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ABSTRACT 
 

The program of research presented in this thesis focuses on the 

construct of employee turnover. It is argued, despite the intense interest that 

employee turnover has attracted (Cotton & Tuttle, 1986; Griffeth, Hom & 

Gaertner, 2000), that turnover theory and research suffers from a number of 

notable shortcomings. These shortcomings primarily stem from the 

development and study of employee turnover models that attempt to make 

predictions for all individuals, at all times and across all places (Lee & 

Mowday, 1987). It is proposed that three shortcomings need to be addressed, 

specifically the need to develop employee turnover models that are 

organisationally specific, including predictors that are particularly relevant to 

the context under study and consideraton of the impact of career stage and 

gender on this process. 

 

Given the argument that employee turnover models need to be 

developed according to organisational context, a specific organisational 

population was identified for study in this research program. The current 

research program focused on a sample population of police officers employed 

in an Australian police organisation. This population was chosen due the 

paucity of research that has investigated turnover and turnover intention 

processes within the policing context and in light of the practical implications, 

specifically the significant financial cost, associated with police turnover.  

 

In addition to addressing the three key shortcomings of employee 

turnover theory and literature as identified above, the current program of 
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research also addressed a number of limitations that are specifically relevant 

to police turnover research. This research represents an important 

contribution to the existing body of police specific turnover research due to the 

limited attention that the study of employee turnover within the policing 

context has attracted. Furthermore, the current research program studied 

large sample populations of Australian police officers given that previous 

police turnover research has been limited by the use of relatively small 

sample sizes and have focused primarily on the study of officers employed in 

United States police organisations. This research, in contrast to existing police 

turnover research, utilised statistical techniques that allowed multi-variable 

process models of turnover intention to be developed and tested. Lastly, this 

research clearly articulated the type of turnover being examined. This is 

particularly important given that many studies of police turnover have failed to 

specify the specific form of turnover that is under study. This research has 

contributed to current understanding of voluntary resignation and voluntary 

turnover intention processes. 

 

Three studies comprised the empirical component of the current 

program of research. The series of studies that were conducted were founded 

on a career development sequence. Each study contributed to the 

overarching aims of the research program, namely to examine turnover and 

turnover intention processes of male and female police officers at distinct 

phases of the employment relationship. 
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Study One examined turnover at the earliest stage of the employment 

relationship, the recruitment phase. This study tested the hypothesis that 

personality is predictive of voluntary resignation of male and female police 

officers. Using logistic regression analysis, the results of this study indicated 

that male and female police officers (N = 560) who voluntary resign from the 

police organisation compared to those who remain, are more affected by 

feelings than emotionally stable, are more tender-minded than tough-minded 

and are more venturesome than shy. No evidence was found to suggest that 

differential predictive relationships exist between personality and turnover as a 

function of gender. 

 

Study Two examined the turnover intention processes of police recruits 

(Time One: N = 253; Time Two: N = 253; Time Three: N = 216) engaged in 

their first year of employment with the police organisation. Using multiple 

group structural equation modelling (multiple group SEM), it was concluded 

that socialisation stage and gender impacts on the relevance of predictors 

contained within turnover intention models and gender affects the strength of 

predictor relationships. Moreover, this study provided evidence to suggest that 

turnover intention process models should include variables that are 

particularly relevant to the organisational context being studied. This study 

found that two variables identified as particularly relevant to police 

organisations, namely person-organisation and person-job fit, play key roles in 

police specific turnover intention processes. 
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Study Three examined the turnover intention processes of male and 

female police officers (N = 996) across the career span. Using multiple group 

SEM, it was concluded that career stage impacts on the relevance of turnover 

predictors and in some instances, career stage and gender impacts on the 

strength of predictor relationships. More specifically, it was concluded that a 

single model largely captures the process of turnover intention for officers in 

early and middle career stages while a slightly altered model is needed for 

officers in the late career stage group. Furthermore, this study suggested that 

organisationally relevant predictors of turnover intention, in this instance, 

police specific stress, organisational stress and health status, should be 

included in police specific process models of turnover intention. 

 

Based on the three studies conducted under the auspices of the 

current program of research a number of important conclusions were drawn. It 

was concluded that organisational context should be considered when 

developing and applying models of turnover and turnover intention to 

Australian police organisations. In particular, an analysis of the organisational 

environment should be undertaken in order to identify factors that may be 

specifically relevant to understanding turnover and turnover intention in the 

context under study. Moreover, understanding of employee turnover and 

turnover intention is enhanced through the development of models that are 

tailored to specific points within the career span. Lastly, it was concluded that 

separate models developed according to gender are not warranted however 

the differential strength of predictive relationships as a function of gender 

should be considered. 
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CHAPTER ONE 

Introduction 
 

The key construct under study in the current research program is 

employee turnover. Employee turnover has become one of the most widely 

studied constructs in organisational behaviour research with thousands of 

articles appearing on the topic (Cotton & Tuttle, 1986; Hom & Griffeth, 1995; 

Iverson, 1999; Maertz & Campion, 1998; Mobley, 1982a; Steers & Mowday, 

1981). Despite the widespread attention that employee turnover has attracted 

not all answers to the employee turnover puzzle have been found and a 

multitude of questions are yet to be resolved. As such, this thesis appears in 

response to a number of uncultivated avenues of inquiry. The focus of this 

research involves an examination of the employee turnover process of police 

officers employed in an Australian police organisation. This research 

addresses the paucity of research that has sought to understand the process 

of police turnover by replicating and extending upon past research efforts. 

Important contributions to knowledge are made as a result of studying 

processes of police turnover and turnover intention at multiple points across 

the career span and through the examination of the effect of gender on these 

processes. 

 

The aim of the following discussion is to present a general overview of 

the organisation of this thesis and briefly outline the aims and objectives of the 

current research program. Specifically, an outline of the structure of the 

thesis, including a synopsis of the literature review and a description of the 
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three studies which were conducted under the auspices of the current 

research agenda, are presented. 

 

Organisation of the Thesis 

A detailed examination of employee turnover literature commences in 

Chapter Two. The aim of this chapter is to provide a grounding on which an in 

depth analysis of the employee turnover literature, presented in subsequent 

chapters, is based. In pursuit of this aim the chapter commences with an 

articulation of the definition of employee turnover followed by a discussion 

addressing the issues surrounding the operationalisation of the employee 

turnover construct. The chapter also provides evidence in support of the need 

to continue to study employee turnover. Firstly, the practical importance of 

studying this organisational issue is examined. An analysis of the effect of 

employee turnover on both individuals and organisations is presented for this 

purpose. Secondly, the chapter identifies three key theoretical and empirical 

gaps in employee turnover literature that are subsequently addressed within 

the current program of research. Specifically, it is argued that employee 

turnover models need to be organisationally specific and should consider the 

impact of career stage and gender. 

 

Given the discussion presented in Chapter Two, which argued that a 

need exists for the development of organisationally specific models of 

employee turnover, Chapter Three provides support for the need to study the 

employee turnover process of police officers employed within Australian police 

organisations. It is proposed that the need to study an organisational issue 
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within a given organisational context rests on two criteria. Firstly, it must be 

determined whether the proposed organisational issue is of concern to 

employees and/or the organisation under study and secondly, whether 

sufficient knowledge and understanding has already been gained through 

previous research efforts. Based on evidence pertaining to these two criteria, 

it is concluded that sufficient evidence exists to support the need to engage in 

further study of police turnover processes, particularly within the Australian 

policing context. 

 

The following three chapters, Chapters Four, Five and Six, aim to 

identify key variables that need to be included in explanatory models of police 

turnover and turnover intention. This is achieved via a three-step process. The 

first step, presented in Chapter Four, involves a review of mainstream 

turnover research, that is research that has not been conducted within a 

police organisation. The second step is addressed in Chapter Five. Chapter 

Five examines the applicability of mainstream research findings to the police 

experience. The third and final step, presented in Chapter Six, identifies those 

variables that have particular organisational relevance to understanding police 

turnover processes. 

 

The focus of Chapter Four centers on the conceptualisation of 

employee turnover from both a theoretical and empirical standpoint. As such, 

an inclusive review and critical evaluation of the relationships that have been 

purported to exist between employee turnover and a number of key 

explanatory variables are presented. In order to provide a comprehensive 
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review of the employee turnover literature a two-pronged approach is 

undertaken. Firstly, a review of the antecedents, correlates and predictors that 

have been consistently linked to employee turnover across studies is 

presented. This approach facilitates the summation of findings that have used 

a bi-variate research design, studying the relationships between single 

predictor variables and turnover. Secondly, the research literature that has 

aimed to model the process of employee turnover is considered. This 

research highlights the approach of many empiricists and theorists who have 

taken a holistic approach to the study of turnover and have subsequently 

sought to model the sequencing of explanatory variables within the turnover 

process. The chapter concludes with an integrative summary of both 

approaches to employee turnover. This chapter provides evidence to support 

the need to include a number of key variables in the current research program 

due to their consistent relationship with turnover across mainstream theory 

and research. 

 

The second step in the three step process of identifying variables that 

warrant inclusion in the current research program is discussed in Chapter 

Five. The purpose of this chapter is to determine the generalisability of 

mainstream findings to the policing context. Based on those variables that 

were identified in Chapter Four as being strongly related to employee 

turnover, a review of police specific turnover research is undertaken. This 

review seeks to identify the similarities and differences that exist between 

mainstream and police specific research findings. It is proposed that 

similarities between the two bodies of research require further study for the 
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purpose of replicating such findings within the Australian police context. 

Secondly, an examination of differences between mainstream and police 

specific research indicates that some variables have not been sufficiently 

studied within police organisations and/or inconsistent findings have been 

reported. As such, those variables that require further study are identified. 

 

The third and final step in the process of variable identification is 

presented in Chapter Six. Chapter Six seeks to identify those variables that 

have particular organisational relevance to policing. It is argued that specific 

characteristics or aspects of the context being studied may necessitate the 

study of organisationally relevant variables. This discussion identifies a 

number of aspects of the policing environment that gives rise to the inclusion 

of police relevant variables in the study of turnover and turnover intention. The 

variables that are identified include person-organisation fit, person-job fit, 

organisational stress, police stress and health status. 

 

The literature review presented in the preceding chapters of this thesis 

reaches an integrative conclusion in Chapter Seven. Chapter Seven states 

the overall purpose and general aims of the current research program. This 

chapter also provides an overview and rationale for the design of the program 

of studies that are reported in the chapters that follow. 

 

Chapters Eight to Ten report the findings of the three separate yet 

interrelated applied field studies that together comprise the empirical 

component of the current research program. As will be discussed in Chapter 
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Seven, the conceptual basis on which the series of three studies has been 

founded relates to a career development sequence.  

 

Study One examines predictors, collected at the recruitment stage, of 

subsequent employee turnover; Study Two examines turnover within the first 

year of employment; and Study Three examines the turnover process of 

police officers across the career span. The thread with which these three 

studies are woven into a coherent program of research is two-fold. Firstly, the 

studies share the common aim of identifying those variables that are 

predictive of turnover intention or turnover of Australian police officers. 

Secondly, each of the three studies provides a unique contribution to 

understanding employee turnover. Each study contributes to the overall 

research program through its examination of turnover at a distinct phase of 

employment. This approach allows more comprehensive and specific 

conclusions regarding employee turnover for individuals at different career 

points to be drawn. Furthermore, this approach provides the opportunity to 

examine and contrast the employee turnover process across career stage. In 

light of this conceptual framework the following discussion presents a more 

specific description of each of the three studies that were undertaken. 

 

Chapter Eight reports the first study that was undertaken. The 

overarching purpose of Study One is to examine the predictive nature of 

recruitment information in relation to subsequent turnover. Study One tests 

the general hypothesis that personality test data, collected at the time of 

recruitment, is predictive of voluntarily resignation. In concurrence with the 
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overall objectives of the current research program, this study also examines 

the impact of gender on the predictive relationship between personality and 

turnover. The contribution that this study makes to the overarching research 

program, rests with its investigation of predictive turnover relationships at the 

earliest phase of an employee’s organisational tenure, that is the recruitment 

phase. 

 

Chapter Nine presents the second study in the series of three studies 

undertaken. Study Two, using a longitudinal research design, examines the 

intention to turnover process of police officers across the first year of 

employment. The purpose of this study is to examine the predictive 

relationships between person-environment fit, job attitudes and intention to 

leave the organisation. Models of intention to turnover that take into account 

specific aspects of the police environment and which are particularly relevant 

to understanding turnover intention within the first year of employment are 

developed and tested. Based on the three stages of police socialisation 

proposed by Bennett (1984), three intention to turnover models are tested for 

each stage of the socialisation process. In order to examine gender 

differences across models, multiple group structural equation modeling 

(multiple group SEM) is used. Multiple group SEM allows the equality of 

pathways across groups to be tested, in this case the equality of pathways 

according to gender is examined. In summary, this study informs the overall 

research program by identifying those variables that are relevant to 

understanding turnover intention within a police organisation at an early 

career stage, that is within the first year of employment. Furthermore, this 
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study examines whether a single model of turnover intention is relevant to 

understanding intention to turnover across the first year or whether the 

development of multiple process models of turnover intention results in a 

more accurate understanding of this process. Finally, this study contributes of 

the overarching research program through its examination of the impact of 

gender on the intention to turnover process. This study examines the 

applicability of a single model of turnover intention to both male and female 

police officers. 

 

The final study, Study Three, is discussed in Chapter Ten. The 

overarching purpose of Study Three is to model and compare the intention to 

turnover process of police officers across the career span. This study 

examines variables that have been traditionally studied in relation to employee 

turnover and additionally, those variables that have been identified as 

particularly relevant to understanding police turnover. Similar to Study Two, 

multiple group SEM is conducted for the purpose of testing the equality of 

models across gender and career stage. Within the context of the broader 

research program, this study makes an important contribution to existing 

knowledge given its study of both male and female officers across multiple 

career stages. Through this study, conclusions regarding the usefulness of 

traditional turnover models that have sought to describe the turnover process 

of all people, at all times and across all places (Lee & Mowday, 1987), may be 

drawn. This study directly tests whether a single model of turnover intention is 

able to accurately capture the intention to turnover process of both male and 

female officers and those across differing stages of career development. 
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The concluding chapter of this thesis is Chapter Eleven. Chapter 

Eleven presents the broad overall conclusions that may be drawn from the 

findings of the current research program. The findings of the three studies that 

were conducted as components of the current research agenda are discussed 

within the context of the body of research in which they are based. This 

chapter also reflects upon the limitations of the current research program, 

articulates the broad practical implications of the research findings and 

provides guidance and suggestions for future research. 
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CHAPTER TWO 

An Orientation to the Employee Turnover Construct 
 

The purpose of this chapter is to provide a general orientation to the 

key construct under study in the current research program, employee 

turnover. In pursuit of this goal, the following discussion addresses three 

principal aims. Firstly, a definition of employee turnover is presented for the 

purpose of articulating how this construct is operationalised in the studies that 

follow. Secondly, the consequences of employee turnover are examined. The 

consequences of turnover are discussed to illustrate the practical importance 

of continuing to study this organisational issue. Thirdly, theoretical and 

empirical gaps in existing employee turnover literature are highlighted. 

Specifically, it is argued that current turnover research is limited due to the 

lack of research effort that has been directed towards the development of 

organisationally specific models of turnover and the failure of many 

researchers to study the potential impact of gender and career stage on 

turnover and turnover intention processes. 

 

Definition of Employee Turnover 

At the outset of a research program it is imperative to clearly define 

and articulate the operational definition of the major dependent variable under 

study. This approach ensures that a shared understanding of the concept 

exists between the researcher and their readers. For this reason, the following 

discussion presents a definition of employee turnover and clearly describes 
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the precise form of turnover that is subsequently examined in the current 

research program. 

 

Employee turnover is one concept within what is commonly known as a 

family of organisational withdrawal behaviours (Dalton & Todor, 1993; 

Kowlowsky, Sagie, Krausz & Singer, 1997). Organisational withdrawal 

behaviours can be collectively described as the response of employees to 

physically distance themselves from unpleasant work environments (Hom & 

Griffeth, 1995; Kowlowsky et al., 1997). Evidence suggests that such 

concepts as turnover, lateness or tardiness and absenteeism are 

organisational variables that have enough ‘relatedness’ to be described as a 

latent taxonomic family of withdrawal responses (Hom & Griffeth, 1995; 

Kowlowsky et al., 1997; Wolpin & Burke, 1985). Given that turnover is but one 

concept within this family a more precise definition capturing the unique 

attributes of the specific concept of employee turnover is needed. 

 

A useful definition of turnover, proposed by Mobley (1982b), sought to 

clearly differentiate turnover from other withdrawal behaviours. Mobley 

(1982b) defined employee turnover as ‘the cessation of membership in an 

organisation by an individual who received monetary compensation from the 

organisation’ (p.10). This definition differentiates turnover from its withdrawal 

family counterparts by clearly articulating that employee turnover is concerned 

with the cessation of membership from an organisation as distinct from 

temporary withdrawal or internal movements within an organisation (Mobley, 
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1982b). In contrast to turnover, withdrawal reactions such as absenteeism 

and lateness are only temporary escapist measures. 

 

Despite the usefulness of Mobley’s (1982b) definition of turnover from 

a general standpoint, researchers and theorists have sought to further clarify 

and refine the definitional boundaries of employee turnover (Abelson, 1987; 

Griffeth & Hom, 2001). Such researchers acknowledge that turnover or 

cessation of membership from an organisation may be compartmentalised 

into two separate categories, voluntary and involuntary (Iverson, 1999; Maertz 

& Campion, 1998; Mobley, 1982b; Shaw, Delery, Jenkins & Gupta, 1998). 

Voluntary turnover refers to an employee-initiated exit from the organisation 

whereas involuntary turnover encompasses organisational or life-

circumstance turnover including dismissal and death (Griffeth & Hom, 2001; 

Mobley, 1982b; Morrow, McElroy, Laczniak & Fenton, 1999). The key 

difference between these types of turnover lies with employee initiation or 

choice of the action. In contrast to voluntary turnover, an employee who is 

involuntarily terminated from their employment has no choice in the decision 

to separate from the organisation (Morrow et al., 1999). 

 

Unfortunately, voluntary and involuntary turnover is often collapsed into 

a single category (Bycio, Hackett & Alvares, 1990; Campion, 1991; McEvoy & 

Cascio, 1985, 1987; Shaw et al., 1998). It is argued that such an approach is 

inappropriate given that the dynamics of these processes are likely to be quite 

distinct (Abelson & Baysinger, 1984; Campion, 1991; Griffeth & Hom, 2001; 

McFadden & Demetriou, 1993; Shaw et al., 1998). For example, a study 
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conducted by Shaw et al. (1998) found that the predictive capacity of human 

resource management policies differed as a function of the type of turnover 

studied. Furthermore, Adams and Beehr (1998) found that turnover and 

retirement represent distinct forms of organisational withdrawal. Research of 

this nature provides support for the notion that it is important to study 

voluntary and involuntary turnover as distinct concepts. 

 

A further issue, often discussed in respect to the conceptualisation and 

operationalisation of the employee turnover construct, relates to the use of 

intent to leave as a substitute measure of actual employee turnover (Griffeth & 

Hom, 2001). Research has consistently demonstrated that employee’s 

thoughts and behavioural intentions to leave their employing organisation are 

the strongest predictors of actual turnover (Bluedorn, 1982; Cotton & Tuttle, 

1986; Lee & Mowday, 1987; Michaels & Spector, 1982; Rosin & Korabik, 

1991; Steel & Ovalle, 1984). Steel and Ovalle’s (1984) meta-analytic study of 

behavioural intentions reported a weighted average correlation of 0.50 in 

respect to the relationship between behavioural intentions and actual 

turnover. This correlation exceeded that found for relationships between 

turnover and overall job satisfaction (r = 0.28), satisfaction with work (r = 0.31) 

and organisational commitment (r = 0.38). Intent to turnover is the single best 

substitute measure for actual turnover that is currently available and is 

therefore often used by researchers when access to employees who have 

actually exited the organisation is not feasible (Griffeth & Hom, 2001; Steel & 

Ovalle, 1984). 
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The preceding discussion highlighted a number of key issues that need 

to be considered when conceptualising, operationalising and subsequently 

studying employee turnover. In light of this discussion, it is possible to 

articulate the broad definitional boundaries of the employee turnover construct 

that have been applied to the series of studies that have been undertaken 

within the current research program. 

 

The definition of employee turnover that is utilised in the current 

research program concurs with that provided by Mobley (1982b). Turnover is 

defined as the permanent cessation of membership from the organisation. 

Furthermore, the form of turnover that is studied in each of the three studies is 

confined to voluntary cessation of membership from the organisation, that is 

voluntary turnover and turnover intention only. Given the empirical support for 

the use of intent to turnover as a substitute measure for actual turnover, 

Studies Two and Three operationalise employee turnover in this manner. 

Actual voluntary resignation data was available for use in Study One. More 

specific details regarding the operationalisation of employee turnover in 

respect to each of the studies is presented in the relevant chapters. 

 

The aim of the preceding discussion was to critically examine a range 

of definitional issues surrounding the employee turnover construct and 

provide an explanation of the specific definitional boundaries of employee 

turnover that have been applied in the current research program. Given the 

achievement of this aim it is important to turn to the reasons, both from a 

practical and theoretical standpoint, that underpin the need for the continued 
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study of this organisational issue. For this purpose the following discussion 

begins with a review of the consequences of employee turnover. It is argued 

that given the potential consequences of employee turnover for both the 

employee and organisation, employee turnover represents a critical 

organisational concern. 

 

The Consequences of Turnover 

Employee turnover had become one of the most widely studied 

concepts in organisational behaviour research (Cotton & Tuttle, 1986; Hom, 

Caranikas-Walker, Prussia & Griffeth, 1992; Iverson, 1999; Maertz & 

Campion, 1998; Steers and Mowday, 1981). To date, literally thousands of 

articles on employee turnover have appeared in journals spanning a wide 

range of disciplines (Hom & Griffeth, 1995). The popularity of employee 

turnover research has no doubt stemmed, in part, from research that has 

examined the negative consequences of turnover (Abelson & Baysinger, 

1984; Dalton & Todor, 1993; Dalton, Todor & Krackhardt, 1982; McEvoy & 

Cascio, 1987; Mobley, 1982a). The following discussion articulates the need 

for the continued study of employee turnover by reviewing both the negative 

and positives effects of employee exits. 

 

Consequences of turnover may be conceptualised in terms of two 

dichotomies. As highlighted above, consequences of turnover may be either 

negative or positive. Furthermore, consequences operate at two levels, at an 

organisational level and at the individual level. The following discussion 

begins with a review of the negative consequences of turnover at an 
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organisational level of analysis followed by an examination of negative 

consequences of turnover that may result for the individual who is exiting the 

organisation. The discussion then shifts focus, reviewing the positive 

consequences of turnover for the organisation and the individual. 

 

A multitude of negative consequences may be felt by organisations 

when an employee decides to voluntarily exit their employment. Hom and 

Griffeth (1995), building on the comprehensive work of Mobley (1982b), 

identified six negative organisational consequences of employee turnover. 

These include economic costs of separation, replacement and training, 

productivity losses, impaired service quality and lost business opportunities 

and demoralisation of those employees choosing to remain with the 

organisation. 

 

The economic costs associated with the exit and replacement of 

employees constitute a significant negative consequence of employee 

turnover for the organisation. Three categories of costs, including separation 

costs, replacement costs and training costs are regularly quantified for the 

purpose of assessing the monetary cost of turnover (Abbott, DeCieri & 

Iverson, 1998; Cascio, 1982, 1991, Dalton & Todor, 1993; Koslowsky, 1987; 

Ulschak & SnowAntle, 1992). Separation costs refer to such activities as 

conducting exit interviews, administrative functions associated with 

termination and separation pay (Cascio, 1982; Roseman, 1981). Replacement 

costs include the total cost of communicating job availability, preemployment 

administrative functions and costs associated with the conduct of the 
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recruitment process. The third cost category, training costs, typically include 

the total cost of informational literature, instruction in formal training programs 

and cost of instruction by other employees (Cascio, 1982; Roseman, 1981). 

 

A number of researchers have developed and utilised mathematical 

formulas, based on the three cost categories noted above, to calculate the 

cost of employee turnover across a number of occupations and organisations 

(Cascio, 1982). Tziner and Birati (1996) estimated in their example, that the 

cost of turnover for a single employee totals US$103,434. Furthermore, 

Cascio (1982) cites research to suggest that the cost of turnover may 

constitute 1.5 to 2.5 times the annual salary paid to the exiting employee. It 

may be concluded that whatever the exact cost, it appears that organisations 

uniformly pay a relatively high monetary price each time an employee exits 

the organisation (Cascio, 1991; Griffeth & Hom, 2001). 

 

A further consequence of employee turnover, that has a negative 

impact on the organisation, is the loss of productivity that results when an 

employee decides to terminate their employment (Dalton & Todor, 1993; 

Ulschak & SnowAntle, 1992). Research suggests that the productivity of an 

exiting employee tends to be reduced prior to departure. The exiting 

employee is often absent or tardy preceding actual turnover (Abbott et al., 

1998; Hom & Griffeth, 1995; Ulschak & SnowAntle, 1992). Productivity is also 

affected due to the inexperience and lack of familiarity a new employee has 

with the organisation. This results in the inability of the new employee to 

produce as many goods and/or services as an experienced job incumbent 
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(Abbott et al., 1998; Hom & Griffeth, 1995; Ulschak & SnowAntle, 1992). 

Furthermore, the productivity of other workers, who have a dependency 

relationship with the role that has been vacated, may be affected. Other 

workers may be required to train the new employee or work harder to 

compensate for the newcomers’ inexperience (Abbasi & Hollman, 2000; Hom 

& Griffeth, 1995; Roseman, 1981; Ulschak & SnowAntle, 1992). 

 

Negative consequences of turnover experienced by an organisation 

may also stem from its impact on both quality of service and business 

opportunities. Quality of service may be diminished as too few employees are 

left to service customers, new employees lack competence or do not have 

personalised customer relationships (Abbott et al., 1998; Hom & Griffeth, 

1995; Roseman, 1981). Furthermore, a dissatisfied employee who 

subsequently leaves the organisation may provide poor service to customers 

prior to their departure due to their negative attitudes towards the job and/or 

organisation. In terms of business opportunities, negative effects may be 

experienced if the exiting employee played a key role in the innovation or 

competitive advantage of the organisation (Abbasi & Hollman, 2000; Hom & 

Griffeth, 1995). For example, the exit of a scientist who is able to attract 

significant research funding to the organisation may have a substantial impact 

on the ongoing viability of that organisation (Hom & Griffeth, 1995). 

 

Lastly, the organisation may be adversely affected by employee 

turnover due to employee demoralisation. Employee demoralisation refers to 

the feelings of those employees who remain within the organisation but as a 
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result of turnover lose morale and feelings of employment stability (Abbasi & 

Hollman, 2000; Hom & Griffeth, 1995; Roseman, 1981). Research suggests 

that employee demoralisation may stimulate further turnover due to an 

undermining of the organisation’s or work group’s social integration (Griffeth & 

Hom, 2001; Hom & Griffeth, 1995). Ulschak & SnowAntle (1992) note that 

turnover may be likened to a pebble dropped into a pool of water; just as a 

pebble creates a ripple in the water, the ripples of turnover affect the 

experience of those who remain with the organisation. Similar to the impact of 

lost business opportunities, the viability of an organisation may be adversely 

effected as a result of an unhappy, apprehensive and uncohesive employee 

population (Griffeth & Hom, 2001). 

 

The preceding discussion provided a review of the negative 

consequences of employee turnover at an organisational level of analysis. As 

highlighted, negative consequences are not confined to this level of analysis 

but are also felt at an individual level (Hom & Griffeth, 1995; Koslowsky, 

1987). Negative consequences of turnover that may be experienced by the 

individual include the forfeit of seniority and fringe benefits, the experience of 

stress as a result of starting a new job, relocation costs, the need to terminate 

personal and family social networks, the loss of valued community services 

and disruption to their partner’s career (Hom & Griffeth, 1995). 

 

The loss of seniority and fringe benefits is a significant negative 

consequence of turnover for an employee. Research suggests that many 

employees may remain with an organisation, despite their desire to leave, as 
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a direct result of the financial losses they would incur if they left their current 

employment. Financial losses may be incurred due to the acceptance of a 

less senior position in another organisation in addition to the loss of pension 

and health-care benefits (Hom & Griffeth, 1995). Hom and Griffeth (1995) 

present evidence to support, presumably for a United States workforce, that 

the loss of health care benefits is the most significant deterrent to turnover. 

 

Negative consequences may also be experienced by an employee as a 

result of the processes involved in leaving and re-entering employment (Hom 

& Griffeth, 1995). An employee who leaves one organisation for employment 

in another may experience stress as a by-product of their decision (Hom & 

Griffeth, 1995; Koslowsky, 1987). For example, stress may result from the 

failure of the new organisation to meet job and organisational expectations 

held by the new employee (Wanous, Poland, Premack & Davis, 1992). 

 

Lastly, an employee may be adversely affected as a result of turnover 

when such a decision involves movement across geographic locations. 

Negative consequences may be three-fold. Firstly, the individual may need to 

bear the cost of relocation and as such is financially disadvantaged. Secondly, 

the exiting employee may be forced to sever ties with social support networks 

including friends, family and the community. Thirdly, as a result of turnover the 

employee may need to disrupt the career of their partner and may 

subsequently create marital discord (Hom & Griffeth, 1995; Koslowsky, 1987). 
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The preceding review has examined the negative consequences of 

turnover that may be experienced at both an organisational and individual 

level. In contrast, the following discussion presents the work of those who 

have questioned the historical stance that turnover is largely undesirable 

(Staw, 1980; Mobley, 1982a). Such researchers propose that turnover may 

represent a positive occurrence for the organisation, the exiting employee and 

those who remain (Mobley, 1982a; Roseman, 1981).  

 

On an organisational level, a positive consequence that may be 

accrued as a result of turnover is the decreased occurrence of other 

withdrawal behaviours, such as sick leave (Mobley, 1982a). This is supported 

by recent meta-analyses conducted by Hom and Griffeth (1995) and Mitra, 

Jenkins and Gupta (1992) who found a positive relationship between absence 

and subsequent turnover. A further positive consequence of turnover is that 

the turnover of employees may pave the way for an infusion of technology 

and knowledge via newcomers (Mobley, 1982a). This is particularly true when 

poor performers exit the organisation and are replaced by higher performing 

employees (Bluedorn, 1982; Campion, 1991; Mobley, 1982a; Roseman, 

1981). Lastly, employee turnover may provide the organisation with increased 

opportunities to consolidate, reduce labour costs and make changes to the 

organisational structure (Mobley, 1982a). Voluntary turnover is an ideal way to 

lower the total cost of labour and make substantial changes to the 

organisational structure without the need to implement costly downsizing 

efforts such as redundancies, early retirements and layoffs (Hom & Griffeth, 

1995; Roseman, 1981). 
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At an individual level, turnover may be a positive outcome when the 

decision to leave the current organisation results in a more congruent person-

organisation fit, immediate or future career advancement opportunities, 

increased wages and increased opportunity for self-development (Mobley, 

1982a). Also, for those employees who remain employed by the organisation, 

in the wake of those who exit, positive consequences such as increased 

opportunities for internal mobility and stimulation from new co-workers may 

result (Griffeth & Hom, 2001; Mobley, 1982a). 

 

The preceding review has presented the potential negative and positive 

consequences that may be felt by both the organisation and individual when 

an employee decides to terminate their employment. In respect to the aim of 

this discussion, that is to determine whether employee turnover is an 

important organisational issue and therefore warrants continued attention, it 

may be concluded on the basis of the nature and impact of the consequences 

described, that turnover should be a key organisational concern for 

researchers and practitioners alike. Turnover is important from a practical 

standpoint as a result of the pervasive effect that it may have on the viability 

of an organisation and the well being, satisfaction and prosperity of 

employees.  

 

The preceding discussion argued, based on the practical 

consequences of turnover, that further research on this organisational issue is 

needed. The following discussion examines evidence that suggests that 



 23

further research on employee turnover is warranted based on theoretical and 

empirical gaps in existing literature. The discussion addresses three key areas 

that require further theoretical and empirical consideration in order to advance 

current knowledge of this construct. It is proposed that a greater level of 

understanding of turnover may be achieved through the development of 

organisationally specific models of employee turnover that take into account 

gender and career stage effects. 

 

Organisationally Specific, Career Stage and Gender Based Models of 

Employee Turnover 

Given the intense study that employee turnover has attracted, a 

number of employee turnover models have been developed (Gaertner, 1999; 

Hom et al., 1992; Mowday, Koberg & McArthur, 1984; Tett & Meyer, 1993; 

Weiss and Adler, 1984; Williams & Hazer, 1986). Such models seek to explain 

turnover by modelling multiple explanatory variables and the relationships 

between them. Models of turnover differ along a number of dimensions, for 

example, the type and number of explanatory variables included within the 

model. A review of employee turnover models is presented in Chapter Four. 

Despite the differences that exist between models of employee turnover, they 

are linked by a key commonality. Overwhelmingly, employee turnover models 

seek to make predications for all individuals, at all times and across all places 

(Lee & Mowday, 1987). The following discussion argues, based on empirical 

evidence, that these types of one-size-fits-all models of employee turnover 

are imprecise. It is proposed that a greater understanding of the turnover 
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process may be attained through the development of organisationally specific 

models of turnover that consider the effect of career stage and gender. 

 

The moderating effect of organisational context on employee turnover 

has been reported across a range of populations. A number of researchers 

have found important differences between military and civilian samples. For 

example, meta-analytic reviews of the employee turnover literature reported 

by Hom et al. (1992) and Griffeth et al. (2000) found that a stronger 

relationship existed between quit intentions and turnover in military versus 

civilian populations. Furthermore, Hom et al. (1992) found that dissatisfaction 

within the military sample was less strongly related to withdrawal cognitions, 

quitting and quit intentions were found to be based less on search decisions in 

military versus civilian sample and for military personnel a weaker relationship 

existed between search intentions and thoughts of quitting. A study conducted 

by Dalessio, Silverman and Schuck (1986) also provided support for the 

notion that theoretical models of employee turnover can not be easily 

translated across military and civilian populations. Dalessio et al. (1986) 

studied the applicability of Mobley, Horner and Hollingsworth’s (1978) turnover 

model to samples of National Guardsmen (military sample), hospital 

employees and clerical staff. The study found that only six pathways of the 

hypothesised twelve pathways proposed by Mobely et al.’s (1978) model 

could be applied across populations. 

The preceding analysis provided evidence to support the existence of 

differences in the employee turnover processes of military and civilian 

populations. Evidence supporting the impact of organisational contexts is not 
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however confined to the military-civilian dichotomy. A number of studies have 

contrasted the employee turnover process that is experienced by white-collar 

and blue-collar employees and managerial and non-managerial employees. 

Cotton and Tuttle (1986) found that the relationship between pay and turnover 

was less reliable for blue-collar and non-managerial employees compared to 

white-collar and managerial employees, respectively. Cotton and Tuttle (1986) 

also reported that blue-collar compared to white collar employees 

demonstrate a less reliable relationship between satisfaction with the work 

itself and employee turnover. A further meta-analysis of employee turnover 

literature undertaken by Griffeth et al. (2000) revealed that executive status 

attenuates the negative relationship between age and turnover. Executives 

exhibited a weaker, negative relationship between age and turnover 

compared to non-executives. Cohen and Hudecek’s (1993) study of the 

organisational commitment and turnover relationship provided further support 

for the impact of organisational context on predictor-turnover relationships 

reporting that a stronger relationship exists between organisational 

commitment and turnover for white collar compared to blue-collar employees. 

 

The studies cited above provide an illustrative example of research that 

has demonstrated that predictor-turnover relationships and models of 

employee turnover differ as a function of the organisational context in which 

the studies took place.  In light of such evidence, some researchers have 

concluded that the proliferation of inconsistencies that have been evidenced 

across turnover studies may be largely attributed to the effect of 

organisational context (Hom et al., 1992; Mowday et al., 1984). Such 



 26

researchers have determined that advancements to the field of employee 

turnover does not lie with the pursuit of generalisable or universal 

explanations of turnover (Cotton & Tuttle, 1986; Griffeth et al., 2000). 

Advancement to knowledge and subsequently greater understanding of 

employee turnover requires the study and development of models of turnover 

that are specifically tailored to single occupations and/or industries (Hom et 

al., 1992; Lee & Mowday, 1987; Mitra, Jenkins & Gupta, 1992). Dalessio et al. 

(1986) concluded that it is clear that the employee turnover process differs 

across diverse employee populations and as such, the plausibility of 

developing a single model of employee turnover that is appropriate for all 

populations is highly questionable. 

 

Despite evidence that has been presented here and the conclusions 

that have been drawn by some researchers in respect to the effect of 

organisational context on employee turnover and the development of turnover 

models it appears that little research has sought to develop organisationally 

specific turnover models. The lack of research effort that has been directed 

towards this research agenda has important implications for the current 

program of research. The current research program seeks to address this 

shortcoming and advance the field of employee turnover theory and research 

by undertaking a large scale study of employee turnover with a specific 

employee population and through the study of turnover predictors that are 

particularly relevant to the organisational context. As such, the current 

research program focuses exclusively on police officers employed in an 

Australian police organisation and an analysis of the policing environment is 
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undertaken in order to identify turnover predictors that are particularly relevant 

to understanding police turnover. The reasons underpinning this choice of 

population are presented in the following chapter, Chapter Three. 

 

This research program seeks to advance knowledge by producing 

turnover models that capture the specific processes of turnover and turnover 

intention that are demonstrated by Australian police officers and thus provide 

a more detailed and precise understanding of police turnover than is currently 

known. However, this research does not seek to statistically test whether the 

turnover processes of Australian police officers differ from other populations. 

Qualitative comparisons are made between the findings of this police specific 

research program and those studies that have been conducted with non-

police samples. Furthermore, an assessment of the need to include 

organisationally relevant predictors of turnover may be made by examining 

the contribution of predictors to understanding turnover. On this basis, 

conclusions may be drawn regarding similarities and differences that exist 

between police and non-police contexts and the need for organisationally 

specific models of turnover to be developed in order to achieve a more 

detailed understanding of turnover than would otherwise by gained. 

 

As discussed earlier, it is proposed that a more precise understanding 

of turnover not only necessitates the development of organisationally specific 

models of turnover but also involves an examination of the effect of career 

stage and gender on this process. The following discussion addresses each 
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of these issues, beginning with an examination of the impact of career stage 

on employee turnover. 

 

Prior to discussing the impact of career stage on employee turnover it 

is important to clearly define what is meant by the term, career stage. Career 

stage theory refers to the distinct occupational stages through which 

employees move during their organisational careers (Lynn, Cao & Horn, 1996; 

Mount, 1984). Generally, career stage theory proposes that employees enter 

their career at a stage of exploration, followed by growth and stability and 

lastly, move into a stage of withdrawal from the workforce (Adler & Aranya, 

1984). 

 

The earliest stage of career development, often referred to as the 

exploration stage, is a stage at which individuals are striving to find an 

occupation in which they may grow and succeed (Cron & Slocum, 1986). 

Individuals actively ‘shop around’ for the most optimum match between one’s 

own skills and talents and the requirements of the job or organisation 

(Peterson, 1989). The middle career stage involves advancement and 

maintenance. The stage of advancement, is characterised by stability as the 

individual decides to commit themselves to a particular occupation or career 

and is therefore less likely to change occupations or move organisations 

(Cron & Slocum, 1986). Individuals at this stage seek to establish a place 

from themselves in their chosen occupation, consolidate their position and/or 

advance up the organisational hierarchy (Cron & Slocum, 1985; Peterson, 

1989; Slocum & Cron, 1985). The final career stage, the disengagement or 
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decline stage, involves the initiation of withdrawal by the employee (Ornstein, 

Cron & Slocum, 1989). The individual begins to delegate parts of their work to 

younger employees and factors external to the work environment such as 

health and family take on more importance (Peterson, 1989; Rabinowitz & 

Hall, 1981). 

