sufficiently similar so that a new, more powerful theoretical
model may be produced by combining the elements found in both models.
Exploration of this issue is beyond the scope of the hypothesis tested
here.

The moderated analyses were made by hospital ownership (state
government versus non-profit non-government) and by extent of employ-
ment at the hospital (part-time versus full-time nurses). State hos-
pital nurses report more social interaction with friends at work and
less kinship responsibility than their non-government counterparts.
However, state hospital nurses also report less activity in profes-
sional associations and significantly more events occurring at work
which cause them to consider quitting their jobs. State nurses also
feel that their pay is less equitable than do nurses in non-government
hospitals.

There are few surprises in the comparison of part-time and
full-time nurses. Part-time nurses tend to have more family ties and
stirong feelings of responsibility to family members. They also have
less professional training. Their part-time status would account for
the fact that they socialize less frequently with friends at work, and
they feel that it is not difficult to find other acceptable jobs. All
of these factors paint a picture of a person who is considerably less

integrated in her profession and who has ease of movement to other
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employment. Consequently, it is not surprising that turnover is

significantly higher among these nurses.

Conclusions

Within the constraints of this study, use of the dynamic
research paradigm for predictive purposes appears premature at this
time. The repeated measures method does not significantly imprové
the predictive ability of present turnover models. Given the low

B?

s of the two modeis considered here, it is also obvious that
stronger models are needed. Nursing can be expected to best advance
its understanding of turnover by employing experimental designs and
statistical approaches that are directed at building improved
predictive models.

Dynamic designs clearly permit observation of process events
and are most useful as tools to outline the nature and flow of
cognitions and behaviors preceding turnover. However, only after
suitable process models have been delineated will the dynamic paradigm
offer an appropriate basis for improved prediction and planned
intervention. Future research into the process of turnover should
focus upon better integrating the element of time into research
paradigms and theoretical models. Although static paradigms may be
suitable for static models, our understanding of occupational turnover

is not likely to improve until more sophisticated process models are

built and refined through dynamic approaches.
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Appendix A

Survey Instrument1

1Item 5 on this instrument courtesy of Patricia C. Smith and copyrighted
by Bowling Green State University, Bowling Green, Ohio, 1975,
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INSTRUCTIONS

1. Please answer the questions in the order that they are presented.

2. All of the questions can be answered by either checking () or
circling one of the answers. If you do not find the exact answer
that fits your case, check or circle the one that comes closest
to it.

3. Although some questions may seem to be repetitious, please answer
all questions.

4. The answers you give will be completely confidential. It is im-
portant that you be as honest as you can in answering this ques-
tionnaire.

5. Please seal your completed questionnaire in the enclosed, prepaid
envelope, and mail it within 7 days from the date you received it.

THANK YOU FOR YOUR TIME.

Item 5 Copyright by Bowling Green State University, 1975.
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Are you working full-time or part-time?
( ) Full-time
( ) Part-time

Do you work on a rotating shift or a straight shift?
( ) Rotating shift
( ) Straight shift

If you work on a straight shift on what shift do you work?
( ) Day shift

( ) Evening shift

( ) Night shift

5

at is the total length of time you have worked in the hospital
n any capacity?

) Less than one year

) Between 1-3 years

) Between 3-5 years

) Between 5-10 years

) Over ten years

R W W W N

Think of your present work. What is it like most of the time?
In the blank beside each word given below, write

Y for "Yes" if it describes your work;

for "No" if it does not describe it;

N

1f you cannot decide.

.................................................

Fascinating
Rout ine

Satisfying

Boring
Good
Creative

Respected
Hot

Pleasant
Uscful
Tiresome
Healthful
Challenging
On your feet
Frustrating
Simple
Endless
Gives sense of accomplishment

RRRRRRAARENY



10.

11.

12.
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. Please place a check (V) below the one face that best expresses your

overall feelings toward your present job at the hospital:

QYOO

. How satisfying do you expect your job to be in the pear future?

