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ABSTRACT

Innovation iscrucial inorganisational survivaemployeesrecritically important inmanaging
andfacilitatinginnovative ideasOrganisationsimultaneouslgndeavour toetainemployees
attributable tathe increasing turnover rat¢hat organisations are currently experiencifg.

lack of studies offiterature and studigglentifying how turnover intentions can be influenced

by innovative work behaviour in a South African contewith an important cohorof
professionalsstressed bwork, family andstudies.Turnover intentions and innovative work
behaviour are increasingtyucialf or or gani sations in ¢ttidayos
study test theoriespredictingthe extent to which innovative workebaviour influences
turnover intentionsn certain conditions. Theongredictingcertain moderating effects also
testedto determine if the relationship between innovative work behaviour and turnover
intentions is weakened or strengthenedluenced byvarious factors Provided theory
predictingthe mediating effects of job satisfaction and perceived supervisor support on the
relationship between ndi v i du al andturnovenimtenteonsvasimvestigated. The
sample for this studgomprisedof employed professionalsssumingdegree classes on an
evening programmet the University of the Witwatersrangvhilst operatingin various
companiesvithin industriesthe GautengProvince This studyuses a questionnaire as a mode

of data collection. Strugral equation modellingvas usedto analyse collected data and
determine the relationships between the variableslingsidentifieda significant relationship
between innovative work behaviguurnover intentionscore self-evaluations andurnover
intentionsof employeesThis studyfoundperceived supervisor support and job satisfaction as
significant mediators in the relationship between innovative work behaviour and turnover
intentions.The value of this studglerivesfrom the potential ofindingsfrom this research to
advance the literatureoncerningthis topic, specifically irthe South African context#here
inadequate studiesvestigatedhe proposed relationshipehis study may assist organisations

by ensuring innovative employees are retained within organisations while adequately

managinge mp | o tyraowes idtentions.

Key words: Innovative work behaviour, turnover intentipnemployment satisfaction,

perceived supervisor support, ca@fevaluaions, distributivgustice
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CHAPTER 1

INTRODUCTION



INTRODUCTION

Chapter lintroduces the backgrourahdoutlines the structure of this study. Thereafter, the
research problem and purpose are identdiediclarification isprovidedon howachievingthe

research objectivasontributego current literature and practice.

1.1 BACKGROUND OF THE STUDY

According to Boss (2018), employee turnoigreportedly the highest in a decadgobally.
Organisationssimultaneouslyexperience the challengef remainng competitive in a
globalised economy and are required to engage in a continuous process ofiannovat
regardlessof industry (Mytelka, 2000). As a result, various trends surfacetth as
globalisation, advances in technology anshift to a knowledgdased economymaking it
imperative for organisations to retain their employees andkhewledge Globalisation and
uncertainty in environments pressured organisatiorsbserveemployees who can achieve
job requirements and surpass normal work behaviours through continuous innovation (Janssen,
2000). Globalisation is the growing interdependence @staariouseconomiesoncerning
their fiscal growth technology, culture and politics as knowledgpeeadqCzenter, Esther,
Shaker & Waechter, 2002).

In addition, as companies transition from being industry to knowtedged, there is a growing
dependency on their ability attract individuals witandatorytalent and qualifications
(Niederman, Sumner & Maertz, 200 Additionally, organisationdeganto concentrate on
how employees can be retainadtributable tothe slifts in the economy and demographic
changes (Dhanpat, Modau, Lugisani, Mabojane & Phiri, 20A8kording to Callaghan
(2016), in the knowledge economy, it is the skills and knowleafgen employeat the centre
of organisational success. Human resourcesmanagement encountered implications

attributable tahevariousdynamics in the knowledge economy

For the past two decades, emphasson retainingemployees within organisatienrhis was
perceivedas a critical issue (Arif2018, Mayfield & Mayfield, 2007)Attributable tothe

C 0 n s e g uoegans&ionsencounter when employeesintend to resign from their
organisationsuch as a decrease in productivity and work ethic, researchers and organisations
concentratecdon employeeturnover (Arif, 2018).Employerscommenced to obsentheir
employeesasgreat value to the organisationspiringorganisations to find ways to ensure



they do not los¢hese employees as assets, buffetiegcosts associated witecruitingand

selectng new employees (Kesen, 2016).

Organisationsre facing thehallengewith a knowledge loss threancountering globagsues

of recession and staff turnover (Makhubela & Ngoepe, 2018; Martins & Martins, 2011).
According to Levy (2011), knowledge reteoriibecameo r g a n i snain ¢challenged
thereforeijt is critical to establish and understand the dynacoogerningurnover intentions

to retain employees arteir knowledgen an effective manner.

Frank, Finnegan and Taylor (20025tablished thdost knowledge was the greatest impact of
employee turnoverA need existdo retainknowledge of employeewithin organisations
(Bender & Fish, 2000).ostknowledge attributable temployees leavingnorganisationdid

not providesufficientfocus (Martins & Martins, 2011Resigning employedsave withtheir
individual knowledgeand valuable informationconcerningstrategies and secrets of trade
projectingthe organisations implements, includpmssble confidentialdata (Karwirwa, 2015;
Pickett, 2004).t is imperative for organisations to discover again knowledge on how

employeewith critical knowledge can be retained.

South Africansarereportedly rankedamongst the fivenosthardworkingworkforcesglobally,

by the Organization for Economic Cooperation and Development (OBH®B)eis a need for
constant knowledge and informatitiretain this populatiom their respective organisations.
The knowledge and skillsf an employe are cruciafor an organisation to remain competitive
(Asimah, 2018; Kyndt, Dochy, Michielsen, Moeyaert, 2009} imperative for organisations
to gain an understandirgd what leads employees to desireggsignfor adequate programmes
to be developeto reduce their intentions (KhaaDu, 2014)

According to Van der Westhuizen (2014), there is less transferability associated with specific
human capitalcomprisingacit knowledge and formal trainingistinctive to a specific setting.
Variousconsequencearea s soci at ed wi t h anresgm@rbanisatoasd s d e

need to endeavour to avoid these situations

Tacitand explicit knowledg&vereestablisheds vitalin innovation (Hall & Andriani2003).
Innovation was establishedo redesyn the competitive environmentreatinginnovative
market opportunitie_ealRodriguez| ealMillan & RoldarSalgueiro, 2013). DeLong (2004)
emphasisethat the loss of employeedth the knowledge required to develop and generate

ideas canreduceinnovation within an organisatiohe loss of knowledge and experience
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provides the opportunity for competitors to poach employees (Makhubela & Ng2&#
Martins& Martins, 2011).Innovationrelies onknowledge availabilitf{Du Plessis, 2007).

An increase in dependence on the ability of employees has to mabrgerisations to be

innovative (Niesen, Van Hootegem, Vander Elst, Battistelli & De Witte, 2018).

Simmonds (1986) defined innovation as a basic creative process and neveadgasing
various products and services, new ways of using the existing products in organisations a
discovering new markets that can consume existing prodoots/ative work behaviour refers

to individuals engagingn idea generation, promotion and implementationo{S& Bruce,
1994).

Retentiorremaineda priority in organisations and has proved to be a challengingnaskest
organisationsttributable teevidence showing that it is harder to retain employees than it is to
gain them (Casademunt, 2016; Tymon, StumpfSmith, 2011). Employers provided
prominence to the recruitment and attraction of talent and haveextamtneglectedssues
concerningetainingacquiredalent, whichwill generate challenges for organisatiam$uture
(Schmidt, 2016)It is imperative for organisations to gain insight ossible solution$o
prevent employees from leaving an organisatins study endeavours$o contribute to the
knowledgeconcerningthe topig assistinggmployers in adequate retention of talent imitheir

respective organisations.

Increasinguncertainty in the economiesultedin employee8 n t® @rgbrove their skills
(Bakan,2000; Schmidt, 2017 anaka 2018. Employees who takresponsibility for their own
learning such as thosembarkingon continuous learning in the form of péirhe studiesvhilst
working, have the potential to assist organisations in their goal to increase perforuialste
simultaneously improving their professional competean®loyershould strive to retaithis

cohort

Similarly, innovationwasobservedo becomea crucialtalentacoss countries and industries
For organisations to sustain a higher level of performance in environments, it is imperative to
become more innovative and able to identify further opportunities (Shalley, Zhou & Oldham,

2004).Innovationis essential in detmining growth in future @d the survival of organisations.

According to Tohidi and Jabbari (201#)novation iscrucialto the success of organisations

As a result, the authors pose that organisatonsmencdo prioritise innovation aa concern

4



seeimg that it isamongsthe most complexoncernghat organisationexperiencelnnovation

participates irmanaging the turbulencecuring in the external sphere of the organisation
whilstsust ai ni ng a f i r mondimgravemerdot pertormanee (Hudng& nt ag e
Huarng, 2015). In addition to innovaticamother real concern for organisationthis number

of employees who chooseresign,and thampactthis has fororganisationsinnovativework

behaviour and turnover inteati are important to an organisationequiring further

investigation.

This study will test theorypredicting the relationship betweem d i v inmbvatvénssand
turnover intentionsrad under which conditions it could have a negative influencestaming
individuals through exploring the mediating and moderatirfgnctions of variables in the

relationship.

1.2 CONTINUOUS LEARNING

Changesin society occur rapidly, leading to organisationscontinuously adapting to
technologies and information (Bowers, 2013; Van Brédeduijn & Heijboer, 2016). As a
result, employees require skills and a level of adaptabilightmuntethe changes that occur

in the workplaceandlearn continuously

According to Nagpal (2017xontinuous learnings the expansion of skills andeveloping
future opportunities through the acquirement of knowledge and competencies. Individuals
often continuously learn in attempts to reach their full potential and deatdopersonal and

profesgonal level.

Over the past years, thermeas an increase in the need for continuous learners within
organisations as wasidentified asaiding organisations in remaining competitive (Maurer &

Weiss, 2010; Neese, 2017Mhe need for employees to continutusicquire new skills and

progress professionallyecamec r i t i ¢ al to the success of empl
1995; Maurer & Weiss, 2010).

As aresult, it is imperative to understand hsmi-motivated individual$o continuouslygain
knowledgegcan be retained within organisations as thaye a critical functiom contributing
to its ability to remain competitivecontributing toorganisational efficiency through their
adaptabilityof societal changes



1.3 RESEARCH PROBLEM AND PURPOSE OFTHE STUDY

A research problem is a clearly stated area of concern that prevails in theory that suggests a
need for significant understanding and investigation (Labaree, 2009). The research purpose
refers to a statement that provides the reason why theistuddertaken (Beckingham, 1974).

The backgrounghresentedvidenceon the consequences of turnover and lack of innovation
amongtemployees within an organisatidemployeesvho choose toesignhas beemproved

to be costly and have an impawt organistions (O'Connell & Kung, 2007). Organisations
encountera global challenge of effectively retaining their employeed their knowledge
(Arokiasamy, 2013). In addition, innovatibecamea crucial factor that enables organisations
to adapt to rapid changarisingin the economy rad gain competitive advantagéhereis a
dearth of insight on innovation at an individual lewshich is knowledge required for
organisationgo generate strategies in alignment with the behaviour of its employees (Bos
Nehles, Renkem& Janssen, 2017Prganisationdind themselvesn a time of unmatched
persistent change from the environment amebngt employeesOrganisationgre required to

be innovativeo meet the demands placed on organisations to sud€eediledye is a critical
factor in the innovation processmp | 0 y e ia geberapng, pPromotingndimplementing
ideas wasoutlined.A need forfurther insight into the reasotisatemployees desire t@sign

and a need to contribute to minim&nowledge existconcerning relationshipbetween

i ndi vi dualaadturnovemnenti@ans.i o n

Accordingto Farh, Hackett and Liang (20Q0The culture and various institutional factors in
several countries mawnfluencethe strength and direction of associations #wast with
employee outcomes. Employee turnover can ddtercerningcountry, economysociety and
industry and the employee rank (Carsten & Spector, 1987; Saeed, Waseem, Sikander &
Rizwan, 2014)lt is imperative that employee turnover is investigated ac@assuscontexts

to gain insight into how the various factors differ in various cont&#ssten and Spemt
(1987) suggestthat outcomegoncerningturnover relationships may differ across countries

and cities as there is a variation from one society and economy to another.

Furthermore, the study was motivated by the call for more strategies to be devaiopegl
to improveretaining employeesattributable tothe limited literature inthe South African
context relating to whether innovative work behaviour influenaehether an employee

remains in an organisation.



It is imperative to detect the various fastahat prompt individuals to desire ri@sign from

their organisatios as an effective way to reduce the turnover rates being experienced by
various organisations and investigate how these relationships may differ South African
context(Carmeli, Glat & Weisberg, 2006).

1.4 RATIONALE FOR THE IN CLUSION OF VARIABLES

The various components of the model tested in this sitelyased on social exchange theory

that states that social exchange is a series of interactions which in exchange generate
obligations for an employee such as to stay in an organisation or be innovative in exchange.
Theory holds that there are various factors that influence the quality of social exchanges and
an individual will reciprocate actions received from an organisafibeory suggests that
relationships can only be fosterneddeal conditions (Xerri & Brunetto, 2013).

According toJepsenand Rodwell (2007) a lack of clarity exists concerningemployees
respondingcognitively and behaviourally to their insights of Wplace relationshipsThe
components of the model were introduceddentify channelghat could potentially reduce
the threat of innovative employedsoosing to resign from an organisatibiterature suggests
that these include the level of satisfantiwith thejob, support from supervisors and human
characteristic§Cropanzano & Mitchell, 2005Jepsen & Rodwell2007; OsmanNoordin,
Daud & Othman,2016)Continuous éarners are to a certain extent committed to advancing

their carees, which makes it important for organisations to retain these individuals.

Core-selfevaluations were tested in this stuadiributable tdhe importancéhey haveas some
individual evaluations may differentiate employemsmcerningtheir performancgArshad,

2014 Kacmar, Collins, Harris & Judge, 2009n addition,coreself-evaluations may have
moderating influencem the prediction ofurnoverintentions Chhabra 2018 Javed, Abrar,
Bashir & Shabir, 2024 Furthermore, individuals with higher selfaluations might have
higher confidence in their abilities and may be more likelsegignunder certain conditions
(Chhabra, 2018)Also, the perceptions an employee has about distributive fairness may impact
the relationship between innovative work behaviour and turnover intention. Furthermore,
South Africa is a country known for the high levels of diveraitgfor being acomplex filled
society Mazibuko & Govender, 2017; Naidp®015. As a result, there gkewnesgsoncerning

the opportunities accessed marious individuals. Clarity in concerningthe proposed



relationships would differ in situations where an individual had a historical experience of

disadvantageral if it would be different across gender.

According to Janssen, Van de Vliert and West (2004), theasan emphasis on tHeenefits
thatinnovative work behaviounas for organisationandlittle focuson the negativesffects
that may lead to deceptive inferences. Shih and Susanto (20idiyatethat a factor left
unexplored in studiegvolved innovative work behaviour and how it could potentially create
problems for organisation®s minimal understandingoncerningthe degree to which ¢h

structure otheory predicted relationships that were tested in this spedyistover time.

It was evident that further knowledge regarding the relationship that innovative work behaviour
has on turnover intentions of employees was required. Furthermaa contemporary South
African context of partime learning these relationships have seemingly not sféiniently
studied which is a limitation to organisatiorncerningthe function and how innovation
impacts certain organisational outcomedisT study aims to test theorypredicting the
relationships between individual innovative work behaviour and turnover intelanoosgt
employees. Through thesslationshipsinsight may be provided that will inform tihetention

strategies that organisations employ in the various South African industries.

The purposef this studyis toobtain further insighinto the relationships discussed to enable
organisations to formulate adequate innovation strategies that catered gossitde effects

that innovative work behaviour may havetbeturnover intentionef an employee.

1.5 RESEARCH QUESTIONS AND OBJECTIVES

A research objective can be regarded as an active statement about how the study will answer
the research question and wila¢ researcher expects to achieve through a study (Farrugia,
Petrisor & Farrokhyar, 2010). The objective of the study was to test tredatingthe various

variables includinginnovaive work behaviouand turnover intentiongestingwhether the

various moderating and mediating factorsddaani ndi vi dual 6s propensity
significantly predict &hemasobetticeywasdoireatetingighn ov e r
through testingo provide human resources professionals with recommendaspecifically

tailored to effectively manageetention of innovative individualdnsights considered the

i mpact It may have on employeesd6 turnover

adequately managing their turnover rates. The researchiansederived from this objective



are now presentedlhe hypotheses are derived in the literature review section but are

summarised here.
1. To what extent does innovative work behaviour influence turnover intentions?

Hypothesis 1 is derivefilom the research question above.
H1: There is a significant association betweerovativenessnd turnover intentions

amongt continuoudearners.

2. To what extent does job satisfaction and perceived supervisor support mediate the

relationship between immvation and turnover intentiormonglearners?

Hypothese® and 3arederived from the research question above.

H2: Perceived Supervisor Support mediates the relationship betweed i vi dual s
innovationand turnover intentionsmongst continuoudearners.

H3: Job Satisfaction mediates the relationship betveem ovat i veness of a

and turnover intentionmongst continuoudearners.

3. To what extent doore selevaluations influence turnover intenticamongcontinuous

learners?

Hypothesis 4s derived from research question 3
H4: There is a significant association betwesmeself-evaluations and turnover

intentionsamongt continuoudearners.

4. To what extent do perceived distributipestice core selevaluations,experiential
variables and type of work moderate the relationship between inmematsand
turnover intention@mongcontinuoudearners?

The following hypotheses are derived from this research question.

H5: Perceived distributivgustice moderates the relationship betweem di vi dual s
innovationand turnover intentionsmongt continuoudearners.

H6: Coreselfevaluations moderate the relationship beween di vi dual sé i n

and turnover intentionmongst continuoudearners.

H7: Age moderates the relationship betweem di vi dual and tuinaverov at i

intentionsamongt continuoudearners.



H8: Gender moderates the relationship betweend i vi d u al andturmowen ov at i

intentionsamongt continuoudearners.

H9: Education modates the relationship betweem d i v i d u a |asd@urnovern ov at i
intentionsamongt continuoudearners.

H10: Tenure moderates the relationship betweend i v i d u a | andturnoven ov at i

intentionsamongt continuoudearners.

H11: Type of work moderas the relationship betweenn di vi dual &aé 1 nno:

turnover intentionemongt continuoudearners.

Theoreticalmodel of the tested relationships is therefore illustratdéigare1.1. The model

reflects the relationships between the various variables insthdy, which include
innovatveness turnover intentions rad the various contextual factorsk ndi vi dual s
innovativenessind the various contextual factors will be treated as the independent variables

whilst turnover intentiongarethe dependent variable in this study.

Job Satisfaction

Perceived Supervisor Support

Research
Question 2

Innovative Work Research Question 1

Turnover Intention

Behaviour A A A
Research Question
Research Question
Age
Gender c i
Tenure Distributive Justice ore-se

Type of Work evaluations

Education

Figure 1.1: Theoretical Model
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The following sectioroutlinesthe need and potentigifluence thathis research may hawoa

literature, organisations and the general contribution of this study.

1.6 SIGNIFICANCE OF THE STUDY

There is limited literature regardirigdings of the proposed stly in a South African context
therefore, this study contributesto the limited literature that currently exists about the
relationships between the various variables. According to Holtom, Mitchell, Lee and Eberly
(2008) there needs to la@ improved globalocus onthe turnover asmostliteraturecentres
onresearch @enducted in amon-African context and the field would profit from the expansion

of studies t@ globallevel. Thisis aconvergencghat this study hopes to contribuiéis study
contributes to literature in a South African contexhere is lack of prewus studies on the
topic.

In addition, this studyproposs the opportunity to analyse the moderating and mediating
function of variablesand theimpact of variables on turnover intentisnThe results of this

study may prtakein assisting organisations tffectively manage ndi vi dual s6 i nr
considering the influence it may resignwheh on e m

may result in the making of adequate provisions for turnover.

Human resources practitioners across organisations neycberaged to advance the current
mechanisms put in place to retain employees within their various organisations. Furthermore,
findings from this research may expand the knowledgeerning turnoveintentions which

is critical for practitioners to gain insight tsow to devise strategies with the aim of reducing

the turnover rates that organisati@mcountetoday.

In current literature, there is a shortage in research that deals with the outcomes of innovative
behaviour (Janssen, Van de Vliert & West, 20@4ndingsof this research may encourage
human resources practitioners to focus on innovative employeesvereocestablishedo

crucial in the survival of competitive organisations across industries. Organisatrens
incentivised to develop adequate approaches and retention strategies to ensure that innovative

employees as assets do not leave their current cajams.

The literature established that this topic has continued to be-test=TCchedespecially in a
South African contexiStudiesappeartto be mostly based amon-African countriesrevealing
a gapin theliterature.A skewnes®xistsin researcltoncerningthe impactof innovativeness
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on various organisational outcomescluding turnover intentions with  most research

focussing on the positive impaof innovativeness on an organisation.

