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Abstract 

Military veterans are quitting their first job after separating from the military service at an 

excessively high rate. Reducing employee turnover among military veterans is essential 

for organizational and HR managers to increase the company’s profitability and 

productivity. Grounded in Maslow’s hierarchy of needs theory, the purpose of this 

quantitative correlational study was to examine the relationships among military veteran 

employee job satisfaction, job motivation, and employee turnover. Data were collected 

from survey responses of 85 military veterans from Texas. Participants had at least 2 

years of active federal service and were separated from the armed forces no longer than 8 

years. The binary logistic regression analysis results indicated that the model containing 

the two predictor variables (job satisfaction and job motivation) was able to significantly 

predict employee turnover, X2(2) = 53.97, p < .001. Both job satisfaction and job 

motivation were statistically significant as predictors. A key recommendation for 

organizational and HR managers is to facilitate a workplace environment of inclusion and 

support. The implications for positive social change include the potential for 

organizations to achieve increased productivity and quality of service, resulting in 

communities prospering from an increase in sales and property tax revenue. Finally, 

military veterans can benefit because work stability and continuity of social support can 

improve military veteran employee mental health and reduce military veteran suicidal 

ideation. 
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Section 1: Foundation of the Study  

Military veterans are a treasured resource for employers and talent acquisition 

managers (Gonzalez & Simpson, 2020). However, identifying ways to reduce military 

veteran employee turnover can be a challenge. My research examined the relationships 

among military veteran job satisfaction, job motivation, and employee turnover. In this 

section, I explain the background of the problem; present the problem statement, purpose 

statement, nature of the study, research question, hypothesis, theoretical framework, and 

operational definitions; identify assumptions, limitations, and delimitations; and declare 

the significance of the study. 

Background of the Problem 

Human resources (HR) managers seek to hire military veterans in their quest to 

find the best candidate for their organizations because of the military veterans’ 

knowledge, skills, and abilities gained from real-world training (Davis & Minnis, 2017; 

Ford, 2017). The employee turnover rate for military veterans who have transitioned from 

military service to the civilian workforce within the first 2 years from initial service 

separation is approximately 50% (Ford, 2017; Pollak et al., 2019), causing companies to 

experience a disruption in business operations and incur additional financial expenses. 

Excessive or high employee turnover can lead to a decrease in business operations 

profitability, an increase in recruiting and onboarding expenses, and difficulties 

sustaining competitive advantage (Al Mamun & Hasan, 2017; Dechawatanapaisal, 2018). 

Turnover costs for employers can range from 60% to 200% of an employee’s base pay 

(Reina et al., 2018; Tews et al., 2018). With the median salary of military veterans in the 
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San Antonio, Texas (SATX) area being approximately $52,000 a year (Texas Workforce 

Investment Council [TWIC], 2019), turnover expenses realized by businesses can range 

from $31,000 to $200,000 per employee (Reina et al., 2018; TWIC, 2019), which can 

affect an organization’s profitability.  

Problem Statement 

Losing skilled employees because of job dissatisfaction and lack of job 

motivation increases organization costs (Stamolampros et al., 2019). Related employee 

turnover expenses range from 60% to 200% of annual salary, which equates to more than 

$30,000 per employee (Bureau of Labor Statistics, 2020; Tews et al., 2018). The general 

business problem was that employee turnover among military veterans in civilian jobs 

increases HR expenses, decreasing profits (Blanco-Mazagatos et al., 2018). The specific 

business problem was that some HR managers in the services industry do not understand 

the relationship among military veteran employee job satisfaction, job motivation, and 

employee turnover. 

Purpose Statement 

The purpose of this quantitative correlational study was to examine the 

relationships among military veteran employee job satisfaction, job motivation, and 

employee turnover. The dependent variable was military veteran employee turnover. The 

independent variables were military veteran employee job satisfaction and job 

motivation. The target population were military veterans who have more than 2 years of 

active federal service and have been separated from the armed forces no longer than 5 

years. The geographical location for my study was the SATX area. The SATX area, 
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trademarked as Military City USA, has a military veteran population of approximately 

200,000 residents (U.S. Department of Veteran Affairs, 2019a). The population of SATX 

includes veterans from the Air Force, Army, Coast Guard, Marine Corps, and Navy 

branches of the armed forces. As a result, HR managers in the SATX area may benefit 

from this study by understanding the impact of job satisfaction and job motivation on 

military veteran employee turnover. This study may also help managers develop policies 

and procedures that could foster military veteran employees’ longer-lasting employment. 

Accordingly, positive social change implications include lower unemployment, increased 

tax revenue, and increased inclusion and employment stability for the community. 

Nature of the Study 

The three foundational approaches to research methodology are quantitative, 

qualitative, and mixed methods. Quantitative research methodology is grounded in a 

positivist philosophy, characterized by deductive and deliberate research, in which there 

is an examination of the relationship of multiple variables (Saunders et al., 2015). 

Because my study’s basis was to examine the relationship between variables as a result of 

numerical data, a quantitative research method was appropriate. In contrast, a qualitative 

research methodology is inductive, where the researcher considers perceptions and 

interpretations of the data collected (Yin, 2017). Because this study’s foundation was 

neither to conduct interviews nor to explore perceptions, a qualitative research method 

would not have been appropriate. Furthermore, a mixed-methods research methodology 

combines characteristics of both quantitative and qualitative research methods (Johnson 
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et al., 2007). Because a mixed-method research methodology incorporates aspects of 

qualitative research, mixed methods were also not appropriate. 

Correlational, experimental, and quasi-experimental are three kinds of designs 

used in quantitative methodology. A correlational design is used when the researcher’s 

study’s focus is to examine relationships among multiple variables (Curtis et al., 2016). A 

correlational study design was appropriate for this research because the focus of this 

study was to examine the relationships between one dependent and two independent 

variables. In contrast, an experimental design is used to examine cause and effect 

(Morales et al., 2017). Another technique is quasi-experimental, in which the researcher 

examines affiliations and consequences between variables through a predetermined 

selection of participants (Kim & Steiner, 2016). However, my intent in this study was not 

to discover causal associations, so neither experimental nor quasi-experimental designs 

would have been appropriate. 

Research Question 

What is the relationship among military veteran employee job satisfaction, job 

motivation, and employee turnover?  

Hypotheses 

H0: There is no statistically significant relationship among military veteran 

employee job satisfaction, job motivation, and employee turnover. 

Ha: There is a statistically significant relationship among military veteran 

employee job satisfaction, job motivation, and employee turnover.  
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Theoretical Framework 

I used Maslow’s (1943) hierarchy of needs theory as the theoretical framework 

for this study. Maslow’s theory has five stages of human needs in ascending order: 

physiological, safety, love/belonging, self-esteem, and self-actualization. The fulfillment 

of each stage is dependent on the satisfactory attainment of the previous need (Maslow, 

1943). As applied to this study, job motivation reflects the fulfillment of the 

love/belonging, self-esteem, and self-actualization stages. Job satisfaction reflects the 

fulfillment of the physiological, safety, and love/belonging stages. In turn, the fulfillment 

of job satisfaction and job motivation would result in job stability (i.e., low turnover). 

Therefore, Maslow’s hierarchy of needs theory holds that I would expect an increase in 

military veteran employee job satisfaction and job motivation related to a decrease in 

military veteran employee turnover. The following figure illustrates the phases of 

Maslow’s hierarchy of needs as it applied to the study variables. 
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Figure 1 
 
Maslow’s Hierarchy of Needs Phases as it Applies to Job Satisfaction, Job Motivation, 
and Employee Turnover 

 

 
Operational Definitions 

Department of Defense (DoD): The oldest and largest government agency that 

oversees national security through the six branches of the military. The military branches 

are the Army, Marine Corps, Navy, Air Forces, Space Force, and Coast Guard (U.S. 

DoD, 2021b).  

Military veteran: An individual who served in either the Army, Marine Corps, 

Navy, Airforce, Space Force, or Coast Guard and received any type of discharge other 

than dishonorable (U.S. Department of Veteran Affairs, 2019b).  
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Assumptions, Limitations, and Delimitations 

Assumptions 

Assumptions are considered social and realistic norms, despite the lack of 

empirical data (Saunders et al., 2015). There were two assumptions for my study. The 

first was that participants would be honest and truthful with their answers in the survey. 

The second assumption was that participants transitioned from military to civilian 

employment. 

Limitations 

A study’s limitations are circumstances that place a constraint on a researcher’s 

research because of uncontrollable factors (Edmonds & Kennedy, 2017). There were two 

identified limitations to my research. The first limitation was the geographical location, 

the SATX area, a metropolitan area with over 1 million residents, which may not 

represent rural populations. The second limitation included the willingness of military 

veterans to participate voluntarily. Because participation was voluntary, some military 

veterans may not want to participate or complete the survey. 

Delimitations 

In contrast to limitations is delimitations, where the researcher can define the 

study’s scope (McGregor, 2018a). There were three delimitations for my research. The 

first delimiter consisted of military veteran participants who voluntarily terminated their 

post-military employment. The second delimiter was the requirement that participants 

were discharged honorably from the armed forces. The third delimitation was to narrow 
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participation to military veterans who had served more than 2 years of active federal 

service and exited the military between 2016 and 2021. 

Significance of the Study 

The findings of this study may be significant to HR professionals in the service 

industry. In addition, the results of my research may have implications for community 

social change. Each of these potential contributions is discussed below. 

Contribution to Business Practice  

HR professionals might use this study’s findings to develop talent management 

strategies to reduce military veteran employee turnover among current and future 

employees. By creating a workplace environment that nurtures employee job satisfaction 

and motivation, HR leaders might increase employee longevity (Buller & McEvoy, 

2012). Which can result in saving organizational resources that company leaders could 

use to achieve organizational objectives, including increased profits. 

Implications for Social Change 

This study’s findings may impact military veteran employees as corporate leaders 

and HR managers implement strategies to increase military veteran employees’ job 

satisfaction and job motivation. In turn, increased job satisfaction and job motivation 

might foster a supportive workplace in the local SATX environment for military veterans. 

A supportive workplace environment could increase SATX organization growth and 

stability. As an outcome, business organizations’ strengthening could foster increased 

community employment, tax income, improving community services, and prosperity. 
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A Review of the Professional and Academic Literature 

I conducted a review of current, relevant professional and academic literature 

pertaining to the purpose of this quantitative correlational study, which was to examine 

the relationship among military veteran employee job satisfaction, job motivation, and 

employee turnover. Thus, employee job satisfaction and job motivation were the 

independent variables, and employee turnover was the dependent variable. The 

hypotheses for this study were as follows: 

• H0: There was no statistically significant relationship among military veteran 

employee job satisfaction, job motivation, and employee turnover. 

• Ha: There was a statistically significant relationship among military veteran 

employee job satisfaction, job motivation, and employee turnover. 

In presenting the information gathered and synthesized for this literature review, I 

begin with an explanation of the applied theoretical framework, Maslow’s (1943) 

hierarchy of needs, as well as contrasting motivational theories. The literature review 

continues with background information on military veterans and discussion of job 

satisfaction, job motivation, and employee turnover. 

Strategy for Searching the Literature 

My strategy for searching the literature involved locating peer-reviewed and 

seminal articles pertaining to Maslow’s (1943) hierarchy of needs, human motivation 

theories, military veterans, employee job satisfaction, job motivation, employee turnover. 

Retrieval of the items referenced in the review occurred through the Journal of Veterans 

Studies, Google Scholar, and the Walden University databases, which include ProQuest, 
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ABI/INFORM Global, SAGE Journals, APA PsychInfo, and Emerald Insights. Keywords 

used for search engines included Maslow’s hierarchy of needs, Herzberg’s two-factor 

theory, Alderfer’s ERG theory, Vroom’s expectancy theory, Minnesota Satisfaction 

Questionnaire, Public Service Motivation, psychological contract, organizational 

citizenship behavior, corporate social responsibility, organizational culture, 

organizational climate, social support, organizational support, supervisor support, 

coworker support, job satisfaction, job motivation, turnover, talent management, 

retention, human resource development, physiological needs, safety needs, 

love/belonging needs, esteem needs, self-actualization, and military veteran. Table 1 

presents data on the sources used for the literature review, indicating the frequency and 

percentage data for each publication type, as well as the frequency of sources published 

within 5 years. 

Table 1 
 
Frequency and Percentage of Resource Types Within the Literature Review 

Resource type 
Within 5 

years 
Older than 5 

years Total Percentage 
Books 1 0 1 1.0% 
Dissertations 0 0 0 0.0% 
Peer-reviewed articles 102 22 124 95% 
Other resources 6 0 6 4% 
Total 109 22 131 100% 

 

Although many individual factors can contribute to employee turnover, examining 

veteran job satisfaction and job motivation may prove beneficial for HR or corporate 

leaders seeking to identify and develop retention strategies to decrease military veteran 
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employee turnover. Therefore, the literature review involved an emphasis on military 

veteran job satisfaction, job motivation, and employee turnover. 

Theoretical Framework 

The theoretical framework selected for my research, Maslow’s (1943) hierarchy 

of needs theory, has become the most popular and persuasive postulate for explaining the 

association between the variables of employee motivation, job satisfaction, and employee 

turnover because of its simplicity and effectiveness in identifying employees’ various 

motivational factors (D’Souza & Gurin, 2016). Maslow’s hierarchy of needs theory 

categorizes human motivational needs into five categories, which are physiological, 

safety, love/belonging. self-esteem, and self-actualization. 

Maslow’s Hierarchy of Needs 

In his seminal 1943 article “A Theory of Human Motivation,” Abraham Maslow 

postulated that the driving force of human motivation is the satisfaction of basic needs or 

interests, which must occur before ascension to more complex or higher-level human 

needs. Maslow developed his theory of human motivation by incorporating clinical and 

observation findings from renowned psychological and functionalist researchers such as 

Freud, Adler, Wertheimer, Goldstein, Gestalt, James, and Dewey (Maslow, 1943). The 

result of Maslow’s investigation and insights on human motivation was the development 

of a hierarchy of needs related to human motivation. 

