










DISCUSSION

Research Paradigms

The p r inc ipa l  o b je c t iv e  of t h i s  study was to  extend research  

in to  the co gn i t ive  and behavioral process  which precedes tu rnover .

More s p e c i f i c a l l y ,  i t  examined Mobley's (1982) con ten t ion  t h a t  a dynamic 

experimental des ign ,  represen ted  here by repeated survey measures,  is  

requ ired  in order  to advance our understanding of the turnover  process .  

The one f a c e t  of Mobley's content ion  t e s t e d  by Hypothesis 1 was the 

e x te n t  to which the  use o f  repeated measures improved the p r e d ic t iv e  

u t i l i t y  of a t h e o r e t i c a l  model. Of secondary i n t e r e s t  was the degree 

to  which the paradigm would generate  informat ion t h a t  improves our 

understanding of  the turnover  process .

U t i l i z in g  change scores to  p r e d i c t  turnover  does not  appear 

d e s i r e a b le  a t  t h i s  t ime. As t e s t e d  here ,  knowledge of  p r io r  t rends  

in a model 's  v a r i a b le s  does not add s i g n i f i c a n t l y  to  the a b i l i t y  of 

t h a t  model to  p r e d i c t  tu rnover .  This conclusion must be i n t e rp r e t e d  

in l i g h t  of  severa l  cond i t ions  unique to  the p resen t  re sea rch .

F i r s t ,  a two-month time span was employed between survey meas­

ures .  When cons ider ing  leavers  and s ta y e r s ,  t h i s  was a s u f f i c i e n t  

amount of time to  observe s i g n i f i c a n t  d i f f e r e n t i a l  s h i f t s  in two v a r i a ­

b le s .  However, two months may not be a time period s e n s i t i v e  to  impor­

t a n t  change in  many of  the  v a r ia b le s  measured here.  Some v a r i a b le s ,  such 

as job s a t i s f a c t i o n ,  may change very slowly in value and r eq u i re  a 

longer  time lag between measures. Other v a r ia b le s ,  such as thoughts 

of q u i t t i n g ,  may s h i f t  r a d i c a l l y  severa l t imes wi th in  the two months
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as work events a f f e c t  c o g n i t io n s .  Fur ther  multi  pi e-measures research  

w il l  e s t a b l i s h  the r e l a t i v e  v o l a t i l i t y  of  key v a r ia b le s  and the time 

lags  necessary to  observe them.

Secondly, i n s u f f i c i e n t  turnover  in Time Block C among nurses 

with complete survey data  compelled the  r e sea rch e r  to d isca rd  va r iab le  

measures gathered  a t  Time 3. Had the sample s iz e  been l a r g e r ,  o r  had 

turnover  been g r e a t e r ,  change values across  th ree  po in ts  in time would 

have been a v a i l a b le  to  p r e d i c t  turnover  in Block C. How t h i s  add i t iona l  

information would have a f fe c te d  our p r e d i c t iv e  a b i l i t y  i s  unknown.

Third ly ,  only v a r i a b le s  contained  in a p a r t i c u l a r  s t a t i c  model 

were used to genera te  t h a t  model 's change sco res .  The r e l a t i v e  s t reng th  

of the v a r i a b le  "Change in instrumental  communication" to  p r e d ic t  turn­

over when v a r iab le s  were s e le c te d  by stepwise reg res s ion  in d ic a te s  t h a t  

some change v a r ia b le s  may be good p r e d ic to r s  when they do not have a 

f ixed-va lue  co u n te rp a r t  in the same model.

F in a l ly ,  t r a d i t i o n a l  r eg res s ion  techniques were employed to

t e s t  the p r e d i c t iv e  power of the  two process  models.  These techniques
2

were used here in order  t h a t  JR and p r e d i c to r  comparisons could be made 

with the au th o rs '  o r ig in a l  research  and with o the r  turnover  s tu d ie s  in 

the l i t e r a t u r e .  However, t h i s  au thor  f e e l s  t h a t  s t a t i c  data  ana lys is  

techniques  app l ied  to  process  models a re  in a p p ro p r ia te  f o r  explor ing 

the process .  Causal modeling through path a n a ly s i s  and dynamic c o r r e l a ­

t io n s  appears necessary  before  the  u t i l i t y  of  change scores  can be f u l l y  

t e s t e d .
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Although t h i s  research  suggests  t h a t  the p r e d i c t iv e  u t i l i t y  

of  change v a r ia b le s  i s  not  g r e a t ,  they can provide an explanatory  con­

t r i b u t i o n  to process re sea rch .  The a b i l i t y  of  repeated measures to tap 

processual change in v a r i a b le s  i s  ev iden t  in t h i s  s tudy.  Persons who 

q u i t  t h e i r  jobs  experienced a s i g n i f i c a n t  dec l ine  in instrumental  commu­

n ic a t io n  and a s i g n i f i c a n t  increase  in job search behavior  two to  four  

months p r io r  to t h e i r  leaving .  These r e s u l t s  a re  c o n s i s t e n t  with the 

process sequence proposed in both models considered.

At t h i s  time the repeated measures paradigm would seem most 

useful  fo r  o u t l in in g  the  na tu re  and flow of  the turnover  process  by 

def in ing  sequent ia l  s t a g e s ,  causal e f f e c t s ,  va r iab le  i n t e r a c t i o n s ,  

c r i t i c a l  time l a g s ,  and feedback loops.  Use of  the dynamic paradigm 

i s  not l i k e l y  to  improve upon p red ic t io n  unless  i t  i s  in te g ra te d  with 

dynamic s t a t i s t i c a l  techniques .  Once t h a t  i s  accomplished, the repeated 

measures paradigm w il l  be more useful fo r  both turnover  p re d ic t io n  

and in te rv e n t io n  planning.