 

It should be noted, prior to examining specific studies of work attitudes 

and career stage, that researchers of career stage theory have differed in 

their approach to operationalising this concept. Career stage is often 

operationalised according to age, tenure in the organisation, tenure in the 

profession or occupation and/or psychological fit (Lynn et al., 1996; Morrow & 

McElroy, 1987; Reilly & Orsak, 1991; Smart, 1998). The series of studies 

presented as part of the current program of research operationalises career 

stage according to organisational tenure. The use of organisational tenure 

follows the work of researchers such as Bedeian, Pizzolatto, Long and 

Griffeth (1991), Gould and Hawkins (1978), Hellman (1997), Jans (1989), 

Morrow and McElroy (1987), Norris and Niebuhr (1984) and Van Maanen and 

Katz (1976). 

 

The following discussion, for the purpose of providing support for the 

need to consider career stage in studies of employee turnover, presents a 

review of past studies that have investigated the effect of career stage on 

turnover antecedents and turnover itself. The discussion begins with an 

illustrative review of those studies that provide support for the hypothesis that 

career stage affects key antecedents of turnover. 
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A substantial number of studies that have investigated the effect of 

career stage on turnover antecedents have examined the effect of career 

stage on job satisfaction (Mount, 1984; Slocum & Cron, 1985). Research 

undertaken by Mount (1984), Cron and Slocum (1986) and Morrow and 

McElroy (1987) are representative of the types of studies that have been 

conducted. Mount (1984) examined the relationship between career stage 

and satisfaction with supervision, pay, company practices, work, career 

development and overall satisfaction. The study, which was based on 483 

managers employed within a single organisation, found that managers in the 

earliest career stage, less than or equal to two years tenure, were more 

satisfied than managers in the following two stages, 2 to 10 years and greater 

than 10 years tenure. Cron and Slocum’s (1986) study of 466 salespeople 

examining career stage and five facets of job satisfaction (ie. pay, work, 

supervisor, promotion and co-worker) produced dissimilar results. Cron and 

Slocum (1986) found that individuals in the earliest career stage, defined 

according to psychological fit, were less satisfied with work, supervision and 

promotion compared to individuals in the establishment, maintenance and 

disengagement stages. Similarly, Morrow and McElroy (1987) study of 2200 

public agency employees found that satisfaction with promotion steadily 

decreased as a function of career stage. The relationships between career 

stage and satisfaction with work and satisfaction with coworkers were 

however found to be curvlinear with the lowest level of satisfaction reported in 

the middle career stage followed by the establishment and maintenance 

stages. 
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In addition to the large amount of research interest that has been 

directed towards understanding the effect of career stage on job satisfaction 

(Mount, 1984; Slocum and Cron, 1985) a number of studies, although more 

limited, have examined a range of other turnover-related, attitudinal variables. 

Cron and Slocum (1986), along with their study of job satisfaction, 

investigated the influence of career stage on job involvement, job challenge 

and performance. The study found that individuals in the earliest career stage 

were less job involved and had lower perceived job challenge compared to 

individuals in the establishment, maintenance and disengagement stages. 

Lynn et al. (1996) and Morrow and McElroy (1984) reported similar findings in 

respect to their studies of career stage and job involvement. Lynn et al. (1996) 

using a sample of 718 accounting professionals found that employees in the 

third career stage, the maintenence stage, report significantly lower levels of 

job involvement compared to employees in the middle career stage, the 

advancement stage. Similarly, Morrow and McElroy (1987) found that job 

involvement decreases over time. Further findings reported by Morrow and 

McElroy (1987) indicated that organisational commitment and work ethic 

demonstrate curvlinear relationships. Highest levels of organisational 

commitment and work ethic were found in the maintenance stage, followed by 

the establishment and advancement career stages of development. 

 

Of particular interest to the current program of research are those 

studies that have examined the effect of career stage on turnover and/or 

turnover intentions. Consistent with career development theory, Morrow and 
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McElroy (1987) found that intention to remain with the organisation steadily 

increases as a function of time, with the highest level of reported intention to 

remain with the organisation appearing in the final stage of career 

development. Similarly, Lynn et al. (1996) and Somers (1996) found that 

intention to leave the organisation decreases as a function of increasing 

tenure. Slocum and Cron (1985) findings revealed that employees within the 

earliest career stage, the trial stage, were most likely to exit the organisation 

compared to employees in later career stages. 

 

In addition to examining the direct effect of career stage on turnover 

and turnover intentions, some researchers have sought to understand the 

effect of career stage on predictor-turnover relationships. A study of this 

nature was conducted by Hellman (1997). Hellman (1997) conducted a meta-

analytic study of US federal employees examining the effect of career stage 

on the relationship between job satisfaction and intent to leave the 

organisation. The study found that the correlation between job satisfaction 

and intent to leave the organisation steadily decreases as a function of 

increasing tenure. Dickter, Roznowski and Harrison (1996) concurred with 

these results finding that the strength of the relationship between job 

satisfaction and turnover decreases across time. Furthermore, a study 

conducted by Cohen (1991), examined the effect of career stage on the 

relationships between organisational commitment and turnover and turnover 

intentions. This meta-analytic review revealed that stronger relationships exist 

between organisational commitment and turnover and turnover intentions in 

earlier compared to later career stages. 
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The preceding review provided evidence to support the notion that 

career stage affects turnover antecedents, turnover itself and the relationship 

between antecedents and turnover. It may be argued, based on this evidence, 

that career stage does differentially impact on turnover across the career 

span. Career stage research, similar to the research reviewed in respect to 

organisational context, questions the statement that employee turnover 

models are universally applicable to all employees. 

 

It must be acknowledged, that to date, career stage research 

examining employee turnover has been largely confined to examining the 

direct relationship between career stage and turnover and the effect of career 

stage on single, bivariate turnover relationships. Therefore, the current 

research program seeks to contribute to the existing body of employee 

turnover research by examining the effect of career stage on complex process 

models of turnover intention. The current program seeks to simultaneously 

examine the effect of career stage on multiple, causal, turnover-related 

relationships. This type of research broadens the scope of understanding that 

currently exists in respect to the effect of career stage on employee turnover 

processes. 

 

In addition to the need to consider the impact of career stage on 

employee turnover, it is argued that a second demographic variable, that is 

gender, also has the potential to impact on the relationship between turnover 

and its predictors. Gender has become an important issue in organisational 
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behaviour research given the increasing number of women entering and 

remaining within the workforce (Chusmir, 1982; Frone, Russell & Cooper, 

1992a; Grandey & Cropanzano, 1999; Higgins, Duxbury & Lee, 1994; Rosin & 

Korabik, 1995; Smith, Smits & Hoy, 1998). Estimates produced by the 

Australian Bureau of Statistics (1993) indicate that by 2005, 60% of all 

Australian, adult women will be participating in some form of paid 

employment. This influx of women into the workforce is of particular 

importance to the current discussion given that historically organisational 

behaviour research has predominately examined male employee populations 

(Rosin & Korabik, 1991). As such questions regarding the applicability of 

organisational behaviour research to understanding the female experience 

remain largely unanswered (Browne, 1997; Cox & Harquail, 1991; Rosin & 

Korabik, 1991). 

 

The current program of research aims to advance existing knowledge 

surrounding employee turnover through the examination of the potential effect 

of gender on two aspects of the employee turnover process. Firstly, it seeks to 

examine whether male and female employees exhibit similar processes of 

turnover intention and turnover, that is, do the same antecedents of turnover 

predict male and female turnover intentions. Secondly, the current research 

program investigates whether the strength of relationships between turnover 

antecedents and turnover intention are similar for men and women. 

 

It is argued that to date the impact of gender on employee turnover has 

not been adequately studied (Griffeth & Hom, 2001; Rosin & Korabik, 1990). 
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Despite the intense interest that employee turnover has attracted it appears 

that gender has been largely ignored. It has been noted that turnover 

research has predominately employed male sample populations and in 

studies where women have been included the impact of gender is not 

generally explored (Rosin & Korabik, 1991). Of the studies that have been 

conducted, most studies have focused on the existence of a direct 

relationship, that is whether turnover rates differ as a function of gender 

(Lyness & Judiesch, 2001). Researchers have by and large, failed to extend 

their scope of inquiry to include an examination of the impact of gender on 

predictor-turnover relationships (Rosin & Korabik, 1995; Weisberg & 

Kirschenbaum, 1993).  

 

Although studies that have examined the effect of gender on predictor-

turnover relationships are limited the few studies that have appeared 

generally support the notion the gender does impact on these relationships. A 

number of studies have found that antecedents of turnover differ as a function 

of gender. For example, a study conducted by McNeilly and Goldsmith (1991) 

found that different facets of job satisfaction are predictive of turnover 

intentions for male and female employees. McNeilly and Goldsmith’s (1991) 

study of 138 salespersons found that male employees intended to leave their 

jobs due to dissatisfaction with achievement needs. Female employees 

however were more likely to leave the organisation as a result of their 

dissatisfaction with working conditions and interpersonal needs. Consistent 

with the findings of McNeilly and Goldsmith (1991), Sicherman (1996) found 

that female employees compared to male employees were more likely to 
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leave the organisation as a result of dissatisfaction with working conditions. 

Furthermore, Sicherman's (1996) study of 23 299 employees of an insurance 

company found that female employees, in respect to their reasons for leaving 

the organisation, cited the desire for higher wages more frequently compared 

to their male counterparts. Male employees indicated that greater 

opportunities were also an important reason for their departure. Lastly, 

Weisberg and Kirschenbaum (1993) study of 506 textile workers found that 

job task repetitiveness and perceived promotion prospects were important 

predictors of turnover for male compared to female employees. 

 

As highlighted earlier, a second area of interest in current program of 

research, is whether the relationships that exist between turnover antecedents 

or predictors and turnover are similar for males and females. A small number 

of studies have found that gender does impact on the strength of these 

relationships. Studies conducted by Chen and Francesco (2000) and Russ 

and McNeilly (1995) found that gender moderates the relationship between 

organisational commitment and turnover intentions. Chen and Francesco’s 

(2000) study of 333 employees across 36 companies found that the strength 

of the organisational commitment-turnover intention relationship was stronger 

for males compared to female employees. This finding is similar to that 

reported by Russ and McNeilly (1995). Russ and McNeilly (1995) found, 

based on a sample of 150 sales representatives, that organisational 

commitment had a greater impact on the turnover intentions of male 

employees compared to female employees. Furthermore, Miller and 

Wheeler’s (1992) study found that a facet specific aspect of job satisfaction, 
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that is satisfaction with the meaningfulness of work, had a stronger 

relationship with turnover intentions for female compared to male employees. 

 

The preceding review examined the limited body of research that has 

studied the impact of gender on antecedents of turnover and the strength of 

relationships between turnover and its predictors. This research provides 

preliminary evidence to support the need to consider gender in employee 

turnover research given that insufficient research has, to date, been 

conducted (Griffeth & Hom, 2001; Rosin & Korabik, 1990). More specifically, a 

dearth of research exists in respect to the impact of gender on predictor-

turnover relationships with most studies confined to the examination of the 

effect of gender on turnover rates (Lyness & Judiesch, 2001; Rosin & Korabik, 

1995; Weisberg & Kirschenbaum, 1993). Therefore, the current program of 

research seeks to advance the existing body of employee turnover research 

by examining both the effect of gender on the process of turnover intention 

and studying the comparative strength of predictor-turnover relationships 

across male and female employees. 

 

In summary, it has been proposed that employee turnover literature 

suffers from a number of shortcomings. It was argued that these shortcomings 

primarily stem from the development of employee turnover models that seek 

to make predictions for all individuals, at all times and across all places (Lee & 

Mowday, 1987). The preceding discussion indicated that a more precise 

understanding of employee turnover may be achieved through the 

development and study of employee turnover models that are organisationally 
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specific. Furthermore, models need to take into account the impact of career 

stage and gender. Therefore, given the evidence presented here, the current 

program of research contributes to the existing body of turnover theory and 

research by undertaking a large-scale study of an organisationally specific 

population, including the study of turnover predictors that are particularly 

relevant to the organisational context and examines the effect of career stage 

and gender on employee turnover and turnover intention processes. 

 

Summary of Chapter Two 

The preceding chapter has provided a brief orientation to the construct 

of employee turnover. This discussion has clearly articulated the operational 

definition of employee turnover that is subsequently used as the basis on 

which employee turnover has been operationalised throughout the current 

research program. Furthermore, a discussion centred on the consequences of 

turnover was presented for the purpose of communicating the importance of 

this issue to the lives of both organisations and their employees. Lastly, it has 

been argued that the current program of research seeks to make an important 

contribution to knowledge by addressing three key gaps in employee turnover 

literature. Evidence to support the need to develop organisationally specific, 

career and gender based models of turnover was presented. 

 

In light of the specific finding of this chapter, that organisationally 

specific models of employee turnover need to be developed, the following 

chapter introduces the specific population that is subsequently studied within 

the current program of research, that is Australian police officers. Chapter 
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Three examines, from a practical and empirical standpoint, the need for 

employee turnover research to be conducted within the Australian policing 

context. 
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CHAPTER THREE 

The Need for Further Research on the Police Turnover Process 
 

In the preceding chapter it was argued that the existing body of 

employee turnover research has a number of shortcomings. Specifically, it 

was proposed that further research efforts need to be directed towards the 

development of organisationally specific models of employee turnover that 

take into account the impact of career stage and gender. The following 

chapter introduces the specific population that is studied within this research 

program, that is police officers employed in an Australian police organisation. 

The reasons that underpin this choice of population are discussed and the 

adequacy of existing police turnover research is examined. 

 

A determination whether further research on an organisational issue is 

warranted within a given organisational context may be based on two key 

criteria. Firstly the organisational issue, in this case employee turnover, needs 

to be examined in light of its importance to the organisation and its 

employees. Secondly, it must be determined whether sufficient knowledge 

and understanding of the identified organisational issue has already been 

gained through previous efforts. An examination of each of these criteria in 

respect to police populations is presented in the following chapter. An analysis 

of the practical significance of employee turnover within the policing context is 

discussed and an assessment of the adequacy of past research efforts that 

have studied employee turnover within police organisations is undertaken. 
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An Analysis of Turnover Consequences in Police Organisations 

As stated earlier, the need to conduct further research on a particular 

organisational issue may be made in light of its practical importance to the 

organisation and its employees. As such, the following discussion evaluates 

the importance of employee turnover to both the police organisation and its 

employees. 

 

Based on the review of employee turnover consequences, presented in 

the preceding chapter, it was concluded that one of the most important 

consequences of employee turnover, from an organisational perspective, is 

the economic cost of turnover (Hom & Griffeth, 1995). Given that the 

economic cost of turnover is particularly important to organisations the 

following discussion provides an estimation of the monetary cost incurred by 

the police organisation when a police officer voluntarily exits the organisation. 

In accordance with the literature three cost factors are considered. These 

include the cost of replacement, training and separation (Cascio, 1982, 1991, 

Dalton & Todor, 1993; Koslowsky, 1987; Ulschak & SnowAntle, 1992). 

 

The cost of replacement may be assessed in part through an 

examination of the cost of recruitment and selection processes. It is readily 

agreed by those who have examined the typical recruitment and selection 

processes undertaken by police organisations that the selection of police 

recruits constitutes a substantial financial cost to the organisation (Fielding & 

Fielding, 1987; Harris & Baldwin, 1999; Wright, Doerner & Speir, 1990). Police 

organisations generally utilise lengthy, comprehensive and costly selection 
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processes as considerable emphasis is placed on ‘selecting the right 

individual’ given the nature of the duties, the responsibilities and the authority 

that police officers have in respect to the community (Azen, Snibbe, 

Montgomery, Fabricatore & Earle, 1974; Burbeck & Furnham, 1985; Dwyer, 

Prien & Bernard, 1990; Janik, 1994; Meier, Farmer & Maxwell, 1987). It is not 

uncommon for a host of different selection measures including background 

investigations, criminal record checks, physical competency tests, medical 

examinations, interviews and psychological profiling to be utilised within a 

single selection process (Burbeck & Frunham, 1985; Janik, 1994; Kapardis, 

1997; Police Education and Advisory Committee (PEAC), 1998; Topp & 

Kardash, 1986). In recognition of the high costs of police recruitment some 

police organisations have taken steps to recover recruitment expenses in the 

event that an officer prematurely exits the organisation. For example, Harris 

and Baldwin (1999) report that some smaller United States police agencies 

have adopted the use of employment contracts whereby an officer who fails to 

remain with the agency for a minimum time period following training must 

meet certain repayment obligations. 

 

The monetary cost of recruiting an average intake of between 100 and 

140 recruits was estimated by the police organisation under study (PEAC, 

1998). The total cost of recruiting an average intake of between 100 and 140 

recruits, including processing applications, administering and processing 

psychometric tests, conducting a physical competency test, conducting panel 

interviews and advertising, was $248 400 (PEAC, 1998). At the time of 

analysis, the recruiting rate of the organisation was approximately 450 recruits 
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per year. As such, this level of recruitment results in a total estimated 

recruitment cost of approximately $931 500 per annum. 

 

A further cost, typically associated with the economic impact of 

turnover, is the cost of training. Within most police organisations, new 

employees of the organisation must first attend an accredited police recruit 

training program, usually at a police academy that is specifically operating for 

the purpose of police education and training (Fielding & Fielding, 1987; 

Nijkerk, 1986; PEAC, 1998; Topp & Kardash, 1986; Wimshurst, 1995). In the 

police organisation under study police recruits are required to undertake a six 

month, full-time training program. Following this initial training program, police 

recruits are sworn-in as police officers and commence normal duties. In 

addition to their normal duties, officers are also required to complete 

additional training and education for the length of their one year probationary 

period (PEAC, 1998; Wimshurst, 1995). In the organisation under study, the 

estimated cost of this eighteen month training and education program for a 

single recruit is $54 986 (PEAC, 1998). Using the projected intake numbers 

per year, as highlighted above, this represents a total estimated training and 

education expense of $24 743 700 per annum. 

 

A third cost that needs to be considered when calculating the cost of 

turnover is the cost of separation. A particularly important factor for police 

organisations that falls within this category relates to the value that is accrued 

by a police officer as a function of their years of experience within the 

organisation and their current organisational position or rank. 
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Currently, police recruitment is only undertaken at the recruit level, with 

the exception of police commissioner and perhaps, assistant police 

commissioners. As such, few opportunities for lateral transfers at rank exist 

among Australian and/or overseas police organisations. This recruitment 

policy means that police organisations may only recruit individuals at the most 

junior rank of the organisation and can not replace higher ranking officers with 

an external appointment at the same level. Police organisations are therefore 

more dependent, compared to other organisations, on existing skill levels 

within the organisation itself. For example, if a police sergeant, the third rank 

in a hierarchy of nine ranks, leaves the organisation, it would take a number of 

years to replace that officer, given that the organisation would need to employ 

an individual at the recruit level. This differs from most other organisations 

where recruitment and appointment of external individuals may occur at any 

level in the organisation. Unfortunately, research to date has not sought to 

quantify the monetary cost of this aspect of separation.  

 

In summary, the cost of police turnover is unable to be definitively 

calculated. Based on existing data, the cost of recruiting and training a single 

Australian police officer is approximately $60 000. This estimation does not 

however include separation costs. Given the restrictive policy adhered to by 

police organisations which restricts recruitment to base-level positions, it may 

be surmised that this aspect of separation is a comparatively larger cost factor 

for police organisations than most other organisations who are free to recruit 

across all organisational levels. As such, the true cost of turnover for  
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an Australian police officer is greater than the $60 000 estimate noted earlier. 

 

As stated in the previous chapter, consequences of employee turnover 

are not confined to an organisational level of analysis, turnover also affects 

the individual. Based on the general individual consequences of turnover that 

were discussed earlier it is possible to derive a number of specific 

consequences that may be felt by an employee exiting a police organisation. 

A major consequence of turnover for a police officer is the inability of that 

officer to gain employment in another police organisation without significant 

geographical relocation. Only one police organisation exists per Australian 

state, with the exception of the Australian Federal Police who have a limited 

number of positions in state capitals, therefore a police officer seeking re-

employment in a police organisation would generally need to move states. 

This issue not only affects the officer but also has implications for other family 

members. Furthermore, given the current recruitment policies of Australian 

police organisations, that is the lack of lateral transfer arrangements, an 

officer who leaves one police organisation for another would lose seniority and 

subsequently obtain decreased remuneration. 

 

The impact of police turnover undoubtedly has significant financial 

implications for the organisation as a result of high recruitment and selection, 

training and separation costs. Given the costs calculated above, even low 

levels of turnover in a police organisation may significantly impact on the 

financial resources of the organisation. Additionally, police officers themselves 
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may experience a number of negative consequences as a result of their 

decision to leave the organisation. In summary, the purpose of the preceding 

discussion was to determine whether employee turnover represented a 

significant practical concern for police organisations and their employees. It 

may be concluded based on the evidence presented that employee turnover 

is of importance to police organisations and its employees. Therefore, from a 

practical standpoint future research investigating the turnover processes of 

police officers is warranted. 

 

Sufficiency and Limitations of Past Police-Specific Turnover Research 

The second criterion, on which to assess the need to conduct further 

research into an organisational issue, involves determining the adequacy of 

past research on the identified topic. The following discussion examines the 

need for police specific models of turnover and reviews the sufficiency of past 

research efforts. Furthermore, the need for further research that considers the 

impact of career stage and gender on police turnover is discussed. The 

discussion concludes with an examination of limitations of past police 

research that fall outside of the scope of the three areas noted above. Such 

limitations are examined for the purpose of further informing the scope, 

direction and method of the current program of research. 

 

Prior to examining the overall adequacy of existing research that has 

examined police turnover processes it is important to firstly address the need 

for police specific models of turnover. As discussed in the preceding chapter, 

Chapter Two, empirical evidence supports the notion that organisational 
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context serves as a moderator of the employee turnover process. As such the 

need for further research to be conducted within a policing context is largely 

dependent on the adequacy of past research in describing and explaining the 

process of employee turnover within police organisations. 

 

A review of police turnover research reveals that a key limitation of this 

body of work is the lack of research that has been conducted (DeLey, 1984; 

Fielding & Fielding, 1987; Sparger & Giacopassi, 1983). An extensive search 

of the literature across the fields of criminology and criminal justice, 

psychology and human resource management resulted in the identification of 

less than 20 published articles that reported empirical studies of police 

turnover. The scarcity of police turnover research is underscored by the 

volume of research that has been directed toward the study of employee 

turnover in mainstream arenas. As discussed in Chapter Three, employee 

turnover is one of the most studied concepts in organisational behaviour 

research (Cotton & Tuttle, 1986; Hom, Griffeth & Sellaro, 1984; Mowday, 

Porter & Steers, 1982; Steers & Mowday, 1981) however the same level of 

research interest does not appear to have translated into the policing context. 

 

Further compounding the lack of knowledge that currently exists in 

respect to police turnover is the lack of police specific research attention that 

has been directed towards those variables that are often associated with 

employee turnover, such as job satisfaction and organisational commitment 

(Beck & Wilson, 1997; O’Leary-Kelly & Griffin, 1995). As such, it is difficult to 
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draw even tentative conclusions regarding police turnover based on studies of 

turnover predictors. 

 

In light of the paucity of research that has been conducted, the 

resultant body of literature is characterised by two serious shortcomings. 

Firstly, studies are of a one-off nature and secondly, the study of 

organisationally relevant variables has been neglected. Given the lack of 

research that has been conducted it is perhaps not surprising that the police 

turnover literature is plagued by one-off studies and as such, the inadequate 

resolution of contradictory research findings. In concurrence with the 

conclusions drawn by O’Leary-Kelly and Griffin (1995), a review of police 

turnover literature conducted for the purpose of the current research program, 

found that police turnover studies typically fail to cite or refer to relevant 

research findings that have preceded it. The failure of police researchers to 

replicate or extend upon previous research has resulted in a body of literature 

that is fraught with inconsistencies. Evidence of the inconsistencies that are 

found across studies is presented in Chapter Five. 

 

Secondly, a lack of research effort has been directed towards the 

examination of organisationally relevant variables, that is variables that may 

be particularly relevant to understanding police specific turnover. Chapter Six 

addresses the need to go beyond traditionally researched predictors of 

turnover when studying police turnover processes. Briefly, it is argued that 

characteristic features of the police organisation such as police culture, 
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socialisation processes and type of work environment make it necessary to 

include and study organisationally relevant antecedents of police turnover. 

 

In summary, it is argued that the lack of research interest that has been 

directed towards the study of police turnover and the state of existing 

literature, particularly the reliance on one-off studies of police turnover and the 

general neglect of the examination of organisationally relevant variables, 

demand urgent attention. Further research that aims to replicate, build upon 

and test the generalisability of previous research is needed. Furthermore, 

future research needs to specifically study the nature of police specific 

turnover through the examination of organisationally relevant variables. 

 

Chapter Two presented evidence in support of the need to conduct 

turnover research that takes into account career stage. To date, little research 

of this nature has been conducted within police organisations. Only two 

studies investigating the effect of career stage on police turnover were 

identified. 

 

McElroy et al.’s (1999) study of 138 (96% male) United States police 

officers examined the applicability of a three-stage career development model 

to understanding work commitment and turnover intentions of police officers. 

For the purpose of this study career development was operationalised 

according to biological age. The trial stage of development included officers 

who were 31 years of age or less, officers between the ages of 31 and 44 

years fell into the establishment stage and those officers who were older than 
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44 years of age were assigned to the maintenance stage of career 

development. McElroy et al. (1999) found that officers in the earliest stage of 

career development, the trial stage, were comparatively less likely to remain 

with the organisation than officers in the establishment and maintenance 

stages. Furthermore, affective commitment was significantly lower in the trial 

and establishment stages compared with the maintenance stage and lower 

levels of continuance and career commitment were found in the trial stage 

compared to the establishment stage. 

 

The second identified study of career stage and police turnover was 

reported by Poole and Pogrebin (1988). Poole and Pogrebin (1988) examined 

the effect of career tenure on the salience of factors relating to female police 

officers decisions to remain within policing. The study included 257 non-

ranking, line-level, female police officers working in local, state and federal 

police agencies who were attending an international conference of women 

police. Poole and Pogrebin (1988) operationalised career stage according to 

the length of experience they had at their current rank. Respondents were 

divided into five categories including; less than 3 years, 3 years to less than 6 

years, 6 years to less than 9 years, 9 years to less than 12 years and greater 

than 12 years. Using an analysis of variance (ANOVA) technique, Poole and 

Pogrebin (1988) found that reasons for remaining within policing including the 

need for employment, working with people, job satisfaction and officer work 

relations were not significantly different across career stage. Significant group 

differences across career stage were however found in respect to 

salary/benefits, challenge/excitement, job security and career advancement. 
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The general trend indicated that job security and salary/benefits increase in 

importance across career stage while challenge/excitement and career 

advancement become less important factors in the decision to remain within 

policing. 

 

The findings of the two studies described above provide preliminary 

support for the applicability of career stage theory to police populations. 

Further, it provides some evidence to suggest that a more detailed and 

precise understanding of police turnover may be gained through the study of 

turnover according to specific stages of career development. The conclusions 

that may be drawn from these studies are however tentative at best. Firstly, 

the number of studies that have examined career stage and turnover within 

police organisations is severely limited with only two studies identified. 

Secondly, the studies that have been conducted are diverse. McElroy et al.’s 

(1999) study included 96% male officers who were categorised into career 

stages according to biological age while Poole and Pogrebin (1988) studied 

an all female sample that was divided into stages of career development 

based on length of tenure at current rank. Therefore, drawing comparisons 

and deriving summative conclusions based on these two studies is difficult 

and speculative. The findings are however encouraging in respect to the 

usefulness of conducting further research into this issue. 

 

It was argued in Chapter Two that advancements to existing 

knowledge of employee turnover processes may be made though the 

development of organisationally specific models of turnover that take into 
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account the impact of career stage and gender. Given that the need to 

conduct further research on police specific processes of turnover and the 

impact of career stage have been addressed the following discussion 

examines the adequacy of research that has considered the impact of gender 

on police turnover. 

 

Similar to the conclusions that were drawn earlier in regard to the 

general state of police turnover research and that which has examined career 

stage and police turnover, studies examining the impact of gender on police 

turnover processes has been limited. A review of police turnover research 

reveals that police research has predominately studied male-dominated 

sample populations (O’Leary-Kelly & Griffin, 1995). The majority of police 

research has been conducted with populations that are comprised of at least 

80% male officers (eg. Beck & Wilson, 1997; Fielding & Fielding, 1987; 

Sparger & Giacopassi, 1983). Although this is not surprising given the 

traditional male dominated nature of policing it must be noted that in the 21st 

century this research is becoming outdated as increasing numbers of female 

officers enter police organisations (Kapardis, 1997; Whetstone & Wilson, 

1999). Simply, the applicability of existing research on police turnover is 

confined to a diminishing proportion of the police officer population. 

Furthermore, the translation of male dominated studies of police turnover to 

the experience of female officers may be seriously questioned given that 

female officers are entering an organisation, that is characterised by a 

masculine culture and which has been historically hostile to the entry of 

females into its ranks (Doerner, 1995; Martin, 1990; Wilkinson & Froyland, 
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1996; Wimshurst, 1995). Whether this type of environment subsequently 

impacts differentially on the process of employee turnover as a function of 

gender is largely unknown. As such, research that directly compares the 

experience and attitudes of male and female officers in respect to the process 

of employee turnover is needed. The following discussion reviews the limited 

number of police studies that shed some light on this issue. 

 

A limited number of studies support the need to consider the impact of 

gender in respect to police turnover. For example, some studies have found 

that reasons for leaving the police organisation differ as a function of gender. 

Seagram and Stark-Adamec’s (1992) study of 118 officers (57.6% male) 

across four Canadian police organisations found that the most common 

reason provided by female exiters for their decision to leave involved the 

desire to raise their family and spend more time with them. In contrast, this 

reason was ranked fifth by male officers. Similarly, a study conducted by 

Martin (1990), using data collected from personnel records of five United 

States police organisations, found that most female officers resigned as a 

result of personal or family-related reasons compared to male officers who left 

to pursue other employment. 

 

A study conducted by Linden (1985) also found that reasons for leaving 

the police organisation differ as a function of gender. Linden (1985) employed 

a gender mixed design including a sample of 70 female and 40 male officers 

who had resigned from the Royal Canadian Mounted Police (RCMP) and a 

contrast group of currently serving RCMP officers. Although Linden (1985) 
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found that the most common reason for leaving for both male and female 

officers related to the transfer policy of the organisation, the specific reasons 

why the transfer policy was of concern to officers differed according to gender. 

Female officers were concerned that they were separated from their partner 

while male officers indicated that they wanted to move to their home province. 

Similarly, Linden (1985) found that although both male and female resignees 

held less realistic expectations prior to joining the organisation compared to 

non-resignees, the nature of such expectations were gender specific. Female 

officers reported that they had not foreseen the difficulties they would 

subsequently face as female officers within a traditionally male dominated 

environment. Of the female resignees included in Linden’s (1985) study, 76% 

of this sample had been the subject of harassment. 

 

In addition to examining the effect of gender on reasons for leaving the 

organisation, a study investigating the impact of gender on the personality-

turnover relationship was also identified. Cortina, Doherty, Schmitt, Kaufman 

and Smith (1991) studied a sample of 314 (72.6% male) police recruits 

attending a United States police academy. The purpose of the study was to 

examine the predictive ability of personality in respect to police turnover. 

Using the Inwald Personality Inventory (IPI) and the Minnesota Multiphasic 

Personality Inventory (MMPI) it was found that lower extraversion as 

measured by the IPI and higher levels of neuroticism and lower levels of 

conscientiousness as measured by the MMPI were significant predictors of 

turnover. Of particular interest to this discussion was the finding that gender 
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impacted on this relationship. Prediction was found to be better for male 

compared to female officers. 

 

Further studies have sought to compare differences in turnover rates of 

male and female officers. Research has been largely supportive of gender 

differences. Fielding and Fielding’s (1987) study of 123 (91.9% male) British 

recruits and data collected by Fry (1983) from the personnel records of 334 

officers who had exited a United States police department both found that 

female turnover rates exceed that of their male counterparts. Seagram and 

Stark-Adamec’s (1992) study of 118 Canadian officers (57.6% male) further 

supported this finding reporting that the female attrition rate was 

approximately three times that of the male rate. While Martin (1990) 

concurred with the findings reported, Martin (1990) concluded that the 2% 

difference found between female and male turnover rates in their study was 

not significant. 

 

Lastly, the work of Fielding and Fielding (1987), Fry (1983) and Martin 

(1990) sought to examine the impact of gender on the relationship between 

organisational tenure and turnover. All three studies indicated that gender 

impacted on this relationship. 

 

Fry (1983) examined data, collected from the personnel records, of 334 

officers who had exited a United States police organisation during a specified 

nine year study period. Based on an analysis of the personnel records of 

exiting employees, including 261 male officers and 29 female officers, it was 
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determined that the mean length of tenure at the time of turnover differed 

according to gender. The mean length of tenure for female officers was 5.5 

years compared to 7.9 years for male officers. 

 

In a similar study, Martin (1990) examined the personnel records of five 

United States police organisations. Statistically significant gender differences 

were found in relation to length of tenure at the time of turnover in four of the 

departments studied. Female officers were found to have significantly less 

organisational tenure, compared to male officers, at the time they exited the 

organisation. Furthermore, in three departments, the proportion of female 

officers who separated whilst on probation (ie. within the first year of 

employment) was significantly higher than that reported for male officers. 

 

In concurrence with the two previous studies discussed, Fielding and 

Fielding (1987) reported that differences in the turnover rate of male and 

female officers exist across time. In this study of 28 British recruits (25 male 

and 3 female) it was found that the turnover rate for female officers remained 

consistent across the 42 month tenure period studied. In comparison, the 

turnover rate of male officers declined sharply over this time. 

 

While the preceding discussion provided support for the impact of 

gender on police turnover and its correlates, other studies have failed to find 

evidence to support this conclusion. For example, Linden’s (1985) study of 

RCMP officers found that both male and female officers who resigned from 

the police organisation were more dissatisfied with supervision compared to 
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current officers. Furthermore, both male and female officers reported 

substantially lower levels of morale compared with currently serving officers. 

 

Based on the preceding review of research examining gender and its 

relationship with turnover, a number of important conclusions may be drawn. 

Firstly, past research focusing on gender differences in respect to police 

turnover and its antecedents is limited. Few studies have employed a gender 

balanced research design or directly examined differences between male and 

female officers. As such, a paucity of research investigating the impact of 

gender on police turnover exists and replication of findings is rare. However, it 

may be tentatively concluded that existing research indicates the need for 

further research on this issue to be conducted. Findings that some turnover 

correlates are influenced by gender (eg. Cortina et al., 1991; Fielding & 

Fielding, 1987; Fry, 1983; Martin, 1990; Seagram and Stark-Adamec, 1992) 

while others are not (eg. Linden, 1985) indicates that further work is needed in 

order to qualify the differences and similarities that exist between male and 

female officers. This type of research would lead to a deeper and more 

precise understanding of the process of employee turnover for both male and 

female officers. 

 

In addition to the research that has been reviewed, studies conducted 

by Fielding and Fielding (1987), Fry (1983) and Martin (1990) which 

investigated the effect of gender on the relationship between organisational 

tenure and turnover is of particular interest to the current program of research. 

Findings reported by Fry (1983) and Martin (1990) indicated that the length of 
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organisational tenure is shorter for female compared to male exiters and the 

work of Fielding and Fielding (1987) indicated that the rate of turnover across 

tenure points differs according to gender. This research provides some 

indication that it is appropriate and necessary to study career stage and 

gender simultaneously. It appears that the effect of gender on the relationship 

between career stage and police turnover is likely to yield a more detailed and 

accurate understanding of turnover than would otherwise be achieved. As 

such, the simultaneous study of gender and career stage is a promising 

avenue of inquiry that needs to be further explored. 

 

To date, this chapter based on the three areas highlighted in Chapter 

Two, has examined the need for further police turnover research to be 

conducted. In pursuit of this aim, this discussion has investigated the need to 

develop organisationally specific models of turnover for police populations, 

taking into account the effect of career stage and gender. The following 

analysis seeks to move beyond the framework established in Chapter Two by 

exploring limitations of police turnover literature that fall outside the scope of 

the three areas already discussed. This analysis is undertaken for the 

purpose of maximising the contribution of the current program of research by 

identifying and subsequently addressing a broad range of limitations that have 

hindered existing police turnover literature. The limitations that are discussed 

include the size of sample populations, the nationality of sample populations, 

the type of research design and data analysis that is used and the way in 

which the employee turnover construct has been operationalised. 
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A key limitation of police turnover research involves the size of sample 

populations that have been used. Police turnover research is characterised by 

small sample sizes with more than half of the studies reviewed including less 

than 200 officers (eg. Koslowsky, 1991; Sparger & Giacopassi, 1983; Ward, 

1989). As such, both the confidence that may be placed in the findings that 

have been reported and the generalisability of results is limited (Minium, King 

& Bear, 1993). Larger scale studies of police turnover are urgently needed in 

order to overcome this limitation and subsequently advance police turnover 

research. 

 

A further limitation of existing police turnover research relates to the 

nationality of the sample populations that have been studied. Of the studies 

that were reviewed the majority of research, eleven studies in total, have been 

conducted with officers employed in United States law enforcement agencies 

(Azen et al., 1974; Cortina et al., 1991; Fry, 1983; Harris & Baldwin, 1999; 

Martin, 1990; McElroy et al., 1999; McQuilken et al., 1990; Poole & Pogrebin, 

1988; Sparger & Giacopassi, 1983; Topp & Kardash, 1986; Ward, 1989). 

Single studies of police turnover were identified for Danish (DeLey, 1984), 

Israeli (Koslowsky, 1991) and British (Fielding & Fielding, 1987) police 

populations, two studies included officers from Canada (Linden, 1985; 

Seagram & Stark-Adamec, 1992) and two studies were conducted with 

Australian police organisations (Beck & Wilson, 1997; James & Hendry, 

1991). 
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Of importance to the current program of research, given its Australian 

context, is the lack of research that has been conducted within Australia. 

James and Hendry (1991) note that little effort has been made to examine 

police turnover within Australian police organisations. Kapardis (1997) warns 

that an examination of research should be undertaken in light of the country in 

which the research took place. This warning is heralded due to the significant 

differences that exist between countries in respect to police powers, 

accountability, selection and training, structure and procedures and type of 

duties (Bayley, 1990; Kapardis, 1997; Lefkowitz, 1977; Maguire, Snipes, 

Uchida & Townsend, 1998). It is for this reason that the following discussion 

provides a detailed examination of the differences that exist between United 

States and Australian police organisations and its potential impact on turnover 

processes. The discussion has been confined to the United States and 

Australia as the majority of police turnover research has been conducted 

within the United States and the current program of research is conducted 

within an Australian policing context. 

 

Of particular interest to the current research program is the effect that 

differences in policing systems have on the process of employee turnover. An 

important difference between the United States and Australia, relates to the 

ease of movement of officers across police organisations. A broad analysis of 

the United States police system reveals that this system is the most 

decentralised, multiple uncoordinated system of policing in the western world 

(Bayley, 1990; Maguire et al., 1998). A plethora of law enforcement agencies 

operate at the local, state, sheriff, special and federal level with the total 
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number of estimated agencies reaching 21 143 (Bayley, 1990; Maguire et al., 

1998). In sharp contrast, Australia’s centralised policing structure has but 

eight separate police organisations with the operation of only one police 

organisation per State and Territory (Palmer, 1999). 