As proposed by Maslow (1943), the hierarchy of needs consists of five stages: 

physiological, safety, love/belonging, self-esteem, and self-actualization. Human needs 

are considered hierarchical because of the prerequisite of the prior need’s fulfillment or 
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satisfaction before a person ascends to the next need (Maslow, 1943). A pyramid is a 

common representation of Maslow’s hierarchy of needs, in which the initial or first set of 

human needs, referred to as physiological, forms the base. Physiological needs are needs 

that humans seek to satisfy first, such as hunger, thirst, and shelter (Maslow, 1943). Once 

a person achieves an appropriate level of fulfillment or satisfaction of physiological 

needs, the individual will seek to satisfy the need for safety. Safety needs encompass both 

physical and financial security and stability (Maslow, 1943). Moving up the pyramid, the 

need after safety is love/belonging. The need for love and belonging is not as 

materialistic as the previous two needs. The love/belonging need involves people 

developing personal or professional relationships to achieve the feeling of inclusion 

(Maslow, 1943). The hierarchical needs of physiological, safety, and love/belonging are 

the foundational needs of human motivation and can equate to whether a job is or is not 

satisfying to the employee. 

Once the fundamental needs—physiological, safety, and love/belonging—are 

satisfied, people gravitate toward fulfilling their self-esteem needs (Maslow, 1943). 

Maslow posited that internal and external factors help to resolve a person’s self-esteem 

needs. The internal aspects of an individual’s self-esteem consist of self-accomplishments 

and personal strength. In contrast, the external influencers of a person’s self-esteem can 

equate to acceptance by other people (Maslow, 1943). The final stage of Maslow’s 

hierarchy of needs involves self-actualization. Maslow referred to the self-actualization 

need as the need for individuals to reach and obtain their full potential, either personally 

or professionally. The hierarchical needs of self-esteem and self-actualization can relate 
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to whether a job is motivating for an employee. Despite the logical flow of Maslow’s 

hierarchy of needs theory, his theory is not without criticism.  

A lack of empirical evidence is one of the fundamental criticisms of Maslow’s 

hierarchy of needs. Maslow developed the hierarchy of needs theory from previous 

psychological and behavioral research (Maslow, 1943); critiques of Maslow’s hierarchy 

of needs have referred to the lack of foundational empirical evidence for his theory as the 

basis for their criticism (Compton, 2018). However, researchers such as Alam et al. 

(2020), De Vito et al. (2018), and Hale et al. (2019) have validated Maslow’s hierarchy 

of needs through quantitative and qualitative research, which can mitigate a criticism of 

Maslow for the lack of empirical evidence.  

Another criticism of Maslow’s hierarchy of needs is the measurement of self-

actualization. Critics have referred to researchers’ inability to measure a person’s level of 

self-actualization fulfillment because the meaning of self-actualization can be ambiguous 

and have different variables (Compton, 2018; Montag et al., 2020). Maslow (1954) noted 

that only the individual could determine the fulfillment of their need because self-

actualization is personalistic. Further, Maslow acknowledged that some individuals might 

not have the desire or ambition to fulfill specific needs in the hierarchy (Maslow, 1943). 

Because of either social conditioning or lack of exposure, some people may prefer to 

remain at one level of need and not yearn to progress further to the next level (Kaufman, 

2018), which supports the declaration that the fulfillment of the hierarchical requirements 

rests on the individual (Maslow, 1943). Maslow’s hierarchy of needs theory is relevant to 

this study because it potentially identifies the various aspects of military veteran 
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employees’ hierarchical needs requirements that can transform into employee job 

satisfaction and job motivation.  

Application of Maslow’s Hierarchy of Needs 

One of the fundamental corporate functions of executives and HR leaders is 

managing relations with their employees. Even though the basis for Maslow’s (1943) 

hierarchy of needs is rooted in human psychology, the application of Maslow’s theory is 

relevant to business practices. Employee job satisfaction and job motivation can impact 

employee turnover. Linking Maslow’s hierarchy of needs to business and HR practices 

can help leaders better understand how specific actions can affect employee motivation. 

Organizational leaders can use Maslow’s (1943) hierarchy of needs as a 

framework to examine the way employees’ compensation, and benefits packages can 

impact employee motivation. An employee’s wage or salary can satisfy physiological 

needs, consisting of shelter, food, and substance (Lazear, 2018; Shahrestani et al., 2019). 

Alam et al. (2020) recorded significant relationships of employees’ wages, benefits, and 

access to health facilities with employee work motivation. However, Sudiardhita et al. 

(2018) reported that meeting an employee’s standard of living requirement, which may 

exceed basic survival needs, is a more realistic representation of a worker’s motivation. 

Corporate and HR leaders should consider their employees’ physiological needs, such as 

the cost of living for a given area, when developing their corporate compensation 

strategies. 

An employee’s compensation is more than the wage or salary workers earn. Some 

workers receive compensation that includes benefits such as health and life insurance, a 
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retirement plan, and paid time off (Sudiardhita et al., 2018). Employee benefits provided 

by a corporation can facilitate fulfilling a worker’s requirement for health and future 

financial security, along with peace of mind (Jerome, 2013). Antoni et al. (2017) 

confirmed that organizational benefits enhance employees’ motivation by addressing 

workers’ need for physical and financial security. Alam et al. (2020) noted that 

fulfillment of physiological and safety requirements through wages and benefits also 

contributes toward the satisfaction of hierarchical self-esteem needs. Company leaders 

can address their employees’ physiological and safety needs through an organization’s 

total rewards program and enable workers to fulfill other hierarchal needs. 

Employees’ compensation packages can influence their sense of self-worth or 

self-esteem. Maslow (1943) recognized traits such as self-accomplishments and personal 

strength as conduits to meet a person’s self-esteem need. Employee salary that meets or 

exceeds workers’ expectations, or other nonfinancial compensation, such as employee 

recognition or incentives, can fulfill employees’ desire for self-worth and respect within 

the organization (Rasheed et al., 2020), thus promoting employee motivation. Case 

studies conducted by Stewart et al. (2018) revealed that a common theme expressed by 

motivated workers was the emotional compensation employees received from their 

employers through recognition, awards, and other nonfinancial incentives. Corporate 

leaders can help fulfill their employees’ self-esteem needs by making workers feel valued 

and appreciated through nonfinancial compensation strategies. However, the 

compensation, benefits, and other nonfinancial rewards workers receive are not the sole 

way organizational leaders can support their employees’ hierarchical needs. 
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Support from peers and people in leadership roles ties directly into Maslow’s 

(1943) hierarchy of needs and employee motivation. De Vito et al. (2018) applied 

Maslow’s hierarchy of needs and other motivational theories to explore employee 

motivation and the significance of managers and coworkers in fulfilling a worker’s need 

for love/belonging. Corporate or managerial engagement and coworker support can meet 

the employee’s socialization needs (Taormina, 2009). Employees consider themselves 

socially supported when workers feel that admired, respected, and part of a team (Cobb, 

1976). Organizational leaders, supervisors, and coworkers can contribute to an 

employee’s fulfillment of the need for love/belonging by promoting an organizational 

culture based on values, trust, ethics, mutual beliefs, and corporate norms (Kumar, 2016). 

Rahbi et al. (2017) reported that managers’ leadership style affects the level of 

interactions or teamwork among employees. Likewise, a workplace environment that 

promotes inclusiveness, cooperation, and communication among coworkers can help 

satisfy employees’ need for love/belonging (Jerome, 2013; Jungert et al., 2018). For this 

reason, support from organizational leaders, supervisors, and coworkers can have an 

impact on the employee’s love/belonging need requirement. Only after employees satisfy 

their physiological, safety, love/belonging, and self-esteem needs do workers start 

gratifying their self-actualization need. 

The apex of Maslow’s (1943) hierarchy of needs is known as self-actualization. 

Krems et al. (2017) reported that self-actualization is associated with a person’s desire to 

obtain special status within their personal and professional environment, which supports 

Compton’s (2018) notion that self-actualization relies on the individual’s goals and 
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attributes. Because of the constant changing or achievement of a worker’s personal and 

professional goals, employees often cannot fully reach self-actualization (Farimani & 

Shahri, 2020). Self-actualization characteristics are commonly associated with 

aspirations, harmony, inquisitiveness, stability, and health (Kaufman, 2018). In other 

words, organizational leaders and managers can facilitate the fulfillment of their 

employees’ need for self-actualization by taking appropriate steps toward satisfying all of 

their previous hierarchal needs postulated by Maslow. 

Contrasting Theories 

Maslow’s hierarchy of needs theory of human motivation is only one of many 

motivational frameworks. Other human motivation theories include Herzberg’s 

motivation-hygiene theory, Vroom’s expectancy theory, McClelland’s need theory, 

McGregor’s Theory X and Theory Y, and Alderfer’s existence, relatedness, and growth 

theory. In presenting contrasting theories for this review, I address only Herzberg’s 

motivation-hygiene theory and Vroom’s expectancy theory. 

Herzberg’s Two-Factor Theory. The first contrasting theory related to human 

motivation addressed is Herzberg’s two-factor theory. Herzberg et al.’s (1959) seminal 

article in the book The Motivation to Work laid the foundation for the motivation-hygiene 

theory, also known as Herzberg’s two-factor theory (Alshmemri et al., 2017). According 

to this theory, personal motivators and hygiene factors are the predominant elements that 

influence motivation and satisfaction, especially for humans in a workforce environment. 

Factors that are considered hygiene-oriented include elements that trigger dissatisfaction 

or adversely affect employees’ motivation (Herzberg et al., 1959), such as the 
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organization’s policies and unfriendly relationships with organization management and 

fellow workers (Alrawahi et al., 2020). In contrast, motivator factors lead to satisfaction 

and push employees toward working harder for their employing entity (Herzberg et al., 

1959). These include such factors as the chance for career progression, adequate 

professional recognition, and the feeling of enjoyment in work (Alrawahi et al., 2020).  

Vroom’s Expectancy Theory. The second contrasting theory related to human 

motivation addressed is Vroom’s (1964) expectancy theory, which posited that the typical 

human being would select what actions to take based on the outcomes expected due to 

their actions or behavior and that individuals choose what to do based on perceived or 

expected consequences. There are three critical elements in this theory: expectancy, 

instrumentality, and valence (Vroom, 1964). Primarily, expectancy connotes that an 

individual’s actions and behavior will result in desired conditions or results, depending 

on experience, the perceived difficulty level of the desired goal, and the main actor’s 

confidence level (Vroom, 1964). Instrumentality involves an employee expecting a 

reward for achieving stipulated actions or specific milestones (Vroom, 1964). Valence is 

the relative value that a worker places on the final reward (Vroom, 1964). Vroom’s 

expectancy theory correlates a person’s motivation based on their course of action and 

the likelihood of achieving expected results. 

Despite the relevance of Herzberg et al.’s (1959) two-factor theory and Vroom’s 

(1964) expectancy theory on human motivation, Maslow’s (1943) hierarchy of needs 

theory was preferable for my study. Both Herzberg et al.’s and Vroom’s theories focus on 

specific aspects of internal and external human motivation (De Vito et al., 2018). 
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However, the goal of my study was to examine the relationships on human needs 

fulfillment related to military veteran employee job satisfaction, job motivation, and 

employee turnover. Therefore, the application of Maslow’s hierarchy of needs theory 

allowed my research to capture a comprehensive evaluation of human motivational 

needs. 

Background of the Military Veteran 

Military veterans from all branches of the military are the subject for this study. 

Military service members are public servants who adhere to Title 10 of the U.S. Code. 

People who want to join the armed forces have to volunteer and satisfy moral, 

educational, aptitude, and physical requirements to be eligible for the U.S. military 

(Mobbs & Bonanno, 2018). After successfully meeting standards to join the military, 

applicants sign a military service contract (MSC) and recite an Oath of Enlistment for 

enlisted personnel, or Oath of Commissioned Officers (Title 10 U.S. Code, 2019). Both 

the MSC and Oath of Enlistment or Oath of Commissioned Officers involve service 

members’ responsibilities and conduct as part of the armed forces. 

The MSC is not a typical agreement for employment. Instead, the MSC identifies 

the required obligations that a service member must meet and explains the consequences 

for failure in upholding contractual obligations to transition from civilian status to a 

member of the armed forces (Title 10 U.S. Code, 2019).  By accepting the terms and 

conditions of the MSC and reciting the Oath of Enlistment or Oath of Commissioned 

Officers, service members commit to the armed forces throughout their military service.  
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The Oath of Enlistment or Oath of Commissioned Officers is a verbal oath that all 

members of the U.S. Armed Forces recite upon entry into military service. The Oath of 

Enlistment reaffirms service members’ commitment to the U.S. Constitution’s defense 

against all adversaries and adheres to the legal orders from the president of the U.S. and 

delegated officers according to military justice (Title 10 U.S. Code, 2019). Similar to the 

Oath of Enlistment is the Oath of Commissioned Officers. The only difference from the 

Oath of Enlistment is the officer’s oath involves being a steward of the office or position 

held (Title 10 U.S. Code, 2019). The MSC and combined oaths provide guiding 

principles through which military members serve their nation and inherently creates a 

psychological contract between service members and the U.S. Armed Forces. 

After volunteers sign their contract and recite their oath, individuals are bound to 

the U.S. Armed Forces regulations, instructions, and codes of conduct enforceable under 

the Uniform Code of Military Justice (UCMJ). Articles under UCMJ are the guiding 

principles that military members adhere to during their time of military service. The 

initial phase for most military service members begins with an onboarding program that 

establishes core values and training regarding basic military knowledge. Some of the 

basic training instructions include acceptable behavior, addressing senior members of the 

service, marching, weapons marksmanship, and maintaining uniform and grooming 

standards. The second phase of the onboarding process for service members involves 

training regarding fundamental skills required to perform specific occupational duties and 

responsibilities for their selected career field. After the service members complete their 

primary and job training, service members become available for their selected branch. 
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Service members may have to relocate many times from one geographical location to 

another during their military service. Locations of assignments include the continental 

U.S. or overseas in countries like Germany, Italy, Japan, Guam, or South Korea. 

Additionally, service members can deploy to austere locations such as Iraq or 

Afghanistan. In some locations, families can accompany service members, while there 

are exclusions in other locations. 

Regardless of the service members’ location, service members earn a salary with 

benefits. The DoD provides a compensation package that incorporates base pay and 

health coverage, including dental and vision (Mobbs & Bonanno, 2018). Additional perks 

include accommodating living quarters with meals provided or financially supplemented 

pay for housing and rations assistance (Dexter, 2020). Throughout a service member’s 

career, military personnel can expect consistent pay and pay raises based on rank, length 

of service, and cost of living. 