(Check one face.)

QOO

much yariety is there in the activities that make up your job?
A very great variety

A great variety

A moderate variety

S

L

How
)
)
)
( ) Some vartiety

( ) Little or no variety

To what extent do you do the same job in the same way every day?
( ) Almost totally the same every day

( ) Very much the same

( ) Moderately the same

( ) Somewhat the same

( ) Almost totally different every day

o what extent are the activities that make up your job roytine?
) Very routine
) Quite routine
) Moderately routine
) Somewhat routine
) Little or no routine

How much repetitiveness is there in the activities that make up
your job?

( ) A very great deal

( ) A great deal

( ) A moderate amount

( ) Some
(

) Little or none
How likely is it that you will leave this hospital in the near future?

1 2 k) 4 5
Very Unlikely Unlikely Not Sure Likely Certain



13.

14.

15.

16.

17.
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How likely is it that you could obtain another job elsewhere that is
as good (or better) than your present job?

1 2 3 4 5
Very Unlikely Unlikely Not Sure Likely Certain

Compared to the effort that you put into your job, how do you feel
about the pay you receive in the hospital?

( ) Compared with the effort, my pay is very poor.

( ) Poor

( ) About Right

{ ) Good

( ) Compared with the effort, my pay is very good.

ompared to the effort that other nurses in the hospital put into their
obs, how do you feel about the pay you receive in the hospital?

) Compared with the effort of other nurses, my pay is very good.
) Good

) About Right

) Poor

) Compared with the effort of other nurses, my pay is very poor.

How do you feel about the pay you receive in the hospital compared to

the contribution that you make toward its operation?
( ) Compared to my contribution, my pay is very poor.
( ) Poor
( ) About Right
( ) Good
( ) Compared to my contribution, my pay is very good.
How much do you agree or disagree with each of the following statements
about promotional opportunities for a person with your qualifications
somewhere in the hospital? (Check one tor each statement)
Neither
Strongly Agree nor Strongly
Statement Agree Agree Disagree Disagree Disagree
A. There is little chance
to get ahead. ) ) ) ) )
B. Promotions are regular. () () ) () )
C. Promotions are infre-
quent . ) ) ) ) )

D. There is an opportuni-

ty for advancement. ) ) ) ) )
E. I'm in a dead-end job. ) () ) () ()
F. There is a very good

opportunity for ad-

vancement . ) ) ) ) ()
G. Promotions are very

rare. ) ) ) ) )

H. There is a good chance
to get ahead. ) ) ) ) )



18.

19.

20.

21.

22.

23.

How often do you feel that you have a close working relationship with

your co-workers?

1 2 3 4 5

Never Seldom Occasionally Often Constantly

How many close friends do you have among hospital employees?
(Note: There is nothing odd about having ne close friends among
hospital employees. Many pecple have close friends outside the
hospital, or have no close friends.)

) No close friends among hospital employees.

) One

Two

Three

Four

Five or more close friends among hospital employees.

o~ i~
ot Nt Nt

While you are agctually working, how often do you sec your close
friends among hospital employces?

( ) More than once a day

( ) About once a day

( ) About once every two days

( ) Less than once every two days

() No close friends among hospital employees.

How often do you see your close friends among hospital employees
during bregks, such as for coffee and lunch?

( ) More than once a day

( ) About once a day

( ) About once every two days

( ) Less than once every two days

( ) No close friends among hospital employees

How often do you see your close friends among hospital employees
outside of working hours, such as at dinners, picnics, or other
social events?

( ) A.most every day

) Roughly between two and six times a week

) About once a week

) About every other week

) About once a month

) Less than once a month

) No close friends among hospital employees

.~~~

How easy would it be for yoy to find a nursing job with another
employer?

( ) Very easy

( ) Quite easy

( ) Fairly easy

( ) Not quite so easy

( ) Not easy at all
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24.

25.

26.

27.

28.

29.