 

The effect of differential types of policing systems in the United States 

and Australia on the movement of officers is clear. Given the large number of 

police organisations in the United States and their overlapping jurisdictions, 

officers are able to leave their current employing police agency and move to a 

totally distinct agency without moving geographic locations. However, in 

Australia this option is not available given that the Australian policing system 

includes only one police organisation per State. As such, an Australian officer 

who wishes to leave their current police organisation to move to another 

police organisation must make a substantial geographic move, for example 

from Queensland to New South Wales. Alternatively, if officers wish to or have 

to remain in their current home State, officers would need to leave policing 

entirely. Given this, it is proposed that the decision of an Australian officer 

who wishes to leave their current policing role is a more significant decision in 

comparison to their United States counterpart. As discussed, an Australian 

officer who leaves their current police organisation must make this decision in 

light of the reality that a subsequent police role would involve a major 

relocation of self and family or the decision to leave their policing career 

entirely. Currently, the impact of these differential contexts on the process of 

employee turnover within policing organisations is unknown. As such, further 

police turnover research needs to be conducted outside of the United States 
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for the purpose of determining the generalisability of such research across 

countries. 

 

The following two limitations relate to methodological and research 

design issues. The first limitation refers to the type of data analysis that has 

typically been used by police researchers. Secondly, difficulties in drawing 

summative conclusions, as a result of the way in which turnover has been 

operationalised across studies, are addressed. 

 

A shortcoming of existing police turnover research involves the 

approach taken by many police researchers to the design of their studies and 

subsequent data analysis. While there are exceptions, many studies have 

relied on somewhat rudimentary or low-level statistical analysis (James & 

Hendry, 1991). For example, research reported by Sparger and Giacopassi 

(1983), Linden (1985) and Fielding and Fielding (1987) in part, rested on 

simple percentages. This type of analysis is problematic as it does not involve 

statistical significance testing and as such, judgements that are made 

regarding differences between groups are subjective. An improvement on the 

calculation of percentages due to the ability to calculate statistical 

significance, are those studies of police turnover that have used lower level 

statistical techniques such as one-way ANOVA’s or t-tests (eg. Harris & 

Baldwin, 1999; James & Hendry, 1991; Poole & Pogrebin, 1988). However, a 

crucial disadvantage of these types of techniques is that they are limited to 

the examination of bivariate relationships. 
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The use of simplistic research designs and statistical analyses, 

although not a limitation in and of themselves, is particularly limiting in the 

study of employee turnover. As discussed in Chapter Four, many theorists of 

employee turnover have taken a ‘process’ opposed to a bivariate approach to 

understanding employee turnover. Process models of employee turnover 

seek to move beyond simple bivariate explanations by modeling multiple 

explanatory variables of turnover and capturing the relationships that exist 

between explanatory variables. As such, police researchers have largely 

failed to test more complex process explanations of turnover with the 

exception of the work of Koslowsky (1991) who modelled the turnover process 

using a structural equation modelling (SEM) technique. The research 

presented by Koslowsky (1991) was however limited with the inclusion of only 

two explanatory variables. 

 

Based on the evidence presented it may be concluded that existing 

explanations of police turnover are limited due to the research design and 

statistical analysis techniques that have been applied across studies. Current 

understanding of police turnover is largely limited to simplistic bivariate 

relationships. Given this, the police turnover process remains unspecified and 

untested. As such, future research on police turnover needs to move beyond 

the examination of bivariate relationships and take a process approach to 

understanding police turnover. 

 

A methodological factor, identified as an important limitation of existing 

police turnover research, relates to the operationalisation of the employee 



 64

turnover construct. A number of studies that were reviewed failed to specify 

the way in which the major dependent variable under study, that is employee 

turnover, was operationalised (eg. Lester, 1983; Seagram & Stark-Adamec, 

1992; Topp & Kardash, 1986). Given this lack of clarity, it could not be 

determined whether turnover included voluntary resignation, retirement and/or 

termination. The importance of this issue was broadly discussed in Chapter 

Two. More specifically in relation to police populations, research has similarly 

supported the need to clearly define the employee turnover construct. A study 

conducted by James and Hendry (1991) found that reasons for departure 

significantly differed as a function of separation type, that is resignation or 

retirement. Therefore, based on the evidence presented, future research 

using police populations should ensure that multiple turnover categories are 

not collapsed into a single variable. Furthermore, a clear definition indicating 

how the employee turnover construct has been operationalised needs to be 

provided. 

 

The preceding discussion sought to identify and explore limitations of 

existing police research that fell outside the scope of the framework presented 

in Chapter Two. This analysis provides further guidance on the approach that 

should be undertaken in the current research program for the purpose of 

addressing and subsequently overcoming the limitations of existing police 

turnover research. It was determined that the current program of research 

should seek to use a large sample population drawn from outside of the 

United States, employ a research design and apply statistical tools that allows 

for a process approach to studying police turnover to be conducted and 



 65

ensure that the employee turnover construct is clearly defined and 

appropriately operationalised. 

 

The Need for Further Turnover Research within the Policing Context 

The overarching purpose of this chapter was to determine whether 

further research examining employee turnover within the policing context is 

needed. This need was evaluated in light of the practical significance of 

employee turnover to police organisations and its employees and the 

sufficiency of understanding that has been gained through previous research 

efforts. 

 

In respect to the practical significance of employee turnover to police 

organisations it was concluded that employee turnover is a serious and costly 

issue for both the organisation and its employees. It was determined that 

employee turnover has significant financial implications for the organisation 

due to high recruitment and selection, training and separation costs. 

Furthermore, police officers themselves experience a number of negative 

consequences as a result of their decision to leave the organisation. 

 

In order to address the second criterion, a two-fold approach was 

undertaken. Firstly, the sufficiency of current research in respect to 

addressing the three key areas identified in Chapter Two was determined. It 

was argued in Chapter Two that advancements to the current knowledge 

regarding employee turnover may be made through the development of 

organisationally specific models of turnover that take into account the impact 
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of career stage and gender. As such, the adequacy of existing police research 

in respect to employee turnover and the effect of career stage and gender on 

this process was assessed. It was concluded that a general lack of police 

turnover research including research that has examined the influence of 

career stage and gender clearly demonstrates that further research, 

conducted within the context of policing, is needed. 

 

As indicated earlier, a second wave of analysis was undertaken for the 

purpose of identifying key limitations of existing police research that fell 

outside of the framework described in Chapter Two. This analysis revealed 

that issues relating to methodology and research design, sample size and 

sample characteristics constitute important shortcomings of the existing body 

of police research. Therefore, it was concluded that these limitations need to 

be addressed in future research efforts and specifically, in the current 

program of research. 

 

Summary of Chapter Three 

This chapter explored whether further research on the process of 

employee turnover within police organisations is needed. The need for further 

research was evaluated using two criteria, including the practical significance 

of employee turnover to police organisations and its employees and the 

adequacy of existing police turnover research. Based on this analysis, it was 

concluded that a definite need exists for further research, particularly that 

which addresses the limitations of existing research, to be conducted. 
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Given the findings of this chapter, the following chapters provide a 

comprehensive review of both mainstream and police specific turnover 

literature. This review is undertaking for the purpose of developing and testing 

an explanatory model of police turnover and turnover intention processes. The 

analysis commences in the following chapter Chapter Four with a review of 

mainstream empirical studies and theoretical frameworks. 
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CHAPTER FOUR 

Conceptualising Employee Turnover – A Theoretical and Empirical Review 

 
 

It was argued in the preceding chapter, that employee turnover is of 

significant practical concern to police organisations and its employees. 

Furthermore, it was determined that existing research on police turnover is 

inadequate and as such, current understanding of the police turnover process 

is limited. Given these findings, the following chapters seek to identify, via a 

review of mainstream and police specific turnover research, those variables 

that need to be studied within the current program of research. This variable 

identification process will allow comprehensive models of turnover and 

turnover intention to be developed and tested. 

 

In order to identify and subsequently study those variables that are 

relevant to understanding police turnover a three-step process is undertaken. 

The first step in this process, discussed in this chapter, involves a review of 

employee turnover findings that have appeared in mainstream turnover 

literature. The purpose of this review is to generate a pool of variables that 

have demonstrated strong and consistent relationships with employee 

turnover across mainstream research. Mainstream research is defined as 

research that has been conducted with employee populations other than 

police officers. The pool of variables that is generated as a result of this 

review represent key explanatory variables of employee turnover. It is argued 

that these variables warrant inclusion in the current program of research given 
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that a major aim of this research is to develop comprehensive models of 

turnover and turnover intention. 

 

The second step, undertaken in Chapter Five, involves an assessment 

of the generalisability of mainstream findings to the policing context. The 

variables identified in this chapter, which have demonstrated a consistent and 

strong relationship with turnover in mainstream research, are assessed in 

respect to two criteria. A determination is made regarding the generalisability 

of mainstream findings to the policing context, that is, whether findings 

relating to predictors and predictor-turnover relationships identified in 

mainstream research are consistent with police specific findings. Secondly, a 

determination regarding the sufficiency of police research in respect to 

variables that have been identified is made. This analysis will furnish a clear 

and succinct summary of existing knowledge regarding key predictor-turnover 

relationships and will highlight those areas where further research is needed. 

 

The third and final step, undertaken in Chapter Six, involves identifying 

those variables that are of particular organisational relevance to police 

organisations. The two steps undertaken in Chapters Four and Five, result in 

the identification and analysis of key explanatory variables of employee 

turnover that have been consistently studied across mainstream research. 

Chapter Six recognises that the nature of the organisational context being 

studied may necessitate the inclusion and study of variables that have 

particular organisational relevance and as such, may not have been identified 

via a generalised review of turnover literature. 
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An Analysis of Mainstream Turnover Research 

As discussed, this chapter addresses the first step in a three-step 

process. This chapter identifies turnover-related variables that have been 

consistently studied and those that have been found to be strongly related to 

turnover. For this purpose, an analysis of mainstream employee turnover 

literature is undertaken. A review of the antecedent, correlates and predictors 

of turnover that have been strongly linked to employee turnover across 

studies is conducted. Furthermore, research that has sought to model the 

process of employee turnover is examined. In particular, research that 

explains the turnover process through well-conceptualised, multi-variable 

modelling efforts is reviewed. Based on this examination of theoretical and 

empirical literature a number of key explanatory variables are identified given 

the strength of their relationship with turnover across mainstream studies and 

their repeated appearance in theoretical models of the employee turnover 

process. 

 

As a result of the thousands of employee turnover articles that have 

appeared in organisational behaviour literature it is becoming both a 

challenging and onerous task to present a fully inclusive review of all articles 

that have been published on this issue. Studies of employee turnover, 

appearing since the early 1900’s, have proliferated (Bluedorn, 1982; Cotton & 

Tuttle, 1986; Morrow, McElroy et al., 1999; Muchinsky & Morrow, 1980). Few 

organisational issues have attracted as much interest and research attention 

as employee turnover (Cotton & Tuttle, 1986; Hom et al., 1984; Mowday et al., 

1982; Steers & Mowday, 1981). The enormity of this body of work poses a 
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significant problem given that the aim of this discussion is to identify variables 

that have demonstrated a strong relationship with turnover across the breadth 

of mainstream studies. An inclusive review of the thousands of individual 

studies of turnover far exceeds the scope and resources of the current 

research program. Given this constraint, an efficient means by which to 

summarise the literature, without overly compromising the accuracy and 

comprehensiveness of this process, is to examine review articles. 

 

Despite the publication of numerous reviews of the employee turnover 

literature (Hom & Griffeth, 1995; Mowday et al, 1982) many reviews are of 

doubtful utility in regard to the aims of this discussion. The process by which 

many review articles have been conceptualised and subsequently 

operationalised suffer from two notable shortcomings. Firstly, the scope of the 

review that has been undertaken is limited and secondly, a large number of 

reviews have been narrative in nature. 

 

Perhaps as a result of the enormity of the body of turnover literature 

many review articles have constrained the scope of their review to a small 

number of predictors and correlates. For example, Mathieu and Zajac (1990), 

Cohen (1993) and Cohen and Hudecek (1993) confined their analysis of the 

turnover literature to an examination of the relationship between turnover and 

organisational commitment. Similarly, Steel and Griffeth (1989) examined 

perceived alternatives and turnover, Hellman (1997) studied job satisfaction 

and intent to leave, Healy, Lehman and McDaniel (1995) conducted a meta-

analysis of studies examining age and voluntary turnover and Steel and 
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Ovalle (1984) studied behavioural intentions and turnover. Given that the aim 

of this discussion is to identify a comprehensive set of variables, review 

articles that have taken a more inclusive approach to the study of employee 

turnover are needed. 

 

A second criticism that may be leveled at many reviews of employee 

turnover research relates to the choice of a narrative approach to 

summarising the literature (eg. Bluedorn, 1982; Maertz & Campion, 1998; 

Muchinsky & Tuttle 1979). The legitimacy of narrative or traditional reviews, 

due to their reliance on the subjective evaluation and interpretation of the 

literature by the author of the review, has been questioned (Hom & Griffeth, 

1995; Hunter & Schmidt, 1990). A major criticism of this approach is that 

narrative reviews do not allow the contribution of statistical artifacts to be 

determined. For example, scholars may conclude that inconsistent findings 

across studies indicate an unreliable relationship between the variable studied 

and turnover rather than determining that the inconsistency of findings 

resulted from statistical anomalies (Hunter & Schmidt, 1990). This type of 

error may lead researchers to exclude this variable from future research 

despite its true explanatory power. Fortunately, the use of meta-analysis 

overcomes this shortcoming by statistically summating the relationships 

between turnover and its correlates allowing the magnitude relationships 

between variables and the statistical significance of the subsequent findings 

to be quantified (Hunter & Schmidt, 1990). As such, the following analysis 

focuses on examining the findings of those review articles that have employed 

meta-analytic techniques. 
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As indicated earlier, a full review of the turnover literature, given the 

sheer number of articles that have appeared on this topic, is beyond the 

scope of the current research program. However, this discussion seeks to 

draw conclusions based on the findings of a broad cross section of the 

literature for the purpose of identifying those variables that have demonstrated 

a strong and consistent relationship with turnover. It was proposed that the 

identification and analysis of review articles would meet this purpose. The 

review articles selected for study were chosen based on the approach of the 

review. As such, only those reviews which studied a broad array of variables 

and which took a quantitative approach were considered for inclusion. Two 

studies were identified that met both of these criteria. Cotton and Tuttle (1986) 

conducted the earliest review of this nature, followed by the work of Griffeth et 

al. (2000). 

 

The decision to present the work of both Cotton and Tuttle (1986) and 

Griffeth et al. (2000) stems from the aim of this review to identify those 

variables that demonstrate a strong and consistent relationship with turnover 

across mainstream literature. Whilst it must acknowledged that an overlap 

between reviews does exist and as such similarity of findings may be 

somewhat inflated, the meta-analytic studies do differ. Griffeth et al. (2000) 

did not include all studies that were included in Cotton and Tuttle’s (1986) 

review and Griffeth et al. (2000) had access to and subsequently included 

studies that appeared following Cotton and Tuttle’s (1986) publication. 

Therefore, a comparison of both reviews allows a comprehensive analysis of 
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mainstream empirical studies to be achieved and provides a basis on which to 

determine the consistency of findings across a breath of research studies.  

 

Furthermore, prior to discussing each review, it should noted that the 

meta-analytic approaches taken by Cotton and Tuttle (1986) and Griffeth et al. 

(2000) also differed. Although Cotton and Tuttle (1986) indicated a preference 

for examining effect sizes, as used by Griffeth et al. (2000), Cotton and Tuttle 

(1986) analysed and classified findings according to probability levels. Cotton 

and Tuttle (1986) took this approach given that many of the studies that were 

identified did not report correlations. As such, Cotton and Tuttle (1986) 

classified their findings according to the level of statistical significance found 

for each of the relationships examined. In comparison, Griffeth et al. (2000) 

utlised correlation statistics and classified findings according to effect sizes 

and hence, the strength of association that exists between predictors and 

turnover. 

 

Cotton and Tuttle’s (1986) review of employee turnover. Cotton and 

Tuttle (1986) conducted a meta-analytic review of over 120 data sets collated 

from published reviews and articles appearing in major organisational 

behaviour journals, books and other published works. The correlates of 

turnover studied by Cotton and Tuttle (1986) were categorised into three 

groupings. These were labelled as personal characteristics, structural or work-

related factors and external factors. Additionally, the potential for moderator 

variables to mediate the relationship between individual variables and 

turnover was recognised. As such, regression analysis was used to determine 
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what if any effect a number of moderator variables had on the relationship 

between each individual variable and turnover. 

 

Prior to discussing the findings of Cotton and Tuttle’s (1986) review it is 

important to explain the system by which the authors classified the results of 

the study. Cotton and Tuttle (1986) classified their findings according to the 

level of statistical significance found for each of the relationships examined. 

Strong confidence was deemed to exist if the p value for the relationship was 

less than 0.0005. A moderate confidence existed with a p value of between 

0.0005 and 0.005. A weak to moderate confidence was classified as a p value 

of 0.005 to 0.01. A weak confidence was represented by a p value of between 

0.01 and 0.05 and no confidence was said to exist when the p value was 

above 0.05. This discussion will adopt the system used by Cotton and Tuttle 

(1986) for the purpose of classifying findings according to the strength of 

relationships. 

 

As highlighted, Cotton and Tuttle (1986) chose to group the variables 

studied into three groupings. The first of these groups included personal 

characteristic variables. Eleven personal correlates including age, tenure, 

gender, biographical information, education, marital status, number of 

dependents, aptitude and ability, intelligence, behavioural intentions and met 

expectations were examined. 

 

Strong confidence was reported for the relationships between turnover 

and age, number of dependents, tenure, gender, education, biographical 
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information, behavioural intentions and met expectations. Gender, age, 

number of dependents, tenure and met expectations were found to be 

negatively related to turnover. As such, female employees, who were 

younger, with a smaller numbers of dependents, with fewer years of 

experience in the organisation and whose expectations had not been met by 

the organisation were more likely to turnover. Conversely, a positive 

relationship between behavioural intentions and education indicated that 

those who reported an intent to leave the organisation and those who have 

attained higher levels of education were more likely to leave the organisation. 

 

Of the remaining variables included in the personal characteristics 

group, Cotton and Tuttle (1986) reported a weak to moderate confidence in 

the relationships between turnover and marital status and aptitude and 

abilities. Unmarried employees were more likely to turnover compared with 

married employees while the direction of the relationship between aptitude 

and abilities and turnover was not reported. Findings indicated no relationship 

between intelligence and turnover. 

 

The second category of variables that were examined, namely 

structural or work-related factors, included eleven individual variables. These 

were pay, job performance, role clarity, task repetitiveness, overall job 

satisfaction, satisfaction with pay, the work itself, supervision, co-workers and 

promotional opportunities and organisational commitment. Strong confidence 

in the relationships between turnover and pay, overall job satisfaction, 

satisfaction with supervision, satisfaction with the work itself, pay satisfaction 
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and organisational commitment were reported. Turnover was found to be 

negatively related to each of these variables indicating that employees who 

received lower wages, had lower organisational commitment and who were 

less satisfied both overall and in terms of supervision, the work itself and pay 

were more likely to leave the organisation. 

 

The relationships between turnover and satisfaction with co-workers, 

satisfaction with promotion, job performance and role clarity although 

statistically significant were not as highly significant as the relationships 

discussed above. Moderate confidence in the relationships between turnover 

and satisfaction with co-workers, satisfaction with promotion, job performance 

and role clarity were reported. A negative relationship was reported for each 

of these variables indicating that those employees who were less satisfied 

with their co-workers and with promotion, who demonstrated lower levels of 

job performance and who reported less role clarity were more likely to leave 

the organisation. Weak confidence in a positive relationship between task 

repetitiveness and turnover was reported. 

 

The final set of variables studied, collectively termed as external 

factors, included employment perceptions, unemployment rate, accession rate 

and union presence. Strong confidence in the relationships between turnover 

and union presence and employment perceptions was reported. Union 

presence was negatively related to turnover indicating that employees within 

organisations that have less union presence are more likely to turnover. A 

positive relationship between employment perceptions and turnover was 
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found. Moderate confidence in the negative relationship between 

unemployment rate and turnover and weak confidence in a positive 

relationship between turnover and accession rate were also reported. 

 

In conclusion, it is important to briefly summarise those variables that 

were significantly related to turnover. Cotton and Tuttle (1986) noted a strong 

confidence in the relationships between many of the personal characteristic 

variables studied and turnover. Age, tenure, gender, education, number of 

dependents, biographical information, met expectations and behavioural 

intentions were all highly related to employee turnover. Similarly, highly 

significant results were found for the relationships between turnover and pay, 

organisational commitment, overall job satisfaction and various specific 

aspects of job satisfaction including satisfaction with supervision, satisfaction 

with the work itself and pay satisfaction. In terms of external factors, 

employment perceptions and union presence were highly reliable correlates of 

turnover. 

 

As highlighted, two meta-analytic reviews were chosen for inclusion in 

this discussion of employee turnover. The next section examines the findings 

of the second identified review conducted by Griffeth et al. (2000). 

 

Griffeth et al.’s (2000) review of employee turnover. Griffeth et al. 

(2000) took an inclusive, quantitative approach to their review of the turnover 

literature. A wide range of correlates, antecedents and predictors were 

studied. Given the large number of variables that were examined, variables 
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were organised into a number of groupings. Seven groups were formed, 

including demographic predictors, overall satisfaction, organisational and work 

environment factors, job content factors, external environment factors, 

withdrawal process variables, and other behavioural predictors. 

 

A similar system to that which was used by Cotton and Tuttle (1986) is 

used to classify the significance of association between predictors and 

turnover in the study conducted by Griffeth et al. (2000). In this case 

correlation statistics are used to classify the strength of association between 

variables. Those variables with reported correlations at a level of less than 0.1 

are deemed as having a weak relationship with turnover. Correlations 

between 0.1 and 0.2 are categorised as having a moderate relationship with 

turnover and correlations above 0.2 are categorised as having a strong 

relationship. This classification system is consistent with the interpretation 

provided by Griffeth et al. (2000). 

 

As stated, Griffeth et al. (2000) grouped the variables under study into 

seven categories. The first group to be discussed, namely demographic 

predictors, included the variables of cognitive ability, education, training, 

marital status, kinship responsibility, relatives, children, weighted application 

blanks, race, age, sex and tenure. 

 

Strong relationships were found between turnover and tenure and 

weighted application blanks. Information contained within weighted application 

blanks is highly related to turnover and greater tenure with the organisation is 
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associated with a lower likelihood of turnover. A moderate, negative 

relationship was reported for number of children. Lastly, reported relationships 

between turnover and cognitive ability, training, education, marital status, 

kinship responsibility, race, sex and age were weak. Kinship responsibility, a 

variable that captures family obligation factors such as age, marital status and 

number of children, was negatively related to turnover indicating that less 

kinship responsibility is correlated with higher turnover. The direction of the 

remaining relationships indicated that younger, white, single, male employees, 

with lower cognitive ability, who have less training and who have attained 

greater levels of education were more likely to exit the organisation. 

 

The second grouping of variables studied, labelled overall satisfaction, 

included job satisfaction and met expectation variables. Based on sixty-seven 

studies of 24 566 employees, job satisfaction had a moderate, negative 

relationship with turnover indicating that job dissatisfaction is correlated with a 

greater likelihood of turnover. Similarly, met expectations had a moderate, 

negative relationship with turnover. When initial expectations regarding the 

organisation were not confirmed, either upon joining the organisation and/or 

sometime during their employment, employees were more likely to leave the 

organisation. 

 

The third grouping of variables studied was labeled organisational and 

work environment factors. Studies that focused on the relationships between 

turnover and compensation, leadership and supervision, relations with peer 

groups, stress and promotions were analysed. 
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For the purpose of understanding the relationship between turnover 

and the general concept of compensation, a number of variables were 

examined. These included salary, pay satisfaction and distributive justice. All 

three variables were found to have a weak predictive relationship with 

turnover. The direction of the relationships indicated that lower salary levels, 

pay dissatisfaction and lack of distributive justice were associated with higher 

turnover. 

 

Griffeth et al. (2000) also studied a number of aspects of leadership 

and supervision including leader-member exchange, participative 

management, communication skills and satisfaction with supervision. Leader-

member exchange was strongly, negatively correlated with turnover. Lower 

levels of participative management, poor communication skills and 

supervisory dissatisfaction were moderately predictive of employee exits. In 

terms of peer group relations, it was found that lack of cohesion among the 

work group and dissatisfaction with coworkers were moderately related to 

turnover. Analysis of those studies that examined role states revealed that 

role overload and overall stress have a moderate, positive relationship with 

turnover and as expected, role clarity and role conflict was found to be 

strongly predictive of turnover. Lack of role clarity, heightened levels of role 

conflict and stress and greater levels of role overload were associated with an 

increased likelihood of turnover. Lastly, lack of promotional opportunities 

demonstrated a positive, moderate correlation with turnover indicating that 

limited chance of promotion is associated with higher turnover. 
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The next group of variables that was studied was collectively termed as 

job content factors. This grouping included job scope, routinisation, work 

satisfaction and job involvement. Meta-analytic results revealed that all 

variables within this group, with the exception of routinisation, were 

moderately associated with turnover. Lack of job scope (ie. a measure of the 

challenge and complexity of work duties), work dissatisfaction (ie. affective 

response to intrinsic aspects of the job) and lack of job involvement were 

found to be positively associated with turnover. As highlighted, routinisation 

had a weak relationship with turnover. 

 

The fifth grouping of variables included two external environment 

factors, alternative job opportunities and comparison of alternative to present 

job. A modest, positive relationship was found for both variables. A positive 

evaluation by the employee of employment alternatives was associated with 

increased turnover while employees who perceived they had alternative job 

opportunities were more likely to turnover. 

 

Withdrawal process variables constituted the sixth grouping of 

variables. Strong, positive relationships were found between turnover and 

withdrawal cognitions, thoughts of quitting, search and quit intentions and job 

search behaviours and methods. Similarly, strong relationships were found 

between retention and expected utility of quitting and organisational 

commitment. Greater perceived utility of quitting and lower levels of 

organisational commitment were associated with greater turnover. 



 83

 

The final group of variables studied by Griffeth et al. (2000) included a 

small number of withdrawal behaviours which are often included in studies of 

turnover but do not fit into the groupings discussed above. Absenteeism was 

strongly related to turnover, performance was moderately correlated and 

lateness was weakly correlated with employee exit. Those who were absent 

more often, who are late to work and who are poorer performers were more 

likely to leave the organisation. 

 

In summary, strong or moderate relationships were found between 

most of the variables studied and employee turnover. Only thirteen of the 

forty-five variables studied were found to have weak relationships with 

turnover. Smaller correlations were reported for relationships between 

turnover and cognitive ability, education, training, martial status, kinship 

responsibility, race, sex, age, pay, pay satisfaction, distributive justice, 

routinisation and lateness. 

 

Comparison of findings across meta-analytic reviews. The two reviews 

that have been discussed provide important information regarding a large 

range of antecedents, correlates and predictors of employee turnover. Based 

on these findings it is possible to identify those variables that are strongly 

correlated with employee turnover. In pursuit of this aim, the following 

discussion presents a comparative analysis of Cotton and Tuttle (1986) and 

Griffeth et al.’s (2000) findings. 
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The following comparative analysis is limited to a comparison of those 

variables that were similar across studies. Given that the variables studied by 

Griffeth et al. (2000) included all those which were studied by Cotton and 

Tuttle (1986), with the exception of union presence and unemployment 

perceptions, all variables appearing in the earlier study were able to be 

compared to Griffeth et al.’s (2000) findings. It should be noted that in some 

limited instances variable labels differed across studies. As such, judgements 

based on substantive grounds were made regarding the similarity of variables. 

For example, Cotton and Tuttle (1986) studied the variable of task 

repetitiveness while Griffeth et al. (2000) labeled a similar variable, 

routinisation. These variables were judged to have sufficient similarity to be 

compared. 

 

The findings reported by Cotton and Tuttle (1986) and Griffeth et al. 

(2000) indicated that strong support exists for the relationships between 

turnover and biographical data, tenure, organisational commitment, 

employment perceptions including alternative job opportunities and 

comparison of alternative employment and behavioural intentions. Similarly, 

both reviews indicated that moderate relationships exist between turnover and 

co-worker satisfaction, satisfaction with promotional opportunities and job 

performance. Little relationship was found for the relationships between 

turnover and intelligence and cognitive abilities, marital status and task 

repetitiveness. 
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Partial agreement between the two reviews was found for large number 

of variables. Findings across studies were categorised as being in partial 

agreement when one study reported a particular variable as having a strong 

relationship with turnover while the other study reported a moderate 

relationship. Cotton and Tuttle (1986) found that number of dependents, met 

expectations, overall job satisfaction, satisfaction with supervision and 

satisfaction with work itself were strongly related to turnover while Griffeth et 

al. (2000) found only moderate correlations. Griffeth et al. (2000) reported that 

role clarity is highly correlated with turnover while Cotton and Tuttle (1986) 

reported a moderate confidence in this relationship. 

 

Despite the similarities that were found across the two meta-analytic 

reviews, differences also existed. Griffeth et al. (2000) found that the variables 

of pay, education, age, gender and pay satisfaction were only weakly 

correlated with turnover. Conversely, Cotton and Tuttle (1986) reported that 

the relationships between these four variables and turnover were highly 

significant. 

 

A tabular summary of the findings reported by Cotton and Tuttle (1986) 

and Griffeth et al. (2000) is reported in Table 1. Those variables that have 

been represented in bold type are those which demonstrated a strong and/or 

moderate relationship with employee turnover across both reviews. It should 

be noted that the variable labelled biographical variables by Cotton and Tuttle 

(1986) and weighted application blank by Griffeth et al. (2000) is not 

represented in bold despite its strong relationship with turnover. This decision 
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was made as neither study provided details of which personal characteristic 

variables were subsumed by this label therefore making it difficult to replicate 

their inclusion in the current research program. Fortunately, specific personal 

variables were also studied separately. As such, those that demonstrated 

either a strong or moderate relationship have been identified thereby 

capturing the predictive ability of a range of personal characteristics. 

 

Based on the summative information provided in Table 1, those 

variables that should be included in the current program of research given the 

strength of their relationship with turnover and the consistency of findings 

across the two reviews, are identified. Prior to drawing definite conclusions 

however it is important to undertake a review of theoretical models of 

employee turnover. 
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Table 1 

Comparison of Cotton and Tuttle (1986) and Griffeth et al.’s. (2000) Findings 

 
 
Variable 
 

 
Cotton and Tuttle (1986) 

 
Griffeth et al. (2000) 

 
Biographical Information 

 
 

 
 

 
Tenure 

 
 

 
 

 
Children 

 
 

 
 

 
Job Performance 

 
 

 
 

 
Role Clarity 

 
 

 
 

 
Met Expectations 

 
 

 
 

 
Job Satisfaction 

 
 

 
 

 
Org Commitment 

 
 

 
 

 
Withdrawal Cognitions 

 
 

 
 

 
Behavioural Intentions 

 
 

 
 

 
Age 

 
 

 
x 

 
Gender 

 
 

 
x 

 
Education 

 
 

 
x 

 
Intelligence/Cog Ab. 

 
x 

 
x 

 
Martial Status 

 
x 

 
x 

 
Pay 

 
 

 
x 

 
Task repetitiveness 

 
x 

 
x 

 

Employee Turnover Models 

A number of scholars have attempted to develop models of employee 

turnover that describe the process by which turnover occurs (Gaertner, 1999; 

Mowday et al., 1984; Tett & Meyer, 1993; Weiss and Adler, 1984; Williams & 
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Hazer, 1986). These models have sought to move beyond simple bivariate 

explanations by modeling multiple explanatory variables of turnover and thus, 

capture the relationships that exist between explanatory variables. Given that 

a number of models exist, those models that are most relevant to the aims of 

the current research program need to be identified. As such, the following 

discussion begins with a description of the three criteria which were used to 

select employee turnover models for inclusion in this review. Secondly, each 

model that was selected is examined for the purpose of summarising 

commonalities that exist across models of employee turnover. 

 

The first criterion, guiding the selection of employee turnover models 

for review, involved the frequency with which models were cited and/or 

studied by researchers in the field. This criterion was assessed via a 

comprehensive search of the literature. Secondly, models were selected for 

review, based on the significance of their contribution to the field. The 

contribution that a model has made to the field was assessed in two ways. 

Firstly, evaluations made by researchers who frequently publish in the 

employee turnover literature and summative assessments made by the 

authors of comprehensive review articles on turnover research, particularly 

those which reviewed models of turnover, were examined (eg Hom & Griffeth, 

1995; Mobley, 1982; Mowday et al., 1982). Thirdly, models were chosen 

based on the breadth of the approach that was taken by the author to 

explaining the turnover process. As discussed, this research program aims to 

develop a maximally explanative model of turnover for a specific employee 

population. Consequently, those models that included a broad, multiple 
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variable explanation of turnover were sought. On the basis of the three criteria 

described, a number of models of employee turnover spanning four decades 

of research were identified. The following discussion provides a historically 

organised review of these models. 

 

March and Simon’s decision to participate model (1958). March and 

Simon’s (1958) employee turnover model was one of the earliest attempts at 

modelling employee turnover. This model, commonly referred to as the 

‘decision to participate’ model, is generally viewed as the forerunner for many 

of the subsequent modeling efforts that have appeared (Lee, Mitchell, Holtom, 

McDaniel & Hill, 1999; Mobley, 1982; Mowday, Porter & Stone, 1978). 

 

The postulate on which March and Simon’s (1958) model is based, is 

that ‘increases in the balance of inducement utiliities over contribution utilities 

decrease the propensity of the individual participant to leave the organization, 

whereas decreases in that balance have an opposite effect’ (p.93). More 

simply, it is hypothesised that turnover is likely to occur if the member’s 

contributions (ie. the labour provided) to the organisation either matches or 

exceeds that of the inducements (eg. wages) offered by the organisation. As 

such, the organisation’s ability to induce members through such means as 

wages ensures that the member will continue to be motivated to participate in 

the organisation. Theoretically, it was asserted that this inducement-

contribution balance is influenced by two separate but related concepts: (a) 

perceived desirability of movement from the organisation; and (b) perceived 

ease of movement from the organisation. 
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Figure 1 below, illustrates the portion of the model that relates to the 

effect of perceived desirability of movement from the organisation on 

employee turnover. It is hypothesised that the level of job satisfaction 

experienced by the member is primarily influenced by the perceived 

desirability of movement from an organisation. Job satisfaction acts to reduce 

the perceived desirability of movement whilst job dissatisfaction increases the 

desirability to move. Three major factors are hypothesised to influence job 

satisfaction including, conformity of the job to self-image, predicability of job 

relationships and compatibility of job and other roles. 
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Figure 1. March and Simon’s (1958) decision to partipate model: Perceived 

desirability of movement. 

From “Employee turnover: Causes, consequences and control.” By W.H.Mobley, 1982, 
Philippines: Addison-Wesley Publishing Company, p.116. 

 

Job satisfaction is either enhanced or reduced as a result of the level of 

conformity that exists between the characteristics of the job and the member’s 

self-image. Dissatisfaction occurs when elements of self-image, including self-

evaluations of worth, independence and competencies or interests, are 

frustrated by the organisation. Frustration is proposed to be a function of the 

amount of rewards, participation in job assignments, supervisory practices, 

rate of change of status and/or income that is provided. The second 

determinant of job satisfaction relates to the predictability of job relationships. 

Dissatisfaction occurs when predicability of instrumental relationships on the 

job is low. Thirdly, dissatisfaction is likely to occur when work demands are 

incompatible with the demands of other roles. March and Simon (1958) 

asserted that three factors affect between-role compatibility, that is work-time 

patterns, size of work groups and size of the organisation. It was proposed 

that non-normal work-time patterns and larger work groups and organisations 

negatively impact on between-role compatibility. 

 

It is hypothesised that in addition to job satisfaction, perceived 

desirability of movement is influenced by the size of the organisation. In larger 

organisations, given the greater perceived possibility of intra-organisational 

transfer, perceived desirability of movement is less than that perceived by 

employees in smaller organisations. Larger organisations can accommodate 
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the wishes of an employee to move to a different section of the same 

business thus preventing the member from permanently exiting the 

organisation. Organisational size has the opposite impact on the desirability of 

movement compared its proposed impact on role-compatibility. As discussed 

above, the model proposes that job dissatisfaction resulting from role 

incompatibility is greater in larger organisations and thus results in an 

increased perceived desirability of movement. This paradox is not defended 

or acknowledged in March and Simon’s (1958) original work. 

 

The second portion of the March and Simon (1958) model relates to 

the perceived ease of movement. As presented in Figure 2, it is proposed that 

perceived ease of movement is a direct function of the number of perceived 

extraorganisational alternatives. It is proposed that the greater the number of 

alternatives that are perceived the greater the perceived ease of movement. 
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Figure 2. March and Simon’s (1958) decision to partipate model: Perceived 

ease of movement. 

From “Employee turnover: Causes, consequences and control.” By W.H.Mobley, 1982, 
Philippines: Addison-Wesley Publishing Company, p.117. 
 

 

It is hypothesised that three factors influence the number of 

extraorganisational alternatives that are perceived by the employee. These 

include levels of business activity, personal attributes and number of visible 

firms. When business activity is slow, for example when unemployment rates 

are high, individuals perceive that less extraorganisational alternatives are 

available. Personal attributes such as sex, social status, age, tenure and 

specialisation are also proposed to influence the perception of 

extraorganisational alternatives. Young males, who have higher status and 

shorter organisational tenure perceive the greatest ease of movement. The 

third factor influencing the perception of extraorganisational alternatives is the 

number of visible firms. It is proposed that the greater the number of firms that 

are visible to the individual, the greater the number of perceived 

extraorganisational alternatives. The degree of visibility of an organisation is 

influenced by the organisation’s prestige, growth rate, number of high-status 

occupations, product distinguishability and individuals associated with the 

organisation. The visibility of an organisation to an individual may be affected 

by heterogeneity of personal contacts and geographical location. Those 

individuals who have a large network of contacts and who live in larger cities 

will have a greater number of organisations visible to them. 
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The number of firms visible to an individual is hypothesised to be a 

function of the visibility of the individual and the propensity to search. It is 

proposed that a highly visible individual is more likely to have a greater 

number of firms visible to them. An individual’s visibility is increased as a 

result of the uniqueness of the individual, the number of personal contacts 

outside the organisation and higher social status. The number of firms that are 

visible to an individual is also affected by an individual’s propensity to actually 

search for alternative employment. 

 

Unfortunately, direct empirical support and testing of March and 

Simon’s (1958) decision to participate model of employee turnover is lacking. 

Little research effort has been directed towards validating or supporting the 

causal pathways that were hypothesised (Hom & Griffeth, 1995). Although 

direct testing of March and Simon’s (1958) model has not been conducted, a 

number of its basic tenets are indirectly tested via more recent models of this 

nature.  

 

In summary, March and Simon’s (1958) theoretical framework sets the 

basis on which many future modeling efforts have been based (Lee et al., 

1999; Mobley, 1982b; Mowday et al., 1978). Therefore, the influence of March 

and Simon’s (1958) seminal work should not be understated (Hom & Griffeth, 

1995). As testament to their early work, the model developed by March and 

Simon (1958) continues to influence contemporary turnover modeling 

endeavours (Lee & Mitchell, 1994; Mobley, 1977; Steers & Mowday, 1981). 
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Porter and Steers’ met expectation model (1973). The met expectation 

model developed by Porter and Steers’ (1973) was one of the first turnover 

models to appear following the work of March and Simon (1958). This model 

made an important contribution to the literature at the time of its appearance 

with the inclusion of met expectations as a crucial variable in the turnover 

process. 