Before separating from the Armed Forces, service members must attend the 

DoD’s transition assistance program (TAP). The DoD mandated TAP consists of 

instructions about considerations service members should make before their separation 

from the U.S. Armed Forces, including classes on preparing for civilian life, employment 

workshops, and a culmination exercise (DoD, 2019). The overarching goal of TAP is to 

encourage service members to either obtain gainful employment through fellowships or 

start attending a college or university (Karmark, 2018). TAP is beneficial to most 

separating service members because this is the first time many have sought employment 

in a corporate environment. 
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During the military member’s time of service, most members create an emotional 

bond or psychological contract with their organizational leaders, peers, and subordinates. 

A psychological contract between two entities occurs when an individual or institution 

anticipates or nonverbally expects a particular response or exercise of responsibility from 

a person or organization (Rousseau & Tijoriwala, 1998). The psychological contract 

plays a significant role in employee job satisfaction in the way workers perceive their 

duty, commitment to the company and coworkers, and backing from the company 

leadership (Ahmad & Zafar, 2018; Ma et al., 2018). The foundation of a person’s 

psychological contract can be from past experiences or outside influencers, such as 

family, peers, or public perceptions (Sherman & Morley, 2015). A service member’s 

psychological contract can involve a family’s legacy within the armed forces, community 

support for service members, or other intrinsic values such as belonging on a team. The 

service member’s psychological contract can also explain why many military veterans 

use expressions such as pride, brotherhood, and duty when defining their time in the U.S. 

Armed Forces. A military veteran’s psychological contract can facilitate their military 

identity. Military identity is the adoption of institutional and group norms and attitudes 

resulting from the interrelatedness between the military veteran and fellow service 

members (Hart & Lancaster, 2019). Therefore, military veterans’ background, 

experiences, psychological contract, and military identity are considerations when 

discussing military veteran job satisfaction, job motivation, and employee turnover.   
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Job Satisfaction 

Job satisfaction can have a positive or negative effect on employee longevity. A 

lack of job satisfaction is one factor that leads employees to quit their job (Li et al., 2020; 

Pérez-Campdesuñer et al., 2018). The meaning of job satisfaction can have various 

interpretations among employees. A standard definition of job satisfaction is the positive 

feelings or euphoria a person receives from their work or work experience (Locke, 1976). 

Besides the employees’ feeling of content about their daily duties, employee job 

satisfaction also encompasses the gratification that one feels with fellow team members, 

team leaders, the company policies, organizational strategies, and the overall impact that 

one’s job imparts on society (Al-Asadi et al., 2019). Job satisfaction can encompass many 

aspects of a person’s employment. 

Despite that employee job satisfaction is considered individualistic, there are two 

common factors or values, intrinsic and extrinsic, which can be associated with employee 

job satisfaction. Otto et al. (2017) explained intrinsic values consisted of self-fulfillment 

activities such as meaningful work and expansion of knowledge and skills, where 

extrinsic influences include career advancement, safety, and earning potential. One of the 

earlier studies completed on examining intrinsic and extrinsic factors concerning job 

satisfaction found intrinsic values more of an indication of job satisfaction than external 

values (O’reilly & Caldwell, 1980). At the same time, Otto et al. (2017) reported that 

extrinsic prosperity relies on intrinsic accomplishment. Thus, the examination of military 

veteran employee job satisfaction is through the corporation’s social support, 

organizational culture, organizational climate, and compensation packages. 
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Social Support 

Worker’s perceptions of social support, organizational culture, organizational 

climate, and compensation can influence an employee’s job satisfaction. Corporate 

leaders or managers who demonstrate supportive attributes such as emotional 

intelligence, employee empowerment, and people-first attitudes have increased worker 

job satisfaction (Al-Asadi et al., 2019). Organizational or supervisor support can come in 

the form of career progression coaching (De Oliveira et al., 2019), resource allocation 

(Poghosyan et al., 2020), or work-life balance (Kalliath et al., 2020; Talukder, 2019). 

Similarly, military veterans reported that coaching, increased responsibilities, and work-

life balance are essential aspects of employment (Ford, 2017). Additionally, support from 

coworkers can also affect job satisfaction (Gonzales et al., 2020). Coworker support can 

include mentoring (Gonzales et al., 2020), respect (Norling & Chopik, 2020), and 

belonging (Stinglhamber et al., 2020). Ahern et al. (2015) shared that many military 

veterans appreciate when their peers provide insights into the civilian workforce to 

overcome obstacles, thus, building camaraderie and collaboration amongst employees. 

Because of the professional development of military veterans is rooted in collaboration 

and teamwork, social support is a contributing factor to job satisfaction for military 

veteran employees. Furthermore, social support from company leaders and peers can 

foster a positive organizational culture. 

Organizational Culture 

The culture of a company can contributes towards the individual worker’s job 

satisfaction. An essential construct of corporate culture is the shared values among 
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employers and employees (Mensah, 2019). Organizational leaders can increase employee 

job satisfaction by promoting a culture of professional and personal betterment (Alzubi, 

2018). Shared values for many military veterans include integrity, loyalty, accountability, 

and inclusion (Gonzalez & Simpson, 2020). However, Kirchner and Minnis (2018) noted 

that businesses often do not appropriate enough resources for integration and individual 

development programs to meet military veterans’ professional and personal needs. 

Consequently, mismatched values among employer and employees or insufficient 

funding for employee training and development can affect military veteran employee 

turnover.  

Alignment between the organization’s culture and military veteran employees can 

expedite how military veterans harmonize or fit within the company. Person-environment 

fit occurs when there is alignment among career paths (Hoff et al., 2020), job 

expectations (Barrick & Parks-Leduc, 2019), and incentives (Ryu, 2017) between an 

employee and a corporation. Another aspect of organizational culture is fairness in the 

treatment of employees (Kim et al., 2017), yet military veterans often experience 

stereotypical biases (Shepherd et al., 2020) or inequality (Ford, 2017; Yanchus et al., 

2018) from either their civilian employer or counterparts. Because military veterans are 

shifting from a public service mindset to a civilian workforce environment, navigating 

the cultural complexities can be daunting for military veterans and their job satisfaction. 

As a result, the culture of the organization can have an impact on the corporate climate.  
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Organizational Climate 

The climate of an organization can effects employee job satisfaction. Corporate 

leaders can facilitate a positive workplace climate by encouraging employee innovation 

(Shanker et al., 2017), involvement (Kalhor et al., 2018), and autonomy (Sunarsih, 2017). 

Davis and Minnis (2017) suggested that organizational leaders can foster a positive 

organizational climate for their military veteran employees’ by embracing their global 

experience and innovative thinking. However, many military veterans face obstacles in 

translating their work-related experiences into the civilian workforce competencies 

(Davis & Minnis, 2017). Because of the disconnected communication between military 

service and the civilian workforce, military veterans feel the need to reset their civilian 

work experience timeline by taking lower than expected salary or continuing their 

civilian education to validate their existing skills and experiences (Keeling et al., 2019). 

Friction can exist between employers and military veteran employees because of 

organizational leaders’ lack of understanding or acceptance of military veterans’ 

experience and can negatively affect employee job satisfaction. 

A corporate climate where organizational leaders acknowledge employees’ 

contribution to the organization can positively influence military veteran employees’ job 

satisfaction. A corporate climate of openness and respect can mitigate the military 

veteran’s feeling of loss of belonging after separating from the U.S. Armed Forces 

(Albertson, 2019) and encouraging military veterans to join the organization’s family. 

Military veteran employees are more inclined to actively engage with their supervisor or 

coworkers when there is a sense of inclusion and meaningfulness with their job 
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(Gonzalez & Simpson, 2020) because of the increased feelings of being a part of a team. 

Furthermore, job satisfaction among military veterans increases when the company’s 

climate represents fairness among employees and heterogeneity management traits 

(Vanderschuere & Birdsall, 2019) that recognizes all accomplishments and abilities of 

their employees. The organizational climate established by corporate and HR leaders can 

enhance military veteran employee’s job satisfaction through such actions as fair 

treatment and equitable compensation. 

Compensation  

The final construct of job satisfaction discussed is compensation. Military 

veterans can receive financial compensation or healthcare benefits from different sources 

other than their civilian employer (U.S. Department of Veteran Affairs, 2019a). Despite 

the financial and healthcare resources that some military veterans may receive, most 

military veterans are eagerly exploring civilian employment because of the requirement 

for a form of compensation to sustain their living standards (Gerber et al., 2016). 

Concerning the civilian workforce, employees perceived fair wages for services 

performed (Stringer et al., 2011) and available employee healthcare or perks (Yoon & 

Khan, 2020) are the two predominant factors that affect job satisfaction. Nevertheless, 

Maclean (2017) reported that military veterans typically are not equally compensated 

compared to their civilian peers, causing some military veterans not to feel appreciated or 

a valued member of the organization. Because of qualified military veterans’ available 

financial and healthcare resources, military veterans often correlate the dollar or 
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compensation value from their employer as a way to indicate respect or inclusion 

(Yanchus et al., 2018). 

Not all forms of compensation must be financial. Nonfinancial incentives or 

rewards are other forms of a corporation’s compensation package (Stewart et al., 2018). 

Nonfinancial incentives or rewards from organizational leaders or supervisors can display 

their appreciation for their employees and show workers appreciation for their efforts 

(Yoon &Khan, 2020). Nonfinancial incentives or rewards are customary within the U.S. 

Armed Forces and positively affect military veterans (Ahern et al., 2015). Another factor 

of nonfinancial compensation for military veterans is their status or rank within the 

organization. While in the military, service members often associate qualification badges, 

positions, or rank as a form of capital (Cooper et al., 2019). Because of military veterans’ 

previous exposure to nonfinancial compensation, a comprehensive corporate reward 

program can foster military veteran employee job satisfaction. 

Measurement 

The tool to measure job satisfaction for my study was an adaptation of the 

Minnesota Satisfaction Questionnaire (MSQ) short-form (see Appendix A) by Weis et al. 

(1967). The MSQ short-form consists of 20 questions based on 20 scales identified as 

relevant for intrinsic, extrinsic, and general job satisfaction (Weiss et al., 1967). The 20 

scales consist of ability utilization, achievement, activity, advancement, authority, 

company policies and practices, compensation, coworkers, creativity, independence, 

moral values, recognition, responsibility, security, social services, supervision-human 

relations, supervision-technical, variety, and working conditions (Weiss et al., 1967). The 
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values from all 20 questions determine the general satisfaction score (Weiss et al., 1967), 

which aligns with identifying military veteran employee job satisfaction for my study. I 

altered the original MSQ verbiage from present tense to past tense to fit with military 

veteran employee turnover to facilitate clarity. 

The MSQ can be considered an employee needs-based survey. Weiss et al. (1967) 

noted that the MSQ helps individuals identify their needs and find appropriate 

employment to fulfill the worker’s desires. Because the military veterans who 

participated in my study had changed career paths from public service to the civilian 

sector, leveraging the MSQ short-form functionality provided insights into military 

veterans’ job satisfaction factors. Additionally, the scales of the MSQ short form align 

with the constructs of social support, organizational culture, organizational climate, and 

compensation, which aligns with Maslow’s physiological, safety, love/belonging, and 

self-esteem hierarchy of needs phases. 

Job Motivation 

Job motivation consists of many facets of a person’s employment. First, job 

motivation is a dynamic factor that can cause an employee to stay or leave their 

employment (Al-Qathmi & Zedan, 2021). Second, employee job motivation is the actions 

or amount of energy a worker exerts towards personal or organizational goals (De Sousa 

Sabbagha et al., 2018), based on the work environment’s content, context, and process 

(Kanfer et al., 2017). Third, intrinsic and extrinsic factors are influencers of employee job 

motivation (Singh, 2016), which includes the purpose or objective of the assigned task 

(van der Voet & Steijn, 2019), compensation (Al-Qathmi & Zedan, 2021), and 
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recognition (Singh, 2016). Fourth, companies can fulfill employee job motivation needs 

through activities such as organizational support (Stater & Stater, 2019), compensation 

packages (Al-Qathmi & Zedan, 2021), organizational culture, and corporate climate 

(Singh, 2016). While the definition of job motivation is relevant to most of the 

workforce, motivational factors for public servants can differ from their civilian 

counterparts (Stefurak et al., 2020). 

Considering that military veterans have immersed themselves in the public service 

discipline during their military service, further exploration into public service motivation 

(PSM) can help understand their motivational factors. PSM is the selfless desire of an 

individual to serve in the public’s interest (Shim & Park, 2019). Perry and Wise (1990) 

identified patriotism, social influence, moral obligation, and affiliation as influential 

motivators for public servants. Similarly, Kim (2009) recognized attraction to 

government participation, selfless service, compassion, and commitment to public values 

as civil servants’ motivators. Because of the differences between traditional job 

motivation and the more intrinsic PSM motives (Perry, 2000; Qi & Wang, 2018), the 

examination of military veteran job motivation through the constructs of public servant 

motivation, specifically the organizational culture and climate, can better identify 

employee motivational factors related to recently separated service members from the 

U.S. Armed Forces.  

Organizational Culture 

Corporate executives and other organizational leaders can satisfy military veteran 

employees’ public service or intrinsic motivational needs through an organization’s 
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culture and climate. For example, an organizational culture of trust and empowerment 

(Lee & Jang., 2020) based on ethics, values, and teamwork (Canning et al., 2020) 

between employees and leaders have proven effective in motivating employees 

influenced by public service. Similarly, military veterans have a history of belonging to 

an organizational culture based on ethics, values, collaboration, and selfless service 

(McCormick et al., 2019), which serves as a form of identity. Conversely, an 

organizational culture that is individualistic or transactional may cause a strain on 

military veterans’ job motivation because military veterans prosper in a workplace 

environment dedicated to teamwork and mission accomplishment (Yanchus et al., 2018). 

Organizational and HR leaders can increase military veteran employee’s job motivation 

by creating a corporate culture or identity that engages in the community or social 

programs military veterans can assimilate. 

