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Abstract 

Unplanned and frequent employee turnover can result in significant costs to an 

organization.  Grounded in Herzberg’s two-factor theory, the purpose of this correlational 

study was to examine the relationship between employees’ job satisfaction and their degree 

of job embeddedness, and their intent to leave the organization.  In this study, 63 full-time 

Southeastern U.S. manufacturing employees completed surveys that included the Andrews 

and Withey’s job satisfaction questionnaire, Crossley, Bennett, Jex, and Burnfield’s global 

measurement of job embeddedness, and Mobley, Horner, and Hollingsworth’s intent to 

stay scale.  The results of the multiple regression analysis indicated the model was able to 

significantly predict employee turnover intention, F(2, 95) = 71.822, p < .001, R2 = .705.  

Both employee job satisfaction (t = -.703, p < .001) and employee job embeddedness (t = -

.501, p < .001), were statistically significant predictors of turnover intent.  These results 

indicate that satisfied and committed employees are less likely to plan to leave their 

employment.  This research adds to the body of knowledge concerning what contributes to 

why people leave their jobs.  Reduced employee turnover can financially benefit an 

organization and that in turn can have a positive social benefit on the community.  More 

secure employees and companies with improved financial security can result in improved 

financial support to communities and help increase economic stability. 
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Section 1: Foundation of the Study 

Employee turnover may result in damage to organizations by contributing to 

weakening financials and the loss of human capital (Heritage, Gilbert, & Roberts, 2016).  

If left unaddressed, increased employee turnover can also negatively affect local, state, 

and federal economies as waning corporate profits may subsequently result in lower taxes 

paid by organizations, decreased philanthropic donations, and increased physical and 

mental health costs (Vasquez, 2014).  For these reasons, it is essential that business 

leaders understand the predictors of employee turnover so they can develop strategies to 

address it.  Therefore, the purpose of this quantitative correlational study was to help 

manufacturing managers in the Southeastern United States understand the extent to which 

two key variables, employee job satisfaction and job embeddedness, are predictors of 

employee turnover intentions.   

Background of the Problem 

A significant correlation exists between the financial performance of 

manufacturers and employee turnover, making employee turnover intent a substantial 

area of study within the manufacturing industry (Hancock, Bosco, McDaniel, & Pierce, 

2013).  Employee turnover is important to address because high attrition can affect 

companies directly and indirectly, resulting in increased hiring and training costs, lost 

production opportunities, reduced profits, and overall lower employee morale (Hayward, 

Bungay, Wolff, & MacDonald, 2016).  Studying employee turnover in manufacturing is 

critical as more than 12 million individuals work in the industry, accounting for 

approximately 8.8% of the U.S. economy (Scott, 2015).  A high number of U.S. 
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manufacturing employees work in the Southeastern region of the country, where 

manufacturing organizational leaders employ 19% of the industry’s workforce (Scott, 

2015; United States Environmental Protection Agency, 2016).  As Vasquez (2014) stated, 

a ripple effect from employee turnover could ultimately lead to a global economic 

slowdown, which can affect all of society.  Therefore, this study could prove significant 

to both manufacturing organizations and society.   

The specific business problem addressed through this study is that some 

manufacturing managers in the Southeastern United States do not understand the extent 

to which employee job satisfaction and job embeddedness predict employee turnover 

intentions.  Recent scholars studying the problem of employee turnover intent have 

focused on areas outside of the United States and in industries other than manufacturing 

(see Lu & Gursoy, 2016; Yahyagil, 2015).  Since limited current research exists on 

employee turnover in Southeastern U.S. manufacturing, according to my review of the 

literature, this study remains timely.  

Problem Statement 

Unplanned and frequent employee turnover can result in significant costs to an 

organization (Nyberg & Ployhart, 2013).  Total employee turnover expenses can cost 

businesses more than 100% of a single employee’s annual wages or salary, depending on 

the level of the job left unoccupied (Upadhayay & Vrat, 2016).  The general business 

problem is that when employees leave organizations, a loss of valuable human capital 

occurs, which may hinder corporate profitability.  The specific business problem is that 

some manufacturing managers in the Southeastern United States do not understand the 
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extent to which employee job satisfaction and job embeddedness are predictors of 

employee turnover intentions. 

Purpose Statement 

The purpose of this quantitative correlational study was to examine the extent to 

which employee job satisfaction and job embeddedness (the predictor variables) predict 

employee turnover intentions (the criterion variable).  The targeted population was 

manufacturing company employees in the Southeastern United States.  Focusing on this 

population was appropriate, I believe.  Researchers have extensively studied the problem 

of employee turnover in other industries and locations (see Lu & Gursoy, 2016; 

Robinson, Kralj, Solnet, Goh, & Callen, 2014; Yahyagil, 2015) but not in Southeastern 

U.S. manufacturing companies, according to my review of the literature.  Almost 20% of 

all U.S. manufacturing occurs in this region (Scott, 2015; Sims, Ruppel, & Zeidler, 

2016).  By retaining employees, owners and managers within this region may be able to 

offer the public better products and services.  With better products and services, sales 

could increase, resulting in stronger corporate profitability, an increased tax base for local 

and state communities, and the ability to increase corporate philanthropic donations (Du, 

Bhattacharya, & Sen, 2015; Galpin, Whittington, & Bell, 2015; Peltokorpi, Allen, & 

Froese, 2015). 

Nature of the Study 

To study problems and collect data, researchers use one of three methods of 

analysis: quantitative, qualitative, and mixed methods (Venkatesh, Brown, & Bala, 2013; 

Wohlin & Aurum, 2015).  I concluded that a quantitative method was the most 
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appropriate method for this study.  Researchers who use a quantitative method can 

explain and predict phenomenon by using an outsider approach to data collection and 

analysis, which is not possible with a qualitative method (Clement et al., 2015).  

Additionally, with a quantitative method, researchers can generalize findings to a broader 

population by using inferential statistics, which they cannot do when using a qualitative 

method (Rittichainuwat & Rattanaphinanchai, 2015).  The purpose of this study was to 

examine the extent to which two variables predict one criterion variable.  I wanted to 

generalize the results obtained from the study sample to the study population.  Therefore, 

I concluded that a quantitative method was more appropriate than a qualitative one.  

Mixed methods involve both a qualitative and quantitative component (see Venkatesh et 

al., 2013); because I concluded that use of a quantitative method would allow me to 

answer my research question, I opted not to use a mixed methods approach.  

Three quantitative designs researchers use are experimental, quasiexperimental, 

and correlational (Schweizer & Furley, 2016).  With an experimental design, researchers 

control or randomly assign participants to levels of the independent variable and examine 

cause and effect relationships between variables (Schweizer & Furley, 2016).  Traditional 

random selection does not always occur with use of a quasiexperimental design; rather, 

researchers might assign participants to groups a priori based on an existing stratification 

variable (Schweizer & Furley, 2016).  With a correlational design, researchers seek to use 

and analyze whether relationships exist between variables (Venkatesh et al., 2013).  The 

objective in conducting this study was to examine the extent to which employee job 

satisfaction and job embeddedness predict employee turnover intention.  I did not seek to 
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control variables or randomly assign participants; therefore, a correlational design was 

appropriate. 

Research Question 

To what extent does a linear combination of employee job satisfaction and job 

embeddedness predict employee turnover intentions in the manufacturing industry in the 

Southeastern United States?    

Hypotheses 

Null Hypothesis (H0): A linear combination of employee job satisfaction and job 

embeddedness is not a significant predictor of employee turnover intentions in the 

manufacturing industry in the Southeastern United States.  

Alternative Hypothesis (HA): A linear combination of employee job satisfaction 

and job embeddedness is a significant predictor of employee turnover intentions in the 

manufacturing industry in the Southeastern United States. 

Theoretical Framework 

I used two theories as the foundation for this study: Herzberg, Mauser, and 

Snyderman’s (1959) two-factor theory of work motivation and Mitchell, Holtom, Lee, 

Sablynski, and Erez’s (2001) job embeddedness theory.  Herzberg et al. used the two-

factor theory of work motivation to challenge basic assumptions regarding how the 

factors affect satisfaction or dissatisfaction in the workplace.  According to Herzberg et 

al., employee satisfaction and dissatisfaction depend on exposure to certain workplace 

factors.  The presence of some factors can lead to employee satisfaction, and the presence 

of others may result in dissatisfaction (Herzberg et al., 1959; Yusof, 2016).  Mitchell et 
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al. introduced job embeddedness theory as an alternative to more traditional theories.  In 

formulating the theory, Mitchell et al. noted that there are on-the-job and off-the-job link, 

fit, and sacrifice factors associated with employee retention.  According to Herzberg et 

al., job satisfaction should predict employee turnover intentions.  Similarly, according to 

Mitchell et al., job embeddedness should predict employee turnover intentions.  For these 

reasons, I concluded that these two theories would be appropriate for use in this research. 

Operational Definitions 

Employee engagement: Employee engagement occurs when an employee has 

resilient levels of commitment and connection toward an organization and the 

organization’s culture and values (Anitha, 2014).      

Employee retention: Employee retention is the ability of management to increase 

the longevity of an employee’s tenure with the organization (Vasantham & Swarnalatha, 

2015).  

Employee turnover: Employee turnover refers to an employee’s decision to 

withdraw from an organization (Mobley, Griffeth, Hand, & Meglino, 1979).   

Employee turnover intent: Employee turnover intent is the probability that one 

plans to leave an organization (Mobley et al., 1979).  One can measure employee 

turnover intent through intent to search and intent to quit (Mobley et al., 1979).   

Human capital: Human capital consists of resources derived from an individual’s 

various personal characteristics, including knowledge, skills, and abilities, which are used 

by organizations (Prajogo & Oke, 2016).    
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Job embeddedness: Job embeddedness is how attached an employee is to an 

organization (Choi & Kim, 2015).  Researchers measure this attachment in terms of three 

dimensions: fit, links, and sacrifice (Choi & Kim, 2015).     

Job satisfaction: Job satisfaction is a description of the extent to which an 

individual is content or at ease with his or her job (Ali, 2016). 

Organizational commitment: Organizational commitment refers to a worker’s 

empathy with his or her place of employment (Fu & Deshpande, 2014).  

Assumptions, Limitations, and Delimitations 

Assumptions 

Research assumptions refer to the predispositions held by a researcher before 

conducting a study (Kirkwood & Price, 2013).  This study included two assumptions: that 

participants would provide only objective and truthful answers to the survey questions 

and that I would remain neutral and objective when analyzing collected data.  To help 

ensure that participants would present only objective and truthful responses to the posed 

questions, I included a statement before the first question on the questionnaire in which I 

emphasized the importance of answering all questions truthfully and to the best of the 

participant’s ability.  Additionally, contributors included only volunteers, and they were 

told that they could withdraw from participation in the questionnaire at any time during 

the process.  Regarding the last assumption that I would remain neutral and objective 

when analyzing collected data, I had no goals or preconceived notions regarding the 

outcome of the analyses.  I made an effort to present the discoveries arising from the 

analysis of data in a neutral manner. 
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Limitations 

As Henderson (2016) suggested, limitations are potential weaknesses in a study.  

One limitation of this study was the lack of generalizability of the results.  As Kirkwood 

and Price (2013) noted, generalizability occurs when a researcher can justify that findings 

extend to other situations and contexts.  Because of the narrow regional and industry 

focus, and the fact some individuals in the targeted population might have had limited 

Internet access, I was not able to generalize the findings to a broader population.   

Another limitation included the self-reporting status of the participants.  Turnover 

intent is a sensitive topic for many employees (Merianos, King, & Vidourek, 2013).  If 

participants had concerns regarding their supervisor’s discovery of their intent to leave 

their organizations, honestly answering related questions might have proven difficult, 

which would have affected the accuracy of the results for this study.  To address this 

limitation, the consent form included information regarding the anonymity of the survey 

results.  In addition, I was the only researcher who analyzed the data collected in this 

study.  However, other scholars reviewed the performed analysis to confirm the results.  

Therefore, there was a system in place to prevent bias arising from this limitation.  

A final limitation was related to the use of a correlation design.  Merianos et al. 

(2013) noted that researchers and others often infer causation when analyzing 

correlational data.  However, proving that one variable causes another to occur involves 

many steps, of which confirming correlation is only one aspect (Bleske-Rechek, 

Morrison, & Heidtke, 2015).  Therefore, I made a conscious effort not to infer causation 

when interpreting my results.      
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Delimitations 

Chinchilla-Rodriguez, Miguel, and De Moya-Anegon (2015) defined 

delimitations as the scope or choices made by the researcher for a study.  This study 

included three delimitations.  First, the research problem selected was a delimitation.  

Various problems exist in organizations that could affect profitability, performance, and 

societal contributions; however, I chose to focus on examining the correlation between 

employee job satisfaction, job embeddedness, and turnover intent as this was an 

underresearched area, according to my review of the literature.  Second, only employees 

at manufacturers in the Southeastern United States participated in the study.  

Manufacturers exist globally; however, I chose to concentrate solely on manufacturing 

employees in the U.S. Southeast.  Third, individuals received the surveys electronically 

from and returned them to SurveyMonkey.  I did not have direct contact with any of the 

participants, which, I believe, helped prevent bias in terms of data collection and analysis. 

Significance of the Study 

Current research regarding predicting employee turnover intent is significant.   

Unlike many of the previous studies conducted on this criterion, manufacturing managers 

could use such results to improve retention rates with a diverse range of employees.  This 

study involved collecting data from manufacturing industry employees in the 

Southeastern United States, a region which accounts for more than 19% of U.S. 

manufacturing employment (Scott, 2015; United States Environmental Protection 

Agency, 2016).  Detailed data collected from manufacturing employees in this region 

could offer applicable information to potentially help increase employee job satisfaction, 
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job embeddedness, and reduce employee turnover intentions, which ultimately could 

positively affect organizational retention rates.  Ultimately, improved employee retention 

remains significant to both the business and communities. 

Contribution to Business Practice 

Employee retention remains significant to businesses’ and companies’ 

management teams.  Employee turnover costs companies, both directly and indirectly, 

through hiring costs, declining profits, and overall lower employee morale (Terera & 

Ngirande, 2014).  Total employee turnover expenses can cost businesses more than 100% 

of a single employee’s annual wages or salary, depending on the level of the job left 

unoccupied (Upadhayay & Vrat, 2016).  Additionally, Vasquez (2014) noted that 

employee turnover costs companies time in production and training, and higher employee 

retention is related to improved job satisfaction and customer service.  Scholars also have 

noted that employee retention remains essential because of the potential loss of valuable 

skills, knowledge, and abilities of key personnel within a company (Peltokorpi et al., 

2015). 

Implications for Social Change 

While employee retention remains important to business leaders for the financial 

stability of the company and sustainability, the significance of retention extends beyond 

internal benefits (Du et al., 2015).  Vasquez (2014) noted a ripple effect could occur with 

employee turnover, leading to high unemployment and ultimately a global economic 

slowdown.  A company’s success and ability to decrease turnover can affect the 

company’s reputation and ability to influence all stakeholders positively (Du et al., 2015).  
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These stakeholders include the customers served.  However, the authors also include the 

community in which the company operates as stakeholders.   

Du et al. (2015) suggested that a firm’s social responsibility could include such 

activities as philanthropy, cause-related marketing, and even community outreach.  

However, without financial success and corporate sustainability, all stakeholders could 

realize negative effects of a company’s weakness through its limited ability to help 

instigate or contribute to social change or progress.  These negative effects might include 

providing less local, state, and federal tax money for many needed government programs.  

Additionally, retention of employees might lead to the production of better and more 

innovative products or services that can help improve the lifestyles of the public. 

Galpin et al. (2015) also suggested that a company’s ability to retain employees 

substantially supports the company’s ability to remain sustainable.  Additionally, Galpin 

et al. suggested a company’s human resource strategy remains the center of its ability to 

achieve sustainability.  Sustainability remains important because it is essential to a 

company’s ability to contribute positively to society.  Z. Chen and Cao (2016) noted that 

corporate philanthropy and corporate goodwill citizenship generally do not occur if a 

business is struggling to fulfill its economic, legal, and ethical responsibilities.  

Therefore, for a company to benefit society, sustainability remains critical.  Terera and 

Ngirande (2014) noted that employee attraction and retention are the biggest challenges 

to human capital management.  Therefore, company leaders who retain employees 

experience stronger organizational profits, remain more sustainable, and have the 



12 

 

potential to realize a more positive impact on society (Du et al., 2015; Galpin et al., 2015; 

Peltokorpi et al., 2015; Terera & Ngirande, 2014). 

