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Abstract 

Multiple researchers have investigated employee turnover related to affective, 

continuous, and normative commitment, and none reported the predictive power of 

emotion regulation reappraisal on these components of commitment with turnover 

intentions among degree-seeking employees. The purpose of this quantitative survey 

research study was to explore emotion regulation reappraisal and its predictive power for 

organizational commitment associated with degree-seeking employees' intentions to quit 

jobs. In this study, a small sample of N = 18 degree-seeking employees took part in 

survey methodology. Multiple regressions were performed to calculate the variance of 

independent variables, emotion regulation and affective, continuous, and normative 

commitment associated with the dependent variable turnover intentions. The measures 

applied were the Emotion Regulation Questionnaire, the Affective Commitment Scale, 

the Continuous Commitment Scale, the Normative Commitment Scale, and the Turnover 

Intention Scale. Results report that degree-seeking employees who practice emotion 

regulation reappraisal may apply this strategy to manage emotion displayed at work for 

increased job retention. Findings for emotion regulation reappraisal were consistent with 

the theoretical framework descriptions of the Appraisal theory that individuals’ 

perceptions of events in environments include emotion. The conclusions support positive 

social change by providing data for research practitioners and human resource personnel 

that include insights on an emotion regulation strategy practiced among degree-seeking 

employees to better accommodate and ultimately retain these workers.  
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Chapter 1: Introduction to the Study 

The United States civilian workforce is a population of 163,240,000 individuals, 

of whom 63.1 % are employed (Bureau of Labor Statistics [BLS], 2018a). Employee job 

retention was impacted during 2018 with 5.6 million employees separated from her or his 

job in the United States (BLS, 2018b, 2018c, 2019). Employees separating from jobs 

decreased the employed population to 57.5%. Decreased employee job retention is a 

disruptive occurrence with costs to both private and government organizations reported in 

research as billion-dollar losses each year (Saeed et al., 2018; Xiaojuan et al., 2017). The 

high cost of employee replacement has encouraged organizations to seek employee job 

retention strategies that may further improve employee retention (Kang et al., 2018; 

Longa et al., 2014). Longa et al. and Yamazakia and Petchdee (2015) suggested that 

organizational administrators should apply job retention strategies to encourage 

employees’ positive outlooks with work. Retention is known to increase through 

employee job commitment although employee turnover intentions to quit their job may 

continue if commitment is weak (Galletta et al., 20162014).  

The national average wage reported is approximately 39.00 dollars an hour (BLS, 

2021). Job separations costs an employer wanting to replace an employee one to three 

times employees’ annual salaries to recruit and hire one employee replacement. A yearly 

average wage of 68, 250 dollars is a replacement cost to the employer per lost employee. 

Applying an average annual wage of 68,250 dollars across the 5.6 million employees 

reported separated from jobs is greater than 382 billion dollars in employee replacement 

costs. This study shows information for potential job retention. 
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Chapter 1 is an overview of the study. Background information for emotion 

regulation reappraisal, affective commitment, continuous commitment, normative 

commitment, and turnover intention among degree seeking employees is reported. The 

overview of the study proceeds with the problem, purpose, and research questions and 

hypotheses. Descriptions of the theoretical framework and selected, research method, and 

definitions of key terms follow these sections. Chapter 1 concludes with a discussion of 

the assumptions, scope and delimitations, limitations, and significance of the study.  

Background 

Emotion regulation is an individual desire to manage emotion. Bar-On (2013) and 

Barrett (2013, 2017) noted that emotions relate to action, responses, decisions, and 

judgments throughout a person’s day. Although emotion relates to action response, the 

degree of response varies (Bigman et al., 2016; Kreibig & Gross, 2017). Emotion 

regulation is an individual choice behavior to manage varying degrees of responses to 

emotion (Kreibig & Gross).  

Further, emotion regulation is one’s ability to respond to demands presented in 

varying situations. Gross (2015) and Gross et al. (2011) agreed that emotion regulation 

starts a response to identify emerging emotion before one applies a strategy to regulate 

emotion. This starting response is a complex process (Goleman, 1996, 1998, 2006). 

McRae and Gross (2020) reported that individual emotion regulation can be thoughtful 

decision or an automatic response to a situation. Whether controlled or automatic, 

emotion regulation is individual choice behavior used for making decision responses 

(Sheppes et al., 2014). Selecting an emotion regulation strategy that reevaluates emerging 



3 

 

emotion may provide a response to manage emotion opposed to turning attention away 

from emerging emotion (Szasz et al., 2016). Nonattentive choices to ignore emotion and 

not reappraise emerging emotion from a situation would decrease positive outcomes. 

Responding appropriately to demands in varying situations required a deliberate practice 

of emotion regulation (Anafarta, 2015).  

Researchers have not included individual self-reports of emotion regulation to 

assess its impact on employee job separation (Grandey, 2015; Grandey & Gabriel, 2015). 

Tamir and Gutentag (2017) reported that “people regulate their emotions effectively to 

the emotional state they desire” (p. 86). Gross (2015) describes a process module of 

emotion regulation. Emotion regulation is applied at five strategic points of focus, which 

are situation modification, situational regulation, attention deployment, and cognitive 

change, and response modulation (Gross, 1998). Each point of focus is an individual 

choice made purposefully to manage emotion. Reappraisal begins a change in cognition 

with interpretations of requirements, circumstance, or situations for decision-making 

(Bigman et al., 2016; Myer & Dewall, 2014). Reappraisal establishes a strategy to 

reevaluate meanings of events in a less negative perspective at varying ages (Livingstone 

& Isaacowitz, 2018). 

Troy et al. (2013) highlighted three main points concerning reappraisal strategy 

and suggested that emotion with jobs change in work-related situations. First, practicing 

reappraisal reframes negative emotion to positive emotion. Second, reappraisal is an 

adaptive emotion-regulation strategy and changes a behavior by changing individual 

perception of a new requirement (Tamir, 2016; Tamir et al., 2015). Third, reappraisal is 
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associated with increased psychological health. Gutentag et al. (2017) suggested a change 

of negative emotion related with jobs to positive emotion may be a known strategy or a 

newly learned strategy to practice at work. Gutentag et. al. (2017) explained, 

Reappraisal to reframe an emotional situation is changing a valued meaning of an 

occurrence to adapt thoughts or feelings related to situations, task, or job. It may 

be necessary not only to train people in using reappraisal, but also to cultivate a 

belief that emotion can be changed. (p. 1232)  

In other words, degree-seeking employees might not practice an emotion regulation 

strategy of reappraisal at work if they have not learned to do so. 

Job retention is impacted by employee commitment to work because employees 

committed to their jobs remain at an organization (Meyer & Herscovitch, 2001; 

Vandenberghe et al., 2001). The Three-Component Model of Commitment is a 

quantitative measure of employee commitment across multiple jobs in organizations. 

Allen and Meyer (1990a) reported that affective commitment is an employee’s emotional 

attachment to their job. Job retention among employees with affective commitment 

assists an employee’s commitment to team and organizational retention (Wombacher & 

Felfe, 2017). Continuous commitment assists an employee’s commitment to remain with 

an organization because perceived costs of separation are too great to manage (Qablan & 

Farmanesh, 2019; Takawira et al., 2014). Normative commitment is an employee’s 

obligation to remain at an organization despite, and to support change (Troy et al., 2013). 

 All three commitment types keep employees engaged with their job. Meyer and 

Allen’s (1991) Three-Component Model of Commitment reports that the three 
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commitment components vary among employees. Job commitment may contribute new 

information to industrial and organizational research because organizational policy and 

employee trends have changed since the inception of this model (Meyer, 2009; Meyer & 

Parfyonova, 2010; Mowday, 1998).  

Meyer and Allen (1991) reported that normative commitment and affective 

commitment items define separate factors. After repeated testing, the items tend to be 

highly correlated although each item was initially noted as conceptually distinct. Allen 

and Meyer (1996) reported similar correlations of affective commitment and normative 

commitment. Jaros (1997) agreed with Allen and Meyer (1990b) and reported similar 

questions with normative commitment being a distinct type. Allen and Meyers (1996) 

and Jaros (1997) questioned whether normative commitment warranted continued 

consideration in the model. In response, Meyer and Allen (1997) suggested that existing 

variables contribute to progress of any affective commitment, normative commitment, or 

continuous commitment factors, depending on employee perception of a job. Allen and 

Meyers (1997) reported further that the distinction of normative commitment comes from 

its interaction with other variables, and normative commitment remained in the model. 

Until now, emotion regulation has not been included in any reports related to describe 

more distinction among commitment types. 

Degree-seeking employees who work full-time or part-time may experience 

negative emotion generated by requirements of their job and academics (Leedy & Smith, 

2012). Negative emotion may encourage disengagement from job-related or academic 

goals (Creed et al., 2015; Hu et al., 2017). To maintain attendance commitments with job 
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and academics despite encountering negative emotion, Lent et al. (2017) and Hu et al. 

(2017) suggested integrating a workable individual strategy. Emotion regulation is not 

currently included in recommended strategies to promote job retention for degree-seeking 

employees. Emotion regulation is a known strategy to change negative emerging emotion 

to positive emotion, yet it has not been thoroughly examined in industrial and 

organizational research on employees and jobs.  

Problem Statement 

Degree-seeking employees are increasingly part of the United States workforce. 

Still, researchers have not examined whether degree-seeking employees in the United 

States workforce practice emotion regulation reappraisal (BLS, 2018a; BLS, 2018b). 

Current reports of job retention do not include reports concerning degree-seeking 

employees’ practice of emotion regulation reappraisal, organizational commitment, or 

intentions to quit (BLS, 2019). The current study for this dissertation reports finding on 

emotion regulation, organizational commitment, and intentions to quit among degree-

seeking employees.  

Organizations deploy job retention plans that appeal to employees’ ability to 

manage stress, life responsibility, and jobs (Longa et al., 2014; Xiaojuan et al., 2017) 

Despite other roles, organizations require appropriate emotion displayed by all employees 

at work (Extremera & Rey, 2015). Employees enrolled in college has increased to 75.2 % 

of the college populations in the United States (National Center for Educational Statistics 

[NCES], 2015). Researchers have not reported emotion regulation strategies practiced for 

expected emotion display among degree-seeking employee roles (Larkin et al., 2013; 
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NCES, n.d., 2015). Employees who seek degrees and practice the emotion regulation 

strategy of reappraisal may learn to manage emotion display that is not appropriate 

emotion expected at work (Mérida-López et al., 2017; Sohn et al., 2018). Practicing 

reappraisal may additionally impact frequency to regulate emotion and express 

appropriate emotion requirements (Naragon-Gainey et al., 2018). Without job 

commitment, reappraisal may not be practiced independent of employer instruction 

(Wombacher & Felfe, 2017).   

Gross (2015) reported applying an emotion regulation strategy may help 

individuals determine what is good for them with work situations if employees use the 

strategy known as reappraisal. Still, researchers have not explored generated emotion 

from degree-seeking employees and job retention. Although previous researchers 

identified reappraisal as a component to regulate emotion, it is unknown whether 

reappraisal is specifically practiced among degree-seeking employees (Goncalves & 

Trunk, 2014; Tilley, 2014; Warden & Myers, 2017).  

There are separate studies available that focus on degree-seeking employees and 

generated emotion, yet no studies identify who among these employees practice 

reappraisal and how it may decrease employee job retention (Brady et al., 2018; 

McCaslin et al., 2016; Meyer et al., 2015). Seeking a degree may be an employee’s 

response to organizational change requirements for higher levels of education for a job. If 

an employee practices reappraisal to determine that seeking a degree is good for job 

retention, it may strengthen a degree-seeking employees’ commitment to an organization 
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and remain at their job (Allen & Meyers, 1990b; Creed et al., 2015; Wombacher, & Felfe, 

2017).  

This study is an opportunity to integrate research on degree-seeking employees 

with research on the emotion regulation strategy of reappraisal to identify if this strategy 

increases commitment and retention at work (Macgowan, & Wong, 2017; Meyer & 

Morin, 2016; Meyer et al., 2015). The data collection shows whether emotion regulation 

reappraisal is practiced among degree-seeking employees in context with components of 

job commitment to display appropriate emotion for job retention. More so, there is a gap 

in the literature regarding degree-seeking employees, the emotion regulation strategy of 

reappraisal (Gross, 2015) and the three components of commitment, and turnover 

intentions to quit a job. Even though emotion may generate from employees’ jobs, it is 

unknown whether a process for emotion regulation strategy takes place with emerging 

emotions among degree-seeking employees at work. 

Locke (1976) previously described that a positive or negative emotion at work 

may generate from the appraisal of one’s job. Locke did not report the direction and 

degree of emotion that may encourage degree-seeking employee job commitment at an 

organizational level. Lazarus (1966) and Lazarus and Folkman (1986) reported that 

appraisal of an employee’s job situation created emotion that could require the employee 

to cope with the situation. Lazarus and Lazarus and Folkman did not explore emerging 

emotion among degree-seeking employees and job situations that challenge job retention. 

Until this study, research concerning degree-seeking employees practicing reappraisal for 

emotion generated, commitment and turnover intentions during a work situation is 
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unreported. Results of this study will narrow the unknown variables related to turnover 

intentions that identify employees’ intentions to quit their job for improved human 

resource management with job retention among employees.  

Degree-seeking employees may provide further insight to possible connections 

between emotion regulation, job commitment, and turnover intentions, which is a   

current body of research without full description of these variables (Gross, 2015; 

Wombacher & Felfe, 2017; Erat et al., 2017). Current employee turnover intention is 

quantitatively described by employees’ intention to quit and made known through 

descriptions of negative behavior or negative work attitudes (Erat et al., 2017; Schmitt et 

al., 2015; Wombacher & Felfe, 2017). Emotion regulation is understood to change 

negative emotion to positive emotion although the emotion regulation data does not 

specify regulation of emotion expected at work among degree-seeking employees 

(Naragon-Gainey et al., 2018; Scheibe & Zacher, 2013). More so, this research does not 

provide analyses with self-reported items to identify relationships with for emotion 

regulation to job commitment and intention to quit a job.  

Turnover intentions to quit jobs is understood through individual employees’ 

increased forward movement to a permanent job change within a certain time frame 

(Kurniawaty et al., 2019; Qablan & Farmanesh, 2019; Takawira et al., 2014). Depending 

on the employees work or life situation, a time frame varies from employee to employee 

(Takaira et al., 2014). Turnover intention differs from an action of turnover by an 

employee’s definite movement that separates employment from an organization 
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(Kurniawaty, 2019). Turnover intentions may increase production costs if an employee’s 

desire to quit decrease the organizations outcomes (Qablan & Farmanash, 2019).  

Schmitt et al. (2015) suggested a negative relationship occur with employee well-

being and job satisfaction that emerges from increased employee responsibility. Degree-

seeking employee responses for well-being and job satisfaction were not directly 

surveyed with in this report. Meyer and Morin (2016) and Erat et al. (2017) reported that 

individual strategies practiced at work have a positive relationship with job commitment 

even though emotion regulation practiced among degree seeking employees is not 

assessed by these reports. Grandey and Melloy (2017) reported that increased emotion 

requirements associated with organizational goals may increase employee negative 

experiences. Although the importance of these positive and negative relationships is 

noted in research the relationship with degree seeking employees is not explored in 

research. The research in this dissertation study indicates degree-seeking employees offer 

data that should be included with human resource and research practitioner knowledge 

concerning employee’s responsibility.  

Reports from previous research suggested negative affect, negative appraisals, 

and negative emotions had negative relationships for coping that may increase intentions 

to quit (Anafarta, 2015; Naragon-Gainey et al., 2018). Even though Naragon-Gainey et 

al. (2018) explained that emotion regulation modifies thoughts and feelings associated 

with jobs, it is not reported as a practice for degree seeking employees or intentions to 

quit. These previous studies exclude a report of emotion regulation practiced by degree 

seeking employees to improve job commitment for decreased intention to quit that may 
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result in significant patterns of organizational turnover reported in the United States 

(BLS, 2018a, 2018b, 2018c). Findings from this study reported new information on 

emotion regulation reappraisal, components of organizational commitment, and employee 

intentions to quit jobs. 

Purpose of the Study 

The purpose of this quantitative survey research study was to investigate emotion 

regulation reappraisal, affective, continuous, and normative components of organizational 

commitment with degree-seeking employee intentions to quit jobs (Allen & Meyer, 

1990b; Gross & John, 2003; Roodt, 2004). The United States Department of Labor 

(2019) reported that degree requirements for jobs would steadily increase and that 87% of 

employees in projected growth occupations may work full-time before or after seeking a 

degree. This study has implications for positive social change in that emotion regulation 

reappraisal practiced among degree-seeking employees may assist employees to manage 

emotion expected on jobs (Naragon-Gainey et al., 2018). The knowledge that the practice 

of emotion regulation reappraisal has a positive impact on appropriate emotion displayed 

at work gives a direction for other degree-seeking employees across organizations to 

practice reappraisal (Mérida-López et al., 2017; Sohn et al. 2018). Results from this study 

provides research practitioners and human resource management personnel with 

information and insight to increase job retention of degree-seeking employees who 

practice reappraisal in organizations (Society for Human Resource Management 

[SHRM], 2018).  
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Research Questions and Hypotheses 

Research Question 1: Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict affective, continuous, and normative 

commitment, as measured by the Three-Component Model of Commitment for 

organizational commitment, among degree-seeking employees?   

H01: Emotion regulation reappraisal does not predict affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Ha1: Emotion regulation reappraisal predicts affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Research Question 2: Does emotion regulation reappraisal, as measured by the  

Emotion Regulation Questionnaire, predict intentions to quit a job, as measured 

by the Turnover Intention Scale among degree-seeking employees?   

H02: Emotion regulation does not predict intentions to quit a job among degree-

seeking employees. 

Ha2: Emotion regulation predicts intentions to quit a job among degree-seeking 

employees. 

Research Question 3: Do affective, continuous, and/or normative commitment, as 

measured by the Three-Component Model of Commitment for organizational 

commitment, moderate the relationship of emotion regulation reappraisal, as measured by 

the Emotion Regulation Questionnaire, with intentions to quit a job, as measured by the 

Turnover Intention Scale, among degree-seeking employees?  
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H03: Affective, continuous, and/or normative commitment does not moderate the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

Ha3: Affective, continuous, and/or normative commitment moderates the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

Theoretical Framework 

Previous reports indicate that emotion may be understood by an individual 

appraisal of emotion related to events and situations that illicit a response to experienced 

emotion (Cannon, 1914; Hinkle, 1974; Selye, 1974). Reports previously indicated 

appraisal and emotion related to a person's emotion through cognition (Frijda,1986; 

Lazarus, 1991; Scherer et al., 2001) remain valid. Still, these reports are incomplete to 

describe all employees’ current situations. Ng et al. (2018) recently reported the main 

tenet of appraisal theory is that an appraisal of an event, opposed to an event itself, drives 

whether and why people experience certain emotion. Previous research of appraisal 

describes a concept of reappraisal, yet it has not fully explained reappraisal for cognitive 

change or as a strategy to regulate emotion response (Folkman & Lazarus, 1988; Lazarus, 

1966; Lazarus & Folkman, 1986; Smith & Lazarus, 1990).  

Process Model of Emotion Regulation 

Gross (1998) described a temporal model of reappraisal that indicated emotion 

regulation is a strategy. This model begins with a reappraisal of an individual’s existing 

emotion that needs managed. Examining a process model of emotion regulation provides 
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an appropriate framework and theoretical perspective to explore an effective emotion 

regulation strategy among degree-seeking employees. These employees may learn to 

understand, or may currently know, that emotion may require emotion regulation to 

manage emerging negative emotion. 

Selection of an emotion regulation strategy for reappraisal with emerging negative 

emotion may change negative emotion to positive emotion (Gross, 1998). Reappraisal is 

not examined among emotion and employee job retention research topics related with 

degree-seeking employees. Gross reported that the process model of emotion regulation 

has major points of focus with emerging emotion to practice emotion regulation. The 

model includes situation modification, situation regulation, attentional deployment, 

cognitive change before emotion response modification. An outcome of this model for 

emotion response modification is emotion regulation. 

Three-Component Model of Commitment 

Allen and Meyer’s (1990b) three-component model include that affective 

commitment, continuous commitment, and/or normative commitment may be related to 

employee experiences (Mowday et al., 1979) with jobs at an organization. It is an 

adequate model to assess employee commitment to a job related to organizational 

commitment, and it is a concept of attitudinal, affective, and cognitive constructs 

(Alvinius et al., 2017). Affective commitment to the organization is a desirable and 

distinct workplace attachment differentially predictive of job engagement and satisfaction 

for workplace outcomes (Mowday et al., 1979). Employees with affective commitment 

want to remain working at an organization. Employees with continuous commitment 
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believe they should remain working at an organization. Employees with strong normative 

commitment remain with an organization believing it is a correct action to take. These 

employees believe they ought to remain working at an organization. Their obligation 

mindset is to pursue a course of action relevant to a goal to remain with an organization 

regardless of change.  

This study has three significant propositions concerning degree-seeking 

employees. First, human resource development personnel in organizations recognize that 

employees display emotion (Naragon-Gainey et al., 2018). Second, organizational 

commitment includes job attitudes and behavioral actions (Meyer et al., 2012, 2018; 

Mowday et al., 1984). Third, intentions to quit may lead to turnover (Bothma & Roodt, 

2013; Jacobs & Roodt, 2008). Research has an opening to study the impact of emotion 

regulation reappraisal on organizational commitment and turnover. Major hypotheses of 

this study include that emotion regulation reappraisal and organizational commitment 

will show a degree of the association with turnover among these employees. A theoretical 

framework for this deductive quantitative research will be further explained in Chapter 2. 

Nature of the Study 

A quantitative design and self-report survey methodology were applied with this 

study (Creswell, 2013; Jabrayilov et al., 2016). Administration of quantitative self-

reported questionnaires to measure participants’ practice of the emotion regulation 

strategy of reappraisal, affective, continuous, and normative job commitments were a 

source of data collected. Quantitative responses from participants with the turnover 

intention scale were included in the self-report survey data collection. 
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The independent variables surveyed were emotion regulation reappraisal, 

affective, continuous, and normative commitment, and the dependent variable surveyed 

was turnover intention to quit. The independent and dependent variables met the 

assumption for regression analyses. A multiple correlation coefficient, R, yields the 

maximum degree of linear relationships that can be obtained between the independent 

variables, emotion regulation reappraisal, affective, continuous, and normative 

commitment, and the single dependent variable, turnover intentions (Statistic Solutions, 

2019). The coefficient of determination, R2 represents the proportion of the total variance 

in the dependent variable accounted for by the independent variables.  

Multiple linear regression analyses require linear relationships between variables, 

residuals that are normally distributed, no multicollinearity, and homoscedasticity 

(Frankfort-Nachmias et al., 2014; Statistic Solutions, 2019). Scatterplots were applied to 

visualize data. The correlation coefficient provided data to assess the linearity of 

variables in this study, and outliers were not expected. Correlation coefficients examined 

whether individual responses to emotion regulation, were consistent across key indicators 

of affective, continuous, or normative job commitment on turnover intentions. 

Types and Sources of Data 

To understand whether degree-seeking employees practice reappraisal, a selection 

and administration of the Emotion Regulation Questionnaire was made (Gross & John, 

2003). A measure of employee job commitment components, selection, and 

administration of the Three-Component Model of Commitment for organizational 

commitment was made. The measure was applied for recording affective, continuous, and 
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normative commitment (Allen & Meyers, 1990a). Self-report responses from degree-

seeking employee’s and intentions to quit were recorded with the Turnover Intention 

Scale (Bothma & Roodt, 2013; Roodt, 2004). 

Emotion Regulation Questionnaire 

The Emotion Regulation Questionnaire is a 10-item measure assessing individual 

differences in practicing an emotion regulation strategy of reappraisal. Gross and John 

(2003) constructed the Emotion Regulation Questionnaire for scoring individually 

applied emotion regulation strategies using a 7-point Likert scale rating strongly disagree 

to strongly agree. Alpha reliabilities averaged 0.79 for reappraisal and 0.73 for 

suppression. Gross and John reported a test-retest reliability across 3 months of 0.69 for 

both scales. Reports of cognitive reappraisal for emotion scores indicated a significant 

negative interaction with depression r = -0.32, p = 0.001, anxiety r = -0.14, p = 0.001, 

and stress r = -0.21, p = 0.001 (Preese et al., 2019). Preese et al. reported suppression 

scores indicating significant positive correlation with depression r = 0.18, p = 0.001, 

anxiety r = 0.10, p = 0.030, and stress r = 0.12, p = 0.006. 

Organizational Commitment Scale 

The measure of organizational commitment was conducted with the Three-

Component Model of Commitment. The model includes three factors of affective 

commitment, continuous commitment, and normative commitment for three 8-item 

scales. Responses are made on 7-point Likert scales (1 = strongly disagree to 7 = strongly 

agree). Allen and Meyer developed the scales to assess affective, continuous, and 

normative components of attitudinal organizational commitment (Allen & Meyer, 1990b; 
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Meyer & Allen, 1993). These three scales account for 58.8%, 25.8%, and 15.4% of the 

total variance measured by the three components, respectively. Reliability for the 

Affective Commitment Scale, Continuous Commitment Scale, and Normative 

Commitment Scale are 0.87, 0.75, and 0.79, respectively. The measures’ convergent and 

discriminant validity were supported. 

Turnover Intention Scale 

The Turnover Intention Scale questionnaire consists of a 6-item scale highlighted 

from the initial 15 items and all items are measured on a 5-point Likert scale anchored at 

extreme points. Applying the term, never, indicates low intensity beginning with the 

number one to five, and five indicates high intensity. Development of this questionnaire 

included responses to multiple instruments in the exploration of turnover intention 

measured with few items.  

Turnover intention was measured through application of a questionnaire 

developed by Roodt (2004). The Turnover Intention Scale measures turnover intentions 

with α = 0.80. The TIS-6 distinguishes between employee leavers and stayers to confirm 

its criterion-predictive validity. This 15-item questionnaire reported that Item 1 = 0.733, 

Item 2 = 0.772, Item 3 = 0.815, Item 4 = 0.733, Item 5 = 0.767, and Item 6 = 0.779 

measure turnover intention (Bothma & Roodt, 2013; Jacobs & Roodt, 2007; Roodt, 

2004). 

This study shows reports from an evaluation of degree-seeking employees who 

practice emotion regulation reappraisal recorded from survey responses collected with the 

Emotion Regulation Questionnaire. Degree-seeking employees reported organizational 
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commitment with surveyed responses collected with the Affective Commitment Scale, 

Continuous Commitment Scale, and the Normative Commitment Scale. Turnover 

intention was assessed with degree-seeking employee survey responses collected with the 

Turnover Intention Scale. Results of this study reported the explained variance of survey 

item responses to determine the best fit between variables. 

Definitions 

Affective commitment: An “affective or emotional attachment to the organization 

such that the strongly committed individual identifies with, is involved in, and enjoys 

membership in, the organization” (Allen & Meyer, 1990b, p. 2). 

Continuous commitment: “Anything of value the individual has invested, time, 

effort, or money that would be lost or deemed worthless at some perceived cost to the 

individual if he or she were to leave the organization” (Meyer & Allen, 1984, p. 373). 

Emotion regulation: Emotion regulation refers to the heterogenous set of 

processes by which emotion is regulated (Gross, 1999, p. 557). Emotion regulation is 

control of affective responses associated with behavior, subjective experiences, and 

physiological responses. Emotion regulation is a response to emotion. “Emotions are 

organized in satisfaction and defensive motivational system based on valance and arousal 

dimensions. Humans can purposefully control type, intensity, and occurrence of their 

emotions in a context-dependent manner, which is known as emotion regulation” 

(Zaehringer et al., 2018, p. 573).   

Intentions to quit: An observable or nonobservable employee behavior to separate 

from a job or an organization (Kurniawaty et al., 2019). 
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Job retention: The time an employee spends at their job before job separation 

(BLS, 2018b; see also Kang et al., 2018). 

Normative commitment: Normative commitment describes employee obligation to 

remain at a job or organization through obligation that emerges from written or 

psychological contracts (Meyer & Parfyonova, 2010). 