The company’s community engagement policy can influence employee job 

motivation. Many organizations promote community and social involvement to create a 

corporate culture of inclusiveness (Catano & Hines, 2016). Employees motivated by 

selfless service also have demonstrated an appreciation for community and social 

responsibility (Boyd et al., 2018). Similarly, many military veterans volunteer their time 

and energy to regain a feeling of purpose or as a way to give back and be a part of their 

community (Matthieu et al., 2019). Because military veterans are principally motivated 

by servant attributes, employers can fulfill their military veteran employees’ motivational 

needs by supporting their causes and promoting a corporate climate of service to others.  
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Organizational Climate 

The climate of a corporation can influence employee job motivation. An 

organizational climate where employees do not feel supported and have confusion 

regarding their assigned tasks can lead to decreased worker job motivation (Sunarsih, 

2017). Similarly, military veterans have expressed the significance of employers to 

communicate their duty obligations and defined expectations (Tao & Campbell, 2020). 

An organizational climate based on an employee’s competence, code of behavior, and 

work ethic can positively impact public service motivated workers (Shim & Park, 2019). 

Similarly, military veterans’ experience stems from an organizational climate of the U.S. 

Armed Forces formulated on mission accomplishment and constant training, emphasizing 

discipline, determination, and collaboration (Gonzalez & Simpson, 2020). Military 

veterans have proven compatible when the organizational climate fits their experiences 

and meets their motivational needs.  

Measurement 

Questions 4, 7, 9, 18, and 20 from the MSQ short-form (see Appendix A), which 

consists of the scales Achievement, Coworkers, Moral Values, Social Values, and Social 

Status, measured job motivation. Weiss et al. (1967) reported that each scale of the MSQ 

short-form generated an average internal consistency reliability score of over .70, 

reflecting that each scale can independently measure a specific construct. In addition, the 

five intrinsic questions selected from the MSQ are closely related to attributes of PSM, 

such as teamwork, values, mission accomplishment, selfless service, and code of conduct 

(Canning et al., 2020; Matthieu et al., 2019; McCormick et al., 2019). Because of the 
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similarity or relationship among PSM constructs and the five identified intrinsic MSQ 

questions, assigning the specified questions to measure job motivation can capture the 

motives of military veterans and enhance the reliability and validity of my research. 

Each branch of the U.S. Armed Forces has its specific service and rank-related 

professional creed that outlines service members’ character and behavior expectations 

(Rose et al., 2017). Military creeds, such as the U.S. Army Soldier’s Creed, emphasize 

team, values, commitment to others, service to the American people, discipline, and 

professionalism (U.S. Army, 2021). Hofstede and McCrae (2004) shared that people can 

assimilate or adopt the same organizational virtues as individual characteristics over time. 

Because these reinforced traits are rooted in all aspects of military services, such as 

military education, training, and warfighting, many military veterans identify similar 

characteristics as vital in their next career after military service. The MSQ scales selected 

to examine military veteran job motivation was because the instrument is closely related 

to the culture and climate of selfless service and a mission-first ideology of the U.S. 

Armed Forces. Furthermore, organizational culture and climate align with Maslow’s 

love/belonging, self-esteem, and self-actualization hierarchy of needs phases. 

Employee Turnover 

Losing employees at a high rate can be taxing for corporations. HR leaders can 

contribute to an organization’s long-term success by properly managing the company’s 

human capital (Blanco-Mazagatos et al., 2018). However, excessive employee turnover 

and costs associated with replacing skilled workers can negate a corporation’s 

competitive advantage. Recruiting, hiring, and onboarding new employees are considered 
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direct costs for an organization (Lyons & Bandura, 2019). Estimates of direct employee 

turnover costs on an organization can range from 60 to 200% of an employee’s annual 

salary (Reina et al., 2018; Tews et al., 2018). As a result, military veteran employee 

turnover can impose a financial burden on corporations (Dechawatanapaisal, 2018). 

Moreover, organizational and HR leaders have a short and long-term financial incentive 

to reduce military veteran employee turnover. 

Conversely, the indirect cost of employee turnover may not appear on the 

financial statement as quickly. Indirect costs of employee turnover on a company can hurt 

various corporate functions, such as productivity, employee morale, and specific industry 

knowledge (Lyons & Bandura, 2019). Because of the direct and indirect consequences of 

high employee turnover on an organization, HR managers should understand the effect of 

social support, organizational culture, organizational climate, and compensation on 

military veteran employee turnover. 

Social Support 

Support from organizational and HR leaders can assist in reducing employee 

turnover. Social support in the workplace for military veterans can help military veteran 

employees adjust to the civilian workforce (Harris et al., 2017). While social support can 

have different perceptions among employers, many military veterans feel supported when 

organizational leaders recognize their knowledge, skills, and abilities (Caamal, 2019) and 

communicate individual roles and expectations (Dexter, 2020). Ford (2017) reported that 

variables such as fair treatment, sense of meaning, and professional growth were 

contributing factors to military veteran civilian employment. Organizational leadership, 
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supervisors, and coworkers are the three fundamental social support resources available 

for employees in the workplace (French et al., 2018). Employees’ perceived lack of 

support from managers or organizational leaders is one reason why employees 

voluntarily terminate their employment (Al Mamun & Hasan, 2017; Lyons & Bandura, 

2019; Shi & Gordon, 2020). Kumar et al. (2018) identified that organizational leadership 

and managerial support play an essential role in whether an employee stays or leaves a 

company and can also influence the military veteran workers’ commitment (Nichols et 

al., 2016), behaviors (Shi & Gordon, 2020), and attitudes (Khuwaja et al., 2020). 

Organizational and HR leaders can support military veteran employees through 

communication and promoting collaboration among employees.  

Another facet of social support is the military veteran employee’s relationship 

with coworkers. Coworker support can also influence whether an employee stays or 

leaves an organization (Karatepe & Olugbade, 2017; Yousaf et al., 2019). Feeley et al. 

(2008) reported lower employee turnover when coworkers’ relationships surpass being 

only peers. Tews et al. (2020) also identified that coworkers’ emotional support increased 

employees’ willingness to stay with their company. Thus, connecting newly hired 

military veteran employees with military veteran coworkers can facilitate coworker 

support (Ahern et al., 2015; Keeling et al., 2018). Support from organizational leaders 

and coworkers can enhance cohesion among workers, decrease military veterans 

voluntarily terminating employment, and facilitate a positive organizational culture. 
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Organizational Culture 

Another cause for employee turnover is the culture of the organization. Alzubi 

(2018) reported that organizational culture and managerial behaviors could positively or 

negatively affect employee turnover. One of the classic definitions of corporate culture is 

the accepted response and real expectations from the organization members, derived from 

learned lessons, previous experiences, and promoted behaviors (Schein, 1990). A more 

recent organizational culture representation is the collective cultural beliefs, guided by 

employees’ values and norms (Szydło & Grześ-Bukłaho, 2020), influenced by corporate 

leadership (Warrick, 2017). Regardless of the interpretation, a corporation’s culture can 

positively or negatively affect employee turnover. 

Employee perceptions of an organization’s culture can vary among workers. 

Corporate culture includes such virtues as values, ethics, mutual beliefs, and corporate 

norms (Kumar, 2016). Lee and Jang (2020) found a positive link between employee 

turnover and organizational culture. Workers who assimilate with their coworkers and 

managers are less likely to voluntarily terminate their employment (Hamstra et al., 2019). 

Likewise, military veterans share the same desire to find a company that fits their values 

and a sense of purpose (McCormick et al., 2019). However, some veterans have 

encountered a conflict between the organizational culture and the work ethic of the 

military with their new civilian employment (Keeling et al., 2018). The contrast between 

the organizational culture of the military and civilian workforce has led many military 

veterans to voluntarily leave their employer.  
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Organizational Climate 

Similar to corporate culture is the organizational climate. Li et al. (2020) revealed 

that a positive organizational climate reduced employee turnover intentions. The term 

organizational climate relates to how workers interpret or perceive work-related 

experiences and the inherited impact on future employees’ behavior (Schneider et al., 

2013). Research conducted by Datta and Singh (2018) revealed a few constructs 

influential to organizational climate: professionalism, collaboration, support, and 

communication from coworkers and corporate leaders, which supports the notion that 

significant characteristics of a robust organizational climate revolve around 

communication, leadership, and group interdependence (Schneider et al., 2013). 

Nevertheless, military veterans have been subjected to discrimination or branded by their 

military service (Keeling et al., 2018), which verified that an organizational climate could 

positively or negatively affect military veteran employees’ workplace perceptions 

(Yanchus et al., 2018). Military veterans who have experienced a negative organizational 

climate from prejudices or discriminatory communication can lead to employee turnover. 

Moreover, a negative corporate climate can lead military veteran employees to question 

the fairness of other aspects concerning their employment, such as compensation. 

Compensation 

A worker’s compensation and benefits package can also be a factor for employee 

turnover. Solomonson et al. (2018) shared that compensation was one reason that caused 

employees to terminate their job, especially for the workers with less experience. An 

employee’s salary and benefits can help companies recognize their workers’ efforts and 
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enable workers to distinguish themselves from peers and coworkers (Stringer et al., 

2011). Similarly, military veterans often desire to have their attributes, competencies, and 

accomplishments examined fairly by employers and to be financially compensated 

accordingly (Davis & Minnis, 2017). Military veteran employee turnover can occur when 

military veterans feel undervalued and unrecognized for their contributions. 

Noneconomic incentives and rewards, such as plaques, reserved parking spots, or 

paid time off, can be considered another form of compensation and a way for 

organizational leaders to recognize outstanding performance. Evidence has shown that 

nonfinancial compensation strategies can influence employees’ behavior intrinsically 

(Stater & Stater, 2019). Likewise, awards, medals, badges, and commendations are an 

integral part of U.S. Armed Forces recognition and promotion programs. Because of their 

history of receiving nonfinancial compensation, military veterans often appreciate 

intrinsic rewards from their employers (Ahern et al., 2015). Organizational or HR leaders 

who have adopted an effective rewards program can reduce military veteran employee 

turnover. 

Measurement 

The demographic survey was the measurement instrument to identify employee 

turnover (see Appendix B). Information gathered from a demographic survey is 

individualistic and can provide the researcher vital factual information (Durand, 2016). 

The demographic survey consisted of seven questions regarding the background and 

participation eligibility for my study. Specifically for Question 2, I ask, “Have you 

voluntarily quit or resigned from your first civilian employer after separation from the 
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military?” The respondents’ answer to Question 2 verified if individuals had voluntarily 

quit their first civilian employment after separation from the U.S. Armed Forces. Thus, 

meeting one of the requirements to participate in the study and quantifying military 

veteran employee turnover. 

Transition 

Section 1 provided the foundation for my study. Elements that support the 

foundation for my study include the background of the problem, problem statement, 

purpose statement, nature of the study, research question, hypothesis, theoretical 

framework, operational definitions, assumptions, limitations, delimitations, the 

significance of the study, and a review of the professional and academic literature. 

Section 2 of my study contains elements of the research project. Section 2 of this study 

consists of components of the research project: the role of the researcher, participants, 

research method and design, population and sampling, ethical research, data collection 

instruments, data collection technique, data analysis, and study validity. 
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Section 2: The Project 

In Section 2, I explain my research project. This section includes a description of 

the purpose statement, role of the researcher, participants, research method and design, 

population and sampling, ethical research, data collection instruments, data collection 

technique, data analysis, and study validity. I conclude Section 2 with a summary of the 

topics discussed.  

Purpose Statement 

The purpose of this quantitative correlational study was to examine the 

relationships among military veteran employee job satisfaction, job motivation, and 

employee turnover. The dependent variable was military veteran employee turnover. The 

independent variables were military veteran employee job satisfaction and job 

motivation. The target population was military veterans who had more than 2 years of 

active federal service and had been separated from the armed forces no longer than 5 

years. The geographical location for my study was the SATX area. The SATX area, 

trademarked as Military City USA, has a military veteran population of approximately 

200,000 residents (U.S. Department of Veteran Affairs, 2021d). The population of SATX 

includes veterans from the Air Force, Army, Coast Guard, Marine Corps, and Navy 

branches of the armed forces. As a result, HR managers in the SATX area may benefit 

from this study by understanding the impact of job satisfaction and job motivation on 

military veteran employee turnover. This study may also help managers develop policies 

and procedures that could foster longer lasting employment among military veteran 

employees. Accordingly, positive social change implications include lower 
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unemployment, increased tax revenue, and increased inclusion and employment stability 

for the community. 

Role of the Researcher 

The role of the researcher can positively or negatively affect a study’s integrity. 

The integrity and proper execution of research depend on the researcher’s ability to 

recognize their own biases and perceptions of the study (Cumyn et al., 2019). 

Additionally, researchers need to separate their ideology or personal ways of thinking 

when gathering resources, information, or data (Perna et al., 2019). Finally, to accomplish 

research purity to promote both validity and reliability, researchers should consider 

influencing factors such as their relationships with the study’s topic, participants, or any 

predetermined results (Perna et al., 2019).  

The data collection process for my research consisted of surveys distributed 

through a web-based application to military veteran participants. Compared to paper-

based surveys, web-based surveys require fewer resources, facilitate a broader reach of 

participants, and maintain the anonymity of respondents (Nathan, 2008). However, 

concerns about internet-based surveys include a lack of responsiveness and sample 

diversity of participants (Horner, 2008). Part of my role as the researcher in the data 

collection process was to improve participants’ responsiveness by ensuring participants 

completed the survey promptly and encouraged respondents to share the survey with 

other military veterans from all branches of the U.S. military to facilitate diversity among 

the survey sample. Although I am an Army veteran and have an association with the 

military veteran community, maintaining U.S. military branch neutrality and results from 
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anonymous surveys mitigated any perceived personal biases or predetermined results 

regarding my study.  

The basis of this quantitative correlational study was to examine military veteran 

employees’ job satisfaction and job motivation as it related to turnover. Researchers who 

follow a quantitative method administer surveys with closed-ended questions and use 

numerical data (Salvador, 2016). My study’s intended participants were military veterans 

separated from the armed forces within the last 5 years who had at least 2 years of 

military service. Even though I am a military veteran, I do not have any specific 

professional influence on the volunteers. I also adhered to The Belmont Report’s 

guidelines (U.S. Department of Health and Human Services [USDHHS], 1979) to expand 

my research’s ethical considerations. 

The Belmont Report (USDHHS, 1979) provides standardized procedures for 

researchers investigating human subjects. The three basic ethical principles established in 

the report are respect for the persons, beneficence, and justice. Participation in this study 

was anonymous and voluntary. I respected individuals who did or did not partake in the 

survey. To ensure beneficence, I did no harm to the military veteran community or the 

participants. All completed anonymous surveys received the same attention to detail and 

secured handling regardless of the participant’s experience level or professional status. 