Turnover Models

The second o b je c t iv e  of t h i s  study was to  d i r e c t l y  compare 

the  tu rnover  models proposed by Pr ice  and Mueller (1981) and Mobley, 

Horner,  and Hollingsworth (1978). As shown by the r e s u l t s ,  n e i t h e r  of

these  models accounted f o r  a g r e a t  deal of var iance  in the c r i t e r i o n .
2

The low s t a t i c  s a re  p a r t i c u l a r l y  s t r i k i n g  in l i g h t  of the  r e l a t i v e l y  

sh o r t  ( four  month) time period between measurement and c r i t e r i o n  c o l l e c ­

t io n .  The s l i g h t l y  g r e a t e r  expla ined var iance  on the  p a r t  of Mobley's 

s t a t i c  model i s  n e g l i g i b l e  f o r  a l l  p r a c t i c a l  purposes.
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As shown in Table 3, only four  se le c ted  v a r i a b le s  explained 

cons ide rab ly  more var iance  than e i t h e r  model a lone.  In ad d i t io n ,  both 

models a re  s u f f i c i e n t l y  s im i l a r  so t h a t  a new, more powerful t h e o r e t i c a l  

model may be produced by combining the  elements found in both models. 

Explorat ion of t h i s  i s sue  i s  beyond the scope of  the hypothesis  t e s ted  

here.

The moderated analyses  were made by hosp i ta l  ownership ( s t a t e  

government versus n o n - p ro f i t  non-government) and by e x te n t  of  employ­

ment a t  the hosp i ta l  ( p a r t - t im e  versus  f u l l - t i m e  n u r se s ) .  S ta t e  hos­

p i t a l  nurses  r e p o r t  more so c ia l  i n t e r a c t io n  with f r i e n d s  a t  work and 

l e s s  k inship  r e s p o n s i b i l i t y  than t h e i r  non-government co u n te rp a r t s .  

However, s t a t e  hosp i ta l  nurses  a l so  r e p o r t  l e s s  a c t i v i t y  in p ro fe s ­

s ional a s so c ia t io n s  and s i g n i f i c a n t l y  more events  occurr ing a t  work 

which cause them to  cons ide r  q u i t t i n g  t h e i r  jobs .  S ta t e  nurses a l so  

fee l  t h a t  t h e i r  pay i s  l e s s  e q u i t a b le  than do nurses in non-government 

h o s p i t a l s .

There a r e  few s u r p r i s e s  in the  comparison of p a r t - t im e  and 

f u l l - t i m e  nurses .  P a r t - t im e  nurses tend to  have more family t i e s  and 

s t rong  f e e l in g s  of  r e s p o n s i b i l i t y  to family members. They a l s o  have 

l e s s  p ro fess iona l  t r a i n i n g .  Their  p a r t - t im e  s t a t u s  would account  fo r  

the f a c t  t h a t  they s o c i a l i z e  l e s s  f req u e n t ly  with f r i e n d s  a t  work, and 

they f ee l  t h a t  i t  i s  not  d i f f i c u l t  to  f ind  o th e r  accep tab le  jobs .  All 

o f  these  f a c t o r s  p a in t  a p i c tu r e  o f  a person who i s  cons ide rab ly  less  

in teg ra te d  in her  p ro fes s ion  and who has ease o f  movement to  o the r
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employment. Consequently, i t  i s  not s u rp r i s in g  t h a t  tu rnover  i s  

s i g n i f i c a n t l y  h igher  among these  nurses .

Conclusions

Within the  c o n s t r a i n t s  o f  t h i s  study, use of  the  dynamic

re sea rch  paradigm fo r  p r e d i c t iv e  purposes appears premature a t  t h i s

time.  The repeated measures method does not s i g n i f i c a n t l y  improve

the  p r e d i c t i v e  a b i l i t y  of  p re sen t  turnover  models. Given the low 
2

R s o f  the  two models considered here, i t  i s  a lso  obvious t h a t  

s t r o n g e r  models a re  needed. Nursing can be expected to  bes t  advance 

i t s  understanding of  tu rnove r  by employing experimental des igns and 

s t a t i s t i c a l  approaches t h a t  a re  d i r e c te d  a t  bu i ld ing  improved 

p r e d i c t iv e  models.

Dynamic designs  c l e a r l y  permit  observat ion of  process  events  

and a re  most useful  as t o o l s  to o u t l in e  the nature  and flow of 

cogn i t ions  and behaviors  preceding tu rnover .  However, only a f t e r  

s u i t a b l e  process  models have been d e l in ea ted  w i l l  the dynamic paradigm 

o f f e r  an a p p ro p r ia te  b a s is  f o r  improved p red ic t io n  and planned 

in t e rv e n t io n .  Future research  in to  the process  of  tu rnover  should 

focus upon b e t t e r  i n t e g r a t i n g  the element of  time in to  research  

paradigms and th e o r e t i c a l  models. Although s t a t i c  paradigms may be 

s u i t a b l e  f o r  s t a t i c  models, our understanding of occupat ional  tu rnover  

i s  not l i k e l y  to  improve u n t i l  more s o p h is t i c a te d  process  models are  

b u i l t  and r e f in ed  through dynamic approaches.
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Appendix A 

Survey Instrument^

^Itern 5 on t h i s  instrument cour tesy  o f  P a t r i c i a  C. Smith and copyrighted 
by Bowling Green S ta te  U n iv e r s i ty ,  Bowling Green, Ohio, 1975.