A Review of the Professional and Academic Literature 

This literature review contains a critical analysis and synthesis of literature 

discovered while researching predictors of employee turnover intent.  According to Rowe 

(2014), researchers should thoroughly review other scholars’ works on a topic before 

beginning data collection and analysis; this is to ensure they are contributing something 

new with their research rather than merely replicating prior studies.  This was a key aim 

of mine in completing this literature review.   

Because of the important role of the theoretical foundation in a study, I will begin 

this section by providing an overview of Herzberg et al.’s (1959) two-factor theory of 

work motivation along with other theories considered for this study.  Following this 

overview, further justification appears regarding the need for this research through 

various sources and topics related to employee job satisfaction, employee job 

embeddedness, and employee turnover intent.  This section will also include an overview 

of the importance of organizational commitment and human capital and the geographic 

location selected for the study.     

The search process included the review of 122 peer-reviewed articles, five books, 

and two non-peer-reviewed articles.  The methods used for information discovery 

included bibliographic mining, reviewing dissertations and doctoral studies, and 

searching keyword phrases in Internet search engines and in various databases.  

Databases used for this review process included EBSCOhost, ProQuest, SAGE Journals, 
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and Emerald Insight.  Additionally, Google Scholar was searched to identify articles and 

references that pertain to this topic.  Furthermore, I utilized Boolean for keyword 

searches for terms including employee turnover intentions, employee turnover, employee 

retention, job satisfaction, and job embeddedness and to review antecedents to employee 

turnover, job satisfaction, and job embeddedness.  (See Table 1 for a summary of sources 

I included in the literature review.) 

Table 1  

  

Synopsis of Sources in the Literature Review  

  

Reference type Less than 

5 years 

Greater than 

5 years 

Total Cumulative 

%  

Peer-reviewed journals  115 7 122 94.6% 

Seminal and contemporary books 0 5 5 3.9% 

Dissertations 0 0 0 0 

Websites and others 2 0 2 1.5% 

Total sources 117 12 129  

Percentage of total 90.7% 9.3% 100%  

 

Application to the Applied Business Problem 

A researcher should contribute to the understanding and knowledge of the area of 

study, substantiate problems within the research, address the theoretical foundation of the 

study, and justify the contribution of the study through a literature review (Pare, Trudel, 

Jaana, & Kitsiou, 2015).  This literature review contains information from existing 

studies and research to substantiate the importance of managers predicting employee 

turnover intent.  The specific purpose of this study was to discover to what extent a linear 

combination of employee job satisfaction and job embeddedness predict employee 

turnover intention, specifically in the manufacturing industry in the Southeastern United 
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States.  Therefore, the null hypothesis was that a linear combination of employee job 

satisfaction and job embeddedness is not a significant predictor of employee turnover 

intentions in the manufacturing industry in the United States.  The alternative hypothesis 

was that a linear combination of employee job satisfaction and job embeddedness is a 

significant predictor of employee turnover intention in the manufacturing industry in the 

Southeastern United States.   

Theories Related to Employee Job Satisfaction, Job Embeddedness, and Turnover 

Intent 

Through the initial phases of this study, I reviewed numerous theories that are 

relevant to employee job satisfaction, job embeddedness, and employee turnover intent.  

The theories I considered most relevant for this study were Herzberg’s motivation-

hygiene theory (Herzberg et al., 1959), human capital theory (Becker, 1964), leader-

member exchange theory (Graen, 1976), the hierarchy of needs (Maslow, 1943), and 

social exchange theory (Kelley & Thibaut, 1978).  This review includes an explanation 

for each of these theories.  Certain aspects of each of these theories was applicable to this 

study; however, I concluded that Herzberg et al.’s (1959) theory was the most relevant 

due to this scholar’s explanation and demonstration of how managers can help increase 

satisfaction and motivate employees to grow with their companies, embed within their 

jobs, and remain with their current employers. 

Human capital theory.  Researchers have researched and addressed issues 

related to human capital since early Chinese and Greek civilizations began realizing the 

importance of human intelligence (Fagan & Ployhart, 2015).  While various theories exist 
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concerning human capital, G. S. Becker’s (1964) economic human capital theory is one 

that concentrates on intellect at the individual level (Fagan & Ployhart, 2015).  Rauch and 

Rijsdijk (2013) noted that the foundation premise of human capital theory is that 

employees receive compensation for their investments in knowledge and skills.  While 

human knowledge remains the base of this theory, scholars noted that human capital 

theory continually evolves as research occurs on this topic (see Wright, Coff, & 

Moliterno, 2014).  Wright et al. (2014) noted that today’s managers concentrate on 

strategically managing human resources.  While this approach affects individuals, as 

noted by G. S. Becker, today’s company managers often strategize ways to strengthen 

and maintain their entire workforce.      

Leader-member exchange theory.  The leader-member exchange theory (LMX) 

is based on the two-way relationship between employees and their managers (Yoon & 

Bono, 2016).  Managers who use LMX should consider their individual personality traits 

along with those of current and prospective employees (Yoon & Bono, 2016).  

Additionally, scholars recommend that hiring managers who use LMX should not only 

consider the innovative behavior needed interdepartmentally but the individual 

characteristics (e.g., agreeability, extrovertness, and power orientation) of potential 

employees (Wang, Fang, Qureshi, & Janssen, 2015; Yoon & Bono, 2016).  After 

completing their hires, leaders using LMX should initially establish role development and 

then develop close relationships with a few employees in the group, according to Sheer 

(2015).  Close employees remain the most trusted followers and often receive the most 

responsibilities and communication with the leader, while other employees often remain 
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outside of the main group and experience weaker exchanges with the leader (Sheer, 

2015).  Benefits for employees might include stronger job satisfaction and job 

embeddedness due to increased communication with a team’s manager and the holding of 

more job responsibilities.  As Karatepe (2016) suggested, job embeddedness strengthens 

as an employee’s links to the organization, coworkers, and job increase.  Improved 

communication and increased job responsibilities are, therefore, two characteristics that 

might enhance one’s link to an organization.       

Maslow’s theory of the hierarchy of needs.  Maslow (1943) introduced 

concepts that he later contributed to his hierarchy of needs theory.  There are five levels 

to Maslow’s theory: (a) basic or physiological needs, (b) safety and security needs, (c) 

belongingness and love needs, (d) esteem needs, and (e) self-actualization needs, which 

represent the ultimate level of human motivation (Maslow, 1943).  According to Maslow, 

one should fulfill the lower needs of physiological, safety, and belongingness before 

reaching the higher-level needs of self-esteem and self-actualization (Carland, Carland, & 

Carland, 2015).  However, scholars have suggested reaching self-actualization remains an 

important factor and contributor to motivation (Ngai, Cheung, & Yuan, 2016), which is 

why this level in Maslow’s theory is important for employees to attain. 

Social exchange theory.  The premise of social exchange theory (SET) is that 

mutual benefits occur for both parties involved in a relationship (Camgoz & Karapinar, 

2016).  Managers utilize SET to explain individual behaviors in various settings (Yan, 

Wang, Chen, & Zhang, 2016).  Dysvik, Buch, and Kuvaas (2015) noted that when 

managers use SET, it is crucial that knowledge sharing remains equal for both the leader 
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and the employee if trust is to ensue.  Scholars noted that once the costs of a relationship 

become larger than the benefits, one party could sever the relationship (Jiang & Kim, 

2015).  For employees, once they feel they are giving more to the manager or company 

than they are receiving, their turnover intent could increase. 

Relevant theory: Herzberg’s motivation-hygiene theory.  When Herzberg et al. 

(1959) introduced the Motivation-Hygiene theory, they suggested that once basic hygiene 

needs occur for workers, they search for job satisfaction.  What these scholars considered 

hygiene needs included the basics of salary, safe work conditions, and relationships with 

peers, subordinates, and supervisors (Denton & Maatgi, 2016).  What Herzberg 

discovered, once these basic employment needs occurred, is that substantial motivation 

should occur through genuine job satisfaction, or employees become more likely to 

experience discontentment and dissatisfaction (Denton & Maatgi, 2016).  Ali (2016) 

reiterated Herzberg’s thoughts and stated that hygiene factors help prevent 

dissatisfaction, but motivational factors help keep employees satisfied.  Some of the 

current factors that can contribute to job satisfaction include achievement, personal and 

professional development, job growth, the feeling of fulfillment in the job performed, 

personal achievement, and recognition (Belias & Koustelios, 2014; Denton & Maatgi, 

2016).   

Belias and Koustelios (2014) noted the significance of Herzberg’s work included 

the global use of both intrinsic and extrinsic motivational factors affecting job 

satisfaction.  Therefore, these researchers noted that managers might use Herzberg’s 

theory to understand how to improve job satisfaction and weaken factors that might 
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influence job dissatisfaction.   Other scholars noted that Herzberg believed during times 

when employees lacked motivation, their intent to leave increased as they began to 

perform job searches and plan their exit strategy from the current employer (Derby-

Davis, 2014). 

Denton and Maatgi (2016) utilized the concepts developed by Herzberg et al. 

(1959) in their recommendations for creating employee support for the implementation of 

ISP 9000 standards within small and medium-sized advanced engineering and 

manufacturing enterprises.  These scholars suggested that internal motivation could 

improve employee results substantially over external pressure (Denton & Maatgi, 2016).  

Additionally, Denton and Maatgi noted that management, administrative leadership, and 

the work environment impact success in any manufacturing facility, which reflects the 

importance of the strategies managers utilize to enhance job satisfaction, not only for 

organizational profits but also for employee retention. 

Turnover 

Turnover negatively affects organizations (Hayward et al., 2016; Long, Azami, 

Kowang, & Fei, 2016).  Scholars noted that turnover often costs organizations both 

directly and indirectly (Harhara, Singh, & Hussain, 2015).  Direct expenses might include 

recruiting and training costs, reduced productivity, and additional compensation for the 

new employee (Harhara et al., 2015; Hayward et al., 2016; Long et al., 2016).  Indirect 

costs could include the loss of tacit knowledge, a decline in employee motivation, and 

weakening of an organization’s reputation if turnover frequently occurs (Harhara et al., 

2015; Long et al., 2016).   
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Likewise, the impact of high turnover can negatively affect society as well 

(Vasquez, 2014).  Vasquez (2014) noted significant turnover in organizations leads to 

slower economic growth as the unemployment rate increases in communities, which 

could influence tax collections and social programs.  Breuer (2015) noted suicide rates in 

developed countries increase as unemployment rates rise.  Additionally, in a longitudinal 

study, conducted in Greece by Drydakis (2015), the researcher noted that both physical 

and mental health declines when unemployment rates rise.  Each of these factors 

negatively affects societies.  Therefore, turnover remains an issue that could distress more 

than a single organization; left unchecked, exorbitant turnover could also hinder an 

economy and society. 

Turnover Intent 

Turnover intent is the probability that an employee will leave an organization 

(Mobley et al., 1979).  Researchers measure turnover intent using specific time intervals, 

and they regard it as a choice concerning an individual leaving a current employer 

(Wong, Wong, & Wong, 2015).  Researchers suggested that positive turnover intentions 

remain correlated to actual voluntary turnover (Nei, Snyder, & Litwiller, 2015), which 

makes this topic an important one for an organization’s managers to consider and to 

prevent since high turnover negatively affects businesses (Hayward et al., 2016).  

Scholars noted various factors that might contribute to an individual’s increased 

consideration to leave an organization, including empowerment (Hechanova, 2013), job 

satisfaction (Yu & Kang, 2016), and job embeddedness (Ko & Kim, 2016).  Additionally, 
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academics noted that prolonged job strain could contribute to increased turnover 

intentions (Wong & Laschinger, 2015).     

Lu and Gursoy (2016) suggested generational differences also might cause 

differences in how employees value their jobs and variations of worker burnout, leading 

to higher turnover intent.  These researchers noted there are three generational groups 

dominating the current workforce: baby boomers, Generation X, and millennials.  Rani 

and Samuel (2016) suggested when managers understand generational differences in the 

workforce, they can implement better policies that meet the needs of each generation.  

Since the baby boomer generation controls many organizations, scholars suggested a 

mismatch could occur between the values of managers and millennial workers (Rani & 

Samuel, 2016).  Additionally, Lyons and Kuron (2014) noted that understanding 

millennials’ needs and differences in the workforce improves their productivity and 

innovation, which often strengthens job satisfaction and decreases turnover intent. 

Measuring turnover intent.  The opposite of intent to stay is turnover intent.  

Researchers measure turnover intent using various instruments.   Chenevert, Jourdain, 

and Vandenberghe (2016) utilized two three-item scales created by Meyer, Allen, and 

Smith (1993) to measure turnover in their 3-year prospective study.   These scholars 

utilized a 5-point Likert-type scale ranging from 1 (completely disagree) to 5 (completely 

agree) to measure participant results.  Jang et al. (2015) measured turnover intent with 

only one question regarding whether they intended to leave their current job within the 

next year.  These researchers also utilized a 3-point Likert-type scale (0 = not at all likely, 

1 = somewhat likely, and 2 = very likely).   The questions utilized by Jang et al. remain 
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identical to the questions developed by Mobley, Horner, and Hollingsworth (1978).  

However, the Likert-type scale utilized by Mobley et al. consisted of five points ranging 

from 1 (strongly disagree) to 5 (strongly agree).  Additionally, scholars based the validity 

and reliability of the Mobley et al. instrument on various testing performed (Chen & 

Wen, 2016; Islam, Khan, Ahmad, & Ahmed, 2013; Li & Ahlstrom, 2016).   

Y. Wong et al. (2015) utilized a three-item measurement from Camman, Fichman, 

Jenkins, and Klesh (1979) for their study on employees of Chinese joint ventures.  These 

scholars also utilized a Likert-type scale format.   However, these researchers used a 5-

point scale ranging from 1 (extremely disagree) to 5 (extremely agree).  The questions 

from Camman et al. included information regarding whether the participant often thought 

about quitting, whether the participant would look for a new job within the next year, and 

whether the participant would choose to work for the current organization again if given 

the choice. 

Antecedents to Turnover 

Employee turnover can occur through dismissals, downsizing, and voluntary 

departure from an organization (Holtom & Burch, 2016).  The employee turnover type 

most concerning to businesses is that of voluntary departure since these employees leave 

of their own free will and outside of the direct control of organizational leaders (Holtom 

& Burch, 2016).  Hancock et al. (2013) suggested employee turnover can cost companies 

monetarily and can affect organizational operations, including human and social capital 

advancement.  These scholars suggested the loss associated with turnover likely 

outweighs any functional effects that a loss of employees could bring, including the 
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elimination of groupthink (Hancock et al., 2013).  This information helps further prove 

that managerial strategies to improve retention should occur.  These antecedents to 

employee turnover include job satisfaction, job embeddedness, job engagement, intent to 

stay, and employee retention (Ali, 2016; Chhabra, 2015; Wai & Brubaker, 2014).   

Job satisfaction. Khalib et al. (2015) defined job satisfaction as the extent to 

which employees like or dislike their jobs.  This human resource concept of job 

satisfaction remains important to organizations.  Scholars noted that job satisfaction 

remains central to successful human resource management (Hauff, Richter, & Tressin, 

2015).  Additionally, researchers suggested that job satisfaction remains complex due to 

cultural variances in a globalized economy and due to differences in individual needs and 

jobs (Hauff et al., 2015; Pan, 2015).  Ali (2016) noted the importance of job satisfaction 

among employees in organizations, stating that people remain a core asset to any business 

since they are the ones who ensure production occurs.  This researcher also stated that 

executives and managers should make and enforce policies that will enhance employee 

satisfaction to avoid negative consequences from dissatisfaction, including organizational 

performance, lower productivity, and employee turnover (Ali, 2016).  W. Huang and Su 

(2016) suggested that one symptom of an employee’s intent to leave a company might 

include low job satisfaction.  Therefore, because of the importance of job satisfaction, 

managers should work toward increasing employee satisfaction to help improve 

efficiency, production, and employee retention.   

Job satisfaction remains a complex topic due to national and cultural differences 

and the various components it encompasses and affects.  Pan (2015), for instance, noted 
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job satisfaction remains subjective and person-specific.  Therefore, what creates 

satisfaction for one employee might not meet the needs of another employee.  

