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ABSTRACT

Cur ptudymfgcﬁssed upon turnover among field
workers of the Family Benefits Branch of the 6ntarlo
Ministry of Community and Social Services. To provide
a benchmark, the authors conducted a review of the lit-
ef&iure which indicated that turnover ;nfpublic welfare
organizations is often as high as forty percent of fiol¢
staff annually. Our stydy disclosed that field worker
turnover, although exceptionally low compared to leveis
indicated by the literature, increased rﬁpidly over the
three year period studied.. -

Turnover was considered important primarily
because of its effect on personnel management. These
effects included loss of finanpiai and human investment,
increased workloads, recruiting problems and reduced

morale among workers,

‘A comparison of two systematically selected samples

- of field workers, seventy-five who left the Ministry and

sevoﬁty-five who remained, showed notable differonc?s
betwéen tﬂ% two groups. It was found that those who cOn;
tributed tbyturnovor tended to be younger at time of
employment, had shorter tenures and were better educated

than those workers who remained with the Ministry.



Reasons for termination of employment and_recom-
mendations for future employment with the Ministry were
also studied. About thirty percent of the turnover group
gave "botter paying position" as their stated reason for
termingtion. Also, 88 percent of the turnover group
were recommended for future employment with the Ministry.

The'major recommendations of this ntud; were that
the Ministry, if it is concerned_;bout its growing rate
of turnover, should: -}

1, Beduce the number of young well educated persons hired
I as field workers, and
2. Attempt. to determine whether or not job dissatis-

faction is a major factor contributing to turnover.

‘vi
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'CHAPTER I

. .
INTRODUCTION

Purpose of Study

The general/purposé of this 5tudy'was to study the
turnover of field workers employed by the Family Benafigs
Branch of the Ontarié Ministry of Community and Social
Services (horeaffar; Ministry). . This purpose will be
made more specific in order to meet the requirements of

the research design as outlined in Chapter III.

Scope of Study

Some areas that were considered as pbssible foci
for the study were 1) the‘offects of worker turnover on
clldnts, 2) the offects of turnover on.field vorkef'morale,
and 3) the effacts of turnover on personnel. management.

Tﬁe first of these, i.e., the effect of turnover on cllenfs,
was re jected because at least one major study (Pomeroy,

Yahr, and Podell, 1966)* had given conclusive evidence that

*Richard Pomeroy was the Project Director in the
Centre for the Study of Urban Problems, New York City.
Harold Yahr, Ph.D., taught Sociology at the American
University, Washington, D.C. Lawrence Podell is a soclo~
logist who taught 4n the graduate division of the Baruch
College, the City Univeraity of New York, and was Research
Director of the New York City Department of Welfare, in
"which the study was conducted.

1



2
turnover had relatively little effect on service delivery
in a lafgo, urban public welfare agency.

The second possible focus, the effect of turnover .
on fleld wbrkgr morale, was deemed to have demanded dita
collection instrihents which were much too complex and
time-éqnsuming for a study of this nature.

Having rejected the first two possibilities, the
authora'decided to delimit and focus the study on the
administrative implications of turnover, particularly'its
implications for pqrsonpol management. This approach
inv01§ed a specific focus on a description and analysis of
field wbﬁkers in terms of nine variables that seemed
relevant to staff turnover and pertinent to pefsonnél
managements age, sex, mafital status, ‘length of employment,
type of education, years of education, geographic location
;f employment, r;asons for terminating employment and
supervisors' recommendation for future employment within
the Ministry. Another specific focus was the determination
of the }mplications of the.study's findings for personnel.
policy within the Ministry.
< A decision had to be made withlrespect to é defini-
tion of turnover. Webster's Third New International
Dictionary \(Unabridged) defined turnover as

e eel éovsg;nt of .. epoople into, through, and out of a
place considered all as a single process...the number
of persons hired within a period {of timel to replace
those leaving or dropped from a working forcej} also:

the ratio of this number to the number in the average
force matntained (p. 2469).
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. This definition was considerd too goeneral.
Therefore, it was decided that any movement of field
workers within the Ministry (i.e., movement to other
branches of th§ Ministry or movement to a supervisory
position within the same branch) would be excluded from
the definition of turnover. The reason for this exclusion
was that such movement of field workers represents no
ioss'of investment to the Ministry's administration, and
has no negative significance 1h relation to personnel
management, sincJ\ggitfggjggent 1; planned, Therefore,
turnover was defined as ﬁoveuont out of the Ministry
through termination of employment.
> Another decision had to be made with respect to

the choice of a representative sample of the population
for the study. The field workers of the Family Benefits
Branch were chosen for two reasons
1. Field workers {until April 1, IQ?Q)*'represented‘thb

largest group of employees within the Ministry.
2. Consequontl}? the coat of gmployee turnover among

those empfg}ees was expected to be greater than for’

any other branch of the Ministry.

Importance of the Study

The importance of studying turnover lies in its

*On April 1, 1974, approximately 8,000 employees
in retardation services were transferred from the Ministry
of Health to the Ministry of Community and Social Services.
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potential effects on the cost of supplying aervicesrfo
~clients. Samuel P. Bauer (1973), who was the director of
the Cuyahoga County Holf:}e Department, Cleveland, Ohio,
stated that:
...the only valid function of a welfare department is

to deliver services to clients in the most afficlient

way possible and at the lowest administrative cost
(p. 42). '

Aithough Mr. Bauer was discussing welfare agency-
automation rathef than employee turnover, the statemént was
seen as relevant to the study because of the assumed cost
factor represented by turnover. The direct and indirect
costs of turnover were seen both in terms of financial
and human investment. .Termination of employment by a
worker is assumed to be a loss of investment made in train-
ing that person for the position he or she.holds. It was
seen as escalating the cost of recruiting,.since those who
leave have to be replaced. Furthermore, turnover increases
the workload of superviso£s, who must transfer to other
workers the caseloads of workers who leave, It was also
a;sumed that turnover has a negative effect on the morale
of workers who remain, because the number of clients per
éaseload increased sharply as a result of turnover.
Ulfimately, a new worker is hired. But, until a replacement
is found and prepared to take on a full caseload, other
workers and their supervisors have to do the work of the
workers who have departed.

. concern about increased workloads, recruiting

]
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problems and worker morale was expressed in informal dis-

cussions with field workers and in the Study Report on

Field Services. Donald H. Gardner (1973), ; member of the

Task Force on Community and Social Services, stated that
«e..the present system was basicélly unhealthy, causing
turnover of staff that put a constant burden on
supervisors and managers (p. 9).

He added that "good staff do not stay with the Ministry

(p. 26)."

The Family Benefits Programme

It was considered advisable, at this point of the
introduction, to familiarize the reader with the Ministry's
Family Bonefits Programme, within which this study took
place. < ;?

In 1967, the Federal government and the ten
Provinéial governments coe-operated in the formulation of
the Canada Assistance Plan, which provides Federal-
Provincial cost-sharing for comprehensive wolfaro pProgramme s
administered by the governments of each province. The
governmant of Ontario developed its Family Benefits Pro-
gramme at fhis time. The programme had a sihgle admin-
istration, one means test and one set of regulations and
eligibility requirements. Many of the programmes which were
in existence prior to 1967 were incorporated into the
Family Benefits Programme. :

The programme has grown immensely since its incep~-

tion. There are now fifty-eight Regional 0ffices of the

— e —— - e e —— e —— e e
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Ministry throughout the province (Ministry of Community
and Social Services, 1974, pp. 31-32). Each office has
a number of Family Benefits workers.

I Family Benefits are allowances paid by the Ontarilo
government to residents of the province through the
Ministry. Any person living in Ontario who is in financial
need and who meets eligibility requirements may receive
Family Benefits. Financial need and eligibility are de-
fined in the Family Benefits legislation, and are deter=- ’
mined by the evaluation of the applicant's assets, income
and expanaes:

Assets are considered to be the value of all cash
and all possessions that are easily liquifiable. Essentia}s,
such as homes, furnishings, etc., are exempt from the
-evaluatioﬁ.. A person with no dependents, who has less
than one thousand dollars in liquid assets, may still be
considered for an allowance. FPersons with dependents are
allowed aore liéu;d assets. A sliding scale is used to
determine the exact allowﬁble value of assets for a family.

Income is considered to be any earnings, pensions,
large gifts, incoming rent, etc. Some types of income are
fully taken into account, while other types are only
partially conside;od in evaluation of eligibility,

| The amount of an allowance is determined, in part,
by calculating expenses in three ma jor cost areasi U
2i7“food, clothes, supplies, personal needs and utilities

2. rent, mortgage payments, taxes, fire insurance, main~’

I DR R

bf‘g



tenance and repairs

3, special needs, e.g., transportation for the disabléa% _

The amount of the Family Benefits mpnthlycallowance
is &etormined by the following formula: total expenses
minus total income. "The maximum allowance is $380.00
for a family of four or less... plus $20.00 for each
" additional dependent {Ontario Minilstry of Community and
Social Services, 1974, p. 18)." Family allowances are
paid on a monthly basis. - Other expenaes‘incurrod by
recipients of an alldwahce, particulirly expenses such
as Ontario Medical Insurance Plan payments and necessary
prescription drugs, are also paid for under the allowance
and in addition to the amount reciﬁients rece}ve for other
expenses.

Mothers of dopondené children with no means of
support, foster pagents {(other than those receiving pay-
. ments from a Children's Aid Socliety or government agency),
the blind and the disabled, the medically unemployable |
and the elderly may be eligible for Family Benefits.
Pr#or of an applicant's status is required by the Director
of Family Benefits (heréafter, Director). Eligibility ¥5
determined by the Director and his staff, who base their
decisions upon the forms completed at the time of applica-
tion. Field workers in the local offices do not decide
eligikility or degree of need, but oniy reporﬁ to the

Director.




The Role of the Field Worker

If one had to describe the role of the field worker
‘in just one word, that word would have to be "¢clerical™.
The field worker interviews new applicants both in the
Hinistry's,reg}onal of fice and in the applicant's home.
The fiéld worker is expected to occasionally visit his
clients to evaluate coﬁtinuing need for the allowances
they receive. - _

There are five major facets to the job performed
by the field workof. First, he helps applicant; for Family
Benefits complete their application forms. Second, he
verifies statements made by applicants, particularly in
rogard to assets, income and expenses. Third, the fleld
worker refers: applicants to other community agencies and
u;rvicga when such actidnlis}deemod necessary or appﬁbpriate.
Genoeral Welfare Assistance from municipalitlés is often
required by applicants while their cases are reviewed for
deily Benefits. Applicants routinely wait from ten to
twelve weeks for thelr applications to be procengg,' Fourth,
the field worker compiles the Garious forms which are com-

pleted by the applicants and forms which he completes him-

self. The information is forwarded to tha'o ice of the

Director of aniiy Benefits for a decision. The D
not the field worker who makes the raport, rules /on eligi-
bility, determines the degrees of financial need apnd sets

the amount of the allowance if an allowance is to be‘éranted.
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Fifth, the field worker is responsible for the continual
assessment qf the Family Benefits allowance reciplents
witﬁ respect to changes in circumstances that might affect
their eligibility or the amount of their allowance. Clients
. are bound, bynlaw, to repofgﬁany changes in circumstances to
their field worker. Such changes in circumstances may be
changes in marital stat;s, humﬁer of dopondents or address.
" The field wgrko; does not act directly on reported changes,
but forwardsiauch 1nformation‘to the Director. Part of
the continual assessment ;f those receiving allowances
involves investigating complaints made to the Ministry
concerﬁing per;ons abusing the welfagb aystem., Agailn,
information gathered by?ﬁhe-field voéker is forwarded to.
the Director who, in tﬁrn, takes appropriate action.

The field worker, then, is an information-gatherer
and anminveatigator,'and has no direct power in determining

the outcome of his clients® attempts to obtain, retain,

increase, or avoid decreases of allowance payments.

Summar
In this chapter, the purpose, scope and importance
of the study were stated., J&he purpose was to study turnover
among field ;orkers in the Family Benefits Branch of the
Ontario Ministry of COmmunify and Social Services. 1Its
scope was delimi °Qy§° its implications for personnel

management. The 1mportancef%?n¥ﬁh;atudy was the potentiﬁl

effects . of turnover on the cost of supplying services to
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clients. The chapter concluded with a brief description
of the Family Benefits Programme, within which the study
took place, ahd an explanation of the role of the field
worker, whose function is primarily clerical and who hﬂs

no influence-on decisions made by the Director of Family

Benefits with respect to Family Benefita clients.




CHAPTER IX
REVIEW OF LITERATURE

The purpose of this chapter is two-fold.

First,.it is important to brlefly outline the
procedure used to locate books, journals and other infor-
mation pertinent to the study, in ordeo to familiarize the
reader with the sources of information on turnover.

The chaotor's main purpose is to discuss the
1iterature itself. This discusstion 1s designed to deal .
separately with‘three gajor areas of employee turnover
_cost of turnover, extent of turnover and reasons for

termination of employment.

Procedure
The review of the literature for this study initially
focusised on matorial from the social work profossion.

The Abstracts For Social Workers, published by the Nntional

Association of Social Workers, was consulted. . This publi-
cation prosonto brief reviews of articles from over 190
journif\\which relate to social work, economics, psychology,
sociology and other fields. All issues published between
1965 and 1974 (inclusive) were consulted. Not one article
relating to employee turnover was found.

11
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The social work section of Dissertation Abstracts

International, a catalogue published by Xerox University

Microfilms, Ann Arbor, Hichignn, was reviewed. Xerox
University Micréfilms purchases the rights to the disser-
tations written by students from over 250 universities,
colleges, technical institutes and professional schools.
Brief descriptions of the dissertations are given in the
puplication.

Two dissertations which dealt with social worker.
turnover were found. The first abstract was a description
of the dissertation done by C. B. Scotch in 1969, The .
study was an attempt to describe characteristics of social
worker turnover in Jewish Community Service agencies. The

Dissertation Abstracts International (1970) reported thal

Scotch found that thrae maj%r’factors wore responsible
for the-turnover he studied. These three factors were:
expanded job opportunities for social workers, attempts
by staff to find employment with agencies having higher
status, and a greater degree of loyalty to professional
goals and objectives than to those of the particular
agency (p. 1895A).

The second dissertation abstract was a study done
by C. T. Dunning in.1972, The dissertation focussed on
the turnover of rehabilitation counsellors who worked in

rural areas. The Dissertation Abstracts International

(1973) reported that income, opportunitj for advancement
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and the quality of supervision and administration were
low; while frustration, ehpocially in relation to the
bureaucratic system, was ﬁigh. ‘The study implied that this
situation led to turnover (p. 635A).

Also consulted were the general card catalogue and

Holdings List of Serial Titles of thes University of Windsor

4 .
library. The business administration section of the cata-
logue, particularly references to personnel management,
was reviewed. Also, ten journals were found to contain

material pertinent to personnel management, These journals
: AN

weres

1. Management Review, a journal published monthly in

]

Saranac Lake, New York, by the American Management

Association. g

2. Personnel, a monthly journal of the Institute of
Per;onnel Management, published in London, England.

3+ Peraonnel Administration, published bi-monthly in
Washington, D. C. by the Society for Personnel Admin-

1atrafion.