INSTRUCTIONS

1. P le a se  answer th e  q u e s t io n s  in  the  o rd e r  t h a t  th ey  a re  p re s e n te d .

2 .  A ll  of the  q u e s t io n s  can be answered by e i t h e r  check ing  (y/) or 
c i r c l i n g  one of the  answ ers . I f  you do n o t  f in d  the  e x ac t  answer 
t h a t  f i t s  your c a se ,  check or c i r c l e  the  one t h a t  comes c l o s e s t  
t o  i t .

3 .  Although some q u e s t io n s  may seem t o  be r e p e t i t i o u s ,  p le a s e  answer 
a l l  q u e s t i o n s .

4 .  The answers you g ive  w i l l  be com ple te ly  c o n f i d e n t i a l .  I t  i s  im­
p o r t a n t  t h a t  you be as h o n es t  as you can in  answ ering t h i s  q u e s ­
t i o n n a i r e  .

5. P le a se  s e a l  your completed q u e s t io n n a i r e  in  th e  e n c lo se d ,  p re p a id  
envelope , and m ail i t  w i th in  7 davs from th e  d a te  you re c e iv e d  i t .

THANK YOU FOR YOUR TIME.

Item  5 C opyright by Bowling Green S ta te  U n iv e r s i ty ,  1975.
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1- Are you working f u l l - t im e  or p a r t-tim e?
( ) F u l l - t im e  
( ) P a r t - t i m e

2 .  Do you work on a r o t a t i n g  s h i f t  o r  a s t r a i g h t  s h i f t ?
( ) R o ta t in g  s h i f t  
( ) S t r a i g h t  s h i f t

3 • I I  XSSI SD. A g.t.X A lK h.t S h i f t . on what s h i f t  do you work?
( ) Day s h i f t  
( )  Evening s h i f t  
( ) Night s h i f t

U. What I s  th e  t o t a l  l e n g t h  o f  t im e  you have worked in  t h e  h o s p i t a l  
i n  any c a p a c i t y ?
( ) Less th a n  one y e a r  
( ) Between 1-3 y e a r s  
( ) Between 3*5 y e a r s  
( ) Between 5-10  y e a r s  
( ) Over te n  y e a r s

5. Think o f  yo u r  p r e s e n t  work. What i s  i t  l i k e  most o f  th e  t im e?
In  th e  b la n k  b e s i d e  each  word g iv e n  below , w r i t e

V  f o r  "Yes" I f  i t  d e s c r i b e s  your  work;

^  f o r  "No" i f  i t  does n o t  d e s c r ib e  i t ;
?• i f  you c an n o t  d e c i d e .

F a s c l n a t l n g  

Rout ine 

S a t  i s f y  lng 

Boring 

Good 

C re a t  ive  

R espected  

Hot
P le a s a n t

U seful

Tiresome

H e a l th f u l

C h a l le n g in g

On your f e e t

F r u s t r a t i n g

Simple

E nd less

G ives  sen se  o f accomplishm ent
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6- P le a s e  p l a c e  a ch eck  (✓) below th e  one f a c e  t h a t  b e a t  e x p r e s s e s  your  
o v e r a l l  f e e l i n g s  tow ard  yo u r  p r e s e n t  Job  a t  th e  h o s p i t a l :

( ) ( ) ( ) ( ) ( )

7. How s a t i s f y i n g  do you e x p e c t  yo u r  Job t o  be l a  th e  n e a r  f u t u r e ? 
(Check one f a c e . )

c  )  (  > (  )  (  )  (  )

8- How much v a r i e t y  l a  t h e r e  in  th e  a c t i v i t i e s  t h a t  make up your Job?
( ) A v e ry  g r e a t  v a r i e t y  
( ) A g r e a t  v a r i e t y  
( ) A m odera te  v a r i e t y  
( ) Some v a r i e t y  
( ) L i t t l e  o r  no v a r i e t y

9. To what e x t e n t  do you do th e  same Job in  th e  same way e v e ry  day?
( ) Almost t o t a l l y  th e  same e v e ry  day 
( ) Very much the  same 
( ) M o d era te ly  th e  same 
( ) Somewhat th e  same 
( ) Almost t o t a l l y  d i f f e r e n t  e v e ry  day

10. To what e x t e n t  a r e  t h e  a c t i v i t i e s  t h a t  make up y o u r  Job r o u t i n e ?
( ) Very r o u t i n e
( ) Q u i te  r o u t in e  
( ) M od era te ly  r o u t i n e  
( ) Somewhat r o u t i n e  
( ) L i t t l e  o r  no r o u t i n e

11. How much r e p e t i t i v e n e s s  i s  t h e r e  in  th e  a c t i v i t i e s  t h a t  make up 
yo u r  Job?
( ) A v e ry  g r e a t  d e a l  
( ) A g r e a t  d e a l  
( ) A m od era te  amount 
( ) Some
( ) L i t t l e  o r  none

12. How l i k e l y  I s  I t  t h a t  you w i l l  l e a v e  t h i s  h o s p i t a l  in  th e  n e a r  f u t u r e ?

1 2 
Very U n l ik e ly  U n l ik e ly

3 4 5
Not Sure  L ik e l y  C e r t a i n



13. Hum l i k e l y  Is  I t  t h a t  you cou ld  o b ta in  a n o th e r  jo b  e ls e w h e re  t h a t  i s  
as good (o r  b e t t e r )  than your p resen t jo b ?