The increase 1 n uncer tinareasdthe naed forinpm\emedtsn e c o n
knowledge andkills and continued education as means of achieving competitive advantage
(Annunziata & Bourgeois, 2018Varic, Barisic, & Jurjevic, 201;2Noel & Qenani, 2013).
Employeestaking responsibility for theitown learning furthering their knowledge and
improving their skills have the potential to assist organisadion achievingtheir goals to

increase performangehilst simultaneously improving their professional competence

The loss of a learner after tkempletion of a degree may serve as a loss to organisations as
the knowledge and skills they acquire will be lost alongside the employee as learning forms

part of competitive advantage for organisations (Van Bkéetaluijn & Heijboer, 2016).

In summary, his research intended to contribute in filling #mphasisedaps that exist in the
current literatureconcerningthe topic. The failure to conduct such a research will leave the
current literature with a gap relating fiodings and establishecconclusias, lackedglobal
context and input. This would result in South African organisations potentially applying and
using Western countriéfindings as a guideline in the strategies tfegylitate which may not

be a true depiction of the South African contastit varies in multiple ways when compared

to other countries. Ultimately, the concern relatingetaininghuman capital would continue

to increase instead of decrease if the right sti@segre not put in place to manage turnover
and associated costs.

1.7 LOCATION OF RESEARCH

Table 1.7-1 Summary South African Literature

TURNOVER INTENTIONS STUDIES IN A SOUTH AFRICAN CONTEXT

Authors Variables Sanple Methodology Findings
Dhanpat, Modau| employee call centre| Quant; SPSS 9  Supervisor support to b
Lugisani, retention and employees, Multiple critical in retention of
Mabojane& Phiri | turnover intentiong Insurance industry| regression employees
(2018) a Johannesburg analysis
N=282
Muteswa & | management style Manageriallevel SPSS 1 Potential turnover
Ortlepp (2011) rewards and work personnel in consideration wayg
life balanced,| KwaZulu-Natal and influenced by leadershi
turnover intentiong made use of MBA style
students, N=106
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Baker & Coetzee

career anchors

South African retail

a crosssectional

entrepreneurial

(2015) organisational sector, N = 343 guantitative creativity-anchored
commitment and research individuals tended td
turnover intention approach, have low organisationg

correlational and commitment and high
stepwise turnover intention
regression

analysis

Storm (2015) cognitive IT professionals in Multiple Job satisfaction was
engagement, joll South Africa | regression determinant of turnove
satisfaction  and N=105 intention.
job performance| Job satisfaction
turnover intention. completely mediated th

effect of attention on
turnover intention.

Martin & Roodt, | organisational South African| Structural Correlation found

(2008) commitment, job| tertiary institution,| equation between Turnove
satisfaction, N=367 modelling and Intentions and  Jol
turnover intentions stepwise linear Satisfaction

regression.

Naidoo, (2017) pay satisfaction) IT  professionals, descriptive, Organizational
job  satisfaction,| N=158 correlation  and commitment and jog
organizatimal regression satisfaction found to bg
commitment, and analysis vital  predictors  of

turnover
intentions.

turnover intentions
Partially mediated the
influence of pay|
satisfaction on turnove|
intentions

Ncede (2013)

job  satisfaction,
turnover intentions

Cape town clothing
industry, N=198

Correlations

Negative  correlations
between turnove
intention and

Positive relationship
between turnove
intention and

perceptions job mobility

Williamson & | job embeddednesy Large multt | longitudinal Jobembeddedness had
Holmes (2015) organizational national  resource design positive relationship or]
commitment, company, N=79 Hierarchical organizational
turnover intentions regres®n commitment and 3
analysis negative _relati(_)nship o]
turnover intentions.
Moderation by
employees' cultural
values
Chauvet (2016) empl oy ee]five volunteering| SEM Job satisfaction had
emotional organisations, significant effect on the
intelligence, job| Durban area, N F turnover intention
satisfaction, work| 274
engagement,
turnover intention
Takawira, job embeddednesy of academic ang correlational Correlational analyses|
Coetzee, &| work engagemen| non-academic staff gnalyses revealed significan
Schreuder (2014).| and turnover| in a South African Multiple relationslips  between
intention higher  education regression job embeddednes;
institution, N= 153 analyses work engagement an

turnover intention.
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Organisationalinks and
dedication significantly]
and negatively predic|
turnover intention.

Theron,
Barkhuizen & Du
Plessis (2014).

turnover and
retention

Academics in 13
higher  education
institutions, N= 153

Descriptive
statistics, EFA

Over half the

respondents indicate|
slight to strong
dissatisfaction with
compensation an
performance

management practices

Schlechter, Sycg¢ demographic general insurancq Logistic Predictors of turnove
& Bussin (2016) | characteristics, company, N=2592 | regression were found to be: ag€
voluntary turnover analysis years of service, cos
centre, performanc
score and the interactio
between number o
dependants and years
service
Oosthuizen, work-life balance,| permanently Regression Negative and negativ
Coetzee & Munro| job  satisfaction| employed salariedq analysis work-home interaction
(2016). and turnoverf e mp |l oy ee d significantly predicted
intention company, N=79 job sdisfaction and
turnover intention
Job satisfaction als
significantly predicted
turnover intention.
Van der| Turnover audit SEM Negative impact of
Westhuizen intention, financial ~ services employee engagemen
(2014) employee industry, N=391 on turnover intention
engagement
Rijamampianina | employee turnove| N=83 multiple  linear Voluntary  employee
(2015). rates, and nonlinea turnover rate
organizational regression significantly predicted
performance financial and
organizational
performance tlough a
cubic function.
Singh (2016). Job Satisfaction| Engineers, Gauten{ a qualitative Level of job satisfactior
Turnover province, N=10 study plays a significant rolg
Intentions in turnover intentions
Pienaar & Bestel Burnout, intention| professional nursej Analysis of The highest levels o
(2011) to quit/change. Free State region variance Emotional Exhaustior

N=563

and Depersonalization
and the lowest levels g
Personal
Accomplishment
displayed a highe
degree of intention tg
quit/change

Rispel, Chirwa &
Blaauw (2014)

Moonlighting,
intention to leave

South African
nurses,N=3784

multiple logistic
regression

Moonlighting is a
predictor of intention to
leave
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Blaauw, Ditlopo,

job  satisfaction,

health workers|

Multiple

Statistically significant

Maseko, Chirwa, intention to leave | Tanzania, Malawi, regression differences  in  job
Mwisongo, and South Africa. satisfaction and
Bidwell, Normand 2,220 health intention to leave
(2013) workers, 564 from between the thre
Tanzania, 939 from countries.
Malawi, and 717 Job  satisfaction s
from South Africa statistically related tqg
intention to leave.
Dhurup, Keyser &| psychological sport coaches| regression Violation of the
Surujlal(2015). contract, violation| Gauteng province| analysis psychological contrac
of the | N=151 and workrelated
psychological anxiety of sport coads
contract and work predict intention to quit.
related  anxiety,
intention to quit
Robyn & Du| intention to quit Generation Y| correlation Employee engagemen
Preez, (2013). academics betwee| analysis, job satisfaction,
the ages of 20 an{ regression, remuneration, reward
30 years at six HEI§ structural recognition and
in South Africa, N =| equation transformational
189 modelling (SEM) leadership were

and partial lest
squares path
modelling (PLS).

significantly related to
intention to quit.

Sojane, Klopper,
& Coetzee (2016)

leadership, job
satisfaction,
intentions to leave

RNs in medical
surgical units in
both private and
public hospitals, N =
204

Pear manbd
order
correlations, +
tests, Cronbach'
alpha

A relationship betweer
leadership and ok
satisfaction was found
A relationship betweer
intention to leave an(g
job  satisfaction wad
found

Lukoto & Chan,| Innovative departmental Correlation Job autonomy,

(2016) Organisational managers, N92 analysis resources and strateg
Culture, Employee Hierarchical resource influence
Innovative Work regression employee  innovative
Behaviour analysis work behaviour

Krog & Govender| servant leadershig project team| structural Persuasive mapping hg

(2015). employee members equation the strong impact on
empowerment, comprising project modelling and employee  innovative
commitment, trust| managers, busineg path analysis behaviour, followed by
innovative analysts and IT| employee commitment
behaviour staff, N= 48

Moniji, & Ortlepp,
(2011)

levels of trust, job,
satisfaction,

company producing
bread,

Descriptive
statistics and

Statistically significant
relationship was foung

emp | oy e e Johannesburg, Pearson product] between organisationg
intention to leavel N=91 moment trust and
the organisation. correlations. intention to leave
Potgieter & | personal factors o South African| Regression Personal factorsas a
Snyman (2018) | job retention banking sectorl analysis composite variable tg
employees, N= 262 predict the talent
retention factors of joh
characteristics,
supervisor support
career opportunities

and work/life balance.
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Jackson & Jacksol self-esteem N= 414 Structural T Low selfesteem score
(2019). perceived Equation predicted high intentior|
discrimination, Modelling to quit due to perceive
employee work-place
intentions to quit, discrimination.
affective
organisation
commitment.

The table above summarises some of the stumhaserningturnover intentions withirthe
South African contexof the past few yeard he studiesnvestigatedvarious predictors of
turnover intentionsinnovative work behaviouwvas investigated as an outcome variabie
separate studieduthors investigated adiation and moderatiom separate studies without
integration. This study integrated innovative work behaviour, job satisfaction, perceived
supervisor support, coiel-evaluations, distributive justice and various demographic
variables to explain turnovartentions withirthe South African contextyhich is a theoretical
contribution minimal researcivasconducted in an African contexttegratingthe mentioned
factors in one studylhis studyinvestigategpotential mediators and moderators of the direc
relationship which brings a degree of complexity and new insight into a model predicting

turnover intentions.

Concerningmethodology this studyusesstructural equation modellingdentified through
limited studies as indicated abov#&lajority studiesvereestablishedo useregression analysis
in the hypothesis.

Concerningthe sample, this study offers a contributory sampteviding new insight into
turnover intentions with the use efmployed professionals also undertaking degree classes on
an evening programm8&tudiesvereconducted with the use of specific industries which have
most commonly been in higher education, nursingamdngst IT professional3his study

will userespondents that fall across various industries within Sfuibe, whichexpands the

scope of industries thatereused in the investigation of turnover intention.

According to Preacher and Hay@9(08),multiple mediation is a design that received minimal
attention recommendingesearchers to consider the possibility of mediation by multiple
variables within a study. Preacher and Hayes explain the unlikeliness that the transmission of
an effect by an indepdent variable can solely be conveyed by one méldmns study offers

and considers multipleediation, whichs a contribution to literature that currently existsla

an addition to the research designs Whateusedin related studies.
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As discussed above, there dieergencesn the literature that currently exisbncerninghe
proposed studyThis studycontributego literature relating tannovative work behaviour and
turnoverintentionsby establishing if a rationship exists within a South African contekibere

is dearth of literature within an African context as literatuasconducted in countries within

a Western context and it cannot be stated with certainty that the relationships established can
be genealised to an African contexturthermorefindingsof this study offer data that comes

from a variety of industries and with a use of a unique samplg&oofing professionals
pursuing studies on a pdnne basisAlso, various studieBvestigatedsarious predictors of
turnover intentions and authors have continued to contribute to the knowledge and literature
that currently existThis study contributes and adtis the literaturginvestigatinginnovative

work behaviour as a significant predictortaefnover intention®f employees

Based on the summary tife conductediterature, adivergencewvas identifiedconcerninghe
context in which the relationships were investigated. Withst studies king conducted in
nontAfrican countries, the need for literature tlzaintributeso knowledge of the dynamic of
these relationships in African countries arisBsis study can add to current literature with
input of how these relationships differ in a ofrican context.Findings support what
majority of literature hasestablishedn other countries,which is a negative relationship
between coraelf-evaluation and turnover intentions. Thukis study contributesto the
consistency ofindings that currently exist in literature in discussion of the relationship that

exists between innovative work behaviour and turnover intentions of employees.

Also, this study adds value to literature withdings of mediators irthe relationship between
innovative work behaviour and turnover intentioRerceived supervisor support and job
satisfactiorwereinvestigatedis independent variables when investigating the effect, they have
on the turnover intention of employeéekhis study addsto literature by investigating the
mediating effects of the variablesthe proposed relationshimé@contribute to findings that
offer a different context in which the research was conducted in comparison with what

currently exists in literater.

1.8 CHAPTER SEQUENCE

This dissertation aoprisessix chaptersthe paragraphs beloprovidesa brief description of

what each chapter will entail.

Chapter 1: Introduction
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Chapter 1 presentise background of the study, the research problem, questions and objectives.
Thechapter discussehe significance of the studydgiving the justification for the inclusion

of thevariousfactorsin the studyThis chapterestablisheshe studyconcering literature that

exists on turnover intentionStudiesclose to the area of the current study were identtbed
analyse whatvasdone, the potentidimitations ofprevious studies and how this study aims to
expand on knowledge that currently existssummary, this chapt@resents and justifigbe

need for this study to be conducted and the potential contribution it offers to both theory and

practice.
Chapter 2:Literature Review

Chapter2 presend areview of literature. The following variablegre defined turnover
intentions, innovative work behaviour, job satisfaction, perceived supervisor support,
distributive justice coreself-evaluations and the effect$ warious demographic variables.
Furthermore, this chapter will derive the hypothesis to be tested in the curreniT$tuslythis
chapter aims to identify inconsistencies and gaps that currently exists in lit@@geFning

the topic ad further place the research in the context of what currently exists in liteeatdre
further present the contribution the study \withke based on the recommendations of previous

studies

Chapter 3: Research Methodology

Chapter 3 discuss the research methodology employed in the study. This ingltide
paradigmatic location of the research. This chaptersidersthe ontology, episimology,

human nature and methodological that paradigms are characterigdddyythis chapter will
elaborate on the design for the research and provide justifications into whygtepate for
the current studynkluded in the research design wi#l a discussioconcerninghe population
and sample for the current study the criteria that will be used for samplitbeaconfidence

level of testing to be followed in the study

This chapter reveainformationconcerningnstrumentingzarious factors included in the study
and provide informatiosoncerninghe scales such as reliability reported in previous studies.
Following this, procedures that the researcher is to follow for data collection will be outlined
and discuss how the reasch will deal withconcerngoncerning reliability and validity.
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The research methodology chapter wpltovide an indepth accounbn the data analysis
proceduresrom data entry to actual testing of hypothesis. Furthermore, the steps to be
followed in stuctural equation modelling will be provided. In addition, the ethical
considerations that the researcher will be mindful of throughout the research are to be outlined

in this chapter. Lastlythe methodological limitationsoncerninghe study will be identified.
Chapter 4: Results

Chapter 4 presesithe data findings and analysis. Theran interpretation and reparh the
statistical analysis and the research hypothgstatistically tested in this chapt@ihis chapter

will begin with the presentation of the descriptive statistics which will include the demographic
profile of the respondentsnd provide the mean and standard deviations for each of the
measurement scales. This chapter will proceedidgouss how the data in théudy was
screened for missing data, unengaged responses. Also, this chapter will proceed to conduct
both exploratory factor analysis and confirmatory factor analysis. Prior to constructing the
causal model, this chapter will include the tests for the wauitite assumptions

In addition, Chapter fpresentghe result of the hypothesis to be tested. This will include the
test for the direct relationship between innovative work behaviour and turnover intentions and
proceed to present the results of both niexliation and moderation hypothesis. Lastly, this
chaptemill conclude with a summary of the results and outline which of the derived hypothesis

were supported and which were not supported in the study.

This chapter has a further section that conducts further statistical anahyjsts will include
the presentations into isseencerningcommon method bias, critical ratios tests outcomes,

differences tests, thregay interaction and moderated mediation tests.
Chapter 5: Discussion

Chapter 5 entalthe discussion dindings provided inChapter4. This chapter rexamines

the research questions and objectives of the study that were establisisedhapter will
review the demographic profile of the respondamnid discuss the outcome of each hypothesis
individually. This chapter will discuss how the resudéistablishedn this study relate to
literature that currently exists and whether it supports or contradicts whatstedishedy

the authors when compat to a South Africa contexthis chaptendentifiesareas for further
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research ad potential implications for managesshich will then be further elaboratewsh in

the concluding chapter

Also, this chapter will discuss findings that were unexpectatiralated findings that were
established from the further statistical analgsinductedvhich may serve as a reference for

future studies.
Chapter 6: Conclusion

Chapter &ill begin with an oveneawof all the chapters that were presented in this dissertation
leading to the concluding chaptdihis chapter will proceed to present the implications the
study will have for theory rad for practice Like any research, this chapter identify the
limitations of the study. Furthermore, this study will outline the contributions of the stady a

potential directions for future research.

1.9 CONCLUSION

An overview of the study was provided this chapter. It began with the introduction and
background of the studyhich provided insight into why the variables presented in this study

are important in today6s knowl edge economy
Thereatfter; the researchgblem and research questions were outlined. The aims and objectives
were presented in addition tieeoretical framework of the study. In addition, this chapter has
discussed the significance of the study and motivated the use of the wami@ides in the

study.

This chapter locatethe research to the context of wiveds conductedn current literature
concerningturnover intentionsand provided insight into what differentiates this study from
what has already been doc@ncerninghe topc. Studiesclose to the area of the current study
were identified to analyse whaasdone, the potential limitations of previous studies and how
this study aims to expand on knowledge that currently existsTargichapter concluded with
an overview ofhie chapters that the dissertation entails and the content each phnaypites

and the sequence to be followed throughout the dissertation.

Thefollowing chapterconcentrateon the literature reviewndon this basis elaborates on the

hypotheses.
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CHAPTER 2

LITERATURE REVIEW
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This chaptercomprise a literature review on the core themes of importance to the study. The
purpose of this literature review is to outline the current inconsistenobgaps in the
literature concerninginnovative work behaviouand turnover intentions in addition to the
various associated variabléBhis chapter reviewtheory linking the variables under study

predictingrelationships.

Each constructincluded in the studys discussedfollowed by discussion ofelationships
betwea the severatonstructs, whicleads to the derivation of the hypothesis for each of the

relationshipsLiterature relating to turnover intentions is notserved

2.1 EMPLOYEE TURNOVER

Bor ok and GCeveakhatwver(tlz @dstwyo decades, turnover reseaochased,
and employee turnovewas identified as beinga costly issue organisatisrare currently
encounteng attributable tdhe economic and psychological costs associated with the problem.
In a time & tough competition, turnover of employee®iserveds aworryingissue(Saeed,
Waseem, Sikandeék Rizwan, 2014)Organisations endeavoto reduce theate of turnover

in attempts to save ttessociatedosts associated.

Allen (2008),definedturnover as the act of an employee leaving the organisation fasfany
various reasons. According to Dhanpat, Modau, Lugisani, Mabojane and Phiri (2018),

employee turnover can be defined as the organigatinocapacity to retain an employee.

Turnover canbe categorised into voluntary and involuntdoyms (Igbal, 2010; Price &
Mueller, 1981). Voluntary turnover occurs when an employee independently dedidsigto
for various reasons that may incluithe monotonyof their tasks at work. On the other hand
whenthe employer, usually for fair causes, dismisses an emplbieavoluntary turnover

with deficientperformance as a main reason.

According to Shaw, Deleryenkins and Gupta (1998) when employees initiate the turnover
process it is regarded as voluntary turnover and there is an indication of substantial loss of
human capitathat employers should try and avoid as they are often employestgesirable

to be retained by the organisatidn. voluntaryturnover, employerare prone to losing their
employees talenfOskarsdattir, 2015). On the other hand, when the employer initiates the
turnover process it is considered involuntary turnover and often inaliefiegent performers

within the organisation (Saraih, Aris, Sakdan & Ahmad, 2016).
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Turnoverwasidentified as a persistent issue within organisations regardless of industry and
size (YinFah, Foon, Chekeong & Osman, 2010)it is imperative for organisatins to
understand the motives that lead to employees intending to leave the orgatosadiorteract
turnover through proactively employing strategies to restrict turnover rates and retain
employees within organisations (Chan & Morrison, 2000; Hayniejigd@arFlynn, 2016; Van

der Westhuizen, 2014).

2.1.1 Consequences of Turnover

According to Dhanpat, Modau, Lugisani, Mabojane and Phiri (2018), therseai@us
implications associated with the investment of resources in human clpgalnportant to

view employees as assetitributable tahe investment organisations put into human capital.

As a result, employees that possess knowledge specific to an organisation are an indispensable
asset to an organisaticattributable totheir potatial to create a competitive advantage
(Carmeli & Weisberg, 2006or organisations to sustain their competitagvantageit is
imperative that employees are retained (Dhanpat, Modau, Lugisani, Mabojane & Phiri, 2018).

According to Naidoo (2018) turnev eradicates the organisatismweturn on invested capital
from aproductiveemployee. Furthermer Naidooemphasisethe effect that turnover has on
the operations within an organisatidmployees and the entire company are affebtethe
loss of compeent and qualified employe€gan Staden, 2017Also, in addition to the direct
costs associated with the turnover of employees there are indirecralastslto turnove
(Biron & Boon, 2013) There is often low morale, loss of productivity and an aseein

workload for employees who remain within the organisation (Clever, 2013).

Thus,individualsand organi sations are | mpaesigndrdan by an
their organisationMbah & lkemefuna, 2012). According to Igbal (2010), operatiorg an
dynamics in organisations are often disrugtgdoth forms of turnover. Furthermore, there

are various costs that can be associated with both forms of turnovéresedan eithebe

financial or norfinancial (Igbal, 2010).