Data collected from survey responses are kept secured by an encrypted thumb drive and 

secured in a locked safe, for which only I have access. Additionally, the data will be held 

for at least 5 years, and after this required period for retention of data has elapsed, the 

encrypted thumb drive will be erased and destroyed. 
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Considerations for both the ethical treatment of participants and the military 

veteran community were paramount for my study. By following the protocols for 

conducting quantitative research, I promoted participants’ anonymity and increased 

volunteerism for my research. At the same time, I ensured the validity and increased the 

reliability of my study. 

Participants 

Because my paper’s research topic was military veteran employee turnover, 

participants for this study were military veterans who had transitioned from military 

service to civilian employment. I gathered data explicitly from military veterans in the 

SATX area through a technique called purposive sampling. Purposive sampling is a 

technique in which a researcher seeks participants with specific qualifications or 

experiences (Battaglia, 2008). Qualifying criteria for participants in this study were 

military veterans who had served at least 2 years of active federal service and had 

separated from the armed forces for less than 5 years. I maintained this study’s relevance 

by using current data. 

My strategy for finding military veterans in the SATX area who match the desired 

qualifications consisted of leveraging social media outlets, such as LinkedIn or Facebook, 

utilizing my professional network, and promoting snowball sampling by encouraging 

participants to share my study with other military veterans. Additionally, I attended 

multiple military-centric job fairs to seek participants. To earn the volunteers’ trust and 

confidence, I shared the nature of the study and the participants’ rights. Additionally, 
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each participant received an informed consent form, which included the study’s purpose, 

potential risks of the study, and measures to maintain the confidentiality of information.  

Research Method and Design   

Research Method 

One of the fundamental responsibilities a researcher has when conducting a study 

is to ensure that the appropriate research methodology aligns with the research. I selected 

a quantitative research methodology instead of a qualitative or mixed-methods approach. 

The intention of my research is to examine the relationship between military veteran 

employees’ job satisfaction, job motivation, and employee turnover.  

Researchers who follow a quantitative research methodology employs certain 

characteristics towards their study. Researchers using quantitative methodology have 

adopted a positivist philosophy, where the data are deductive and objective (Salvador, 

2016; Saunders et al., 2015). Researchers who follow a quantitative methodology adhere 

to data collection techniques that are stringent, random, numerical, and use close-ended 

questions to deduce relationships among multiple variables (Salvador, 2016; Saunders et 

al., 2015). Data collection methods that researchers implement for quantitative studies are 

from validated surveys or experiments (Salvador, 2016; Saunders et al., 2015). The 

survey results allow the researcher to analyze numerical data when determining 

relationships among variables (Alwin, 2016). Researchers can use a large data sample 

size to make generalizations about the population (McCarthy et al., 2017). A quantitative 

methodology was justified for this study because I incorporated surveys to collect 

numerical data to determine any relationships among the selected variables. 
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Another type of research methodology is the qualitative method. Researchers who 

use a qualitative methodology for their study apply an interpretive philosophy, where the 

data are inductive and subjective (Salvador, 2016; Saunders & Townsend, 2016). 

Qualitative researchers comply with data collection techniques that are nonstandardized, 

exploratory, and interpretive through open-ended questions during interviews (Bengtsson, 

2016; Hammarberg et al., 2016). Researchers use the information gathered from 

interviewees to develop insights into how or why procedures are applied (Hamilton & 

Finley, 2019). Because this study’s premise was not to explore perceptions or opinions 

about the specific business problem, a qualitative research methodology was not 

appropriate for this study. 

I also considered a mixed-methods approach to my study. Mixed methods 

combine quantitative and qualitative methodologies so the researcher can have a broader 

understanding of the specific business problem (Hesse-Biber, 2020). Researchers who 

adopt mixed methods can apply an inductive, deductive, or abductive ideology for 

conceptual or theoretical development (Saunders et al., 2015). Because I did not pursue a 

qualitative research methodology for this study, a mixed-methods approach was not 

appropriate. 

Research Design 

Three research designs that I considered for my quantitative study were 

correlational, experimental, and quasi-experimental. Researchers who follow a 

correlational design establish any positive or negative relationships between two or more 

variables through statistics (Bloomfield & Fisher, 2019). A correlational design is 
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preferred by researchers when independent variables will remain unaltered (Curtis et al., 

2016). A correlational design was appropriate for my study because I was examining the 

relationships among one dependent variable and two unmanipulated independent 

variables. 

I did not use an experimental or quasi-experimental design. A researcher who 

follows an experimental design examines the cause and effects one variable has on 

another variable (Bloomfield & Fisher, 2019). Factors such as randomness of 

participants, usage of a control group, and the way the researcher can influence the 

variables are considered experimental design techniques (Bloomfield & Fisher, 2019). 

Researchers who implement a quasi-experimental research design embrace most of the 

same research components of the experimental design, including examining cause and 

effect (Bloomfield & Fisher, 2019). Participants of a quasi-experimental research study 

are not randomly selected (Bloomfield & Fisher, 2019). Because I intended to examine 

the relationships between variables and not seek cause and effect, experimental and 

quasi-experimental research designs were not appropriate.  

Population and Sampling  

Population 

Two key components that can influence the validity of quantitative research are 

the population and the selected sample for the study. The research population represents 

all of the people who meet the research qualifications (McCarthy et al., 2017). Therefore, 

I carefully considered the alignment between the representing population and the specific 

problem statement.  
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For this quantitative study, the population consisted of over 5,000 military 

veterans who had more than 2 years of active federal service, were separated from the 

armed forces no longer than 5 years, and who were previously employed in the armed 

services industry within the SATX area. The sample of a study represents the participants 

of the chosen population (Daniel, 2012; Erba et al., 2018). Hence, the participants for this 

study consisted of military veterans who met the criteria for this research. Criteria for 

participation within this study were military veterans who were employed in the services 

industry in the SATX area immediately after separation from the armed forces area and 

military veterans who voluntarily terminated their employment.  

Sampling  

Probability and nonprobability are the two basic methods of sampling. Probability 

sampling is a method in which each individual of the population has the same odds of 

being included (Daniel, 2012). Advantages of probability sampling include the ability for 

the researcher to mitigate selection bias, ensure the target population is easily accessible, 

and access to unlimited resources (Daniel, 2012). Some of the weaknesses of probability 

sampling consist of when the researcher has limited time and/or money and researcher is 

unable to certify that participants have the distinct constructs required for the research 

(Daniel, 2012). In contrast, nonprobability sampling is a method in which each 

individual’s odds of being selected are unknown (Waterfield, 2018). Advantages of 

nonprobability sampling consists of participants selection for the research is subjective, 

the researcher has limited resources, and the researcher can ensure respondents meet the 

study criteria (Daniel, 2012). Because surveys were available for military veterans 



48 

 

previously employed in the services industry within the SATX area and separated from 

the military within the last 5 years, a nonprobability sampling methodology was optimal 

for this study.  

A convenience sampling technique complements the study’s nonprobability 

sampling methodology. Convenience sampling is a technique in which the selection of 

available participants is from the target population at the researcher’s discretion 

(Waterfield, 2018). Because military veterans employed in the services industry within 

the SATX area after separation from the armed forces encompass a large and diverse 

group, participants’ availability provide diversity and inclusion within the study’s 

findings. 

The reliability of statistical research is the result of identifying the correct sample 

size. Having too few or too many participants can result in Type I and Type II probability 

errors (Hazra & Gotay, 2016). Type I and Type II errors are when the null hypothesis and 

the alternative hypothesis are reported contradictory to the actual correlations between 

variables (Faul et al., 2007; Hazra & Gotay, 2016). The relevance of the study can 

become negated when the null hypothesis does not display a significant difference from 

the alternative hypothesis (Faul et al., 2007). I used the G*Power 3 software (Version 

3.1.9.7)  to determine the appropriate sample size to ensure my study’s relevance and 

significance.  

G*Power 3 software enables the end-user to choose the preferred statistical 

analysis for the study, select the optimal power analysis, prepare the setting that meets 

analysis requirements, and display the results (Faul et al., 2007). For my study, I selected 
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a linear multiple regression analysis. Multiple regression analysis enables the researcher 

to examine the correlation between the dependent and independent variables and review 

the relationship between two or more independent variables (Cohen, 1968). Another 

essential consideration for statistical analysis is the effect size (f2). The effect sizes (f2) for 

a multiple regression model are small (0.02), medium (0.15), and large (0.35), where a 

medium effect size (f2) is more natural to distinguish differences between variables 

(Cohen, 2016). Therefore, a medium effect size (f2) of .15 is appropriate for my study 

because I examined each variable’s relationships. 

I selected an a priori power analysis because I chose a linear multiple regression 

statistical test through the G*Power 3 software. Where the assumption of the medium 

effect size (f2) = .15, the ∝ error probability = .05, Power (1-β) = .80, and two predictor 

variables resulted in a total sample size of 68 or N = 68. However, the initial calculation 

only represents the minimum number of participants to avoid Type I errors. Increasing 

the Power so that Power (1-β) = .99 can avoid Type II errors, which resulted in the 

maximum participants no more than N = 146. Therefore, my study should have no fewer 

than 68 and no more than 146 participants (see Figure 2). 
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Figure 2 
 
G*Power3 Analysis for Minimum and Maximum Sample Sizes 

 

Ethical Research 

When researchers prepare to conduct their study, analysts must consider the 

potential negative impact their research could have on participants. A researcher’s duty 

and responsibility are to ensure ethical research policies and procedures to identify or 

mitigate conflict of interests between the research and participants (Cumyn et al., 2019). 

Therefore, I ensured ethical research compliance by following the guidelines set forth by 

The Belmont Report (1979) and Walden University’s Institutional Review Board (IRB) 

process. 

Respect for persons, beneficence, and justice are the three foundational criteria of 

The Belmont Report (USDHHS, 1979). I showed respect for persons by making 
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participation voluntary, by removing any personally identifying information from the 

survey, and allowing the participants autonomy while participating in the study. I 

advocated the study’s beneficence by honoring all participants’ decisions to partake or 

withdraw from the survey at any time and I communicated the purpose, benefit, and 

actions taken to mitigate any potential risks with the participants. Participants in this 

study did not receive any payment, thank you gifts, or reimbursements. Finally, I 

promoted justice by ensuring I completed each survey’s calculation in the same manner 

and give equal consideration for each survey. I protected the names and any other 

personal identifiable information of my participants by making the survey anonymous 

and not requiring participants’ personal identifiable information as part of the survey. 

I adhered to regulatory compliance from Walden University’s IRB approval (#06-

08-21-0974801) by taking the following action to ensure ethical research guidelines. 

First, I ensured that each participant comprehends and complete an informed consent 

form before survey participation. Informed consent is a process through which every 

participant acknowledges the study premises, has been made aware of any potential risks 

and benefits from the study, and their willingness to contribute to the research is entirely 

voluntary (Manti & Licari, 2018). Second, my goal was to cause no harm to any person 

associated with my study. By adhering to the guidelines and standards set by both The 

Belmont Report (1979) and Walden University’s IRB committee, I conducted my 

research ethically. 
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Instrumentation  

The variables of my study were military veteran job satisfaction, job motivation, 

and employee turnover. The instruments that I selected to collect data were a 

demographic survey and the MSQ - Short Form. The usage of the demographic survey 

was to identify employee turnover. The usage of the MSQ was to distinguish determining 

factors concerning military veteran employee job satisfaction and job motivation.  

Demographic Survey 

The demographic survey consisted of seven personal and military-related 

questions (see Appendix B). Demographic information is considered factual and can be 

used to determine if the participant meets the target population’s prerequisites (Durand, 

2016). This study’s identified target population was military veterans who had more than 

2 years of active federal service, been separated from the armed forces no longer than 5 

years, were employed in the services industry, and voluntarily quit their employment. 

Therefore, the demographic survey questions will reflect the required qualifications from 

the target population. 

MSQ 

The MSQ was formulated by David Weiss, Rene Dawis, George England, and 

Lloyd Lofquist in 1967 as part of the work adjustment project with the Minnesota Studies 

in Vocational Rehabilitation from the University of Minnesota (see Appendix C). Weiss 

et al. (1967) developed the MSQ long-form, and the subsequently abbreviated short-form 

based on the group’s previous research, demonstrating that individual employee job 

satisfaction is related to their work environment and the perception of their job. 
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Considering the similarities in overall test results and comparing the variance of 

administration time between the long and short-forms, the MSQ short-form was the 

instrument participants will complete as part of this research. Weiss et al. (1967) 

formulated the MSQ short-form by selecting one question from each of the 20 scales of 

the MSQ long-form, resulting in the MSQ short-form consisting of only three scales, 

which are intrinsic, extrinsic, and general satisfaction (Weiss et al., 1967). Additionally, 

the MSQ short-form aligns with the theoretical framework for my study because 

Maslow’s hierarchy of needs explores intrinsic and extrinsic motivating factors. 

Participants gained access to the MSQ short-form questionnaire for this study 

through an online platform called SurveyMonkey. The MSQ short-form instructions and 

subsequent questions are understandable and use basic grammar (Weiss et al., 1967). 

Estimates on the amount of time for a participant to complete the MSQ short-form range 

from 5-10 minutes, but the survey has no actual time limit. Accompanying each question 

of the MSQ short-form questionnaire was a 5-point Likert scale that ranges from very 

dissatisfied to very satisfied and was scored 1-5 respectfully (Weiss et al., 1967). Because 

each question response was weighted numerically, the scales of measurement are ordinal.  

The accomplishment of the MSQ’s short-form general satisfaction raw score 

included totaling all of the representative values from each question (Weiss et al., 1967). 

Identification of the intrinsic and general raw scores was by calculating the corresponding 

values for questions 1-4, 7-11, 15, 16, and 20; with the remaining questions of 5, 6, 12-

12, and 19 representing the extrinsic raw scores (Weiss et al., 1967). Weiss et al. (1967) 
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recommended that after computation of the raw scores, the researcher then transforms the 

percentiles’ raw scores based on each participant’s corresponding norm group.  

