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Abstract 

 

This study focuses on the antecedents of turnover intention among entry level low 

skill/wage employees of midsize business in hotel industry. The purpose of the study was 

to develop and test a theoretical model that explained the interrelationships between 

organizational commitment, job satisfaction, job embeddedness, and their effect on 

turnover intention. The data were gathered of 198 individuals with less than three years 

of tenure in hotel industry using Qualtrics web-based platform. Structural equation 

modeling using AMOS 24 statistical software was used to test the full structural model of 

the proposed model. The findings supported the direct negative relationship of job 

satisfaction on turnover intention. Moreover, a positive direction relationship was found 

from continuing commitment on turnover intention, and from job embeddedness on job 

satisfaction. There was also a positive correlation between job embeddedness and 

organizational commitment. This study was one of the few to test the relationship 

between job embeddedness and job satisfaction. The proposed model was unique and 

revealed opportunities for further investigations.  
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CHAPTER I 

INTRODUCTION 

Background and Setting 

Worldwide, the hotel industry faces higher levels of turnover than any other industry 

(Deloitte, 2010; Hinkin, Holtom, & Liu, 2012; Ton & Huckman, 2008). The costs of turnover are 

tangible and intangible, direct and indirect. The financial burden of replacement cost is 

substantial such as frequently advertising, search and agency fees, screening applicants including 

physicals and drug testing, interviewing for positions, background verification, employment 

testing, hiring bonuses, applicant travel and relocation costs; and finally there are training costs 

including orientation, classroom instruction, acquisition of certifications, supervised on-the-job 

training, uniform replacement, and informational literature (Boushey & Glynn, 2012). There are 

also separation costs such as exit interviews, severance pay, and additional unemployment costs; 

temporary replacement costs such as overtime pay for other staff to cover, or temporary staffing. 

Additionally, there are indirect costs such as lost productivity in transition periods of exiting 

employees, periods of missing employees, and periods of entering replacement employees; costs 

of transitions in errors, waste, and lower quality service; reduced morale of remaining 

employees; lost clients and lost institutional knowledge (Boushey & Glynn, 2012). Moreover, 

loss of implicit knowledge of customer service and the loss of rapport with long-term customers 

can diminish hotel reputation and thus reduce profit margin (Dusek, Ruppel, Yurova, & Clarke 

2014; Kacmar, Andrews, Van Rooy, Steilberg, & Cerone, 2006; Shaw, Duffy, Johnson, & 

Lockhart, 2005). 

Voluntary turnover intent is highest among supplemental employees, who are employed 

part-time during non-business hours to do repetitive, simple tasks with little autonomy. Several 
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factors may increase the probably of turnover (Brown, Haltiwanger, & Lane 2006; Pereira, 2000; 

Siebert & Zubanov 2009). Turnover intent is amenable to interventions to retain employees, and 

therefore an important variable to study. 

 Pre-Employment Turnover Intentions 

            Pre-employment turnover intentions are preconceptions about leaving a job that occur 

before actually having a job.  In the case of prospective applicants for entry-level novices at 

community and regional hotels, pre-employment turnover intentions are an antecedent to seeking 

a job at a community hotel, receiving a job offer, and making a commitment to accept a job 

offer. This phenomenon is fueled by the turnover culture that exists in the hotel/hospitality 

industry (Iverson, & Deery, 1997).  Alternatively, such a prospective job would be considered 

before or even long before being employed on the job as a stepping stone (Brown et al., 2006; 

Pereira, 2000). If so, this could be a job once acquired that carries with it a strong expectation of 

limited service, longevity, loyalty, connection, and commitment (Brown et al., 2006). 

Turnover Intent as an Antecedent to Turnover  

            Turnover intent is distinguished from pre-employment turnover intentions in that 

turnover intent occurs after a job has been sought and accepted (Holtom, Mitchell, Lee, & 

Eberly, 2008).  Understanding the timing of turnover intent – considering quitting, withdrawing, 

and job seeking prior to turnover is essential to the comprehension of turnover intent including 

the mediating and moderating effects of antecedent influential factors (Holtom et al., 2008). The 

complex context of the forerunning turnover intent that evolves into turnover that has been 

described in more than 1,500 studies over more than the past five decades is a testament to how 

challenging it has been for researchers to describe and understand turnover intent and for 

organizations to manage or intervene in the process (Holtom et al., 2008).  Researchers have not 
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reached consensus about the workings of both turnover intent and turnover, as turnover rates 

have been discovered to vary widely depending upon the industry and organization (U. S. Bureau 

of Labor Statistics, 2014a; Holtom et al., 2008). Furthermore, turnover varies substantially by 

culture and nationality (Mallol, Holtom, & Lee, 2007; Tanova & Holtom, 2008). Turnover rates 

also vary considerably by individuals.  Individuals with greater intelligence or skills, for 

example, have more employment choices, and thus have found to be more likely to turnover 

(Trevor, 2001). Several researchers have asserted that the subtleties and intricacies have 

restricted the generalizability of most study findings to 5% of the explained variance at best 

(Hom & Griffeth, 1995; Griffeth, Hom & Gaertner, 2000; Steel & Griffeth, 1989). 

 Costs of Turnover 

            The nature and particulars of turnover can impose substantial costs to hotel employers. In 

particular, researchers have described turnover by hotel employees as a substantial challenge to 

the hospitality industry (Deloitte, 2010; Dusek et al., 2014).  Annual turnover estimates in this 

industry have varied from 31 percent (Deloitte, 2010), to 58.8 percent (Hinkin et al., 2012) to 

over 100% (Ton & Huckman, 2008). This level of turnover has been estimated to be twice as 

much as any other industrial sector (Deloitte, 2010). Turnover in this industry can translate into 

hard dollar costs to organizations that can range between 100-200 percent of the total pay to the 

individual in tangible rehiring and retraining costs alone depending upon the job (Deloitte, 

2010). In addition, there can be more difficult to measure or intangible losses of customer service 

quality to long-term customers as these workers are frequently highly visible to the public as 

front-office desk clerks, porters, parking attendants, room service clerks, breakfast attendants, 

waiters and waitresses, and housekeeping staff.  Front-office positions are the predominant 

human faces and brand image of the hotel for most travelers. Expected levels of service can be a 
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standard that is required in delivering and maintaining consistent service levels of customer 

experience and developing brand loyalty (Dusek et al., 2014). Moreover, front-office employee 

turnover contributes significantly to the loss of explicit knowledge of the company history that is 

helpful in employee-customer interaction, or loss of tacit knowledge of skills in dealing with 

difficult customers.  These consequences can negatively impact organizational performance 

(Kacmar et al., 2006; Shaw et al., 2005).  In addition, turnover can also exacerbate relationship 

connections held between coworkers that provide affect support and constituent attachment to 

other employees that contribute to the cohesion of overall organizational culture (Ellingson, 

Tews, & Dachner, 2016; Maertz & Campion, 2004; Maertz & Griffeth, 2004; Mitchell, Holtom, 

Lee, Sablynski, & Erez, 2001). One consequence of this loss of affect can be increased turnover 

intentions and turnover among the remaining employees especially when turnover is already 

routinely at substantial levels (Mueller & Price, 1989; Price, 1989). 

Voluntary vs. Involuntary Turnover 

            When speaking of turnover, it is important to note that this is voluntary turnover – 

quitting, and not involuntary turnover – being laid off or fired.  High rates of voluntary turnover 

can be very costly to organizations (Glebeek & Bax, 2004).  Approximately 2.4 million 

employees voluntarily quit their jobs in the United States in all industrial classifications (U.S. 

Bureau of Labor Statistics, 2014a: 2014b). Annualizing this data would approximate voluntary 

turnover at 28.8 million workers—one in five—for the entire year of 2014.  If 31- 58.8% of a 

hotel’s workforce turned over voluntarily during a given year and the average income per capita 

was $35,000 equivalent to 100-200% of a low wage income, it could conservatively cost a 100-

person hotel between $1.1-2.1 million to $11.1-20.6 million to replace 31- 59 employees each 

year depending upon employee titles and salaries (Robison, 2008).  This calculation may not 



Texas Tech University, Bandar Altalhi, August 2018 

 

 

 

5 

include the intangible costs of explicit as well as tacit knowledge, organizational stability, and 

competitive advantages lost through voluntary turnover. This is a conservative estimate as 

hotel/hospitality employee turnover has been as high as 100% or more in some locations at some 

periods of time (Ton & Huckman, 2008). 

Primary Core Employees vs. Supplemental Employees 

            Turnover intent statistics in entry-level jobs in the hotels and the hospitality industry 

would appear to be related to two different groups of low-wage/low-skill service labor market 

workers (Hom, 1979; Jackofsky & Peters, 1987; Pereira, 2000; Siebert & Zubanov, 2009; U. S. 

Bureau of Labor Statistics, 2014b). Primary core employees work 25-40 hour regular schedules 

during normal business hours on weekdays. Supplemental employees work part-time hours 

beyond normal business hours on evenings, weekends, holidays.  These workers are mainly 

unmarried, under 25 years of age, engaged in college or college bound, and are from upwardly 

mobile families (Siebert & Zubanov, 2009).  

Supplemental employees do marginal, repetitive, simple tasks with little autonomy or 

control that are developmentally suitable to the lifecycle phase they are in (Meeus & Dekoviíc, 

1995). At this stage in their lifecycle, they are more focused on identifying with their peers at 

work and outside of work, than with the type of work they are doing (Meeus & Dekoviíc, 1995).   

Supplemental employees do not envision themselves engaged in low-wage/low-skill service 

work and do not intend to make this work their full-time career choice. They are working to earn 

money, gain job experience, and use service employment as a stepping-stone to obtain better jobs 

(Brown et al., 2006; Pereira, 2000; Siebert & Zubanov, 2009).  They are also young adults 

emerging from adolescence, many of who are living apart from their original families and have 

not yet formed families of their own (Arnett, 2007). 



Texas Tech University, Bandar Altalhi, August 2018 

 

 

 

6 

Hotel Industry Market Segmentation 

            Hotels have been categorized in many ways for a variety of purposes. The broadest 

categories are business vs. leisure tourism, or luxury vs. basic services (Guo, Ling, Yang, Li & 

Liang, 2013).  However, many submarkets exist under these broad categories.  In this study, I 

have selected three segments: high-market, mid-market, and low-market. This can be interpreted 

as a distinction created between price-points, for example, top third, middle third, lower third; or 

it can be a distinction created by scale, for example, number of rooms; or it can be a distinction 

made by branding reputation, for example international, national, or local.  The important 

distinctions for the purpose of this study are profitability and margin.  High-market hotels 

presumably have greater flexibility with higher consumer price points and greater profit margins, 

enabling them to hire more experienced, full time permanent employees who do not turnover at 

such high rates and costs – a luxury that low-market and mid-market with greater financial and 

competitive pressures may not have (Mohsin, Lengler, & Kumar, 2013). 

                                                       Problem Statement 

            When employers evaluate prospects for entry-level low-wage/low-skill jobs at low-

market or mid-market hotels, they seek to fill their labor requirements using policies and 

procedures that will enable them to successfully manage their affairs in a competitive 

marketplace (Dusek et al., 2014; Jang, 2008). Given the statistical realities of high hotel industry 

turnover that some researchers have suggested is evidence of a turnover culture (Iverson & 

Deery, 1997) hiring prospective employees that do not fulfill their expectations for service 

positions can lead to damages and losses to the organization. These losses can range from 

temporary, short-term, repairable cost inefficiencies at best to permanent, irreparable, long-term 

financial and reputational damages and losses at worst.  For example, sustained financial 
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damages and losses may require mitigating consumer price increases that can result in lower 

competitive advantages, lower market share, lower profitability or even losses. Additionally, 

sustained loss of reputation due to high turnover may result in higher costs in attracting suitable 

labor that also can result in competitive disadvantages and losses (Helm, 2013).   

High turnover statistics for hotel employees and costly outcomes could be an indicator of 

inefficiencies in hotel policies, procedures, and operations in given market segments (Holtom & 

Burch, 2016). Negative outcomes and impacts such as these could occur because there could be 

much more to knowing what the motivations are for entry-level low-wage/low-skill prospects 

seeking employment than employers and researchers have been able to successfully predict. 

Moreover, prospects cannot be counted on to admit to or even know how long they will continue 

nor how well they will perform (Holtom & Burch, 2016). The motivations and predictors of pre-

employment turnover intentions and turnover intentions among this group of employees for these 

types of hotels are not well understood.  For example, little is known about stepping-stone 

motivation: How early do prospects possess pre-employment turnover intent and turnover intent 

motivation; will employees in low-wage/low-skill jobs in the hotel industry intend to stay in the 

hotel or hospitality industry after gaining experience; can skills learned on-the-job be expected to 

be transferable to better positions; what triggers entry-level low-wage/low-skill employees to 

leave or to stay; and what experiences and training do entry-level low-wage/low-skill value the 

most or least?  Better understanding could lead to greater performance predictability, greater 

efficiencies in execution of policies and procedures, and positive improvements in the entire 

hotel segment of the hospitality industry system. 
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                                                            Statement of Purpose 

        The purpose  of this study was to expand the existing understanding of antecedents to 

turnover intent among employees in the hotel sector of the hospitality industry in the U.S.  As the 

hospitality industry occupies an important role in the present and future welfare of the nation, 

findings in this arena have the potential for being important in assisting organizations in 

managing a major challenge that has been decidedly elusive. 

            This study was a descriptive exploration of the relationships among job satisfaction, job 

embeddedness, organizational commitment, and turnover intent.  A single cross-sectional 

quantitative research design was used to gather data using a web-based self-report questionnaire. 

Organizational commitment was measured using a modified version of three component 

organizational commitment scale (Meyer & Allen, 1991). Job satisfaction was measured using an 

abridged version of the Job Descriptive Index (Stanton, Sinar, Balzer & Smith, 2002; Stanton, 

Sinar, Balzer, Julian et al., 2002). Job embeddedness was measured using the Global Job 

Embeddedness Scale (Crossley, Bennet, Jex, & Burnfield, 2007). Turnover intent was measured 

using custom selected statements (Cammann, Fichman, Jenkinsk & Klesh, 1979).  

            Querying community hotel employees was an important part of the study.  Community-

centered hotels are based in communities and neighborhoods. They are boutique hotels that 

reflect the culture and history of the communities in which they are located. They are not 

national or international brand name, corporately-owned hotels that are found only in major 

cities and near major airports and resort areas (Quaintance, 2016).   Managers at several 

community mid-sized hotels were sought and reached for help in primary data collection from 

their entry-level, low wage-low skill employees. One hotel employee at each of the hotels 

surveyed was selected as a designated representative who emailed the survey to all interested 
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hotel employees. A link to the survey instrument, hosted by Qualtrics, was mailed to participants.  