According to Allen (2008)there are three significant reasons why turnover is crucial to
employersTheseincludecostly turnoverturnover influences the r g a n i peddrmanca 6 s
and the scarcity of qualified employees. Achoui and Mansour (200 that theturnover
conclusioncanbenegative. Negative results include cagiacerningecruiting, selecting and

training individualsandintangible costs associated witie effect turnover has on workload.
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Additionally, Narayanan (201&mphasiseshe various effects thamployee turnover may
have on the organisation. Organisations could lose some of their best asset®iivtramed
employees choose to leave the organisation as there is a possibility of knowledge transferability

to competitors (Carmeli & Weisberg, 28)0

There are various costs associated with the voluntary turnogermbyees, which include the
organisation losing human capital in addition to the knowledgeé,competencies possessed

by the employee (Saeetlal, 2014; Shavet al, 1998; Yang, Wan & Fu, 2012). Furthermore,

there are heavy costs that can be associated with the administrative responsibilities associated
with recruitment and selection of new employees for replacement and having to train an
employee (Harris, Harris &larvey, 2008; Khan & Du, 2014; Khawaldeh, Al Muala & Al
Ziadat, 2014; Oskarsdoéttir, 2015; Saeedl, 2014; Yang, Wan & Fu, 2012; Winterton, 2004
Narayanan, 2006

It is notable that the turnover of employees can be costly to organisations. According to Hayes
(2015), losing human capital has critical implicatiémsthe performance and profitability of
the organisationTherefore,Hayesrecommendshat practitioners eact policies and practices

contributory in the reduction of the loss of human capital.

Turnover antecedentsvere categorised into three main groupdemographic factors
professionalconsiderationsvhich include job satisfactionand lastly conditions with the
organisations which includpistice within the organisation (Mor Barak, Nissly, & Levin,

2001). The authors suggedtthat attention needs to Ipgovidedto the influence that both
personal and contextual f act o tioms whenstueiedon an

inclusively.

Consequently, is imperative for organisationsatkee aninterest in how policies designéar

the futureintegrate withthe needs employees have and position them witbtheg ani sat i on
expectatios (Batt & Valcour, 2001). For this, there needs to be an understanding of the various
aspects of employeteirnover, which include the causes, impacts of turnced, strategies

that can béacilitatedto reduce the rate of turnover (Igbal, 2010).

2.2 TURNOVER INTENTIONS

Employee turnover intentionwere subject toseveralefforts in research over the past years
concerningthe globe (Amah, 2009; Carmeli & Weisberg, 2006; Kalemci Tuzun & Arzu
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Kalemci, 2012; Martin Jr, 1979; Shaw, 2011). Employee turnover proceeds from an
employe 6 s i n tresign{Dhaopat, Modau, Lugisani, Mabojane & Phiri, 2018).

Tnay, Othman, Siong and Lim (2013) rewesithat there is a continuous increase in turnover
concernsin organisations whiclsuggestedhat turnover remains an aspect whrelguires
investigation and consideration within organisations. In literature, there are various definitions
of turnover intentions. Kaur and Pankaj (2013) defiraover intention as the likelihodbat

an employee will change their job within a certain timefamhich often leads to actual
turnover. According to the authors, as turnover intention increases there is an expectation that
actual turnover increases as well. Also, turnover intenacgreferred to as when an individual
intends to leave the organiigm they are in (Bouckenooghe, Raja & Butt, 20@8loye, 2014

Tett and Meyer (1993) defiddgurnover intention as the mindful and intentional will for an
individual to leave their employer. Also, Mclnerney, Ganotice Jr, King, Marsh and Morin

(2015),dé i ne turnover intention as an empl oyeeobs

Islam and Alam (2015) stat¢hat special emphasigasbeing placed oturnover intentionef
employeesas it is regarded to be a muptore criticalissue compared tactual employee
turnover. Turnover intention is considered to be the most suitable predictor of turnover by
various authors as it is perceived to be a predictor of definite quitting and is the reason this
study will use turnover int¢ion as the outcome variable instead of actual turnover (Cho &
Lewis; 2012; Firth, Mellor, Moore & Loquet, 2004; Griffeth, Hom & Gaertner, 2000;
Sutherland & Jordaan, 2004; Tett & Meyer, 1993; Tuzun & Kalemci, 2012; Van Breukelen,
Van der Vlist & Steensm&004)The mentioned studies hagstablishedhe measurement of
turnover intentiongo be the mostommon method to assess the risk of turn@rapngt
employeeslt is imperative for organisatiento examine and grasp the reasoning behind

turnover intenbn and how it can be controlled or reduced.

As emphasisedthere are various costs thaére associated with turnover intention such as
costsconcerninghe need for training anecruitment, whictcan be regarded as visible costs

to an organisation (Arstd & Puteh, 2015). Also, there are hidden casksch arethe loss of
knowledge and employee mordlecaus®f remaining employees being overworked after the
loss of a colleague and is a weakness that organisations should strive to eradicate (Ammar&
Abu-Jarad, 2013Atef, Leithy & Al-Kalyoubi, 2017;Saeed, Waseem, Sikander, & Rizwan,
20149.
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Employees of any oemisation are crucial in ensuring the survival of organisations and the loss

of good employees within the organisation has a negative impact on the competitive advantage
possessed by an organisat@ttributable tothe decrease in productivity (Arshad &t

2015; Juhdi , Padbwan & Hansar am, 2013) . Desp
relationships in the context of learners in South Africa currevityng and Wong (2017), posit

that for findings on turnover intentions that were conducted in &es settings to be

generalisabletheymust be investigated wariouscontexts.

Ramadhani (2014jecognisedthat severalof the studies thatvere conductedconcerning
turnover intentions have not been examined in an African coraexnost studies were
conducted in other countrieBhereare gapsoncerninghe geographical and methodological
contexts in the studiel.is important to increase knowledge about learners as they have strong
potential foranorganisatios future (Sharp, HidesBamber & Castka, 2000).

Turnoverintention is a variable that requires further investigation to gain broadened knowledge
on the subject to in turn assist organisations in effectively managing turnover rates through
strategieoncerningturnover intentio. Furthermore, Arshad and Puteh (2015) suggest that
future research needs to study other variables that could be possible predictors of turnover
intentions whichthis study intends to do with the investigation of innovative work behaviour

as a predictor foturnover intentionsThe review will now outline the literature relating to

turnoverbehaviour.

2.2.1 TURNOVER INTENTION BEHAVIOUR THEORIES

According to Rahman and N&4013) when it comes to turnover intentions, the human capital
theory and the social exchange theory are the most acknowledged perspEcéreferethe
discussion on the theories related to turnover intentions will begin with a summary of the two

andproceed to outlining the rest of the theories.
Social Exchange Theory

Social exchange theory is basaalvalue derived from exchanges within the employee and
employer relationship. This theory holds that how an employee evaluates the quality of the
exchamge relationship with their employer has a fundamental effect on thehbeiely and
motivation. Reciprocity is imperative in how the relationship is built (Avanzi, Fraccaroli,
Sarchielli, Ullrich & van Dick, 2014).

26



An employee has a greater probabibfyreactng negatively when there is failure from either

party in the interchange of relations. As a result, there will be a sense of imbalance between

the parties (Umar & Ringim, 2015). Thus, turnover intentions can be reduced if parties meet

the expectatios employees have regarding the reciprocation of the efforts they contribute to

the organisationTurnoverintentions may increasetheevent t hat empl oyees
are not met and there is a perception that their contribution to the organisatminvalued

which result in less efforhadeby employees (Rhoades & Eisenberger, 2002).
Human Capital Theory

This theoryproposesthat employees are less likely to desire to leave their job when an
organisation invests in human capital through theitrgiand education of employees. As a
result, an inverse relationship is created between the training of employeesiamdehteto
leave the organisatiowith employees rarely attempting find job alternatives that may meet
their expectationgPerez, 2008)The investment of human capital through education and
trainingmayinfluenceturnover intentionef employees (Hayes, 2015).

The relevance of the human capital theory in thus stiedyes fromhuman capital resources

beingcr i ti cal factor s i mesigafromarongahisatiore (kladyes, 2018)c i si o0
This theory posits that employé@dsiowledge and skills can generate income for employers
through the degree of knowledgeyhmssess (Ng & Feldman, 2010).

The Unfolding Model of Voluntary Turnover

The Unfolding model, whicls regarded as a new theory has challenged paradigms that have
previously prevailed (Hom, Lee, Shaw & Hausknecht, 2017). According to Mxenge, Dywili
and Bazana (2014), the Unfolding Model of Voluntary Turnover is one of the models that
explain the nature of turnover and possible motives that lead to turnover intention. The model
explains the cognitive processes through which employees decide to eithesrletaxe with

their employer. This model is considered groundbreaking in the field of turnover research due
to the identified constructs and processes that expand insight on the motives that lead

employees to leave their organisations (Hom et al., 2017).
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2.3 INNOVATIVE WORK BEHA VIOUR

Innovation has often been studied as a dependent variable and minimal studies have researched

indi vidual 6s |l evel s of i nnovat i v@BerDes and a s an

Nijstad (2004) have suggested that future research on innovation should look at innovation as
an independent variable and to examine the impact it may have on various outcomes. As a
result, this study aims to fill in the gap that exists in current literaturangsag innovative

work behaviour as an independent variable. In additiorg eontemporary South African
context knowledgeoncerningnnovative work behavious necessary. Innovative behaviour

from employees is imperative for organisations to survive the creation of a positive

atmosphere can aid organisations in reducing turnover (Agarwal, 2014; Kesen, 2016).

Anderson, De Dreu and Nijstad (200dimphasisea gapin innovation research which is the
investigation ofinnovativeness of an individuals an independent variabl€his study
contributesn the filling the gap by studyingnovativeness aneikaminingt as an independent
variableemphasisetb be lacking ircurrent literature. According to Shalley (2006adequate
studiesinvestigateda link between participation in creative activities amchover intentions

of an employee.

In recentyears, creativity and innovatiamereused interchangeably (Stradinged18). There

is a consensus that creativity is merely a fatebhnovative work behaviour which involves
facilitating ideas and not solely the generation of ideas (Amabile, 1988:Oizsu, 2016;

King & Anderson,2002; Pukieg, 2016; West & Farr, 1990). As a resuitymerous studies
focussedn creativity and its effect on employee turnover intentions and have not considered
other necessary parts of innovative work behavikhus. imperative to investigate innovative
behaviouras it goes beyond the generation of ideas and includes the behaviours required to
execute plans and reach improvements that will improve the performance of the organisation
(King & Anderson,2002).

Innovation and creativity are regarded as two partseoptbcess improvement which include
generating and i mplementing ideas and have
2014; Barrére, 2013).

According to the social exchange theory, the levels of innovative work behaviour are dependent
on the levelof rewards that employees receive (Jans®ef0).\WWhenemployees experience

greater levels of rewards, they tend to demonstrate higher levels of innovative work behaviour.
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Whenemployees experience low levels of rewards from their employers, they ardiketr

to limit their innovative work behaviour levels.

Therewasa shift in what drives economic system from being dependergnaitapital now

depends on innovation and knowledge (Chatchawan, Trichandhara & Rinthaisong, 2017).
Organisations havein@es i ngly become dependent onast heir
crucial inthe success of various organisations (Patterson, Kerrin,-Batssard & Coan,

2009). Innovation serves as a differentiati@viceamongtorganisations andecame source

of competitive advantage and survival of any
placing innovatioramongt the most essential aspects organisatemtountetoday and can

be regardedis crucialto organisations s u (Abice Zatira & Ahmed, 2015; Alsughayir,

2017; Lyon & Ferrier, 2002; Patterson, Kerrin, & GaRoissard, 2009; Popa, Preda & Boldea,

2010; Tohidi & Jabbari, 2012; Salaman, & Storey, 2002; Shih & Susanto, 2011; Yuan &
Woodman, 2010).

Innovationis regardedas one of the approaches that can increase employee performance
(Jarssen, 2004; Osman, Shariff & Lajin, 2016; Sadikoglu & Zehir, 2010). Furthermore, Imran,
Fatima, Zaheer, YousahdBatool (2012) suggest that employee performance is an issue that
requires prioritisation if organisations wish to succeed in a competitive environment
emphasising themportance of innovatiom ensuring organisations survive across industries.

It is recognised that the innovative potential of any organisatsidesin the knowledge,
abilities and expertise of its employees. As a result, it is to the benefit of the organisation when
employees can adequately be retained with minimal turnover. (Patterson, Kerrin & Gatto
Roissard, 2009).

It isimperative to understand the defion of innovatiorto pursue an investigation. Simmonds
(1986) define innovation as a basic creative process and new ideasstogvariousproducts

and services, fresh new ways of using the existing products in organisattbdis@vering

new marketsthat can consume existing products. Greenhalgh and Rogers (2010) define
innovation as the employment of new ideas to either the products or other activities of an
organisation that result in increased value. This definition is supported by Knox (2002) who
defines innovation as a process that offers added value and a level of freshness to the

organisation.
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There are three phasesncerningnnovative work behaviouthe generation, promotion and
execution of ideas (Scott & Bruce, 1994). Scott and Bexggainthat individual innovation
commences in the recognition of an issue and creating appropriate solutions. Furthermore, the
individual progresses to search fopport for the idea followed bfacilitating the idea. For

the purpose of this study, this definition seems to be the most relevant as innovative work
behaviour moves away from solely idea generation to also having the necessary behaviours
required forfacilitating the ideas (De Jong & Den Hartog, 2008; Scott & Bruce, 1994).

Innovative work behaviour is regarded as a vital factanamaginghe changes occurring in
the economy and increase in competitive advantage and survival of organisations (Niesen, Van
Hoot egem, Vander EI st, Batt i sAls,lemployeés aPae Wi t

functionare vitalin the process

Conflicting outcomesverereportedconcerningnnovation in the workplace. Job satisfaction
and improved job securityvere outcomesargued in one spectrynothes argued that
innovation in the workplace can result in job intensificatistnaining employees mentally
(Kalmi & Kauhanen, 2009)nconsistencies arguments relating to innovation and whether it

has a positive or negatiedfect on the outcomes at wonlere established

The association between innovation and turnover intenti@ne studiedin alimited way in

literature (Kesen, 2016). According to tKesen there needs to be an understanding as to
whetherinnovation within the organisation may influermee mp|l oyee s deci si on
organisation.Studiesneed to be conducted across various contexts as the adaptability

innovation can vary witariousemployees.

Also, there is a growing agreementathinnovation within organisations only happens
attributable tahe work and behaviours of employees (Aftvusu, 2016)Organisations that
support creativity are more likely to haweore satisfied employees who indicate lower
intentions to leave the orgaation (Mayfield & Mayfield, 2007; Shalley, Gilson & Blum,
2000).

Also, creativitywasestablishedo influence the retention rates within organisations (Shalley,
2000). A strong relationship wastablishedetween participation in creative activitiesdan
turnover intention®f employees (Shalley, 2000). Similarly, Baer (20&&)ablishedhat a

strong connection is formed between the employee and employer from the longing of
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employees to improve the work environment throdatilitating ideas which results in
improved retention of employees and commitment to the organisation (Baer, 2012).

Findings by Shih & Susanto (2011), concur witidings outlined as a positive relation was
establishedetween innovative work behaviour and turnover intest Creative enployees
tend toresign from their organisatian searchfor more desirable work opportunitieBhese
findings are supported by authors westablishe positive effect of employee creativity on
pre-quitting behaviour as higher levels afeativity were associated with an increase in pre

quitting behaviours (Li, Duverger & Yu, 2018).

Innovative employeesereestablishedo have a stronger tendency to have turnover intentions
in future attributable tohaving better performance and in exacpa receive favourable
assessments that boost their-selffidence and encourages the pursuit of better employment
opportunities (Lance, 1988; Shih & Susanto, 2011). Further stedieserningemployee
retention established numeroutcilitated ideas andconcernsresolved by an employee
impacting on their likeliness todisable participationn innovative initiatives within the
organisation loweringthe probability of intending to quit (Shalley, Zhou & Oldham, 2004;
Stradinger, 2016)A recent study hasstablishedno significant effect of innovative work
behaviour onturnover intentions f empl oyees (Erojl u, Top-u,
(2014) establishedthat organisations with innovative cultures were associated with the
satisfaction and retention employees.

Kesen (2016) established that a rise in innovation assisted in the reduction in turnover as
innovation may serve as a way to keep employees away from monotony as innovation offers

the opportunity for employees to reset their perceptions and apméth fresh ideasThe

authors alsemphasis¢ hat i nnovation can al so have a nef¢
if the culture within the organisation does
& B a s & mThergi®liteatureconcerningboth sides of the issue and there is no clarity
concerningvhat the situation may be the South African contexdf learners and how it may

change ovetime after the completion of their studies. The following hypothesis is sieghes

based on the discussed literature:

H1: There is a significant association between innovativeness and turnover intentions

among continuous learners.
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In a study conducteth Korea by Joo, Hahn and Peterson &01t was establishedhat
employees interetl to stay longer in an organisation thatouragedreativity and innovation

and had complex jobs. Demircioglu (201 ®stablishedhat innovation can redudernover
intentionsand increase the satisfaction and commitment levels of employees. Accortlieg t
author, another area that remains unexplored is the relationship between the climate for

innovation and employee turnover.

In a study conducted in the hospitality industry, the more creative chefs had a stronger intent
to resign from their organisaitn (Robinson & Beesley, 2010)o significant relationship was
establishedbetween creativity and turnover intentions in a study conducted in Bangkok
(Tongchaiprasit & Ariyabuddhiphongs, 2016).

Lin (2016) proposedthat organisatiosipromoting an innovativatmosphere can contribute
positively to their empl oyeeds ,iama regative on t o
correlation wasestablishedbetween innovative atmosphere and intention to leave an
organisation. Also, climates for innovation and relagitip with supervisors weestablished

to influenceturnover intention®f employees (Mizrahi, 2018; Wang & Ma, 2013).

There are limited findinggoncerningwhether turnover intentions and innovation have a
positive or negative association (Eriksson, Qin & Wang, 2014). A curvilinear relationship was
alsoestablishedetween innovation and the turnover of employees (Eriksson, Qin & Wang,
2014; Muller & Peters2010)

There are inconsistent findings regarding the relationship between innovation anlifevork
balance as studies haestablishedh direct and negative association between turnover and
innovation (Ettlie, 1985; Price, 1977/o association wagstablified between innovation
power and turnover (EI macée & Yal-én, 2012).

Stradinger (2016) point out that current literature has not yet proven the link between
innovation in the workplace and retaining of employees within the organiséitiovas
establishedthat employees in organisations with an innovatoiented culture tend to
demonstrate higher levels of satisfaction and need to remain in an organisation (Odom, Boxx
& Dunn, 1990).

Inconsistencies arestablishedin current literature as there are contcaolly findings

concerningt he ef fect t hat i nnovative behaviour h
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Certain authors havestablishedthat there is no significant effect of innovative work
behaviours on empl owhdseodhers Havestabliskiedhat innavativen t i o n s
work behaviour resulted in lower turnover rates or that innovative employees have a stronger
tendency taesign from their organisatian future. Thereis no clarity in literature regarding

the effect that innovative work beha our has on an employeeds tu
study intends to establish the extent to which innovative work behaviour influences an

individual 6s turnover i ntentions.

In addition, this study wilinvestigateother variables specifically job sdtistion and perceived
supervisor support as mediators in the proposed relationship. In current literature, it is unclear

on whether the variables mediate the relationship as certain studiegstabéshedull

mediation, partial mediation or no mediatiahall for both perceived supervisor suppartl a

job satisfaction. (I'brahi m, 2013; [261d;hul eng
Shahpouri, Namdari & Abedi, 2016jindingsof this study may differ for learners as they can

be grouped in a differenbbort and wish to advance their careers and the proposed channels
might differ for leaners as they may hold other factors as channels.

Since there are inconsistencieoncerningthe function of innovative work behaviour on
turnover intention®f employeesthis study will examine whether innovative work behaviour
may aid the reduction of turnover within organisations or if it aids turnover intetosgt
employees. Furthermore, there is a limitation of studies ithegstigatedthe relatimship
between innovative culture ancktaining employees withinthe South African context
(Ebrahim 2014). As a result, this studgspondgo recommendations made by Robinson and
Beesley (2010) for further studies to be conductatterningcreativity andurnover intention

of employees as there is no cladtncerninghe reason behind the variation of the relationship

according to gendewhichdemand further investigation.

According to Mayfield and Mayfield (2007), the relationship between the peynspif the

creative setting and turnoveemainedunexplored in literature. Further investigation on the
suggested relationship between how the employee perceives the creative setting and turnover
intentions is warranted.his study responds tpreviously suggested areas for future research

in attempts to gain a better grasp of the association that exists between employee innovation as

a predictor in organisational outcomes such as employee turnover.
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2.4 PERCEIVED SUPERVISOR SUPPORT

I n todayods unpredictabl e isamuthcrease mphenportancev e e n v
of t he s uper Accosdmg t© KRathf andh leee (2@1L1A), supervisbeve a vital
functionin the success of companies through their abilities to engagtiyate and retain

employeesvithin an organisation.

