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ABSTRACT 

Job satisfaction and turnover intention are significant concerns many 

employers, especially large insurance organizations. Problems regarding job 

satisfaction, organizational commitment and turnover intention are a cause for 

concern among the insurance industry players. Research has been extensively 

conducted on these concepts in numerous contexts but research on these constructs in 

Iran is scarce. The purpose of this study was to identify the relationship between job 

satisfaction, organizational commitment and insurance employee‘s intention to quit.  

Using a quantitative methodology, 418 of 600 (69.7% response rate) operational 

employees in the insurance industry in Iran participated and completed the survey. 

Confirmatory factor analysis (CFA) was used to verify the construct validity of the 

instrument, while Cronbach‘s alphas confirmed its reliability. Besides that, the Co-

relational analysis and Structural Equation Modeling (SEM) were used to examine 

the research hypotheses and hypothesized model. The results of the study indicated 

that operational employees‘ perceptions of high-level job satisfaction have a positive 

relationship with organizational commitment whereas job satisfaction facets and 

organizational commitment subscales have a negative relationship with turnover 

intention. However, the results showed that there was a significant relationship 

between job satisfaction and turnover intention, and between organizational 

commitment and turnover intention. The outcomes of this research would enable 

human resource HR managers to set up policies and rules to better influence the 

facets deemed most important to establishing satisfaction and commitment as well as 

reduce the turnover intention among employees.    
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ABSTRAK 

Kepuasan bekerja dan hasrat untuk berhenti kerja sangat dibimbangkan oleh 

kebanyakan majikan, khususnya oleh organisasi insurans yang besar. Masalah 

tentang kepuasan bekerja, komitmen organisasi dan hasrat untuk berhenti kerja 

menjadi punca kebimbangan kepada peserta-peserta industri insurans. Penyelidikan 

telah dilakukan secara meluas tentang konsep-konsep ini dalam pelbagai konteks 

tetapi penyelidikan tentang konsep ini di Iran masih terhad. Tujuan penyelidikan ini 

adalah untuk mengenal pasti hubungan antara kepuasan bekerja, komitmen 

organisasi dan hasrat pekerja insurans untuk berhenti kerja. Penyelidikan ini 

menggunakan kaedah kuantitatif. Seramai 418 orang daripada 600 orang (69.7% 

kadar maklum balas) pekerja operasi industri insurans di Iran telah menyertai 

penyelidikan ini dan melengkapkan soal selidik yang diedarkan. Analisis faktor 

pengesahan (CFA) digunakan untuk mengesahkan kesahihan pembentukan 

instrumen kajian sementara Alpha Cronbach digunakan untuk mengesahkan 

kebolehpercayaan instrumen kajian. Analisis co-hubungan dan Pemodelan 

Persamaan Struktur (SEM) digunakan untuk menguji hipotesis kajian dan model 

hipotesis. Hasil kajian menunjukkan persepsi pekerja operasi terhadap kepuasan 

bekerja peringkat tertinggi mempunyai hubungan yang positif dengan komitmen 

organisasi manakala aspek kepuasan bekerja dan subskala komitmen organisasi 

mempunyai hubungan yang negatif dengan hasrat untuk berhenti kerja. Walau 

bagaimanapun keputusan menunjukkan bahawa terdapat hubungan yang signifikan 

antara kepuasan bekerja dengan hasrat untuk berhenti kerja, dan antara komitmen 

organisasi dengan hasrat untuk berhenti kerja. Hasil kajian ini membolehkan 

pengurus sumber manusia menggubal dasar-dasar dan peraturan-peraturan yang lebih 

baik untuk menangani aspek dianggap yang paling penting bagi mewujudkan 

kepuasan bekerja dan komitmen organasasi serta mengurangkan hasrat untuk 

berhenti kerja dalam kalangan pekerja. 
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CHAPTER 1 

                                               INTRODUCTION 

Job satisfaction and turnover intention have been significant concerns for 

many employers, and especially for large insurance organizations (Winterton, 2004). 

The organizations with more satisfied employees are considered to be efficient as 

well and happy employees are more likely to be productive employees and remain of 

work (Robbins, 2003). The most significant factors for effectiveness and efficiency 

are the human resources in the organizations and organizations without their 

employees‘ efforts and commitment cannot be successful (Lok and Crawford, 2004). 

The crucial factors to attract and retain well-qualified individuals are commitment 

and job satisfaction (Robbins, 2003). The concerns around individuals‘ 

organizational commitment and job satisfaction are only as, or even more, significant 

in the knowledge-based sectors, such as in the insurance industry. Commitment and 

job satisfaction are particularly significant in professional and service-based 

organizations, such as in the health insurance. Employee‘s commitment is an 

important asset in any organization. A number of studies have discovered that 

increasing commitment improves individual‘s job satisfaction, creativity and 

performance, motivation, and thus, decreases absenteeism and turnover (Tett and 

Meyer, 1993, Walsh and Taylor, 2003, Dordevic, 2004, Mosadeghrad et al., 2008).  

Voluntary turnover is costly, both in terms of indirect costs (costs of learning, 

morale, product/service quality, pressure on remaining staff and organizational 

memory), and also direct costs (recruitment and selection, substitution, management 

time and temporary staff). Besides that, it also causes the loss of social capital (Dess 

and Shaw, 2001). Many managers have been trying to retain these workers using 

many different approaches, like giving them major responsibilities, or even making 
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them a shareholder of the company, or increasing their salary, but still, these 

practices would work temporarily, and the valuable employees would be eventually 

quitting their jobs. 

Employees usually do not leave the organization at sudden, but the desire to 

leave the job is gradually growing in them, with considerations such as employment 

opportunities and economic conditions are taken into account. Once the 

considerations have been satisfied, they will leave the job (Zhou et al., 2009). 

Therefore, it is significant to retain employees in organizations, specifically those 

who are competent, skillful and professional (McLaughlin et al., 2010). Voluntary 

turnover is an important concern for many large insurance companies (Waldman et 

al., 2004). Huffman (2007) concluded that the recent turnover rate for insurance 

agents over a four-year period was 81% for males and 85% for females. However, 

this turnover rate is an improvement from previous years which was 86% in 2002 

(Higgins, 2003) and 89% in 2003 (Brown, 2004, Handlon, 2009). A similar 

investigation conducted by Huffman (2007) indicated that 53% of males and 62% of 

females were no longer employed by the same insurance company at the end of two 

years (Handlon, 2009). Ghafourian et al. (2010) found that for the year 2010, on a 

month-for-month basis, the turnover rate was 36% when they were studying 62 IT 

companies in Iran. 

Hom and Kinicki (2001)  mentioned that job satisfaction could be used to 

understand turnover procedures. Wilson (2003) identified that the higher turnover in 

organizations, the higher the waste of manpower is. Freund (2005), Dalton and Todor 

(1982), Duraisingam (2009)  agreed with this point of view and stated that turnover 

is not healthy for organizations because of the loss of valuable and important 

manpower. The effective modifications in business practice caused by external 

factors have driven managers to use both intrinsic and extrinsic motivators as 

incentives. The incentive plans are used to increase productivity and performance, 

and most importantly, to increase job satisfaction and decrease rates of turnover 

(Clark, 2007).  

The relationship between job satisfaction, organizational commitment and 

turnover intention has not been studied extensively in large insurance organizations, 

and is the subject of this study. This research is important because it acts as an early 
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preparation for the organizations to deal with the condition whereby opportunities are 

low and the intention of quitting among workers will be increasing. Therefore, a 

study in organizational commitment, job satisfaction and intentions to leave can 

assist the organization to recognize the major factors in job satisfaction that will 

contribute to the intent to leave among the employees. From the investigation, the 

organization can create regulations on their present policies and protocols as an 

attempt to refrain employees from quitting their organization (Hsu, 2009). It is 

expected that better understanding of those subjects and their relationships can help 

the future investigation, pinpoint good strategy for training, promotion and recruiting 

of approaching insurance employees, especially in Iran and probably in other 

societies as well.  

This chapter discusses the background of the study. It explores several 

important sections included in background of the study such as historical background 

of insurance in Iran, insurance industry sectors in Iran, insurance companies sectors 

and coverage in Iran and insurance industry in the health services sector and problem 

statement. It also focuses on research questions, research hypothesis and research 

objectives as well as the significance of the study.  At the end of this chapter, the 

chapter provides definitions of key terms and organization of thesis. 

1.1 Background of the Study 

Iran‘s economy is a combination of service ventures and small-scale private 

commerce, village agriculture and state proprietorship of other large enterprises and 

oil. Due to this reason, Iran has gained a prominent place in the international energy 

production of natural gas and oil. Iran has also been one of the leading producers in 

the food and agricultural goods, constriction materials, home appliances, car-

manufacture and transportation, information technology, pharmaceuticals, power and 

petrochemicals in the Middle East and worldwide.  In lieu of Iran‘s Vision 2025, the 

long-term technology and science programs have been developed. Vision 2025 has 

envisioned Iran to be a developed country by then. Hence, the government of Iran 

has been organizing and performing continuous economic programs in attaining the 

goals of Vision 2025. In doing this, the Iran government has allocated billions of 
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[Iranian Rial] for the development of high proficient manpower in the new economic 

epitome proclaimed in 2010 (UNDP, 2009).  

Because Iran is a newly transformed market-driven economy (TrendNews, 

2012), business management theories and research based on a market economy have 

not been established until recent years when western management theories have been 

massively imported. Even today, although Iran's management schools and their 

academic associates have become large in scale and number, Iranian management 

science adaptation to the new economic system are not yet fully fledged. Its 

increasing presence on the world economic stage and the dramatic enhance of 

business education have not affected the fact that Iran remains one of the important 

regions that has been studied the least by management scholars; nevertheless, 

researchers have recognized Iran as a legitimate empirical context, important for 

filling gaps in the worldwide management and organization knowledge. 

The concepts of job satisfaction, organizational commitment, and turnover 

intention and their applications to business organizations in western contexts have 

been discussed for many decades (Meyer and Allen, 1997, Bluedorn, 1982a, Spector, 

1997). Nevertheless, these constructs are under researched in Iran. While research 

has been extensively conducted on these concepts in numerous Asian contexts, for 

instance Malaysia (Masri, 2009), China (Wang, 2005), and Taiwan (Hsu, 2009), 

research on these constructs in Iran's context and published in English language 

literature has been lacking. While Iran's economy is developing rapidly, management 

and organizational studies still borrow theories and concepts developed in western 

countries, particularly those based on well-refined theoretical foundations and 

empirical methodologies. This study is designed to overcome the paucity that exists 

of examinations of the relationships between job satisfaction, organizational 

commitment and turnover intention in the context of the insurance industry in Iran. 

1.1.1 Insurance Industry in Iran                                                                                                                                                                                                                                                                                                                        

Iran is home to one of the world's oldest civilizations (Barrington, 2009), 

situated in the Western part of Asia and central of Eurasia. Iran has exceptional 
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geostrategic importance in the central Eurasia and Middle East Asia. Iran is famous 

for the Persian civilization, which was established more than 3,000 years ago. With 

the distance across 1,648,195 km², Iran is the 17th largest country in the world 

(Rasoul, 2009). The country is divided into 31 provinces and 336 districts. Iran is 

bordered on the south by the Persian Gulf and the sea of Oman, on the west by Iraq 

and Turkey, on the East by Pakistan and Afghanistan, and on the North by 

Turkmenistan, Azerbaijan and Armenia and also the Caspian Sea (Rasoul, 2009). 

Iran has a population of almost 74 million, more than 65 percent are urban residents, 

stands as the 17th densely inhabited country in the work (Statistical Centre of 

Iran,2011b).  

The historical background of insurance in Iran started approximately 80 years 

ago when two Russian Insurance companies came to Iran and opened their branch 

offices, and this led to the establishing of Iran's own insurance company. In 1970, 

many modern insurance companies were established and the law for the Central 

Insurance of Iran or in Persian ―Bimeh Markazi Iran (BMI)‖ was also established and 

approved by the Iranian Parliament. Post the Islamic Revolution in 1979, the 

operation of the foreign insurance companies in Iran has been withdrawn. Besides 

that, this revolution has also caused the establishment of the Dana's Insurance 

Company which was the merger of a local firm with 10 foreign insurance companies. 

Article 70 of the constitution of the (BMI) emphasized that insurance companies 

permitted to function under this law must exclusively satisfy the following insurance 

business conditions (BMI, 1971): 

(i) All immovable and movable vehicles must be insured according to the 

Iran‘s current laws.  

(ii) Residents of Iran are governed by the laws relating to insurance.  

(iii) Foreigners and expatriates residing in Iran are also covered by 

insurance.  

(iv) All imported goods must be insured.  

The foreign investors can attain all types of insurance in Iran from four 

insurance companies includes ASIA, DANA, ALBORZ and IRAN. The insurance 

companies are monitored by the Central Insurance of Iran ―Bimeh Markazi Iran‖ 

(BMI). Iran‘s earning insurance industries have jumped from USD 4,000,000,000 to 
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USD 1,270,000,000 in years (1997-2003). Furthermore, in the same years, the 

payments of compensation by insurance companies were increased from USD 

240,000,000 to USD 760,000,000 (Aarabi and Bromideh, 2006). Table 1.1 depicts 

Iran‘s insurance earned premiums, which were USD 1,508,630,600, USD 

1,958,796,800, USD 2,375,463800, USD 2,997,247,300 and USD 3,382,673,700 in 

2004, 2005, 2006, 2007 and 2008 respectively. And in the same years, the 

compensation was USD 1,136,800,200, USD 1,537,890,100, USD 1,752,412,400, 

USD 2,208,036,300 and USD 2,525,507,800  respectively. These figures exhibit the 

dimensions of the growing trend in insurance market in Iran (BMI, 2009). 

Table 1.1 : Insurance Premium& Incurred Losses (amount in million) 

 

Year 

 

Iranian Rial  

(IRR) 

USA Dollar  

(USD) 

Malaysian Ringgit  

(MYR) 

Earned 

Premiums 

Incurred 

Losses 

Earned 

Premiums 
Incurred 

Losses 
Earned 

Premiums 
Incurred 

Losses 

2004 15,085,306 

 

11,368,002 1,508,630,600 1,136,800,200 4,470,016,593 3,368,296,889 

2005 19,587,968 

 

15,373,901 1,958,796,800 1,537,890,100 5,803,842,370 4,556,711,407 

2006 23,754,638 

 

17,824,124 2,375,463,800 1,752,412,400 7,038,411,259 5,192,333,037 

2007 29,972,473 

 

22,080,363 2,997,247,300 2,208,036,300 8,880,732,741 6,542,329,778 

2008 33,826,737 

 

25,255,078 3,382,673,700 2,525,507,800 10,022,736,889 7,482,986,074 

 

 

 

 

1 million IRR 1 USD 1 MYR 

 10,000 1,000 3,375 

 

Insurance industry has experienced encouraging developments in current 

years following the establishment of private insurance companies. However, in every 

types of society, generally, people need some type of insurance cover. Insurance is a 

contract by which one group promise to pay another party (the insured) a sum of 

money if something happens, which causes the insured to suffer from a financial loss 

or/and to be experience damaged in goods (Farhadi, 2009). According to an official 

source, more than 93.8% of Iranians is under the coverage of the one type of 

insurance (SCI, 2011); and there are approximately 70000 insurance employees and 

agents who deliver services to internal and external customers. The government‘s 

Source: Central Insurance of I.R. Iran, Official Website, (2009) 
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obligation has been manifested clearly since the early 1979, whereby the main aim is 

improving people‘s welfare. As noted before, 93.8% of Iranians is covered by 

insurance. This illustrates that the government is serious in improving the people‘s 

welfare and attracting foreign investors to invest in the Iranian global corporations. 