All potential participants were directly contacted and invited to complete a 45-minute web-based 

survey. Employees were able to complete the survey on their own time, away from work. 

Descriptive analysis was used to check for normality of the main data. Structured equation 

modeling was used to assess the hypothesized statistical relationships of job satisfaction, 

organizational commitment, and job embeddedness using SPSS AMOS. Quality of fit was 

assessed using commonly accepted fit indices.  

                                                         Significance of the Study 

            Gaining more insight into the early phase of the turnover process at community mid-sized 

hotels could produce a better understanding of turnover dynamics.  Pre-employment turnover 

intent could be a factor that motivates turnover more than has been previously thought.  This 

insight could be important to the hotel/hospitality industry that possesses a turnover culture – 

recognition of turnover and by extension turnover intentions as part of a workplace cultural norm 

(Abelson, 1993; Iverson & Deery, 1997; Martochhio, 1994). Not only does the hotel/hospitality 

industry in general have an active turnover culture but the industry has actual turnover within 

this turnover culture that can be and has been very high (Deloitte, 2010; Hinkin, Holtom & Liu, 

2012; Ton & Huckman, 2008).  Sensing this situation, entry-level prospects seeking hotel 

employment could be thinking of employment principally as a useful, temporary stepping-stone 

opportunity to other employment. High, rapid, and inevitable turnover in the hotel/hospitality 

industry could thus be a self-fulfilling prophecy that has a negative impact upon hotel 

organizations –acting at variance with the hotel/hospitality industry principal objectives of 

having a stable workforce (Cooke & Rousseau, 1988). Better understanding the pre-employment 

turnover intentions of the hotel/hospitality employment prospect population could lead to more 
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effective management strategies to lower turnover and fulfill management objectives. 

                                                       Definition of Terms 

            Job Embeddedness: Employees are attached to organizations through social, emotional, 

and financial links that the employee has to both work and non-work community members and 

the physical environment (Mitchell, Holtom, Lee, Sablynski, & Erez, 2001). 

Job Satisfaction: This is an affective attachment to the job whether viewed in part or as a 

whole, that contributes uniquely to turnover considerations when affective attachment decreases 

and job dissatisfaction increases (Tett & Meyer, 1993).  

Organizational Commitment: Meyer and Allen define organizational commitment as “a 

state of mind that (a) characterizes the employee’s relationship with the 

organization, and (b) has implications for the decision to continue or discontinue 

membership in the organization” (Meyer & Allen, 1991, p. 67). They also believed that 

organizational commitment is “a psychological link between the employee 

and his or her organization that makes it less likely that the employee will voluntarily 

leave the organization” (Meyer & Allen, 1996, p. 252). Porter, Steers, Mowday, and Boulian 

(1974) suggested that organizational commitment embodies an individual’s accordance with the 

company’s goals and values, as well as her inclination to accomplish those goals. Moreover, 

organizational commitment shows person’s enthusiasm to continue employment at the present 

organization (Porter et al., 1974). Overall, the correlation between organizational commitment 

and turnover intention is negative (Greenberg, 1993).  

Pre-employment turnover intent: This is a cognitive activity in which serious 

consideration is given to quitting a job prior to being employed at a job, in effect considering the 
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job as a stepping stone to other employment opportunities (Abelson, 1993; Iverson & Deery, 

1997; Martochhio, 1994).  

 Turnover Intent: This is a cognitive activity in which serious consideration is given to 

quitting a job while employed at a job, generally preceding disengagement behavior, i.e., 

searching for another job; and the reality of actually leaving a job or turning over (Holtom, 

Mitchell, Lee, & Eberly, 2008). 

                                                              Summary 

            In this introductory chapter, the concept of turnover intention antecedents was generally 

described in the context of high hospitality industry turnover statistics.  A problem statement was 

posed in which credible evidence was presented. The employees in entry-level low-wage/low-

skill jobs at low-market or mid-market community hotels have been identified as the principal 

reason for high turnover, high costs to hotels, and a substantial concern to the industry. The 

purpose of this descriptive quantitative study was to understand the antecedents of turnover 

intent among entry-level low-wage/low-skill jobs at low-market or mid-market community 

hotels. A sample of community hotel employees was selected and surveyed through a 45-minute 

online survey on Qualtrics. Structured equation modeling was used to assess the hypothesized 

statistical relationships of job satisfaction, organizational commitment, and job embeddedness 

using SPSS AMOS. Quality of fit was assessed using commonly-accepted fit indices. 
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CHAPTER II 

LITERATURE REVIEW 

Research Context of Turnover Intent 

Turnover intent is the strongest predictor of voluntary turnover (Mor Barak, Nissly, & 

Levin, 2001; Kiyak, Namazi, & Kahana, 1997; Mobley, Griffeth, Hand, & Meglino, 1979; Tett 

& Meyer, 1993). Even so, expression of turnover intent does not necessarily imply imminent, 

unavoidable turnover (Vandenberg & Nelson, 1999).  On the contrary, expression of turnover 

intent could sensitize an organization to an employee’s reasons for considering turnover, thus 

allowing adjustments to be made to increase retention likelihood (Bentein, Vandenberg, 

Vandenberghe, & Stinglhamber, 2005). 

A limited number of turnover intent models are available in the literature based on recent 

studies in the United States. These include the first turnover intent model created by March and 

Simon (1958), as well as more recent models from Mobley, Griffeth, Hand, and Meglino (1979), 

Sheridan and Abelson (1983), and Lambert, Cluse-Tolar, Pasupuleti, Prior, and Allen (2012). 

These models were explained in detail below. 

                                                          Turnover Intent Models 

One of the first widely acknowledged models of turnover intent is shown in Figure 1 

(March & Simon, 1958).  This is a model that began with employment then took into account job 

satisfaction, organizational turnover factors, and demographic factors such as ability, gender, 

age, and job tenure.  Although this was an inspired, first effort that spurred further research, 

researchers have criticized it for its narrow view, static factors, and exclusion of other factors 

with explanatory power (Morell, Loan-Clarke, & Wilkinson, 2001). 
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Figure 1.Turnover Intent Model. March and Simon (1958) (Morrell, Loan-Clarke & Wilkinson, 

2001, p. 62). 

 

 

An alternative turnover intent model shown in Figure 2 that also assumed employees 

were employed before they began thinking of quitting took shape as a comprehensive model 

including four steps: 1) thinking of quitting, 2) planning on quitting, 3) searching for a job, and 

4) development of a desire to quit (Mobley, Griffeth, Hand, & Meglino, 1979).  There were both 

cognitive and behavioral processes in this model.  Additionally, turnover was not assumed to be 

inevitable. Moreover, researchers identified potential moderator effects– non-work values such 

as instant gratification to job dissatisfaction, and turnover benefits, attitude change over time, and 

withdrawal from work through absences.  
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Figure 2. Turnover Intent Decision Process Model (Mobley, et al., 1979, p. 238). 

 

 Many studies followed these seminal studies as researchers experimented with mergers of 

many fragmented optional factors with a comprehensive process model (Steers & Mowday, 

1981).  Others described the process similar to that of Mobley Mobley, Griffeth, Hand, & 

Meglino (1979) and either quitting having gone through the turnover intent stages or resigning 

without having gone through the process (Hom, Griffeth, & Sellaro, 1984).  

 In the early 1980’s a Cusp Catastrophe model shown in Figure 3 was introduced that 

emphasized the dynamic process of turnover when employees interacted with external forces that 

created stress and job dissatisfaction in the workplace (Sheridan & Abelson, 1983).  These 

researchers first suggested how different employees experiencing different commitment and 
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tension could go through the same turnover withdrawal process. Here rapid turnover can occur 

with relatively minimal changes in control variables. 

 
 

 

Figure 3. Cusp-Catastrophe Model (Sheridan and Abelson (1983) in Morell, Loan-Clarke, & 

Wilkinson, 2001, p. 63)  

 

 The turnover intention concept was originally derived from what was called the reasoned 

action model (Fishbein & Ajzen, 1975). This was a predictive model that created subjective 

probability estimates that fulfilled behavior intentions. This model was later validated, supported, 

and further developed by other researchers (Abrams, Ando, & Hinkle, 1998; Lee & Mowday, 

1987; Michaels & Spector, 1982).  For example, two decades after Fishbein & Ajzen (1975), 

turnover intention strongly emphasized the intent to quit in a premeditated, willful manner (Tett 

& Meyer, 1993).  Later, researchers became even more supportive of turnover intention claiming 

that turnover intention was the most significant predictor of voluntary turnover intention (Kiyak, 
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Namazi, & Kahana, 1997; Mobley, Griffeth, Hand, & Meglino, 1979; Mor Barak, Nissly, & 

Levin, 2001).  However, turnover intention was shown to not necessarily lead to turnover 

(Vandenberg & Nelson, 1999).  Quite the opposite, openness and transparency about TI might 

bring attention to employees’ reasons for turnover intention, enabling interventions that may 

reverse turnover intention attitudes and decrease its likelihood (Bentein, Vandenberg, 

Vandenberghe, & Stinglhamber, 2005).  

The conceptualization and modeling of turnover intent, as distinguished from turnover, 

has posed a perpetual challenge to researchers. There are a finite number of turnover intent 

models based on recent studies and none about entry-level low-wage/low-skill jobs at low-

market or mid-market community hotels.  One model posited how organizational learning 

culture and job satisfaction influenced turnover intent (Egan, Yang, & Bartlett, 2004).  This 

model based upon information technology organizations found turnover intent to be the most 

credible single antecedent to turnover. Attraction to and desirability of a leaning culture could be 

related to seeking employment as a stepping-stone to future opportunities found in the 

hotel/hospitality industry.  A turnover model developed for social work employees shown in 

Figure 4 could also generalize to the hotel/hospitality industry (Lambert, Cluse-Tolar, Pasupuleti, 

Prior, & Allen, 2012). Here a pattern of personal demographic characteristics – age, education, 

gender, marital status, race, and supervisory position significantly correlated with turnover intent 

(Lambert, Cluse-Tolar, Pasupuleti, Prior, & Allen, 2012). 
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Figure 4.  Model of Turnover Intent for Social Work Employees. (Lambert et al., 2012). 

  

Greater organizational commitment resulted in lower turnover as influenced by job 

satisfaction (Mowday, Porter, & Steers, 1982). Work environment, which included 

organizational structure and job characteristics, was seen to indirectly affect turnover through job 

satisfaction and organizational commitment (Lambert et al., 2012). 

 Key antecedents of a dynamic turnover intent in the form of mediators and moderators 

have driven more research attention for the past 30 years.  For example, both home and work 

lives have been seen as having varying influences on turnover intent processes (Lambert, et al., 

2012).  Eight antecedent mediators of turnover and turnover intent motivation theory developed 

in this period are summarized in Table 1 (Maertz & Griffeth, 2004).  These eight forces can 

mediate, moderate, change, or work together or as countervailing forces between antecedent 

forces and turnover (Maertz, Stevens, & Compione, 2003). Impulsive, comparative, preplanned 

and conditional decisions can lead to turnover intent (Maertz & Griffeth, 2004).  Affective and 

normative commitment turnover intent changes over a six-month period have been found to lead 

to turnover just three months later (Bentein, Vandenbeerghe, ., 2005). 
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Table 1  

Antecedent Motivational Mechanisms of turnover intent 

 

Type of force Motivational mechanism for attachment and withdrawal 

Affective Hedonic approach-avoidance. Emotional response to organization 

Calculative Rational calculation of future benefits/costs and values/goal attainment 

Contractual Obligations to stay/leave under a psychological reciprocity contract 

Behavioral  Desire to avoid of the costs of quitting/leaving the organization 

Alternative Strength of self-efficacy belief about obtaining alternative jobs/roles 

Normative Fulfilling perceived expectations of others outside the organization 

Moral/ethical Consistency and momentum of behavior and values regarding turnover 

Constituent Strength of attachment to coworkers and groups within organization 

Note: Adapted from Maertz and Griffeth, (2004) Table 1, p. 669. 

 

 

 The turnover process has also been posited to be following a complex unfolding dynamic 

model of five alternative pathways shown in Figure 5 as ways employees decide to quit: image 

violation, job satisfaction, job search, scripts, and shocks (Lee & Mitchell, 1994). Image 

violation has been conceptualized as the dissonance between the job and the employee’s values 

or strategies for fulfilling objectives.   Scripts are preexisting reasons for turnover, such as 

spousal relocation or using a job as a stepping-stone that initiate a planned turnover intent 

process.  Shocks are abrupt unexpected events, such as unsolicited job offers, divorce, and 

unanticipated organization mergers.  Both this model (Lee & Mitchell, 1994) and the dynamic 

model (Sheridan & Abelson, 1983) conceptualize turnover as a process instead of an event 

taking place at one moment in time.  The outcome is uncertain as are the interactive dynamics of 

organizations and individual employees. Turnover is not a certainty in either case. 
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Figure 5.  The Unfolding Model… of turnover is complex and dynamic.  Asterisks (*) show that 

some routes do not fit the model’s pathways. (Lee et al., 1999, p. 451). 

 

Shocks were later asserted to be the principal cause of turnover of the five pathways in six 

independent samples of 1,200 people who quit in seven different industries (Holtom, Mitchell, 

Lee, & Inderrieden, 2005).  This suggested that connecting and integrating some of the 

motivations from the motivation turnover model (Maertz & Griffeth, 2004) with the unfolding 

model (Lee & Mitchell, 1994) could produce a better model (Holtom, Mitchell, Lee, & 

Inderrieden, 2005). 

 Alternative dynamic models have been put forth in recent years suggesting that greater 

promise researchers hold for this approach.  One finding was that work performance quality for 

hotel employees significant improved more for those who did not turnover than for those who 

did (Sturman & Trevor, 2001).   In another study, it was found that the more knowledge acquired 
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in a job search, the more likelihood that turnover would occur (Steel, 2002).  Similarly, other 

researchers found that many of those who quit for better jobs, searched for new options shortly 

after making the initial change (Kammeyer-Mueller, Wanberg, Glomb, & Ahlburg, 2005). These 

researchers also confirmed that a dynamic longitudinal study model fit the data better than a 

static, cross-sectional model.  Another researcher discovered that employees who used social 

networking to find jobs had a greater probability of quitting soon because of job dissatisfaction, 

however they were less likely to quit in the long term (Weller, 2006).  

 Researchers who have conducted these and other related turnover intent studies have 

come to the point of viewing turnover intent as a dynamic decision-making process rather than a 

static one. Within the dynamic process, they see variations of turnover intent intensity over time.  