4. Personnel Administration and Public Personnel Review,

published bi~-monthly by the Soclety for Personnel Ad-
ministration and the Public Personnel Association.

5« Personnel Management, published egch month by the

Institute of Personnel Management, London, England.

J

6. Public Personnel Management, published bi-monthly

in Chicago, Illinois, by the International Personnel

Management Association.
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7. Public Personnel Review, published quarterly in

Chicago, Illinois, by the Public Personnel Assoclation.

8. Public Welfare, a quarterly published by the American
Welfare Association in Chicago, Illinois.

9. The American Economic Review, published quarterly at

Menasha, Wisconsin, by the American Economic Association.

10. The Harvard Business Review, published bi-monthly by

the Gfaduqte Schodl of Business Administration,'
Harvar& University.

Genéraily, only journals issued after Docember 1963
wore consulted. Exceptions to this rule were made when
attempts were made to verify quotes from secondary sourco;.

The procedure helped to locﬁte several books, as
well as journals, which dealt with turnover.

The aearch‘for literature was greatly assisted by
University fgculty and Ministry personnel, who directea the
authors to other material, e.g., research reports and

government documents, related to employee turnover.

Content of the Literature
This secfion of thewbhapter has been divided into
three parts. The first considers the cost of iﬁrnover in
terms of loss of human potential. and financial investment. )

The second part deals with the extent of turnover. The

third part deals with causes of turnover.

Cost of Turnover

One effect of employee turnover considered in the
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literature is-the cost to the employer. Dr. John R. Hinrlicks,
who obtained.his Ph.D. degree in Industrial and ‘Labor
Relatiéns from Cornell University, discussed both positive
and negative aspects of employee turnéver, in an article

in the journal, Personnel. Hinricks (1971) stressed the

_ importance of understanding how turnover can be controlled,

Most personnel people view a high turnover rate with
alarm first of all as a matter of cost. Obvious

direct costs of attrition are those of hiring a re=-
Placement for the individual who leaves and of training
gone down the drain, salary paid the replacement

during his non-productive training period, and errors
and inefficiencies that can be expected during that
period. Indirect attrition cpsts are in areas.such

as the impact on recruiting when potential hires are
aware of a high rate of attrition in a prospective
employer...lowered morale of present employees...and
the increased workload and demands placed upon managers
who must supervise inexperienced replacements (p. 31).

Florence Stono‘(1§72), managing editor of Management

RéviewL reported on a study which determined replacement
cqsts for telephone operators. The study on which Stone's
report was based, "Force-Loss Cost Analysis", was conducted
by the Human Resources Laboratory, a group formed for the
express purpose of developing effective methods for im-
proving the Bell System's use of human resourées. The
experiment confirmed @he importance of the cost of turnover.

+eethe costs incurred by a company in recruiting,

hiring, training, and developing an employee make up

an investment in human resources (p. 23).

+ssthe company recovers more of its investment in

human resources with longer-tenure pecple than it does

with shorter-tenure people (p. 26).

.ssthe company can expect a greater recovery of its
investment from an employee with more than six months
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service...because the prbbability of his staying longer
with the organization is greater after that time—(p. 26).

Dean Peskin (1973) discussed the challenges
facing business and industry in the 1970's. ‘Among these

challenges are turnover and lost profits. In his book,

Tﬁe Docmsday "Job: A Behavioral Analysis of Turnover,
Peskin said that

i

serturnover costs American businesses billions of
dollars a year. It is the most costly and least
understood. of all phenomena working against productivity,
efficiency, and ultimately profita (p. 68).
He 1nc1udesuamohg-the tangible costs employment expenses,
breaking=in costs, startup and training costs; soeparation
Aaxpenses, short-timef and other minor exﬁenses. Among
the intangible costs he includes lowered morale, raduced
- management efficiency and effectiveness, missed production
schedules, dissolution of work teams, increased overtimé,
ovarhiring, and lower productivity of temporary employees.
In buslness, then, the cost of turnover is con-
sidered to be an important variable. i? the field of
public welfare, Pomeroy et al. (1966) conducted a series
of Qtudias in the New York City Department of Social

Services (Welfare). One of these studies, The Effects of

Caseworker Turnover on Welfare Clients, considered the
cost of replacement and its effect on efficlency and
effectiveness as reasons for administrative concern about

turnover.
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Extent of Turnover
The extent of turnover is another aspect of the
subject considered in the literature. "“How Graduates

Intimidate Their Bosses®, an article by Edgar H. Schein in

Management Review (1968), looks at the extent of turnover

among college graduates. Schein stated that "most large
companies admit...tc losing more than half their newly
hired college graduates within the first five years (p. 15)."

Dr. Marvin D, Dunnatte; Prqfessor of Psychology
and Industrial .Relations at the University of Minnesota,
collaborated with Dr. Rlchard-D. Arvey, assistant professor
of Industrial nnd Personnel Managemant nt the University
of fénneasee and Dr. Paul A Banns, manager of porsonnel
research for the Ford Motor Comgt?y, in a study of the quit
rates of staff from seven manufaqéuring areas. Their
study (1973) also looked at several reasons employees had
for leaving and related these to motivation and expectations
prior to employment. In regard to the rate of turnover
among college_gradpates, their conclusions were similar to
Schein's.

Peskin (1973) considered a turnover rate of 20-25
parcent as acceptable for_clerical or white-colla; workers.
He also stated that "educaﬁion background has an affect
on turnover rate... (p. 84),." |

[

John J. Keppler (1963, p. 18), First Deputy Com~

missioner of the New York City Department of Welfare, in
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a report concerning pfoblems among employees of his de=
partment, said that there was an annual rate of furnover
of approximately 35 percent among social investigators,
1-0;, field workers.

Pomeroy et al. (1966, p. f) placed the annual
turnover rate of workers in the saﬁo position at petween
25 and 40 percent.

Clyde W. Linville (1963), Associate Regional
'Repreaentntiva for tho Bure:u of Family Services, U. S.
Dapartmont of Haalth, Education and Welfare, studied the
importance of staff supervision and training and the effect
of poor management on turnover rates. He found that "the
1962 national average E)f public welfare worker turnovea
is slightly over 26 percent (p. 203)." |

As these studies show, an annual turnover rate of
up to 40 percent 1s not uncommon in business or in public
welfare. These are staggering rates by any standards, and

they represent the need of replacing up to two in every

five workers every yeare.

Causes of Turnover

The causes of turnover are also treated in the
literature. Schein (1968) stated that "one myth is that
the graduate leaves mersely for-a higher salary...the roots
of their dissatlsfaction run deqp down to conflict of
expectations ana values (pp. 15-16)." Dunnette et al.

{(1973) supported Schein's observations when they stated
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seslt is.apparent that high turnover...is related
significantly to the sharp discrepancies seen by many
«esbatween their actual job experiences and their
hopes and expectations at the time they agree to .
join the company (p. 37).

Speaking of the pitfalls of recruiting college
graduates, Mandell (1964, p. 145) pointed out that one
reason for dissatisfaction on the job is that college
graduates are recruited for jobs which do not require
college graduates.

Peskin (1973, p. 86) found that causes of turnover
included insufficient pay, poor working conditions,
personnel policy, interpersonal conflicts and other persohal
reasons. éoskin's'resaarch in one company showed that
"turnover...decreased when IQ and other pre-smployment
'testiﬁg levels were lowered. This action ﬁelped prevent
the hiring of overqualified personnel for routine jobs
(p. 38)." He found that "...sometimes turnover is reduced
in routine jobs if people with average or below-average
intelligence are hired (p. 110).n

Keppler {1963) found that, in the New York Depart-
ment of Welfare, workers became disappointed with the
opportunities open to them'for a satisfying career .in
social work. He ahded that

If these people were sincerely motivated to find a
place in a helping profession and to identify with
the high calling of social work, then we have done
them a great disservice by failing to help them find

more rewarding experiences... (p. 118).

Richard Guerrier (1972), editor and publisher of



20

- Canadian Training Methods, stated in his article, "Comment:
Great Expectations", that

.s.a sense of downgrading, frustration, insecurity and
diminishing influence appears to be spreading...
Behind much of the trouble, we suggest, is a long
succession of unrealistic expectations--starting in
school, reinforced at university...consolidated by the
creation of job titles' which don't truly reflect the
nature of the job to be done... (p. 11).

In his Study Report On Field Services, Donald H.

Gardner (1973) found that these causes of turnover were
evident within the Ministry also. "The Ministry", he ?aid,
ushould hire personnel with clerical training,‘not with
training in social services. People now hired aré empathic
and get frustrated with heavy caseloads (p. 26)."' This
statement points out that there may be a close reiationship
between job satisfactioqgand the educational background

of the employee,

In their book, People in Public Service, Robert

T. Golembiewski and Michael Cohen (1970) referred to the
»Uniéed States Civil Service Commission's concern for
matching of the man and the job as the heart of good per-
sonnel management. Likewise, Huggins, Roberts and Walsh
(1971, p. 55) suggested that, in order to make full use
of a public agency's reéources, the agdncy should assign
employees with the proper skills needed to do the job.

In Position Classification: A Behavioral Analysis
For the Public Service, Jay M. Shafritz (1973, p. 17)

refars to a report of the United States House of Congress'
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Congressional Joint Commission on Reclassification of
Salaries, which emphasized that "...qualifications in
respect to education, experience, knowledge, and skill
necessary for the performance of certaiq duties are de-
termined by the nature of those duties.® Shafritz com-~
mented that "position claaaificafionu...frequently de~
crease retention rates and make more recrulting more dif-
ficult by requiring a higher level of skill and education
than is necessary to do the job (pp. 25-26)."

Huggins et al, (1971) found that

By introducing new classifications (emphasirzing abilities

rather than educational attainment) into our civil

service system...we have found a new source of man-
power to fill many vacancies, and they (people with
less education) are doing things middle~class civil
servants with college degrees have not been able to

do (p. 59).
Three members of the Rochester Institute of

Technology, Laurence Lipsett, Frank P. Rogers and Harold

M. Kentner, authored Peraonnel Selection and Recruitment

in 1972. Each of the authors had more than fifteen years

professional association with various aspects of vocational

psychology and personnel work, including practical experience

in personnel functions and teaching experience at the

college level. The book follows the chronological steps

in the over-all selection process: recruiting, interviewing,

investigating, testing, evaluating and training. They
found Yhat when an employee with high scholastic standing
is assigned to routine tasks; he is likely to become bored.

When this happens, turnover occurs (pp. 72-74).
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Gardner (1973, pp. 26, 62 & 69) discussed other
causes of turnover, including salaries that are not com-
petetive with other agencies, with industry, or with the
federal government; the lack of recognition for extra;
ordinary service; the 1lnability of married women to accept
promotional transfers to other regions; and the féilure
of the Ministry to 1nvoive younger field staff in the
formation of policies. |
" Herzberg (1968, pp. 4-6) also suggests that job
dissatisfaction is a leading cause of turnover. He suggestg
that employers solve the problem by introducing factors
which have proven to lgad to satisfaction, i.e., achievement,
reQOgnition and responsibility. He even sald that
If you have someone on the job, use him. If you can't
use him on the job, get rid of him, either via automa-
tion or .by selecting someone with lesser ability (p. 10}.
Generally, all of the literature emphasized the
importance to the employer of employee job satisfaction.
This factor was usually related to the need for personnel
management policies based on research in this area. John
Monroe Fraser (19?0), a faculty mahber at the University
of Aston’in Birmingham, England, and whose ma jor field of
interest was personnel management, stated thnf "he
Eho personnelrmanagea sh'ould have a specification of per-
sonnel qualities which research has shown to be the ma jor

factors in successful performance (p. 26).n
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Summary

This chapter discussed the procedure used for
locating, and the content of, the literature on turnover.
The-litérature found was mainly in the areas of personnel
management and business administration. The chapter
focussed on three aspects of turnover in the literaturet
cost, extent and causes. Though difficulé to measure

accurately, the cost of turnover was considered high and,

MY : 1

fhorefofe; was a mﬁj;r cause of concern fbr administrators.
' The extent of turnover was goenerally high, between 25 and
40 percent annually. The causes of turnover were numerous,
foremost among them being dissatisfaction caused by dis-

crepancies between high expectations and the routine nature

of the job.



CHAPTER IIX

-

RESEARCH DESIGN

Generally, prior research in the area of staff
turnover in socital work and quasi-social work settings has
been neither plentiful nor rigorous. The aim of this pro-
ject was to gain more familiarity with, and further in-
sight into, the phenomenon of turnover by systematically
studying the relationship between variables chosen as focal
points for data collection and analysis,

In carrying out a systematic study, decisions re-
lating to the selection of an appropriate design have been
supported by writers in the field of social work research.

A research design -isthe arrangement of conditions for
the collection and analysis of data in a manner that
aims to combine relevance to the research purpose with
economy in procedure (Selltiz, et al., 1953, p. 50).
The potential researcher will want to recall that he
is no less in error in pitching his undertaking at too
primitive a research level (and, therefore, standing
still when he should be building on past work) than

he is in designing experiments not yet justified by
the state of conceptualirzation and prior exploratory
research (Kahn, 1960, pp. 58-59).

Exploratory research deals primarily wiﬁh areas u\\
which have not been the subject of extensive research.
Since there has been some prior research in the area of
staff turnover, an exploratory research was considered

inappropriate for this study.

24
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Experimental research seeks to test hypotheses and
causal ral#tionships between variables. Since prior re-
search in'thq'aroa of turnover has nat led to the formula=-
tion of well defined hypotheses, an experimental research
design was also deemed 1nuppropr1}to for this study.
Furthermore, it would have been impossible to utilize a
strictly experimental control group, as experimental re-
search requires. (See éelltiz, Jahoda, Deutsch, and Cook,
1959, pp. 50 & B9)

Descriptive research is concdrnad with describing
the characteristics of populations, or of samples of popula=-
tions. One type of descriptive research is concerned with
discovbring, or testing, whether certain variables are
associated (Selltir, et al., 1959, p. 65). Since our study
was seeking relationships bet;een and' among thnover and
selected oharacteristica of field workers, this type of
research design seemed most appropriate. Tripodi, Fellin,
and Meyer (1969, p. 25) refer to this as quantitative-

descriptive research of the variable relationship subtype.

Research Questions

*

The specific purpose of this study was to determine

answers to four research qﬁosfionas

1. WHAT IS THE ACTUAL EXTENT OF TURNOVER AMONG FIELD
WORKERS IN THE FAMILY BENEFITS BRANCH OF THE MINISTRY?

2. ARE THERE DIFFERENCES BETWEEN THE CHARACTERISTICS OF

FIELD WORKERS WHO TERMINATE THEIR EHPLOYHENT WITH THE
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MINISTRY AND THOSE WHO REMAIN?

3. ARE THERE SIGNIFICANT ASSOCIATIONS AMONG CHARACTERISTICS
OF FIELD WORKERS WHO HAVE TERMINATED EMPLOYMENT?

%, ARE THERE SIGNIFICANT ASSOCIATIONS AMONG CHARACTERISTICS

OF FIELD WORKERS qu REMAIN WITH THE MINISTRY?