1.1.2 Insurance Industry Sectors in Iran 

The development and performance of insurance sectors are essential 

conditions for economic success. They are also crucial in improving Iranians‘ 

lifestyle and their needs for protection. The purpose of insurance is to provide 

financial performance and social security to individuals, organizations and business. 

Insurance will cover for the losses due to, for example, illness, accidental injury, fire 

and flooding. Insurance assists business and individuals by minimizing the risks 

when they are faced with catastrophe by providing financial repayment. The 

insurance sector coverage includes short-term and long-term risk activities. There are 

three main activities. The first is the life insurance which comprises of common life 

insurance. The second is the life insurance with or without a saving component. The 

third activity is the non-insurance which includes insurance and renewed insurance 

of non-life insurance commerce, for instance, health, marine, motor, property, 

aviation, transport, pecuniary loss, fire, accident and liability insurance. Other than 

these, another example of the third activity will be the pension funding that includes 

the provisioning of retirement incomes. Insurance is vital due to the fact that daily 

activities expose people to many types of risks and thus, it is important for them to be 

covered by insurance so that they are able to sustain their life if anything happens to 

them.  

In terms of locations of Iranian insurance companies, they are located 

everywhere throughout the country. This is shown in the two tables (see Table 1.2 

and 1.3). The companies are operating in 31 provinces. There are 20 large private 

companies with 649 branches, 266 brokers, 12530 agencies and 14785 employees. 

These companies are monitored by the Central Insurance of Iran ―Bimeh Markazi of 

Iran (BMI)‖. Table 1.2- demonstrates the sales network of insurance industry in Iran. 
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Table 1.2 : Sales Network of Insurance Industry 

 

Source: Central Insurance of Iran (BMI,2011) 

Besides these large companies, there are many government insurance 

organizations that are also providing insurance services to individuals in Iran. These 

organizations only focus on social and medical services. The organizations are 

Medical Service Insurance Organizations (MSIO) with 288 branches, the Social 

Security of Armed Forces (SSAF) with 139 branches and the Social Security 

Organization (SSO) with 499 branches. These organizations are supervised by the 

Ministry of Welfare and Social Security. The oil company and banks also are 

delivering the insurance services that creates the independent insurance funds 

(MWSS, 2011). 

 

 

 

 

 

 

 

 

 

Year 

Companies Employees  

 

 

Branches 

 

 

 

Agencies 

 

 

 

Brokers 

State 

Owned 

Companies 

Private 

Companies 

State 

Owned  

Companies 

Private 

Companies 

2006    4 13 6435 1116 410 6600 207 

2007    4 14 6963 2822 424 7134 230 

2008    4 15 7893 2876 535 7852 234 

2009    4 15 7910 4522 557 8532 254 

2010          1 19 4912 9873 649 12530 266 
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Table 1.3 : Network of Governmental Insurance Organization 

 

Name of Organization Year Branches Employees 
Rate of Population 

Insured (%) 

Social Security 

organization (SSO) 
2011 499 24372 33 

medical service 

insurance 

organizations (MSIO) 

2011 288 8781 51 

Social Security of 

Armed forces (SSAF) 
2011 139 4976 5.5 

Others 2011 _ 4104 4.0 

Source: Ministry of Welfare and Social Security (MWSS, 2011) 

1.1.3 Insurance Companies Sectors and Coverage in Iran 

There are currently three types of insurance coverage in Iran: social security, 

exportation guarantee insurance and commercial insurance (Farhadi, 2009). Social 

insurance is one of the major insurance expenses of management for employees. The 

insurance supplies coverage and benefit for illness, marriage, pregnancy and 

childbirth, industrial accidents and retirement. In Iran, the insurance companies are 

active in several domains of life and non-life insurance, which are certified by the 

high council of insurance. The main sorts of the policies and coverage are described 

in the following: marine insurance which includes air and inland transport life 

insurance, automobile insurance, fire and allied perils, health insurance (various 

schemes of hospitalization), aviation insurance, money in transit and safe coverage, 

export insurance (Farhadi, 2009). 

As mentioned earlier, Iranian insurance industry, which contributes to the 

increase of economy and also in the social security, consists of 23 companies and 

organizations (MWSS, 2011). There is one state owned company and 19 private 

companies and a few government organizations providing the insurance coverage to 

individuals that are supervised by the Ministry of Welfare and Social Security 

(MWSS, 2011).  In 2011, the Central Insurance of Iran reported that in the private 
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sectors 4,056,188,600 USD was estimated in direct premiums and 2,475,263,700 

USD paid for approximately 46.5% of loss which incurred in motor insurance and 

21.7% in health insurance. Health insurance and motor insurance were the most 

claim sectors in Iran (MWSS, 2011). Insurance coverage has different categories 

according to various services such as accident, cargo, fire, oil and energy, life, credit, 

liability, engineering, aviation, hull, health, and motor vehicles. These services are 

provided by the state-owned company and private companies.  

Meanwhile, MWSS provide insurance to individuals through the government 

organizations which are the Medical Service Insurance Organizations (MSIO) 51%, 

Social Security Organization (SSO) 33%, Social Security of Armed Forces (SSAF) 

5.5%, and others 4%. The Iranian welfare service sector represented 93.8% of total 

welfare services offered health insurance to individuals (SCI, 2011).     

1.1.4 Insurance Industry in the Health Services Sector    

As mentioned earlier, the insurance sectors have many different types of 

services. These sectors consist of the fire insurance, accident insurance, cargo 

insurance, auto (motor) insurance, hull insurance, aviation insurance, engineering 

insurance, oil and energy insurance, liability insurance, credit insurance, life 

insurance (annuity group and individual), export insurance (including commercial 

risk), health insurance, money in safe and transit insurance and transportation 

insurance. Among the insurance services, the health insurance service that consists of 

926 branches, delivers services to more than 93.8% of total population in Iran (BMI, 

2011, MWSS, 2011). Health insurance services are run by government organizations, 

private companies and some semi-public insurance companies (depicted in Table 1.2 

and 1.3). In terms of employment the medical health insurance approximately 25000 

of total employment of insurance industry in Iran (BMI 2011, MWSS 2011, and SCI 

2011).     
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1.1.4.1 Health Insurance Services in Iran 

 More than 93.8% of Iranians are under the coverage of one type of health 

insurance. Iranians are covered by governmental organizations and private insurance 

companies (Mehrdad, 2009). The important public health insurance organizations 

are: 

1. The medical service's insurance organization (MSIO) is the largest insurance 

entity that provides coverage for nearly 35 million people who are mainly 

government employees, rural residents, students and particular groups such as 

clergymen and patients suffering from specific illnesses. The government 

budget is the main financial resource of (MSIO). 

2. The second largest insurer is the Social Security Organization (SSO). This 

organization provides coverage to 25 million people who are the private 

sector workers. There are many clinics and hospitals in urban areas that have 

been established by SSO in supporting the insured nationwide (Kazemian, 

2004).  

3.  The social security of Armed forces (SSAF) covers approximately 3.3 

million military personnel.  

4. Imam Khomeini Relief Committee (IKRC) provides approximately 4.2 

million people who cannot afford to pay for insurance.       

In addition to the organizations, other institutions such as oil companies, 

banks, local authorities, devotees and foundations for the destitute are delivering the 

service insurance that creates an independent insurance. There are state-owned 

insurance companies and private insurance companies also provide medical service 

insurance to individuals. The state-owned company is called ―IRAN", and 13 private 

insurance companies are ―DANA, ALBORZ, ASIA, PERSIAN, KARAFARIN, 

RAZI, SINA, DAY, SAMAN, MIHEN, MOALLEM, and PASARGAD‖. In 

addition, these companies, deliver both medical services insurance and commercial 

services insurance with emphasis on giving the complementary medical service's 

insurance (Zare et al., 2008).  
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1.2 Statement of the Problem 

In each organization, human resources are the most valuable asset, especially 

the high-performance employees, and when they start quitting, it shows that the 

organization is in trouble (Clark, 2007).  In an industry such as the insurance 

industry, the employees learn a lot from their routines and if they have the intention 

to leave their job, this will cause a great loss to the organization. Turnover is a very 

costly component for organizations. Based on the report by the American 

Management Association, the cost of replacing an employee was 30% of his or her 

salary (Handlon, 2009). Moreover, Pettijohn et al. (2008) stated that a small 

reduction of 5% in turnover could mean millions of dollars saved for large 

organizations. This phenomenon does not only occur in insurance companies in the 

Western countries and other regions. It is also a main issue for insurance 

organizations in Iran. Employee turnover is considered a major problem worldwide 

and Iran is not spared from this. Employee turnover has become a serious problem 

for managers in Iran due to the moral and financial effects on the organizations‘ 

scarce resources (Mosadeghrad et al., 2008).  

According to research findings conducted in Western countries, there should 

be many variables, and an individual's attitude towards the job and organization is 

among the major variables (Brief, 1998). Studies have revealed that both 

organizational commitment and job satisfaction have strong impact on organizational 

outcomes, such as turnover intentions (Pettijohn et al., 2008, Pare and Tremblay, 

2007, Baylor, 2010). However, management research has paid relatively little 

attention to these variables in the Iranian context (Mosadeghrad et al., 2008). This 

study focused on those organizational variables that may have an impact on 

individual turnover intention in Iranian companies; and, specifically, on two 

independent variables employees‘ organizational commitment, job satisfaction, and 

their interrelationships, between private and government insurance companies in 

Iran. The reason for choosing job satisfaction, organizational commitment, as the key 

focus of this study was that they are antecedents of organizational outcomes, such as 

work performance, turnover intention, productivity, and even employees' life 

satisfaction; and, because they have been considered to be important topics in 
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organizations and behavioral research but have been under researched in the Iranian 

context. 

However, currently there is little research done on the relationship between 

organizational commitment, job satisfaction and turnover intention in the large health 

insurance companies in Iran. Past investigations on relationship between turnover, 

job satisfaction and organizational commitment have focused principally on 

occupational categories or industry types, which are on managers and management, 

health care and nurses, manufacturing, IT employees, banking and accountants 

(McNabb, 2009, Mattila, 2006, Blankenship, 2010, Udechukwu, 2008). Most of 

these investigations have been established by data collection in the Western countries 

and limited to insurance employees. However, where job satisfaction has been found 

to be a direct predictor of turnover, organizational commitment has not been 

analyzed. This research attempts to overcome this by focusing on issues such as 

worker attitudes, like commitment and satisfaction, and the extent to which these 

factors contribute to their intention to quit their job.  

Although this research is the first to be conducted on the turnover intention 

among the employees of the large Iranian health insurance organizations, it has its 

shortcoming, which is the difficulty in obtaining the statistical data on employees‘ 

turnover rates. Though this study has its drawback, it determines to find out the rates 

of employee‘s turnover intentions in the Iranian‘s health insurance companies.    

According to a rare report released by the World Bank in 2011 in the developing 

countries, most of the countries that were studied reported to have recorded 

employee turnover ranging of from 3% to 27% of total workers employed (Carraher, 

2011). Surprisingly, there are considerably high turnover rates among employees in 

the Iranian insurance organizations. The data from the organizations indicated that 

for 2010 and 2009, on a month-for-month basis, the annual turnover rate (voluntary 

and involuntary) was at 8.5% and 10% respectively (MehrNews, 2011). This meant 

that from almost 70,000 employees working in this sector, approximately 7000 

decided to quit their employment in a given year. This suggests that Iranian 

insurance industry have a significant issue at hand, which is high number of 

employee turnover. 
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 There are, however, many different investigations conducted in different 

countries on distinctive domains concerning the factors that affected turnover 

intention, and these studies had suggested many various models to decrease the 

turnover rate. The main loss to an organization caused by turnover is the loss of its 

professional employees and the organization must act upon it to prevent the loss. 

Hence, the rationale of this study is to determine where the problem lies in the health 

insurance organizations in Iran so that they are able to prevent the loss. 

1.3 Purpose of the Study 

The purpose of this study was to identify and to gain better understanding on 

the relationship between job satisfaction, organizational commitment and insurance 

employee‘s intention to quit using a quantitative methodology. Results can be used to 

allocate additional resources towards one or more of the independent variables in 

order to decrease intent to leave and turnover. This research aims to bring the two 

components together in order for managers to develop the quality of work life for 

employees in the insurance industry. The outcomes of the study will provide the 

means to recognize and modify appropriate methods to improve individual 

satisfaction and decrease employee intention to leave and eventually, decreases 

turnover rate. 

The theoretical foundation of this research was based on several conceptual 

frameworks developed in the western countries, particularly, the job satisfaction 

survey (JSS) published by Spector (1997). Organizational commitment is measured 

by the instrument of ―Affective, Continuance and Normative Commitment Scales‖ 

(ACNCS) based on ―Allen and Meyer’s (1990) three-component model of 

organizational commitment‖. Lastly, the turnover intention Staying or Leaving Index 

(SLI) developed by Bluedorn (1982) is used to guide the evaluation of turnover 

intention in the research. Noticeably, because this research applied the western 

theories to diagnose specific Iran's practices and to identify the interrelations among 

the three constructs by differentiating the insurance companies and organizations, it 

was expected that the findings may be incompatible with existing Iranian and 
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Western concepts, and may provide helpful implications and recommendations for 

both Iranian and Western scholars and practitioners. 

1.4 Objectives of the Study 

The objectives of this research are divided into the general objective and 

specific objectives. 

1.4.1 General Objective 

This research intends to study the employees of Iran‘s insurance industry 

particularly in the health service sector. This research will attempt to examine the 

possible reasons for employees‘ intention to quit their present occupations. This is an 

exploratory research which aims to measure different relationships among the three 

main constructs which are satisfaction factors, organizational commitment and 

turnover intention. This will be further translated into the measurement of each 

construct‘s level of association with and among themselves. The consequences of 

this investigation will permit a better understanding on the association between 

workers‘ job satisfaction and their organizational commitment, in relation to their 

intention to leave. The outcomes will also increase the understanding of the 

determinants of significant individual attitudes. In addition, it is expected that a 

better considerate of these concerns and their relationships will be gained. This study 

may also help insurance organizations in coming out with strategies in recruiting, 

training and promoting future insurance employees, especially in Iran but probably in 

other nations as well. Additionally, it is hoped that the results and findings that this 

study offers, will help Iranian insurance companies in the health insurance sector to 

understand the causes of high turnover in their organizations and minimize the 

implications that arise from it. Thus, the companies will be able to retain their 

experienced, capable and talented employees and hopefully these employees will 

contribute to the development of their organizations now and in the future. 
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1.4.2 Specific Objectives     

In addressing the general objective, this research will be objectively looking 

into the issues stated in the problem statement. In this research, the relationship 

between job satisfaction and organizational commitment in relation to turnover 

intention is being investigated, and the specific research objectives are derived. They 

are:  

1. To examine the overall job satisfaction (Pay, Supervision, Promotion, 

Contingent rewards, Fringe benefits, Coworkers, Operating conditions, 

Nature of work, Communication), organizational commitment (Affective, 

Normative, Continuance commitment), and turnover intention among 

employees in the Iranian health insurance organizations. 