When there are shocks, turnover intent decision-making is rapid. When there are no shocks, job 

dissatisfaction evolves more slowly. This dynamic flexibility offers employers opportunities to 

create interventions to attempt to retain valued employees. There is a close correlation between 

turnover intent and turnover (Kiyak, Namazi, & Kahana, 1997; Mobley, Griffeth, Hand, & 

Meglino, 1979; Mor Barak, Nissly, & Levin, 2001). Turnover intent is more dynamic and 

flexible than turnover, which is more likely to be irreversible (Lee & Maurer, 1999). This close 

correlation and flexibility suggests that turnover intent is a more appropriate dependent variable 

to study offering more options for consideration of interventions that than reverse the course of 

turnover intent away from turnover.  

                                                 Key Predictors of Turnover Intent 

 This research is concerned with two key predictors of turnover intent: Organizational 

Commitment, job satisfaction, and job embeddedness. The description of these predictors 

provides the context for hypotheses that provide support for an explanatory model for turnover 
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intent that is put forth in the study. 

Job Satisfaction 

  Job satisfaction was previously defined as an affective attachment to the job whether 

viewed in part or as a whole, that contributes uniquely to turnover considerations when affective 

attachment decreases and job dissatisfaction increases (Tett & Meyer, 1993).  Job satisfaction is 

the result of employee expectations becoming fulfilled whether those expectations concern pay, 

promotion, learning, decision autonomy, or something else. Unfulfilled expectations typically 

lead to turnover intent (Pearson, 1991; Porter & Steers 1973).  

 Job satisfaction is not only related to positive employee expectations, but also the 

avoidance of negative contextual issues, such as workplace stress. Researchers found that 

organizational politics, role conflict, role overload, and situational constraints resulting in 

turnover intent (Cavanaugh, Boswell, Roehling, & Boudreau, 2000; Podsakoff, LePine, & 

LePine, 2007). Other researchers found that sexual harassment increased turnover intent (Sims, 

Drawgow & Fitzgerald, 2005).  If acceptance of change was found to be comfortable, turnover 

intent declined (Wanberg & Banas, 2000).  The positive type of stressors, however, such as 

challenge was found to decrease turnover intent (Podsakoff, LePine, & LePine, 2007). 

Antecedents of job satisfaction and turnover intent were defined in a causal model as shown in 

Figure 6 (Price & Mueller, 1981, 1986). 
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Figure 6. Causal Model of Turnover. Price and Mueller (1986) as cited in Morrell, Loan-Clarke 

& Wilkinson, 2001, p. 63. 

 

 

The power of the model lies in its empirical research basis. On the other hand, it lacks 

behavioral theory explaining the dynamics including the interactive effects of the component 

variables (Morrell, Loan-Clarke & Wilkinson, 2001). 

Job Embeddedness 

Job embeddedness was defined as employees being attached to organizations through 

social, emotional, and financial links that the employee has to both work and non-work 

community members and the physical environment (Maertz, Stevens, & Campion, 2003; 

Mitchell, Holtom, Lee, Sablynski, & Erez, 2001). All of these forces and factors apply pressure 

on employees to stay or leave their jobs. The formal ideas making up job embeddedness – home, 

community, and other non-work factors associate with job attachment - began being discussed by 

researchers in the early 1980s (Maertz & Campion, 1998; Mobley, 1982; Price and Mueller, 
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1981). Along these lines, researchers found that being in a marriage with children was a better 

predictor of turnover intent than commitment to the organization (Cohen, 1995; Lee & Maurer, 

1999; Marshall, Chadwick, & Marshall, 1992). 

The concept of job embeddedness was also found to be associated with the 

conceptualization of fit as in the better the job fit, the more bonded the employee is with the 

organization (Mallol, Holtom, & Lee, 2007). The reverse was also found to be true. Those who 

did not fit with organizational values, quit somewhat faster than those who fit better (Chan, 

1996; O’Reilly, Chatman, & Caldwell, 1991; Villanova, Bernardin, Johnson & Dahmus, 1994).  

The sacrificial value of lost material, monetary, convenience, opportunity costs, or 

intangible psychological benefits – loss of friends, acquaintances, colleagues, good schools, and 

quality of life as a result of quitting were also considered as job embeddedness factors in 

estimating turnover intent (Mallol, Holtom, & Lee, 2007). The greater the value of this 

perception, the less likely employees are to quit (Shaw, Delery, Jenkins, & Gupta, 1998). 

When fit, attachment to job and community, and sacrifice were considered as a 

composite, researchers found that both retail and hospital employees empirically validated the 

aggregation as job embeddedness (Mitchell, Holtom, Lee, Sablynski, & Erez, 2001). Job 

embeddedness was also correlated with turnover intent when gender, job search, job satisfaction, 

organizational commitment, and perceived alternatives were held constant (Mitchell, Holtom, 

Lee, Sablynski, & Erez, 2001).  It was also found that off-the-job job embeddedness mediated 

turnover intent, significantly more than on-the-job factors (Lee, Mitchell, Sablynski, Burton, & 

Holtom, 2004). 
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Organizational Commitment 

            Researchers posited that affective commitment – emotional attachment, continuance 

commitment – cost of leaving, and normative commitment – obligation to stay, make up three 

key components of organizational commitment (Meyer, Bobocel, & Allen, 1991).  Antecedents 

of these components affect the formation of these components (Irving, Coleman & Cooper, 

1997).  Affective commitment in the form of emotional bonding often develops in the beginning 

employment years connected to empirical on-the-job learning, autonomous decision-making, and 

control (Brooke, Russell, & Price, 1988; Irving & Meyer, 1994; Luthens, Baack, & Taylor, 1987; 

Meyer & Allen, 1991).  Employees with more autonomous decision-making, and control have 

more affective commitment to their organizations (Luthens, Baack, & Taylor, 1987). 

Continuance commitment develops over time as retirement benefits compound and privileges 

accumulate (Becker, 1960).  Normative commitment develops over time following training and 

loyalty socialization experiences (Weiner, 1982). 

            Other researchers found that models of organizational commitment such as the Meyer, 

Allen, & Smith’s (1993) three-component model of organizational commitment generalized to 

occupational commitment, which is seen more as a line of work or professional occupation 

(Vandenberg & Scarpello, 1994).  Older age and job satisfaction was found to correlate with 

more affective occupational commitment, greater normative occupational commitment, and 

lower continuance commitment (Meyer et al., 1993). Different occupations also generated 

different affective commitment in different people (Meyer et al., 1993). Employees in financial 

occupations, for example, had greater affective commitment than those in clerical positions 

(Irving, Coleman & Cooper, 1997).  Other researcher found that affective commitment correlated 

strongest with what were termed highly value work behavior by employers – attendance, 
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performance, and organizational loyalty; whereas continuance commitment was not related or 

related inversely and normative commitment was positively related with no antecedents 

identified (Meyer, Stanley, Herscovitch, & Toplnytsky, 2002). All three commitments were 

inversely related to turnover intent, while affective commitment was the greatest inverse 

relationship. Additionally, work experience affective commitment had a much greater correlation 

to organizational commitment than demographic variables (Meyer et at., 2002). 

                               Turnover Intent and Community Hotel Employees| 

            Entry-level employees are critical to the success of the service-centric hospitality industry 

(Tews, Stafford, & Michel, 2014).  This is a group of employees that are literally the face of an 

industry whose business model success is directly dependent upon the quality of the customer 

service experience of its guests.  This group of employees is not only critical to the success of 

this industry but there are among a large number of hospitality industry employees - 

approximately15.6 million as of October, 2016 (U.S. Bureau of Labor Statistics, 2016).  They are 

in an industry that is the fifth largest employer in the United States (U.S. Bureau of Labor 

Statistics, 2011).  Although entry-level, low-cost/low-wage hotel/hospitality employees are a 

smaller fraction of this number, they are found in nearly every city, town, and hamlet in the 

United States.  Without them, hospitality organizations would not be able to compete effectively 

or survive in the competitive marketplace (Tews et al., 2014).  Regrettably, managing the high 

turnover rates and what must even be higher in the turnover intent rates of these employees could 

be one of the most perplexing problems challenging the industry (Enz, 2001, 2009).  These rates 

often exceed 60% per year, creating an intolerable situation that has made necessary the 

continuous cycle of recruiting, selection, and training (Hinkin & Tracey, 2000; Tracey & Hinkin, 

2008; Wildes, 2005).  What has been suggested to be behind the very high turnover statistics is a 
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combination of routine tasks, little decision-making autonomy in performing their work, 

unsatisfactory supervision, low pay, and dissatisfaction with their work environment (Griffeth et 

al., 2000; Hinkin & Tracey, 2000). 

                                                      Research Hypothesis 

This study will address the primary research question: How do the antecedents of 

turnover intent—organizational commitment, job satisfaction, and job embeddedness— 

influence voluntary turnover intentions? Based on the foregoing discussion, a structural model of 

these relationships is presented (Figure 7) and discussed in detail be 

Turnover
Intentions 

Organizational
Commitment

Job
Embeddedness

Job
Satisfaction

 

Figure 7. The Proposed Turnover Intentions Deterrence Model (TIDM) describing the 

relationship between organizational commitment, job satisfaction, and job embeddedness as 

antecedents and independent variables in relation to the dependent variable turnover intent. 

 

Hypothesized Relationship Between Antecedents and Turnover Intent 

H1: Job satisfaction is inversely related to turnover intent. 

Job satisfaction is the overall positive affect that employees derive from their jobs.  Given 

that the current study considers job satisfaction a multi-dimensional construct, the dimensions of 
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supervision, co-worker relations, cooperation, work environment, pay, and task satisfaction are 

deemed contributors to job satisfaction (Howard & Frick, 1996).  Thus, job satisfaction is 

regarded as a second order factor while its dimensions are considered first order factors. 

H2: Job embeddedness is inversely related to turnover intent. 

Job embeddedness is also a multi-faceted construct that includes dimensions such as co-

worker relationships, organizational involvement (outside of work), and personal commitments.  

Holtom, Mitchell and Lee (2006) described job embeddedness as, “a broad set of influences on 

an employee’s decision to stay on the job” (p. 319) Job embeddedness has been found to be a 

powerful and reliable predictor of employee retention for varying populations and thus is 

inversely related to turnover intent (Holtom, et al., 2008). In a large national empirical study of 

employees who stayed and those who left across a sample of hundreds of employers, Holtom and 

Inderrieden (2006) found that employees who stayed possessed the highest rates of job 

embeddedness when even exposed to the highest levels of shock that could have induced them to 

leave.  Researchers also found that when employees participated in decision-making, perceived 

that they were rewarded fairly, and had growth opportunities, their perception of organizational 

support (POS) was the highest (Allen, Shore & Griffeth, 2003).  

H3: Organizational commitment is inversely related to turnover 

Meyer and Allen (1991), described affective commitment as an emotional bond between 

employee and her organization. This emotional bond linked employee identity to the 

organization identity, thus reduce the turnover intention. The continuance component denotes the 

process of rational cost and benefits through which employee finds the cost of leaving the 

organization more than benefits of it and vice versa. As a result high continuance commitment 

leads to low turnover intention (Dawley, Stephens, & Stephens, 2005). The Normative 
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component brings up the moral aspects of leaving the job in the employees mind. Employees 

with high normative commitment feel a strong obligation to stay with the company and maintain 

their association with the organization (Meyer & Allen, 1991). The organizational commitment, 

in conclusion, as a concept that encompass all three components, was supposed to have a 

negative effect on turnover intention.  

Hypothesized Relationships Among Antecedents to Turnover Intent 

This Study hypothesized that all three antecedents to turnover intent were directly related 

to one another. 

H4: Organizational commitment is directly related to job satisfaction. 

A positive correlation among organizational commitment and job satisfaction has been 

observed in several studies. Wong et al. (2001) described three relationships between 

organizational commitment, job satisfaction and turnover. First, job satisfaction increases 

commitment to the organization and this would decrease the employee turnover. Second, the 

impact of organizational commitment on the growth of job satisfaction and reducing turnover 

rate through this rise. Third, the interaction of organizational commitment and job satisfaction 

can affect turnover. In this study, the effect of organizational commitment on turnover intention, 

and job satisfaction was mainly investigated.    

H5: Job embeddedness is directly related to job satisfaction. 

            Numerous studies going back 3 ½ decades have shown the association between job 

satisfaction and job embeddedness (Lambert et al., 2012). Employees who are satisfied with 

their work have a high probability of bonding with their job (Lee et al., 2004; Mowday, 

Porter, and Steers, 1982). However, the effective path direction has not been sufficiently 

investigated for these constructs. Oyler (2007), argued that based on attraction rule of 



Texas Tech University, Bandar Altalhi, August 2018 

 

 

 

29 

similarity, those individuals who extended a bond with their job and embedded the 

organization characteristics, would found job elements similar to their own perspective. This 

similarity would result in more positive evaluation of job and eventually would lead to job 

satisfaction. Based on her argument, I investigated if there is a significant effective path from 

job embeddedness to job satisfaction. 

                                                                   Summary 

            In this chapter, the concept of turnover intention antecedents was generally described 

in the context of high hospitality industry turnover statistics.  A problem statement was posed 

in the previous chapter in which credible evidence was presented in which employees in 

entry-level low-wage/low-skill jobs at mid-size community hotels have been identified as the 

principal reason for high turnover, high costs to hotels, and a substantial concern to the 

industry. The purpose of this descriptive quantitative study was to understand the antecedents 

of turnover intent among entry-level low-wage/low-skill jobs at low-market or mid-market 

hotels. I selected a sample of community hotel employees through a 45-minute email survey 

on Survey Monkey. Structured equation modeling was used to assess the hypothesized 

statistical relationships of job satisfaction, Organizational Commitment, and job 

embeddedness using SPSS AMOS. Quality of fit also was assessed using commonly-

accepted fit indices. 
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CHAPTER III 

METHODOLOGY 

This quantitative study will address the primary research question: How do job 

satisfaction, organizational commitment  and job embeddedness influence voluntary turnover 

intent? To answer this question, the relationships among job satisfaction, job embeddedness, 

Organizational Commitment, and turnover intent were explored among 250 entry-level, low-

wage/low-skill employees at community hotels. Data were analyzed using structural equation 

modeling. 

                                                               Research Design 

 This was a descriptive exploration of the relationships between the independent variables 

of organizational commitment, job embeddedness, job satisfaction, and turnover intent. A cross-

sectional quantitative research design will organize the study to gather data through the use of an 

online-based self-report questionnaire. The online survey was used because: 1) online-based 

surveys have greater accuracy than in-person administered pen and ink surveys in data entry and 

error limitation by automatic response coding; 2) online-surveys lower the biasing effect of 

socially desirable responses that skew results; 3) online surveys enable better distribution of 

participants by creating unlimited geographic access; and 4) online-surveys can be completed 

anywhere, anytime, at relatively low-cost (Couper, 2000). The unit of analysis was the 

individuals who work in mid-level hotel industry. 