Opérational Definitions

Turnover
By "turnover®” was meant the voluntary or involuntary
termination of employment of field workers. Retir;mants,
transfers within the Ministry, superannuations and deaths
were not included in the definition of turnover.
‘ Non~turnover
.; By "non=-turnover® was meant a field worker's em-
ploymenf'with the Ministry on December 31, 1974, no matter
whaﬂ-that wbrker was hired and assigned to a.field work
_Poaitionr
e 4 o
Characteristics
By "characteristics®™ wias meant the status of field
workers in relationship to nine selected variables: age,
sax, marit;l staéus, length of employment, type of educa-
tion, years of education, geogrﬁphic l1ocation of employ-
ment, reasons for termination of employment and recdmmend-‘
ations for future employment with the Ministry.
Aﬁg :
By "age" was meant the chronological age of field

- .
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workers when they commenced their employment as fiela
"workers with the Ministry. The use of exact ages was
‘considered non-essential. Therafora; eacﬁ age was placed
in an appropriate mutually exclusive grouping (Selltix,
et al., 1959, p. 392).
Sex

By "sex" was meant the gender (male or female) ;f

the field worker.

Marital Status

By "marital status" was meant a field worker's
legally defined social position in relation to marriage,
i.e., m#rriod, single, divorced or widowed.

Length of Employment

By "length of employmeﬁt" was meant the number of
months.a person was employed as a field worker with thé
Miq}stry. For those who had terminated employment; léngth
of employment was determined by calculating the difference
between appointment date and termination date. For those
who remained, length of employment was doterﬁined by cal-
culating the difference between date of appointment'ind
December 31, 1974. Categoriration was chosen over the use
of exact iengths of employment.

Type of Education

By "type of education" was meant the focus of
field workers! academic endeavors prior to employment with

the Ministry. The categories chosen were arts and science,

T YT TR AATIE R e r—— L T — - e e
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business and commerce, social sciences, and other.

Years of Education ' ' {

By Pyears of éducation' was meant the numbof of
years sponf by field workers in formal gducation. Nine
categories were used, with one year intervals from "less
than twelve years" to "more than.eighteen yoars",

Geographic Location

By "geographic location® was meant the general
area of Ontario in which a field worker was employed.

The five geographic areas outlined by the Ministry, and

- their. official names, were the northwestern, the north-‘

eastern, the central, the western and the eastern regions.

Reasons.for Termination of Employment

; By "reasons for termination of eﬁployment“ was
meant the stated reasons for the re;ignatipn.of those
field workers who resigned and the reported reas;ns for
éismisual for those who waée dismissed, as recqrdod at the
time of termination of employment.

Recommendations for Future Employment with the Ministry

By "recommendations for future employment with the
Ministry" was meant the opinion of supervisors regarding
the possible re-hiring of field workers who had resigned

or besn dismissed from thelr positions. _Fodr categories '

- were used: recommended for same positian, recommended for

different position, not recommended and other.

Dl L
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Field Workers
By "field workers®" was meant employees, or former
emqloyees, of the Family Benefits Branch of the Ontario
Ministry of Community and Social Services, who were hired
and assigned to positions as Welfare Fiéld Worker I or

Welfare Field wWorker 11,

Ministry

&

By "Ministry" was meant the Ontario Ministry of

3

buunity and Social Services.

Population

This st;1~xgas concerned with turnover among field
workers of the Minisfry. For the purpose of this study,
then, two sub-populations were, defined. The firat.consi;ted
of field workers who terminated th®yr employment, or had
it tefminated, between January 1, 1972 wpd December 31,
1974, inclusive. The second, or contrast,'h\oup.was made
up of field workers who wero.employees of the:fy

December 31, 1974,

-

r~

Sample

A sanmple of one hundred subjects was anticipated
for each sub-population, i.e., the turnover and non-turnover
groups. Since only eightyeight terminations occurred duriné
the three year period studied, a choice. was made to include
the -entire sub-population in the study. Thirteen of these

files woere either missing or contained insufficient informa-
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tion to be included in the study. Hance,-a total of seventy-
five files were included in the turnover sample.

On December 31, 1974, three hundred and fifty field
wvorkers woere employed by the Ministry. Because a compar-
ison of sub-populations was intended, a sample of seventy-
five field workers from the nén-tu;novar group was needed.
Thé names of all the 350 workers were obtained f;om a
computer print-ocut supplied by tﬁe Ministry's Director of
Perspnnol. A systematic randoﬁization method (Selltir,
et al., 1959, p. 523) was used to obtain eighty-seven
files.* Twelve of these files were elther missing or coh=-
tained insufficient information and, therefore, were not
" yncluded in the sample. A total of seventy-five files

remained and were included in the non-turnover sample.

Method of BData Collection

The sole source of data used in this study was the
personhel files of field workers. These files were kept
in the office of the Ministry's Director of Porsonnei at-
: Qqeen's Park, Toronto. Relevant data were transcribed from
the files to pre-coded data collection guidelines (sae
Appendix B). Data collection guidelines were numbered
from ﬂlOlﬂ to "175" to identify membérs of the turnover

group, and.from "201" to "275" to identify members of the

*A number between ! and %, inclusive, was randomly
selected., The file bearing that number and every fourth
file thereafter were selected for incluslion in the non-
turnover groupe.
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non=turnover group. A guideline form was completed for

each file in the two samples.

Method of Data Analysis

Data were transcribed from the data collection
guidelines to I.B.H..dnta cards in preparation for com-
puter analysls., The Statistical Package for thq Social
Sciences (SPSS) was used. Two sub-programs were‘choseﬁ:
the CODEBOOK sub=-program provided measures of caﬁfral
toendency, measures of variance nn& fréﬁuency distributions
‘for the variables. The FASTABS subeprogram was used to
determine croas-tabqlations between turnover and non-
turnover and each of the variables.

Two types of variables were included in this study:
nominal (for sex, marital status, type of education, goeo-
graphic location, reasons for termination and recommenda-
tions for fﬁture employment) and interval (for age, length
of employment and years of education). For each nominal
variable, the mode, ﬂrequ;ncy distribution and histogram
were obtained. . .For each interval variable, the mean, fre-
quency diatribution'and histogram were obta}ned. Correla-
tions between nominal variables were determined by using
Guttman's Coefficient of Predictability (lambda asymme -
trical), and-tested for significance by using Pearson's
Chi-square (xz) test. Correlations between interval

variables were determined by using Pearson's Coefficient

of Correlation (r), and tested for significance by checking
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the calculated values of r against the table of significant
values of r. Correlations between nominal variables and
interval varlables were determined by using the correlation
ratio (eta), and tested for significance by using Fisher's
Analysis of Variance (F). References for these methods of
data analysis can be found in Freeman, 1965, pp. 71-79,

89-108, 120-131, 176-187, 199-210, 215-228 and 250,

Summar

" This chapter described the research methodology
used in the study. The quantitative-descriptive research
design of the variable relationship sub-type was chosen,
as it most appropriately fitted the nature and pufapse of
the study. Four research questionQ were stated and the
variables were operationally defined. The population and
samples were described and method of data collection ex-

plained. Finally, methods of data analysais were described.,



CHAPTER 1V
PRESENTATION OF DATA

The purpose of this chapter is to present the data
collecged during the course of the research project. At
the outset, data rélating to the extent of field worker
turnover 1s presented. Findings peftaining-to the seven
variables common to both the turnover and the non-turnover
groups (age, sex, marital status, length of employment,
type of adupation, vears of education aqd'geographic loca~-
tion of employment) are also reported. TFindings pertaining -
to the two varlables, reasons for termination of employment
and recommendations for future employment with the Ministry,
apply only to the turnover group.'

Frequency tables are included in this chapter.
The first table depicts data related to the extent of turn-
over. Tables two through eight, inclusive, represent data
poertaining to the seven variabies common to both the turn-
over and the non-turnover groups. Findings for the variables
of reasons for termination and recommendations for future

employment are depicted in the ninth and tenth tables.

Extent of Turnover

In 1972, there was a total of twelve turnovers.

33
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During that year there were 332 field worker positions
within- the Ministry. The rate of turnover in 1972 was
3.6 percent. Thirty-three turnovers occurred in 1973.°
The total number of field workers in that year was 341.
A turnoveér rate of 10.9 percent was recorded. The Ministry
had 35b'field worker positions.in 1974, Forty-three workers,
or 12.3 percent of the staff complement, were involved in
turnover. There was a total of eighty-eight turnovers in
the three year period studied. Of these, seventy-five weral

included in the turnover group. (see table 1)

TABLE I
. EXTENT OF  TURNOVER
Turnover
Number of Total number Rate of
Year ] Terminations of. positions Turnover
1972 o 4o o 4 o o o 12 332 3.6%
1973 » & ® 8 s ® 33 3!’1 10.9%
19?"‘ a . » » . . » LI'S 350 12'3%
Total . « « 88 ’.023
Mean s o s 29.3 . 3!‘1 8..6%

Age at Time of Employmoent

Within the turnover group, one person was found to

be between the ages of sixteen and twenty. Thirty-one-:

persons were between the ages of twenty-one and twenty-five.
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Fifteen persons were between twenty-six and thirty years

of age. Twelve persons were found to be between the ages
of thirty~one and thirty-five. Six of the turnover group's
members were between thirty-six and forty years of age.
‘There were three field workers between the ages of forty—
one and forty-five. Four pé%aons were between forty-six
and fifty years of age, Three persons were found to be
between the ages of fifty-one and fifty-five. The above
reported ages were ages at time of employment, not ages at

time of the study. (see table 2)

TABLE 2 ~

AGE AT TIME OF EMPLOYMENT

Turnover Non«turnover

Apgo Fre- Per- Fro- Per- Total
quency centage |quency centage

16 =20 . ¢ o o 1 1.3 0 0.0 1
21 = 25 . & o o 31 41.3 12 16.0 43
26 « 30 ¢+ o o o 15 20,0 18 24,0 33
31 = 35 ¢ ¢ o o o 12 16.0 17 22.7 29
36 - !"0 L] » . L] . 6 8.0 6 8.0 12
b1 - b5 o o . . . 3 k.o 13 17.3 16
46 « 50 « & . . . 4 5.3 7 9.3 1t
51 = 55 & 4 & & 3 - b.o 2 Y 5

Within the non-turnover group, no one between the

ages of sixteen and twenty was found., Twelve persons were

between the agei of twenty~one and twenty-~five. Eighteen
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and thirty.
and thirty-five.

were between thirty-six and forty years of age.
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o.be between the ages of twenty-six
Seventeen were between the ages of thirty-one
Six membefs of the non~turnover group

In this

group,.there were thirteen field workers between the ages

of forty-one and forty-five.
be between the ages of forty-six and fifty.
tween fifty-one and fifty-five years of age.

reported ages were ages at time of employment.

eX
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Seven persons were found to:
Two woere be-
Again, these

(see table 2)

The turnover group was composed of twenty-eight

males and forty-seven females. -

Within the non;turnover group were twenty-one

males and fifty-three females.

this group wis not récorded.: (see table 3}

The sex of one member of

TABLE 3
SEX
Turnover Non=turnover
Sex Fre=- Per- Fre- Poar= Total
quency centage | quency cantage

Male . o o+ o 28 373 21 28,0 b9
Female « « o 47 62.7 53 70.7 100
Unknown . 0. 0.0 1 1 0.3 1
Total . 75 75 150
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Marital Status

Within the turnover group were forty-three married
persons and twenty-~three single persons. One of the;e
field workers was divorced, two were widowed nnd the
marital status of six others was unknown.

The non-turnover group was composed of fifty
married persons, fifteen single persons, three who weré
divorced and five who were widowed. There were two persons

in this group whose maritil status was unknown. (see

table 4)
TABLE 4
MARITAL STATUS
Turnover Non-turnover
Marital Status Fre- . Per- Fre- Per- Total
quency centage | quency centage
Mﬂrried e & = o & & @ ua 5?.3 50 66.? 93
Single . « « « o o 29 30.7 i5 20.0 38
Divorced « 2 & o & = 1 l-3 3 b.o
widOWd « & s 8 ° @ 2 2.7 5 6.7
Unknown-. « s « o » a 6 B.0 2 2.7
Total . + « & Ia,o 75 ?5 150

Length of Employment

Twelve persons in the turnover group had bean em-
ployed by the Ministry for less than six months. Eleven

wore employed between seven and twelve months., Six were
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ey 6mployed between thirteen and eighteen months and eight

;ero employed between nineteen and twenty-four montha. three
persons were employed betwaon.twonty-five.and thirty months.
Five persons wgre employed between thirty-one anQ thirty-

six months. Seven were employed between thirty-seven and
forty-two months. Tgo persons were found to be employad
between forty-three and forty-sight months. Twenty~one

field workers in the turnover group.wafe employed for more

than forty-eight months, (see table 5) p
TABLE 5
LENGTH OF EMPLOYMENT
Turnover Non-~turnover

Months of Fre- Per- Fre- Per- Total

Employment gquency centage quency centage
0. 6 o o o » 12 16.0 1 1.3 13
.?"'\12 » L] - L] ll lu.? ' 7 9.3 18
13 =18 . « & & 6 8.0 3 k.0 9
19 -« 24 . . . . 8 10,7 8 10.7 16
25 = 30 . . . o 3 L.0 b 5.3 7
31 - 36 e * ® 5 6-7 6 ’ B.O 11
37 - uz . ¢ &+ = ? 9.3 l 103 8
43 - 48 ., . . . 2 2.7 2 2.7 4
4o - e e 21 28.0 43 57.3 64

Total + .« . 75 75 150

Within the non-turnover group, only one person was
employed Tfor less than six months. seven persons were em-

ployed between seven and twelve months. &hree rersons were



39
employed between thirteen and eighteen months., Eight fileld
workers warelfound to have been employed between nineteen
and twenty~four months. Four of the non-turnover group's
members were employed betwéan twenty-five and thirty months.
Six persons were employed beatween thifty-one and thirty-six
months, One person was employed between thirty-savén and
forty~two months. Two field workers were employed between
forty~three and forty-eight months. Forty-thfae field
workers in the non-turnover group were employed for more

than forty-eight months. (see table 5)

Type of Eduéation

Within the turnover group, there were thirty=-three
persons who had followed arts and science courses during
their formal education. Fourteen had studied business and
cemmerce, and twanty'hnd soclal science backgrounds. Eight
members of the group had studied nursing, teaching or law.