Additionally, Pan suggested job satisfaction includes task, environmental, and relational 

factors.  As an example of the importance of work relationships, De Beer, Tims, and 

Bakker (2016) suggested increasing the quality of relationship exchanges between the 

supervisor and the employee to help strengthen job satisfaction and increase work 

engagement, which could contribute positively to both the employee and the 

organization.        

The contributions to job satisfaction and the results of employees liking their jobs 

remain broad.  Umamaheswari and Krishnan (2015) suggested employee satisfaction 

could contribute to increased organizational commitment, reduced intent to quit, and 

ultimately increased retention rates.  Various issues contribute to each of these factors.  

However, the relationships between each of these factors remain important.   

Ali (2016) also noted that employee motivation and job satisfaction remain 

different, yet they are related.  As Ali suggested, job design, including the empowerment 

of employees through organizational policies, could help improve satisfaction.  

Motivation, however, remains more of an individual or intrinsic trait that cannot 

necessarily occur through organizational strategies or policies (Ali, 2016).  Managers can 

improve strategies to help strengthen employee job satisfaction and better motivate 

workers (De Beer et al., 2016; Huang & Su, 2016; Pan, 2015).   

Measuring job satisfaction.  Concepts encompassing job satisfaction began in 

1935; however, Herzberg et al. (1959) continued research on this topic and made 
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significant progress with his two-factor theory (Hee & Abidin, 2016).  Researchers 

continue to study this significant concept, noting the factors that affect job satisfaction do 

not remain constant (O’Keefe, Corry, & Moser, 2015).  For instance, in current research, 

scholars have numerous choices regarding the instruments used to measure participants’ 

job satisfaction levels (Saane, Sluiter, Verbeek, & Frings, 2003).   Saane et al. (2003) 

noted there are three categories of instruments one could choose from when conducting 

job satisfaction research: multidimensional instruments for jobs in general, 

multidimensional instruments for specific jobs, and global multi-item instruments.   

Within their research, Saane et al. (2003) noted the significant quality and validity 

of seven different instruments.  However, researchers designed most of the surveys noted 

by these scholars for assessing information about employees in the medical field (Saane 

et al., 2003).  Two of these instruments, the Andrew and Withey job satisfaction 

questionnaire (JSQ) and the job satisfaction survey (JSS), remain relevant to various jobs 

in different sectors.  With the JSQ survey, participants answer five questions using a 7-

point Likert-type scale regarding their feelings toward their current job, co-workers, and 

work (Harzer & Ruch, 2013).  With the JSS, researchers utilize 36 items in nine subscales 

regarding various areas, including pay, co-workers, benefits, and nature of work (Top, 

Akdere, & Tarcan, 2015).  While these questionnaires remain similar based on the 

questions they contain, the JSS survey takes more time to complete based on the 

increased number of questions and the expansion of the topics covered. 

Job embeddedness.  Scholars have noted that job embeddedness might indirectly 

help increase retention and reduce organizational turnover costs (Marasi, Cox, & Bennett, 
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2016). To help researchers study job embeddedness, Nicholas, Mensah, and Owusu 

(2016) suggested three kinds of attachments or dimensions that might entice an individual 

to remain in an organization or community: fits, links, and sacrifice.  Various researchers 

used these dimensions in their research (Chhabra, 2015; Schmitt, Hartog, & Belschak, 

2015; Word & Park, 2015).  

Word and Park (2015) noted that organizational and personal job fit remain 

essential to a company’s success.  These scholars defined person-job fit as when the 

individual is right and suitable for the job based on personal values and abilities (Word & 

Park, 2015).  Chhabra (2015) suggested that personal job fit enhances a worker’s 

socialization, satisfaction, and commitment in a job.  Additionally, the scholar noted that 

personal job fit decreases discontentment and intent to leave an organization (Chhabra, 

2015).  Likewise, Schmitt et al. (2015) stated employees with higher perceived fit 

between the demands of their job and their skill and abilities experience less exhaustion 

than employees with abilities misfit to the job.   

Person-organization fit also remains important to a company.  Word and Park 

(2015) defined person-organization fit as the congruence between the employee’s values 

and the mission of the organization for which he or she works.  Anaza (2015) noted that 

person-organization fit positively correlates with employee-customer identification, as 

employees feel pride when they identify with their company and they, therefore, remain 

dedicated to their job and the organization.  Other scholars noted organizations might use 

person-organization fit as an instrument in reaching their targets, suggesting employees 
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who fit best within a company have stronger job satisfaction and lower turnover intent 

than workers with lower person-organization fit (Findik, Ogut, & Cagliyan, 2013).      

 Two other dimensions important to job embeddedness include links and sacrifice.  

Robinson et al. (2014) studied the relationship between embeddedness, organizational 

commitment, and intent to leave among hospitality workers and discovered positive 

relationships between organizational sacrifice and community links with organizational 

commitment.  Likewise, Karatepe (2016) suggested job embeddedness strengthens as an 

employee’s links to the organization, co-workers, and the job increase.  This scholar also 

noted that stronger co-worker and family support while in a job decreases the chance of 

sacrificing quality relationships the employee has (Karatepe, 2016).   

In addition, Charlier, Guay, and Zimmerman (2016) suggested that job 

embeddedness helps explain why employees fit into their job, organization, and 

community, as well as the type of sacrifice that must occur to break the fit link and move 

to another job possibly in a different organization or city.  Likewise, other scholars noted 

a strong organization fit, which includes the compatibility of an individual to specific job 

settings and the work culture and environment, helps strengthen the employee’s ties to a 

company (Nicholas et al., 2016).  While researchers noted that job embeddedness could 

contain some negative organizational outcomes in certain circumstances, some suggested 

it remains positively associated with employee retention (Charlier et al., 2016).  

Therefore, it remained a consideration in this study. 

Measuring job embeddedness.  T. Park and Shaw (2013) noted one standard 

deviation increase in turnover intent resulted in a 40% decrease in productivity and a 26% 
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decline in corporate finances.  Since researchers suggested job embeddedness remains a 

contributing factor to turnover intent (Kiazad, Holtom, Hom, & Newman, 2015), 

measuring this predictor variable is important due to the significant loss organizations 

could experience if turnover increases.  In their research, Heritage et al. (2016) mentioned 

two instruments scholars might consider when conducting studies that include job 

embeddedness: Clinton, Knight, and Guest’s (2012) dual subscale job embeddedness 

measure and Crossley, Bennett, Jex, and Burnfield’s (2007) global measurement of job 

embeddedness.   

Crossley et al.’s (2007) global job embeddedness measurement includes 7 

questions related to an employee’s organizational attachment.  Scholars noted this 

measurement excludes attachments not related to the employee’s job (Heritage et al., 

2016).  Clinton et al. (2012), however, created a dual subscale job embeddedness 

questionnaire for use in measuring employee job embeddedness to the job and within the 

community.  For workplace related studies where community information is not required, 

researchers utilized Crossley et al.’s study and collected information that resulted in 

significant and valid results (Heritage et al., 2016; Treuren & Frankish, 2014). 

Employee engagement.  Another antecedent to employee turnover noted by 

scholars is employee job engagement.  Employee engagement occurs when the employee 

has significant levels of commitment and connection toward the organization and its 

culture (Anitha, 2014).  Anitha (2014) suggested engaged employees excel in their jobs 

because they do more than the minimum required by management.  Tangthong, 

Trimestoontorn, and Rojniruntikul (2014) conducted research in Thailand’s foreign direct 
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investment (FDI) manufacturing industry, and they suggested that rewards, 

compensation, training, and development contribute to employee engagement.  Other 

academics suggested a lack of engagement not only contributes to turnover, but it also 

hinders the organization’s mission, which can contribute to organizational weakness (Wai 

& Brubaker, 2014).  Tangthong et al. (2014) recommended managers concentrate on 

strategies that might enhance engagement activities that could lead to stronger retention 

rates.   

Measuring employee engagement.  Bailey, Madden, Alfes, and Fletcher (2017) 

noted employee engagement is a significant concept in management.  Some scholars 

suggested employee engagement remains correlated to employee job performance 

(Carter, Nesbit, Badham, Parker, & Sung, 2016), while other researchers proposed a link 

between employee engagement and the performance of organizations (Bailey et al., 

2017).  Likewise, Jung and Yoon (2016) stated employee engagement positively affects 

an individual’s organization commitment.  Even though this human resource concept can 

positively affect an organization, researchers suggested engagement is difficult to 

measure with certainty (Bailey et al., 2017). 

While scholars have noted the difficulty in measuring engagement (Bailey et al., 

2017), researchers continue to study this important concept.  There are various 

measurements available for examiner use when conducting specific employee 

engagement studies.  One measurement of engagement used by many researchers is an 

abbreviated version of the Utrecht Work Engagement Scale called the UWES-9 (Carter et 

al., 2016; Harju, Hakanen, & Schaufeli, 2016; Schaufeli & Bakker, 2006; Siller, 
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Solansky, Clavelle, & Fitzpatrick, 2016).  Researchers use the UWES-9 to measure 

employee engagement based on vigor, dedication, and absorption utilizing a 7-point 

Likert-type scale (Siller et al., 2016).  Additionally, scholars confirmed the validity of the 

UWES-9, and they noted the internal consistency and test-retest reliability of the three 

subscales utilized within the measurement (Harju et al., 2016; Schaufeli & Bakker, 2006).    

Although many researchers utilized UWES-9 as a measurement of engagement in 

their previous studies, other scales remain accessible for measuring this concept.  The job 

engagement scale is another scale widely used to measure engagement (Nimon, Shuck, & 

Zigarmi, 2015; Shuck, Adelson, & Reio, 2016).  The job engagement scale includes 6 

separate measurements for three factors: cognitive, emotional, and physical engagement 

(Shuck et al., 2016).   Based on scholars’ research, internal consistency and reliability 

exist for this measurement as  = .94 was the lowest reported internal consistency 

reliability for the subscales and the combined reliability scale was  = .97 (Shuck, 

Zigarmi, & Owen, 2015).   

Another scale used to measure engagement is the ISA engagement scale (Manas-

Rodriguez, Alcaraz-Pardo, Pecino-Medina, & Limbert, 2016; Shuck et al., 2016).  This 

scale, like the UWES-9 and the job engagement scale, measures three different 

engagement factors.  However, the concepts measured in the ISA remain more 

psychological in nature and less focused on the meaningfulness of employee work 

(Morokane, Chiba, & Kleyn, 2016).  The three employee concepts studied using the ISA 

engagement scale include intellectual, social, and affective engagement (Shuck et al., 

2016). 
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Intent to stay.  Based on research, managerial practices and organizational 

commitment contribute to employees’ intentions to remain at a company (Jayasingam, 

Govindasamy, & Singh, 2016; Madden, Mathias, & Madden, 2015; Zopiatis, Constanti, 

& Theocharous, 2014).  In previous studies, scholars noted employees with high affective 

organizational commitment have stronger intentions of remaining with their current 

employer (Jayasingam et al., 2016).  Additionally, Madden et al. (2015) discovered 

managers could increase organizational commitment, and ultimately individuals’ intents 

to stay at their current job, through creating a sense of support for employees.   

Likewise, Zopiatis et al. (2014) suggested emotional connections between the 

employees and the organization lead to a sense of belonging and an increase in the 

worker’s intent to stay.  Since losing knowledgeable workers could produce significant 

costs for the organization (Jayasingam et al., 2016), managers might concentrate on 

implementing strategies that strengthen organizational commitment and improve 

employee emotional connections to the job (Madden et al., 2015; Zopiatis et al., 2014).  

Through such strategies, worker intent to stay should increase based on prior research 

(Jayasingam et al., 2016; Madden et al., 2015; Zopiatis et al., 2014). 

Measuring intent to stay.  Researchers measure intent to stay in a variety of ways, 

from a simple one-question response to a more complex questionnaire (AbuAlRub, El-

Jardali, Jamal, & Al-Rub, 2016; Ferreira, Proenca, & Proenca, 2015; Ramamoorthy, 

Flood, Kulkarni, & Gupta, 2014).  When measuring the intent of Jordanian nurses 

working in underserved areas, AbuAlRub et al. (2016) only used one question rated on a 

4-point Likert-type scale.  The question encompassed whether the nurses planned to 
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remain at their current job for the foreseeable future, and the responses included four 

potential answers ranging from strongly disagree to strongly agree.  Similarly, 

Ramamoorthy et al. (2014) utilized only one question measured using a 5-point Likert-

type scale for employees in various businesses in Bulgaria and India.  Another group of 

scholars utilized a slightly more complicated measurement for their research (Ferreira et 

al., 2015).  M. R. Ferreira et al. (2015) measured intent to stay among hospital volunteers 

by combining four questions from various researchers’ surveys and utilizing a 7-point 

Likert-type scale. 

Employee retention.  Employees remain essential to organizational success (Ali, 

2016; Gallus & Frey, 2016; Umamaheswari & Krishnan, 2015).  Therefore, it is 

important to retain qualified and knowledgeable employees.  Academics defined 

employee retention as the strategies used by management to retain employees for longer 

periods of time (Vasantham & Swarnalatha, 2015).   

Cloutier, Felusiak, Hill, and Pemberton-Jones (2015) suggested employee 

retention could affect organizations’ economic goals, which makes employee retention 

strategies critical to business operations.  Other scholars noted the importance of a quality 

workforce in manufacturing to maintain production and equipment and to operate 

machinery (Umamaheswari & Krishnan, 2015).  The consensus of these researchers is 

that employee retention is important for the sustainability and success of organizations 

(Cloutier et al., 2015; Umamaheswari & Krishnan, 2015; Vasantham & Swarnalatha, 

2015).  
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Cloutier et al. (2015) presented several strategies managers might consider to 

increase employee retention.  These strategies included increasing positive 

communication between the organization and employees, promoting diversity and 

transparency within the workforce, and recruiting the right people for the organization.  

Brannan (2015) contributed to this topic by noting the importance of selecting the right 

people for the job and conducting appropriate training.  However, this researcher also 

mentioned the importance of intentional, consistent, and systematic management in 

retaining employees (Brannon, 2015).  Gallus and Frey (2016) added significance to this 

topic with the suggestion of utilizing awards as one method to motivate employees and 

increase retention.  Therefore, utilizing the strategies presented by these researchers, 

managers have numerous options from which to choose to help retain employees 

(Brannon, 2015; Cloutier et al., 2015; Gallus & Frey, 2016).    

In the manufacturing industry, scholars noted that hiring qualified, educated 

employees benefits the company and provides a competitive advantage (Tangthong et al., 

2015).  However, these researchers noted that a global shortage of talented and highly-

skilled workers exists, making it difficult for some manufacturers to hire and retain 

quality employees (Tangthong et al., 2015).  Umamaheswari and Krishnan (2015) 

suggested that younger employees have a greater need for individualism and 

advancement to remain at a manufacturer, which is why many companies in this industry 

are emphasizing employee retention when creating organizational strategies. 
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Human Capital Aspect 

Various scholars, including Ali (2016) and Gallus and Frey (2016), previously 

noted the importance of human capital to the success of organizations.  Karatop, Kubat, 

and Uygun (2015) even suggested human resources are the power of an organization.  

When efficiently used, these researchers suggested human capital enhanced the 

performance of all other organizational resources (Karatop et al., 2015).  Halim, Ahmad, 

Taghizadeh, Ramayah, and Mohamad (2015) also suggested businesses with employee 

consideration and focus experience improved performance over organizations with less 

focus on human capital.  In each of these studies, academics showed the importance of 

human capital to organizational success (Ali, 2016; Gallus & Frey, 2016; Halim et al., 

2015; Karatop et al., 2015).   

Even though human capital remains important to businesses, scholars noted that 

several dilemmas exist when working with employees (Gambardella, Panico, & 

Valentini, 2013; McGuirk, Lenihan, & Hart, 2015).  Gambardella et al. (2013) noted 

employee empowerment, autonomy, and motivation might lead to a stronger workforce.  

However, these researchers also noted that many organizations might not hold policies 

that allow employees to use these forces in daily operations (Gambardella et al., 2013).  

