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Abstract  

Although studies on employee turnover (E-Turnover) are commonplace in management, 

particularly Human Resource Management (HRM) literature, many of those studies explored the 

subject-matter as an effect rather than a cause phenomenon. As a way of bridging the noticeable 

gap in literature, this paper assessed how E-Turnover and issues associated with it impact 

employee job satisfaction with the intent to comprehend how best to manage the phenomenon and 

make it more functional to the organisation. To achieve the broad goal and specific objectives of 

the study, quantitative techniques were adopted at both data collection and analysis levels. The 

collected data from 109 non-managerial hospitality sector employees was analysed using 

descriptive and inferential statistics. Findings revealed that E-Turnover [job change habit] (r = 

.400), delay in salary payment (r = .218), family-related issues (r = .284) and delayed promotion 

(r = .277) in that order were the most significantly correlated to employee job satisfaction. More           

in-depth analysis indicated that job security (β = .679), delayed promotion (β = .572), inadequate 

welfare package (β = .524) and intent to leave due to poor relationship with supervisor (β = .522) 

all at (p < 0.05) were respectively the most fundamental issues to explaining employee job 

satisfaction. Apart from those four, language barrier (β = .580), delayed salary payment (β = 

.497), job change habit (β = .654), non-conducive cultural environment (β = .456) and family-

related issues impacting performance (β = .326) all at (p < 0.05) in that order were also key to 

explaining job satisfaction among business and other organisational employees. The paper 

concluded by indicating that E-Turnover, intent-to-exit and other co-variants all influence whether 

employees become satisfied at work or not. 
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Introduction 

While the occurrence of some degree of Employee Turnover (E-Turnover) phenomenon should be 

welcomed by organisations due to the opportunities it presents to innovate and bring in new 

recruits with potentially novel ideas to develop organisations further (Meier and Hicklin, 2012; 

Ingersol and Smith, 2003), an excessively high level may be harmful to businesses (Glebeek and 

Bax, 2004). In terms of the benefit, Meier and Hicklin (2012) opine that an organisation where the 

cost of replacing underperforming employees can be compensated for by more highly performing 

employees, E-Turnover benefits that organisation. Used interchangeably with constructs like 

‘labour turnover’, E-Turnover is defined as …”the rate at which people leave an organisation” 

(Armstrong, 2011, p. 497). The attention that research into turnover has enjoyed over the years is 

largely due to its significance in terms of the consequesnces and cost that accompany its occurrence 
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in business organisations and the like. This significance has meant that much of the focus by 

researchers and practitioners were on the causes and sources of E-Turnover (Ongori, 2007). To 

that end, in most of the numerous studies, E-Turnover “…has been treated as a dependent variable 

(DV) and not as an independent one” (Glebeek and Bax, 2004, p. 277).  

Glebeek and Bax (2004) express surprise at the shortage of studies that explore E-Turnover effects 

on organisation, in other words as an independent variable (IV), particularly because the surge in 

focus on turnover research was due to the assumed impact of turnover on organisational 

effectiveness (Hutchinson et al, 1997). In consideration of the apparent shortage of studies that 

assess E-Turnover as a variable that impact other aspects of organisational dynamics, this paper 

appraises not only employee turnover, but also its correlates as influencers of job satisfaction 

among employees of the hospitality sector in a state in Southwestern zone of Nigeria. More 

specifically, the paper delves into how E-Turnover impact other employees’ job satisfaction when 

it occurs in an organisation, with a view to highlighting the aggregated significance of the effects 

of all factors combined while also identifying the role each of the factors play in determining 

whether employees are satisfied on the job or not.  

 

An Overview of Employee-Turnover in Hospitality Organisations 

As part of the ongoing knowledge development about Employee-Turnover research, Zopiatis et 

al. (2014) report a negative correlation between affective organisational commitment, extrinsic job 

satisfaction and turnover intention among hotel employees in Cyprus. Generally, turnover intent 

is connected to actual exits of employees (McCarthy et al., 2007). However, the level of job 

satisfaction can be influenced by the stress level of individual employees particularly as far as 

gender is concerned. Kim et al. (2009) assert that the effect of role stress is stronger among female 

hotel employees compared to male; this indicates that in making efforts to combat stress among 

hospitality employees, and hotels in particular, the female gender need a more targeted policy 

being the more vulnerable group. 

