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OZET

CALISAN SIRKULASYONUNUN KALANLARIN IS MOTIiVASYONU
UZERINDEKI DINAMIK ETKILERI

Kuruluslarda yonetim, isi gelistirmeye ve i¢ ve dis diizensizliklerle basa ¢ikmaya yonelik eylemlerde
bulunur, Ancak yonetim, bu Onlemlerin amaglarini etkileyen istenmeyen sonuglart g6z Oniinde
bulundurmalidir. Ayni1 baglamda, literatiir, Is Motivasyonu ve Sirkilasyonu Hizi terimlerini hem
psikolojik hem de yonetsel agilardan ve bunlarin is giivencesizligi, orgiitsel baglilik ve performans gibi
diger kavramlarla iliskisini yogun bir sekilde ele almistir. Ancak bu caligmalar, i motivasyonunu
artirabilecek, motivasyonun isten ayrilma niyetlerini azaltic etkilerini arastiran ve hatta Sirkiilasyon
birim performansi lizerindeki etkisini dlgen prosediirlerle sinirliydi. Bu nedenle, sorunun diger yonii ele

alinmiyordu yani ¢alisan Sirkiilasyonu isyerinde kalanlarin is motivasyonunu ne zaman etkiler?

Orneklem, hem kar amac1 giiten hem de kar amac1 giitmeyen sektdrlerde calisan, bir tiir is arkadas
Sirkulasyonuna tanik olan (toplu ¢ikis, goniilldi, zoraki, planli) farkli gegmislere sahip erkek ve kadin
214 calisani igeriyordu.is motivasyonu, ¢alisanin pozisyonu, isyerindeki gorev siiresi ve calisanlarm
igsizlik beklemelerinin 15181nda,isyerinde kalan calisanin igsel ve digsal motivasyonunu 6l¢mek ve bunu

meydana gelen isten ayrilma tiiriiyle iliskilendirmek i¢cin WEIMS 6l¢egi kullanilarak dlciildii.

Caligsma, ¢alisan sirkilasyonu is arkadaslarinin motivasyonu tizerindeki etkisinin, igyerinde meydana
gelen Sirkilasyonu tiiriine gore degistigini buldu. Bu nedenle, yonetimin, kiigiilme, isten ¢ikarma gibi
kararlarin ve hatta goniillii olarak isten ¢ikisin ¢alisanin ardinda biraktig1 acik kadronun 6tesinde bir
etkisi oldugunu ve yonetim planlarin1 uygulamak i¢in temel olan iskelet kadronun is motivasyonu

iizerindeki etkisini diislinmesini 6neriyoruz.

Anahtar sozcukler: Sirkiilasyonu tiirleri, Is Motivasyonu, WEIMS Olgegi, Oz-belirleme Teorisi, Is

giivencesizligi



ABSTRACT

THE DYNAMIC EFFECTS OF EMPLOYEES TURNOVER ON STAYERS WORK
MOTIVATION

Management in organizations takes actions aimed at developing work and coping with internal and
external disorders. however, management must consider the unwanted consequences which affect the
objectives of these measures. In the same context, the literature has intensively addressed the terms
Work Motivation and Turnover from both psychological and managerial aspects, and their relation with
other concepts like Job insecurity, organizational commitment, and performance, however, these studies
were limited to the procedures that could enhance work motivation, studying motivation impact on
mitigating turnover intentions, or even measuring turnover impact on unit performance. therefore, the
question remains open in the other direction, when does the turnover of some employees affect work
motivation of the stayers in the workplace?

The sample included 214 employees working in both for-profit and non-profit sectors, males and
females from different backgrounds who witnessed some kind of coworkers’ turnover (Collective
voluntary, Forcibly, planned), the work motivation was measured by using the WEIMS scale to measure
the intrinsic and extrinsic motivation of the remaining employee at the workplace and link it to the type
of turnover occurred in light of the Position of the employee, his/her tenure at the job, and the

unemployment expected.

The study found that the effect of employees’ turnover on their coworkers’ motivation varies based on
the type of turnover that occurred in the workplace, thus, we suggest that the management should
consider that decisions like downsizing, dismissals, or even observing voluntary depleting have an
effect beyond the vacancy that the employee leaves to the impact on work motivation of the stayers

who are the base to implement management plans.

Keywords: Turnover types, Work Motivation, WEIMS Scale, Self-Determination Theory, Job

insecurity.
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1. INTRODUCTION

Organizations working around us are in a continuous struggle against unstable conditions of the internal
and external environments. while some of them are expected and able to be mitigated by prior measures,
still, there are unexpected events that impose their consequences on firms and make senior management
in a position needs to take critical decisions about a firm, its activities, or its staff to interact flexibly
with environmental variables. They have been increasingly involved in actions like restructuring,
mergers, and downsizing in order to survive and maintain their market share (Hirsch & De Soucey,
2006).

During the past few decades, there was an increased tendency to study turnover, work motivation, and
other organizational behaviors (Vnouckova & Klupakova, 2013). These studies went more in-depth into
psychological roots and environmental factors that may affect the concepts (Morrell et al., 2004).
Despite the existence of tens of literature that address the relationship of work motivation towards
turnover and turnover intentions, or linking both concepts with job insecurity and performance, there
still a lack of studies in the opposite direction, this research studies when does colleagues' turnover
affect work motivation of stayers in a workplace. It draws light on the consequences of turnover not
only on the performance or on the leavers themselves, but also on coworkers’ motivation who is the

main capital that the organization rely on to achieves its targets.

By reviewing the existing literature about different types of turnover including voluntary, forcibly, and
planned, as well as the theoretical framework of work motivation, the study addresses the linkage
between each type of turnover with coworkers' work motivation in light of three variables (Position,
Tenure, and unemployment). The variables were set to determine how much the stayer is fortify toward
the perceived threat of other's turnover, the variables chosen were: Position, Job Tenure, and

Unemployment.

1.1. Objectives of the thesis

Aiming at having a comprehensive understanding of different types of turnover, addressing the most
related organizational behavior concepts, and linking all that with work motivation on the individual
level, this study helps the managers to forecast the negative consequences of their decisions in concern
to layoff, downsizing, limiting the activities, or even not mitigating the collective exit from the
workplace. Management that is responsible to take important decisions to survive environmental
fluctuations must be aware of the unintended results of their decisions which minimize the expected

overall outcomes.



By considering the effect level of each type of turnover on the workforce motivation, managers have
the opportunity to apply appropriate strategies to enhance work motivation and avoid the consequences
of having demotivated workforce.

1.2. Scope and Significance of the thesis

A quantitative method applied to employees in charge who witnessed coworkers’ turnover to measure
their motivation using WEIMS (Work Extrinsic and Intrinsic Motivation Scale). Unlike other
researches which focus on one type of turnover and link it with Job performance, Job insecurity, and
satisfaction (Froese et al., 2019), or, on the other side, relating the motivation with voluntary turnover
intentions (Van Dick et al., 2004). This research is an in-depth study of the different types of turnover,
and a link with work motivation of the stayers in the workplace, it also paves the way to understand the
different levels of effects on work motivation and how this effect is varied from an employee to another

despite experiencing the same type of turnover.

Managers can build on this research while taking decisions of ending employees' contracts or observing
collective voluntary exit in order to enhance stayers’ motivation by implementing appropriate measures.
This also influences directly motivation-related concepts such as satisfaction and productivity (Derfler-
Rozin & Pitesa, 2021).



2. LITERATURE REVIEW

2.1. Turnover

Since the early 21st century, turnover possessed the attention of scholars due to the importance it
represents for organizations (Hom et al., 2017), scholars contributions to this topic can be classified into
two main schools: the economic/ labor market school and the psychological school (Morrell et al.,
2001), Economic theories of work turnover emphasis on the interactions between external factors and
their effects on employees, and dealing with the employees as a homogenous group subjected to external
influences like labor market opportunities, job search, and performance, while the psychological school
focuses more on explaining and predicting the departures’ behaviors such as job satisfaction, job

involvement, and equity (Morrell et al., 2004).

2.1.1. Voluntary Attrition

As per (REIR, 2008), employees’ turnover is “the level of movement of employees inside and outside
the organization”. The flow of workforce outward an organization is costly for the employer, especially
where the firm offers high education and valuable job training (Cascio, 1991), although financial
consequence exists, there are non-financial aspects that cannot be easily measured and assess their effect
on the organization in general, talking here is mainly in terms of organizational culture, memory and

previous best practices, and morale (Dess & Shaw, 2001).

In like manner, organizations lose the time and effort invested in recruiting the leavers, and the money
spent on training them, this loss grows and increases with higher positions (Richer et al., 2002). The
impact on firms in case of top positions turnover or professionals with specialized knowledge exceeds
the vacancy they leave or the money lost in training them to influence the future of the organization due
to their role in the management on the strategic level (Lepak & Snell, 1999). However, voluntary
turnover is not the end status that severs the employment relationship permanently; the boomerangs,
the returned employees after quitting their job, compensate partially this significant loss (Shipp et al.,
2014).

Likewise, the collective turnover forms a fundamental risk to an organization, since it is a high level of
exit, (Hausknecht & Trevor, 2011) defined collective turnover as “aggregate levels of employee
departures that occur within groups, work units, or organizations”, it has been proved that the high
levels of exit impair the performance of the units affected, and requires senior management to take

mitigating measures towards this effect (Call et al., 2015).

On the internal level, firms create so-called ““internal talent markets” by posting open jobs and invite

their employees to apply, these markets are generating better complementarity by reconsidering person-
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job match. though the process generates rejections more than matches, the information that the market
provides to an internal applicant about their internal advancement in the future plays a critical role in
any post-rejection turnover (Dlugos & Keller, 2018).

2.1.2. Lay off

Aiming to adapt with the fluctuations of context and demand, organizations’ management may take a
step forward to reform the organization in terms of scope, activities, geographic cover, or work flow.
The new adjustments require numerical flexibility from the organization to implement the new

strategies and achieve its objectives (Kalleberg, 2000).

The strategies mentioned usually occur as a downsizing, restructuring, or even layoff the unnecessary
workforce, (Cascio, 1993) defined downsizing as “A purposeful reduction in the size of an
organization’s workforce”. The reduction effect may meet the management’s requirement, but still have
an impact on the survivors’ behavior like enhancing turnover intentions (Brockner et al., 1990), or
simply impair survivors’ productivity (Brockner et al., 1985). The psychosocial consequences on
survivors following to an involuntary turnover event in their workplace are mainly related to perceived
trust in their management and fairness of the whole decision-making process (Spreitzer & Mishra,
2002).

It is worth to be mentioned here that the concept of forcibly turnover is also including cases like
terminating employee's contract due to poor performance, or breaching the psychological contract with

an organization, or even reaching the retirement age.

2.1.3. Planned Action

Organizations work in different scopes and contexts, and the need for a certain workforce capacity and
skills differs from season to season, an occasion to occasion, and activity to activity (Stefano et al.,
2019), in some cases, employers can expect the volume need by forecasting the flow of the demand,
nonetheless, it is still risky not to satisfy staffing needs during seasonal peaks, and costly to maintain

full capacity during other times.