Population and Sample 

Sampling and Selection of Population 

This study was focused  upon mid-size community-based hotels. Managers at several 

mid-size community-based hotels was contacted for assistance in primary data collection.  One 
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hotel employee at each of the hotels surveyed was selected as a designated representative was 

selected to distribution information about the survey to all interested hotel employees via email.  

A link to the survey instrument, hosted by Qualtrics, was emailed to participants between 

February and April 2018. All potential participants were directly contacted and invited to 

complete a 45-minute web-based survey.  Employees were able to complete the survey at their 

leisure, away from work, thus mitigating the biasing effects of location. 

The prospective participants were asked five questions to verify fulfillment of inclusion 

criteria prior to participating in the full study.  Those who did not meet all five criteria were 

asked to discontinue participation in the survey.  The inclusion criteria was as follows: 

1. Currently employed by a community hotel located in the United States. Mid-sized 

community hotels are defined as hotel organizations that have anywhere between 26 -

299 rooms, located in small cities, and communities. They are not national or 

international corporate brand-name hotels located near airports or near large city 

centers.  

2. Currently employed in a hotel not located in a major city or metropolitan statistical 

area (MSA).  A major city or MSA was defined and designated by the U.S. Office of 

Management and Budget as having a U.S. Census Bureau verified population of 

50,000 or greater. 

3.  Currently employed for more than 3 hours per day, 5 days per week. 

4. Currently employed in a hotel for more than 3 months 

5. Currently employed in a community hotel in one of the contiguous 48 states. 

6. Willing to spend up to 45 minutes on Qualtrics to participate in the survey. 
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Data was solicited from hotel employees including hotel desk-clerks, restaurant servers, 

bellmen, housekeeping manager, room attendants, overnight housemen, front desk concierge, 

reservations agent, assistant general manager, dining manager, banquet manager, room service 

clerks, and night managers.  In total, questionnaires were administered to potential participants in 

various mid-size community-based hotels.  Among those, a lesser percentage of the data was 

used in analyses as several were removed due to attrition and some were removed due to invalid 

responses.  To check outliers, stem and lead plots were used to examine data and outliers were 

removed.  Therefore, the final sample size for this study included only a representative sample of 

the usable questionnaires.   

Participants were asked about their amount of work experience, supervisory level, and the 

amount of time they have been working in their current position. Demographic data was 

collected from hotel employee participants regarding gender, marital status, age, education, race 

or ethnicity, the number of dependents currently living with them, the age of dependents who 

reside with them, and overall life satisfaction (see Appendix A). 

                                                    Use of Human Subjects 

Prior to participant recruitment and data collection, the Institutional Review Board (IRB) 

thoroughly evaluated and approved all risks and all methods of the study (See Appendix B). 

Participation throughout the study was voluntary, with no consequences for discontinuation of 

participation at any time. Prospective participants were given information about the study prior 

to the study, advised that their identity was to be kept anonymous and confidential, and asked to 

sign an informed consent form (See Appendix C). 
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                                                            Assumptions 

 A sample was selected in this study from a very large population of entry-level low-

wage/low-skill service labor market novice workers. Because of this, I assumed that I would be 

able to accurately and with a high probability of success select employees who had sufficient 

skills and experience to recruit fellow employees to participate in the study. This assumption was 

accurate.  I also assumed that these participants could explain how they went from unemployed 

prospects to notice hotel employees over the span of several months. This assumption also was 

accurate.  

I also assumed was that the participants would be eager, enthusiastic, and honest 

individuals who would  share their knowledge openly, truthfully and completely with a student 

in a Ph.D. program.  I fully disclosed my situation to these participants and assumed that this 

disclosure would provide sufficient training, experience, and know-how for them to respect me, 

and at the same time feel enthusiastic, energized and stimulated enough to participate. 

Additionally, I assumed that I had selected a large enough pool of 250 participants who would 

fulfill my inclusion criteria to allow for: screening disqualifications, no shows, incomplete 

responses, appointment timing conflicts, no responses, lame responses, disgruntled experiences, 

and unanticipated disqualifications. This assumption was also accurate. 

                                                          Instrumentation 

Job Satisfaction 

Job satisfaction was measured using an edited version of the Job Descriptive Index 

(Stanton, Sinar, Balzer, Julian et al., 2002; Appendix D).  This 25-question instrument measured 

the following components of job satisfaction: (a) present job satisfaction, people at work, present 

job, pay satisfaction, coworker satisfaction, and supervision satisfaction.  The Job Descriptive 
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Index is a validated, reliable instrument for measuring job satisfaction (Imparito, 1972) and 

reliability has been demonstrably preserved in the abridged version (Stanton, Sinar, Balzer, 

Julian et al., 2002). All items were short choices and participants were requested to answer ‘Y’ 

beside an item if it had described the particular characteristic of the job, ‘N’ if the item had not 

described the characteristic, and ‘?’ if they could not decide. Positively worded items were 

recorded as 3, 1, or = 0 scores, and negatively worded items recorded as 0, 1, or 3 scores (for Y, 

and N, respectively). 

Scores from the individual scales were added and scales with fewer items were weight 

adjusted (for scales that contain half the items of the other scale, scores were doubled). The 

scales combined to generate an overall job satisfaction value because components assumed equal 

weights and compensate for one another. Full-length Job Descriptive Index reliability ratings 

generally range from .69 to .96 (Kinicki, McKee-Ryan, Schriesheim, & Carson, 2002). 

Job Embeddedness  

Job embeddedness was assessed using the Global Job Embeddedness Scale (Crossley, et 

al., 2007; Appendix E). This instrument contained 24 questions that discerned co-worker 

relationships, organizational involvement outside of work, and personal commitments. Question 

responses were measured using a 6-point Likert scale ranging from 1 (strongly disagree) to 6 

(strongly agree). Cronbach’s alpha was calculated with an expected reliability of .61 to .88, 

indicating the strong internal consistency of the measure (Mitchell et al., 2001). 

Organizational Commitment 

 Organizational commitment was measured using Allen, & Smith’s (1993) three-

component model of organizational commitment measuring affective commitment, continuance 

commitment, and normative commitment (see Appendix G).  
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Turnover Intent 

Turnover intent was measured using custom-selected statements (Cammann, Fichman, 

Jenkins, & Klesh, 1979; Appendix F). Items were assessed on a 6-point Likert scale (1 = strongly 

disagree and 6 = strongly agree). For the six items, validity assessments range from .062 to .199 

(Weisberg & Kirschenbaum, 1991). A Cronbach’s alpha of .91 (n = 1,284) was measured using a 

business case (Jenkins, 1993). Questions about pre-employment turnover intent was posed with 

the mix (Appendix F). 

                                                           Data Collection 

Employees who would like to participate in this research were asked to sign an informed 

consent form (see Appendix C). Participants were promised that their responses would be 

anonymous and all responses would be kept confidential. They also were promised that data 

would be destroyed at the end of the project. 

A numerical code was assigned to each participant to preserve confidentiality. The survey 

took approximately 45 minutes to complete. After submittal of the signed informed consent 

form, objectives of the study were described to the participants as approved by the Institutional 

Review Board (IRB). Responses with missing data were discarded. 

                                                            Data Analysis 

            Data screening and preparation consisted of the following procedures: searching for 

missing data; detecting outliers; and a normality test. Identifying errors and correction, or 

removing the entire case when correcting their score errors are not possible, was recommended 

(Pedazur, 1997). SPSS 24 was utilized to detect any errors in observed variables of the data. 

Skewness and kurtosis on each variable were studied to establish univariate normality. SEM was 

used to assess the hypothesized statistical relationships of job satisfaction, Organizational 
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Commitment, job embeddedness, and turnover intent using SPSS AMOS.  Quality of fit was 

assessed using commonly-accepted fit indices. 

                                                                Summary 

 I conducted a descriptive exploration of the relationships between job satisfaction, job 

embeddedness, Organizational Commitment, and turnover intent using a cross-sectional 

quantitative research design that had been selected to collect data using an online self-report 

questionnaire on Qualtrics.  A sample size of 198 entry-level low-wage/low-skill jobs at mid-size 

community hotels was selected from mid-size towns and cities in Texas.  A descriptive analysis 

was assessed for normality. Structured equation modeling was used to analyze the hypothesized 

statistical relationships of job satisfaction, Organizational Commitment, job embeddedness, and 

turnover intent using SPSS AMOS.   
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CHAPTER IV 

RESULTS 

This chapter objective was to test the hypotheses of the proposed model and present the 

results of the analyses in a well-structured form. The results were articulated in tables and 

figures. The statistical data analysis was operated through two well-known statistical software 

programs in the field of social science. IBM SPSS v.24 was employed to obtain a descriptive 

report of respondents’ demographic attributes, as well as testing for normality and outliners in 

their distribution. Also, the internal consistency of each measurement was investigated by 

estimating Cronbach’s alpha coefficients using the same software.  The next phase of analysis 

contained confirmatory factor analysis (CFA), and structural equation modeling (SEM). CFA 

can establish the convergent and divergent validity of constructs while SEM can be utilized to 

test the main hypothesis. The analysis was performed using the IBM AMOS v.26 based on the 

Maximum Likelihood (ML) estimation procedure (Byrne, 2017).  A five-step procedure guided 

the analysis: 1) a demographic portrait of respondents was attained by frequency analysis; 2) 

frequencies were tested for normality and outliners; 3) The estimation of internal consistency of 

each construct and dimension was performed to evaluate of construct reliability; and Cronbach’s 

alpha coefficient, Pearson Correlation coefficients, and normality estimation were presented; 4) 

CFA was applied to produce a measurement model - the ability to test equivalency of factor 

loading in CFA was crucial to unravel the hidden structure of each construct and reach to a valid 

and parsimonious model (Rogelberg, 2017) and ; 5) the explanatory power of the proposed 

model to address the observed data was illustrated and assessed by operating a structural 

equation model. 
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Demographic Profile of the Respondents 

            The demographic sketch of the respondents is summarized in Table 2. The majority of 

198 respondents who participated in the survey were female - 151 (76.3 %) female and 47 

(23.7%) male. The overall composition of the participants was made up of low skilled workers 

who did not have a college education and were paid no more than minimum wage. Forty eight 

percent of participants had less than or equal to a high school education and only 29.7% had a 

trade school, community college, or a college degree or higher. The annual income of 124 (62%) 

respondents was less than $30,000. The selected sample were young,  79.3% of whom were 

under 30 years old. Fifty five percent of participants were white, and other ethnicities had 

roughly an equal share of the remaining forty-give percent of the sample. Half of the respondents 

were in the first year of their current jobs.  
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Table 2  

Profile of the Respondents (n = 198) 

Demographics  Items  Frequency Percentage (%) 

Gender Male  47 23.7 

Female 151 76.3 

Age < 20  42 21.2 

20~29  70 35.4 

30~39  45 22.7 

40~49  22 11.1 

50~59  15 7.6 

60> 4 2.0 

Highest education level Less than High School Diploma 30 15.2 

High School Degree or equivalent 61 30.8 

Some College Education 48 24.2 

College Degree 47 23.7 

Graduate degree  12 6 

Annual Income from the Job Less than $10,000 54 27.3 

$10,000 - $19,999 41 
20.7 

$20,000 - $29,999 29 
14.6 

$30,000 - $39,999 15 7.6 

$40,000 - $49,999 18 9.1 

$50,000 - $59,999 15 
7.6 

$60,000 - $69,999 5 2.5 

$70,000 - $79,999 7 3.5 

$80,000 - $89,999 4 2.0 

$90,000 - $99,999 3 
1.5 

More than $100,000 7 3.5 

Ethnicity Asian 24 12.1 

Black/African American 34 17.2 

Hispanic 26 13.1 

White 110 55.6 

Other 4 2.0 

Years’ of Experience 

 with Current Employer 

0-1 year 

1-2 years 

2-3 years 

87 

74 

37 

43.9 

27.4 

18.7 

Years’ of Experience 

In Current Job Position 
0-1 year 

1-2 years 

2-3 years 

99 

68 

31 

50.0 

34.3 

15.7 



Texas Tech University, Bandar Altalhi, August 2018 

 

 

 

40 

Correlation Coefficients 

 

The Pearson Correlation Coefficient among the observed variables were computed and 

presented in Table 3. All the correlations in the table except the correlation between turnover 

intention and job embeddedness were statistically significant at p<.001. To calculate the 

correlation coefficients between organizational commitment - a latent variable - and other 

composites, the correlation coefficient of organizational commitment was calculated as a 

composite too. The correlation between organizational commitment subscales were significant at 

p<.001. There was a positive correlation between Affective commitment and normative 

commitment - r=.65 - and continuance commitment r=.53. Also, the correlation between 

normative commitment and continuance commitment was highly significant at r=.71. The 

composites of job satisfaction job descriptive index (JDI) and job in general (JIG) scales had a 

strong positive correlation with each other at r =.76. Considering the ability of JIG to be the 

proxy of JDI, such strong correlation was expected. Organizational commitment had positive 

significant correlation with all other composites. That meant an increase in commitment was 

associated with an increase in the level of job satisfaction at r=37 for JIG, and r=.43 for JDI, and 

especially Job Embeddedness at r=.72. However, surprisingly, there was a positive weak 

correlation between organizational commitment and turnover intention which called for more 

investigating through the process of analysis.    
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Table 3 

Correlation Coefficients  

 1 2 3 4 5 

1. JIG 1     

2. JDI .759** 1    

3. Embeddedness .530** .605** 1   

4. Organizational Commitment .375** .434** .727** 1  

5. Turnover Intention -.283** -.297** -.062 .142** 1 
** Correlation is significant at the 0.01 level (2-tailed).      

   

                                                        Data Cleaning Procedure  

Several valuations were provided to check for presumptions of structured equation 

modeling (SEM) and to maximize the chance for the final model to be a good fit for the data in 

this section. The assumption or normality is vital in doing SEM. The violation of the normality 

assumption can lead to exaggerated, large chi-square statistics, biased p values, and affected 

standard errors (Hair et al., 1998). A multivariate normality test was performed to detect those 

cases with potential for skewness and being an outlier.  

Before conducting any model estimation and test, the data were screened to detect data-

coding errors and reverse coding. Moreover, a visual inspection of covariance matrix helped the 

researcher to identify extreme outliers. After conducting some modifications regarding coding 

errors and omitting three cases of outliers, the data were scanned for missing values. There were 

no missing values in the study sample due to a procedure that was previously setup to select only 

completed online questionnaires. However, the absence of missing data was accompanied with a 

lower sample number and the possibility of a higher number of dishonest or inaccurate responses 

(Poynter, 2010).  The JDI guidelines provided a remedy to check for respondents’ dishonesty 

(Balzer, 1990). Based on the guidelines, data were screened for maximum and minimum possible 

scores for the Job Descriptive Inventory. The maximum or minimum score for JDI/JIG index is a 
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sign of a non-accurate or dishonest response, thus, cases with maximum or minimum JDI/JIG 

scores were flagged. In the next step, those cases were scrutinized for a similar pattern in 

answering other measurements items. Nine cases revealed an identical trend of answering only 

the first or last choice for each of the questions. Removing nine cases was the last phase of data 

clearing. In total, 12 cases were eliminated from data set and 198 cases, slightly less than rule of 

thumb of 200 cases were left for further analysis. 