 

Porter and Steers (1973) asserted that individuals join an organisation 

with a distinctive set of expectations. These expectations may be related to 

organisational factors, the immediate work group and/or job content factors. 

Expectations may also be influenced by personal characteristics of the 

individual, such as age and gender. Porter and Steers’ (1973) hypothesised 

that if the organisation does not meet the employees’ expectations the 

employee will become dissatisfied and will be more likely to turnover. The 

causal sequence of Porter and Steers’ (1973) model, illustrated in Figure 3, 

hypothesises that unmet expectations leads to job dissatisfaction and 

dissatisfaction in turn leads to employee turnover. 

 

 

 

 

 

 

Figure 3. Porter and Steers model of employee turnover. 

Met Expectations 
 
Organisation-wide factors 
Immediate work environment factors
Job-related factors 
Personal factors 

Job Satisfaction Turnover 
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Adapted from “Organizational, work, and personal factors in employee turnover and 
absenteeism.” By L.W. Porter & R.M. Steers, 1973, Psychological Bulletin, 80(2), pp. 151-
176. 
 

 

In support of the met expectations hypothesis numerous studies have 

found that realistic job previews, through the deflation of initial expectations, 

reduce turnover. Turnover is reduced given that deflated or more realistic 

expectations are more likely to met by the organisation (Premack & Wanous, 

1985; Wanous et al., 1992). 

Although relatively simplistic, Porter and Steers’ (1973) met 

expectation model provided an important theoretical contribution to the 

literature. The proliferation of research relating to the use of realistic job 

previews for the purpose of reducing employee turnover may directly trace its 

origins to this work (Hom & Griffeth, 1995). 

 

Price’s structural model (1977). A banner year for turnover research, as 

it has become known, occurred four years following the work of Porter and 

Steers’ (1973) (Mowday et al., 1982). Two significant models of employee 

turnover appeared in the literature in 1977, Price’s (1977) employee turnover 

model and Mobley’s (1977) intermediate linkages model of turnover. Although 

these models did not directly build upon or advance the work of Porter and 

Steers (1973) they made a contribution to existing literature by focusing on 

the importance of job satisfaction in the process of turnover. Just as Porter 

and Steers’ (1973) are credited with the first attempt to explain turnover 

through the met expectations hypothesis, Price (1977) and Mobley (1977) 

brought the role of job satisfaction to the forefront of turnover research. The 
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following discussion addresses each of these models in turn, beginning with 

the work of Price (1977). 

 

As illustrated in Figure 4, Price (1977) proposed that five factors serve 

as major determinants of employee turnover. It is hypothesised that pay, 

integration, instrumental communication, formal communication and 

centralisation determine job satisfaction levels. Job dissatisfaction is likely to 

be experienced when individuals are less organisationally integrated (ie. less 

involved in important relationships within the organisation), when less 

instrumental and formal communication occurs, when the organisation 

adheres to a more centralised organisational structure and as a result of lower 

pay levels. Price (1977) proposed that an interaction effect must occur 

between job dissatisfaction and the opportunity of alternative employment for 

turnover to result. Therefore, dissatisfaction is more likely to result in turnover 

when greater opportunities for alternative employment exist. 
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Figure 4. Price’s (1977) model of turnover determinants and intervening 

variables. 

From “The study of turnover.” By J.L. Price, 1977, Iowa: Iowa State University Press, p.84. 
 

The original model developed by Price (1977) has undergone two 

major revisions. Price and Mueller (1981, 1986) sought to develop 

comprehensive models of employee turnover by building upon and expanding 

the work of Price (1977). The following discussion examines the model 

revisions undertaken by Price and Mueller (1981, 1986) in light of the 

substantial developments that each of these revisions made to the original 

model. 

 

The first revision to the original model involved, in part, the expansion 

of factors that are hypothesised to influence job satisfaction levels. Intention to 

stay was added as an immediate precursor to actual turnover and a direct 

path between opportunity for job alternatives and turnover was hypothesised. 

In respect to job satisfaction variables, Price and Mueller (1981) hypothesised 

that employees who receive work-related information, who are able to form 

close friendships with colleagues, who are able to participate in job-related 

decision making, who are earning good and fair wages and who have 

opportunities for promotion are more likely to experience job satisfaction. 

Conversely, it was proposed that repetitive work negatively effects job 

satisfaction.  
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Furthermore, Price and Meuller (1981) hypothesised that intention to 

stay immediately precedes actual turnover and opportunity for job alternatives 

directly impacts on turnover. As illustrated in Figure 5, Price and Mueller 

(1981) hypothesised that job satisfaction reinforces intention to stay with the 

organisation. Conversely, it was proposed that professionalism, lack of kinship 

responsibility and generalised training directly lessen such intentions. The last 

aspect of the model relates to the direct relationships between intention to 

stay and availability of alternative employment and actual turnover. In this 

revised model, opportunity for alternative employment is directly related to 

turnover opposed to the mediating role that it played between job satisfaction 

and turnover in the original model. 

 

 

Figure 5. Price and Mueller’s (1981) model of employee turnover. 
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From Employee turnover.” By P.W. Hom & R.W. Griffeth, 1995, Cincinnati: South Western, 

p.61. 

 

In 1986, Price and Mueller published a revision of their 1981 turnover 

model. Price and Mueller (1986) again expanded the number of antecedent 

variables relating to job satisfaction. As depicted in Figure 6, role overload 

and family pay were added to the list of antecedents. Furthermore, company 

and work unit size were included in the model as key determinants of intention 

to leave the organisation. In this model, the relationship between intention to 

leave the organisation and its determinants was modified with the inclusion of 

commitment. Commitment was hypothesised to moderate the relationship 

between job satisfaction and intention to leave. The variable known as 

participation in the 1981 version was renamed in this model as centralisation 

reflecting its original variable label from 1977. 
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Figure 6. Price and Mueller’s (1986) model of employee turnover. 

From Employee turnover.” By P.W. Hom & R.W. Griffeth, 1995, Cincinnati: South Western, 

p.61. 

 

In summary, the original work presented by Price (1977) constituted, at 

the time of its appearance, a substantial contribution to the literature. Price 

(1977) presented a well conceptualised and conceptually sound turnover 

model that was based on a systematic and comprehensive review of the 

relevant literature (Hom & Griffeth, 1995; Mowday et al., 1982). The revisions 

proposed by Price and Mueller (1981, 1986) further enhanced turnover 

research through the application of methodological rigour to their research 

efforts. Price and Mueller (1981, 1986) pioneered the use of causal modeling 

techniques and developed valid and reliable scales for use in turnover 

research (Hom & Griffeth, 1995). 

 

Mobley’s intermediate linkages model (1977). The second model to 

make its appearance in 1977 was the intermediate linkages model of 

employee turnover developed by Mobley (1977). Mobley (1977) examined 

and subsequently modeled the intermediate linkages between job satisfaction 

and turnover (Mowday et al., 1982). 

 

As illustrated in Figure 7, Mobley (1977) hypothesised that a negative 

evaluation of the job leads to job dissatisfaction. Job dissatisfaction in turn 

educes thoughts of quitting which then leads to an evaluation of the utility of 

searching and quitting. It is hypothesised that if an organisational exit is not 

perceived to be unreasonably costly, intention to search and a subsequent 
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search for alternative employment will result. Given that alternatives are 

found, employees evaluate the alternatives and engage in a comparative 

process between their current job and the identified alternatives. If a job 

alternative is found to be more attractive the employee will be motivated to 

make the decision to leave the organisation and will subsequently exit. The 

model also contains feedback loops at each step of the process. For example, 

if the employee is unable to locate alternative employment they may recycle 

through earlier stages of the process. This may result in the employee again 

engaging in searching behaviour, they may reconsider the utility of searching, 

re-evaluate their current job and/or accept their situation and reduce their 

thoughts of quitting. 
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Figure 7. Mobley’s (1977) intermediate linkages model of employee turnover. 

From “Employee turnover: Causes, consequences and control.” By W.H.Mobley, 1982, 
Philippines: Addison-Wesley Publishing Company, p.123. 

The graphical representation of Mobley’s (1977) model in Figure 7, 

also captures potential deviations from the model. It is proposed that an 

individual who is dissatisfied may not progress through the stated process but 
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simply engage in job withdrawal behaviours such as absenteeism. Mobley 

(1977) also recognised that intention to search for alternatives may be directly 

elicited by non-work factors. For example, the transfer of a spouse may 

initiate a search for alternatives despite the experience of high job 

satisfaction. The third identified deviation was that an evaluation of 

alternatives might be enacted as a result of highly visible or unsolicited 

alternatives being recognised. In this case, an evaluation of alternatives may 

be undertaken despite the absence or motivation to search for such 

alternatives. Alternatives were defined by Mobley (1977) to include alternative 

job opportunities in addition to withdraw from the labour market. Lastly, the 

model recognised that some individuals may make the decision to leave the 

organisation impulsively without proceeding through the preceding steps in 

the model. 

 

In summary, the work of Mobley (1977) provided an important 

contribution to the literature as a result of its efforts to provide a detailed 

model of the intervening processes or steps that occur between job 

satisfaction and turnover (Bluedorn, 1982b). This detailed approach went 

beyond the explanation provided by the work of Price (1977) and Price and 

Mueller (1981, 1986) (Bluedorn, 1982b). It has been concluded by some 

scholars that Mobley’s (1977) turnover theory has attracted the most empirical 

analysis of all the models that have been developed and continues to 

dominate the turnover research agenda (Hom & Griffeth, 1995; Lee & 

Mowday, 1987). 
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Mobley, Griffeth, Hand and Meglino’s expanded model (1979). Similar 

to the additions made by Price and Meuller (1981, 1986) to Price’s (1977) 

original model, Mobley’s (1977) intermediate linkages model was also revised 

in subsequent years. Mobley et al. (1979) presented an expanded model of 

turnover based on both the intermediate linkages model and other published 

models of turnover. In this expanded model of turnover, three major 

determinants of intent to turnover and turnover were hypothesised. The three 

determinants include job satisfaction, expected utility of alternative work roles 

within the organisation and expected utility of alternative work roles external to 

the organisation. The model is graphically represented in Figure 8, below. 
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Figure 8. Mobley et al (1979) expanded model of turnover. 

From Employee turnover.” By P.W. Hom & R.W. Griffeth, 1995, Cincinnati: South Western, 

p.64. 

 

The key determinant of turnover that is identified is job satisfaction. Job 

satisfaction was described by Mobley et al. (1979) as the consequence of an 

interaction between employee values and the perception of what is being 

provided by the job. Therefore, it is hypothesised that job satisfaction is a 
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function of the degree to which a perceived congruence is attained between 

the employee’s values and that which is provided by the organisation to 

satisfy those values. Higher levels of job satisfaction are attained as a result 

of greater congruence. 

 

This model indicates that job satisfaction is strongly influenced by 

individual variables. As such, the attainment of job satisfaction across 

individuals is variable, dependent on an individualised set of values. 

Furthermore, job satisfaction is described as a subjective evaluation made by 

the individual in regard to the match between their own value set and 

organisational realities. Given this hypothesis, dissatisfaction may result 

irrespective of a congruence between the employee’s values and that which is 

provided by the organisation if the employee fails to perceive that the 

organisation is fulfilling their needs. 

 

The second major determinant of turnover, according by Mobley et al. 

(1979), is the expected utility of alternative work roles within the organisation. 

Mobley et al. (1979) proposed that an employee may remain with the 

organisation, despite being dissatisfied with their current job and alternative 

employment being available, due to their belief that their current job will either 

change or lead in the future to a position which will be more satisfying. 

Conversely, an individual who is currently satisfied but who holds negative 

expectations regarding future possibilities within the organisation may leave. 

In summary, expected utility of the present job is based on an employees 
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individualised set of values and the current attainment or the expected 

likelihood of attaining those values from the current job. 

 

The third and final determinant of turnover relates to the expected utility 

of alternative work roles that are external to the organisation. It is 

hypothesised that despite dissatisfaction with the current job and/or negative 

future expectations employees may not make the decision to leave the 

organisation given that they perceive that alternative job opportunities do not 

exist (Mobley, 1982b). Conversely, if attractive alternative opportunities are 

available, turnover may result despite high job satisfaction and positive 

perceptions of future opportunities within the organisation. In summary, 

expected utility of alternatives is based on an employees individualised set of 

values, the expected likelihood of attaining those values from an external job 

opportunity and expectations regarding the likelihood of securing alternative 

employment. 

 

The three preceding factors are viewed as the primary determinants of 

intent to turnover and actual turnover within Mobley et al.’s (1979) model. In 

addition to these primary factors it was also suggested that a number of other 

variables warrant inclusion. It was hypothesised that non-work values/roles 

and gratification may influence the relationships between actual turnover and 

job satisfaction and perceived alternatives. It was hypothesised that jobs and 

alternatives are evaluated in light of their expected facilitation or interference 

with non-work values and/or conflict with non-work roles. Furthermore, the 

relationships between primary determinants and search and quit intentions 
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may be influenced by gratification, depending on the need of the individual for 

immediate or delayed gratification. 

 

The final aspects of Mobley et al.’s (1979) model include impulsive 

quitting and alternative forms of withdrawal. It is asserted that withdrawal 

behaviours such as absenteeism and apathy are in fact diagnostic of turnover 

when constraints to turnover are present. In other words, the employee 

engages in withdrawal behaviour as an alternative to quitting, given that 

quitting is not an option due to existing constraints, such as lack of alternative 

employment. The model also recognises that turnover may be the result of an 

impulsive decision to exit the organisation and may not follow the lengthy 

sequence of turnover as described. 

 

Mobley et al.’s (1979) major contribution to turnover literature is 

undoubtedly tied to the comprehensiveness of the approach that was 

undertaken. Mobley et al. (1979) provided a well developed and articulated, 

multivariate explanation of the employee turnover process and emphasised a 

number of understudied variables, such as the influence of non-work roles 

(Hom & Griffeth, 1995). 

 

Steers and Mowday’s multi-route model (1981). The final model that is 

reviewed here is arguably one of the most complex models of turnover that 

has been presented. Similar to Mobley et al. (1979), Steers and Mowday 

(1981) developed a broad model of employee turnover. Steers and Mowday’s 

(1981) model sought to bring order to the vast amounts of turnover research 
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that had been published by developing a model that captured, summarised 

and extended upon earlier research (Lee & Mowday, 1987; Mowday et al., 

1982). The model developed by Steers and Mowday (1981) is 

diagrammatically presented in Figure 9. 

 

Steers and Mowday’s (1981) model may be divided into three 

sequential components: (a) job expectations and attitudes; (b) job attitudes 

and intent to leave; and (c) intent to leave, available alternatives, and turnover 

(Mowday et al., 1982). The following review is centred on these three 

components. 

 

 

Figure 9. Steers and Mowday’s (1981) multi-route model. 

From Employee turnover.” By P.W. Hom & R.W. Griffeth, 1995, Cincinnati: South Western, 

p.71. 
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In regard to the first component of the model, it is hypothesised that 

individual’s hold a set of job expectations based on their individualised values 

and needs. Specifically, job expectations are based on three factors including 

individual characteristics, available information about the job and alternative 

job opportunities. Individual characteristics such as age, personality and 

family responsibilities are proposed to influence the formation of expectations 

and may serve to enhance or constrain the number of alternative job 

opportunities open to the individual. In terms of available information about 

the job, it is hypothesised that individuals who have a more realistic and/or 

fuller understanding of the job that they are commencing are able to make 

more informed decisions regarding the acceptance or rejection of the job. 

Based on realistic job preview literature, the prospective employee is 

therefore more likely to develop expectations that are realistic and can be 

more easily met by the organisation. Thirdly, job expectations are 

hypothesised to be, in part, determined by the extent to which alternative job 

opportunities are available. Simply, the individuals who have many 

alternatives will be more demanding in their evaluation of the organisation 

(Steers & Mowday, 1981). 

 

Steers and Mowday (1981) hypothesised that job expectations and 

values in combination with organisational characteristics and experiences and 

job performance underlie affective responses. Affective responses is a 

collective term for such variables as job satisfaction, organisational 

commitment and job involvement. Steers and Mowday (1981) hypothesised 

that when congruency between organisational experiences and expectations 
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is not achieved there is a greater likelihood that affective responses will be 

decreased. Moreover, when expectations regarding characteristics of the 

organisation, such as, actual job activities and subsequent actual experience 

are incongruent, affective responses are also likely to be negatively 

influenced. Similarly, poor work performance is proposed to lead to poor 

affective outcomes. 

 

The preceding discussion gives the impression that the relationship 

between the three variables discussed and affective responses is linear 

however Steers and Mowday (1981) hypothesised that this relationship is in 

fact reciprocal. It is proposed that an affective response such as low job 

satisfaction may adversely affect the individual’s work performance leading to 

punitive actions being taken by the manager (an organisational experience) 

and subsequently further lowering job attitudes. Also, it was recognised that 

individuals may themselves actively attempt to change their work situation in 

order to positively influence their affective responses towards the job. 

 

The second component of Steers and Mowday’s (1981) model asserts 

that affective responses, in tandem with non-work influences, act as 

immediate precursors to intent to leave the organisation. It is hypothesised 

that lower affective responses, such as low organisational commitment, result 

in a heightened probability or desire to leave the organisation. The non work 

variable represents those factors which are external to the organisation itself 

but which may have either a positive or negative effect on an employee’s 

intent to turnover (Mowday et al., 1982). For example, the employee may 
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have high job satisfaction but be forced to leave the organisation as a result of 

a non-work influence such as a partner’s job transfer. 

 

The final component of Steers and Mowday’s (1981) turnover model 

involves intent to leave, available alternatives and actual turnover. Intent to 

leave is hypothesised to be the precursor of the initiation of job search 

behaviours by the employee. Therefore, if an employee has the intention to 

leave the organisation and a subsequent job search uncovers available 

alternative job opportunities actual turnover is highly probable. Alternatively, 

Steers and Mowday (1981) hypothesised that some employees may not 

search for alternative employment but may directly leave the organisation 

following a behavioural intent to leave. If an employee is unable to leave the 

organisation despite their desire to do so, accommodation processes are 

enacted. Accommodation or withdrawal is used by individuals to escape the 

frustration or anxiety of having to stay in the job. Typical processes utilised by 

employees include absenteeism, alcoholism and sabotage. 

 

Similar to the work presented by Mobley et al. (1979), Steers and 

Mowday (1981) made an important contribution to the employee turnover 

literature as a result of the comprehensive approach that was taken to model 

development. As discussed by Lee and Mowday (1987), this type of approach 

ensures that variables that have been found to provide explanatory power in 

regard to turnover are identified and thus, provides direction for future 

research. Without such contributions to the literature, the direction of future 

research is at risk of becoming ad hoc (Lee & Mowday, 1987). 
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Comparison of employee turnover models. The preceding review 

described a number of popular employee turnover models and discussed the 

contribution that each model has made to understanding employee turnover. 

On the basis of this review, the following discussion seeks to identify the 

commonalties that exist across models. This discussion achieves the second 

aim of this chapter, that is, identifying variables that have been consistently 

included in turnover modeling efforts. 

 

A variety of personal characteristics appeared across models. Personal 

characteristic variables were included in the models developed by March and 

Simon (1958), Mobley et al. (1979) and Steers and Mowday (1981). All three 

authors concurred with the inclusion of age and organisational tenure. With 

the exception of March and Simon (1958) family responsibility variables were 

also proposed to be important influences on the turnover process. 

 

A further commonality revolves around the issue of congruency. In four 

of the models reviewed, perceived congruency between the employee and the 

job and perceived congruency between expectations and organisational 

reality were examined. The impact of congruency between the employee and 

the job on turnover processes was examined by March and Simon (1958) and 

Mobley et al. (1979). Both authors proposed that job satisfaction is partly 

determined by the level of congruency that exists between an employee’s 

individual values or self-image and that of the organisation. Specifically, 

March and Simon (1958) hypothesised that job satisfaction is in part 

determined by the congruency that exists between a range of job aspects and 
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the employee’s self-image. Mobley et al. (1979) proposed a similar notion 

however instead of examining the concept of self-image Mobley et al. (1979) 

included the concept of individual values. Mobley et al. (1979) proposed that 

congruency is judged based on a comparison between what the individual 

values in terms of their work duties and environment with that which is being 

provided by the organisation. Congruency as described by March and Simon 

(1958) and Mobley et al. (1979) may be conceptualised within the more recent 

body of work known as ‘person-fit’ literature. Person-fit literature is based on 

the assumption that the likelihood of positive affect, such as job satisfaction, is 

more likely to occur when a fit or match between the employee’s values and 

those of the organisation is achieved (Edwards, 1991; Saks & Ashforth, 

1997). Simply, the existence of job attributes and/or an organisational 

environment that matches the values held by the employee leads to greater 

job satisfaction (Edwards, 1991). 

 

An issue that is also related to the concept of congruency is met 

expectations. Met expectations refer to an employee’s perceived congruency 

between expectations and subsequent organisational reality. Porter and 

Steers (1973) were not only the first to include this variable within a model of 

turnover but they also proposed that it was a central explanatory variable. 

Although not attributed the same explanatory power as that which was 

proposed by Porter and Steers (1973), Steers and Mowday (1981) 

nevertheless agreed that it warranted inclusion in their model of employee 

turnover. Both models assert that an individual forms a distinctive set of 

expectations concerning various aspects of their prospective work 
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environment. It is hypothesised that when these expectations are not met by 

the organisation the employee becomes dissatisfied. Therefore, similar to the 

issue of congruency discussed above, it is proposed that met expectations 

directly impact on the experience of job affect, such as job satisfaction, and 

subsequently influence the likelihood of employee turnover. 

 

Analysis of the models that were reviewed, indicates the one of the 

most consistently studied variables is job satisfaction. Job satisfaction was 

included in all reviewed models of employee turnover. The only other work-

related, attitudinal variable that appeared in more than one model of turnover 

was commitment. Steers and Mowday (1981) included organisational 

commitment within their model, along with job satisfaction and job 

involvement. In addition, to job satisfaction, Price and Meuller (1986) included 

a general variable of commitment. 

 

As highlighted earlier, a number of models included the personal 

characteristic variable of family responsibilities. A related issue is that of non-

work factors. In addition to the inclusion of family responsibilities, Steers and 

Mowday (1981) and Mobley et al. (1979) both included non-work variables in 

their models of turnover. Non-work variables were conceptualised as factors 

that are not related to the working environment but impact on the experience 

of work. 

 

All models reviewed here included variables that could be grouped 

under the summative category of withdrawal process variables. Although 
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described using differing terminology most models included variables relating 

to propensity to, utility of and actual job search. Also included were the 

variables of utility, comparison and availability of job alternatives. The models 

were therefore in agreement that variables associated with job search and job 

alternatives represent important components of the employee turnover 

process. 

 

Lastly, intent to turnover was hypothesised as the immediate precursor 

to actual turnover across a number of models. Models developed by Mobley 

(1977), Price and Meuller (1981, 1986), Mobley et al. (1979) and Steers and 

Mowday (1981) all indicated that the last step, prior to actual turnover, is 

intention to turnover. 

 

In summary, the comparative analysis of employee turnover models 

that was undertaken indicates that a number of commonalities exist across 

models. Similarities across models include the inclusion of personal 

characteristics, person-fit, met expectations, work-related attitudes, 

work/family interface, withdrawal process variables and intent to turnover. The 

following section presents an integrative summary of this analysis along with 

the conclusions drawn earlier based on an examination of bivariate turnover 

relationships. This discussion addresses the core aim of this chapter, that is to 

identify those variables that warrant inclusion in the current research program 

due to their consistent and strong relationship with turnover across 

mainstream research and theory. 
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An Integration of Empirical Findings and Theoretical Models of Employee 

Turnover 

The scope of variables that could be studied in relation to employee 

turnover is vast. As such, it is prudent to identify those variables that have 

both theoretically and empirically demonstrated consistent and strong 

relationships with turnover. Based on the preceding review of empirical 

findings and theoretical models of employee turnover the following discussion 

presents an integrative summary of the findings of these two branches of 

research. This discussion allows the identification of a core set of turnover-

related variables. 

 

Table 2 provides a tabular summary of those variables that were 

identified via the empirical and theoretical review of employee turnover 

literature that was undertaken. The variables represented in bold type 

represent those variables that have demonstrated both a consistent 

relationship with employee turnover across empirical research and which have 

been included in a number of theoretical models of employee turnover. As 

such these variables form a core set of turnover-related predictors that, on the 

basis of mainstream research, warrant inclusion in the current program of 

research. 

 

The core variables that have been identified include tenure, 

children/work-family interface, met expectations, job satisfaction, 

organisational commitment, withdrawal cognitions and behavioural intentions. 

All the core variables identified, with the exception of tenure and behavioural 
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intentions, are studied within the current research as predictor variables. 

Given discussions presented in Chapters Two and Three, tenure is viewed 

within this research program as a moderator variable. Furthermore, 

behavioural intentions, specifically intention to turnover, is used in Studies 

Two and Three as the major dependent variable. Within these studies, 

intention to turnover is used as a proxy measure for actual turnover. Evidence 

to support the use of intention to turnover as a proxy measure for actual 

turnover was presented in Chapter Two. 
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Table 2 

Commonalties across empirical and theoretical employee turnover research 

 
Variable Empirical Research Theoretical models of 

employee turnover 
 
Tenure 
 

 
 

 
 

Age 
 

x  

Children/Work-family 
Interface 
 

 
 

 
 

Person-Envrionment Fit 
 

x  

Job Performance 
 

 x 

Role Clarity 
 

 x 

Met Expectations 
 

  

Job Satisfaction 
 

  

Organisational 
Commitment 
 

 
 

 
 

Withdrawal Cognitions 
 

  

Behavioural Intentions 
 

  

 

Summary of Chapter Four 

The purpose of this chapter was to examine mainstream employee 

turnover research from an empirical and theoretical perspective. In addition to 

providing an illustrative summary of the history of employee turnover 

modeling, key empirical findings were also examined. On the basis of this 

review, a core set of variables that have consistently appeared across 

turnover models and which have demonstrated consistent empirical linkages 

with turnover were identified. This core set of variables constitutes a large 

proportion of those variables that are subsequently examined within the 
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current program of research for the purpose of understanding police specific 

turnover. 

 

As highlighted earlier, the process of choosing variables for inclusion in 

the current research program is a three-step process. Only the first step in this 

process has been achieved within this chapter. The second step, addressed 

in the following chapter, Chapter Five, examines the generalisability of 

mainstream findings to the policing context. 
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CHAPTER FIVE 

Employee Turnover in Context - The Generalisability of Mainstream Findings 
to Police Organisations 

 

The preceding chapter constituted the first step in a three-step process 

of identifying variables that warrant inclusion in the current research program. 

Whilst this first step necessitated a review of mainstream turnover research 

the second step in this process considers police specific turnover research. 

The following discussion is structured around those variables identified in the 

concluding stages of Chapter Four (see Table 2). This structure has been 

employed for the purpose of assessing whether those variables that have 

demonstrated a strong and consistent relationship with turnover in 

mainstream research are generalisable to the policing context. 

 

The analysis presented within this chapter achieves two important 

aims. Firstly, the similarities that exist between mainstream and police specific 

turnover research are determined. Secondly, those variables that have not 

been sufficiently studied in policing organisations are identified. Similarities 

between mainstream and police specific turnover research are assessed for 

the purpose of determining whether the findings of mainstream research 

studies may be used to understand police specific turnover. In respect to the 

current research program, those variables that are found to be directly 

generalisable from mainstream to police populations can be included within 

the current series of studies for the purpose of replication. 
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The second aim of this discussion, which involves the identification of 

those variables that have been consistently linked to turnover in mainstream 

research but have not been sufficiently studied in policing organisations, is 

pursued for the purpose of advancing knowledge. It is argued that such 

variables require inclusion in the current research program to allow 

generalisability of mainstream findings to be determined. Determining whether 

mainstream findings translate into the policing context is important within this 

program of research given that it is argued that organisationally specific model 

of employee turnover need to be developed. 

 

As highlighted earlier, the following discussion is structured around the 

core set of variables that were presented in the preceding chapter. Therefore, 

the variables that will be examined include work-family interface, met 

expectations, job satisfaction, organisational commitment and withdrawal 

cognitions. Organisational tenure and behavioural intentions are not 

discussed within this chapter despite their identification in Chapter Four. 

Organisational tenure is not discussed given that an assessment of the 

adequacy of police specific research on this issue has already been 

undertaken in Chapter Three. It was concluded in Chapter Three that 

sufficient evidence exists to support the need to study the impact of 

organisational tenure on police turnover. Furthermore, this chapter seeks to 

assess the generalisability of turnover predictors. As discussed in Chapter 

Four, behavioural intentions, specifically intention to turnover is not studied 

within the current program of research as a predictor variable but is used as a 
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dependent variable in two of the three studies undertaken. For this reason, 

behavioural intentions are not discussed within this chapter. 

 

Work-Family Interface 

The impact of children and work-family interface factors on employee 

turnover has been studied within mainstream research. Mainstream research 

findings indicate that employees who have a smaller number of dependents 

are more likely to leave the organisation (Cotton & Tuttle, 1986; Griffeth et al., 

2000). Furthermore, a review of theoretical models of employee turnover finds 

that non-work factors and kinship or family responsibilities adversely affect an 

employee’s intention to remain with their employing organisation (Mobley et 

al., 1979; Mowday et al., 1979; Steers & Mowday, 1981). 

 

To date, police researchers have failed to examine relationships 

between turnover and children, non-work factors and/or family responsibilities. 

No studies, comparable to those appearing in mainstream research were able 

to be identified. As such, it may be concluded that a clear and urgent need 

exists for research to be conducted on this issue within the policing context. 

 

Met Expectations 

A variable that has been found to be strongly related to employee 

turnover within mainstream research, and consistently included in theoretical 

turnover models is met expectations. It is hypothesised that employees whose 

expectations are not met by the organisation are more likely to voluntarily exit 
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the organisation (Cotton & Tuttle, 1986; Griffeth et al., 2000; Porter & Steers, 

1973; Steers & Mowday, 1981). Examination of this relationship in respect to 

police specific turnover research has been limited. 

 

Findings reported by Linden (1985), based on a study of 70 female and 

40 male officers who had resigned from the Royal Canadian Mounted Police 

(RCMP) and a contrast group of currently employed RCMP officers, were 

supportive of mainstream research. Linden (1985) found that those officers 

who subsequently resigned from the RCMP had less realistic expectations 

compared with officers who remained employed. Specifically, female officers 

reported that they had not foreseen the difficulties they would face as females 

within a traditionally male dominated environment. 

 

In contrast to the findings reported by Linden (1985), a study 

conducted by Harris and Baldwin (1999) with a sample of United States police 

officers failed to support the hypothesised relationship between met 

expectations and turnover. Harris and Baldwin (1999) studied a group of 240 

police officers employed by the Birmingham, Alabama Police Department 

(BPD) and 100 BPD officers who had voluntarily exited the organisation over 

the four year study period. No further demographic data was provided. It was 

concluded that resignees had a significantly greater level of pre-employment 

awareness compared to current officers and perceived congruency between 

expectations and realities was not significantly related to resignation. 
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Based on the research presented here, limited conclusions may be 

drawn in respect to the relationship between met expectations and police 

turnover. Given that the two identified studies of met expectations and police 

turnover produced inconsistent results the only justifiable conclusion that may 

be made is that this relationship requires further research attention. 

Furthermore, in light of the gender specific expectations that were reported, 

research that addresses the potential differences that may exist across 

gender is also needed. 

 

Job Satisfaction 

As discussed in Chapter Four, the relationship between job satisfaction 

and turnover has attracted a substantial amount of research attention within 

mainstream research. An examination of police turnover research confirms 

that the job satisfaction-turnover relationship has also been of substantial 

interest to police researchers. Within the body of police turnover research, the 

job satisfaction-turnover relationship has attracted the largest amount of 

research attention. Police researchers, similar to mainstream researchers, 

have sought to understand the relationship between turnover and specific 

facets of job satisfaction in addition to the study of overall satisfaction. 

 

Mainstream research has found that overall job satisfaction is 

negatively related to turnover (Cotton & Tuttle, 1986; Griffeth et al., 2000). 

That is, lower levels of overall job satisfaction are associated with higher 

levels of employee turnover. A number of identified police turnover studies, 

reported by Koslowsky (1991), Seagram and Stark-Adamec (1992), Ward 



 127

(1989) and DeLey (1984), concur with this finding. Koslowsky (1991) studied 

the job satisfaction levels of 59 Israeli officers (80% male), Seagram and 

Stark-Adamec (1992) studied 118 police officers (57.6% male) across four 

Canadian police organisations and Ward (1989) examined the relationship 

between overall satisfaction and intent to turnover with a sample of 79 military 

police officers. Although DeLey’s (1984) qualitative study of police turnover 

conducted within a Danish police organisation did not directly measure job 

satisfaction levels, conclusions based on the study of hypothesised predictors 

of job satisfaction, indicate that a negative relationship between satisfaction 

and turnover exists. 

 

Although a number of studies have found that a negative relationship 

exists between overall job satisfaction and police turnover, not all studies of 

this relationship have been unanimously supportive. For example, Linden’s 

(1985) study of male and female officers of the RCMP failed to find 

differences between the reported satisfaction levels of resignees and 

employed officers. Furthermore, a study of Australian police officers 

conducted by James and Hendry (1991), including 266 (90% male) currently 

employed officers and 133 (77% male) voluntary resignees, found that 

resignees were more satisfied than employed officers. In a further Australian 

study, including 581 police officers (85% male), it was concluded that 

satisfaction was a relatively poor predictor of turnover given that it was only 

the sixth most common reason provided by officers in respect to the reasons 

associated with intention to resign from the organisation (Beck and Wilson, 

1997). 
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Studies examining the relationship between overall job satisfaction and 

turnover conducted within the policing context, similar to the gamut of 

mainstream research that has appeared, both supports and refutes this 

relationship. In light of these inconsistent findings it is plausible to argue that 

continued research on this relationship is warranted. In addition to the need to 

replicate such studies for the purpose of untangling contradictory findings, a 

further reason for its continued study exists. Based on the police studies 

examined, some evidence exists to support the notion that the job 

satisfaction-turnover relationship may differ as a function of nationality of the 

police population under study. The two Australian studies (Beck & Wilson, 

1997; James & Hendry, 1991) that were discussed in contrast to those studies 

conducted with Israeli (Koslowsky, 1991), United States (Koslowsky, 1991; 

Seagram & Stark- Adamec, 1992; Ward, 1989) and Danish (DeLey, 1984) 

populations were both non supportive of the relationship between overall job 

satisfaction and turnover. The two studies involving Canadian police were 

contradictory. As such, it may be concluded that further study of the 

relationship between overall job satisfaction and police turnover is needed, 

particularly research efforts that examine this relationship in light of the 

nationality of the sample population. 

 

As highlighted earlier, some researchers have taken a more detailed 

approach to examining the relationship between job satisfaction and turnover 

by studying specific facets of job satisfaction. Mainstream research has found 

that satisfaction with the work itself, supervision, co-workers and promotional 

opportunities is linked to employee turnover (Cotton & Tuttle, 1986; Griffeth et 
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al., 2000). The relationship between satisfaction with pay and turnover is more 

ambiguous with inconsistent findings being reported (Cotton & Tuttle, 1986; 

Griffeth et al., 2000). The following discussion addresses each of these facet-

specific aspects of job satisfaction in respect to the findings of police turnover 

research. 

 

The relationship between turnover and pay and associated benefits, 

such as retirement and fringe benefits, was examined in seven police studies. 

Of these, five studies supported the findings of mainstream research. These 

studies found that dissatisfaction with pay and associated benefits is 

associated with turnover. Sparger and Giacopassi (1983), who conducted one 

of the earliest studies of police turnover, examined the relationship between 

turnover and pay and associated benefits using a sample of 58 officers (88% 

male) who had voluntarily resigned from the Memphis Police Department over 

a five year timeframe. Findings suggested that pay was both a primary source 

of dissatisfaction for resignees and was a reason for resignation. Similarly, 

DeLey (1984) concluded that the relatively high pay rates of Danish officers 

was associated with decreased turnover. McElroy et al.’s (1999) research 

indicated that officers would resign from their current organisation to go to 

another policing agency with increased salaries and Poole and Pogrebin 

(1988) found that for female officers, salary was the most important reason for 

staying with the organisation. 

 

Partial support for a negative relationship between pay and turnover 

was reported by Harris and Baldwin (1999). Harris and Baldwin (1999) found 
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that although officers who had resigned, reported a greater level of 

satisfaction with pay and benefits compared to current officers, pay was 

nominated as an important factor in resignees’ decision to exit the 

organisation. Linden’s (1985) findings paralleled that of Harris and Baldwin 

(1999), with female resignees being more satisfied with their pay than current 

female officers. On the other hand, Fielding and Fielding (1987) failed to find 

support for this relationship. Fielding and Fielding (1987) found that pay and 

benefits were a relatively insignificant source of satisfaction and its 

importance decreased across time for those who resigned from the 

organisation. 

 

The second facet-specific aspect of job satisfaction to be discussed is 

satisfaction with promotion. The relationship between promotion and turnover 

has come under some scrutiny by police researchers. Police turnover studies 

have generally supported the findings of mainstream research. Sparger and 

Giacopassi (1983) and Linden (1985) found that the perceived lack of 

promotional opportunities within the organisation was an important source of 

dissatisfaction for resignees. Furthermore, both studies found that promotion 

was related to the most important reasons reported by officers for their 

decision to exit. It should be noted in Linden’s (1985) study that although 

dissatisfaction with expectations for promotion were expressed by both male 

and female officers, the proportion of male resignees who expressed 

dissatisfaction was marked. In the two Australian studies reviewed, 

dissatisfaction with promotional policies of the organisation was rated as the 

second most important factor in the decision to resign (Beck & Wilson, 1997; 
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James & Hendry, 1991). DeLey (1984) also concluded that the large amount 

of promotional opportunities available within the Danish police organisation 

contributed to low turnover rates. Research reported by McElroy et al. (1999) 

found that many officers left their current organisation to go to another agency 

where greater promotional and specialisation opportunities existed. In partial 

support for these findings, Harris and Baldwin (1999) found that satisfaction 

with promotion did not differ across resignation and current officer groups but 

was a stated reason for leaving. 

 

A third aspect of facet-specific job satisfaction that was found in 

mainstream research to have a consistent relationship with turnover was 

satisfaction with supervision. Linden (1985) reported that the greatest 

difference between resignee and employed officer groups, in respect to a 

number of facet-specific aspects of job satisfaction, involved satisfaction with 

supervision (proportion of officers who expressed dissatisfaction: employed 

group = 12.2%; resigned group = 41.3%). Furthermore, male officers reported 

that their inability to get along with their supervisor influenced their decision to 

leave the organisation. In support of these findings, Beck and Wilson (1997) 

found that dissatisfaction with supervision was the third most common reason 

given by Australian officers in respect to their intention to resign. Similar to the 

other findings reported by Harris and Baldwin (1999), resignees were found to 

be more satisfied with the chief’s leadership than current officers however this 

issue was still rated as a factor in the decision of officers to resign. 
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The final two facets of satisfaction that were identified via mainstream 

research, that is satisfaction with the work itself and satisfaction with co-

workers, have attracted relatively little interest by police researchers. The only 

identified studies of police turnover that examined these issues were reported 

by Fielding and Fielding (1987) and Poole and Pogrebin (1988). In a study of 

British recruits, Fielding and Fielding (1987) found that both resignees and 

non-resignees rated interest and variety of work as the most important source 

of satisfaction. Derivation of satisfaction from good workmates was rated 

fourth. One year later, reported sources of satisfaction for non-resignees had 

not changed. For resignees, interest and variety of work remained the most 

important source of satisfaction while good workmates moved from the least 

important source to the second most important source of satisfaction. In Poole 

and Pogrebin’s (1988) all female study, challenge and excitement of the job 

was reported by officers to be an important reason for remaining within 

policing. Although the study found that the emphasis placed on this reason 

decreased across time, it did remain the most important reason for officers 

decision to remain regardless of tenure. Officer work relations were found to 

be of little importance to the decision of female officers to remain within 

policing and did not significantly differ across career stage. 