Building on that, organizations resort to temporary contracts with a predetermined end date when they
want to optimize their workforce, in such contracts, both employee and employer agreed on the tasks
and expiry date. Once it reaches its end, the temporary worker leaves the job, and employment size
returns to its normal. In the same context, detaching unnecessary workers reduce other workers’ slack

and improve efficiency (Kc & Terwiesch, 2009).



In short, having turnover in organizations sometimes is an inevitable issue to adapt the available
workforce with the actual need imposed by the current situation, even though, it is still in the interest
of management to mitigate the negative consequences of financial burden, time loss, and knowledge
waste that threaten the organization (Branham, 2012).

Not surprisingly, these changes generate considerable uncertainty for employees about continuity in
their job. In fact, Job insecurity has been identified as the top concern of employees around the world
(Ashford et al., 1989).

2.2. Turnover and Work Motivation

Building on the respective literature, we can distinguish two kinds of job insecurity, the cognitive
(beliefs) job insecurity is defined by (Shoss, 2017) as “perceived threat to the continuity of the
employment and/or to certain features of a job” e.g. changing the position, role, or financial return, and
the affective (emotional) job insecurity which is defined by (Huang et al., 2010) as “the emotional

reactions to the perceived threat to one’s job”.
But how all that is related to work motivation?!

Studies like (Borg & Elizur, 1992; Greenhalgh & Rosenblatt, 1984) have argued that job insecurity
decrease work motivation and subsequently performance, on contrary, others like (Gilboa et al., 2008)
related job insecurity to an increase in work motivation and performance, especially when insecure
employees believe that by improving their performance, the total unit performance will increase, in
which will be reflected on organization’s outcomes and result in more secure jobs, or, in case of layoff
and downsizing, when they believe that the layoff decision will be considered upon employees’

performance (Gilboa et al., 2008).

In all cases, there are links among the concepts of turnover, job insecurity, performance, and work
motivation, organizational behavior scholars are always trying to find these relationships and study

them.

2.3. Work Motivation

The motivation of workforce has been under the focus on both practical and theoretical levels for
decades, while managers consider it as the main input to the performance equation (Staw et al., 1980),
scholars studying organizational performance consider it fundamental for effective management
practices, it has been always the main tool to mitigate turnover intentions, and to enhance organizational
performance, commitment and creativity (Zhu et al., 2018), thus, it is obvious why this topic has

obtained attention over the past few decades.



The origin of the word Motivation derived from the Latin language, the Latin word “Movere” which
means “to move” is its origin as (Aryal, 2016) indicated. However, motivation is a psychological
concept, (Mitchell, 1982, p.81) defended Motivation as “A psychological process that causes the
arousal, direction, and persistence of voluntary actions that are goal-oriented”. It has also been defined
as “willingness to exert high levels of effort toward organizational goals, conditioned by the effort’s
ability to satisfy some individual need.” Moreover, as per (Ryan & Deci, 2000) to be motivated is to be

driven to do something, on contrary, demotivated persons do not feel energized to act or to accomplish.

In the respective literature, there is a widely-known distinction between intrinsic motivation and
extrinsic one based on its source. “Intrinsic motivation” defined by (Reis et al., 2000, p.56) as “the
doing of an activity for its inherent satisfactions rather than for some separable consequence”, intrinsic
or non-economic motivations are basically related to internal values such as autonomy and feel
empowered to make decisions, also self-determination and the desire for justice, and feeling the equal
treatment (Darrington & Howell, 2011). Conversely, extrinsic motivations or economic motivations are
basically related to external financial incentives (Mozes et al., 2011). Bonuses on salaries and wages,

or merit-based rewards are examples of financial incentives (Froese et al., 2019).

In other words, intrinsically motivated employees perform certain tasks for the positive feelings
resulted, while this is not the case for the extrinsically motivated employees, they perform the tasks to
get a reward or to avoid punishments (Deci & Ryan, 2008).

2.3.1. The Developments in Motivation Theories

Greek philosophers were the first among who try to understand the motivation through hedonism, they
consider that the pushing factor to act is the people’s try to get the benefit of pleasure or to avoid pain

by doing (Steers et al., 2004).

In the period between the seventeenth and eighteenth centuries, an important conversion in looking to
work motivation started to occur, the psychology as a science started to take a role in interpreting this

concept away from philosophy.

Later in the mid-1960s, work motivation started to be studied by the process theories, it was a different
approach to address the motivation from a dynamic perspective, which is unlike previous efforts that

addressed the concept in a static environment to identify its factors and roots.

From the twentieth century to the present, several theories occurred to understand motivation and
answer the main question; What does motivate people to work hard?, due to the complexity of the
concept of work motivation, and the fact that there are no standard answers, theories were mainly

divided to needs (content) theories, and Process theories.



2.3.1.1. Need's Theories

Also known as content theories, where the theory focuses on the psychological needs that provoke
motivation; Internal causes that energize behavior are attempted to be pinpointed by need's theories.
Physiological or psychological deficits that elicit actions are classified as needs. Environmental
conditions affect these needs, which can be high or small, in other words, human needs change over

time and space.

2.3.1.1.1. Maslow Hierarchy

Humans are species that are always on the lookout for something. normally, the fulfillment of these
desires is not a contradictory issue, although it does appear to be. In certain cases, as per (Maslow, 1943)
the desires of a normal member of a community is partially satisfied and partially unsatisfied at the

same time.

Maslow claimed that people are aiming at self-actualization, he developed a hierarchy of five levels of
essential human needs, starting from the psychological needs at the bottom of the hierarchy and moving

up to self-actualization through Safety, Belonging, and Esteem.

elf-Actualization Needs

esire to become the most that one can be

em Needs
ct, self-esteem, status, recognition, strength, freedom

Belonging Needs

intimacy, family, series of connection

Figure 2.1. Maslow Hierarchy

2.3.1.1.2. McClelland’s Need Theory

After Maslow's work, McClelland built his theory on the needs' concept as well. As published in his
book the achieving society, (McClelland & Mac Clelland, 1961) in 1961, McClelland theory of needs

mentioned three main needs that provoke motivation: Achievement, Power, and Affiliation.

The need to achieve as described in the theory is the desire to attain a set of expectations, and to excel,

people seek to for success, the more of the Achievement need an employee has the higher he/she



performs, as (Kinicki & Kreitner, 2006) stated the employee’s performance is related to the need for
Achievement need existed.

The second need is the need for power, which is to direct other people to behave and act as per the
powered person’s will, not as per their own free will, the people with a high need for Power have more

ability to lead, direct, and control others.

The third main need is the need for Affiliation, it is where people tend to be friendly and in close
relationships, in a group with a strong affiliation. Employees who have a strong need for Affiliation
focus on establishing social relationships and being in groups and communities, they are afraid of being
hated or not accepted, thus managers who have a high level of Affiliation need are not the best, their
fear of being hated makes them struggle to make the strong decisions needed in tough times (Kinicki &
Kreitner, 2006).

Achievement

Affiliation

Figure 2.2. McClelland Model

2.3.1.1.3. Herzberg Theory

Frederick Herzberg was a pioneer in the field of job design and linking it to motivation. Herzberg
studied the satisfying and dissatisfying factors in the job, and concluded that the satisfying factors,
referred to as “motivators”, are factors related to the job design, that is including recognition,
responsibility, and growth, on the other side, “hygiene” factors or the dissatisfying factors are more
non-job related factors (F. I. Herzberg, 1966), and mainly caused by extrinsic interventions such as
salaries and incentives, internal ties among employees and organizational regulations (Steers & Porter,
1983).

According to Herzberg’s findings, getting rid of the dissatisfying factors and making the organization

clean from the hygiene factors does not make the work satisfying, it is just moving it to neutral status,



neither satisfying nor dissatisfying. It is a must to enhance satisfying, intrinsic, factors to raise the level
of satisfaction.

In the same vein (Kinicki & Kreitner, 2006) emphasized what Herzberg's concluded in terms of
satisfaction, and suggested that assigning more tasks with the same level of complexity is less motivated
than giving employees more responsibilities like assigning tasks of their managers to them or what he
called (vertical loading) (Kinicki & Kreitner, 2006).

Herzberg in his book “One More Time: How do You Motivate Employees” (F. Herzberg, 1968)
clarified that vertical loading is not just assigning big tasks, it is assigning harder tasks with specific

characteristics.

Positive Job Satisfaction
and Motivation

MOTIVATION
FACTORS

o Oworvarion
Not Dissatisfied

but Not Motivated ODEMOTIVATION

HYGIENE
FACTORS

Job Dissatisfaction

and Demotivation +DEMOTIVATION

Figure 2.3. Herzberg Model

2.3.1.2. Process theories:

Emphasizing on the process of motivation itself, process theories attempt to answer the question, how

does motivation process work, it concerns with how the behavior initiated, oriented and continued.



2.3.1.2.1. Equity Theory

Equity theory argues that people are not seeking only for a return for their efforts, but also to be treated
equally to others (Dittrich & Carrell, 1979), in other words, employees compare their inputs to work
against what they get as a return for these efforts with others’ inputs and returns. The outputs compared
here may salaries and incentives, acknowledgments and credits, while inputs mentioned may involve

work experience, job tenure, education attainment, or working hours.

The comparison creates intension among employees, mainly because of the perceived inequality
(Dittrich & Carrell, 1979).

As per Equity theory, employees’ behavior goes through three ordinal steps (Dittrich & Carrell, 1979);

First is that employees draw an image about what they consider an equal return for their efforts, then
they start comparing what they think is fair for their efforts with what others get as financial or non-
financial return, lastly is counter actions may be taken if an employee feels treated unequally, this mental
process generates actual behavior, employees have a variety of options to be taken in which they think
they are compensating their loss (Champagne & McAfee, 1989). The actions are either reducing their
inputs like efforts or time spent on work, or simply be selective towards tasks and choose only enjoyable
tasks to perform. On the opposite side, they may keep the same performance but demanding better
outcome i.e., better salaries or working conditions. Moreover, another type of reaction is to be more
offensive and start to influence other competitors in the workplace to limit their outcomes or increase

the inputs expected from them to the extent of attaining the perceiving equal ratio.

In sum, a variety of options are available in front of the employee to shrink the contrast between him
and others. above all options mentioned above, the employee might simply leave and quit the job to

look for work elsewhere.

According to (Berry & Morris, 2008), the perceived inequity during any type of coworkers leave can
be directly related to turnover, hence, it is an important implication for management to secure equitable
work environment while planning to manage employees attrition or mitigate the consequences on the

stayers at the work.

Figure 2.4. Equity Theory Model
10



2.3.1.2.2. Expectancy Theory

Similar to Equity theory, Expectancy theory is related to one’s expectations, however, there is no
comparison between inputs/outputs ratio. As per (Kinicki & Kreitner, 2006) people’s behavior is related
to the expected outcome of the behavior itself, thus employees aim at yielding optimal outcomes for
their efforts.

Work motivation, as per (Steers & Porter, 1983), arises from the merger between an employee’s belief
that his/her efforts can enhance performance and the desirable achievements that the performance

attains.

The research shows two famous theories built on Expectancy; Vroom’s original theory, and Porter and

Lawler’s extension.