                                                        Assessment of Normality 

            Before analyzing the data to confirm or reject the hypotheses, it was crucial to assess 

those characteristics and patterns in the data set that have the potential to affect the analysis. 

Descriptive statistics tools are meant to discover these characteristic patterns in a data set. The 

measures of central tendency and dispersion were applied by researchers to understand the nature 

of the data (Ha & Ha, 2012). The descriptive statistics for the current data set is presented in 

Table 4. The skewness statistic measured the level and direction of unevenness. Unlike the 

normal distribution, which in absolute form has the skewness equal to 0, an asymmetric 

distribution test of the distributional characteristics of items were performed to ascertain the 

normal distribution of data for each item. 
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Table 4 

Indicators Skewness and Kurtosis 

 Mean Std. Deviation Variance Skewness Kurtosis 

JDI_1 1.99 1.358 1.845 -.650 -1.499 

JDI_2 2.00 1.353 1.830 -.673 -1.467 

JDI_3 2.24 1.214 1.473 -1.062 -.709 

JDI_4 2.04 1.307 1.708 -.712 -1.363 

JDI_5 2.13 1.260 1.587 -.862 -1.102 

JIG_1 2.49 1.040 1.081 -1.651 .980 

JIG_2 1.98 1.308 1.710 -.600 -1.487 

JIG_3 1.84 1.326 1.758 -.370 -1.692 

JIG_4 2.10 1.269 1.610 -.797 -1.207 

JIG_5 1.83 1.358 1.845 -.381 -1.725 

JIG_6 1.89 1.353 1.832 -.474 -1.655 

JIG_7 2.09 1.281 1.642 -.788 -1.234 

JIG_8 2.11 1.250 1.562 -.809 -1.167 

JDI_6 2.24 1.206 1.455 -1.067 -.690 

JDI_7 1.85 1.367 1.868 -.428 -1.706 

JDI_8 1.89 1.308 1.712 -.436 -1.629 

JDI_9 1.89 1.359 1.848 -.487 -1.653 

JDI_10 1.79 1.348 1.816 -.319 -1.747 

JDI_11 2.22 1.223 1.495 -1.034 -.772 

JDI_12 1.71 1.409 1.986 -.244 -1.857 

JDI_13 2.08 1.311 1.718 -.804 -1.252 

JDI_14 2.01 1.330 1.770 -.675 -1.436 

JDI_15 2.11 1.274 1.622 -.833 -1.162 

JDI_16 2.00 1.313 1.725 -.651 -1.441 

JDI_17 1.86 1.362 1.854 -.432 -1.697 

JDI_18 1.86 1.346 1.810 -.427 -1.680 

JDI_19 1.62 1.392 1.938 -.098 -1.872 

JDI_20 1.71 1.392 1.938 -.226 -1.842 

JDI_21 2.20 1.245 1.550 -.996 -.869 

JDI_22 1.92 1.367 1.868 -.534 -1.622 

JDI_23 1.94 1.351 1.826 -.566 -1.575 

JDI_24 2.04 1.324 1.753 -.736 -1.357 

JDI_25 1.94 1.318 1.736 -.538 -1.558 

EMB1 3.16 1.359 1.848 -.301 -1.118 

EMB2 3.32 1.264 1.598 -.394 -.777 
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The variable test of normality revealed a skewness value in the range from -1.65 to .45. The 

kurtosis of values was between -1.87 to .98 (see Table 4.2). Therefore,  both skewness and 

kurtosis values of all indicators were placed inside the acceptance range of -3 to +3. (Byrne B. 

M., 2016). The result of multivariate normality and normality of distribution of variables verified 

EMB3 3.24 1.246 1.553 -.369 -.759 

EMB4 3.28 1.231 1.514 -.345 -.745 

EMB5 3.04 1.242 1.543 -.007 -.904 

EMB6 3.25 1.191 1.418 -.457 -.508 

EMB7 3.14 1.192 1.420 -.254 -.833 

EMB8 3.39 1.253 1.570 -.486 -.689 

EMB9 3.29 1.211 1.466 -.468 -.649 

EMB10 3.35 1.182 1.398 -.485 -.498 

EMB11 3.20 1.274 1.623 -.199 -.992 

EMB12 3.19 1.235 1.524 -.253 -.877 

AFF1 2.85 1.199 1.438 .045 -.835 

AFF2 2.93 1.210 1.465 -.070 -.937 

AFF3 3.36 1.237 1.531 -.294 -.806 

AFF4 3.34 1.275 1.627 -.200 -1.057 

AFF5 3.22 1.141 1.302 -.398 -.537 

AFF6 3.15 1.253 1.571 -.080 -.981 

CON1 3.14 1.229 1.510 -.269 -.847 

CON2 3.13 1.244 1.547 -.242 -.968 

CON3 3.25 1.233 1.520 -.366 -.744 

CON4 3.13 1.203 1.447 -.261 -.747 

CON5 2.91 1.137 1.292 -.008 -.765 

NOR1 2.84 1.223 1.495 .093 -.933 

NOR2 3.32 1.208 1.460 -.370 -.709 

NOR4 3.19 1.218 1.484 -.301 -.834 

NOR5 3.39 1.153 1.329 -.386 -.579 

NOR6 3.23 1.208 1.460 -.219 -.807 

NOR6 3.14 1.263 1.594 -.079 -.902 

TUR1 2.51 1.184 1.401 .454 -.579 

TUR2 2.68 1.192 1.420 .255 -.789 

TUR4 2.54 1.265 1.599 .421 -.710 

TUR5 2.68 1.268 1.608 .187 -1.012 

TUR6 3.01 1.294 1.675 -.210 -1.032 

TUR7 2.86 1.300 1.690 -.014 -1.165 

TUR8 2.94 1.346 1.811 -.043 -1.235 
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the validity of CFA data for the SEM model testing (Law, 2004).  

                         Assessment of Construct Reliability, Validity, and Correlation 

            There must be enough evidence in support of the manifesting latent variable indicators to 

establish a valid and credible deduction by the SEM procedure to explain the dynamics of 

covariance in the proposed model (Thompson, 2004). This is the task of factor analysis to 

establish confidence in the reflecting power of the indicators. Exploratory Factor Analysis (EFA) 

can reveal the hidden factors that are affecting the observed variables. EFA reveals the number 

of possible latent variables as well as the relationship of each indicator with them. On the other 

hand, the Confirmatory Factor Analysis (CFA) procedure requires a specific group of constructs 

suggested in the theoretical model as latent variables and reveals their potential power in 

explaining the variety of observed variables (Thompson, 2004). Prior to testing the hypothesis, 

both EFA and CFA of the items and measures were performed to approve and improve the 

reliability and validity of the constructs. The item analysis was performed first to identify the 

weak representative items and to isolate those items that were not consistent with other items of 

the subscale they were supposed to represent. Dimensionality analysis was conducted next to 

explore the uni-dimensionality of each subscale and to remove those items that had poor loading 

on the factor or were loaded on more than one factor. CFA was applied to test the goodness of fit 

of models first for those scales with more than two subscales: and a Hierarchical CFA model was 

applied to test the goodness of fit of models for those scales with more than two items for each 

subscale, performed. Finally,  the CFA model tested the overall goodness of fit of the model and 

hypotheses. 

                                                      Item Analysis 

            The scale reliability was evaluated by Cronbach’s alpha coefficient to examine the 
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internal consistency between different items of each scale. The α coefficient is an indicator of the 

level of correlations between items of same subscale. The value of Cronbach’s alpha coefficient 

ranges from 0 to 1 where α closer to 1 means higher internal consistency. Those items that did 

not contribute to internal consistency of subscales were identified and removed to improve the α 

coefficient of the scale.  

Job in General (JIG) Scale  

The result of item analysis of the JIG scale showed an acceptable internal consistency 

between the items with Cronbach’s alpha of 0.72. Based on SPSS results, eliminating each of 

eight items would reduce this coefficient. Table 5 showed the result of reliability test of the JIG. 

Table 5  

Cronbach’s Alpha Coefficient for JIG 

 

Construct Number of Items α Coefficient 

JIG  8 .72 

 

Job Descriptive Index (JDI) 

All items in each JDI subscale were item-analyzed. Some items were identified as not 

contributing to the consistency of the subscales. Items 5 (JDI5) of the coworkers showed minor 

correlation with other items, thus deleting it would increase the scale’s α from .743 to .764. Item 

5 (JDI10) of the promotion subscale would increase α coefficient from .63 to .65. A summary of 

the internal consistency reliability of five subscales is presented in Table 6. 
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Table 6  

Cronbach’s Alpha Coefficients for JDI 

 

Construct Number of Items α Coefficient 

Coworker 5 .74 

Promotion 5 .63 

Supervision 5 .62 

Payment 5 .57 

Work 5 .61 

 

As depicted in Table 5, the α coefficients of all JDI subscales except the “Coworkers” 

were below the threshold of 0.7. Consequently, due to the weak internal consistency of JDI, this 

scale was discarded from further analysis. Considering the satisfying result of JIG in reliability 

and EFA, the Job In General Index was applied in CFA and SEM analysis as the proxy for JDI in 

measuring Job Satisfaction.  

Organizational Commitment Scale  

All items of the three component Organizational Commitment Scale were item-analyzed. 

The item analysis indicated a high reliability score for normative and continuance commitment. 

There were negative correlations between two items of affective commitment AFF4 and AFF6 

with several other items of the subscale.  The elimination of these items increased the α 

coefficient from .45 to .6. Furthermore, based a suggestion from the SPSS manual, removing the 

AFF3 led to a just acceptable α coefficient of 0.7 for the Affective Commitment Subscale. The α 

coefficient of commitment increased from .75 to .81 after deleting the first item - NOR1. In 

Table 7 the internal consistency coefficient of organizational commitment subscales were 

summarized.    
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Table 7  

Cronbach’s Alpha Coefficients for Organizational Commitment 

Construct Number of Items Coefficient 

Affective Commitment 3 .70 

Continuance Commitment 5 .75 

Normative Commitment 5 .81 

 

Job Embeddedness Scale   

Item analysis was conducted to assert the reliability of job embeddedness scale. As 

shown in Table 8, the internal consistency of the embeddedness scale was highly satisfying with 

α= .92. All items contributed to the internal consistency of scale and the homogeneity of the 

construct would be reduced by eliminating each of them.   

Table 8  

Cronbach’s Alpha Coefficients for Job Embeddedness 

 

Construct Number of Items α Coefficient 

Embeddedness  12 .92 

 

 

Turnover Intention Scale (TIS)  

            The turnover intention scale included seven items that were subject to the item-analysis 

operation. The result showed that all items contributed to the homogeneity of the scale and were 

in high intercorrelation with each other. There was no item that could be deleted which would 

cause the α coefficient to increase.  Table 9 shows the internal consistency coefficient of TIS. 

 

Table 9  

Cronbach’s Alpha Coefficients for TIS 

 

Construct Number of Items α Coefficient 

Turnover Intention  7 .85 
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                                                         Dimensionality Analysis 

Factor analysis was performed to identify item with inadequate factor loading in addition 

to confirm and improve the uni-dimensionality of subscales. The ultimate goal of factor analysis 

is to detect underlying categorizing constructs. Doing this helps researchers to achieve a 

parsimonious model for explaining data covariance and causal relationships (Thompson, 2004). 

Latent variables are common factors and observed variables are indicators of common factors in 

factor analysis terminology. Correlations are allowed between common factors but directional 

relationships are not in Factor Analysis (MacCallum & Austin, 2000).   

SPSS 24 was utilized to perform Exploratory Factor Analysis (EFA). First, a suitability 

analysis of the data for Factor Analysis was performed using the Kaiser-Meyer-Olkin (KMO) 

index of sampling adequacy. The acceptable threshold of KMO is .60 (Thompson, 2004). The 

KMO index minimum requirement was obtained for all subscales. Consequently, I performed the 

EFA analysis with Principal-Axis factoring and the Varimax rotation solution conducted with 

Eigenvalues greater than one. The cut point value of .45 was assumed as the minimum factor 

loading required for an item to remain as an indicator of a construct.  

Job in General (JIG  

            I ran a Factor Analysis on all items of the JIG. Items with negative attributions were 

loaded on different factors. Table 10 showed the factor loadings of EFA for JIG items. Xin & 

Chi (2010) among other scholars (Johnson, Bristow, & Schneider, 2011; Merritt, 2012; Ye & 

Wallace, 2014; Salazar, 2015) addressed the problem of items with negative wording and their 

influence on uni-dimensionality of the construct. Negative worded items invoke a different 

reaction in a participant’s mind due to social desirablity, according to their findings. Other 

scholars found that bias and inconsistency generated by negatively worded items was stronger 
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among sample populations with lower levels of education (Weems, Onwuegbuzie, & Collins, 

2006; Meisenberg & Williams, 2008). The different mental reacitons to negatively worded items 

led to intercorelation inconcistency between items in reliablity tests. Moreover, negatively 

worded items of unideminsional constructs tended to load on different factors in Factor Analysis.  

Dimitrov & Dimiter (2014), recommended using Confirmatory Factor Analysis instead of EFA 

to better handle this situation. They belived that while EFA could not address the meaningfulness 

of second factor emergence in supposed unidemensial constructs, CFA was capable of 

deferentiating meaningful factors from measurment error due to positive and negative wording. 

The final decision about factorial validity of JIG was postponed to conducting CFA following 

Dimitrov & Dimiter (2014). 

Table 10   

Job in General factor loading (initial version) 
 

Job in General Factor 

1 2 

JIG_1 (Good) .547  

JIG_2 (Undesirable)  .534 

JIG_3 (Better than most) .635  

JIG_4 (Disagreeable)  .751 

JIG_5 (Makes me content) .550  

JIG_6 (Excellent) .707  

JIG_7 (Enjoyable) .819  

JIG_8 (Poor)  .671 

 

 

Job Embeddedness Scale  

All items of  scale were factor analyzed. The result of EFA were satisfying and all items 

were loaded on one factor with an acceptable range of factor loading from .55 to .80. The results 

are presented in Table 11. Based on the EFA the unidimensionality of the job embeddedness 

construct was confirmed and it was ready to be applied in CFA.   
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Table 11.  