1 2  3 4 5
Very U n lik e ly  U n lik e ly  Not S u re  L ik e l y  C e r t a i n

14 . Coaoared t o  th e  e f f o r t  t h a t  you o u t  I n t o  vour  l o b , how do you f e e l  
about th e  pay you r e c e i v e  in  th e  h o s p i t a l ?
( ) Compared w i th  th e  e f f o r t ,  my pay i s  v e ry  p o o r .
( ) Poor 
( ) About R igh t  
( ) Good
( ) Compared w ith  th e  e f f o r t ,  my pay i s  v e ry  good.

15* Compared t o  th e  e f f o r t  t h a t  o t h e r  n u r s e s  in  th e  h o s p i t a l  p u t  i n t o  t h e i r  
j o b s ,  how do you f e e l  about th e  pay you r e c e i v e  in  th e  h o s p i t a l ?
( ) Compared w i th  th e  e f f o r t  o f  o t h e r  n u r s e s ,  my pay i s  v e ry  good.
( ) Good 
( ) About R ig h t  
( ) Poor
( ) Compared w i th  t h e  e f f o r t  o f  o t h e r  n u r s e s ,  my pay i s  v e ry  p o o r .

16. How do you f e e l  a b o u t  th e  pay  you r e c e i v e  in  th e  h o s p i t a l  compared t o  
th e  c o n t r i b u t i o n  t h a t  you make tow ard  i t s  o p e r a t i o n ?
( ) Compared t o  my c o n t r i b u t i o n ,  my pay i s  v e ry  p o o r .
( ) Poor 
( ) About R igh t 
( ) Good
( ) Compared t o  my c o n t r i b u t i o n ,  my pay i s  v e ry  good.

17. How much do you a g re e  o r  d i s a g r e e  w i th  each  o f  th e  fo l lo w in g  s t a t e m e n t s  
abou t n ro m o t io n a l  o p p o r t u n l t i e s  fo r  a p e r s o n  w i th  your q u a l i f i c a t i o n s  
somewhere in  th e  h o s p i t a l ?  (Check one t o r  each  s t a t e m e n t )

N e i th e r
S t r o n g ly  Agree n o r  S t r o n g ly

S ta te m e n t________  Agree Agree D isa g re e  D isa g re e  D isag ree
A. There i s  l i t t l e  chance

t o  g e t  a h e ad . ( ) ( ) ( ) ( ) ( )
P rom o tio ns  a r e  r e g u l a r . ( ) ( ) ( ) ( ) ( )
P rom o tio ns  a r e  i n f r e ­
q u en t  . ( ) ( ) ( ) ( ) ( )
There i s  an o p p o r t u n i ­
t y  fo r  a d v an cem en t . ( ) ( ) ( ) ( ) ( )
I ' ii i n  a d ea d -en d  J o b . ( ) ( ) ( ) ( ) ( )
There i s  a  v e ry  good
o p p o r t u n i t y  f o r  a d ­
vancement . ( ) ( ) ( ) ( ) ( )
P ro m otio ns  a r e  v e ry
r a r e . ( ) ( ) ( ) ( ) ( )
T here i s  a  good chance
to  g e t  a h ead . ( ) ( ) ( ) ( ) ( )



18. How o f t e n  do you f e e l  t h a t  you have a  c l o s e  w o rk in g  r e l a t i o n s h i p  w i th  
your c o -w o rk e rs ?

1 2 3 4 5
Never Seldom O c c a s io n a l ly  O f te n  C o n s t a n t ly

19. How many c l o s e  f r i e n d s  do you have among h o s p i t a l  e m p lo y e e s?
(N ote :  T here  i s  n o th i n g  odd a b o u t  h a v in g  no c l o s e  f r i e n d s  among
h o s p i t a l  em p lo y e es .  Many p e o p le  have c l o s e  f r i e n d s  o u t s i d e  th e  
h o s p i t a l ,  o r  have no c l o s e  f r i e n d s . )
( ) No c lo s e  f r i e n d s  among h o s p i t a l  e m p lo y ee s .
( ) One
( ) Two
( ) Three
( ) Four
( ) F ive  o r  more c lo s e  f r i e n d s  among h o s p i t a l  em p lo yees .

2 0 .  While you a r e  a c t u a l l y  w o rk in g . how o f t e n  do you s ee  your c lo s e  
f r i e n d s  among h o s p i t a l  em ployees?
( ) More th a n  once a day
( ) About once a  day
( ) About once e v e r y  two days
( ) Less th a n  once e v e ry  two days
( ) No c lo s e  f r i e n d s  among h o s p i t a l  em p lo y ees .

2 1 .  How o f t e n  do you s ee  you r  c lo s e  f r i e n d s  among h o s p i t a l  employees
d u r i n e  b r e a k s . such  a s  f o r  c o f f e e  and lu n ch?
( ) More th a n  once a  day
( ) About once a day
( ) About once e v e r y  two day6
( ) Less th a n  once e v e r y  two days
( ) No c l o s e  f r i e n d s  among h o s p i t a l  em ployees

2 2 .  Hew o f t e n  do you s e e  y o u r  c l o s e  f r i e n d s  among h o s p i t a l  em ployees
o u t s i d e  o f  w ork ing  h o u r s . such a s  a t  d i n n e r s ,  p i c n i c s ,  o r  o t h e r  
s o c i a !  e v e n t s ?
( ) A.most e v e ry  day
( ) Roughly be tw een  two and s i x  t im e s  a  week
( ) About once a  week
( ) About e v e ry  o t h e r  week
( ) About once a  month
( ) Less  th a n  once a  month
( ) No c lo s e  f r i e n d s  among h o s p i t a l  em ployees