2. To determine the relationship between job satisfaction (Pay, Supervision, 

Promotion, Contingent rewards, Fringe benefits, Coworkers, Operating 

conditions, Nature of work, Communication) and organizational commitment 

(Affective, Normative, Continuance commitment) among employees in the 

Iranian health insurance organizations. 

3. To examine the relationship between job satisfaction (Pay, Supervision, 

Promotion, Contingent rewards, Fringe benefits, Coworkers, Operating 

conditions, Nature of work, Communication)  and turnover intention among 

employees in the Iranian health insurance organizations. 

4. To determine the relationship between organizational commitment 

(Affective, Normative, Continuance commitment) and turnover intention 

among employees in the Iranian health insurance organizations. 

5. To identify the dominant factors of turnover intention among employees in 

the Iranian health insurance organizations. 

6. To identify the employee turnover intention level in the Iranian health 

insurance organizations. 
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1.5 Research Questions 

In this research, the independent variables are the organizational commitment 

and job satisfaction of the insurance employees and the dependent variable is the 

insurance employee‘s intent to quit the organization. In order to investigate the 

relationship between job satisfaction and organizational commitment, in relation to 

employees‘ turnover, the research questions are:  

1. Is the overall job satisfaction (Pay, Supervision, Promotion, Contingent 

rewards, Fringe benefits, Coworkers, Operating conditions, Nature of work, 

Communication) of insurance employees related to their turnover intention? 

2. Is the organizational commitment (Affective, Normative, Continuance 

commitment) of insurance employees related to their turnover intention? 

3. Is the overall job satisfaction (Pay, Supervision, Promotion, Contingent 

rewards, Fringe benefits, Coworkers, Operating conditions, Nature of work, 

Communication) of insurance employees related to their organizational 

commitment?  

4. Which of the job satisfaction factors and the organizational commitment 

factors dominantly influence employee‘s turnover intention in the Iranian 

health insurance organizations? 

5. What is the level of employee‘s turnover intention in Iranian health insurance 

organizations?  

Responding the above questions will provide the insights in seeking the 

answers and relationship between the variables will be identified.                                         

1.6 Research Hypothesis 

The hypotheses provide the direction in the data analysis and a prediction of 

results (Sekaran, 2009). The objective of this research is to investigate whether an 

individual‘s overall job satisfaction with the organization would have a relationship 

on their level of organizational commitment within the organization. Moreover, it is 

significant to investigate whether a high level of job satisfaction and organizational 
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commitment to the organization will also correlate with a rare lower intent to quit. In 

this research, the independent variables are job satisfaction and organizational 

commitment of the insurance employees and the dependent variable is the insurance 

employee‘s intent to quit the organization. The hypotheses and sub-hypotheses of 

this research are as stated below:   

1. H1A: Overall job satisfaction is negatively related to an insurance employee‘s 

intention to quit their organization. 

             H1A1: Satisfaction with pay is negatively related to an insurance employee‘s 

intention to quit their organization. 

             H1A2: Satisfaction with promotion opportunities is negatively related to an 

insurance employee‘s intention to quit their organization. 

             H1A3: Satisfaction with one‘s own supervisor is negatively related to an 

insurance employee‘s intention to quit their organization. 

             H1A4: Satisfaction with fringe benefits is negatively related to an insurance 

employee‘s intention to quit their organization. 

             H1A5: Satisfaction with contingent rewards is negatively related to an 

insurance employee‘s intention to quit their organization. 

             H1A6: Satisfaction with operating conditions is negatively related to an 

insurance employee‘s intention to quit their organization.    

             H1A7: Satisfaction with coworkers is negatively related to an insurance 

employee‘s intention to quit their organization. 

              H1A8:  Satisfaction with nature of work is negatively related to an insurance 

employee‘s intention to quit their organization. 

             H1A9: Satisfaction with organizational communication is negatively related 

to an insurance employee‘s intention to quit their organization. 

2. H2A: Organizational commitment is negatively related to an insurance 

employee‘s intent to leave. 

             H2A1: Affective commitment is negatively related to an insurance 

employee‘s intention to quit their organization. 

             H2A2: Normative commitment is negatively related to an insurance 

employee‘s intention to quit their organization. 

             H2A3: Continuance commitment is negatively related to an insurance 

employee‘s intention to quit their organization. 
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              3. H3A: Overall job satisfaction is positively related to an insurance employee‘s 

organizational commitment.   

1.7 Significance of the Study 

This research provides an in-depth analysis of the relationship between the 

job satisfaction, organizational commitment, and intent to quit in the insurance 

industry in Iran. Life Insurance Marketing and Research Association International 

(LIMRA) continues to monitor and analyze the turnover issue within the insurance 

industry. In this scheme, the investigator enabled employees to assess their level of 

overall satisfaction in nine particular domains, such as pay, supervision, benefits, 

promotion, operating procedures, coworkers, contingent rewards, communication 

and nature of work. Employees have been able to generally assess their job 

satisfaction and organizational commitment on their jobs. Based on their levels of 

overall job satisfaction and organizational commitment, workers have assessed 

regions of dissatisfaction pertaining to their jobs and intention to quit their 

organizations. Indicators have been classified into four factors. They are: 

1. Organization factors which include inadequate training and image 

problems (Hays, 1996).            

2. Employees‘ factors which involve issues with coworkers, low-morale 

and lack of training 

3. Supervisory factors which include lack of supervision or personality 

conflicts 

4. Financial reasons which consist of the need for higher salary or better 

fringe benefits 

Using the well-validated surveys in job satisfaction and organizational 

commitment, the researcher is determined to have a clear focus on decreasing the 

intention of quitting among the employees of health insurance organizations and 

companies. This study contributes to the body of work concerning the investigation 

of overall job satisfaction and organizational commitment. An analysis of the data 



20 

can be directly applied to insurance employees who have the intention of quitting 

their employing organization. The research focuses on the existing and future ways 

to improve employees‘ relations within the organization. The findings can assist 

managers within insurance organizations to understand their focus in decreasing 

turnover rate. 

1.8 Scope of the Study 

According to Ministry of Welfare and Social Security of Iran‘s website 

(MWSS, 2011), Iran has Three large governmental insurance organizations and 20 

large private insurance companies with 926 and 13445 branches, respectively in 

nationwide and thousands of employees. This research will not have sufficient 

resources at its disposal to cover such high number of overall establishments and the 

high number of workers.  However, this study will only cover several selected 

companies and employees whereby it only examines the operational employees of 

health insurance organizations and companies (governmental organizations, state 

owned companies and private companies) in two large cities Ahvaz and Shiraz, 

situated in the Southwestern of Iran. The proper sampling process will represent this 

population and it will be discuss in depth systematically in the third chapter. This is a 

cross sectional study whereby data will be taken from one point in time. 

1.9 Definitions of Key Terms 

This research will use the conceptual and operational terms that are linked to 

the research objectives. The definitions are as follows:  

Job Satisfaction: job satisfaction is explained as a worker‘s personal feelings 

at the workplace. This is a measure to determine the positive and negative feelings 

about one‘s work and to identify the intrinsic or/and extrinsic appearance of one‘s 

work (Bhuian, 2002). 
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Organizational Commitment: The measure to which a person is recognized 

with and is involved in a specific organization (Mowday, 1981); the relation strength 

of an employee recognition with and involved in a specific organization (Oliver, 

2007). Affective commitment: The emotional affective to recognize with and to 

involve a worker in the specific organization (Meyer et al., 2010). ―Continuance 

commitment”: The consciousness of costs related to a worker quitting the 

organization (Meyer et al., 2002). ―Normative commitment”: The emotion of 

responsibility of a worker in continuing their job with the organization (Meyer and 

Allen, 1997). 

Turnover: The “cessation of employment ties‖ (Lambert and Paoline, 2010); 

the result of workers initiates the ending of their employee-organization association 

(Lambert et al., 2001). Employee‘s aware of decision to terminate her or his 

association with an organization (Nadiri and Tanova, 2009). 

Turnover Intention: The concept of quitting the present organization or 

position (Mowday et al., 1982); the series of perception in retreating cognitions (Tett 

and Meyer, 1993). Turnover intention is the expectation on actual turnover (Rumery, 

1997); turnover intention refers to the conscious and deliberate determination of the 

workers to leave the organization (Park and Kim, 2009). An employee‘s plan to quit  

their employing organization (Bluedorn, 1982a). 

Insurance: Insurance is the pooling of fortuitous losses by transfer of such 

risks to insurers, who agrees to indemnify insured people for such losses, to provide 

other pecuniary benefits on the occurrence, or to render services connected with the 

risk (Rejda, 2008).  

Insurance Employee: An employee who sells insurance and delivers services 

for insurance companies (DeNavas-Walt et al., 2008). 
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1.10 Organization of the Thesis      

This research is organized into five chapters. Chapter one contains an 

introduction to the study whereby it provides the background of the study and 

describes the essential motivation behind this research. The problem statements are 

determined in this chapter. This chapter describes the purpose and objectives of this 

study. A short explanation on the critical terms used throughout this research, the 

research questions, the research hypotheses and a discussion on the significant of the 

study, and the scope of the study is also provided in this first chapter. Finally, the 

each variable is defined in this chapter. 

The second chapter provides the relevant literature review. This chapter starts 

with the description of the turnover definition. It also focuses on selected important 

models of turnover with regards to this research. In addition, this chapter explains the 

job satisfaction and several significant theories and model related to job satisfaction 

according to Spector‘s (1985, 1997) job satisfaction model. The relationship between 

the variables according to the viewpoints of different studies is also discussed in this 

chapter. Other than these, the concept of organizational commitment is outlined by 

looking at three different models of organizational commitment. The particular focus 

is placed on ―Allen and Meyer‘s three-component model‖ (1990). The literature 

review will provide reasonable scope for the conceptual model proposed.  

Chapter Three explains the research methodology utilized. This includes the 

employed research method and design, the population and sampling method used, the 

research instruments used and also variables studied, the pilot test conducted, the 

data collection method and last but not least, the reliability and validity tests. 

Chapter Four presents the data analysis which contains the description of the 

results. In this chapter, the discussions on the findings which are gathered from the 

different types of testing will be presented. The research questions will be also be 

answered in this chapter. The final chapter, which is chapter Five, will provide the 

discussions on the conclusion and recommendations. In this chapter, the author will 

provide the overview on the findings, conclude the study and suggest several 

recommendations. The author will also present suggestions for further research. In 
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the conclusion section, the appendices items which are the instrument and the 

permission statements to use the research scales from authors are included.  

  



237 

REFERENCES 

Aarabi, N. and Bromideh, A. (2006). The impact of e-commerce on the Iranian 

insurance companies. 1, 11-18. 

Abbasi, S. and Hollman, K. (2000). Turnover: The real bottom line. Public 

Personnel Management, 29, 333-342. 

Abraham, R. (1999). The relationship between differential inequity, job satisfaction, 

intention to turnover, and self-esteem. The Journal of psychology, 133, 205-215. 

Abraham, S., Friedman, B. and Thomas, R. (2005). The Impact of Union 

Membership on Intent to Leave: Additional Evidence on the Voice Face of 

Unions. Employee Responsibilities and Rights Journal, 17, 201-213. 

Adams, J. (1963). Towards an understanding of inequity. Journal of Abnormal and 

Social Psychology, 67, 422-436. 

Adams, J. (1965). Inequity in social exchange. L. Berkowitz. Advances in 

experimental social psychology, 2, 267-299. 

Ahmed, I., Nawaz, M., Iqbal, N., Ali, I., Shaukat, Z. and Usman, A. (2010). Effects 

of Motivational factors on Employees Job Satisfaction: A case study of 

University of the Punjab, Pakistan. International Journal of Business and 

Management, 5, P70. 

AL-Ghamdi, S. (2010). Influence of organisational commitment and Islamic work 

ethics on attitudes towards organisational change. Journal for Global Business 

Advancement, 3, 257-275. 

Alam, M. and Mohammad, J. (2010). Level of Job Satisfaction and Intent to Leave 

Among Malaysian Nurses. Volume 3-Number 1-January 2010-Semiannual 

Publication, 3, 123. 

Ali, N. (2008). Factors Affecting Overall Job Satisfaction and Turnover Intention. 

Journal of Managerial Sciences, 240. 

Allen, N. and Meyer, J. (1990a). The measurement and antecedents of affective, 

continuance and normative commitment to the organization. Journal of 

Occupational Psychology, 63, 1-18. 



238 

Allen, N. and Meyer, J. (1990b). Organizational socialization tactics: A longitudinal 

analysis of links to newcomers' commitment and role orientation. Academy of 

Management Journal, 33, 847-858. 

Allen, N. and Meyer, J. (1996). Affective, continuance, and normative commitment 

to the organization: An examination of construct validity. Journal of vocational 

behavior, 49, 252-276. 

Allen, R. S. and Helms, M. M. (2001). Reward practices and organizational 

performance. Compensation and Benefits Review, 60 (2), 5-11. 

Ameen, E., Jackson, C., Pasewark, W. and Strawser, J. (1995). An empirical 

investigation of the antecedents and consequences of job insecurity on the 

turnover intentions of academic accountants. Issues in Accounting Education, 10, 

65–82. 

Anderson, J. C. and Gerbing, D. W. (1988). Structural equation modeling in practice: 

A review and recommended two-step approach. Psychological Bulletin, 103, 411. 

Ariño, A. (2002). Measures of strategic alliance performance: An analysis of 

construct validity. Journal of International Business Studies, 34, 66-79. 

Artley, J. (2008). The impact of leadership practices on Generation X employee 

commitment in the health insurance industry. D.B.A. 3314124, Nova 

Southeastern University. 

Arvey, R. D., Bhagat, R. S. and Salas, E. (1991). Cross-cultural and cross-national 

issues in personnel and human resources management: Where do we go from 

here. Research in personnel and human resources management, 9, 367-407. 

Ary, D., Jacobs, L. C., Razavieh, A. and Sorensen, C. (2009). Introduction to 

research in education, Wadsworth Pub Co. 

Aryee, S., Wyatt, T. and Min, M. (1991). Antecedents of organizational commitment 

and turnover intentions among professional accountants in different employment 

settings in Singapore. The Journal of Social Psychology, 131, 545-556. 

Atchison, T. and Lefferts, E. (1972). The prediction of turnover using Herzberg's job 

satisfaction technique. Personnel Psychology, 25, 53-64. 

Babbie, E. R. (2012). The practice of social research, Wadsworth Publishing 

Company. 

Bagozzi, R. P. and Yi, Y. (1988). On the evaluation of structural equation models. 

Journal of the academy of marketing science, 16, 74-94. 