The non-turnover group had twenty-six membsrs who
had followed arts and science courses. Eighteen had fol-
lowed courses in business and commerce.- Seventeen had.
social science bnckgrohnds and fourteen had followedlother
courses during theif formal education, i.e., toachin; and

nursing. {see table 6) |

Yoars.of Educition

The turnover group hadreight persons with less than

twelve years of education, twelve with twelve yeoars, nine
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TABLE 6

TYPE OF EDUCATION

Turnover Non-turnover
Type of Fre- Per- Fre~ Per- Total
.Bducation quency centage quency centage -

Arts & Science . . 33 44.0 26 .7 59
Business & Commerce 14 18.7 18 2h,0 32
Social Science . ., 20 26.7 17 22.7 37
Other . s & e e B 10.7 1!& 18.? 22
Total . 8 s e ?5 ?5 150

with thirteen years, six with fourteen years, sleven with

fifteen years, eighteen with sixteen years, nine with seven-

o~

teen years, onhe with eighteen years and one person had more

" than eighteen years of educhtion. (see table 7)

TABLE 7 -

YEARS OF EDUCATION

Turnover " Non=turnover. '"N\\h
Years of Fre- Per- Fre=~ Per=- Total
Education quency centage quency centage
Less than 12 , , , 8 10,7 b4 5.3 12
12 o 4 6 v ¢ o o 12 16.0 13 17.3 25
13 - . [} . (] . s . 9 12-0 13 1?.3 22
lu L I ] - 0 . L ] . L] 6 8.0 20 ‘269? 26
15 *# 4 o s e s s . ll 1“’.7 6 8-0 17
16 * 4 & & » s s & 18 2!}.0 13 17.3 31
17 4 o o« o o o o & 9 12.0 5 6.7 14
18 a [} [ - - L] L ] LJ 3 ’l 1.3 l 1.3 2
More than 18 . . , 1 1.3 0 0.0 1
Total . o« « & 75 75 - 150
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Within the non-turnover group were four persons

Y%ith less than a grade twelve édupation. Thirteen had

twelve years, thirteen had thirteen years, twenty had

fourteen years, six had fifteen years, thirteen had sixteen

years, five had seventeen years, one had eighteen years

and none had more than eighteen years of education.

Geographic Location of Employment .

Within the turnover group there were three persons

from the northwestern region.

northeastern region, twenty-six were from the central

Seven persons were {rom the

region, twenty-seven were from the western region, and

twelve wore. from the eastern regilon.

TABLE 8

(see table 8)

GEOGRAPHIC LOCATION OF EMPLOYMENT

Turnover Non-turnover

. Location of Fre~ Per- Fre=- Per-A Total

Employment gquency centapge quency centage
Northwest: s« «+ + o« 3 4.0 3 4.0 6
Northeast . . « . 7 9.3 10 13.3 17
Central . . L T 26 3’4‘.? 18 24,0 1)
West » e . 98 ¢ b 27 36.0 31 !}1.3 58
East L ] * - * - a 12 16‘0 13 1?.3 25
Total . s o ... 75 75 150

The non~turnover group had three members from the

northwestern region, ten from th

northeastern reglon,
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elghteen from the central region, thirty-one from the

western region and thirteen from the eastern region.

Reasons for Termination of Employment

Five members of the turnover group reported their

reasons for leaving their jobs as being home responsibilities.
i

Fourteen saild they were terminating employment because they

R
e

were moving from the area, Five said they left to rqturn

to school. Twenty-th said they left because they had

found better paying positions elsewhere. Poor health was
given as the reason for tprminatlon by six workers. Five
reported their reason as pregnancy. One worker was dls-
missed for inadequate performance. Seventeen stated "other®
réasons‘for termination. Often, no explanation o% reasons
for termination was available. Some workers said they were
leaving because thay were dissatisfied with their field

worker position. (see table 9)

TABLE 9

REASONS FOR TERMINATION OF EMPLOYMENT

o

Turnover

Reasons for Terhinatlon ?re- Per-
' quency centage

-

Home resonsibilities « . + + « o« » .. 5 6.7
Moving from area . . o s o R BT T R | 14 18.7 "
Continuing education « « « o » «.0o o o % 5 6.7
Better paylng POSition P - 22 29.3
Poor health e & e e 8 o 8 & v 6 & & = 6’ 8.0
Maternity e o v o o & s o 8 v a1d o @ 5 6.7
Inadequate performance « « « ¢ s + o =« 1 1.3

¢ + o o & 8 17 22.7

Other e * ¢ 2 ‘s & & =«
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Recommendations for Future Employment
with the Ministry

Fifty of the turnover group's members were recom-
l ]

mended for re-employment in the same position which they
terminated. Sixteen were recommended for different posi-
tions. Only eight workers were not recommended for future

employment with the Ministry. One person's recommendation

was not recorded, (see table 10)

Fl . -

TABLE 10

RECOMMENDATIONS FOR FUTURE EMPLOYMENT
WITH THE MINISTRY

Turnover

Recommendations ) Fre- Per=-
quency centage

Recommended for same position . . . « . « 50 - 66.7

Recommended for different position . . . 16 21.3

NOt recommonded . - L) . = e o . e e * 8 lo.?‘

Unknown.............._..- 1 1-3
™~

‘Summary
" This chnpté; presented the data collected for the
study. Data reslating to the extent of field worker turn- -
over was presented first. Then, findings pertaining to the
seven variables common f& both the turnover and non-turnover
groups'were.repbgtedr -Neif, findings pertaining to the two
variablg; relevant to the turnover group only were presented.

Finally, ten frequency tables were included to summarire

the data on the extent of.turnofep and the nine .variables.




CHAPTER V
ANALYSIS OF DATA

In this chapter, comparative analysis of the turn-
over group and the non-furnovar group is undertaken ;1th
raspebt to each variable. ,Some classes within.variables
showed striking Similarities and differences between the
two groups. :

Within each group, associations between variables
are stated, statistically desoribed and tested for signi-
ficance. Hypotheses and conclusions are then formulated
for the purpose of emphasizing the ;550c1ations. These

assoclations are gpplicable only to the groups and the time

period studied,

dExtent of Turnover

In 1972 the turnover rate among field workers was .
3.6 parcent. In 1973 the rate of turnover rose to 10.9
percent. In 1974 the rate of turnover reached 12.3 percent.
The total number of field workers employed by the Hinistfy
grew over the three year period studied. However, an even
fast;r rate-of turnover was experienged over the same time
period., Thus, between 1972 and 1974, the rate Qf turnév;r
has more than tripled; although it .is still below those
levels suggested by the literature for public welfare agencies,

. " _
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Age at Time of Employment

A Comparison of Turnover and
Non-turnover Groups

The mean age for the turnofar group was thirty ﬁears
of age. The menmbers of the non-turnover groupﬂhad a mean
agé of thirty-four years. |

While thirty-two, or 42.6 percent, of theé turnover
group were under the age of twenty-six when hired by the
Ministry, only twelve, or 16 percent, of the non-turnover
group w;;e hired before their twenty=-sixth birthdays. There
was a 26.6 percent difference between the‘£wo groups in the
field workérs hired before the age of twenty-six. (see

figure 1)

FIGURE !

AGE AT TIME OF EMPLOYMENT

28 Turnover

12 : , o Non-turnover

16-25 26-35 36-45 4k6-55
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This analysis of daéa suggested an hypothesiss
THE YOUNGER A FIELD WORKER.WAS AT TIME OF EMPLOYMENT, THE
MORE LIKELY HE (SHE) WAS TO BE "INVOLVED IN STAFF TURNOVER.
Age at Time of Employment and
Length of Employment

Turnover Group

There yere thirty-two workers hired before the age
of twenty-six. Of these, 53.1 percent left after being
employed for less thap two years, 31.5 percent left after
being employed for between tﬁo and four years, and 15.6
percent left after four or more years of employment.

Twenty-seven workers were hired when they were be-
twoean tLe ages of twenty-six and thirty-five. Of these,
48.1 percent terminated their omplofmont within two years
of being hired, 22.2 percent left after working for between
two and four years, and only 29.6 percent left after four
or more years of employment.

There were nine'wotkers who were hired when they
woere between the ages of thirty-six and forty-five. of
these, 66.7 percent remained for more than four years.
(see table 11) ' |

The hypothesis that age at ‘time of employment and
length of employﬁent were associated was statistically
tested using Pearson’s Coefficient of Correlation. This
corr;lation indicated that 'i: percent of the variance in

age was agssociated with the variation in length of employment.
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Since the correlation was found insignificant even at the
«05 level, the null hypothesis wns'accepteq. The éonclusion
that, within the turnover group,rTHERE W&S NO ASSOCIATION
BETWEEN A FIELD WORKER'S AGE AT TIME OF EMPLOYMENT ANﬁ HIS

OR HER LENGTH OF EMPLOYMENT was drawn.
TABLE 11

AGE AT TIME OF EMPLOYMENT AND
~ LENGTH OF EMPLOYMENT

" (TURNOVER)
Length of Employment
Age less than between 2 more than Total

C 2 years & 4 years 4 years
16 -« 25 o o« & o 17 10 5 92
26 - 35 s« & L 13 6 . 8 27
36 - l’s . - - - 3 0 6 9
'u6 - 55 L] . .“ !J' l 2 7
Total . . 3? 17 21 ?5

2

Non=turnover Group

Of the twelve workers in the under twenty-five year
age group, 66;7 percent were employed for léss than two
years. Only 8.3 percent were.employved for more than four
years. -

There were thirty-five workerg in the twenty-six to
thirty-five year age group. Of these, 31.4 percent were

employed for less than two years, 22,9 percent were em-

-
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ployed for between two and four years, and 45.7 percent
wére employees for more than four years.

0f nineteen field workers in the thirty-six to
forty-five years age group, 100 percent were employed for
more than four years.

In.the forty-six to fifty~five year age gréup there
wére nine  workers., Of these,-?Z,B percent were employed

for more than four years. {see table 12)

-

TABLE 12

AGE AT TIME OF EMPLOYMENT AND .
LENGTH OF EMPLOYMENT

{ NON-TURNOVER)
) Length of Employment
Age less tﬁan between 2 more than Total
2 years & 4 years 4 years )

16 - 25 - [ ] - » 8 3 l 12
26 - 35 L I ] . L) ll ' B 16 35
36 - 45 . . . . 0 0 19 19
u6- 55 L] . @ L] 0 2 ? 9
Total . o @ 19 /If 13 !“3 ?5

r = 060 r2 = 036 /_x = .01

The h&potﬂeaié that age at time of employment and
lqngth of qmplojmont were associated was tested statistically
using Pearson's Coefficient of Correlation. This correlat-
tion indicated that 136 percent of the variance +dn age at

time of employment was associated with the variation in
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length of employment. Since th§ correlation was found to
be significant at the .0l level, for both the ore-tailed
and the two-tailed test, the null hypothesis was rejected.
The conclusion that, within the non-turnover group, AS A
FIELD WORKER'S AGE AT TIME OF EMPLOYMENT INCREASED, HIS OR
HER LENGTH OF EMPLOYMENT INCREASED was drawn.
Age at Time of Employment and
Years of Education f

Turnover Group

. = Of the thirty-two field workers who were hired
before the age of twenty~six, 37.5 percent had fifteen or
more years of education.

There were twenty-seven workers who were hired
when they were between the ages of twenty-six and thirty-
five. Of these, 48.1 percent had less than fifteen years

of education and 51.9 percent had fifteen or more years of

education.

(~

( Of the nine persons hired when they were between

_ﬂ\_

the ages of thirty-six and forty-five, 55.5Apercent had
less than fifteen years of education. The other bbfs per-
cent had fifteen or more than fifteen years of education.
There were seven workers in the forty-six to '
fifty—fivé yeér age group. Of-thesé, ?;.h percent %sd less
thah fifteen years of education and 28.6.percent had fifteen

or more years of education. (see table 13)

+

The hypothesis that age and years of education were

assoclated was tested using Pearson's Coefficient of Correla-
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tion. This correlation indicated that 3 percent of the

‘variance in age at time of employment was negativgiy as-
sociated with the variation in yé;rs of education. Since
the cérralatton was insignificant even at the .65 level,
the null hypothesls was apcepted. The conclusion that,
within the turnover group, THERE WAS NO SIGNIFICANT AS-
SOCIATION BETWEEN A FIELD QORKER'S AGE AT TIME OF EMPLOY-

MENT AND HIS OR HBER YEARS OF EDUCATION was drawn.

TABLE 13

AGE AT TIME OF EMFLOYMENT AND
YEARS OF EDUCATION

(TURNOVER)
Years of Educatilon
Age less than 15 or Total
15 years { ~ more years
16 = 25 4 o o » 12 : 20 32
26 = 35 + o o o 13 14 27
36 - I’S . & = L] 5 l u 9
B6 = 55 o + o .0 5 2 7
. Total . . o 35 40 75

r = =-.18 * = ,03 o= NS

Non-turnover Group

There were twelve members in the under twenty-six
age group. Of these, 16.7 percent had less than fiffeen
years of education.and 83.3 percent had fifteen or more

years of education,.



510 e

Of the-thirty-five field workers who were hired
when between tﬁé‘ages of twenty-six and thirty-five, 62.9
percent had less than fifteen years of education and 37.i
percent had fifteen or more years af education.

Nineteen field workers were between the ages of
thirty-six and forty-five when they were hired. of these,
89.5 percent had less than fifteen years of education and
10.5 percent had fifteen or more years of education.

There Qe;e n#ne workers hired whey they were be-
tween the ages of forty-six.and fifty-five. Of these, 100

~percent had less than fifteen_years of education. (see

table 14)
TABLE 14
AGE AT TIME OF EMPLOYMENT AND
"YEARS OF EDUCATION
(NON~-TURNOVER)
Years of Educatlion
Age . less than 15 or ‘Total
15 years more years
16 =25 « v o v v . 2 10 12
26 = 35 4 ¢ ¢ s o 22 13 35
36 - !&5 . . » ¢ & e 1? 2 19
b6 « 55 . & 4 .+ . . 9 -G 9
Total o o .o .0 50 25 75
2 -
r = -, U46 r- e 21 o = .01

The hypothesis that age and years of education were

<
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associated was tested using Paaréon's Coefficient of Cor-
relation. This correlation indicated that 21 percent of '
the fariance iq ape at time of employment was negatively
associated with the variation in length of employment.
Since this correlation was found to be significant at the
«+01 level, for both the one-tailéd and two-tailed tepts,
the null hypothesis was rejected. The conclusion that,
within -the'non—tur_nover group, AS A FIELD womcr.n's' AGE AT
TIME OF EMPLOYMENT INCREASED, HIS OR HER YEARS OF EDUCATION
DECREASED was drawn.
Age at Time of Employment and Heasons
for Termination of Employment

O0f the thirty-two workers who were hired befqre
their twenty-sixtﬁjbirthdgys,r59.b percent gave "moving
from area" o£ "better paying position"” as their reasons for

terminating.