Allowing such freedoms in work might benefit companies in the way of stronger 

innovation or possibly longer retention.  Additionally, McGuirk et al. (2015) asserted that 

human capital remained essential to innovation capabilities.  These scholars noted the 

ability to innovate could provide a competitive advantage to businesses, which might 

help them remain sustainable in the marketplace (McGuirk et al., 2015).   
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Because of the importance of human capital, organizational policymakers should 

consider strategies to keep performing employees embedded in their jobs (McGuirk et al., 

2015).  Additionally, Ghosh, Rai, Chauhan, Gupta, and Singh (2015) noted the 

importance of increasing employee perceptions and satisfaction in retaining personnel.  

These scholars emphasized the connection between worker attitudes and voluntary 

turnover (Ghosh et al., 2015).  Likewise, Ahmad, Tariq, and Hussain (2015) suggested 

managers concentrate on finding the right personnel to fill positions because employee 

turnover affects quality, productivity, and service capabilities.  Therefore, increasing 

employee retention through positive managerial and organizational policy that helps 

empower, embed, and motivate employees is important for leader consideration.   

Other scholars suggested changes occurring in the economy, globalization, and 

diversification are creating shifts in managing organizational talent (Stone & Deadrick, 

2015).  Tangthong et al. (2015) also noted globalization has a significant impact on 

economies.  Many organizational leaders understand the importance of globalization and 

how diversification might positively contribute to business performance.  Therefore, 

many executives and organizational leaders are re-examining business strategies to 

include important policies that will strengthen their human capital, increase retention, and 

therefore strengthen their business.   

One benefit to globalization noted by scholars is an increasing talent pool of 

potential workers (Tangthong et al., 2015).  Researchers suggested globalization creates 

stronger foreign direct investments in economies, helps increase social spending, and 

ultimately increases spending in education (Unver & Erdogan, 2015).  Intellectuals 
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agreed that enhanced education strengthens human capital and better prepares employees 

for more skillful jobs (Tangthong et al., 2015; Unver & Erdogan, 2015).  Likewise, other 

scholars suggested increased skills correlates with employee satisfaction levels, increases 

adaptability within a job, and improves training and development opportunities that might 

contribute to improved retention rates (Coetzee & Stoltz, 2015).  Therefore, 

organizational leaders might have a greater number of qualified potential employees from 

which to choose when an economy embraces globalization and have better results in 

retaining quality workers.  Based on researchers’ data, increasing the quality level of 

employees should prove beneficial to individual organizational performance (Tangthong 

et al., 2015).  

Additionally, researchers noted that organizational diversification and cultural 

diversity within an organization remain important to companies.  Tate and Yang (2015) 

discovered through their research that diversified firms have higher productivity levels 

and react to changes better than focused firms.  One reason noted includes the ability to 

transition employees to jobs more motivating or better suited to their skills (Tate & Yang, 

2015).  These researchers also showed improved retention rates in diversified 

organizations (Tate & Yang, 2015).   

Cultural diversity provides benefits to organizations as well, including increased 

productivity, better innovation, and more focused products and services (Hofhuis, Van 

der Zee, & Otten, 2015).  These researchers suggested having a diverse workforce helps 

businesses better understand minority groups and provide products and services that 

match the needs of all customers (Hofhuis et al., 2015).  Another benefit to diversity is 
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higher levels of employee inclusion, which researchers suggested increases affective 

commitment (Ashikali & Groeneveld, 2015).  Affective commitment is one form of 

organizational commitment that scholars linked to potential increases in job satisfaction 

and intent to stay (Babalola, 2016). 

Organizational Commitment 

Managers utilize organizational commitment to provide a measurement for how 

well an employee identifies with the company where he or she works (Fu & Deshpande, 

2014).  Scholars previously noted that organizational commitment is critical to the 

sustainability of businesses (McCallum, Forret, & Wolff, 2014); however, as 

globalization expands, the importance of employee commitment continues to increase 

(Albdour & Altarawneh, 2014).  Therefore, it remains important to discuss the types of 

commitment, components that contribute to commitment, and how managers might 

strengthen employee engagement to increase productivity and performance.     

Commitment includes affective, continuance, and normative components 

(Albdour & Altarawneh, 2014).  Affective commitment includes a psychological or 

emotional attachment the employee has with the organization (Lam & Liu, 2014).  It is 

this attachment that occurs when an employee desires to remain at his or her place of 

employment.  Therefore, managers might attribute affective commitment to the manner 

in which the worker identifies positively with the goals and objectives of the company on 

a personal level.  Continuance commitment refers to what the individual feels he or she 

needs to do based on perceived balances between what the job provides versus what one 

might lose if he or she leaves the organization (Lin & Hwang, 2014). Scholars considered 
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normative commitment to include an employee’s feeling of obligation to remain with an 

organization, possibly due to social norms or the feeling that one might owe the company 

(Zopiatis et al., 2014).     

It is important that managers understand the various types of commitment.  It is 

also important to comprehend the components that might contribute to employee 

organizational commitment since they potentially affect employee engagement, job 

satisfaction, and intent to stay (Babalola, 2016).  Some of these components include 

employee tenure, organizational culture, and employee empowerment (Babalola, 2016; 

Belias & Koustelios, 2014).  Scholars suggested that employees with longer tenure have 

lower turnover intent rates (Lambert, Griffin, Hogan, & Kelley, 2014).  Likewise, by a 

manager creating an interactive and diverse culture with employee empowerment he or 

she could strengthen a workforce, which might result in improved job satisfaction and 

better retention rates (Belias & Koustelios, 2014).  Therefore, organizational commitment 

remains an important variable to consider when researching job satisfaction and 

employee intent to stay (Belias & Koustelios, 2014; Lambert et al., 2014). 

Drivers for Intent to Stay 

The focus of this study included the extent to which a linear combination of 

employee job satisfaction and job embeddedness predict employee turnover intentions in 

the manufacturing industry in the Southeastern United States.  Because scholars 

suggested intent to stay is a significant predictor of turnover (Brewer, Chao, Colder, 

Kovner, & Chacko, 2015), it is essential to address drivers for intent to stay.  These 

drivers include trust, job satisfaction, and embeddedness. 
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Scholars agree that trust remains an essential factor in intent to stay (Osman, 

Noordin, Daud, & Othman, 2016; Wong et al., 2015).  Osman et al. (2016) noted that 

high levels of trust strengthen individual integrity and competence, resulting in stronger 

organizational reputation.  Likewise, Y. Wong et al. (2015) suggested trust in 

management reinforces an employee’s affective commitment to the organization, 

increasing the worker’s potential to remain at the company.      

Job satisfaction is another trait that positively affects intent to stay (AbuAlRub et 

al., 2016; Brewer et al., 2015).  Researchers discovered that an organization’s learning 

orientation is a significant predictor of job satisfaction and employee performance 

(Dekoulou & Trivellas, 2015).  Likewise, Y. Huang et al. (2016) suggested that an 

employee’s safety climate affects job satisfaction, while Ouyang, Sang, Li, and Peng 

(2015) noted the correlation between organizational justice, job insecurity, and job 

satisfaction.  Scholars also mentioned that stress, career development, and personal 

gratification contribute to stronger satisfaction and ultimately to an employee’s intent to 

stay with an employer (Yarbrough, Martin, & Alfred, 2016).  Each of these scholars 

emphasized the importance of recognizing employees’ satisfaction levels on the job with 

relation to their intent to stay with an organization.    

Researchers noted embeddedness to both the organization of employment and the 

community in which the employee lives remain important predictors of intent to stay 

(Nicholas et al., 2016).  However, employers can only influence organizational aspects of 

a worker’s embeddedness (Choi & Kim, 2015).  Kanten, Kanten, and Gurlek (2015) 

stated the characteristics of a learning organization affect employee performance and job 
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embeddedness levels.  Therefore, organizations might concentrate on increasing offering 

opportunities for employee training and development.  Job embeddedness remains 

beneficial, not only to the organization due to better quality output and reduced turnover, 

but it also benefits the employee through higher individual performance (Kanten et al., 

2015).  Consequently, because of the significant mutual benefit, job embeddedness is an 

important characteristic for managers to address. 

Strategies for Job Retention 

Various studies have appeared addressing strategies managers might use to 

decrease employee turnover in the general workforce, Deery and Jago (2015) 

recommended employee endorsement of policies to enhance effectiveness with retention.  

Additionally, these scholars noted employees’ needs vary depending on the organization 

(Deery & Jago, 2015).  Therefore, managers should involve employees to help identify 

and install policies that will provide the best results for the workforce (Deery & Jago, 

2015).  Likewise, Terera and Ngirande (2014) suggested both job satisfaction and 

rewards could positively impact employee retention rates.   As a result of this study, 

Terera and Ngirande (2014) recommended managers concentrate on compensation and 

job satisfaction to help decrease turnover rates. 

Ghosh, Satyawadi, Joshi, and Shadman (2013) took a different position through 

their research and concluded that managers should concentrate on strategies that enhance 

employees’ affective and normative commitment levels to the organization.  Ghosh et al. 

suggested affective commitment corresponds to the personal attachment an employee has 

to an organization.  Normative commitment occurs when an employee feels obligated to a 
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company because of the time and money management spent on their training and 

development (Ghosh et al., 2013).  Ghosh et al. suggested managers concentrate on 

strategies that will allow for employee development opportunities. 

Geographic Location for this Study  

I focused this study on manufacturing in the U.S. Southeast.  Hancock et al. 

(2013) discovered that organization location and economy type remain correlated to the 

impact that employee turnover might have on performance.  These scholars discovered 

during their research that liberal market economies (LME), like the United States, 

experience more negative results from employee turnover than a coordinated market 

economy (CME; Hancock et al., 2013).  Additionally, cultures with more individualistic 

tendencies, which the United States possesses, might feel more effects of employee loss 

(Hancock et al., 2013).  Likewise, these scholars suggested that certain industries, 

organizations with higher compensation and labor costs, and businesses with more skilled 

employees often experience results that are more negative during employee loss than 

others (Hancock et al., 2013).  According to researchers, manufacturing is one such 

industry that depends on employees, and managers in this industry often work to increase 

retention rates (Umamaheswari & Krishnan, 2015). 

Sims et al. (2016) conducted a study regarding job satisfaction and intention to 

quit in China, India, and the Philippines.  In the study, researchers suggested results of 

such collected data are culturally dependent.  Like Hancock et al. (2013), Sims et al. 

recommended studying such tendencies as turnover intent by country and specific regions 

for the most accurate results.  Since U.S. manufacturing often requires skilled employees 
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with higher pay than other countries, one might consider it to experience more 

dysfunction due to higher turnover rates than certain other fields (Hancock et al., 2013).  

Likewise, since a significant percentage of U.S. manufacturing occurs in the Southeast, 

studying these variables specifically in this region might present different insight from 

studies conducted in other countries and regions (Sims et al., 2016). 

Transition 

The purpose of this quantitative correlational study was to examine the 

relationship between employee job satisfaction, job embeddedness, and turnover intent in 

U.S. Southeast manufacturing firms.  Section 1 includes research that shows the 

importance of increasing employee job satisfaction and job embeddedness to improve 

employee retention.  Additionally, manufacturing in the U.S. Southeast remained the 

focus of this study.  Based on scholars’ research, cultures with individualistic tendencies, 

like that of the United States, often experience higher turnover than more collectivistic 

cultures (Hancock et al., 2013).  Additionally, industries with higher labor costs and the 

need for more experienced and skilled employees, like the manufacturing industry, also 

should work to increase employee retention (Hancock et al., 2013; Umamaheswari & 

Krishnan, 2015).  Since limited information is available from studies on turnover intent in 

the U.S. Southeast manufacturing industry, this study provides information that shows 

job satisfaction and job embeddedness significantly affect turnover intent within 

manufacturing in this region of the country.  

Section 2 of this study contains a review of the process for conducting the 

research in the U.S. Southeast manufacturing industry utilizing ethical research methods 
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and data collection instruments previously tested by other researchers.  Additionally, 

Section 2 contains information regarding the survey platform, data analysis techniques, 

and the process for reaching validity.  Section 3 contains a report of the findings 

discovered during the data collection and analysis process along with directions for future 

research.     
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Section 2: The Project 

Section 2 includes information regarding the specifics of this quantitative 

correlational study and the method and design used to perform the research.  The 

objective of this study was to examine to what extent employee job satisfaction and job 

embeddedness predict employee turnover intent in U.S. Southeast manufacturing 

organizations.  Included in this section are the purpose statement; a discussion of my role 

in the research process; and a description of the participants, research method and design, 

population and sampling technique, and data collection instruments.  An overview of 

ethical research considerations is also included, as is information on data analysis that 

was specific to this research.  To conclude Section 2, I present an overview of the study’s 

validity and provide a transition to Section 3.     

Purpose Statement 

The purpose of this quantitative correlational study was to examine the extent to 

which employee job satisfaction and job embeddedness (the predictor variables) predict 

employee turnover intentions (the criterion variable).  The targeted population was 

manufacturing company employees in the Southeastern United States.  Focusing on this 

population was appropriate, I believe.  Researchers have extensively studied the problem 

of employee turnover in other industries and locations (see Lu & Gursoy, 2016; 

Robinson, Kralj, Solnet, Goh, & Callen, 2014; Yahyagil, 2015) but not in Southeastern 

U.S. manufacturing companies, according to my review of the literature.  Almost 20% of 

all U.S. manufacturing occurs in this region (Scott, 2015; Sims, Ruppel, & Zeidler, 

2016).  By retaining employees, owners and managers within this region may be able to 
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offer the public better products and services.  With better products and services, sales 

could increase, resulting in stronger corporate profitability, an increased tax base for local 

and state communities, and the ability to increase corporate philanthropic donations (Du, 

Bhattacharya, & Sen, 2015; Galpin, Whittington, & Bell, 2015; Peltokorpi, Allen, & 

Froese, 2015). 

Role of the Researcher 

In quantitative studies, the researcher analyzes data in empirical or analytical 

terms by examining quantity, intensity, or frequency (Ketokivi & Choi, 2014).  

Regardless of the method used for analysis, researchers should consider and apply ethical 

decisions throughout the entirety of their studies (Khan, 2014).  In this study, I sought to 

conduct empirical quantitative research in an ethical manner during each step of the 

research process.  To aid in this effort, I complied with tenets included in the Belmont 

Report (e.g., continually considering the beneficence and justice of all participants (see 

Kaufman et al., 2016).  Heeding this tenet, I will store the information and data collected 

on a secure server for at least 5 years.   

Personal bias was not a factor in this study because I have no prior personal 

experience working full-time in a manufacturing setting.  Additionally, no personal 

contact occurred with any of the research participants as they received, completed, and 

returned the surveys electronically.  Upon receipt of the completed surveys, I organized 

and analyzed data by using Statistical Package for the Social Sciences (SPSS) software. 
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Participants 

SurveyMonkey Audience is an Internet-based instrument which academic 

researchers commonly use to randomly select and question participants (Welch, 

O’Connell, & Schiffman, 2015).  I used this electronic platform to collect data for this 

study.  SurveyMonkey Audience, which is a part of SurveyMonkey, is a paid service with 

approximately 1 million members in the United States which allows subscribers to 

purchase access to targeted groups (Bessett, Gerdts, Littman, Kavanaugh, & Norris, 

2015).  Survey participants do not pay SurveyMonkey for membership; rather, 

researchers pay to have surveys sent to targeted populations.   

For this study, I purchased access from SurveyMonkey Audience to 

manufacturing employees in the Southeast United States.  The information collected 

through this survey method is anonymous and will be safely stored on SurveyMonkey’s 

secured server for at least 5 years.  All participants did so voluntarily and were 18 years 

or older at the time of the study; they received no cash incentives.  The surveys used in 

this study included only those completed in their entirety.  Participants completed the 

questionnaire electronically via a computer or other Internet-compatible device.  

Therefore, manufacturing employees with limited access to online technology were, by 

default, excluded from study participation.  

Research Method and Design 

When conducting studies, it is essential that researchers select the most 

appropriate method and design for investigating the presented problem (Wohlin & 

Aurum, 2015).  Three methods exist for conducting studies: qualitative, quantitative, and 
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mixed methods (McCusker & Gunaydin, 2015).  Researchers use qualitative research 

methods to understand specifics of participant experiences (McCusker & Gunaydin, 

2015). In contrast, quantitative researchers utilize collected data to test hypotheses 

created because of prior studies or knowledge (McCusker & Gunaydin, 2015).  