Organizational commitment: Meyer et al. (2019) integrates the Meyers and 

Allen’s (1991) three-component model of commitment to explain employees’ 

psychological ties, emotion responsibility, and external bonds to an organization.  

Reappraisal: A thought-oriented form of emotion regulation in which a person 

tries to think about a situation in a way that alters their emotional response. Reappraisal is 

a form of emotion regulation that individuals apply to their thoughts about a situation in a 

way that alters their emotional response (Gross, 2013, p. 561). 

Turnover: Quits, layoffs, or discharges in a workforce (BLS, 2019). This study 

applied concepts of involuntary or voluntary turnover to total turnover in the United 

States workforce. 

Assumptions  

An assumption is that the statements written in this study, upon verification 

through data collection and data analyses, are factual and correct. Another assumption for 

this study is that the participants answered items on survey forms truthfully and without 

bias. A final assumption is that the survey forms quantitively assessed participants 

responses thoroughly and accurately.  
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Scope and Delimitations 

The scope of this study includes the quantitative measurement of an emotion 

regulation factor of reappraisal. Additionally, this study explores the impact of emotion 

regulation reappraisal and organizational commitment on turnover intentions among 

degree-seeking employees. Commitment studies throughout industrial and organizational 

psychology research provided an opening to investigate commitment components in 

different work setting among degree-seeking employees. 

Limitations 

Limitation with this study involve the quantitative survey research design and 

parameters of quantitative measures. Although self-reports are representative of a 

population selected for the survey, self-reports are subjective. Another limitation is that 

the data analyses describe the subpopulation surveyed and does not necessarily represent 

all degree-seeking employees across all corporations. 

Delimitations 

Delimitation defines a measure applied to address the self-reported response bias 

of this study. A regression analyses of variables described whether any of the 

independent variables has a significant impact on turnover intentions among degree-

seeking employees. The questionnaires applied are quantitative.  

Each inquiry provides an ordinal measure of participants responses. Certain items 

are reversed on the commitment scales and Turnover Intention Scale for reduced bias. 

Surveys were be administered only once per participant. The Emotion Regulation 

Questionnaire (Gross & John, 2003) the Three Component Model of Commitment for 
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organizational commitment (Meyer & Allen, 1991), and the Turnover Intention Scale 

(Roodt, 2004) reported alpha reliability for valid measures. A discussion of parametric 

statistics assumptions with each variable’s distribution occurs in Chapter 3. 

Participants are degree-seeking employees seeking their associates’ bachelors’ 

masters’, or doctoral degree. Survey research conducted reported differences in 

commitment type, those who practice reappraisal, and turnover intentions. Computation 

for an R2 statistic of survey data reported the proportion of variance between independent 

variables that had an impact on employee intentions to quit. A concise explanation was 

detailed using regression analyses to indicate independent variable variance. Confidence 

levels of 0.95, and significance level 0.05 are used to make calculates on a sample size of 

108 degree-seeking employees (Creative Research Systems, 2016; Regenwetter & 

Cavagnaro, 2019; Shieh, 2013).  

Significance 

Significance of this study is the discovery of whether degree-seeking employees 

who practice reappraisal have increased levels of commitment, and how this practice 

effects intentions to quit jobs. Meyer and Allen (1991) previously reported job 

commitment related to job retention. Research reports that a practice of emotion 

regulation assists individuals to manage behavior for positive individual change (Berk, 

2015; Grecucci et al., 2013). The question herein is whether this strategy also works with 

degree-seeking employees regarding the three components of job commitment, which are 

seen as moderators of turnover intentions to quit their job (Meyer et al., 2002; Mowday et 
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al., 2013). The significance of this study lies in the potential to assist organizations in 

retaining their degree-seeking employees.  

Human resource management personnel and research practitioners make 

significant contributions to society and create positive social change that promotes the 

dignity of employees and the communities in which organizations operate (Rimita et al., 

2020). Pai et al. (2018) reported that the workplace is a changing environment that places 

new requirements on employees related to work stress. The research reported adverse 

effects on employees occur without realizing employee and workplace change (Barak, 

2017). Reports that the need for educational degrees in multiple workplaces has a 

prediction to increase in the future (BLS, 2019). Brown and Baltes (2017) suggested 

education itself may be a reason for social change. This study provides a critical 

perspective to generate new knowledge for degree-seeking employees that participate in 

work and education. 

Degree-seeking employees who practice the emotion regulation reappraisal report 

an association with one or more of the three components of job commitment for increased 

job retention. Knowledge of emotion regulation reappraisal among degree-seeking 

employees improves understanding of employee job commitment levels for continued 

work at their current organization (Vispoel et al., 2018). This quantitative study 

contributes current data that explores degree-seeking employees, emotion regulation 

reappraisal, job commitment, and employee intentions to quit jobs. 
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Summary 

Chapter 1 provides a logical framework for analyses of emotion regulation 

reappraisal and job commitment to assess the strength of the relationship on degree-

seeking employees’ turnover intentions. Details summarized in this chapter justify the 

goals and objective to clarify the association on turnover among degree-seeking 

employees sampled. Chapter 2 provides a literature review of previous and current 

research with information pertaining to variables within this study. 
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Chapter 2: Literature Review 

There are no reports of degree-seeking employees in the United States workforce 

who practice emotion regulation related to organizational commitment, or turnover 

intentions (BLS, 2018a: 2018b). This new quantitative study provides a survey of degree-

seeking employees, emotion regulation, organizational commitment, and employee 

turnover intentions (Gratz et al., 2015; Rowlands et al., 2019). Chapter 2 was written to 

describe an examination of research on organizational commitment, emotion regulation 

reappraisal, and turnover intentions. This description of investigative research examined a 

framework with a present-day survey among degree-seeking employees to broaden 

knowledge of emotion regulation, organizational commitment, and turnover intentions 

for industrial and organizational research. After the literature search strategy section, a 

report begins with the theoretical foundation for emotion regulation, organizational 

commitment, turnover intentions. Chapter 3 concludes with a summary of the literature. 

Literature Search Strategy 

Several resources were applied to find literature on organizational commitment, 

turnover intention, emotion regulation, and degree-seeking employees. Library databases 

and search engines used for this research included PsycINFO, PsycARTICLES, 

PsycTESTS, and PsycBOOKS as well as Academic Search Complete, Emerald 

Publisher, Sage Premier, and Science Direct. BLS and other U.S. government websites 

for the Bureau of Economic Analyses and the Department of Education also provided 

useful information as did seminal studies, Google Scholar, and Google Books. Dditional 

iterature was found through ProQuest Ebook Central. Keywords used in searches of these 
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databases included employees, jobs, emotion regulation, reappraisal, and turnover 

intentions. Searches for literature on organizational commitment were expanded to 

encompass affective commitment, continuous commitment, and normative commitment.  

Theoretical Framework 

Appraisal theory reports that individual perceptions of events in environments 

includes emotion (Gross, 1998; Scherer, 1984; Scherer et al., 2001). The process model 

of appraisal includes a description that individuals apply reason to decide whether an 

appraisal has a positive or negative emotion (Gross, 1998; Scherer et al., 2001). Emotion 

regulation research includes a description that reappraisal may associate with components 

of organizational commitment and degree-seeking employee’s intentions to quit work 

(Netzer et al., 2015; Tamir, 2016). Still, research on reappraisal among employees is 

vague within industrial and organizational research (Bigman et al., 2016; Gross, 2015). 

Reports exemplify appraisal, yet emotion regulation reappraisal practiced among degree-

seeking employees has no information to indicate a direction for future research.  

Emotion regulation reappraisal of individually generated emotion occurs, and a 

response from an individual is to take appropriate actions for desired outcomes (Gross, 

2015; McRea, 2016). The action selected is an emotion regulation strategy. Emotion 

regulation reappraisal strategy practiced for emotion and desired work-related outcomes 

(Locke & Latham, 2019) among degree-seeking employees is unknown. Research on 

emotion regulation reappraisal may create knowledge of the organizational commitment 

model and employee turnover intentions. 
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Surveys collected among degree-seeking employees for reports of emotion 

regulation reappraisal practiced are included with regression analyses described in 

Chapter 3. Results of those analyses answer Research Questions 1 through 3 to confirm 

the hypotheses listed in Chapter 1. The findings for the research questions and hypotheses 

illustrate that data collected from this study applied existing questionnaires and built on 

existing theory.   

Research Question 1: Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict affective, continuous, and normative 

commitment, as measured by the Three-Component Model of Commitment for 

organizational commitment, among degree-seeking employees?   

H01: Emotion regulation reappraisal does not predict affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Ha1: Emotion regulation reappraisal predicts affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Research Question 2: Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict intentions to quit a job, as measured 

by the Turnover Intention Scale, among degree-seeking employees?   

H02: Emotion regulation reappraisal does not predict intentions to quit a job 

among degree-seeking employees. 

Ha2: Emotion regulation reappraisal predicts intentions to quit a job among 

degree-seeking employees. 
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Research Question 3: Do affective, continuous, and/or normative commitment, as 

measured by the Three-Component Model of Commitment for organizational 

commitment, moderate the relationship of emotion regulation reappraisal, as measured by 

the Emotion Regulation Questionnaire, with intentions to quit a job as measured by the 

Turnover Intention Scale, among degree-seeking employees?  

H03: Affective, continuous, and/or normative commitment does not moderate the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

Ha3: Affective, continuous, and/or normative commitment moderates the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

Process Model of Emotion Regulation 

A process model of emotion regulation has five different steps for generated 

emotion (Gross, 2015; Little et al., 2016). The different steps provide a unique sequence 

within emotion-generative processes (Koole et al., 2015). The process model of emotion 

regulation includes situation selection, situation modification, attention deployment, 

cognitive change, and response modulation (McRae, 2016; Netzer, 2017). Emotion 

regulation reappraisal occurs at the cognitive change process. 

Emotion that is generated elicits an emotion regulation response action that is 

distinct for an individual and their situation (Extremera & Rey, 2015; Harley et al., 2019). 

Emotion regulation requires individuals to evaluate the generated emotion and anticipated 

outcomes (Braunstein et al., 2017; Moors, 2017). Separate emotion that is generated 
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elicits an emotion regulation response action that is distinct (Extremera & Rey, 2015; 

Harley et al., 2019). A choice for a reappraisal of the emotion is an emotion regulation 

reappraisal strategy. 

Le et al. (2018) suggested that emotions generated from added responsibility 

relate to stress among individuals. Still, studies such as Le et al.’s do not include a 

measure of degree-seeking employees’ emotion regulation at work to identify those who 

practice reappraisal. An investigation of reappraisal at the cognitive change stage of 

emotion was made to discover whether individuals practice emotion regulation strategy 

in everyday life (Dixon-Gordon et al., 2015). This investigation of reappraisal was made 

with degree-seeking employees who experience added responsibility known to lower 

levels of employee well-being (Pekaar et al., 2018).  

Emotion Regulation Reappraisal 

To understand emotion regulation, researchers and practitioners consider an 

individual’s unique emotion within each job situation as opposed to a generalization of 

one standard emotion that is generated from all employees (Kashdan et al., 2015; Koole 

et al., 2015; Yoonet al., 2018). Individual capability to understand emotion regulation 

reappraisal includes an evaluation of the emotion generated and how it determines 

outcomes (Braunstein et al., 2017; Moors, 2017). Emotion regulation occurs at the onset 

of emotion generation, and a choice strategy selected may be reappraisal. In this study, an 

emotion regulation reappraisal at the cognitive change stage of emotion generated was 

investigated (Gross 2015). After a review of the literature, an opportunity for this study 
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remained in research to report individual emotion regulation strategies practiced in 

everyday life (Dixon-Gordon et al., 2015).  

The work-related responsibilities of degree-seeking employees that increase their 

stress levels may lower their levels of employee well-being (Pekaar et al., 2018). Le et al. 

(2018) suggested that emotion generated from responsibility is likely to increase stress. 

Even with Le et al.’s report, researchers studying reappraisal have not included degree-

seeking employees who practice emotion regulation in their studies.  

In research on the process model of emotion regulation (e.g., McRae, 2016; Suri 

& Gross, 2016; Tamir, 2016), there were no studies to report whether degree-seeking 

employees practice reappraisal. Degree-seeking employees work goal experience and 

work outcomes may exceed those of non-degree-seeking employees and affect the 

emotion they display at work. Without satisfactory goal performance and satisfactory 

performance outcomes, turnover intention may increase (Iffat et al., 2015; Locke & 

Latham, 2019; 2005). A report as to whether these employees practice emotion regulation 

reappraisal for goal performance and performance outcomes required a new study. 

Literature Review Related to Key Variables and/or Concepts 

During the previous two decades, the BLS has encouraged employers to report 

employees’ length of time at their job. The BLS (1990, 2018) reports personal, social, 

economic, educational, and professional expectations of employer and organizational 

goals. The practice of the emotion regulation choice of reappraisal and turnover remains 

void in these reports. Furthermore, the number of current degree-seeking employees in 

the United States who practice emotion regulation to decrease turnover intentions remain 
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unreported (BLS, 2018a, 2018b). Organizational commitment has consistently described 

turnover among employees and jobs for the previous 50 years. Still, no reports exist for 

the population-specific to degree-seeking employees.  

Employees who enroll at college for an advanced degree increased from 51% to 

75.2 % during the previous decade (NCES, n.d.; Miller et al., 2008). A consistent 

increase with these employees generated a specific population of degree-seeking 

employees not described in research with an association to emotion regulation. The 

importance of research among these employees lies in their actions to complete their 

degrees.  

Human resource development includes projections of 30 occupations in the 

United States to steadily increase with new jobs that require a degree (BLS, 2019). Of the 

37.6 million employed individuals who are expected to fill these jobs, advanced 

education is necessary. An expectation is that 32.5 million, or approximately 87% of 

employees in the projected growth occupations, will work full-time before or after 

seeking a degree (BLS, 2015, 2019). Even with current research by human resource 

development practitioners, degree-seeking employees are a population of employees who 

have not yet been fully studied.  

Degree-seeking employee responsibility includes adverse stress implications. 

First, degree-seeking employee responsibility can lead to less sleep (Miller et al, 2008; 

Nagai-Manelli et al., 2012). Second, employee responsibility among these individuals 

often results in work-family-degree seeking conflict (Hobfall, 2001). Last, the NCES 

(n.d.) reported that this population has debt responsibility for those who borrow and 



32 

 

repay later. The impact of these factors may impact turnover intention. Degree-seeking 

employees who experience one to three of these examples is likely to generate emotion 

that requires emotion regulation strategy. 

Emotion Regulation Reappraisal and Degree-Seeking Employees 

Emotion regulation describes choice strategies to practice for managing emotion 

(Dixon et al, 2017). Studies (Hakansson et al., 2016; Hancock et al., 2019) include 

emotion generated from work-family-degree seeking and incurred debt affects emotion 

displayed at work. Thoughts related to family stress may take precedence over an 

academic or work stress event that may require emotion regulation (Morawetz et al., 

2017; Tamir, 2015).  

Harley et al. (2019) argued that the literature on emotion regulation reappraisal 

needs to be bridged. In this study, reports of whether degree-seeking employees practice 

emotion regulation reappraisal contribute to bridging this gap in research. A degree-

seeking employee who reevaluates responsibility for work-life balance may practice 

emotion regulation reappraisal (Grommisch et al., 2019). Whether degree-seeking 

employees practice emotion regulation reappraisal at work remains unreported and merits 

further study. 

Responsibility generates emotion among degree-seeking employees through an 

integration of academic expectations, family roles, and job expectations. Examples in the 

literature reported academic studies generate a stressful time of life (Nguyen-Feng et al., 

2019). Another example included a recent survey reported 83 % of non-employed 

students feel overwhelmed by expectations during the past year with 37 % feeling 
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depressed with academic roles (American College Health Association [ACHA], 2017). 

An added responsibility from being employed may increase emotion associated with 

these expectations and roles. 

Laeeque et al. (2018) and Eddy et al., (2017) agree that work stress negatively 

relates to employee well-being and increases turnover intentions. Even with the reports 

from Laeeque et al. and Eddy et al. describing work stress, degree-seeking employees are 

not included in the research. Academic stress, work stress, and emotion regulation are list 

separate, not fully integrated, topics in research.  

Organizational Commitment 

The description of commitment introduced through Becker’s (1960) report 

centered on individual consistent engagement with activity over long periods. Becker 

(1960) reported individual’s unique identity formed personal commitment that progressed 

to organizational commitment. Mowday et al. (1984) expanded on this and suggested that 

employee situations would further relate employee job commitment. Meyer and Allen 

(1997) began to distinguish that organizational commitment as the action employees 

make with ongoing feelings of job satisfaction.  

The strength of individual commitment (Becker, 1960) transformed to 

organizational commitment (Meyer & Allen, 1997) encourages employees to remain at 

their jobs. This evidence was a cornerstone for the advancement of job-commitment 

research in this study. Industrial and social change research reported that individuals bind 

together for completion with shared goals of the industry (Drucker, 1993; Foote, 1953, 

1973).  
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Mowday et al. (1979) Mowday et al. (1984) and Becker (1960) reported that 

social and industrial change predicted turnover in employee situations. This research 

pioneered a validation for organizational commitment and its importance to employees 

and jobs. Mowday et al. (1979) Mowday et al. (1984) and Becker (1960) described 

organizational commitment without current jobs, degree requirement, and degree-seeking 

employees.  

Recent human resource development reports suggest that employee retention 

concern exist among multiple stakeholders within organizations (Beer et al., 2015; 

Brewster et al., 2018; Paauwe& Farndale, 2017). Merucio (2015) reported organizations 

managers remain tasked with employee retention in changing work environments that 

require organizational commitment. Multiple studies (Aniefiok et al., 2018; Arciniega et 

al., 2018) reported organizational commitment related to employees (Erdogan & 

Yildirim, 2017; Perreira et al., 2018) that stay with organizations. The importance of 

organizational commitment is that it decreases intensity with turnover intention among 

employees who want to resign (Le et al., 2017; Fernet et al., 2017). An equally 

formidable position was discussed with Tremblay et al. (2019) and Gaudet & Tremblay 

(2017) who suggest that organizational commitment is a component for organizational 

performance output.  

Tremblay et al. (2019) agreed with Meyer and Allen (1990b;1997) and Mowday 

et al. (1984) highlighting that affective commitment associate with turnover. Trembley et 

al. suggested affective commitment ties emotion with employee jobs and reports there is 

an absence of emotion research integrated with organizational commitment studies. Wu 
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et al. (2019) agrees with Trembley et al. that evidence to explain the constructs of 

emotion and its association with organizational commitment in the workplace among 

employees is scarce.  

Wu et al. (2019) agreed with Trembley et al. (2019) was further supported with 

Han et al. (2018) suggesting that employees emotion expectations at work may relate 

negatively to organizational commitment. Han et al. included in their report that studies 

to provide evidence among different populations are few. Han et al. and Shafir et al. 

(2016) agreed that inclusion of an emotion component of organizational commitment is 

critical for employees to retain jobs.  

For example, research reported that organizational commitment progresses from 

individual identification in society to employee identification with an organization’s 

goals (Meyer & Allen, 1997; Jaros, 1997; Meyer et al., 2012). This description of 

organizational commitment included emotional ties, costs of leaving a job, employee 

work experiences, and identification with a job (Meyer & Allen, 1991; 1997). Although 

emotion resonates throughout the Three-Component Model of Commitment, research for 

a discovery to bridge emotion regulation research stayed current.  

Three Component Model of Commitment 

Previous research (Buchanan, 1974; Porter et al., 1974) reported that the 

exploration of commitment is an ongoing process. Meyer and Allen (1987) hypothesized 

that commitment develops with work experience yet the intensity (Allen & Meyer, 

1990b) of commitment to the organization may decline. Meyer & Allen (1991) report that 

employees who actively commit are least likely to leave the organization. Current 
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research on employee commitment remains an ongoing process with work experiences 

and change within industries that evolves during time (Meyer & Parfyonova, 2010). 

Meyer and Allen (1993;1997) report a measure of organizational commitment 

components that assess employee commitment. Measurements in this study included the 

Affective Commitment Scale to survey employee attachment to an organization through 

work experiences. Next, application of a Continuous Commitment Scale surveyed 

whether employee action to stay at an organization continued because the cost of quitting 

the job is great. A Normative Commitment Scale surveyed endurance with employee 

decisions to remain at an organization. Overall, organizational commitment described the 

strength of an individual’s identification with, and involvement in, an organization that 

drives employees’ intentions to leave an organization and actual withdrawal behavior 

(Bashir & Long, 2015; Nandan et al., 2018).  

Affective Commitment to an Organization 

Affective commitment is the prospect and likelihood that employees will remain 

at their current job at an organization (Allen & Meyer, 1990b; Meyer & Allen, 1997; 

Berta & Herbert, 2018). Employee affective commitment linked emotion to jobs that 

strengthens the association to their professional or non-professional work. Organizational 

affective commitment decreased adverse work outcomes through positive affect on 

employee attitudes with work behavior (Loi et al., 2018; Akhtar et al., 2019). 

 Allen and Meyer (1990b) suggested that employees’ affective commitment 

predicted less turnover. Affective commitment defined employee’s emotional attachment 

to an organization centered on the involvement and identification with the organization’s 
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goals, mission, and values (Meyer & Allen, 1996). Affective commitment describes work 

performance driven by positive affect and emotions that decreases turnover intentions 

(McCormick & Donohue, 2019; Agostini et al., 2019). Even with affect, experience, and 

identification factors, the organizational commitment model does not report emotion 

regulation associated directly with turnover and related to degree-seeking employees. 

Continuous Commitment to an Organization 

Previous research consistently reported social and economic impact with 

continuous commitment (Dunham et al., 1994; Hackett et al., 1994; Iverson & Buttigieg, 

1999; Jaros, 1997; McGee & Ford, 1987; Meyer et al., 1990; Ko et al., 1997). The 

perceived social stigma of unemployment and the economic costs of leaving the 

organization may cause poverty. Societal exclusion from employment and existing 

financial responsibilities were determinants of turnover.  

A low or no availability option for alternative jobs allows for additional 

consideration with continuous commitment (Brown, 1996; Jaros,1997; Ko et al., 1997; 

Powell & Meyer, 2004). Meyer et al. (2002) suggested that the loss of income related to 

Becker’s (1960) side bet concept outweighed an employee quitting without a new job 

opportunity. Through social and economic components, research reported continuous 

commitment remains current on employees and turnover (Lambert et al., 2018; Meyer et 

al., 2018; Uppal, 2017). Still, degree-seeking employees stay unreported in recent 

research. 
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Normative Commitment to an Organization 

Normative commitment progresses between an employee and an organization 

with a mindset of the employee to remain with an organization that may exceed employee 

identification (Meyer & Allen, 1991; Meyer & Allen, 1997; Betanzos-Díaz et al., 2017). 

This commitment type grows as a moral imperative or an indebted obligation that 

employees express despite a mismatch of an employee to organizational goals (Meyer & 

Parfyonova, 2010; Meyer et al., 2002). Employees that experience normative 

commitment may include emotional detachment and less identification with the 

organization although remain at their job. Decreased affective commitment occurs, yet an 

employee remains at an organization essentially as the right thing to do (Vandenberghe et 

al., 2015; Uraon, 2018).  

Normative commitment described employees’ feelings of obligation to remain at 

an organization (Allen & Meyer, 1990b; Wiener, 1982; Wiener & Vardi, 1990). Meyer et 

al. (2010) emphasized that normative commitment characterizes by an adaptive form of 

regulation that employees’ practice for commitment to remain at their job despite any 

change. Employees who project normative commitment are motivation to fulfill work 

obligations to an organization, distract from anxiety or guilt feelings, or to satisfy the 

expectations of others (Gagne and Deci, 2005).  

Previous predictions (Meyer & Allen, 1993; Meyer et al., 1997) may misalign 

with current job characteristics and turnover. Circumstances of society, work, and 

commitment differ distinctly from reports of employees during the previous seven 

decades (Mercurio, 2015; Mehta, 2016). For example, the population of current degree-
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seeking employees who consider current education, ongoing debt, and conflicts with 

family-work schedules that are a priority among degree-seeking employees is unreported 

with turnover studies. 

Turnover Intentions to Quit 

Turnover included descriptions with processes of attitudes, decisions, and 

behavior (Ajzen, 1991; Lawler & Suttle, 1973; Bothma, & Roodt, 2013). Turnover 

intentions consistently report correlation with turnover (Hom et al., 2012; Hom & Hulin, 

1981; Mobley et al., 1978; Newman, 1974). The intention to quit was reported as an 

immediate experience to the turnover action (Chiu & Francesco, 2003; Martin & Roodt, 

2008; Slate & Vogel, 1997; Steel & Ovalle, 1984). Employers incur costs of job searches 

for an employee’s replacement after the turnover action (Maertz & Campion, 2004; 

Mobley, 1977; Tett & Meyer, 1993). 

Hiring individuals who consistently avoid, or rarely consider turnover is a 

desirable human resource management practice (Barrick & Zimmerman, 2009; Li et al., 

2014; Zimmerman, 2008). After hired, employee turnover intentions progress from work 

experiences that occur over time (Molders et al., 2019). Intentions to quit and turnover 

action occur with a job situation that does not meet the voluntary standard or desire of an 

employee (Mischel, 1973; Meyer et al., 2019). Meyer et al. (2019) reported a job change 

after disillusionment is considered a reasonable occurrence.  

An employee who is not reinforced through appropriate job-fit, pay, or 

advantages, may begin thoughts of intentions to quit (Dawis & Lufquist, 1984; Gibson et 

al., 2007; Cho & Song; 2017; Liu et al., 2017). During plans to quit, employees evaluate 
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costs before taking future turnover actions (Cullen & Sackett, 2003; Hom & Griffeth, 

1995; Rosse & Hulin, 1985; Rusbult & Farrell, 1983). This research provided the 

importance of turnover. Whether degree-seeking employees who practice emotion 

regulation reappraisal will delay or stop intentions to quit and the turnover action requires 

evidence.   

Summary 

This study investigates turnover intentions through the independent variable’s 

emotion regulation reappraisal, affective commitment, continuous commitment, and 

normative commitment. The dependent variable is turnover intentions. The sample of the 

population is among a specific group who are degree-seeking employees not yet 

quantitatively examined in the research. 

 Even with previous predictions of organizational commitment with turnover, this 

study reported whether emotion regulation is an associated practiced among degree-

seeking employees. Commitment research described reports of commitment among 

varying employees and jobs for turnover. Conversely, emotion regulation research had 

not explored degree-seeking employees who practice emotion regulation reappraisal to 

examine an impact on turnover.  

Emotion regulation reappraisal practiced by degree-seeking employees described 

emotion not previously examined with organizational commitment research. Conducting 

a regression analysis of data collected among degree-seeking employees reported survey 

data findings for emotion regulation reappraisal, affective commitment, continuous 

commitment, normative commitment, and turnover intentions. Answers to the three 
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research questions provided a new report among degree-seeking employee for emotion 

regulation reappraisal, organizational commitment, and turnover research.  
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Chapter 3: Research Method 

The purpose of this quantitative survey research study was to investigate emotion 

regulation reappraisal and its impact on affective, continuous, and normative components 

of organizational commitment with degree-seeking employee intentions to quit jobs 

(Allen & Meyer, 1990a; Gross & John, 2003; Roodt, 2004). The United States 

Department of Labor (2019) reported that degree requirements for jobs would steadily 

increase in future years and that 87% of employees in projected growth occupations 

might work full-time as a degree-seeking employee. This study has implications for 

positive social change in that emotion regulation reappraisal practiced among degree-

seeking employees may help them to manage the types of emotion expected on jobs 

(Naragon-Gainey et al., 2018). The knowledge that the practice of emotion regulation 

reappraisal has a positive association with appropriate emotion displayed at work may 

lead other degree-seeking employees across organizations to practice emotion regulation 

reappraisal (Mérida-López et al., 2017; Sohn et al. 2018). This study provides research 

practitioners and human resource management personnel with information that they can 

potentially use to increase the job retention of degree-seeking employees (SHRM, 2018).  

No studies have reported a degree of correlation with emotion regulation 

reappraisal, affective commitment, continuous commitment, and normative commitment 

to predict turnover intentions among degree-seeking employees. Researchers have not 

reported whether the components of commitment moderate emotion regulation to predict 

turnover intentions among degree-seeking employees. This gap in research does not 

contribute reports to examine how these variables may improve job retention related to 
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job separation costs. The potential for degree-seeking employees to report emotion 

regulation reappraisal, organizational commitment, and turnover intentions is critical 

information for job retention research. Chapter 3 reports the research design, 

methodology, instrumentation, and sample to conduct this study. 