Factor loadings for Job Embeddedness Scale 

Job Embeddedness 
Factor 

1 

EMB1 .655 

EMB2 .669 

EMB3 .747 

EMB4 .782 

EMB5 .673 

EMB6 .774 

EMB7 .740 

EMB8 .606 

EMB9 .749 

EMB10 .806 

EMB11 .554 

EMB12 .734 

 

Organizational Commitment Scale. 

Affective Commitment  

Factor analysis of all three components of organizational commitment were performed 

separately. The affective commitment construct was subject to the EFA first.  All three 

components were loaded on one factor with factor loadings from .64 to .77 as shown in Table 12. 

 

 

 

 

Table 12  

Factor Loading for Affective Commitment (modified version) 

Affective Commitment 
Factor 

1 

AFF1 .640 

AFF2 .640 

AFF5 .772 
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Continuance Commitment Subscale 

The EFA results for Continuance Commitment Subscale is presented in Table 13. All the 

items are loaded on one factor with an acceptable factor loading ranging from 5.5 to 6.7. The 

construct was proven to be unidimensional and all items were valid observed to be indicator of 

unidimensionality. Thus, continuance commitment was ready to be used in performing CFA.   

Table 13  

Factor Loading for Continuance Commitment 

Continuance Commitment 
Factor 

1 

CON1 .560 

CON2 .669 

CON3 .670 

CON4 .618 

CON5 .557 

 

 

Normative Commitment Subscale  

Exploratory Factor Analysis was performed for the Normative Commitment Subscale. 

Item NOR1, the same item that had previously demonstrated a poor contribution to scale 

Cronbach’s alpha coefficient in item analysis, had a factor loading under the .45 cut point. 

Deleting item NOR1 led to a unidimensional result where all items loaded on one factor with an 

acceptable factor loading range from .63 to .72. Table 14 illustrates the result of EFA for the 

Normative Commitment subscale. The construct CFA was thus ready to be performed based 

upon this EFA result.   
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Table 14  

Factor loadings for Normative Commitment  

Normative Commitment 
Factor 

1 

NOR2 .630 

NOR4 .686 

NOR5 .669 

NOR6 .721 

 

______________________________________________________________________________ 

 

Finally, factor loadings the Organizational Commitment Scale, as shown in Table 15, was 

subject to EFA. The two items were loaded on more than one factor. Those Items were NOR2 

and CON1, the same items with the least factor loadings in previous EFA runs. Eliminating 

NOR2 and CON1 led to a three factors solution where all items were loaded on the factor related 

to their subscale. Also, all items had an acceptable factor loading ranged from .57 to .80. 

 

Table 15 

Factor Loadings for Organizational Commitment Scale 

                                                   Factor 

Organizational Commitment 

                                                             1                                2                                   3   

AFF1                .623 

AFF2                .670 

AFF5                .562 

NOR4               .581  

NOR5                                                .763 

NOR6                                                .737 

CON2               .570 

CON3               .582 

CON4               .800 

CON5                                                                                 .719      
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Turnover Intention Scale  

The EFA was conducted for turnover intention subscale items. The first two items -TUR1 

and TUR2 - were loaded on the second factor as shown in Table 16. Those items were added to 

the original questioner and were supposed to measure pre-employment turnover intent. The 

respondents’ turnover intent, before their entry to current job was not the subject of analysis in 

this study. So, to have a unidimensional scale, pre-employment items were removed. Elimination 

of those items led to a unidimensional construct where all factor loadings were in acceptable 

range of .60 to .82. The results of modified version of turnover intention construct EFA was 

satisfactory for beginning the CFA, as demonstrated in Table 17.  

Table 16  

Factor Loadings for Turnover Intention Scale 

Turnover Intention 
Factor 

1 2 

TUR1 (I made up my mind to leave before being hired to work at this hotel)  .824 

TUR2 (I made up my mind to leave shortly after being hired to work at this hotel).  .797 

TUR4 (I am currently seriously considering leaving my current job to work for another company) .484  

TUR5 (I will quit this company if the given condition gets even a little worse than now) .478  

TUR6 (I do not plan on working in this profession in the long-term future) .678  

TUR7 (I am currently looking for other employment opportunities outside of this hotel) .837  

TUR8 (I am considering other job offers now) .763  

 

 

Table 17  

 

Factor Loadings for Turnover Intention Scale (modified version) 

 

Turnover Intention 
Factor 

1 

TUR4 .660 

TUR5 .600 

TUR6 .688 

TUR7 .824 

TUR8 .797 
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                                          The Confirmatory Factor Analysis (CFA) 

Typically, the CFA plays the role of being the final requirement to enable execution of 

the SEM model. The intent of measuring the CFA model was to recognize the latent variable, 

underlying indicators, and the relationship between them. The CFA was the last step in 

establishing the validity and reliability of the measurements and would confirm the adequacy of 

constructs for structural equation modeling and testing the hypotheses.  

The IBM AMOS 24 system would enable the parameter of best factor loading in order to 

identify the model. The comparison between bootstrapping a sample population of 

approximately 200 with a confidence interval range of 90% to 95% and default analysis did not 

show any significant difference in results. That meant the study sample of 198 participants was 

adequate for conducting the CFA by IBM AMOS.  

Several indices of the goodness of fit between the measurement model and the data were 

examined to determine if the model was able to explain the data variances. Hair et al. (2010) 

suggested a guideline for using model fit indices considering different parameters such as sample 

size, model complexity and degree of error in the model specification to ascertain how accurate 

various fit indices were. A comparative fit index (CFI) value of .92 or higher and a root mean-

square error of approximation (RMSEA) value of .07 or less indicate a goodness of fit for the 

model, according to the guideline. Figure 1 showed the standardized parameters for CFA model. 

Fit statistics met the required value to confirm the goodness of fit of model for the data. Table 

18, described in more detail and shown three pages ahead, presented the goodness of fit indices 

for the CFA model. Almost all indices of the CFA model displayed in the Table met the expected 

value of a good fit model and no further modifications were needed.  
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The initial CFA model was a six-factor measurement model. The factors in the CFA 

model encompassed job satisfaction in general (JIG), job embeddedness, affective commitment, 

continuance commitment, normative commitment, and turnover intention. JIG had eight 

indicators - JIG1 to JIG8. The job embeddedness factor included 12 indicators from EMB1-

EMB12. The affective commitment factor had three indicators - AFF1, AFF2, and AFF5. The 

continuance commitment had four indicator variables - CON2-CON5. The normative 

commitment contained four manifest variables - NOR4-NOR6. The turnover intent construct 

included five factor indicators - TUR4-TUR8.   

To measure CFA model, a normal distributed data set consisting of 198 participants had 

been accessed through IBM AMOS v. 24 and estimated by the maximum likelihood (ML) 

method. There were three factors in the baseline CFA model with a standard loading below .5. 

Those factors were related to JIG construct. The JIG2, JIG4, and JIG8 items all were described 

with negative wording in CFA and showed a low factor loading. The CFA results did not 

confirm the existence of a second latent variable in the JIG construct. In other words, those three 

items were loaded on a second factor in EFA because of a measurement error related to negative 

wording. Consequently, the first step in modifying the CFA model was to remove the negatively 

worded items of the JIG scale. The next step in achieving the desirable goodness of fit was to 

review the modification indices. In general, the modification index showed the improvement in 

overall fit of the model by estimating a fixed or constrained parameter as a free one (Byrne, 

2016; Kline, 2016). The Modification Index (MI) for a parameter indicated an anticipated drop 

of chi-square value in case of estimating the parameter freely.  

A few modifications were made to reach goodness-fitting indices by removing the largest 

modification indices. A total of 12 factor indicators were dismissed from the remaining 24 items 
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of the baseline CFA good-fitting model. The CFA goodness-of-fit model with results is 

illustrated in Figure 8. 

 

AFF1

Turnover
Intention

Affective

Continuance

Normative

JIG

Embeddedness

TUR4

TUR6

TUR7

TUR8

CON4

NOR5

JIG3

JIG5

JIG6

JIG7

EMB5

EMB6

EMB7

EMB8

EMB9

EMB10

EMB12

CON2

NOR4

AFF2

AFF5

NOR7

CON3

.85

.84

.68

.61

.63

.65

.60

.75

.64

.70

.64

.74

.66

.60

.70

.60

.74

.76

.70

.61

.77

.82

.77

.84

-.22

.82

.73

.50

.52

.93

.41

.22

.79

-.25

.60

22

-.30

.85

-.32

    

  Figure 8. CFA Goodness-Fit Model. NOR7 should be NOR6 in this Figure. 

 

                                                       The Results of CFA Model 

The CFA model depicted in Figure 1 was tested for model fit for the entire sample 

(N=198). The measurement mode included six constructs: embeddedness, affective, continuance, 

normative, JIG, and turnover intention; and 24 indicators. There were 54 variables in the model, 

of which 24 were observed and 30 were unobserved variables. 30 variables were identified as 
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exogenous and 24 variables were identified as endogenous in the model. Exogenous variables are 

independent variables whose fluctuation cannot be explained by model. In contrast, endogenous 

variables are dependent upon the model and their variances are explained by the model (Byrne, 

2010). Also, the model encompassed 93 parameters that were divided into 30 fixed and 63 free 

parameters. The goodness-of-fit indices reflected a well fit: χ2 (237) = 298.65 (p=.004), CFI= 

.969, TLI =.946, SRMR= .049, RMSEA = .036 (CI: .21~.49).  

 

  Table 18 

  Goodness-of-Fit Results of CFA Model of Measurements 

 

Table 19 illustrates portrays the questionnaire items associated with the construct 

indicator rankings shown in Figure 8. This enables clear understanding of the study participants’ 

choices that are not relatively apparent in Figure 8. Responses about turnover intent are telling. 

 

 

Table 18  

Goodness-of-Fit Results of CFA model of measurements  

Goodness-of-fit statistics  
Values 

Desired 

Range 

Chi-square test χ2 298.65(p=.004) p>. 05 

Degrees of freedom ratio Df 237 ≥0 

Chi-square/ degrees of      freedom ratio X2/df 1.26 <3 

Standardized Root Mean Square Residual SRMR .049 Closer to 0 

Root mean square error of approximation RMSEA .036 <.08 

Tucker-Lewis index TLI .96 >.90 

Comparative fit index CFI .97 >.95 

Parsimonious normed fit index PNFI .75 >.50 

Parsimonious goodness-of-fit index PGFI .61 >.50 
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Table 19 

 

Questionnaire Items Associated with the Construct Indicator Rankings 
______________________________________________________________________________ 

 
    Construct Indicator                                                 Questionnaire Items 

     TUR8            I am considering other job offers now. 

     Turnover         

                                TUR7            I am currently looking for other employment opportunities outside of this hotel. 

        Intent 

      TUR6            I do not plan on working in this profession in the long-term future. 

 

      TUR4            I will quit this company if the current condition gets even a little worse than now.                 

 

         AFF1            I would be very happy to spend the rest of my career in this organization. 

      Affective 

      AFF2            I really feel as if this organization’s problems are my own. 

   Commitment 

      AFF5            This organization has a great deal of personal meaning for me. 

 

                                CON4            I believe that I have too few options to consider leaving this organization.         

  Continuance                                 

      CON3           Right now, staying with my organization is a matter of necessity as much as  

  Commitment                               desire. 

      CON2           Too much of my life would be disrupted if I decided I wanted to leave my  

                                                      organization now.    

      NOR6           I owe a great deal  to my organization.  

     Normative 

      NOR5           I would not leave my organization right now because I have a sense of obligation t 

   Commitment                              to the people in it. 

      NOR4           This organization deserves my loyalty. 

 

      JIG_3            My job in general is better than most.  

  Job in General 

        JIG_5            My job in general makes me content. 

 

      JIG_6            My job in general is excellent. 

        

      JIG_7            My job in general is enjoyable. 

 

      EMB5           I whole-heartedly think that my future is in this hotel. 

 

      EMB6           My family is happy that I work in this hotel. 

 

      EMB7           Generally speaking, I am satisfied with my salary and other material benefits. 
          Job 

      EMB8           I like my job more than the average worker does. 

  Embeddedness 

      EMB9           I really love the place where I live. 

 

      EMB10         My job utilizes my skills and talents well. 

 

      EMB12         Leaving this community would be very hard. 
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Table 20 presents the results of the CFA including the standardized factor loading of each 

item and the r-squared value of each them showing the percentage of item variance that is 

explained by the related common factor. The construct composite reliability (CCR), and average 

variance extracted (AVE) are also presented in the table.   

Fornell & Larcker (1981) designed a statistical method to assertain convergent validity by 

usinng average variance extracted (AVE). AVE is the ratio of data variance explained by the 

measurment contruct/item versus the varaince related to measurment construct/item error. The 

AVE larger than .5 confirms the convergent validity of the construct based on their 

recommandations.  As illustrated in Table 20, all the constructs achieved the AVE larger than the 

.5 cutoff.  In other words, the constructs explained more of variance than the measurment error. 

Construct Composite Reliablity (CCR) measures the degree that items were unrestricted from 

random error and generated consistent results. A CCR higher than .70 measures the reliablity of 

construct (Raykov, 1997). Table 19 presented the CCR for constructs of measurment model 

ranging from .72 -.89. All c composite reliablities of the constructs were above the recommended 

cutoff of .70. Convergent validity was met according to results of CFA. The measurment model 

was reliable and ready to be applied in the SEM.  
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Table 20  

 

Results of Confirmatory Factor Analysis 

 

Construct Indicator 
Factor 

Loading 
R2 P-Value CCR AVE 

Turnover 

Intention 

TUR8 .60 .36 *** 

.83 .60 
TUR7 .68 .47 *** 

TUR6 .84 .70 *** 

TUR4 .85 .72 *** 

Affective 

Commitment 

AFF1 .65 .42 *** 

.72 .55 AFF2 .63 .40 *** 

AFF5 .75 .56 *** 

Continuance 

Commitment 

CON2 .64 .41 *** 

.72 .53 CON3 .69 .48 *** 

CON4 .61 .37 *** 

Normative 

Commitment 

NOR4 .66 .43 *** 

72 .55 NOR5 .64 .41 *** 

NOR6 .74 .54 *** 

Job 

Embeddedness 

EMB5 .71 .50 ***  

EMB6 .76 .57 ***   

EMB7 .77 .60 ***   

EMB8 .61 .37 *** 
.89 .59 

EMB9 .77 .60 *** 

EMB10 .82 .67 ***   

EMB12 .74 .54 ***   

Job in General 

JIG_3 .60 .36 ***  

JIG_5 .60 .36 *** 
.78 .56 

JIG_6 .71 .50 *** 

JIG_7 .84 .71 ***   
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                                         The Structural Equation Modeling (SEM) 

            The SEM, structural model, presents the postulated position of each construct in 

comparison to each other construct in the model. SEM typically includes two major components: 

1) a measurement model, CFA, which contains indicators and their reflected factors or 

constructs, and 2) the higher order constructs and relationships between constructs that form the 

structural model. The CFA model determines the relationships between factors and indicators 

while the structural model is focused upon the relationships between the latent variables. The 

most important components to identify were the causal relationships of the latent constructs in 

the hypothesized model including the direct and indirect effects. IBM AMOS 24 was used to 

conduct several regression equations where the Maximum Likelihood (ML) method of 

estimation was employed. The power of measurement was reflected adequately to evaluate the 

structural model based on the sample size (n=198), degree of freedom, and the number of free 

parameters. 