Researchers use mixed methods to answer complex questions that require both qualitative 

and quantitative research methods (Shannon-Baker, 2015).  I used a quantitative 

correlational design for this study.  Justification for the selection of this method and 

design appears later in Research Method section.     

Research Method 

In quantitative research, which was the method chosen for this study, the 

researcher collects data and deduces specific results from general data to confirm or 

reject hypotheses (Wohlin & Aurum, 2015).  Additionally, researchers can use 

quantitative research to describe a topic empirically utilizing statistics, which qualitative 

researchers do not use (Chu, 2015; Guetterman, Fetters, & Creswell, 2015).  The purpose 

of this study was to identify the relationship between two predictor variables and one 

criterion variable based on statistical analysis of the data collected from participants.  

While researchers using a qualitative research method can produce empirical studies, they 

collect data through personal observations and interviews (Chu, 2015; Wohlin & Aurum, 

2015).  Therefore, personal interpretation and bias occur more readily in qualitative 

analysis studies, making the validity of the research harder to prove (McCusker & 

Gunaydin, 2015).  With use of a mixed method, researchers use components of 
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qualitative and quantitative methods (Chu, 2015).  However, because this study consisted 

of deductive research only, I concluded a quantitative method was the best choice.    

Research Design 

The purpose of this quantitative study was to examine the extent to which two 

variables predict one criterion variable.  Because the relationship between the predictor 

and criterion variables was the foundation of this research, a correlation design was an 

appropriate choice for this study.  Additionally, Quratulain and Khan (2015) noted that 

self-reported surveys work well in correlational studies, which is further evidence the 

correlation design was an appropriate choice since the collected data in this study came 

from this type of survey.  As Bleske-Rechek et al. (2015) noted, researchers using 

experimental and quasiexperimental designs often use causation and random 

assignments.  These designs were not appropriate for this study due to my decision not to 

include causation testing and random assignments in the research process.  

Population and Sampling 

Population 

Uprichard (2013) noted researchers should obtain knowledge regarding the 

population before conducting a study.  The population for this study included 

manufacturing employees residing in the U.S. Southeast.  According to the U.S. Bureau 

of Labor and Statistics (2016), the U.S. Southeast region includes the states of Alabama, 

Florida, Georgia, Kentucky, Mississippi, North Carolina, South Carolina, and Tennessee.  

Therefore, the population for this study included full-time employees working in the 

manufacturing industry in these states.      
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Hanushek, Schwerdt, Wiederhold, and Woessmann (2015) defined full-time 

employees as those working a minimum of 30 hours per week.  In September 2016, 

manufacturing employees consisted of approximately 20% of the labor market in the U.S. 

Southeast (Bureau of Labor Statistics, 2016).  Since the underlying research question was 

how employee job satisfaction and employee job embeddedness predict employee 

turnover intentions in manufacturing for the Southeastern United States, the results of this 

study could prove significant to manufacturing managers in this region.     

Sampling 

Since this study consisted entirely of the responses from contributors of 

SurveyMonkey Audience employed in U.S. Southeast manufacturing, it required 

nonprobability sampling.  To become a contributor of SurveyMonkey Audience, 

individuals can enroll online without any obligation and then complete a profile with 

their demographics (SurveyMonkey, 2016c).  Acharya, Prakash, Saxena, and Nigam 

(2013) defined non-probability samples as those where the probability of subject 

selection remains unknown to the researcher, thus potentially creating a selection bias.  

Scholars previously noted that even probability samples have potential for bias due to 

low response rates (Yang & Banamah, 2013).  Because participation selection in this 

study occurred through SurveyMonkey contributors, specific subject selection remains 

unknown.    

Researchers consider the type of sampling used in this study as convenience 

sampling (Acharya et al., 2013).  Convenience sampling occurs when researchers select 

the participants due to their accessibility (Bornstein, Jager, & Putnick, 2013).  Landers 
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and Behrend (2015) stated scholars often note external validity threats regarding research 

that includes convenience sampling due to a lack of generalizability.  However, these 

scholars noted that when convenience sampling includes random sampling of a 

convenient population for rational reasons and the collected sample remains similar to the 

intended population, one might draw theoretical conclusions about the population in 

question.  In this study, the sample population included a random number of participants 

from each of the states in the U.S. Southeast region. 

Sample size remains critical for reaching the desired confidence level in the 

results (Bonett & Wright, 2014).   Acharya et al. (2013) noted collecting a representative 

sample of the overall population allows researchers to reduce the cost and time associated 

with conducting a large population survey.  For instance, there were approximately 2.4 

million employees in the U.S. Southeast manufacturing industry as of September 2016 

(Bureau of Labor Statistics, 2016).  It might prove difficult, time-consuming, and 

expensive to collect individual surveys from each of these employees.  However, utilizing 

SurveyMonkey members across these states improved the timeliness and cost of the data 

collected.   

Acharya et al. (2013) also noted when utilizing samples, proper representativeness 

remains important, and researchers should consider sampling methodology, sample size, 

and response rate to validate the results.   For this study, the minimum sample size of 37 

to 50 was the result of calculations made using an a-priori size evaluation for a two-

tailed, linear regression random model in G*Power 3.1.9.2 (Faul, Erdfelder, Buchner, & 

Lang, 2009).  Based on this G*Power model, using two predictor variables with a power 
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of .85 (1- β), α = .05, and a p2 = .30, the minimum sample was 37.  Likewise, using the 

same model and increasing the power to .95 (1- β) with α = .05, and a p2 = .30, the 

minimum sample size required was 50.  The basis of p2 = .30 was from Cohen’s (1988) 

updated benchmarks of r = .10, .30, and .50 for small, medium, and large effective size, 

respectively.  Other scholars included α = .05 when testing both job satisfaction and 

turnover intent, thus making this measurement acceptable (Buttigieg & West, 2013).  

Utilizing α = .05, there was a 95% confidence level that a Type I error did not occur.  

Type I errors occur if the researcher rejects the null hypothesis when it is true (Sartor & 

Halabi, 2015).  A power level of 0.95 is associated with Type II errors in research, where 

the researcher does not reject a false null hypothesis (Bark et al., 2013).  For this study, a 

power level of 1- β = .95, a medium effect size of p2 = .30, and α = .05, resulted in an 

estimated sample size of 50, which should result in a valid sample size. 

Ethical Research 

Conducting ethical research is essential for the protection of the study’s 

participants (Dal-Re, Rid, Emanuel, & Wendler, 2016).  As such, it is important to note 

the data collection process taken for this research project.  Walden University requires 

doctoral students to complete an Institutional Review Board (IRB) process.  This process 

includes student researchers attending ethical training and obtaining IRB approval before 

the data collection process commences. A copy certifying the completion of ethical 

research training appears in Appendix C.   

The data collection process occurred through SurveyMonkey Audience, which 

has a panel of approximately 3 million U.S. contributors that participate in surveys for 
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various industries (Wiebe, Littman, & Kaczorowski, 2015).  SurveyMonkey is the 

dominant provider of online survey instruments used by researchers (Mahon, 2014).  

SurveyMonkey Audience allows researchers to pay for access to a panel of contributors 

who meet the established profile (SurveyMonkey, 2016b).  Individuals in the panel that 

meet the requirements can elect to participate in the survey (SurveyMonkey, 2016b).  

Contributors who agree to participate must complete a consent form before receiving 

access to the survey (see Appendix A).  On the consent form, contributors might select 

the option to abstain from participation or agree to continue to the electronic survey and 

complete it (SurveyMonkey, 2016c).  Once they access the survey, participants have the 

option of withdrawing from the survey at any point without penalty.  SurveyMonkey does 

not share contributor names, usernames, email addresses, or home addresses with 

researchers (SurveyMonkey, 2016c).         

Contributors who took part in this research study could have received 

compensation in two ways.  The SurveyMonkey Audience might have donated $.50 to 

$1.00 to a participating charity chosen by the contributor, and the participant also could 

have received the opportunity to enter a sweepstakes for a $100 gift card to Amazon.com 

(SurveyMonkey, 2016c).  To protect participant information, I disabled the tracking 

mechanism feature for storing and accessing the Internet protocol addresses for all survey 

contributors’ email addresses.  This measure ensured the protection of the participants’ 

personal contact information (SurveyMonkey, 2016a). SurveyMonkey maintains all 

survey responses on a data server with 24-hour firewall protection security until deletion 

of the information by the host researcher (SurveyMonkey, 2016a).  For this study, I will 
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maintain the data in a secure location for five years before destroying it and deleting the 

survey responses from the SurveyMonkey server. 

Data Collection Instruments 

The survey instruments for this study consisted of (a) Andrews and Withey’s 

(1976) job satisfaction questionnaire (see Appendix B), (b) a global job embeddedness 

scale (Crossley et al., 2007) (see Appendix C), and (c) a 3-item turnover intent 

questionnaire derived from a survey created by Mobley et al. (1978) (see Appendix D).  

All three surveys instruments use rating scales using a Likert-type measurement.  Even 

though the Likert-type rating scales might not represent equal intervals, scholars noted 

rating scale data is closer to interval data than ordinal data (Meyers, Gamst, & Guarino, 

2013).  Therefore, this research includes interval data used for statistical analyses.  I 

collected data from participants by combining these instruments into one single survey 

accessible through SurveyMonkey Audience online.  SurveyMonkey is the dominant 

provider of online survey instruments used by researchers (Mahon, 2014).              

Andrews and Withey’s (1976) job satisfaction questionnaire measures the 

satisfaction level of employees using a 7-point Likert-type scale (1 = terrible; 2 = 

unhappy; 3 = mostly dissatisfied; 4 = mixed; 5 = mostly satisfied; 6 = pleased; 7 = 

delighted).  This instrument contains five questions, encompassing how the employee 

feels about co-workers, the job overall, work environment, specific work performed, 

available equipment, information, and human resources for job performance.  Using an 

interval scale, the higher the employee results for these questions, the stronger the job 

satisfaction level.  Scholars have used this instrument to assess job satisfaction in a 
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variety of fields including psychology (Hidalgo, Maravic, Milet, & Beck, 2016), 

education (Chang, Leach, & Anderman, 2015), and professional organizations (Li & 

Ahlstrom, 2016).  Permission to use this instrument is not required since this study is for 

educational purposes.  Refer to Appendix E for documentation. 

The measurement of job embeddedness occurred through the use of Crossley et 

al.’s (2007) global job embeddedness scale.  This scale measures job embeddedness using 

a 5-point Likert-type scale (1 = strongly disagree; 2 = disagree; 3 = neutral; 4 = agree; 5 = 

strongly agree).  This instrument contains six questions from the global job 

embeddedness scale encompassing how attached the employee is to the organization.  All 

questions from the original survey appeared in this measurement except one, which 

stated, It would be easy for me to leave this organization.  This question did not appear in 

the survey for this study because another question already measures this information.  

Using an interval scale, the higher the results collected, the more embedded the employee 

is in the organization.  Various scholars used this instrument in their studies to measure 

employee job embeddedness (Chen & Wen, 2016; Collins & Mossholder, 2014; 

Karatepe, 2016).  Appendix F contains the permission to use this scale.     

The last measurement used includes three questions from Mobley et al.’s (1978) 

survey on intent to stay.  This scale measures intent to stay using a 5-point Likert-type 

scale (1 = strongly disagree; 2 = disagree; 3 = neutral; 4 = agree; 5 = strongly agree).  The 

three questions included in this section of the questionnaire include (a) I often think of 

leaving the organization; (b) I intend to look for a new job within the next year; and (c) If 

I could choose again, I would not work for this organization.   Using an interval scale, the 
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higher the added score for this section of the survey, the more likely the individual was to 

hold the intent to leave the organization.  Several scholars used information derived from 

Mobley et al.’s research in their studies that included employee turnover intent (Azanza, 

Moriano, Molero, & Mangin, 2015; Islam et al., 2013; Katsikea, Theodosiou, & Morgan, 

2015).  Appendix G contains the permission to use this instrument.     

Researchers use generalizability of the results to show the external validity of an 

instrument (Lancsar & Swait, 2014).  Limits exist for the generalization of this study 

based on the industry and region it encompasses.  However, various scholars used the 

instruments that encompass the study and noted their validity (Chen & Wen, 2016; Islam 

et al., 2013; Li & Ahlstrom, 2016).     

Cronbach’s alpha is a popular and reliable internal consistency measurement used 

in social and organizational sciences (Bonett & Wright, 2014).  Scholars noted a score of 

.80 and above is considered a generally acceptable level of reliability for Cronbach’s 

alpha (Lonial & Carter, 2015).  Therefore, for this study, concluding levels of .80 and 

higher show increased reliability.   

For each of the instruments used for this study, scholars previously showed their 

validity and reliability.  Umans, Broberg, Schmidt, Nilsson, and Olsson (2016) showed 

the Andrews and Withey’s (1976) job satisfaction scale had a reliability of .83, which 

reflects internal consistency since the value remains above .80.  Additionally, scholars 

noted the Andrews and Withey job satisfaction scale remains significantly correlated at 

.70 with the job descriptive index and the Minnesota Satisfaction Questionnaire, two 

reliable instruments used to measure job satisfaction (Hurt, Grist, Malesky, & McCord, 
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2013).  Harzer and Ruch (2013) noted that this job satisfaction questionnaire also has 

convergent validity (r = .70) when compared with other measures of job satisfaction.   

Scholars also noted the validity and reliability for the Crossley et al. (2007) job 

embeddedness scale.   Karavardar (2014) utilized this scale and showed a Cronbach’s 

alpha value of more than .86.  Likewise, Karatepe (2016) showed the reliability of this 

job embeddedness scale through research conducted in the hospitality industry.  Other 

scholars tested the reliability and validity of the Crossley et al. job embeddedness scale 

and concluded an average variance extracted (AVE) construct validity of 71.06% and a 

reliability of .94 (Marasi et al., 2016).  Therefore, based on these scholars’ tests, the 

Crossley et al. job embeddedness scale shows both validity and reliability.         

Scholars also confirmed validity and reliability of the three-item questionnaire by 

Mobley et al. (1978) for turnover intent.  Salman, Abdullah, and Saleem (2016) showed 

the reliability of .91 for this turnover intent instrument using Cronbach’s alpha.   

Likewise, Buttigieg and West (2013) showed a reliability of this instrument with a 

Cronbach’s alpha of .92.  Olawale and Olanrewaju (2016) also showed reliability in this 

instrument with a Cronbach’s alpha of .86.  Other scholars confirmed the validity of 

Mobley et al.’s instrument by showing its correlation with actual employee turnover one 

year after participants completed the survey (Chen et al., 2014).  Additionally, these 

scholars confirmed the reliability of the instrument using Cronbach’s alpha, which was 

.84 in their study.        
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Data Collection Technique 

For this study, I collected data through an online, cross-sectional survey using the 

SurveyMonkey Audience platform.  A researcher uses a cross-sectional survey when 

collecting data on a phenomenon at only one point in time instead of in a series of time 

periods (DePoy & Gitlin, 1994).  When comparing data collection methods, scholars 

noted the quality of data collected in-person versus online remains equivocal (Shapka, 

Domene, Khan, & Yang, 2016), and online surveys yield significant results (Andersson 

& Titov, 2014).   

Several advantages exist for researchers to collect data virtually.   One notable 

advantage of online data collection is the ability to collect information from individuals 

regardless of their geographical location (Reuter & Schaefer, 2016).  When collecting 

data from individuals in person, both the researcher and the participant are in the same 

location, which might prove inconvenient for both parties.  With online data collection, 

the participant can complete the questionnaire from any location with internet access and 

a computer or mobile device.  However, scholars noted that internet accessibility is not 

always possible with certain populations (Chang & Vowles, 2013).  Since this study 

encompassed U.S. Southeast manufacturing employees, obtaining participants with 

internet access or the capability of completing such a survey is not a significant concern.   

Another benefit of online surveys is the level of anonymity participants often feel 

they have versus face-to-face surveys (Hoglinger, Jann, & Diekmann, 2016; Reuter & 

Schaefer, 2016).  Scholars noted that anonymity remains important when collecting 

information on sensitive topics (Hoglinger et al., 2016; Wouters, Maesschalck, Peeters, & 
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Roosen, 2014).  These scholars suggested online surveys might lead to better and more 

accurate responses based on the level of anonymity participants often hold toward this 

form of questionnaire (Hoglinger et al., 2016; Wouters et al., 2014).  Since some 

employees might consider their intent to leave a firm sensitive information and wish to 

keep it from their employer, researchers of such topics might receive better responses 

from participants by utilizing an online survey format.    