There were twenty-seven field ﬁorkers in the group
hired between the ages of twenty-six and thirty-five. Of
these, 40,7 percent gave "other"™ as their reason for term-
ination. “Qetter paying po;ition" was stated as the reason
for termination by 22.2 percent of the workers in this apge
group. |

Of the nine persons in the thirty-six to forty-five
year ag; group, 33.3 percent gave "better paying position®
as their reason for leaving. 3

In th§ forty-six to fifty-five year age grouﬁ, h2.9

percent of the members gave "better paying position" as -
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their reason for termination. (see table 15)

TABLE 15
AGE AT TIME OF EMPLOYMENT AND REASONS
FOR TEREINA}ION QF EMPLOYMENT "
Reasons for Termination of Employment
0
' c
c E wl f = o
= /] o - o+ o O
Ao b L~ - 8- 1 - L g
nel | & o © c " - o g
[V o - o [} - =)
be N o | e c o L
- £ “glee . I 8‘3 : :
<£E o |ES 8. ) o R R s
o - okn oo | o O e = ey S
. Age L m Ead [0 |0 R 2, g - 3' o »
16 ~ 25 2 g 3} 10 1 3 0 4 32 !
26 - 35 2 1 2 6 2 2 1 11 27
16 - 453 1 2 1 3 | 1 0 ) 2 9
L6 - 55| 0O 2 (1] 3 1 0 0 1 7
Total 5 ik 6 22 5 5 1 17 75

. , r‘. = ,ZIJ" "L = .05; Fe .5l g = NS

e

The hypothesis that there was an association between
age and reasons_for termination was tested using the Corre-
Jation Ratlo.. The correlation ratio indicated that only
5 percent of the wvariance in age at time of employment was
associated with reasons for. termination of.employment.
The-correlatioﬁ ratio was tested for gignificance using
Fiah?r's Analysis of Varlance. There was no significance
oven at the .05 level., The null ﬁypothesis was accepted.
The conclusion that.THERE IS NO SIGNIFICANT ASSOCIATION

*

-
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- BETWEEN A FIELD WORKER'S AGE AT TIME OF EMPLOYMENT AND HIS
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OR HER REASONS FOR TERMINATION OF EMPLOYMENT was drawn.
Age at Time of Employment and Recommendations
for Future Employment with the Ministry

Of the thirty-two field workers hired before the
age of twenty-six, 87.5 percent were recommended for future
employment with the Ministry.

There were twenty-six workers hired between the ages
of twenty-six and thirty-five, .Of these, 88.5 percent were
recommended for future emplo}ment with the Ministry.

Of the nine persons in the thirty-six to forty-five
year age group, 88.9 percent were recommended for future
employment with the Ministry.

One hundred percent of the smeven people in the
forty-six to fifty-five yoar age \group had f&fo;ab;e recom-

mendations. (see table 16)

TABLE 16

AGE AT TIME OF EMPLOYMENT AND RECOMMENDATIONS
FOR FUTURE EMPLOYMENT WITH THE MINISTRY

) Rocommendations for Future Employmoht
Age. . Recommended Not recommended | Total,
16 =25 ¢« o o ¢ v « 28 4 32
26 = 35 ¢« ¢ o 0 o . 23 3 26
36 - us s & & ¢ = @ a 1 9 :
b6 - 55 « & & & = ? 0 7
1
Total o o o o & 66 . 8 A
. ‘ n
n F 01 I‘LL = 00 F = ,00 & = Ns
™
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The hypothesis that age at time of employment and
recommendations for future employment were associated was
tested using the correlation ratio. This correlation in-
dicaged,that.o percent of the variance in age at time of
employment was associated with variation in recommendations
for future'employment with the Mlnistry.- The significance
of the correintion,was tested using Fiéher's Analysis of
Varlanée.. No significance existed, ovan.at the .05 level,
Therefore, the null hypothesis was accepfed. The conclusion
that THERE IS NO ASSOCIATION BETWEEN A‘fIELD WORKER'S AGE
AT TIME OF EMPLOYMENT. AND HIS OR HER RECOﬂMENDATIONJFOR

FUTURE EMPLOYMENT WITH THE MINISTRY was drawn.

Sex

A Comparison of Turnover and
Non=turnover Groups

~ The mode for both ;he turnover and the non-turnover
groups was female. The percentage of females in the turnover
group was 62.7. For the non-turnover group, the p?rceptage
of females was 70.7., (see figure 2)

Altﬁough a difference of 8 percent was present be-
tween the females in the two groups, 1&~;as_not great
enough{to suggest an hypothesis. Therefore, a null hypo-
thesis was suggested: THE SEX OF A FIELD WORKER HAD NO

EFFECT ON HIS OR HER INVOLVEMENT IN TURNOVER.

T NI IIRT AR e 5
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FIGURE 2
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5= Sex and Length of;Employﬁént

Of twenty-eight males, 53.6 percent wersd employed

for less than two years, 28.6 percent were employed for

between two and four years, and 17.6 percent were 6mp16yed‘

-y

3

. for more than four years. .

There were forty-seven females in the turpover group.

~
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Of these, 46.7 percent were employed for less than two a}s,
-19.1 percent:wére employe& for betweﬁn two and four }aa ;
and 34,2 percent were employed for more than four yoars.

(see table 17)

TABLE 17
SEX AND LENGTH OF EMPLOYMENT
(TURNOVER) .
Length of Employment
Sex less than 2 -4 more than Total’

2 years years 4 years
Male . ¢« &+ o o 4 15 8 5 28
Female . . . . J 22 9 16 by
Total . .-. 37 17 21 75

n=.01 n%= 00 F=.00 = NS

" The hypothesis that th

ere was an association between

sex and length of employment was thsted‘kaing the correlation
h |

ratio. This correlation indic
in sex was associated with the
ment. The ?1gn1f1cnngelof“th@
Fiuher'sIAnalysis of Variance.

Therefore, the. null hypothesis

ASSOCIATION BETWEEN THE SEX OF

LENGTH OF EMPLOYMENT within th

ated that.hone of the vaﬁfunco
variatign in length of employ~-
correlation was tested using
_ Fo aignificanée existed.
was accepted. THERE WAS NO
A FIELD WORKER AND HIS OR HER

e turnover group.
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Non-turnover Group

Of twenty-one males, 19 psrcent were employed for
less than two years, 28.6 percent were employed for between

two years and four years, and 52.4 percent were employed

o

for more than four years.

There were fifty-three females in the non-turnover

El

group. Of these, 28,3 percent were employed for less than
two years,cij.z percent -were employed for between two and
four years, and 58.5 percent were employed for more than,

four years. (see table 18)

¥ TABLE 18
- SEX AND LENGTH OF EMPLOYMENT
( NON-TURNOVER)
7
Length of Employmént
Sex " less than | 2 - & more than Total
2 years years 4 years
Male . . « o & 4 6 11 21
Female . « + o ' 15 7 L 31 53
Total . . 19 13 L2 7%
" = .00 ql = L,00 - F: .00 . x = HS

LY

5 The hypothesis-that there was an association bstween

-

sex and length .of employment was tosted~uaing the correla-

tion ratio.
)

This correlation. 1nd1catad that none of the -

variance.in sex was associated with the variation ip length

of employment.

The significhnce of the cprraiation was

-
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tested using Fisher's Analysis of Variance. No significance

_existed. Therefore,  the null hypothesis was accepted.

Within the non-turnover groyp THERE WAS NO ASSOCIATION
BETWEEN THE SEX OF A FIELD WORKER AND HIS OR HER LENGTH OF

™

EMPLOYMENT.
Sex and Réaionu for Termination
' of Employment

Of twenty-eight males in the fur#over group, 50
parcent éave "Better payiég position® as their reason for
terminatioﬁ. Another 23:6 percent gave "other® as their
reason for leaving the Ministry.,

There were rort;-aeven females in the turndéver group.
Of these, 21.3 percent gave Jﬁov}ng from area", 19.1 percent

gave "other® and 17.0 percent gave "better paying position®

as their reasons for terminatioﬁa (see table 19)

TABLE 19°

SEX AND REASONS FOR TERMINATION
OF EMPLOYMENT

Reasons for Termination of Employment
. - ®
QF: T e E =] 8 -
-l o C = + ]
X I = © i - 3 g
2|t S | ke o ] o
omle g |low]| B b a8 | # | ~
o RAmH o &0 FYRE B [} o (-] o
sealse [S3lss|es | a 25|53 :
Sex .{: relg e 1 o8 |88l | g ""3. 2 &
Males, 0 1 i 14 1 (4] 0 8 28
Female . s5].t0}..5] .8 ks 5] . 4 .9 b7
Vi
Total 5| 14 6 | 22 541 5 1 171 75

Xa = .00 ¥ = 15.99 &K = §S; af = 7
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The hypothesis that there was an nssocintionrbe-
tween sex and reasons for termination/yﬁ§~zbsted uslng Guttman's
Coefficlient of Predictability Asymmetrical. The coefficient
of predictability indicated that there was a 4 percent re-
duction in error, in gﬁessing reasons for termination of

employment on the basis of the knowledge of sex. The

.association was tested for significance using Pearson's

Chi-asquare test. The chi-square value wﬁs found to be insig-
nificant at the .05 level for seven degrees of freedom.

This analysis of data led to the acceptance of the null
hypothe,a:ls‘. THERE WAS NO SIGNIFICANT ASSOCTIATION BETWEEN

SEX AND REASONS FOR TERMINATION OF_EMPLOYHEkT.

Marital Status

For the purpose of data analysis, the categories .
of single, widowed and divorced have been combined into a
single "not married” class. The missing vaihes have not
been included in the'aﬁalysis._
A Comparison of Turnover and
Non~turnover Groups
The mode for both the turnover group and the non-

turnovér group was married. Of the turnover group's members,

62.3 percent were married, while 68.5 percent of ﬁpe non-

" turnover group's members were married. (seelrigure 3)

Although .there was a difference of 9.4 percent be-
twveen the percentage of married persons in the non-turnover
group and the turnover group, it was not marked enough to

suggest an hypothesis. Therefore, a null hypothesis was
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suggested. A FIELD WORKER'S MARITAL STATUS HAD NO EFFECT

ON HIS OR HER INVOLVEMENT IN TURNOVER.

FIGURE 3

MARITAL STATUS
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Marital Status and Reasons for
Termination of Employment

Of forty-three married workers in éhq turnover

group, 25.6 percent gave 'better paying position" and 20.9

percenf gave “mov;ng from_area" as their reasons for term-

ination of employment with“tﬁe Ministry.




62
There were twenty-six workers in the not married
ETOUp. Ofutﬁeue, 30.8 paréent gave “beéter paying position"
as their reason for termination. Another 30.8 percent gave
* "other" as their reason for leaving the employ of the

Ministry. (see table 20)

TABLE 20

MARITAL STATUS AND REASONS FOR
TERMINATION OF EMPLOYMENT

Reasons for Termination of Employment
A
' , c
= B -l (]
on =] N - : 0 O
2o bt YT Ccla - PR -
‘1n - o e o lAacg L mg
o P 3 ] ‘ e £
I Ad [ A ) &2l e o
- S| D832 | wm - 83 o P
atus  [22 | BEUEZ[33 (2% (% |25 |5 | @
us [ : - -
= o ealos|B3a 22 |8 |58 | ® &
‘Married . . b 9 L 11 2 5 1 7 %}
Not married 1 5 | 2 gl 2 0 0 8 26
Total . . 5 1 173 6 22 5 5 1 17 69
)\a = ,04 Kz‘= 8,92 ar = 7

.d: NS -

The hypothesis tﬁat there was an assocliation between
marifal status and reasons for termination was tesfad using
Guttman®s Coefficient of Predictability Asymmetrical. This

_coefficient of predictability indicated that there was a
4 percent reduétion:in erro;,»in guessing reasons for term-

ination on the basis of the knowledge of mafital status.

™~
The significance of the association was tested using Pear-

AR
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son's Chi-square test, The chi-square value was found to
be insignificant even at the .05 level for seven degrees
of freedom. The null hypothesis was accepted. The con-
clusion that THERE WAS NO ASSOCIATION BETWEEN MARITAL
STATUS AND REASONS FOR TERMINATION OF EMPLOYMENT was drawn.

Length of Employment
-

A Comparison ofs Turnover and
"Non-turnover Groups

The mean length of employment for the turnovﬁr
group was 27.6 month;. The mean length o; employment for
the non=-turnover group was 37.8 months,

while thirty-seven members of the turnover group
{(49.3 porcant)'were employees of the Ministry for less tﬁan
two years, only 19 of the non-turnover gro&ﬁ {25.3 percent)
had been employed for less than two ysars. The non=turnover
group had forty-three workers‘(S?.B percent )’ who ﬂad been
employed for more than four years. In the turnover group,
only 21 (28.0-p6rcont) had more than four years of employ-
ment as field workers. _{see figure U4) .

This analysis of data suggested an hypothesis that
A FIELD WORKER WHO TERMINATED EMPLOYMENT DID SO EARLY IN
HIS OR HER CAREER AS A FIELD WORKER.

Length of Employment and
Years of Education

Turnover Group

Of the thirty-seven workers with less th(@)two years
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) FIGURE 4

LENGTH OF EMPLOYMENT

Turnover

None-turnover

months months months

of employment, 67.6 percent had fifteen or more years of
oducatién. There weré twenty-one workers with more than
four years of experienc. as field workers. Of these, 71.4
percent had less than fifteen years of education. (;ee
table 21)

The hypbthqsia;that length of employment and years
of education were assoclated was testaé using fearson's
Coefficient of Correlation. This correlation indicated
that 18 percent of the variance in years of education was

negatively associated with the variation in length of em-~
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TABLE 21

LENGTH OF EMPLOYMENT AND
YEARS OF EDUCATION

{TURNOVER)
Years of Education

Length of less than fifteen or Total

Employment 15 years more years
Less than 24 months 12 25 37
24 - 48 months . . . |. 8 g 17
More than 48 months 15 6 . 21

Total « + ¢ o + . 35 ko < 75

2
r = =42 r~ = .18 = .01

s

ployment. Since the correlakion was found to be significant
at the .01 level, for both the one-tailed test and‘the t;o-
tajled test, the null hypothesxis was rejected. The con-
clusion that, within the turnover group, AS A FIELD

WORKER'S YEARS OF EDUCATION INCREASED, HIS OR HER LENGTH

OF EMPLOYMENT DECREASED was drawn.

Non-turnover Group

Of nineteen workers with less than two years of
employment, B9.,5 percent had fifteen or more than fifteen
yoars of educatien. -jhere wore forty-three workers with
more than four years of empioyment. - 0f these, 93.0 per-

cent had less than fifteen years of education. (see table

o

22)
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TABLE 22
LENGTH OF EMPLOYMENT AND

YEARS OF EDUCAT}ON
( NON-TURNOVER

Years of Education

- .
Length of ~less than fifteen or Total
Employment- _ 15 years more years :

Less than 24 months . 2 17 ig
24 - 48 months . . . 8 5 13
More than 48 months . 4o 3 43
Total - « o o o o .50 25 75
. 7
r = =70 r>= W49 oC = .01

-

lThe hypathesis that there was an association be-
tween length of employment and years of education was tested
using Pearson's Coefficient of Correlation. "This correlation
1ﬁd1cateh that 49 percent of the variance in years of educa-
tion was associated with the variation in length of empl oy~
ment. The correlation was tested for significance and
found to be significant at the .01 lewvel, for both the one-
tailed test and the two=~tailed test. Therefore, the null
hypothesis waé re jected. The conclusion that, within the
“non-turnover group, AS A FIELD WORKER'S YEARS OF EDUCATION
INCREASED, HIS OR HER QENGTH OF EMPLOYMENT DECREASED was

-

drawn.
Length of Employment and Reasons’
for Termination of Employment

Of the thirty-seven field workers who were emplpféd



67

for less than two years, 27 percent gav; nbetter paying
ﬁositlon" and 24.3 percent gave "moving from area" as_thbir
reasons for terminating employment with the. Ministry. -

There were seventeen workers employed for between
two and four years. of these, 41.2 percent gave nbetter
paying position” as their reason for leaving.