Kim, Lee and Lee (2013) suggedtthat little attentionwas providedto the relationship

between supervisor and employee relationships in the existing literadacerningthe
turnover of employees (Kim Lee & Lee, 2013) . Subordinates
various aspects such as knowledge, resourc® florm of supplies and support in the form

of backing in the development and realisation of idaployeegenerate (Kanter, 1988].

was suggested that supervisors are required to nurture, encourage and support creativity in
order for employees to participate in innovative behaviour (Shalley and Gilson, 2004). Rathi

and Lee (2017gstablishedshortcomingsconcerning linkingsupervisor suppotio various

work attitudes.

Shalley, Gilson and Blum (2009) stress the necessity to have supervisors who are supportive

in a work environment. Employees assess the support anticipated from their supervisors before
engaging in innovative behavioWhenlack of support is perceivee@ mp| oyees d ef f or
the support from supervisors might be meaningless (Janssen, 2005; Kamalanabhan, 2013). This
perception isattributable tahe fear of not obtaining the required level of support to ensure an
innovative idea ifacilitated As a result, the perceptions of supervisor support can either boost
confidence or discourage employees from being innovative. Employees engage inwenovati
behaviour when they have the confidence that they will obtain the necessary support.
Stradinger (2016) did not find any relationship betwesiployeesngaging in innovative

behaviour and their relationship with supervisors.

According to Firth, MellorMoore and Loquet (2004) the support from supervisors can serve

as a mediator when It comes reducing the eff
intentions. Furthermore, Nijenhuis (20Establishedhat employees that demonstrate quality
relaionships with their supervisors have a greater tendency to show innovative work behaviour

in an organisation and boost their confidence on the outcomes that being innovative may
provide
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Supervisors witlpeopleorientedleadership werendicatedto influerce how employees were
satisfied, committed to the organisation and essentially their decisions to either remain with

their employer or leave (Mathieu, Fabi, Lacoursiere & Raymond, 2016).
Based on this literature, the following hypothesis is derived:

H2: Perceived Supervisor Support mediates the relationship between innovativeness of

an individual and turnover intentions among continuous learners.

Facilitatingideas often requires effort and motivation which invokstsblishingelationships

or strong bond (Baer, 2012). Also, supervisory support westablishedas critical in
determiningthe levels of job satisfaction and turnover intentions of employees (Yanchus,
Periard & Osatuke, 2017). Furthermore, when a supportive environment is supplied by
supervises through fairness and feedback with employees, there is an occurrence of more
creativity within work environments (George & Zhou, Stradinger, 2016; 2007; Zhou, 2003).
Themood of the supervisor positively influences creativity regardless of wheth@ogits/e

or negative (Stradinger, 2016)

Graen and UhBien (1995)emphasisa principal assumption of the leadaember exchange

theory which statethat the behaviour of employees in a work context is dependent on how
supervisors treat employees and the type of relationship they have with employees. According
to Dhanpat, Modau, Lugisani, Mabojane and Phiri (2018) the support provided to employees
by their supervisors decreases the stress encountered on the job and could produce a sense of

belonging which could supply individuals with adequate reasons to remain with their employer.

According to Kal emci Tuzun and Auncon askaal e mc i
representative of the organisation in the direction and evaluation of employees, subordinates
tend toattributetreatment partially to the organisation and not exclusively to the supervisor.
Employeesare more likely to be committed to theganisation if they are loyal to their
supervisor as supervisors are perceived as representatives of the organisation (Chen, Tsui &
Farh, 2002)Employees that exhibit loysi towards their supervisors are more likely to remain

with their organisation.

Author s have established that an employeeds r
predictor of the turnover of employeds was noted that findings on the relationship vary

according to context which posits that the relationship may vary in the toht®auth Africa
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(Kim, Lee, & Lee, 2013). Perceived Support has also been regarded as backbone in certain
industries in efforts to reduce turnover intenti@msongt their staff andwas establishedo

have a negative relationship with turnover intenti@ikalidass & Bahron, 2015; Newman,
Thanacoody & Hui, 2011)/ariousinconsistencies are reportedncerninghe strength of the
relationship which still requires investigation (Alshutwi, 201Hrceived supervisor support

is essential folearners as indidualsoften jugglesvarious responsibilitiest is a factor that

could influence the reciprocation a learpeovidesto the organisation.

2.5 JOB SATISFACTION

Atef, Leithy and AlKalyoubi (2017) suggest that job satisfaction is one of the most widely
studied constructs and its impact on the emp
severakesearchers. There are several definitions of job satisfaction as a cattrdeyile to

its complexity ad it being an extensively researched ate#s imperative to understand the

various definitions of job satisfaction.

According to Oosthuizen, Coetzee and Munro (2016) job satisfaction can be defined as a
general affectional incletion of individuals towarsl work functions thatthey currently
occupy. Munir and Khatoon (2015) define job satisfaction as the degree to which there is
fulfilment in the needs that an employee has on the job which they hold important such as
security andaffiliation. For the purpose of this study, job satisfaction will folkbv definition

of Weisset al. (1967) where job satisfaction is the degree to which employees accomplish and
sustain interaction with the environmgfuifilling both their extrinsicand intrinsic desires.

Mendis and Weerakkody (2017), define job satisfaction as the degree to which an employee is
pleased with his or her workhereis an indication of job satisfaction when an individual has
optimistic and favourable attitudes aboutithebs. Similarly, job dissatisfaction is when an

individual has pessimistic and unfavourable attitudes about their jobs.

Job satisfaction wasstablishedo be the most significant and important predictor of turnover
(Cavanagh & Coffin, 1992; Karlsson,0@3; Martin, 2008). High job satisfactiowas
associated with a lower turnover intenti®asitiveattitudes towards work is often associated
with high levels of job satisfaction and dissatisfied employees often have negative attitudes
towards their workHan & Jekel, 2011; Mbah & Ikemefuna, 201R)individuals reflect and
believe they have the resources to leave their current employer and find no conflict between

36



their intent to leave behaviours with the perception of social punishment by their ctbse cir

they will cultivate turnover intentions that will eventually result in actual turnover.

Dockel, Basson, Coetzee (20@8hphasis¢hat the levels of satisfactia@re vitalin retaining
employeesespecially knowledge workers. Similar results westablishedn Shields and
Wardodés study (2001) thast Heo wemp |jooybe essadt iisrftaect
¥zba] and Cesyablishadhat ighet Vels of job satisfaction were associated

with lower levels of turnover intention whiatontradicts other studies wlestablishecho

significant relationship. Furthermore, job satisfaction veaablishedto directly impact

turnover intentions negatively, employees who are not satisfied are more likely to intend to quit

their work (KhawaldehAl Muala & Al Ziadat, 2014; Saeed, 2014; Ykah, Foon, Chee

Leong & Osman, 2010). Furthermore, Martin (2088)ealsthat employees have a stronger
tendency to leave their jobs when they are less satisfied.

Mosadeghrad, Ferlie and Rosenberg (2@38abishedjob satisfaction to significantly predict

an employeeobs i ntention to | eave. Accordin
satisfaction employees experience the less likely employees Wweulsthink about leaving

the organisatiorattributable tothe stronger organisational commitment. On the other hand,

they alsoestablishedhat individuals with low satisfaction levels are more likely to pursue

other employment ventures. A negative relationship eséablishedetween job satisfaction

andemploges d i ntenti on t oangpngtnurses (Jacabs &Roadd 3008t o nd u

Dissatisfied employeewere establishedo show higher turnover intentions than employees
who were satisfied andecausehave a greater chance of seeking new employment
oppatunities because dissatisfaction results in thoughts of quitting (Foster, Lonial & Shastri,
2011; Hellman, 1997; Hom, Roberson & Ellis, 2008). This supports findings by Bysted (2013)
who establishedhat employees who are satisfied have a greater intetdgioemain in their
organisationsThereis evidence on both sides of the issue which requires further investigation
as there is no clarity on the relationship from current literature. Based on the literature, the

following hypothesis is proposed:

H3:JobSati sfaction medi ates the relationship b

and turnover intentions among continuous learners

Job satisfaction wasstablishedo significantly mediate the relationship between work stress

and turnoverintentions (Kuo, Lin, & Li, 2014). An employee requires a certain degree of
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internal force that will serve as a driver for them whanountereavith challenges in creative
work (Shalley & Gilson, 2004). Job satisfactiovas establishedto be associated ti
innovative behaviour anwvas establishedas a significant predictor in various studies as
satisfied employeesvere establishedto demonstrate positive behaviour such as being

innovative (Verdiesen, 2015).

Although research has shown that job satisfactias an influence on innovative work
behaviour, a study conducted by Verdiesen (2@&Kiablishecho significant effect of job
satisfaction on innovative work behaviour. This contradicts findings thatdsablishegob
satisfactionto leadtoemployées r eci procati on through endor si
(Attig, Wahid, Javaid, Kanwal & Shah, 2017; Raiser, 2016). Furthermore, the mediating effects

of job satisfactionvereestablishedh studiesconcerningnnovative work behaviour and social

network services (Chung & Kim, 2017). Learners may be different as theyhmagvarious

intrinsic and extrinsic desires and what could make them satisfied in an organisation when

compared tatheremployees in an organisation.

2.6 DISTRIBUTIVE JUSTICE

Distributive justicerefers to the notion that employees are concerned with theigiisbution

of resources within the organisation such as bonuses (Pan, Chen, Hao &8BMW2(tzuk

Turek & Turek, 2013; Young, 2012). Organisational jusivesregarded as an pportant cause

of various factors that impacts attitudes of employees such as their satisfaction with the job,
turnover intentionsrad innovative work behaviour (Pan, Chen, Hao & Bi, 20 Distributive
justiceis particularly important in the South African context as stucheserninglistributive

justice remain poorly developed (Seekings, 2002).

Social exchange theory posits that employees intend to stay with their employer and perform
better when they have [@ositive perception gjfusticeand rewards in association with their
efforts (Avanzi, Fraccaroli, Sarchielli, Ullrich & van Dick, 2014). The consequences of low

di stributive justice i mesignasddetribative jestiogimmagte e 6 s
turnover intentions negatively (Hetidrix, Robbins, Miller & Summers, 1999; Hom, Griffeth &
Sellaro, 1984; Wong & Wong, 2017).

A positive relation wagstablishedetween organisational justice and innovative behaviours
(Kim & Lee, 2013; Suliman, 2013; Wejtuk-Turek & Turek, 2013)Anderson, De Dreu and

Nijstad (2004 establishedhat employees who experience distributive unfairness are reluctant
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to engage in innovative behaviour. Distributjusticewasestablishedo have great effects on
their intentionto stay ad job satisfaction levelamongtHong Kong employees (Fields, Pang
& Chiu, 2000). This is supported by various authors wsiablishedhat distributivejustice
will increase job satisfactionnd the innovativeness of employeeskfam, Haider &Feng,
2016 Gozukara & Yildirim; 2016Momeni, Ebrahimpour & Ajirloo, 2014Shih & Susanto;
2011).

Thiscontradicts findingsstablishedh a study conducted by Almansour and Minai (2012) who
establishedho relationship between innovative work behaviood aistributivejusitcein a
Jordan societywhich is not in alignment with current literature regarding the relationship
between distributivgusticeand innovative work behaviour. These findings demonstrate the
possibility that a change in context mayide variousfindings from the established findings

in Western countries. South Africa is country known to be socially divenseerningracial

and ethnic divisionsral various official languages (Francis & Hemson, 2010).

In a study conducted by Shih and Susanto (2011) distribjisteee was establishedas a
negative moderator between innovative work behaviour and turnover intentions which could
serve as a mitigating variable within the stated relationship. Theyeatdwishedthat the
higher the perceived distributiyesticeamongt innovative employees the less they consider
leaving their organisation. Perceived distribufjvsticeis a variable thatvasestablisheas a
moderator in various studies on the relatiopdbetween innovative work behaviour with
flexibility | -deals ad on the relationship between turnover intention and job autonomy (Ferris
& Treadway, 2012; Haar & Spell, 2009; Kimwol& Kimosop, 2017). The following
hypothesis is derived based on the &tare:

H5: Perceived distributive justice moderates the relationship between innovativeness of

an individual and turnover intentions among continuous learners.

Distributivejusticewasestablishedo mitigatethe desire of creative employeesésign from

their organisationBirecikli, Alpkan, Ertirk & Aksoy, 2016; Shih & Susant@01]). The
authors concluded that high perceptiaiigustice within an organisation can moderate the
increases in turnover intentions. A negative relationship between distributive justice and
turnover intentions wasstablisheas turnover intentions tended to decrease when distributive

justice was higlwithin an organisation (Nadiri & Tanova, 2010).
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Distributive justice wasstablishedo have a negative relationship with turnover intentions
along with the other dimensions of organisational justice (C@terash & Spector, 2001).
These findings are supged by Brashear, Manolis & Brooks (2005), wéstablisheda
negative association between distributive justice and turnover intentions. According to
HolstonOkae (2017), when individuals perceitteey aretreated without bias, there is an
increase in theiselfworth and identity which in return results in a lower propensity to leave
their employers.

Also, Cropanzano and Greenberg (1PSffessthat unfair processes within an organisation
produce negative consequences such as turnover and low levelsistacsah and
commitment. In addition, Aghaei, Moshiri and Shahrbanian (2@$8)blished significant
negative relationship between distributive justice and turnover intention. Furthermore, the
perception that employees hagencerningdistributive justice was establishedo have a
serious effect oretainingemployees (i , kener , &ielddParg & @Ghju, 2000;1 1 ;
Hayes, 2015; Khan, Abbas, Gul & Raja, 2015; Loi, Hag & Foley, 2006).

Li and Cropanzano (200®stablishedhe perceptions of diributive justice had significant
relations with the commitment, turnover intentions and job satisfaction of employees in the

context of East Asia.

Also, employees want their efforts to be fairly rewarded which will in return result in greater
commitmentto their employer and reduce their desire to seek opportunities elsewhere as they
will be satisfied and reciprocate with involvement in their jobs (Birecikli, Alpkan, Ertirk &
Aksoy, 2016; Khan, Abbas, Gul, & Raja, 2015). If there is a perception thatwlaeds are

not distributed fairly, employees will have no desire to stay within the organifgi@eptions

of justice within the organisatigorovideemployees a more positive outlooBncerningheir

job (Birecikli, Alpkan, Ertirk & Aksoy, 2016; Shuka, 2014)

Abu Elanain (2010)establishedthat employees who report positive emotions regarding
distributive justicewere establishedo have greater levels of satisfaction with their job and
have less propensity tesignattributable tanincrease in commitment. The present study has
addressed the issue with the examination of the potential moderating effects that distributive
justicemay have orturnover intention®f employees. Abu Elanain (201@&mphasisedhat
inadequate studiaa a nonWestern setting have addressed the possible association between

perceptions of justiceamongtemployees and the effect it may have on turndwarthermore,
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the area of distributive justice and turnover intentions in general remains limrtees$figated
and has provided inconsistent findings (Loi, Hafue & Foley,2006.

Literature distributing justice encouragingemployees to be mor@novative is scant.
According to Young (2012)uture research should incorporate consequences of innovative
behaviour adfind proper moderatorsf the relationshigmongtthe variablesThis study will

fill the current gap that exists in literatus®ncerning the proposed research. There are
inconsistencies in findings regarding whether a stronger prediction occurs when perceived
distributivejusticeis low or atan elevated levellhis study intends to investigate the current
contradictions that exigt literature. The diverse South African context of learners is important
as they form part of employees that were previously disadvantaged and are pursuing a mean
to advance their careefasightinto learners and tracking changes in these relationshigrs

time canprovideorganisations insight into how to effectively retain learners acrossatiois

phases they pasgilst completing their studies and once they finish.

2.7 CORE-SELF-EVALUATIONS

Coreselfevaluations are defineals the important assessments that individuals make about
themselves, their competencies and abilities (Chang, Ferris, Johnson & Tan, 2012). The
relation ofcoreself-evaluation with various outcomes such as job satisfaction and perceptions
in the work sdtng were supported by metanalytic results which have also identifiedre

self-evaluation to be negativeboncerningurnover intention (Chanet al, 2012).

Individualswith high coreselfevaluations are expecteddsplaygreater confidence in how
intensely they react to stressors within their organisations when compared to individuals with
low coreselfevaluations (Haynie, Harris & Flynn, 2016). According to the authors,
individuals with highcoreself-evaluations tend to have a positive perceptd their work

which translates into greater satisfaction with their jobs in comparison to those witbriew
selfevaluationsl n d i v pedcapddnssadd behaviour are influenced by a jointegmdfaisal

of their evaluationgoncerningselfesteem, auroticism, sekefficacy and locus of control
(Judge, 1997)

Turnover intentions werestablishedto be negatively impacted bgoreselfevaluations
(Dasgupta, 2015)ndividuals with known higher levels obre self-evaluationsverereported
to thrive in environments favourable as ttweself-evaluation operates as a shield from the

potential impact of adverse circumstances (Cadiz, 2010). Joo, Hahn and Peter&n (201
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establishedhat Korean knowledge workers in a corporation hagelr levels of turnover
intention when they had higtoreself-evaluations and had intentions to stay longer in their
place of employment. The authors concluded that employees would intend to remain in an
organisatiorprovidedthat there is support and encagement for innovation and jobs complex

in nature.

Greaves, Parker, Zacher and Jimmieson (2@%$tblishecho inverse relationship between
coreself-evaluations and turnovémtentions.This emphasisesconsistencies that currently
exist in literatureconcerninghe variables and the need to further investigate the relationship
to understand the dynamics of the relationship and how they may differ ahdeged

contexts.

High coreself-evaluationsvere concerningow turnover intentions as individuals will think
less of leaving their employer whemmcounteredvith changes and challenges within the
organisation when compared to individuals that havedore self-evaluations who will tend
to resign from their orgasationwhenencounteredvith similar challenges (Haynie, Harris &
Flynn, 2016). As a resultpreself-evaluationsestablishe@n internal resource for individuals

managingvarious changes that may occur within an organisation.

According to Javedet al (2014), studies lackfocussing on coreself-evaluations and the

i mpact they have on an EhspHere is @ &ackokndwiedgea ov er
relating to the relationship and the andmpact
theimplicationsit may havdor leaners as their evaluations of themselves may limit their career
progressionThis studyconsiderghe current gaghat exists in literatureoncerninghe direct

relation that exists between cegelf-evaluations and turnover intentions. On the basis of this

literature, the following hypothesis is derived.
Based orthis literature, the following hypothesis is suggest

H4:. There is a significant association between core sefaluations and turnover

intentions among continuous learners.

According to Changt al (2012),coreseli-evaluation may serve as a moderator between the
relationship of variables as how an wmidual perceives their worth influences their reaction to
events. The moderating effectsooire-self-evaluations on turnover intentions westablished

in a researclaccomplishedn Pakistan (Javedt al, 2014). Theyestablishedhat employees
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that have higltore self-evaluations tend to have a positive approach concerning all scenarios
andbecausét does not affect their turnover intentions.

A negative relationship wasstablishedbetweercoreself-evaluations and turnover int#sons
(Albrecht, Paulus, Dilchert, Deller & Ones, 2013). This finding is supported by various studies
whichhave als@stablishe@ negative relationship betweenreself-evaluations and turnover
intentionsamongtemployees (Joo, Hahn & Peterson, 201&¢d& Judge, & Sun, 2012; Virga,

De Witte & Cifre, 2017)Individualswith lowercoreself-evaluations have a stronger tendency

to resign from their organisatisn

These findings are supported by Dorner (2012) establishedhat employees with high self
efficacy have greater confidence when it comes to innovative activities and are more likely to
participate in innovative behaviourhe opposite applies to employees with low sefficacy

who believe innovative work behaviour surpasses their coping skillbetalisemployees

avoid participating in innovative work behaviour. Furthermore, individuals with high self
efficacy tend to raistheir efforts to meet the difficulties theycountewnhile individuals with

low seltefficacy view the challenges theycounterms negative and abandon any efforts at

innovative work behaviour. Based on the literature, the following hypothesis is pdopos

H6: Core selfevaluations moderate the relationship between innovativeness of an

individual and turnover intentions among continuous learners.

Employees with high cofself-evaluations were established to demonstrate more
innovativeness at work (Attid/ahid, Javaid, Kanwal & Shah, 2017; Judge & Kammeyer
Mueller, 2011). Furthermore, employees intended to stay in an organisation longer when
demonstrated high levels obre selt-evaluations (Joo, Hahn & Peterson, 201

Coreself-evaluationwas establistd to act asa mitigator in the impact that social stressors
may have on the satisfaction and turnover intentibeamployeesCore-self-evaluations are
relevant to this studgttributable tahe ability of acting as a coping resource (Haynie, Harris
& Flynn, 2016 Harris, Harvey & Kacmar, 2009).

Individuals with known higher levels aforeseli-evaluationswere reported to thrive in
environments favourable as thereself-evaluation operateas a shield from the potential
impact of adverse circumstances (Cadiz, 2010). Joo, Hahn and Peter&)reé2ddlishedhat
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Korean knowledge workers in a corporation had lower levels of turnover intentions when they

had highcoreself-evaluations and hadtentions to stay longer in their place of employment.