The norming of a survey’s raw scores can assist the researcher in identifying 

benchmarks for the selected population. Norming refers to the method of establishing 

expectations or the average outcome of a group of people on a psychological or 

achievement evaluation (Renbarger & Morgan, 2018). For example, Weiss et al. (1967) 

sought individuals in Minneapolis and St. Paul, MN, to participate in the original study 

for the MSQ short-form, which resulted in assemblers, clerks, engineers, maintenance 

workers, machinists, and sales professionals as the normative group. Additionally, 

researchers from various career fields and countries have applied the MSQ short-form for 

their studies. Such studies include bank managers from India (Garg et al., 2018), nursing 

home activity directors in Israel (Halperin, 2020). 

Application of the MSQ short-form is open to an array of career fields. Weiss et 

al. (1967) shared how the raw scores from the MSQ short form can either be compared to 

the employed disabled/employed non-disabled normative groups or by ranking the scales. 

While the MSQ short-form intends to gauge an individual’s intrinsic, extrinsic, and 

general satisfaction levels, understanding how military veterans compare to their peers is 

vital in recognizing the participants’ accurate satisfaction levels. Following the procedure 

known as the ranking of scales method from the raw data, instead of using the MSQ’s 

norming career fields, was an alternative scoring system to accomplish military veterans’ 

accurate satisfaction level. The ranking of scales method determined the participant’s 
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intrinsic, extrinsic, and general job satisfaction. The raw scores and ranking of scales 

method are discussed in Section 3 of this study.  

The proven reliability and validity of the MSQ short-form was the basis for the 

instrument selected. Reliability and validity are essential considerations on how valuable 

a survey’s measurements are to the research (Alwin, 2016). Examining a questionnaire’s 

reliability considers factors such as reliability coefficients, internal consistency, and 

measurement stability (Kimberlin & Winterstein, 2008). Weiss et al. (1967) reported that 

the median reliability coefficient score for the MSQ short-form intrinsic satisfaction was 

.86, extrinsic satisfaction was .80, and general satisfaction was .90. Additionally, Weiss 

et al. (1967) disclosed test-retest coefficient scores of .89 over a one-week time frame and 

a score of .70 over a one-year time frame. Previous studies have also shown similar 

reliability coefficient results. For example, Garg et al.’s (2018) research reported internal 

consistency of Cronbach’s Alpha of .86, and a study from Halperin (2020) shared a 

Cronbach’s Alpha of .81. 

Another researcher’s concern on the effectiveness of an instrument is the validity 

of the survey. The validity of an instrument enables a researcher to accurately measure 

the variables of a study (Bielenia-Grajewska, 2018). Weiss et al. (1967) confirmed the 

validity of the MSQ short-form by providing evidence of construct validity, concurrent 

validity, and scale intercorrelations. Weiss et al. (1967) reported that job satisfaction, 

measured by the MSQ, meets the desired constructs from multiple studies as part of the 

series from the Minnesota Studies in Vocational Rehabilitation. Weiss et al. shared 

results from the concurrent validity included a statistically significant probability score of 
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.001 for each of the three scales of the MSQ short-form. Thus, signifying support for the 

computation of intrinsic, extrinsic, and general job satisfaction by the MSQ short-form 

(Weiss et al., 1967). The intrinsic satisfaction scale correlation score was .60 with the 

external satisfaction scale and .88 with the general satisfaction scale for the total 

occupational group classification. At the same time, the external satisfaction scale 

correlation score was .82 with the general satisfaction scale. Because the MSQ short-form 

has proven to be a reliable and valid instrument since its inception, there was no need nor 

justification to make any adjustments or revisions of the MSQ short form for this study.  

Data Collection Technique 

Data collection through web-based surveys is popular among researchers because 

online surveys can reduce associated research costs, mitigate human error in statistical 

tabulation, promote individual confidentiality, and increase participation (Evans 

& Mathur, 2018; McInroy, 2016; Regmi et al., 2016). Despite the recognized benefits of 

an online survey, researchers must be aware of Internet-based questionnaires’ 

disadvantages. Some of the disadvantages of online surveys include minimal response 

rate, connectivity issues from participants, and selection or response biases (Fricker Jr, 

2017; McInroy, 2016; Saleh, & Bista, 2017). Acknowledging both the advantages and 

disadvantages of internet-based questionnaires, the data collection technique selected to 

obtain data for this research consisted of online questionnaires. Surveys were 

disseminated through personal email or hyper-linked on social media networks for the 

targeted participants to access the online questionnaire.  
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 SurveyMonkey was the online platform of choice for survey circulation. 

SurveyMonkey is an internet-based survey tool that is secured, easy to use for both the 

researcher and participants, allows versatility in developing questionnaires, and creates 

valuable reports for further analysis (McDowall & Murphy, 2018). This study’s survey 

questions consisted of basic demographic questions and the MSQ. After each participant 

completed the two questionnaires through a web-based platform named SurveyMonkey, a 

technique referred to as snowball sampling was the primary engagement strategy to reach 

the target population. Snowball sampling is when participants from the selected 

population circulate the survey to other members within the same community (Valerio et 

al., 2016). Upon reaching the recommended and desired number of qualified participants, 

I retrieved the results from SurveyMonkey and converted the annotated responses into a 

data set to transfer into IBM SPSS software for further analysis.  

Data Analysis 

The research question for this study was, “What was the relationship among 

military veteran employee job satisfaction, job motivation, and employee turnover?” 

Which developed the following hypotheses: 

• H0: There was no statistically significant relationship among military veteran 

employee job satisfaction, job motivation, and employee turnover 

• Ha: There was a statistically significant relationship among military veteran 

employee job satisfaction, job motivation, and employee turnover.  
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The analysis of the data collected from the dependent and independent variables of the 

hypotheses consisted of applying descriptive statistics and multiple regression analysis 

through the use of IBM SPSS version 27 software.  

Descriptive statistics and multiple regression were the tools to analyze the 

statistical data for this study. A researcher can use descriptive statistics to explain, 

coordinate, and compile relevant information. (Coleman, 2018). Predicated by type of 

measurement for the scales (nominal, ordinal, interval, or ration), descriptive statistics 

can illustrate or report measures such as central tendency, dispersion, or distribution 

(Coleman, 2018). Central tendency represents the mode, median, and mean of the data 

(Coleman, 2018). Additionally, the establishment of the descriptive statistics averages 

can also provide statistical insights such as standard deviation and variance (Yeo & 

Cacciatore, 2017). Because the data collected from the demographic survey for this study 

will be nominal, measurement of central tendency, standard deviation, and variance were 

the favored methods of analyzing descriptive statistics. 

Multiple regression analysis allows the researcher to test the relationships 

between two or more independent variables with a dependent variable (Foster et al., 

2006; Pederson, 2017). Additionally, multiple regression analysis enables a researcher to 

segregate or combine the independent variables in determining their impact on the 

dependent variable (Pederson, 2017; Segrin, 2010). Finally, multiple regression analysis 

findings allow researchers to identify correlations between independent and dependent 

variables (Pederson, 2017). Because the basis for my research was to determine how the 
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independent variables influence the dependent variable, the selection of multiple 

regression analysis was the optimum data analysis tool of choice.  

Other statistical analysis techniques for analyzing data include two-way analysis 

of variance (ANOVA) and Pearson’s correlation coefficient. The two-way ANOVA 

focuses on the averages of group variations. The primary inferential purpose is to analyze 

and measure the independent and cumulative influence of two variables on the outcome 

variable (Harring & Johnson, 2018). Pearson’s correlation coefficient allows researchers 

to analyze the associations between two variables through simple linear correlations 

(Chen & Krauss, 2004). Because the results from a two-way ANOVA analysis display 

interaction between variables and Pearson’s correlation coefficient limits the number of 

variables to two, neither method meets the statistical analysis requirements for my study.  

Assumption of data purity can mislead a researcher’s findings. Therefore, when 

researchers analyze statistical data using multiple regression as a technique, analysts 

should test the four assumptions of multiple regression analysis (Segrin, 2010). The first 

assumption is known as the normal distribution of data (Segrin, 2010). The concept of 

normal distribution equates to when a researcher assumes the equal distribution of data 

among the sample population (Musselwhite & Wesolowski, 2018). However, when there 

is a violation of the normality assumption, researchers can apply either the Kolmogorov–

Smirnov test, Shapiro–Wilk test, or examine the histogram to verify the data normality 

(Musselwhite & Wesolowski, 2018). The second assumption is called multicollinearity 

(Segrin, 2010). Multicollinearity of data exists when a researcher’s study variables are 

similar in scope or interaction with each other (Neys, 2017). However, when there is a 
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violation of the assumption of multicollinearity, researchers can test for multicollinearity 

by either factoring the variance inflation factor or examining the correlation matrix 

(Neys, 2017). The third assumption is homoscedasticity (Segrin, 2010). 

Homoscedasticity among variables represents the deviation between the real and 

predicted data sets (Fay, 2010). Researchers typically find homoscedasticity errors 

through the visual examination of scatterplots (Fay, 2010) and can apply an approach 

called weighted least squares when the assumption of homoscedasticity is violated 

(Pearson, 2010). The final assumption is the independence of errors (Pederson, 2017). 

Independent errors are evident when the distance between the data points and the 

regression line is unrelated (Pederson, 2017). However, when there is a violation of the 

assumption of independence of errors, researchers can inspect the data point residuals’ 

singularity through a test known as Durbin-Watson (Pederson, 2017). Accounting for 

statistical variance and identifying methods to test or examine potential errors within my 

study’s statistical data was essential in meeting data requirements.  

Maintaining a structured and systematic approach to review and scrub completed 

questionnaires will ensure the most accurate data is within my research. Researchers who 

implement proper data cleaning and screening procedures within their study can mitigate 

erroneous data (Davis, 2010). Data cleansing steps include reviewing submitted surveys 

for inaccurate information, missing data or responses, and removing duplicate records 

(Willies, 2017). Maintaining the data’s integrity from the submitted responses was 

critical; therefore, the removal of surveys with missing information or incomplete 
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questions was necessary to facilitate the use of the IBM SPSS version 27 software for 

analyzing survey data.  

After a researcher has scrubbed the questionnaires, cleansed the data, and tested 

for data assumptions, the researcher can make inferences from the statistical data. 

Inferential statistics relate to how a researcher intends to apply or infer statistics to a 

larger group or population (Seaman. 2018). Standard inferential statistics associated with 

hypothesis testing and multiple regression analysis are probability value (p value) and 

effect sizes (McGregor, 2018b). Because my research was based on hypothesis testing 

using multiple regression analysis, I interpreted the results from the p value and effect 

sizes using inferential statistics. 

The p value and effect sizes of inferential statistics can assist researchers in 

classifying or identifying the relevance of the data. The p value ranges from 0 to 1, where 

the number 0 represents a high probability of rejecting the null hypothesis, and the 

number 1 represents a low probability of rejecting the null hypothesis (McGregor, 

2018b). Therefore, I set the significance level as p < .05 so I can reject or accept the null 

hypothesis.  

Another inferential statistic a researcher must consider is the effect sizes from the 

number of respondents. The effect size (f2) represents the small, medium, or large 

variations among the means from the data and allows the researcher to infer conclusions 

from the data or identify a need for a larger sample (Kneer, 2017). Therefore, a medium 

effect size of .15 was appropriate for my study because I examined each variable’s 

relationships. 
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Study Validity  

Researchers who overlook statistical conclusion threats can reduce the validity of 

their study. The process of a researcher who accurately interprets the study’s statistical 

data to identify the relationship or correlation between variables is known as statistical 

conclusion validity (Fabrigar et al., 2020). However, there are a few threats to the 

statistical conclusion validity a researcher should remember. The first threat was the 

byproduct of the researcher’s sample size, known as Type I and Type II statistical errors 

(Faul et al., 2007). A researcher whose study has too few or too many participants can 

result in Type I and Type II probability errors respectfully. Type I and Type II errors are 

when the null hypothesis and the alternative hypothesis are reported contradictory to 

actual correlations between variables (Faul et al., 2007; Hazra & Gotay, 2016). The 

primary cause for Type I and Type II statistical errors results from a researcher having 

too few or too many participants for their study (Hazra & Gotay, 2016). The effect of 

Type I and Type II statistical errors can negate the relevance of the study when the null 

hypothesis does not display a significant difference from the alternative hypothesis (Faul 

et al., 2007). The predominant way researchers can reduce common Type I and Type II 

statistical errors is to determine and obtain the appropriate sample size for the study to 

facilitate proper statistical power (Fabrigar et al., 2020). Leveraging the G*Power 3 

software to determine the appropriate sample size mitigated common statistical errors and 

promoted my study’s relevance and significance. 

The second threat was the reliability of the data collection instrument. A reliable 

data collection instrument is when the measurement of results is consistent (Hsu & 
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Sandford, 2010). Additionally, reliability scores from the test-retest correlation range 

from 0-1, where a score of 0 represents that errors are present, and a score of 1 equates to 

error-free (Multon, 2010). The data collection instrument used to capture the independent 

variables of military veteran job satisfaction and job motivation is the MSQ short-form. 

The MSQ short-form has a test-retest reliability score of .89 over a seven-day span and a 

score of .70 after a year (Weiss et al., 1967). Including Weiss et al. (1967), researchers 

such as Garg et al. (2018) and Halperin (2020) have proven and established the reliability 

of the MSQ short-form. Adhering to its original format and limiting any questionnaire 

alterations eliminated threats to the instrument’s reliability. 

The third threat to a study was the external and internal validity. External validity 

is the primary consideration when a researcher attempts to assimilate or generalize the 

study results with the general population (Bielenia-Grajewska, 2018). Hanasono (2017) 

shared that a study’s sample population, replication, and reporting are essential factors 

concerning external validity. Proposed steps that researchers can take to promote external 

validity consists of the following: ensuring the sample population is a reflection of the 

target population (Hanasono, 2010), contrasting current study results with the findings 

from published studies that have different populations (Mitchell, 2018), and a clear 

explanation of the researcher’s scope, method, and design for the research (Mitchell, 

2018; Kraska, 2010). Research generalization to the larger target population was justified 

because this study’s sample population consisted of the target population, the 

instrumentation’s reliability for data collection, and a detailed outline of the study’s 

project.  
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Internal validity is another threat to the legitimacy of a study. Internal validity 

enables a researcher to identify relationships between constructs based on the 

effectiveness of the researcher’s study’s parameters (Maul & Katz, 2018). Considerations 

a researcher must make regarding the internal validity of a study are maturation, history, 

subject attrition, instrumentation, regression toward the mean, selection, diffusion, and 

compensation (Daily, 2017). Suggested procedures to mitigate threats to internal validity 

for a quantitative study include limiting the number of times a participant can take the 

survey, reinforcing participants complete the survey, ensuring that all participants take 

the same survey, and promoting that participants complete the survey individually (Daily, 

2017). Thus, I only allowed participants one-time access to the survey, communicated 

that only completed surveys are collected, and encouraged individual participation by 

emailing the survey to participants’ personal email to reduce the internal threat for my 

study. 