 

Based on the studies reported by Fielding and Fielding (1987) and 

Poole and Pogrebin (1988) it may be tentatively concluded that satisfaction 

with the work itself, conceptualised as interest, variety, challenge and 

excitement of police work, demonstrates a negative relationship with turnover. 

Support for a negative relationship between turnover and satisfaction with co-
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workers is questionable with Poole and Pogrebin (1988) finding it to be of little 

importance and Fielding and Fielding’s (1987) research indicating that the 

derivation of satisfaction from co-workers increases for resignees. In 

summary, given the lack of research that has examined these variables, 

further research is warranted. 

 

The preceding assessment of the similarities that exist between 

mainstream and police turnover research in respect to facet-specific 

satisfaction revealed a number of comparable findings. The general 

consensus of police turnover research, similar to that found in mainstream 

research, is that satisfaction with promotion and satisfaction with supervision 

are negatively related to employee turnover (Beck & Wilson, 1997; DeLey, 

1984; James & Hendry, 1991; Linden, 1985; McElroy et al., 1999; Sparger & 

Giacopassi, 1983). As highlighted earlier, mainstream research reported 

inconsistent findings in respect to the relationship between satisfaction with 

pay and turnover. The majority of police research reviewed here provided 

support for the hypothesis that satisfaction with pay is negatively associated 

with turnover (Harris & Baldwin, 1999; Linden, 1985). As discussed, given the 

limited scrutiny that has been directed towards the study of police turnover 

and satisfaction with the work itself and co-workers no definitive conclusions 

may be drawn regarding whether the findings of mainstream research 

translate into the policing context. 
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Organisational Commitment 

Analysis of mainstream research indicated that job satisfaction is not 

the only work-attitude variable that is related to turnover. A further work-

attitude variable that was included in a number of theoretical models of 

employee turnover and was found to be correlated with turnover across 

empirical studies, was organisational commitment (Cotton & Tuttle, 1986; 

Griffeth et al., 2000; Price, 1986; Steers & Mowday, 1981). It was found that 

employees who reported lower levels of organisational commitment were 

more likely to leave the organisation (Cotton & Tuttle, 1986; Griffeth et al., 

2000). In terms of the findings of police specific research literature, 

contradictory results have been reported. 

 

Support for a negative relationship between commitment and police 

turnover, and thus support for mainstream research findings, were reported by 

Koslowsky (1991) and McElroy et al. (1999). Koslowsky’s (1991) study of 

Israeli police officers and McElroy et al.’s (1999) study of United States 

officers found that those officers who reported a greater intention to turnover 

also reported lower levels of commitment. In contrast, the findings of two 

Australian studies of organisational commitment were less supportive. James 

and Hendry (1991) found that although resignees reported lower levels of 

organisational commitment compared to retirees, both resignees and currently 

employed officers reported similar levels of commitment. Beck and Wilson’s 

(1997) study of Australian officers, although not directly examining the 

relationship between organisational commitment and turnover, concluded that 

if a negative relationship between commitment and turnover exists, the rate of 
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turnover for the police organisation under study should have been 

substantially higher given the low levels of organisational commitment 

reported by officers. 

 

The preceding analysis of the similarities between mainstream and 

police specific turnover in respect to the relationship between organisational 

commitment and police turnover allows some illuminating conclusions to be 

drawn. Interestingly, those studies that were supportive of mainstream 

findings were conducted with police officers employed in Israeli and United 

States law enforcement agencies (Koslowsky, 1991; McElroy et al., 1999) 

while the two studies that studied Australian police officers were not 

supportive (Beck & Wilson, 1997; James & Hendry, 1991). Similar to the 

conclusions drawn in respect to overall job satisfaction, these findings may 

indicate that the relationship between organisational commitment and 

turnover differs as a function of the nationality of the police population being 

studied. Organisational commitment may be an important explanatory variable 

of police turnover in such countries as the United States and Israel but may 

not be a useful predictor of turnover for Australian police officers. In order for 

more definitive conclusions to be drawn further research is needed. 

 

Withdrawal Cognitions 

It was concluded in Chapter Four that both empirical and theoretical 

research endeavours support the need for the continued study of withdrawal 

cognitions (Cotton & Tuttle, 1986; Griffeth et al., 2000; March & Simon, 1958; 

Mobley, 1977; Mobley et al., 1979; Porter & Steers, 1973; Price, 1977; Price & 
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Meuller, 1981, 1986; Steers & Mowday, 1981). Examination of these variables 

with police populations has been limited. The only studies that have been 

conducted within police organisations that have partial relevance to this 

grouping variable are those studies that have found that officers often exit a 

police organisation to accept alternative employment. Limited research has 

supported this relationship (Fry, 1983; McElroy et al., 1999; Seagram & Stark-

Adamec,1992). As discussed in Chapter Four, the term withdrawal cognitions 

relates to a number of specific variables, such as intention to search for 

alternative employment and thoughts about quitting. Police researchers have 

generally failed to examine the range of variables that fall within the grouping 

of withdrawal cognitions. As such, further research is needed in order to 

determine what relationship exists between withdrawal cognitions and police 

turnover. 

 

Summary of Comparative Analysis of Mainstream and Police-Specific 

Turnover Research 

The preceding discussion examined the similarities between 

mainstream research findings and police specific turnover research for the 

purpose of determining whether mainstream findings are generalisable to the 

police experience. The following discussion presents a concise summary of 

the conclusions that may be drawn from this analysis. 

 

The preceding analysis revealed similarities, contradictory findings and 

the failure to study some of the variables that were identified via mainstream 

research. Table 3 below, graphically depicts these findings. Similarity of 



 137

findings across mainstream and police research are represented by ticks ( ) 

in both columns of the table. A single question mark (?) represents 

contradictory findings within the body of research and a cross (x) represents 

that the variable has not been studied at all within that context. 

 

Table 3 

Relationship commonalties across mainstream and police turnover research 

 
Relationship Variable Mainstream Research Police Research 

 

Work-Family Interface 

 

 

 

x 

 

Met Expectations 

 

 

 

? 

 

Job  Satisfaction 

    Overall 

 

 

 

 

 

? 

 

Job Satisfaction 

    Pay 

    Promotion 

    Supervision 

    Work Itself 

    Co-workers 

 

 

 
 
 
 
 

 

 

 
 
 

? 

? 

 

Org Commitment 

 

 

 

? 

 

Withdrawal Cognitions 

 

 

 

x 

 

 

As evidenced in Table 3, a limited number of findings were found to 

generalise across mainstream and police research. Firm conclusions 

regarding similarities between the two bodies of research could only be drawn 

in respect to satisfaction with promotion, supervision and pay. Therefore, 
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these variables warrant inclusion in the current research program for the 

purpose of replication. 

 

The majority of variables that were examined yielded contradictory 

results across police studies. These included met expectations, overall and 

some facets of job satisfaction and organisational commitment. The 

relationship between turnover and number of dependent children/work-family 

interface and turnover and a range of withdrawal cognitions were not studied. 

Given the lack of research that has appeared in respect to a number of 

variables and the contradictory findings that were found it is difficult to 

determine whether mainstream research is useful in explaining police specific 

processes of turnover. Therefore, these variables warrant inclusion in the 

current research program for the purpose of determining whether similar 

relationships between these variables and turnover exist across mainstream 

and policing contexts and thus, whether police specific models of turnover are 

needed. 

 

In summary, it should be noted that a number of interesting 

conclusions were tentatively drawn in respect to the impact of nationality and 

gender on some predictor-turnover relationships. It was proposed that 

nationality may impact on relationships between turnover and overall job 

satisfaction and organisational commitment and that gender may impact on 

the relationship between turnover and met expectations. The finding that 

nationality potentially impacts on some predictor-turnover relationships 

supports a key conclusion drawn in Chapter Three. It was stated in Chapter 
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Three that the translation of predominately United States studies of police 

turnover to the Australian policing context is a key limitation of the current 

body of police turnover research. As such, the findings presented here 

indicate that Australian police research is particularly warranted given that 

contradictory results have been found between United States and Australian 

police populations. Secondly, the finding that gender may differentially effect 

predictor-turnover relationships also serves to reinforce the need to include 

gender within studies of employee turnover. As discussed in Chapter Three, 

insufficient research has examined the impact of gender on employee 

turnover. 

 

In conclusion, the purpose of this discussion was to examine the 

generalisability of mainstream findings to the policing context and to identify 

those variables that require further research attention. Overwhelmingly, the 

conclusions drawn here call for further research to be undertaken in order for 

an assessment of the generalisability of mainstream research to the police 

context to be determined. 

 

Summary of Chapter Five 

The process of developing a police specific turnover model constitutes 

three steps. The second step in this process has been achieved in this 

chapter. This chapter has assessed the similarities that exist between 

mainstream and police specific turnover research using the conceptual 

framework developed in the concluding stages of Chapter Four. Specifically, 

this chapter had identified those variables that require inclusion in the current 
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research program for the purpose of replication and advancements to current 

knowledge. 

 

The third step in developing a police specific turnover model involves 

an analysis of those variables that require inclusion in the model due to their 

particular organisational relevance to understanding police turnover. This final 

step is addressed in the following chapter, Chapter Six. 
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CHAPTER SIX 

Advancing Knowledge of the Police Turnover Process - Identification of 
Organisationally Relevant Variables 

 

The preceding two chapters, Chapters Three and Four, constituted the 

first two steps in a three step process of identifying variables that warrant 

inclusion in the current research program. The third and final step, presented 

in this chapter, involves an analysis of the police specific environment. This 

analysis is conducted for the purpose of identifying those variables that may 

be particularly relevant to understanding and modeling police specific turnover 

processes. 

 

It was argued in Chapters Two and Three that evidence exists to 

support the need to develop organisationally specific employee turnover 

models, particularly in relation to police populations. The following discussion 

seeks to examine those aspects of the police environment that may give rise 

to organisationally relevant predictors of turnover. 

 

Person-Environment Fit 

In recent years, the issue of person-environment fit has attracted 

renewed attention from scholars and pracitioners alike (Edwards, 1996; 

Kristof, 1996; Vancouver & Schmitt, 1991). The broad concept of fit stems 

from the intersection of two branches of organisational behaviour research, 

research examining an individual difference model of workplace behaviour 

and the situational approach (Chatman, 1989). Studies of person-environment 

fit seek to determine when and to what extent behavioural outcomes are 
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determined by the interaction between persons and situations (Chatman, 

1989, 1991). Mainstream research has generally been supportive of the 

relationship between person-environment fit and work-related outcomes and a 

number of theoretical models of employee turnover have also included this 

concept. Studies have generally found that congruency or a match between 

the employee and their work environment results in positive behavioural and 

affective outcomes, such as intention to remain with the organisation, job 

satisfaction and organisational commitment (Hesketh & Myors, 1997; Ostroff 

& Rothausen, 1997; Saks & Ashforth, 1997; Tinsley, 2000; Van Vianen, 

2000).  

 

The concept of fit may be operationalised at a number of levels 

(Chatman, 1991; Vancouver & Schmitt, 1991). For example, fit has been 

conceptualised as the fit between the person and their occupation and/or 

vocation (P-V fit), their job (P-J fit), work group (P-G fit) and/or organisation 

(P-O fit) (Kristof, 1996). Furthermore, fit may operationalised across these 

levels according to a range of person and environment factors. Fit may be 

assessed via a comparison of the values, personality, interests and/or abilities 

of the person and the environment (Hesketh & Myors, 1997; Judge & Cable, 

1997). 

 

In light of the multiple conceptualisations of fit that have been proposed 

it must be determined, for each given study that is undertaken, the level of 

analysis that is most appropriate for that study. Kristof (1996) states that fit 

should be operationalised based on a priori rationale regarding the relevance 
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of a particular level of fit to the specific organisation. As such, the following 

discussion determines the level of fit that is most relevant to understanding 

workplace behaviour, specifically turnover, within the policing context. 

Importantly, the following discussion also examines support for the contention 

that person-environment fit is particularly relevant to understanding police 

specific turnover and should be included in studies of this nature as an 

organisationally relevant explanatory variable. 

 

It is argued that within the policing environment fit may be appropriately 

conceptualised at organisational, occupational and job levels of analysis. 

Each of these three levels of analysis are relevant to policing given the nature 

of the policing context. Policing is a relatively unique profession given that 

engagement in the occupation and job of policing may only be achieved 

through joining a police specific organisation. As such, fit with the occupation, 

organisation and job are intertwined. The values, attitudes and culture of the 

police organisation are highly similar to the values, attitudes and culture of the 

police occupation and given that the job of a police officer may only be 

performed within a police organisation, the values, attitudes and culture 

associated with the job are also similar to those of the overarching 

organisation. Unlike other organisations, the distinction between the 

occupation, organisation and job is substantially blurred. 

 

The following discussion argues that occupational, organisational and 

job fit are particularly relevant to the policing context and more specifically has 

significant implications for understanding police specific turnover. It is 
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proposed that this relevance stems from the nature and strength of police 

culture and its socialisation practices. 

 

Occupational culture is an aspect of the policing environment that has 

attracted a substantial amount of research interest (Brown & Campbell, 1994; 

Prenzler, 1997; Waddington, 1999). Although it is recognised that police 

culture is not a homogenous concept, as cultural differences have been noted 

on a jurisdictional and organisational sub-unit basis, an overarching set of 

core values applicable across the police occupation have been identified 

(Brown & Campbell, 1995; Chan, 1999; Waddington, 1999). A strong unifying 

feature of police culture is its ‘us versus them’ mentality that serves to restrict 

access by outsiders to the organisation (Bahn, 1984; Brown & Campbell, 

1995; Chan, 1999; Fielding & Fielding, 1987; Prenzler, 1997; Sparger & 

Giacopassi, 1983; Wedderburn, 1995). These cultural features perpetuate a 

‘code of silence’ amongst officers and serve to maintain a tight knit fraternity 

(Bahn, 1984; Brown & Campbell, 1995; Chan, 1999; Fielding & Fielding, 1987; 

Prenzler, 1997; Sparger & Giacopassi, 1983; Wedderburn, 1995). Police 

culture has also been characterised by suspiciousness and cynicism, a cult of 

masculinity, sexism and resistance to change (Bahn, 1984; Bellingham, 2000; 

Brown & Campbell, 1995; Chan, 1999; Fielding & Fielding, 1987; Prenzler, 

1997; Sparger & Giacopassi, 1983; Wedderburn, 1995). 

 

The existence of a police culture is neither surprising nor unique given 

that distinct cultures may be observed across of myriad of occupations and 

organisations (O’Reilly, Chatman & Caldwell, 1991; Schein, 1990; 
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Vandenberghe, 1999). The importance of police culture, particularly in relation 

to the study of fit, lies with the strength and pervasiveness of its culture. The 

notion that cultures may be described according to their strength, that is 

whether they are strong or weak cultures, has been proposed by a number of 

researchers (Robbins, 1994; Robbins, Waters-Marsh, Cacioppe & Millett, 

1994; Schein, 1981, 1990; Wiener, 1988). A strong culture is said to exist 

when a large number of organisational members widely share and intensely 

embrace the core values of the organisation (Robbins, 1994; Wiener, 1988). 

As such, the more members that adhere to such values and are committed to 

them, the stronger the resultant culture of the organisation and/or occupation 

(Robbins et al., 1994). 

 

Given the brief description of ‘strong’ culture that has been provided, it 

is argued that police culture may be described in this way. Bahn (1984) notes 

that few occupations require the level of concurrence to occupational values 

that is demanded by the police role. It has been proposed that the role or job 

of a police officer suffuses all aspects of the individuals life and shapes and 

controls all social roles (Bahn, 1984). For example, an officer has the 

responsibility of acting within this role 24 hours a day, 7 days a week, 365 day 

a year, even when off-duty (Bahn, 1984; Waddington, 1999). Furthermore, the 

culture itself reinforces the demand for concurrence to organisational and 

occupational values. As discussed earlier, the police culture is characterised, 

in part, by its solidarity amongst officers and its restriction to those outside the 

organisation, who are often viewed with suspicion (Brown & Campbell, 1995). 

The resultant effect of these values is the widespread social isolation and 
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segregation of officers from those outside the occupation, organisation and 

job and as such, perpetuation and reinforcement of officers’ identification with 

their role as a police officer and greater adherence to their policing identity 

and police values (Bahn, 1984; Brown & Campbell, 1995). 

 

Further support for the argument that the police environment is 

characterised by a definite ‘identity’ may be found through an examination of 

the process of socialisation that occurs in police organisations. Socialisation 

refers to the assimilation of new members into the existing structures and 

culture of the organisation, occupation and job they are entering (Major, 

Kozlowski, Chao & Gardner, 1995; Robbins et al., 1994). In respect to the 

police organisation, Bahn (1987) describes the process of police socialisation 

as the transformation of individuals into members of the policing fraternity. 

Similarly, Bennett (1984) coined the phrase ‘becoming blue’. 

 

Van Maanen (1978) proposed a categorical framework of socialisation 

that captures the types of strategies organisations may use for the purpose of 

socialising new employees. Van Maanen (1978) states that an organisation 

that seeks to maximise their chances of ensuring that new recruits will 

strongly conform to the organistions’ norms, assumptions and culture should 

institute a custodial orientation approach to socialisation. A custodial 

orientation involves formal, self-reconstructing, serial, sequential and fixed 

strategies (Van Maanen, 1978). The police socialisation process mirrors that 

of the custodial orientation. New recruits are segregated and differentiated 

from the work setting at the police academy (formal) and are explicitly taught 
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acceptable cultural aspects of the organisation by police academy instructors 

and field training officers (self-reconstructing and serial). Furthermore, a fixed 

timeframe for transforming newcomers into members of the organisation is 

used with new recruits attending the police academy for a six month period 

and then being placed on a one year probationary period following being 

sworn in as a police constable (sequential and fixed). 

 

A complementary theory of socialisation to Van Maanen’s (1978) 

framework, developed specifically to describe police socialisation, was 

proposed by Bennett (1984). Bennett (1984) contended that police 

socialisation is a three stage process, including anticipatory, formal and 

informal stages (Bennett, 1984). Bennett’s (1984) first stage of socialisation, 

the anticipatory stage, extends on the theory of Van Maanen (1978) by 

proposing that police socialisation begins prior to the employee entering the 

organisation. Prior to joining the organisation potential police recruits gather 

information from the media, relatives, friends and members of the police 

organisation. Bennett’s (1984) formal and informal stages of socialisation are 

similar to Van Maanen’s (1978) formal, self-reconstructing and serial 

strategies. Within the formal stage of police socialisation, occurring during 

initial recruit training, new recruits are explicitly taught the attitudes, values 

and appropriate behavioural responses that characterise a police officer and 

their role. Informal socialisation occurs following academy training when 

officers begin work in the field (Bennett, 1984). The informal stage of 

socialisation is characterised by the transmission of peer values from more 

experienced officers to new officers. These values represent the peer 
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endorsed or ‘working’ values of experienced officers as opposed to 

organisationally endorsed values that are transmitted to newcomers during 

academy training (Bahn, 1987; Bennett, 1984). 

 

Application of Van Maanen’s (1978) framework of socialisation to police 

organisations coupled with the police socialisation theory proposed by Bennett 

(1984) indicates that police organisations seek to maximise the likelihood that 

new recruits will become acculturated. The police organisation holds the view 

that new employees need to be educated in respect to the values, attitudes 

and culture of the occupation, organisation and job. The police socialisation 

process is not ad hoc, simplistic or loosely instituted, indicating that 

adherence to the values of the organisational environment of police agencies 

is expected and required of officers within its fold. 

 

The preceding discussion provided evidence to support the assertion 

that police organisations are characterised by a particularly strong identity. It 

was argued that the strength of this identity stems from its culture and 

socialisation practices. The police culture is characteristically strong and its 

strength is maintained and perpetuated by the stringent socialisation 

processes that are practiced by the organisation. 

 

To this discussion, the importance of establishing the strength of the 

police identity, relates to its implications in respect to understanding police 

turnover. It is argued that in a strong environment the requirement for an 

individual to fit into and adhere to the values, attitudes and culture of the 
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occupation, organisation and job is heightened. As such, an individual within a 

strong environment who does not concur with the overarching values, 

attitudes and culture is more likely than those within a weaker environment, to 

exhibit negative attitudes and intent to leave the organisation. Turnover is 

more likely to occur given the intense demand that is placed on employees 

within strong environments to conform. Although individuals within weaker 

organisational environments are still likely to experience discomfort due to 

their lack of fit, the intensity of this discomfort and its effect is likely to be less 

than that experienced by individuals in strong environments. 

 

As discussed earlier, support has been found in mainstream research 

for the relationship between fit and behavioural and affective outcomes, 

including intention to turnover and actual turnover (Hesketh & Myors, 1997; 

Ostroff & Rothausen, 1997; Saks & Ashforth, 1997; Tinsley, 2000; Van 

Vianen, 2000). Surprisingly, in light of the evidence to support the particular 

relevance of fit to police organisations, the notion of fit and its relationship with 

turnover has not been directly studied with police populations. As such, a 

search of police literature was undertaken in order to identify studies that may 

not have directly studied fit but which have some relevance to this concept. A 

relevant area of police research that was identified involves the study of police 

personality. 

 

Biggam and Power (1996) note that the past 20 years has evidenced 

an upsurge of interest in the psychological attributes and personality of police 

officers. Predominately, two areas of inquiry have been pursued by those 
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researchers interested in police personality. Firstly, studies of police 

personality have sought to identify those personality characteristics that are 

common amongst officers, that is what differences exist between the police 

and the general population. Secondly, police specific personality research has 

attempted to determine which personality characteristics differentiate between 

successful and unsuccessful officers (Hogg & Wilson, 1995). 

 

A large amount of interest has been shown in the first branch of 

research identified above, that is the hypothesis that police officers are a 

homogeneous and distinct group that differ in respect to psychological traits, 

from the general population (Biggam & Power, 1996; Burbeck & Furnham, 

1985). Support for this hypothesis has been found across a number of 

studies. For example, Snibbe et al.’s (1975) study of male, United States 

patrol officers found, using the 16PF, that patrol officers were brighter (Factor 

B+), more dominant (Factor E+), more reserved (Factor A-), tough-minded 

(Factor I-), self-assured (Factor O-), conservative (Factor Q1-), self-disciplined 

(Factor Q2+) and practical (Factor M-) compared to the general, male 

population. In a similar study, Topp and Kardash (1986) found that police 

recruits (81.9% male) compared with general population norms scored higher 

on emotional stability (Factor C+), were more conscientious and moralistic 

(Factor G+), were tough-minded (I-), practical (ie. down to earth) (Factor M-), 

confident (Factor O-), controlled (Factor Q3+), conservative (Factor Q1-) and 

more relaxed (Factor Q4-). 
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The second branch of police personality research involves the 

identification of personality characteristics that differentiate between 

successful and unsuccessful officers. Given the focus of the current research 

program, the following discussion will be confined to those studies that have 

defined officer success in terms of an officer’s decision to remain with or exit 

the police organisation. Based on an extensive review of the literature, four 

studies of the relationship between personality and police turnover were 

identified. All four studies provide some support for the predictive relationship 

between personality characteristics and turnover. 

 

Azen, Snibbe, Montgonery, Faricatore and Earle’s (1974) study of 100 

United States, male recruits found that a score of 56.2 or less on scale five of 

the Minnesota Multiphasic Personality Inventory (MMPI) and a low score on 

the Introception scale of the Edwards Personal Preference Scale (EPPS) 

were associated with nonresignation. These findings indicate that those who 

remain with the organisation have lower levels of cultural or feminine interest 

and have little need to analyse feelings and motivation of oneself and others. 

 

Topp and Kardash’s (1986) study of 94 United States police recruits 

(81.9% male) also supported the relationship between personality 

characteristics and attrition. It was found that those recruits who did not 

complete academy training significantly differed from those who successfully 

graduated from the academy in respect to six personality characteristics, as 

measured by the 16 Personality Factor Questionnaire (16PF). Those recruits 

who did not complete academy training were more reserved (Factor A-), less 
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emotionally stable (Factor C-), shy (Factor H-), more apprehensive (Factor 

O+), undisciplined (Q3-) and tense (Q4+) compared to the graduate profile. 

 

A study conducted by McQuilken, Russell, Frost and Faust (1990), 

based on a sample population of 144 police officers (85% male) employed by 

a United States law enforcement agency, provided limited support for the 

relationship between personality and police turnover. Two measures of 

personality were used, the Tennessee Self-Concept Scale (TSCS) and the 

Millon Multiaxial Clinical Inventory (MMCI). Mulitple regression analysis 

revealed that only one scale, the total conflict scale on the TSCS was 

predictive of resignation. 

 

The final study of the personality-turnover relationship that was 

identified was reported by Cortina et al. (1992). Cortina et al. (1992) studied a 

sample of 314 state police recruits (72.6%) attending a United States police 

academy. Three personality factors were found to be predictive of employee 

exit. These included extraversion as measured by the Inwald Personality 

Inventory (IPI) and neuroticism and conscientiousness measured using the 

MMPI. Cortina et al. (1992) also reported that gender impacted on the 

predictive relationship with prediction being better for male compared to 

female officers. 

 

The preceding discussion provided a brief summation of the research 

that has been conducted within police organisations in respect to personality. 

Research has found that some support exists for the notion of a ‘distinct’ 
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police personality and the limited number of studies that have been conducted 

have been supportive of the personality-turnover relationship. Police 

personality research has relevance to person-environment fit given that fit 

may be operationalised according to personality. Given the blurring of 

distinction between the police organisation and police occupation personality 

may be viewed as an operationalisation of organisational and/or occupational 

fit. As such, the following discussion reviews two theories of fit. The attraction-

selection-attrition (ASA) framework developed by Schneider (1987) relates to 

person-organisation fit while Holland’s (1966, 1997) theory of vocational 

interests relates to person-vocation or occupational fit. Both theories provide a 

theoretical basis on which to interpret the findings of police personality 

research and subsequently, its relevance to understanding police turnover. 

 

Schneider (1987) developed and described a theory of fit known as the 

ASA framework. This framework falls within the specific paradigm of person-

organisation fit (Van Vianen, 2000). Schneider (1987) theorised that 

organisations move towards employee homogeneity as a result of individuals 

being attracted to, selected by and ultimately staying with the organisation 

that is congruent with their personality characteristics (Schaubroeck, Ganster 

& Jones, 1998). At the initial attraction stage, individuals are drawn to 

organisations given their perception that their personality characteristics are 

congruent with that of the organisation (Schneider, Goldstein & Smith, 1995). 

Organisations then select those individuals, based on information collected 

throughout the recruitment process, that are perceived to match the attributes 

of the employing organisation (Schneider et al., 1995). The ASA framework 
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indicates that attrition is likely to occur when an individual’s personality profile 

is not congruent with that of the organisation, that is, the individual does not fit 

the organisation (Schneider et al., 1995). Within this framework similarity is 

determined based on the individual’s personality and the modal personality of 

the organisation (Schneider, Smith, Taylor & Fleenor, 1998). The 

organisational or modal personality is conceptualised as the aggregate 

personality characteristics of individuals who remain within the organisation 

(Schneider et al., 1995; Schneider et al., 1998). 

 

Holland’s (1997) theory of vocational interests proposes that individuals 

may be classified into one of six types, namely realistic, investigative, artistic, 

social, enterprising and conventional (RIASEC). These types are based on 

the individual’s expressed vocational interests. Holland (1997) views 

vocational interests as an expression of personality stating that the 

development and validation of the Vocational Preference Inventory clearly 

indicates that vocational preferences are a reflection of personality traits. 

Similar to the classification of individuals into one of six personality types, 

Holland’s (1997) theory proposes that work environments may also be 

classified according to the RIASEC categorisation system. Comparable to the 

ASA framework, work environments are classified into one of the six types 

through an aggregation of the personality types of individuals within the 

occupation. Determination of fit between the individual and occupation is 

achieved by examining the similarity between the personality type of the 

individual and that of the occupation. Also similar to the work of Schneider 

(1987), Holland (1997) proposed that individuals are attracted to and remain 
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within work environments that are consistent with their personality type. 

Research has demonstrated that fit between the personality of the employee 

and that of the work environment results in positive work-related outcomes, 

such as job satisfaction and increased retention (Fritzsche, McIntire & Yost, 

2002; Mount & Muchinsky, 1978). 

 

Although police personality researchers have not specifically 

conceptualised their work within a fit framework the theories of fit proposed by 

Schneider (1987) and Holland (1997) are highly relevant to this body of work. 

The concept of a distinct police personality links with both Schneider (1987) 

and Holland’s (1997) conception that organisations are characterised by 

homogeneous personality types. Studies supporting the existence of a distinct 

police personality indicate that the police organisation and/or occupation is 

composed of a relatively homogeneous sub-group that differs from the 

general population (Biggam & Power, 1996; Burbeck & Furnham, 1985; 

Snibbe et al., 1975; Topp & Kardash, 1986). Moreover, the limited research 

that has studied the relationship between personality and turnover within the 

policing context provide further support for Schneider (1987) and Holland 

(1966, 1997) who proposed that an incompatibly between the individual and 

the organisation and occupation leads to an increased likelihood of turnover.  

 

In conclusion, the preceding discussion has provided evidence to 

support the relevance of person-environment fit to understanding police 

turnover. Firstly, it was argued that person-environment fit is particularly 

relevant to police turnover given the nature of the policing context. The 
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strength of police culture and socialisation practices has resulted in the 

formation and perpetuation of a definite police identity. It was proposed that 

the strength of the policing identity makes person-environment fit more crucial 

than in organisations where a less definite identity exists. Secondly, it may be 

concluded that person-environment fit is relevant to understanding police 

turnover based on the findings of police personality research. Police 

personality research has generally found that individuals who do not match 

the police personality are more likely to leave the organisation (Azen et al., 

1974; Cortina et al., 1992; McQuilken et al., 1990; Topp & Kardash, 1986). 

 

Although the preceding discussion has provided support for the need to 

study person-environment fit in respect to police turnover existing knowledge 

of this relationship is limited. Current understanding of the link between fit and 

police turnover is largely confined to the operationalisation of fit according to 

personality. Furthermore, given that these studies have generally been 

conducted with male-dominated samples of United States police officers the 

generalisability of the personality-police turnover relationship to other policing 

contexts is untested. Given these shortcomings, the current research program 

seeks to advance knowledge by studying the relationship between personality 

and turnover using a gender-mixed sample of Australian police officers. 

Moreover, this research program includes the study of person-job fit which to 

date has not been studied within the policing context. The operationalisation 

of fit is also broadened by operationalising person-job and person-

organisation fit, in Study Two, according to the perceived congruence 
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between the values, skills, knowledge and needs of individuals and the 

organisation and job. 

 

Occupational Stress 

The following discussion examines occupational stress within the 

policing context. It has been proposed that the policing role is one of the most 

stressful occupations in existence (Anshel, 2000). As such, an analysis of the 

policing environment must consider the nature of stress and importantly, in 

light of the aims of the current research program, the role of stress in police 

turnover. 

 

Stress has been of substantial interest to organisational researchers 

over the last few decades and continues to be a popular topic of inquiry (Kahn 

& Byosiere, 1992; Latack & Havlovic, 1992; McGee, Goodson & Cashman, 

1987; Murphy, 1995). This interest stems, in part, from the substantial 

monetary costs associated with workplace stress (Leong, Furnham & Cooper, 

1996; Mackay & Cooper, 1987). It has been reported that United States 

organisations have experienced a three fold increase in stress compensation 

claims (Dollard, 1996). Similarly in Australia, stress-related compensation 

claims have continued to rise with estimates that stress costs Australian 

workplaces in excess of $30 million annually (Dollard, 1996; Fisher, 1995). 

 

Considerable research interest has been directed towards 

understanding the causes, the process and the effect of workplace stress 

(McGee et al., 1987; Murphy, 1995). The proliferation of research examining 
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stress has given rise to a number of theories and conceptualisations of the 

stress process (Beehr, 1995, 1998). For the purpose of this discussion, stress 

is conceptualised according to the work of Beehr (1995). Beehr (1995, 1998) 

identified a common core relationship that exists across all theories and 

models of occupational stress, that is, aspects of the work environment (ie. 

stressors) lead to human consequences (ie. strains). 

 

The term, stressors, is used to capture those conditions or events that 

are stress-producing (Beehr, 1998). A large number of stressors have been 

identified and studied (Kahn & Byosiere, 1992; Koslowsky, 1998; Murphy, 

1995). While the most commonly studied stressors are role conflict and role 

ambiguity, studies have also examined stressors associated with the job itself, 

career development, relationships at work, organisational structure and 

climate and non-work factors such as the interface between work and home 

(Koslowsky, 1998; Murphy, 1987). 

 

The second portion of the stressor-strain relationship, that is strains, 

refers to the response of individuals to stressor stimuli that is deemed harmful 

(Beehr, 1995). Strains are typically conceptualised as psychological, 

physiological and/or behavioural (Beehr, 1995; Koslowsky, 1998). 

Psychological strain is often measured in terms of job attitudes such as job 

satisfaction and organisational commitment, self esteem, burnout and 

depression (Koslowsky, 1998). Physiological strain is captured through the 

examination of the blood pressure indicators, heart rate, gastrointestinal 

symptoms and biochemical measures while behavioural strain may be viewed 
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as drug and/or alcohol abuse, suicide, and risky behaviour (Beehr, 1995; 

Koslowsky, 1998). 

 

The preceding discussion articulated the key relationship that is 

examined in stress research, that is, the relationship between stressors and 

individual strains (Beehr, 1995). Of equal importance to the current program 

of research is the subsequent effect of this relationship on employee turnover. 

 

A review of mainstream research reveals that studies that have 

examined the relationship between stress and turnover have generally been 

supportive of the hypothesis that a higher level of stress is associated with 

greater propensity to leave the organisation (Griffeth et al., 2000; Hemingway 

& Smith, 1999; Rahim & Psenicka, 1996). However, prior to examining 

specific studies of this nature it should be noted that research to date has 

been somewhat limited (Hom & Griffeth, 1995). The majority of research that 

has appeared on stress and turnover has been limited to the examination of 

role states, such as role conflict and ambiguity (Hom & Griffeth, 1995). 

 

In support of the relationship between stress and turnover, Hemingway 

and Smith (1999) using a sample of 252 Canadian nurses found a positive 

predictive relationship between occupational stress and turnover intentions. 

Specifically, Hemingway and Smith (1999) found that increased stress, 

operationalised as role conflict, leads to higher turnover intentions. In a similar 

study conducted by Rahim and Psenicka (1996) occupational stress, 

operationalised as role insufficiency, role conflict and role ambiguity, was 
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positively associated with propensity to leave the job. Furthermore, support for 

the relationship between occupational stress and turnover was provided by 

Griffeth et al.'s (2000) meta-analysis of turnover predictors. Griffeth et al. 

(2000) found that stress, defined as role clarity and role conflict are strongly 

associated with turnover while stress, defined as role overload and overall 

stress, are moderately associated with turnover. 

 

The preceding discussion provided a generalised examination of the 

core process of stress and its relationship with turnover. Based on the findings 

reported here it appears that stress is a useful predictor of mainstream 

turnover. However, given the aims of the current research program it is 

important to examine stress within the specific context of policing. Therefore, 

the following discussion examines the relevance of stress to understanding 

police turnover and considers the adequacy of existing knowledge regarding 

this relationship within police organisations. 

 

Many researchers describe the policing occupation as highly stressful 

and one that comparatively, results in a higher incidence and greater overall 

levels of stress (Anshel, 2000; Anson & Bloom, 1988; Lord, Gray & Pond, 

1991; Savery, Soutar & Weaver, 1993). Researchers propose that the type 

and range of stressors that police officers are exposed to and the prevalence 

of strain symptoms within the police population serves as evidence for this 

conclusion. 
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Police researchers have examined a wide range of stressors (Crowe & 

Stradling, 1993). Primarily based on antedotal, semi-structured interviews 

and/or observational research, police researchers have sought to summarise 

police stressors into various classification frameworks, ranging from two to 

seven categories (Hart, Wearing & Headey, 1993). Hart et al. (1993) notes 

that most research on police stressors may however be captured using a four 

category approach, namely stressors that are inherent to police work, 

organisational stressors, external stressors and individual stressors (Hart et 

al., 1993; Territo & Vetter, 1981; Terry, 1981). 

 

The inherent stressors of police work that have been identified include 

such aspects of the police role as the danger of police work, violence, dealing 

with victims of crime and shift work (Hart et al., 1993; Sigler & Wilson, 1988; 

Territo & Vetter, 1981; Terry, 1981). Organisational stressors may stem from 

lack of resources, poor administration, inadequate training, excessive 

paperwork, poor supervision and inadequate pay (Brown & Campbell, 1990; 

Hart, Wearing & Headey, 1994; Hart et al., 1993; Terry, 1981). The category 

of external stressors primarily relate to problems emanating from the broader 

criminal justice system such as the scheduling of court appearances and 

leniency of court decisions as well as the attitudes of the community and 

media towards the police (Brown & Campbell, 1994; Cacioppe & Mock, 1985; 

Hart et al., 1994; Hart et al., 1993; Terry, 1981). Lastly, individual stressors 

include stressors such as officers’ feelings of helplessness, personal safety 

and fears about personal competence (Hart et al., 1993; Terry, 1981). 
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The preceding discussion identified a wide range of stressors that have 

been proposed to exist within the policing environment. Police specific 

research has not however been confined to identifying the sources of police 

stress but has also examined resultant strain. Most commonly, physiological 

and behavioural strain symptoms have been the focus of police stress 

research. In respect to physiological symptoms, researchers note that police 

officers appear to be at an increased risk of suffering from ulcers, respiratory 

problems, hypertension and heart disease (Anshel, 2000; Brown & Campbell, 

1994; Davidson & Veno, 1979; Lennings, 1997; Savery et al., 1993; Sigler & 

Wilson, 1988; Terry, 1981). Furthermore, behavioural stress symptoms such 

as suicide and drug and alcohol abuse have been found to be comparatively 

higher in police populations compared to the general population (Anson & 

Bloom, 1988; Brown & Campbell, 1994; Lord et al., 1991; Sigler & Wilson, 

1988; Stevens, 1999). 

 

Despite the intense interest that police stress has attracted, for 

example, Miletich (1990) found that two thirds of stress literature on 

emergency workers including police officers, firefighters and paramedics, was 

devoted to police officer stress, little research has attempted to examine the 

relationship between stress, strain and turnover. James and Hendry (1991) 

noted that despite the obvious theoretical justification for the link between 

stress and turnover, research examining this relationship is lacking. 

 

Those studies that have examined the relationship between stress and 

police turnover have conceptualised stress as job-related tension, role 
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conflict, danger of physical harm, and burnout. James and Hendry (1991), as 

part of a larger study of police turnover, examined the relationships between 

turnover and job-related tension, role conflict and burnout. This Australian 

study involving 266 (90% male) currently serving officers, 133 (77% male) 

who had voluntarily resigned from the organisation and 240 (99% male) 

officers who had taken early retirement, found that levels of job-related 

tension and role conflict were not significantly different across current, 

resigned and retired groups. Significant differences between the three groups 

were however found in respect to frequency and intensity of burnout with 

resignees reporting the highest frequency and intensity of burnout. A further 

study conducted by DeLey (1984) undertook a qualitative comparison of 

stress factors in Danish and United States police organisations. The study 

found that lower levels of turnover experienced by the Danish police force 

were in part attributable to lower levels of stress. Specifically, Danish police 

officers experience lower risk of physical harm and work within an 

environment that encourages an open management style. 