239 

Bagozzi, R. P., Yi, Y. and Phillips, L. W. (1991). Assessing construct validity in 

organizational research. Administrative Science Quarterly, 421-458. 

Bai, J. and Ng, S. (2005). Tests for skewness, kurtosis, and normality for time series 

data. Journal of Business & Economic Statistics, 23, 49-60. 

Barak, M., Nissly, J. and Levin, A. (2001). Antecedents to retention and turnover 

among child welfare, social work, and other human service employees: What can 

we learn from past research? A review and metanalysis. The Social Service 

Review, 75, 625-661. 

Barrington, L. (2009). Comparative Politics: Structures and Choices, Excerpt from 

page 34, Wadsworth Publishing Company. 

Baruch, Y. (1998). Applying empowerment: organizational model. Career 

Development International, 3(2), 82-87. 

Bateman, T. and Strasser, S. (1984). A longitudinal analysis of the antecedents of 

organizational commitment. Academy of Management Journal, 27, 95-112. 

Baylor, K. (2010). The influence of intrinsic and extrinsic job satisfaction factors and 

affective commitment on the intention to quit for occupations characterized by 

high voluntary attrition. D.B.A. 3404479, Nova Southeastern University. 

Beardwell, J. and Claydon, T. (2007). Human resource management: a 

contemporary approach, Pearson Education. 

Becker, T., Randall, D. and Riegel, C. (1995). The multidimensional view of 

commitment and the theory of reasoned action: A comparative evaluation. 

Journal of Management, 21, 617. 

Bedeian, A. G., Kemery, E. R. and Pizzolatto, A. B. (1991). Career commitment and 

expected utility of present job as predictors of turnover intentions and turnover 

behavior. Journal of Vocational Behavior, 39, 331-343. 

Beer, M., Cannon, M. D., Baron, J. N., Dailey, P. R., Gerhart, B., Heneman III, H. 

G., Kochan, T., Ledford Jr, G. E. and Locke, E. A. (2004). Promise and peril in 

implementing pay for performance. Human Resource Management, 43 (1), 3-36. 

Benson, J. and Hagtvet, K. (1996). The interplay among design, data analysis, and 

theory in the measurement of coping. Handbook of coping: Theory, research, 

applications, 83-106. 

Bentein, K., Vandenberg, R., Vandenberghe, C. and Stinglhamber, F. (2005). The 

Role of Change in the Relationship Between Commitment and Turnover: A 

Latent Growth Modeling Approach. Journal of Applied Psychology, 90, 468-482. 



240 

Bentler, P. M. (1990). Comparative fit indexes in structural models. Psychological 

Bulletin, 107, 238. 

Bentler, P. M. and Bonett, D. G. (1980). Significance tests and goodness of fit in the 

analysis of covariance structures. Psychological Bulletin, 88, 588. 

Berns, R. (1990). The Relationship between Vocational Education Teacher Job 

Satisfaction and Teacher Retention Using Discriminant Analysis. 

Berris, M., & Jackson, V (2008). The art of retaining employees. Canadian 

Underwriter, 75, 36-38. 

Bhuian, S. N., & Menguc, B. (2002). Evaluation of Job Characteristics, 

Organizational Commitment and Job Satisfaction in an Expatriate, Guest Worker, 

Sales Setting. Journal of Personal Selling and Sales Management,, 22, 1-12. 

Blankenship, S. (2010). The consequences of transformational leadership and/or 

transactional leadership in relationship to job satisfaction and organizational 

commitment for active duty women serving in the Air Force Medical Service. 

D.B.A. 3398823, Nova Southeastern University. 

Blood, G. W., Ridenour, J. S., Thomas, E. A., Qualls, C. D. and Hammer, C. S. 

(2002). Predicting job satisfaction among speech-language pathologists working 

in public schools. Language, Speech, and Hearing Services in Schools, 33, 282-

292. 

Bluedorn, A. (1982a). The theories of turnover: Causes, effects, and meaning. 

Research in the Sociology of Organizations, 1, 128. 

Bluedorn, A. (1982b). A unified model of turnover from organizations. Human 

Relations, 35, 135-153. 

BMI (1971). Law Establishing of Bimeh Markazi Iran:Insurance Operations:Bimah 

Markazi Iran (central Insurance of Iran, Iran. 

BMI (2011). Annual Report 1389(2010). Bimeh Markazi Iran-Central Insurance of 

Iran. Tehran. Iran. 

Böckerman, P. and Ilmakunnas, P. (2009). Job disamenities, job satisfaction, quit 

intentions, and actual separations: putting the pieces together. Industrial 

Relations: A Journal of Economy and Society, 48, 73-96. 

Bolon, D. (1997). Organizational citizenship behavior among hospital employees: a 

multidimensional analysis involving job satisfaction and organizational 

commitment. Hospital & Health Services Administration, 42, 221. 



241 

Borders, A., Earleywine, M. and Huey, S. (2004). Predicting Problem Behaviors with 

Multiple Expectancies: Expanding Expectancy-Value Theory. Adolescence, 39, 

539-551. 

Brief, A. P. (1998). Attitudes in and around organizations, Sage Publications, Inc. 

Brislin, R., MacNab, B., Worthley, R., Kabigting, F. and Zukis, B. (2005). Evolving 

perceptions of Japanese workplace motivation. International Journal of Cross 

Cultural Management, 5, 87. 

Brislin, R. W. (1970). Back-translation for cross-cultural research. Journal of Cross-

Cultural Psychology, 1, 185-216. 

Brooks, G. and Wallace, J. (2006). A discursive examination of the nature, 

determinants and impact of organisational commitment. Asia Pacific Journal of 

Human Resources, 44, 222. 

Brough, P. and Frame, R. (2004). Predicting Police Job Satisfaction and Turnover 

Intentions: The role of social support and police organisational variables. New 

Zealand Journal of Psychology, 33, 8-17. 

Brown, S. (2004). Reversing fading retention. National Underwriter. Life & Health,. 

108, 12-14. 

Brown, W. A. and Yoshioka, C. F. (2003). Mission attachment and satisfaction as 

factors in employee retention. Nonprofit Management and Leadership, 14, 5-18. 

Browne, M. W., Cudeck, R., Bollen, K. A. and Long, J. S. (1993). Alternative ways 

of assessing model fit. Sage Focus Editions, 154, 136-136. 

Bryman, A. (2008). Social research methods (Third ed.), New York, Oxford. 

Bryman, A. and Bell, E. (2007). Business research methods, Oxford University 

Press, USA. 

Bryman, A. and Cramer, D. (2012). Quantitative data analysis with IBM SPSS 17, 18 

& 19: A guide for social scientists, Routledge. 

Buchanan, B. (1974). Government managers, business executives, and organizational 

commitment. Public Administration Review, 34, 339-347. 

Byrne, B. (2009). Structural Equation Modeling with AMOS: Basic Concepts, 

Applications, and Programming, New York, NY: Routledge. 

Cabrera, A. M. G. and Soto, M. G. G. (2009). Organizational Commitment and 

Intent to Leave in Senior Executives of Multinational Firm Subsidiaries: Cultural 

and Governance-Participation Influences. Cuadernos De Economia Y Direccion 

De La Empresa, 111-141. 



242 

Camp, S. (1994). Assessing the effects of organizational commitment and job 

satisfaction on turnover: An event history approach. The Prison Journal, 74, 279-

305. 

Carayon, P., Schoepke, J., Hoonakker, P., Haims, M. and Brunette, M. (2006). 

Evaluating causes and consequences of turnover intention among IT workers: the 

development of a questionnaire survey. Behaviour & Information Technology, 

25, 381-397. 

Carr, J., Schmidt, A., Ford, J. and DeSHON, R. (2003). Climate perceptions matther: 

A path analysis relating molar climate, cognitive and affective states, and 

individual level work outcomes. J Applied Psychology, 88, 605-619. 

Carraher, S. M. (2011). Turnover prediction using attitudes towards benefits, pay, 

and pay satisfaction among employees and entrepreneurs in Estonia, Latvia, and 

Lithuania. Baltic Journal of Management, 6, 25-52. 

Carsten, J. M. and Spector, P. E. (1987). Unemployment, Job Satisfaction, and 

Employee Turnover: A Meta-Analytic Test of the Muchinsky Model. Journal of 

Applied Psychology, 72, 374-381. 

Castillo, J. and Cano, J. (1999). A Comparative Analysis of Ohio Agriculture 

Teachers. Journal of Agricultural Education, 40, 67-79. 

Cattell, R. B. (1978). The scientific use of factor analysis in behavioral and life 

sciences, Plenum Press New York. 

Cetin, M. (2006). The relationship between job satisfaction, occupational and 

organizational commitment of academics. Journal of American Academy of 

Business, 8, 78-88. 

Chan, E. and Morrison, P. (2000). Factors influencing the retention and turnover 

intentions of registered nurses in a Singapore hospital. Nursing & Health 

Sciences, 2, 113-121. 

Chang, C. L. H. and Lin, I. C. (2008). Career Anchors, National Culture and Leave 

Intent of MIS Professionals in Taiwan. 12th Pacific Asia Conference on 

Information Systems (Pacis 2008), 721-738. 

Chang, H.-T., Chi, N.-W. and Miao, M.-C. (2007). Testing the relationship between 

three-component organizational/occupational commitment and 

organizational/occupational turnover intention using a non-recursive model. 

Journal of Vocational Behavior, 70, 352-368. 



243 

Chang, J. and Choi, J. (2007). The dynamic relation between organizational and 

professional commitment of highly educated research and development (R&D) 

professionals. The Journal of social psychology, 147, 299-315. 

Chebat, J. C. and Kollias, P. (2000). The impact of empowerment on customer 

contact employees‘ roles in service organizations. Journal of Service research, 3 

(1), 66-82. 

Chen, C. (2006). Job satisfaction, organizational commitment, and flight attendants' 

turnover intentions: A note. Journal of Air Transport Management, 12, 274-276. 

Chen, X. P., Lam, S. S. K., Naumann, S. E. and Schaubroeck, J. (2005). Group 

citizenship behaviour: Conceptualization and preliminary tests of its antecedents 

and consequences. Management and Organization Review, 1, 273-300. 

Cheng, Y. and Stockdale, M. S. (2003). The validity of the three-component model 

of organizational commitment in a Chinese context. Journal of Vocational 

Behavior, 62, 465-489. 

Cheung, M., Wu, W., Chan, A. and Wong, M. (2009). Supervisor–Subordinate 

Guanxi and Employee Work Outcomes: The Mediating Role of Job Satisfaction. 

Journal of Business Ethics, 88, 77-89. 

Chiu, C., Chien, C., Lin, C. and Hsiao, C. (2005). Understanding hospital employee 

job stress and turnover intentions in a practical setting. Journal of Management 

Development, 24, 837-855. 

Chiu, R. and Francesco, A. (2003). Dispositional traits and turnover intention: 

Examining the mediating role of job satisfaction and affective commitment. 

International Journal of Manpower, 24, 284-298. 

Chughtai, A. (2008). Impact of Job Involvement on In-Role Job Performance and 

Organizational Citizenship Behaviour. Journal of Behavioral Applied 

Management, 9, 169-183. 

Church, A. and Waclawski, J. (1998). Designing and using organisational surveys., 

San Francisco, Jossey-Bass. 

Clark, T. (2007). The relationship between job satisfaction and turnover in large 

insurance companies: A survey analysis. Ph.D. 3274574, Capella University. 

Clarke, S. P. (2007). Job satisfaction survey report. Nursing, 37, 43-47. 

Clugston, M., Howell, J. P. and Dorfman, P. W. (2000). Does cultural socialization 

predict multiple bases and foci of commitment? Journal of Management, 26, 5-

30. 



244 

Cohen, A. (1996). On the discriminant validity of the Meyer and Allen measure of 

organizational commitment: How does it fit with the work commitment 

construct? Educational and Psychological Measurement, 56, 494. 

Cohen, A. and Golan, R. (2007). Predicting absenteeism and turnover intentions by 

past absenteeism and work attitudes: An empirical examination of female 

employees in long term nursing care facilities. Career Development 

International, 12, 416-432. 

Cohen, L., Manion, L. and Morrison, K. (2007). Research methods in education, 

Psychology Press. 

Cole, P. and Johnson, K. (2007). An exploration of successful copreneurial 

relationships postdivorce. Family Business Review, 20, 185. 

Colquitt, J., LePine, J. and Wesson, M. (2009). Organizational Behaviour. McGraw 

Hill, New York. 

Commission, E. (2005). The New SME Definition: User Guide and Model 

Declaration (2005). Available fro m: http://europa. eu. 

int/comm/enterprise/enterprise_policy/sme_definition/sme_user_guide. pdf. 

Cook, J. and Wall, T. (1980). New work attitude measures of trust, organizational 

commitment and personal need non-fulfilment. Journal of Occupational 

Psychology. 

Coomber, B. and Barriball, K. L. (2007). Impact of job satisfaction components on 

intent to leave and turnover for hospital-based nurses: A review of the research 

literature. International Journal of Nursing Studies, 44, 297-314. 

Cooper, D. and Schindler, P. (2006). Market Research. McGraw Hill, New York, . 

Coovert, M. and Craiger, P. (2000). An expert system for integrating multiple fit 

indices for structural equation models. New Review of applied expert Systems and 

emerging technologies, 6, 39-56. 

Cotton, J. and Tuttle, J. (1986). Employee turnover: A meta-analysis and review with 

implications for research. Academy of Management Review, 11, 55-70. 

Crampton, S. and Wagner, J. (1994). Percept-percept inflation in microorganizational 

research: An investigation of prevalence and effect. Journal of Applied 

Psychology, 79, 67-76. 

Cranny, C. J., Smith, R.C. & Stone, E.F. (1992). Job satisfaction: How people feel 

about their jobs and how it affects their performance, New York, Lexington. 

http://europa/


245 

Cresswell, J. (2005). Educational research planning: Conducting and evaluating 

qualitative and quantitative research. Upper Saddle River, NJ: Merrill & Prentice 

Hall. 

Creswell, J. W. (2009). Research design: Qualitative, quantitative, and mixed 

methods approaches, Sage Publications, Inc. 

Cronbach, L. J. (1951). Coefficient alpha and the internal structure of tests. 

Psychometrika, 16, 297-334. 

Currall, S. C., Towler, A. J., Judge, T. A. and Kohn, L. (2005). Pay satisfaction and 

organizational outcomes. Personnel psychology, 58, 613-640. 

Currivan, D. B. (1999). The Causal Order of Job Satisfaction and Organizational 

Commitment in Models of Employee Turnover. Human Resource Management 

Review, 9, 495-524. 

Dalton, D., Krackhardt, D. and Porter, L. (1981). Functional turnover: An empirical 

assessment. Journal of Applied Psychology, 66, 716-721. 

Dalton, D. and Todor, W. (1982). Turnover: A lucrative hard dollar phenomenon. 

Academy of Management Review, 7, 212-218. 

Davy, J., Kinicki, A. and Scheck, C. (1991). Developing and testing a model of 

survivor responses to layoffs. Journal of vocational behavior, 38, 302-317. 