Research Design and Rationale 

Rationale for this quantitative survey research design is to understand the degree 

of correlation between emotion regulation reappraisal, organizational commitment, and 

intentions to quit a job through the administration of pre-existing surveys (Allen & 

Meyer, 1990b; Gross, 2015; Gross & John, 2003; Roodt, 2004). Without these 

quantitative reports from a convenience sample, the degree of correlation between the 

independent variables on the dependent variable remains absent in research.  

The quantitative descriptive research applied with this study is a survey research 

design (Cox, 2016). Selection of this quantitative survey research design is appropriate 

because it empirically tests specific hypotheses (Oladokun, 2016). A quantitative research 

framework to assure objectivity, generalizability, and reliability was applied. 

Research conducted in this study is nonexperimental quantitative methodology. The 

quantitative methodology was administration of pre-existing quantitative questionnaires 

that would report the occurrence of emotion regulation reappraisal, organizational 

commitment, and turnover intention among degree-seeking employees. To record the 

response data, quantitative surveys applied with this study were the Emotion Regulation 

Questionnaire. the Affective Commitment Scale, Continuous Commitment Scale, 

Normative Commitment Scale, and the Turnover Intentions Scale. 
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Gross and John (2003) designed the Emotion Regulation Questionnaire to assess 

emotion regulation reappraisal. Allen and Meyer (1990a, 1990b) developed the 

commitment scales to assess employees’ commitment to their organization. Roodt (2004) 

constructed the Turnover Intention Scale to ascertain the extent to which employees 

intend to stay working at their current organization.  

 In this study, an application of these quantitative questionnaires and conducting 

multiple regression analyses among degree-seeking employees detected an interaction not 

yet reported through previous research. Classic qualitative research designs that do not 

include web surveys have not investigated the degree of correlation between variables in 

this study from web survey reports (McCoy, 2017; Thorne et al. 2016). Random sampling 

with experimental quantitative survey research designs have not reported a convenience 

sample of this population-specific to that of degree-seeking employees (Kazdin, 2019; 

Nielsen, & Miraglia, 2017). The assessment of variables with the research design 

described in this study has discovered new results for research. 

 The quantitative design described in this study includes the administration of 

surveys through the web. Web surveys reach a large group of individuals (Liu et al., 

2016). Individuals who access computers range between 50% to 100% of the population  

surveyed (Liu). Web surveys decreased constraints with this study that were survey 

response time and financial resources to administer the study.  

 Administration of web surveys through SurveyMonkey was conducted promptly 

and cost effectively. The research design selection was consistent with previous survey 

research conducted and associated with separate surveys of emotion regulation 
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reappraisal, organizational commitment, and turnover intentions (Allen & Meyer, 1990a; 

1990b; Gross & John, 2003; Roodt, 2004). Administration of surveys through 

SurveyMonkey provided a current example of a web survey data collection. Application 

of this research design provided evidence of an interaction between variables with a new 

data collection from questionnaires to build on existing theory.  

 Quantitative methodology remains an essential component of social change 

research for global competitiveness (Shekhar et al., 2019). Strength in the selection of 

this design were reported with Walker et al. (2017) suggesting that quantitative 

methodology reveals unobserved information of cognitive processes. Theoretical 

discovery has declined from decreased applications of quantitative methodology within 

academic studies (Buckley et al., 2015). Application of fewer quantitative methodology 

studies has decreased empirical evidence contributed for comparisons and to make 

arguments in social science research (Buckley). Expectations of this study included that 

conducting this quantitative study would report new empirical evidence with degree-

seeking employees, emotion regulation, organizational commitment, and turnover 

intentions for industrial and organizational research through application of pre-existing 

surveys. 

Research Design and Connection to the Research Questions 

The data for this study was collected with a web survey. This quantitative survey 

included five questionnaires. The Emotion Regulation Questionnaire, the Affective 

Commitment Scale, the Continuous Commitment Scale, the Normative Commitment 

Scale for organizational commitment , and the Turnover Intention Scale. These 
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questionnaires have reported content, concurrent, and construct validity to test emotion 

regulation. organizational commitment, and turnover intentions, respectively (Allen & 

Meyer, 1990a; Gross & John, 2003; Roodt, 2004). Reported an alpha reliability for 

reappraisal at 0.79 (Gross, 1998). The affective commitment, continuous commitment, 

and normative commitment scales have reported reliability of 0.87, 0.75, and 0.79, 

respectively (Allen & Meyer, 1990a, Meyer & Allen 1991). The Turnover Intention Scale 

has 0.80 reliability (Roodt, 2004). The regression analyses conducted with this study 

shows insight on the association of independent variables, emotion regulation, 

organizational commitment with the dependent variable, turnover intentions among 

degree-seeking employees.  

The Emotion Regulation Questionnaire applied with this study reported 

participants’ practice emotion regulation reappraisal. Scores assessed whether emotion 

regulation reappraisal occurred to predict organizational commitment for Research 

Question 1: Does emotion regulation reappraisal, as measured by the Emotion Regulation 

Questionnaire, predict affective, continuous, and normative commitment, as measured by 

the Three-Component Commitment Model, among degree-seeking employees? 

Participants’ responses to Emotion Regulation Questionnaire items indicated an 

interaction among degree-seeking employees practice of emotion regulation reappraisal 

and affective commitment.  

Items on the Turnover Intention Scale provided insight on participants’ turnover 

intentions. The data analyses of responses to questions from the Emotion Regulation 

Questionnaire and the Turnover Intention Scale showed whether emotion regulation 
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predicted intentions to quit among the participating employees. Data collected was 

applied to answer Research Question 2: Does emotion regulation reappraisal, as 

measured by the Emotion Regulation Questionnaire, predict intentions to quit a job, as 

measured by the Turnover Intention Scale, among degree-seeking employees? Data 

showed prediction for emotion regulation reappraisal to predict intentions to quit jobs. 

Questions answered on the Affective Commitment Scales provided insight on 

participants’ levels of affective commitment to their employer. Questions answered on 

the Continuous Commitment Scales report the degree of continuous commitment 

responses. Questions answered on the Normative Commitment Scales report the 

normative commitment responses.  This report answers Research Question 3: Do 

affective, continuous, and/or normative commitment, as measured by the Three-

Component Commitment Model scales, moderate the relationship of emotion regulation 

reappraisal, as measured by the Emotion Regulation Questionnaire, with intentions to 

quit a job, as measured by the Turnover Intention Scale, among degree-seeking 

employees?  The data analyses for these scales showed no moderation with affective, 

continuous, and/or normative commitment on emotion regulation reappraisal and 

intentions to quit a job. 

Methodology 

Population 

The target population included LinkedIn members whose profile information 

indicated that they were a degree-seeking employee. A current job and current college 

enrollment qualified LinkedIn members for the target population. LinkedIn member 
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profiles that described the individual enrolled as a student a university, and reported the 

member being currently employed were viewed as potential recruits.  

An estimated 72.5% of college students are simultaneously employed and 

enrolled in degree programs in the United States (NCES, 2015). These dual roles may 

change emotion display at work (Erat et al., 2018). Still, these degree-seeking employees 

remain an uninvestigated part of the workforce population in research associated with 

emotion regulation reappraisal.  

The LinkedIn website indicated that LinkedIn had 167 million United States 

members (LinkedIn, 2019). Of this population, LinkedIn indicates that approximately 40 

million members are students, and an unknown percentage of these members may be 

college-level students who are employed. Other demographics listed include that 11% of 

members are 18 years or older (LinkedIn). LinkedIn members who identify as males are a 

reported 57% of the member population (Omnicore, 2020). Members who identified 

themselves as female are another 43% of the member population (Omnicore).  

LinkedIn connections who fulfilled the criteria needed for recruitment were 

eligible to take part in this study. Recruitment of 108 participants were anticipated to 

complete this study. This was expected for an adequate sample with 0.80 as the 

designated power to report moderate effects (Shieh, 2013). All degree-seeking employees 

identified on LinkedIn were included in recruitment process. Exclusions were those 

employees 18 and under.  



49 

 

Sampling and Sampling Strategy 

A nonprobability convenience sampling strategy was applied with this study 

(Creswell, 2003, 2013). This means that all members of a convenience sample are not 

fully representative of the entire sample population (Frankfort-Nachimas & Frankfort, 

2008). Each degree-seeking employee on LinkedIn was included in the study for 

recruitment. The sampling strategy was a single stage design administered on LinkedIn. 

LinkedIn was the main social network selected as 97% of professionals are reported to 

choose this network for work-related social network purposes (Aguado et al., 2019; 

Landers & Schmidt, 2016).  

This study reported the R2 of independent variables on the dependent variable to 

reject false null hypotheses. Confidence levels of 0.95% reported that the predictor values 

of the mean scored responses fall within a specific range in future study’s (Shieh, 2006; 

2010). The confidence level of 0.95% reports the prediction level for emotion regulation 

reappraisal practice with specified lower and upper-level boundaries when measured with 

affective commitment, continuous commitment, and normative commitment. If the 

measured mean response was > 0, it potentially rejected the null hypotheses tested in this 

study. The confidence levels provided with this study reported data not yet known about 

emotion regulation reappraisal, affective commitment, continuous commitment, 

normative commitment, and turnover intention for replication of this study. 

Multiple regression data was sensitive to sample size. Green (1991) reported that 

a β weight of each independent variable for the detection of medium-size effects with the 

sample size is adequate. Green suggested this suitability may occur with N = 104 + k, 
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where k equals the number of independent variables. The sample size for this study 

applied Green’s rule of thumb for a sample size of 104 to report the R2 and β weight plus 

the four independent variables in this study is 108.  

A sample of this size is adequate to determine whether a large medium effect size 

of 0.07 exists among this sample (Cohen, 1988). Reports from this sample size with a β 

weight of 0.20 indicated a 0.80 chance of correctly rejecting null hypotheses when it is 

false. This study reported mean values for the magnitude of the average correlation 

coefficient between independent variables with the dependent variable (Maxwell, 2000). 

The data collected with the sample size applied in this study reported the strength of the 

relationship that each independent variable has on the dependent variable. 

Application of multiple regressions and data analyses calculated the variance of 

independent and dependent variables of the survey items in this study. Multiple 

regression data analyses do not control the actual participant response. These analyses 

reported the true scores of survey responses to detect effects (Maxwell et al., 2015; 

Statistic Solutions, 2019). Data analyses reported whether the independent variables in 

this study report 100% of the variance of the dependent variable. Less than 100% of 

explained variance reported means that additional variables not tested in this study might 

relate to turnover intentions among degree-seeking employees.  

For a medium effect with β = 0.20 a sample size of N 104 + 4 degree-seeking 

employees were expected to be surveyed (Green & Salkind, 2011). An alpha level was 

set at 0.05 to report acceptance that a 5% chance of Type I error rate may occur in the 

study (Fiedler & Schwartz, 2016; Fiske & Campbell, 1992; Simmons et al., 2011). 
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Meaning that Type I error may occur through chance results opposed to problems with 

this study design.  

Effect size was placed at a range of 0.30 to 0.50 or > 0.50 to report small, 

medium, and large effects. Even small effects with emotion regulation, affective 

commitment, continuous commitment, normative commitment, and turnover intention 

reported differences in responses. An arbitrary power level of 80% was applied with this 

study to report a statistically significant difference that exists to minimize Type II error 

(Cohen, 1988; Odetunde et al., 2017; Patton, 2003). The minimum number of participants 

for this study was 108 degree-seeking employees. 

A sample was drawn by sending an internet web invitation for members to 

participate in this study. An inclusion of demographics for participants was United States 

employees who seek undergraduate, graduate, or doctoral degrees, 18 years or older. 

Exclusion demographics include those individuals who are unemployed, not enrolled in 

an accredited college degree program, or under the age of 18 years. Exclusion of a 

volunteering participant occurred if consent was not given at the questionnaire site.  

Procedures for Recruitment, Participation, and Data Collection 

The selection of LinkedIn members who are degree-seeking employees made a 

recruitment list of connections on a personal LinkedIn network (LinkedIn.com, 2019). 

For a description of recruitment purposes, a recruiter role for this study combines with 

the student researcher role. New individual connections sent to this recruiter's private 

network are labeled suggested contacts. LinkedIn members profiled reports for potential 
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recruitment contacts were those who are degree-seeking employees. The profiled reports 

provided individuals for possible recruitment to take part in this study. 

Recruitment of new personal connections from this recruiter's existing LinkedIn 

network is the source to find individuals who report working at a job and currently 

enrolled in college. LinkedIn provides a consistent source of new people through 

suggested contacts from current network connections. Contacts who have similar criteria 

reported in profiles describe potential recruits who might volunteer to participate in this 

study. 

Suggested contacts not currently part of this existing network identifies recruits to 

increase network connections. The increased connections provide a sample of the 

population invited to take part in this study. Individuals needed for this study were 108 

degree-seeking employees. 

Descriptive contact information sent reported whether an individual works at a 

job and indicated the individual is an employee. Contact information reported on whether 

the individual who works reported enrollment as a current college student. To select 

possible recruits, reviews of individual LinkedIn profiled information were conducted. 

Personal profiles that included a report of working at a job and currently enrolled in 

college criteria identified a potential recruit for a degree-seeking employee to take part in 

this study. 

No purchase of recruiter information through LinkedIn occurred for the study. 

This recruiter reviewed the profiled information of each suggested contact to select 

degree-seeking employees. Lists for purchase through LinkedIn did not include the 
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information needed for potential participants. This recruiter dismissed a purchased list as 

an appropriate source for individual recruits. 

The next step was to connect with the selected individuals who matched the 

criteria of degree-seeking employees. LinkedIn sends an invitation to selected 

connections and requests that the individual joins the current personal network. The 

individual has the choice to accept this invitation or not. After a LinkedIn recipient 

accepted the initial invitation to connect, the individual entered the private network group 

of this recruiter. The accepted connection initiated new suggested connections. 

Identification for recruitment repeated for each new suggested connection. 

Repetition with new selected connections from LinkedIn was made to increase the 

number of potential recruits. Current contact selections accumulated through the practice 

of this strategy developed approximately 70 network connections. A final step was to 

invite selected LinkedIn connections for a recruitment purpose to take part in the survey. 

Recruitment 

 Recruitment occurred through use of LinkedIn. Potential participants were 

LinkedIn members who were employed and currently enrolled in undergraduate or 

graduate degrees. On LinkedIn, these potential participants are called LinkedIn 

connections.  LinkedIn connections, whose profiles indicated that they are both degree-

seeking students and employed, were sent an invitation to participate in the study. This 

initial outreach was sent through the LinkedIn email system.  

 The email stated that I am a doctoral student at Walden University studying 

emotion regulation, affective, continuous, and normative commitment for turnover 



54 

 

intentions among degree-seeking employees and I am seeking volunteers to participate in 

the study. This invitation explained that the survey is confidential, and participation was 

kept anonymous.  

A SurveyMonkey link to the survey was included in the invitation. The link 

contained a consent form and the Emotion Regulation Questionnaire (Gross & John, 

2003; see Appendix A), The Affective Commitment Scale, the Continuous Commitment 

Scale, and the Normative Commitment Scale (Allen & Meyer, 1990a; see Appendices B-

D), and Turnover Intention Scale (Roodt, 2004; see Appendix E). Invitees who chose to 

participate were asked to open the provided SurveyMonkey link and complete the survey.  

Participants who choose to volunteer and open the link were asked questions for 

qualification. First, participants were asked if he or she was a degree-seeking employee. 

Multiple choice answers to answer this question were yes or no. A yes answer to this first 

question qualified the participant to move forward to the next question for qualification.  

Next, the participants were asked to read and agree to the consent form, which 

also stated that there were no paid incentives for participating, and that participation was 

strictly voluntary. Participants who read and agree to the consent form were asked to 

select yes for consent to the study or no. A yes response qualified the participant to move 

forward and complete the surveys. Selection of a no response for either question 1 or 2 

disqualified the participant from further participation in this study.  

Requirements to participate in this study included that participant’s answer yes to 

questions 1 and 2. Consent to the study was required to access the survey. Links to 



55 

 

SurveyMonkey privacy policy and security statements were included in the email request. 

The SurveyMonkey link remained active until the survey form was completed.  

Expected completion time to answer the questionnaires was approximately 15-20 

minutes. A single survey form included the Emotion Regulation Questionnaire items, the 

Affective Commitment Scale items, the Continuous Commitment Scale items, the 

Normative Commitment Scale items, and Turnover Intention Scale items. This 

information was included in the SurveyMonkey link. 

Participation 

Eligible participants were LinkedIn connections who are degree-seeking 

employees and 18 years old or older. All eligible participants were not in the protected 

populations of employees under the age of 18 years old, incarcerated employees, or 

employees who do not read or understand the English language. To be eligible, the 

courses taken by the employee must be credited courses, not non-credit or audited 

courses. Participants must be currently enrolled and actively studying in a college degree 

program. Degree-seeking students who were not reported as full or part-time employees 

were excluded from this study.   

Participants were informed of the purpose of the research, expected duration, and 

procedures (American Psychological Association [APA], 2016, 2019; Walden 

University, 2019). They additionally knew their right to decline to participate and to 

withdraw from the research once participation had begun. This study has the foreseeable 

consequences of participants who may decline or withdraw from the study after it starts. 

Known factors that were expected to influence their willingness to participate included 
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potential risks, discomfort, or adverse effects. Minimized risk protected the participants 

to decrease decline or withdrawal from this study. The approval number 07-20-20-

0104534 I received from the Institutional Review Board at Walden University was 

included in the consent form for participants to read. 

Prospective research benefits included first that the participants complete the 

surveys. To assist with participants survey completion, confidentiality was maintained 

throughout this study to ensure participants anonymity. Participation was understood to 

be voluntary and without incentive. Participants are provided with information on 

contacts for questions about the research and research participants' rights in the consent 

form. I provided the opportunity for the prospective participants to decline participation.  

Data Collection 

All five instruments were applied to collect information from participants: The 

Emotion Regulation Questionnaire (Gross & John, 2003), Affective Commitment Scale, 

Continuous Commitment Scale, Normative Commitment Scale (Allen & Meyer, 1990a), 

and the Turnover Intention Scale (Roodt, 2004). These quantitative surveys have 

predetermined questions with Likert scales to measure responses. Responses collected 

from these surveys described how emotion regulation reappraisal, affective commitment, 

continuous commitment, and normative commitment relate to degree-seeking employee’s 

turnover intention. This data collection showed distinct findings to compare with new 

data collections. 

Application of the Emotion Regulation Questionnaire (Gross & John, 2003), the 

Three-Component Model Commitment Scales (Allen & Meyer, 1990a), and the Turnover 
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Intention Scale (Roodt, 2004) provided a representative description of degree-seeking 

employees who practice emotion regulation. Data collected reported the association of 

degree-seeking employees’ practice of emotion regulation reappraisal on components of 

commitment and turnover intentions. The data collection additionally reported degree-

seeking employees who do not practice emotion regulation reappraisal on components of 

commitment and turnover intentions. 

The application of predetermined quantitative items with these surveys was cost-

effective (Groves et al., 2009). New surveys do not need to be constructed. The Emotion 

Regulation Questionnaire (Gross & John, 2003), Affective Commitment Scale, 

Continuous Commitment Scale, Normative Commitment Scale (Allen & Meyer, 1990a), 

and the Turnover Intention Scale (Roodt, 2004) are reliable surveys. Each survey has 

represented a valid measure of the variable it measured with a question posed precisely 

the same way to every participant. These surveys apply predetermined questions to a 

sample of degree-seeking employees. The data collection for this study was cross-

sectional and was administered at one point in time (Groves et al., 2009). Data collections 

completed at one point in time provide a measure of responses to the variables that may 

change with time. Although the surveys selected for this study are reliable and valid, 

these surveys do not report a broad dimension of other variables related to emotion 

regulation reappraisal, affective commitment, continuous commitment, normative 

commitment, or turnover intention. The quantitative surveys selected for this study 

provided a valid measure across this population (Allen & Meyers, 1990a; Gross & John, 

2003; Roodt; 2004). This data collection was without specific reports to differences 
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among job type, educational degree, gender, or age. The data collection reported only the 

measured responses from the participants at the administered time for this study. 

Quantitative data collected for this study was to objectively measure differences 

in responses among participants. The survey instruments included the Emotion 

Regulation Questionnaire (Gross & John, 2003), Affective Commitment Scale, 

Continuous Commitment Scale, Normative Commitment Scale (Allen & Meyer, 1990a), 

and Turnover Intention Scale (Roodt, 2004). Survey responses were collected through 

SurveyMonkey. The survey link initiated the survey. After the participant completed the 

survey, the survey data had automatic storage on my SurveyMonkey dashboard. The 

completed collected survey data was input to SPSS for analyses. The responses collected, 

after application of multiple regression analyses, would report which independent 

variable predicted the dependent variable outcome.  

Instrumentation 

The quantitative questionnaires applied with this study are the Emotion 

Regulation Questionnaire (see Appendix A), Affective Commitment Scale, Continuous 

Commitment Scale, Normative Commitment Scale (see Appendices B-D) and the 

Turnover Intention Scale (see Appendix E).  Gross and John’s (2003) questionnaire has 

not assessed the emotion regulation reappraisal strategy of employees who stay at 

organizations. The appropriateness of these questionnaires lies within the reliability and 

validity of each measure. 
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Emotion Regulation Questionnaire 

The Emotion Regulation Questionnaire is a 10-item measure assessing individual 

differences in practicing an emotion regulation of reappraisal strategy. Gross and John 

(2003) constructed the Emotion Regulation Questionnaire for scoring individually 

applied emotion regulation strategies using a 7-point Likert scale rating strongly disagree 

to strongly agree. Alpha reliabilities averaged 0.79 for reappraisal and 0.73 for 

suppression. Test-retest reliability across 3 months report 0.69 for both scales (Gross & 

John). Reports of cognitive reappraisal for emotion scores indicated a significant negative 

interaction with depression r = -0.32, p = 0.001, anxiety r = -0.14, p = 0.001, and stress r 

= -0.21, p = 0.001 (Preese et al., 2019). Preese et al. reported suppression scores 

indicating significant positive correlation with depression r = 0.18, p = 0.001, anxiety r = 

0.10, p = 0.030, and stress r = 0.12, p = 0.006. 

 

Organizational Commitment Scale 

Allen and Meyer (1990) reported the organizational commitment scale includes 

three conceptualizations of affective commitment, continuous commitment, and 

normative commitment.  Each conceptualization of commitment is measured with 8-item 

scales. Responses are made on 7-point Likert scales, 1 strongly disagree to 7 strongly 

agree. Scales were developed to assess affective, continuous, and normative components 

of attitudinal organizational commitment (Allen & Meyer, 1990a; Meyer & Allen, 1993). 

These three scales account for 58.8%, 25.8%, and 15.4% of the total variance measured 

by the three components, respectively. Reliability for the Affective Commitment Scale, 
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Continuous Commitment Scale, and Normative Commitment Scale are 0.87, 0.75, and 

0.79, respectively. The measure's convergent and discriminant validity were supported. 

Turnover Intention Scale 

The questionnaire consists of a six-item scale taken from the initial 14 items and 

measures on a 5-point Likert scale anchored at extreme points. Applying the term, never, 

indicates low intensity beginning with the number 1 to 5, and 5 indicates high intensity. 

Development of this questionnaire was in response to multiple instruments in the 

exploration of turnover intention measure with few items.  

Turnover intention was measured by a 15-item questionnaire developed by Roodt 

(2004). The six-items of the Turnover Intention Scale, TIS-6, were reported to measure 

turnover intentions with α = 0.80. The TIS-6 distinguishes between employee leavers and 

stayers to confirm its criterion-predictive validity. This six-item questionnaire reported 

Item 1 = 0.733, Item 2 = 0.772, Item 3 = 0.815, Item 4 = 0.733, Item 5 = 0.767, Item 6 = 

0.779 (Bothma & Roodt, 2013; Jacobs & Roodt, 2007; Roodt, 2004). 

Data Analysis Plan 

The data analyses reported the amount of variance explained through emotion 

regulation reappraisal, affective commitment, continuous commitment, and normative 

commitment on degree-seeking employee turnover intention. The use of SPSS analyzed 

paired ordered data sets of independent variables to predict the degree of correlation with 

the dependent variable (Green & Salkind, 2011). This data tests contributory associations 

from the independent variables on the dependent variable (Field, 2009; Gilbert et al., 

2016). The explained variance difference between emotion regulation reappraisal, 
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affective commitment, continuous commitment, and normative commitment among 

degree-seeking employee turnover intentions was displayed with scatter plots. Scatter 

plots visibly showed outliers. 

Research Questions 

Research Question 1: Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict affective, continuous, and normative 

commitment, as measured by the Three-Component Model of Commitment for 

organizational commitment, among degree-seeking employees?   

H01: Emotion regulation reappraisal does not predict affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Ha1: Emotion regulation reappraisal predicts affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Research Question 2: Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict intentions to quit a job, as measured by the 

Turnover Intention Scale, among degree-seeking employees?   

H02: Emotion regulation does not predict intentions to quit a job among degree-

seeking employees. 

Ha2: Emotion regulation predicts intentions to quit a job among degree-seeking 

employees. 

Research Question 3: Do affective, continuous, and/or normative commitment, as 

measured by the Three-Component Model of Commitment for organizational 

commitment, moderate the relationship of emotion regulation reappraisal, as measured by 
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the Emotion Regulation Questionnaire, with intentions to quit a job, as measured by the 

Turnover Intention Scale, among degree-seeking employees?  

H03: Affective, continuous, and/or normative commitment does not moderate the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

Ha3: Affective, continuous, and/or normative commitment moderates the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

Assumptions 

Assumptions of a multiple regression model include normal distribution with 

regression residuals (Statistic Solutions, 2019; Field, 2009). Linear relationships between 

the dependent variable and the independent variables residuals with homoscedasticity are 

other assumptions. The absence of multicollinearity is assumed in the model, meaning 

that the independent variables are not too highly correlated. 

The assumptions of the data analyses are like those of the assumptions of the 

regression model. These include the linear relationship between variables. The variance 

around the regression line is the same for all values of independent variables. Errors of 

prediction from the regression line report a normal distribution.  

Multiple regression data analyses for this study reported the R2 (Bakker et al., 

2016). An R2 explains the extent of variance one independent variable has with its 

combined variance of the other independent variables. This combined variance has an 

interaction on the dependent variable.  
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 In other words, an R2 represents the proportion of the variance for the turnover 

intention that is explained by emotion regulation reappraisal, affective commitment, 

continuous commitment, and normative commitment (Maxwell et al., 2015; Walker et al., 

2017). This R2 report indicated an observed variation explained through analyses of 

emotion regulation reappraisal, affective commitment, continuous commitment, 

normative commitment, and turnover intentions among degree-seeking employees. The 

report of the proportion of variance explained decreased likelihood of chance occurrence 

with the independent variables on the dependent variable.  

The R2 reports provided these variables values (Bakker et al., 2016).  Regression 

analyses reports a slope calculation of the reported values (Gilbert et al., 2017; Frankfort-

Nachamias et al., 2014). Computation of the values indicates a slope. A slope designates 

a point where the degrees of freedom (df) and calculated p-values for a two-tailed t-test to 

indicate whether the slope has statistical significance from zero. A report that the slope is 

statistically significant from zero rejected the null hypotheses. Reports of the data 

collection and regression analyses results are in Chapter 4. 

Threats to Validity 

A response given for any other reason than to answer the item or questions 

content was considered bias. Bias occurs from the heterogeneity of populations under 

investigation with several diverse populations and individual differences (American 

Educational Research Association; American Psychological Association; National 

Council on Measurement in Education [AERA, APA, & NCME], 2014). Subgroups 
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within the same population show different biased reactions to item content and this may 

delay score comparability (Camargo et al, 2018; Markus, 2018).  