Chang, Ferris, Johnson, Rosen and Tan (202ablishedh negative relationship between
coreself-evaluations and turnover intentions as there is a tendency for individuals with higher
coreself-evaluations to focus on the positive parts of their settings and concentrate less on the
negative parts anblecausendicatedgreater satisfaction with their conditions at work (Ferris

et al, 2011). Joo, Han and Peterson (20&Sjablishedhat employees wh higher core
evaluations were more likely to remain within their organisations and show greater levels of

satisfaction with their conditions at work.

The experiential variablesdtype of workarediscussed below and current literature regarding

the association with turnover intentions and innovative work behaarewutlined.

2.8 EXPERIENTIAL VARIABL ES AND TYPE OF WORK

According to Hongvichit (2015) future research in the areangbloyee turnover should use
demographic variables as moderators to study the relationships between turnover intention and
other variables under various conditiombis study test theoryconcerningthe variables on

the proposed relationship. As a restiiis study aims tinvestigatetheoretically predicted
moderating effects that various experiential variables and the type of work have between
innovative work behaviour and turnover intentions of employees. Furthermore, Haider and
Akbar (2017) recommendhat future studies should include demographic variables. In
addition, there is limited literature thiaasinvestigated the moderating effects of experiential

variables and type of work in a South African context.

Russ and McNeilly (1995) posi that researchers can choose amid various individual
difference variables as possible moderators when studying turnover intention. Accotbang to
Oxford Dictionary, an individual difference variable is a variable distinctive to an individual

such as their age drgender.

Demographic variables werestablishedo be strong predictors of employee turnotgr
Dhanpat, Modau, Lugisani, Mabojarend Phiri (2018). Significant correlations were
establishedbetween demographic variables and turnover intentipn&®andhava (2007).
Turnoverintention isestablishedo be greatly influenced by demographic variables of an

individual with an indication that turnover intention decreases as the age and experience of an
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employee increaseDemographic variables weresignificant predicatos of turnover
intentionsin a study byJoo, Hahnand Peterson(2015). Chiu, Lin, Tsai and Hsiao (2005),
report that theravere inconsistent findingsoncerninggender and level of qualification with

turnover intentions.

Education, age, tenure and gendere establishedo be associated with turnover intentions
(Ongori, 2007). Turnover intentions weestablishedo significantly reportvarious scores
amongt nurses on characteristics such as educational level, yearp@fiesce, agand
professional titles (Litet al, 2018).Resultsfrom a study by Hayes (201®stablishecho
statistically significant relationship between gender, tenure and education in the prediction of
turnover intentions. Furthermore, according tanVBreukelen, Van der Vlist and Steensma
(2004), the age and tenure of individuals has often been used as moderators and predictors in

studies relating to the turnover of employees.

2.8.1 Age

Du Plooy and Roodt (2018stablishe@ge as a moderator which concwith various authors

who haveestablishechge as a moderator in the prediction of turnover intentions (Cotton &
Tuttl e, 1986 ; Emirojlu, Akova & Tanréverdi,
Aleshinloye, 2009Karatepe, Uludag, Menevis, Hadzimedaagic & Baddar, 20085recker,
1994).According to Zaniboni, Truxillo and Fraccaroli (2013), work outcomes carvheoes
results depending on t h enaceountobtie discussiansabeve)p | oy

the following hypothesis is proposed

H7: Age moderates the relationship between innovativeness of an individual and turnover

intentions among continuous learners.

Karlsson (2008gstablishedhat older employees were less likely to intenddasignwhen
compared to younger employees in the engineering industry. Hayes (28tH)lisheda
significant relationship between the age of employees and their inteasigm from their
organisatiores younger employees weestablishedo have a stronger tendency to leave the
organisation when compared to other age cohorts. According to Oskarsdéttir (2015), younger
employees werestablishedo havea stronger propensity teesign from their organisans

compared to other employees.
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In a study conducted by Maheshwari, Patel and Bhinder (2015) iestablishedhat there

was a significant difference in the observed levels of turnover interdroonsgt the various

age group as it was established thgounger employees tend to be more anxious about their
careers ad the chance for growth and demonstrate a higher intention to leave their current
organisation. Tanova and Holtom (20@8)ggest that younger employees are risk takers and
are more likelyd move jobs if the opportunity arises.

Olderemployees are less open to changeuavdlling to sacrifice formed relationships within
the work context. Furthermore, in a study conducted by Perez (2008), agstalashedo
be negativelyconcerningurnover intention with an indication that intend to quit reduces as an

employee gets older.

2.8.2 Gender

Gendemwasused as a moderator across various studieriouscontexts. In a study conducted

by Callaghan (2018 gender was tested as a moderator on the determinants of work
performance on research productivi§oncerningthe focus of the study, gder was not
establishedo be a moderator on the stated relationships.

Gender was establishedaasioderator in testing the relationship between research productivity
and the years an individual. In the study, the relationship establishedo be strongr
amongst male participan{€allaghan, 20153). Genderwas reported to be a moderator in

variousrelationships and no moderatiaasestablishedn other studies.

According to Callaghan (2017), working contexts in all parts of South Adnea e qu al i si ng
concerningthe pastconcerninginequality and apartheidlhereis a need for research that
contributes to knowledgeoncerningthe reduction of inequality mainly in the context of
genderUsing and investigatingender and understandirg functionin various contexts and

relationships irBouth Africacan be of great importance (Callaghan, 2116

In a South African contexfindingsby Du Plooy and Roodt (2013) on gendstablishecho

moderating effects on the relationship between work gemgent, burnout and turnover
intentions contradictingrzarious studiesstablishingnoderating effects of genderpnedicting

: 1986 ; E
Tanreverdi, 2015; | Kératepeetaal, RO06GMahesiavaria Ratel, & 1 9 9 3
Bhinder, 2015). Also, various research studies hestablishecho significant relationship

turnover intentions Almer & Kaplan, 2002,Cot t on & Tuttl e
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between gender and turnover intention (Joseph, Ng, Koh & Ang 2007; Martin & Roodt 2008;
Porter, Steers, Mowday, & Bouliari974). On the basis of the literature provided, the
following hypothesis is suggested:

H8: Gender moderates the relationship between innovativeness of an individual and

turnover intentions among continuous learners.

Peltokorpi, Allen and Froese (201®stablishecthat gender assisted the explanation of the
association that exists between embeddedness and turnover intentions as a weaker relationship
wasestablishedor women. In a study conducted by Dhanpat, Modau, Lugisani, Mabojane and
Phiri (2018), mat respondents wekstablishedo have greater levels of turnover intentions

when compared to women.

This study investigatethe current inconsistencie®ncerningthe effects andunctions of
gender in an empl oineadodssonditions and coetexts.i nt ent i ons

2.8.3 Education

Maheshwari, Patednd Bhinder (2015)found that the education level of employeessan

influenceon their decision to either stay pgsign from their organisation

Jayasingam and Yong (201e5tablishedhat employees with university degrdesia smaller

likelihood of leaving the organisatioAccordingto Islam, KhanAhmadand Ahmed (2013),

a different resultwas establishedas individuals with higher levels a#ducation were
establishedo have a higher propensity to leave their emplolyea study by Du Plooy and

Roodt (2013)education levels were nestablishe@ds a moderator on the relationship between

work engagement, burnout and turnover intentions. & firdings are contradicted by various

authors whoestablishededucation levels to influence turnover intentions (Bester 2012;
Emirojl u, Akova & Tanréverdi, 2015; l gbari a
literature, the following hypothesis is dexd:

H9: Education moderates the relationship between innovativeness of an individual and

turnover intentions among continuous learners.

In a study conducted by Cavanagh and Coffin (1992), there was an indication of higher turnover
rates for nurses that had a higher level of educafdocationlevels wereestablisheahot to

influence an employeeds de(dok®Lusas, 1990). ei t her s
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There is uncertainty regarding the effects of education on turnover intentions as no concrete
agreementvas met in various studies thaivestigatedthe effects of educatiormhis study

hopes to investigate furthene d u ¢ a t ictomi® determinimgturnover intentionsThe
proposed relationships may change over tmsendividualscompletes their qualificaticand

insights on the potential change in the relationship is required.

2.8.4 Tenure

An empl oyeeds t e wascoaestantly associated with eetenticn and in a study

the authors conducted, it was established that employees at different levels of tenure had
different turnover intentions perceptions (Maheshwari, Patel & Bhinder, 2015). Similarly,
various studies concwvith findings which revealed that employees that were longer tenured

had a stronger tendency to stay in an organisation and employees with short tenure
demonstrated higher |l evel s of turnover i nt e
Karatepeet al, 2006; Krecker, 1994; Somers, 1996). The following hypothesis is derived on

the basis of this literature:

H10: Tenure moderates the relationship between innovativeness of an individual and

turnover intentions among continuous learners.

The kength of tenure wasstablishedo be a moderatan the relationship betweesmployee
voice and turnover intentions (Avery, McKay, Wilson, Volpone & Killham, 200Hik study
aims to determine if tenure can serve as a moderator in a differen relatistilspiedicting
turnover intentionsAccording to Maden (2014), employees with a long length of tenure are
hesitant toresignattributable tothe collection of organisational investments. Furthermore,
individuals with longer tenure had less propensityegignbecause of their investmentthe

organisatiorafter several yea(®skarsdottir, 2015).

Also, it wasestablishedhat nurses with longer tenure were more likely to stay in their place

of employment (Chan & Morrison, 2000). According to Hayes (20&%ention strategies need

to be developed for organisations to increase the length of tenure of employees. Furthermore,
individuals with longer tenure were associated wiimallerlikelihood of intending to leave

the organisation when compared to induals with shorter tenure (Karlsson, 2008).

Perez (2008) alsestablishedhat the longer an employee is with an employer the less likely
they are to desire to leave the organisatidrereare inconsistenciesoncerninghe function
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that tenure has ommovative work behaviourThe moderating effects of tenureere
establishedconcerninginnovative work behaviour and personality traits as employees were
establishedo generate more ideas if they had a longer tenure (Woods, Mustafa, Anderson &
Sayer, 2018)This contradictedindings whichestablishedhat shorter tenure wasncerning

employees being more innovative (Usman & Hussain, 2017).

2.8.5 Job Type

According to Nijenhuis (2015) innovative work behaviour could be impacted by the type of

task description and woffinctionpossessed by the employee. Kanter (1988) suggest that the
duties that come with an employeeds sipcesi ti or
certain workfunctioninnovationcomprise grerequisite to effectively perform the jabertain

work functions would be required to be more innovative when compared to other functions.
Rosing, Rosenbusch and Frese (2010) suggest that ambidextesggnsia in the innovation

process at an individual level. They propose that the paradoxes of innovatiomaeineinng

balance between new and old activitiad hetween routine and unstructured activities.
On the basis of this literature, the followihgpothesis is proposed:

H11: Type of work moderates the relationship between innovativeness of an individual

and turnover intentions among continuous learners.

Shalley and Gilson (2004¢vealthat employees have a stronger tendency to look at alternative
solutions and put in more effdrtto their job when they have a job complex and challenging
as they are exposed to more opportunities to learn which in return encourages innovativeness

whencompared to employees who have routine work.

Humphrey, Nahrgang and Morgeson (20@8jablishedhat employees with complex jobs
have less tendency to quit their organisatias job complexitywas establishedto be
concerningntrinsic motivation, job d#sfaction andhe extent to whiclknowledge workers

are involved in their jobs.
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2.9 CONCLUSION

This literature review has highlighted the costs that are associated with turnover intentions as
well as presented turnover intention theories found to be related to the current study. In
addition, this chapter has discussed various factors that are important in the prediction of
turnover intentions. Specifically, innovative work behaviour was defined amdirtks to
turnover intentions were presented. Also, literature surrounding the potential mediating effect
of perceived supervisor support and job satisfaction were outlined. This chapter proceeded to
present literature relating to core selfaluation andow it has been found to relate to the
turnover intentions of employees. Literature pertaining to the moderating effects of core self
evaluation, distributive justice, experiential variables and type of work were presented.
Moreover, the various hypothesivere derived in this chapter in each specific section across

all the different factors.

Furthermore, this review highlighted the existing inconsistency around the topic and has
demonstrated the need for the various variables to be investigated to detetmether there

is a relationship among variables.

The next chapter will present the research methodology that was implemented for this stud
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CHAPTER 3

RESEARCH METHODOL OGY
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3.1 INTRODUCTION

The preceding chapter presented the literature review on job satisfaction, perceived supervisor
support, coreself-evaluations, demographic variables and their effect on innovative work
behaviour and turnover intentions. igtchapter will focus on thereserch methodology

pertaining to the current study.

The aim of this research was test theorypredictingthe relationships between individual

innovative work behaviour and turnover intentions between employees
The research questions for this study wergsdel inChapterl. These areeiterated:

1. Research Question 1: To what extent doesd i v i d u a | isfldence tummaver at i on
intentions?

2. Research Question 2: To what extent does job satisfaction and perceived supervisor
support mediate the relationship betweenn di vi dual sa@d turnoverov at i o
intentionsamongcontinuoudearners?

3. Research Question 3: To what extent awe selevaluatons influence turnover
intentionsamongcontinuoudearners?

4. Research Question 4. To what extent do perceived distribjutstee core self
evaluations, experiential variables and type of work moderate the relationship between

i ndi vi du alasdiurnovernntentian@momgeontinuoudearners?

This chapter justifies the research methods considered to be appropriate for the study. Also, the
several stages of the research are outlined such as the selection of populatiorpémengam

the data collegton and analysis process. Furthermore, the instrumentdiablisheduitable

for this study is presented. This chaptersanith a discussion of the various ethical aspects

that were considered throughout the research as well an identification obl@ossi

methodological limitations that the study may be exposed to.

The following section will outline the actions that will be takeninvestigate the research
problem discussechd the reasoning behind the chosen actions.

3.2 PARADIGMATIC LOCATIO N OF THE RESEARCH

According toKuhn (1962) a paradigm is a term used to represent a specific way of thinking

shared by a group of scientists in resolvaumcernsin their field. Guba (1990holds that
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paradigms can be characterised by ontology, epistemology and methodology. Antwi and
Hamza (2015) explains that ontology is associated with what the nature of reality is,
epistemology refers to the posing of questions regarding what can be regarded as knowledge
and what the relation is between the researcher and what is known. Also, methoef@cgy

to how the researcher will go about discovering what they believe can be known (Antwi &
Hamza, 2015).

This study is located within the functionalist or realist paradigm (Burrell and Morgan, 1979).
According to Burrell and Morgan (1979), the funodist paradigm can be characterised in

the notion of realism for the ontological assumption, positivist approach for the epistemology
assumption and determinist for the assumption of human ndtueeeis an assumption of
objectivity in the attaining oknowledge and the existenoka social world not dependem o

the researcher. The paradigm holds an impartial point of view with arofaproviding a
rational account of social affairs. There is a degree of practicality associated with the
functionalistperspective as there is a focus in comprehending society and creating knowledge

applicable.

The authorsuggestthat the nature of social science can be associated with four groups of
assumptions (Burrell & Morgan, 1979). According to the authors, thandserientation for

each assumption can either be objective or subjective.

3.2.1 Ontology

These assumptions are concerned with the core of the phenomena being investigated. Realism
and nominalism are the two ontological positions that can be distinguishect!(Burd

Morgan, 1976). The assumption that the social world possesses its own reality is associated
with the realist position which assumes that social structures exist independently. On the other
hand, nominalism assumes that the existence of the sawial i dependent on the names we

attribute to itto aid us to deal with the social world.

3.2.2 Epistemology

Epistemology focuseson what comprises valid knowledge of the world and how the world
can be understood. This assumption revob@scerninghow individuals come to grasp the
world and the way this understanding is communicated (Burrell and Morgan, 1979). There are
often debates regarding whether knowledge is to be conveyed as facts or if it is to be

experienced personally.
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Anti-positivism and positivisnare the two epistemolamal positions identified by Burrell and
Morgan (1979). In a positivist approach, it is recommendedviestigateregularities inside
the social world. Alsoa hypothesis is used to confirm alisprove claims concerning
regularities. On the other hand, the apbsitivist approach is opposed to the idea tthaite are
any laws describing the social worlthereis a disbelief that knowledge can be attaibgd

means of observing social activities externally.

3.2.3 Human Nature

Burrell and Morgan (1979) explain the human nature assumption as the referral of the
relationship amidndividuals and their setting. The two notiom®ncerninghuman nature

include voluntar s m and deter mi ni sm. Determinism all
settings are in contrathilst voluntarism assumes voliticemongst actors in total control of

their fate.

3.2.4 Methodological Approach

The three assumptions discussed abweee identified to have direct implications on the

methodologicabpproach

Each assumption has significant consequences in the manner that individuals will investigate
and attain knowledge about the social woilltierewill be an inclination towards diverse
methodologés depending on the ontologi@dproachthe epistemologicabpproachand the

view of human nature.

According to McGregor and Murnane (2010) the gastitivistic research acknowledges that

there are various ways of knowing apart from the use of scen#ithods. Although post
positivists stillsupportbeliefs about the significance of both objectivity and generalisability,
they suggest that researchers should adjust their claims to understanding of the truth based on
probability and not with certaintyMertens, 2014)Postpositivists suggest that research will

at no time be certain and a pstsitivist will try and represent reality to the best of their ability
rather than finding the truth (Muijs, 2010)

Chilisa and Kawulich (2012kmphasiseassumptions of pogtositivists which include
ontology, where there imgreemenbn the existence of reality batknowledgemernthat the
knowing will be flawedattributable tothe limitations that arise from having a human

researcher. Also, for epistemology pessitivists assume that ideal objectivity cannot be
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realised but is approachable. For methodology, the assumption is that purpose of the research
is the prediction of @sults, theory testing or finding the strength of relationships between

variables.

Callaghan (2016c¢mphasisesertain shortcomings of locating work with the use of Burrell
and Morgan (1979ramework. Callaghaexplains thathe internet has enabled naacial

forces which have fostered methodologies which remain unplaced in the schema of Burrell and
Morgan.Theoristausingthe framework to locate their research do so with the lack of literature

that accounts for the occurrences.

Furthermore, Callaghan @21 6 c ) argues that the Burrel!l an
differentiation precedes crucial evolutions within organisational theory and offers further
paradigms to supplement the Burrell and Morgan schema meadgrtihe ontological and

epistemologicatealities.

3.3 RESEARCH DESIGN

In conducting research, the most recurring approaches include qualitative, quantitative and
combinedmethods (Williams, 2007). Quantitative reseanaswidely used in the creation of
meaning and knowledge through uncoveringdata collected within the study in an objective
manner. Furthermore, quantitative research methods entail taking a statistical viewpoint to
research desigheginningwith a statement o& problem and includes the formulation of a
hypothesis, review of Erature and analysing data quantitatively. Data is usedotode an
objective measure of reality as the research is independent from the researcher (Williams,
2007).

For the purpose of this study, a quantitative research approach was used. Accordingg® S
(2003), this approach is ideal for the testing of theorydmwelopinggeneral statements. This
is supported by Williams (200%yho showsthat the results from a quantitative research can
explain, predict or confirm theory. As a result, generalesabsults across contexts are

produced through quantitative studies.

Yilmaz (2013)claimsthat when a case is describgdh the use of numerical data, it can be
referred to as quantitative research. According to the author, objective epistemology informs
guantitative research. Furthermore, the quantitative approach takes the stance that reality is to
be investigated in anbjective manner and distance is required between the researcher and
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what is being investigated. The quantitative approaebtablishedo have a realist perspective
whilst a qualitative approach mstablishedo have a subjective perspective (Muij§12).
Also, a quantitative approach allows the study to acquire an extensive range of findings and

concisely present them with the use of statistics in the analysis of data (Yilmaz, 2013).

According to Williams (2011), quantitative research produces mgamiough the objectivity
uncovered in the data collectediiMér (2011) siggestsghat quantitative research is suitable
when the purpose of the study is to test a predictive type of hypothesis which is in alignment
with the objectives of the current studyccording to Antwi and Hamza (2015), the focus of

the quantitative research approach is on tediegry and hypothesign hopes to reveal
whether itis supported with the use of empirical information. Furthermore, @essonal

studies are quick andexpensive to perform (Sedgwick, 2014).

Mafuwane (2012¢mphasisethat quantitative research results are often replicable irrespective
of who conducts the researattributable tdhe researcher being external to the actual research.

In addition, quantdtive researclprovidesdata both objective and generalisable which will
allow for inferences to be made from observations (A&94; Polit & Beck, 2010). As a
result, the data may be used to effectively look at relationships between variables and make
adequate conclusionshe quantitative approach poses certain limitations. According to
Rahman (2016), deeper clarifications and meanings cannatlleetedfrom a quantitative

study.

A qualitativeapproachwas notestablisheduitable for this study as-aepth knowledge was

not required to be obtained as the study aimed to test theory and analyse the information
statistically and not to gain a deeper understanding of the relationships. Furthermore, a
gualitative approach would not allow the results of gtudy to be generalisable dmetausge

a quantitative study was deemed appropriate as this method involves testing hypothesis to
determine relationshipamongt innovative work behaviour, turnover intentions and the

various demographic and contextual factors.

3.3.1 Design of theStudy

According to Creswell (2012), correlational designs are suitable when the aim of the research
is to associate two or more variables tody the effect the variables have on each other.
Correlational designs can either be predictive or explanatory. Furthermore, there are two types

of survey designs which include longitudinal and cresstional. For the purpose of this study,
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a crosssectonal survey design was utilised as the data which is ideal on obtaining current
perspectives and beliefs of individuals (Creswell, 2012).