- -

Figure 2.5. Expectancy Theory Model

Vroom’s Original Theory

Vroom, based on the work of other scholars, created a formal model of work motivation in 1964
assuming that a employees’ actions, decisions, and psychological processes are all related together i.e.,
choosing to do something is a decision made to act in a specific way, the decision itself is related to the
psychological process of decision making. The perception, previous beliefs, and experiences are the

main driver to make a decision and act (Pinder, 1984).

Vroom stated that there are three mental components that influence and guiding human actions; the
components are VIE (Valence, instrumentality, and expectancy), Vroom added these three components

to the original expectancy theory model and then his theory was named VIE theory.

Valence as described by (Vroom, 1964) as the emotional driver of actions, the best example of
employees’ Valence is that employees look for the degree of satisfaction that action can attain, rather

than the actual financial or non-financial benefits it returns.

Instrumentality also has an effect on the decision-making process, (Vroom, 1964) outlined
instrumentality as perceived relationship strength between good performance in case of achieved, and
the desired outcomes. A step backward in this process is expectancy, which is mainly the perceived
likelihood that efforts lead to better performance.

11
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Figure 2.6. Vroom Theory Model
Porter and Lawler’s Extension

Building on Expectancy theory and Vroom’s original theory, Lyman Porter and Edward Lawler 11l
created a model for work motivation. In their extension, Porter and Lawler studied the causes of
valences and expectancies, and aimed at finding out the relationship between employee’s effort, job
performance level reached, and satisfaction. (Kinicki & Kreitner, 2006). The relationship between

efforts, performance, and satisfaction is subjected to employee’s abilities, skills, and role perceptions.

According to (Porter & Lawler, 1968), employee’s efforts is actually related to the perceived reward
expected upon completing a task, however, the same level of efforts does not necessarily produce the
same outcome, employees with higher abilities produce better results with the same amount of effort as
employees with lower abilities, on the other side, Job satisfaction is mainly related to the workers'
perceptions about how fair is the compensation they earn, not the actual return gained. Anyways, the
outcome expected derives from the past experience of effort-reward probabilities, it is a cumulative

experience.

Expectancy theories state that there is an expectation accompanying any event in the workplace, for
sure, this also applicable to the events of turnover, if employees’ expectations were positively met
during the turnover, the employees or here are the stayers will be satisfied, (Daly & Dee, 2006).
Rewards, and recognitions are among the expectations that associated with work motivation and
turnover; hence, management should take into consideration to figure out workers’ expectations and the

possible ways to meet it as a strategy to decrease the negative consequences of coworkers’ turnover.

2.3.1.2.3. Job Design and Job Characteristics Model

Job Design methodology suggests that the design of a job and the tasks that consist it have the main
role to motivate workers to work on a job or not, e.g., a boring task shrinks the motivation to take the
task and complete it, on the other hand, challenging tasks to provoke employees’ motivation to

accomplish.

But what are the characteristics that make a task interesting?
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Three characteristics make a task challenging and interesting; Variety in its nature, autonomy to
perform, and decision-making authority given.

Work motivation literature shows that intrinsic motivation leads to improve performance on the task
level, however, it is still the fact the job is not only one separated task, it is comprised of several tasks,
nested sometimes and separated in other times. (Shin & Grant, 2019) stated that high intrinsic
motivation in a task positively affects the performance in it, but at the same time, it stifles the motivation

in the less intrinsically motivated tasks.

Richard Hackman, Greg Oldham, and their colleagues have established an important model in the job
design theories (Pinder, 1984). Their approach is not far away from Herzberg's work in that it suggests
a bundle of characteristics that must be included in the design of jobs in order to make it more satisfying
and motivating, however, the two methods vary in some aspects, especially in terms of the basic

characteristics of the job design that make tasks more attractive.

According to (Hackman et al., 1980), employees will be internally motivated by the job if it involves
three important psychological aspects. First, is responsibility; by this, Hackman meant that the
employee should be responsible for his job’s results. Second one is the employee's awareness of how
good she or he is at turning work into results.. The third, employees should feel and consider the job
assigned to it as a meaningful job, this is where employees believe their contributions directly influence

the overall performance of the organization

(Pinder, 1984) outlined this model by stating that work must be structured to provide employees with
the characteristics that make it motivating; meaningfulness, responsibility, and a knowledge of the

results of one’s effort.

(Hackman et al., 1980) indicated that to end up with a meaningful job, there are three essential and core

factors of jobs, these are skill variety, task identity, and task significance.

Skill variety as defined by (Hackman et al., 1980, p.78) is “the degree to which a job requires a variety
of different activities in carrying out the work, involving the use of a number of different skills and
talents of the person”, they proposed that jobs that need multiple skills to perform are more meaningful

than those only need only one or two skills, thus more motivated.

The second characteristic is Task identity, it is used to generate experienced meaningfulness, (Hackman
et al., 1980, p.78) defined task identity as “the degree to which a job requires completion of a whole
and identifiable piece of work...doing a job from beginning to end with a visible outcome”. Building
on that, when workers are able to get a better understanding of how the contributions they made and the

roles they play integrate with other coworkers’ contributions and roles.

Task significance defined by (Hackman et al., 1980) as “the degree to which the job has a substantial

impact on the lives of other people, whether those people are in the immediate organization or in the
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world at large.” Here is the point at which the employee perceives her/his job as significant and

important in which contributes to fulfilling Esteem needs.

Finally, knowledge of results is the last psychological characteristic in this model. This input can include
information from other people as well as information about the job itself, feedback is a crucial factor in

minimizing absenteeism and turnover (Hackman et al., 1980).

CORE JOB CRITICAL
PSYCHOLOGICAL OUTCOMES
CHARACTERISTICS STATES
Skill variety Experience 7] High internal work
Task identity > meaningfullness of motivation
Task significance the work
High-quality work
Experienced performance
Autonomy  s—— responsibility of the B
outcomes of the work High work and job
satisfaction
Knowledge of the
Feedback fromjob ——————  actual results of the Low absenteeism
work activities and turnover

¢ Moderators :
Individual differences
1. Knowledge & skill

2. Growth need strength

3. “Context” satisfaction

Figure 2.7. Job Characteristics Model

The design of the job is still very source when it comes work motivation, in vice, employees work
motivation also a vital indicator of the job design efficiency. The issue exceeds the two-ways
relationship to impact in employee’s turnover at the work place. Job design has an impact on intrinsic
motives .e.g., being satisfied toward the job and the tasks assigned, it also determines extrinsic motives
like fringe benefits and rewards. these factors determine employees’ satisfaction and the fair treatment

perceived during any turnover event that may occur and impact coworker’s burnout (Hackman et al.,
1980).

Jobs that are designed for better involvement and allow greater autonomy enhance the satisfaction about
the job and lower the possibility of any intention to leave voluntarily. It enhances the sense of

responsibility towards the tasks left due to the end of temporary workers (Skelton et al., 2019).
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(Galletta et al., 2011) stated that autonomy in decision making is one of two main keys related positively
to commitment at the work place, and negatively with turnover, in other words, the job that is designed

to secure higher autonomy are more secured to be affected in any reaction to coworkers’ turnover.

2.3.1.3. Self-Determination Theory (SDT)

Self-determination theory, known as, SDT, is a comprehensive theory for motivation. The theory
distinguishes initially between amotivation which is not having the intention to act, and motivation,
internal and external, which involves the intention to perform a certain activity. Self-Determination
theory proposed that the impact of motivation is varied based on the source of motivation. Autonomous
motivation stems from the individual desire to engage in actions voluntary, it is when an employee
engage in an activity in a sense of volition, while on the opposite bank, controlled motivations are
generated under internal or external pressure , i.e., employees working under pressure of materialistic

rewards or feeling a shame of not performing the assigned task

Between these two sides, a continuum of motivation types, on one side is the Intrinsic motivation which
is the most autonomous type of motivation, and on the opposite direction of motivation continuum, the
most controlled type of motivation is the external regulation. Intrinsic motivations are when employees
feel pleased and satisfied from acting or performing the activity, unlike the external regulation when
employees perform their jobs for solely utilitarian purposes such as getting rewarded to do something
or being punished in case of not doing it. Mainly, behaviors which are motivated by contingencies from
outside the worker called externally regulated behaviors, The most significiant feature of SDT is
classifying the extrinsic motivations and charachterizing them in types showing different characters for
each degree of the extrinsic motives in terms of which tend to be more controlled or more autonomous,
as well as considering the social contexts as a factor in external motivation and internalization as a

whole.

(Deci & Ryan, 2002) states that “the more fully a regulation (or the value underlying it) is internalized,

the more it becomes part of the integrated self and the more it is the basis for self-determined behavior”

Introjected regulation occurs when an employee engages in a behavior to lessen negative self-related
emotions (e.g., shame, guilt) or to experience positive personal feelings (e.g., pride), and identified
regulation occurs when the outcome of the conduct is personally meaningful. Employees who work late
to maximize their performance and feel better about themselves are examples of integrated regulation,
whereas employees who remain late to complete work that they consider to be important to the firm are
examples of identified regulation. External regulation in the workplace can be further differentiated
based on whether the source of the external pressure to engage in the target behavior is material or social
(Gagné et al., 2015). External material regulation is based on tangible rewards and punishments like

monetary benefits and job stability, while External social regulation, on the other hand, is associated
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with social punishments and rewards like acceptance and criticism from others. Although not initially
addressed in SDT, others have noticed that assessing amotivation (Vallerand et al., 1993) is also
necessary in order to cover instances where people have no purpose or willingness to put any effort into
an activity.

In this study, we use the Multidimensional Work Motivation Scale, a recently developed and tested

scale (Tremblay et al., 2009) meant to assess these diverse types of motivation in the workplace.

SDT goes in-depth with the factors of work motivation and emphasizes on inner resources in behavior.
By instinct, humans have the tendency to work on challenging tasks, to learn and to expand the personal
capabilities, which ends up with more personal growth. In the same vein, SDT attempts to study growth
and other humanitarian needs that generate and lead the will to do something among several alternatives.
In fact many other theories are central to the psychological needs (Ramlall, 2004), the needs were treated
as individual differences vary from one employee to another, and thus strength of each need is what
differentiate colleagues among each other, the needs were evaluated either directly (Maslow, 1943), or
with other job characteristics(Trépanier et al., 2015). SDT explains the needs differently, it considers
all workers share common necessities, those psychological derives are considered as needs only if their
satisfaction leads to enhance the well-being. Starting from this point, the needs for competence,
autonomy and relatedness are common among all employees, and it is only matter to what extent can

employees meet these needs in the social environment (Reis et al., 2000).

(Ryan & Deci, 2000) Defined the three needs as Autonomy is the employees’ inherent desire to
experience the free choice while carrying out an activity, for instance, employees are not following
strict rules and other’s directions. Competence is defined as the employees’ inherent desire to
experience the effective interaction with the environment; dissatisfying this need will be reflected in a
form of helplessness negativity. And finally, relatedness is the employees’ inherent desire to belong to
a group, to feel the love and care, the need of relatedness is represented in establishing communications
and developing the relationships with other colleagues, employees seek to satisfy this need by feeling

supported and respected in everyday work.
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SDT theory intersects with the traditional needs theory in terms of considering the psychological needs
satisfaction and how this leads to more effective performance and well-being, however, the
psychological needs were not addressed only in terms of satisfaction horizontally or vertically, but also
in terms of the regularity process that provoke and direct the behavior, through the past few decades,

the theory developed via an empirical approach in which its concepts were being added upon empirical

confirmation.