Biases include differences with the interpretation of items, education level, and 

culture apply scales differently, and lengthy questionnaires may be tiresome and invite 

careless responding (Plieninger, 2017; Wetzel et al, 2016). Survey biases included 

response styles or a tendency to agree with statements and social desirability or align 

responses to expected responses. An unknown degree of measurement bias may have 

occurred with this study. The content, concurrent, and construct validity of the surveys 

minimized survey bias (Menold et al, 2018). 

Ethical Procedures 

Ethical considerations with study follow general principles and guidelines of the 

American Psychological Association for the welfare and protection of participants (APA, 

2016). The considerations include first confidentiality for the protection of the 

participants. Participants' personal information has an exclusion from the survey reported 

data. Participant selection is compliant with minimal risk, fairness, and opportunity to 

voluntary withdrawal from the study.  

This study began with a consent form that briefly explained the study to 

participants in understandable terms. At all times, the guidelines of the office of human 

research protection, the Department of Health and Human Services, and the Belmont 

Report for the collection of evidence were observed (Office of Human Research 

Participants [OHRP]. 2016). Ethical considerations grounded my compliance with 

guidelines and collection of evidential reports (Walden University, 2020a, 2020b).  
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No personal data had part in this data collection at the survey site. Data remains 

owned by the account holder who is the principal investigator of this study. All data 

collected has password protection at SurveyMonkey. Stored data analyses remain on a 

password protected computer. The data analyses will be discarded 5 years after 

completion of the study. 

Summary 

Chapter 3 provided a review the survey research design and methodology applied 

with this study. A description included the population of LinkedIn members and sample 

size needed to provide accurate reports of the measurement explained in this chapter. The 

research design is appropriate to answer the research questions. The data collection and 

data analyses explained in this chapter provides statistical information to support 

hypotheses testing with the null and alternative hypotheses in this study. Results of the 

data collection measurement and data analyses follows in Chapter 4. 
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Chapter 4: Results 

Chapter 4 includes the data collection and the results of the study. The chapter 

begins with discussions of the data collection and administration of the survey 

instruments. Discrepancies in the data collection process outlined in Chapter 3 are 

explained. This chapter includes a report on the data collection, its duration, and rationale 

for a small sample. The chapter continues with the data analyses results and concludes 

with a summary of the information provided in Chapter 4. 

Research Questions and Hypotheses 

Research Question 1: Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict affective, continuous, and normative 

commitment, as measured by the Three-Component Model of Commitment for 

organizational commitment, among degree-seeking employees?   

H01: Emotion regulation reappraisal does not predict affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Ha1: Emotion regulation reappraisal predicts affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Research Question 2: Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict intentions to quit a job, as measured by the 

Turnover Intention Scale, among degree-seeking employees?   

H02: Emotion regulation does not predict intentions to quit a job among degree-

seeking employees. 
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Ha2: Emotion regulation predicts intentions to quit a job among degree-seeking 

employees. 

Research Question 3: Do affective, continuous, and/or normative commitment, as 

measured by the Three-Component Model of Commitment for organizational 

commitment, moderate the relationship of emotion regulation reappraisal, as measured by 

the Emotion Regulation Questionnaire, with intentions to quit a job, as measured by the 

Turnover Intention Scale, among degree-seeking employees?  

H03: Affective, continuous, and/or normative commitment does not moderate the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

Ha3: Affective, continuous, and/or normative commitment moderates the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

Data Collection 

Administration of the data collection through applying the four scales on 

SurveyMonkey ended on July 30, 2020. The survey included all 10 items from the 

Emotion Regulation Questionnaire. All eight items on the Affective Commitment Scale, 

Continuous Commitment Scale, and Normative Commitment Scale respectively were 

included on the survey. A total of 15 items taken from the Turnover Intention Scale were 

applied with the survey. The doctoral survey had 49 questions from these scales. 

Administration of this survey included one question that ask if the recruited LinkedIn 

connection was a degree-seeking employee, and one question for consent to the study. A 
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survey with 51 questions completed construction of this new questionnaire to collect data 

for the data analyses. 

Initial invitations with surveys were sent beginning August 1, 2020, to the 

existing LinkedIn connections recruited during the previous 12 months for this data 

collection. A total of 86 invitations to the surveys were sent to LinkedIn connections who 

had qualifying information in their profiles identifying that they were degree-seeking 

employees. From August 1, 2020, to August 31, 2020, a total of 17 responses were 

received. An additional 23 responses were received back from participants from 

September 1, 2020, through September 23, 2020. 

A total of 40 responses from the emailed invitations were received. Emailed 

invitations included the survey. Emailed invitations to the study that were sent directly 

from SurveyMonkey elicited 26 responses. A SurveyMonkey link embedded in a regular 

email sent from SurveyMonkey made the survey available through the web link and 

elicited 14 responses. All emails applied the same written invitation (see Appendix F).  

Follow-up LinkedIn messages were sent to recruits after the initial emailed survey 

letting them know a survey was sent to them. Next, with survey completion, an automatic 

thank you email was sent via the SurveyMonkey data collection process. For those who 

received the emailed survey and did not complete the survey, reminders were emailed 

every 14 days thereafter through SurveyMonkey. Follow-up emails sent are part of a 

SurveyMonkey process option with collecting surveys. These survey responses were 

anonymous to ensure participants’ confidentiality as indicated in the consent form. The 
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only feedback from recruits was received through receipt of their completed survey and 

its automatic return to the SurveyMonkey data collection dashboard.  

There were 22 incomplete surveys of the 40 surveys collected. There were 12 of 

the 22 incomplete surveys that had the first one or two qualifying questions answered 

although none of the 49 items on the measure were answered. The remaining 10 of the 22 

incomplete surveys did not meet the qualification for the study. Disqualification occurred 

with individuals who answered “no” to the question that asked whether they were degree-

seeking employees or with those who did not consent to the study.  

Discrepancies With the Initial Data Plan 

 A discrepancy occurred with what was reported in Chapter 3 about the proposed 

sample size of 108 individuals that was approved on May 23, 2020. Preparation for the 

SurveyMonkey data collection began after obtaining approval from Walden University’s 

Institutional Review Board on July 20,2020. The planned recruitment of degree-seeking 

employees through the recruitment practice reported in Chapter 3 had collected 

approximately 70 potential recruits through LinkedIn connections. An additional 16 

degree-seeking employees were identified as potential recruits through the same 

recruitment procedure described in Chapter 3. The recruitment practice followed the 

same procedure of reading through each individual profile before making a new 

connection for potential recruits. The 16 potential new recruits were included in the data 

collection. 

The data collection began August 1, 2020. Intervening factors occurred with the 

data collection. These factors included that after the approved sample size, my approved 
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individual academic plan was sent to me on August 5, 2020, indicating a date for 

completion of the data collection and for the data analyses would be on November 1, 

2020. This occurrence was combined with another factor of uncertainty with COVID-19 

and its effect on academic and workplace settings. Searching for new potential recruits to 

take part in the study and complete the data analyses before November 1, 2020, was not a 

possible target date. Realizing the feasibility of collecting a sample size of 108 and 

analyzing the data by the November 1, 2020 was unlikely, a review of the data for 

suitability with a small sample size analyses was made. 

The possibility of having a small sample size was apparent throughout this data 

collection. The highest weekly response rate received on August 2, 2020, was four 

returned surveys. Survey responses gradually decreased to one on September 22, 2020. 

Initial contacts for recruitment were exhausted. Time was not available to recruit degree-

seeking employees, collect data, and conduct the data analyses for the initially proposed 

sample size of 108 with a target date of November 1, 2020. A review of the survey 

responses revealed that 48% of surveys sent were returned, and from the 40 responses, 18 

of those responses were completed surveys. On September 27, 2020, a decision was made 

to move forward and to conduct the data analyses for completing this study. The data 

analyses results were sent to the dissertation committee for review.  

The current data collection provides a small sample N < 20 that should not be 

excluded from research (Aguinis et al., 2018). Conducting data analyses to find an effect 

size and R² among this sample was completed. The expectation for effect size with the 
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current sample size changed from medium to small with data analyses of a sample of N = 

18.  

Reports from this sample size kept a β weight of 0.20 with statistical power of 

0.80 indicated no more than a 20% chance of a Type II error from any false-negative 

report occurred and prevented failing to reject the null hypotheses when the null 

hypotheses were false (Aguinis & Harden, 2009). Although previous research concerning 

small samples suggest modification with statistical alpha levels, this data analyses kept 

the alpha level at 0.05. Type I or Type II errors were minimized through maintaining a β 

weight of 0.20. The data analyses from this study show that excluding this small sample 

would exclude significant findings previously undetected in research. 

Rationale for data analyses with this small sample size was knowing whether 

degree-seeking employees report small effects concerning their practice of emotion 

regulation reappraisal that have gone unreported in research (Aguinis & Gottfredson, 

2010; Aguinis et al., 2017). Missing a small effect because of only a 48% response rate 

would indicate research bias that 48% of the 18 participants responses was a moderator, 

opposed to quantitatively investigating the variables described in this study. Response 

rates and time frames were not part of that data plan in Chapter 3. It was my decision to 

continue with the study because it provided an opportunity to discover whether degree-

seeking employees who took part in this study practice emotion regulation reappraisal 

and to answer the research questions. 
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Treatment of Missing Data 

This study reports mean values for the magnitude of the average correlation 

coefficient between independent variables with the dependent (Maxwell, 2000). Each 

independent variable offers statistical data for predictions with the dependent variable 

(Aguinis et al., 2005; Baruch & Holtom, 2008). Thus, the change in R² reflects missing 

data. Missing response data distort the percentage of variance accounted for the 

dependent variable through the independent variables. To minimize distortion, imputation 

was conducted with the weighted mean value for each missing scaled item response. 

The Emotion Regulation Questionnaire, the Three-Component Model for 

Commitment, and the Turnover Intention Scale combined to make a new assessment of 

emotion regulation reappraisal, affective commitment, continuous commitment, and 

normative commitment on predicting turnover intentions. The measure of the 

independent variable’s predictions on the dependent variable with this study is beyond 

what is currently known from these measurements. Incremental validity with the measure 

is shown through a mean value from a numerically scaled response or nonresponse to 

each item (Aguinis et al, 2018; Hayes & Lynch, 2003). 

 Each item on these scales was necessary for predictions made with scaled item 

measures, and imputation of missing data on the 18 surveys. Data values not scored for a 

variable contribute a significant effect on the conclusions that can be drawn from the 

data. Missing data decreases the representativeness of the sample and threaten the 

validity of results that connect invalid conclusions. The imputation with missing data 
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values on the 18 surveys in the data analyses was conducted to maintain statistical power. 

The results revealed probability to reject the null hypothesis when it is false. 

Participants responses to items on the questionnaires showed a weighted mean for 

each response among those who took part in the study. A weighted mean for each item 

response offered a sample mean that contributes to its generalizability. No other 

descriptive subgroup mean values were available for imputation. Weighted mean values 

from each item response on the questionnaires contributed the necessary information for 

imputation to match with missing item scores. 

On August 1, 2020, this data collection began and continued until September 23, 

2020 at 12:10 pm. The data collection included a total of N = 40 survey responses. From 

that total, n = 22 of the respondents were disqualified for not being a degree-seeking 

employee, not consenting to the study, or not scoring any of the 49 items on the survey. 

Discrepancy in the returned survey data was attributed to maturation with the pool of 

potential participant recruits during the previous 12 months with their no longer being 

degree-seeking and employed. Another consideration with surveys not completed 

recognized those who elected not to agree with consent with this study. To begin the data 

analyses, the n = 22 disqualified surveys were deleted from the data analyses. 

Deletions of disqualified surveys left 18 qualified respondents. Nonresponse items 

were observed on the 18 surveys. Missing item responses were observed on surveys with 

item responses 22, 23, 25, 26, 27, 28, 29, 30, 31, 32, 33, 34, 35, 36, 37, 38, 39, 40, 41, 

and 42.  
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Nonresponse items were less than 3% of all items with the data collection. A 

selection for imputation with weighted means of scaled items opposed to deletion of 

surveys with missing nonresponse items was made. Imputation with nonresponse items 

provided complete analyses with all returned surveys with nonresponse data value 

surveys items. The missing items on surveys returned as not degree-seeking employee 

and participants who did not agree to consent to the study were not included in the 

imputation.  

A correct description of the independent variables predictive power was 

anticipated through imputation of nonresponse items in this samples data collection. 

Deletion of surveys with non-response items would decrease the variance estimates and 

distort the reported R² (Hayes & Lynch, 2003; Rubin, 1987). Distribution of item 

response data applied for imputation was not biased. Data applied for imputation 

included only the weighted mean value of the identified nonresponse item in the data 

collection.  

Results 

Multiple regression analyses were conducted. The data analyses included 

participants responses from the Emotion Regulation Questionnaire, the Affective 

Commitment Scale, the Continuous Commitment Scale, the Normative Commitment 

Scale, and the Turnover Intension Scale measures. The data collection was taken from 

SurveyMonkey and manually input to SPSS. Random numbers were assigned to surveys 

to protect the participants identity. 
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Descriptive statistics for turnover intentions, M = 48.80, SD = 11.56, N =18. 

Emotion regulation reappraisal descriptive statistics reported M = 32.33, SD = 5.09, N 

=18, affective commitment reported M = 32.38, SD = 6.818, N =18, continuous 

commitment, M = 26.58, SD = 7.011, N =18, and normative commitment M = 30.75, SD 

= 6.719, N =18. Descriptive statistic conducted with SPSS reported data frequencies for 

emotion regulation reappraisal Mdn = 31.00, mode = 31.00, affective commitment Mdn = 

32.50, mode = 34.00, continuous commitment Mdn = 27.00, mode = 27.00, normative 

commitment Mdn = 31.50, mode = 26.00, and turnover intention Mdn = 49.00, mode = 

55.00. 

Correlations reported associations between emotion regulation reappraisal and the 

Affective Commitment Scale, Continuous Commitment Scale, Normative Commitment 

Scale, and Turnover Intention Scale. Table 1 shows that there is no linear correlation 

between variables, and the data analyses continued to investigate non-linearly 

associations with multiple regressions. 
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Table 1 

 

Correlations for Emotion Regulation Reappraisal, Affective Commitment, Continuous 

Commitment, Normative Commitment, and the Turnover Intention Scale 

Variable TIS ERR AC CC NC 

TIS 1.000 -.065 0.2554 0.391 0.097 

ERR -0.065 1.000 0.246 -0.070- 0.302 

AC 0.255 0.246 1.000 0.034 0.127 

CC 0.391 -0.070 -0.034 1.000 0.219 

NC 0.097 0.302 0.127 0.219 1.000 

N 18 18 18 18 18 

 

Note. Dependent variable: Turnover Intention Scale. Predictors: emotion regulation 

reappraisal, affective commitment, continuous commitment, and normative commitment. 

TIS = Turnover Intention Scale; ERR = emotion regulation reappraisal; AC = affective 

commitment; CC = continuous commitment; NC = normative commitment. 

 

The regression analyses model summary in Table 2 illustrates survey data 

collected from the Emotion Regulation Questionnaire Scale. Items one, three, five, seven, 

eight, and 10 from the Emotion Regulation Questionnaire measured emotion regulation 

reappraisal. The items were measured with a 7-point Likert scale. A range of responses 

on the scale were selected from 1 strongly disagree to 7 strongly agree are included with 

this data.  

The Affective Commitment, Continuous Commitment, and Normative Scales 

measures affective, continuous, and normative commitment items one through eight, 

respectively. Items were responded to on a 7-point Likert scale. A range of responses on 

the scale from 1-strongly disagree to 7- strongly agree are included with this data. 
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The Turnover Intention Scale measures turnover intention items one through 15. 

Items were responded to on a 5-point Likert scale. A range of responses on the scale from 

items one, four, five, six, eight, and nine, measured with a Likert Scale rating of one 

indicating never, to five indicating always, are included in the data. Survey responses on 

the scale from items two, 12, and 15 measured with a Likert Scale rating of one 

indicating never to five indicating always, are included in the data. Survey responses on 

the scale from item with a Likert Scale rating of one indicating very satisfying to five 

indicating totally dissatisfying, are included in the data. Survey responses on the scale 

with item seven measured on a Likert Scale with one indicating highly unlikely to five 

indicating very likely, are included in the data. Survey responses on the scale from items 

10, 11,13, and 14 measured on a Likert Scale indicating one means no extent to five 

indicating a very large extent, are included in the data.  

Table 2 

Multiple Regression Model 1 Summary for Emotion Regulation Reappraisal and 

Affective, Continuous, and Normative Commitment 

R 

 

R² 

 

Adjusted 

R² 

SE 

 

R² 

change 

F 

change 

df1 

 

df2 

 

Sig. F 

Change 

0.486 0.236 0.001 11.562 0.236 1.006 4 13 0.440 

 

Note. Predictors: emotion regulation reappraisal, affective commitment, continuous 

commitment, normative commitment (constant). Dependent variable: turnover intention. 

Results for Research Question 1 

Research Question 1. Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict affective, continuous, and normative 
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commitment, as measured by the Three-Component Model of Commitment for 

organizational commitment, among degree-seeking employees?   

H01: Emotion regulation reappraisal does not predict affective, continuous, and/or 

normative commitment among degree-seeking employees. 

Ha1: Emotion regulation reappraisal predicts affective, continuous, and/or 

normative commitment among degree-seeking employees. 

To approach Research Question 1, a multiple linear regression analysis was 

conducted to evaluate the prediction of emotion regulation reappraisal and components of 

organizational commitment. The results of the multiple linear regressions analysis 

revealed the independent variable emotion regulation reappraisal not to be a statistically 

significant predictor with the model p = 0.356 meaning that p > 0.05. Results of the 

multiple regression analysis revealed no statistically significant association between 

emotion regulation reappraisal and organizational commitment (Table 3).  

However, results of the multiple linear regressions revealed a statistically 

significant association between emotion regulation reappraisal controlling for item seven 

on the emotion regulation scale with items one on the emotion regulation scale, item 

three on the emotion regulation scale, and item five on the emotion regulation scale and 

holding affective commitment constant (Table 7). 
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Table 3 

 

Regression of the Association Between Emotion Regulation Reappraisal and 

Organizational Commitment 

Variable B SE t p 95% CI 

(Constant) -22.816 21.645 -1.054 0.308 [-68.702 23.070] 

 

Emotion 

regulation 

reappraisal 

0.629 0.662 0.951 0.356 [-0.774    2.032] 

 

Note. Dependent variable: Organizational commitment (constant). 

Results for scale item number eight on the emotion regulation scale, and item 

number 10 on the emotion regulation scale reported no significant association from this 

sample to reject the null hypotheses. Emotion Regulation Questionnaire items 1, 3, 5, 7, 

8, and 10 on the emotion regulation scale reported no significant association with the 

Normative Commitment Scale items and Continuous Commitment Scale items. 

Holding affective commitment constant with the emotion regulation item number 

one, the regression coefficient B = 0.345, 95% C.I [-2.464, 3.155] p > 0.05 associated 

with emotion regulation reappraisal suggests that with each additional one-unit increase 

of emotion regulation reappraisal, affective commitment increases 0.345, p > 0.05. The 

association suggests that with each additional 0.345-unit score increase of the emotion 

regulation scale item number one accounts for 0% of the variation, which means that 

100% of the variance in the affective commitment component of organizational 

commitment cannot be explained by emotion regulation, item number one, alone. The 

confidence interval associated with the regression analysis does contain 0.0 which means 
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the null hypothesis, emotion regulation reappraisal does not predict affective commitment 

among degree-seeking employees, cannot be rejected. 

Table 4 

 

Regression of the Association Between Affective Commitment and Emotion Regulation 

Reappraisal (Item 1) 

Variable B SE t p  95% CI 

(Constant) 30.458 7.259 4.208 0.001 [15.159 45.937] 

ERR 1 0.345 1.32 0.260 0.798 [-2.464 3.155] 

 

Note. Dependent variable: affective commitment (constant). ERR = emotion regulation 

reappraisal. 

Holding affective commitment constant and controlling for item number three on 

the emotion regulation scale, the regression coefficient B = -0.550, 95% C.I [-3.428, 

2.328] p > 0.05 associated with emotion regulation reappraisal suggests that with each 

additional one-unit score of emotion regulation reappraisal with affective commitment 

there is a unit score change (Table 5). The association suggests that with each additional 

one-unit score decrease of -0.550 with emotion regulation scale item number three, there 

was a -0.550, p > 0.05 one-unit decrease with affective commitment component for 

organizational commitment that cannot be explained by the Emotion Regulation 

Questionnaire scale item number three alone (Table 5). The confidence interval 

associated with the regression analysis does contain 0.0 which means the null hypothesis, 

Emotion regulation reappraisal does not predict affective commitment among degree-

seeking employees, cannot be rejected. 
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Table 5 

 

Regression of the Association Between Affective Commitment and Emotion Regulation 

Reappraisal (Item 3) 

Variable B SE t p  95% CI 

(Constant) 32.027 8.249 3.861 0.002 [14.349 49.706] 

ERR 3 -0.550 1.350 -0.115 0.690 [-3.428    2.328] 

 

Note. Dependent variable: affective commitment (constant). ERR = emotion regulation 

reappraisal. 

Holding affective commitment constant and controlling for item number five on 

the emotion regulation scale, the regression coefficient B = 0.718, 95% C.I [-15.17, 

2.953] p > 0.05 associated with the emotion regulation scale item number five suggests 

that with each additional one-unit score increase of 0.718 of the emotion regulation scale 

item number five, the affective commitment unit score increases 0.718, p > 0.05. The 

association suggests that with each additional one-unit score increase with the emotion 

regulation scale item number five, there was a 0.718-unit increase with affective 

commitment that accounts for the variation in organizational commitment as measured by 

the Affective Commitment Scale, which means that the variance in organizational 

commitment cannot be explained by emotion regulation reappraisal the emotion 

regulation scale item number five alone (Table 6). The confidence interval associated 

with the regression analysis does contain 0.0 which means the null hypothesis, Emotion 

regulation reappraisal does not predict affective commitment among degree-seeking 

employees, cannot be rejected. 
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Table 6 

 

Regression of the Association Between Affective Commitment and Emotion Regulation 

Reappraisal (Item 5) 

Variable B SE t p 95% CI 

(Constant) 27.142 11.024 2.462 0.027 [34.97 50.786] 

ERR 5 0.718 1.042 0.689 0.502 [-1.517 2.953] 

 

Note. Dependent variable: affective commitment (constant). ERR = emotion regulation 

reappraisal. 

Holding affective commitment constant and controlling for the emotion regulation 

scale item number seven with the emotion regulation scale item number one, the emotion 

regulation scale item number three, and the emotion regulation scale item number five, 

the regression coefficient B = 6.401, 95% C.I [1.140, 11.661] p < 0.05 associated with 

emotion regulation reappraisal suggests that with each additional unit score increase of 

emotion regulation reappraisal 6.401, the affective commitment unit score increases 

6.401, p <0.05. The association suggests that with each additional one-unit score increase 

of the emotion regulation scale item number seven , there was a 6.401 increase with 

affective commitment that accounts for 37.8% the variation in the affective commitment 

component of organizational commitment as measured by the Affective Commitment 

Scale, which means that 62.2% of the variance in organizational commitment cannot be 

explained by emotion regulation reappraisal the emotion regulation scale item number 

seven alone. The confidence interval associated with the regression analysis does not 

contain 0.0 which means the null hypothesis, Emotion regulation reappraisal does not 
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predict affective commitment among degree-seeking employees, can be rejected (Table 

7). 

Table 7 

 

Regression of the Association Between Affective Commitment and Emotion Regulation 

Reappraisal (Item 7) 

Variable B SE t p 95% CI 

(Constant) 17.177 9.991 1.719 0.109 [-4.409 38.762] 

ERR 7 6.401 2.435 2.629 0.021 [1.140 11.661] 

 

Note. Dependent variable: affective commitment (constant). ERR = emotion regulation 

reappraisal. 

Holding the emotion regulation scale item number one, the emotion regulation 

scale item number three, the emotion regulation scale item number five held constant 

with the emotion regulation scale item number eight, and the emotion regulation scale 

item number seven, the regression coefficient for item number eight shows B = -1.326 , 

95% C.I [-5.666, 3.014] p > 0.05 associated with Emotion Regulation Questionnaire item 

8 suggests that with each one-unit score decrease of -1.326 of the Emotion Regulation 

Questionnaire item number eight, the affective commitment unit score decreases -1.326, 

p > 0.05 (Table 8). The full variance in the affective commitment component for 

organizational commitment cannot be explained by the emotion regulation scale item 

number eight alone. The confidence interval associated with the regression analysis does 

contain 0.0 which means the null hypothesis, Emotion regulation reappraisal does not 

predict affective commitment among degree-seeking employees, cannot be rejected. 
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Table 8 

 

Regression of the Association Between Affective Commitment and Emotion Regulation 

Reappraisal (Item 8) 

Variable B SE t p 95% CI 

(Constant) 17.093 10.213 1.674 0.120 [-5.159 39.346] 

ERR 8 -1.326 1.992 -0.666 0.518 [-5.666 3.014] 

 

Note. Dependent variable: affective commitment (constant). ERR = emotion regulation 

reappraisal. 

Holding affective commitment constant with the emotion regulation scale item 

number one, the emotion regulation scale item number three, the emotion regulation scale 

item number five, the emotion regulation scale item number eight, the emotion regulation 

scale item number seven, and controlling for the emotion regulation scale item number 10 

the regression coefficient B = 1.327, 95% C.I [-6.885, 9.539] p > 0.05 associated with 

emotion regulation reappraisal suggests that with each additional one-unit score of 

emotion regulation reappraisal, the affective commitment increases (Table 9). The 

association suggests that with each additional 1.327-unit score increase of the emotion 

regulation scale item number 10, there was a 1.327 p > 0.05 increase with affective 

commitment that accounts for the variation in organizational commitment as measured by 

the Affective Commitment Scale, which means that the full variance in organizational 

commitment cannot be explained by Emotion Regulation Questionnaire item 10 alone. 

The confidence interval associated with the regression analysis does contain 0.0 which 

means the null hypothesis, Emotion regulation reappraisal does not predict affective 

commitment among degree-seeking employees, cannot be rejected. 
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Table 9 

 

Regression of the Association Between Affective Commitment and Emotion Regulation 

Reappraisal (Item 10) 

Variable B SE t p 95% CI 

(Constant) 15.237 11.711 1.309 0.217 [-10.449 41.103] 

ERR 10 1.327 3.731 0.356 0.729 [-6.885 9.539] 

 

Note. Dependent variable: affective commitment (constant). ERR = emotion regulation 

reappraisal. 

Results for Research Question 2 

Research Question 2. Does emotion regulation reappraisal, as measured by the 

Emotion Regulation Questionnaire, predict intentions to quit a job, as measured by the 

Turnover Intention Scale, among degree-seeking employees?   

H02: Emotion regulation does not predict intentions to quit a job among degree-

seeking employees. 

Ha2: Emotion regulation predicts intentions to quit a job among degree-seeking 

employees. 

To approach Research Question 2, a multiple linear regression analysis was 

conducted to evaluate the prediction of turnover intention from emotion regulation 

reappraisal. The results of the multiple linear regressions analysis revealed the 

independent variable emotion regulation reappraisal not to be a statistically significant 

predictor the model p = 0.978 meaning that p > 0.05 (Table 10). Results of the multiple 

regression analysis revealed no statistically significant association between Turnover 

Intention Scale Items 1 through 15 and the emotion regulation scale items one, three, 
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five, seven, eight, and 10 that measure emotion regulation reappraisal. The confidence 

interval associated with the regression analysis does contain 0.0 which means the null 

hypothesis, Emotion regulation does not predict intentions to quit a job among degree-

seeking employees, cannot be rejected. 

Table 10 

 

Regression of the Association Between Turnover Intention and Emotion Regulation 

Reappraisal 

Variable B SE t p 95% CI 

(Constant) 48.786 2.876 16.966 0.000 [42.960 54.882] 

ERR 0.009 0.331 0.028 0.978 [-0.692 0.712] 

 

Note. Dependent variable: turnover intention (constant). ERR = emotion regulation 

reappraisal. 

Results for Research Question 3 

Research Question 3: Do affective, continuous, and/or normative commitment, as 

measured by the Three-Component Model of Commitment for organizational 

commitment, moderate the relationship of emotion regulation reappraisal, as measured by 

the Emotion Regulation Questionnaire, with intentions to quit a job, as measured by the 

Turnover Intention Scale, among degree-seeking employees?  