Albattat and Som (2013) connect worsening E-Turnover directly to the result of dissatisfaction 

among hotel employees in Malaysian hospitality industry. Although the study highlights the level 

of turnover crises in Malaysia, it also indicates employee turnover as a dependent variable, 

signaling the significance of the current study that investigated E-Turnover as an independent 

variable. In summary, the dearth in studies that evaluate E-Turnover as an independent variable 

underscores the importance of this research that treat E-Turnover as such. The next section 

provides explanation on the framework adopted in the research. 

 

Conceptual framework 

Due to the unique and dual nature of the E-Turnover concept the occurrence of which can be either 

positive or negative for any organisation particularly the business-type organisation, this paper is 

anchored on the research by Ingersol and Smith (2003) in which turnover is perceived as either a 

functional or dysfunctional type. According to the authors, it is not always the case that employee 

turnover occurrence in an organisation is bad, it will depend on whether the effects it bring on the 

organisation or business is positive (functional turnover) or negative (dysfunctional turnover). As 
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described in the introductory section, the notion of E-Turnover functionality depicted by Ingersol 

and Smith (2003) classify employee exits/turnover as functional when its occurrence provides 

management of an organisation with the opportunity to replace employees who have left with those 

who might be ‘better performers’; the latter form of employees have the potential to inject fresh 

ideas into the organisation and improve employees’ efficiency and organisational effectiveness.  

However, when replacement employees fail to improve organisational performance, the Ingersol 

and Smith’s (2003) tag such turnover as dysfunctional due to its negative effects. Adopting the 

classification by Ingersol and Smith is justifiable since this paper explores the effects of the E-

Turnover phenomenon, the intent to turnover and the correlates of the phenomenon on job 

satisfaction of employees of the hospitality sector in the identified state within Nigeria. One may 

argue that since the turnover classification within the study by Ingersol and Smith (2003) appears 

to be based on the form of effects that turnover phenomenon unleashes on the 

organisation/business, it is appropriate to apply it in the context of this paper that is also 

considering how the concept impacts the satisfaction of the employees sampled. Essentially, even 

when turnover occurs, it may boost the confidence of the remaining employees if the exited 

employees are not of high value to the organisation and their existence was deemed inimical to the 

morale of other employees when they were still with the organisation. In such situation, turnover 

will likely be welcomed by management and could potentially improve the remaining employees’ 

morale while also giving room for better people to be recruited; that would be functional E-

Turnover. By implication, Ingersol and Smith’s (2003) classification is an appropriate conceptual 

framework to situate this paper within. The part that follows presents the methodology employed. 

 

Methodology 

For the purpose of this research, quantitative methodology was adopted for data collection and 

analysis. Data collection was done through structured questionnaire administration; the analysis 

was carried out using SPSS 21. 173 questionnaire copies were distributed to non-managerial 

hotels’ employees, events management and tourism firms to elicit information from the population, 

although the largest proportion of respondents were from the hotel sub-sector because hotels are 

dominant within the hospitality industry in the state targeted for data collection. Out of the 173 

questionnaires, 131 employees responded making a total of 76% response rate. However, out of 

the 141, only 109 were in usable form, that is 63% of the total number originally sent out.  

Prior to detailed analysis, the reliability of the constructs that addressed the broad goal and specific 

objectives of the research was tested to determine whether or not the instrument’s constructs 

measured what they were expected to measure. The reliability statistics resulted in Cronbach alpha 

coefficient of .747 for standardised items. This indicates that the questionnaire items were reliable 

in measuring what they were expected to measure given that .70 is the standard minimum expected 

(George and Mallery, 2003) alpha coefficient for research purposes. With such results and 

foundation, further analyses were carried out including correlation between the independent 

variables to test for multicollinearity, and regression analysis to determine the extent to which the 

overall model explained employee job satisfaction. In addition, the specific effect size of each of 

the explanatory variables in the model was evaluated. For the regression analysis, Categorical 

Regression (CATREG) was conducted rather than the standard linear regression because the 

dependent and independent variables were of mixed nature. While the dependent variable (job 
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satisfaction) was dichotomous, the independent variables were mostly ranked. CATREG allow 

variables of mixed properties to be transformed to quantifiable items to assist further in-depth 

analysis (Starkweather and Herrington, 2012). In the following part of the paper, the results are 

explained.  

 

Findings 

The results are presented in two stages: the first explains and justifies the need for correlation 

analysis, and the second presents the findings from the Categorical Regression analysis.  