In process theories, despite of stating employees work motivation consists of several factors, they
represent it as a one concept, and focus on the total motivation resulted regardless the role of each factor

and how effect the total motivation, SDT more focus on the tendency of a motivation to be more
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Figure 2.8. Self-Determination Theory (SDT)
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autonomous or controlled rather than the total motivation occurred.
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3. HYPOTHESIS DEVELOPMENT AND RESEARCH MODEL

Considering the consequences of turnover and the impact of low motivation on employees, there is a

need to address intrinsic and extrinsic motivation driving organizational employees’ turnover (Ramlall,

2004).

Despite the inability to accurately assess the loss against each position, (Kumar & Kavitha, 2016) it has
been demonstrated that the approximate loss against 10 professionals is about one million dollars, as

calculation of direct and indirect loss.

Senior management should compromise between advantages of temporary hiring and the cost of
termination. Because yet employee will lose his job and lose financial return, job owners will have
depleted of units aggregate human capital clearly if they lose temporary workers, and reduced with
hiring skillful substitutes with firm-specific experience, the money and time invested in their training
make them more productive (Price & Mueller, 1981), and better equipped to quickly engage in work
(Stefano et al., 2019).

Besides financial burden, knowledge loss adds additional pressure on the stayers, thus organizations
resort to put knowledge management system in place to reduce this loss, it is an extremely important
concept for organization’s management to preserve knowledge and culture. work knowledge
management is defined as a procedure to develop knowledge for further improved performance where
it is a cycle of developed, grasped and re-used knowledge (Bassi, 1997) . In general, there is still a lack
of supportive knowledge management mechanisms necessary to maintain and exploit the value of

knowledge (Toracco, 2000).

There is a clear vision of evidence in organizational turnover, and regardless of any threats related to
job security or uncertainty, that there is a significant impact on survivors' attachment to the organization
(Brockner et al., 1993) where stayers, or what so called “survivors” may perceive that the employer is

not committed to them.

Researches showed that forcibly turnover have effects on the stayers’ behavior including work effort
(Brockner et al., 1993) and job involvement (Allen et al., 2001), these researchers performed their best
to handle and understand survivors' immediate reactions to forcibly turnover, unfortunately still not
enough understanding of such behavioral response and ways of grasping them (Spreitzer & Mishra,
2002). In the same context, employees who are psychologically disconnected from organization and
work tasks, have higher voluntary turnover intentions, they are emotionally separated from

organization, and less ready to exert efforts and perform better (Vogel & Mitchell, 2017).

Both of voluntary turnover and forcibly considered as unplanned turnover, since one of the work

relationship parties decides to terminate the contract. As per (Lee & Mitchell, 1994), Unplanned
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turnover in many similar descriptions being expressed as shock to employees. This shock traumatized
them to build already figures and judgments about their job futures in any organization., the shock itself
is also strongly connected to job insecurity (Berntson et al., 2010) in which compels the individual to
stop and think of the significance or impact of the event in regard to his or her job,

When an organization witnesses unplanned turnover event, employees feel they have been treated
unfairly, the job satisfaction reduced (Aquino et al., 1997). Aspects like trust in management, and
feeling that employers are being treated in justice are important to determine the extent of post turnover

effect on the stayers (Rothausen et al., 2017).

Trust is defined by (Mayer et al., 1995) as someone’s will to be vulnerable to other people's’ will and
decisions, on the other hand, Employees who perceive their managers as more trustworthy, feel less

uncertain or more confident for their future jobs.

Even though, managers are considered more fortified against dismissals, and the likelihood of forcibly
turnover is higher among employees than managers (Dobrev & Kim, 2019), the managers and especially
in the middle layer are more disappointed and uncertain about their career advancement internally
(Thomas & Dunkerley, 1999), this results in more demotivation among managers and even more than
their employees. On the lower level, employees who had longer job tenure in the organization and more
likely to internally advance in their career (Landau & Hammer, 1986) have less possibility to leave their

jobs.

Unlike voluntary and forcibly turnover where one of the two parties decide to end the contract for
different reasons, planned turnover is when both employees and employer are already aware of the
contract’s end-date, and they invest limited resources in this relationship, thereupon, the exit of these
temporary workers do not form a shock to the stayers, and then do not affect the perceived trust and

justice between the stayers and management (Aquino et al., 1997).

In the opposite direction, the exit of unnecessary workforce, empowers the rest, (Spreitzer & Mishra,
2002) defined empowerment as a personal sense of control in the workplace as manifested in four

beliefs about the person—-work relationship: meaning, competence, self-determination, and impact.

Employee’s feeling of self-determined simply stems from the fewer managerial levels remained
following to the planned exit, Moreover, employees career gets more interesting companied by

engagement in new activities and collaborating with new colleagues (Brockner et al., 1993).

Hypothesis HI: The effect of the coworkers’ turnover and work motivation is negative and varied as
per the type of turnover witnessed, thus forcibly turnover is most impactive type then planned, and

voluntary at the last.

Hypothesis H2: The effect of position and tenure of the employees who witnessed coworkers ’ turnover

from one side, and the work motivation from the other side is positive, and varied as per the period
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spent at the organization and the fact of having subordinates or not, thus, the longer tenure or having
no subordinates, the more positive resulted.

Employees who have high potential to find alternative job would be less concern about their future since
there still an intense competition among employers for skilled personnel (Spreitzer & Mishra, 2002).
According to (Hale, 1998), 86% of businesses are having problems attracting new employees, and 58%
of employers are facing the issues in retaining their staff, all of previous create such concern to

organizations to retain and keep their top employees.

Hypothesis H3: The effect of expected unemployment of the employees who witnessed coworkers’

turnover and the work motivation is negative, and varied as per level of expectation.

Position
Manager

Turnover

oluntary
Collective

Unemployment

Figure 3.1. Research Model
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4. RESEARCH METHODOLOGY AND DATA PROCESSING

4.1. Research Methodology

Using a quantitative approach to test the effect of coworkers’ turnover on the stayers’ work motivation
in aworkplace, a randomly stratified sample of 222 participants had participated in the survey questions,
participants had received links to a Kobo toolbox-based survey. The survey indicates clearly that the

participants’ names are anonymous and responses will be used for research purposes only.

4.1.1. Study Sample

The sample selected for this study is a stratified sample, it reflects specific demographic characteristics
of Gender, Age, Education level, and Marital status to better represent the employees by distributing
them into homogeneous strata. Our sample consisted of individuals employed in either hourly or
salaried positions that typically required either a four-year college degree or extensive technical
education. Employees will be categorized within a number of categories according to they have sub-

ordinates or not.

Employees participated are working in a variety of for-profit and non-profit organizations in different
cities in Turkey, Turkish cities such as Istanbul and the southern cities bordering Syria represent a good
environment for implementing the study due to having a large number of institutions working in both
sectors, especially non-profit organizations, which are abundant in southern cities because of the link
between these cities and the humanitarian situation in Syria. Thus, the survey reached about 2000
persons via smart phones and social media platforms, however, only 222 responses received, which

forms 10% response rate.

Out of the total number of received responses, 8 of them were excluded from the final dataset, the
excluded participations were considered as misleading results, and been discovered by looking at the
answers of the test question which was added specifically to identify spamming behavior, and the lack

of attention during completing the survey, the final dataset analyzed consisted of 214 observations.

4.1.2. Questionnaire Design

The survey was designed into four main sections with a total of 28 questions. The first section dealt
with the participants’ demographic information, and included five questions about age, gender, marital
status, educational attainment and working sector. The second section contained one question to
determine the type of coworkers’ turnover that occurred, we aim through this determination to answer

all subsequent questions on a specific turnover event in which we can link this independent variable
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with the other variables. The third section addressed the variables that are related to the employee
him/her self , it included three different questions about the participant's position, Job Tenure, and the
unemployment status. In the fourth section, our Dependent variable “work motivation”, was assessed
though using Work Extrinsic and Intrinsic Motivation Scale (WEIMS), 18 questions were asked to

calculate and score work motivation that the participant had at the time of coworker’s turnover.

To that end, the survey depended on WEIMS scale (Tremblay et al., 2009) as a multidimensional scale
built on Self-Determination Theory (SDT).

On the other side, the main publications addressed the concept of turnover were reviewed to set the
types of turnover and to find out how they are related to the work motivation measured by WEIMS, the

relationship studied under the control of participant’s position, Job tenure, and Unemployment status.

The survey was bilingual (English and Arabic), it is translated from English, the original language of
WEIMS scale, to Arabic in order to secure wider access to the studied community who speaks mainly
one of these two languages, the translation conducted by independent people skilled in both languages
to get more accurate answers. In consequence, we had a parallel translated content of raw data. After

all, a Turkish translation of the questionnaire is annexed to this study for a broader spread.

Once the survey was ready, and before the onset of the actual data collection, a pilot round of data
collection was implemented to assess if the questions were easy to understand by the respondents or

not.

WEIMS scale was a part of the questionnaire to assess work motivation through 18 close-ended
questions, each 3 of them are dedicated to assess one of the six regulations mentioned in Self-
Determination theory; (Amotivation, External Regulation, Introjected Regulation, Identified
Regulation, and Integrated Regulation) (Tremblay et al., 2009)s.

Extrinsic
Motivation

Introjected [dentified
Regulation Regulation

Intrinsic
Motivation

External Integrated
Regulation Regulation

Absence of Contingencies Self-worth Importance of  Coherence among Interest and
intentional of reward and contingent on  goals, values, goals, values, enjoyment of the
regulation punishment performance  apd regulations  and regulations task

Figure 4.1. The six regulations of work motivation based on Self-Determination theory.
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As mentioned in the above figure, the six different regulations of work motivation included in the self-

determination continuum are amotivation, external regulation, introjected regulation, identified

regulation, integrated regulation and intrinsic motivation.

Intrinsic motivation

Q Label | Statement

Q8 IM8 Because I derive much pleasure from learning new things

Q12 | IM12 | For the satisfaction | experience from taking on interesting challenges

Q19 | IM19 | For the satisfaction | experience when | am successful at doing difficult tasks

Table 4.1. Intrinsic motivation questions

Integrated regulation

Q Label Statement

Q9 INTEGY9 | Because it has become a fundamental part of who | am

Q14 | INTEG1 | Because it is part of the way in which I have chosen to live my life
4

Q23 | INTEG2 | Because this job is a part of my life
3

Table 4.2. Integrated regulation questions

Identified regulation

Q Label Statement

Q5 IDEN5 | Because this is the type of work, | chose to do to attain a certain lifestyle

Q11 | IDEN1 | Because I chose this type of work to attain my career goals
1

Q18 | IDEN1 | Because itis the type of work, | have chosen to attain certain important objectives
8

Table 4.3. Identified regulation questions
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Introjected regulation

Q Label Statement

Q10 | INTRO1 | Because I want to succeed at this job, if not | would be very ashamed of myself
0

Q15 | INTRO1 | Because | want to be very good at this work, otherwise | would be very
5 disappointed

Q17 | INTRO1 | Because I want to be a “winner” in life
7

External regulation

Table 4.4. Introjected regulation questions

Q Label | Statement
Q6 EXT6 | I work for the income it provides me
Q13 | EXT13 | Because it allows me to earn money
Q21 | EXT21 | Because this type of work provides me with security
Table 4.5. External regulation questions
Amotivation
Q Label Statement
Q7 AMO7 | I ask myself this question, I don’t seem to be able to manage the important tasks
related to this work
Q16 | AMO16 | I don’t know why; we are provided with unrealistic working conditions
Q22 | AMO22 | I don’t know, too much is expected of us

Table 4.6. Amotivation questions

24




4.1.3. Measurement scale

WEIMS scale that is used to assess the six regulations of work motivation is measured on 7-point Likert
scale to indicate to what extent the participants agree on the answers shown (1 = don’t agree at all, 4 =
neither agree or disagree, 7 = agree completely), the answers are mainly for the overall question: “Why

do you do your work?”