H03: Affective, continuous, and/or normative commitment does not moderate the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 
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Ha3: Affective, continuous, and/or normative commitment moderates the 

relationship of emotion regulation reappraisal with intentions to quit a job among 

degree-seeking employees. 

To approach Research Question 3, multiple regressions analyses were performed 

using SPSS. The outcome variable was turnover intentions. The predictor was emotion 

regulation reappraisal. The hypothesized moderator variable evaluated for the analysis 

was affective commitment. The interaction between emotion regulation reappraisal and 

turnover intention was reported not significant, B = -0.308, C.I [-0.1394, 1.053], p = 

0.669. No statistical significance was revealed between emotion regulation with the 

moderator affective commitment on turnover intentions B = -0.236, C.I [-0.947, 0.923], p 

= 0.907.   

The interaction between both terms, emotion regulation and affective commitment 

were found to be not statistically significant B = 0.116, C.I [-0.020, 0.251], p = 0.089 

(Table 11). The confidence interval associated with the regression analysis does contain 

0.0 which means the null hypothesis, Affective, continuous, and/or normative 

commitment does not moderate the relationship of emotion regulation reappraisal with 

intentions to quit a job among degree-seeking employees, cannot be rejected. 
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Table 11 

 

Moderator Analyses: Affective Commitment Moderation with Emotion Regulation on 

Turnover Intentions  

 Effect B SE 95% CI 

LL 

95% CI 

UL 

p 

 Intercept 0.268 2.890 -5.892 6.694 0.927 

Model 1 ERR -0.308 0.579 -1.542 0.927 0.603 

 AC 0.489 0.433 -0.434 1.412 0.276 

 

 Intercept -0.794 2.751 -6.694 5.106 0.777 

Model 2 ERR -0.236 0.540 -1.394 0.923 0.669 

 AC 0.056 0.468 -0.947 1.059 0.907 

 ERRXAC 0.116 0.063 -0.020 0.251 0.089 

 

Note. Dependent variable: turnover intention (constant). ERR = emotion regulation 

reappraisal; AC = affective commitment.  

Similar results were found for the moderator variables evaluated for the analysis 

with continuous and normative commitment. The interaction between emotion regulation 

B = -0.127, C.I [-1.198, 0.943], p = 0.802 and continuous commitment B = 0.331, C.I –

[0.502, 1.163], p = 0.409 on turnover intention were revealed not significant (Table 12). 

The interaction between both terms, emotion regulation and continuous commitment was 

found to be not statistically significant B = 0.104, C.I [-0.036 - 0.243], p = 0.133.  The 

confidence interval associated with the regression analysis does contain 0.0 which means 

the null hypothesis, affective, continuous, and/or normative commitment does not 
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moderate the relationship of emotion regulation reappraisal with intentions to quit a job 

among degree-seeking employees, cannot be rejected. 

Table 12 

 

Moderator Analyses: Continuous Commitment Moderation with Emotion Regulation on 

Turnover Intentions 

 Effect B SE 95% CI 

LL 

95% CI 

UL 

p 

 Intercept -0.344 2.685 -6.068 5.380 0.900 

Model 1 ERR -0.081 0.523 -1.196 1.034 0.879 

 CC 0.667 0.342 -0.062 1.396 0.070 

 

 Intercept 0.044 2.568 -5.465 5.552 0.987 

Model 2 ERR -0.127 0.499 -1.198 0.943 0.802 

 CC 0.331 0.388 -0.502 1.163 0.409 

 ERRXCC 0.104 0.065 -0.036 0.243 0.133 

 

Note. Dependent variable: turnover intention (constant). ERR = emotion regulation 

reappraisal. CC = continuous commitment.  

The interaction between emotion regulation B = -0.416, C.I [-1.849, 1.018], p = 

0.544 and normative commitment B = 0.023, C.I [-1.145, 1.191], p = 0.967 was found to 

be not statistically significant. The interaction between both terms, emotion regulation 

and normative commitment on turnover intentions was revealed to be not statistically 

significant B = 0.083, C.I [-0.166, 0.333], p = 0.486 (Table 13). The confidence interval 

associated with the regression analysis does contain 0.0 which means the null hypothesis, 
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Affective, continuous, and/or normative commitment does not moderate the relationship 

of emotion regulation reappraisal with intentions to quit a job among degree-seeking 

employees, cannot be rejected. 

Table 13 

 

Moderator Analyses: Normative Commitment Moderation with Emotion Regulation on 

Turnover Intentions 

 Effect B SE 95% CI 

LL 

95% CI 

UL 

p 

 Intercept 0.280 3.035 -6.189 6.749 0.928 

Model 1 ERR -0.234 0.609 -1.532 1.063 0.705 

 NC 0.221 0.462 -0.763 1.205 0.639 

 

 Intercept -0.357 3.211 -7.244 6.530 0.913 

Model 2 ERR -0.416 0.669 -1.849 1.018 0.544 

 NC 0.023 0.545 -1.145 1.191 0.967 

 ERRXNC 0.083 0.116 -0.166 0.333 0.486 

 

Note. Dependent variable: turnover intention (constant). ERR = emotion regulation 

reappraisal; NC = normative commitment.  

Assumptions of Multiple Regressions 

Multiple linear regression analyses assumptions required linear relationships 

between variables, residuals that are normally distributed, no multicollinearity VIF < 

1.310, and homoscedasticity (Frankfort-Nachmias et al. 2014; Statistic Solutions, 2019). 

All were visualized using a scatterplot (see Figures 1-4). Pearson’s correlation coefficient 
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(Table 1) provided data for linearity of variables in this study, and outliers were not 

shown. 

Figure 1 

 

Homoscedasticity for Turnover Intention and Affective Commitment 

 

Figure 2 

 

Homoscedasticity for Turnover Intention and Emotion Regulation Reappraisal 
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Figure 3 

 

Homoscedasticity for Turnover Intention and Continuous Commitment 

 
 

Figure 4 

 

Homoscedasticity for Turnover Intention and Normative Commitment 

  

Summary 

The research hypotheses in this study were non-directional. The data analyses 

reports supported the alternative hypothesis number one. The null hypotheses two and 

three were not rejected. The data collection provided a small sample that support 

statistical strength of an association with emotion regulation reappraisal, affective, 

continuous, normative commitment, and turnover intentions among degree-seeking 

employees not previously reported in research. The data analyses provided significant 
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reports with these variables for directional hypotheses in the future. The results report 

emotion regulation reappraisal may manage emotion expected on jobs. Implications are 

discussed in Chapter 5. 
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  Chapter 5: Discussion, Conclusions, and Recommendations 

The purpose of this quantitative survey research study was to investigate emotion 

regulation reappraisal, affective, continuous, and normative components of organizational 

commitment among degree-seeking employees and their intentions to quit jobs (Allen & 

Meyer, 1990b; Gross & John, 2003; Roodt, 2004). The United States Department of 

Labor (2019) reported that degree requirements for jobs would steadily increase in future 

years and that 87% of employees in projected growth occupations would work full-time 

before or after seeking a degree. This study has implications for positive social change in 

that emotion regulation reappraisal practiced among degree-seeking employees who work 

full, or part time demonstrate a strategy to manage emotion expected on jobs (Naragon-

Gainey et al., 2018). The knowledge that the practice of emotion regulation reappraisal 

has a positive impact on appropriate emotion displayed at work could lead other degree-

seeking employees across organizations to practice reappraisal (Mérida-López et al., 

2017; Sohn et al., 2018). This study provides research practitioners and human resource 

management personnel with information they can use to increase the job retention of 

degree-seeking employees who practice reappraisal with their jobs in organizations 

(SHRM, 2018).  

Results of this study contribute knowledge has results for positive social change 

among degree-seeking employees, human resource personnel, and research practitioners 

to understand emotion regulation. A quantitative design features self-report surveys 

(Creswell, 2013; Groves et al., 2009; Jabrayilov et al., 2016). The self-reported 

questionnaires included measures for emotion regulation reappraisal and affective, 
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continuous, and normative commitments. A measure for turnover intention was included 

in the quantitative responses from participants. 

Findings from this quantitative nonexperimental study provides evidence from a 

small sample size for a theory-and model-based evaluation. The study provides evidence 

for future research on appraisal theory related to emotion regulation. Hypotheses in this 

study cannot be causally confirmed, or causally disconfirmed, without an experimental 

design. By using an experimental design, a researcher may be able to detect a causal 

effect to make a prediction concerning emotion regulation reappraisal, organizational 

commitment, and turnover intentions. This study provides a detailed explanation of 

effects related to emotion regulation reappraisal, organizational commitment, and 

turnover intention among degree-seeking employees to apply with future tests for causal 

relationships. 

This study reported responses from a small sample for data analyses. The 

measures in the survey report a quantitative explanation with modest effects related to 

appraisal theory. The quantitative measures integrate questionnaires to assess emotion 

regulation, organizational commitment, and turnover intention among degree-seeking 

employees. Evidence from the data analyses suggest that degree-seeking employees 

practice emotion regulation reappraisal. Future replication of this study may increase 

knowledge of whether degree-seeking employees’ practice of emotion regulation 

reappraisal has an association with organizational commitment and turnover intentions 

throughout varying organizations.  
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Results of this study reports evidence of an effect with emotion regulation, 

organizational commitment, and turnover intentions that was previously unmeasured 

among degree-seeking employees. The results were not previously reported for inclusion 

in the construct of appraisal theory with the Emotion Regulation Questionnaire, the 

Three-Component Model of Commitment for organizational commitment, and the 

Turnover Intention Scale.  

Results indicate that when the participants want to feel more positive emotion, 

they change the way they think about the situation. Sohn et al. (2018) reported that 

feeling more positive emotion decreases stress from the work situation and decreases 

emotion suppression. Employees may alter inappropriate emotion to an appropriate 

emotion expected by their employer to meet organizational goals (Grandey & Melloy, 

2017; Sohn, et al., 2018). A strategy to modify negative emotion to positive emotion is 

emotion regulation reappraisal. 

Summary of the Findings 

This study expands on previous research. Results contribute to literature on the 

practice of emotion regulation reappraisal and commitment to academics and work 

among degree-seeking employees. An objective of this study was to report whether 

degree-seeking employees practice emotion regulation reappraisal.  

An effect size for this study of 0.07, based on the literature (Cohen, 1988) was 

initially planned. The effect size was based on Cohen’s (1988) recommendations for 

small, medium, and large effects. An effect size of 0.07 was expected from a sample of 

108 degree-seeking employees with 0.80 statistical power level and a 95% confidence 
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interval level. The sample size reported in Chapter 3 was 108, which was large enough to 

expect a small to large effect size. Still, it is important to note that only 18 degree-seeking 

employees took part in the study and completed the surveys. 

A proposed large medium effect with R2 = 0.07, β = 0.20, and a sample size of 

108 degree-seeking employees for the survey research was planned (Green & Salkind, 

2011). An alpha level is set at 0.05 to report acceptance that a 5% chance of Type I error 

rate would occur in the study (Fiedler & Schwartz, 2016; Fiske & Campbell, 1992; 

Simmons et al., 2011). An arbitrary power level of 80% was applied to report a 

statistically significant difference detected that would minimize Type II error (Cohen, 

1988; Odetunde et al., 2017; Patton, 2002). This means that a Type I error may occur 

through chance results opposed to problems with this study design.  

Consideration of alpha levels of this small sample size included balancing a report 

of Type I and Type II error. This small sample had increased likelihood of Type II error. 

Despite the small sample size, the model summary reported SE = 2.435, C.I [1.140 

11.661], p = < 0.05 for emotion regulation reappraisal item seven and affective 

commitment. These values suggest that the population score for emotion regulation 

reappraisal item seven is expected to fall between 1.140 and 11.661 with future random 

samples, 95% of the time. 

Interpretation of the Findings 

Through conducting multiple regressions with affective commitment and emotion 

regulation item number one on the emotion regulation scale, item number three on the 

emotion regulation scale, and item number five on the emotion regulation scale the report 
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the regression coefficient B = 6.401, 95% CI [1.140, 11.661], p < 0.05. This significant 

association with emotion regulation reappraisal suggests that with each additional unit 

score of emotion regulation reappraisal, the affective commitment unit score increases.  

 It is significant that Item 7 on the emotion regulation scale, “When I want to feel 

more positive emotion, I change the way I’m thinking about the situation,” was reported 

as a practiced emotion regulation reappraisal item with this small sample of degree-

seeking employees. Table 14 reports the variance explained and probability of Item 7. 

Table 14 

 

Multiple Regression for Emotion Regulation Reappraisal Predicting Affective 

Commitment 

Variable R² F df1 df2 p  
0.378 6.910 1 13 0.021 

 

Note. Predictors: Emotion Regulation Items 1, 3, 5, and 7. Dependent variable: Affective 

Commitment. 

 

Reports of the means and standard deviation scores place this study in line with 

previous research. Matsumoto et al. (2008) conducted a study of 458 United States 

university student participants. The reported M = 4.77, SD = 0.98, and α = 0.77. More 

recently, Preece et al. (2019) reported data for three samples of students N = 16 

respectively. The means and standard deviations for the three samples were as follows: 

Sample 1 (M = 29.00, SD = 6.68), Sample 2 (M = 28.97, SD = 7.09), and Sample 3 (M = 

28.61, SD = 7.32), respectively. The descriptive statistics for this current study were as 

follows: M = 32.33, SD = 5.09, N = 18. The means and standard deviations reported with 

this small sample of degree-seeking employees in this study and Preese et al’s (2019) 



99 

 

study suggest that the standard deviations with future studies of small groups should 

decrease with future investigative study.   

All five data sets applied the Emotion Regulation Questionnaire, and the sample 

included a similar academic population characteristic. Only this study investigated an 

employee population enrolled in academic programs. The means of the data sets M = 

4.77 indicate that the data fall plus or minus 0.98 points from the sample mean, the M = 

28.61 indicated that data fall plus or minus 7.32 points from the mean,  the M = 28.97 

indicated that data fall plus or minus 7.09 points from the data set mean, the M = 29.00 

indicated that data fall plus or minus 6.68 points from the mean of this data set, the M = 

32.33 indicated that data fall plus or minus 5.09 points from the mean of this data set. 

The degree-seeking employees in the study reported a higher M = 32.33 with emotion 

regulation than participants in Preece et al.’s (2019) report and less than participants in 

the Matsumoto et al. (2008) data set.  

Mean scores with standard deviation scores illustrate where this study’s data 

extends current knowledge with research. The Emotion Regulation Questionnaire was 

applied for measurement with these five sets of data. Descriptive statistics, SD = 0.98, 

SD = 5.09, SD = 6.68, SD = 7.09 SD = 7.32 report the dispersion of data from the five 

data sets. Findings from this study infer that the data had less dispersion than three sets 

of data and has a greater dispersion than one data set.  

Preese et al. (2016) indicated that their study’s data set, SD = 7.32 reported the 

maximum variance. Matsumoto et al. (2008) reported the least variance. Variance 

reported from the data set with this study fell between the Preese et al. and Matsumoto et 
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al. dispersion. Scores reported from this study contribute data analyses that extend 

knowledge beyond Preese et al. and Matsumoto reports on the dispersion of participants 

responses collected with the Emotion Regulation Questionnaire.  

The means and standard deviations reports suggest that data collected in this 

study explained variance of Emotion Regulation Questionnaire Item 7. The dispersion of 

data reported from this study shows degree-seeking employees demonstrate a modest 

practice of emotion regulation. These results support rejection of the null hypothesis for 

Research Question 1 that asked whether emotion regulation reappraisal predicts 

organizational commitment.  

Previous reports indicated that affective commitment describes work performance 

driven by positive affect and emotions that decrease turnover intentions (Agostini et al., 

2019; McCormick & Donohue, 2019). Prediction with decreased turnover and the 

organizational commitment model did not include reports of an impact from emotion 

regulation reappraisal. Current and significant results from this study report variance 

with emotion regulation scaled Item 7 and affective commitment not previously reported 

to decrease turnover. 

The approach applied with multiple regression conducted for Research Question 

2 did not support rejection of the null hypothesis. The sample size was 18. Multiple 

regressions were performed to test if emotion regulation reappraisal predicted turnover 

intention among degree-seeking employees. Results of the multiple linear regressions 

analysis revealed the independent variable emotion regulation reappraisal to not be a 

statistically significant predictor with the model p = 0.978 meaning that p > 0.05.  
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The multiple regression conducted for Research Question 3 did not support 

rejecting the null hypothesis. Multiple regressions performed with this sample (N = 18) 

tested whether affective, continuous, and/or normative commitment moderated emotion 

regulation reappraisal to predict turnover intention among degree-seeking employees.  

 The moderation between, emotion regulation and affective commitment was 

found to be not statistically significant B = 0.116, C.I [-0.020, 0.251], p = 0.089. An 

interaction between emotion regulation and continuous commitment was found to be not 

statistically significant B = 0.104, C.I [-0.036 - 0.243], p = 0.133. Similarly, the 

interaction between emotion regulation and normative commitment on turnover 

intentions was revealed to be not statistically significant B = 0.083, C.I [-0.166, 0.333], p 

= 0.486.   

Limitations of the Study 

Limitation with this study include the parameters applied with quantitative survey 

research measures and self-reports. The study included self-reports open to the 

participants’ subjectivity and bias that result in less objective responses. Self-reports in 

this study represent a population recruited to take part in this survey research, although it 

did not include all degree-seeking employees. Self-reported bias was minimized through 

the application of quantitative questionnaires with previously reported reliabilities that 

were adequate to measure the participants responses in this study (AERA, APA, & 

NCME, 2014). Threats to external validity and to generalize results were minimized with 

quantitative measures reliability that were adequate. Assessment scale items applied in 

this study increases our knowledge for predicting whether degree-seeking employees who 
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practice emotion regulation with turnover intention is beyond current known research. 

The existing measures applied showed less variance due to a small sample. Each item on 

all scale was necessary to report the predictive power. A decrease in the R² statistic to 

report variance indicates the independent variable offers less predictive power with the 

dependent variable (Hayes & Lench, 2003). This limitation increases without imputation 

of missing survey items. 

 Limitations to this study include the sample size. Multiple regressions are 

sensitive to sample size. This small sample included missing items throughout the 

surveys. Each item missing a response was imputed with the weighted mean of the 

completed corresponding item response. Surveys, N = 22 that were returned as 

unqualified meant that the recruits were no longer a degree-seeking employee, did not 

consent to participate, or the recruit decided not to answer any question after opening the 

survey to participate in the study. The surveys returned as unqualified with question one 

and/or two not answered were excluded from the data analyses.  

 The surveys were excluded was because questions one and two were qualifying 

questions. Question one identified the participant as a degree-seeking employee. Question 

two reported whether the participant consented to the study. Qualifying question one that 

was answered yes, moved to question two asking for consent. Consent given opened the 

remaining questions. Without consent the survey was not available to potential 

participants. Imputation was not conducted on the 49 unmarked survey items on surveys 

that did not have questions one and two answered, or where the 49 items were not 

answered.  
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 A sample size of N 104 + 4 degree-seeking employees were expected to take part 

in the survey (Fiske & Campbell, 1992; Green & Salkind, 2011). As previously reported, 

the sample diminished within the time frame provided with my individual academic plan. 

The onset of the covid pandemic coincided with the data collection dates and was a 

possible deterrent with recruitment and participation. A sample of N = 104 was expected 

to be an adequate sample to reduce an occurrence of Type I and Type II error and detect 

an effect. Cohen’s conventional definition of sample and effect sizes are subjective, yet 

these were applied as the initial planned expectation of this study. Still, a small sample 

size had potential to incorrectly conclude that no effect occurred in this sample 

population. 

 During the data analyses and reviewing the Chapter 4 reports of interaction 

effects, the statistical power level was not changed when reporting the results. The results 

provide a small sample of the degree-seeking population to contribute data related to an 

interacting effect between the independent and dependent variables.  

 Limitation with the small sample size was explored. Researchers previously 

increased A priori rate to 0.10 with small samples (Aguinis & Harden, 2009). An 

increased statistical power level to 0.10 decreases the potential of incorrectly concluding 

there was no effect among this sample of degree-seeking employees. Although the 

sample size was small, the statistical power remained the same as reported in Chapter 3. 

 The results reported in Chapter 4 is made to decrease analytical bias (Raver & 

Gelfand, 2005) that may occur with research. The report made in the interpretation 

section of Chapter 5 includes two study examples from secondary data to show similar 
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analyses of the means and standard deviations with this study. The additional studies 

show sample size, means, and standard deviations for comparison. 

Implications 

To minimize threats to external validity and generalize results, computation for an 

R² statistic of survey data reported the proportion variance between independent variables 

that had an association with employee intentions to quit. A concise detailed explanation 

with the multiple regressions analyses objectively reported the independent variable 

variance associated with the dependent variable. Confidence levels of 0.95, and 

significance level 0.05 were applied to make calculates on a sample size of N =18 degree-

seeking employees (Creative Research Systems, 2016; Regenwetter & Cavagnaro, 2019; 

Shieh, 2013). 

Positive Social Change 

Brown and Baltes (2017) suggested education itself may be a reason for social 

change. Reports that the need for educational degrees in multiple workplaces has a 

prediction to increase in the future suggest degree-seeking employee populations may 

increase (BLS, 2019). Results from this study provides a critical perspective to generate 

new knowledge for degree-seeking employees that participate in work and education. 

Reports from this study show information to increase knowledge concerning employee’s 

emotion display to reach organizational goals with jobs that better accommodates these 

employees and their organizations (Grandey & Malloy 2017; Sohn et al., 2018).  

 Affective commitment had a known association with turnover although the 

association with emotion regulation reappraisal and affective commitment to predict 
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turnover was unknown. This study reports knowledge from data collected and analyzed 

with multiple regressions. Data was analyzed from a small number of degree-seeking 

employees and survey response data collection during August 1, 2020 through September 

27, 2020.   

 Adverse effects on employees occur without realizing employee and workplace 

change that can negatively impact emotion display (Barak, 2017). Results show that 

participant degree-seeking employees who aspire to goals at work and enrolled in college 

report that: When I want to feel more positive emotion, I change the way I’m thinking 

about the situation. This result indicated an emotion regulation strategy to manage 

positive emotion display not previously reported in research from these employees. An 

improvement with degree-seeking employees emotion display to obtain goals within 

professional and academic settings can make positive social change. 

 Positive social change can occur because results of this study will be available to 

human resource personal and research practitioners. These findings are not previously 

reported in degree-seeking employees recruitment information for review. Pai et al. 

(2018) reported that the workplace is a changing environment that places new 

requirements on employees. Practice of emotion regulation reappraisal among degree-

seeking employees and application of these results are needed.  A practice of emotion 

regulation reappraisal is needed as workplace and academic settings transform from face-

to-face interactions and accommodate with virtual activity to perform organizations 

goals.  
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Human resource management personnel and research practitioners make 

significant contributions to society and create positive social change research data that 

promotes the dignity of employees and the communities in which their organizations 

operate (Rimita et al., 2020). Human resource personnel that pursue degree-seeking 

employees who practice emotion regulation strategies to display appropriate emotion at 

work apply reviews of social network profiles for recruits. This information is not readily 

available to human resource personnel who review degree-seeking employees LinkedIn 

profiles online. Regression of the variables analyzed in this study explains emotion 

regulation reappraisal having an association to affective commitment. Human resource 

practitioners or research practitioners who want recruits for their practice emotion 

regulation reappraisal and commitment to change turnover intention, may review results 

of these analyses for consideration with employee turnover.  

Affective commitment was reported to decrease turnover and negative job-related 

outcomes that occur over time (Meyer & Allen, 1992). The potential for emotion 

regulation reappraisal that has an association with affective commitment suggests 

positive social change knowledge for degree-seeking employees to complete their degree 

and aspire to their job or job promotion. A positive change implication is for improving 

degree-seeking employee emotion display to have stronger identification with their jobs. 

Affective commitment had previous explanation that employee attachment and 

identification with the organization where they work would increase organizational 

commitment (Meyer et al., 2015;2018). The results of this study reported a positive 

association between reports that: When I want to feel more positive emotion, I change the 
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way I’m thinking about the situation, and affective commitment. Still, no other evidence 

is available to assess emotion regulation reappraisal to increase affective commitment 

with day-to daywork place goals. It is unrecorded whether emotion that emerges from 

current degree-seeking employees’ everyday job stress has an interaction with expected 

appropriate emotion to obtain organization’s goals.  

Hypotheses in this study were nondirectional. The non-direction emerged from no 

available research with emotion regulation practiced among degree-seeking employees. 

Results of this study that report a positive association from emotion regulation reappraisal 

and affective commitment. It is unknown whether this positive association will continue 

or change the direction of turnover intention among degree-seeking employees in the 

future. Human resource management personnel and research practitioners who apply 

knowledge provided herein with recruitment would make progress in the assessment of 

current degree-seeking employees, their emotion displayed on jobs, and turnover. 

Theoretical and Methodological 

Chapter 2 showed that organizational commitment decreased intensity with 

turnover intention among employees who want to resign (Lee et al., 2017; Fernet et al, 

2017). Affective commitment was reported as the prospect and likelihood that employees 

will remain at their current job at an organization (Allen & Meyer, 1990b; Meyer & Allen 

1997; Berta & Herbert, 2018). Decreased turnover among employees and jobs was 

associated with involvement and identification through affective commitment (Allen & 

Meyer, 1990; Meyer & Allen, 1996). This study reported an association between emotion 

regulation reappraisal and affective commitment that suggested Gross’s process model of 
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emotion with the Emotion Regulation Questionnaire was appropriate for the evaluation of 

organizational commitment from affective commitment as measured by the Affective 

Commitment Scale.  

This study provided a data analysis of degree-seeking employees who report: 

When I want to feel more positive emotion, I change the way I’m thinking about the 

situation. The theoretical framework with this study in Chapter 2 reported that appraisal 

theory related to individual perceptions of events in environments and emotion (Gross, 

1998; Scherer, 1984; Scherer et al, 2001). Emotion regulation shows positive individual 

well-being. Scherer et al. (2001) reported that emotion regulation required an 

understanding of an emotion felt to begin the process and to regulate identified emotion. 

Degree-seeking employees responses indicated that emotion regulation reappraisal was 

practiced with wanting to feel more positive emotion in a situation through making a 

change in the way they think about the situation.  

Results suggest that degree-seeking employees understand positive emotion to 

change thoughts about the situation. Gross’s process model of emotion regulation notes 

that individuals apply reason to decide whether an appraisal was a positive or negative 

emotion (Gross, 1998; Scherer et al. 2001). Reports from this study infer that reason was 

applied. An expectation was met with the appraisal theory, process model of emotion, 

and commitment model components to provide an appropriate theoretical framework to 

investigate emotion regulation reappraisal with future studies on turnover.  
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Recommendations 

 Recommendation is to advance the study of employee practice of emotion 

regulation reappraisal at work. Although the sample size was a limitation, the sample size 

offers a direction for future study. Alpha levels were increased in previous research that 

had small samples proving validation for increasing alpha levels was small sample size. 

Although recommendation to increase a priori alpha level to 0.10 is fairly common 

practice with small sample size with research, it was not increased with this study.  

 Even though it was not applied with this study, the small sample size and 

increased alpha were considered with this study. An increase of the alpha level to 0.10 

would report the moderation effect with emotion regulation reappraisal and continuous 

commitment reported p = 0.07 (Table 12). The increased alpha level to 0.10 would 

identify emotion regulation reappraisal and affective commitment having a moderating 

effect p = .089 (Table 11).  

 A recommendation for future research is to explore the moderation effects of 

continuous commitment, affective commitment, and emotion regulation reappraisal on 

degree-seeking employee turnover intention. This recommendation includes an 

exploration of the moderating effect with normative commitment (Meyer & Parfyonova, 

2010) and emotion regulation reappraisal on degree-seeking employee turnover intention 

that is related to employee obligation to an organization.  

Chapter 2 reported the known strength of individual commitment previously 

indicated as transformational with organizational commitment (Becker, 1960; Meyer & 

Allen, 1987).  A component of organizational commitment is affective commitment that 
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encourages employees to remain at their jobs and suggests decreased turnover. Although 

affective commitment has descriptions of feelings and emotion related to jobs, a 

connection with emotion regulation reappraisal as measured by the Emotion Regulation 

Questionnaire (Gross & John, 2003) for appropriated emotion display on jobs is not 

reported in research. 