Transition and Summary 

Section 2 of this study contained elements of the research project. Components of 

the research project identified and deliberated include the purpose statement, role of the 

researcher, participants, research method and design, population and sampling, ethical 

research, data collection instruments, data collection technique, data analysis, and study 

validity. Section 3 of this study will consist of the study’s findings, implications for social 

change, and business practices recommendations. 
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Section 3: Application to Professional Practice and Implications for Change 

The purpose of this quantitative correlational study was to examine the 

relationships among military veteran employee job satisfaction, job motivation, and 

employee turnover. Military veteran employee job satisfaction and job motivation were 

the independent variables, and employee turnover was the dependent variable. The null 

hypothesis was that there is no statistically significant relationship among military 

veteran employee job satisfaction, job motivation, and employee turnover. The 

alternative hypothesis was that there is a statistically significant relationship among 

military veteran employee job satisfaction, job motivation, and employee turnover. Based 

on the results, the binary regression logistic analysis was able to significantly predict 

military veteran employee turnover, X2(2) = 53.97, p < .001. Additionally, the 

independent variables of job satisfaction and job motivation (p < .05) were statistically 

significant. Therefore, I was able to reject the null hypothesis and accept the alternative 

hypothesis. 

Deviation From the Plan 

Initially, the proposed plan for my study was to obtain responses from military 

veteran participants in the SATX metropolitan area and use multiple linear regression 

analysis to evaluate the data. However, because of certain circumstances, I made three 

deviations from the proposed plan, including expanding the study’s population, analyzing 

the data, and adjusting the calculation of the job satisfaction and job motivation raw 

scores. 
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The first deviation from my plan was the criteria for participants. The population 

for my study was military veterans who had more than 2 years of active federal service, 

were separated from the armed forces no longer than 5 years, and were previously 

employed in the services industry within the SATX area. My study’s primary data 

collection technique was to leverage my professional network through emails and social 

media outlets. Furthermore, I requested that each participant share the online survey with 

other military veterans they know. Unfortunately, the response rate was low despite my 

best efforts to promote my study and share the survey link through emails, texts, 

Facebook, and LinkedIn. For example, I sent out over 150 emails, texts, and direct 

messages on LinkedIn to professional contacts who either met the criteria or were 

influencers with military veterans. Additionally, I had over 400 views with my LinkedIn 

and Facebook posts. Therefore, in the interest of time and to increase the response rate, I 

expanded the study’s population to include military veterans in the central Texas area 

who were separated from the armed forces no longer than 8 years.  

The second deviation from my plan was the method to analyze the data. Initially, I 

had planned to analyze the data by using multiple regression analysis. A critical factor for 

a multiple regression analysis is that the dependent variable is measured continuously 

(Pederson, 2017). Because the dependent variable of employee turnover was 

dichotomous, the response was only one of two answers, either “yes” or “no,” a multiple 

linear regression analysis was not appropriate for my study. Instead, binary logistic 

regression analysis is preferred when the dependent variable is dichotomous and the 

independent or predictor variables are continuous or measured on a scale (Osborne, 
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2015). Therefore, a binary logistic regression analysis was best suited for my study as a 

result of only two options to measure the dependent variable and the independent 

variables were measured on a Likert scale.  

The third deviation from my plan was the calculation of job motivation and job 

satisfaction raw scores. Initially, the MSQ questions 4, 7, 9, 18, and 20 were designated 

to measure military veteran employee job motivation. The scales of social status, moral 

values, social support, coworkers, and achievement were represented by MSQ questions 

4, 7, 9, 18, and 20 respectfully (Weiss et al., 1967). However, Perry and Wise (1990) 

suggested that PSM is more about the collective than the individual. Because the scale 

achievement is considered individual in nature, I did not include question number 20 as 

part of the job motivation raw scores. Which resulted in the raw scores from MSQ 

questions 4, 7, 9, and 18 as measuring military veteran employee job motivation through 

the spectrum of PSM. 

For job satisfaction, originally, I had planned to incorporate all 20 questions from 

the MSQ to measure job satisfaction. However, applying questions 4, 7, 9, and 18 to the 

calculation for both the job satisfaction and job motivation raw scores would result in 

both predictor variables demonstrating significant correlation. For any type of regression 

analysis with multiple predictor variables, multicollinearity or correlation between 

variables should not be present (Pederson, 2017). Because I selected four questions, 

which were 4, 7, 9, and 18, from the MSQ to represent job motivation, the raw scores 

from questions 4, 7, 9, and 18 were not part of the culminating job satisfaction raw score. 

The decision to not calculate the raw scores of questions 4, 7, 9, and 18 was to minimize 
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collinearity between independent variables. Therefore, 16 of the 20 questions from the 

MSQ identified job satisfaction, and the remaining four captured job motivation, as noted 

in Table 2. 

Table 2 
 
MSQ Breakdown of Questions 

Variable Question number 
Job satisfaction 1, 2, 3, 5, 6, 8, 10, 11, 12, 13, 14, 15, 16, 17, 19, 20  
Job motivation 4, 7, 9, 18 

Note. MSQ = Minnesota Satisfaction Questionnaire; N = 20. 

Presentation of the Findings 

Presentation of the findings from the data collected included reporting the 

descriptive statistics, testing the assumptions, interpreting the results from the binary 

logistic regression statistics with a summary, and discussing the applicability of findings 

towards the theoretical framework. I analyzed a total of 85 responses from military 

veterans. Considering that I changed the data analysis method from multiple linear 

regression to binary logistic regression, I incorporated the bootstrapping technique to 

address the variance in the preferred sample size between a multiple linear and binary 

logistic regression analyses. Bootstrapping is a method that examines the data from 

multiple scenarios from 1000 samples (Osborne, 2017). Several statistical situations can 

benefit from bootstrapping, such as estimating confidence intervals and hypothesis 

testing (Finch, 2018). The application of bootstrapping, using 1000 samples, for this 

study was to address the potential Type I or Type II errors from an inadequate sample 

size or biased standard errors. 
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Descriptive Statistics 

The collection of survey responses began on June 8, 2021, and ended on August 

4, 2021. I received a total of 91 survey responses. Of the 91 participants, I rejected six 

survey responses because of either being incomplete or inconclusive, and I applied the 

remaining 85 completed surveys for this study. Of those 85 participants, 70 of the 

responses were from military veterans who had voluntarily quit their first employment. 

The other 15 were still with their first employer after separating from the military service. 

The purpose of the 15 responses from military veterans who were still with their first 

employer after their separation from military service was to create a norming group. A 

norming of a group is a strategy to identify the intention of a group of people (Renbarger 

& Morgan, 2018). I had incorporated the MSQ general satisfaction raw scores as part of 

the descriptive statistics. In addition, I leveraged the military veteran norming group as 

part of the binary logistic regression analysis. The presentation of the descriptive 

statistics of the independent variables for employee turnover and the norming group is in 

Tables 3 and 4, respectively. The raw scores of job satisfaction and job motivation with 

variances between employee turnover and the norming group are in Tables 5 and 6, 

respectively. 

Table 3 
 
Means, Standard Deviations, and Variance for Employee Turnover 

Variable M SD Variance 
Job satisfaction 2.82 .59 .35 
Job motivation 3.26 .51 .26 

Note. n = 70. 
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Table 4 
 
Means, Standard Deviations, and Variance for Norming Group 

Variable M SD Variance 
Job satisfaction 3.98 .34 .12 
Job motivation 4.42 .46 .21 

Note. n = 15. 

Table 5 
 
Job Satisfaction Raw Scores 

Scale 
Employee 
turnovera 

Norming 
groupb Variance 

Ability Utilization 2.77 3.93 -1.16 
Achievement 3.09 4.27 -1.18 
Activity 3.09 3.93 -0.84 
Advancement 2.06 3.60 -1.54 
Authority 2.96 3.27 -0.31 
Company Policies  2.04 3.73 -1.69 
Compensation 2.27 3.73 -1.46 
Creativity 2.97 4.20 -1.23 
Independence 3.37 4.33 -0.96 
Recognition 3.03 3.33 -0.30 
Responsibility 3.04 4.33 -1.29 
Security 3.37 4.20 -0.83 
Supervision-HR 2.10 4.27 -2.17 
Supervision-Tech 2.17 4.27 -2.10 
Variety 3.29 3.93 -0.64 
Working Conditions 3.27 4.27 -1.00 

a n = 70. b n = 15. 

Table 6 
 
Job Motivation Raw Scores 

Scale 
Employee 
turnovera 

Norming 
groupb Variance 

Coworkers 3.46 4.53 -1.07 
Moral Values 3.76 4.93 -1.17 
Social Service 3.39 4.33 -0.94 
Social Status 2.47 3.87 -1.40 

a n = 70. b n = 15. 



71 

 

Test of Assumptions 

I used IBM SPSS (Version 27) software to test the necessary binary logistic 

regression assumptions. A researcher should test for assumptions associated with the 

selected statistical test to ensure the data is valid and complete for that type of analysis 

(Osborne, 2015; Pederson, 2017). For example, tests for linearity, multicollinearity, and 

outliers are the assumptions related to binary logistic regression analysis (Osborne, 

2015). The following subsections disclose each test of assumptions for a binary logistic 

regression analysis.  

Linear Relationship 

A test for the assumption of linearity for binary logistic regression analysis is the 

Box-Tidwell (1962) method. The Box-Tidwell process enables the researcher to 

transform all independent variables into the log of that variable, enter both the 

independent variables and the log of the independent variables simultaneously to 

determine the significance of the transformed variables (Osborne, 2015a). I applied the 

Box-Tidwell test for linearity of the independent variables by transforming the variables 

of job satisfaction and job motivation into the log of each variable, then ran an SPSS 

binary logistic analysis. The Box-Tidwell procedure analysis resulted in a statistically 

significant value of .807 for job satisfaction, .192 for job motivation, .875 for the log of 

job satisfaction, and .175 for the log of job motivation. Furthermore, because each 

independent variable was greater than p < .05, there were linear relationships between the 

independent variables of job satisfaction and job motivation and the logit of employee 

turnover.  
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Multicollinearity 

Testing the multicollinearity assumption was accomplished by examining the 

tolerance and variance influence factor (VIF) statistics and the Pearson correlation. 

Tolerance values range from 0 to 1.0, where a value of less than .2 can represent high 

multicollinearity. Whereas any VIF values value higher than 10 represents high 

multicollinearity (Neys, 2017). The collinearity statistics analysis displayed a tolerance 

value of .490 and a VIF value of 2.041, signifying the variables are moderately correlated 

(Table 7). 

Table 7 
 
Collinearity Statistics 

Variable Tolerance VIF 
Job satisfaction .490 2.041 
Job motivation .490 2.041 

Note. Dependent variable: Employee turnover. 

Another test to explore the correlation between variables is called the Pearson 

product-moment correlation coefficient or Pearson correlation. Based on the scale of -1 to 

+1, where 0 is no correlation, the Pearson correlation identifies the level of correlational 

significance between two variables (Gordon & Courtney, 2018). The Pearson correlation 

value of r =.714 between the independent variables of job satisfaction and job motivation 

represented a moderate to high level of correlation. Because both the Pearson correlation 

and tolerance and VIF tests did not exceed prescribed tolerances, the assumption of 

multicollinearity was not violated.  
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Outliers 

I used Boxplots to test the assumption of outliers. Identification of outliers is 

through examining standardized residuals or the observance of boxplots (Osborne, 2015). 

For example, the boxplot for the variables of job satisfaction and job motivation 

confirmed that outliers were not present, and the assumption was not violated (see Figure 

3). 

Figure 3 
 
Boxplot of Job Satisfaction and Job Motivation 

 

Interpretation of Results 

The performance of a binary logistic regression was to examine job satisfaction 

and job motivation effects on the likelihood that participants will voluntarily quit their 

first job after they separate from military service. The independent variables were job 

satisfaction and job motivation. The dependent variable was employee turnover. The null 

hypothesis was that there is no statistically significant relationship among military 
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veteran employee job satisfaction, job motivation, and employee turnover. The 

alternative hypothesis was that there is a statistically significant relationship among 

military veteran employee job satisfaction, job motivation, and employee turnover. I 

conducted preliminary analyses to test the assumptions of linearity, multicollinearity, and 

outliers for violations. Serious violations were not identified. The Hosmer-Lemeshow 

goodness-of-fit was not significant (p > .05), indicating the model is correctly specified. 

The model as a whole was able to predict employee turnover significantly, X2(2) = 53.97, 

p < .001. The model explained 77.5% (Negelkerke R2) of the variance in employee 

turnover and classified 95.3% of cases. Sensitivity was 98.6%, and specificity was 80%. 

The area under the ROC curve was .977, 95% CI [.942. 1.00], which is an outstanding 

level of discrimination (Hosmer et al., 2013). The positive predictive value was 98.5%, 

and the negative predictive value was 92.3%. Variables in the equation, job satisfaction 

and job motivation, were both statistically significant (p < .05) as independent variables 

(see Table 8). Furthermore, the odds ratio signified that there is relationship among 

predictor variables and the dependent variable. Results from the odds ratio identified that 

for every one-point increase on the job satisfaction scale, the odds of quitting decrease by 

98.2%, controlling for job motivation. Similarly, the results from the odds ratio identified 

that for every 1-point increase on the job motivation scale, the odds of quitting decreased 

by 94.4%, controlling for job satisfaction. Therefore, I reject the null hypothesis and 

retain the alternative that there is a statistically significant relationship among military 

veteran employee job satisfaction, job motivation, and employee turnover. 
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Table 8 
 
Logistic Regression Analysis Summary for Predictor Variables 

Variable B SE B p Odds ratio 
Bootstrapped 
95% CI (B) 

Job satisfaction -4.042 70.810 .004 .018 [ -387.549, -2.285] 
Job motivation -2.852 35.583 .026 .059 [ -149.039, -.428] 
Constant 26.945 404.081 .05 < .001 [17.360, 1918.524] 

Note. N = 85. 