There are also a few issues and potential disadvantages with collecting data 

online.  Scholars noted that regardless of whether researchers collect information via 

online or face-to-face, honesty of self-reporting remains a concern (Hoglinger et al., 

2016).  Other scholars suggested that with online surveys, it is often difficult to determine 

the truthfulness of responses (Chang & Vowles, 2013).  However, Kahn, Ratan, and 

Williams (2014) noted that issues and errors are possible in all collected self-reported 

data, causing potential errors in research analysis.   

Another potential concern with electronically collecting data is the use of for-

profit services like SurveyMonkey (Bansal, Zahedi, & Gefen, 2016; Chang & Vowles, 

2013; Gill, Leslie, Grech, & Latour, 2013).  Since the information collected remains on 

an online server, complete confidentiality might concern some participants.  However, in 

the case of this study, I provided an informed consent to help participants understand the 

process.  Additionally, for this doctoral study, the participants frequently participate in 

surveys using the SurveyMonkey Audience platform.  Therefore, most of the participants 

of this study were already familiar with the process of maintaining the data on an online 

server.   
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Once the URR and IRB provided approval for this study, I uploaded the survey 

into SurveyMonkey Audience.  Since this survey included questions previously used and 

validated by other scholars (Andrews & Withey, 1976; Crossley et al., 2007; Mobley et 

al., 1978), a pilot study was not necessary (Becker et al., 2014).  However, validation of 

the survey collector account occurred through a preview/test option to ensure all options 

on the survey were functioning properly.  Once the survey went live, I reviewed the 

responses daily to monitor the collection of completed questionnaires. 

Data Analysis 

The goal of this study was to answer the following research question:  

To what extent does a linear combination of employee job satisfaction and job 

embeddedness predict employee turnover intentions in the manufacturing industry in the 

Southeastern United States?    

The null and alternative hypotheses for this study included the following: 

H0: A linear combination of employee job satisfaction and job embeddedness is 

not a significant predictor of employee turnover intentions in the manufacturing industry 

in the Southeastern United States.  

HA: A linear combination of employee job satisfaction and job embeddedness is a 

significant predictor of employee turnover intentions in the manufacturing industry in the 

Southeastern United States. 

Data analysis includes the organization and study of a collection of information 

for use by decision makers (Husereau et al., 2013; McFedries, 2013).  Scholars noted 

researchers have used data analysis to study human culture for thousands of years (Sun, 



59 

 

Strang, & Firmin, 2016).  For this study, I extracted the information from SurveyMonkey, 

imported it into version 21 of SPSS, and performed multiple linear regression analysis on 

the data collected.   

Multiple linear regression analysis was the most suitable choice for analyzing the 

data in this study since two predictor variables existed along with one criterion variable 

(Chen, Li, Wu, & Liang, 2014).  In non-experimental studies, scholars utilize multiple 

linear regression to perform statistical evaluations to predict values for a criterion 

variable when two or more predictor variables exist (Azadi & Karimi-Jashni, 2016; 

Green & Salkind, 2014).  Bivariate regression analysis is another model scholars use to 

make predictions regarding an independent and dependent variable (Phiri, Ngwira, & 

Kazembe, 2016).  Scholars noted bivariate regression analysis generally produced the 

best performances in correlational studies (Duveiller, Lopez-Lozano, & Baruth, 2013).  

However, bivariate linear regression was not applicable for this study since there was 

more than one predictor variable included (Green & Salkind, 2014). 

Explanation of Data Screening and Cleaning Procedures and Missing Data 

For researchers, disadvantages to collecting data through online surveys include 

the inability to observe the participants’ actions during the process and the inability to 

answer any questions that might arise (DeSimone, Harms, & DeSimone, 2014).  For this 

online survey, participants received a consent form outlining the importance of honesty 

and accuracy of all responses.  Each survey participant agreed to the terms outlined on 

the consent form before proceeding to the questionnaire.  If the participants failed to 

agree to the terms or if they disagreed with the terms, the survey ended immediately.  



60 

 

One significant note included on the consent form was that the participant would answer 

all questions truthfully.  However, scholars noted that even with reminders, participants 

often deviate from delivering complete truths on surveys (DeSimone et al., 2014).  

Therefore, regardless of whether a participant completes a survey in the presence of an 

observer or alone, inaccurate answers are possible.   

Because inaccuracies are possible, it is important for researchers to perform data 

screening and cleaning.   Cleaning data includes identifying inaccurate or incomplete data 

and omitting the information from the dataset to improve the resulting quality (Chen, 

Mao, & Liu, 2014).   Scholars noted the significance of excluding surveys with 

incomplete data during the data screening and cleaning process (Leeman et al., 2016).  

Therefore, researchers should begin the screening process by reviewing participants’ 

responses and omitting any incomplete surveys.  For this study, I reviewed all data 

collected and omitted incomplete surveys or those missing responses from the study.  

Scholars also suggested statistical screening methods, which include omitting participant 

results that drastically skew the overall study (DeSimone et al., 2014).  Therefore, 

significant outliers discovered during this analysis process did not remain in this study.    

Assumptions Pertaining to the Statistical Analyses 

Scholars noted that when using multiple linear regression for non-experimental 

studies, the random-effects model is more appropriate than the fixed-effects model 

(Green & Salkind, 2014).  Other scholars suggested certain assumptions exist in using 

multiple linear regression analysis and the random-effects model (Bell & Jones, 2015).  
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Researchers noted some of the assumptions made using this analysis include 

multicollinearity, outliers, normality of residuals, and linearity (Simpson et al., 2014).    

Multicollinearity occurs when strong correlation occurs between two or more 

predictor variables (Voyer & Voyer, 2015).  For this study, I measured the 

multicollinearity using Pearson’s correlation coefficient.  Scholars commonly utilize 

Pearson’s correlation coefficient to measure the linear strength between two variables 

(Barker & Shaw, 2015; Dunn, Martello, Yordanov, Emmott, & Smith, 2014; Hannigan & 

Lynch, 2013).   

Detecting outliers remains essential to analyzing multivariate data (Filzmoser, 

Ruiz-Gazen, & Thomas-Agnan, 2014).  Filzmoser et al. (2014) noted outliers are 

measurements that vary significantly from the majority of the results in an analysis.  For 

this study, the creation of a scatterplot helped determine outliers in the data collected.  

Scholars noted scatterplots help researchers visualize correlations and outliers (Chen et 

al., 2014).  Researchers can utilize SPSS to create a scatterplot for analysis purposes 

(Green & Salkind, 2014).  Therefore, after importing the data into SPSS, I used this 

software to determine the outliers through the creation and analysis of a scatterplot.   

In statistics, the assumption of normality of residuals remains important (Shuhbaz, 

Khraief, Uddin, & Ozturk, 2014).  Testing for normality is less important on larger 

sample sizes than when using smaller samples sizes (Field, 2013).  Since the sample size 

for this study remained small, testing for normality was important.  Scholars noted a 

histogram and normal probability plot are acceptable for measuring the normality of 

residuals (Field, 2013; Hora & Klassen, 2013).  Therefore, the testing of normal 
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distribution of residuals within this study occurred through a histogram and normal 

probability plot. 

Linearity is another important assumption to consider in multiple linear regression 

analysis (Simpson et al., 2014).  Linearity occurs when the relationship between the 

predictor and criterion variables align closely.  Scholars noted testing the linearity of 

variables could occur through the creation and analysis of either scatter-plots or partial 

regression plots (Field, 2013; Savescu, 2015).  For this study, I utilized scatterplots to 

determine linearity.    

Violations of Assumptions 

Scholars noted bootstrapping remains popular for use in inferential statistics when 

the assumptions are questioned (Williams & Bornmann, 2016).  Researchers use this 

technique to test and re-test the data-generating process and discover issues that might 

affect the statistical assumptions (Donovon, Goncalves, & Meddahi, 2013; Kapelko & 

Lansink, 2015).  For this study, I used bootstrapping to address and prevent violations of 

the assumptions.   

Interpretation of the Inferential Results 

Through the use and analysis of inferential statistics, scholars determine the 

significance and probability of the null and alternative hypotheses (Ferreira & Patino, 

2015).  Likewise, determining linear correlation remained important in this study, and the 

use of inferential statistics, specifically Pearson’s product-moment correlation coefficient, 

helped in defining the relationship between the predictor and criterion variables.  To 
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conclude significance and probability of the null and alternative hypotheses, I compared 

the p-value to a predetermined alpha of .05.     

Scholars noted determining the level of significance of the hypotheses remains 

essential to preventing Type I errors in a study (Green & Salkind, 2014; Seaman, 

Seaman, & Allen, 2015).  The p-value, which is the probability of discovering the 

observed or a greater result when the null hypothesis is true (Ferreira & Patino, 2015), 

served as the measurement of significance for this study.  Therefore, a p-value of .05 or 

greater, as predetermined by the alpha, would have resulted in accepting the null 

hypothesis and rejecting the alternative.  However, since the significance level was less 

than .05, the alternative hypothesis was accepted in this study.  Scholars noted, however, 

that researchers should use some judgment regarding the significance levels and 

accepting or rejecting a hypothesis (Ferreira & Patino, 2015; Verdam, Oort, & Sprangers, 

2014).  These scholars noted a significant component to analysis is accurate interpretation 

of the statistics in conjunction with the subject (Ferreira & Patino, 2015; Verdam et al., 

2014).     

 This study also included Pearson’s product-moment correlation coefficient.  

Pearson’s product-moment correlation coefficient measures the strength of linearity 

between two normally distributed variables (Park, 2014).  This measurement can range in 

value from a -1 to a +1 (Green & Salkind, 2014).  To interpret correlation utilizing 

Pearson’s correlation coefficient, a value closer to -1 reflects a stronger negative 

relationship between variables, a value of 0 shows no relationship between the variables, 
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and a value closer to +1 reflects a stronger positive relationship between variables (Green 

& Salkind, 2014; Zou, Zeng, Cao, & Ji, 2016). 

Study Validity 

Validity of research includes how well an instrument measures the items studied 

(Yalcin, Tatoglu, & Zaim, 2016) and the legitimacy of the findings (Venkatesh et al., 

2013).  Two significant forms of validity researchers address within studies include 

internal and external validity.  Internal validity includes the errors in measuring the 

variables used, while external validity includes whether researchers can generalize the 

results of a study to a larger population (Van Kooten et al., 2016).   

Internal Validity 

Scholars noted studies with a non-experimental design have some advantages 

over experimental studies (Avery, Der, Whitsel, & Sturmer, 2014).  One such advantage 

is that causation is often not sought, which removes some internal validity concern 

(Rockers, Rottingen, Shemilt, & Tugwell, 2015).  In this study, I did not attempt to 

determine causation.  However, the control of Type I errors occurred through requiring a 

p-value of .05 or less for significance (Ferreira & Patino, 2015; Seaman et al., 2015).    

External Validity 

External validity includes using the appropriate sample size within a study to 

prevent Type II errors (Seaman et al., 2015).  To determine the appropriate sample size, 

the use of power is necessary (Bradley & Brand, 2013).  For this study, the minimum 

sample size of 37 to 50 was the result of calculations made using an a-priori size 

evaluation for a two-tailed, linear regression random model in G*Power 3.1.9.2 (Faul et 
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al., 2009).  I surveyed 81 individuals for this study.  However, only 63 of the participants 

surveyed were qualified.  Obtaining an appropriate number of qualified participants is 

essential to meet the required sample size and to prevent a Type II error.   

Statistical Conclusion Validity 

Statistical conclusion validity includes appropriately using statistics to infer the 

covariance of two variables (Yanagida, Strohmeier, & Spiel, 2016).  One significant 

component of statistical conclusion validity is sample size, which is also a component 

important to external validity (Nock, Kessler, & Franklin, 2016).  However, once 

determination of the sample size occurs and participants complete the survey, researchers 

perform data analysis using a quality statistical program.  For this study, I utilized version 

21 of SPSS to create graphs and statistics for analysis purposes.  Scholars consider SPSS 

reliable software for performing research analysis (Bonnechere et al., 2014).  To verify 

the statistical results produced by SPSS, a visual review of all outputs and bootstrapping 

of the samples occurred.  Researchers often use bootstrapping to test and re-test the data-

generating process to discover issues and errors within the process and to increase the 

validity of the results (Donovon et al., 2013; Kapelko & Lansink, 2015). 

Transition and Summary 

Section 2 contains a description of the processes that occurred during this study.  

As noted in the Research Method and Design section, I used a quantitative correlational 

study to examine the relationship between employee job satisfaction, job embeddedness, 

and turnover intent in U.S. Southeast manufacturing companies.  I met the minimum 

required sample size of 50 participants in this study, as required based on the results 
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calculated utilizing G*Power 3.1.9.2, since I used 63 qualified surveys to complete this 

study.  Participants completed a survey utilizing the SurveyMonkey Audience platform 

with questions derived from Andrews and Withey’s (1976) job satisfaction questionnaire, 

the Crossley et al. (2007) global job embeddedness scale, and the Mobley et al. (1978) 

three-item turnover intent questionnaire.  Once participants completed the surveys, I 

performed multiple linear regression analysis utilizing SPSS version 21 to determine 

whether to reject or accept the null hypothesis at a 95% confidence interval.  To ensure 

the accuracy of the results presented, analysis of a histogram, a normal probability plot, 

and scatterplots occurred in this section of the study.  Based on the results of the analysis 

performed, I answered all research questions presented in this study.  Section 3 includes 

all study findings, presentations of the material information discovered, and a discussion 

of the results.  Additionally, this section of the study includes an application of the results 

that manufacturing managers might utilize to enhance their business practices and to 

strengthen their company’s impact on positive social change.  
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Section 3: Application to Professional Practice and Implications for Change 

Introduction 

The purpose of this quantitative correlational study was to examine the extent to 

which employee job satisfaction and job embeddedness are predictors of employee 

turnover intentions.  The predictor variables were employee job satisfaction and 

employee job embeddedness.  The criterion variable was employee turnover intention.  I 

rejected the null hypothesis and accepted the alternative hypothesis.  Employee job 

satisfaction and employee job embeddedness were found to significantly predict 

employee turnover.  I studied the relationships between these variables by compiling 

three questionnaires previously used by scholars to study job satisfaction (Andrews and 

Withey, 1976), job embeddedness (Crossley et al., 2007), and turnover intent (Mobley et 

al. 1979) into one new survey, which I administered using SurveyMonkey Audience.  

The minimum sample size required for this study was 50 completed surveys based on 

G*Power 3.1.9.2 results.  After omitting incomplete surveys and outliers, the final 

number of participants for this study was 63. 

My intention in conducting this study was to provide managers in U.S. Southeast 

manufacturing with useful information to help reduce turnover intent among their 

employees.  Job satisfaction and job embeddedness are statistically significant variables 

that affect turnover intent within this region and industry.   Therefore, both predictor 

variables should remain areas of focus for U.S. Southeast manufacturing managers.  In 

the future, I plan to present my study results and recommendations, including potential 

steps manufacturing managers might take to help reduce turnover intent in their 
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organizations, in peer-reviewed journal articles and presentations to organizations with a 

strong U.S. Southeast manufacturing management presence. 

Presentation of the Findings 

I conducted multiple linear regression analysis on the data collected using SPSS 

to determine the specific relationships between employee job satisfaction, employee job 

embeddedness, and employee turnover intent.  Additionally, I tested the hypotheses to 

determine whether a statistically significant relationship existed between the predictor 

variables (job satisfaction and job embeddedness) and the criterion variable (turnover 

intent).  As a result of the analysis process, I rejected the null hypothesis (a linear 

combination of employee job satisfaction and job embeddedness is not a significant 

predictor of employee turnover intentions in the manufacturing industry in the 

Southeastern United States) and accepted the alternative hypothesis. In doing so, I 

concluded that a linear combination of employee job satisfaction and job embeddedness 

is a significant predictor of employee turnover intentions in the manufacturing industry in 

the Southeastern United States, based on my study data.   

The findings from this study reinforce Herzberg et al.’s (1959) thoughts regarding 

job satisfaction.  According to Herzberg et al.’s formulation of two-factor theory, job 

satisfaction should predict employee turnover intentions.  I found a -.703 correlation 

between job satisfaction and turnover intent among the employees surveyed in the 

manufacturing industry and Southeastern U.S. region.  Based on this significant negative 

correlation, I believe that Herzberg et al.’s theory continues to apply in the U.S. Southeast 

manufacturing industry.   
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I also confirmed that job embeddedness theory, as discussed by Mitchell et al. 