 

 

 

Correlation analyses 

 

Correlation was conducted between the independent variables to determine whether 

multicollinearity existed between any of the paired independent variables. If that occurred, then, 

any of the pairs may be excluded from further analysis leaving only one of the two to represent the 

pair. The implication is that one of the pairs would be redundant within the regression model 

anyway; so no point in including such. The result of the multicollinearity test indicated that it was 

not really an issue within the model as most of the pairs were either in the range .3, just above or 

below and this is quite low, justifying their inclusion in further analysis. As part of the first stage, 

correlation was also carried out between the dependent variable (DV, i.e. job satisfaction) all 11 

independent variables (IVs) for an a priori knowledge of the level of relationship between the 

former and each of the latter. This provided better insight into the results of the regression analysis, 

particularly on whether job satisfaction would only be explained by those variables that correlated 

significantly with it originally or whether others would be key within the whole regression model. 

The results highlighted the importance of regression analysis over ordinary correlation coefficient 

in data analysis. This is highlighted further in the section that discusses inferential statistics results 

(regression analysis). The results of the pairwise correlation analysis of the independent variables 

against the DV showed that four of the IVs significantly correlated with job satisfaction (DV); they 

are E-Turnover [employees’ job change habit] (r = .400), salary delay (r = .218), family-related 

issues (r = .284) and delayed promotion (r = .277). This result shows that the four constructs had 

the strongest connection to employee job satisfaction at this level of analysis. The section that 

follows evaluate the results and forms stage two of the analysis.    

 

 

Regression analyses 

 

Stage two of the analysis process provides insight into the output of the categorical regression 

analysis (CATREG) as indicated in tables 1-4. Table 1 summarises the results of the model that 

regressed job satisfaction over 11 independent variables. After the results were adjusted for errors, 

the adjusted R2 was .678; this means the model that the IVs loaded into explained 67.8% of any 

change that occurred in job satisfaction (IV) within the model. This is significantly high given that 

the figure is much larger than the average of .5. The implication here is that, largely, the 11 

independent variables (including E-Turnover and its correlates) are collectively strong enough to 
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explain more than two-thirds of changes that occur in job satisfaction.  In table 2, the Analysis of 

Variance (ANOVA) was significant at p = .000. By interpretation, when the variance in job 

satisfaction was analysed based on whether E-Turnover, intent-to-leave and other co-variants 

(IVs) were strong enough to explain the variation in employees being satisfied in their jobs or 

otherwise, findings indicated that the latter explicated the former very strongly. Put simply, it 

means that at 95% confidence level, the result will emerge at p = .000, p < 0.05 margin of error 

allowed. At this level of the analysis, however, there was still no clear-cut indication of which of 

the independent variables were the strongest and most important in the variance explained in job 

satisfaction.    

 

 

Table 1: Model Summary for regressing employee job satisfaction over employee turnover 

and other independent variables 

Multiple R R Square Adjusted R Square Apparent Prediction 
Error 

.892 .796 .678 .204 
Source: Extracted from SPSS Output for Employees’ Data 

Dependent Variable: Are you satisfied with your present job? 
Predictors: Have you ever change jobs? Job security lowers my morale, Salary delay creates my distrust 
in the organisation, Family issues affect my performance in the organisation, Leaving too far from my 
workplace is highly discouraging, Issues with colleagues do not bring the best out of me, Delayed 
promotion at my workplace discourages me, Non-conducive cultural environment negatively affects my 
performance, Language barrier negatively impacts my confident level, I will like to leave the organisation 
because of poor relationship with my supervisor, Inadequate welfare package may force me to leave the 
organisation. 
 

 

 

 

Table 2: ANOVA table showing the significance of the regression model in explaining 

employee job satisfaction 

 Sum of 
Squares 

DF Mean Square F Sig. 

Regression 87.571 40 2.189 6.735 .000 
Residual 22.429 69 .325   

Total 110.000 109    

Source: Extracted from SPSS Output for Employees’ Data 

Dependent Variable: Are you satisfied with your present job? 
Predictors: Have you ever change jobs? Job security lowers my morale, Salary delay creates my distrust 
in the organization, Family issues affect my performance in the organization, Leaving too far from my 
workplace is highly discouraging, Issues with colleagues do not bring the best out of me, Delayed 
promotion at my workplace discourages me, Non-conducive cultural environment negatively affects my 
performance, Language barrier negatively impacts my confident level, I will like to leave the organisation 
because of poor relationship with my supervisor, Inadequate welfare package may force me to leave the 
organisation. 
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As part of the necessary steps before in-depth analysis involving regression, table 3 is an indication 

of the level of tolerance of each of the IVs within the model. Tolerance is an indication of the level 

of explanatory power of an independent variable that cannot be explained by other independent 

variables within the model. Any IV with tolerance level of less than .1 is insignificant within the 

regression model (UCLA, 2013); this means that such variable has little impact in whatever occur 

within the model. However, from table 4, all of the IVs had important role to play in the model 

because, none of them had a tolerance of less than the acceptable level of .1; in fact, the least value 

was .513 even after the constructs were transformed to quantifiable values for further analysis.   