                                       The Results of the Structural Equation Model 

The SEM model with results in Figure 9 was tested for model fit. There were seven 

constructs and 24 indicators in the model. 94 parameters were included in the model, from which 

36 were fixed and 58 were free to estimate by model. The result of goodness of fit for the final 

SEM model was presented in Table 21. All major indices of good fit were satisfied with the 

model. The goodness-of-feet indexes showed an excellent fit: χ2(242) = 312.48 (p=.002), CFI = 

.964, TLI= .965, SRMR= .043, RMSEA= .038, with 90% confidence interval  (CI) = (.025-

.050). 
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Figure 9. The Final SEM Model. Bold lines indicate significant paths and dotted line indicated 

non-significant paths. 

 

There were two major modifications compared to the hypothesized model based on 

modification indices suggested by the Amos software. First, a covariance path was drawn 

between job embeddedness and organizational commitment. The covariance path caused a 

decrease in discrepancy of model by 97.4 and enlarged the estimate of covariance by .57. The 

correlation between job embeddedness and organizational commitment was theoretically sound 

due to the emphasis of environmental satisfaction in embeddedness and its relationship with 

being committed to the surrounding space of a job. 
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The second modification was a regression path from continuance commitment to 

turnover intent construct. The result of SEM for the hypothesized model depicted a positive 

regression weight from organizational commitment to turnover intention construct. The 

additional regression path must be interpreted as a control function for the  

hypothesized regression. In other words, the effect of organizational commitment on turnover 

intention was negative controlling for continuance commitment. Theoretically, this paradoxical 

behavior of organizational commitment was due to the conflict between being committed by 

choice as reflected in affective commitment and to some extent the normative commitment 

concept and being forced to commitment as reflected in continuance commitment. Apparently, 

Table 21  

Goodness-of-Fit Results of SEM   

Goodness-of-fit statistics  Values 
Desired 

Range 

Chi-square test  χ2 312 (p=.002) p>. 05 

Degrees of freedom ratio df 242 ≥0 

Chi-square/ degrees of 

freedom ratio 
χ2/df 1.29 <3 

Standardized Root Mean 

Square Residual 
SRMR .043 Closer to 0 

Root mean square error of 

approximation 
RMSEA .038 <.08 

Tucker-Lewis index TLI .96 >.90 

Comparative fit index CFI .96 >.95 

Parsimonious normed fit index PNFI .75 >.50 

Parsimonious goodness-of-fit 

index 
PGFI .84       >.50 



Texas Tech University, Bandar Altalhi, August 2018 

 

 

 

65 

those who are committed to the organization who also have a lack of access to alternative 

options, had turnover intent in their minds. The regression path from continuance commitment to 

Turnover Intent construct reduced discrepancy. 

                                                              Test of Hypotheses 

            H1: Job Satisfaction is inversely related to Turnover Intention.  

            The regression path between job satisfaction and turnover intent in the SEM model was 

significant at the level of p<.05 with the regression weight of -.25. This means that controlling 

for other variables, for each z score increase in job satisfaction the turnover intent would 

decrease by .25 z score. Consequently, the null hypothesis that there is no inverse relation 

between job satisfaction and turnover intent was rejected. 

H2: Job Embeddedness is inversely related to Turnover Intention. 

Based upon  the results of the SEM model, the relationship between job embeddedness 

and turnover intent was inverse -.09. However, this relationship was not statistically significant 

at p< 05. As a result, the null hypothesis failed to be rejected and thus there was no significant 

relationship found between the job embeddedness and turnover intent constructs.  

H3: Organizational Commitment is inversely related to Turnover Intention.  

Based on the results of SEM model, organizational commitment was inversely related to 

turnover intent with a regression weight of .48 at the p<.05 level of significance. This means that 

for each z score increase in organizational commitment, turnover intention would decrease by 

.48 z score. The null hypothesis was rejected.  

H4: Organizational Commitment is directly related to Job Satisfaction. 

The relationship between organizational commitment and job satisfaction was not 

significant in p<.05. This means there was no significant pattern of related increase in job 
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satisfaction due to increase in organizational commitment. The null hypothesis could not be 

rejected.  

H5: Job embeddedness is directly related to Job Satisfaction. 

The result of SEM model confirmed a direct relationship between job embeddedness and 

job satisfaction where controlling for other variables for each z score increase in Job 

embeddedness, the job satisfaction would also increase by .54 z score. The regression path was 

significant at the level of p<001. The null hypothesis was therefore rejected.  
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CHAPTER V 

 

CONCLUSION AND DISCUSSION 

 

In this study, a model of turnover intent was presented to gain an in-depth understanding 

of antecedents of turnover intent among low skill/wage workers of small/medium businesses in 

the hotel industry. The purpose of this study was to explore the role of organizational 

commitment, job satisfaction, and job embeddedness in predicting turnover intent. Moreover, the 

relationships between these constructs were also a part of the investigation. There was a gap in 

the literature on job embeddedness and its potential relationship with job satisfaction. Thus, an 

authentic model of turnover antecedents was developed and tested with the data using a cross-

sectional design. The objectives of the current study were: 

1. To explore a theoretical model of turnover antecedents 

2. To evaluate the measurement model of the model 

3. To validate the model constructs 

4. To validate the indicators of each construct 

5. To enhance the understanding of turnover mechanisms in low 

skill/wage communities of small/medium hotel businesses       

  
The proposed model had six common factors including affective commitment, normative 

commitment, continuance commitment, job satisfaction, job embeddedness, and turnover 

intention. Data was gathered by means of an online questionnaire filled in by 212 members of 

the targeted population selected through a semi-randomized sampling process. The analysis was 

conducted using 198 cases of this population. 
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Confirmatory factor analyses indicated that measurement model fits the data well. The 

Cronbach’s alpha reliability score for each scale reassured the internal consistency between the  

indicators. The average variance extract (AVE) scores confirmed the convergent validity of 

constructs.  

Structural equation modeling SEM was applied to examine the relationship between the 

latent variables based on five hypotheses. A total of 24 items comprised the final turnover 

antecedent model. The goodness of fit indices showed that the model fits the data well. Overall, 

the proposed model could predict turnover intention to some extent.   

Key Findings 

According to the result of SEM, job satisfaction had a significant negative impact on 

turnover intention. The negative causal path from job satisfaction to turnover intention was 

consistent with and supportive of the findings of numerous studies of turnover intent antecedents 

(Coomber & Louise Barriball, 2007; Ongori, 2007; Yang, 2010; Zopiatis, Constanti, & 

Theocharous, 2014). Moreover, the fact that the negative impact of organizational commitment 

on turnover intention was not statistically significant, confirmed the findings of Tett & Meyer 

(1993) who found that job satisfaction had an independent effect on turnover intent in 

comparison to organizational commitment. Surprisingly, there was no significant relationship 

between job satisfaction and organizational commitment. This finding contrasted with the body 

of literature (Srivastava, 2013; Valaei, 2016). The different time duration needed to form 

organizational commitment versus job satisfaction could explain the lack of relationship between 

these two constructs. Commitment to an organization is a time-consuming phenomenon (Yang, 

2008), while job satisfaction is an immediate reaction to the job attributes (Anis, Rehman, 

Rehman, Khan, & Humayoun, 2011). Considering that the majority of respondents in the current 
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study were at the entry level, they had not been in their workplace for enough time. So, their 

satisfaction with a job had not been affected by the commitment to the organization yet. 

Nevertheless, this finding supported an earlier study by (Currivan, 1999) in which SEM with two  

panels of data found no significant relationship between job satisfaction and organizational 

commitment.  

            Organizational commitment did not affect turnover intention significantly in the current 

model. Adding to the significant effect of job satisfaction on turnover intention, it seemed that 

participants who had high turnover intentions rejected the job and not necessarily the 

organization. Of course, it might be due to sampling size effects and involving more participants 

could have made the commitment path effect significant. The negative coefficient of the 

regression path from the organizational commitment to turnover intentions was in accord with 

most related studies (Ongori, 2007; Zopiatis et al., 2014). One important finding of the study was 

the significant positive effect of continuance commitment on turnover intent. This means the 

workers who were committed to the organization just because of their situation and lack of better 

alternatives, had intentions to leave the job and their reason to stay was simply a matter of ability 

and not will. Sinclair, Tucker, Cullen, and Wright (2005) called the employees by high 

continuance commitment trapped. Trapped workers had low effective and normative 

commitment and the main reason for them to stay was the lack of better job alternatives. Based 

on the proposed model, among trapped commitment profile of low skill/wage workers with short 

tenure, the high score of continuance commitment could be a sign of high intention to leave. 

            The most interesting finding was the relationship among job embeddedness and job 

satisfaction. Being embedded with the organization will increase the job satisfaction. 

Considering the few numbers of studies on the relationship between job embeddedness and job 
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satisfaction, this result has theoretical value in itself. The perception of being fit for the job and 

having linked to the organization and community as well as considering the cost of leaving the  

job high seemingly persuaded low skill workers to be satisfied with their job, at least for the time 

being in this cross-sectional survey. Furthermore, the insignificant path from job embeddedness  

to turnover intention was in agreement with previous research that considered job embeddedness 

a predictor of intention to stay and not necessarily to leave the job (William Lee, Burch, & 

Mitchell, 2014). The role of job embeddedness in improving job satisfaction could be understood 

better from this point of view introducing job embeddedness as an antecedent of retention versus 

turnover. Another possible explanation was the small size of the sample. In most of the studies 

about the impact of job embeddedness on turnover, path effects had been significant, and the 

coefficient was relatively small (Lee et al., 2014) which left the researcher with the chance of 

finding a significant though small portion of turnover variance explained by embeddedness if the 

sample size was large enough.  

            The significant association between organizational commitment and job embeddedness 

was another important finding of the study. That could mean that employees who were more 

embedded were also more committed to the organization. The positive correlation between job 

embeddedness and organizational commitment was inconsistent with previous findings (Allen & 

Shanock, 2013). 

Recommendations for Practice 

 With such a strong affirmation and consequent revalidation of the inverse relationships 

between the independent variables: job satisfaction, job embeddedness, and organizational 

commitment, and the dependent variable: turnover intent, recommendation for changes in 

practice to address the research problem would appear to stand on firmer ground. This study may 
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have focused upon a small subset of the worldwide problem of hotel worker turnover, but as 

research reports have suggested, this small subset has been delivering large financial losses and 

its associate consequential headaches to small and medium scale community innkeepers.   

 The problem could be exclusively focused upon low labor cost, undereducated young 

adults as it was in this study, or it could extend to other demographic categories.  The findings of 

study, however, could provide at least some clues to innkeepers about at least one demographic 

category that can be potentially costly. The findings suggest that if innkeepers continue hiring 

heavily from this demographic, problems similar to what they already are experiencing could be 

likely to persist. The finding also suggests that improving job satisfaction, job embeddedness and 

organizational commitment for this demographic could mitigate the turnover problems they face. 

On the other hand, the questions the option of mitigation raises are what kind of mitigation, and 

at what cost?  Mitigation of demographic avoidance for example of pre-employment turnover 

intent is possible but could backfire politically. However, mitigation of at least two of these 

factors - job embeddedness and organizational commitment, could be resolved by hiring 

employees that already are embedded to the community, to the environment, to existing social 

connections, and to family or are more likely to be embedded or committed with encouragement 

such as through incentives. Research shows that employees who are or become embedded and 

along with that committed to the organization over time find it difficult to leave their 

employment field, their employer, and their location or all three. If it were possible to screen 

potential employees for their propensity to more easily become embedded in their job, this 

research could prove to be prescient. 

 

 



Texas Tech University, Bandar Altalhi, August 2018 

 

 

 

72 

Discussion and Implications 

            Novice, entry-level employees – three years or less - were intentionally sought for this 

study because they have been found to be the most likely candidates to have pre- and post-

employment and turnover intent (Enz, 2001, 2009; Tews et al., 2014; Wildes, 2005). This could 

be the case because they may not to know, not be fully committed, are confined mainly to 

routine tasks,  have little decision-making autonomy, unsatisfactory supervision, low pay, and 

dissatisfaction with their work environment (Griffeth et al., 2000; Hinkin & Tracey, 2000). The 

findings of this study therefore could differ significantly from other related studies in which there 

is a different mix of employees in contrast to this one where there are more established, deeper 

embedded, more highly committed, have higher pay, more autonomy, more satisfactory 

supervision, and a more satisfactory work environment (Griffeth et al., 2000; Hinkin & Tracey, 

2000). One could expect studies that have sample populations that possess substantially fewer 

entry-level-employees to possess findings that do not fulfill the hypotheses that were confirmed 

in this study – namely hypotheses in which there are no clear inverse relationships between 

turnover intent and job satisfaction, organizational commitment or job embeddedness.  

 The variability of findings based upon the relative proportion of entry-level-employees 

suggests that for those organizations that have higher percentages of entry-level employees, it 

might be prudent to implement a greater degree of planning and budgeting for new employees, as 

well as plans to encourage more loyalty development programs. For example, non-routine tasks 

could be assigned to break-up the tedium of the novice workload and work its associated work 

environment; greater attention could be spent on mentoring by pairing novices with highly 

motivated, knowledgeable employees who have greater mastery of desired skills; and small-scale 

short term tasks could be assigned that requires greater autonomy by novices.   
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 In addition to hotels and other forms of lodging, the study findings, model, hypotheses 

and survey instrument also could be applied to other hospitality and service industries including 

event planning, theme parks, transportation, cruise lines and additional fields such as restaurants, 

bars, and retail shops. These would include workers such as facility maintenance, servers, 

housekeepers, porters, kitchen workers, bartenders, management, marketing, and human 

resources employees. This is a field in which the physical facilities and environment and facility 

brand can make a difference. One would expect, however, that the more well known the brand 

and the more attractive the environmental conditions are, the less applicable would be the study 

findings and methods, as the higher quality of these places independently affects the motivation 

to stay and thus reduces the strength of the inverse relationship between turnover intent and the 

other independent variable constructs: job satisfaction, organizational commitment, and job 

embeddedness.  