WEIMS which is consists of 18 different items, is bundled in groups of three questions to measure each

motivation regulation by calculating the average responses to the three questions.

By the questionnaire, it was applicable to assess the work motivation based on self-determination
continuum by using the Work self-determination index (W-SDI) (Vallerand, 1997). This is a number
resulted from a formula makes it possible to end up with one score represent the overall result of the six

regulations. It measures the overall work motivation according to WEIMS scale for each with a
range from -36 to +36.

In which means we can assess the employee’s self-determination level, this is useful when there is a
need to compare between individuals or groups of people and their motivational profiles, which is in
the interest of our study. W-SDI was applied to generate a motivation profile by multiplying the mean

value of each subscale with the weights according to the formula:

Self-determined subscales:
+3 x Intrinsic motivation (IM)
+ 2 x Integrated regulation (INTEG)
+ 1 x Identified regulation (IDEN)
Non-self-determined subscales
-1 x Introjected regulation (INTRO)
-2 x External regulation (EXT)

-3 x Amotivation (AMO)

W-SDI = (+3 * IM) +(+2 * INTEG) +(+1 * IDEN) +(-1 * INTRO) +(-2 *EXT) +(-3 *AMO) = +-36

(Deci et al., 1989)
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4.2. Data Processing
4.2.1 Data Cleaning

In the real-world data are generally needs some parts to be completed: it hacks the features of values or
interest. It sometimes has aggregate data. Sometime it is noisy where errors or outliers existed, finally
inconsistency is one of the features that might as well face data where it lacks coding or naming

Usually, dataset in surveys face some obstacles like empty entries, difference of noisiness degree and
scaling per features. This research used the following data preprocessing techniques as best practices to

generate meaningful results.
No missing values were detected due to the validation applied to our survey.

For data preprocessing and descriptive statistics, SPSS is used to analyze demographical data, frequency

distributions and descriptive statistics were used. AMOS was used for Confirmatory Factor Analysis.

Confirmatory Factor Analysis (CFA) was used to determine whether the factorial structure of the
WEIMS for this employee’s sample resembled the original six-factor model of work motivation. In this
research, CFA was conducted in a way to cover all 18 items, there are three indicators measuring each

type of.

4.2.2. Descriptive Statistics

Here is below the descriptive statistics of our sample, it shows the minimum, maximum,
mean, standard deviation, variance, and skewness for our 214-observations sample. the
observations are distributed over the 28 questions of our questionnaire.

The table shows we have ordinal data for the questions that consist WSDI since the final

result will be a number between -+36, it also includes nominal data for other constructs.

N Minimum | Maximum | Mean ?)téjviation Variance | Skewness
Std.
Statistic | Statistic Statistic Statistic | Statistic Statistic | Statistic | Error
Age 214 1 3 1.67 .633 401 408 .166
Gender 214 1 2 1.48 501 251 .094 .166
Sector 214 1 2 1.82 .383 147 -1.699 .166
Marital 214 1 2 1.34 475 226 .675 .166
Education 214 1 5 2.06 .809 .654 1.402 .166
Turnover 214 1 3 1.89 .506 .256 -.189 .166
Position 214 1 2 1.29 455 .207 934 .166
Tenure 214 1 3 2.01 .657 432 -.010 .166
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Unemployment
IM8
IM12
IM19
INTEG9
INTEG14
INTEG23
IDEN5
IDEN11
IDEN18
INTRO10
INTRO15
INTRO17
EXT6
EXT13
EXT21
AMO7
AMO16
AMO22

Valid N
(listwise)

214
214
214
214
214
214
214
214
214
214
214
214
214
214
214
214
214
214
214

214

O S S e T e T e T S e S S e Sy S SR WY

Table 4.7. Descriptive statistics responses

NN N N N N NN NN NN N NNNN N

1.97
3.52
3.71
3.58
3.36
3.42
3.50
3.37
3.59
3.84
3.45
3.60
3.63
3.60
3.64
3.71
3.59
3.60
3.09

934

2.215
2.023
2.035
2.036
2.021
1.940
2.067
1.938
2.054
2.272
2.296
2.199
2.122
2.100
2.336
1.997
2.162
2.258

872 1.242
4.908 .400
4.092 295
4.142 446
4.147 533
4.085 487
3.763 515
4.273 439
3.755 400
4.219 .210
5.160 371
5.273 331
4.836 276
4.503 .308
4411 221
5.458 .106
3.989 341
4.673 .256
5.099 579

.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166
.166

The sample was composed of N=214 observations, out of which 112 were men and 102 were women.

The age distribution of the respondents showed that 105 (49.1%) of the respondents were from 30 to 40

years old, 90 (42.1%) were from 18 to 29 years old, while 19 respondents (8.9%) were 41 years old and
older. Statistics showed also that 141 (65.9%) were married and 73 (34.1%) were single.

Age
Valid Cumulative
Frequency | Percent | Percent Percent
Valid 18-29 90 421 42.1 42.1
30-40 105 49.1 49.1 91.1
4l years and | g 8.9 8.9 100.0
older
Total 214 100.0 100.0

Table 4.8. Age Group Frequency

27




Gender

Valid Cumulative
Frequency | Percent | Percent Percent
Valid Male 112 52.3 52.3 52.3
Female | 102 47.7 47.7 100.0
Total 214 100.0 100.0
Table 4.9. Gender Frequency
Marital
Valid Cumulative
Frequency | Percent | Percent Percent
Valid Married | 141 65.9 65.9 65.9
Single 73 34.1 34.1 100.0
Total 214 100.0 100.0

Table 4.10. Marital Status Distribution Frequency

The sample shows that the education level of most of the respondents 138(64.5%) holds a bachelor’s
degree. The Non-Profit sector had the highest ratio among the respondents work with 176 (82.2%)

respondents comparing to the Profit sector 38 (17.8%).

Education
Valid Cumulative
Frequency | Percent | Percent Percent
Valid Undergraduate | 41 19.2 19.2 19.2
Bachelor 138 64.5 64.5 83.6
Diploma 22 10.3 10.3 93.9
Master 8 3.7 3.7 97.7
PHD 5 2.3 2.3 100.0
Total 214 100.0 100.0

Table 4.11. Educational Attainment Frequency
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Sector

Valid Cumulative
Frequency | Percent | Percent Percent
Valid  Profit 38 17.8 17.8 17.8
None- 176 82.2 82.2 100.0
Profit
Total 214 100.0 100.0

Table 4.12. Work Sector Frequency

The following figure below shows statistics responses in descriptive ways. It designated for studies of
dependable and independable variables as the following:

Turnover
Valid Cumulative
Frequency | Percent | Percent Percent
Valid Voluntary Collective 40 18.7 18.7 18.7
turnover
Planned turnover 157 734 734 9.1
(temporary contracts)
Forcibly turnover
(restructuring, 17 7.9 7.9 100.0
downsizing, lay off)
Total 214 100.0 100.0
Table 4.13. Co-workers Turnover Frequency
Position
Valid Cumulative
Frequency | Percent | Percent Percent
Valid yes 152 71.0 71.0 71.0
NO 62 29.0 29.0 100.0
Total | 214 100.0 100.0

Table 4.14. Co-workers Position Frequency
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Tenure

Valid Cumulative
Frequency | Percent | Percent Percent
Valid 0-2 45 21.0 21.0 21.0
2-5 122 57.0 57.0 78.0
pore | a7 220 | 220 100.0
Total 214 100.0 100.0

Table 4.15. Co-workers Tenure Frequency

Unemployment

Valid Cumulative
Frequency | Percent | Percent Percent

Valid Vil 68 31.8 31.8 31.8

hard

Hard 106 49.5 49.5 81.3

Normal 24 11.2 11.2 92.5

Easy 10 47 47 97.2

Vvery 6 28 28 100.0

easy

Total 214 100.0 100.0

Table 4.16. Co-workers Unemployment Frequency

4.2.3. Data Reliability

Composite reliability (CR), also referred to as construct reliability, is a measure of internal

consistency in scale items, it is an “indicator of the shared variance among the observed variables used

as an indicator of a latent construct” (Fornell & Larcker, 1981).

By hand, the calculations are a somehow complicated. The formula consists by combining all of the
true score variances and covariances in the composite of indicator variables related to constructs,

divided by the total variance in the composite.
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Using CR and AVE tests, the study examined the reliability of the six items composing WSDI (the
calculated motivation indicator), the results were ranged AVE between 0.656967 and 0.798333, CR
between 0.851586 and 0.92231

(Z4)°
(Z4)"+(Ze)

CR =

A composite reliability of 0.70 is recommended, and (Fornell & Larcker, 1981) recommended a CR
value of 0.60 or more.

Average Variance Extracted (AVE) is a measure of the amount of variance that is captured by a construct
in relation to the amount of variance due to measurement error. (Fornell & Larcker, 1981) recommended
the value of AVE must be at least 0.50, that means , an AVE less than 0.50 means the studied constructs
include more errors than the variance. For any measurement model, an AVE must be calculated for each

construct and must be at least 0.50.
The average variance extracted can be calculated as follows:

BeEP.