2 3 .  How e a s y  would I t  be f o r  vou t o  f i n d  a n u r s i n g  Job  w i th  a n o th e r
em ployer?
( ) Very e a s y
( ) Q u i te  e a sy
( ) F a i r l y  e a sy
( ) Not q u i t e  so  e a s y
( ) Not e a s y  a t  a l l
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2 4 .  How «<ssy would I t  be fo r  you to  f in d  a n u rsin g  j o b  g o g j  £ h£  
one w m  nsw have w ith  another en p loyer?
( ) Very e a sy  
( ) Q u i t e  e a sy  
( ) F a i r l y  e a sy  
( ) Not q u i t e  s o  e a sy  
( ) Not e a sy  a t  a l l

2 5 .  How would you d e s c r i b e  th e  number s i  a v a i l a b l e  n u r s i n g  . w i th  
a l l  ty p e s  o f  e m p lo y e rs ,  f o r  a n u rs e  w i th  your q u a l i f i c a t i o n s ?
( ) A g r e a t  many
( ) Q u i te  a few
( ) A m odera te  number 
( ) Few 
( ) Very few

2 6 . Which o f  th e  fo l lo w in g  s t a t e m e n t s ,  in  y ou r  v iew ,  b e s t  d e s c r i b e s  the  
lob m arke t f o r  a  n u rs e  w i th  your  q u a l i f i c a t i o n s ?
( ) There a r e  more jo b  v a c a n c ie s  th a n  a p p l i c a n t s .
( ) There a r e  more a p p l i c a n t s  th a n  jo b  v a c a n c i e s .

27 . Which o f  t h e  fo l lo w in g  s t a t e m e n t s  most c l e a r l y  r e f l e c t s  your f e e l ­
in g s  ab ou t  y o u r  f u t u r e  i n  tjjfi. h o s p i t a l ?
( ) D e f i n i t e l y  w i l l  n o t  le ave  
( ) P ro b a b ly  w i l l  no t  le ave  
( ) U n c e r ta in  
( ) P ro b a b ly  w i l l  l e av e  
( ) D e f i n i t e l y  w i l l  le a v e

2 8 .  How w e l l  Inform ed a r e  you abo u t  e ach  o f  t h e  f o l lo w in g  a s p e c t s  o f  
vour lob in  the  h o s p i t a l ?  (Check one f o r  each  a s p e c t )

Very Q u i t e  F a i r l y  H ardly
Well Well Well Somewhat a t  a l l

________A sp ec ts_________  Inform ed Informed Informed Informed Informed
A. What i s  t o  be done ( ) ( ) ( ) ( ) ( )
B. P o l i c i e s  and p r o c e ­

d u re s  ( ) ( ) ( ) ( ) ( )
C. P r i o r i t y  o f  work t o

be done ( ) ( ) ( ) ( ) ( )
D. How w e l l  th e  jo b  i s

done ( ) ( ) ( ) ( ) ( )
E. T e c h n ic a l  knowledge ( )  ( )  ( )  ( )  ( )
F. N ature o f  equ ipm ent

used ( ) ( ) ( ) ( ) ( )
G. How you a r e  su p p o s ­

ed t o  do th e  j o b  ( ) ( ) ( ) ( ) ( )

2 9 .  How much freedom does your  Job  a l lo w  you as t o  how t o  do your work?

1 2  3 4
Not a t  a l l  A l i t t l e  Somewhat A l o t
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30. How much does y o u r  Job a l l o w  you t o  make a l o t  o f  d e c i s i o n s  on

1 2 3 4
Not a t  a l l  A l i t t l e  Somewhat A l o t

31. How much does yo u r  Job a l lo w  you t o  ta k e  p a r t  in  d e c i s i o n s  t h a t  
a f f e c t  you?

1 2  3 4
Not a t  a l l  A l i t t l e  Somewhat A l o t

32. How much i s  your Job one where you have a l o t  o f  say  ov e r  what 
happens on th e  Job?

1 2 3 4
Not a t  a l l  A l i t t l e  Somewhat A l o t

33- Here i s  a l i s t  o f  d e c i s i o n s  which g e t  made on th e  J o b .  For each of 
the  fo l lo w in g  d e c i s i o n s ,  p l e a s e  i n d i c a t e  how much sav  you a c t u a l l y  
have in  making th e s e  d e c i s i o n s .  (Check one f o r  each  d e c i s i o n )

A Good A Very 
:aa l  o f  G rea t  Dea 
Sav o l Sav
( ) (  >

D e c is io n
No Say 
a t  a l l

Some
Sav

Moderate
Sav

A. How you do your Job < ) ( ) ( )
B. Sequence of your job

a c t  i v i t  i e s ( ) ( ) ( )
C. Speed a t  which you

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

your Job ( ) ( ) ( )

To what e x t e n t  do vou f e e l  t h a t you a re a b l e  t o  1
a t work?

1 2 3 4

( ) ( )

( ) ( )

( > ( )

3
Never Seldom O c c a s io n a l ly  O f te n  C o n s t a n t ly

35- How o f t e n  do you t h i n k  ab ou t  l e a v i n g  your Job a t  t h i s  h o s p i t a l ?

1 2 3 4 5
Never Seldom O c c a s io n a l ly  O f te n  C o n s t a n t ly

36 . In  th e  l a s t  two m o n th s , have any s p e c i f i c  t h i n g s  happened which 
ca used  you t o  t h i n k  about q u i t t i n g  yo u r  Job?