(2001), remains applicable in U.S. Southeast manufacturing.  In this study, there was a -

.501 correlation between job embeddedness and turnover intent.  Mitchell et al. suggested 

the job embeddedness theory is a significant alternative to other more traditional theories.  

The p-value of .000 for both employee job satisfaction and employee job embeddedness, 

when correlated to turnover intent, helped me confirm the results and reinforced that the 

theories from Herzberg et al. (1959) and Mitchell et al. remain applicable to current U.S. 

Southeast manufacturing employees.   

The minimum required sample size for this study was 50.  While I collected 81 

surveys through SurveyMonkey Audience, after omitting outliers and incomplete 

surveys, I was left with 63 surveys to analyze.  Of the 81 surveys collected using 

SurveyMonkey Audience, 12 of the participants declined to accept the consent form.  

Therefore, these individuals did not proceed past the initial page of the survey.  However, 

SurveyMonkey Audience counted these individuals in the total survey number because 

they had begun the survey.  Three of the remaining participants began but did not 

complete the survey.  They only answered about half of the questions.  When reviewing 

the scatterplots, I noticed three outliers.  Two of these outliers came from the results of 

the job satisfaction portion of the questionnaire, and one resulted from the job 

embeddedness portion of the survey.  Therefore, when I completed the analysis of the 

data, there were only 63 qualified surveys available.      
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Model Fit 

In SPSS, I ran a model fit diagnostic for multiple linear regression utilizing the 

predictor and criterion variables of this study.  Based on the information from Table 2, 

the R2 value was .705 while the adjusted R2 value was .696.  These values show that the 

regression line explains approximately 70% of the variability of the response data to the 

mean.  Since R2 ranges from 0% to 100%, .705 shows the model fits these data.     

Table 2 

 

Model Summary 

 

Modela R R Square Adjusted R 

square 

Std. error of 

the estimate 

1 .840a .705 .696 .59010 

a. Predictors (constant) were job embeddedness and job 

satisfaction. 

 

Descriptive Statistics 

Based on output results from G*Power 3.1.9.2, the minimum sample size for this 

study was 37 to 50 participants.  I determined this sample size using an a-priori size 

evaluation for a two-tailed, linear regression random model as suggested in the work of 

Faul et al. (2009).  To prevent a Type II error, I wanted to collect between 60 and 100 

qualified surveys from participants.  SurveyMonkey Audience only guaranteed I would 

receive 75 results.  While SurveyMonkey sent a total of 81 surveys, when I omitted the 

incomplete surveys and outliers, only 63 participant surveys remained.  This number 

exceeded the required number of surveys needed to prevent Type II errors even though it 

was a smaller number than I initially desired to collect.   
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The mean for turnover intent was 2.370 with a standard deviation of 1.069 (see 

Table 3 for descriptive statistics from the study).  For job satisfaction, the mean was 

3.781 with a standard deviation of 0.650.  For job embeddedness, the mean was 3.177 

with a standard deviation of 1.07.  I performed bootstrapping on these statistics to show 

the results within a 95% confidence interval based on 1,000 bootstrap samples.  

Researchers often use bootstrapping to test and retest the data-generating process 

(Donovon et al., 2013; Kapelko & Lansink, 2015).  Also, scholars can use bootstrapping 

to discover issues and errors in the research process and to increase result validity 

(Donovon et al., 2013; Kapelko & Lansink, 2015). 

Table 3 

 

Descriptive Statistics 

 

 Statistic Bootstrap 

Bias Std. error 95% confidence interval 

Lower Upper 

Turnover intent 

M 2.3704 -0.0025 0.1332 2.1164 2.6349 

SD 1.06947 -0.01327 0.08112 0.89570 1.20928 

N 63 0 0 63 63 

Job satisfaction 

M 3.7810 0.0018 0.0811 3.6254 3.9365 

SD 0.65027 -0.00868 0.05902 0.52452 0.75831 

N 63 0 0 63 63 

Job embeddedness 

M 3.1772 -0.0010 0.1332 2.9180 3.4259 

SD 1.07341 -0.01306 0.07668 0.90811 1.20977 

N 63 0 0 63 63 

Note. Unless otherwise noted, bootstrap results consist of 1000 bootstrap samples. 

 

Table 4 includes the frequencies specifically for the criterion variable.  The data 

included in this table show the frequency of the various responses to all 63 surveys 

utilized for this study.  The frequency results correspond to the Likert scale results of 1 
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(strongly disagree) to 5 (strongly agree) using the Mobley et al. (1978) intent to stay 

questionnaire.    

Table 4 

 

Frequency of Responses for Criterion Variable, Turnover Intent 

 

 f % Valid % Cumulative 

% 

Bootstrap for Percent 

Bias SE 95% Confidence 

Interval 

Lower Upper 

 

1.00 12 19.0 19.0 19.0 -.2 5.0 9.5 28.6 

1.33 5 7.9 7.9 27.0 .0 3.4 1.6 15.9 

1.67 3 4.8 4.8 31.7 -.1 2.6 .0 9.5 

2.00 11 17.5 17.5 49.2 .3 4.8 9.5 27.0 

2.33 5 7.9 7.9 57.1 .0 3.3 1.6 14.3 

2.67 6 9.5 9.5 66.7 .0 3.7 3.2 17.5 

3.00 5 7.9 7.9 74.6 .1 3.4 1.6 14.3 

3.33 5 7.9 7.9 82.5 .1 3.4 1.6 14.3 

3.67 5 7.9 7.9 90.5 -.2 3.3 1.6 14.3 

4.00 4 6.3 6.3 96.8 -.2 3.1 1.6 12.7 

5.00 2 3.2 3.2 100.0 .0 2.1 .0 7.9 

Total 63 100.0 100.0  .0 .0 100.0 100.0 

Note. Unless otherwise noted, bootstrap results consist of 1000 bootstrap samples. 

 

Inferential Statistics Results 

The primary research question for this study was, To what extent does a linear 

combination of employee job satisfaction and job embeddedness predict employee 

turnover intentions in the manufacturing industry in the Southeastern United States? 

I performed multiple linear regression analysis where alpha was predetermined at 

.05 (two-tailed) to examine how well job satisfaction and job embeddedness predict 

employee turnover intentions.  Scholars noted that determining the level of significance 
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using the p-value in comparison to the predetermined alpha remains essential in 

preventing Type I errors (Green & Salkind, 2014; Seaman, Seaman, & Allen, 2015).  For 

this study, the significance level was .000, which is less than .05.  Because the significant 

level, or p-value, was less than .05, I had to accept the alternative hypothesis: A linear 

combination of employee job satisfaction and job embeddedness is a significant predictor 

of employee turnover intentions in the manufacturing industry in the Southeastern United 

States.  There were 2 degrees of freedom for this study, as shown in Table 5.   

Table 5 

 

ANOVAa  

 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 50.020 2 25.010 71.822 .000b 

Residual 20.893 60 0.348   

Total 70.914 62    

a. Dependent Variable was turnover intent 

b. Predictors (constant) were job embeddedness and job satisfaction. 

 

Assumption Testing 

In this study, I made various assumptions regarding multicollinearity, outliers, 

normality of residuals, and linearity.  These assumptions remained important to this study 

and the validity and accuracy of the results.  Therefore, throughout the analysis process, I 

tested these assumptions utilizing methods previously recommended by scholars.      

Multicollinearity.  Multicollinearity occurs when there is strong correlation 

between two or more predictor variables (Voyer & Voyer, 2015).  Scholars noted that 

researchers could utilize Pearson’s correlation coefficient to measure multicollinearity 
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(Barker & Shaw, 2015; Dunn et al., 2014; Hannigan & Lynch, 2013).  Therefore, to test 

multicollinearity in this study, I utilized Pearson’s correlation coefficient.  Based on the 

Pearson’s correlation coefficient for this study, the predictor variables remain correlated 

to each other at .486.  While this result reflects positive correlation between job 

satisfaction and job embeddedness, the correlation is not above the .900 level. Correlation 

between .900 and 1.00 would mean there is very little variation in the way the two 

predictor variables relate to the criterion variable, which could cause redundancy in the 

results.  A correlation of .486 for the two predictor variables is acceptable for this study 

since it is not so strong that testing one variable would result in similar results to the 

testing of the other variable.      

Through analysis of the covariance numbers, I also confirmed both the negative 

relationship between the two predictor variables and turnover intent (-.703 and -.501).  

The results of this analysis indicated I should reject the null hypothesis:  A linear 

combination of employee job satisfaction and job embeddedness is not a predictor of 

employee turnover intentions in the manufacturing industry in the Southeastern United 

States.  Likewise, I accepted the alternative hypothesis: A linear combination of 

employee job satisfaction and job embeddedness is a significant predictor of employee 

turnover intentions in the manufacturing industry in the Southeastern United States.  
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Outliers.  This study included multivariate data.  Scholars noted that detecting 

outliers in such data is essential (Filzmoser et al., 2014).  Green and Salkind (2014) 

suggested researchers use scatterplots to discover outliers that might affect the results of 

multivariate research.  For this study, I created scatterplots in SPSS and reviewed the 

data.  I omitted all participant results that fell outside of a 95% confidence interval as 

noted by SPSS on the initial scatterplots.  There were two outliers on the job satisfaction 

scatterplot and one on the job embeddedness scatterplot.  Figures 1 and 2 include the final 

 

Table 6 

 

Correlations 

 

 Job 

satisfaction 

Job 

embeddedness 

Turnover 

intent 

Job satisfaction 

Pearson Correlation 1 .486** -.703** 

Sig. (2-tailed)  .000 .000 

Sum of squares and 

Cross-products 
27.298 22.866 -32.882 

Covariance .420 .352 -.506 

N 66 66 66 

Job 

embeddedness 

Pearson Correlation .486** 1 -.501** 

Sig. (2-tailed) .000  .000 

Sum of squares and 

Cross-products 
22.866 81.236 -40.409 

Covariance .352 1.250 -.622 

N 66 66 66 

Turnover intent 

Pearson Correlation -.703** -.501** 1 

Sig. (2-tailed) .000 .000  

Sum of squares and 

Cross-products 
-32.882 -40.409 80.197 

Covariance -.506 -.622 1.234 

N 66 66 66 

**. Correlation is significant at the 0.01 level (2-tailed). 
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scatterplots for both job satisfaction and job embeddedness.  Outliers are not included in 

these graphics.  

 
Figure 1. Scatterplot of job satisfaction and turnover intent. 
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Figure 2. Scatterplot of job embeddedness and turnover intent. 

Normality of residuals.  Another assumption made in this study was normal distribution.  

While scholars noted that testing for normality is less important on large sample sizes 

(Field, 2013), it remained essential for this study due to the small number of survey 

participants.  It is through normal distribution that researchers can gain confidence that 

the assumptions used in the study are valid.  Based on scholars’ suggestions (Field, 2013; 

Hora & Klassen, 2013), I used both histograms and normal probability plots to test for 

normality.  Based on Figures 3 through 7, this study contained normal distribution.  In 

Figure 3 and 4, one can see a normal bell curve for both job satisfaction data and job 
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embeddedness results.  In Figures 5 through 7, the data remains close to the 45-degree 

line, which researchers expect when viewing normal distributions.  Therefore, based on 

the results from each of these figures, normal distribution occurred in this study.  

Figure 3 

 
 

Figure 3. Histogram of job satisfaction. 
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Figure 4. Histogram for job embeddedness. 
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Figure 5. Normal Q-Q plot of job satisfaction. 
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Figure 6. Normal Q-Q plot of job embeddedness. 
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Figure 7. Normal Q-Q plot of turnover intent. 

Linearity.  The last assumption made in this study was that of linearity.  When 

performing studies using multiple linear regression analysis, showing linearity in the 

results is important (Simpson et al., 2014).  Linearity occurs when the predictor and 

criterion variables align closely.  Scholars noted that testing for linearity could occur 

through scatterplots (Field, 2013; Savescu, 2015).  Therefore, I utilized scatterplots in this 

study to prove linearity between the variables.  The scatterplots for job satisfaction, job 

embeddedness, and turnover intent appear in Figure 1 and Figure 2 of this study.  I used 

SPSS to create these figures, and the lines drawn in both graphs show the results of the 
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predictor variables and the criterion variable.  Based on these figures, linearity occurred 

in this study.  

Comparison of Study Results to Information from the Literature Review 

A negative correlation existed between job satisfaction, job embeddedness, and 

turnover intent for the U.S. Southeast manufacturing employees that took part in this 

study.  Based on the correlation results from Table 3, the correlation between job 

satisfaction and turnover intent was -.703 while the correlation between job 

embeddedness and turnover intent was -.501.  What these numbers indicate is that as job 

satisfaction and job embeddedness decrease for a worker, the employee is more likely to 

leave the job.   

The results of this study align well with information from prior scholars.  Yu and 

Kang (2016), for example, noted job satisfaction might positively contribute to employee 

retention.  Likewise, Ali (2016) suggested managers concentrate on job satisfaction 

among employees to prevent negative consequences from dissatisfaction.  Additionally, 

Ko and Kim (2016) suggested job embeddedness could improve turnover intention rates 

within organizations while Marasi, Cox, and Bennett (2016) noted job embeddedness 

might indirectly help increase retention and reduce organizational turnover.  Therefore, 

the results of this study align well with prior scholars’ research.   

Through this study, I extended the research of other scholars by specifically 

targeting U.S. Southeast manufacturing employees.  Other recent studies available 

presented general information applicable to various industries across the globe.  None of 

the studies available specifically included manufacturing employees or even U.S. 
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Southeast employees.  Therefore, while the results of this study confirmed prior scholars’ 

research, I also provided statistics showing the significance of both job satisfaction and 

job embeddedness specifically on turnover intent in this region and industry.          

Applications to Professional Practice 

Hancock et al. (2013) suggested a significant correlation exists between the 

financial performance of manufacturers and employee turnover, which makes turnover 

intent an important area of study for the manufacturing industry.  Upadhayay and Vrat 

(2016) noted total employee turnover expenses could cost businesses more than 100% of 

a single employee’s annual wages or salary, depending on the job left unoccupied.  These 

scholars noted employee turnover decreases profits due to increased hiring costs and 

weaker employee performances (Upadhayay & Vrat, 2016).  Therefore, understanding 

the variables that might contribute to turnover intent remains important.  

Through this study, I determined that a statistically significant correlation exists 

between job satisfaction, job embeddedness, and turnover intent among U.S. Southeast 

manufacturing employees.  If managers understand this relationship between job 

satisfaction and job embeddedness, they can begin concentrating their efforts on creating 

work environments that satisfy worker needs and embed employees to the organization 

and their specific jobs.  However, once managers realize the correlation between these 

variables and decide to increase job satisfaction and job embeddedness within the 

workforce, they should begin to develop specific strategies that will align with their 

employees’ needs and help better embed employees in the organization and to the job 

while improving their job satisfaction levels.  Scholars noted that job satisfaction factors 
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do not remain constant (O’Keefe, Corry, & Moser, 2015).  Likewise, each employee is 

different and what embeds one in a job might not similarly affect another.  However, to 

help strengthen the production, sales, and ending profits for an organization, it remains 

important to consider how to create job satisfaction and embeddedness to improve 

turnover intent.  Additionally, based on the results of this study, it is important managers 

understand both job satisfaction and job embeddedness can help improve turnover intent 

in U.S. Southeast manufacturing.      

Implications for Social Change 

The results of this study not only affect individual organizations, but they could 

impact local economies and society as well.  Approximately 8.8% of the U.S. economy 

comes from the manufacturing industry.  Additionally, U.S. Southeast manufacturers 

employ 19% of the nation’s manufacturing employees (Scott, 2015; United States 

Environmental Protection Agency, 2016).  Therefore, if weakness resides in this industry 

and region, other areas of the country might feel the effects as well.  As Vasquez (2014) 

noted, significant turnover in organizations leads to slower economic growth as the 

unemployment rate increases in communities, which could influence tax collections and 

social programs.   