AVE = — =1
Y A2+ 300, Var(e)

IM A % 1-22
0.9 0.81 0.19
0.91 0.8281 | 0.1719
0.87 0.7569 | 0.2431

Count 3 3 3

Sum 2.68 2.395 0.605

Square | 7.1824

AVE 0.798333

CR 0.92231

Table 4.17. IM reliability

31


http://www.thestatisticalmind.com/wp-content/uploads/2016/08/CR-formula.png

INTEG | A 5 1-%2
0.84 0.7056 | 0.2944
0.92 0.8464 | 0.1536
0.9 0.81 0.19

Count 3 3 3

Sum 2.66 2.362 0.638

Square | 7.0756

AVE 0.787333

CR 0.917289

Table 4.18. INTEG reliability

IDEN |4 W 1-3?
0.84 0.7056 | 0.2944
0.9 0.81 0.19
0.91 0.8281 | 0.1719

Count 3 3 3

Sum 2.65 2.3437 | 0.6563

Square | 7.0225

AVE 0.781233

CR 0.914531

Table 4.19. IDEN reliability

INTRO | A 5 1-%2
0.84 0.7056 | 0.2944
0.88 0.7744 | 0.2256
0.92 0.8464 | 0.1536

Count 3 3 3

Sum 2.64 2.3264 | 0.6736

Square | 6.9696

AVE 0.775467

CR 0.911869

Table 4.20. INTRO reliability
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EXT [ A 1-)
0.9 081 [0.19
0.82 0.6724 | 0.3276
0.81 0.6561 | 0.3439

Count |3 3 3

Sum | 2.53 2.1385 | 0.8615

Square | 6.4009
AVE 0.712833
CR 0.881375

Table 4.21. EXT reliability

AMO | A A2 1-2
0.8 0.64 0.36
0.78 0.6084 | 0.3916
0.85 0.7225 | 0.2775

Count 3 3 3

Sum 2.43 1.9709 | 1.0291

Square | 5.9049

AVE 0.656967

Table 4.22. AMO reliability

4.2.4. Confirmatory Factor Analysis

Confirmatory factor analysis (CFA) is a multivariate statistical procedure that is used to test how well
the measured variables represent the number of constructs. Confirmatory factor analysis (CFA) and
exploratory factor analysis (EFA) are similar techniques, but in exploratory factor analysis (EFA), data
is simply explored and provides information about the numbers of factors required to represent the data.
In exploratory factor analysis, all measured variables are related to every latent variable. But in
confirmatory factor analysis (CFA), researchers can specify the number of factors required in the data
and which measured variable is related to which latent variable. Confirmatory factor analysis (CFA) is
a tool that is used to support or not support the measurement theory. One of the main purposes of
Confirmatory Factor Analysis is Assessing the measurement model validity, Assessing the
measurement model validity occurs when the theoretical measurement model is compared with the
reality model to see how well the data fits. To check the measurement model validity, the number of
the indicator helps us. like CFI, RMSEA are some key indicators that help in measuring the model

validity.
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e CFl is the comparative fit index — values can range between 0 and 1 (values greater than 0.90,
conservatively 0.95 indicate good fit)
e RMSEA is the root mean square error of approximation (values of 0.01, 0.05 and 0.08 indicate

excellent, good and mediocre fit respectively, some go up to 0.10 for mediocre).

In this research, data validation through (CFA) was used. Its purpose is to determine if employee’s
sample resembled the original six-factor model of work motivation is related to factorial structure. CFA
was conducted including all 18 items, with three indicators measuring each type of. Below is the factor
loading table.

Factor Loadings
Factor | Indicator | Estimate | SE p
IM IM8 0.9 0.119 |<.001
IM12 0.91 0.107 | <.001
IM19 0.87 0.112 | <.001
INTEG | INTEG23 | 0.84 0.104 | <.001
INTEG14 | 0.92 0.106 | <.001
INTEGY | 0.9 0.114 | <.001
IDEN IDEN18 0.84 0.109 | <.001
IDEN11 | 0.9 0.104 |<.001
IDEN5 0.91 0.115 | <.001
INTRO | INTRO15 | 0.84 0.124 | <.001
INTRO17 | 0.88 0.116 | <.001
INTRO10 | 0.92 0.126 | <.001
EXT EXT21 0.9 0.133 | <.001
EXT13 0.82 0.118 | <.001
EXT6 0.81 0.114 | <.001
AMO AMO22 | 0.8 0.127 | <.001
AMO16 | 0.78 0.126 | <.001
AMO7 0.85 0.114 | <.001

Table 4.23. Factor leading

CFA rendered a satisfactory fit: X?(120, N 203) 256, p < .001; Comparative Fit Index (CFI) = 0.951,
standardized root means square residual (SRMR) = 0.0503, root mean square error of approximation
(RMSEA) = 0.0863, 90% confidence interval (CI) RMSEA = 0.0746, 0.0982. Also, all items had
standardized factor loadings over .80 (up t00.92). Each set of three indicators also showed midrange to-

high item-to-total correlations (all above .50), representing a first indication of construct validity.
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Figure 4.2. W-SDI correlation model.

Test for Exact Fit

4 df p

311 120 <.001

Table 4.24.Test fit of the modal

Fit Measures

RMSEA 90% CI

CFl TLI SRMR RMSEA Lower Upper

0.951 0.938 0.0503 0.0863 0.0746 0.0982

Table 4.25. fit measures
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4.2.5. Chi Square Analysis

In order to find the associations between the independent variables we have, and WSDI as in dependent
variable measures the stayer’s work motivation, we used Chi- Square analysis to compare the observed
results against the expected ones.

Likewise, we could test research hypotheses applying Pearson's chi-squared to determine if the
associations have statistically significant difference, it compared two variables in a contingency table
to see if they are related. the null hypotheses each time were there is no association between the two
variables

Below is the formula of chi-square for by-hand calculations.
2
(Oi . E.)

x: =D, -

The chi square test results a p-value. The p-value considered significant in this study at the usual alpha
level 0.05 (5%),

WSDI / Turnover - Chi-Square

At the sig level of 0.000, we can consider the null hypothesis not supported and said that there’s a

relationship between the work motivation of the employees and their coworkers’ turnover.

Asymptotic
Significance (2-
Value df sided)

Pearson Chi-
Square

Likelihood Ratio 263.077 | 228 | .055
Linear-by-Linear
Association

N of Valid Cases 214

a. 345 cells (100.0%) have expected count less than 5. The
minimum expected count is .08.

338.166* | 228 | .000

48.888 1 .000

Table 4.26. WSDI / Turnover - Chi-Square
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WSDI * Position - Chi-Square

Here is also a significant association between employees work motivation and their positions in case of
witnessing turnover event.

Asymptotic
Significance (2-
Value df sided)

Pearson Chi- | 1577112 | 114 | 004

Square

Likelihood Ratio 191.017 114 | .000

Linear-by-Linear | g0 473 |1 | 000

Association

N of Valid Cases 214

a. 230 cells (100.0%) have expected count less than 5. The
minimum expected count is .29.

Table 4.27. WSDI / Position - Chi-Square

WSDI * Tenure - Chi-Square

As resulted below, a significant association is between the tenure spent at the work, and work motivation

of the employees who witnessed coworkers’ turnover

Asymptotic
Significance (2-
Value df sided)

Pearson Chi- | 5714880 | 228 | 026

Square

Likelihood Ratio 283.298 | 228 | .007

Linear-by-Linear | o 575 |9 | g0

Association

N of Valid Cases 214

a. 345 cells (100.0%) have expected count less than 5. The
minimum expected count is .21.

Table 4.28. WSDI / Tenure - Chi-Square
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WSDI * Unemployment - Chi-Square

The null hypothesis is supported, and there no significant association between the unemployment
expected and work motivation.

Asymptotic
Significance (2-
Value df sided)

Pearson Chi- | 4310142 | 456 | 785

Square

Likelihood Ratio 307.656 | 456 | 1.000

Llnear_—by—Lmear 169 1 681

Association

N of Valid Cases 214

a. 575 cells (100.0%) have expected count less than 5. The
minimum expected count is .03.

Table 4.29. WSDI / Unemployment - Chi-Square

WSDI * Education - Chi-Square

At the significance level of 0.006, we accept the alternative hypothesis that there is a significant

difference in motivation among the different levels of education.

Asymptotic
Significance (2-
Value df sided)

Pearson Chi- | 535 7582 | 456 | .006

Square

Likelihood Ratio 304.641 | 456 | 1.000

Linear-by-Linear | 500n |1 | ogo

Association

N of Valid Cases 214

a. 575 cells (100.0%) have expected count less than 5. The
minimum expected count is .02.

Table 4.30. WSDI / Education - Chi-Square
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WSDI * Marital Status- Chi-Square

No association detected between work motivation and marital status.

Asymptotic
Significance (2-
Value df sided)

Pearson Chi-
Square

Likelihood Ratio 120.666 | 114 | .317

Linear-by-Linear
Association

N of Valid Cases 214

a. 230 cells (100.0%) have expected count less than 5. The
minimum expected count is .34.

93.871* | 114 | 916

347 1 .556

Table 4.31. WSDI / Marital Status - Chi-Square

WSDI * Sector - Chi-Square

No association detected between work motivation and sector.

Asymptotic
Significance (2-
Value df sided)

Pearson Chi-
Square

Likelihood Ratio 109.301 | 114 | .607

Linear-by-Linear
Association

N of Valid Cases 214

a. 230 cells (100.0%) have expected count less than 5. The
minimum expected count is .18.

104.440% | 114 | .728

999 1 317

Table 4.32. WSDI / Sector - Chi-Square
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WSDI * Gender - Chi-Square

No association detected between work motivation and gender.

Asymptotic
Significance (2-
Value df sided)

Pearson Chi-
Square

Likelihood Ratio 135.961 | 114 | .079

Linear-by-Linear
Association

N of Valid Cases 214

a. 230 cells (100.0%) have expected count less than 5. The
minimum expected count is .48.

101.421% | 114 | .794

.025 1 873

Table 4.33. WSDI / Gender - Chi-Square

WSDI * Age - Chi-Square
No association detected between work motivation and age.
Asymptotic

Significance (2-
Value df sided)

Pearson Chi-
Square

Likelihood Ratio 220.210 | 228 | .632

Linear-by-Linear
Association

N of Valid Cases 214

a. 345 cells (100.0%) have expected count less than 5. The
minimum expected count is .09.

222.610° | 228 | .588

901 1 .342

Table 4.34. WSDI / Age - Chi-Square

40




4.2.6. Test For Normality
Kolmogorov-Smirnova and Shapiro-Wilk tests has been applied and they showed that our data is not in

a normal distribution

Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
WSDI .098 214 .000 918 214 .000

a. Lilliefors Significance Correction

Table 4.35. Test For Normality

4.2.7. T- Test
T-tests conducted to compare the means of groups in Gender, Martial status, Sector, and Position

variables with the dependent variable of work motivation WSDI. The null hypothesis set here is that
the distribution of WSDI is the same across categories of the studied independent variable.

sig > 0.05 means boor significance = the null hypothesis is supported

WSDI * Position T-test

Employees who were not supervising subordinates, typically in lower positions, were less impacted in
terms of work motivation when their colleagues leave, while employers who have subordinates were

more impacted and less motivated.

Hypothesis Test Summary
Null Hypothesis Test Sig. Decision

1 The distribution of WSDI | Independent-Samples .000 The null hypothesis is
is the same across|Mann-Whitney U Test not supported.
categories of Position.

Asymptotic significances are displayed. The significance level is .050.

Table 4.36. Position T-test
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Independent-Samples Mann-Whitney U Test
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WSDI * Gender T-test

Position

NO

M =§2 N=152
Mean Rank =172 .37
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yes

20
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Figure 4.3. WSDI * Position T-test
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iasm

Male and Female employees were not significantly difference in terms of work motivation; they were
similarly reacted against colleagues’ turnover.

Hypothesis Test Summary

Null Hypothesis Test Sig. Decision
1 The distribution of WSDI is | Independent-Samples 903 The null hypothesis
the same across categories | Mann-Whitney U Test supoorted

of Gender.

Asymptotic significances are displayed. The significance level is .050.