 

It may be concluded that insufficient research has been conducted in 

respect to the relationship between stress and turnover within police 

organisations. The two identified studies of stress and police turnover shed 

little light on this relationship. With such limited research it is difficult to draw 

definitive conclusions or to elicit a sufficient understanding of the range of 

stressors that may be associated with police turnover, in particular the relative 

influence of generalised organisational stress and stressors specifically 

associated or characteristic of the police occupation. To date, stress research 



 164

conducted within the policing context has, to the detriment of examining 

broader organisational outcomes of stress such as turnover, primarily focused 

on identifying sources of stress and examining resultant strain. Therefore, 

based on the evidence presented in the preceding discussion, it may be 

concluded that although stress is a characteristic feature of the policing 

environment little is known about the relationships between stress, strain and 

police turnover. As such, the current research program seeks to advance 

knowledge through the examination of these relationships within a police 

specific process model of turnover intention. 

 

Summary of Chapter Six 

This chapter constituted the final step in the three step process 

undertaken for the purpose of identifying those variables that warrant 

inclusion in the current research program. Specifically, this final step involved 

an analysis of the police specific environment. An analysis of the policing 

environment was undertaken in order to identify those variables that may be 

particularly relevant to understanding police specific turnover. Two key 

predictors were identified, namely person-environment fit and occupational 

stress. 

 

The following chapter provides an integrative summary of the 

preceding chapters. The aims, purpose and research design of the current 

research program is discussed. 
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CHAPTER SEVEN 

Summary of the Aims, Purpose and Design of the Research Program 
 

The theoretical frameworks and empirical research appearing in earlier 

chapters have supported the need for the continued study of employee 

turnover, particularly within the policing context. Based on the evidence that 

has been presented, the following chapter summarises the key variables that 

are examined in the current research program. This chapter describes the 

research design of the program undertaken, including a description of the 

three empirical studies that are conducted, and reviews the overall purpose 

and principal aims of the current research agenda. 

 

Key Variables Addressed within the Current Program of Research 

The following discussion identifies the key variables that are examined 

within the current research program. The variables that are identified have 

been derived from theoretical literature and empirical research examined in 

the preceding five chapters. As such, the variables that are studied are 

founded on mainstream and police specific turnover research. 

 

Three moderator variables are examined in the current research 

program. The current research program recognises the need to develop 

organisationally specific models of turnover and turnover intention that take 

into account the impact of career stage and gender. As argued in Chapter 

Two, empirical evidence suggests that one-size-fits-all models of employee 

turnover are imprecise. Preliminary evidence indicates that a more detailed 
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understanding of employee turnover may be gained through the examination 

of the impact of organisational context, career stage and gender on key 

predictor-turnover relationships and process of turnover and turnover 

intention. To date, research considering the impact of these factors on 

turnover, particularly within the policing context, has been limited. As such, 

the studies presented within this thesis seek to advance knowledge by 

conducting large scale studies of police turnover and turnover intention using 

a gender mixed sample of Australian police officers at differing stages of 

career development. 

 

The majority of variables that are studied within the current research 

program were derived from mainstream empirical literature and theoretical 

models of employee turnover. These variables include job satisfaction, 

organisational commitment, met expectations, work/family interface, 

withdrawal cognitions and behavioural intentions. The inclusion of these 

variables is based on the overarching aim of the research program to develop 

and test comprehensive models of turnover and turnover intention. 

 

A number of key variables are studied within the current research 

program due to their particular relevance to understanding turnover within 

police organisations. These include person-environment fit, police and 

organisational stress and health status. Mainstream research indicates that 

individuals who do not ‘fit’ the dominant values, culture, attitudes and 

personality of the organisation, occupation and/or job are more likely to 

turnover (Holland, 1997; Ostroff & Rothausen, 1997; Saks & Ashforth, 1997; 
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Schneider, 1987). Given the nature of the policing context, it was argued in 

Chapter Six that three fit variables, namely person-organisation, person-

occupation and person-job fit, are particularly relevant to understanding 

intention to turnover and actual turnover in police organisations. 

 

Similarly, police and organisational stress were identified as 

organisationally relevant predictors of police turnover. The need to include 

stress within a police specific turnover intention model is based, in part, on the 

contention that policing is one of the most stressful occupations in existence 

(Anshel, 2000; Anson & Bloom, 1988; Lord et al., 1991). Despite this claim, 

police researchers have generally failed to adequately examine the 

relationship between stress and turnover. Furthermore, the relationships 

between stress, health status and job attitudes and turnover intention have 

also been neglected. Given the relevance of these variables to the policing 

environment, coupled with the findings of mainstream research that have 

been largely supportive of the relationships between stress, health status and 

turnover (Beehr, 1995; Griffeth et al., 2000; Hemingway & Smith, 1999; 

Koslowsky, 1998; Rahim & Psenicka, 1996), it has been argued that these 

variables warrant inclusion in the current study of police turnover. 

 

The preceding discussion provided a concise summary of those 

variables that are to be studied within the current program of research. Given 

that the specific variables under study have been identified, the following 

discussion outlines the overarching design of the research program. 
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Overview of Research Design 

The following discussion examines the design of the current research 

program from both a collective and individual standpoint. The discussion 

addresses the individual contribution of each of the studies that are conducted 

in addition to the collective contribution of all three studies. 

 

The conceptual basis on which the current research design was 

founded relates to a career development sequence. Each of the studies that 

are conducted contribute to the overarching goal of gaining a clearer 

understanding of predictor-turnover relationships and the intention to turnover 

process of Australian police officers across the career span. As such, each of 

the studies focus on different career points. Specifically, Study One seeks to 

examine predictors of employee turnover collected at the earliest phase of 

employment, the recruitment stage; Study Two examines the intention to 

turnover process across the first year of employment and; Study Three 

examines turnover intention across the career span. Collectively, the three 

studies provide an analysis of turnover and turnover intention that is more 

comprehensive than research that examines employees as a whole group 

regardless of career stage and/or focuses on employees at one specific 

career point. The current research program allows conclusions to be drawn 

regarding the need to develop separate models of turnover intention 

according to career stage. Furthermore, the three studies conducted under 

the auspices of the current research program also contribute to current 

understanding of the impact of gender on predictor-turnover relationships and 

the process of turnover and turnover intention. Based on the studies that are 
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conducted it may be determined whether separate models of turnover and the 

relationships between predictors and turnover and turnover intention need to 

be understood and examined in light of gender. 

 

As highlighted above, Study One contributes to the current research 

program by examining employee turnover at the earliest stage of 

organisational tenure, that is the recruitment stage. Study One seeks to 

determine whether a predictive relationship exists between personality and 

voluntary resignation. The study examines whether voluntary resignation may 

be predicted, through a comparison of the personality of those individuals who 

remain employed with the organisation with the personality of those who have 

voluntarily resigned. As such, this study determines whether a mismatch 

between an individual’s personality and that of the modal personality of the 

organisation is predictive of voluntary resignation. Consistent with the overall 

objectives of the current research program, this study examines the impact of 

gender on the predictive relationship between personality and turnover. 

Specifically, this study examines whether the relationship between personality 

and turnover differs as a function of gender. 

 

Study Two examines the intention to turnover processes of police 

officers within their first year of employment with the police organisation. 

Based on police socialisation literature (Bennett, 1984), the study develops 

and tests three models of turnover intention. This study informs the overall 

research program by focusing on the development and testing of models that 

are applicable to a distinct career stage, that is the first year of employment. 
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Based on the findings of this study it may also be determined whether a single 

model of turnover intention accurately describes turnover intention across the 

first year or whether multiple process models need to be developed. Lastly, in 

line with the objectives of the overarching program of research, this study 

examines the need to develop separate models of turnover intention based on 

gender. 

 

Study Three develops and tests a process model of turnover intention 

for officers across the career span. The model includes eight key predictors of 

intention to turnover, specifically police stress, organisational stress, 

work/family interface, organisational commitment, job satisfaction, health 

status, thoughts about quitting and intention to search. This study includes 

male and female officers across multiple stages of career development. Due 

to insufficient numbers of female officers in the late career stage the study is 

confined to an examination of females and males in the early career stage (0 

to 5 years), females and males in the middle career stage (5.01 to 15 years) 

and males in the late career stage (15.01+ years). Based on the findings of 

this study it may be determined whether a single model of intention to 

turnover is equally applicable to officers within differing stages of career 

development and furthermore, whether the turnover intention process differs 

as a function of gender. 

 

Overall Aims and Purpose of the Thesis 

The following discussion seeks to articulate and explore the principal 

aims and purpose of the current program of research. This section concisely 
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captures the essence of the research that is presented in the following 

chapters. 

 

The main aim of this thesis is to develop and test key predictor-

turnover relationships and develop organisationally specific models of 

turnover intention that are applicable to both male and female police officers 

across the career span. This aim is guided by the contention that employee 

turnover models that seek to explain employee turnover for all people, in all 

places and at all times are imprecise (Lee & Mowday, 1987). 

 

The purpose of this research is to address identified gaps in turnover 

literature and thus make a contribution to the current body of theory and 

research. Two identified gaps in the turnover literature that are addressed 

include the lack of research examining the impact of career stage and gender 

on employee turnover and turnover intention. As argued in Chapter Two, both 

mainstream researchers and those who have studied the specific population 

examined here, that is police officers, have failed to adequately study the 

impact of these two variables on the turnover intention process (Griffeth & 

Hom, 2001; O’Leary-Kelly & Griffin, 1995; Rosin & Korabik, 1990). 

Furthermore, in light of the evidence presented in Chapter Two, that 

organisationally specific models of turnover need to be developed (Dalessio et 

al., 1986; Hom et al, 1992; Lee & Mowday, 1987; Mitra et al., 1992; Mowday 

et al., 1984) this research program studies a specific population that has to 

date failed to attract any substantial research interest, that is Australian police 

officers. 
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As discussed in Chapter Three, Australian police officers were chosen 

for study given the practical importance of understanding police turnover and 

the insufficiency of past research efforts on this issue. As such, a key purpose 

of this program of research is to contribute to the limited body of police 

turnover research that has been conducted. Current police research is limited 

due to the scarcity of research, the one-off nature of studies that have been 

conducted and the lack of consideration that has been given to the 

explanatory power of organisationally relevant variables in the turnover 

process. Furthermore, existing police turnover research suffers from a number 

of serious limitations. Existing research efforts have limited usefulness and 

generalisability given the small sample sizes, rudimentary data analysis and 

simplistic research designs that have been used. Moreover, a lack of 

precision that has been applied in the operationalisation of the turnover 

construct and limited police research has been conducted outside of the 

United States. The studies conducted within the current research program 

directly address these limitations. 

 

In summary, this thesis develops and tests key predictor-turnover 

relationships and organisationally specific models of turnover intention that 

are applicable to both male and female employees across the career span. In 

pursuit of this aim, the current program of research seeks to advance 

knowledge of employee turnover and turnover intention by developing models 

for Australian police, examining the impact of gender and career stage on 

such models and overcoming a number of serious limitations of existing police 

research efforts. 
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Summary of Chapter Seven 

This chapter has presented an integrated summary of the previous five 

chapters. The key turnover predictors that are studied in the current program 

of research were presented. Furthermore, the research design employed for 

the purpose of studying this model was discussed. As such, a description of 

the three empirical studies that are undertaken was presented. Lastly, the 

overall purpose and principal aims of the research program were stated. 

 

The chapters that follow report the findings of the three empirical 

studies that were conducted under the auspices of the current research 

program. Based on the findings presented, the final chapter of this thesis 

identifies the key theoretical and empirical implications of this research. 

Furthermore, limitations of this research program, its practical implications 

and suggestions for future research are presented. 
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CHAPTER EIGHT 

Study One: Can Personality Predict Turnover in an Australian Police 
Organisation? 

 

This chapter presents the first study, in a series of three studies, 

designed to examine turnover and turnover intention processes of Australian 

police officers. This study informs the current research program through an 

examination of employee turnover at the earliest stage of organisational 

tenure, that is the recruitment stage. This study is based on evidence 

presented in Chapter Six which concluded that person-environment fit, 

operationalised according to personality, is particularly relevant to police 

organisations and police turnover. The following study seeks to provide 

support for the hypothesis that personality predicts voluntary resignation of 

male and female officers from the police organisation. 

 

Introduction to Study One 

The following discussion achieves four objectives. Firstly, an 

examination of the applicability of person-environment fit to understanding 

police turnover is presented. It is argued that given the strength of the 

organisational context of police organisations deviance from the status quo is 

likely to result in negative affect and behaviour, specifically turnover. 

Secondly, the particular relevance of operationalising fit according to 

personality is discussed. Thirdly, the general design of the current study is 

presented and its contribution to existing turnover literature is examined. 

Fourthly, the specific aims and hypotheses of the current study are proposed. 
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Application of the Person-Environment Fit Framework to Police Turnover 

The following discussion briefly examines the applicability of the 

person-environment fit framework to understanding police turnover. It is 

proposed that the concepts of person-organisation and person-occupation fit 

are relevant to understanding police turnover in light of the strong 

environmental context of police organisations. 

 

Chapter Six provided evidence to support the contention that the 

person-environment fit framework represents a key explanatory variable of 

police turnover. Mainstream research has demonstrated that a lack of ‘fit’, that 

is an incongruency between the employee and their work environment, results 

in negative behavioural and affective outcomes (Saks & Ashforth, 1997; Van 

Vianen, 2000). Outcomes that are associated with a lack of fit include 

intention to leave the organisation, job dissatisfaction and a lack of 

organisational commitment (Hesketh & Myors, 1997; Ostroff & Rothausen, 

1997; Saks & Ashforth, 1997; Tinsley, 2000; Van Vianen, 2000). 

 

Specifically, in line with the aims and objectives of the current research 

program, it is argued that congruency between the police organisation, 

occupation and individual police officers substantially impacts on turnover. 

One reason underpinning the relevance of fit to understanding police turnover 

relates to the nature of police organisations. It is proposed that the police 

environment is characteristically strong. The strength of the organisational 

and occupational environment results from its culture and socialisation 

practices. 
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The culture of police organisations has been described as a strong 

culture given that the core values of police organisations are considered to be 

widely shared and intensely embraced by organisational members (Bahn, 

1984; Robbins, 1994; Waddington, 1999; Wiener, 1988). The police culture is 

one which demands a high level of concurrence to occupational values, 

encourages solidarity amongst members and restricts access to those outside 

of the organisation thus encouraging an ‘us versus them’ mentality (Bahn, 

1984; Brown & Campbell, 1995; Chan, 1999; Prenzler, 1997; Waddington, 

1999). 

 

Furthermore, police culture is strengthened and reinforced by the 

socialisation practices employed by such organisations. As described in 

Chapter Five, an analysis of police socialisation practices using Van Maanen’s 

(1978) framework of socialisation and Bennett’s (1984) police socialisation 

theory, indicates that police organisations maximise the likelihood of 

enculturating new recruits through the socialisation practices that are 

instituted. The method of socialisation that is employed reflects the 

expectations of the organisation that police officers are required to embrace 

its values, attitudes and beliefs. 

 

As a result of the type of culture that exists within police organisations 

and the socialisation practices that are employed, a particularly strong 

organisational and/or occupational identity is developed and perpetuated. The 

strength of the police identity has important implications for turnover. As 

discussed in Chapter Six, organisations that are characterised as having 
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strong identities require their employees to fit into and adhere to the values 

and attitudes of the organisation to a greater extent than organisations with 

weaker identities. As such, it may be inferred that employees within a strong 

environment who do not fit the dominant identity of that organisation are more 

likely than those in weaker organisational contexts to leave the organisation. 

Turnover is likely to result given the intense demand that is placed on 

employees to conform. 

 

The preceding discussion presented a brief review of evidence 

supporting the relevance of person-environment fit to understanding police 

turnover. It was proposed that the strength of police culture and the 

socialisation practices that are employed by police organisations result in the 

formation and perpetuation of a very definite identity. It was argued that 

employees within such organisations who do not fit this paradigm are more 

likely than those who do fit the dominant identity paradigm to leave the 

organisation. 

 

The Utility of Personality in the Prediction of Police Turnover  

The following discussion examines whether it is appropriate, when 

studying turnover, to use personality as the basis on which to assess fit. 

Based on the discussion presented in Chapter Six, which found that the 

distinction between the police occupation and organisation is blurred, it is 

argued that the relationship between personality may be viewed as either an 

operationalisation of person-organisation or person-occupation fit. As such, 

two theoretical frameworks are examined. In respect to person-organisation 
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fit, Schneider’s (1987) ASA framework is reviewed and in respect to person-

occupation fit, Holland’s (1966, 1997) theory of vocational interests is 

examined. 

 

Schneider’s (1987) ASA framework supports the use of personality 

characteristics as a basis on which to assess an employee’s fit with an 

organisation. Schneider (1987) hypothesised that organisations move towards 

employee homogeneity as a result of individuals being attracted to, selected 

by and staying with organisations that are congruent with their personality 

(Schaubroeck, Ganster & Jones, 1998). Similarity is determined based on the 

individual’s personality and the modal personality of the organisation 

(Schneider, Smith, Taylor & Fleenor, 1998). The modal personality of the 

organisation is obtained by determining the aggregate personality 

characteristics of individuals who remain within the organisation (Schneider, 

Goldstein & Smith, 1995; Schneider et al., 1998). According to Schneider’s 

(1987) framework, attrition occurs as a result of incongruence between the 

personality characteristics of an individual and the modal personality of the 

organisation. In simplistic terms, those individuals whose personality does not 

fit the overarching modal personality of the organisation are more likely to 

turnover. 

 

The theoretical framework developed by Holland (1997) provides 

support for the use of personality in the study of person-occupation fit. Holland 

(1997) presented six personality types to describe both the personality of the 

work environment and the individual. The six personality types are labelled as 
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realistic, investigative, artistic, social, enterprising and conventional (RIASEC). 

The theory proposes that vocational interests may be viewed as an 

expression of personality. As such, occupational congruence is achieved 

when an individual’s vocational or occupational interest, expressed as one of 

the six personality types, matches their occupational choice and hence the 

occupational environment in which they work (Larson, Rottinghasu & Borgen, 

2002; Spokane, Meir & Catalano, 2000). Holland (1997) asserted that 

individuals are attracted to an environment that matches their personality 

while individuals who possess discordant personalities are repelled (Fritzsche, 

McIntire & Yost, 2002; Spokane et al., 2000). Individuals who work within an 

environment that is congruent with their personality experience positive work-

related outcomes, such as job satisfaction, employee retention and 

performance (Fritzsche, et al., 2002; Mount & Muchinsky, 1978). 

 

Schneider’s (1987) ASA framework and Holland’s (1997) theory of 

vocational interests indicate that personality characteristics may be used to 

operationalise person-organisation and person-occupation fit. Moreover, each 

of these theories propose that fit plays a role in the prediction of work-related 

outcomes, including employee turnover. The following discussion examines 

existing empirical support for the personality-turnover relationship. To date, 

the study of this relationship has been limited. 

 

The lack of mainstream research attention that the personality-turnover 

relationship has attracted may be credited to early studies that failed to 

support the predictive nature of personality in respect to turnover. 
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Researchers concluded, based on the findings of initial mainstream 

investigations, that average correlations of 0.18 indicated a weak relationship 

between personality and turnover while some researchers failed to find any 

correlation between an employee’s personality and intent to turnover (Day et 

al., 1998; Griffeth & Hom, 1988; Hom & Griffeth, 1995). Furthermore, 

personality research was widely abandoned by researchers of organisational 

behaviour with many researchers concluding that personality is a poor 

explanatory variable within the organisational context (George, 1992). 

However, a resurgence of interest in the predictive nature of personality has 

taken place in recent times (Day et al., 1998; Hogan, Hogan & Roberts, 1996; 

Schaubroeck et al., 1998). Some researchers now acknowledge that the 

widespread neglect of the study of the personality-turnover relationship may 

have been premature (Hom & Griffeth, 1995). Support for this stance is 

evidenced by those studies that have found that personality is a useful 

predictor of organisational behaviour and more specifically in the prediction of 

employee turnover. 

 

Studies conducted by Barrick and Mount (1991, 1996) found that 

personality characteristics are related to the propensity of an employee to 

voluntarily leave the organisation. Barrick and Mount (1991, 1996) found that 

conscientiousness has a negative predictive relationship with turnover. 

Furthermore, Barrick and Mount (1996) found that lower emotional stability 

was predictive of voluntary turnover. Similarly, DeMatteo, White, Teplitzky and 

Sachs (1991) in a study of one year attrition from the United States Army 

found that emotional stability and conscientiousness were significant 
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predictors of attrition (cited in Barrick & Mount, 1996). Of direct relevance to 

the current study given its use of the same personality measure as that used 

in this study, the 16PF, is the early work of Bernardin (1977). Bernardin 

(1977) found that of the 16 personality factors examined, conscientiousness 

(Factor G) and anxiety (Factor Q4) accounted for the majority of variance in 

organisational withdrawal. Individuals with low levels of conscientiousness 

and high levels of anxiety were more likely to exit the organisation. 

 

Empirical research conducted within the police specific context has 

generally been supportive of the relationship between personality and 

turnover. Research conducted by Azen et al. (1974), Topp and Kardash 

(1986), McQuilken et al. (1990) and Cortina et al. (1992) indicated that some 

personality factors are related to turnover. For example, this research 

indicated that officers who left the organisation were more reserved, less 

emotionally stable, shy, more apprehensive, undisciplined, tense, reported 

higher levels of cultural or feminine interests and had a greater need to 

analyse feelings and motivations of oneself and others, compared to those 

recruits who remained. Furthermore, the study conducted by Cortina et al. 

(1992), one of the only studies to consider the impact of gender on the 

personality-turnover relationship, found that this relationship is influenced by 

gender. The predictive relationship between personality and turnover was 

found to be better for male compared to female officers. 

 

As stated earlier, limited research attention, both in mainstream and 

police specific arenas, has been directed towards the study of the personality-



 182

turnover relationship. Moreover, research examining this relationship within 

the policing context has limited generalisability. Police specific research has 

relied heavily on male dominated sample populations employed in United 

States police organisations. Hence, the generalisability of findings to female 

police officers and officers employed outside of the United States is largely 

unknown. 

 

It is difficult to draw any definitive conclusions regarding the 

personality-turnover relationship given the lack of research attention that this 

relationship has attracted and given the limitations of existing police specific 

research. Despite these constraints, the following discussion draws on 

existing research for the purpose of providing general guidance in respect to 

those personality factors that may play a role in the prediction of turnover. 

 

Mainstream literature, as cited above, indicates that lower levels of 

conscientiousness (Barrick & Mount, 1996; Bernardin, 1977; DeMatteo et al., 

1991), lower levels of emotional stability (Barrick & Mount, 1996; DeMatteo et 

al., 1991) and greater anxiety (Bernardin, 1977) may be predictive of turnover. 

In respect to police specific research, it was found that higher levels of 

extraversion (Cortina et al., 1992; Topp & Kardash, 1986), lower levels of 

emotional stability (Cortina et al., 1992; Topp & Kardash, 1986), higher 

anxiety (Topp & Kardash, 1986), lower conscientiousness (Cortina et al., 

1992), control (Topp & Kardash, 1986) and greater apprehension (Topp & 

Kardash, 1986) were associated with turnover. 
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Based on these findings, the personality factors that warrant inclusion 

in this study include emotional stability (Factor C), extraversion (Factors A and 

H), conscientiousness (Factor G), apprehension (Factor 0), control (Factor 

Q3) and anxiety (Factor Q4). Furthermore, it was determined that given the 

lack of existing empirical research on the personality-turnover relationship, the 

most prudent approach to personality characteristic selection would be an 

inclusive rather than exclusive approach. As such, Factor I (tough-minded 

versus tender-minded) was also included in the current study given the large 

number of findings that have suggested that a related factor, Factor C 

(emotional stability), is predictive of turnover. Furthermore, tough-mindedness 

is consistently reported across those studies that have examined the distinct 

nature of police personality compared to non-police populations (Snibbe et al., 

1975; Topp & Kardash, 1986). It should be noted that the factor labels, 

appearing in brackets above, relate to the factor labels given to those 

personality characteristics in the questionnaire used in the current study, that 

is the 16PF. 

 

The preceding discussion examined the theoretical frameworks that 

guide the current study. It was proposed that Schneider’s (1987) ASA 

framework and Holland’s (1997) theory of vocational choice support the use of 

personality as the basis on which to assess an employee’s fit with the 

organisation and occupation. Furthermore, empirical evidence sourced from 

existing mainstream and police specific research was reviewed. Existing 

research provides preliminary support for the personality-turnover relationship 
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however the scarcity of research that has been conducted and limitations to 

its generalisability gives rise to the need for further research. 

 

General Design of Study and its Contribution to Current Literature 

The following discussion addresses two issues. To begin, the general 

design of the current study is discussed. Secondly, an examination of the 

contribution that the current study makes to the existing body of employee 

turnover literature is presented. 

 

The current study tests the hypothesis that personality is predictive of 

voluntary resignation of male and female police officers. In order to test this 

hypothesis two stages of analysis are undertaken. Firstly, the proposition that 

police officers have a personality profile that differs from the general 

population is tested. It is necessary to test this hypothesis given that it has 

been argued that the existence of a police personality makes personality a 

particularly salient operationalisation of person-organisation and person-

occupation fit within the policing context. As such, this study confirms whether 

the personality profile of Australian police officers differs from that of the 

general population. To date research on this issue has been primarily 

conducted with United States police officers and as such may not translate to 

the Australian experience. The hypothesis is tested via a comparison of the 

modal personality of the police context with general population means. The 

modal personality is based on the aggregate personality profile of those 

officers in the sample who have remained employed by the police 

organisation over the duration of the study period. 
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The second stage of analysis involves testing the main hypothesis of 

the current study. As stated earlier, the main hypothesis of this study is that 

personality is predictive of voluntary resignation of male and female police 

officers. Eight specific personality factors have been identified as being 

particularly relevant in the prediction of police turnover. To test this hypothesis 

the personality profile of those officers who have resigned over the eight year 

study period is compared to the model personality of the police organisation. 

As indicated previously, the modal personality of the organisation is the 

aggregate personality profile of those officers who have remained employed 

within the police organisation over the study period. This operationalisation of 

the modal personality is consistent with the tenets of Schneider’s (1987) 

framework and Holland’s (1997) theory. In addition to testing the main effects, 

that is, does personality predict turnover for all police officers, the interaction 

between gender and personality is also tested. This analysis tests the 

hypothesis that personality factors may differentially predict turnover as a 

function of gender. Due to a lack of research that has examined the impact of 

gender on the personality-turnover relationship the impact of gender is posed 

as a research question. 

 

The preceding discussion presented the general design of the current 

study. The two stages of analysis that are undertaken were discussed. The 

following discussion examines the contribution that this study makes to 

existing mainstream and police specific employee turnover literature. 
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Firstly, this study makes an important contribution to current knowledge 

by studying predictors of turnover collected at the earliest career stage, that is 

the recruitment stage. Although the recruitment phase is not generally 

included in career stage research it does represent the earliest stage of an 

employees’ organisational tenure. This tenure point is important in respect to 

turnover given that information collected at this time may be useful in 

predicting future turnover behaviour. From a theoretical standpoint, this study 

will provide evidence to suggest whether theoretical models of employee 

turnover, specifically those developed for police organisations, should include 

personality as a key predictor of turnover. From a practical standpoint, this 

study has a number of implications. As discussed in Chapter Three, 

significant costs are associated with the selection and training of police 

officers. Furthermore, officers accrue substantial value to the organisation as 

a function of the number of years they have worked in the organisation. Given 

the high monetary cost involved in the selection, training and replacement of 

police officers even low levels of turnover is costly and as such, the ability to 

identify of officers who are more likely to leave the organisation is particularly 

important. The ability to predict future voluntary turnover at the time of 

recruitment would allow ‘high risk’ applicants, in terms of their likelihood to 

turnover, to be screened out of the selection process. The ability to screen out 

such applicants would therefore result in cost savings to the police 

organisation. 

 

Secondly, this study includes a hypothesised antecedent of turnover 

that has been identified as particularly relevant to understanding police 
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specific turnover, that is personality. The need to examine organisationally 

relevant variables is guided by the research findings discussed in Chapter 

Two. Research has found that organisational context may effect the employee 

turnover process and the importance of predictors. Given these findings an 

analysis of police specific literature was undertaken in order to identify 

variables that are particularly relevant to police organisations and which may 

not have been identified via a review of mainstream research. It was 

determined that within the policing context personality is a potentially 

important turnover-related variable. Its importance stems from the use of 

personality in the assessment of person-environment fit. Therefore, it is 

proposed that given that insufficient research has examined the relationship 

between personality and turnover this study makes an important contribution 

to existing research. 

 

Thirdly, it is proposed that this study is important in the context of the 

existing body of research given that it examines the impact of gender on the 

personality-turnover relationship. It was argued in Chapter Two that 

insufficient research has examined the impact of gender on the turnover 

process. It was noted that existing research has predominantly relied on male-

dominated samples and in studies where females have been included the 

impact of gender has not generally been examined (Rosin & Korabik, 1991). 

Similarly, as discussed in Chapter Three, a key shortcoming of police specific 

research relates to its reliance on male sample populations. Therefore, this 

study contributes to existing research by examining the impact of gender on 

turnover and more specifically, whether gender affects the ability of 
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personality to predict turnover. From a theoretical standpoint this study will 

provide evidence to suggest whether predictor-turnover relationships, 

specifically the personality-turnover relationship, need to be understood in 

light of the gender of the employee. Consequently, from a practical 

perspective, this study will indicate whether similar rules should be applied in 

the identification of male and female applicants who are more likely to 

prematurely exit the organisation. 

 

Lastly, this study addresses a number of limitations of existing police 

research. Drawing on the critique of police research presented in Chapter 

Three, this study overcomes four key limitations. Firstly, an important 

contribution to existing knowledge is made by simply conducting a study of 

police turnover. A paucity of research has examined this issue within the 

policing context. This study also addresses artefacts of existing police 

research that has limited their generalisability, specifically the focus of 

research on United States police organisations and the use of small samples. 

Compared to past research, reviewed in Chapter Three, this study involves a 

relatively large sample population and focuses on officers employed in an 

Australian police organisation. Finally, this study clearly defines the type of 

turnover that is being explored, that is, actual voluntary resignation from the 

organisation. A number of police turnover studies fail to specify the way in 

which employee turnover is operationalised and/or have combined various 

groupings of turnover. As discussed in Chapter Two, based on mainstream 

research and Chapter Three based on police research, it is vital that the 

turnover construct be clearly defined and studied as differing forms of turnover 
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represent distinct concepts (Abelson & Baysinger, 1984; Campion, 1991; 

James & Hendry, 1991; McFadden & Demetriou, 1993; Shaw et al., 1998). 

 

The preceding discussion outlined the general design of the current 

study and has articulated the contribution that this study makes to existing 

employee turnover literature. The following discussion addresses the aims, 

hypotheses and research questions that are tested in this study. 

 

Aims, Hypotheses and Research Questions 

The preceding sections of this chapter have sought to provide a clear 

articulation of the foundation on which the current study is based and the way 

in which the study is conducted. In light of the theoretical and empirical 

evidence that has been presented the following aims, hypotheses and 

research questions have been developed. 

 

The overarching aim of this study is to examine whether personality 

factors, measured at the time of recruitment, are predictive of police turnover. 

Furthermore, the study examines the effect of gender on the predictive ability 

of this relationship. No specific hypotheses could be generated in respect to 

the influence of gender on the personality-turnover relationship given the 

insufficiency of research on this issue. As such, the impact of gender on this 

relationship is posed as a research question rather than a specific hypothesis. 

 

 

In light of the aims of this study, the following hypotheses are tested: 
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Hypothesis One: Police officers who remain employed with the police 

organisation will have a personality profile that differs from that of the general 

population. 

 

Hypothesis Two: One or more of eight personality characteristics, 

including Factor A (reserved versus outgoing), Factor C (affected by feelings 

versus emotionally stable), Factor G (expedient versus conscientious), Factor 

H (shy versus venturesome), Factor I (tough-minded versus tender-minded), 

Factor O (placid versus apprehensive), Factor Q3 (undisciplined versus 

controlled) and Factor Q4 (relaxed versus tense) will differentiate between 

those officers who stay and those who voluntarily resign from the police 

organisation. 

 

More specifically: 

2a. The resignation group compared to the employed group will be 

more reserved than outgoing (Factor A). 

2b. The resignation group compared to the employed group will be 

more affected by feelings than emotionally stable (Factor C). 

2c. The resignation group compared to the employed group will be 

more expedient than conscientious (Factor G). 

2d. The resignation group compared to the employed group will be 

more shy than venturesome (Factor H). 

2e. The resignation group compared to the employed group will be 

more tender-minded than tough-minded (Factor I). 
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2f. The resignation group compared to the employed group will be 

more apprehensive than placid (Factor O). 

2g. The resignation group compared to the employed group will be 

more undisciplined than controlled (Factor Q3). 

2h. The resignation group compared to the employed group will be 

more tense than relaxed (Factor Q4). 

 

Research Question One: How does gender influence predictive 

relationships between personality characteristics and voluntary 

resignation? 
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Method 
 

Subjects 

A sample population of 560 police officers participated in this study. 

The total sample was comprised of 280 police officers who terminated their 

employment through voluntary resignation (resignation group) and a sample 

of 280 police officers who remained employed within the organisation 

(employed group) over the study period. Each group, as evidenced in Table 4 

below, included 99 (35.36%) females and 181 (64.64%) males, comprising an 

overall total of 198 (35.36%) females and 362 males (64.64%).  

 

The comparison group in this study, that is the employed group, was 

chosen based on two criterion, gender and date of appointment. Each 

employee within the resignation group was matched to a currently employed 

officer who was of the same gender and was appointed to the organisation on 

the same day. It is for this reason that the gender distributions within the 

employed and resignation groups, presented above, are identical. 
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Table 4 

Sample Population by Employment Status 

Characteristic N % 
 
Employment Status 
  
 Resignation Group 
Male 
Female 
Sub Total 
  
 Employed Group 
Male 
Female 
Sub Total 
 
Total 
Male 
Female 
Total 
 

 
 
 

 
181 
99 

280 
 
 

181  
99  

280  
 

 
362 
198 
560 

 
 
 
 

64.64% 
35.36% 
50.00% 

 
 

64.64% 
35.36% 
50.00% 

 
 

64.64% 
35.36% 
100.0% 

 

A selected range of the sample populations’ demographic 

characteristics are presented in Table 5. In summary, the mean age, at 

appointment, of the resignation group was 24.75 years (SD=5.74) with a 

range of 17.06 to 49.04 years. The mean age of the employed group, at 

appointment, was 23.47 years (SD=5.09) with a range of 17.14 to 47.21 

years. Age at separation for the resignation group ranged between 17.61 to 

50.18 years with a mean age of 27.25 years (SD=5.90). The length of tenure 

for the resignation group, at the time of resignation, ranged between 0.01 to 

7.96 years with a mean tenure of 2.49 years (SD=2.27). 
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Table 5 

Demographic Characteristics of Sample Population 

Characteristic N % Range M SD 
 
Age at Appointment 
 
  Resignation Group 

Male 
Female 
Sub Total 

  Employed Group 
Male 
Female 
Sub Total 

  Total 
Male 
Female 
Total 
 

 
 
 
 

181  
99  

280 
 

181  
99  

280 
 

362 
198 
560 

 
 
 
 

64.64% 
35.36% 
50.00% 

 
64.64% 
35.36% 
50.00% 

 
64.64% 
35.36% 
100.0% 

 
 
 
 

17.06-49.04 
17.23-39.14 
17.06-49.04 
 
17.14-47.21 
17.20-43.01 
17.14-47.21 

 
17.06-49.04 
17.20-43.01 
17.06-49.04 

 
 
 
 

25.51 
23.36 
24.75 

 
24.04 
22.43 
23.47 

 
24.77 
22.90 
24.11 

 
 
 
 

6.07 
4.80 
5.74 

 
5.30 
4.51 
5.09 

 
5.74 
4.67 
5.45 

 
Age at Separation 
  
 Resignation Group 

Male 
Female 
Total 
 

 
 
 
 

181  
99  

280 

 
 
 
 

64.64% 
35.36% 
100.0% 

 
 
 
 

17.61-50.18 
17.66-41.34 
17.61-50.18 

 
 
 
 

28.00 
25.86 
27.25 

 
 
 
 

6.26 
4.90 
5.90 

 
Length of Tenure 
  
 Resignation Group 
    0 to 1 yr 

Male 
Female 
Sub Total 

1.01 to 3 yrs 
Male 
Female 
Sub Total 

     3.01 to 5 yrs 
Male 
Female 
Sub Total 

     5.01 to 8 yrs 
Male 
Female 
Sub Total 

    Total 
Male 
Female 
Total 
 

 
 
 
 
 

68 
36 

104 
 

51 
27 
78 

 
29 
24 
53 

 
33 
12 
45 

 
181 
99 

280 

 
 
 
 
 

65.38% 
34.62% 
37.14% 

 
65.38% 
34.62% 
27.86% 

 
54.72% 
45.28% 
18.93% 

 
73.33% 
26.67% 
16.07% 

 
64.64% 
35.36% 
100.0% 

 
 
 
 
 

NA 
NA 
NA 

 
NA 
NA 
NA 

 
NA 
NA 
NA 

 
NA 
NA 
NA 

 
00.01-07.90 
00.01-07.96 
00.01-07.96 

 
 
 
 
 

NA 
NA 
NA 

 
NA 
NA 
NA 

 
NA 
NA 
NA 

 
NA 
NA 
NA 

 
2.49 
2.50 
2.49 

 
 
 
 
 

NA 
NA 
NA 

 
NA 
NA 
NA 

 
NA 
NA 
NA 

 
NA 
NA 
NA 

 
2.31 
2.22 
2.27 
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Measures 

The measure of personality used in this study was the 16 Personality 

Factor Questionnaire (16PF), Version 4. The 16PF was originally developed 

by Cattell and colleagues in 1949 as a normal personality measure. Version 4 

of the questionnaire, which is used in the present study, was not developed 

until 1970.  

 

Form A of the 16PF, consisting of 187 items, was administered to 

participants. Form A of the 16PF is written at the seventh grade reading level 

(Institute for Personality & Ability Testing (IPAT), 1986). Cattell, Eber & 

Tatsuoka (1970) advocates the use of this form when testing university and 

high school students. Form A was designed for individual or group 

administration. Whilst the 16PF is an untimed measure it usually takes 

between 45 and 60 minutes to complete (IPAT, 1986). 