De Clercq, D. and Rius, I. B. (2007). Organizational Commitment in Mexican Small 

and Medium-Sized Firms: The Role of Work Status, Organizational Climate, and 

Entrepreneurial Orientation*. Journal of Small Business Management, 45, 467-

490. 

De Moura, G. R., Abrams, D., Retter, C., Gunnarsdottir, S. and Ando, K. (2009). 

Identification as an organizational anchor: How identification and job satisfaction 

combine to predict turnover intention. European Journal of Social Psychology, 

39, 540-557. 

DeCarlo, L. T. (1997). On the meaning and use of kurtosis. Psychological Methods, 

2, 292. 

DeConinck, J. and Bachmann, D. (2005). An analysis of turnover among retail 

buyers. Journal of Business Research, 58, 874-882. 

Demir, M. C. (2002). Job satisfaction of nurses, working at Turkish Military Forces 

Hospitals. Military Medicine, 167, 402-404. 



246 

DeNavas-Walt, C., Proctor, B. and Smith, J. (2008). Income, poverty, and health 

insurance coverage in the United States: 2007. Washington, DC: US Census 

Bureau, 2008. Report. 

Dess, G. and Shaw, J. (2001). Voluntary turnover, social capital, and organizational 

performance. Academy of Management Review, 26, 446-456. 

Dordevic, B. (2004). Employee commitment in times of radical organizational 

changes. Economics and Organization, 2, 111–117. 

Dunn, S. C., Seaker, R. F. and Waller, M. A. (1994). Latent variables in business 

logistics research: scale development and validation. Journal of Business 

Logistics, 15, 145-145. 

Duraisingam, V., Pidd, K. and Roche, A. M. (2009). The impact of work stress and 

job satisfaction on turnover intentions: A study of Australian specialist alcohol 

and other drug workers. Drugs: Education, Prevention and Policy, 16, 217-231. 

Edwards Buckingham, C. (2010). A case study exploring the impact of managing 

workplace diversity on diversity awareness and employee job satisfaction. Ph.D. 

3397665, Capella University. 

Egan, T., Yang, B. and Bartlett, K. (2004). The effects of organizational learning 

culture and job satisfaction on motivation to transfer learning and  intention to 

sharing knowledge. Human Resource Development Quarterly, 15, 279-301. 

Eisenberger, R., Huntington, R., Hutchison, S. and D., S. (1986). ―Perceived 

organizational support‖. Journal of applied psychology, 71, 500-507. 

Elding, D. (2005). Modelling employee motivation and performance.A thesis 

submitted to the Faculty of Engineering.University of Birmingham.Doctor of 

Philosophy 

Elias, S. (2009). Employee Commitment in Times of Change: Assessing the 

Importance of Attitudes Toward Organizational Change. Journal of 

Management, 35, 37. 

Everitt, B. (1975). Multivariate analysis: The need for data, and other problems. The 

British Journal of Psychiatry, 126, 237-240. 

Falkenburg, K. and Schyns, B. (2007). Work satisfaction, organizational 

commitment and withdrawal behaviours. Management Research News, 30, 708-

723. 

Farhadi, M. (2009). Improving profitability model in insurance industry, considering 

inflation: the case study of automobile insurance in Iran. 



247 

Fayers, P. M. and Machin, D. (2002). Scores and measurements: validity, reliability, 

sensitivity. Quality of Life: Assessment, analysis and interpretation, 43-71. 

Feinstein, A. H. and Vondrasek, D. (2001). A study of relationships between job 

satisfaction and organizational commitment among restaurant employees. 

Journal of Hospitality, Tourism & Leisure Science. 

Field, A. (2009). Discovering statistics using SPSS, Sage Publications Limited. 

Firth, L., Mellor, D., Moore, K. and Loquet, C. (2004). How can managers reduce 

employee intention to quit? Journal of Managerial Psychology, 19, 170-187. 

Fishbein, M. (1967). Attitude and the prediction of behavior. Readings in attitude 

theory and measurement, 477-492. 

Fishbein, M. and Ajzen, I. (1975). Belief, attitude, intention and behavior: An 

introduction to theory and research. 

Ford, R. C., McLaughlin, F. S. and Newstrom, J. W. (2003). Questions and Answers 

about Fun at Work. Human Resource Planning, 26 (4), 18-34. 

Fornell, C. and Larcker, D. F. (1981). Evaluating structural equation models with 

unobservable variables and measurement error. Journal of Marketing research, 

39-50. 

Fox, K. A. (2001). Invisible competition: some lessons learned. Journal of Business 

Strategy, 22 (4), 36-40. 

Freund, A. (2005). Commitment and job satisfaction as predictors of turnover 

intentions among welfare workers. Administration in Social Work, 29, 5-21. 

Gaertner, S. (1999). Structural determinants of job satisfaction and organizational 

commitment in turnover models. Human Resource Management Review, 9, 479-

493. 

Gaines, J. and Jermier, J. (1983). Emotional exhaustion in a high stress organization. 

Academy of Management Journal, 26, 567-586. 

Gall, J. P., Gall, M. D. and Borg, W. R. (2005). Applying educational research:An 

introduction (8th ed.). Longman. 

Gatewood, J. and McCay, B. (1990). Comparison of job satisfaction in six New 

Jersey fisheries: implications for management. Human Organization, 49, 14-25. 

George, D. and Mallery, P. (2006). SPSS for Windows step by step: a simple guide 

and reference 6th ed. Allyn and Bacon. 

George, J., Jones, G. and Sharbrough, W. (2008). Understanding and managing 

organizational behavior, Pearson Prentice Hall Upper Saddle River, NJ. 



248 

Gerbing, D. W. and Anderson, J. C. (1988). An updated paradigm for scale 

development incorporating unidimensionality and its assessment. Journal of 

Marketing research, 186-192. 

Ghafourian SharifHeravi, M., Shahidi, S. and Nik Mahmood, N. (Year). 

Investigating the relationships between leadership style and personnel turnover 

intention in it companies in Iran. In, 2010. ACM, 48-54. 

Gilgeous, V. (1998). Manufacturing managers: their quality of working life. 

Integrated Manufacturing Systems, 9 (3), 173-186. 

Gomez-Meija, L. R., Balkin,  D.B. and Cardy, R.L (2007). Managing Human 

Resources (5th ed.), New Jersey, Pearson Education, Inc. 

Gordon, M. (2007). The Examination of Correctional Officers‘ Organizational 

Commitment. Professional Issues in Criminal Justice, 190. 

Goswami, S., Mathew, M. and Chadha, N. (2007). Differences in occupational 

commitment amongst scientists in Indian defence, academic, and commercial R 

& D organizations. Vikalpa, 32, 13. 

Green, P. E., Tull, D. S., &Albaum, G. (1988). Research for marketing decisions 

(5thed.), New Jersey, Prentice Hall. 

Greenberg, J. and Baron, R. (2003). Behavior in Organizations, Prentice Hall. Upper 

Saddle River, New Jersey. 

Griffeth, R., Griffeth, R. and Hom, P. (2004). Innovative theory and empirical 

research on employee turnover, Information Age Pub Inc. 

Griffeth, R. and Hom, P. (1995). The employee turnover process. Research in 

personnel and human resources management, 13, 245–93. 

Griffeth, R., Hom, P. and Gaertner, S. (2000). A meta-analysis of antecedents and 

correlates of employee turnover: Update, moderator tests, and research 

implications for the next millennium. Journal of Management, 26, 463-488. 

Grigg, S. (2009). The impact of job satisfaction, organizational commitment, and 

intent to leave on employee retention: An investigation within the child care 

industry. Ph.D. 3373462, Capella University. 

Hackman, J. and Oldham, G. (1975). Development of the job diagnostic survey. 

Journal of Applied Psychology, 60, 159-170. 

Hackman, J. R. and Oldham, G. R. (1980). Work redesign, Prentice Hall. 

 



249 

Hadjistavropoulos, H. D., Frombach, I. K. and Asmundson, G. J. G. (1999). 

Exploratory and confirmatory factor analytic investigations of the Illness 

Attitudes Scale in a nonclinical sample. Behaviour research and therapy, 37, 

671-684. 

Hair, J. F., Anderson, R., Tatham, R. and Black, W. (2006). Multivariate data 

analysis . Upper Saddle River, NY: Pearson Education. Inc. 

Hair, J. J. F., Black, W. C., Babin, B. J. & Anderson, R. E. (2010). Multivariate Data 

Analysis: A global perspective, Upper Saddle River, New Jersey: Pearson 

Education. 

Hall, D. B. and Wang, L. (2005). Two-component mixtures of generalized linear 

mixed effects models for cluster correlated data. Statistical Modelling, 5, 21-37. 

Handlon, R. (2009). The departure of the insurance agent: The impact organizational 

commitment, organizational justice, and job satisfaction have on intent to leave in 

the insurance industry. Ph.D. 3369555, Capella University. 

Hatcher, L. (1994). A step-by-step approach to using the SAS system for factor 

analysis and structural equation modeling, Sas Institute. 

Hays, D. (1996). Companies look to stem agent turnover. Best‘s Review. 97, 34-38. 

Hendrix, W. H., Robbins, T., Miller, J. and Summers, T. P. (1998). Effects of 

procedural and distributive justice on factors predictive of turnover. Journal of 

Social Behavior & Personality. 

Herzberg, F. (1966). Work and the Nature of Man (Cleveland. World, 290, 339-341. 

Herzberg, F. and Mausner, B. (1959). Snyderman, The motivation to work. New 

York. 

Herzberg, F., Mausner, B. and Peterson, R. (1957). Job attitudes: Review of research 

and opinion. 

Higgins, B. (2003). Seeking Solutions for the Recruiting Crisis. National 

Underwriter/Life & Health Financial Services, 107, 4-5. 

Highman, A. (1955). The Audited Self-Administered Questionnaire. The Journal of 

Marketing, 155-159. 

Hinkin, T. R. (1995). A review of scale development practices in the study of 

organizations. Journal of Management, 21, 967-988. 

Hogan, J. (1992). Turnover and what to do about it. The Cornell Hotel and 

Restaurant Administration Quarterly, 33, 40-45. 



250 

Holton, E. and Burnett, M. (1997). Qualitative research methods. Human resource 

development research handbook: Linking research and practice. San Francisco: 

Berrett-Koehler Publishers. 

Hom, P., Caranikas-Walker, F., Prussia, G. and Griffeth, R. (1992). A meta-

analytical structural equations analysis of a model of employee turnover. Journal 

of Applied Psychology, 77, 890-890. 

Hom, P. and Kinicki, A. (2001). Toward a greater understanding of how 

dissatisfaction drives employee turnover. Academy of Management Journal, 975-

987. 

Hom, P. W., Katerberg, R. and Hulin, C. L. (1979). Comparative examination of 

three approaches to the prediction of turnover. Journal of Applied Psychology, 

64, 280-290. 

Hong, W., Wei, S. and Chen, Y. (2007). A Comparative Test of Two Employee 

Turnover Prediction Models. International Journal of Management, 24, 216. 

Hoppock, R. (1935). Job satisfaction., New York, Harper and brothers. 

Horn, P. and Griffeth, R. (1995). Employee turnover. Cincinnati, OH: South-Western 

Publishing. 

House, R. J., Wright, N. S. and Aditya, R. N. (1997). Cross-cultural research on 

organizational leadership: A critical analysis and a proposed theory. 

Hoyle, R. H. (1995). Structural equation modeling: Concepts, issues, and 

applications, Sage Publications, Incorporated. 

Hsu, H. (2009). Organizational learning culture's influence on job satisfaction, 

organizational commitment, and turnover intention among R&D professionals in 

Taiwan during an economic downturn. Ph.D. 3366878, University of Minnesota. 

Huffman, G. (2007). How two can be stronger as one. U.S. Marketplace,. 14, 6. 

Hulin, C. L. and Mayer, L. J. (1986). Psychometric equivalence of a translation of 

the Job Descriptive Index into Hebrew. Journal of Applied Psychology, 71, 83-

94. 

Hulland, J., Chow, Y. H. and Lam, S. (1996). Use of causal models in marketing 

research: A review. International Journal of Research in Marketing, 13, 181-197. 

Hutcheson, G. and Sofroniou, N. (1999). The multivariate social scientists. London: 

SAGE Publications. 



251 

Idrus, D., Salahudin, M., Baharin, M. and Abdullah, M. (2009). Occupational 

Content and Turnover Intention: A Case Study of Small and Medium Sized 

Enterprises. Malaysia Labour Review 3, 63-73. 

Igbaria, M. and Guimaraes, T. (1999). Exploring differences in employee turnover 

intentions and its determinants among telecommuters and non-telecommuters. 

Journal of Management Information Systems, 16, 147-164. 

Igbaria, M., Guimaraes, T. and Davis, G. B. (1995). Testing the determinants of 

microcomputer usage via a structural equation model. Journal of management 

information systems, 87-114. 

Igbaria, M. and Siegel, S. R. (1992). The reasons for turnover of information systems 

personnel. Information & Management, 23, 321-330. 

Ingersoll, G., Olsan, T., Drew-Cates, J., DeVinney, B. and Davies, J. (2002). Nurses' 

job satisfaction, organizational commitment, and career intent. Journal of 

Nursing Administration, 32, 250. 

Iverson, R. and Buttigieg, D. (1999). Affective, normative and continuance 

commitment. Journal of Management Studies, 36, 307-33. 

Iverson, R., Mueller, C. and Price, J. (2004). Revisiting the cosmopolitan-local 

construct. An event history analysis of employee turnover. Innovative theory and 

empirical research on employee turnover, 55-72. 

Jahangir, N., Akbar, M. and Begum, N. (2006). The role of social power, procedural 

justice, organizational commitment, and job satisfaction to engender 

organizational citizenship behavior. ABAC Journal, 26, 21-36. 

James, L. R., Mulaik, S. A. and Brett, J. M. (1982). Causal analysis: Assumptions, 

models, and data, Sage publications Beverly Hills, CA. 

Jaramillo, F., Mulki, J. and Marshall, G. (2005). A meta-analysis of the relationship 

between organizational commitment and salesperson job performance: 25 years 

of research. Journal of Business Research, 58, 705-714. 

Jaramillo, F., Mulki, J. and Solomon, P. (2006). The role of ethical climate on 

salesperson's role stress, job attitudes, turnover intention, and job performance. 

Journal of Personal Selling and Sales Management, 26, 271-282. 

Jaros, S., Jermier, J., Koehler, J. and Sincich, T. (1993). Effects of continuance, 

affective, and moral commitment on the withdrawal process: An evaluation of 

eight structural equation models. Academy of Management Journal, 36, 951-995. 



252 

Johns, G., Saks, A. M. and Michael, A. (2001). Organizational behaviour: 

Understanding and managing life at work, Upper Saddle River, NJ: Prentice 

Hall. 

Johnson, C. R. and Schultz, D. E. (2004). A focus on customers. Marketing 

Management, 13 (5), 20-27. 

Johnston, M. W., Griffeth, R. W., Burton, S. and Carson, P. P. (1993). An 

exploratory investigation into the relationshps between promotion and turnover: 

A quasi-experimental longitudinal study. Journal of Management, 19, 33-49. 