Meyer and Allen (1991) identified a specific lack of emotion with item six:  I do 

not feel ‘emotionally attached’ to this organization. The emotion display associated to not 

feeling attached to their organization is not measured with the Affective Commitment 

Scale. Results reported in Chapter 4 generated new knowledge related to human emotion, 

commitment, and organizations that may report an association with the way employees 

feel more positive attachment to their organization through practicing emotion regulation 

reappraisal.  

Affective commitment has the stronger known association to decreased turnover, 

and until now, research has not reported an association with commitment to emotion 

regulation reappraisal strategy to manage emotion on jobs. Discovering an association 

with affective commitment and emotion regulation reappraisal approaches an opportunity 

for future research.  The opportunity is to explore emotion regulation reappraisal 

association on turnover through its association to affective commitment, which is a 

known predictor of turnover among employees working in organizations. Its association 

with degree-seeking employee turnover and academics suggests a positive practice for 

degree-seeking employees with their professional and academic outcomes through 

managing emotion display at work. 
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 Demographic characteristics reported in Chapter 2 for this study are employees 

enrolled in a degree program at an accredited university. Future investigation with 

specific demographics is warranted. As the population of degree-seeking employees 

participate in virtual activity with jobs, the association to groups of degree-seeking 

employee mental health and well-being has an incomplete description in research. A 

description of how job stress related to degree-seeking responsibility increases the 

likelihood of inappropriate emotion display is not yet available in emotion regulation 

research. The effect on organizational goal performance and emotion regulation persists 

for new research opportunity. Additional demographic characteristics of age, gender, 

degree type, and job type are open categories for research. Multiple demographic 

characteristics prevail and are recommended for additional research with degree-seeking 

employees  

 Directional hypotheses to discover the degree of positive association to emotion 

regulation reappraisal within groups has not yet been determined. Future study with 

degree-seeking employees mental health and well-being associated to moderate effects 

with affective commitment, continuous commitment, normative commitment, and 

turnover intention are recommended. The association to diverse groups of degree-seeking 

employee groups and emotion regulation reappraisal, commitment components, and 

turnover intention is unknown. 

 Recommendations exceed group demographic characteristics to human resource 

management practices. Social media pervades society and extends to the workplace (Roth 

et al., 2016). Participants for this study were taken from my personal LinkedIn social 
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network. Human resource professionals select potential recruits through LinkedIn social 

networking to explore less recruitment costs. Jobvite (2020) reported applications 

through social networks increased from 42% during 2020 to 44% during 2021 with 43% 

of employers reconsider hiring decisions based on social network profiles.  

 Technology applied to personnel selection decreases 90% of monetary costs 

related to recruitment and 25% of time applied to recruitment practice (Abhishek et al., 

2021). LinkedIn is identified as the leading social network that employers apply to recruit 

employees (Aguado et al., 2019). Roth et al. (2016) and Wilton (2016) reported 

recruitment through virtual scanning of internet profiles on social networks increased in 

the United States among approximately 50% of all organizations for employee 

recruitment to predict employee performance and job retention. For example, human 

resource professionals identify employee performance related to the length of time with 

an organization and job status listed in a LinkedIn profile. The greater length of time at 

an organization suggests employees with less absenteeism and lower turnover costs for an 

organization. Less absenteeism relates to job retention. 

 LinkedIn (2021) has a structured profile that includes varied dimensions of 

information that attracts employer interest to make decisions of whether the profile 

represents a good employee-job-organization fit. Experience is an item listed in each 

profile. Appropriate emotion display is part of degree-seeking job performance and job 

retention. Still, experience with emotion regulation reappraisal to manage required 

emotion display on jobs is missing in the structured LinkedIn profile information.  
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 Research has not yet offered information to improve the LinkedIn profile 

structure that identified degree-seeking employees who practice emotion regulation 

reappraisal with job and academic situations. The results of this study suggest degree-

seeking employees practice emotion regulation reappraisal through changing the way 

they think about a situation that elicits negative emotion to feel more positive emotion 

concerning the situation.  

 The structure of LinkedIn profiles with the addition of reporting whether an 

employee changes the way they think about a situation increases the likelihood for the 

employee’s display of appropriate emotion for improved job performance and job 

retention. Available information concerning the practice of emotion regulation 

reappraisal enables human resource professionals to identify potential job recruits for 

employee-job-organization fit where emotion display at work is valued. 

 Employee’s emotion regulation reappraisal practice reported within the structure 

of an individual LinkedIn profile is suggested for future research. Identification will offer 

human resource professionals’ exclusive information on whether a recruit has practiced 

emotion regulation reappraisal strategy to manage emotion display expected on jobs. 

Reports of a potential recruit’s practice of emotion regulation on jobs and with academics 

will provide data within LinkedIn profiles for research practitioners to explore future 

decisions made on recruitment practices. 

 The costs of turnover within organizations remain high. Human resource 

professionals continue to search for new information on employees to increase job 

retention. Future study is recommended to explore the LinkedIn cost for inclusion of 
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emotion regulation experience listed as a category in its social network and compare with 

turnover costs of an organization. A single item titled, emotion regulation reappraisal 

experience, provides potential recruits with an opportunity to announce that they 

practiced emotion regulation on jobs that may additionally apply with seeking a degree.  

 Limitations with inclusion of emotion regulation reappraisal experience is 

constrained through understanding individual language applied with written expression of 

emotion. The association to emotion and social values, cultural bias, gender, and age 

vary. Knowing degree-seeking employees practice emotion regulation reappraisal is 

expected to decrease costs of employee turnover within organizations. Even though 

human resource professional’s perception of emotion regulation reappraisal is subjective, 

quantitative measures of employee performance and turnover will offer an objective 

quantitative measure of organizational outcome with potential for an optimized 

workforce. 

Human resource professionals’ functions center on virtual recruitment that begins 

with screening through social network profiles (SHRM, 2021). Transition to virtual 

recruitment is likely to increase in the future. Inclusion with degree-seeking employees 

reporting they practice emotion regulation reappraisal can save cost and time factors for 

human resource personnel and is recommended for study. 

Conclusion 

The results of this study reported an association between emotion regulation 

reappraisal and affective commitment among degree-seeking employees. The BLS  

(2019) reported that degree requirement for jobs would steadily increase, and 87 % of 
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employees in projected growth occupations work full time before or after seeking a 

degree. For those employees who work while earning a degree, emotion regulation 

reappraisal may increase appropriate emotion display. Results of this study imply that a 

degree of emotion regulation reappraisal is currently practiced among employees 

participating in academic programs.  

The results of this study reported that degree-seeking employees N = 18 who took 

part in this study report the practice of emotion regulation reappraisal. The detection of 

emotion regulation reappraisal was reported through item seven on the Emotion 

Regulation Questionnaire. Item 7 on the Emotion Regulation Questionnaire indicated 

that: When I want to feel more positive emotion, I change the way I’m thinking about the 

situation.  

Degree-seeking employee reports suggest that employee practice a modest degree 

of emotion regulation reappraisal. Data taken from degree-seeking employees and 

analyzed with this study reported an unknown proportion of variance among those 

employees who simultaneously experience academic and work situations. There remains 

a vast amount of knowledge to explore with emotion regulation reappraisal among 

degree-seeking employees at work. 

Human resource personnel review LinkedIn profiles for potential job recruits to 

decrease turnover and increase job retention. Employee commitment to jobs has 

previously predicted turnover. Results listed in this study report emotion regulation 

reappraisal has an association with commitment to jobs. Commitment to jobs has 

previous prediction with decreased turnover for job retention.  
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Direct information not yet listed in potential job recruits’ LinkedIn profiles that 

identifies emotion regulation reappraisal experience would provide insight for a potential 

recruit’s emotion display at work. The prospect of a strong association with emotion 

regulation reappraisal to organizational commitment components for decreased turnover 

has scope for broader discovery with future research.  



117 

 

References 

Aguado, D., Andrés, J. C., García-Izquierdo, A. L., & Rodríguez, J. (2019). LinkedIn big 

four: Job performance validation in the ICT sector. Journal of Work and 

Organizational Psychology, 35(2), 53–64. https://doi.org/10.5093/jwop2019a7 

Aguinis, H., Beaty, J. C., Boik, R. J., & Pierce, C. A. (2005). Effect size and power in 

assessing moderating effects of categorical variables using multiple regression: A 

30-year review. Journal of Applied Psychology, 90(1), 94-107. 

https://doi.org/10.1037/0021-9010.90.1.94 

Aguinis, H., Edwards, J. R., & Bradley, K. J. (2017). Improving our understanding of 

moderation and mediation in strategic management research. Organizational 

Research Methods, 20(4), 665-68. https://doi.org/10.1177/1094428115627498 

Aguinis, H, & Gottfredson, R. K. (2010). Best-practice recommendations for estimating 

interaction effects using moderated multiple regression. Journal of 

Organizational Behavior, 31(6), 776-786. https://doi.org/10.1002/job.686 

Aguinis, H., & Harden, E. E. (2009). Cautionary note on conveniently dismissing χ² 

goodness-of-fit test results: Implications for strategic management research. In D. 

D. Bergh & D. J. Ketchen (Eds.), Research methodology in strategy and 

management (pp. 111-120). Emerald Group Publishing. 

https://doi.org/10.1108/S1479-8387(2009)5 

Aguinis, H., Ramani, R. S., & Alabduljader, N. (2018). What you see is what you get? 

Enhancing methodological transparency in management research. Academy of 

Management Annals, 12(1), 83-110. https://doi.org/10.5465/annals.2016.0011 

https://doi.org/10.5093/jwop2019a7
https://doi.org/10.1037/0021-9010.90.1.94
https://doi.org/10.1177/1094428115627498
https://doi.org/10.1002/job.686
https://doi.org/10.1108/S1479-8387(2009)5
https://doi.org/10.5465/annals.2016.0011


118 

 

Agostini, L., & Filippini, R. (2019). Organizational and managerial challenges in the path 

toward Industry 4.0. European Journal of Innovation Management, 22(3), 406-

421. https://doi.org/10.1108/EJIM-02-2018-0030 

Ajzen, I. (1991). The theory of planned behavior. Organizational Behavior and Human 

Decision Processes, 50(2), 179–211. https://doi.org/10.1016/0749-

5978(91)90020-T 

Allen, N. J., & Meyer, J. P. (1990a). The Affective, Continuous and Normative 

Commitment Scales [Data set]. PsycTESTS. http://doi.org-.org/10.1037/t10475-

000 

Allen, N. J., & Meyer, J. P. (1990b). The measurement and antecedents of affective, 

continuous and normative commitment to the organization. Journal of 

Occupational Psychology, 63(1), 1-18. https://doi.org/10.1111/j.2044-

8325.1990.tb00506.x 

Allen, N. J., & Meyer, J. P. (1996). Affective, continuous, and normative commitment to 

the organization: An examination of construct validity. Journal of Vocational 

Behavior, 49(3), 252-276. https://doi.org/10.1006/jvbe.1996.0043 

Alvinius, A., Johansson, E., & Larsson, G. (2017). Job satisfaction as a form of 

organizational commitment at the military strategic level: A grounded theory 

study. International Journal of Organizational Analysis, 25(2), 312–326. 

http://doi.org./10.1108/IJOA-10-2015-0919 

American College Health Assessment. (2017). National College Health Assessment. 

https://www.acha.org/NCHA/ACHANCHA_Data/Publications_and_Reports/NC

https://doi.org/10.1108/EJIM-02-2018-0030
https://doi.org/10.1016/0749-5978(91)90020-T
https://doi.org/10.1016/0749-5978(91)90020-T
http://www.doi-.org/10.1037/t10475-000
http://www.doi-.org/10.1037/t10475-000
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1111/j.2044-8325.1990.tb00506.x
https://doi.org/10.1006/jvbe.1996.0043
http://doi.org./10.1108/IJOA-10-2015-0919
https://www.acha.org/NCHA/ACHA-NCHA_Data/Publications_and_Reports/NCHA/Data/Reports_ACHA-NCHAIII.aspx


119 

 

HA/Data/Reports_ACHA-NCHAIII.aspx 

American Psychological Association. (2016). Publication manual (6th ed).  

American Psychological Association. (2019). Ethical principles of psychologists and 

code of conduct. https://www.apa.org/ethics/code/index  

American Educational Research Association, American Psychological Association, & 

National Council on Measurement in Education. (2014). Standards for 

educational and psychological testing. American Educational Research 

Association. 

Anafarta, N. (2015). Job satisfaction as a mediator between emotional labor and the 

intention to quit. International Journal of Business and Social Science, 6(2), 72-

81. http://www.ijbssnet.com/journals/Vol_6_No_2_February_2015/11.pdf 

Aniefiok, A. G., Vongsinsirikul, S., Suwandee, S., & Jabutay, F. (2018). The impacts of 

workplace conflict on employees’s contextual performance and employee’s 

commitment: A case study of private Universities in Thailand. 2018 5th 

International Conference on Business and Industrial Research, 355–359. 

http://doi.org/10.1109/ICBIR.2018.8391221 

Aquino, E., Lee, Y.-M., Spawn, N., & Bishop-Royse, J. (2018). The impact of burnout on 

doctorate nursing faculty’s intent to leave their academic position: A descriptive 

survey research design. Nurse Education Today, 69, 35-40. 

  

https://www.acha.org/NCHA/ACHA-NCHA_Data/Publications_and_Reports/NCHA/Data/Reports_ACHA-NCHAIII.aspx
https://www.acha.org/NCHA/ACHA-NCHA_Data/Publications_and_Reports/NCHA/Data/Reports_ACHA-NCHAIII.aspx
https://www.apa.org/ethics/code/index
http://www.ijbssnet.com/journals/Vol_6_No_2_February_2015/11.pdf
http://doi.org/10.1109/ICBIR.2018.8391221


120 

 

Arciniega, A. L. M., Allen, N. J., & Gonzalez, L. (2018). Don’t mess with my company: 

An exploratory study of commitment profiles before and after dramatic external 

events. Journal of Management & Organization, 24(2), 224- 238. 

https://doi.org/10.1017/jmo.2017.5 

Arnold, M. B. (1960). Emotion and personality. Vol. 1. Psychological aspects. Columbia 

University Press. 

Bakker, M., Hartgerink, C. H., Wicherts, J. M., & van der Maas, H. L. (2016). 

Researchers’ intuitions about power in psychological research. Psychological 

Science, 27(8), 1069-1077. 

Barak, M. (2017). Managing diversity: Toward a globally inclusive workplace (4th ed.). 

Sage. http://doi.org/10.1093/sw/51.3.279-a 

Bar-On, R. (2013). Description of the Bar-On Emotional intelligence quotient, EQ360, 

EQi :YV. http://www.reuvenbaron.org/wp/description-of-the-emotional 

intelligence quotient-eq-360-and-emotional intelligence quotientyv/ 

Barrett, L. (2013). Psychological construction: A Darwinian approach to the science of 

emotion. Emotion Review, 5, 379-389. 

Barrett, L. F. (2017). The theory of constructed emotion: An active inference account of 

inference and categorization. Social Cognitive and Affective Neuroscience. 12 (1), 

1-23. http://doi.org.10.1093/scan/nsw154 

 Barrett, L. F., & Simmons, W. K. (2015). Interoceptive predictions in the brain. Nature 

reviews. Neuroscience, 16 (7), 419–429. http://doi.org/10.1038/nrn3950 

Barrick, M. R., & Zimmerman, R. D. (2009). Hiring for retention and performance. 

https://doi.org/10.1017/jmo.2017.5
http://doi.org/10.1093/sw/51.3.279-a
http://www.reuvenbaron.org/wp/description-of-the-emotional%20intelligence%20quotient-eq-360-and-emotional%20intelligence%20quotientyv
http://www.reuvenbaron.org/wp/description-of-the-emotional%20intelligence%20quotient-eq-360-and-emotional%20intelligence%20quotientyv
http://doi.org.10.1093/scan/nsw154
http://doi.org/10.1038/nrn3950


121 

 

Human Resource Management, 48, 183–206. http://doi.org./ 10.1002/hrm.20275 

Baruch, Y. & Holtom, B. C. (2008). Survey response rate levels and trends in 

organizational research. Human Relation,. 61, 1139-1160. 

Bashir, N., & Long, C. S. (2015). The relationship between training and organizational 

commitment among academicians in Malaysia. Journal of Management 

Development, 34(10), 1227-1245 

Becker, H. S. (1960). Notes on the concept of commitment. American Journal of 

Sociology, 97, 15-22. https://www.jstor.org/stable/2773219 

Beer, M., Boselie, P., & Brewster, C. (2015). Back to the future: Implications for the field 

of HRM of the multistakeholder perspective proposed 30 years ago. Human 

Resource Management, 54(3), 427-438. doi.org/10.1002/hrm.21726 

Berk, L. (2014). Exploring lifespan development. (3rd ed.). Boston, MA: Pearson. 

Betanzos-Díaz, N., Rodríguez-Loredo, C. S., & Paz-Rodríguez, F. (2017). Development 

and validation of a questionnaire on normative organizational commitment: A 

pilot study in Mexican workers. Anales de Psicología, 33(2), 393–402. 

https://psycnet.apa.org/record/2017-25047-023 

Bigman, Y.E., Mauss, I.B., Gross, J.J., & Tamir, M. (2016). Yes I can: Expected success 

promotes actual success in emotion regulation. Cognition and Emotion, 30(7), 

1380-1387. http://doi.org/10.1080/02699931.2015.1067188 

Bothma, C. F., & Roodt, G. (2013). The validation of the turnover intention scale. SA 

Journal of Human Resource Management, 11(1), 1-12. doi.org/10.4102/ 

sajhrm.v11i1.507 

http://doi.org./%2010.1002/hrm.20275
https://psycnet.apa.org/record/2017-25047-023
https://doi.org/10.1002/hrm.21726
https://psycnet.apa.org/record/2017-25047-023
http://doi.org/10.1080/02699931.2015.1067188
http://dx.doi.org/10.4102/sajhrm.v11i1.507
http://dx.doi.org/10.4102/sajhrm.v11i1.507


122 

 

Brady, S.T., Hard, B.M., & Gross, J.J. (2018). Reappraising test anxiety increases 

academic performance of first year college students. Journal of Educational 

Psychology, 110, 295-406. http://doi.org/ 10.1037/edu0000219 

Braunstein, L.M., Gross, J.J., & Ochsner, K.N. (2017). Explicit and implicit emotion 

regulation: A multi-level framework. Social Cognitive and Affective 

Neuroscience, 12, 1545-1557. doi.org/10.1093/scan/nsx096 

Brewster, C., Gooderham, O. N., & Mayrhofer, W. (2016). Human resource 

management: The promise, the performance, the consequences. Journal of 

Organizational Effectiveness: People and Performance, 3(2), 181-190. 

10.1108/JOEPP-03-2016-0024 

Brown, S. P. (1996). A meta-analysis and review of organizational research on job 

involvement. Psychological bulletin, 120(2), 235. 10.1037/0033-2909.120.2.235 

Brown, M., & Baltes, B. (2017). The relationship between social change involvement and 

education. Journal of Social Change, 9 (1)131–140. 

http://doi.prg10.5590/JOSC.2017.09.1.13 

Buchanan, B. (1974) Building organizational commitment: The socialization of managers 

in work organizations. Administrative Science Quarterly, 19, 533-546. 

doi:10.2307/2391809 

Bureau of Labor Statics. (2018a). Economic news release. 

https://www.bls.gov/news.release/empsit.nr0.htm 

Bureau of Labor Statistics. (2019). Economic release. 

https://www.bls.gov/news.release/hsgec.nr0.htm 

http://doi.org/%2010.1037/edu0000219
https://psycnet.apa.org/doi/10.1093/scan/nsx096
http://dx.doi.org/10.1108/JOEPP-03-2016-0024
https://psycnet.apa.org/doi/10.1037/0033-2909.120.2.235
http://doi.prg10.5590/JOSC.2017.09.1.13
https://www.bls.gov/news.release/empsit.nr0.htm
file:///D:/www.bls.gov/news.release/hsgec.nr0.htm


123 

 

Bureau of Labor Statics. (2018b). Job openings and labor turnover. 

https://www.bls.gov/news.release/pdf/jolts.pdf 

Bureau of labor Statistics. (1990). National longitudinal Surveys. Bureau of Labor 

statistics. https://www.bls.gov 

Bureau of Labor Statistics. (2018c). News release. https://www.bls.gov/news.release 

Buckley, J., Brown, M., Thomson, S., Olsen, W., & Carter, J. (2015). Embedding 

quantitative skills into the Social Science curriculum: Case studies from 

Manchester. International Journal of Social Research Methodology, 18(5), 495-

510. 10.1080/13645579.2015.1062624 

Camargo, S., Herrera, A. N., & Traynor, A. (2018). Looking for a consensus in the 

discussion about the concept of validity - a Delphi study. Methodology, 14, 146–

155. http://doi.org/ 10.1027/1614-2241/a000157 

Cannon, W. (1914). The interrelations of emotions as suggested by recent physiological 

research. American Journal of Psychology, 25(2), 256-282. doi :10.2307/1413414 

Chiu, R.D. & Francesco, A.M. (2003). Dispositional traits and turnover intention: 

Examining the mediating role of job satisfaction and affective commitment. 

International Journal of Manpower, 24(3), 284–298. 

doi:10.1108/01437720310479741 

Cho, Y. J., & Song, H. J. (2017). Determinants of turnover intention of social workers: 

Effects of emotional labor and organizational trust. Public Personnel 

Management, 46(1), 41–65. doi:10.1177/0091026017696395 

  

https://www.bls.gov/news.release/pdf/jolts.pdf
https://www.bls.gov/nls/
https://www.bls.gov/nls/
https://doi.org/10.1080/13645579.2015.1062624
http://doi.org/%2010.1027/1614-2241/a000157
http://doi.org./10.1177/0091026017696395


124 

 

Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). 

Lawrence Erlbaum. 

Corbett, B., Weinberg, L., & Duarte, A. (2017). The effect of mild acute stress during 

memory consolidation on emotional recognition memory. Neurobiology of 

Learning and Memory, 145, 34-44. doi: 10.1016/j.nlm.2017.08.005  

Cox, K. A. (2016). Survey research. In Burkholder, G., J., Cox, K. A., & Crawford, L.A. 

(Eds). The scholar-practitioner’s guide to research design. (pp. 215-226). 

Laureate Publishing   

Creative Research Systems. (2012). The survey systems. 

https://www.surveysystem.com/sscalc.htm  

Creative Research Systems. (2016). Survey software: The survey system. Retrieved from 

https://www.surveysystem.com/index.htm 

Creed, P. A., Wamelink, T., & Hu, S. (2015). Antecedents and consequences to perceived 

career goal-progress discrepancies. Journal of Vocational Behaviour, 87, 43-53. 

http://doi.org./10.1016/j.jvb.2014.12.001 

Creswell, J. (2003). Research design. Qualitative, quantitative, and mixed approaches. 

Sage Publishing. 

Creswell, J. (2013). Research design. Qualitative, quantitative, and mixed approaches. 

Sage Publishing. 

Cullen, M. J., & Sackett, P. R. (2003). Personality and counterproductive work behavior. 

In M. Barrick, & A. M. Ryan (Eds.), Personality and Work (pp. 150-182). Jossey-

Bass. 

https://doi.org/10.1016/j.nlm.2017.08.005
https://www.surveysystem.com/sscalc.htm
https://www.surveysystem.com/index.htm
http://doi.org./10.1016/j.jvb.2014.12.001


125 

 

Dawis, R. V., & Lofquist, L. H. (1984). A psychological theory of work adjustment. 

Minneapolis: University of Minnesota Press 

Dixon-Gordon, K. L., Aldao, A., & De Los Reyes, A. (2015). Repertoires of emotion 

regulation: A person-centered approach to assessing emotion regulation strategies 

and links to psychopathology. Cognition and Emotion, 29(7), 1314-1325. 

doi:10.1080/02699931.2014.983046  

Dixon, M. L., Thiruchselvam, R., Todd, R., & Christoff, K. (2017). Emotion and the 

prefrontal cortex: An integrative review. Psychological Bulletin, 143(10), 1033. 

Drucker, P. F. (1993). Managing in turbulent times. Routledge. 

 

Dunham, R. B., Grube, J. A., & Castaneda, M. B. (1994). Organizational commitment: 

The utility of an integrative definition. Journal of Applied psychology, 79(3), 370. 

Erdogan, V., & Yildirim, A. (2017). Healthcare professionals’ exposure to mobbing 

behaviors and relation of mobbing with job satisfaction and organizational 

commitment. Procedia Computer Science, 120, 931-938. 

Eddy, P., Wertheim, E. H., Kingsley, M., & Wright, B. J. (2017). Associations between 

the effort-reward imbalance model of workplace stress and indices of 

cardiovascular health: A systematic review and meta-analysis. Neuroscience & 

Biobehavioral Reviews, 83, 252-266. 

Erat, S., Kitapci, H. & Pinar, C. (2017). The effect of organizational loads on work stress, 

emotional commitment, and turnover intention. International Journal of 

Organizational Leadership 6, 221-231 

Extremera, N.& Rey, L. (2015). The moderator role of emotion regulation ability in the 



126 

 

link between stress and well-being. Frontiers in Psychology. 6. 1-9. http://doi.org/ 

10.3389/fpsyg.2015.01632. 

Fernet, C., Trépanier, S. G., Demers, M., & Austin, S. (2017). Motivational pathways of 

occupational and organizational turnover intention among newly registered nurses 

in Canada. Nursing Outlook, 65(4), 444–454. 

https://doi.org/10.1016/j.outlook.2017.05.008 

Ferri, J., & Hajcak, G. (2015). Neural mechanisms associated with reappraisal and 

attentional deployment. Current Opinion in Psychology, 3, 17-21. 

http://doi.org./10.1016/j.copsyc.2015.01.010 

Fernet, C., Trépanier, S. G., Demers, M., & Austin, S. (2017). Motivational pathways of 

occupational and organizational turnover intention among newly registered 

nurses. Canada. Nursing Outlook, 65(4), 444-454. 

Frijda, N. H. (1986). The emotions. Cambridge University Press. 

Field, A. (2009). Discovering statistics using SPSS (3rd ed). Sage Publications 

Fiedler, K., & Schwarz, N. (2016). Questionable research practices revisited. Social 

Psychological and Personality Science, 7(1),45–52 

Fiske, D. W., & Campbell, D.T. (1992). Citations do not solve problems. Psychological 

Bulletin, 112(3),393–395. doi: 10.1037/0033-2909.112.3.393 

Folkman, S., & Lazarus, R.S. (1988). The relationship between coping and emotion: 

Implications for theory and research. Social Science Medicine. 26(3), 309-317. 

doi:10.1016/0277-9536(88)90395-4 

  

http://doi.org/%2010.3389/fpsyg.2015.01632.
http://doi.org/%2010.3389/fpsyg.2015.01632.
https://doi.org/10.1016/j.outlook.2017.05.008
http://doi.org./10.1016/j.copsyc.2015.01.010
https://psycnet.apa.org/doi/10.1037/0033-2909.112.3.393


127 

 

Ford, B. Q., & Gross, J. J. (2018). Emotion regulation: Why beliefs matter. Canadian 

Psychology/Psychologie Canadienne, 59(1), 1-14. 

http://doi.org/10.1037/cap0000142  

Frankfort-Nachmias, C., & Nachmias, D. (2008). Ethics in Social Science Research. i 

Frankfort-Nachmias, C. & Nachmias, D.(red.) Research methods in the social 

sciences. 7e uppl. New York: Worth Publishers, 75-96. 

Franchfort-Nachmias, Nachmias, D. & Deward, J. (2014). Research methods in the social 

sciences (8th ed). Wadsworth 

Galletta, M., Portoghese, I., Coppola, R.C., Finco, G., & Campagna, M. (2016). Nurses’ 

well-being in intensive care units: Study of factors promoting team commitment. 

Nursing in Critical Care, 21(3), 146–156. doi.10.1111/nicc.12083 

Garland, B., Lambert, E. G., Hogan, N. L., Kim, B., & Kelley, T. (2014). The 

relationship of affective and continuous organizational commitment with 

correctional staff occupational burnout: A partial replication and expansion study. 