 

Form A of the 16PF assesses each of its 16 scales using between 10 

and 13 items. Fifteen scales represent independent bi-polar personality 

factors while the remaining scale, Factor B, has been designed as a general 

intelligence factor (IPAT, 1986). The factor labels and factor names of the 16 

scales are presented in Table 6, below. 
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Table 6 

Factors and Characteristics of the 16PF Questionnaire, Version 4 

Factor Label Factor Name Items per factor Maximum Score 
 

Factor A 
 

Reserved Versus Outgoing 
 

 
10 

 
20 

 
Factor B 

 
Less intelligent Versus More 

intelligent 
 

 
 

13 

 
 

26 

 
Factor C 

 
Affected by feelings Versus 

Emotionally stable 
 

 
 

13 

 
 

26 

 
Factor E 

 
Humble Versus Assertive 

 

 
13 

 
26 

 
Factor F 

 
Sober Versus Happy-go-lucky 

 

 
13 

 
26 

 
Factor G 

 
Expedient Versus Conscientious 

 

 
10 

 
20 

 
Factor H 

 
Shy Versus Venturesome 

 

 
13 

 
26 

 
Factor I 

 
Tough-minded Versus Tender-

minded 
 

 
 

10 

 
 

20 

 
Factor L 

 
Trusting Versus Suspicious 

 

 
10 

 
20 

 
Factor M 

 
Practical Versus Imaginative 

 

 
13 

 
26 

 
Factor N 

 
Forthright Versus Shrewd 

 

 
10 

 
20 

 
Factor O 

 
Placid Versus Apprehensive 

 

 
13 

 
26 

 
Factor Q1 

 
Conservative Versus 

Experimenting 
 

 
 

10 

 
 

20 

 
Factor Q2 

 
Group-dependent Versus  

Self-sufficient 
 

 
 

10 

 
 

20 

 
Factor Q3 

 
Undisciplined Versus Controlled 

 

 
10 

 
20 

 
Factor Q4 

 
Relaxed Versus Tense 

 
13 

 
26 

Note. Adapted from “Administrator’s manual for the 16 personality factor questionnaire,” by 
IPAT, 1986, Illinois: Institute for Personality and Ability Testing, Inc. 
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Questionnaire respondents are presented with three alternative 

answers to each of the 187 questions appearing on the 16PF, Form A. 

Responses are scored as 0, 1 or 2 with the exception of questions relating to 

Factor B (ie intelligence) which are scored as either 1 or 0. Total factor scores 

are calculated by summing all scores obtained on the factor (IPAT, 1986). The 

total possible raw scores that can be obtained by a respondent on each of the 

factors is specified in Table 6. When using the questionnaire for individual 

level analysis, raw scores are usually converted to sten scores with the use of 

norm tables. Detailed discussion of this step is not however included here 

based on the recommendations of Cattell et (1970). Cattell et (1970) regards 

this step as unnecessary in the research context, especially where 

experimental and control groups are being compared, as the significance of 

group differences and correlations is handled equally as well using raw 

scores. As such, raw scores are utilised in this study. The only information 

gained from the norm tables published by IPAT (1986) related to general 

population means. General population means for each personality factor were 

garnered from norm tables relating to Form A of the 16PF, specifically general 

adult population norms for males and females. The general population means 

that are reported are based on a sample of 2984 males and females randomly 

selected from the general population (IPAT, 1986). 

 

Support for the adequacy of the validity and reliability of the 16PF has 

been demonstrated (IPAT, 1986). The 16PF manual, written by IPAT (1986) 

to accompany the Handbook and the Handbook itself (Cattell et al., 1970), 

report a number of studies that confirm the construct validity and both short-
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interval and long-interval reliability of the 16PF, Form A. Short-interval 

reliability (2 day interval) which was calculated using a Canadian sample of 

243 male and female high school students yielded reliability coefficients, 

across the 16 personality factors, between 0.75 and 0.92 with an average 

coefficient of 0.83 (IPAT, 1986). The short-interval reliability (1-2 week 

interval) coefficients, calculated using an American sample of 79 employment 

counsellors and 67 undergraduate students, ranged between 0.61 and 0.83 

with an average coefficient of 0.74 (IPAT, 1986). Based on a study of 373 

public safety officers long-interval reliability (20 month interval) coefficients 

were reported for the 16PF Form A, ranging between 0.44 and 0.69 with an 

average coefficient of 0.54 (IPAT, 1986). 

 

Procedure 

The data set, collated for the purposes of this study, was constructed 

from two databases maintained by the Human Resources Division of the 

organisation under study. The first database from which data was extracted, 

was the Human Resource Management System (HRMS). This system 

contains employee records including payroll information and employment 

history. A report was generated from the system for the purpose of gaining the 

names, biographical information (ie. gender, date of birth) and selected 

employment history (ie. date of appointment, employment status, separation 

date, reason for separation) of those police officers that commenced 

employment within the eight year study period. 
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Using the report described above, officers were selected for inclusion 

in one of two groups, the resignation or the employed group. The resignation 

group comprised all officers who were denoted in the HRMS report as having 

voluntarily resigned during the study period. Based on the gender and 

appointment date of the participants in the resignation group a comparison 

group of employed officers was then selected. Officers who remained 

employed with the organisation were randomly selected, within the constraints 

of the two criteria (ie. gender and date of appointment), for inclusion in the 

employed group. 

 

The second database from which data was collected, was the 

Recruiting Database. This database contained recruitment information relating 

to all applicants, post 1991, including psychological and cognitive abilities test 

data, interview ratings, educational and work experience ratings and physical 

abilities test scores. The names of participants selected for the study, using 

the method described above, were used to locate the 16PF records on the 

Recruiting Database. In the event that two records were found for a single 

participant the results of the most recent test administration was selected. 

 

The personality measure used in this study, that is the 16PF, was 

administered by the organisation under study as a component of the standard 

recruitment and selection process. A trained administrative assistant from the 

recruiting section was responsible for the administration of the 16PF and a 

number of cognitive abilities tests (PEAC, 1998). The administrator tests up to 

80 applicants per group testing session with the entire test battery taking 
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approximately 5 hours to complete (PEAC, 1998). On completion of the test 

battery all tests are computer scored and the results are subsequently 

recorded on the Recruiting Database. 

 

Despite the administration of the 16PF to police applicants, the results 

of the 16PF are not considered in the selection of police recruits. As such, no 

restriction of range problems are posed for this data set except for the 

commonality that all study participants undertook the test for the purpose of 

being selected as a police recruit. 
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Results 
 

Descriptive Statistics 

The following discussion presents a range of descriptive statistics 

based on the data examined in this study. Means, standard deviations and 

intercorrelations among all variables are provided for males and females 

separately (see Tables 7 and 8). 

 

An examination of mean scores revealed that both males and females 

scored highly on Factors C (affected by feelings versus emotionally stable), F 

(sober versus happy-go-lucky), G (expedient versus conscientious), H (shy 

versus venturesome) and Q3 (undisciplined versus controlled). Conversely, 

low mean scores were found on Factors I (tough-minded versus tender-

minded), L (trusting versus suspicious), O (placid versus apprehensive), Q1 

(conservative versus experimenting) and Q4 (relaxed versus tense). As such, 

the sample was characterised as emotionally stable, happy-go-lucky, 

conscientious, venturesome, controlled, tough-minded, trusting, placid, 

conservative and relaxed. 

 

Moderate correlations were found, for both males and females, 

between Factor O (placid versus apprehensive) and Factor Q4 (relaxed 

versus tense) and Factor C (affected by feelings versus emotionally stable) 

and Factor Q4 (relaxed versus tense). For males only, a moderate correlation 

was also found between Factor C (affected by feelings versus emotionally 

stable) and Factor O (placid versus apprehensive). For females only, 
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moderate correlations were found between Factor Q3 (undisciplined versus 

controlled) and Factors C (affected by feelings versus emotionally stable) and 

G (expedient versus conscientious) and between Factor F (sober versus 

happy-go-lucky) and Factor H (shy versus venturesome). For the male 

sample, the personality factor that correlated most highly with turnover was 

Factor I (tough-minded versus tender-minded) while for the female sample 

Factors G (expedient versus conscientious) and M ( practical versus 

imaginative) had the highest correlations with turnover. 
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Table 7 

Descriptive Statistics and Correlations for the Male Sample (n = 362) 
Variable A B C E F G H I L M N O Q1 Q2 Q3 Q4 TO 

Factor A --                 
Factor B .00 --                
Factor C .15** .02 --               
Factor E -.02 .17** -.07 --              
Factor F .15** .05 .02 .32** --             
Factor G .24** .06 .20** -.09 -.09 --            
Factor H .33** .10 .36** .29** .34** .21** --           
Factor I .14** .02 -.13* -.05 .03 .01 .09 --          
Factor L -.06 -.01 -.37** .30** .20** -.12* -.02 .01 --         
Factor M .03 .11* .19** .06 -.09 -.04 .14** .17** -.22** --        
Factor N -.06 -.04 -.00 -.20** -.17** .01 -.07 -.06 -.05 -.12* --       
Factor O -.14** -.04 -.52** .04 -.02 -.20** -.37** .12* .36** -.30** .05 --      
Factor Q1 -.20** -.17** -.12* .34** .15** -.26** -.04 -.05 .21** .05 -.11* .10 --     
Factor Q2 -.39** .05 -.13* .03 -.23** -.17** -.35** -.09 .05 .11* .04 .16** .21** --    
Factor Q3 .13 -.02 .35** -.25** -.24** .48** .16** -.07 -.36** .08 .18** -.33** -.32** -.08 --   
Factor Q4 -.24** .04 -.63** .20** .03 -.35** -.37** .08 .42** -.21** -.07 .51** .26** .24** -.48** --  
Turnover .01 .02 -.03 .01 -.08 .02 .09 .16** -.02 .05 -.02 -.05 -.03 -.09 .07 -.04 -- 

M 12.20 8.18 20.27 13.76 17.37 15.40 19.48 8.42 5.17 12.29 9.13 6.04 7.64 8.11 16.67 5.80 -- 
SD 3.19 1.96 3.28 3.37 3.56 2.69 4.07 3.04 2.95 3.32 2.47 3.43 2.90 3.07 2.62 4.16 -- 

Note. Factor A = Reserved vs outgoing; Factor B = Less intelligent vs more intelligent; Factor C = Affected by feelings vs emotionally stable; Factor E = Humble vs assertive; 
Factor F = Sober vs happy-go-lucky; Factor G = Expedient vs conscientious; Factor H = Shy vs venturesome; Factor I = Tough-minded vs tender-minded; Factor L = Trusting 
vs suspicious; Factor M = Practical vs imaginative; Factor N = Forthright vs shrewd; Factor O = Placid vs apprehensive; Factor Q1 = Conservative vs experimenting; Factor Q2 
= Group-dependent vs self-sufficient; Factor Q3 = Undisciplined vs controlled; Factor Q4 = Relaxed vs tense. 
*p < 0.05.  **p < 0.01. 
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Table 8 

Descriptive Statistics and Correlations for the Female Sample (n = 198) 
Variable A B C E F G H I L M N O Q1 Q2 Q3 Q4 TO 

Factor A --                 
Factor B -.01 --                
Factor C .30** .14 --               
Factor E .19** .10 .09 --              
Factor F .23** -.07 .16* .32** --             
Factor G .17* -.05 .45** .02 .12 --            
Factor H .35** -.01 .44** .40** .56** .27** --           
Factor I -.22** .18** -.10 -.20** -.07 -.06 -.06 --          
Factor L -.18* .01 -.35** .21** .17* -.18** -.06 -.07 --         
Factor M .02 .16* .30** .08 .06 .17* .28** .27** -.17* --        
Factor N .02 .10 .13 -.21** -.13 .15* -.15* .15* -.14* .09 --       
Factor O -.25** .03 -.40** .13 .01 -.10 -.28** .20** .29** -.25** .02 --      
Factor Q1 -.13 .01 -.18* .23** .07 -.26** -.04 .02 .22** .08 -.15* -.09 --     
Factor Q2 -.23** .17* -.04 .01 -.17* -.14* -.24** .25** .06 .14* .15* .08 .11 --    
Factor Q3 .28** .06 .59** -.03 .06 .54** .33** .00 -.31** .24** .15* -.31** -.28** -.06 --   
Factor Q4 -.20** .01 -.57** .01 -.01 -.32** -.33** .19** .45** -.22** .01 .61** .13 .18** -.45** --  
Turnover -.02 -.05 -.09 -.09 .02 -.15* .06 .05 -.01 .15* .00 -.04 -.11 -.06 -.05 -.03 -- 

M 12.95 8.07 20.22 12.87 18.03 15.32 19.46 10.97 4.98 12.22 8.92 6.18 7.40 7.43 16.47 6.35 -- 
SD 3.05 1.92 3.49 3.38 3.60 2.82 4.50 3.18 2.86 3.61 2.37 3.36 2.41 2.88 2.99 4.11 -- 

Note. Factor A = Reserved vs outgoing; Factor B = Less intelligent vs more intelligent; Factor C = Affected by feelings vs emotionally stable; Factor E = Humble vs assertive; 
Factor F = Sober vs happy-go-lucky; Factor G = Expedient vs conscientious; Factor H = Shy vs venturesome; Factor I = Tough-minded vs tender-minded; Factor L = Trusting 
vs suspicious; Factor M = Practical vs imaginative; Factor N = Forthright vs shrewd; Factor O = Placid vs apprehensive; Factor Q1 = Conservative vs experimenting; Factor Q2 
= Group-dependent vs self-sufficient; Factor Q3 = Undisciplined vs controlled; Factor Q4 = Relaxed vs tense. 
*p < 0.05.  **p < 0.01. 
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Stage One Analysis 

T-tests. A number of t-tests were conducted for the purpose of examining 

whether a modal police personality exists, that is, does the police population 

examined in this study differ from the general population. Given the number of t-

tests that were conducted, 16 in total, a Bonferroni correction (Shaffer, 1995) was 

applied to control for Type 1 error. As such, a significance level of 0.05/16, that is 

0.003, was applied. Means obtained for the employed police group on each of 

the personality factors were compared with general population norms as reported 

by Cattell et al. (1970). 

 

As evidenced in Table 9, all mean comparisons between the general 

population and the employed police group were significant (p < 0.001). The 

results indicated that police compared to the general population were more: 

outgoing, intelligent, emotionally stable, assertive, happy-go-lucky, conscientious, 

venturesome, tough-minded, trusting, practical, forthright, placid, conservative, 

group-dependent, controlled and relaxed. 
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Table 9 

General Population and Police Comparison: T-test Results and Means 

 Norm Police  
 

Variable 
 

 
M 

 
SD 

 
M 

 
SD 

 
pa 

 
Reserved Versus Outgoing (A) 

 
10.75 

 
3.25 

 
12.47 

 
3.16 

 
<.001 

 
Less intelligent Versus More 

intelligent (B) 

 
 

7 .04 

 
 

2.17 

 
 

8.14 

 
 

1.95 

 
 

<.001 
 

Affected by feelings Versus 
Emotionally stable (C) 

 
 

16.07 

 
 

4.07 

 
 

20.25 

 
 

3.36 

 
 

<.001 
 

Humble Versus Assertive (E) 
 

12.08 
 

4.30 
 

13.44 
 

3.40 
 

<.001 
 

Sober Versus Happy-go-lucky (F) 
 

13.86 
 

4.25 
 

17.60 
 

3.58 
 

<.001 
 

Expedient Versus Conscientious 
(G) 

 
13.08 

 
3.39 

 
15.37 

 
2.73 

 
<.001 

 
Shy Versus Venturesome (H) 

 
13.85 

 
5.50 

 
19.47 

 
4.22 

 
<.001 

 
Tough-minded Versus Tender-

minded (I) 

 
 

11.18 

 
 

4.05 

 
 

9.32 

 
 

3.32 

 
 

<.001 
 

Trusting Versus Suspicious (L) 
 

6.80 
 

3.42 
 

5.11 
 

2.92 
 

<.001 
 

Practical Versus Imaginative (M) 
 

13.08 
 

3.79 
 

12.27 
 

3.43 
 

<.001 
 

Forthright Versus Shrewd (N) 
 

9.80 
 

2.94 
 

9.06 
 

2.43 
 

<.001 
 

Placid Versus Apprehensive (O) 
 

10.09 
 

4.12 
 

6.09 
 

3.40 
 

<.001 
 

Conservative Versus 
Experimenting (Q1) 

 
 

8.59 

 
 

3.16 

 
 

7.55 

 
 

2.74 

 
 

<.001 
 

Group-dependent Versus  
Self-sufficient (Q2) 

 
 

10.23 

 
 

3.55 

 
 

7.87 

 
 

3.02 

 
 

<.001 
 

Undisciplined self-conflict Versus 
Controlled (Q3) 

 
 

12.89 

 
 

3.35 

 
 

16.60 

 
 

2.75 

 
 

<.001 
 

Relaxed Versus Tense (Q4) 
 

11.82 
 

4.85 
 

5.99 
 

4.15 
 

<.001 
 

Note. Police sample N = 280. 
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Stage Two Analysis 

Logistic Regression. Logistic regression analysis was used in this study. 

Logistic regression is used to predict group membership based on a set of 

continuous variables (Tabachnick & Fidell, 1996). Specifically, hierarchical 

logistic regression was performed. The first model included eight personality 

factors (ie. Factors A, C, G, H, I, O, Q3, Q4) and gender as predictors of group 

membership, that is membership of the resignation or employed group. The 

second model that was assessed included all eight factors, gender and the 

interaction between each personality factor and gender. Predictors were entered 

into the model at each stage using block entry given that no specific hypotheses 

were made regarding the importance or order in which predictors should enter 

the analysis (Tabachnick & Fidell, 1996). Analysis was performed using SPSS 

LOGISTIC, Version 10. 

 

A test of the first model with the nine predictor variables against the 

constant-only model was statistically reliable, χ2 (9, N = 560) = 21.92, p < 0.01, 

indicating that the predictors, as a set, reliably distinguished between participants 

who voluntarily resigned and stayed. 

 

Table 10 presents the regression coefficients, Wald statistics and odds 

ratios for each of the nine predictors. Based on the Wald criterion, Factor C 

(affected by feelings versus emotionally stable), z = 7.01, p< 0.01; Factor H (shy 
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versus venturesome), z = 4.17, p < 0.05; and Factor I (tough-minded versus 

tender-minded), z = 7.10, p < 0.01, reliably predicted employment status. 

 

Table 10 

Summary of Logistic Regression Analysis Predicting Employment Status 

Variable 
B SE Odds ratio Wald 

statistic 
 
Factor A 

 
-0.02 

 
0.03 

 
0.98 

 
0.41 

 
Factor C 

 
-0.09 

 
0.04 

 
0.91 

 
7.01** 

 
Factor G 

 
-0.06 

 
0.04 

 
0.94 

 
2.44 

 
Factor H 

 
0.05 

 
0.02 

 
1.05 

 
4.17* 

 
Factor I 

 
0.08 

 
0.03 

 
1.08 

 
7.10** 

 
Factor O 

 
-0.04 

 
0.03 

 
0.96 

 
1.33 

 
Factor Q3 

 
0.05 

 
0.04 

 
1.05 

 
1.59 

 
Factor Q4 

 
-0.04 

 
0.03 

 
0.96 

 
1.49 

 
Gender 

 
-0.16 

 
0.20 

 
0.86 

 
0.63 

Note. N = 560. Factor A = Reserved vs outgoing; Factor C = Affected by feelings vs emotionally 
stable; Factor G = Expedient vs conscientious; Factor H = Shy vs venturesome; Factor I = 
Tough-minded vs tender-minded; Factor O = Placid vs apprehensive; Factor Q3 = Undisciplined 
vs controlled; Factor Q4 = Relaxed vs tense. 
*p < 0.05, **p < 0.01 
 

The results for Factor C (affected by feelings versus emotionally stable) 

indicated that those employees who resign score lower on this factor. In 

comparison to those who remain employed by the organisation, those who resign 

are more affected by feelings than emotionally stable. The results for Factor H 

(shy versus venturesome) indicated that those employees who resign score 
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higher on this factor compared with those employees who remain with the 

organisation. Compared to employees who stay with the organisation, those 

employees who resign are more venturesome than shy. The results for Factor I 

(tough-minded versus tender-minded) indicated that those employees who resign 

compared to those who remain employed score higher on this factor. Compared 

to those who remain employed, those who choose to resign are more tender-

minded than tough-minded. 

 

The second step in the analysis involved adding the interaction variables, 

of personality factors by gender, to the model described above. After addition of 

the interaction variables into the model, χ2 (17, N = 560) = 26.80, p > 0.05. 

Comparison of log-likelihood ratios for the two models with and without gender 

interaction effects failed to show any reliable improvement in the model with the 

addition of the interaction effects, χ2 (8, N = 560) = 4.88, p > 0.05. Based on 

these results, it may be concluded that there is no support for the differential 

relationship between personality factors and voluntary resignation as a function 

of gender. 
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Discussion 
 

This study examined the relationship between recruitment information, 

specifically personality test data, and voluntary resignation. Two of the 

hypotheses that were generated were supported. The findings of this study 

supported hypothesis one, which stated that police officers that remain employed 

with the police organisation will have a personality profile that differs from that of 

the general population. Secondly, hypothesis two, which proposed that one or 

more of the eight identified personality characteristics would predict voluntary 

resignation was broadly supported. Specifically, hypotheses 2b and 2e were 

supported. It was found that employees who resign compared to those who 

remain, are more affected by feelings than emotionally stable and are more 

tender-minded than tough-minded. Hypothesis 2d was supported, in so far as the 

personality characteristic was predictive of voluntary resignation, however it was 

in the opposite direction to that predicted. Compared to the employed group, 

employees in the resignation group were more venturesome than shy. In 

response to the research question that was posed, regarding the impact of 

gender on the personality-turnover relationship, no evidence was found to 

suggest that differential predictive relationships exist between personality and 

voluntary resignation as a function of gender. 
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Hypotheses and Research Questions 

As indicated above, this study provided support for hypothesis one, police 

officers were found to have a personality profile that differed from the general 

population. The reason for testing this hypothesis rested in part, on the 

suggestion that the existence of a police personality makes personality a 

particularly relevant basis on which to examine how a lack of fit with the dominant 

organisational/occupational identity impacts on voluntary resignation. Reliance on 

existing research to support the claim of a distinct police personality was tenuous 

given that such research was primarily based on male dominated samples of 

United States police officers. The generalisability of this research to a gender 

mixed sample employed in an Australian policing context was untested. 

 

The findings of this study indicated that a gender mixed sample of police 

officers employed in an Australian police organisation have a personality profile 

that differs from the general population. The modal police personality, as found in 

this study, was characterised by the personality characteristics of 

warmheartedness, intelligence, emotional stability, assertiveness, being happy-

go-lucky, conscientiousness, venturesome, tough-mindedness, trusting, practical, 

forthright, unpertubed, conservative, group-oriented, controlled and relaxed. 

These characteristics are somewhat consistent with the findings of previous 

research. For example, studies conducted by Snibbe et al. (1975) and Topp and 

Kardash (1986) found that police compared to the general population were more 

emotionally stable, practical, conservative, relaxed, controlled and dominant. 
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Therefore, this study suggests that Australian police officers, similar to their 

United States counterparts, not only exhibit a personality profile that differs from 

the general population but also exhibit personality characteristics that are similar 

to those that have previously been found to be associated with the policing 

occupation.  

 

The findings of this study also support the general tenets of Schneider’s 

(1987) ASA framework and Holland’s (1997) theory of vocational interests. 

Although this study was not designed to test either of these theories, the findings 

are consistent with Schneider’s (1987) hypothesis that organisations, over time, 

develop modal personalities as a result of attracting, selecting and retaining 

individuals who have similar personality profiles. Similarly, the findings support 

the contention of Holland (1997) that occupations are characterised by distinct 

personality profiles.  

 

The second hypothesis examined in this study stated that eight personality 

characteristics, selected on the basis of previous research findings, would be 

predictive of voluntary resignation. Results supported this hypothesis finding that 

personality characteristics are predictive of voluntary resignation. Specifically, 

hypotheses 2b and 2e were supported. Male and female police officers who 

resigned from the organisation compared to those who remained employed, were 

more affected by feelings than emotionally stable and were more tender-minded 

than tough-minded. As stated earlier, hypothesis 2d was supported in so far as 
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the personality characteristic was predictive of voluntary resignation however 

contrary to expectations those who resigned compared to those who remained 

employed were more venturesome than shy. 

 

The finding that emotional stability is predictive of voluntary resignation is 

not surprising. Officers who are more affected by feelings are easily upset and 

perturbed. Given the demands of policing, for example, dealing with serious 

injuries and death in the case of motor vehicle accidents, it is not unreasonable 

to expect that officers who are more affected by feelings would become 

emotionally exhausted in such a role. Due to the emotional impact of policing 

these officers would seek to escape the situation. Furthermore, this finding is 

consistent with the findings reported earlier in respect to the distinctiveness of the 

police personality. As reported, the modal police personality compared to the 

general population was characterised as being more emotionally stable. Previous 

police research published by Topp and Kardash (1986) and Cortina et al. (1992) 

also supports this finding. Topp and Kardash (1986) found that those officers 

who did not complete academy training were less emotionally stable than those 

officers who remained. Similarly, Cortina et al. (1992) found that neuroticism was 

associated with employee exit. In respect to mainstream findings, Barrick and 

Mount (1996) and DeMatteo et al. (1991) both found that lower emotional stability 

was associated with attrition. 
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Support for hypothesis 2e, that officers who resigned are more tender-

minded than tough-minded, was expected given that tough-mindedness is 

characteristic of the modal police personality as reported here and in previous 

research (Snibbe et al., 1975; Topp & Kardash, 1986). A description of the 

personality factor of tough-mindedness is consistent with that expected of police 

officers. Police officers need to be practical, realistic, responsible and cynical 

(Cattell et al., 1970). Moreover, Cattell et al. (1970) reported that individuals who 

are more tender-minded than tough-minded dislike both crude people and rough 

occupations, two key features of the policing environment. 

 

The finding of this study, that those officers who resign from the police 

organisation are more venturesome than shy compared to officers who remain, 

supported the hypothesis that this personality characteristic would be predictive 

of voluntary resignation however the direction of this relationship was opposite to 

that expected. Furthermore, this finding is inconsistent with previous research 

findings and the modal police personality. As reported in previous research and 

found in this study, an examination of the modal police personality indicates that 

police officers are more venturesome than the general population. Similarly, in 

respect to the relationship between this personality characteristic and turnover, 

Topp and Kardash (1986) found that officers who were more venturesome are 

more likely to remain with the organisation. 
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An explanation for the inconsistency between the findings of this study 

and that of previous research may be that the possession of venturesome 

characteristics is a case of degree. An individual who is too venturesome, 

carefree and impulsive is not suitable in a rule-bound, para-military environment 

such as policing. Conversely, an individual who is too shy, withdrawn and overly 

cautious would not be compatible with general police duties. Police duties involve 

a high level of social interaction and the need to engage in uncertain and at times 

dangerous situations. As such, this finding may be suggesting that officers 

should not be at either extreme on this personality characteristic; they need to be 

more balanced. Furthermore, it is unlikely that the inconsistency found between 

the findings of this study and previous research is an artefact of the nationality of 

the sample population. The difference between findings does not appear to be 

related to the nationality of the sample population given that the modal police 

personality reported for this Australian police sample was similar to that found in 

previous United States research. 

 

As stated earlier, no evidence was found to support the proposition that 

gender affects the predictive relationship between personality characteristics and 

voluntary resignation. This research question was exploratory given that little 

research, mainstream or police specific, has examined the effect of gender on 

turnover, including the effect of gender on the personality-turnover relationship. 

The only research that provided some insight into gender differences in respect 

to the personality-turnover relationship was that reported by Cortina et al. (1992). 
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Cortina et al. (1992) found that the predictive relationship between personality 

and turnover was better for male compared to female officers. In light of the 

findings of this study then it may be concluded that the predictive relationship 

between personality characteristics and voluntary resignation is similar for both 

male and female officers. 

 

In conclusion, partial support was found for two of the hypotheses that 

were generated. A sample of male and female police officers employed in an 

Australian police organisation exhibited a personality profile that differed from the 

general population. Hypothesis two was broadly supported with three personality 

characteristics of the eight that were examined found to be predictive of voluntary 

resignation. Lastly, the relationship between personality characteristics and 

voluntary resignation was not affected by gender. 

 

Practical and Theoretical Implications of Study One 

The findings of this study have a number of theoretical and practical 

implications. The following discussion begins with an examination of the 

theoretical implications of the current study and secondly, examines the practical 

significance of the personality-turnover relationship in an organisational context. 

 

As discussed earlier, this program of research seeks to make three key 

advances to knowledge. It aims to develop organisationally specific, career stage 

and gender based models of employee turnover. Furthermore, this research 
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program addresses a number of limitations that have plagued existing police 

research, resulting in limitations to its usefulness and generalisability. The 

following discussion begins with an examination of the contribution that the 

current study makes in addressing the three key aims of the research program. 

 

In respect to the development of organisationally specific models of 

employee turnover, it was argued that a better understanding of employee 

turnover may be achieved though the identification and study of turnover 

antecedents that are relevant to the organisational context. As such, this study 

focused on the relationship between personality and voluntary resignation given 

that personality is particularly relevant to the policing context. It may be 

concluded, based on the findings of this study, that future theory development 

and empirical research relating to police turnover needs to include personality as 

a key antecedent of voluntary resignation. This is important given that 

personality, despite its particular relevance to policing contexts, has been largely 

overlooked in terms of its relationship with turnover. Furthermore, within 

mainstream literature, personality was until recently, relegated to the research 

wilderness within organisational behaviour literature, and in particular in respect 

to its relationship with turnover (Day et al., 1998; George, 1992; Griffeth & Hom, 

1988; Hom & Griffeth, 1995).  

 

A second key area that is addressed in the current research program 

relates to the impact of career stage on turnover. This study was designed to 
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study turnover at the earliest tenure point, the recruitment stage. It was proposed 

that relevant information may be gained at the recruitment stage that would 

assist in the identification of those individuals who may be more likely to leave 

the organisation sometime in the future. This study has demonstrated that 

recruitment information, specifically personality data is useful in predicting future 

turnover behaviour, in particular voluntary resignation. This finding suggests that 

future theorising model development relating to the prediction of turnover at the 

time of recruitment should include personality as a key antecedent. Given that 

this study was exclusively conducted with police officers further research is 

needed to confirm whether personality is also relevant to predicting turnover in 

other populations, particularly those which have less distinctive personality 

profiles. 

 

Thirdly, this research program argues that further research is needed in 

respect to the impact of gender on the employee turnover process and specific 

predictor-turnover relationships. As discussed in Chapters Two and Three, 

mainstream and police specific research has traditionally relied on male-

dominated sample populations and in studies that have included a gender-mixed 

population, gender has not generally been examined (Rosin & Korabik, 1991). 

The findings of this study indicate that gender does not affect the relationship 

between personality and turnover. From a theoretical perspective, this study 

indicates that a single model of turnover that is constructed based on recruitment 
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information, specifically personality data, accurately captures the predictive 

personality-voluntary resignation relationship for male and female officers.  

 

Lastly, a key aim of the current research program is to address those 

limitations that have plagued existing police research. As discussed previously, a 

major limitation of police turnover research is the lack of research attention that it 

has attracted. Therefore, this study represents an important contribution to 

knowledge given that it contributes to an area that has to date, been largely 

neglected. Secondly, this study overcomes two key issues that have limited the 

generalisability of existing police research, specifically the predominant use of 

police officers employed in United States police organisations and the use of 

relatively small sample populations. This study broadens current understanding 

of police turnover by conducting a study of Australian police officers. 

Furthermore, the use of a relatively large sample size, compared to previous 

research, broadens the confidence with which these study findings may be 

generalised to the population. Lastly, this study clearly defined the type of 

turnover that was study, that is, actual voluntary resignation. As discussed 

earlier, a large proportion of turnover studies fail to specify the particular type of 

turnover that is studied. This is a problem given that research has demonstrated 

that differing forms of turnover represent distinct concepts (Abelson & Baysinger, 

1984; Campion, 1991; Griffeth & Hom, 2001; James & Hendry, 1991; Shaw et 

al., 1998). 
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The preceding discussion examined the advances to knowledge that have 

been made by this study in respect to the broader turnover literature and 

examined the limitations of existing research that were addressed. The following 

discussion focuses on the practical significance of the findings of this study to 

organisations, specifically police organisations. 

 

A key practical implication of the findings of this study involves its 

usefulness in the recruitment selection process. This study found that a number 

of personality characteristics are predictive of voluntary employee exit. As such, 

this information may be used in the selection process for the purpose of 

identifying individuals who may be at a greater risk of leaving the organisation. 

Using personality data to identify individuals who may subsequently exit the 

organisation is particularly important to police organisations given the significant 

costs, as discussed earlier, associated with training police recruits and the value 

of policing experience. Furthermore, the findings of this study also have practical 

implications in respect to managing existing employees. By understanding how 

personality is associated with voluntary resignation, this information may be used 

for career development and guidance purposes within the organisation. Lastly, 

this study indicates that recruitment information, specifically personality data, 

should be interpreted in a similar way for both male and female applicants. The 

same decision rules should be applied given that the same personality 

characteristics are predictive of both male and female resignation. 
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In summary, this study has made a number of important contributions to 

the overall research program agenda being pursued in this thesis. This study 

contributes to existing knowledge on employee turnover, specifically police 

turnover, by examining the personality-turnover relationship within an 

organisationally specific environment, at a distinct career stage and through its 

assessment of the impact of gender. Furthermore, this study has addressed a 

number of limitations of existing research. Lastly, the findings of this study have 

significant practical implications for police organisations including, reducing the 

financial cost of turnover through the early identification of employee who are 

likely to leave the organisation and providing guidance on the interpretation of 

personality data within the recruitment context. 

 

Limitations of Study One and Directions for Future Research 

As discussed earlier, this study sought to overcome a number of 

limitations of existing research. It should be acknowledged however that this 

study is not without its own limitations. The following discussion examines the 

limitations of this study and in light of these limitations, provides a number of 

suggestions for future research. 

 

This study is limited given that it was confined to the study of a single, 

Australian police organisation. In order to ascertain the generalisability of these 

findings future research should study another Australian police organisation 

and/or conduct a study across organisations. Furthermore, the study was 
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restricted in respect to the time period over which the study was conducted. The 

study analysed personality data collected from officers who had up to eight years 

tenure with the organisation. This restriction existed given that personality testing 

was not instituted until eight years prior to the study being conducted. Although 

this study, in comparison to prior research, represented a relatively long study 

period, future researchers may wish to test the ability of personality to predict 

resignation over a longer time period. Lastly, the purpose of this study was to 

examine the predictive relationship between personality and turnover within a 

police organisation. Future research should however be conducted in diverse 

organisations, particularly those who may have less distinctive modal 

personalities, in order to assess the generalisability of this relationship across 

contexts. 

 

In conclusion, this study has informed the overall research program 

though the study of predictors of employee turnover collected at the earliest 

stage of organisational tenure, the recruitment stage. It has overcome a number 

of limitations have to date plagued police research and has advanced theoretical 

and practical knowledge of turnover within police organisations. Specifically, it 

has addressed the three key aims of the research program by studying an 

organisationally specific population, at a distinct career stage and assessing the 

impact of gender on a specific predictor-turnover relationship. 
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CHAPTER NINE 

Study Two: Turnover Intentions of Police Officers across the First Year of 
Employment 

 

This chapter presents the second study, in the series of three studies, 

undertaken for the purpose of examining the process of police turnover 

processes within an Australian police organisation. The purpose of this study is 

to explore the turnover intention process of police recruits across the first year of 

their employment with the police organisation. Based on socialisation literature 

discussed in Chapter Six, the following study develops and tests three turnover 

intention models for each of the three stages of police socialisation proposed by 

Bennett (1984). The models are developed for the purpose of examining the 

process of turnover intention at distinct stages across the first year of 

employment. Furthermore, the impact of gender on turnover intention processes 

is assessed. 

 

Introduction to Study Two 

The following discussion achieves a number of aims. Firstly, the three 

models that are tested in this study are presented and the theoretical and 

empirical foundations of the current study are discussed. Those factors that are 

relevant to understanding police officers’ intention to turnover within the first year 

of employment with the police organisation are identified. Furthermore, the need 

to study the impact of socialisation stage and gender on the process of turnover 

intention is examined. Thirdly, the general design of the current study and its 
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contribution to existing mainstream and police specific turnover literature is 

discussed. Lastly, the specific aims, hypotheses and research questions that 

guide the current study are articulated. 

 

The Development of an Intention to Turnover Model for First Year Police Officers 

The following discussion presents a brief review of existing literature and 

research pertaining to employee turnover. The purpose of this discussion is to 

articulate the basis on which factors have been chosen for inclusion in the 

turnover intention models that are developed and tested in the current study. The 

factors that are chosen are clearly based on the findings of mainstream and 

police specific turnover research. The discussion begins with the presentation of 

the three models that are tested in this study. 

 

Three models of turnover intention have been developed. These models 

examine turnover intention processes at three distinct phases across the first 

year of employment within an Australian police organisation. As will be explored 

later, the three distinct stages of employment align with the three stages of police 

socialisation proposed by Bennett (1984), that is the anticipatory, formal and 

informal stages of socialisation. The anticipatory stage occurs prior to joining the 

organisation, the formal stage occurs during academy training and the informal 

stage of socialisation occurs upon entering the mainstream police organisation 

(Bennett, 1984). For the purpose of clarity, the three models that are tested in 

this study are figuratively depicted in Figures 10, 11 and 12, below. 
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Figure 10. Hypothesised model of turnover intention at time one 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 11. Hypothesised model of turnover intention at time two 
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Figure 12. Hypothesised model of turnover intention at time three 
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facet-specific job satisfaction is included in the time three model. Met 

expectations is included in the time three model only. 

 

Job Satisfaction and Organisational Commitment. Mainstream research 

has generally found that job satisfaction and organisational commitment are key 

predictors in the turnover process, demonstrating negative relationships with 

turnover intention and actual turnover (Cotton & Tuttle, 1986; Griffeth et al., 2000; 

March & Simon, 1958; Mobley, 1977; Mobley et al., 1979, 1982; Porter & Steers, 

1973; Price, 1981, 1986; Steers & Mowday, 1981). More specifically, mainstream 

research has found that satisfaction with the work itself, supervision, co-workers 

and promotional opportunities are linked to employee turnover while the 

relationship between turnover and satisfaction with pay is more ambiguous 

(Cotton & Tuttle, 1986; Griffeth et al., 2000). As will be discussed later, job 

satisfaction and organisational commitment are positively associated with 

person-organisation and person-job fit (Ostroff & Rothausen, 1997; Saks & 

Ashforth, 1997; Tinsley, 2000; Van Vianen, 2000). 

 

Police research examining the relationships between turnover and overall 

job satisfaction and organisational commitment has been mixed (Beck & Wilson, 

1997; DeLey, 1984; Fielding & Fielding, 1987; Harris & Baldwin, 1999; James & 

Hendry, 1991; Koslowsky, 1991; Linden, 1985; McElroy et al., 1999; Poole & 

Pogrebin, 1988; Seagram & Stark-Adamec, 1992, Sparger & Giacopassi, 1983; 

Ward, 1989). As noted in Chapter Five, evidence supports the notion that these 
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relationships may differ as a function of the nationality of the sample population. 

While studies conducted with Australian police have found that overall job 

satisfaction and organisational commitment are not strongly associated with 

police turnover, studies primarily conducted with United States police samples 

support this relationship (Beck & Wilson, 1997; James & Hendry, 1991; 

Koslowsky, 1991; McElroy et al., 1999). Police research examining facet specific 

job satisfaction has found, similar to mainstream research, that satisfaction with 

promotion and satisfaction with supervision are negatively related to turnover 

(Beck & Wilson, 1997; DeLey, 1984; Harris & Baldwin, 1999; James & Hendry, 

1991; Linden, 1985; McElroy et al., 1999; Sparger & Giacopassi, 1983). While 

mainstream research has found an ambiguous relationship between turnover and 

satisfaction with pay, police research generally supports a negative predictive 

relationship (Harris & Baldwin, 1999; Linden, 1985). Given the limited research 

that has examined the relationships between turnover and satisfaction with the 

work itself and satisfaction with co-workers, the translatability of mainstream 

research findings to the policing context is difficult to determine. 

 

As noted earlier, organisational commitment propensity or actual 

organisational commitment is included in all three turnover intention models 

tested in this study. Organisational commitment propensity is included at time 

one given that research has demonstrated that employees may commit to the 

organisation prior to joining (Lee, Ashford, Walsh & Mowday, 1992). 