Once the IVs that had key role to play were identified in the model, table 4 provided better 

clarification on which constructs were the most significant in explaining what became of job 

satisfaction level in the hospitality businesses sampled.  

 

Findings showed that out of the 11 potential explanatory variables, 9 of them were robust enough 

to explain any variation in job satisfaction that occurred within the model. Judging by their Beta 

Coefficients (β) and p values in ascending order of the most significant construct first, the following 

were key to understanding whether or not employees were satisfied in their jobs: job security at β 

= .679, p = .000 (p < 0.05),  delayed promotion at β = .572, p = .000 (p < 0.05), inadequate welfare 

package at β = .524, p = .000 (p < 0.05) and intent to leave due to poor relationship with supervisor 

at β =  .522, p = .000, (p < 0.05). These were followed by language barrier that eroded employee 

confidence at β = .580, p = .001 (p < 0.05) and delay in salary payment at β = .497, p = .001 (p < 

0.05). The next two were job change habit β = .654, p = .003 (p < 0.05) and non-conducive cultural 

environment that impacted performance at β = .456, p = .003 (p < 0.05), and the last was family-

related issues impacting performance at β = .326, p = .006 (p < 0.05). While the Beta Coefficient 

(β) of each of the explanatory variables (IVs) explain the degree of influence it exerts on the 

criterion variable (DV), p value determines the level of significance that such variable has on the 

dependent variable (criterion).  
 

On the whole, job security, delayed promotion, inadequate welfare package and intent to leave 

due to poor relationship with supervisor in that order were the most significant in comprehending 

employees’ job satisfaction, while family-related issues were the least important of the nine most 

significant variables; nonetheless, issues of family nature were still more important than the 

remaining two that had almost insignificant bearing on employees job satisfaction.  
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Table 3: Correlations and Tolerance of each of the independent variables justifying their 

inclusion in the regression model 

 Correlations Importance   Tolerance 

Zero-
Order 

Partial Part After 
Transformation 

Before 
Transformation 

Have you ever change 
jobs? 

.400 .761 .53
0 

.329 .656 .822 

Job security lowers my 
morale 

.101 .733 .48
6 

.086 .513 .670 

Salary delay creates 
my distrust in the 
organization 

.243 .664 .40
2 

.151 .654 .692 

Family issues affect 
my performance in the 
organization 

.254 .547 .29
5 

.104 .818 .766 

Leaving too far from 
my workplace is highly 
discouraging 

.005 .474 .24
3 

.002 .726 .643 

Issues with colleagues 
do not bring the best 
out of me 

-.030 .274 .12
9 

-.006 .682 .444 

Delayed promotion at 
my workplace 
discourages me 

.317 .672 .41
0 

.228 .514 .551 

Non-conducive cultural 
environment 
negatively affects my 
performance 

.239 .624 .36
0 

.140 .597 .369 

Language barrier 
negatively impacts my 
confident level 

.059 .700 .44
3 

.043 .583 .410 

I will like to leave the 
organisation because 
of poor relationship 
with my supervisor 

-.169 .657 .39
4 

-.111 .569 .630 

Inadequate welfare 
package may force me 
to leave the 
organization 

.051 .648 .38
4 

.033 .538 .579 

Source: Extracted from SPSS Output for Employees’ Data 

Dependent Variable: Are you satisfied with your present job? 
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Table 4: Coefficients of each of the independent variables and their strength in explaining 

employee job satisfaction 

 

 Standardized 
Coefficients 

Df F Sig. 

Beta Bootstrap 
(1000) 
Estimate 
of Std. 
Error 

***Have you ever change jobs? .654 .213 1 9.442 .003 
*Job security issues lower my 
morale 

.679 .205 4 10.975 .000 

*Salary delay creates my distrust 
in the organization 

.497 .197 3 6.348 .001 

*Family issues affect my 
performance in the organization 

.326 .163 4 4.001 .006 

Leaving too far from my workplace is 
highly discouraging 

.285 .205 4 1.927 .116 

Issues with colleagues do not bring 
the best out of me 

.156 .229 4 .460 .764 

*Delayed promotion at my 
workplace discourages me 

.572 .234 4 5.991 .000 

*Non-conducive cultural 
environment negatively affects my 
performance 

.466 .221 4 4.467 .003 

*Language barrier negatively 
impacts my confident level 

.580 .257 4 5.080 .001 

***I will like to leave the 
organisation because of poor 
relationship with my supervisor 

.522 .211 4 6.110 .000 

*Inadequate welfare package may 
force me to leave the organization 

.524 .213 4 6.080 .000 

Source: Extracted from SPSS Output for Employees’ Data 

Dependent Variable: Are you satisfied with your present job? 
 