Joiner, T., Bartram, T. and Garreffa, T. (2004). The effects of mentoring on 

perceived career success, commitment and turnover intentions. Journal of 

American Academy of Business, 5, 164-70. 

Jones, E., Chonko, L., Rangarajan, D. and Roberts, J. (2007). The role of overload on 

job attitudes, turnover intentions, and salesperson performance. Journal of 

Business Research, 60, 663-671. 

Joreskog, K. G. (1970). A general method for estimating a linear structural equation 

system. 

Joseph, D., Ng, K., Koh, C. and Ang, S. (2007). Turnover of information technology 

professionals: a narrative review, meta-analytic structural equation modeling, and 

model development. Management Information Systems Quarterly, 31, 7. 

Josias, B. (2005). The Relationship between Job Satisfaction and Absenteeism in a 

Selected Field Services Section Within an Electricity Utility in the Western Cape. 

University of the Western Cape. 

Kachigan, S. K. (1991). Multivariate Statistical Analysis. A Conceptual Approach. 

Radius Press, New York (ISBN 0-942154-91-6). 

Kaiser, H. F. (1974). An index of factorial simplicity. Psychometrika, 39, 31-36. 

Kanter, R. (1968). Commitment and social organization: A study of commitment 

mechanisms in utopian communities. American Sociological Review, 33, 499-

517. 

Kaplan, D. (2008). Structural equation modeling: Foundations and extensions, Sage 

Publications, Incorporated. 

Karatepe, O. M., Uludag, O., Menevis, I., Hadzimehmedagic, L. and Baddar, L. 

(2006). The effects of selected individual characteristics on frontline employee 

performance and job satisfaction. Tourism Management, 27, 547-560. 



253 

Kazemian, M. (2004). Iran‘s National Health Accounts, 1971-2001: Analytic 

Framework and Methodological Issues. unpublished monograph, Tehran. 

Kenny, D. A. and McCoach, D. B. (2003). Effect of the number of variables on 

measures of fit in structural equation modeling. Structural Equation Modeling, 

10, 333-351. 

Kerlinger, F. N. (1986). Foundations of behavioral research . Fort Worth, TX: Holt, 

Rinehart and Winston. Inc. 

Khatri, N., Fern, C. and Budhwar, P. (2001). Explaining employee turnover in an 

Asian context. Human Resource Management Journal, 11, 54-74. 

Kim, J. O. and Mueller, C. W. (1978). Factor analysis: Statistical methods and 

practical issues, Sage Publications, Incorporated. 

Kim, W. G., Leong, J. K. and Lee, Y.-K. (2005). Effect of service orientation on job 

satisfaction, organizational commitment, and intention of leaving in a casual 

dining chain restaurant. International Journal of Hospitality Management, 24, 

171-193. 

Kinicki, A., Kreitner, R., Cole, N. and Dawn, N. (2003). Organizational behavior: 

key concepts, skills & best practices, Irwin/McGraw-Hill. 

Kinjerski, V. and Skrypnek, B. (2008). The promise of spirit at work: increasing job 

satisfaction and organizational commitment and reducing turnover and 

absenteeism in long-term care. Journal of Gerontological Nursing, 34, 17. 

Kittiruengcharn, N. (1997). Impacts of job and organizational satisfaction, and 

organizational commitment on turnover intention in Thai public sector engineers. 

Kline, R. B. (2010). Principles and practice of structural equation modeling, Guilford 

press. 

Kontoghiorghes, C. (2003). Identification of key predictors of organizational 

competitiveness in a service organization. Organization Development Journal, 21 

(2), 28-38. 

Kontoghiorghes, C. and Bryant, N. (2004). Exploring employee commitment in a 

service organization in the health care insurance industry. Organization 

Development Journal, Jan 2004, 22, 59-73. 

Kreitner, R. (2005). Foundations of Management: basics and best practices, 

Houghton Mifflin, Boston. 

Kreitner, R. and Kinicki, A. (2007). Organizational Behavior. New York. NY: 

McGraw-Hill. 



254 

Krejcie, R. and Morgan, D. (1970). Determining sample size for research activities, 

educational and psychological measurement. Educational and Psychological 

Measurement, 30, 607-610. 

Kulas, J., McInnerney, J., DeMuth, R. and Jadwinski, V. (2007). Employee 

satisfaction and theft: Testing climate perceptions as a mediator. The Journal of 

Psychology, 141, 389-402. 

Kwantes, C. (2009). Culture, job satisfaction and organizational commitment in India 

and the United States. Journal of Indian Business Research, 1, 196-212. 

Labiry, S. (1994). Building commitment through organizational culture. Training 

And Development-Alexandria-American Society For Training And Development, 

48, 50-50. 

Lambert, E. and Paoline, E. A. (2010). Take this job and shove it: An exploratory 

study of turnover intent among jail staff. Journal of Criminal Justice, 38, 139-

148. 

Lambert, E. G., Lynne Hogan, N. and Barton, S. M. (2001). The impact of job 

satisfaction on turnover intent: a test of a structural measurement model using a 

national sample of workers. The Social Science Journal, 38, 233-250. 

Lance, C. (1991). Evaluation of a structural model relating job satisfaction, 

organizational commitment, and precursors to voluntary turnover. Multivariate 

Behavioral Research, 26, 137-162. 

Landsberg, R. (2004). Equity-Based Incentives. Journal of Financial Service 

Professionals, 58 (5), 30-33. 

Laschinger, H. K. S., Finegan, J. E., Shamian, J. and Wilk, P. (2004). A longitudinal 

analysis of the impact of workplace empowerment on work satisfaction. Journal 

of Organizational Behavior, 25 (4), 527-545. 

Leach, M. (1998). The Effects of Self-Regulatory Training on Salesperson Job 

Satisfaction and Performance: Examining the Role of Self-Regulation Skills and 

Self-Efficacy, Georgia State University. 

Lee, H. and Liu, C. (2007). An examination of factors affecting repatriates' turnover 

intentions. International Journal of Manpower, 28, 122-134. 

Lee, K., Allen, N. J., Meyer, J. P. and Rhee, K. Y. (2001). The Three Component 

Model of Organisational Commitment: An Application to South Korea. Applied 

Psychology, 50, 596-614. 

Lee, S. Y. (2007). Structural equation modeling: A Bayesian approach, Wiley. 



255 

Lee, T., Mitchell, T., Wise, L. and Fireman, S. (1996). An unfolding model of 

voluntary turnover. Academy of Management Journal, 39, 5-36. 

Lehman, D. R., Chiu, C. and Schaller, M. (2004). Psychology and culture. Annu. 

Rev. Psychol., 55, 689-714. 

Lim, S. (2008). Job satisfaction of information technology workers in academic 

libraries. Library & Information Science Research, 30, 115-121. 

Liu, B., Liu, J. and Hu, J. (2010). Person-organization fit, job satisfaction, and 

turnover intention: An empirical study in the Chinese public sector. Social 

Behavior and Personality, 38, 615-626. 

Liu, C., Borg, I. and Spector, P. E. (2004). Measurement equivalence of the German 

Job Satisfaction Survey used in a multinational organization: implications of 

Schwartz's culture model. Journal of Applied Psychology, 89, 1070-1082. 

Locke, E. (1976). The nature and causes of job satisfaction. Handbook of industrial 

and organizational psychology, 1, 1297-1343. 

Lok, P. and Crawford, J. (2004). The effect of organisational culture and leadership 

style on job satisfaction and organisational commitment. Journal of Management 

Development, 23, 321-338. 

Lu, K. Y., Lin, P. L., Wu, C. M., Hsieh, Y. L. and Chang, Y. Y. (2002). The 

relationships among turnover intentions, professional commitment, and job 

satisfaction of hospital nurses. Journal of Professional Nursing, 18, 214-219. 

Lucier, R. (2009). Comparing relationships of employee satisfaction, organizational 

size, years with firm, and age. Ph.D. 3366063, Capella University. 

Lum, L., Kervin, J., Clark, K., Reid, F. and Sirola, W. (1998). Explaining nursing 

turnover intent: job satisfaction, pay satisfaction, or organizational commitment? 

Journal of Organizational Behavior, 19, 305-320. 

Luna-Arocas, R. and Camps, J. (2007). A model of high performance work practices 

and turnover intentions. Personnel Review, 37, 26-46. 

Lund, D. (2003). Organizational culture and job satisfaction. Journal of Business & 

Industrial Marketing, 18, 219-236. 

Lussier, R. a. p. M. (1998). organizational behaviour: A skill-building approach, 

Sydney, McGraw-Hill Book Company Australia Pty Limited. 

Luthans, F. (1998). Organizational Behavior, United States of America, Craig 

s.Beytien. 



256 

Luthans, F. and Avolio, B. (2009). The ―point‖ of positive organizational behavior. 

Journal of Organizational Behavior, 30, 291-307. 

Macky, K. and Boxall, P. (2007). The relationship between ‗high-performance work 

practices‘ and employee attitudes: an investigation of additive and interaction 

effects. The International Journal of Human Resource Management, 18, 537-

567. 

Maertz, C. P. and Griffeth, R. W. (2004). Eight Motivational Forces and Voluntary 

Turnover: A Theoretical Synthesis with Implications for Research. Journal of 

Management, 30, 667-683. 

Makin, G. A. (2005). Understanding the turnover intentions of youth pastors. Ph.D. 

3188228, Regent University. 

Malewicki, D. (2005). Member involvement in entrepreneur network organizations: 

The role of commitment and trust. Journal of Developmental Entrepreneurship 

(JDE), 10, 141-166. 

March, J. G. and Simon.H (1958). Organizations, New York: Wiley. 

Mardia, K. V. (1970). Measures of multivariate skewness and kurtosis with 

applications. Biometrika, 57, 519-530. 

Markus, H. R. and Kitayama, S. (1991). Culture and the self: Implications for 

cognition, emotion, and motivation. Psychological Review; Psychological 

Review, 98, 224. 

Marsh, H. W. and Hocevar, D. (1985). Application of confirmatory factor analysis to 

the study of self-concept: First-and higher order factor models and their 

invariance across groups. Psychological Bulletin, 97, 562. 

Martin, A., Mactaggart, D. and Bowden, J. (2006). The barriers to the recruitment 

and retention of supervisors/managers in the Scottish tourism industry. 

International Journal of Contemporary Hospitality Management, 18, 380-397. 

Maslow, A. (1943). A theory of motivation. Psychological Review, 50, 370-96. 

Maslow, A. (1954). Motivation and personality, New York, Harper & Row. 

Masri, M. (2009). Job Satisfaction and Turnover Intention Among the Skilled 

Personnel in TRIplc BERHAD. Master, UUM. 

Mathieu, J. and Zajac, D. (1990). A review and meta-analysis of the antecedents, 

correlates, and consequences of organizational commitment. Psychological 

bulletin, 108, 171-194. 



257 

Mattila, R. R. (2006). The relationship between burnout, job satisfaction, turnover 

intention, and organizational commitment in IT workers. Ph.D. 3206570, Capella 

University. 

Maxwell, J. (1996). Qualitative research design: An interactive approach. Applied 

Social Research Methods Series .Thousand Oaks, CA: Sage Publications. 

Maynard, D. C., Thorsteinson, T. J. and Parfyonova, N. M. (2006). Reasons for 

working part-time: Subgroup differences in job attitudes and turnover intentions. 

Career Development International, 11, 145-162. 

McBey, K. and Karakowsky, L. (2001). Examining sources of influence on 

employee turnover in the part-time work context. Career Development 

International, 6, 39-48. 

McCleese, C. S. and Eby, L. T. (2006). Reactions to job content plateaus: examining 

role ambiguity and hierarchical plateaus as moderators. The Career Development 

Quarterly, 55, 64-76. 

McEvoy, G. and Cascio, W. (1987). Do good or poor performers leave? A meta-

analysis of the relationship between performance and turnover. Academy of 

Management Journal, 30, 744-762. 

Mckay, P., Avery, D., Tonidandel, S., Morris, M., Hernandez, M. and Hebl, M. 

(2007). Racial differences in employee retention: Are diversity climate 

perceptions the key? Personnel Psychology, 60, 35-62. 

McLaughlin, E. G. H., Adamson, B. J., Lincoln, M. A., Pallant, J. F. and Cooper, C. 

L. (2010). Turnover and intent to leave among speech pathologists. Australian 

Health Review, 34, 227-233. 

McMillan, J. H. and Schumacher, S. (2001). Research in education: A conceptual 

introduction, Longman New York. 

McMurtrey, M. E., Grover, V., Teng, J. T. C. and Lightner, N. J. (2002). Job 

satisfaction of information technology workers: The impact of career orientation 

and task automation in a CASE environment. Journal of Management 

Information Systems, 19, 273-302. 

McNabb, N. (2009). The daily floggings will continue until morale improves: An 

examination of the relationships among organizational justice, job satisfaction, 

organizational commitment and intention to turnover. Ph.D. 3352987, The 

University of Oklahoma. 



258 

McShane, S. L. and Glinow , V. A. (2010). Organizational Behaviour: Emerging 

Knowledge and Parctice for the Real World, Now York, McGraw-Hill/Irwin, . 

Mehrdad, R. (2009). Health system in Iran. International Medical Community 

Journal, 52, 69–73. 

MehrNews. (2011). Annual Report (1390).http://www.mehrnews.com/fa/ [Online]. 

Tehran.  [Accessed]. 

Menard, S. (2001). Applied logistic regression analysis, Sage Publications, 

Incorporated. 

Messmer, M. (2004). Retaining your top performers. Strategic Finance, 85, 11-12. 

Messmer, M. (2005). Building employee job satisfaction. Employment Relations 

Today, 32, 53-59. 

Meyer, J. and Allen, N. (1988). Links between work experiences and organizational 

commitment during the first year of employment: A longitudinal analysis. 

Journal of Occupational Psychology, 61, 195-209. 

Meyer, J. and Allen, N. (1991). A three-component conceptualization of 

organizational commitment. Human resource management review, 1, 61-89. 

Meyer, J. and Allen, N. (1997). Commitment in the workplace: Theory, research, and 

application, Sage Publications, Inc. 

Meyer, J. and Allen, N. (2004). TCM employee commitment survey, academic users 

guide. London, Ontario: Department of Psychology, The University of Western 

Ontario. 

Meyer, J., Allen, N. and Gellatly, I. (1990). Affective and continuance commitment 

to the organization: Evaluation of measures and analysis of concurrent and time-

lagged relations. Journal of applied psychology, 75, 710-720. 

Meyer, J., Allen, N. and Smith, C. (1993). Commitment to organizations and 

occupations: Extension and test of a three-component conceptualization. Journal 

of Applied Psychology, 78, 538-551. 

Meyer, J., Bobocel, D. and Allen, N. (1991). Development of organizational 

commitment during the first year of employment: A longitudinal study of pre-and 

post-entry influences. Journal of Management, 17, 717. 

Meyer, J., Irving, P. and Allen, N. (1998). Examination of the combined effects of 

work values and early work experiences on organizational commitment. Journal 

of Organizational Behavior, 19, 29-52. 

http://www.mehrnews.com/fa/


259 

Meyer, J., Paunonen, S., Gellatly, I., Goffin, R. and Jackson, D. (1989). 