Now aney would it be for you to find a nursing job ag good as the
one you now haye with another employer?

( ) Very easy

( ) Quite easy

( ) Fairly easy

( ) Not quite so easy
( ) Not easy at all

How would you describe the pumber of available nursiog jobs, with
1 types of employers, for a nurse with your qualifications?

) A great many

) Quite & few

) A moderate number

) Few

) Very few

Which of the following statements, in your view, best describes the
lob market for a nurse with your qualifications?
( ) There are more job vacancies than applicants.
( ) There are more applicants than job vacancies.

Which of the following statements most clearly reflects your feel-
ings about your future in the hospital?

( ) Definitely will not leave

( ) Probably will not leave

( ) Uncertain

( ) Probably will leave

( ) Definitely will leave

How well informed are you about each of the following aspects of
your job in the hospital? (Check onc for each aspect)

Very Quite Fairly Hardly
Well Well Well Somewhat at all
c Informed Informed Informed Informed Informed
A. What is to be done () () ) () ()

B. Policies and proce-

dures ) ) () ) )
C. Priority of work to

be done ) ) ) ) )
D. How well the job is :

done ) ) ) ) )
E. Technical knowledge () () () () )
F. Nature of equipment

used ) ) ) ) )
G. How you are suppos-

ed to do the job () () () () )

How much freedom does your job allow you as to how to do your work?

1 2 3 4
Not at all A little Somewhat A lot
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30.

31.

32.

3.

34.

35.

36.

How much does your job asllow you to make a lot of decisions on
your own?

1 2 3 o4
Not at all A little ' Somewhat A lot

How much does your job allow you to take part in decisions that
affect you?

1 2 3 4
Not at all A little Somewhat A lot

How much is your job one where you have a lot of say over what
happens on the job?

1 2 3 .
Not at all A little Somewhat A lot

Here is a list of decisions which get made on the job. For each of
the following decisions, please indicate how much say you actually
have in making these declsions. (Check one for each decision)
A Goced A Very
No Say Some Moderate Dcal of Great Deal

Decisjon at_all Say Say Say ot Say

A. How you do your job () () ) ) (O]
B. Sequence of vour job

activities () ) ) ) )
C. Speed at which vou

work ) ) ) ) )
D. Changing how you do

your job ) ) ) ) )

To what extent do you feel that vou are able to bring about changes
at work?

1 2 a 4 5
Never Seldom Occasionally Often Constantly

How often do you think about leaving your job at this hospital?

1 2 k] 4 5
Never Seldom Occasionally Often Constantly

In the last two months, have any specific things happened which
caused you to think about quitting your job?

1 2
Yes No

1f "Yes", please briefly indicate below the nature of the occurrence
which was most responsible for your thinking about quitting:
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37.

38.

39.

41,

42.

43.

44 .

Have you searched for another job anytime in the last two months?

1 2
Yes No

Are you now actively searching for a job elsewhere?

1 2
Yes No

If you were looking for a job elsewhere, but have now stopped looking,
what was most responsible for your decision to stop looking?

. How likely is it that in the near future you will search for a

job elsewhere?

1 2 3 4 5
Very Unlikely Unlikely Not Surc Likely Certain
Do you expect to leave the hospital in the near future?
( ) Will definitely leave in the near future
( ) The chances are quite good that 1 will leave
( ) The situation is uncertain
( ) The chances are very slight that 1 will leave
f ) Defiritely will not leave in the near future
How old are you?
( ) Less than 25 years old
() 25 to 29
( ) 30 to 34
() 35 to 39
() 40 to &
( ) 50 to 5§
( ) 60 years or over

How many memberships do you have in professional associations, such as
American Nurses' Association, Association of Operating Room Nurses,
Critical Care Nurse Association, and so forth?

( ) None

( ) One

() Two

( ) Three

( ) Four or more

How many official positions, such as being an officer or committee
member, do you have in professional associations?