Notes:  
 

a. The three asterisks (***) indicate constructs that are E-Turnover linked;  
b. The remaining constructs with a single * are all factors that are indirectly connected to E-

Turnover but affect employee satisfaction in the job. 
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Summary 

In order to fill the apparent gap in existing literature on studying the impact that E-Turnover has 

on organisations of all forms, including the business type, especially with regards to turnover as 

an independent variable, this research set out to assess the influence it has on organisational 

employees’ job satisfaction. The study employed quantitative methodology, both in data collection 

and analysis, using both descriptive and inferential methods to highlight both aggregated and 

disaggregated results. The findings indicated that four constructs were significantly connected with 

employee job satisfaction namely: employees’ job change habit, salary delay, family-related issues 

and delayed promotion. Much more importantly, further and in-depth analyses demonstrated that 

when key variables were considered, 9 of them offered the most significant explanation to the 

variation in employee job satisfaction at work. The important variables are as follows: job security, 

delayed promotion, inadequate welfare package, intent to leave due to poor relationship with 

supervisor and language barrier. Others are delay in salary payment, job change habit, non-

conducive cultural environment and family-related issues. However, out of these 9 most important, 

the first four were the most significant while the last one was the least important.  

 

Conclusion and Implications 

To round this discussion up, it can be concluded that E-Turnover and intent to quit jobs by 

employees are sure warning signs that employees of a particular organisation are dissatisfied with 

their management. However, when combined with other challenges like lack of job security, 

inadequate welfare and lack of or delayed promotion, employees’ morale are bound to be 

negatively impacted with the potential for situation degenerating into a vicious cycle of high 

employee turnover. This could cause dissatisfaction and other related challenges among even the 

remaining employees and may lead to retention problems for the organisations concerned. 

Moreover, it is important to note that most of the other challenges discussed are affiliated with 

intent to quit and actual exit.   

By implication, in order to improve the level of job satisfaction of employees, organisations’ 

management must necessarily ensure that the level of E-turnover and its correlates, particularly 

intent to quit are managed to the level that is functional and beneficial to all stakeholders. When 

this occurs, the organisation can focus better on developing innovative ideas that is a match for the 

challenges of 21st century business and non-business concerns. In addition, employees of value 

must be assured of job security, get promoted as and at when due and provided with adequate 

welfare package that meet their needs. However, although family-related issues need to be 

improved, perhaps through family-friendly organisational policies, its impact is unlikely to be felt 

as the other eight issues. 

 

Suggestion for Future Research 

When only relevant β coefficients for the factors influencing job satisfaction from the results in 

table 4 were considered, the empirical findings showed that 9 of the 11 factors were the most 

influential on job satisfaction. Each of the 9 constructs impacts job satisfaction at varied levels for 

every unit of the latter. The β coefficients show how much job satisfaction increases with every 
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one unit increase in each of the factors. Yet, one of the limitations of this study is that some key 

demographics that are often context, culture or country specific were not captured. Examples of 

these in Nigeria are ethnicity and language (e.g. Yoruba, Hausa, Ibo, Fulani etc.), religion (e.g. 

Christianity, Islamic, atheism, traditional), level of education, age, gender, marital status among 

others could form part of the explanatory variables to determine the role, if any, each play in 

employees’ job satisfaction. With that done, the newly introduced variables could be correlated, 

cross-tabulated or even be included in the regression model in future research to determine their 

potential effects on job satisfaction and employee turnover. It would also be interesting to 

determine whether any of the demographic variables intervenes between the dependent and 

independent variables. Figure 1 presents the model containing the key independent variables and 

their relevant β coefficients indicating their significance in relation to the dependent variable (job 

satisfaction). It is proposed that the suggested demographic variables, among others, could be 

incorporated into the model for future related studies. 

 

 

 

Figure 1: An Empirical Model of Influencers of Job Satisfaction among Hospitality  

                 Employees 

 

 

 

 

Source: Developed from Analysed Field Data in Table 4 
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