Organizational commitment and job performance: It's the nature of the 

commitment that counts. Journal of applied psychology, 74, 152. 

Meyer, J. P., Hecht, T. D., Gill, H. and Toplonytsky, L. (2010). Person-organization 

(culture) fit and employee commitment under conditions of organizational 

change: A longitudinal study. Journal of Vocational Behavior, 76, 458-473. 

Meyer, J. P., Stanley, D. J., Herscovitch, L. and Topolnytsky, L. (2002). Affective, 

Continuance, and Normative Commitment to the Organization: A Meta-analysis 

of Antecedents, Correlates, and Consequences. Journal of Vocational Behavior, 

61, 20-52. 

Meyers, L. S., Gamst, G. and Guarino, A. J. (2005). Applied multivariate research: 

Design and interpretation, Sage Publications, Incorporated. 

Miles, M. and Huberman, A. (1994). Qualitative data analysis: An expanded 

sourcebook Thousand Oaks. Calif: Sage. 

Mitchell, O., Mackenzie, D. L., Styve, G. J. and Gover, A. R. (2000). The impact of 

individual, organizational, and environmental attributes on voluntary turnover 

among juvenile correctional staff members. Justice Quarterly, 17, 333-357. 

Mitchell, T., Holtom, B., Lee, T., Sablynski, C. and Erez, M. (2001). Why people 

stay: Using organizational embeddedness to predict voluntary turnover. Academy 

of Management Journal, 44, 1102-1121. 

Mobley, W. and Fisk, M. (1982). Employee turnover: Causes, consequences, and 

control, Addison-Wesley Reading, MA. 

Mobley, W., Griffeth, R., Hand, H. and Meglino, B. (1979). Review and conceptual 

analysis of the employee turnover process. Psychological Bulletin, 86, 493-522. 

Mobley, W. H. (1977). Intermediate linkages in the relationship between job 

satisfaction and employee turnover. Journal of Applied Psychology, 62, 237-240. 

Mobley, W. H., Horner, S. O. and Hollingsworth, A. T. (1978). An evaluation of 

precursors of hospital employee turnover. Journal of Applied Psychology, 63, 

408-414. 

Mogotsi, I. C. (2009). An empirical investigation into the relationships among 

knowledge sharing behaviour, organizational citizenship behaviour, job 

satisfaction and organizational commitment. University of Pretoria. 

Monks, J. and Pizer, S. (1998). Trends in voluntary and involuntary job turnover. 

Industrial Relations: A Journal of Economy and Society, 37, 440-459. 



260 

Mor Barak, M. E., Levin, A., Nissly, J. A. and Lane, C. J. (2006). Why do they 

leave? Modeling child welfare workers' turnover intentions. Children and Youth 

Services Review, 28, 548-577. 

Mosadeghrad, A. M., Ferlie, E. and Rosenberg, D. (2008). A study of the 

relationship between job satisfaction, organizational commitment and turnover 

intention among hospital employees. Health Services Management Research, 21, 

211-227. 

Mottaz, C. and Potts, G. (1986). An empirical evaluation of models of work 

satisfaction. Social Science Research, 15, 153-173. 

Mowday, R., Porter, L. and Steers, R. (1982). Organizational linkages: The 

psychology of commitment, absenteeism, and turnover. San Diego. 

Mowday, R. T. (1981). Viewing turnover from the perspective of those who remain: 

The relationship of job attitudes to attributions of the causes of turnover. Journal 

of Applied Psychology, 66, 120-123. 

Mowday, R. T. (1998). Reflections on the study and relevance of organizational 

commitment. Human Resource Management Review, 8, 387-401. 

Mowday, R. T., Steers, R. M. and Porter, L. W. (1979). The measurement of 

organizational commitment. Journal of Vocational Behavior, 14, 224-247. 

Moynihan, D. P. and Pandey, S. K. (2007). Finding Workable Levers Over Work 

Motivation Comparing Job Satisfaction, Job Involvement, and Organizational 

Commitment. Administration & Society, 39, 803-832. 

Muhwezi, M. (2010). Horizontal purchasing collaboration in developing countries: 

behavioural issues in public united in Uganda. 

Muise, N. (2007). Product development: How to achieve a competitive advantage. 

U.S.Marketplace. 14, 2. 

Mulki, J., Lassk, F. and Jaramillo, F. (2008). The Effect of Self-Efficacy on 

Salesperson Work Overload and Pay Satisfaction. Journal of Personal Selling 

and Sales Management, 28, 285-298. 

Mullins, J. L. (1985). Management and Organizational abehaviour., London, A 

Longman Group Campany. 

Munene, J. and Dul, R. (1989). Exploring normative commitment with Nigerian 

extension workers. Public Administration and Development, 9, 169-183. 



261 

Muse, L. and Stamper, C. (2007). Perceived organizational support: Evidence for a 

mediated association with work performance. Journal of Managerial Issues, 19, 

517. 

MWSS. (2011). Ministry of Welfare and Social Security of Iran. I.R.R [Online]. 

Tehran.  [Accessed]. 

Nadiri, H. and Tanova, C. (2009). An investigation of the role of justice in turnover 

intentions, job satisfaction, and organizational citizenship behavior in hospitality 

industry. International Journal of Hospitality Management, 29, 33-41. 

Nadiri, H. and Tanova, C. (2010). An investigation of the role of justice in turnover 

intentions, job satisfaction, and organizational citizenship behavior in hospitality 

industry. International Journal of Hospitality Management, 29, 33-41. 

Near, J. (1989). Organizational commitment among Japanese and US workers. 

Organization Studies, 10, 281. 

Netemeyer, R., Bearden, W. and Sharma, S. (2003). Scaling Procedures: Issues and 

ApplicationsSage Publications. Thousands Oak, CA. 

Neter, J., Kutner, M. H., Nachtsheim, C. J. and Wasseman, W. (1996). Applied linear 

statistical models. 

Neuman, W. (2003). Qualitative and quantitative research designs. Neuman WL. 

Social research methods qualitative and quantitative approaches. 6th ed. Boston: 

Pearson A and B, 149-178. 

Niederman, F. and Sumner, M. (2006). Effect of Tasks, Salaries, and Shocks on Job 

Satisfaction Among MIS Professionals. Advanced topics in information 

resources management, 17, 49-72. 

Nunnally, J. and Bernstein, I. (1994). Psychological theory. New York: McGraw-

Hill. 

Nyberg, A. (2010). Retaining Your High Performers: Moderators of the 

Performance-Job Satisfaction-Voluntary Turnover Relationship. Journal of 

Applied Psychology, 95, 440-453. 

Ochola, J. (2008). Assessment of faculty self initiated intention to leave: A causal 

model of turnover. Ph.D. 3340225, The University of Iowa. 

Odon, R. Y., Boxx, W.R. & Dunn, M.G. (1990). Organizational cultures, 

commitment, satisfaction and cohesion. Public  Management Review,, 14, 157-

168. 



262 

Oh, T. (1996). ``Employee retention: managing your turnover drivers''. HR Focus, 

73, 12. 

Okpara, J. (2006). The relationship of personal characteristics and job satisfaction: A 

study of Nigerian managers in the oil industry. Journal of American Academy of 

Business, 10, 49-58. 

Oliver, J. (2007). Individual factors that contribute to the turnover of fundraisers 

employed at institutions of higher education. Ph.D. 3295894, University of 

Missouri - Kansas City. 

Oliver, N. (1990). Rewards, investments, alternatives and organizational 

commitment: Empirical evidence and theoretical development. Journal of 

Occupational Psychology, 63, 19-31. 

Oliver, R. (2009). Satisfaction: A behavioral perspective on the consumer, ME 

Sharpe Inc. 

Olsen, C. and George, D. (2004). Cross-sectional study design and data analysis. 

Retrieved February, 12, 2006. 

Ongori.H (2007). A review of the literature on employee turnover. African Journal of 

Business Management, 049-054. 

Parasuraman, A. (1998). Customer service in business-to-business markets: an 

agenda for research. Journal of Business & Industrial Marketing, 13 (4/5), 309-

321. 

Parasuraman, A., Grewal, D. and Krishnan, R. (2006). Marketing research, 

Houghton Mifflin College Division. 

Parasuraman, S. (1982). Predicting turnover intentions and turnover behavior: A 

multivariate analysis. Journal of Vocational Behavior, 21, 111-121. 

Pare, G. and Tremblay, M. (2007). The influence of high-involvement human 

resources practices, procedural justice, organizational commitment, and 

citizenship behaviors on information technology professionals' turnover 

intentions. Group & Organization Management, 32, 326-357. 

Park, J. S. and Kim, T. H. (2009). Do types of organizational culture matter in nurse 

job satisfaction and turnover intention? Leadership in Health Services, 22, 20-38. 

Parker Ayers, J. (2010). Job satisfaction, job involvement, and perceived 

organizational support as predictors of organizational commitment. Ph.D. 

3397132, Walden University. 



263 

Parker, C., Baltes, B., Young, S., Huff, J., Altmann, R., LaCost, H. and Roberts, J. 

(2003). Relationships between psychological climate perceptions and work 

outcomes: a meta analytic review. Journal of Organizational Behavior, 24, 389-

416. 

Parks, C. and Waldo, D. (1999). Assessing voluntary turnover likelihood using 

personality traits measured during pre-employment selection. Current Research 

in Social Psychology, 4, 135–145. 

Paton, D., Jackson, D. and Johnston, P. (2003). Work attitudes and values. 

Pedhazur, E. J. and Schmelkin, L. P. (1991). Measurement, design, and analysis: An 

integrated approach, Lawrence Erlbaum. 

Pettijohn, C., Pettijohn, L. and Taylor, A. (2008). Salesperson perceptions of ethical 

behaviors: Their influence on job satisfaction and turnover intentions. Journal of 

Business Ethics, 78, 547-557. 

Pettman, B. (1973). Some factors influencing labour turnover: a review of research 

literature. Industrial Relations Journal, 4, 43-61. 

Phillips, J. (1990). The price tag on turnover. Personnel Journal, 69, 58-61. 

Phillips, J. and Oswald, S. (1987). Recruiting, training, and retaining new employees: 

managing the transition from college to work, Jossey-Bass Inc Pub. 

Pitt, J. (2009). Relationship between person-organization fit, job satisfaction, 

organizational commitment, and turnover intent among state vocational 

rehabilitation counselors. Ph.D. 3381320, Michigan State University. 

Podsakoff, P. M. and Organ, D. W. (1986). Self-reports in organizational research: 

Problems and prospects. Journal of Management, 12, 531-544. 

Poling, R. L. (1990). Factors associated with job satisfaction of faculty members at a 

land-grant university. Doctoral dissertation, Ohio State University. 

Poon, J. (2004). Effects of performance appraisal politics on job satisfaction and 

turnover intention. Personnel Review, 33, 322-334. 

Porter, L., Bigley, G. and Steers, R. (2003). Motivation and work behavior, McGraw-

Hill/Irwin. 

Porter, L., Steers, R. and Mowday, R. (1979). The measurement of organizational 

commitment. Journal of vocational behavior, 14, 224-247. 

Porter, L., Steers, R., Mowday, R. and Boulian, P. (1974). Organizational 

commitment, job satisfaction, and turnover among psychiatric technicians. 

Journal of Applied Psychology, 59, 603-609. 



264 

Porter, L. W. and Steers, R. M. (1973). Organizational, work, and personal factors in 

employee turnover and absenteeism. Psychological Bulletin, 80, 151-176. 

Powell, A., Galvin, J. and Piccoli, G. (2006). Antecedents to team member 

commitment from near and far: A comparison between collocated and virtual 

teams. Information Technology & People, 19, 299-322. 

Price, J. (1977). The study of turnover, The Iowa State University Press. 

Price, J. and Mueller, C. (1981). A causal model of turnover for nurses. Academy of 

Management Journal, 24, 543-565. 

Price, J. and Mueller, C. (1986). Absenteeism and turnover of hospital employees. 

Price, J. L. (1999). Introduction to the Special Issue on Employee Turnover. Human 

Resource Management Review, 9, 387-395. 

Price, J. L. (2001). Reflections on the determinants of voluntary turnover. 

International Journal of Manpower, 22, 600-624. 

Price, W., Kiekbusch, R. and Theis, J. (2007). Causes of employee turnover in sheriff 

operated jails. Public Personnel Management, 36, 51. 

Probst, J. C., Baek, J.-D. and Laditka, S. B. (2010). The Relationship Between 

Workplace Environment and Job Satisfaction Among Nursing Assistants: 

Findings From a National Survey. Journal of the American Medical Directors 

Association, 11, 246-252. 

Pugno, M. and Depedri, S. (2010). Job performance and job satisfaction: An 

integrated survey. Economia Politica, 27, 175-210. 

Punch, K. F. (2005). Introduction to social research: Quantitative and qualitative 

approaches, Sage Publications Limited. 

Quarstein, V., McAfee, R. and Glassman, M. (1992). The situational occurrences 

theory of job satisfaction. Human Relations, 45, 859. 

Rashid, M., Sambasivan, M. and Johari, J. (2003). The influence of corporate culture 

and organisational commitment on performance. Journal of Management 

Development, 22, 708-728. 

Rasoul, A. (2009). Cultural Geography of Territorial Staye in Iran. Human 

Geography Research Quarterly, 66, 5. 

Reelitz, L. and Mitchel, J. (2006). Dealing With the Perfect Storm: The Declining 

Workforce in the Financial Services Industry. Limras Marketfacts Quarterly, 25, 

16. 



265 

Reichers, A. (1985). A review and reconceptualization of organizational 

commitment. Academy of management review, 10, 465-476. 

Rejda, G. E. (2008). Principles of Risk Management and Insurance Tenth Edition. 

Rhoades, L., Eisenberger, R. and Armeli, S. (2001). Affective commitment to the 

organization: The contribution of perceived organizational support. Journal of 

applied psychology, 86, 825-836. 

Riggio, R. E. and Porter, L. W. (2003). Introduction to industrial/organizational 

psychology, Prentice Hall. 

Robbins, S. P. (2003). Organizational Behavior, Upper Saddle River, NJ, Prentice 

Hall. 

Robert, J. V., &Charles,E.L. (1992). Examining the causal order of job satisfaction 

and organizational commitment. . Journal of Management., 153-167. 

Roberts, J., Coulson, K. and Chonko, L. (1999). Salesperson perceptions of equity 

and justice and their impact on organizational commitment and intent to turnover. 

Journal of Marketing Theory and Practice, 7, 1-16. 

Rossiter, J. R. (2008). Content validity of measures of abstract constructs in 

management and organizational research. British Journal of Management, 19, 

380-388. 

Rouse, P. D. (2001). Voluntary turnover related to information technology 

professionals: A review of rational and instinctual models. International Journal 

of Organizational Analysis, 9, 281-290. 

Rowden, R. and Ahmad, S. (2000). The relationship between workplace learning and 

job satisfaction in small to mid-sized businesses in Malaysia. Human resource 

development international, 3, 307-322. 

Rumery, S. (1997). A cross-level analysis of the influence of group-level turnover on 

individual-level intent to turnover. University of Connecticut. 