Analysis Summary 

This study examined the relationships among military veteran employee job 

satisfaction, job motivation, and employee turnover. I used binary logistic regression to 

examine job satisfaction and job motivation to predict employee turnover. Assumptions 

related to binary logistic regression were explored, with no serious violations noted. The 

model was able to predict employee turnover significantly, X2(2) = 53.97, p < .001. 

Furthermore, both independent variables of job satisfaction and job motivation (p < .05) 

were statistically significant predictors of employee turnover.  

Theoretical Conversation on Findings 

The findings from this study identified military veteran employee job satisfaction 

and job motivation as a statistically significant predictor of employee turnover (X2(2) = 

53.97, p < .001), which supports Maslow’s hierarchy of needs theory and the 

applicability of the theory towards employee turnover. Maslow (1943) stated that the 

basic human needs of physiological, safety, and love/belonging takes precedence over 

more complex or higher-level needs of self-esteem or self-actualization. Additionally, 

Maslow acknowledged that internal and external motivational factors are influential when 
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people transition from satisfying their basic needs to their higher needs. However, a 

person’s motivation does not stagnate after the satisfaction or fulfillment of a particular 

hierarchal need; their needs can easily move to the next higher or lower hierarchical need 

based on which of the five hierarchical needs is the most neglected (Maslow, 1943). 

Consequently, as military veterans transition from military service to civilian 

employment, their desire for specific hierarchal need satisfaction or fulfillment can 

change. Therefore, organizational and HR leaders can apply Maslow’s hierarchy of needs 

theory as a framework to identify the primary hierarchical need that military veteran 

employees are seeking to fulfill or satisfy. 

One of the dominant characteristics of the military is the belief that teamwork and 

camaraderie are paramount. Considering that military veterans for this study had 

transitioned from military service into the civilian sector and that a statistically significant 

predictor of employee turnover was job satisfaction and job motivation, their hierarchal 

need of love/belonging fulfillment could be lacking. The human need for love/belonging 

depends on personal and professional relationships grounded by inclusion and growth 

(Maslow, 1943). Jungert et al. (2018) shared organizational leaders and coworkers can 

satisfy or fulfill fellow employees’ love/belonging needs. Conversely, the lack of 

fulfilling employees’ love/belonging needs can cause employees to quit (DeVito et al., 

2018). Recently, Al-Qathmi and Zedan (2021) validated that job satisfaction and job 

motivation factors, such as support and inclusion, are related to employee turnover. Thus, 

validating the importance of organizational and HR managers creating a workplace 

environment of employee support, inclusion, and growth, to increase military veterans’ 
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job satisfaction and motivation. Because of the similarity in the findings from the Al-

Qathmi and Zedan (2021), Devito et al. (2018), Jungert et al. (2018), and this study, 

organizational and HR leaders should incorporate strategies to fulfill or satisfy their 

employees’ love/belonging needs as part of the employee retention plan. 

Applications to Professional Practice 

The findings from this study are helpful for organizational and HR leaders who 

have hired recently separated military veterans. The specific business problem is that 

some HR managers in the services industry do not understand the relationship among 

military veteran employee job satisfaction, job motivation, and employee turnover. 

Because this study has demonstrated that job satisfaction and job motivation combined 

are statistically significant predictors of employee turnover, much of the specific business 

problem statement is valid. Based on the findings from this research, organizational and 

HR managers should examine ways that enable military veteran employees to increase 

their job satisfaction and job motivation levels through satisfying or fulfilling their 

hierarchal needs.  

A suggestion for organizational and HR leaders is to ensure alignment among 

corporate culture, climate, and social support practices. After transitioning from military 

service, a common theme among military veterans is their loss of belonging or military 

identity (Whitworth et al., 2020). Organizational and HR leaders could initially reduce 

military veteran employee turnover by satisfying or fulfilling the military veteran’s 

love/belonging hierarchal need through employee support and an inclusive corporate 

culture and climate. I am not suggesting that organizational or HR leaders ignore or 
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disregard the other hierarchal needs of the military veteran employee. However, based on 

this study’s findings, organizational and HR managers should first consider applying 

Maslow’s (1943) love/belonging hierarchal needs as part of their employee retention 

strategy. Additionally, organizational and HR managers can discover other factors that 

will impact a military veteran employee’s job satisfaction or job motivation through 

employee engagement practices or strategies. 

Implications for Social Change 

This study’s implications for social change can positively impact employees, 

employers, communities, and military veterans. Military veterans are not the only 

employees where job satisfaction and job motivation are statistically significant 

predictors for employee turnover. Likewise, Stamolampros et al. (2019) shared aspects of 

employee job satisfaction, such as career opportunities and cultural values, were reasons 

hospitality workers quit. Similarly, Al-Qathmi and Zedan (2021) identified managerial 

support as a critical factor of employee job motivation that can reduce employee turnover 

among medical laboratory technologists.  Regardless of the population, workers who quit 

their jobs can harm the employer, employee, and community. 

Conversely, the longevity of a workforce can positively affect the organization, 

the employee, and the community. By retaining vital employees, employers can reach the 

organization’s short-term and long-term goals (Wassem et al., 2019). Typically, 

employees who have longevity with an employer have higher job performance or quality 

of service than new hires, which can result in personal and organizational prosperity 

(Díaz-Carrión, 2020). In addition, when organizations and employees prosper, they can 
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support their community through such benefits as increased tax revenue from sales and 

property taxes, more significant support for community services through volunteerism, 

and a strengthening of community loyalty towards each other. Thus, all community 

members can benefit from the prosperity when companies and their employees are 

experiencing success. 

While job stability and employee continuity are beneficial for the worker, 

employer, and community at large, work stability and continuity of social support can 

substantially improve the mental health of military veterans. For example, Raines et al. 

(2017) found that constructs of cognitive anxiety sensitivity, or the fear of uncontrollable 

outcomes, are closely tied to post-traumatic stress disorder (PTSD) and suicidal ideations. 

Therefore, job stability and continuity of social support can reduce the cognitive anxiety 

and sensitivity of military veterans with PTSD and, at the same time, reduce the number 

of veterans with suicidal ideations. 

Recommendations for Action 

The findings from this study indicated that job satisfaction and job motivation 

combined were statistically significant predictors of employee turnover. Based on the 

findings from my study, I recommend that corporate and HR managers promote and 

support a workplace environment of inclusion and support. Miller and Manata (2020) 

shared aspects of inclusion can influence an employee’s sense of belonging and 

acculturation. Additionally, employees often feel supported when they are engaged 

positively by coworkers and company leaders (Talebzadeh & Karatepe, 2019). Because 

finding from this study identified that job satisfaction and job motivation combined were 
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statistically significant predictors of employee turnover, which are closely associated 

with an employee’s hierarchal need of love/belonging, organizational and HR managers 

should facilitate an organizational culture and climate of inclusion and support as a 

strategy to reduce military veteran employee turnover. 

Sharing the complete study through the ProQuest dissertation database and the 

abstract on LinkedIn are the two ways I plan to disseminate my study. Insights from my 

study can either reinforce or enlighten organizational and HR leaders’ perceptions on 

military veteran employee turnover and expand their existing knowledge or 

understanding of military veteran employee turnover. Additionally, I plan on submitting 

my study to peer-reviewed journals to add to the existing body of literature. 

Recommendations for Further Research 

The objective of my study was to examine the relationships among military 

veteran job satisfaction, job motivation, and employee turnover. A limitation of my study 

was the geographical location of the SATX or Central Texas area for my study. Because 

SATX and Central Texas have multiple large cities and are considered very military 

friendly, findings from this study may not indicate the sentiment from military veterans 

working in smaller or rural towns. Therefore, I recommend further research include 

surveying military veterans in different regions of America to garner state-specific data. 

Another recommendation for future research is to examine military veteran 

employee turnover according to rank or military service length. For this study, collection 

and analysis of the responses did not differentiate between rank or military service length. 

Examining military veteran employee turnover based on rank or length of service could 
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prove beneficial to organizational and HR managers as they develop strategies to retain 

military veteran employees specific to their workforce or business operations.  

Reflections 

As a military veteran, I had my perceptions and biases, much like other military 

veterans, as to why military veteran employees quit their first job. However, perceptions, 

assumptions, and opinions only matter to the individual who is making those 

observations. Researching empirical evidence and then conducting my research to prove 

or disprove those perceptions, assumptions, and opinions has enabled me to grow as an 

independent scholar and person. 

I genuinely have valued my experience and the time spent on my doctoral 

journey. Despite the many challenges I faced, I overcame those challenges, which 

expanded my knowledge and desire to learn more. While there is more to learn about 

causes for military veteran employee turnover, findings from this study can be a good 

starting point for organizational and HR managers. 

Conclusion 

In this study I examined the relationships among military veteran employee job 

satisfaction, job motivation, and employee turnover. This study established that military 

veteran job satisfaction and job motivation combined were statistically significant 

predictors of employee turnover. Both the independent variables of job satisfaction and 

job motivation were statistically significant predictors of employee turnover. Therefore, 

considering that job satisfaction and job motivation combined are constructs in satisfying 

or fulfilling Maslow’s (1943) love/belonging hierarchal need, organizational and HR 
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managers should consider developing strategies to integrate and support the military 

veteran employees as they transition into the company.  

Future research on military veteran employee turnover should focus on different 

regions of America and examine military veteran employee turnover based on rank or 

length of service. Furthermore, while this study measured military veteran employee job 

satisfaction and job motivation through a survey, observational or interview-based 

research of military veteran employee turnover can benefit organizational and HR 

managers. Observational or interview-based research can identify military veteran 

employee job satisfaction and motivation factors for a specific company or career field. 
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Appendix A: Minnesota Satisfaction Questionnaire 

Minnesota Satisfaction Questionnaire 

Ask yourself: How satisfied were you with this aspect of your previous job?  

Very Satisfied means I was very satisfied.  

Satisfied means I was satisfied.  

Neutral means I can’t decide whether I was satisfied or not.  

Dissatisfied means I was dissatisfied.  

Very Dissatisfied means I was very dissatisfied.  

With my previous job, this is how I felt about: 

1. Being able to keep busy all the time. 

2. The chance to work alone on the job.  

3. The chance to do different things from time to time.  

4. The chance to be “somebody” in the community.  

5. The way my boss handles his/her workers.  

6. The competence of my supervisor in making decisions. 

7. Being able to do things that don’t go against my conscience. 

8. The way my job provides for steady employment. 

9. The chance to do things for others.  

10. The chance to tell people what to do. 

11. The chance to do something that makes use of my abilities. 

12. The way company policies are put into practice. 

13. My pay and the amount of work I do. 
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14. The chances for advancement on this job. 

15. The freedom to use my own judgment. 

16. The chance to try my own methods of doing the job. 

17. The working conditions. 

18. The way my co-workers get along with each other. 

19. The praise I get for doing a good job. 

20. The feeling of accomplishment I get from the job. 
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Appendix B: Demographics Survey 

Demographics Survey 

Dear Participants: 

The following demographic questions will provide important information regarding the 

participants’ characteristics to promote proper research findings. Please respond to all 

questions accurately. Surveys not completed will be discarded. 

1. Do you live in the San Antonio, Texas metropolitan area? 

2. Have you voluntarily quit or resigned from your first civilian employer after your 

separation from the military?  

3. After your separation from the military, how many months were you employed by 

your first civilian employer?  

4. What type of military discharge did you receive? 

5. What year did you separate from the military? 

6. What was your military branch? 

7. How many years did you serve in the military? 
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Appendix C: Permission to use the Minnesota Satisfaction Questionnaire 

Minnesota Satisfaction Questionnaire (MSQ) 

VPR no longer sells the MSQ questionnaires. All forms are available under a 

Creative Commons Attribution-NonCommercial 4.0 International License. This license 

allows the instrument to be used for research or clinical work free of charge and without 

written consent, provided that you acknowledge Vocational Psychology Research, 

University of Minnesota, as the source of the material in your reproduced materials 

(printed or electronic). This license does not allow commercial use or reproduction for 

sale. The MSQ may be used without cost, however, for employee surveys provided that 

the survey is implemented within an organization and that no charges are made for its 

use. VPR and the University of Minnesota do not offer scoring for the MSQ and cannot 

answer questions about its administration or scoring. Directions for scoring the MSQ are 

in its manual. 

 


	Relationship Among Military Veteran Employee Job Satisfaction, Job Motivation, and Employee Turnover
	List of Tables iv
	List of Figures v
	Section 1: Foundation of the Study  1
	Section 2: The Project 40
	Section 3: Application to Professional Practice and Implications for Change 65
	References 83
	Appendix A: Minnesota Satisfaction Questionnaire 116
	Appendix B: Demographics Survey 118
	Appendix C: Permission to use the Minnesota Satisfaction Questionnaire 119
	List of Tables
	List of Figures
	Section 1: Foundation of the Study
	Background of the Problem
	Problem Statement
	Purpose Statement
	Nature of the Study
	Research Question
	Hypotheses
	Theoretical Framework
	Operational Definitions
	Assumptions, Limitations, and Delimitations
	Assumptions
	Limitations
	Delimitations

	Significance of the Study
	Contribution to Business Practice
	Implications for Social Change

	A Review of the Professional and Academic Literature
	Strategy for Searching the Literature
	Theoretical Framework
	Background of the Military Veteran
	Job Satisfaction
	Job Motivation
	Employee Turnover

	Transition

	Section 2: The Project
	Purpose Statement
	Role of the Researcher
	Participants
	Research Method and Design
	Research Method
	Research Design

	Population and Sampling
	Population
	Sampling

	Ethical Research
	Instrumentation
	Demographic Survey
	MSQ

	Data Collection Technique
	Data Analysis
	Study Validity
	Transition and Summary

	Section 3: Application to Professional Practice and Implications for Change
	Deviation From the Plan
	Presentation of the Findings
	Descriptive Statistics
	Test of Assumptions
	Interpretation of Results
	Analysis Summary
	Theoretical Conversation on Findings

	Applications to Professional Practice
	Implications for Social Change
	Recommendations for Action
	Recommendations for Further Research
	Reflections
	Conclusion

	References
	Appendix A: Minnesota Satisfaction Questionnaire
	Appendix B: Demographics Survey
	Appendix C: Permission to use the Minnesota Satisfaction Questionnaire