3.3.2 Scope of theStudy

The range of the study is bound according to its focus: on the relationships between turnover
intertions and (i) innovative work behaviour; (ii) job satisfacti¢in) perceived supervisor
support and(iv) various contextual factors. The research sampieding studentstudying

parttime atthe University of the Witwatersrand.

3.3.3 Population and Sample

A population refers to the total of all the individuals who have certain characteristics and are
of interest to a researcher (Kadam & Bhalerao, 2010). The population comprised learners that
werecurrently enrollecat the University of the Witwaterandstudying on a partime basis.

The population sizeomprisedan estimated 1100 students that were enrallede Centre for

Parttime Studies at the university.

3.3.4 The Sample

According to Kadam and Bhalerao (2010) a sample is a subset of the population athe&hich
researchers would like to include in a study. From the population, the reseanedteeuse of
census sampling with an attempt to sample the entire populdtienresearcher honoured
refusals and respected the voluntary aspect of the researcbtaimed the sample it did for

the study.

Learnersveresampled using hard copies that thegrerequired to fill in to avoid common
method bias. The sampleomprisedlearners currently enrolled the University of the

Witwatersandare studying business ear related subjectsdertaking evening classes.

According to Binu, Mayya and Dhar (2014) the following formula can be used to obtain a

minimum sample size.

Sample size=z0/ 22 SD2

d2
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SD = turnover intention variable as of previous stwdg 0.41 (Agoi, 2015)
D= absolute error or precisiors%

Sample Size = 1.962 (0.41)2

(0.05)2

A minimum sample size of 258.31 rounded to 259 respondasiequired to obtain a test of
relationships at a 5% level of significance. This is merely a bassisi@ringa larger sample
A total of 326 questionnaires were collected from participgoiecingthe size above the

established minimum required numbepafticipants.

Furthermore, this study rdause of SEM which needs a sample size larger when compared to
certainstatistical technique® produce trustworthy results. According to Noronha (2015), it is
advisable for 15 participants to bellected for each variable measured. This study nsexl
measured variables including the variables placed for common method bias purposes.
Therefore, 135 participants were required for SEM and the sample obtained is above the limit

specified.

3.3.5 Statistical Power

According to Kline (2015)to have adequate statistical power there needs to be about two
hundred cases as means of ensuring validity of the statistical mefhadstudy obtained 326

which offers adequate statistical power.

3.3.6 Criteria for Sampling

Within the sample, a criteriomwas required for participantso participate in the study.

Participantsvererequired to be studying paitme and working simultaneously.

3.3.7 ConfidenceLevels ofTesting

A five percentl ev el of signif i edfarthes stedyAccording to®Kim05 wa s
(2015), the level of significance is a critical contributor in the testingypbthesesas it
controls the power of the test and critisalug thus having an effect on the inferential

outcome.
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3.3.8 Pilot Study

To obtainan indication of whether the research was proceedingitjie course, bfore the
collection of the main questionnaires, a pilot study was conducted. The researcher distributed
30 questionnairegn=30) to participants with similar characteristics as the sample who
proceeded to complete the questionnaire. The purpose of the pilot study was to determine the
estimated time for completiomdtest the reliability of the instrumendésd desigrof the data
cdlection instrumentThe results of the pilot studgdicatedno indications of problems with

the questionnaire.

3.4 INSTRUMENTATION

Separate scalesere used to measure the specific variables in the study which imtlude
turnover intention, job satisfactiomnovative work behaviour, distributiyaestice perceived
supervisor support antbreself-evaluations. This section outlimeach scale and repsiin

the Cronbach alphas and prows@éxamples of the type of questions included in the scales.

The demograph section of the questionnaire includdd questions thatconcerning
i ndividual 0s personal i nformation such as

gualification of participantsrad that oftheir parents.

3.4.1 Turnover Intentions

Turnover intentionswere measured with a scale developed by Mobley, Horner and
Hollingsworth (1978). The scale mprisesthree items measured in5apoint Likert scale

which comprisesuesti ons such as il often think aboc
studies reported the Cronbach alpha to be 0.9 (Mobley, Horner &Hollingsworth, 19%8; Yin

Fah, Foon, Chekeong, & Osman, 2010). Furthermorgbid and Butt (2017) reported a

Cronbach kpha of 0.81 and Baloguand Olowodunoye (2012)eported a Cronbach alpha of

0.71.All the various studies haestablishedhe turnover intention scale reliability to be above

the recommended thresholth the current study, a Cronbach alpha value of .84s

reported.

3.4.2 Job Satisfaction

The Minnesota Job Satisfaction Scalasused to measure job satisfaction. The Minnesota
Questionnaire has three formsed in researclncluding a short version of &point Likert

scale with 20 itemghe one utilised fothis study developed byeiss, Dawis,. England, &
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Lofquist (1967)and described in the &mual for the Minnesota Satisfaction Questionnaire. The
Cronbach alpha was reported to be 0.8&drge,2013). The scale requires respondents to
selecthows ati sfi ed they are wit hthechande wdosdiffereitpect s
things from time to ti mastayrepbrted aaCro8baahlpha &f r i ¢
0.86 (Buitendach & Rothmann, 2009).the case of the current study, a Cracibalpha value

of 0.857 was reported.

3.4.3 Innovative work behaviour

For innovative work behaviour, thei®@m scale developed by Janssen (20@& used.The

innovative work behaviour scawas used in various studies who have all reported the
reliability of the scale to be above the recommended threshisido, Chang, Tu & Chen

(2011) reported €ronbachalpha value of 0.91, Janssen (2000) reported a value of 0.94, June

& Kheng (2013) Furthermore, in a study conducted by Khaola & Sephelane (2013) a Cronbach
alpha value of 0.96 was reportéthe scale comprisethree componentswhich are idea
generation, idea promotion and idea implementation. The soatprises t ems such as
create new i de asA Cronbach dipha Valuecofi 0.7 wasaogpa & she .

current study.

3.4.4 Distributive Justice

Distributivejusticewasmeasured with the use of atem scale developed by Moorman (1991).
A 7-point Likert scalewas used for respondents to rate their level of agreement with the
statements whichincled f or exampl e, AMy work schedul e i

a Cronbach alpha of 0.90he current study reported a Cronbach alpha value of 0.856.

3.4.5 PerceivedSupervisor Support

Perceived supervisor support will be measwriethg a 7item scale developed by Saunders,
Sheppard, Knight and Roth (1992) which is a dimension of the Supervisor as Voice Manager
scale. A 7point Likert scale that ranges from &tronglydisagree and 7 = strongly agréea

example of scale itemsicludesi My supervisor i s open and f ai

Janssen (2005) reported a Cronbach alpha of 0.95.

3.4.6 Core-SelfEvaluations

Coreselfevaluations will be measured using theite2n core-self-evaluation scale developed

and validated by Judge, Eré2pno and Thoresen (2003). The items from this scale were
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designed t o meas unrgard hyrassessing selfteech useléffidasy, Ieces| f
of controlandneuroticism. A Cronbach alpha of 0.71 vessablishedvhen the scale was used
amongt Iranian employees (Sheykhshabani, 2011). Also, Sharma and Misra (2017)
establishedch Cronbach alpha of 0.88 with Indian IT employees as the saiffipdecurrent

study reported a Cronbach alpha value of 0.678.

3.4.7 Job Type

Lastly, job typewas measured with these of a 4item scale developed by Morgeson and
Humphrey (2006) referred to as the Work Design Questionnaire (WDQ). Specifically, this
study will usethe job complexity aspect of the questionnaire to measure how complex

individual sé6 jobs are or i f t{semnedoadpoinr out i n

Likert scale. Sample items include ATdae job

ti meo. The Cr cstdblsledo ba 0.8§9,h0a70,0ni78 and 0.87 respectively in
various studies that made use of the job complexity items of h®.\Bayona, Caballer &
Peiro, 2015; Franken, 2011; Miranda, 2015; Morgeson & Humphrey, 2006).

Thestudyusedthe original scale lengths of the various scales and cannot be standardised as it
will compromise the validity of the scale and limit the comparison to studies that have
previously used the scale.

3.4.8 Social Desirability

According to Johnson, Fendn and HubbellZ002), when individuals are inclideéo project
favourable images of themselves during social interactithis, is regarded as social

desirability.

For the purpose of this studjhet Marlowe Crowne Scale waslised,andit is amongt the
oldest and most frequently used scalescerningsocial desirabilitySpecifically, the 1dtem

version of the scale was utilisédrowne & Marlowe, 1960).

3.4.9 PANAS

This study made use of a-it@m Positive and Negative Affect SchedulRANAS) scaleto
measurethe negative affect schedule Specifically, thefive adjectivesmeasuring negative
affect were incorporated in the study which includiedling the emotionsof respondents

concerningbeing afraid, upset, nervous, scared and distresse8-poant Likert scale with
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ot at albbeing the lowest rating an@xtremely being the highest to be ratethis short

form of the scale was created Kgrcher (1992).

3.5 DATA COLLECTION

The sample for this study entailed 326 employees currently working and studying
simultaneously in Gauteng. A questionnaire tbampriseda demographic section and
measured job satisfactiorgre self-evaluations, job complexity, turnover intentions, peee
supervisor support, distributive justice and innovative work behaviour was physically and

electronically distributedmongtrespondents.

The online survey was completed by I24pondentand the remaining 206 questionnaires
were filled in through ha copy. Theonlineraw data was then retrieved from the Google form
through arExcelspreadsheet. For the hard copies, the researcher physmatilyedhe data

into an Excel spreadsheet which was then imported to the statistical programmes used to
conduct the statistical analysis. These statistical programmes include SPSS (version 25) and
IBM SPSS AMOS (Version 25).

The nextsection will outline the process that the researcher follmsaderninghe collection
of the hard copies of the questionnairel avhat was taken into consideration during the

process.

3.5.1 Distribution

The researcher distributed hard copies of the questionnaire to learners fayntipletion
during lectures thatvere arrangedwith necessary stakeholders. In addition, to ensure
consistency on how participants experience the questionnaire a sampling pr@spat in

place.

The electronic version of the questionnaire only allowed for one response per question. The
link to thequestionnaire was setftroughemail which requested their participation in the study
with the assistance of administrative officé®espondentsad to follow the link to gain access

to the Google form version of the questionnaire.
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3.5.2 Documentation

A participant information sheet was includatthe beginningf the questionnaire. This sheet
included the aims and purpose of the study, the criteria for participatinoerngelating to
the anonymity and confidentiality, administrative information such asesearchers Ethics
Committee protocol number and the voluntary nature of the research. (See Appgndix A

Furthermore, consent was required for both versions of the questionnaire. For the electronic
version, participants had to consent to participatingreethey could proceed to the actual
guestionnaire by selecting the option fiacce
consent form was attached to the questionnaire which required respondents to fill in. The
consent form did not require any idiéying information to be provided angrovided
participants the option to use the symbol A X

information (SeeAppendix B)

3.5.3 Permission

Written permission was obtainéwm relevant stakeholders to conduct the stggegcifically

from the Registrar to allow for the researcher to conduct the research at the un{gessity
Appendix D) Furthermore, permission was obtained from Wits Plus to allow the researcher to
conductthe research using the Wits Plus students. In addition, permission was obtained from

the Wits Plus lecturers to survey the students during their lecturing times.

3.5.4 Briefing

The researchdrriefed the respondents their rights ad ensure theyereaware tlat their
participation in the researahas voluntary and explain to the participants the procedire

completing the questionnaire.

Concerninghe electronic forms, instructions were plaagthe beginning of the survey before
participantscould proceed to the completion of the questionnaire. The researchemaile

to be present during the electronic surveyhe study endeavoured reduce possible queries
and misunderstandings that mlagwe occurredduring the completion of questionnaires by

piloting the questionnaire before proceeding to collect the data.

Various studies used a similar process of conducting research where there was a clear outline
on how permission was to be obtained, tleeessary documentatioaquiredand how the

researcher would brief and distribute the questionnaires (Banken, 2010; De Klerk, 2013).
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3.6 RELIABILITY AND VALI DITY
3.6.1 Reliability

Reliability refers to the degree to which measures are error free, consistent eaizhlyep
(Thanasegaran, 2009). To ensure reliability, the results of the study will utilis®8&a8d
Cronbachdés alpha tests to confirm the inter
Padenga (2016), testing for reliabilissistsin eradicatilg scale items unnecessary in the
measurement of the latent variables in the study. Good relialvditydentified to be values

of 0.7 and higher as a rule of thumb (Noronha, 2015).

According to Heale and Twycross (2015), the degree to which a conceptestly measured

in a quantitative study is referred to as validity. Kimberlin &chterstein(2008) define

validity as the extent to which an instrument assesses what it was set to measure and needs an
instrument to be reliable. The study will make psan for validity through ensuring face,

construct, content, convergent and divergent validity.

3.6.2 Face Validity

Noronha (2015)evealsthatfacevalidity is regardedis the most essential validity test since
for measurement theory to be appropriately specified, there needs to be a great understanding

on the meaning of each item.

Face validity refers to the degree to which the test appears as relevant to the irglividual
answering the test and if it appears to measure what it was set to measure (Holden, 2010). Face
validity wasensured through piloting the test to ensure that the reseavakppinted to the

guestions that respondents nteyweperceivel as vague.

3.6.3 Convergent Validity

Convergent validity is concerned with whether there is converganoagt instruments that
assess the same construct (Maroof, 2012). The size of factor loasliegsential in the
consideration of convergent validjtyowhen items load oa factor it will be an indication of
convergence on a mutual point and therefore will be retained (Noronha, 28&6)ding to
Awang (2012)cornvergent validity can be verified through the significance of the measurement
model ad obtaining the average nance extracted from each construct which should report
to be higher than 0.5.
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3.6.4 Divergent Validity

Divergent validity is concerned with whether there is divergence in measures of constructs
meant to be unrelated (Maroof, 2012). To ensure both convergemtivaergent validity the

research made use of confirmatory factor analysis.

Discriminant validity isestablishedo be present when there is a weak correlamongtthe

various instruments measuring different constructs within a study é€hiy 2005. Thereis
confirmation of discriminant validity when there is an establishment that a test does not assess
a construct that it was not intended to measure (Hatcher, 1084hg (2012) stipulates that
correlations between variables exogenous should not surpasso8hbieve discriminant

validity.

3.6.5 Content Validity

Content validity isconcerninghow efficiently an instrument can incorporate thikoretical

aspects of a cotrsict (Heale & Twycross, 2015; Maroof, 2012). The researchdemare that

the items of the questions appropriately sampled what was intended to be sampled (Callaghan,
2014).

3.6.6 Construct Validity

Lastly, construct validity examinekeoretical relationshipof a variable to other variables
(Thanasegaran, 2009). The researoh@decautious comparisons of the survey items with the
conceptual constructs from which they were obtairfegithermore,when the required

thresholds for the fitness indexes are metstromiet validity is achieveddwang, 2012)

3.7 COMMON METHOD BIAS

According to Podsakoff, MacKenzie, Lee and Podsakoff (2@@3hod biases ia concern
sincethey are amongst the main origins of measurement &nocethe current study made
use of selreported questionnaires in which common method Wiasattributed as a common

feature, it is imperative that provision for common method bias is made.
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3.7.1 Common MethodBias
3.7.1.1Harman Single-Factor Test

In order to gauge whetheommonmethodvariance woulghose a serious threat in the research
conduct ed, a-fabl@ reswwasosdds Acaoirdinggd Pedsakodt al, (2003) if one
principal factor explains a greatamountof the total variance, it is an indication of the

existence of common methodabiwithin the study.

The Harman Singl-actor test isrequentlyused by researchers to inspect the common method
variance in the studie¥his test serves only temphasisevhether common method variance

is present in the study and cannot correct the commethod bias that may exist in the study
(TehseenRamayahand Sajilan, 2017)'he Harman singldactor analysisvasaccomplished
following the collection of data to examine whether one factor explains the variance in the data
(Chang, Van Witteloostuij& Eden, 2010).

3.8 DATA ANALYSIS PROCED URES

This section outlingthe steps that weseccomplishedh preparation of the analysis of data. In
addition, the motivation for the analysis proceduseslso outlined. The SPS8asusedto
analyse the data. This research invdlleth descriptive and inferential statistics. Descriptive
statisticswere used to describe the basic characteristics of the data in the study. Inferential

statisticswereused to make inferences from the datéhefstudy.

3.8.1 Hypotheses

The main research question of this study is: To what extent does innovative work behaviour
influence turnover intentionsof employee® From the main question, secondary research

guestions were derived. In connectiothteretical moel, thehypotheseare presented below.
Hypothesis 1 is derived from the research question above.

H1: There is a significant association between innovativeness and turnover intentionstamong

continuous learners.

H2: Perceived Supervisor Support mediatesrelationship betweenn di vi dual s 6

and turnover intentions amaosigontinuous learners.
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H3: Job Satisfaction mediates the relations|

turnover intentions amosgcontinuous learners.

H4: There is asignificant association between caelf-evaluations and turnover intentions

amongt continuous learners.

H5: Perceived distributivpisticemoderates the relationship betweem di vi dual s6 1 nr

and turnover intentions amaostgontinuous learners.

H6: Coreseli-evaluations moderate the relationship betweendi vi dual andd i nno\

turnover intentions amosgcontinuous learners.

H7: Age moderates the relationship between d i v i d u a | and turmoveninotentgohnsi o0 n

amongt continuous learners.

H8: Gender moderates the relationship betweend i v i d u a | asd@urnovermntgentians i 0 n

amongt continuous learners.

H9: Education moderates the relationship betweemd i vi d ual s tuinoverov at i «

intentions amongf continuous learners.

H10: Tenure moderates the relationship between di vi dual sadd turnaverov at i

intentions amongf continuous learners.

H11: Type of work moderates the relationship betwieend i vi d u a | andturnoven o v at i

intentions amongf continuous learners.

The aforementionechypothegsswere properly outlined in the previous chapter (Chapter 2
Literature Review). A 5% significance level was used to determine ihypethesesvere

supported.

3.8.2 Control Variables

Staines, Pottick and Fudgedg6)indicatethat the level of qualification, age, gender and tenure
of an employee is likely tmfluencethe associations between other variables. As a result, for
the study these variablegrecontrolled when testing for relationships between otheables

within the study.
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3.8.3 Maediator Variables

A third variable can be regarded as a significant mediator when it fully or partly explains the
relationship between the independent and dependent variable in the chain of causation (Cheong
& MacKinnon, 2012)According to the authors, mediators intervene in the relation between

the dependent and independent variablebmodusémpactthe effect of the predictor variable.

According to Mackinnon (2008), when an independent variable causes the mediator which
subquently causes the dependent variable, it is considered to be a mediation relationship.
Furthermore, a variable that conveys the effect of an independent variable to the dependent

variable is assumed to be a mediator (MacKinnon, Coxe & Baraldi, 2012).

3.8.4 Moderating Variables

Baron and Kennedy (1986) define a moderator as a variable that influences the strength and

the course of a relationship between an independent and dependent variable.

Baloyi, Van Waveren and Chan (2014) simplify the difference betveeemediator and
moderator. According to the authors, a moderator influences the course and strength of a
relationship between an independent and dependent variable. On the other hand, a mediator to

a great degree accosffior the relationship betweendependent and dependent variables.

3.8.5 Data Entry

Prior to transferring the data into SPSS, the various variables were named ashefined.

3.8.6 Statistical Procedures

Based on the summary of statistical analysis techniques used in various studies with similar
variables as those included in the current study, it is evident that correlation and multiple
regression techniques are what are commonly used in stahesrningthe variableslt is
imperative that there is further investigation with the use of nibwareced statistical analysis

techniques.

Various multivariate analysiseveexecuted in attempts to determine the associations between
the variables in the study. Included in these are Exploratory Factory Analysis, Confirmatory
Factory Analysis and Struatal Equation ModellindSEM). An elaboration of the mentioned

analysigs presented below.
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Accordingto Padenga (2016), prior tevelopingthe structural model, there are assumptions
that require to be met which will require tests to be conducted thek ée(i) outliers (ii)
linearity between variable§ii) homoscedasticityand(iv) multicollinearity.

3.8.7 Exploratory Factor Analysis

This analysis imccomplishedbefore proceeding to analysis in SEM. There are two objectives
in the use of factor analysi(Roux, 2010). Primarily, it is applied to establish underlying
relationships amorgg severalitems, and it is utilised to detect if the information can be
condensed into less items wotlt compromising the explained varian@ecording to Satfh

and Azreen (2016)factor analysis isa commonly used statistical methad research

comprisingquestionnaires.

3.8.8 Confirmatory Factor Analysis

According toUllman (2006) a CFA is ofteaccomplishednce the associations that were
hypothesisedvere established between the variables that will be measured and constructs
underlying. According to Schreiber, Nora, Stage, Barlow and King (2006), a main element of
a CFA lies in addressimgpncern®f reliability and validity of the variables observed in a study.
Furthermore, the CFA is used to investigate the degree of interrelationships and covariance

amongtthe latent variables.