Sager, J., Griffeth, R. and Hom, P. (1998). A comparison of structural models 

representing turnover cognitions. Journal of Vocational Behavior, 53, 254-273. 

Sagie, A. (1998). Employee absenteeism, organizational commitment, and job 

satisfaction: Another look. Journal of Vocational Behavior, 52, 156-171. 

Salkind, N. (2000). Exploring Resources. Upper Saddle River, NJ Prentice-Hall. 

Samad, S. (2006). The Contribution of Demographic variables: Job Characteristics 

and Job Satisfaction on Turnover Intentions Journal of International 

Management Studies, 1, 1-12. 



266 

Sang, K. J. C., Ison, S. G. and Dainty, A. R. J. (2009). The job satisfaction of UK 

architects and relationships with work-life balance and turnover intentions. 

Engineering, Construction and Architectural Management, 16, 288-300. 

Saunderson, R. (2004). Survey findings of the effectiveness of employee recognition 

in the public sector. Public Personnel Management, 33, 255-276. 

Scheuren, F. (2004). What is a survey. Retrieved December, 21, 2004. 

Schmidt, S. (2007). The relationship between satisfaction with workplace training 

and overall job satisfaction. Human Resource Development Quarterly, 18, 481-

498. 

Schnake, M. E., Williams, R. J., & Fredenberger, W. (2007). Relationship between 

frequency of use of career management practices and employee attitudes, 

intention to turnover, and job search behavior. Journal of Organizational 

Culture, Communication and Conflict, 11(1), 53-64. 

Schumacker, R. E. and Lomax, R. G. (2004). A beginner's guide to structural 

equation modeling, Lawrence Erlbaum. 

Schwartz, S. H. and Sagiv, L. (1995). Identifying culture-specifics in the content and 

structure of values. Journal of cross-cultural psychology, 26, 92-116. 

Schwepker, C. H. (2001). Ethical climate's relationship to job satisfaction, 

organizational commitment, and turnover intention in the salesforce. Journal of 

Business Research, 54, 39-52. 

SCI (2011). Annual Report 1390(2011).Statistical Center of Iran, official 

website.Tehran,Iran 

Scott-Ladd, B., Travaglione, A. and Marshall, V. (2006). Causal inferences between 

participation in decision making, task attributes, work effort, rewards, job 

satisfaction and commitment. Leadership & Organization Development Journal, 

27, 399-414. 

Scott, K. and Taylor, G. (1985). An examination of conflicting findings on the 

relationship between job satisfaction and absenteeism: A meta-analysis. Academy 

of Management Journal, 28, 599-612. 

Scott, M., Swortzel, K. and Taylor, N. (2005). The Relationships between selected 

demographic factors and the level of customer satisfaction of extension agents. 

Journal of Southern Agricultural Education Research, 55, 102-115. 

Sekaran, U. (2009). Research methods for business: A skill building approach, 

Wiley-India. 



267 

Seta, C., Paulus, P. and Baron, R. (2000). Effective Human Relations, Boston, USA: 

Allyn and Bacon. 

Sharpnack, R. F., L. (2009). Compensation and job satisfaction: how does your 

company compare? Family Practice Management  

Shaw, J. D., Delery, J. E. and Abdulla, M. H. A. (2003). Organizational commitment 

and performance among guest workers and citizens of an Arab country. Journal 

of Business Research, 56, 1021-1030. 

Sheldon, M. (1971). Investments and involvements as mechanisms producing 

commitment to the organization. Administrative Science Quarterly, 143-150. 

Shore, L. and Martin, H. (1989). Job satisfaction and organizational commitment in 

relation to work performance and turnover intentions. Human Relations, 42, 625. 

Siong, Z., Mellor, D., Moore, K. and Firth, L. (2006). Predicting intention to quit in 

the call centre industry: does the retail model fit? Journal of Managerial 

Psychology, 21, 231-243. 

Slugoski, E. (2008). Employee retention: Demographic comparisons of job 

embeddedness, job alternatives, job satisfaction, and organizational commitment. 

D.M. 3350848, University of Phoenix. 

Smith, P., Kendall, L. and Hulin, C. (1975). The job descriptive index. Psychology 

Department, Bowling Green State University, Bowling Green, OH. 

Smith, P., L. Kendall, et al. (1969). The measurement of satisfaction in work and 

retiremen:A strategy for the study of attitudes, chicago, Rand McNally. 

Solinger, O., van Olffen, W. and Roe, R. (2008). Beyond the three-component model 

of organizational commitment. Journal of Applied Psychology, 93, 70-83. 

Somers, M. (1995). Organizational commitment, turnover and absenteeism: An 

examination of direct and interaction effects. Journal of Organizational 

Behavior, 16, 49-58. 

Somers, M. J. (1999). Application of Two Neural Network Paradigms to the Study of 

Voluntary Employee Turnover. Journal of Applied Psychology, 84, 177-185. 

Spector, P. (1985). Measurement of human service staff satisfaction: Development of 

the Job Satisfaction Survey. American Journal of Community Psychology, 13, 

693-713. 

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and 

consequences., United States of America, SAGE Publications. 



268 

Spector, P. E. (2008). Industrial and Organizational Behavior, United States of 

America, John Wiley&sons  

Spector, P. E. and Fox, S. (2002). An emotion-centered model of voluntary work 

behavior: Some parallels between counterproductive work behavior and 

organizational citizenship behavior. Human Resource Management Review, 12, 

269-292. 

Spector, P. E. and Fox, S. (2010). Theorizing about the deviant citizen: An 

attributional explanation of the interplay of organizational citizenship and 

counterproductive work behavior. Human Resource Management Review, 20, 

132-143. 

Staufenbiel, T. and Konig, C. (2010). A model for the effects of job insecurity on 

performance, turnover intention, and absenteeism. Journal of Occupational and 

Organizational Psychology, 83, 101-117. 

Staw, B. (2003). Psychological dimensions of organizational behavior, Prentice Hall. 

Steel, R. P. and Lounsbury, J. W. (2009). Turnover process models: Review and 

synthesis of a conceptual literature. Human Resource Management Review, 19, 

271-282. 

Steers, R. (1977). Antecedents and outcomes of organizational commitment. 

Administrative Science Quarterly, 22, 46-56. 

Steers, R., Porter, L. and Bigley, G. (1996). Motivation and leadership at work, 

McGraw-Hill New York. 

Steiger, J. H. (1990). Structural model evaluation and modification: An interval 

estimation approach. Multivariate behavioral research, 25, 173-180. 

Stiffler, K. (2007). Direct support staff perceptions of frontline supervisor's skills: 

Correlation with organizational commitment and intent to leave. 

Strand, V. C. and Dore, M. M. (2009). Job satisfaction in a stable state child welfare 

workforce: Implications for staff retention. Children and Youth Services Review, 

31, 391-397. 

Struwig, M., Struwig, F. and Stead, G. (2001). Planning, Reporting & Designing 

Research, Pearson South Africa. 

Studenmund, A. (2006). Using econometrics: a practical guide. Pearson International 

edition. 



269 

Stumpf, S. and Dawley, P. (1981). Predicting voluntary and involuntary turnover 

using absenteeism and performance indices. Academy of Management Journal, 

24, 148-163. 

Suliman, A. and Iles, P. (2000). Is continuance commitment beneficial to 

organizations? Commitment-performance relationship: a new look. Journal of 

managerial Psychology, 15, 407-422. 

Tabachnick, B. G. and Fidell, L. S. (2007). Using multivariate statistics Pearson 

Education Inc. Boston, MA. 

Tan, C. G. (1998). employee Job Satisfaction and Job Turnover in KL Travel 

Agencies UPM. 

Taylor, S. (2010). Understanding intent to leave: A quantitative study of the 

relationship between job satisfaction and turnover intent of clinical and 

administrative employees in federal health care. Ph.D. 3403246, Capella 

University. 

Tett, R. and Meyer, J. (1993). Job satisfaction, organizational commitment, turnover 

intention, and turnover: Path analyses based on meta-analytic findings. Personnel 

Psychology, 46, 259-293. 

Thatcher, J., Stepina, L. and Boyle, R. (2002). Turnover of information technology 

workers: Examining empirically the influence of attitudes, job characteristics, 

and external markets. Journal of Management Information Systems, 19, 231-261. 

Thompson, W. L. (2004). Sampling rare or elusive species: concepts, designs, and 

techniques for estimating population parameters, Island Pr. 

Tiamiyu, O. (2009). A study of the attributions for voluntary external turnover of 

internal auditors. D.Mgt. 3357866, Webster University. 

Tian-Foreman, W. (2009). Job satisfaction and turnover in the Chinese retail 

industry. Chinese Management Studies, 3, 356-378. 

Todman, J. B. and Dugard, P. (2007). Approaching multivariate analysis: An 

introduction for psychology, Psychology Press. 

TrendNews. (2012). World Bank praises Iran for noticeable 

progress.http://en.trend.az/regions/iran/2060963.html [Online]. Tehran.  

[Accessed]. 

Trevor, C. (2001). Interactions among actual ease-of-movement determinants and job 

satisfaction in the prediction of voluntary turnover. Academy of Management 

Journal, 44, 621-638. 

http://en.trend.az/regions/iran/2060963.html


270 

Trimble, D. E. (2006). Organizational commitment, job satisfaction, and turnover 

intention of missionaries. Journal of Psychology and Theology, 34, 349-360. 

Trochim, W. (2004). The Research Methods Knowledge Base, New York, McGraw-

Hill. 

Trudel, J. (2009). Workplace incivility: Relationship with conflict management 

styles and impact on perceived job performance, organizational commitment and 

turnover. Ph.D. 3381935, University of Louisville. 

Udechukwu, I. (2008). The relationship between job satisfaction, organizational 

commitment, intentions to quit, and perceived alternative employment in the 

assessment of employee turnover: A study of correctional officers. D.B.A. 

3295971, Nova Southeastern University. 

Udo, G., Guimaraes, T. and Igbaria, M. (1997). An investigation of the antecedents 

of turnover intention for manufacturing plant managers. International Journal of 

Operations & Production Management, 17, 912-930. 

Ullman, J. B. and Bentler, P. M. (2003). Structural equation modeling: Using 

multivariate statistics. Handbook of psychology. 

UNDP (2009). (United Nations Development Programme Iran)(2005-

2009),Insurance Industry and Health Services. 

Vandenberg, R. and Nelson, J. (1999). Disaggregating the motives underlying 

turnover intentions: When do intentions predict turnover behavior? Human 

Relations, 52, 1313-1336. 

Vandenberghe, C. and Tremblay, M. (2008). The role of pay satisfaction and 

organizational commitment in turnover intentions: A two-sample study. Journal 

of Business and Psychology, 22, 275-286. 

Vroom, V. (1964). Work and motivation, Wiley New York. 

Vroom, V. H. and Jago, A. G. (2007). The Role of the Situation in Leadership. 

American Psychologist, 62, 17-24. 

Wade, J. and Kleiner, B. H. (1998). Practices of excellent companies in the managed 

health care industry. International Journal of Health Care Quality Assurance, 11 

(1), 31-36. 

Wagner, C. (2007). Organizational commitment as a predictor variable in nursing 

turnover research: literature review. Journal of Advanced Nursing, 60, 235-247. 

Waldman, J., Kelly, F., Aurora, S. and Smith, H. (2004). The shocking cost of 

turnover in health care. Health Care Management Review, 29, 2. 



271 

Walsh, K. and Taylor, M. (2003). Reframing organizational commitment within a 

contemporary careers framework. SHA Center for Hospitality Research Working 

Paper, Cornell University, Ithaca, NY. 

Wang, X. (2005). Relationships among organizational learning culture, job 

satisfaction, and organizational commitment in Chinese state-owned and 

privately owned enterprises. Ph.D. 3203994, University of Minnesota. 

Ward, R. (2008). The relationship of individual intrinsic capacity with job 

satisfaction, organizational commitment, and perceived life balance: An 

exploratory study of the Intrinsic Coaching(RTM) methodology. Ph.D. 3329852, 

Capella University. 

Warner, R. M. (2007). Applied statistics: From bivariate through multivariate 

techniques, Sage Publications, Incorporated. 

Wasti, S. (2003). Organizational commitment, turnover intentions and the influence 

of cultural values. Journal of Occupational and Organizational Psychology, 76, 

303-321. 

Wasti, S. A. and Can, Ö. (2008). Affective and normative commitment to 

organization, supervisor, and coworkers: Do collectivist values matter? Journal 

of Vocational Behavior, 73, 404-413. 

Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs 

and affective experiences. Human Resource Management Review, 12, 173-194. 

Westlund, S. (2007). Retaining talent: Assessing relationships among project 

leadership styles, software developer job satisfaction, and turnover intentions. 

Ph.D. 3288701, Capella University. 

Wiener, Y. (1982). Commitment in organizations: A normative view. Academy of 

management review, 7, 418-428. 

Williams, C. and Livingstone, L. (1994). Another look at the relationship between 

performance and voluntary turnover. Academy of Management Journal, 37, 269-

298. 

Williams, L. and Hazer, J. (1986). Antecedents and consequences of satisfaction and 

commitment in trust models: a reanalysis using latent variable structural 

equations methods. Journal of Applied Psychology, 71, 219-23. 

Williams, V. and Sunderland, J. (1998). Maximize the power of your reward and 

recognition strategies. Journal of Compensation and Benefits, 14, 11-17. 

Wilson, F. M. (2003). Organizational behaviour and gender, Ashgate Pub Ltd. 



272 

Winterton, J. (2004). A conceptual model of labour turnover and retention. Human 

Resource Development International, 7, 371-390. 

Wong, K. and Li, K. (1995). Teacher turnover and turnover intentions in Hong Kong 

aided secondary schools. Educational Research Journal, 10, 36-46. 

Wright, T. and Bonett, D. (2002). The moderating effects of employee tenure on the 

relation between organizational commitment and job performance: A meta-

analysis. Journal of Applied Psychology, 87, 1183-1190. 

Wu, L. and Norman, I. (2006). An investigation of job satisfaction, organizational 

commitment and role conflict and ambiguity in a sample of Chinese 

undergraduate nursing students. Nurse Education Today, 26, 304-314. 

Yang, J. T. (2008). Effect of newcomer socialisation on organisational commitment, 

job satisfaction, and turnover intention in the hotel industry. Service Industries 

Journal, 28, 429-443. 

Zare, H., Jamali, M. and Biglarian, A. (2008). A Comparative Study of Private 

Health Insurance in Selected Countries: A Design for A Suitable Model for IR 

IRAN. 

Zhou, H., Long, L. R. and Wang, Y. Q. (2009). What is the most important predictor 

of employees'turnover intention in chinese call centre: Job satisfaction, 

organisational commitment or career commitment? International Journal of 

Services, Technology and Management, 12, 129-145. 

Zhu, W. (2000). Which should it be called: convergent validity or discriminant 

validity? Research quarterly for exercise and sport, 71, 190. 

Zobal, C. (1998). The ―ideal‖ team compensation system-an overview: Part I. Team 

Performance Management, 4 (5), 235-249. 

 

 

 

 

 

 