Criminal Justice and Behavior, 41(10), 1161–1177. 

doi:10.1177/0093854814539683 

Gibson, C.B., Porath, C.L., Benson, G. S., & Lawler, E E. (2007). What results when 

firms implement practices: The differential relationship between specific 

practices, firm financial performance, customer service, and quality. Journal of 

Applied Psychology, 92(6),1467-1480. doi:10.1037/0021-9010.92.6.1467  

  

http://doi.org/10.1037/cap0000142


128 

 

Gilbert D. T., King G., Pettigrew S., Wilson T. D. (2016). Comment on “Estimating the 

reproducibility of psychological science.” Science, 351, 1037. 

doi:10.1126/science.aad7243  

Gleitman, H., Gross, J.J. & Reisberg,D. (2011). Psychology (8e). New York, NY:  Norton 

Goleman, D. (2006). Emotional intelligence. Bantam Books. 

Goleman, D. (1996). Emotional intelligence: Why it can matter more than IQ. Learning, 

24(6), 49-50. 

Goleman, D. (1998). Working with emotional intelligence. Bantam Books. 

Goncalves, S. A., & Trunk, D. (2014). Obstacles to success for the nontraditional student 

in higher education. Psi Chi Journal of Psychological Research, 19(4). Grandey, 

A. A. (2015). Smiling for a wage: What emotional labor teaches us about emotion 

regulation. Psychological Inquiry, 26(1), 54-60. 

Grandey, A.A. & Gaberiel, A. (2015). Emotional labor at the crossroads: Where do we go 

from here? Annual Review of Organizational Psychology and Organizational 

Behavior, 2, 323-349. 

Grandey, A. A., & Melloy, R. C. (2017). The state of the heart: Emotional labor as 

emotion regulation reviewed and revised. Journal of occupational health 

psychology, 22(3), 407. 

Gratz, K. L., Weiss, N. H., & Tull, M. T. (2015). Examining emotion regulation as an 

outcome, mechanism, or target of psychological treatments. Current Opinion in 

Psychology, 3, 85-90. 

Green, S. B. (1991). How many subjects does it take to do a regression analysis? 



129 

 

Multivariate behavioral research, 26(3), 499-510. 

Green, S. b. & Salkind, N. J. (2011). Using SPSS for Windows and Macintosh: Analyzing 

and understanding data. (6th ed). Pearson. 

Grommisch, G., Koval, P., Hinton, J. D., Gleeson, J., Hollenstein, T., Kuppens, P., & 

Lischetzke, T. (2019). Modeling individual differences in emotion regulation 

repertoire in daily life with multilevel latent profile analysis. Emotion.Groves, R. 

M., Fowler Jr, F. J., Couper, M. P., Lepkowski, J. M., Singer, E., & Tourangeau, 

R. (2011). Survey methodology (Vol. 561). John Wiley & Sons. 

Grecucci, A., Giorgetta, C., Bonini, N., & Sanfey, A. G. (2013). Reappraising social 

emotions: The role of inferior frontal gyrus, temporo-parietal junction, and insula 

in interpersonal emotion regulation. Frontiers in Human Neuroscience, 7, 523-

535. doi:10.3389/fnhum.2013.00523 

Gross, J.J. (1998). The emerging field of emotion regulation: An integrative review. 

Review of General Psychology, 2, 271-299.  

Gross, J.J. (1999). Emotion regulation: Past, present, future 

Cognition and Emotion, 13, 551-573.   

Gross, J. J. (2013). Emotion regulation: Taking stock and moving forward. Emotion, 

13(3), 359-365. doi:10.1037/a0032135  

Gross, J.J. (2015). Emotion regulation: Current status and future prospects. Psychological 

Inquiry, 26, 1-26. doi:10.1080/1047840X.2014.94078 

Gross, J.J., & John, O. P. (2003). Individual differences in two emotion regulation 

processes: Implications for affect, relationships, and well-being. Journal of 



130 

 

Personality and Social Psychology, 85, 348-362 

Guedes, M. J., Gonçalves, H. M., Gonçalves, V. da C., & Patel, P. C. (2018). Lower on 

the totem pole: The influence of sense of control and trait anxiety on cortisol at 

lower hierarchical levels. International Journal of Stress Management, 25(S1), 

94–107. doi:10.1037/str0000075  

Gross, J.J., Sheppes, G., Urry, H.L. (2011). Taking one’s lumps while doing the splits: A 

big tent perspective on emotion generation and emotion regulation. Cognition and 

Emotion, 25 (5), 789-793. http://doi:10.1080/02699931.2011.586590  

Gutentag, T., Halperin, E., Porat, R., Bigman, Y. E. & Tamir, M. (2017). Successful 

emotion regulation requires both conviction and skill: beliefs about the 

controllability of emotions, reappraisal, and regulation success. Cognition and 

Emotion, 31, 6, 1225-1233. http://doi.org/10.1080/02699931.2016.1213704  

Hackett, R. D., Bycio, P., and Hausdorf, P. A. (1994). Further assessments of Meyer and 

Allen's (1991) three-component model of organizational commitment. Journal of 

Applied Psychology. 79, 15-23. https//: doi.org. 10.1037/0021-9010.79.1.15 

Håkansson, C., Axmon, A., & Eek, F. (2016). Insufficient time for leisure and perceived 

health and stress in working parents with small children. Work Journal of 

Prevention, Assessment & Rehabilitation, 55(2), 453–461. 

http://doi.org.10.3233/WOR-162404 

Han, S. L., Shim, H. S., & Choi, W. J. (2018). The Effect of Emotional Labor of College 

Administrative Service Workers on Job Attitudes: Mediating Effect of Emotional 

http://doi:10.1080/02699931.2011.586590 
http://doi.org/10.1080/02699931.2016.1213704
file:///D:/A_revised%2024a2758d-7756-4113-a596-f041cb258800_URR_to_2nd_review6.25.21_working%20copy.docx
http://doi.org.10.3233/WOR-162404


131 

 

Labor on Trust and Organizational Commitment. Frontiers in Psychology, 9, 

2473. https://doi.org/10.3389/fpsyg.2018.02473 

Hancock, M. G., Balkin, R. S., Reiner, S. M., Williams, S., Hunter, Q., Powell, B., & 

Juhnke, G. A. (2019). Life balance and work addiction among NCAA 

administrators and coaches. The Career Development Quarterly, 67(3), 264–270. 

http://doi.org.10.1002/cdq.12195 

Harley, J. M., Pekrun, R., Taxer, J. L., & Gross, J. J. (2019). Emotion regulation in 

achievement situations: An integrated model. Educational Psychologist, 54(2), 

106-126. 

Haynes, S.N.; Lench, H.C. (2003). Incremental validity of new clinical assessment 

measures. Psychological Assessment. 15 (4): 456-466. http://doi:10.1037/1040-

3590.15.4.456. 

Hinkle, L.E. (1974). The concept of stress in the biological and social sciences. 

International Journal of Psychiatry in Medicine, 5, 335-357. 

Hobfoll, S.E. (2001), The Influence of Culture, Community, and the Nested-Self in the 

Stress Process: Advancing Conservation of Resources Theory. Applied 

Psychology, 50: 337-421. https://doi.org/10.1111/1464-0597.00062 

Hom, P. W., & Griffeth, R. W. (1995). Employee turnover. South-Western College 

Publishing 

Hom, P. W., & Hulin, C. L. (1981). A competitive test of the prediction of reenlistment 

by several models. Journal of Applied Psychology, 66(1), 23-39. 

https://doi.org/10.1037/0021-9010.66.1.23 

file:///D:/2473.%20https:/doi.org/10.3389/fpsyg.2018.02473
http://doi.org.10.1002/cdq.12195
http://doi:10.1037/1040-3590.15.4.456.
http://doi:10.1037/1040-3590.15.4.456.
file:///E:/A%20STUDY%20WALDEN%20UNIVERSITY%202021/.%20https:/doi.org/10.1111/1464-0597.00062
https://doi.org/10.1037/0021-9010.66.1.23


132 

 

Hu, S., Hood, M., & Creed, P. A. (2017). Negative career feedback and career goal 

disengagement in young adults: The moderating role of mind-set about work. 

Journal of Vocational Behavior, 102, 63–71. 

http://doi.org.10.1016/j.jvb.2017.07.006 

Hu, S., Creed, A. P., & Hood, M. (2017). Development and initial validation of a 

measure to assess career goal feedback. Journal of Psychoeducational 

Assessment. 35(7), 657-66. http://doi.org.10.1177/0734282916654645 

Iffat, W., Shakeel, S., Siddiqui, F. & Rehan, M. (2015) Organizational Care Impact on 

Work Commitment: A Study in the Health Care Field. Open Access Library 

Journal, 2, 1-6. http://doi.org/ 10.4236/oalib.1102037 

Iverson, R. D., & Buttigieg, D. M. (1999). Affective, normative and continuous 

commitment: can the ‘right kind’ of commitment be managed? Journal of 

Management Studies, 36(3), 307-333. 

Jabrayilov, Ruslan & Emons, Wilco & Sijtsma, Klaas. (2016). Comparison of Classical 

Test Theory and Item Response Theory in Individual Change Assessment. 

Applied Psychological Measurement. 40(8), 559-572. 

http//:doi.org10.1177/0146621616664046. 

Jacobs, E. & Roodt, G. (2008). Organizational culture of hospitals to predict turnover 

intentions of professional nurses. Health SA Gesondheid: Journal of Interdisciplinary 

Health Sciences. 13, 63-71. doi:10.4102/hsag.v13i1.258.  

  

http://doi.org.10.1016/j.jvb.2017.07.006
http://doi.org.10.1177/0734282916654645
file:///D:/.%20http:/doi.org/%2010.4236/oalib.1102037
file:///D:/A_revised%2024a2758d-7756-4113-a596-f041cb258800_URR_to_2nd_review6.25.21_working%20copy.docx


133 

 

Jaros, S. J. (1997). An assessment of Meyer and Allen’s (1991) three component model 

of organizational commitment and turnover intention. Journal of Vocational 

Behavior, 51(3), 319 – 337. 

Jobvite. (2020). Recruiter national survey. https://www.jobvite.com/wp-

content/uploads/2020/10/Jobvite-RecruiterNation-Report-Final.pdf 

Kang, M. S., Pan, H., & Ha, H. Y. (2018). An empirical test of replacement costs of 

turnover using human capital corporate panel in Korea. Asia Pacific Business 

Review, 24(3), 312-329. 

Kashdan, T. B., Young, K. C., & Machell, K. A. (2015). Positive emotion regulation: 

Addressing two myths. Current Opinion in Psychology, 3, 117-121. http://doi.org. 

10.1016/j.copsyc.2014.12.012 

Kazdin, A. E. (2019). Single-case experimental designs Evaluating interventions in 

research and clinical practice. Behaviour Research and Therapy, 117, 3–17. 

http://doi.org. 10.1016/j.brat.2018.11.015 

Ko, J. W., Price, J. L., & Mueller, C. W. (1997). Assessment of Meyer and Allen's three-

component model of organizational commitment in South Korea. Journal of 

Applied Psychology, 82(6), 961. 

Kochanska, G., Murray, K., & Harlan, E. (2000). Effortful control in early childhood: 

Continuity and change, antecedents, and implications for social development. 

Developmental Psychology, 36, 220–232 

  

https://www.jobvite.com/wp-content/uploads/2020/10/Jobvite-RecruiterNation-Report-Final.pdf
https://www.jobvite.com/wp-content/uploads/2020/10/Jobvite-RecruiterNation-Report-Final.pdf
file:///C:/Users/danette/Downloads/AA_walden%20SP2021/February_14_2021_Sutter_Danette_psyc_9000_Dissertation%20study%20chapters%201-5_1.11.21-1_.docx
file:///C:/Users/danette/Downloads/AA_walden%20SP2021/February_14_2021_Sutter_Danette_psyc_9000_Dissertation%20study%20chapters%201-5_1.11.21-1_.docx


134 

 

Koole, S. L., Webb, T. L., & Sheeran, P. L. (2015). Implicit emotion regulation: feeling 

better without knowing why. Current Opinion in Psychology, 3, 6-10. 

http://doi.org. 10.1016/j.copsyc.2014.12.027 

Kurniawaty, K., Ramly, M., & Ramlawati, R. (2019). The effect of work environment, 

stress, and job satisfaction on employee turnover intention. Management Science 

Letters, 9(6), 877-886. 

Krause-Kjær, E., & Nedergaard, J. I. (2015). Single case method in psychology: How to 

improve as a possible methodology in quantitative research. Integrative 

Psychological & Behavioral Science, 49(3), 350–359. 

http://doi.org/10.1007/s12124-015-9309-3 

Kreibig, S. D., Gross, J. J. (2017). Understanding mixed emotions: Paradigms and 

measures. Current Opinions in Behavioral Science, 15, 62-71. 

http://doi.org.10.1016/j.cobeha.2017.05.016 

Laeeque, S. H., Bilal, A., Babar, S., Khan, Z., & Ul Rahman, S. (2018). How patient-

perpetrated workplace violence leads to turnover intention among nurses: the 

mediating mechanism of occupational stress and burnout. Journal of Aggression, 

Maltreatment & Trauma, 27(1), 96-118. 

Lambert, E. G., Qureshi, H., Frank, J., Klahm, C., & Smith, B. (2018). Job stress, job 

involvement, job satisfaction, and organizational commitment and their 

associations with job burnout among Indian police officers: A research note. 

Journal of Police and Criminal Psychology, 33(2), 85–99. 

http://doi.org.10.1007/s11896-017-9236-y 

http://doi.org/10.1007/s12124-015-9309-3
http://doi.org.10.1016/j.cobeha.2017.05.016
http://doi.org.10.1007/s11896-017-9236-y


135 

 

Landers, R. N., & Schmidt, G. B. (2016). Social media in employee selection and 

recruitment: An overview. In R. N. Landers & G. B. Schmidt (Eds.) Social media 

in employee selection and recruitment: Theory, practice, and current challenges 

(pp. 3-14). Springer Verlag. 

Larkin, J. E., Brasel, A. M., & Pines, H. A. (2013). Cross-disciplinary applications of I/O 

psychology concepts: Predicting student retention and employee turnover. Review 

of General Psychology, 17(1), 82–92. http://doi.org.10.1037/a0030999 

Lawler E.E. & Suttle, J. L. (1973). Expectancy theory and job behavior. Organizational 

Behavior and Human Performance, 9, 482-503 

Lazarus, R. S. (1991). Cognition and motivation in emotion. American Psychologist, 

46(4), 352–367. https://doi.org/10.1037/0003-066X.46.4.352 

Lazarus, R.S. (1966). Psychological stress and the coping process. New York, NY: 

McGraw Hill. 

Lazarus, R.S., & Folkman, S., (1986). Stress, appraisal, and coping. New York, NY: 

Springer Publishing Company. 

Le, B. M., Impett, E. A., Lemay Jr, E. P., Muise, A., & Tskhay, K. O. (2018). Communal 

motivation and well-being in interpersonal relationships: An integrative review 

and meta-analysis. Psychological bulletin, 144(1), 1-25. 

Leedy, G. M., & Smith, J. E. (2012). Development of emotional intelligence in first-year 

undergraduate students in a frontier state. College Student Journal, 46(4), 795-

804. 

  

http://doi.org.10.1037/a0030999
https://doi.org/10.1037/0003-066X.46.4.352


136 

 

Lent, R. W., Ireland, G. W., Penn, L. T., Morris, T. R., & Sappington, R. (2017). Sources 

of self-efficacy and outcome expectations for career exploration and decision-

making: A test of the social cognitive model of career self-management. Journal 

of Vocational Behavior, 99, 107-117. 

Ledford, G. E. (2014). The changing landscape of employee rewards: Observations and 

prescriptions. Organizational Dynamics, 43(3), 168-179. 

http://doi.org/10.1016/j.orgdyn.2014.08.003 

Li, N., Barrick, M. R., Zimmerman, R. D., & Chiaburu, D. S. (2014). Retaining the 

productive employee: The role of personality. The Academy of Management 

Annals, 8, 347–395. http://doi.org.10.1080/ 19416520.2014.890368 

Liu, M., Kuriakose, N., Cohen, J., & Cho, S. (2016). Impact of web survey invitation 

design on survey participation, respondents, and survey responses. Social Science 

Computer Review, 34(5), 631–644. http://doi.org; 10.1177/0894439315605606 

Liu, X., Zhang, Y., & Liu, C.-H. (2017). How does leader other-emotion appraisal 

influence employees? The multilevel dual affective mechanisms. Small Group 

Research, 48(1), 93–114. http://doi.org.10.1177/1046496416678663 

LinkedIn. (2019). LinkedIn. https://www.linkedin.com 

LinkedIn. (2021). Talent solutions. https://business.linkedin.com/talent-

solutions?trk=flagship_nav&veh=li-header-dropdown-lts-control&src=li-nav 

Little, L. M., Gooty, J., & Williams, M. (2016). The role of leader emotion management 

in leader–member exchange and follower outcomes. The Leadership Quarterly, 

27(1), 85-97. 

http://doi.org/10.1016/j.orgdyn.2014.08.003
http://doi.org.10.1080/%2019416520.2014.890368
http://doi.org.10.1177/1046496416678663
https://www.linkedin.com/
file:///D:/.%20https:/business.linkedin.com/talent-solutions%3ftrk=flagship_nav&veh=li-header-dropdown-lts-control&src=li-nav
file:///D:/.%20https:/business.linkedin.com/talent-solutions%3ftrk=flagship_nav&veh=li-header-dropdown-lts-control&src=li-nav


137 

 

Livingstone, K. M., & Isaacowitz, D. M. (2018). The roles of age and attention in general 

emotion regulation, reappraisal, and expressive suppression. Psychology and 

Aging, 33(3), 373. 

Locke, E. A., & Latham, G. P. (2019). The development of goal setting theory: A half 

century retrospective. Motivation Science, 5(2), 93. 

Locke, E.A. (1976) The nature and causes of job satisfaction. In M.D. Dunnette (Ed.), 

Handbook of industrial and organizational psychology, (Vol. 1, pp. 1297-1343). 

Rand McNally College Publish Company 

Locke, E. A., & Latham, G. P. (2006). New directions in goal-setting theory. Current 

directions in psychological science, 15(5), 265-268. 

Loi, R., Xu, A. J., Chow, C. W., & Kwok, J. M. (2018). Customer misbehavior and store 

managers' work‐to‐family enrichment: The moderated mediation effect of work 

meaningfulness and organizational affective commitment. Human Resource 

Management, 57(5), 1039-1048. 

Longa, C. S., Ajagbe, M. A., & Kowang, T. O. (2014). Addressing the issues on 

employees’ turnover intention in the perspective of HRM practices in SME. 

Procedia-Social and Behavioral Sciences, 129, 99-104. 

Macgowan, M. J., & Wong, S. E. (2017). Improving student confidence in using group 

work standards: A controlled replication. Research on Social Work Practice, 

27(4), 434-440. http://doi.org/10.1177/1049731515587557 

  

http://doi.org/10.1177/1049731515587557


138 

 

Maertz, C. P., & Campion, M. A. (2004). Profiles in quitting: Integrating process and 

content turnover theory. Academy of Management Journal, 47, 566–582. 

http://doi.org.10.2307/20159602 

Markus, K. A. (2018). Three conceptual impediments to developing scale theory for 

formative scales. Methodology, 14, 156–164. http://doi.org/10.1027/1614-

2241/a000154 

Martins, B., Florjanczyk, J., Jackson, N. J., Gatz, M., & Mather, M. (2018). Age 

differences in emotion regulation effort: Pupil response distinguishes reappraisal 

and distraction for older but not younger adults. Psychology and aging, 33(2), 

338-349. 

Martin, A. & Roodt, G. (2008). Perceptions of organizational commitment, job 

satisfaction and turnover intentions in a post-merger tertiary institution. SA 

Journal of Industrial Psychology, 34(1), 23-31.  

Matsumoto, D., Yoo, S. H., & Nakagawa, S. (2008). Culture, Emotion Regulation, and 

Adjustment. Journal of Personality and Social Psychology, 94(6), 925-937. 

Maxwell, S. E. (2000). Sample size and multiple regression analysis. Psychological 

methods, 5(4), 434. 

Maxwell, S. E., Lau, M. Y., & Howard, G. S. (2015). Is psychology suffering from a 

replication crisis? What does “failure to replicate” really mean? American 

Psychologist, 70(6), 487. 

McCaslin, M., Vriesema, C., & Burggraf, S. (2016). Making mistakes: Emotional 

adaptation and classroom learning. Teachers College Record, 118(2), 1-46. 

http://doi.org.10.2307/20159602
http://doi.org/10.1027/1614-2241/a000154
http://doi.org/10.1027/1614-2241/a000154


139 

 

McCoy, L. K. (2017). Longitudinal qualitative research and interpretative 

phenomenological analysis: Philosophical connections and practical 

considerations. Qualitative Research in Psychology, 14(4), 442–458. 

http://doi.org.10.1080/14780887.2017.1340530 

McCormick, L., & Donohue, R. (2019). Antecedents of affective and normative 

commitment of organisational volunteers. The International Journal of Human 

Resource Management, 30(18), 2581-2604. 

McGee, G. W., & Ford, R. C. (1987). Two (or more?) dimensions of organizational 

commitment: Reexamination of the affective and continuous commitment scales. 

Journal of applied psychology, 72(4), 638. 

McRae, K., & Gross, J. J. (2020). Emotion regulation. Emotion, 20(1), 1. 

McRae, K. (2016). Cognitive emotion regulation: A review of theory and scientific 

findings. Current Opinion in Behavioral Sciences, 10, 119-124. 

Mehta, A. (2016). Social exchange at work: Impact on employees' emotional, intentional, 

and behavioral outcomes under continuous change. Journal of Organizational 

Psychology, 16(1), 43-56.  

Menold, N., Bluemke, M., & Hubley, A. M. (2018). Validity: Challenges in conception, 

methods, and interpretation in survey research. Methodology: European Journal 

of Research Methods for the Behavioral and Social Sciences, 14(4), 143–145. 

Mérida-López, S., Extremera, N. & Rey, L. (2017). Emotion-regulation ability, role stress 

and teachers' mental health. Occupational Medicine. 67(7). 540-545. 

http://doi.org.10.1093/occmed/kqx125. 

http://doi.org.10.1080/14780887.2017.1340530
http://doi.org.10.1093/occmed/kqx125.


140 

 

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of 

organizational commitment. Human Resource Management Review, 1(1), 61-89. 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and 

occupations: Extension and test of a three-component conceptualization. Journal 

of Applied Psychology, 78(4), 538.  

Meyer, J. P., Morin, A. J. S., Stanley, L. J., & Maltin, E. R. (2019). Teachers’ dual 

commitment to the organization and occupation: A person-centered investigation. 

Teaching and Teacher Education, 77, 100–111. http://doi.org. 

10.1016/j.tate.2018.09.009 

Meyer, J. P.; Morin, A. J. S.; Wasti, S. A. (2018) Employee commitment before and after 

an economic crisis: A stringent test of profile similarity. Human Relations, 71(9) 

1204–1233. 

Meyer, J. P., & Allen, N. J. (1984). Testing the" side-bet theory" of organizational 

commitment: Some methodological considerations. Journal of applied 

Psychology, 69(3), 372-378. 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and 

occupations: Extension and test of a three-component conceptualization. Journal 

of Applied Psychology, 78, 538-551. 

Meyer, J., & Allen, N. (1997). Commitment in the workplace: Theory, research, and 

application. Sage Publications. 

Myers, D. G., & Dewall, N. C. (2015). Psychology in Modules (11th Ed). Worth 

Publishers. 



141 

 

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general 

model. Human Resource Management Review, 11(3), 299-326. 

Meyer, J. P., & Morin, A. J. S. (2016). A person-centered approach to commitment 

research: Theory, research, and methodology. Journal of Organizational 

Behavior, 37(4), 584–612. 

Meyer, J. P., & Parfyonova, N. M. (2010). Normative commitment in the workplace: A 

theoretical analysis and re-conceptualization. Human Resource Management 

Review, 20(4), 283-294. 

Meyer., Morin, A. J. S., & Vandenberghe, C. (2015). Dual commitment to organization 

and supervisor: A person-centered approach. Journal of Vocational Behavior, 88, 

56–72. 

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, 

Continuous, and Normative Commitment to the Organization: A Meta-analysis of 

Antecedents, Correlates, and Consequences. Journal of Vocational Behavior, 

61(1), 20–52. https://doi-org.ezp.waldenulibrary.org/10.1006/jvbe.2001.1842 

Meyer, J. P.; Morin, A. J. S.; Wasti, S. A. (2018) Employee commitment before and after 

an economic crisis: A stringent test of profile similarity. Human Relations, 71, (9) 

1204–1233, 2018.  

Meyer, J. P., Stanley, L. J., & Parfyonova, N. M. (2012). Employee commitment in 

context: The nature and implication of commitment profiles. Journal of 

Vocational Behavior, 80(1), 1-16. 

  

https://doi-org.ezp.waldenulibrary.org/10.1006/jvbe.2001.1842


142 

 

Mercurio, Z. A. (2015). Affective commitment as a core essence of organizational 

commitment: An integrative literature review. Human Resource Development 

Review, 14(4), 389-414. 

Mischel, W. (1973). Toward a cognitive social learning reconceptualization of 

personality. Psychological Review, 80(4), 252.  

Miller K, Danner F, & Staten R. (2008). Relationship of work hours with selected health 

behaviors and academic progress among a college student cohort. Journal of 

American College Health, 56(6), 675–679. 

Mobley, W.H. (1977). Intermediate linkages in the relationship between job satisfaction 

and employee turnover. Journal of Applied Psychology, 62(2), 237–240. 

Mobley, W.H., Horner, S.O. & Hollingsworth, A.T. (1978). An evaluation of precursors 

of hospital employee turnover. Journal of Applied Psychology, 63(4), 408–414. 

Molders, S., Brosi, P., Spörrle, M., & Welpe, I. M. (2019). The effect of top management 

trustworthiness on turnover intentions via negative emotions: The moderating role 

of gender. Journal of Business Ethics, 156(4), 957–969. 

http://doi.org.10.1007/s10551-017-3600-9 

Morawetz, C., Bode, S., Derntl, B., & Heekeren, H. R. (2017). The effect of strategies, 

goals and stimulus material on the neural mechanisms of emotion regulation: a 

meta-analysis of fMRI studies. Neuroscience & Biobehavioral Reviews, 72, 111-

128.  

Moors, A. (2017). The integrated theory of emotional behavior follows a radically goal-

directed approach. Psychological Inquiry, 28(1), 68-75.  

http://doi.org.10.1007/s10551-017-3600-9


143 

 

Mowday, R. T., Porter, L. W., & Steers, R. M. (2013). Employee organization linkages: 

The psychology of commitment, absenteeism, and turnover. Academic press. 

Mowday, R.T. (1998) Reflections on the study and relevance of organizational 

commitment. Human Resource Management Review, 8, 387-401. 

http://dx.doi.org/10.1016/S1053-4822(99)00006-6 

Mowday, R. T., Koberg, C. S., & McArthur, A. W. (1984). The psychology of the 

withdrawal process: A cross-validation test of Mobley's intermediate linkages 

model of turnover in two samples. Academy of Management Journal, 27(1), 79-

94. 

Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of 

organizational commitment. Journal of Vocational Behavior, 14, 224-247. 

http://doi.org/ 10.1016/0001-8791(79)90072-1 

Nandan, S., Halkias, D., Thurman, P. W., Komodromos, M., Baker, A. A., Adendorff, C.,  

Alhaj, N. H.Y. Y. A., Galanaki, E., Juma, N., Kwesiga, E., Nkamnebe, A.D., 

Seaman, C. (2018). Assessing cross-national invariance of the three-component 

model of organizational commitment. EuroMed Journal of Business, 13(3), 254-

279. http://doi.org/10.1108/EMJB-09-2017-0031 

Nagai-Manelli, R., Lowden, A., de Castro Moreno, C. R., Teixeira, L. R., da Luz, A. A., 

Mussi, M. H. & Fischer, F. M. (2012). Sleep length, working hours and socio-

demographic variables are associated with time attending evening classes among 

working college students. Sleep and Biological Rhythms, 10(1), 53-60. 