1 2
Yes No

I f  "Y es", p l e a s e  b r i e f l y  i n d i c a t e  below the  n a t u r e  o f  th e  o c c u r r e n c e  
which was most r e s p o n s i b l e  f o r  your  t h i n k i n g  ab ou t  q u i t t i n g :
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3 7 .  Have you sea r ch ed  f o r  a no th er  jo b  anytim e in  th e  l a s t  two months?

1 2
Yes No

3 8 .  Are you now a c t i v e l y  s e a r c h in g  f o r  a jo b  e ls e w h e r e ?

1 2
Yes No

3 9 .  I f  you were lo o k in g  f o r  a jo b  e l s e w h e r e ,  but have now s to p p e d  l o o k i n g ,  
what was most r e s p o n s i b l e  f o r  your d e c i s i o n  t o  s t o p  lo o k in g ?

4 0 .  How l i k e l y  i s  i t  t h a t  in. th e  near  f u t u r e  you w i l l  s e a r c h  f o r  a 
jo b  e ls e w h e r e ?

1 2 3 4 5
Very U n i i k e l y  U n l i k e l y  Not Sure L i k e l y  C e r ta in

4 1 .  Do you e x p e c t  t o  l e a v e  th e  h o s p i t a l  in  th e  near f u t u r e ?
( ) W ill  d e f i n i t e l y  l e a v e  in  th e  near  fu tu r e
( ) The ch a n c e s  are  q u i t e  good t h a t  1 w i l l  l e a v e  
( ) The s i t u a t i o n  i s  u n c e r t a in
( ) The ch a n c e s  are  v e r y  s l i g h t  t h a t  1 w i l l  l e a v e  
( ) D e f i n i t e l y  w i l l  no t  l e a v e  in  th e  near fu tu r e

4 2 .  How o ld  a re  you?
( ) L ess  than  25 y e a r s  o ld  
( )  25  t o  29  
( ) 30 t o  34 
( ) 35 t o  39 
( ) 40 to  49 
( ) 50 t o  59 
( ) 60 y e a r s  or o v e r

4 3 .  How many m emberships do you have in  p r o f e s s i o n a l  a s s o c i a t i o n s . such as 
American N u r s e s '  A s s o c i a t i o n ,  A s s o c i a t i o n  o f  O p era t in g  Room N u rses ,  
C r i t i c a l  Care Nurse A s s o c i a t i o n ,  and s o  f o r t h ?
( ) None 
( ) One 
( ) Two 
( ) Three 
( ) Four o r  more

4 4 .  Hew many o f f i c i a l  p o s i t i o n s . such  as  b e in g  an o f f i c e r  o r  committee 
member, do you have in  p r o f e s s i o n a l  a s s o c i a t i o n s ?
( ) None 
( ) One 
( ) Two 
( ) Three 
( ) Four o r  more
( ) No membership in  p r o f e s s i o n a l  a s s o c i a t i o n s
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4 5 .  How o f t e n  do you g e n e r a l l y  a t t e n d  m e e t in g s  ( d i s t r i c t ,  s t a t e ,  and 
n a t i o n a l )  o f  a p r o f e s s i o n a l  a s s o c i a t i o n ?
( ) Never a t t e n d  m e e t in g s
( ) Between one and f i v e  t im es  a y e a r
( ) Between s i x  and t w e lv e  t im e s  a y e a r
( ) Over tw e lv e  t im e s  a  y ear
( ) No m emberships in  p r o f e s s i o n a l  a s s o c i a t i o n

4 6 .  How much p r o f e s s i o n a l  s c h o o l i n g  in  n u r s in g  have you had?
( ) A s s o c i a t e
( ) Diploma
( ) B a c c a la u r e a t e
( ) Graduate d e g r e e ( s )

4 7 .  What i s  your  p r e s e n t  m a r i t a l  s t a t u s ?
( ) M arried
( ) S i n g l e
( ) Widowed
( ) D iv o r ce d  or s e p a r a t e d

4 8 .  Do you have any c h i l d r e n ?
( ) Ves
( ) No
( ) Not a p p l i c a b l e

4 9 .  Here are f i v e  k in d s  o f  g o a l s  admired in  America t o d a y .  I d e a l l y ,  i f  
you c o u ld  arra n g e  your  l i f e ,  which g o a l  would you c h o o se  t o  em phas ize  
m o st ,  which se c o n d  m o s t ,  w h ich  t h i r d ,  w h ich  f o u r t h ,  and w h ich  l e a s t ?  
A s s ig n  ranks from L £ £  w i t h  J. s j g n i f v i n e  "most" and £  s i g n i f y i n g  
" l e a s t " .