Of the twenty-one persons in the over four years
of employment category, 28.6 percent'éave uother®, while 19
percent gave "Better paying position® and 19 percent.gave
"movihg from area" as their reasons for termination of

employment. (see table 23)

TABLE 23

LENGTH .OF EMPLOYMENT AND REASONS
FOR TERMINATION OF EMPLOYMENT

Reasons for Termination of Employment
. - | =3 .
£ |8 I © o
cm|o ey © 0
Ao be o o ada S PN
neel |t @ © o, o) o g
o P o - n -l -]
et | A ce | o £1 & oA
Al ldetea | il s |S2]e P
Le_ngth of %ﬁ g 2 g a]l e té.n g gl + g ' ﬁ .g
Employment] - U | E & o.?_ - e B g b I -
Less than
two yvears 9 2 10 0 5 ] 8 37
2 -4 -
, years 2 1 1 - i 0. 0 3 17
More than -
4 years (O 2 & b 0 0 6 21
Total | .5 | 1% 6| =22 5. 5 1 17 75
v + ' [
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The hypothesis ‘that there was an assoclation between
length of employment and reasons for termination of employ-
ment was tested using the Correlation Ratio. The correla-
tion indicated thaf 13 percent of the variance in length of
employment was associated with the varinf&én in reasons for .
terminationT The significance of the correlation was'thqtgi
using Fishor;a Analysis of Variance. The qorrelation was
nbt_found to be significant even at thp .95 levoi and the
null hypothesis was accepted. :The conplu&ion that THERE
WAS NO SIGNIFICANT ASSOCIATION. BETWEEN LENGTH OF EMPLOYMENT

AND REASONS5 FOR TERMINATION OF EMPLOYMENT was drawn.

"Type of Education

A Comparison of Turnover and
Non=turnover Groups

The mode for both the turnover and the non-turnover
groups was arts and aciénce. There were thirty-three workers
"~ with arts and sclence backgrounds in Epelturnover group and
twenty-six in the non-turnover group. (see figure 5)

| The minor difference in freduencles did ;ot supgest
a viﬁble hypothesis. Thurefore, the null hypothesis was
suggested. THERE WAS NO ASSOCIATION BETWEEN A FIELD WORKER'S
TYPE OF EDUCATION AND HIS OR HER INVOLVEMENT IN TURNOVER.
Type of Education and Reasons for
- Termination of Employment
Thirty-three workers had arts_gnélspighce back-

grounds in the turnover group. Of these,‘b5:5 percent gave

" nbatter paying position" or "moving from area™ as their

L



Number of workers

69
FIGURE 5 :

" TYPE OF EDUCATION

36

92 ’ _ . Turnover

2hL C \

16 T Non<turnover

12 ] l b

Arts & Business Social Other
s;ience Commorce Sclence

AN

A

réasons for termination of employment. Forty-two of the

workers had business and commerce, roial scilence or other
educational ba?kgrounds. Of these, 33.2 percent gave "better
paying position® or "moving frﬁm area” as their reasons for
ending employment as field workers. (see table.2h4) 'Y
The hypothesis that_ther; was an.sssociation.betwe;n
typé of education and reasons for termination of epﬁloyment_
pe

was tested using Guttman's Coefficlient of Predictabillt}

asymmetrical. There was a 9fpercqn%preduction in error in

‘ guasding reasons for termination on the basils of a knowledge

of type of educatiou. The association was tested for signi-
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TABLE 24

TYPE OF EDUCATION AND REASONS FOR S
TERMINATION OF EMPLOYMENT ' _

Reasons for Termination of Employment

. a ;

' c

& E “ .| L © .

omn| o ™ T o0

= 7] o £ g. - - 2 =

N - [ o © = o 2, ] g

[ =) Q o wd =2

el u. e e | 2 c o LI

- c i oo [ bt o b .
Type of go | paf vo| o]k o T | o o

" Education £S5 g asal 8] S » g & j €

Lo | E ool AR A g - a|Te & ?
Arts and ”?‘
Science . . 2 6 o] 9 |33 2 0 11 33
Business and ‘ 1
Commerce ot 6 3 3 1 0 0 1 14
. Socilal 1. ) -
Science . . 3 2 1 7 0 2 ¢ 5 20
Other . . . 0 (4] 2 3 1 1 1 0 a8

Total . 5 | 14 6 | 22 5 1 5 1|17 |- 75

Xa = .09 xz = 37,01 Qr = 21 &« = .05

v

Ticance using Pearson's Chl-square test.. The ;hi-square
value was.f;und_tﬁ be s{gnificént at the .05 level for 21
degrees of freedom. The null hypoﬁhesis was; therafofo,
 rejected. The conclusion that THERE WAS A SIGNIFICANT
ASSOCIATION BETWEEN TYPE-OF,EDUCATION AND REASONS FOR

TERMINATION OF EMPLOYMENT was drawn.

-

Type of Education and Recommendations for
Future Employment with the Ministry

or forty—si; workers with arts and sclence or social

3

-

) sclence backgrounds, 89.l! hercent were rec;mqtnded for future
. ‘.._\
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employment ;1th the Ministry. Of the twenty-eight workers
- N ' . )
with business and commerce or other educational backgrounds,

86.2 percent were recommended for future employment with“

the Ministry. (see table 25)

’ r
K TABLE 25

TYPE OF EDUCATION AND RECOMMENDATIONS FOR
FUTURE EMPLOYMENT WITH THE MINISTRY

-—

Recommendations for Future Employment

Type of Education| recommended | not recommended | Total

3 4

Arts & 5cience and

S5ocial Science . . . b1 : 5
Busjiness & Commerce '
& a O-t ar . @ . & @ E 25 3 28
Total « & 4 & = 66 | l 8 7"5
.
Aa = .00 -~ XVt ,66. af =1 _ o = NS

.THE hypotﬁesis that type of ;d;cation and raéommend-
:*;\:tions were associated was tested using Guttman®s Coefficiénf
. -.,' of Predictability asymmetrical.’ Thisﬂﬁoafflcient ndicated
that there was n; redﬁction'in error in guga?ing r c&mmand-,

ations on the basis of thafkhowledga‘of‘type of-education.

The-aignifican&§ of the association was tested uﬁing Pear onF§

Chi-square test, The chi-square wvalue was found to be  in-
. - . . [

‘signif&cant even dt.the .05 levelTith one degree of fréédomi, /f_
J - .

J . ’ , N -
- The null hybothesis was.accepted. THERE WAS NO SIGNIFICANT
‘* - . - ) ) - . " . ’ - ) s T
*" ASSOCIATIQN BETWEEN A-JFIELD WORKER'S TYPE OF EDUCATION AND .
+ . » . Y - Py
. . : - 1 )
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. 4

HIS OR HER RECOMMENDATION: FOR FUTURE EMPLOYMENT WITﬁ THE

MINISTRY.

> " Years ET Education

A Comparison of Turnover and
Non-turnover Groups
IS

The mean years of education in the turnover group
was 14,4 yaars; The members of the non-turnover group had
a mean of 14.0 years of education, . )

There were forty wérkers in the turnover group with
more than fourteen years of education, while thq;e were only
twenty-five mamber§ of the non-turnover group who had more
than-fourteen years of educational training. (see figure 6)
| Years of Education and Reasons for

N Termination of Emploxpant
Of the thirty-five workers with less than fiftoen
yéars-of education, 28.6 percent gave‘"otharQ, 25.7 percent
gavé "better payihg poslition" an& 22.9 perceﬂ% gave "moving
from area™ as their .reasons for termination,
B Of the forty workers in the more than fourteen &ears.
of education' category, 32.5 percent gave Hbetter paying
positioh"‘us thgir reason for termination. (sqe table éG)

The h&pothesis that there was an association between

y;ars of education,#nd reasons for terminatidn was tested

using the Correlatipn Ratio, The correlation:1ndicate$:tha£u
3 percent of g%e variance 1njyéars of»eduéation was associated

- with rbasoné_for termination. " The algnifiéance of this cof—

. relation wa5'tested using Eisher's“AnaIysis 2f Variance, -

}’ . o . E . /7\\\\\\

/
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FIGURE 6 .

~
YEARS OF EDUCATION B,
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Non=-turnover
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12

less 15 or : T
than 15 _ more : ;

The correlation was ﬁgt found to be slgﬁificant even at the

ot

.05 level. Therefore, the null hypothesis was accepted.

The conclusion that THERE WAS NO SIGNIFXICANT ASSOCIATION

?ETWEEN A FIELD WORKER'S/YEARS OF EDUCATION AND HIS OR HER

REASON FOR! TERMiNATIOHHOE‘EMPLOYMENT WITH THE MINISTBY was

~
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TABLE 26

YEARS OF EDUCATION AND REASONS FOR
TERMINATION OF EMPLOYMENT

Reasona for Termination of Employment
as
- c
" B E - £ @
om| o [ s ©0Q
Qe b b I ] & - - £
nel | ao | As| @ » o
oL O ol o - 2 B
b L1 (=3 fa o £ c =
v~ < - g Q b ® © [ -
o |ng |0 ]| o] L o T« | o o
Years of gﬂ >0 g:: £ 0 g - gs- ﬁ 3
EQucation enlE S UE 2 & K g = I B~
less than 15 2 8 3 9 3 0. 0 10 a5
15 or more . 3 6 3 13 2 5 1 7 4o
Total . 5 14 6 |22 5 5 1 17 75

n =.l7 N =.03 F= .38 &= NS

Goographic Location of Employment

A Comparison of Turnover and °
Non-turnover Groups

- The mode for both groups was western region. The
only region éhich had more members-in-the turnovgr group
than in the non-tufnover-érouﬁ, however, was the centrai
regibn. (seP figura 7) |

The analysis of data suggested that THE CENTRAL
hEGIOH'S FIELD QORKERS WERE MORE LIKELY TO COﬁTRIBUTE fO-

LN

STAFF TURNOVER THAN FIELD WORKERS FROM ANY OTHER REGION.

%
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FIGURE 7

GEOGRAPHIC LOCATION OF EMPLOYMENT

Turnover . None-
- " i turnover

northwest northeast, central wost east

Geographic Location of Employment and
Reasons for Termination
of Employment
There were twanty-six workers from the central reglion.
Of - these, 50 percent gave "hetter paying position“ or "moving

from areat® a; their reasons for termlnation. O0f the forty~-

nine workers from the four other reglons, U6.9 percent gave

*"better paylng position" or "moving from aaap" as their

reasons for termination. (see tabI? 27)

The hypothesis that thgre_yas an auaociatiﬁn between
geographic location of employment and reasons for tgrmiﬁntion
was tested using Guttman's Coefficient of Predictability

asymmetrical. The coefficiant indicated that there was a

”

" 6 percent reduction in error in guesgjhg reasons on the basis

)

-
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TABLE 27
GEOGRAPHIC LOCATION OF EMPLO?HENT AND
REASONS FOR TERMINATION
OF EMPLOYMENT
Reasons for Termination of Employment
M [T
| c .
c E - £ " e
om| © 'S » o v
Rol| ~ ogecl| a - . »C
N o~ LY o Q a e 1] < o g
[ - i Q [-+} -l =]
e | W cw | W | £ e o'k
i e - g Qo b o O ] !
o | ma O] LA] w ® o | o o
Geographic | . E® g ° | & s|en g » o : ﬁ L
Location 2‘.1 5; u'&’, ‘Bg. fa, E ] o ]
Northwest . 1 1 0 0 0 0 0 1 3
Northeast . 0 1 0 5 i 0 0 0 7 ™
Central . . 2 6 3 7 1 1 0 6. 26
West . . . 2 6 1 7 2 3 1 5 27
East . « . 0 o- | 2 3 1 1 0 5 12 .
Total .| 5 14 | 6 J22 { 51 s 1 1 Jiz | 75

Ma = 206 X = 24.60 af = 28 of = NS.

A

of £he knowledge of geographic location. This association
was teasted for significance using Pearson's Chi-square test.
The chi-square value was not found to be significant even

at the .05 level for'28 .iegrees of freedom. Therefore,

‘the null hypothesis was accépted. The conclusion that

THERE WAS NO SIGNIFICAND ASSOCIATION BETWEEN A FIELD .

WORKER' S GEOGRAPHIC-LOCATION OF EMPLOYMENT AND HIS OR HER

1y

REASONS- FOR TERMINATLON OF EMPLOYMENT was drawm. %

. e .

Reasons for Termination of Employment
) 9

The mode for reasons for_terﬁination-of employment

1 .
-

th.

AN
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was "better paying position". The members of the modal
‘eroup and thosé who gave "moving from area" as their reason
for leaving the‘Ministry represented 48 percent of the

turnover group. (see figure 8)

FIGURE 8

REASONS FOR TERMINATION OF EMPLOYMENT
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©
No viable hypothesis was suggested by this analysis

of data.

Recommendationsmfon.gutuna Emglozment

with the Ministry

Fifty of the seventy~five field workers who term-
inated were recommended for the same position they held

at time of termination. .Sixteen wera.recohmandod for a
o
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different position and eight were not recommended fgr future
employment with the Ministry. (see figure 9)
FIGURE 9 |
e . RECOMMENDATIONS FOR FUTURE EMPLOYMENT
WITH THE MINISTRY
52
48
Ly
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A4
The hypothesis that a FIELD WORKER WHO TERMINATED

_EMPLOYMENT WAS LIKELY TO, BE RECOMMENDED FOR FUTURE EMPLOY-

e N
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MENT WITH THE MINISTRY was suggested by the data.

‘Recommendations for Future Employment
and Reasons for Termination
of Employment

df the sixty-six wquers recommended for future em-
pPloyment with the Hinistfy, either in the samefo; a different
position, 33.3 percent gave "better paying position" and 19.7
paréent gave "moving from area® as their reason for terming-

“

. tion. Of the eight workers not recommended for future em-

Al

ployment, 62.5 percent gave "other" as. their reason for

termination. (see table 28)

TABLE 28

RECOMMENDATIONS FOR FUTURE EMPLOYMENT
AND REASONS FOR TERMINATION
- OF EMPLOYMENT

Heasons for Termination of Employment
I .2 !
c B
en)o -;-. ﬁ og
Raol W - a - E TR
n et o O c o » | o
© P g c o -5t
e | w0 g | o Elow ]’ -
-l ]l o “« | @ © ) «
Re ¢ omme nd - orlrdg ] PO| P L O | 0w o »
.ations. ESlze]| 53|23 .8 | &]|eu]| £ °
co|les| oo | & e | §E|S8 ] 8 =
Recommended 5 13 5 22 5 5 0 11 66
Not @
recommended U Y DU W [N VR DU « U DRSO o IO S + § 1 5. 8
.. Total . |. 5.} ) _6].22 4 5. |.5}. 1] 160 .. 74

14 o = .01

Nacz= 13 . xX=2932  ar
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The hypothesis that there was an associlation between
recommendations for future employment and reasons for term-
ination of employment was tested using Guttman s Coefficient
of Predic;ability asymmetrical. The coefficient indicated
that there was # 13 percent reduction in error in pguessing
reasons for termlnation on the basis of knowledge of recom=-
mendations for future employment . The assOciation was tested
using Pearson's Chi-square test. Since the chl-square value
was found to be signlfican§ ;t the .01 level for 14 degrees
of freedom, the null hypothesis was re jected. The conclusion
that THERE WAS A SIGNIFICANT ASSOCIATION BETWﬁEN RECOMMEND -
ATIONS FOR FUTURE EMPLOYMENT AND REASONS FOR TERMINATION OF-

~ EMPLOYMENT was drawn.,

Summary

In this chapter, comparative analysis of the turnover
and non-turnovér'groups was undertaken.with respect to each
variable. Some classes within variables showed striking
similarities or differences between the two groups.