( ) None

One

Two

Three

Four or more

No membership in professional associations

e te e kel
N N Nt N N
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46.

47.

48.

49.

. How often do you generally agttend meetings (Histrict, state, and

national) of a professional association?

( ) Never attend meetings

Between one and five times a year

Between six and twelve times a year

Over twelve times a year

No memberships in professional association

N Nt N N

much professiongl schooling in nursing have you had?
Associate

Diploma

Baccalaureate

Graduate degree(s)

o~ N~ T
s et &

What is your present marital status?
( ) Married

( ) Single

( ) Widowed

( ) Divorced or separated

Do you have any children?
() Yes

() No

( ) Not applicable

Here are five kinds of goals admired in America today. 1Ideally, if
you could arrange your life, which goal would you choose to emphasize
most, which second most, which third, which fourth, and which least?
Assign ranks from 1 to 5, with ] signifying "most! and 5 signifying

'least".

Rank Goal

To have a successful career

To be a good wife (or husband)

To be a good mother (or a good father)

To be a good citizen of the community

To be a good member of my church or synagogue

Roughly, what is your total yearly income from nursing before taxe
and other deductions are made:
( Less than $3,000

$3,000 to $4,999

$5,000 to $6,999

$7,000 to $8,999

$9, 000 to $10,000
$11,000 to $12,999
$13,000 to $14,999
$15,000 to $16,999
$17,000 to $18,999
$19,000 to $20,999
$21,000 to $22,999
$23,000 to $24,999
$25.000 or over

]

PN N N N PN PN PN N N N
- Nt Nl Nt N N N o N N N N
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. At this time, to what extent are you and your family being affected
by the present economic recession?

1 2 3 4
Not at all A little Somewhat A lot

How much do you ggree or digsagree with each of the tollowing state-
ments about your job? (Check one for each statement)

Neither

Strongly Agree nor Strongly
Statement Agree Agree  Disagree Disagree Disagree
A. 1 find real enjovment
in my job. () () () ()
B. 1 cvonsider my job
rather unpleasant. () () () ()
C. 1 am often bored with
my job. () e ) ()
D. 1 am fairly well satis-
fied with my job. () ) ) ()
E. 1 definitely dislike
wy job. ) ) ) ()
F. Each day on my job
seems like it will
never end. () () () ()
o. Most davs I am enthu-
siastic about my job. (G} () ) ()

Do vou belong to an in-house nursing poel at vour hospital?

i 2
Yo s No

THANK YOU.
FLEASE MAIL IN THE ENCLOSED STAMPED ENVELOPE,
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Appendix B

Cover Letters

Adapted from Price and Mueller (1981b).
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December 28, 1982

Dear Nurse:

Recently you may have learned that your hospital was one of several
hospitals in Louisiana participating in a study of nurse turnover. The
research is an effort to learn more about how registered nurses decide
to stay in or leave a hospital. The project is being conducted by myself
as a doctoral dissertation and is being supported by the Louisiana State
Nurses Association, the Louisiana Hospital Association and the Louisiana
Department of Health and Human Resources. It is hoped that this research
will contribute in some small way to the effective delivery of health care

in our state.

Your candid views of your present job are greatly needed to make this
effort successful.

I have enclosed here a brief questionnaire which asks about your
present job and your feelings about staying in or leaving your hospital.
Since feelings about jobs vary with time and circumstances, a sample of
nurses will be randomly selected to receive this same questionnaire two
more times during the next six months. The questionnaire takes about 15
minutes to complete.

A1l responses are completely confidential. None of the question-
naires, once they are filled out, will ever be seen by anyone in the
hospital. Completed questionnaires come directly to me for tabulation at
Louisiana State University. Findings resulting from the study will be
reported statistically to nurse and hospital representatives so that the
identity of individuals and small groups will not be revealed. Overall
results will, of course, be available to you as public information.

Instructions for completing and mailing the questionnaire are
enclosed here with it. I hope that you will join us in this research.