  

http://dx.doi.org/10.1016/S1053-4822(99)00006-6
http://doi.org/%2010.1016/0001-8791(79)90072-1
https://www.emerald.com/insight/search?q=Norashfah%20Hanim%20Yaakop%20Yahaya%20Alhaj
https://www.emerald.com/insight/search?q=Norashfah%20Hanim%20Yaakop%20Yahaya%20Alhaj
https://www.emerald.com/insight/search?q=Eleanna%20Galanaki
https://www.emerald.com/insight/search?q=Norma%20Juma
https://www.emerald.com/insight/search?q=Eileen%20Kwesiga
https://www.emerald.com/insight/search?q=Anayo%20D.%20Nkamnebe
http://doi.org/10.1108/EMJB-09-2017-0031


144 

 

Naragon-Gainey, K., McMahon, T. P., & Park, J. (2018). The contributions of affective 

traits and emotion regulation to internalizing disorders: Current state of the 

literature and measurement challenges. American Psychologist, 73(9), 1175-1186. 

National Center Educational Statistics. (n.d.). Data and description. 

https://nces.ed.gov/pubs/web/97578e.asp 

National Center Educational Statistics. (2012). Web tables. 

http://nces.ed.gov/pubs/web/97578e.asp 

Netzer, L., Van Kleef, G. A., & Tamir, M. (2015). Interpersonal instrumental emotion 

regulation. Journal of Experimental Social Psychology, 58, 124-135.  

Newman, J.E. (1974).  Predicting absenteeism and turnover: A field comparison of 

Fishbein’s model and traditional job attitude measures. Journal of Applied 

Psychology, 59(5), 610–615. 

Ng, T. W., Yam, K. C., & Aguinis, H. (2019). Employee perceptions of corporate social 

responsibility: Effects on pride, embeddedness, and turnover. Personnel 

Psychology, 72(1), 107-137. 

Nguyen-Feng, V. N., Romano, F. N., & Frazier, P. (2019). Emotional abuse moderates 

efficacy of an ecological momentary stress management intervention for college 

students. Journal of Counseling Psychology, 66(4), 461.  

Nielsen, K., & Miraglia, M. (2017). What works for whom in which circumstances? On 

the need to move beyond the ‘what works?’ question in organizational 

intervention research. Human Relations, 70(1), 40–62. 

http://doi.org.10.1177/0018726716670226 

https://nces.ed.gov/pubs/web/97578e.asp
http://nces.ed.gov/pubs/web/97578e.asp
http://doi.org.10.1177/0018726716670226


145 

 

Odetunde, M. O., Akinpelu, A. O., & Odole, A. C. (2017). Validity and reliability of a 

Nigerian-Yoruba version of the stroke-specific quality of life scale 2.0. Health 

and Quality of Life Outcomes, 15(1), 205. 

Office of Human Research Participants. (2016). Compliance and reports. 

https://www.hhs.gov/ohrp/compliance-and-reporting/index.html 

Oladokun, O. (2016). Gender Effect on the Information Environment of Distance Learners 

in Botswana. Canadian Journal of Information & Library Sciences, 40(3), 207–

233.  

Omnicore. (2020). LinkedIn by the numbers: Stats, demographics & fun facts. 

https://www.omnicoreagency.com/linkedin-statistics/ 

Paauwe, J., & Farndale, E. (2017). Strategy, HRM, and performance: A contextual 

approach. Oxford University Press. 

Pal, A., Dwivedi, L. K., & Kumari, D. (2018). Long Working Hours and the Risk of 

Chronic Disease. Social Change, 48(1), 72. 

Patton M Q, (2002) Qualitative Research and Evaluation Options (3rd ed.). Sage 

Publication. 

Pekaar, K. A., Bakker, A. B., Van der Linden, D., Born, M. P., & Sirén, H. J. (2018). 

Managing own and others' emotions: A weekly diary study on the enactment of 

emotional intelligence. Journal of Vocational Behavior, 109, 137-151. 

Perrewe, P. L., Rosen, C. C., & Halbesleben, J. R. B. (Eds.). (2013). The role of emotion 

and emotion regulation in job stress and wellbeing. Bingley: UK. Emerald Group 

Publishing Limited. https://ebookcentral.proquest.com  

https://www.hhs.gov/ohrp/compliance-and-reporting/index.html
https://www.omnicoreagency.com/linkedin-statistics/
https://ebookcentral.proquest.com/


146 

 

Perreira, T. A., Berta, W., & Herbert, M. (2018). The employee retention triad in health 

care: Exploring relationships amongst organisational justice, affective 

commitment, and turnover intention. Journal of Clinical Nursing, 27(7-8), e1451-

e1461. 

Plieninger, H. (2017). Mountain or molehill? A simulation study on the impact of 

response styles. Educational and Psychological Measurement, 77, 32–53. 

http://doi.org/10.1177/0013164416636655 

Porter, L. W., Steers, R. M., Mowday, R. T., & Boulian, P. V. (1974). Organizational 

commitment, job satisfaction, and turnover among psychiatric technicians. 

Journal of Applied Psychology, 59(5), 603. 

Porter, L.W. and Steers, R.M. (1973). Organizational, work, and personal factors in 

employee turnover and absenteeism. Psychological Bulletin, 80 (2). 151-176.  

Powell, D. M., & Meyer, J. P. (2004). Side-bet theory and the three-component model of 

organizational commitment. Journal of Vocational Behavior, 65(1), 157-177. 

Preece, D. A., Becerra, R., Robinson, K., & Gross, J. J. (2019). The emotion regulation 

questionnaire: psychometric properties in general community samples. Journal of 

personality assessment. Journal of Personality Assessment 102(6),348-356. 

Qablan, N., & Farmanesh, P. (2019). Do organizational commitment and perceived 

discrimination matter? Effect of SR-HRM characteristics on employee's turnover 

intentions. Management Science Letters, 9(7), 1105-1118. 

  

http://doi.org/10.1177/0013164416636655


147 

 

Raver, J. L., & Gelfand, M. J. (2005). Beyond the individual victim; Linking sexual 

harassment, team processes, and team performance. Academy of Management 

Journal, 48, 387-400. 

Regenwetter, M., & Cavagnaro, D. R. (2019). Tutorial on removing the shackles of 

regression analysis: How to stay true to your theory of binary response 

probabilities. Psychological Methods, 24(2), 135–152. 

http://doi.org.10.1037/met0000196.  

Rimita, K., Hoon, S. N., & Levasseur, R. (2020). Leader readiness in a volatile, 

uncertain, complex, and ambiguous business environment. Journal of Social 

Change, 12(1), 2. 

Roodt, G. (2004). Turnover intentions. Unpublished document. Johannesburg: University 

of Johannesburg. 

Rosse, J. G., & Hulin, C. L. (1985). Adaptation to work: An analysis of employee health, 

withdrawal, and change. Organizational Behavior and Human Decision 

Processes, 36(3), 324-347. 

Rusbult, C. E., & Farrell, D. (1983). A longitudinal test of the investment model: The 

impact on job satisfaction, job commitment, and turnover of variations in rewards, 

costs, alternatives, and investments. Journal of Applied Psychology, 68(3), 429. 

Roth, P. L., Bobko, P., Van Iddekinge, C. H., & Thatcher, J. B. (2016). Social media in 

employee-selection-related decisions: A research agenda for uncharted territory. 

Journal of Management, 42, 269-298. 

http://.www.doi.10.1177/0149206313503018  

http://doi.org.10.1037/met0000196.
http://.www.doi.10.1177/0149206313503018


148 

 

Rowlands, L., Coetzer, R., & Turnbull, O. H. (2019). Good things better? Reappraisal 

and discrete emotions in acquired brain injury. Neuropsychological 

Rehabilitation, 4, 1-29. http://doi.org.10.1080/09602011.2019.1620788  

Rubin, D. B. (1988). An overview of multiple imputation. In Proceedings of the survey 

research methods section of the American Statistical Association. 79-84. Citeseer. 

Saeed, M. E. A., Muslim, N. A., Rahim, A.H.A., Rasli, M.A.M., Ghani, F. A. & 

Redzuan, N.A.Z.A. (2018). Millennials Motivation Factors and Job Retention: An 

Evidence from Oil and Gas Company in Malaysia. Global Business & 

Management Research, 10(3), 761-767. 

https://direct=true&db=bth&AN=133618170&site=eds-live&scope=site 

Scheibe, S., & Zacher, H. (2013). A lifespan perspective on emotion regulation, stress, 

and well-being in the workplace. In P.L. Perrewe, C. C. Rosen, & J. R. B. 

Halbesleben (Eds) The role of emotion and emotion regulation in job stress and 

well-being (pp. 163-193). Bingley, UK: Emerald Group Publishing Limited. 

Scheibe, S., Sheppes, G., & Staudinger, U. M. (2015). Distract or Reappraise? Age-

Related Differences in Emotion-Regulation Choice. Emotion, 15, 677–681. 

http://doi.org/10.1037/a0039246 

Scherer, K. (1984). On the nature and function of emotion: A component process 

approach. In K. R. Scherer & P. E. Ekman (Eds.). Approaches to emotion (pp. 

293-317). Erlbaum. 

Scherer, K. R., Schorr, A., & Johnstone, T. (Eds.). (2001). Appraisal processes in 

motion: Theory, methods, research. Oxford University Press. 

file:///D:/.%20http:/doi.org.10.1080/09602011.2019.1620788
https://direct=true&db=bth&an=133618170&site=eds-live&scope=site/
http://doi.org/10.1037/a0039246


149 

 

Schmitt, A., Den Hartog, D. N., & Belschak, F. D. (2015). Is outcome responsibility at 

work emotionally exhausting? Investigating employee proactivity as a moderator. 

Journal of Occupational Health Psychology, 20(4), 491-500. 

Selye, H. (1974). Stress without distress. Lippincott 

Shafir, T., Tsachor, R. P., & Welch, K. B. (2016). Emotion regulation through 

movement: unique sets of movement characteristics are associated with and 

enhance basic emotions. Frontiers in Psychology, 6, 2030. 

Sheppes, G., Scheibe, S., Suri, G., Radu, P., Blechert, J., & Gross, J. J. (2014). Emotion 

regulation choice: a conceptual framework and supporting evidence. Journal of 

Experimental Psychology: General, 143(1), 163. 

Shieh, G. (2013). Sample size requirements for interval estimation of the strength of 

association effect sizes in multiple regression analysis. Psicothema, 25(3), 402–

407.  

Slate, R. N., & Vogel, R. E. (1997). Participative management and correctional 

personnel: A study of the perceived atmosphere for participation in correctional 

decision making and its impact on employee stress and thoughts about quitting. 

Journal of Criminal Justice, 25(5), 397-408. 

Shekhar, P., Prince, M., Finelli, C., Demonbrun, M., & Waters, C. (2019). Integrating 

quantitative and qualitative research methods to examine student resistance to 

active learning. European Journal of Engineering Education, 44(1-2), 6-18. 

  



150 

 

SHRM. (2018). Better workplaces better worlds. 

https://www.shrm.org/ResourcesAndTools/hr-topics/employee-

relations/pages/employee-loyalty.aspx 

SHRM. (2021). Recruiting internally and externally. http//www.Recruiting Internally and 

Externally (shrm.org) 

Simmons, J.P., Nelson, L.D., & Simonsohn, U. (2011). False-positive psychology: 

Undisclosed flexibility in data collection and analysis allows presenting anything 

as significant. Psychological Science, 22(11),1359–1366. 

Smith, C. A., & Lazarus, R. (1990). Emotion and Adaptation. In L. A. Pervin (Ed.), 

Handbook of personality: Theory & research. Guilford Press. 

Sohn, B. K., Park, S. M., Park, I. J., Hwang, J. Y., Choi, J. S., Lee, J. Y., & Jung, H. Y. 

(2018). The relationship between emotional labor and job stress among hospital 

workers. Journal of Korean Medical Science, 33(39), e246. 

http://doi.org/10.3346/jkms.2018.33. e246 

Statistic Solutions. (2019). Complete dissertation. Retrieved from: 

https://www.statisticssolutions.com/assumptions-of-multiple-linear-regression/ 

Steel, R.P. & Ovalle, N.K. (1984). A review and meta-analysis of research on the 

relationship between behavioral intentions and employee turnover. Journal of 

Applied Psychology, 69, 673–686.  

Suri, G., & Gross, J.J. (2016). Emotion regulation: A valuation perspective. In L.F. 

Barrett, M. Lewis, J.M. Haviland-Jones (Eds.), Handbook of emotions (4th ed.) 

(pp. 453-466). Guilford. 

https://www.shrm.org/ResourcesAndTools/hr-topics/employee-relations/pages/employee-loyalty.aspx
https://www.shrm.org/ResourcesAndTools/hr-topics/employee-relations/pages/employee-loyalty.aspx
file:///E:/A%20STUDY%20WALDEN%20UNIVERSITY%202021/REVISION_4361bea0-a650-449d-bddd-cc163e8c0bcf_Danette_Sutter_FS_TK%20(1)2.docx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/recruitinginternallyandexternally.aspx
https://www.shrm.org/resourcesandtools/tools-and-samples/toolkits/pages/recruitinginternallyandexternally.aspx
http://doi.org/10.3346/jkms.2018.33.%20e246
https://www.statisticssolutions.com/assumptions-of-multiple-linear-regression/


151 

 

Szasz, P. L., Hofmann, S. G., Heilman, R. M., & Curtiss, J. (2016). Effect of regulating 

anger and sadness on decision-making. Cognitive Behaviour Therapy, 45(6), 479-

495. http://doi.org/10.1080/16506073.2016.1203354 

Takawira, N., Coetzee, M., & Schreuder, D. (2014). Job embeddedness, work 

engagement and turnover intention of staff in a higher education institution: An 

exploratory study. SA Journal of Human Resource Management, 12(1), 1-10. 

Tamir, M. (2016). Why do people regulate their emotions? A taxonomy of motives in 

emotion regulation. Personality and Social Psychology Review, 20(3), 199-222. 

Tamir, M., & Gutentag, T. (2017). Desired emotional states: Their nature, causes, and 

implications for emotion regulation. Current Opinion in Psychology, 17, 84–88. 

http://doi.org.10.1016/j.copsyc.2017.06.014 

Tamir, M., Bigman, Y. E., Rhodes, E., Salerno, J., & Schreier, J. (2015). An expectancy-

value model of emotion regulation: Implications for motivation, emotional 

experience, and decision making. Emotion, 15(1), 90–103. 

https://doi.org/10.1037/emo0000021 

Tett, R.P. & Meyer, J.P. (1993). Job satisfaction, organizational commitment, turnover 

intentions, and turnover: Path analyses based on meta-analytic findings. 

Personnel Psychology, 46, 259–293.  

Thorne, S., Stephens, J., & Truant, T. (2016). Building qualitative study design using 

nursing’s disciplinary epistemology. Journal of Advanced Nursing, 72(2), 451–

460. http://doi.org.10.1111/jan.12822 

  

http://doi.org/10.1080/16506073.2016.1203354
http://doi.org.10.1016/j.copsyc.2017.06.014
https://doi.org/10.1037/emo0000021
http://doi.org.10.1111/jan.12822


152 

 

Tremblay, M., Gaudet, M. C., & Vandenberghe, C. (2019). The role of group-level 

perceived organizational support and collective affective commitment in the 

relationship between leaders’ directive and supportive behaviors and group-level 

helping behaviors. Personnel Review, 48(2), 417-437. https://doi.org/10.1108/PR-

06-2017-0172 

Troy, A. S., Shallcross, A. J., & Mauss, I. B. (2013). A person-by-situation approach to 

emotion regulation: Cognitive reappraisal can either help or hurt, depending on 

the context. Psychological Science, 24(12), 2505-2514. 

Uraon, R. S. (2018). Examining the impact of HRD practices on organizational 

commitment and intention to stay within selected software companies in India. 

Advances in Developing Human Resources, 20(1), 11–43. 

http://doi.org.10.1177/1523422317741691 

Uppal, N. (2017). Uncovering curvilinearity in the organizational tenure-job performance 

relationship: A moderated mediation model of continuous commitment and 

motivational job characteristics. Personnel Review, 46(8), 1552–1570. 

http://doi.org 10.1108/PR-11-2015-0302 

Vandenberghe, C., Mignonac, K., & Manville, C. (2015). When normative commitment 

leads to lower well-being and reduced performance. Human Relations, 68(5), 

843–870. http://doi.org. 10.1177/0018726714547060 

Vandenberghe, C., Stinglhamber, F., Bentein, K., & Delhaise, T. (2001). An examination 

of the cross-cultural validity of a multidimensional model of commitment in 

Europe. Journal of Cross-Cultural Psychology, 32(3), 322–347. 

https://doi.org/10.1108/PR-06-2017-0172
https://doi.org/10.1108/PR-06-2017-0172
http://doi.org.10.1177/1523422317741691
http://doi.org/10.1108/PR-11-2015-0302


153 

 

Vispoel, W. P., Morris, C. A., & Kilinc, M. (2018). Applications of generalizability 

theory and their relations to classical test theory and structural equation modeling. 

Psychological Methods, 23(1), 1-26. http://doi.org/10.1037/met0000107 

Walden University. (2019). Research ethics & compliance: Research ethics review 

process. https://academicguides.waldenu.edu/researchcenter/orec/application 

Walden University. (2020a). Research ethics and compliance: Red flag issues. 

https://academicguides.waldenu.edu/researchcenter/orec/frequently-asked-

questions/red-flag-issues  

Walden University. (2020b). Research ethics and compliance policy. 

https://academicguides.waldenu.edu/c.php?g=120436&p=6688094 

Walker, L., McAleese, K. E., Johnson, M., Khundakar, A. A., Erskine, D., Thomas, A. J., 

McKeith, I. G., & Attems, J. (2017). Quantitative neuropathology: An update on 

automated methodologies and implications for large scale cohorts. Journal of 

Neural Transmission, 124(6), 671–683. http://doi.org/10.1007/s0070 2-017-1702-

2 

Warden, D. N., & Myers, C. A. (2017). Non intellective variables and nontraditional 

college students: A domain-based investigation of academic achievement. College 

Student Journal, 51(3), 380-390 

Wetzel, E., Böhnke, J. R. & Rose, N. (2016). A simulation study on methods of 

correcting for the effects of extreme response style. Educational and 

Psychological Measurement, 76, 304–324. 

http://doi.org/10.1177/0013164415591848 

http://doi.org/10.1037/met0000107
https://academicguides.waldenu.edu/researchcenter/orec/frequently-asked-questions/red-flag-issues
https://academicguides.waldenu.edu/researchcenter/orec/frequently-asked-questions/red-flag-issues
https://academicguides.waldenu.edu/c.php?g=120436&p=6688094
http://doi.org/10.1007/s0070
http://doi.org/10.1007/s0070
http://doi.org/10.1177/0013164415591848


154 

 

Wiener, Y. (1982). Commitment in organizations: A normative view. Academy of 

Management Review, 7(3), 418-428.  

Wiener, Y., & Vardi, Y. (1990). Relationships between organizational culture and 

individual motivation—a conceptual integration. Psychological Reports, 67(1), 

295-306. 

Wilton, N. (2016). An introduction to human resource management. London, UK: Sage 

 Publications. 

Wombacher, J. C., & Felfe, J. (2017). Dual commitment in the organization: Effects of 

the interplay of team and organizational commitment on employee citizenship 

behavior, efficacy beliefs, and turnover intentions. Journal of Vocational 

Behavior, 102, 1-14 

Wright, T. A. (2014). Putting your best “face” forward: The role of emotion-based well-

being in organizational research. Journal of Organizational Behavior, 35(8), 

1153-1168. http://doi.org.10.1002/job.1967 

Wu, C., & Yuan, Z. (2019). An ERP investigation on the second language and emotion 

perception: The role of emotion word type. International Journal of Bilingual 

Education and Bilingualism, 1-13. 

Xiaojuan Zhu, Seaver, W., Sawhney, R., Shuguang Ji, Holt, B., Sanil, G. B., & Upreti, G. 

(2017). Employee turnover forecasting for human resource management based on 

time series analysis. Journal of Applied Statistics, 44(8), 1421–1440. 

http://doi.org.org/10.1080/02664763.2016.1214242 

Yamazakia, Y., & Petchdee, S. (2015). Turnover intention, organizational commitment, 

file:///C:/Users/danette/Downloads/AA_walden%20SP2021/1153-1168.%20http:/doi.org.10.1002/job.1967
http://doi.org.org/10.1080/02664763.2016.1214242


155 

 

and specific job satisfaction among production employees in Thailand. Journal of 

Business and Management, 4(4), 22-38. 

Yoon, K. L., LeMoult, J., Hamedani, A., & McCabe, R. (2018). Working memory 

capacity and spontaneous emotion regulation in generalized anxiety disorder. 

Cognition and Emotion, 32(1), 215-221. 

http://doi.org/10.1080/02699931.2017.1282854 

Zaehringer, J., Schmahl, C., Ende, G., & Paret, C. (2018). Emotion-Modulated Startle 

Reflex During Reappraisal: Probe Timing and Behavioral Correlates. Behavioral 

Neuroscience, 132(6), 573–579. http://doi.org.10.1037/bne0000271 

Zimmerman, R. D. (2008). Understanding the impact of personality traits on individuals’ 

turnover decisions: A meta-analytic path model. Personnel Psychology, 61, 309–

348. http://doi.org.10.1111/j.1744-6570 .2008. 00115.x 

 

 

http://doi.org/10.1080/02699931.2017.1282854
http://doi.org.10.1037/bne0000271
http://doi.org.10.1111/j.1744-6570%20.2008.%2000115.x


156 

 

Appendix A: Emotion Regulation Questionnaire 

Reprinted. (Gross & John, 2003)  

Permission 

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:4657aff8-9f09-

47b7-bc8c-b6dfab62959d 

Instructions and Items  

We would like to ask you some questions about your emotional life and how you control (that is, 

regulate and manage) your emotions. The questions below involve two distinct aspects of your 

emotional life. One is your emotional experience, or what you feel like inside. The other is your 

emotional expression, or how you show your emotions in the way you talk, gesture, or behave. 

Although some of the following questions may seem like one another, they differ in important 

ways. For each item, please answer using the following scale:  

1-----------2------------------3------------------4------------------5------------------6------------7  

Strongly     Neutral                                            Strongly Disagree 

Agree           

              

1. ___When I want to feel more positive emotion (such as joy or amusement), I 

change what I’m thinking about.   

2. ___I keep my emotions to myself.   

3. ___When I want to feel less negative emotion (such as sadness or anger), I 

change what I’m thinking about.   

4.___ When I am feeling positive emotions, I am careful not to express them.   

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:4657aff8-9f09-47b7-bc8c-b6dfab62959d
https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:4657aff8-9f09-47b7-bc8c-b6dfab62959d
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5.___ When I’m faced with a stressful situation, I make myself think about it in a 

way that helps me stay calm.   

6. ___I control my emotions by not expressing them.   

7.___When I want to feel more positive emotion, I change the way I’m thinking 

about the situation.   

8.___ I control my emotions by changing the way I think about the situation I’m 

in.   

9. ___When I am feeling negative emotions, I make sure not to express them.   

10. ___When I want to feel less negative emotion, I change the way I’m thinking 

about the situation.   
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Appendix B: Affective Commitment Scale 

Reprinted. Original Commitment Scale Items (Allen and Meyer, 1990).  

Permission 

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-

4d99-4199-9fc7-b1fdb1e0f148 

Affective Commitment Scale Items 

Item rated on a Likert scale 

1 = strongly disagree 2 = disagree 3 = slightly disagree 4= undecided 5 = slightly agree  

6 = agree 7 = strongly agree 

1. I would be very happy to spend the rest of my career with this organization. 

2. I enjoy discussing about my organization with people outside it. 

3. I really feel as if this organization’s problems are my own. 

4. I think that I could easily become as attached to another organization as I am to 

this one.  

5. I do not feel like ‘part of the family’ at my organization.  

6. I do not feel ‘emotionally attached’ to this organization.  

7. This organization has a great deal of personal meaning for me. 

8. I do not feel a ‘strong’ sense of belonging to my organization.  

  

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-4d99-4199-9fc7-b1fdb1e0f148
https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-4d99-4199-9fc7-b1fdb1e0f148
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Appendix C: Continuous Commitment Scale 

Reprinted. Original Commitment Scale Items (Allen and Meyer, 1990). 

Permission 

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-4d99-

4199-9fc7-b1fdb1e0f148 

Item rated on a Likert scale  

1 = strongly disagree 2 = disagree 3 = slightly disagree 4= undecided 5 = slightly 

agree 6 = agree 7 = strongly agree 

1. I am not afraid of what might happen if I quit my job without having another 

one lined up. (R)  

2. It would be very hard for me to leave my organization right now, even if I 

wanted to. 

3. Too much in my life would be disrupted if I decided to leave my organization 

now. 

4. It wouldn’t be too costly for me to leave my organization now.  

5. Right now, staying with my organization is a matter of necessity as much as 

desire.  

6. I feel that I have very few options to consider leaving this organization.  

7. One of the few serious consequences of leaving this organization would be the 

scarcity of available alternatives. 

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-4d99-4199-9fc7-b1fdb1e0f148
https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-4d99-4199-9fc7-b1fdb1e0f148
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8. One of the major reasons I continue to work for this organization is that leaving 

would require considerable personal sacrifice, another organization may not 

match the overall benefits I have here. 
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Appendix D: Normative Commitment Scale 

 

Reprinted. Original Commitment Scale Items (Allen & Meyer, 1990a). 

Permission 

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-4d99-

4199-9fc7-b1fdb1e0f148 

Item rated on a Likert scale  

1 = strongly disagree 2 = disagree 3 = slightly disagree 4= undecided 5 = slightly 

agree 6 = agree 7 = strongly agree 

1. I think that people these days move from company to company too often.  

2. I do not believe that a person must always be loyal to his or her organization.  

3. Jumping from organization to organization does not seem at all unethical to me. 

4. One of the major reasons I continue to work in this organization is that I 

believe loyalty is important and therefore feel a sense of moral obligation to 

remain.  

5. If I got another offer for a better job elsewhere, I would not feel it was right to 

leave my organization.   

6. I was taught to believe in the value of remaining loyal to one organization. 

7. Things were better in the days when people stayed in one organization for most 

of their careers.  

8. I do not think that to be a ‘company man’ or ‘company woman’ is sensible 

anymore.  

  

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-4d99-4199-9fc7-b1fdb1e0f148
https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:49907b45-4d99-4199-9fc7-b1fdb1e0f148
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Appendix E: Turnover Intentions Scale  

Reprinted Scale (Roodt, 2004)  

Permission 

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:639ef497-d65d-

4ee5-af1c-3c53f08803a3 

Each item is rated on a Likert scale:  

Never 1…2…3…4…5 Always 

1. How often have you considered leaving your job?  

2. How frequently do you scan the newspapers in search of alternative job 

opportunities? 

3. How satisfying is your job in fulfilling your personal needs?  

4. How often are you frustrated when not given the opportunity at work to 

achieve your personal work-related goals? 

5. How often are your personal values at work compromised? 

6. How often do you dream about getting another job that will better suit your 

personal needs? 

7. How likely are you to accept another job at the same compensation level 

should it be offered to you? 

8. How often do you look forward to another day at work? 

9. How often do you think about starting your own business? 

10. To what extent do responsibilities prevent you from quitting your job? 

https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:639ef497-d65d-4ee5-af1c-3c53f08803a3
https://documentcloud.adobe.com/link/review?uri=urn:aaid:scds:US:639ef497-d65d-4ee5-af1c-3c53f08803a3
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11. To what extent do the benefits associated with your current job prevent you 

from quitting your job? 

12. How frequently are you emotionally agitated when arriving home after work? 

13. To what extent does your current job have a negative effect on your personal 

well-being? 

14. To what extent does the “fear of the unknown”, prevent you from quitting? 

15. How frequently do you scan the internet in search of alternative job 

opportunities? 
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Appendix F: Email Invitation 

I am a doctoral student at Walden University studying emotion regulation, 

affective, continuous, and normative commitment for turnover intentions among degree-

seeking employees and I am seeking volunteers to participate in the study. You will be 

asked to respond to survey items from your own knowledge and experience. This survey 

is confidential, and participants will be kept anonymous. 
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