In comparing the twd groups, markéed éifferances in
age at time of employment, ,length of employment, years of
_6ducation and gQOgraphic locﬁtion of émployment were sug-
gesﬁgd; It appeared that a higher - rate of turnover ocgurred‘
) among workers who were young at time of‘employment (under 26),
employed less than two years, better educated (fifteen or
more years of aduqation) and amplqyed.in the central region.

1

The variables qex; marital status, and type of education
’,

did not appear to have any effect on turnover.
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Members of the turﬁovar group were most likely to
be under twenty-six yeara of age at timq of employment,
female, mafried, employeQ'by'the Minlstry for less than
tw.o years, have an arts an& sclence 6dugationa1 background,

have fifteen or more years of education, and be employed

in the central region. Members of the non-turnover group

r o

! -
were most likely to’be between twenty-six gnd‘thirty-fiva

years of age at time of employment, female, married, em-
pléyed for more than four years, have an artq and QcienCe
educational background, have less than fifteen years of
education, and be employed in the western reéion.
Variable.correlatibns within the turnover group
and the non-=turnover group 1nd1caéed that there were sig-
nificant aséociations.betwaen age at time.of émpldyment and
'biength of employment within the non-turnover group  {older
¥Forkers tended to be employediionger), age at time of em~
ployment and years of education_within the non«turnover
group (older workers tendad'to be less well educated) and
length Qf employment and years of education within both
groups (better educated workers tended to be employed for
shorter periods 6f time). There ware'no significant
Associations between sex and length of emplbymant in either
group.
; Within the turnover.group only, there were signi-
ficant associations between type of ‘education and reasons
for termination of employment, and between reasons for

termination and recommendations for future employment.

-
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There were no significant associations between age at time

82 .
of employment and reasons for termination, between age at
time of employment and recommendations for future empl oy -
ment, between sex and reasons for termination, between
marital status dnd reasons for termination, between length

of employment and reasons for termination, between type

of education and recommendations for future employment,

‘between years of education and reasons for termination, and

between geographic location of employment and reasons for

termination.



CHAPTER VI
CONCLUSIONS AND RECOMMENDATIONS

The purposé of this chapter is to present and discuss :
conclusions drawn from data analysis., These will focus on
the study's foﬁr research question;. (see Chapter III)
Recomm¢ndations with respect to Min;stry_persoﬁnel policy
wiil be stated and followed by a presentation of the limita-
tions of the study. The chapter will cogciude with a number .
of suggestions for future research.

Variables that were analyzed in Chapter V and which
wore most pertinent to the formulation of conclusions were,
age at time of employment, length of employment, years:of

education, reasons for termination of employment and re~

commendations for future employment with the Ministry.

L3

" ‘Conclusions 2T , R o ,f
- ' » . I
The Ministry experienced a substantial increase in ;( <
the rate of field worker turnover during the thrge year -

period studie&{ from 3.6 percent in 1972 to 12.6 percént
in 1974. (see table 1) However, the rate of turnover of
r%eld workers remained well below levels indicated in the
literature as common for pﬁb}ic welfare opganizatiénst
Keppler,_BS‘perceﬁt;‘Pomefoy,'et al., 25 - 40 percent;
Linville, 26 percent., .(seé Chapter II, pp. 16-17)

83
“
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It was not within the scope of this study teo détermihe
the reasons for this discrepancy. However, the authors

speculate that two main factors may hétve been involved.

‘Flrit, most of the material which was ainilable.fqr'the

lite;atu}e }eview‘ s based on Qtudies'conducted-in the  ‘
United States and, the 6f:re,'may not have beeri a basis
f%; yalid comparison. Second, in this stﬁ?y, trénsfers
within the Ministry, sﬁperanhuations; retirements and
deaths were defibeygtely excluded from the defini¥ion of
turﬁovgr; whereas many of tLe studies in the lite?atﬁre

review may hHave considered terminations due to these factors

as turnover.

-

Of the seven variables common to both the turnovér

' group and the non-turnover group, differences were observed

in respect fo: . . oo {
1. - Age at time of employment: 42.6 percent of fhe'mambers
of the turnover group were under twenty-six:yeafs.of 3
age, while 84.0 percent ‘of the members of the non-turnover
: group were twenty-six yeaﬁsvéf age or dlder@--(see 
figure"l)"-Age, as'a factor associated withiturnover,
.was.not discussed in the literature, =
2. Length of omplqyment{ while 49.3 percent of the members’
of the turnover grouﬁ\tepﬁinated.within two yaars‘of
“being hired, 54.7 percent of the n@n;turnovér gro‘p's
"members had four oniﬁora YB;rs of employment w#th tﬁe

') s
Ministry. (see f_igureolb) - No extensive discussion of

turnover which occurred shortly after hiring'was dis-
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cussed in the literature.

3. Years of educations 53.3 percent of the members of the

| Lturnover group hq& fifteen or more years of education,
while 75.0 perEen; of the members- of thé non=turnover |
group had less than fifteen years of eﬁucptioﬁ. (see
figure 6) This conclusion was consistent with th;
cbnclhsions of studies reviewed in Chapter II. (see
pp. 17=-20)

- No major differences between the turnover group
and the non;turnévef groups wére observed in respect to
sex, marital status, type of education or geographic location,
of employment.h Neither were these variables discussed in
the literature reviewed for this study.

Two variables pertained only to the turnover groups
reasons for termination of employment and recommendations
for future employment with the Ministry. Thus, for these
two‘;ariables, comparisons between the turnover group and
the non~turnover group were not possible. However, the
folloying conclusions coyld be drawn, ,

1. The most commonly stated reason for a field wofkeris‘ ‘
'terminﬁtion of employment was Ybetter paying position®.
(see_figure B)- Salary, as one factor involved {1 \Egrnf
o&er, was discussed in the literature review. Howavnr,'
the bulk of that litorature indicated that worker job
dissatiafaction is usually the underlying reasoﬁ for
turnover, even for those workers who say they leave a

position because it does not pay as well as they think




it should.
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(see Chapter II, pp. 17-21)

If job dissatisfaction, rather than inaufficient or

non-competetive salary, was the actual reason for field

-

worker tarnover, terminating workers did not report this

reason to their employer.

Of the field workers that terminated, 88,0 percent

were recommendeéd for re-employment with the Ministry. -

(see figure 9) These workers who left must have been

satisfactory workers and desirable employees in the

eyes of their‘superviiors;

Fourteen correlations between variables which per-

tained to the turnover group were calculated. Although

five of these correlations were found to be significant,

only two were relevant to the specific purpose of this

chapter,

l.

As a fileld

his or her

worker's agé at time of employment increased,

length of amployment increased., (see‘table 12)

As a fleld worker's years of education decreased, his

or her length of employment increased. (see table 21)

o

Three of four correlations between varlaﬁles per= (~7

taining to the non-turnover group were relevant to the

formulat1q2;£$7conclusiohs in this. chapter.

1.

3.

As a }ﬂq\m,

his or her
As a fleld
his or her

As a fileld

a

I
worker's age at time of employment 1n§reased,

length of employment increased. (see table 12)

worker's age at time of employment increased,
years of education decreased. (see table i4)

worker's years of education decreased, his
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L

" or her length of 6mployment increased. (seo table 22)

| The-geﬁeral conclusio; of .this study 1is that field’
workers who were young (particularly thosa'under twenty-six
yoars of age at time of employment) and had high levels of
education (fifteen or more years of formal training) were
more likely to termihate their employment with the Minist;y-
shortly after being hired (within two years of appointment
date), while workers who were older (twenty-six years of age .
or more at time of employment) and less well edﬁcated (less
than fifteen years of edﬁcafion) worae more iikely to remain
as field workers wiﬁh the Ministry for extended periods of

time (more than f our years).

Recommendations

The conclusions of this research study led to two
ma jaor recommendations with respect to Ministry personnel
policy. If the Ministry wishes to reduce the increasing
rate of turnover it has experienced and increase the length
of employment of 1ts0field workers, 1t should:

1. Reduce the number of young people who are hired to .
£111 field worker positions.
2. Reduceithe number of well educated people who are hired

-

as fielq workers.

ﬂiﬁitéyioﬁs of fﬁﬁ Stﬁdx

Recommendations must always be’ understood within

the limitations of the study in which they are made. 1In

this study of field worker turnover, the following limita-
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tions exisated:

1.

2,

The stddy foc;ssed on turhofar which oécurrad during

a three year period only. The reason for this is that
it would have been fay too inconvenient and time=-
consuming to oﬁtﬁin the files of workers who héd term-
inated employment prior to 1972, since theae‘files were
kept in a differenﬁ office and a different city alto-
gether. _Aldo,-alifﬁersonnal records prior to'19?2

hgve been stripped down to the bare’PSSentials, making
it highly unlikely that all the information required
for this study would have beeﬁ available.

Because turnover and non-turnover were preselected

variables, no variation in actual turnover behavior

"existed within the sub-populations., Therefore, it was

impossible to test Sthose hypotheses suggested by the

comparison of data related to a variable in one group

‘and the corresponding variable in the other group,

since the cqmbinatiOn of the two groups necessary for
such statistical testing would have produced a biased

sample of field workers.

‘Since existing files were used to collect data, only

information about stated reasons for termination of

» 4

employment was available. These stated reasons for

-termination may not have been the actual reasons for

turnover.
This study dealt with only oﬁe of several aspects of

personnel policy, i.e., turnover. Thus, conclusions
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and recommendations are made without full knowledge or
complete appreciation of other important aspects of

a complex personnel management system,

Sugeestions for Future Research

The conclusion- of this study that related itself
t; the discrepancy bbtﬁeen reasons for termination of em-
ployment, as ;fated!by field Qprkefs, and reasons for turn-
over, as outlined in the literature review, is intriguing.
" Therefore, it is suggested that future research attempt to‘
ascertain whether or not job dissatisfaction is the major |
contribuﬁlné factorlleading to turnover and underlying the
other reasons for termination stated by field workers.,

Such a study could use personal interviews with,
or mailed questionaires to, past employees of the Family
Benefits Branch of the Ministry in order to collect data.
Also, revised termination procedures which would allow
for better determination of actual reasons for termination
might serve as a means by which causes of the above men-
tioned discrepancy could be.found. ‘

A second suggestion for f;ture research is that a
project similar 'to this study iﬁ design be conducted in
another public Qelfnre-organization. Such a study wbuld
allow for a comparison of results of the two endeavors.

. A replication of the present study might be con~-
jductad andllnclude a longer time perlod and a different

definition of turnover to ascertaln whether or not major
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differences occurred due to research design changes.

=

Summary

In this chapter, conclusions drawn from data analysis

k!

Qare presented and dlscugued,-'Differences between the

«two groups in respect to dée, length of employment and
years of education were the basis for recommendations for
cﬂanges in personne; policy. The limitatlions of the study_

. were stated in order to advise tha,read:r that th1§ project
is not seem by the authors as a final statqment on field
worker turnover. To conclude .the chapter{'seferéi sug~
gostions forfufuretgéahrch in the general area of staff
turnovéf were made.

2
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MEMORANDUM

DATE 25 November 1974

TO:

Mr. J. Hmter, Director FROM: Third Floor

Personnel Services Branch © 2090 Wyandotte St, E.
5th Floor, Hepburn Block Windsor N8Y 1E6
TORONTO M7A 1ES : -

SUBJECT: POSSIBILITY OF UTILIZING PERSONNEL RECORDS FOR THESIS

This year, I have agreed to take Mr. E4 Dolan, a student from the School of Soc1al
Work, University of Windsor. As he is.a post-graduate student, he is reqlnred to
write a thesm on some aspect of the social science field. '

The' topic selected by Mr. Dolan and another student, providing they d:)ta:l.n permission,

is a research project dealing with the relat_wnshlp between rates of turnover and
gcademic qualifications of Field Workers in the Field Serv:l.ces Branch of the Mmlstry

By way of assisting Mr. Dolan and the School of Social Work, I promised to contact you
to determine the possibility of permitting the two students to spend a few days in
your Branch searching the records of formér employees with the intention of documenting
information relevant to the above-mentioned characteristics.

Would you please consider this request and advise me at your earliest convemence.
They are, as you will realize, trying to meet a deadline and are anxious for an early

" Tesponse.

Kindest regards.

2 Aoy

S D. J. Fooney A
DIR/es District Director
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Ministry of ' R E
Community snd f\m
Social Services Community and Social Services

DATE December 3, 1974

Ontario . _ DEC 9 1974
T0: - REGIGNAL O[HROM:
" Mr. D. Rooney | No. 22 r. J. Hunter ~
District Director . : Director
Windsor District Office- Personnel Services
" ) RE: Utilizing Personnel
\ Records For Thesis

Pf&y Y In reference to your query regarding the utili-

: " zation of material for Mr. Dolan's thesis, | am quite
agreeable to providing access to our records for the
purposes of this study within the confines of our own
office, - ' : '

| should mention as a forewarning that our office.

working conditions are not the best, It would be ad-
visable if we could be provided with specific outlines
regarding the study outline in order to have the records
available and complete when Mr. Dolan arrives, As much
advance notice as possible, in this regard, would be
appreciated; )

. Could you advise if Mr., Dolan has taken an Oath of -

Secrecy: if not, we will draw up a statement of a
- similar nature, -

s

/rmk
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gti;:ri\:::niot:f and - MEMORANDUM
Social Services . X
23 Decetrber 1974

. DATE
Ontario

T0: Mr. J. Hunter, Director FROM: District Office #22

. Parsommnel Sexrvices Branch . Third Floor
5th Floor, Hepburn Block 2090 Wyandotte St. E.
TORONTO M7A 1E9 \ Windsor NB8Y 1E6

SUBJECT: UTILIZING PERSONNEL RBECORDS FOR THESIS

Thank you for your memorandum of December 3, 1974, in which you agreed to provide
access to Mr. Ed Dolan to persaommel records for thesis purposes. Mr. Dolan's
thesis topic is the relationship between tumover and academic qualifications of
" Field Workers in the Field Services Branch of the Ministry.