Rank Coal

________ To have a s u c c e s s f u l  c a r e e r
________ To be a good w i f e  (o r  husband)
________ To be a good m other (or  a good f a t h e r )
________ To be a good c i t i z e n  o f  t h e  community
________ To be a good member o f  my church  or  syn agogue

5 0- R oughly ,  what i s  your  t o t a l  y e a r l y  income from n u r s in g  b e f o r e  taxe  
and o t h e r  d e d u c t i o n s  are  made:
( > L e ss  than 5 3 ,0 0 0
( ) 5 3 ,0 0 0  t o  $ 4 ,9 9 9
( ) $ 5 ,0 0 0  t o  $ 6 ,9 9 9
( ) $ 7 ,0 0 0  t o  $ 8 ,9 9 9
( ) $ 9 ,0 0 0  t o  $ 1 0 ,0 0 0
( ) $ 1 1 ,0 0 0  t o  $ 1 2 ,9 9 9
( ) $ 1 3 ,0 0 0  t o  $ 1 4 ,9 9 9
( ) $ 1 5 ,0 0 0  t o  $ 1 6 ,9 9 9
( )  $ 1 7 ,0 0 0  t o  $ 1 8 ,9 9 9
( ) $ 1 9 ,0 0 0  t o  $ 2 0 ,9 9 9
( ) $ 2 1 ,0 0 0  t o  $ 2 2 ,9 9 9
( ) $ 2 3 ,0 0 0  t o  $ 2 4 ,9 9 9
( ) $ 2 5 ,0 0 0  o r  ov e r
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51. At t h i s  t im e ,  t o  what e x t e n t  a re  you and your fa m i ly  b e in g  a f f e c t e d  
by the p r e s e n t  econom ic  r e c e s s i o n ?

1
Not a t  a l l A l i t t l e Somewhat

U
A l o t

512 . How much do you a g r e e  or d i s a g r e e  w i t h  ea ch  of the f o l l o w i n g  s t a t e ­
ments about your jo b ?  (Check one f o r  each  s t a t e m e n t )

S t a t e me n t
S t  r o n g ly  

Agree
A. 1 f i n d  r e a l  e n j o y me n t  

i n my j  ob .
K. 1 c o n s i d e r  my j o b  

r a t h e r  u n p l e a s a n t .
C. I am o f t e n  b o r e d  w i t h

my j ob ( ) ( ) ( ) ( )
D. 1 am f a i r l y  w e l l  s a t i s ­

f i e d  w i t h  my j o b .  ( )  ( )  ( )  ( )
E.  1 d e f i n i t e l y  d i s l i k e

ray j o b . ( ) ( ) ( ) ( )
F.  Each day  on my j o b  

seems l i k e  i t  w i l l  
n e v e r  end .

d.  Most  days  I am e n t h u ­
s i a s t i c  a b o u t  my j o b .

53.  Do you b e l o n g  t o  an i n - h o u s e  n u r s i n g  po o l  a t  y o u r  l i o s p . i t a l ?

Ag ree

Ne i t h e r  
Agree nor  
D isa g r e e D isa g r e e

S t rong ly  
D isa g r e e

( )

( )

< )

( )

( )

( )

1
Yes

2
No

THANK YOU.
PLEASE MAIL IN THE ENCLOSED STAMPED ENVELOPE



Appendix B 

Cover Le t te rs*

^Adapted from Pr ice  and Mueller  (1981b).
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December 28, 1982

Dear Nurse:

Recently you may have learned  t h a t  your hosp i ta l  was one o f  several 
h o sp i ta l s  in Louisiana p a r t i c ip a t i n g  in a s tudy o f  nurse tu rnover .  The 
research  i s  an e f f o r t  to le a rn  more about how r e g i s t e r e d  nurses decide 
to s tay  in or  leave a h o s p i t a l .  The p r o je c t  i s  being conducted by myself 
as a doctoral  d i s s e r t a t i o n  and i s  being supported by the  Louisiana S ta te  
Nurses A ssoc ia t ion ,  the  Louisiana Hospital Associa t ion and the  Louisiana 
Department o f  Health and Human Resources. I t  i s  hoped t h a t  t h i s  research  
wi l l  c o n t r ib u te  in some small way to  the  e f f e c t i v e  d e l iv e ry  o f  hea l th  care  
in our s t a t e .

Your candid views o f  your p resen t  job a re  g r e a t l y  needed to make t h i s  
e f f o r t  s u c c e s s fu l .

I have enclosed here a b r i e f  q u es t ionna i re  which asks about your 
p resen t  job and your f e e l in g s  about s tay ing  in or  leaving  your h o s p i t a l .  
Since f e e l in g s  about jobs vary with time and c ircumstances ,  a sample of  
nurses wi l l  be randomly se le c ted  to rece ive  t h i s  same q ues t ionna i re  two 
more times during the  next s ix  months. The q u es t ionna i re  takes about 15 
minutes to  complete.

All responses are  completely c o n f i d e n t i a l . None of  the  ques t ion - 
na i res ,  once they are  f i l l e d  o u t , w i l l  ever  be seen by anyone in the 
h o s p i t a l .  Completed q u es t io n n a i re s  come d i r e c t l y  to  me fo r  t a b u la t io n  a t  
Louisiana S ta t e  Univers i ty .  Findings r e s u l t i n g  from the  study w i l l  be 
reported  s t a t i s t i c a l l y  to nurse  and hosp i ta l  r e p re s e n ta t i v e s  so t h a t  the 
i d e n t i t y  of  in d iv id u a ls  and small groups w i l l  not be revealed .  Overall  
r e s u l t s  w i l l ,  of course, be a v a i l a b le  to  you as publ ic  information.

In s t ru c t io n s  fo r  completing and mai l ing the  ques t io n n a i re  a re  
enclosed here with i t .  I hope t h a t  you wil l  j o in  us in t h i s  re sea rch .

S in ce re ly ,

A1 Holland
Nurse Research P ro jec t  
Department o f  Psychology 
Louisiana S ta te  U nivers i ty  
Baton Rouge, Louisiana 70803
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February 21, 1983

Dear Nurse:

T would l i k e  to thank you fo r  your i n t e r e s t  and p a r t i c i p a t i o n  in my 
research  on nursing in Louisiana.  The response to  the  i n i t i a l  ques t ion­
n a i r e  was e n t h u s i a s t i c  and appears to r e f l e c t  a s i g n i f i c a n t  amount o f  
i n t e r e s t  on the p a r t  o f  nurses  in t h e i r  jobs and p ro fess ion .