CFA can be used famongt other things the validation of a construct and the assessment of
measurement invariance. Furthermore, the underlying aspects of the instrument and factor
loadings are verified by the CFA (Brown & Moore, 2012).

According to Noronha (2015), the appropriass of each latent construct is presented through
conducting a CFA of the measurement modetonfirmatory analysis waaccomplishedo
examine the structure of the validated scales individually.

3.8.9 Structural Equation Modelling

According to Hooper, Coughlaand Mullen (2008)SEM isamongtthe preferred techniques
amongtresearchers across disciplines and is gradually becoming a necessity in social sciences.
No consensusvas reachedconcerningmodel fit and howdata arebest represented by the

model.
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SEM is an addition to the general linear model (Noronha, 2015). According to Tomarken and
Waller (2005) SEM allows for the testing of complex models which include various mediators
and provides numerous marks of global model Uitlike the use of multiple regssion.
Furthermore, the significant relationshga®ongt latent variables can be established with the
use of SEM (Chiwet al, 2005).

SEM simultaneously examines all the variables in a model (Mizrahi, 2018). According to
Castor (2009), SEM takes a caonidiative approach in the analysis of data unlike the descriptive
nature most multivariate procedures take. Also, SEM makes provision for estioatesning

the assessment and correction of measurement error which conventional multivariate

procedures arenable to make provision for.

SEM, in contrast with the CFAexpands the probability of associations between the latent
variables. Furthermore, there are two parts of S#hich include the measurement mqdel
which is also regarded as the CBAdthe struairal model (Lambert, 2015; Schreiber at al.,
2006).

Uliman (2006)emphasisesarious advantages that come with the use of SEM. Firstly, SEM
estimates and removes error which providesafoexamination of the various factors free of
measurement error. Secondly, through the removal and estimation of measurement error the
reliability of the measurement is clearly accounted for within the analysis. Lastly, SEM is the
sole analysis that allesvfor concurrent and complete tests of all the relationships in more
complex phenomena (Edwards, Wirth, Houts & Xi, 2012; Ullman, 2006).

Edwardset al (2012)emphasis¢he differences between multiple linear regression and SEM.
When measurement error isrsidered in a regression model, it can be regarded as a structural
equation model. Furthermore, multiple regression equations can be contained in SEM when
compared to multiple liree regression where only one regression equation is confained

making it mae sophisticated.

SEM generalises, integrates and extends on the familiar statistical models. SEM cannot be
regarded as independent from the statistical models fajsilielh as multiple linear regression

and analysis of variance. As a result, the varimasles of analysis could produce identical
results (Hoyle, 2012).
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SEM was performed using SPSS AMOS software. Various studibservingturnover
intentions as an outcome variablesseda similar method to analyse data (Banken, 2010;
Khawaldeh, Al Muala & AlZiadat, 2013; Vijayadurai & Alagarsamy, 2014; Zhang & Feng,
2011).

SEM programs offer the opportunity for tests that test the modetditha tests for individual
parameters at the same time (Arbuckle & Wothlg99. SEM assesses and evaluates bath th
structural and measurement model in the same analysis. As a result, this assists in the
measurement errors of the observed variables as they are tested as an important part of the
model. In addition, SEM allows for complex causal networks that portedigtie processes

which are superior to models correlation based dinect (Cangur & Ercan, 2015; Gefen,
Straub & Boudreau, 2000).

3.9 STEPSIN SEM

Various experts agree on specific steps that needaodoenplishedh model testing. Included
in these is mdel specification, data preparation, model estimation, model evaluation and
modification (Arbuckle & Wothke 1999 Zhang, 2014). What each step ent@lsutlined

below.

3.9.1 Model Specification and Identification

A hypothesised modes$ createdwhich explains the various relationships that exist arsbng
the various variables. This was reportedtlmoretical model that will beused Model
identification is not considered as step in SEMtit is something that needs to be taken into

consideration prior to proceeding to data prepardgiiéeston & Gore, 2006).

3.9.2 Data Preparation

Once the modeklasspecified, the data needs to be prepared for analysis. According to Zhang
(2014) there are certanoncernsegarding data that need to be dealt with which include sample

size, data missingna multivariate normality.

For missing data, there needs to be an examination of whether missiagedatamlom. There

needs to be a determination of whether datamissing completely at random, missing at
random or not missing at random as different patterns would require a different strategy in the
analysis of data (de Leeuw & Hox, 2008). The strategies depending on the missing pattern may

involve the direct égnation with the use of a maximum likelihood approach or imputation
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where the missing valuesre substituted with values reasonable. In addition, if values are
missing at random other strategies such as listwise deletion where cases are deleted from the
sample if there are missing values data and pairwise deletion where cases are deleted only when
a variable in a calculation is absent can be used (Carter, 20Qb6¢ case of this study, mean

and median values were imputed in the cases of missing values.

3.9.3 Model Estimation, Evaluation and Modification

After data preparation there needs to be an estimation of the model parpaféterthe
estimation there is the evaluation of the model. Model evaluation is one of the most essential
steps in SEMand has theobjective of determining whether the proposed model offers an

acceptable account for the data and whether there is good model fit (Zhang, 2014).

3.9.4 Goodnessof-Fit Measures
3.9.4.1Absolute Fit Measures

The absolute fit indices aid determiningwhich suggested motleas the best fifThrough the
measures a researcher can gain an understanding into how effetiiemaly proposed is
suitable for the data (Hooper, Coughlan & Mullen, 2008). The measures included in this
category includéRoot Mean Square Error dfpproximation(RMSEA), Root Mean Square
residualRMR), Standardised root mean square residbBNR), chisquared test§o0odness

o- Fit index GFI) and Adjusted Goodness- Fit index AGFI (SchermellekEngel &
Moosbrugger, & Muller, 2003).

In the resultsection the fit of each construstassessed individually to determine if thera is
presence of any weak items. Thereafter, all the constructs in the @mi@da@$sessed in
concurrence with every other construct to assess if discriminant validity wiagaitdooper,
Coughlan & Mullen, 2008).

3.9.4.2Ro0t Mean Square Error of Approximation

This index considers how complex the model is pravidesa reflection of the degrees of
freedom. According to when the value is between 0.05 and 0.08, there is an inditelise

to godl fit and a value less than 0.05 is an indication of good fit (Browne & Cud&&g;
Cangur& Ercan, 2015). Hu and Bentler (1999) indicated that values less that 0.06 will suffice

to be considered good fit.
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3.9.4.3Incremental Fit Measures

Tucker Lewis Index (TLI)

According to Cangur and Ercan (2015), the greater the value of the TLI, the better the fit for
the modelValueshigher than 0.95 are taken as acceptabbmnfit0.97wasused as the cidff

valueamongtvarious researchers.

Comparative Fit Index (CFI)

A CFI value larger than 0.95 acceptable fit (Schermelldingel & Moosbrugger, 2003).
According to the authors, there is a range from 0 to 1 with higher values being an indication of

better fit. Therule of thumb for CFI values toe interpreted as good fit requires a value of 0.97.

3.10 ETHICAL CONSIDERATIO NS

Johnson (20143uggestshatto protect the interest of respondents, it is imperative to comply

with ethical standards in academic studies.

Various ethical guidelinesvere adheredto throughout the research. An Ethics Clearance
Certificatewas obtained from the Ethics Committee. The confidentiality and anonymity of
participants were respectethd no harm was brought to participants during the research
process. Also, the dissertation does not include any information decéptouearantee good
quality research. During the collection of data, the participants were made aware that the
research was oluntary and wereprovided the freedom to withdraw at any time. The
guestionnaires included a covering letter tiadthe researché contact details if participants

had any queries or concerns. In addition, informed consent was required from pastiaimhnt

the purpose of the research was clearly outlined to them. Furtheguoonoerninghe storage

and reporting of the collected data, ethical standards were upheld.

3.11 METHODOLOGICAL LIMIT ATIONS

According to Solem (2015), there are predictive limitatiansrosssectional studies. Their
study is not a longitudinal study as participants and information will be retrieved at a single
point in time and not across multiple occasions so the results from this wstilidynly
generalise to other contexts to théee to which they are similar to this of@irthermore, no

causation can be deduced from this study as this study will only identify associations.
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Also, various potential respondents chose not to partake in the study which may skew the
representivity oftte sample. According to Sedgwick (2014), crssstional studies are more
prone to norresponse biaattributable tathe difference that may exist between respondents
who chose to participate in the study and respondents who decline participation. s, a res

this may cause lack of satisfactory representivity of the population.

This study utilised a crossectional design that prevents the researcher from making causal
statements about the associations between our variables and turnover intBeseaschers
could utilise a longitudinal research design to greater depth ofstadding of the effect that

the variables in this study have on turnover intentions.

3.12 CONCLUSION

In this chapter, an outline of the methodology used for this study was provided and discussed.
This chapter conferred the paradigmatic location of the resdaodfing into ontology,
epistemology, and human nature. This chapter proceeded to outline the design of the research
with justifying the suitability of the research approach chosen and issues pertaining to the

population and sample for the current study.

This was followed by a section that outlined each scale and reported on the Cronbach alphas
and provided examples of the type of questions included in the scales. Also, the procedure for
data collection was explained with a detailed explanation provideshfdr important aspect

in the collection phase which included procedure for obtaining permission, documentation,
distribution and briefing of respondents. Following this, a section on reliability and validity
was presented which gave a summary of the eiffieforms of validity and how both validity

and reliability would be ensured in the study.

Since seHadministered are to be utilised in the study, provision for common method bias was
made. Therefore, a section discussing common method bias was pregeatedas followed
by data analysis procedures for the study. Towards the end of this chapter, ethical

considerations were outlined, and methodological limitations were identified.

Chapter 4 will present the results of the data analysigy the methodolyy explained in this
chapter
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CHAPTER 4

RESULTS
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4.1 INTRODUCTION

This chaptercomprisesarious processes that will include the following

Descriptive data analysis;
Exploratory factor analysis;
Confirmatory factor analysis;
Structural equation modelling;
Mediation;

Moderation; and

=4 =2 =4 A4 A A -

Summary of findings.

This chapter will present the results of the statistical analysis condé&exlitlined above,
the chapter begins with the descriptive statistics of the surveyed sample prbicties
information relatingad the percentages of respondents that fell utiaevarious demographic

categories rad the descriptive statistics of the various measured constructs.

Following the presentation of the descriptive statistics, the factor structure of the constructs
will be revealed with the use of exploratory factor analysis. In addtti@¢hapter wilfollow
with the display of the results of the analysis of botmtleasurement modehdthe strutural

model.

4.2 DESCRIPTIVE STATISTI CS

This section presestthe descriptive statisticanalysis, whichprovidesinsight into the
characteristics of the samplghis sectionconclude with the presentation of the descriptive

statistics of the measurement items.

4.2.1 Demographic Profile

The samplecomprised122 (37.8%)men and 201women (62.2%). The average age of
respondents was 31.74 yeals addition the majority of the participants werin the age
category of below 25 years (28.8%)pncerningace, the percentage of participantsfreach
category were as follows: African (63.4%), Coloured (10.5%), White (14.9%), Indian (9.3%)
and 1.9% selected thi®thed category. The participants for the study comprised employees

from various industries with the most recurring industries being &dun; Finance, Banking,
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Insurance and Information Technolggyhich togetheraccounted for30.5%. Most of the
respondentkadbeen with their company fdinree to fiveyears (18.6%) and in their profession
for the same number of years (18.9%). Alsmstrespondents wodd on a fulktime basis
(79.6%) In addition,mostrespondents reported to haaematric certificateas the highest
attained qualificatioi27.6%). Furthermor@majority of the respondenigerefurthering their
studies for personal reaso(69.7%) and supervisofynctionwas the most common category
respondents reported to hameheir place of work (34.7%). Presented’mble4.2-1 are these

descriptive statistics

Table 4.2-1: Demographic Characteristics of Sample (N=323)

Demographic Characteristics N Percent (%)
Female 201 62.2
Gender
Male 122 37.8
25 yearsandbelow 93 28.8
26- 30 years old 68 21.1
31-35 years old 80 24.8
Age
36- 40 years old 47 14.6
41- 45 years old 13 4
Above 45 years 22 6.8
African 204 63.4
Indian 30 9.3
Race Coloured 34 10.5
White 48 149
Other 6 1.9
Education 25 7.7
Banking 19 5.9
Insurance 16 4.9
Top Industry Finance 23 7.1
Information Technology 16 4.9
Government 10 3.1
Other Industries 214 66.3
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Demographic Characteristics N Percent (%)
Less than a year 28 8.7
1-2 years 33 10.2
3-5years 60 18.6
Years in Company| 6-10 years 52 16.1
11-20 years 42 13
Above 20 years 5 15
Missing 103 31.9
Less than a year 28 8.7
1-2 years 23 7.1
3-5years 61 18.9
gears in 6-10 years 58 18
rofession
11-20 years 48 14.9
Above 20 years 14 4.3
Missing 91 28.2
Single 198 61.3
Married 96 29.7
Marital Status Separated 4 1.2
Widowed/Divorced 10 3.1
Other 15 4.6
Full-time 257 79.6
Type of Work Part time 46 14.2
Missing 20 6.2
Matric Certificate 89 27.6
Certificate 79 245
Bachel ordés D 80 24.8
(HQEJarL]I?ﬁSctation Honours Degree 44 13.6
Master6s Deg 12 3.7
PhD 2 0.6
Other 17 5.3
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Demographic Characteristics N Percent (%)
Matric Certificate 84 26
Certificate 46 14.2
Bachel ordés D 101 313

Moth_e_r H'.gheSt Honours Degree 22 6.8

Qualification
Ma s t [Regrées 13 4.0
PhD 7 2.2
Other 50 15.5
Matric Certificate 75 23.2
Certificate 42 13
Bachel orés D 114 35.3

Father Highest

Qualification Honours Degree 20 6.2
Masterds Deg 11 3.4
PhD 3 0.9
Other 58 18
Bachelor of Arts 103 31.9
Bachelor of Commerce 96 29.7

Top Degrees

beingstudied Master of Commerce 8 25
Other Degrees 116 35.9
Promotion 55 17
Personal 225 69.7

Reason for

Furthering studies .

. ng studi Required by employer 6 1.9

Other 37 11.5
Entry Level 63 195
Clerical/Administrative 88 27.2
Supervisor 112 34.7

Job Title Owner of own business 21 6.5
Partner in own business 6 1.9
Director/ Vice 8 24
President/President/CEO ’
Missing 25 7.7
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4.2.2 Core-Self-evaluations

The measurement scale for core-ssaluationcompriseda 12item scale that were measured
on a 5point scale. Table 4-2 presents the mean and standard deviations obtained from the

scale.

Table 4.2-2: Core-Self-evaluation

CoreSelf-Evaluations
N Mean | Std. Deviation

I am confident | get the success | deserve in life 321 3.41 1.072
Sometimes | feel depressed 321 2.83 1.242
When | try, | generally succeed 321 | 4.012 .7245
Sometimes when | fail, | fe@borthless 321 2.928 1.2715
| complete tasks successfully 321 | 4.028 .7999
Sometimes, | do not feel in control of my work 321 2.847 1.0451

, | am satisfied with myself 321 3.710 1.0339
| am filled with doubts about my competence 321 | 3.632 1.0963

| determine what will happen in my life 321 | 3.629 1.0795
| do not feel in control of my success in my career 321 | 3.393 1.1944

| am capable of coping with most of my problems 321 | 3.776 .9149
There are times when things look pretty bleak and hopeless t¢{ 321 | 3.016 1.1765
Total 343 1.05

The scale items mean values ranged from 2.83 to 4vD#8t the standard deviation ranged

from .7245to 1.2715The respondentshowedio agree the strongest on generaligceeding

when they try and complete tasks successfullyttfgomearand standard deviatioralues 3.43

and 1.05 imply that respondents were mostly neutral in their responses in the construct of core

selfevaluations.
4.2.3 Distributiv e Justice

The descriptive statistics of the mean and standard deviation of distrijugiieis outlined
in table 4.23
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Table 4.2-3: Distributive Justice

Distributive Justice
N Mean | Std. Deviation

My work schedule is fair 321 | 4.891 1.8567

| think that my level of pay is fair 321 | 3.776 2.0720

| consider myworkloadto be quite fair 321 | 4.131 2.0035

, the rewards | receive here is quite fair, 321 | 3.931 1.9417

| feel that my job responsibilities are faijf 321 | 4.474 1.9268
Total 4.24 1.96

The mearand standard deviations fasttibutivejusticewere 4.24 and 1.96 respectively which

indicatesthat respondents agreed with the statements proemieterningdistributivejustice
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4.2.4 Innovative work behaviour

The descriptive statistics of the mean and standard deviationaative work behaviouare
outlined in table 4.2.

Table 4.2-4: Innovative work behaviour

Innovative work behaviour
N Mean | Std. Deviation

| create new ideas for difficult issues 321 | 4.894 1.4983
I make important orgasatioral members enthusiastic fomovative ideas | 321 | 4.564 1.4393
I mobilise support for innovative ideas 321 | 4.592 1.4356
| transform innovative ideas into useful applications 321 | 4.607 1.4346
| search out new working methods, techniques, or instruments 321 | 4.779 1.4951
| introduce innovative ideas into the work environment in a systematic| 321 | 4.589 1.5550
| evaluate the utility of innovative ideas 321 | 4.654 1.4193
| acquire approval for innovative ideas 321 | 4.489 1.5514
| generate original solutions fproblems 321 | 4.804 1.3632
Total 4.66 1.46

The meanand standard deviations for innovative work behaviour were 4.66 and 1.46
respectively which indicatebat respondents agreed with the statements proemiecerning

innovative work behaviour.

4.2.5 Job Complexity

The descriptive statistics of the mean and standard deviatjob cbmplexityis outlined in
table 4.25.

Table 4.2-5: Job Complexity
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Job Complexity
N Mean | Std. Deviation
The job requires that | only do one task or activity ata tif 321 | 3.757 1.2003
The tasks on the job are simple and uncomplicated 321 3.32 1.301
The jobcomprises relatively uncomplicated tasks 321 | 3.372 1.2225
The job involves performing relatively simple tasks 321 3.34 1.278
Total 3.45 1.25

The mearand standard deviations for job complexity were 3.45 andrésf¥ectively which
indicates that respondent&re mostly neutral abotite statements providexbncerningob
complexity.

4.2.6 Job Satisfaction

The descriptive statistics of the mean and standard deviation of job satisfaction is outlined in
table 4.26.

Table 4.2-6: Job Satisfaction

Job Satisfaction

N Mean | Std. Deviation
Being able to keep busy all the time. 321 3.65 1.062
The chance to work alone on the job. 321 | 3.785 1.0341
The chance to do different things from time to time. 321 3.71 1.207
The chance to be fisomebod| 321 | 3.498 1.1703
The way myboss handles his/her workers. 321 | 3.346 1.3165
The competence of my supervisor in making decisions. | 321 | 3.421 1.2276
Being able to do things that et go against my principles| 321 | 3.832 1.1304
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Job Satisfaction

The way my job provides fateady employment 321 | 3.745 1.0474
The chance to do things for other people. 321 | 3.829 .9899
The chance to telhdividualswhat to do. 321 | 3.358 .9216
The chance to do something that makes use of my abiliti 321 | 3.760 1.1243
The way company policies are put into practice. 321 | 3.131 1.2100
My pay and the amount of work | do 321 | 2991 1.2183
The chances for advancement on this job. 321 | 2.981 1.1988
The freedom to use my own juelgent 321 | 3.607 1.1132
The chance to try mgwn methods of doing the job 321 | 3.573 1.0905
The working conditions 321 | 3.629 1.0996
The way my ceworkers get along with each other 321 | 3.520 1.1126
The praise | get for doing a good job 321 | 3.364 1.2124
The feeling of accomplishment | get frahe job 321 | 3.604 1.1921
Total 3.52 113

The mearand standard deviations for job satisfaction were 3.52 and 1.13 respectively which
indicatesthat respondents were mostly neutral about the statements prowigesiningob

satisfaction

4.2.7 Perceived Supervisor Support

The descriptive statistics of the mean and standard deviation of perceived supervisor support

is outlined in table 4-7.

Table 4.2-7: Perceived Supervisor Support
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Perceived Supervisor Support
N Mean | Std. Deviation

| take ideas to my boss because he or she deals with them effec] 321 | 4.212 1.9474
My supervisor is open and fair when | submit an idea 321 | 4.645 1.8145
My supervisor listens carefully to what | say when | bring inanid| 321 | 4.632 1.8274
My supervisor is willing to support me when | have a valuable idg 321 | 4.729 1.7901
My supervisor handles my ideas promptly 321 | 4.290 1.8046
My supervisor takes action in pursuance of my ideas we discuss| 321 | 4.312 1.7579
My supervisomprovideshigh priority to handling my ideas 321 | 4.081 1.7499
Total 4.41 1.81

The meanand standard deviations for perceived supervisor support were 4.41 and 1.81
respectively which indicates that respondents agreed with the statements pcowickething

perceived supervisor support.

4.2.8 Turnover Intentions

The descriptive statistics of the areand standard deviationtofnover intentionss outlined
in table 4.28.