He would like to lock at the records of a random sample of 100 Field Workers who
have left the Ministry within the past three years (January 1, 1972 to December 31,
1974). The variables to be considered include age, sex, marital status, academic
qualifications, length of employment (appointment date to separation date), reasons
for leaving, and any other information which may prove useful to the thesis. The
ﬁomsthatwmldbemsthkelymamtainthismﬁomtimixnhﬂeappucaumm
for eployment, letters of resigmation, separation notices, and any other
documentation in the files that may provide background information.

Also, would you please advise me if a study of this kind has already been done by or
for the Ministry? Some of the information required for Mr. Dolan's thesis may

have been callated and sumarized and, consequently, would be of same
assistance to him,

We appreclate the posaibility of your concern for confidentiality and the security
Wtatus of the records. Mr. Dolan is prepared to accept any process you feel is
needed to clear him for the security level required.

D. J. Rxnsy
DIR/es District Director

cc: Mr. E. Dolan o~

ol B
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Ministry pf
Community and
Social Services

Ontario

MEMORANDUM

DATE _ 28 January 1975 !

TO:

Mr. J. Hmter, Director
Persormel Services Branch
5th Floor,Hepburn Block
TORONTO M7A 1E9

FROM:

District Office $22

. Third Floor

2090 Wyardotte St. E.
Windsor N3Y 1E6

/

P. J. Rooney
District Director
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i

Communmaﬂmv Sexises

Ontario H TR PP G

Ministry of . NE@?IML;S-PEIGE: . ) Parllament Bulldings
Community and o , Queen's Park
Social Toronto Ontarlo
Serg/i,ces _ M7A 1E9

Personnel Services,
‘:: 5th FlOOI‘,
Hepburn Block.

. February 7, 1975.

MEMORANDUM TQ: Mr. W. Rooney
. District Director
Windsor District Office

RE: Utilizing Personnel Records
For Thesis

I apologize for the considerable delay in
replying to your second memorandum of December 23, 1974
in which you outlined the type of information which
Mr. Dolan will require to complete his thesis.

Such material as applications for employment,

letters of resignation and sep4ration notices should be
available on each separated flield worker file for the
period, January 1, 1972 to December 31, 1974. 1In many
instances, -we should also have a report of exit interviews
on file. Files on employees who terminated prior to
January 1, 1973 have been stripped to the essential
documents but will still contain the data which Mr. Dolan
needs. These files are stored in Cooksville, but -are
available quite quickly on request.

I have checked on the subject of a study conducted
by Dr. Lindy of our Research Branch a few years ago, but
the topic was considerably different from that proposed
by Mr. Dolan. To my knowledge, this thesis topic has
not been pursued previously.

We can administer .an amended Oath of Office and
Secrecy to Mr. Dolan to provide us with coverage on
the confidentially issue. We will endeavour to provide
Mr. Dolan with working space in our office in order. that
he will have ready access to our records. I must admit
that working conditions are not ideal here, so best to
forewarn him.

o ~ﬂ/—\\
|

‘ L R} 2
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. . -2-

As T will be away on vacation until March 3rd,
1975, I would suggest that you contact either
Misgs Ceri Dittrich (965-4701l) of Miss Sandy McCormick
o (965-7991) Office Manager, if you wish to commence
A5F-3525 making- specific arrangements. '

fuhmlﬂAMAqh‘ _ . .
(Mrs.) R. Franks,

Manager,
- Staffing Standards.

.

RP;wf -

cc: Miss Ceri‘Dittrich
Miss Sandy McCormick

97
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APPENDIX B

DATA COLLECTION GUIDELINE

AGE
16 - 20 (1) 31 - 35
21 -~ 25 (2) 36 « 4o,
26 - 30 (3) 41 - 453
SEX |

Male (l)~ Female (2)

MARITAL STATUS

(&)
(5)
(6)

Married (1) Single (2)

- Widowed (&) Unknown

LENGTH OF EMPLOYMENT (Months

.0 6-(1) 19 - 24
7 - 12 (2) 25 - 30
13 - 18 (3) 31 -~ 36

TYPE OF EDUCATION

.Arts and Science (1)
Business and Commerce

YEARS OF EDUCATION

less than 12 (1) 14
.12 (2) 15
13 (3) 16

(5)

)
A
5
6

— g— g—

(2)

!
(
{

(aAV I~y
S Sl® gt

46 - 50 (7)
51 - 55 (8)
56 = 60 (9)

Divorced (3)

) )
37 - 42 (7)
43 - 48 (8)
b9 = (9)

Social Science (3)
Other (4)

17 (7)
18 (8)
More than 18 (9)

GEOGRAPHIC LOCATION OF'EMPLOYMENT

Northwest (1) East (4)
Northeast (2) Wast (5)

Central (3)

N e
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8. REASONS FOR TERMINATION OF EMPLOYMENT

Home responsibilities (1) Poor health (5)
Moving from area {2) Maternity (6)
Continued education (3) Inadequate
Batter paying position (4} ‘performance (7)
: . Other (8)

9, RECOMMENDATIONS FOR FUTURE -EMPLOYMENT WITH THE MINISTRY

Recommended for same position (1)
Recommended for different position (2)
Not 'recommended : (3) X
Other (&)
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APPENDIX D
OFFICIAL PERSONNEL FORMS

l. Application for Employment

2. Separation Notice



TR T

"APPLICATION FOR EMPLOYMENT

Ontario Public Service

Information reg dIn this

Is treatsd as confidentlal and does nat
contravens The Ontarlo Human Rights Code.
Any offer of amployment arlsing from this
application must comply with currant

Faderal Manpowar and Immigration leglslation.
Proof of aducational qustifications may be
required.

B W BT

FILE NUMBER

POSITION APPLIED FOR

MINISTRY

SOCIAL INSURANCE NUMBER

Type or write legibly in dark ink.
Answer as completely as possible.

1. PERSONAL INFORMATION

o BRI YRR

FAMILY NAME

GIVEN NAME/S

MAIDENIFAMILY NAME KNOWN

NTo ‘
REFERENCES, IF DIFFERENT FROM PREVIOUS

7540-1062 {Formarly CSCI REV. 41731

- .
ADDRESS : PHONE "
NUMBER STREET CITY/TOWN PROV. P.O.CODE | RESIDENCE BUSINESS
GENERAL HEALTH/PHYSICAL DISABILITY AFFECTING EMPLOVMENT (Speciiy)s WEIGHT [HEIGHT DATE OF BIRTH
FT. INS. | DA. MO. YR.
t LBs. :
ENTITLED TO WORK IN CANADA BY REASON OF: PREFERRED LOCATION/S j
b LANDED ARE YOUWILLING - :
CANADIAN IMMIGRANT ok T |TO RE-LOCATE DYES DNO |
. STATUS /= IN ONTARIO |
DRIVER'S LICENCE EMPLOYMENT IN THE ONTARIO PUBLIC SERVICE {GIve Delalls In Part 3) i
[:] CHAUFFEUR -DOPER R DNONE DNONE ;
g L8 EFFECTIVE DATES |MINISTRY AND LOCATION
FROM TO
AN l:]vas l___]NO Dpnewous
A CAR T
DID YOU HAVE ) /
DIRYOUMAE  [TJves  [Jvo | [ Jrasbent |
WAR SERVICE :
2. EDUCATION (in Col. 6 below, specify only for highestlevel of academic achisvement): ' ; )
- DATES ATTEND. N OBTAINED
TYPE OF SCHOOL| NAME AND LOCATION , FROM | TO g‘gﬂ;{’g’é%‘-&};‘}ff g?p‘tgﬁ}l':,agég'ggso“ YES NO

1 3 4 S5

| mlm
oo
mln
mfw
mlm

LANGUAGEIS SPOKEN FLUENTLY, OTHER
THAN ENGLIS

ELEMENTARY
or SECONDARY et
{Location only) Lo

TRADE or .
TECHNICAL 1 2 3 4 5

BUSINESS or
COMMERCIAL : 1 2 3 4 5

COLLEGE or
UNIVERSITY 1 2 3 & 5

e b e

OTHER -
{Spacity) ¥ 2 3 4 s

SUCINE )

SPECIAL SKILLS (e.g. Shorthand, Typing, Dictaphone, Keypunch, Business Machines)

CERTIFICATES, LICENCES AND PROFESSIONAL QUALIFICATIONS/MEMBERSHIPS




T s b im gL ¢ s e

R AZ AT A P gy et 7 o

r“a‘“:’uﬁt"-' ""ﬂo ﬁm-,,ﬂ.% gnal «J—'\“{' ﬂf‘im RTINS

1f your dutlas orr IBilltles ¢h d tlally If thers Is not sufficlont lpacu on this application, N P \\J M
with the samae amployar, record sach changs s a attach axtra shests az raquire . )
saparate pasition. If resuma s attacheq, compmc laft side of paga. AR .
.
PRESENT/LAST EMPLOYER & ADDRESS TYPE OF BUSINESS DESCRIBE DUTIES/RESPONSIBILITIES & SIGNIFICANT ACHIEVEMENT

\
POSITION TITLE FINAL SALARY
S :
PERIOD OF EMPLOYMENT MAY BE APPROACHED TToTTTTT Tt T
FROM ; 70| FOR A REFERENCE .
I T T

IMMEDIATE SUPERVISOR
NAM E & TITLE PHONE . o e e e e e

REASON FOR LEAVING

PREVIOUS EMPLOYER & ADDRESS TYPE OF BUSINESS DESCRIBE DUTIES/RESPONSIBILITIES & SIGNIFICANT ACHIEVEMENT /
o

] ”

. . :

i

L

POSITION TITLE FINAL SALARY t;
) [}

y

PERIOD OF EMPLOYMENT " TTAAY BE APPROACHED '

FROM To| FOR A REFERENCE b
A

Dves Dno ] 3,

IMMEDIATE SUPERVISOR
NAME & TITLE PHONE

REASON FOR LEAVING

PREVIOUS EMRI-OYER & ADDRESS TYPE OF BUSINESS DESCRIBE DUTIES/RESPONSIBILITIES & SIGNIFICANT ACHIEVEMENT
A . e _
-~
POSITION TITLE FINAL SALARY
PERIOD OF EMPLOYMENT MAY BE APPROACHED T T T T T T e e e e
FROM TO| FOR A REFERENCE
Clves [Clro ,

IMMEDIATE SUPERVISOR
NAME & TIT i PHONE - e

REASCN FOR LEAVING




Ministry of ' I
@ Community and .
Social Services PERSONNEL BRANCH

8}

; Ontario
SEPARATION NOTICE PLEASE SEE INSTRUCTIONS
: ON REVERSE
EMPLOYEES SHOULD PROVIDE 2 WEEKS NOTICE OF SEPARATION
To be completed by supervisor for all employecs resigning from
Ministry, classified and unclassified. Do not complete for retirement,
transfer to anBther government ministry release or dismissal.
1)|EMPLOYEE'S NAME ) {SURNAME) (INITIALS)
[0 MR; [ MRs; [ MISS;
2)|ADDRESS NUMBER) (STREET)
(HOME OR FORWARDING
FOR NEXT 3 MONTHS)
CITY (TOWN ETC. PROVINCE
3)|BRANCH SECTION and/or LOCATION SEPARATION DATE
! {LAST WORKING
4‘) 5) / ! DA Y]
POSITION CODE
4A)
6) A. Please ensure that employce returns ministry property and/or egquipment in his possession prior to scparation.
B. Plcasc advise employee that if an advance is outstanding it will be recovered by the Pay Office from monies owing.
7) A. REASONS FOR SEPARATION: ' °
B. ATTENDANCE:
CHECK APPROPRIATE BOX: -
A. Would recommend for reemployment in same position 1
B. Would recommend for reemployment in different position 1 N
C. Would not recommend for re-employment (|
Give reasons for checking either B or C above:
9) OTHER COMMENTS; IF ANY:

SUPERVISOR'S SIGNATURE

DATE . / /

NOTE: This form together with the employee’s letter of resignation is to be immediately forwarded
through the Branch Dircctor’s office to the Personnel Branch. ‘ .

. 10:02.021 {7/14)



ITEM #2) Instruct scparating employee to advise Personnel of any change of address.
5)  Always indicate the fast actual day at work.
7)B) Forward to Pay Office immediately any absence slips not yet submitted.

8)C) Where a recommendation is given against rehiring, it is unlikely the the Civil Service Commission would refer
the person for any provincial government job in the future. ‘

-

CONTACT THE PERSONNEL OFFICE FOR ANY FURTHER INFORMATION.

"
ORDER SUPPLIES OF THIS FORM FROM THE STOCKROOM.
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VITA
Melville W. Anthony was born on November 22; 1948,
+in Peterborough, Ontario. He completed his elementary
education at St. Frances De Sales separate school, Douro
Township, Caunty of Peterborough, Ont;r;o; His secondary
education was obtained at St. Mary's College, Brockville,
Ontario. Mr. Antﬁony entered Preliminary Year Arts at'éhe
University of Windsor in 1967. After pursuing studies in
the undergraduate spcial work programme at the University
of Windsor, Mr. Anthony graduated with a Bachelor of Soqiall
Work degree in 1972. 1In his final year of the undergraduate
programme, he was placed for his fleld pracficuﬁ at the
Addiction Research Foundation, Windsor. Also, during that
year, Mr. Anthony was class representative to the School
of Social Work Assembly, an active member of the Appointment,
Promotion and Tenure Committee, and a teaching assistant for
the School of Social Work.
| After graduation_Mr..Anthony was employed by Rideau
Regional Hospital School, a large retardation facility
operated under the auspices of the Ontario Ministrx of
Health, situated near Smiths Failé; Ontario. After nearly
two years of employment, he_retnrned-to the School of Social
Work, University of Windsor, from which he expects to
graduate in October 1975 with a Master of Social Wofk degree;
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During the Masters year, Mr. Anthony was plnce&
with the Vocational Rehabilitation Service Branéh, Ministry
of‘Community and Social Services, Windsor, Onéario, and

was employed by the University of Windsor as a Teaching

Assistant,
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Edward F. Dolan was born on February 10, 1939,

VITA

in Union City, New Jersey. He completed his elementary
edu;atibn at St. Michael's School, Union City, New Jersey.
His secondary education was obtained at St. Michael's High
School, Union City,_New Jerséy and Holy Cross Preparatory
Seminary, Dunkirk, New Yo}k. He obta@ned'his B.A. degree
from the Passionist Monastic Seminary, Jamaic#, New York,
in 1962,

Mr. Dolan was ordained to the Roman Catholic
pfiesth&od in 1966. " He subsequently was employed by the
Children's Aid Society of Northumberland and Durham in
Pért Hope, Ontario, and by the Big Brothers Association of
Cobourg-Port Hope District. Following employment he
pursued 5fudies in social work at the University of
Windsor, from which he graduated with a:%?chelor of Soclal
Work degree in i9?b: Continuing his stuéies at the Univer-
sity of Windsor,'he expects to graduate in October 1975
with a Master of Social Work degree.

During the masters year,wﬁr..nolan specialized -in
Social Work Administration and was pléced.at the District
Office of the Ministry of COmmun1t§ and Social Serviéés,
Windsor, for his field practicum. He was also employed .

by the University of Windsor ‘'as a Teaching Assistant.
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