Table 4.37. WSDI * Gender T-test
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Independent-Samples Mann-Whitney U Test

Gender
Female Male
N=102 N=112
Mean Rank = 106.86 Mean Rank = 107 .89
40.00 4000
20.00 2000
) 00 00 =
7] (%3]
= o
-20.00 -20.00
-40.00 -40.00
-60.00 -60.00
13 10 ] 4] 3 10 15
Frequency Frequency

Figure 4.4. WSDI * Gender T-test

WSDI * Martial Status T-test

The results did not show a significant difference between married and single groups in terms of their
work motivation following to colleagues leave.

Hypothesis Test Summary
Null Hypothesis Test Sig. Decision

1 The distribution of WSDI | Independent-Samples .502 The null hypothesis is
is the same across|Mann-Whitney U Test supported
categories of Marital.

Asymptotic significances are displayed. The significance level is .050.

Table 4.38. WSDI * Martial Status T-test
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Independent-Samples Mann-Whithey U Test

Marital
Married Single
N =141 N=73
Mean Rank = 105.45 Mean Rank =111 .45
40.00 40.00
20.00 20,00
=) ao o =
Q w
= o
-20.00 2000
-40.00 4000
-60.00 -G0.00

20 13 10 5 0 3 10 15 20

Frequency Frequency

Figure 4.5. WSDI * Marital T-test

WSDI * Sector T-test

Working in non-profit or for-profit sectors did not impact the results of work motivation among the
employees in our sample.

Hypothesis Test Summary
Null Hypothesis Test Sig. Decision

1 The distribution of WSDI | Independent-Samples 325 The null hypothesis is
is the same across|Mann-Whitney U Test supported.
categories of Sector.

Asymptotic significances are displayed. The significance level is .050.

Table 4.39. WSDI * Sector T-test
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Independent-Samples Mann-Whitney U Test

Sector
None-Profit Profiet
N=1786 N=2138
Mean Rank = 109.43 Mean Rank = 58.54
40.00 40.00
20.00 20.00
o 00 00 =
w w
= =)
-20.00 -20.00
-40.00 -40.00
-E0.00 | -R0.00
30 20 10 0 10 20 30

Frequency Frequency

Figure 4.6. WSDI * Sector T-test

4.2.8. ANOVA Tests

ANOVA test are applied on the dependent variables which have more than 2 categories to be tested
with WSDI, the null hypothesis considered as there’s no difference in means among the groups.

sig = 0.05 or less means high significance = The null hypothesis is not supported

sig > 0.05 means poor significance = The null hypothesis is supported
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WSDI * Turnover -ANOVA

As per the table below, the null hypothesis is not supported in case of testing turnover with employees’
work motivation, the study found that employers who witnessed a colleague’s forcibly turnover were
most demotivated workers, while it was almost neutral in case of planned turnover, and positively
motivated in case of voluntary turnover.

| Sum of Squares | df | Mean Square | F ‘ Sig. |
Between Groups 16441.892 2 8220.946 31.480 | .000
Within Groups 55102.046 211 | 261.147
Total | 71543.938 213

Subset for alpha = 0.05

Turnover N 1 2 3
Tukey Forcibly  turnover
HSD?b (restructuring, 17 -19.9020

downsizing, lay off)
Planned turnover

(temporary 157 -1.56541

contracts)

VoluglEly 40 15.2750
Collective turnover

Sig. 1.000 1.000 1.000

Means for groups in homogeneous subsets are displayed.
a. Uses Harmonic Mean Sample Size = 33.262.

b. The group sizes are unequal. The harmonic mean of the group sizes is used. Type |
error levels are not guaranteed.

Table 4.40. WSDI * Turnover -ANOVA
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WSDI * Tenure- ANOVA
Different tenures at the job showed different motivation levels when it comes to witness colleagues’

turnover, the longer tenure the staff had, the less impact on their motivation occurred while their
colleagues leave.

Sum of
Squares df Mean Square | F Sig.
Between 21611.128 2 10805.564 45.661 | .000
Groups
Within Groups | 49932.810 211 236.648
Total 71543.938 213
Subset for alpha = 0.05
Tenure N 1 2 3
Tukey 0-2 45 -13.1630
b
HSD® 2.5 122 -1.4536
2"°re than | 47 16.9858
Sig. 1.000 1.000 1.000

Means for groups in homogeneous subsets are displayed.
a. Uses Harmonic Mean Sample Size = 58.032.

b. The group sizes are unequal. The harmonic mean of the group sizes is
used. Type | error levels are not guaranteed.

Table 4.41. WSDI * Tenure -ANOVA
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WSDI * Unemployment -ANOVA
The results state that there’s no significant difference in motivation between the employers that expect

different level of unemployment in case of leave their jobs.

I Sum of Squares | df | Mean Square | F | Sig. |
Between Groups | 917.050 4 229.262 .678 | .608
Within Groups 70626.888 209 | 337.928
Total 71543.938 213
Subset  for
alpha =0.05
Unemployment N 1
Tukey Hard 106 | -1.2579
HSD*? Normal 24 | .1806
Very easy 6 .3889
Very hard 68 1.0784
Easy 10 8.2000
Sig. 621

Means for groups in homogeneous subsets are displayed.
a. Uses Harmonic Mean Sample Size = 15.039.

b. The group sizes are unequal. The harmonic mean of the
group sizes is used. Type I error levels are not guaranteed.

Table 4.42. WSDI * Unemployment -ANOVA
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WSDI * Education -ANOVA
Analyzing education attainments against work motivation shows a significant different among degrees,
the staff with no diploma were the more motivated than the others, the motivation level decreases while

going up to end with PHD and master degrees holders as the most demotivated among others.

I Sum of Squares | df | Mean Square | F | Sig. |
Between Groups | 4705.173 4 1176.293 3.678 | .006
Within Groups 66838.765 209 | 319.803
Total 71543.938 213
Subset for
alpha =
0.05
Education N 1
Tukey Master 8 -7.2917
HSD**  pyp 5 2.8667
Bachelor 138 -2.5000
Diploma 22 4.5455
Undergraduate 41 8.4472
Sig. .186

Means for groups in homogeneous subsets are displayed.
a. Uses Harmonic Mean Sample Size = 12.435.

b. The group sizes are unequal. The harmonic mean of the
group sizes is used. Type | error levels are not guaranteed.

Table 4.43. WSDI * Education -ANOVA
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WSDI * Age - ANOVA

Different age groups do not show significant difference in employees work motivation, workers from

different age groups did not show significantly different work motivation levels.

Sum of Squares | df | Mean Square | F | Sig. |
Between Groups 360.134 2 180.067 534 | .587
Within Groups 71183.804 211 | 337.364
Total 71543.938 213
Tukey HSD?*P
Subset for alpha =
0.05
Age N 1
;‘.1 b4 and | 19 | 11228
30-40 105 -.9429
18-29 90 1.6556
Sig. 773

Means for groups in homogeneous subsets
are displayed.

a. Uses Harmonic Mean Sample Size =
40.946.

b. The group sizes are unequal. The harmonic
mean of the group sizes is used. Type | error
levels are not guaranteed.

Table 4.44. WSDI * Age -ANOVA
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5. FINDINGS

The findings in our research indicates that there is a significant association between the turnover that
may occur at the workplace and the work motivation of the leaver’s coworkers, at the sig level of 0.000,
the null hypothesis is not supported and found that employers who witnessed a colleague’s forcibly
turnover were most demotivated workers, while it was almost neutral in case of planned turnover, and
positively motivated in case of voluntary turnover.

20.00

10.00 \

0o

Mean of WSDI

-10.00

-20.00

Voluntary Collective turnover Flanned turnover (temporary  Forcibly turnover (restructuring,
contracts) downsizing, lay off)

Turnover

Figure 5.1. Means Plots — WSDI/Turnover

Among the variables included in this study, job tenure and position hold a significant positive
association with employees’ motivation. As shown through the analyses, Tenure sig 0.26 > 0.04
Position sig, hence, position is more related to work motivation than tenure, anyways and at all cases,
the associations included significant differences within the groups;
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Figure 5.2. Work motivation distribution over Position

Managers were less impacted in terms of work motivation when their colleagues leave with an obtained
mean rank of 81.04, while Employees who were not supervising subordinates obtained mean rank
172.73, in other words, employees’ motivation was less impacted in coworkers’ leave. In terms of
different tenures of the stayers and their relation to the stayers’ motivation, ANOVA test at a sig level
of 0.000 proved a significant association is between the tenure spent at the work, and the stayers’ work
motivation. Different tenures at the job showed different motivation levels, the longer tenure spent at

the work, the less impact on their motivation occurred while their colleagues leave.
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Figure 5.3. Means Plots — WSDI/Tenure
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The results state that the influence of unemployment is less substantial compared to that of job tenure
and position, The null hypothesis is supported at the sig level 0.785 which means there no significant
association between the unemployment expected and coworkers’ work motivation, no significant
difference in motivation between the employers who expect different level of unemployment in case of
leave their jobs.

The findings seem not in line with H3 hypothesis which suggests that a negative relationship between
employees’ work motivation and unemployment expected, however, the findings prove our argument
that there is a negative relationship between work motivation with coworkers turnover H1, and provide
evidence about our second hypothesis H2 which suggest that the variables of employee’s position and

tenure in the organization positively related to work motivation.

. Supported / Not
No Hypothesis
supported

The effect of the coworkers’ turnover and work motivation is negative
and varied as per the type of turnover witnessed, thus forcibly

H1 ] ) i Supported
turnover is most impactive type then planned, and voluntary at the

last.

The effect of position and tenure of the employees who witnessed

coworkers’ turnover from one side, and the work motivation from the
H2 | other side is positive, and varied as per the period spent at the Supported
organization and the fact of having subordinates or not, thus, the

longer tenure or having no subordinates, the more positive resulted.

The effect of expected unemployment of the employees who
H3 | witnessed coworkers’ turnover and the work motivation is negative, Not Supported

and varied as per level of expectation.

Table 5.1. Decision table for the tested hypotheses

Finally, the results support our argument that despite the various effects of turnover events on the
stayers, it is proved that it will have a negative consequence on the stayer’s motivation, especially in
case the unplanned turnover which evolves more uncertainty for the stayers than the planned. The
consequences vary also based on the position of the stayer, and the tenure spent at work regardless of

the unemployment expected by the stayers if they had to leave like their coworkers.

53



6. DISCUSSION

The present study aimed at gathering different types of turnover in one research and testing their impact
on employees’ motivation in light of the situation of the stayer, his/her position, tenure spent at the

workplace, and the unemployment expected in case of leaving the job.

We argued that the extent of the turnover effect differs from one kind to another, moreover, the
relationship with work motivation was studied in terms of position possessed by the stayer, the tenure

at the job, and the unemployment expected.

The study found that there is a continuum starting from the forcibly turnover as the most influencing
type of turnover on stayers’ work motivation at W-SDI mean of -19.9020, passing through Collective
voluntary turnover, which has less effect at W-SDI mean of -1.5541, and ending with the planned

turnover which has the minimum effect toward work motivation at W-SDI mean of 15.2750.

Also, the study found a significant positive effect of the stayer’s position, in which those who do not
have subordinates were twice more motivated as managers. and in mentioning tenure at work, W-SDI

of the new employees, 0-2 years, was at -13.163, the old staff W-SDI was at 16.986.