The q u es t ionna i re  t h a t  you re tu rned  to me a t  the  beginning o f  the 
year  asked about your job and your thoughts  about s tay ing  in o r  leaving  
your h o s p i t a l .  I mentioned then t h a t  s ince  f ee l in g s  about jobs vary over 
t ime,  a random sample o f  nurses would be asked to f i l l  out  the  ques t ion ­
n a i r e  two more times in the  following months. That i s  why I am w r i t ing  
to you now - -  to ask you to  p a r t i c i p a t e  f u r th e r  in the p r o je c t  by complet­
ing the  enclosed q u e s t io n n a i re .  As before ,  a l l  responses a re  comp!etely 
c o n f i d e n t i a l . None o f  the  q u e s t io n n a i re s ,  once they  a re  f i l l e d  o u t ,  will  
ever be seen by anyone in the  h o s p i t a l .  Completed ques t ionna i res  come 
d i r e c t l y  to  me a t  Louisiana S ta te  Univers i ty .

Please  do not fee l t h a t  your p a r t i c ip a t i o n  i s  unimportant - -  i t  i s  
very important .  Every ques t io n n a i re  which goes unreturned rep re sen ts  a 
loss  o f  va luab le  information and in s ig h t  which cannot be rep laced .  Other 
people can specu la te  about nurs ing ,  but you know more about your job 
than anyone e l s e .

Thank you again  fo r  your time.

S ince re ly ,

A1 Holland
Nurse Research Pro jec t  
Department o f  Psychology 
Louisiana S ta te  Univers i ty  
Baton Rouge, Louisiana 70803
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Dear Nurse:

Enclosed i s  the t h i r d  and f in a l  survey in our lo n g i tud ina l  study on 
nurs ing .  You have p a t i e n t l y  completed t h i s  ques t io n n a i re  twice before ,  
and I am asking t h a t  you complete and r e tu rn  i t  to me one more time.  As 
before ,  the questions  ask you fo r  your most r ecen t  opin ions  and f ee l in g s  
about your job .  Please f i l l  out  a l l  o f  the  items and mail them in the 
prepaid envelope as soon as  p o ss ib le .

PROJECT RESULTS

Data a n a ly s is  fo r  the  p r o je c t  should be completed some time in 
August. I f  you a re  i n t e r e s t e d  in l ea rn in g  more about the  s tudy ,  gen e ra l ­
ized r e s u l t s  may be obtained from the  following sources :

(1) Public Document. A h ighly  d e t a i l e d  d e s c r ip t io n  o f  the 
re search  —  I t s  methodology, data an a ly s i s  procedures,  
source o f  survey i tems,  r e s u l t s ,  e t c .  —  wil l  be a v a i l ­
ab le  as public information in the  d i s s e r t a t i o n  c o l l e c t ­
ion o f  the  LSU l i b r a r y .

(2) A b s t r a c t . I f  you would l i k e  a summary o f  the  p ro je c t  
and i t s  p r inc ipa l  r e s u l t s ,  I would be happy to  mail you 
an a b s t r a c t .  Please  send (not on t h i s  q u es t ionna i re )  
your name and mai l ing address  to me a t  the  address  below.

(3) Professional  A s so c ia t io n s . Represen ta t ives  o f  the 
Louisiana S ta t e  Nurses A ssoc ia t ion ,  Louisiana Hospital 
A ssoc ia t ion ,  Louisiana Department o f  Health and Human 
Resources, and p a r t i c i p a t i n g  h o s p i t a l s  w il l  a l so  be 
informed o f  the  r e s u l t s .

I would l i k e  to express my a p p rec ia t io n  fo r  your involvement through­
out  t h i s  p r o je c t .  I t  i s  my hope t h a t  the  r e s u l t s  o f  t h i s  s tudy wil l  
co n t r ib u te  p o s i t i v e ly  to  hea l th  care  in our s t a t e .

Once ag a in ,  thank you fo r  your p a r t i c i p a t i o n .

S in ce re ly ,

A1 Holland
Nurse Research Pro jec t  
Department o f  Psychology 
Louisiana S ta te  U nive rs i ty  
Baton Rouge, Louisiana 70803
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TABLE 7.

SIGNIFICANT t-TESTS BY HOSPITAL OWNERSHIP

Variable
Means

Community Government
df t  value

Social I n te g ra t io n 7.93 9.68 219 -2.08*
D i s t r i b u t i v e  J u s t i c e 3.41 2.88 219 2.09*
Profess ional ism 1.53 .91 222 2 .20*
Kinship R esp o n s ib i l i ty 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*
C r i t i c a l  Events 1.55 1.35 221 2.70**

*£<. 05 
**£<.01

TABLE 8.

SIGNIFICANT t-TESTS BY EXTENT OF EMPLOYMENT

Variable
Means

F u l l - t im e  Par t - t im e
df t  value

Turnover .09 .20 222 -2.04*
Social In te g ra t io n 8.94 6.82 219 2.31*
General Train ing 2.15 1.78 221 2.52*
Kinship R e sp o n s ib i l i ty 4.34 5.02 222 -3.37***
Job A l te rn a t iv e s 3.17 3.59 222 -2.29*
Age/Tenure Composite - .14 .47 220 -2.43*
C r i t i c a l  Events 1.46 1.61 221 -1.87*

*£<. 05 
**£<.01  

***£<.001
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