Other more indirect issues from employee turnover begin with physical and 

mental health issues.  Breuer (2015) stated suicide rates increase in developed countries 

when unemployment rates rise, which also costs society productive employees and 

money to support surviving family members.  Drydakis (2015) conducted a longitudinal 
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study in Greece where he concluded that physical and mental health declines in societies 

where unemployment rates increase.   

There are other societal benefits to managers working to reduce turnover besides 

better physical and mental health.  Scholars noted that improved employee retention 

increases organizations’ profits and could positively affect companies’ abilities to 

increase philanthropic donations to the surrounding community (Chalmeta & Viinikka, 

2016).  Additionally, Chalmeta and Viinikka (2016) noted that companies who regularly 

participant in philanthropic donations in the community are more likely to have loyal and 

engaged employees, stronger productivity levels, and stronger corporate social 

responsibility in general.  Therefore, based on various scholars’ research, it remains 

important that manufacturing managers in the Southeast understand the correlation 

between job satisfaction, job embeddedness, and turnover intent not only for the financial 

benefit to their company but also for the community in which the organization resides 

and the economy.           

Recommendations for Action 

Properly managing an organization’s human resources remains essential not only 

to the organization but also to society (Gould-Williams, 2016).  However, the first step is 

recognizing what variables affect employees’ decisions to stay with a company and 

embedding the workers in their job.  If managers do not understand what causes turnover, 

it is harder to prevent employees from leaving the organization.  Based on the results of 

this study, job satisfaction and job embeddedness are correlated to turnover intentions in 

the U.S. Southeast manufacturing industry.  Scholars also noted that changes occurring in 
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the economy, globalization, and diversification are creating shifts in managing 

organizational talent (Stone & Deadrick, 2015; Tangthong et al., 2015).  Therefore, based 

on these facts, it is important that managers understand the latest statistics regarding the 

motivations of employees in their region, industry, and individual company to help meet 

employee needs and retain innovative talent.   

   Once manufacturing managers understand the correlation between job 

satisfaction, job embeddedness, and turnover intent, the next step they might take is to 

conduct further research with individual employees to begin to understand what 

motivates each employee with regard to satisfaction and embeddedness within his or her 

job.  As Herzberg et al. (1959) noted, employee satisfaction and dissatisfaction depend on 

exposure to certain workplace factors.  It is up to the managers of these employees to 

discover what specifically motivates his or her employees and to help propel job 

satisfaction.  Likewise, Mitchell et al. (2001) noted managers should understand how to 

create job embeddedness for each employee to prevent increased turnover intent.   

The final step managers might take once they understand the correlation between 

job satisfaction, job embeddedness, and turnover intent along with the motivating factors 

of specific employees is to create a strategy to help increase both job satisfaction and job 

embeddedness within the workforce.  Galpin et al. (2015) suggested that a company’s 

human resource strategy remains the center of its ability to achieve sustainability.  

Therefore, creating a strategy to help improve job satisfaction and job embeddedness is 

essential to the future success of companies.  Based on scholars’ research, successful 

companies are beneficial not only to direct stakeholders but also to indirect stakeholders 



88 

 

in the community where the organization operates (Du et al., 2015).  Therefore, managers 

should not overlook the importance of creating a strategy that improves job satisfaction 

and job embeddedness within the workplace.   

While these steps remain important to U.S. Southeast manufacturing managers, it 

also is important to discuss how these individuals will receive the results of this study so 

they can begin the process of improving employee retention rates within their respective 

companies.  My plan is to present the findings of this study in peer-reviewed journals 

utilized by manufacturing managers from the U.S. Southeast and at professional 

organizational meetings attended by these key managers.  Providing this current 

information as affirmation of how employees in today’s workforce feel about job 

satisfaction and job embeddedness along with showing the significant correlation 

between these variables and turnover intent should draw awareness of how important it is 

for managers to address these human resource issues with their employees.      

Recommendations for Further Research 

Several limitations existed in this study, including the lack of generalizability, the 

self-reporting status of the participants, the single-researcher analysis, and the 

correlational design.  By utilizing SurveyMonkey Audience, my intent was to reach 

unbiased and generalized results among the manufacturing employees in the Southeastern 

United States.  Bootstrapping occurred using SPSS, which helped validate the accuracy 

of the results.  While generalization across all industries and global regions did not occur, 

generalization within the region and industry of focus occurred because of the platform 

utilized.  
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Self-reporting data exists in many surveys.  However, to counteract any concerns, 

I included in the consent form reaffirmation that all data would remain private.  Not even 

I know who participated in this study.  Additionally, all participants in this study were 

members of SurveyMonkey Audience at the time of the survey.  So, each participant was 

familiar with the platform and the company’s security and privacy standards.  Each of 

these factors should contribute to more accurate results from the participants.   

The third limitation was the fact only one researcher performed the analysis in 

this study.  However, to combat this limitation, all information collected and all tables 

and figures pulled using SPSS will remain on a storage device for review by Walden 

officials at any time.  All relevant tables and figures discussed in this study appear in this 

document for clarity and confirmation purposes.  Additionally, all data will go through a 

minimum of four Walden reviewers.  Therefore, the information in this study was peer-

reviewed upon publishing.   

The final limitation of this study was the correlation design.  Scholars noted that 

researchers often infer causation with correlation (Merianos et al., 2013).  As the single 

researcher in this study, I understand that correlation does not mean causation.  To 

discover causation, researchers should conduct additional studies regarding job 

satisfaction and job embeddedness and their impact on turnover intent in U.S. Southeast 

manufacturing outside of using correlation.   

My recommendations for future researchers of this topic include possibly 

conducting a qualitative study regarding employee retention.  Utilizing a qualitative study 

with various manufacturing employees in this region might prove beneficial in 
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determining strategies for improving not only job satisfaction and job embeddedness, but 

also in determining other factors that might affect a manufacturing employee’s decision 

to stay with a company.  Other factors might prove more important than job satisfaction 

and job embeddedness on U.S. Southeast manufacturing employees.  Additionally, 

managers could create and implement specific strategies to help improve turnover intent 

numbers within the organization and retain more of the quality and innovative employees 

that help companies reach sustainability.   

Additionally, I recommend future researchers replicate this study in other regions 

and industries or specific companies.  Just because the correlation between these 

variables remained significant in U.S. Southeast manufacturing does not mean the same 

results will occur in every industry, region, or individual company.  Demographics and 

needs of employees could vary depending on location and job, making this study a good 

initial study for managers to replicate to better understand the specific needs within their 

own regions, industries, or organizations.       

Reflections 

Manufacturing affects a significant portion of the economy in the U.S. Southeast 

(Scott, 2015).  The decision to study this region and industry came not only because of 

the significant impact this industry has on the U.S. Southeast economy but because such 

limited research is available on this topic within this industry and region.  There were 

virtually no peer-reviewed articles by researchers addressing these variables and their 

relationship to turnover intent in U.S. Southeast manufacturing within the last 5 years.  

Therefore, I decided to complete this study.   
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While I felt that both job satisfaction and job embeddedness remained important 

to employees, in general, I had no predetermined thoughts regarding exactly how 

correlated these variables were to turnover intent in current U.S. Southeast 

manufacturing.  Because of the importance of both variables to turnover intent in other 

industries and regions globally within recent years, I felt obligated to study and report the 

results and feelings of current U.S. Southeast manufacturing employees.  Through the 

results of this study, it is possible that manufacturing managers will glean the importance 

of both variables not only on turnover intent but also on overall corporate profits, local 

communities, and the region’s economy.  Understanding the relationship between both 

variables and turnover intent might help manufacturing managers increase their focus on 

the human resources of their respective companies.  The benefits of increasing such a 

focus could include better production, increased profits, and better economies for the 

communities where Southeast manufacturers reside (Du et al., 2015; Galpin et al., 2015; 

Peltokorpi et al., 2015).     

While I have never worked full-time in the manufacturing industry, many family 

members have or continue to work in manufacturing in the U.S. Southeast.  Because of 

these individuals, several who are currently in management positions, I understand the 

importance of human resources.  Through the process of this study, I gained a greater 

understanding of the importance of human capital to an organization’s success.  As 

Ngirande (2014) noted, employee attraction and retention are the biggest challenges in 

human capital management.  Therefore, it remains important that managers know and 
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understand the variables that affect the relationships and retention of a company’s 

greatest capital, its employees (Karatop, Kubat, & Uygun, 2015).   

Conclusion 

Employee turnover is costly for both organizations and society.  High employee 

turnover can result in weaker employee morale, loss of innovative workers, increased 

worker stress, lower productivity, decreased sales, and a decline in profits (Hayward et 

al., 2016).  Additionally, weaker corporate profits can lead to a lower community tax 

base, weaker philanthropic donations, and a ripple effect on the greater economy (Du et 

al. 2015; Vasquez, 2014).  Scholars noted that employee attraction and retention are the 

biggest challenges to human capital management (Terera & Ngirande, 2014).  Therefore, 

because of its significance from a cost perspective and the difficulty in addressing the 

human resource issues, this topic is a timely one for U.S. Southeast manufacturing 

managers.   

The results of this research showed a linear combination of employee job 

satisfaction and job embeddedness is a significant predictor of employee turnover 

intentions in the manufacturing industry in the Southeastern United States. Therefore, 

manufacturing managers in this region and industry should consider the results of this 

study, discover specific needs of their employees, and create and implement strategies 

that strengthen employee job satisfaction and job embeddedness within their workforces.  

The results of such strategies could improve employee retention within the company, 

increase corporate profits, enhance the surrounding community, and positively affect the 

economy.    
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 Appendix A: Andrews and Withey’s Job Satisfaction Questionnaire 

Please indicate how you feel about your job using the following scale:   

1 = terrible; 2 = unhappy; 3 = mostly dissatisfied; 4 = mixed; 5 = mostly satisfied; 6 = 

pleased; 7 = delighted 

1. How do you feel about your job?      

2. How do you feel about the people you work with – your co-workers? 

3. How do you feel about the work you do on your job – the work itself? 

4. What is it like where you work – the physical surroundings, the hours, the amount 

of work you are asked to do? 

5. How do you feel about what you have available for doing your job – meaning the 

equipment, information, good supervision, and so on? 
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Appendix B: Crossley, Bennett, Jex, and Burnfield’s Global Job Embeddedness Scale 

Please indicate the degree of your agreement or disagreement with each statement by 

checking a number from 1 to 5 using the scale below.  

1 = strongly disagree; 2 = disagree; 3 = neutral; 4 = agree; 5 = strongly agree  

1. I feel attached to this organization.    1   2   3   4   5 

2. It would be difficult for me to leave this organization.  1   2   3   4   5 

3. I’m too caught up in this organization to leave.   1   2   3   4   5 

4. I feel tied to this organization.     1   2   3   4   5 

5. I simply could not leave the organization that I work for. 1   2   3   4   5 

6. I am tightly connected to this organization.    1   2   3   4   5 
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Appendix C: Mobley, Horner, and Hollingsworth’s Intent to Stay Scale 

Please indicate the degree of your agreement or disagreement with each statement by 

checking a number from 1 to 5 using the scale below.  

1 = strongly disagree; 2 = disagree; 3 = neutral; 4 = agree; 5 = strongly agree  

1. I often think of leaving the organization.    1   2   3   4   5 

2. I intend to look for a new job within the next year.   1   2   3   4   5 

3. If I could choose again, I would not work for this organization.  1   2   3   4   5 
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Appendix D: Andrews and Withey Instrument Permission Request 

From: Angie Skelton [mailto: e-mail address redacted]  

Sent: Wednesday, November 2, 2016 11:12 PM 

To: Dail Fields <e-mail address redacted>  

Subject: Permission to Use 

 

Dr. Fields,  

 

 I am a doctoral candidate at Walden University.  I am conducting a study titled 

Predicting Manufacturing Employee Turnover Intentions Utilizing Employee Job 

Satisfaction and Job Embeddedness. I am writing in an effort to gain permission to use 

the Andrews and Withey job satisfaction scale as one of the instruments for my doctoral 

study.  You mentioned this measurement in your book Taking the Measure of Work: A 

Guide to Validated Scales for Organizational Research and Diagnosis.  Since both Frank 

Andrews and Stephen Withey are now deceased, could you direct me as to whom I might 

contact to gain permission to use this scale for my study.  Any information you could 

provide me would be appreciated.  

 

 Thank you in advance,  

 Angie Skelton 

E-mail: redacted 

 

From: Dail Fields  
  

 

Sent: Thursday, November 3, 2016 

To: Angie Skelton 

Subject: Permission to Use 

 

Angie:  

As long as you will be using any of the scale measures in my book for non-revenue 

academic purposes, such as dissertation research, it is my understanding that they may be 

used without prior permission.  If you were to reprint the scale measures in a profit-

making venture, such as a book, you would need to obtain and purchase reprint 

permission (as I did).   

 

 Best wishes for a successful dissertation.  

  

Dail Fields, PhD 

Professor of Organizational Leadership  

Regent University School of Business and Leadership 

1000 Regent University Drive, Virginia Beach, VA 23464 
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Appendix E: Permission to Use Crossley, Bennett, Jex, and Burnfield’s (2007) Global 

Job Embeddedness Scale 

From: Angie Skelton [mailto: redacted]  

Sent: Thursday, November 03, 2016 12:07 AM 

To: Craig Crossley <e-mail address redacted> 

Subject: Permission to Use 

 
 

 

Dr. Crossley,  

I am a doctoral candidate at Walden University.  I am conducting a study titled 

Predicting Manufacturing Employee Turnover Intentions Utilizing Employee Job 

Satisfaction and Job Embeddedness. I am writing in an effort to gain permission to use 

the 7-question global job embeddedness scale introduced by Crossley, Bennett, Jex, and 

Burnfield in 2007.  It is my intent to utilize the 5-point Likert-type scale originally used 

to examine the responses, where low scores indicate strong disagreement and high scores 

indicate strong agreement.   

 

If you do not mind me using this scale in its original form for my study, would you please 

let me know?  I sincerely appreciate your consideration.  You can reach me at [e-mail 

address redacted] or via phone at [redacted] if you have any questions.   

 

Thank you in advance,  

Angie Skelton 

 

Crossley, C. D., Bennett, R. J., Jex, S. M., & Burnfield, J. L. (2007). Development of a 

global measurement of job embeddedness and integration into a traditional model of 

voluntary turnover. Journal of Applied Psychology, 92, 1031-1042. 

http://dx.doi.org/10.1037/0021-9010.92.4.1031 

 

From: C.D. Crossley 

Sent: Thursday, November 03, 2016 

To: Angie Skelton 

Subject: Permission to Use 

 

Hi Angie, 

Yes, please feel free to use the scale.   

I hope it makes all your hypotheses come true  

 Good luck with your research. 

 Craig 

http://dx.doi.org/10.1037/0021-9010.92.4.1031
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Appendix F: Permission to Use Mobley, Horner, and Hollingsworth’s (1978) Turnover 

Intent Instrument 

To: Sherry Gong 

Sent: Thursday, November 03, 2016  

From: Angie Skelton 

Subject: Dr. Mobley’s Contact Information 

 

Ms. Gong,  

 

I am a doctoral candidate at Walden University.  I am looking for Dr. Mobley's email 

address.  He and two other scholars (Horner and Hollingsworth) introduced a 

questionnaire in 1978 that addressed turnover intent.  I would like to ask Dr. Mobley for 

permission to use three questions I pulled from the questionnaire for my current doctoral 

study.  Would it be possible for you to direct me to Dr. Mobley or forward to me his 

email address?  I greatly appreciate any help you might provide.  

 

Sincerely,  

 

Angie Skelton 

E-mail: redacted 

Phone: redacted 

 

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An evaluation 

of precursors of hospital employee turnover. Journal of Applied Psychology, 

63, 408-414.  http://dx.doi.org/10.1037/0021-9010.63.4.408 

 

William Mobley  

redacted  
 

 

From: William Mobley 

Sent: Friday, November 04, 2016 

To: Angie Skelton and Sherry Gong 

Subject: Dr. Mobley’s Contact Information   

 
 

Dear Angie, 

 

Thanks for the note, that my colleague Sherry Gong has forwarded to me. 

You have my permission to use the intention scale. 

 

Best wishes with your research. 

Bill 

William H. Mobley, Ph.D. 

mailto:angie.skelton@waldenu.edu
http://dx.doi.org/10.1037/0021-9010.63.4.408
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Chairman, Mobley Group Pacific Ltd. 

Shanghai & Hong Kong 
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