Unlike the hypothesis, the data collected showed no evidence for an effect of unemployment on stayers’
motivation, however, it supports the literature that relate unemployment to the motivation from an
introjected regulation perspective (Vansteenkiste et al., 2004), in which its effect depends on the

previous unemployment experiences.

Besides, the study found that planned turnover, where both employee and employer previously agreed
on the contract's end date, has a minor effect on the motivation, this result goes in line with the
researchers who studied the relationship between planned turnover and performance in one hand (Ton
& Huckman, 2008), and scholars who studied the relationship between performance and work
motivation on the other hand, (Derfler-Rozin & Pitesa, 2021) concluded that performance is related to
motivation up and down. In the same vein, (Stefano et al., 2019) stated that Planned turnover has an

inverted U-shaped relationship with performance.

The results support our claim that the turnover that occurred in a workplace affects work motivation at
different levels, which is, in turn, affects other proven motivation-related aspects of work such as work

and life balance (Beauregard & Henry, 2009) and voluntary turnover (Mitchell et al., 2001).

Itis a good start for further work on comprehensive mitigation measures that could be in place to reduce

the unwanted sequences of the decisions taken.
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6.1. Research Limitations

Despite the managerial implications that the study presents, and like other studies, certain limitations
should be considered in concern to this research, mainly due to the time and resources constraints, we

have context-related and data-related limitations.

In terms of data-related, first, the chosen sample was only Turkey inhabitants living in the southern
provinces, they received the survey via social media channels (WhatsApp, LinkedIn, Facebook) during
a short period of time which limited broader participation, also the survey itself was available only in
English as an original language and Arabic as an auxiliary language, which limited the participation to

the citizens and foreigners who speak one of these two languages only.

Second, given that this research address different types of turnover, we cannot claim that a specific type

of turnover was causal with regard to a certain motivating regulation.

Third, since the study is not experimental, we cannot completely exclude the possibility that our findings

suffer from memory bias due to the use of self-reporting on a thing that happened in the past.

Self-reporting itself generate another limitation which is social prestige. E.g., individuals may hide
deviant behaviors, since they do not want to acknowledge engaging in such socially unacceptable

behavior.

On the other side, the research has contextual limitations since the vast majority of respondents to the
alternative job question said it is hard or very hard, the answer limits the effect of unemployment factor
on the results, however, when we compare the unemployment rate in Turkey with other countries like

Russia, Japan, or Qatar there can be different responses in those countries.

Another significant contextual variation is the research ability to identify and study how a certain type
of turnover interacts with other types of turnover that could occur simultaneously. In this case, the
participant might be confused about what is the specific type of turnover that influenced his motivation
the most, moreover, the boundary between voluntary and involuntary exit is muddled at the managerial
level, that is because even if turnover is a choice, the decision to quit the work may have been made in
reaction to dismissal warnings, expected planned downsizing, or inadequate performance (Ruhm,
1987).

6.2. Future Researches

The current study demonstrated how a motivational sequence generated from SDT and the hierarchical
model leads to a deeper understanding of the work motivation derived from turnover behavior and opens

the door to fascinating future research.
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The research paved the way for more studies to address further impacts not only on the coworkers at
the same workplace but also at different branches and missions in the case of National and International
organizations. Similarly, it is worth to be addressed in future the vague aspects of turnover, researchers
have claimed that some employees who voluntarily leave their organizations can be classified as
involuntary leavers (Hom et al., 2012), due to being indirectly forced or pushed to leave, also to

considering the automatically renewing contracts as a permanent rather than temporary contract.

Building on this effort, a qualitative method to find out factors that may accompany turnover and
influence work motivation among the stayers such as roomers or the relationship between the leaver

and the stayer.

Although we do not think a bigger sample would change the results, future researchers may consider
engaging participants from different backgrounds and cultures working in different countries for a more

universal result set, and better generalizability.

Equally important is to develop motivation strategies to be in place alongside any decision the

management may take and impact the motivation.
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8. APPENDICES

Appendix A. Research Questionnaire in English

(Tremblay et al., 2009)

Hello All

This is Mohammad Samir AL Khawaja, MBA student at Marmara University, my thesis addresses the
effect of Employees’ turnover on the Work Motivation of the colleagues in charge, your accurate
answers will help us to have a more in-depth understanding of this issue, you need only 5 minutes to

select the survey language and complete it. Thanks in Advance.

https://ee.kobotoolbox.org/x/Njez7iXt

When does coworkers’ turnover affect work motivation of the stayers in the workplace?

Privacy Statement: All data collected from this survey are treated as confidential, and will be used
for research purposes only, the data will not be shared with any third party outside the domain.

1. What is your age group?

o 18-29

o 30-40

o 41 years and older

2. What gender do you identify as?

o Male

o Female

3. Are you married?

o Married

o Single
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4. What is the highest degree or level of education you have completed?

o Undergraduate

o Diploma
o Bachelor
o Master

o PHD

5. Which sector are you working at?

o Non-profit

o For-profit

6. Please specify the form of coworkers’ turnover witnessed.

o Voluntary Collective turnover

o Forcibly turnover (restructuring, downsizing, lay off)

o Planned turnover (temporary contracts)

Please answer as per your status following the coworkers’ turnover event witnessed.

7. Did you have subordinates?

o Yes

o No

8. Job tenure in the organization (Years):

o Morethan5

9. The ease of finding an alternative job:
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Very easy — Easy — Normal — Hard — Very hard

Using the scale below, please indicate to what extent each of the following items corresponds to the

reasons Why were you doing your work after your coworkers left the job?

10. Because this is the type of work, I chose to do to attain a certain lifestyle.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

11. I work for the income it provides me.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

12. T ask myself this question, I don’t seem to be able to manage the important tasks related

to this work.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

13. Because | derive much pleasure from learning new things.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

14. Because it has become a fundamental part of who I am.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

15. Because | want to succeed at this job, if not | would be very ashamed of myself.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

16. Because | chose this type of work to attain my career goals.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree
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17. For the satisfaction | experience from taking on interesting challenges.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

18. Because it allows me to earn money.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

19. Because it is part of the way in which | have chosen to live my life.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

20. Because | want to be very good at this work, otherwise | would be very disappointed.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

21. I don’t know why; we are provided with unrealistic working conditions

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

22. Because I want to be a “winner” in life.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

23. Because it is the type of work | have chosen to attain certain important objectives.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

24. For the satisfaction | experience when | am successful at doing difficult tasks.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

25. Please skip this question and leave it with no response.
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Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

26. Because this type of work provides me with security.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

27. 1 don’t know, too much is expected of us.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

28. Because this job is a part of my life.

Very Strongly Disagree — Strongly Disagree — Disagree — Neutral — Agree — Strongly Agree — Very
Strongly Agree

Thanks for Your Participation
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Appendix B. Research Questionnaire in Arabic
(Tremblay et al., 2009)
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Appendix C. Research Questionnaire in Turkish
(Tremblay et al., 2009)
Merhaba

Ben Mohammad Samir Alhawaca. Marmara Universitesi'nde isletme bolimunde yiiksek lisans tezimi
yapiyorum. Arastirmam, ¢aliganlarin isten ayrilmalarinin, iste kalan meslektaglarinin is motivasyonu
iizerindeki etkisini ele aliyor. Dogru cevaplariniz, konuyu daha derinden anlamamiza yardime olacaktir.

Sadece 5 dakikada doldurmak i¢in anketin dilini segebilirsiniz. Simdiden tesekkiirler.

https://ee.kobotoolbox.org/x/Njez7iXt

Is arkadaslarimn isten ayrilmasy, isyerindeki digerlerinin motivasyonunu ne zaman etkiler?

Gillick Bildirimi: Bu anketten toplanan tiim veriler gizli olarak kabul edilir. Yalnizca bilimsel

arastirma amaciyla kullanilacak ve alan diginda higbir {igiincii sahisla paylasilmayacaktir.

1- Yas grubunuz nedir?

o 29-18

o 40-30

o 41 ve Uzeri

2- Lutfen cinsiyetinizi seginiz

o Erkek

o Bayan

3- Evli Misiniz?

o EVLI

o YOK

4-Tamamladiginiz en yiiksek derece veya egitim seviyesi nedir?

o Lise ve Alt1
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o Enstitl

o Universite

o Yuksek lisans

o Doktora

5-Hangi sektorde cahisiyorsunuz?

o kar amaci giitmeyen

o kar amaci giiten

6-Liitfen tanik oldugunuz is arkadaslarimzin isten ayrilma seklini belirtin

o Goniilli olarak toplu is birakma

o Zorunlu bir isten ayrilma (yeniden yapilanma - azaltma - isten ¢ikarma)

o Planli bir isten ayrilma (gegici sozlesmeler)

Liitfen is arkadaslarimizin ayrilmasi olayindan sonraki durumunuza gore cevap verin.

Yoneticileriniz var miydi1?

o Evet

o hayrr

8- Kurulustaki ¢alisma siirem (y1l olarak):

o b5'tenfazla

9- Alternatif is bulma kolayhig::

Cok kolay - kolay - normal - zor - ¢cok zor
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Asagidaki ol¢cegi kullanarak liitfen asagidaki sorularin her birine ne kadar katildigimz

belirtin: Meslektaslariniz ayrildiktan sonra neden calismaya devam ettiniz?

10-Ciinkii bu, belirli bir yasam tarzina ulasmak i¢in sectiginiz is turadar.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

11- Bu isin bana getirdigi gelir icin calistyorum

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

12. Kendime bu soruyu sordum, bu isle ilgili 6nemli gorevleri yerine getiremiyor gibiydim.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

13. Ciinkii yeni seyler 6grenmekten gercekten zevk aliyorum.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum - KesinlikleKatiliyorum

14. Ciinkii kim oldugumun 6nemli bir parcasi haline geldi

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

15. Ciinkii bu iste basarih olmak istiyorum yoksa kendimden ¢ok utanacagim.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

16. Ciinkii kariyer hedeflerime ulagsmak icin bu tiir isleri sectim.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

17. Heyecan verici zorluklari iistlenmekten aldigim zevk icin.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

18. Ciinkii bana para kazandiriyor

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

19. Ciinkii bu hayatimi1 yasamayi sectigim yolun bir parcasi

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum
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20. Cunku bu iste ¢ok iyi olmak istiyorum, yoksa hayal kirikhgina ugrayacagim.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

21. Neden bilmiyorum, gercekci olmayan calisma kosullarimiz var.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

22. Ciinkii hayatimda ""kazanch" olmak istiyorum.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

23. Ciinkii bu tiir isi bazi1 onemli hedeflere ulasmak icin sectim.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

24. Zor gorevleri iistlenmekteki basaridan aldigim tatmin icin.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

25. Liitfen bu soruyu atlayin ve cevapsiz birakin.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

26. Ciinkii bu tiir is bana giiven saghyor.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

17. Bilmiyorum . bizden cok sey bekliyorlar

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

28. Ciinkii bu is hayatimin bir parcasi.

Kesinlikle Katilmiyorum - Katilmiyorum - Kararsizim - Katiliyorum — Kesinlikle Katiliyorum

Katildiginiz i¢in tesekkiirler
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