Limitations and Future Research 

It is crucial to acknowledge several limitations when interpreting the results of the current 

study. First, the method of sampling and gathering data in this study was online. There are 

several advantages of using online surveys such as low cost and flexibility. However, the 

representativeness of online survey has been under the question by some researchers (Hung & 

Law, 2011; Szolnoki & Hoffmann, 2013). Avidity bias means the more responses from those 

who have a greater interest in the topic of study, may appear more in the web-based studies 

(Ethier, Poe, Schulze, & Clark, 2000). In the current study, it might be the case that people who 

had stronger intentions to leave, participated more than employees with fewer turnover plans.  

Second, important there are important limitations about the cross-sectional design of the 

study. This type of design is confined to casual relationships as they are at the time of study by 
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its very nature. Consequently, unlike longitudinal studies, cross-sectional designs do not have the 

ability to study the evolution of relationships over the time. Thus, any relationship that the model 

suggests may not really be convincingly causal. The first rule of causality calls for confirming 

the presence of cause before the object. Such a confirmation is not possible to achieve by cross-

sectional design. 

            Another limitation comes in the current study was that all constructs were measured with 

the same questionnaire in a single point in time. This might have influenced the relationships 

among the measurement constructs. Having all constructs assessed together might have inflated 

the correlation between them. To mitigate this issue, the participants were asked to answer the 

questions in their leisure time and it was possible for them to leave the survey and come back to 

continue the rest of it at their convenience. However, it could have been the case that they 

answered all the questions at once.  

    
There are more than a few essential paths left to be explored about job embeddedness and 

job satisfaction theory. The operationalization of job embeddedness requires additional work. 

Although the embeddedness scale had robust internal consistency and the EFA confirmed its 

unidimensional, removing some indicators improved CFA measurement model. Oyler (2007), 

found some indicators of job embeddedness scale loaded on job satisfaction and came to the 

conclusion that job satisfaction and job embeddedness scales were measuring the same 

phenomenon. This could be the case in my CFA, as well as the reason behind the improvement 

of overall model fit after removing some of the job embeddedness and satisfaction indicators.  

Future research is required to provide more reliable and valid factors. The constructs 

should be correlated but also independent where divergent validity is the main concern.  
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In the same way, the three components of organizational commitment had a few issues. 

The negatively worded items put the affective commitment subscale on the verge of losing its 

functionality. Not only were thaw items loaded on two factors based on their negative or positive 

formats, the internal consistency of the subscale was damaged by the wording as well. 

Furthermore, the continuance commitment seemed to act as a totally dependent construct. While 

effective and normative commitment expresses the reflective aspect of commitment, the 

continuance commitment seemed to be more situational. The positive effect of continuance 

commitment on turnover intentions made it difficult to understand it as a form of commitment  

that implies a level of willingness. It might be better to acknowledge continuance as an 

independent construct and a form of psychological entrapment or a realistic evaluation of a 

situation that makes staying in the job resemble more of a temporary strategy than an act of 

commitment. 

            Another avenue for future research could be the longitudinal designed and latent growth 

curve models to see how the relationships that were tested in the proposed model changed over 

time. In case of entry-level workers, such studies would be even more vital. Both commitment 

and embeddedness evolve over time in the real world with maturity and changing conditions. 

The critical outcome of such studies could extend the theoretical understanding of the evolution 

mechanism related to all proposed model constructs. They could be a valuable contribution to 

enhancing organizational interventions as well. 

            The nonwork domains’ impacts on turnover intentions that encompasses the macro, 

mezzo, and micro levels could be another area of study that has not been receiving sufficient 

attention. Up to this point, turnover intent research has focused on the study of organizational 
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attitudes and behaviors of antecedent turnover indentations in collective and individual levels. 

The studies on work-family conflict and community have been the main focus that has  

considered factors outside of the organization. However, as Hom, Lee, Shaw, & Hausknecht 

(2017) suggested, the macro level factors such as other industries growth can attract hotel 

workers and impact turnover intent. An ecological point of view in theory making could result in 

the innovation of more comprehensive models. 

            Finally, the intent to turnover is not the same for all employees. The current study, 

targeting a specific demographic group of employees found several new findings in contrast to 

the existing literature. The reason for leaving a job is different for different demographic groups. 

The field of turnover intention, nevertheless, has been engaged by the question of what and how, 

ignoring the question of why (Rothausen, Henderson, Arnold, & Malshe, 2017). In addition to 

the content and process, it is equally important to understand the meaning of turnover. Grasping 

knowledge of the meaning of turnover for different groups could create new constructs while 

improving the current knowledge of process and content as well. 
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Appendix A 

Demographic Questionnaire 

This information is for classification purposes only and your responses are voluntary. 

 
1.  What is your gender?  (   )  Male   (    ) Female 

 

 

 

2.  What is your current age? ________ years 

 

 

 

3.  What is your ethnicity? (   ) Asian  (   )  Black/African American  (   )  Hispanic    

(   )  White       (   ) Other 

 

 

 

4.  What is your current marital status? (   )  Single  (   )  Married     

 

(   )  Divorced    (   ) Other 

 

 

5.  How many years of formal education have you received? _______ years 

(example: First grade equals 1 year; graduating from high school equals 12 years) 

 

 

6.  What is your annual income from your job? 

 
(   )  less than $10,000     (   )   $10,000 to $19,999     (   )   $20,000 to $24,999     

 (   )   $25,000 to $30,000     (   ) $30,000 + 

 

 

 

7.  How long have you been employed with your current employer? 
 

(   )   0-1 yrs (   )   2-3 yrs     (   ) 4-5 yrs  (   ) 6-7 yrs  (   ) Over 7 yrs 

 

 

 

8.  How long have you been employed at your current position? 
 

(   )   0-1 yrs (   )   2-3 yrs     (   ) 4-5 yrs  (   ) 6-7 yrs  (   ) Over 7 yrs 
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Appendix B 

IRB Approval of Dissertation Proposal 
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Appendix C 

Informed Consent Form (Sample) 

 

Project Title: 

Investigator: 

Faculty Advisor: 

Hello. 

Your participation is requested for a research project conducted through Texas Tech University. 

Texas Tech University requires that all participants give signed consent to signify agreement to 

participate in research projects. 

 

The primary investigator will explain in full detail the purpose, procedures, potential risks and 

possible benefits of participation in this project. You are welcome to ask him any questions you 

have to help you further understand the project. Below, I have included a written general 

explanation of the project. Please read the text, note and ask the investigator any questions that 

come to mind. The data and information collected in this study will be used to fulfill the 

requirements of this dissertation project in order to earn a Doctorate Degree in 

__________________________. 

 

If you agree to participate in the research project, please indicate with a signature on the last page 

of this informed consent form. You are also able to print or save a copy of this informed consent 

form to keep for your personal records. 

 

1. Nature and Purpose of the Project: Many community hotel employees experience job 

satisfaction, job fit, and job embeddedness fluctuations that cause dissatisfaction with their 

present job.  Low job satisfaction, job embeddedness, and job fit play a significant role in 

turnover intent. This study aims to correlations among the antecedent’s job satisfaction, job 

embeddedness, and job fit with the outcome variable turnover intent. 

 

2. Explanation of Procedures: You will be given a short demographic self-report scale to 

complete. Upon the completion of this scale, you will be given the Job Descriptive Index,  Scale, 

and Job Fit Index to complete. You will be informed of the scoring process and the researcher 

will contact you by email to explain the results, if desired. 

 

3. Discomfort and Risks: Potential risks of the current study include possibly discovering that 

based on the results of the scales you may be unhappy in your current position and have low job 

fit. You may also discover based on the Job Descriptive Index that you may have low job 

satisfaction. 
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4. Benefits: Community hotel employees will have the opportunity to receive a free job 

embeddedness, job fit and job satisfaction assessment. The information obtained from the study 

will allow the investigator to determine if job embeddedness, job fit, and job satisfaction are 

correlated. 

 

5. Confidentiality: In order to maintain confidentiality, all scale will be numbered. You will be 

asked to sign your name to a separate form for the informed consent form. The signature forms 

will be kept separate from the scales and no one aside from the investigator dissertation 

committee will have access to these forms and scales. 

 

6. Refusal/Withdrawal: You can refuse to answer any question and are free to withdraw from the 

current at any given time. Refusal to participate in this study will have no effect on any future 

services you may be entitled to. Anyone who agrees to participate in this study is free to 

withdraw from the study at any time with no penalty. 

 

You understand also that it is not possible to identify all potential risks in an experimental 

procedure, and you believe that reasonable safeguards have been taken to minimize both the 

known and potential but unknown risks. 

 

__________________________________________    _______________ 

Signature of Participant         Date 
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Appendix  D  

Job Satisfaction 

All of your responses are confidential and completely anonymous. 

 

Present Pay 

 

Think of the pay you get new. How well does each of the following words or phrases describe 

your present pay 

 

                Yes No     ? 

Income adequate for normal expenses 1         2         3 

Fair      1         2         3 

Insecure     1         2         3 

Well paid     1         2         3 

Underpaid     1         2         3 

 

 

Opportunities for Promotion 

 

Think of the opportunities for promotion that you have now. How well does each of the 

following words or phrases describe your opportunities for promotion? 

 

               Yes      No       ? 

Good opportunities for promotion  1         2         3 

Promotion on ability    1         2         3 

Dead-end job     1         2         3  

Good chance for promotion   1         2         3 

Unfair promotion policy   1         2         3 

 

 

Supervision 

 

Think of your supervisor and the kind of supervision that you get on your job. How well does 

each of the following words or phrases describe your supervision? 

 

               Yes      No       ?   

Praises good work    1         2         3 

Tactful      1         2         3 

Up-to-date     1         2         3 

Annoying     1         2         3 

Bad      1         2         3 
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Job in General 

 

Think of your job in general. All in all, what is it like most of the time? For each of the following 

words or phrases circle: 

 

      

Good             Yes       No       ?  

Undesirable    1         2         3 

Better than most   1         2         3 

Disagreeable    1         2         3 

Makes me content   1         2         3 

Excellent    1         2         3 

Enjoyable    1         2         3 

Poor     1         2         3 
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Appendix  E  

Job Embeddedness Scale 

 

On a scale from 1 to 6, where 1 means strongly disagree and 6 means strongly agree, please rate 

the following statements? 

 

I am generally well satisfied working in this hotel. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

On the whole, I think this hotel is one of the best hotels. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I am proud when speaking about the hotel I work in. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I advise other people to work in this hotel. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I whole-heartedly think that my future is in this hotel. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

My family is happy that I work in this hotel. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

Generally speaking, I am satisfied with my salary and other material benefits. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I like my job more than the average worker does. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I really love the place where I live. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

My job utilizes my skills and talents well. 

(Strongly Disagree) 1     2  3 4 5 6  (Strongly Agree) 

 

I feel like I am a good match for this organization. 

(Strongly Disagree) 1     2  3 4 5 6  (Strongly Agree) 

 

Leaving this community would be very hard. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I have a lot of freedom on this job to decide how to pursue my goals. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 
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The perks on this job are outstanding 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I would have to sacrifice a lot if I left my current position. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

My family would have to sacrifice a lot if I left my current position. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I am involved in my community. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I feel attached to this organization. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

It would be difficult for me to leave this organization. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I simply could not leave the organization that I work for. 

(Strongly Disagree) 1      2 3 4 5 6  (Strongly Agree) 

 

It would be easy for me to leave this organization. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

I am tightly connected to this organization. 

(Strongly Disagree) 1     2 3 4 5 6  (Strongly Agree) 

 

Do you own the home you live in? (mortgaged or outright)? 

a. Yes 

b. No 

 

How many co-workers do you interact with regularly? 

a. All 

b. Most 

c. Some 

d. A few 

e. Hardly any 

f. None 

 
 
 
 
 
 



Texas Tech University, Bandar Altalhi, August 2018 
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Appendix  F 

Turnover Intent 

 
What is your level of agreement with each of the following statements?        

 (Circle one for each question) 
 

(1=Strongly Disagree; 2=Disagree; 3=Neutral; 4= Agree; 5= Strongly Agree) 

 
 
I made up my mind to leave before being hired to work at this hotel.                           1    2    3    4    5 

 
 

I made up my mind to leave shortly after being hired to work at this hotel.                  1    2    3    4    5 
 
 
I am currently seriously considering leaving my current job to work at another  
company.                                                                                                                      1    2    3    4    5 

 
 
I will quit this company if the current condition gets even a little worse than now.       1    2    3    4    5 

 
 
I will probably quit my job at my current organization within the next year.                 1    2    3    4    5 

 
 
I do not plan on working in this profession in the long-term future.                             1    2    3    4    5 

 
 
I am currently looking for other employment opportunities outside of this hotel.         1    2    3    4    5 

 
 

I am considering other job offers now.                                                                         1    2    3    4    5 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



Texas Tech University, Bandar Altalhi, August 2018 
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Appendix  G 

Organizational Commitment 

What is your level of agreement with each of the following statements?        

 (Circle one for each question) 
 

(1=Strongly Disagree; 2=Disagree; 3=Neutral; 4= Agree; 5= Strongly Agree) 

 
Affective Commitment 

 

a. I would be very happy to spend the rest of my career in this organization.                                    1    2    3    4    5     

 

b. I really feel as if this organization’s problems are my own.                                                           1    2    3    4    5     

 

c. I do not feel like “part of the family” at my organization.                                                              1    2    3    4    5     

 

d. I do not feel “emotionally attached” to this organization.                                                              1    2    3    4    5     

 

e. This organization has a great deal of personal meaning for me.                                                     1    2    3    4    5     

 

f.  I do not feel a strong sense of belonging to my organization                                                         1    2    3    4    5     

 

 

Continuance Commitment 

 

a. It would be very hard for me to leave my organization right now, even if I wanted.                   1    2    3    4    5     

  

b. Too much of my life would be disrupted if I decided I wanted to leave my organization now.   1    2    3    4    5     

 

c. Right now, staying with my organization is a matter of necessity as much as desire.                   1    2    3    4    5     

 

d. I believe that I have too few options to consider leaving this organization.                                  1    2    3    4    5    

 

e. If I had not already put so much of myself into this organization, I might consider working  

elsewhere.                                                                                                                                          1    2    3    4    5     

 

 

Normative Commitment   

 

a. I do not feel any obligation to remain with my current employer.                                                 1    2    3    4    5     

 

b. Even if it were to my advantage, I do not feel it would be right to leave my organization now.   1    2    3    4    5     

   

c. I would feel guilty if I left my organization now.                                                                           1    2    3    4    5     

   

d. This organization deserves my loyalty.                                                                                           1    2    3    4    5     

 

e. I would not leave my organization right now because I have a sense of obligation to the  

people in it.                                                                                                                                          1    2    3    4    5     

 

f. I owe a great deal to my organization.                                                                                             1    2    3    4    5 
 
 