Sincerely,

Al Holland

Nurse Research Project
Department of Psychology
Louisiana State University
Baton Rouge, Louisiana 70803
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February 21, 1983

Dear Nurse:

I would 1ike to thank you for your interest and participation in my
research on nursing in Louisiana. The response to the initial question-
naire was enthusiastic and appears to reflect a significant amount of
interest on the part of nurses in their jobs and profession.

The questionnaire that you returned to me at the beginning of the
year asked about your job and your thoughts about staying in or leaving
your hospital. I mentioned then that since feelings about jobs vary over
time, a random sample of nurses would be asked to fill out the question-
naire two more times in the following months. That is why I am writing
to you now -- to ask you to participate further in the project by complet-
ing the enclosed questionnaire. As before, all responses are completely
confidential. None of the questionnaires, once they are filled out, will
ever be seen by anyone in the hospital. Completed questionnaires come
directly to me at Louisiana State University.

Please do not feel that your participation is unimportant -- it is
very important. Every questionnaire which goes unreturned represents a
Toss of valuable information and insight which cannot be replaced. Other
people can speculate about nursing, but you know more about your job
than anyone else.

Thank you again for your time.

Sincerely,

Al Holland

Nurse Research Project
Department of Psychology
Louisiana State University
Baton Rouge, Louisiana 70803
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April 20, 1983

Dear Nurse:

Enclosed is the third and final survey in our longitudinal study on
nursing. You have patiently completed this questionnaire twice before,
and I am asking that you complete and return it to me one more time. As
before, the questions ask you for your most recent opinions and feelings
about your job. Please fill out all of the items and mail them in the
prepaid envelope as soon as possible.

PROJECT RESULTS

Data analysis for the project should be completed some time in
August. If you are interested in learning more about the study, general-
ized results may be obtained from the following sources:

(1) Public Document. A highly detailed description of the
research --- Its methodology, data analysis procedures,
source of survey items, results, etc. --- will be avail-
able as public information in the dissertation collect-
ion of the LSU library.

(2) Abstract. If you would 1ike a summary of the project
and its principal results, I would be happy to mail you
an abstract. Please send (not on this questionnaire)
your name and mailing address to me at the address below.

(3) Professional Associations. Representatives of the
Louisiana State Nurses Association, Louisiana Hospital
Association, Louisiana Department of Health and Human
Resources, and participating hospitals will also be
informed of the results.

I would Tike to express my appreciation for your involvement through-
out this project. It is my hope that the results of this study will
contribute positively to health care in our state.

Once again, thank you for your participation.

Sincerely,

Al Holland

Nurse Research Project
Department of Psychology
Louisiana State University
Baton Rouge, Louisiana 70803
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Hospital Ownership and Extent of Employment
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TABLE 7.
SIGNIFICANT t-TESTS BY HOSPITAL OWNERSHIP
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Means

Variable df t value

Community Government
Social Integration 7.93 9.68 219 -2.08*
Distributive Justice 3.41 2.88 219 2.09%*
Professionalism 1.53 .91 222 2.20%
Kinship Responsibility 4.63 4.18 222 2.37%
Age/Tenure Composite .20 -.49 220 3.00%*
Extent of Employment 1.27 1.14 222 2.12*
Critical Events 1.55 1.35 221 2.70%*
*p<.05
**p¢.01

TABLE 8.

SIGNIFICANT t-TESTS BY EXTENT OF EMPLOYMENT
Means

Variable df t value

Full-time Part-time
Turnover .09 .20 222 -2.04*
Social Integration 8.94 6.82 219 2.31%
General Training 2.15 1.78 221 2.52*
Kinship Responsibility 4,34 5.02 222 =3,37%%*
Job Alternatives 3.17 3.59 222 -2.29*
Age/Tenure Composite -.14 .47 220 -2.43%
Critical Events 1.46 1.61 221 -1.87*%

*p<.05

**p<.01

**%p¢,001
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