Table 4.2-8: Turnover Intentions

Turnover Intentions
N Mean Std.
Deviation

How often have you considered leaving yourrent job? 321 | 4.302 1.9714
How frequently do you scan newspapers and other platforms for job opportuniti 321 | 3.829 2.1240
To what extent is your current job not addressing your important personal need 321 | 4.318 1.7603
How often are opportunite to achieve your most important goals at wg 321 | 3.745 1.7185
jeopardised?

How often are your most important personalues at work compromised? 321 | 3.252 1.7505
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Turnover Intentions

How frequentlyare you day dreaming about a different job that will suit yoy 321 | 4.523 2.0571
personal needs?

What is the probability that you will leave your job, if you get another suitable off 321 | 5.427 1.8862
How frequently do yolook forwardto another day at work? 321 | 4.283 1.6930
How often do you think about starting your own business? 321 | 5.069 1.8912
How often do family responsibilities prevent you from quitting? 321 | 4.676 2.2723
How often do only vested personal intergstnsionfund, unemployment fundgtc.) | 321 | 3.829 2.1648

prevent you from quitting?

How frequently are you emotionally agitated when arriving home after work? 321 | 3.882 1.7135
How often is your current job affecting on your personal dwelhg? 321 | 3.972 1.8258
How often do the troubles associated with relocating, prevent you from quitting] 321 | 3.368 2.1070
Total 4.18 1.92

The meanand standard deviations for turnover intentions were 4.18 andrds@2ctively
which indicates that respondents agreed with the statements pr@adeerningturnover

intentions.

4.3 DATA SCREENING
4.3.1 Missing Data in Rows

Following the data importation into SB, the data was inspected for missing observations. To
facilitate this process, the data was moved to MS Excel where the data was examined in more
detail to determine the missing cases (Gaskin,2016). In total 338 questionnaires were collected.
Twelve quesionnaires werancomplete and were not considered for ana)yisigging the

sample to a total of 326 respondeffisr this study, the size of the samplaslarge enough.
Nevertheless, there were still some questions that respondents left unan3wabled.3-1

indicatesthe missing values and the procedaceomplishedor the cases.
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According to Dong and Peng (2013), there is no officialatfipoint in literatue concerning

what is considered to be an acceptable percentage of missing data for statistical interpretations
to still be considered valid. The chances of bias within the statistical analysis is greater when
the missing data exceeds 10% of the subjeatsiriBtt, 2001; Eekhowt al, 2014).For this

study, missing values with a percentage greater than @28630 missing)werecut off.

Table 4.3-1: Missing Values

Case Total Percentage| Procedure
Numbers | Missing | of Sample
Values
83 36 >10% Removed

from dataset

67 31 >10% Removed
from dataset

80 Cases| <23 <10% Mean

(continuous)

and Median
imputed
(ordinal)

A total of 80 items from the questionnaire had data missiaing upless than 10% of the
total sample. The median was imputed for the ordinal Likert scale variables. For the variables
that were continuous and missing data, the mean was imputed. Furthermore, two cases were

deletedattributable tanissing data above the eoff point.

In order to determine if there was any missing data in the columns, tests for frequency was
conducted in SPSS where it was confirmed that there were no missing variables in the data

indicating that no further action was required (Gaskin,2016).

Furthermore, the data was inspected to determine if there were any significant outliers in the
continuous variabledNo significant outliers wereestablishedor ageand the years in the

company and profession.

4.3.2 Unengaged Responses

To determine ifrespondents were unengaged during the completion of the questionnaire, the
standard deviations needito be calculated (Gaskin,2016). This vaasomplishedio establish
if respondents were focssdduring the completion of the survey. The researcher pdeck®

conduct a standard deviation analysis to determine if there was any variance in the responses
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of the respondents (Gaskin,2016). This process was undertakeéErddl attributable tdhe

ease of inspecting the values once the standard deviatoasalculated. According to Gaskin
(2016), items with a standard deviation of less than 0.5 are to be removed from the data. In the
dataset, the lowest standard deviation was 0.92 and the higheN@cé&es werestablished

to have zero variance anddinated that the respondents of the study were engaged when

responding the questions.

4.3.3 Skewness and Kurtosis in Data

With the use of SPSS, the skewness and kurtosis testsperdoemed,andthe output was
exported to MS Excel to facilitate the examinatiloat the variabléskewnessverewithin the
acceptable limits oft 2 anddid not depart from normality in extreme ways (Field, 2000;
Gaskin, 2016).

Table 4.3-2: Assessment of Normality

Variable min | max | skew c.r. | kurtosis C.I.
CSE12 1,000| 5,000| ,085 ,623 -906| -3,314
JS1 1,000]| 5,000]| -,596 | -4,356 -184| -,673
TI2 1,000| 7,000| ,152| 1,115| -1,304| -4,769
PSS7 1,000| 7,000| -,117| -,856 -,834| -3,049
PSS1 1,000| 7,000| -,236| -1,724| -1,119| -4,091
PSS2 1,000| 7,000]| -,448 | -3,277 -,848| -3,101
PSS3 1,000| 7,000]| -,568 | -4,155 -, 753| -2,752
PSS4 1,000| 7,000]| -,604 | -4,417 -,642| -2,349
PSS5 1,000| 7,000]| -,220| -1,607 -974| -3,564
PSS6 1,000| 7,000]| -,266 | -1,946 -854| -3,124
JS3 1,000]| 5,000]| -,670| -4,899 -535| -1,956
JS4 1,000| 5,000]| -,377 | -2,758 -,630| -2,305
JS11 1,000| 5,000| -,681 | -4,984 -,298| -1,091
JS14 1,000| 5,000]| -,138| -1,013 -855| -3,127
JS20 1,000| 5,000]| -,620| -4,532 -,437| -1,598
TI1 1,000| 7,000| -,089| -,649| -1,097| -4,014
T4 1,000| 7,000| ,203| 1,487 -772| -2,823
TI6 1,000| 7,000| -,298| -2,178| -1,220| -4,463
TI13 1,000| 7,000| ,029 ,213 -979| -3,581
IWB1 1,000| 7,000 -,813 | -5,944 ,533| 1,948
IWB3 1,000| 7,000]| -,626 | -4,578 ,261 ,955
IWB4 1,000| 7,000| -,576 | -4,212 ,256 ,936
IWB5 1,000| 7,000]| -,580| -4,240 -,149| -544
IWB6 1,000| 7,000| -,366 | -2,674 -,384| -1,403
IWB7 1,000| 7,000]| -,498 | -3,643 ,231 ,845
IWB9 1,000| 7,000]| -,599 | -4,378 ,599| 2,192
DF1 1,000| 7,000]| -,612 | -4,477 -,629| -2,299
DF2 1,000| 7,000| ,120 ,875| -1,280| -4,682
DF3 1,000| 7,000| -,005| -,037| -1,174| -4,294
DF5 1,000| 7,000]| -,317 | -2,316 -,965| -3,529
JC2 1,000| 5,000| -,331| -2,418| -1,019| -3,726
JC3 1,000| 5,000| -,319| -2,334 -878| -3,213
JC4 1,000 5,000] -,363 | -2,655 -935| -3,419
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Variable min | max | skew c.r. | kurtosis C.I.
CSE2 1,000| 5,000| ,249| 1,820 -,986| -3,607
CSE4 1,000| 6,000| ,180| 1,318 -,960| -3,511
Multivariate 275,414 48,480

Consequently, none of the values were identifitielde less thar2 and greater than 2 for both
skewness and kurtosigndicating that there were no concerosncerningskewness and
kurtosis in the dataset.

4.4 CORRELATION MATRIX

Table 4.4-1: Correlation Matrix

Correlations
CSE DJ JC IWB JS PSS TI

CSE 1 405" .097 .140 470" .269" -411"
DJ 405" 1 -.012 .180" 472" 404" -.444"
JC .097 -.012 1 .146" 275" .248" -.189"
IWB .140 .180" .146" 1 279" .295" -.035
JS 4707 472 275" 279" 1 .626" -.539"
PSS .269" 404" .248" .295" .626" 1 -.452"
TI -411" -.444" -.189" -.035 -.539" -.457" 1
**_Correlation is significant at the 0.01 level@iled).

*, Correlation is significant at the 0.05 levettgled).

According to Akoglu (2018)correlationsare depictecdby numberghat range from1 to 1
where the number one is considered to be a perfect correlticdhe cases where the
correlation is negativet is an indication that the variables inestion are inversely related.

The closer the correlation is to 1 the stronger it is considered apeey and Reidy (2007)
support this statement as they hamtoduced thresholds that measure the strength of a
correlation According to the authors, if a correlation is within the rang®@.afto 0.3it is
considered weak, a correlation ranging from 0.4 to 0.6 is considered moderate and a strong

relationship ocurs when a correlation is 0.7 and above.

89



With the use of -ntomentcdrelationstioesaales fop theovdrious variables

are tested for independence. rhAoderatenegative correlation wasstablishedbetween job

satisfaction and turnovantentions (r=.539, p <0.01). Anothenoderatepositive correlation

wasestablishedetween perceived supervisor support and job satisfaction (r=.626, p <0.01).

Furthermore, corself-evaluationgndicatedto have a moderate relationship with distribativ

justice (r=.405, p<0.01), comzel-evaluations alsindicatedto have a moderate relationship

with job satisfaction (r=.470, p<0.01) and a negative moderate relationship with turnover

intentions (r=-.411, p<0.01)In addition distributive justiceindicatedto have a moderate

relationship with job satisfaction (r=.472, p<0.01), perceived supervisor support (r=.404,

p<0.01) and with turnover intentions {r444, p<0.01). In addition, perceived supervisor

supportindicatedto have a negative moderate @bation with turnover intentions (¥#452,

p<0.01).

4.5 EXPLORATORY FACTOR A NALYSIS

With the use of SPSS (version 25), axpleratory Factor Analysis (EFAy¥as conducted to

determine the sample adequacy eoxcerngertaining tovalidity and reliability Furthermore,

Gaskin (2016) places importance on the use of EFA to derive the pattern matrix required for

the CFA.This study made use of the Maximum Likelihood method the ProMaxrotation

method.

4.5.1 Sample Adequacy Determination

Table 4.51: KMO and Bartlett's Measure of Sample Adequacy

KMO and Bartlett's Test

KaiserMeyer-Olkin Measure of Sampling Adequacy. .909
Bartlett's Test of Sphericity Approx. ChiSquare 9927.537
df 903
Sig. .000
Table451depi cts a good outcome for

KMO

and

(0.000). The sample size is deemed adequate to cond&EM (Gaskin, 2016). The

communalities shown ifable5 are considereds vitalin determining whether a sample is

adequate as they represent the amount of each variable described by eacht fector.
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recommendethat none of the communalities should be below the value of 0.30 as the higher
the communality, the greater the representation of the values in the common factor space
(Gaskin, 2016; Taherdoost, Sahibuddin & Jalaliyoon, 200ah)le4.5-2 indicateghat none of

the communalities fall under the threshold of 0.30.

Table 4.5-2: Communalities for Determination of Sample Adejuacy

Communalities
Initial Extraction
CSE2 492 473
CSE4 .337 .345
CSE12 427 .358
DJ1 478 443
DJ2 .633 .587
DJ3 711 .756
DX .695 .658
DX 734 .786
IWB1 576 .539
IWB3 611 .524
IWB4 .706 .687
IWB5 .632 .604
IWB6 T77 .760
IWB7 .745 .720
IWB8 437 .347
IWB9 .620 .586
JC2 752 .824
JC3 .738 .786
JC4 739 778
JS1 457 413
JS3 .607 .619
JS4 472 483
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Communalities
JS10 .396 .305
JS11 .595 .634
JS12 430 .376
JS14 557 .547
JS19 .583 517
JS20 .598 574
PSS1 .658 611
PSS2 .857 .863
PSS3 .873 .893
PSS4 .886 .898
PSS5 .896 .908
PSS6 .898 919
PSS7 .835 .851
TI1 573 .526
TI2 517 .456
T4 .623 .653
TIS 494 .388
TI6 .594 .556
TI12 .624 .661
TI13 .683 712
TI14 391 .343
Extraction Method: Maximum
Likelihood

Sample adequacy is establishedTeble 4.5-3 which presents the total variance explained
where variance explained was 60.69% after several iterations to determine the pattern matrix
in Table4.6-3, page94 (Gaskin, 2016).
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Table 4.5-3: Total Variance Explained

Total Variance Explained
Factor Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums
of Squared
Loadings
Total % of Variance | Cumulative % Total % of Variance | Cumulative % Total
1 12.280 28.559 28.559 10.971 25.513 25.513 9.229
2 4.847 11.273 39.832 3.841 8.932 34.445 5.738
3 3.388 7.880 47.712 3.597 8.366 42.811 8.238
4 2.693 6.263 53.975 3.253 7.565 50.376 7.906
5 2.024 4.708 58.684 1.618 3.762 54.138 6.666
6 1.702 3.958 62.641 1.568 3.647 57.785 3.487
7 1571 3.654 66.295 .690 1.606 59.391 1.796
8 1.004 2.335 68.630 728 1.693 61.084 1.689
9 .920 2.141 70.771
Extraction Method: Maximum Likelihood.
a. When factors are correlated, sums of squared loadings cannot be added to obtain a total variance.

4.6 RELIABILITY AND DIMEN SIONALITY DETERMINATION

The entire sets of variables reported a Cronbach alpha aboverahie4.6-1). Thereis an

indication that the variables are internally consistent.

Table 4.6-1: Reliability Test - Cronbach Alpha

Variable

Cronbachos

Turnover Intention 0.87
Innovative Work Behaviour 0.91
Job Satisfaction 0.88
Perceived Supervisor Support 0.97
Core selfevaluation 0.67
Distributive Justice 0.89
Job Type 0.92
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Following the EFA, the goodnesef-fit test establishedhat it is significant which is
attributable to a sample size that is large (Gaskin, 2016).

Table 4.6-2: Goodnessof-fit Test

Goodnessof-fit Test

Chi-Square df Sig.

986.650 587 .000

4.6.1 Convergent Validity

According to Padenga (2016), a pattern matrixnscial to connect the factor analysis
conducted in SPSS and the confirmatory factor analysis. Gaskin (26p&ins that
convergent validity is tested by examining whether the varimussi of a scale load in their

factor in the pattern matrix.

Table 4.6-3: Pattern Matrix

Pattern Matrix 2
Factor
1 2 3 4 5 6 7 8
CSE2 .588
CSE4 .593
CSE12 479
DJ1 .573
DJ2 .753
DJ3 .939
DX .728
DJ5 .900
IWB1 .738
IWB3 .692
IWB4 775
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Pattern Matrix 2

IWB5

.801

IWB6

.857

IWB7

.818

IWB8

531

IWB9

.785

JC2

.934

JC3

.885

JC4

.867

JS1

597

JS3

.822

JS4

.780

JS10

.503

JS11

.846

JS12

461

JS14

.549

JS19

406

JS20

.679

PSS1

.715

PSS2

.894

PSS3

.913

PSS4

.929

PSS5

.956

PSS6

.903

PSS7

.880

TI1

.624

TI2

577

T4

.756

TIS

.649

TI6

.606
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Pattern Matrix &

TI12 .798
TI13 a71
TI14 .655

Extraction Method: Maximum Likelihood.

Rotation Method: Promax with Kaiser Normalization.

a. Rotation converged in 7 iterations.

4.6.2 Discriminant Validity

The examination of whether there are cross loadings betweersfadimtest the discriminant
validity (Padenga, 2016). There are no major clasdings in the pattern matritherefore it

is an indication that discriminant validity is met in this study. After the examination of the
correlation matrixndicateshat there are no major correlation and no correlations greater than
0.70 (Gaskin, 2016).

Table 4.6-4; Factor Correlation Matrix

Factor Correlation Matrix
Factor 1 2 3 4 5 6 7 8
1 1.000 291 .537 -.490 429 .213 .044 .189
2 291 1.000 315 -.075 176 127 .022 .046
3 .537 .315 1.000 -.507 404 341 .029 .230
4 -.490 -.075 -.507 1.000 -.569 -.138 -.255 -.243
5 429 176 404 -.569 1.000 -.047 .189 .223
6 .213 127 341 -.138 -.047 1.000 -.076 194
7 .044 .022 .029 -.255 .189 -.076 1.000 -.063
8 .189 .046 .230 -.243 .223 194 -.063 1.000
Extraction Method: Maximum Likelihood.
Rotation Method: Promax with Kaiser Normalization.
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4.7 CONFIRMATORY FACTOR ANALYSIS
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Figure 4.1: Measurement Modelbased on Pattern Matrix

To conduct the confirmatory factor analysis, SPSS Amos version 25 was utilised. Figure 4.1
presents the initial moddduilt based on what was extracted from #ploratory factor

analysis.
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4.7.1 Model Fit Measures
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Figure 4.2: Final Adjusted CFA Diagram

Table4.7-1 indicateghe output of the model fit measures obtained from the final CFA diagra

As displayed in the diagram, few items were removed from each conattatitable to

concerns concerningalidity that were encountered.

Table 4.7-1: Final Model Fit Measures

Model Fit Indices Recommended Guidelines Values Obtained
RMSEA <0.08 0,053
CMIN/d.f Maximum Limit of 5 1,908
NFI NFI O 0.95 0,881
TLI NNF 10.99 0.932
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Model Fit Indices

Recommended Guidelines

Values Obtained

CFI CFl1 0.90 0.939
GFI GFI1 O 0.95 0,845
AGFI AGFI O0.90 0.817

Sources: Hooper, Coughlan & Mullen (2008); Kline (2015); Wheaton, Muthen, Alwin &
Summers (1977).

Based on the values recommended by various authors. The model fit measure values obtained

in the study werestablishedo moderately meet the acceptable thresholds.

Table 4.7-2: Final Model Validity

Construct Item Loading Cronbach Alpha | Composite Average Variance
Reliability Extracted

Innovative work | IWB9 , 730 0.917 0,914 0,605
behaviour

IwWB7 ,850

IWB6 ,885

IWB5 ,756

IwWB4 ,801

IWB3 ,683

IwWB1 717
Perceived PSS6 ,940 0.966 0,968 0,814
Supervisor
Support PSS5 ,930

PSS4 ,937

PSS3 ,921

PSS2 ,930

PSS1 J74

PSS7 ,873
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Construct Item Loading Cronbach Alpha | Composite Average Variance
Reliability Extracted

Turnover TI6 JT77 0.843 0,840 0,513
Intentions

TI13 ,671

TI2 ,668

Ti4 724

TI1 ,735
Coreself CSE12 ,646 0.678 0,687 0,431
evaluations

CSE4 ,493

CSE2 ,795
Job Satisfaction | JS11 774 0.857 0,859 0,505

Js4 ,656

JS3 ,784

JS1 ,631

JS14 ,670

JS20 734
Job Complexity | JC3 ,901 0.915 0,916 0,783

JC2 ,880

JC4 ,874
Distributive DJ2 ,697 0.856 0,864 0,617
Justice

DJ1 ,657

DJ3 ,860

DJ5 ,901
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Convergent Validity wagstablishedas all variables have an AVE of at least 0.5. Reliability
was alsoestablishechs a majority of the variables had a CR of above 0.7. However, CSE
showedconcernsconcerning reliability as the CR value was 0.666 but it did not deviate from
0.7 excessivelyAccording to Fornell and Larcker (1981), if the average variance extracted for

a construct is below the value of 0.5 but presents a composite reliability above 0.6 convergent
validity can be deemed adequa@encerningcoreself-evaluations convergent vdity is still
adequate as the tabielicatesa composite reliability (CR) of 0.687 and AWE of 0.431.

4.7.2 Data Imputation

As common method bias was regtablishedn the dataset, the composite scores from the
confirmatory factor analysis were imputed giving a single score toceadtruct

4.8 MODELLING

4.8.1 Multivariate Assumptions

4.8.1.10utliers and Influential

Cooks Distance

The bigger the number, the bigger the influence the response has on the regression of the
variables. Literaturendicateghat if the distance is greater than tanh be amfluential record

and can be removeth this casethe Cooks distance is beldiwand can be regarded to not be

influential on the regression of the variab{8ge Appendix E)

Multicollinearity

Variable inflation factor values should ideally be less than 3 and for tolerance the values should
be greater than 0.1. therefore, thereasomerlap in the portion of variance explained in the
dependent variablélo assess multicollinearity, this study made use of variance inflation
factors and tolerance. According to Hair, Black, Babin and Anderson (2010), if the reported
value for VIF surpsses 4.0 or the tolerance is below 0.2 there is an indication of a problem
with multicollinearity. Also, the authors further state that theattilevel for VIF is 10.

Thereforethese thresholds were utilised in interpreting the VIF and tolerance $atuliy
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Table 4.8-1: Multicollinearity

Coefficients
Model Unstandardied Coefficients Standardied t Sig. Collinearity Statistics
Coefficients
B Std. Error Beta Tolerance VIF
1 (Constant) .267 .042 6.369 .000
IwB .001 .005 .007 162 .871 .825 1.212
PSS .005 .004 .051 1.241 .215 .881 1.136
JS .032 .011 119 2.814 .005 .822 1.217
JC .039 .005 313 7.450 .000 .839 1.193
DF -.021 .004 -.224 -5.136 .000 77 1.288
CSE -117 .010 -.458 -11.251 .000 .893 1.120

a. Dependent Variable: Ti
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Model Structural Model Fit
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