Organisational commitment propensity was therefore measured at time one 
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given that recruits were engaged in their first day of employment with the police 

organisation and as such, had not had any direct experience with the 

organisation. The relationships between organisational commitment propensity, 

turnover predictors and turnover are similar to that demonstrated by actual 

organisational commitment (Lee et al., 1992). 

 

It should also be noted that different forms of job satisfaction were 

measured across time. Job satisfaction was not measured at time one given that 

recruits were engaged in their day of employment and as such, would be difficult 

for them to speculate about their satisfaction with specific aspects of the job. 

Overall job satisfaction was measured at time two and a facet specific job 

satisfaction measure was administered at time three. An overall measure of job 

satisfaction was used at time two given that individuals had, at this stage, only 

experienced the academy environment. It was determined, given the limited 

experience of respondents with specific facets of the job, an overall satisfaction 

measure would be more appropriate. As indicated, the third questionnaire that 

was administered at time three measured facet specific job satisfaction. At this 

time respondents had six months policing experience and as such, were in a 

position to make a determination regarding their satisfaction levels with specific 

aspects of the job. 

 

Met Expectations. Mainstream research has generally demonstrated that 

met expectations are positively associated with job satisfaction and 
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organisational commitment and are negatively related to turnover (Cotton & 

Tuttle, 1986; Griffeth et al., 2000). Furthermore, these variables have been 

included across a number of process models of turnover (Porter & Steers, 1973; 

Steers & Mowday, 1981). Research has found when employees’ whose 

expectations regarding the job and organisation are not met by the organisation 

they are more likely to report negative job attitudes and are subsequently more 

likely to leave the organisation (Cotton & Tuttle, 1986; Griffeth et al., 2000; Porter 

& Steers, 1973; Steers & Mowday, 1981). 

 

As discussed in Chapter Five, police researchers have shown limited 

interest in the role of met expectations in the police turnover process. The limited 

body of research that does exist, two identified studies have produced 

contradictory findings. Linden’s (1985) study of RCMP officers was supportive of 

mainstream research while Harris and Baldwin’s (1999) study of United States 

police officers found that perceived congruency between expectations and reality 

was not significantly related to resignation. As such, the role of met expectations 

in respect to police turnover processes is unable to be determined. Further 

research is needed in order to clarify its importance to understanding police 

turnover. 

 

Within the current study, met expectations is included in model three. Met 

expectations is included in model three only given that the measure of met 

expectations that was used required pre and post measures to be administered. 
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Expectations were measured at time one while actual experiences were collected 

at time three. 

 

The preceding discussion identified those variables that warrant inclusion 

in the current study. These variables warrant inclusion due to their consistent and 

strong relationship with turnover across mainstream research and theorising. The 

following discussion examines two key variables that have been identified as 

particularly relevant to understanding police specific turnover, namely person-

organisation fit and person-job fit. 

 

Person-organisation and Person-job Fit. It was proposed in Chapter Six, 

that person-organisation and person-job fit are particularly relevant to 

understanding police turnover. It was concluded that person-organisation and 

person-job fit are particularly relevant to police organisations and specifically 

police turnover given the nature of the police environment. The police 

environment is one that is characterised by a very definite organisational identity 

(Bahn, 1987). This identity is taught to new members, perpetuated throughout 

the organisation using socialisation practices and is strongly held by its members 

(Bahn, 1987; Bennett, 1984; Brown & Campbell, 1995; Fielding & Fielding, 1987). 

As such, it was concluded that person-organisation and person-job fit are 

particularly relevant to police turnover as the strength of the police identity may 

serve to heighten the requirement of the individual to ‘fit’ into the organisation 

and its assigned roles, that is the job of a police officer. 
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Mainstream research has generally been supportive of the relationship 

between fit and behavioural and affective outcomes, including job satisfaction, 

organisational commitment, intention to turnover and actual turnover (Hesketh & 

Myors, 1997; Ostroff & Rothausen, 1997; Saks & Ashforth, 1997; Tinsley, 2000; 

Van Vianen, 2000). Studies have shown that congruency or match between the 

employee and their job and/or organisation results in positive outcomes, such as 

higher levels of job satisfaction, greater organisational commitment and 

decreased intention to turnover (Hesketh & Myors, 1997; Ostroff & Rothausen, 

1997; Saks & Ashforth, 1997; Tinsley, 2000; Van Vianen, 2000). 

 

Despite the apparent relevance of person-organisation and person-job fit 

to understanding police turnover little research has examined the role that these 

variables play in the turnover process of police officers. It has been concluded, 

with the exception of those studies that have examined the relationship between 

personality and turnover, that no other police studies have examined person-

organisation and/or person-job fit. In light of the relevance of person-organisation 

and person-job fit to police organisations and based on the findings of the 

preceding study that found that personality, a quasi measure of fit, predicts 

voluntary turnover in an Australian police organisation, further research is 

warranted. In particular, research that examines the relationship between fit and 

predictors of turnover, such as job satisfaction and organisational commitment is 

needed. As depicted in Figures 10, 11 and 12, person-organisation and person-

job fit are included in all three models that are tested in the current study. 
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The preceding discussion, based on a review of mainstream and police 

specific literature, identified those variables that are proposed as relevant to 

understanding turnover intention process of police officers within their first year of 

employment. On the basis of this review, the models depicted in Figures 10, 11 

and 12 above, were developed. 

 

Model one, as depicted in Figure 10, hypothesises that turnover intention 

is predicted by organisational commitment propensity, which in turn is predicted 

by the two fit variables, person-organisation fit and person-job fit. The two fit 

variables are allowed to covary, given their expected high correlation.  

 

Model two, as depicted in Figure 11, hypothesises that that turnover 

intention is predicted by organisational commitment and overall job satisfaction, 

which in turn is predicted by the two fit variables, person-organisation fit and 

person-job fit. Again, the two fit variables were allowed to covary, as were 

organisational commitment and job satisfaction, given their expected high 

correlation.  

 

Model three, as depicted in Figure 12, hypothesises that turnover intention 

is predicted by organisational commitment and job satisfaction, which is in turn 

predicted by the two fit variables, person-organisation fit and person-job fit, and 

met expectations. The two fit variables and met expectations were allowed to 

covary, as were organisational commitment and job satisfaction. 
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Effect of Socialisation Stage and Gender on the Intention to Turnover Process 

Across the First Year of Employment 

The preceding discussion identified those variables that are included in the 

three turnover intention models tested in this study. In light of the identification of 

these variables, the following discussion considers the need to study police 

officers within the first year of employment using Bennett’s (1984) theory of 

police socialisation. Furthermore, the need to study the impact of gender on 

turnover intention processes of police is discussed. 

 

Socialisation Stage. As discussed in Chapter Six, a specific framework for 

understanding the process of police socialisation was proposed by Bennett 

(1984). Bennett’s (1984) theory contends that the socialisation process of police 

may be viewed as a three stage process, including anticipatory, formal and 

informal stages. Anticipatory socialisation occurs prior to joining the organisation 

when recruits gather information from media, relatives, friends and members of 

the police organisation (Bennett, 1984). This is the first exposure that recruits 

have to the values and attitudes that are associated with the police job and 

organisation. Formal socialisation occurs at the police academy. During recruit 

training new recruits are explicitly taught the attitudes and values that 

characterise police officers. The last stage, informal socialisation, occurs once 

recruits begin work as police officers in the field. The informal socialisation stage 

involves the transmission of peer values. Peer values may reinforce or slightly 
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alter the official, organisationally endorsed values of police work that were 

espoused during academy training (Bahn, 1987; Bennett, 1984). 

 

It was determined that three models, based on the three stages of 

socialisation proposed by Bennett (1984), should be developed and tested in the 

current study given that the first year of employment for police officers is 

characterised by an unfolding process of learning about and fitting into the job 

and organisation. Unlike other organisations, police recruits are largely 

quarantined from the ‘real’ organisation for the first six months of their 

employment. As such, it is largely unknown whether turnover intention processes 

are similar across the first year. It may be that the context and stage at which 

recruits/officers are currently engaged influences the process of turnover. Given 

this, while the main aim of the current study is to examine intention to turnover 

processes at an early career stage, that is within the first year of employment, 

this study also investigates the similarities across turnover intention processes at 

distinct stages within the first year. Due to the lack of research that has 

specifically examined turnover intention and its predictors within the first year of 

employment within a police organisation and more specifically, at each stage of 

socialisation, it is difficult to draw definitive predictions regarding the effect of 

socialisation on intention to turnover processes. Therefore, this study provides an 

exploratory examination of the effect of socialisation stage on turnover intention 

and its predictors using a sample of Australian police officers. 
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Gender. Based on evidence presented in Chapter Two, it was argued that 

future research efforts aimed at modelling intention to turnover processes need 

to consider the impact of gender. To date, mainstream research has primarily 

examined the effect of gender on turnover rates with more limited research 

exploring the impact of gender on predictor-turnover relationships (Lyness & 

Judiesch, 2001; Rosin & Korabik, 1995; Weisberg & Kirschenbaum, 1993). 

Similarly, police researchers have expended little research effort in respect to 

understanding the impact of gender on police turnover processes. 

 

Mainstream research investigating gender and turnover has been largely 

confined to the study of the effect of gender on turnover rates (Lyness & 

Judiesch, 2001). Although few mainstream studies have examined the effect of 

gender on antecedents of turnover and the differential strength of predictor-

turnover relationships the results of these studies are encouraging. For example, 

studies have found that different facets of job satisfaction predict turnover 

intentions of male and female employees (McNeilly & Goldsmith, 1991; 

Sicherman, 1996) and the strength of the relationship between organisational 

commitment and turnover intentions differs as a function of gender (Chen & 

Francesco, 2000; Russ & McNeilly, 1995). 

 

In respect to police specific research, the majority of police turnover 

studies have either employed male-dominated samples or when a more gender-

balanced design has been used the study has generally failed to directly 
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compare the male and female experience. The findings of the few studies that 

have considered gender have been promising. Results of these studies suggest 

that gender may affect reasons for leaving the organisation, turnover correlates 

and turnover rates (Cortina et al., 1991; Fielding & Fielding, 1987; Fry, 1983; 

Linden, 1985; Martin, 1990; Seagram & Stark-Adamec, 1992). As with 

mainstream findings, although definitive conclusions regarding the impact of 

gender on police turnover processes are unable to be drawn, preliminary 

evidence supports its continued study. 

 

The preceding discussion indicates that future turnover research, 

particularly that which is conducted within the policing context, needs to consider 

the impact of gender on intention to turnover processes. In summary, given the 

paucity of research that has examined the impact of gender, it is difficult to make 

specific predictions regarding the impact of gender on specific pathways in an 

intention to turnover model. Similar to the study of socialisation stage in respect 

to turnover intention the current study represents a largely exploratory analysis. 

 

General Design of Study and its Contribution to Current Literature 

The following discussion begins with an explanation of the general design 

of the current study. Furthermore, the contribution that the current study makes 

to existing employee turnover literature is examined. 
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The main purpose of the current study is to examine turnover intention 

processes of police officers engaged in their first year of employment with an 

Australian police organisation. In order to achieve this aim, three models of 

turnover intention have been developed which parallel the three stages of police 

socialisation proposed by Bennett (1984). Three models are developed and 

tested in order to provide a more detailed understanding of turnover intention 

processes than would be achieved through the study of one process model at 

one discrete time period. Furthermore, this study investigates the impact of 

gender on intention to turnover processes at each of the three distinct phases of 

employment that are studied. 

 

In order to achieve the aims identified above, the turnover intention 

models that have been developed for each specific socialisation stage are initially 

tested with gender specific samples of male only and female only recruits. The 

models are tested firstly with gender specific samples in order to determine 

whether the models that have been developed provide an adequate explanation 

of the turnover intention process. Once a good fitting model has been achieved, 

multiple group structural equation modelling (multiple group SEM) may be 

performed. It is important to firstly examine the models separately for males and 

females given that multiple group SEM analysis statistically tests the equality of 

pathways in the model and as such is not concerned with the overall fit of the 

model. In this study, multiple group SEM tests whether pathways within the 

model are equal across male and female sample populations. Based on multiple 
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group SEM analysis it may be determined whether the same turnover intention 

model is appropriate for understanding the turnover intention process of both 

males and females. Given that it was determined that different predictors of 

turnover intention were related to turnover intention according to socialisation 

stage different models of turnover intention were developed. As such, models 

were not able to be statistically compared using multiple group SEM analysis. 

However, qualitative conclusions may be drawn for the purpose of determining 

the impact of socialisation stage on turnover intention processes across the first 

year of employment. 

 

The preceding discussion has presented the general design of the current 

study. A further aim of this discussion is to articulate the contribution that the 

current study makes to existing bodies of mainstream and police specific 

literature and hence, to the overarching aims of the current research program. 

The following discussion asserts that the current study achieves the three main 

objectives of the current research program. The current study develops 

organisationally specific models of turnover intention that include organisationally 

relevant turnover predictors, it considers the impact of gender on turnover 

intention processes and it focuses on understanding turnover intention at a 

specific career stage, that is the first year of employment. Moreover, this study 

contributes to existing research by addressing a number of methodological 

issues that have to date, limited the generalisability and usefulness of past police 

research studies. 



 240

It was argued in Chapter Two, that the aim of many employee turnover 

models to make predictions for all individuals, at all times and across all places 

(Lee & Mowday, 1987) is flawed. A number of studies have demonstrated that 

organisational context effects the process of turnover and as such, the 

inconsistencies that have been evidenced across turnover studies may be largely 

attributed to the effect of organisational context (Dalessio et al., 1986; Griffeth et 

al., 2000; Hom et al., 1992; Mowday et al., 1984). Along with other researchers in 

this field, it is proposed that advancements to existing knowledge of turnover 

processes necessitate the development and testing of models that are 

specifically tailored to single occupations and/or industries (Cotton & Tuttle, 

1986; Griffeth et al., 2000; Hom et al., 1992; Lee & Mowday, 1987; Mitra, Jenkins 

& Gupta, 1992). In light of this, the current study not only develops and tests a 

model of turnover intention for a specific employee population but also examines 

organisationally relevant predictors of turnover. As highlighted in Chapters Three 

and Six, a number of characteristic features of the police organisation and the 

work environment indicate that organisationally relevant antecedents of police 

turnover, such as person-organisation and person-job fit, need to be included in 

turnover models that are specifically developed for this population.  

 

The second major objective of the current research program that is 

addressed in this study involves the study of employees at a specific career 

stage. The overall research program seeks to provide a clearer understanding of 

the impact of career stage on process models of turnover intention. It was argued 
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in Chapters Two and Three that existing mainstream and police specific research 

has generally failed to adequately examine the impact of career stage on the 

turnover process despite evidence to suggest that career stage may be an 

important moderator of this process (Cohen, 1991; Dickter et al., 1996; Hellman, 

1997; McElroy et al., 1999; Poole & Pogrebin, 1988). As such, this study 

develops models of turnover intention for a specific career stage. Furthermore, in 

light of an analysis of the police environment it was determined that the first year 

of employment within a police organisation is divided into a number of distinct 

phases. As such, in the pursuit of providing a more detailed understanding of 

police turnover, three models of turnover intention, based on the three stages of 

police socialisation, were developed and are subsequently tested. This study 

allows a deeper understanding of the turnover intention process to be gained 

through the study of a distinct career stage and the changes that occur across 

this career stage.  

 

The third contribution that the current study makes to the overall 

objectives of the current research program involves its study of the impact of 

gender on turnover intention. A key contribution of the overarching research 

program is to examine the effect of gender on turnover, turnover intention and its 

predictors. Similar to existing literature on career stage, Chapters Two and Three 

found that insufficient research has examined the effect of gender on turnover 

and its predictors despite supportive preliminary evidence (Chen & Francesco, 

2000; Fielding & Fielding, 1987; Fry, 1983, Griffeth & Hom, 2001; Martin, 1990; 
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McNeilly & Goldsmith, 1991; Rosin & Korabik, 1991; Sicherman, 1996; Russ & 

McNeilly, 1995; Seagram & Stark-Adamec, 1992; Weisberg & Kirschenbaum, 

1993). Therefore, this study examines the effect of gender on turnover intention 

and its predictors within early career stage models of turnover intention. The 

findings of this study will indicate whether turnover intention models developed 

for police officers within their first year of employment need to be developed 

separately for male and female employees.  

 

Lastly, this study addresses a number of limitations that have plagued 

existing police research. Based on the review of police research presented in 

Chapter Three, this study addresses five key limitations. Similar to Study One, 

this study contributes to the paucity of research that has examined police 

turnover processes and uses a relatively large sample population compared to 

previous research efforts. As discussed in Chapter Three, more than half of the 

studies that have examined police turnover included less than 200 officers (eg. 

Koslowsky, 1991; Sparger & Giacopassi, 1983; Ward, 1984). Thirdly, this study 

employs a sample of Australian police officers in contrast to the more often 

studied United States police population. Fourthly, this study clearly defines the 

type of turnover being examined, that is turnover intention. Lastly, in comparison 

to existing police turnover research this study utilises more complex statistical 

analysis. The use of more complex statistical techniques, specifically SEM, 

allows process models of turnover intention to be examined. This approach 



 243

contributes to existing police turnover research which has been largely confined 

to the examination of bivariate explanations of police turnover. 

 

The preceding discussion outlined the general design of the current study 

and examined the contribution of this study to the overall objectives of the current 

research program and hence, existing bodies of mainstream and police specific 

turnover theory and research. The following discussion concludes this chapter 

with a presentation of the overall aims, hypotheses and research questions 

relating to the current study. 

 

Aims, Hypotheses and Research Questions 

This chapter has presented the theoretical and empirical underpinnings of 

the current study. It has also examined the general design of the research 

program and the contribution that this study makes to existing turnover literature. 

Based on this evidence, the current study seeks to test a number of specific 

hypotheses and research questions. The following discussion articulates the 

overarching aim of this study and states the hypotheses and research questions 

that are tested. 

 

The overarching aim of this study is to examine the turnover intention 

process of Australian police officers within an early career stage. The three 

models that are developed and tested for each stage of police socialisation 
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directly compare the processes of turnover intention reported by male and female 

officers at three distinct stages across the first year of employment. 

 

In light of the aims of this study, the following hypotheses and research 

questions are tested: 

 

Intention to Turnover Process Models: Model One 

Relationship between Fit Variables and Organisational Commitment Propensity 

Hypothesis 1a. Person-organisation fit will be a significant positive 

predictor of organisational commitment propensity 

Hypothesis 1b. Person-job fit will be a significant positive predictor of 

organisational commitment propensity 

 

Relationship between Organisational Commitment Propensity and Intention to 

Turnover 

Hypothesis 1c. Organisational commitment propensity will be a significant 

negative predictor of intention to turnover 

 

Covariance Relationships 

Hypothesis 1d. Person-organisation fit and person-job fit will have a 

significant positive covariance relationship 

 

 

Intention to Turnover Process Models: Model Two 
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Relationship between Fit Variables and Job Attitude Variables 

Hypothesis 2a. Person-organisation fit will be a significant positive 

predictor of overall job satisfaction  

Hypothesis 2b. Person-job fit will be a significant positive predictor of 

overall job satisfaction 

Hypothesis 2c. Person-organisation fit will be a significant positive 

predictor of organisational commitment  

Hypothesis 2d. Person-job fit will be a significant positive predictor of 

organisational commitment  

 

Relationship between Job Attitude Variables and Intention to Turnover 

Hypothesis 2e. Overall job satisfaction will be a significant negative 

predictor of intention to turnover 

Hypothesis 2f. Organisational commitment will be a significant negative 

predictor of intention to turnover 

 

Covariance Relationships 

Hypothesis 2g. Person-organisation fit and person-job fit will have a 

significant positive covariance relationship 

Hypothesis 2h. Overall job satisfaction and organisational commitment will 

have a significant positive covariance relationship 

 

Intention to Turnover Process Models: Model Three 
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Relationship between Fit Variables, Met Expectations and Job Attitude Variables 

Hypothesis 3a. Person-organisation fit will be a significant positive 

predictor of job satisfaction  

Hypothesis 3b. Person-job fit will be a significant positive predictor of job 

satisfaction  

Hypothesis 3c. Person-organisation fit will be a significant positive 

predictor of organisational commitment 

Hypothesis 3d. Person-job fit will be a significant positive predictor of 

organisational commitment 

Hypothesis 3e. Met expectations will be a significant positive predictor of 

job satisfaction 

Hypothesis 3f. Met expectations will be a significant positive predictor of 

organisational commitment 

 

Relationship between Job Attitude Variables and Intention to Turnover 

Hypothesis 3g. Job satisfaction will be a significant negative predictor of 

intention to turnover 

Hypothesis 3h. Organisational commitment will be a significant negative 

predictor of intention to turnover 

 

 

 

Covariance Relationships 
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Hypothesis 3i. Person-organisation fit and person-job fit will have a 

significant positive covariance relationship 

Hypothesis 3j. Person-organisation fit and met expectations will have a 

significant positive covariance relationship 

Hypothesis 3k. Person-job fit and met expectations will have a significant 

positive covariance relationship 

Hypothesis 3l. Job satisfaction and organisational commitment will have a 

significant positive covariance relationship 

 

Effect of Socialisation Stage and Gender on Intention to Turnover Process 

Models 

Research Question 1: How does socialisation stage affect pathways in 

intention to turnover models, in respect to the relevance of variables in the 

prediction of intention to turnover antecedents and intention to turnover? 

 

Research Question 2a: How does gender affect pathways in intention to 

turnover models, in respect to the relevance of variables in the prediction 

of intention to turnover antecedents and intention to turnover? 

Research Question 2b: How does gender affect pathways in intention to 

turnover models, in respect to its impact on the strength of relationships 

contained within the models? 
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Method 
 

Subjects 

The current study involved police recruits engaged in their first year of 

employment with a police organisation. Participants included recruits from both 

metropolitan and regional police academy campuses operated by the 

organisation under study. Data was collected on three separate occasions from 

recruits enrolled across three recruit training programs. Responses from 253 

subjects were collected at times one and two and 216 responses were received 

at time three. Given that the study involved surveying recruit intakes across time, 

the demographic characteristics at each data collection point were very similar. 

As such, and in pursuit of brevity, the following table, Table 11, reports the 

demographic characteristics of time one participants only (tabular summaries 

pertaining to the demographic characteristics of participants at times two and 

three are presented in Appendix A). 

 

As reported in Table 11, the sample was composed of 60.5% male 

recruits and 38.7% female recruits. In respect to educational status, most recruits 

reported that they had graduated from high school (34.4%), had completed an 

undergraduate university degree (32.4%) or an associate diploma (28.9%). 

Furthermore, over half of the recruits surveyed reported that their current marital 

status was single (55.3%) and a large proportion of recruits indicated that they 

had no dependent children (81.8%). In addition to the information provided in 
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Table 11, the average age of the sample was 25.72 (SD = 3.88). Recruits ranged 

in age from 20 years to 43 years. 

 

Table 11 

Demographic Characteristics of Sample Population 

Characteristic N  % 
 
Gender 
  Male 
  Female 
  Not Reported 
 
Education 
  High school 
  Associate Diploma 
  Undergraduate University Degree 
  Postgraduate Qualification 
  Not Reported 
 
Martial Status 
  Single 
  Married/Living with Partner 
  Separated 
  Divorced 
  Other 
  Not Reported 
 
Number of Children 
  None 
  One 
  Two 
  Three 
  Four 
  More than four 
  Not Reported 
 

153
98

2

87
73
82
10

1

140
98

5
3
4
3

207
23
10

6
3
1
3

 
 

60.5% 
38.7% 

0.8% 
 
 

34.4% 
28.9% 
32.4% 

4.0% 
0.4% 

 
 

55.3% 
38.7% 

2.0% 
1.2% 
1.6% 
1.2% 

 
 

81.8% 
9.1% 
4.0% 
2.4% 
1.2% 
0.4% 
1.2% 
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Measures 

Three questionnaires were administered to police recruits across their first 

year of employment (see Appendices B, C and D). A tabular summary of the 

variables measured and the time at which they were assessed is provided in 

Table 12. 

 

Table 12 

Variables by Questionnaire Administration 

 
Variables Time 1 Time 2 Time 3 

 

Met expectations 

 

♦ 

  

♦ 

 

Person-organisation fit 

 

♦ 

 

♦ 

 

♦ 

 

Person-job fit 

 

♦ 

 

♦ 

 

♦ 

 

Commitment propensity 

 

♦ 

  

 

Organisational commitment 

  

♦ 

 

♦ 

 

Overall job satisfaction 

  

♦ 

 

♦ 

 

Facet-specific satisfaction 

   

♦ 

 

Intention to turnover 

 

♦ 

 

♦ 

 

♦ 
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Questionnaire one, time one. The questionnaire administered to recruits at 

time one sought to measure five variables. These included person-organisation 

and person-job fit, commitment propensity, met expectations and intention to 

turnover. 

 

Person-organisation and person-job fit. Person-organisation and person-

job fit variables were measured using two-four item scales as described by Saks 

and Ashforth (1997). The scales measure respondents’ perception of fit with the 

organisation and job, specifically their perceived fit with the knowledge, skills and 

abilities of the organisation/job, the values and needs of the organisation/job and 

the personality or image of the organisation/job. Respondents rate each item 

using a five point Likert scale. Scale anchors range from ‘a very little extent’ to ‘a 

very large extent’. Scale scores are summed to provide measures of perceived 

overall fit with the organisation and the job. Total scores for each scale range 

between 4 and 20 with higher scores reflecting greater perceived fit between self 

and the organisation or job. Confirmatory factor analysis provides support for the 

two factor structure of the scale. Coefficient alphas of 0.92 and 0.89 were 

reported for the person-organisation scale and person-job scale respectively 

(Saks & Ashforth, 1997). For this study, the reliability alphas for time one were 

0.81 and 0.86 for the person-organisation fit and person-job fit scales 

respectively. At time two, the person-organisation fit scale had a reliability alpha 

of 0.81 and the person-job fit scale had a reliability alpha of 0.81. At time three, 

the reliability alphas for the person-organisation and person-job fit scales were 
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0.84 and 0.85 respectively. Both scales demonstrated uni-dimensionality at each 

of the three data collection points. 

 

Commitment propensity. Commitment propensity was measured using an 

adapted version of a scale developed by Lee, Ashford, Walsh and Mowday 

(1992). This measure was initially designed for use with cadets entering the 

United States Air Force Academy. Adaptation of Lee et al.’s (1992) 

questionnaire, for the purpose of this study, involved changing the wording of 

some items, for example, replacing the words ‘Air Force’ with ‘police 

organisation’. The scale contains eight questions assessing the desire of the 

respondent to engage in a police career. Respondents rate the items using a five 

point Likert scale. Response categories range from ‘strongly agree’ to ‘strongly 

disagree’. Based on the recommendations of Lee et al. (1992), a total overall 

score is calculated by summing the responses to all items. The total score on this 

measure ranges from 8 to 40 with lower scores reflecting lower commitment 

propensity. Lee et al. (1992) reports a test-retest reliability of 0.68 for this 

measure. In this study, the alpha reliability for the scale was 0.80 and the scale 

exhibited uni-dimensionality. 

 

Met expectations. Met expectations were measured using a scale 

developed by Irving and Meyer (1994). The scale was constructed based on 

Manhardt’s (1972) scale of job attributes. In order to obtain a score on this 

measure, expectations were measured at time one and experiences were 
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measured at time three. A mean difference score between time one and three 

was calculated. Given this method of assessment, both time one and time three 

measures will be discussed here. 

 

At time one, respondents were asked to rate how likely it was that their job 

would provide a range of differing job attributes. At time three, respondents 

indicated the extent to which each job attribute were characteristic of their job. 

The 19 attributes measured were grouped into three sub-components, namely 

comfort, reward and responsibility. The comfort dimension, defined as ‘the 

degree to which individuals expect to experience comfortable working conditions’ 

(Irving & Meyer, 1995, p.1167), is measured using five items. The reward 

dimension which yields a measure of ‘the degree to which individuals expect to 

receive both intrinsic and extrinsic rewards on the job’ (Irving & Meyer, 1995, 

p.1167) is assessed via a seven item index. Thirdly, the responsibility dimension 

which refers to ‘the degree to which individuals expect to occupy an important 

role in the organisation’ (Irving & Meyer, 1995, p.1167) is measured using seven 

items. Respondents were asked to rate each job attribute according to a five 

point Likert scale ranging from ‘extremely unlikely’ to ‘extremely likely’. The total 

score for the comfort dimension ranges between 5 and 25 while the total scores 

for the reward and responsibility dimensions range between 7 and 35. Lower 

scores on this measure reflect greater congruence between expectations and 

subsequent reality. The three component structure of the scale is supported by 

principal components analysis (Irving and Meyer, 1994; 1995). Irving and Meyer 
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(1995) report alpha coefficients between 0.65 and 0.85 for the scale. For this 

study, the reliability alpha at time one for the comfort dimension was 0.56, for the 

reward dimension the reliability alpha was 0.84 and for the responsibility 

dimension the reliability alpha was 0.58. At time three, the reliability alphas were 

0.53, 0.78 and 0.75 for the comfort, reward and responsibility sub-scales 

respectively. Each of the three sub-scales demonstrated adequate uni-

dimensionality. 

 

Intention to turnover. A one item measure was used to assess intention to 

turnover. The development and use of one-item, study specific measures of 

turnover intent is typical of turnover research (Jaros, Mermier, Koehler & 

Sinchich, 1993; Mobley et al., 1979; Mobley et al., 1978; Mowday et al., 1984; 

Parasuraman, 1982; Spector, 1991; Waung, 1995). Given that this study sought 

to measure longer term expectations of turnover intention, commonly used 

measures of intent to turnover that focused on the intention of respondents to 

quit within a one year time frame (eg. Intention to Turnover sub-scale of the 

Michigan Organizational Assessment Questionnaire reported by Cammann, 

Fichman, Jenkins & Klesh, 1979), were inappropriate for this study. This study 

used a ten category scale to assess turnover intentions. Respondents were 

asked to indicate, based on their current expectations, how many years they 

expected to work for the police organisation. Response categories included: less 

than 1 year, 1-5 years, 6 to 10 years, 11 to 15 years, 16 to 20 years, 21 to 25 
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years, 26 to 30 years, 31 to 35 years, 36 to 40 years, 41+ years. Lower scores 

on this measure reflect greater intention to leave the organisation. 

 

Questionnaire two, time two. At time two, organisational commitment, 

overall job satisfaction, person-organisation and person-job fit and intention to 

turnover variables were assessed. The same scales used to measure person-

organisation fit, person-job fit and intention to turnover at time one were used to 

measure these variables at time two. As such, these scales will not be discussed 

further. 

 

Organisational commitment. Organisational commitment was measured 

using the organisational commitment questionnaire (OCQ) developed by Porter 

and Smith (1970). This measure conceptualises organisational commitment as ‘a 

strong belief in, and acceptance of, the organization’s goals and values; a 

readiness to exert considerable effort on behalf of the organization; and a strong 

desire to remain a member of the organization’ (Cook, Hepworth, Wall & Warr, 

1981, p.84). The short form of the OCQ was used in this study. The short form 

OCQ uses only the positively worded items from the original 15 item scale, 

resulting in a nine item scale. Respondents rate items using a seven point scale 

ranging from ‘strongly disagree’ to ‘strongly agree’. The total scale score ranges 

from 7 to 63 with higher scores reflecting higher levels of organisational 

commitment. A substantial amount of evidence supports the validity and reliability 

of the OCQ (Cook et al., 1981). Mowday et al. (1979) reports coefficient alphas 
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ranging between 0.82 and 0.93 with a median coefficient of 0.90. Furthermore, a 

number of studies have confirmed that convergent and discriminant validity of the 

OCQ (Cook et al., 1981). In respect to this study, the scale demonstrated uni-

dimensionality and reliability alphas of 0.92 at time two and 0.91 at time three 

were found. 

 

Overall job satisfaction. Overall job satisfaction was measured using a 

scale developed by Hackman and Oldham (1975). Hackman and Oldham (1975) 

describe their scale as ‘an overall measure of the degree to which the employee 

is satisfied and happy with the job’ (p.27). The measure includes five items, two 

of which are reverse scored. Items are rated by respondents using a seven point 

scale, ranging from ‘strongly disagree’ through to ‘strongly agree’. The total scale 

score ranges between 5 and 35 with higher scores reflecting greater overall job 

satisfaction. Evidence to support the reliability of this measure has been 

established across a large range of studies (Cook et al., 1981). In respect to this 

study, the scale demonstrated uni-dimensionality and a reliability alpha of 0.74 

was calculated. 

 

Questionnaire three, time three. At time three, organisational commitment, 

facet-specific job satisfaction, met expectations, person-organisation fit, person-

job fit and intention to turnover were measured. All scales administered at time 

three, with the exception of the facet-specific job satisfaction measure, were used 
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at times one and/or two. As such, only the facet-specific job satisfaction measure 

will be examined here. 

 

Facet-specific job satisfaction. Facet-specific job satisfaction was 

measured using the worker opinion survey developed by Cross (1973, cited in 

Cook et al., 1981). The scale contains 48 items measuring satisfaction with six 

occupational features, including the work itself, pay, opportunities for promotion, 

immediate superior, co-workers and the organisation as a whole. Eight items are 

included in each of the six sub-scales. Four items per sub-scale are negatively 

worded items and are subsequently reverse scored. Respondents rate their 

satisfaction in respect to each item by indicating ‘yes’, ‘no’ or ‘unsure’. 

Responses are scored as 3, 0 or 1 respectively. The total score for each sub-

scale ranges between 0 and 24 with higher scores reflecting greater satisfaction. 

Factor analysis supports the assumed six-factor model (Cross, 1973 cited in 

Cook et al., 1981). For this study, the reliability alphas that were obtained for 

each of the sub-scales are as follows: work itself (0.60), pay (0.74), opportunities 

for promotion (0.55), immediate superior (0.77), co-workers (0.69) and the 

organisation as a whole (0.60). Each of the sub-scales demonstrated adequate 

uni-dimensionality. 

 

Procedure 

For the purpose of this study, questionnaires were distributed to police 

recruits at three distinct points across their first year of employment with the 
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police organisation. As such, the study utilised a longitudinal research design. 

Three recruit intakes were identified for inclusion in the study. Two successive 

intakes attending the metropolitan police academy and one intake attending the 

regional police academy were surveyed. Police recruits enrolled in each intake 

group were administered paper and pencil, self-report questionnaires. 

Questionnaire administration conducted at time one involved surveying recruits 

on the first day of academy training. Administration of questionnaires at time two 

occurred approximately six months later at the time when recruits were nearing 

completion of their formal academy training program. The third questionnaire 

administration occurred a further six months later. As such, the final 

questionnaire was administered approximately one year following the first survey. 

At this time, participants had approximately six months of policing experience as 

fully sworn police constables. 

 

A similar format was followed at each of the three questionnaire 

administration sessions. At times one and two questionnaires were administered 

to recruits during class time at the police academy. At time three, questionnaires 

were administered to participants during an in-service training program attended 

by first year constables, six months following academy graduation. In all 

instances, the police academies provided the researcher with a half an hour 

scheduled session for the purpose of questionnaire administration. 
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At each administration session, general information regarding the purpose 

and nature of the study was provided to participants. Information was provided 

both verbally by the researcher and in written form, via the cover sheet of the 

questionnaire (see Appendix E). Participants were given the opportunity to 

request more information about the research at the time of the questionnaire 

administration and/or at a future date. Participants were provided with the contact 

details of the researcher for this purpose. Participants were informed that 

participation in the study was voluntary and that they could choose to withdraw at 

any time. The administration session was terminated upon completion and return 

of the final questionnaire. 
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Results 
 

Descriptive Statistics 

Time one. All scales were examined for univariate and multivariate 

outliers. The scores of two women were found to be multivariate outliers and 

were removed from the analyses. Means, standard deviations and 

intercorrelations amongst variables are provided for males and females 

separately for time one (Tables 13 and 14), time two, (Tables 15 and 16) and 

time three (Tables 17 and 18). 

 

Examination of mean scores for time one revealed that males and females 

were very similar across all four scales. Both males and females, on average, 

reported that they expected to experience a high level of congruence between 

themselves and the organisation (person-organisation fit) and the job (person-job 

fit). Furthermore, males and females reported that they had a high propensity to 

commit to the police organisation and expected to stay with the police 

organisation for greater than 25 years. As expected, person-organisation and 

person-job fit were highly correlated. For the male and female samples, a high 

correlation was found between organisational commitment and turnover 

intention. Correlations between the remaining variables were consistently higher 

for the male compared to female sample population. Correlations found for the 

female sample, between turnover intention and both person-organisation fit and 

person-job fit were particularly low. 
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Table 13 

Descriptive Statistics and Correlations for Time One, Male Sample (n = 153) 

Variable 1 2 3 4 

1. Person-org fit --    

2. Person-job fit .79** --   

3. Organisational commitment propensity .27** .21** --  

4. Turnover Intention .29** .30** .56* -- 

     M 4.12 4.16 4.20 7.58 

     SD 0.51 0.53 0.55 2.04 

*p < 0.05.  **p < 0.01. 

 

Table 14 

Descriptive Statistics and Correlations for Time One, Female Sample (n = 98) 

Variable 1 2 3 4 

1. Person-org fit --    

2. Person-job fit .76** --   

3. Organisational commitment propensity .08 .10 --  

4. Turnover Intention .00 .05 .58** -- 

     M 4.11 4.19 4.20 7.06 

     SD 0.39 0.51 0.59 2.28 

*p < 0.05.  **p < 0.01. 

 

Time two. All scales were examined for univariate and mulitvariate 

outliers. Although a small number of cases were identified as potential outliers, 

the analysis was not significantly affected by the exclusion of any respondents 

from the sample population. Given this, results for the full sample are reported. 
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At time two, mean scores across each of the scales continued to be 

similar for men and women. Males and females reported a high level of 

congruence between themselves and both the organisation and the job. Mean 

score were however slightly lower than that reported at time one. Similarly, males 

and females at time two compared to time one, indicated that they expected to 

stay with the organisation for a shorter length of time. Despite this revision, both 

sample populations reported a relatively long employment period with the police 

organisation, approximately 20 years. On average, both males and females 

agreed that they were generally satisfied with their job and committed to the 

organisation. 

 

Consistent with the findings reported at time one, person-organisation and 

person-job fit were found to be highly correlated. In contrast to the correlations 

found between organisational commitment propensity and the two fit variables at 

time one, both the male and female sample populations demonstrated large 

correlations between organisational commitment and person-organisation and 

person-job fit. Large correlations were found between job satisfaction and 

person-organisation and person-job fit. As expected, organisational commitment 

and job satisfaction were highly correlated in both samples. Organisational 

commitment was more highly correlated with turnover intention than job 

satisfaction for the male sample population, while the reverse case held for the 

female sample population. 
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Table 15 

Descriptive Statistics and Correlations for Time Two, Male Sample (n = 156) 

Variable 1 2 3 4 5 

1. Person-org fit --     

2. Person-job fit .73** --    

3. Organisational commitment .64** .50** --   

4. Job satisfaction .58** .43** .70** --  

5. Turnover Intention .35** .31** .51** .39** -- 

     M 3.87 4.04 5.67 5.38 6.19 

     SD 0.62 0.52 1.03 1.00 2.35 

*p < 0.05.  **p < 0.01. 

 

 

Table 16 

Descriptive Statistics and Correlations for Time Two, Female Sample (n = 97) 

Variable 1 2 3 4 5 

1. Person-org fit --     

2. Person-job fit .71** --    

3. Organisational commitment .61** .56** --   

4. Job satisfaction .48** .52** .77** --  

5. Turnover Intention .33** .38** .35** .41** -- 

     M 4.00 4.09 5.75 5.46 6.84 

     SD 0.60 0.57 0.87 0.77 2.29 

*p < 0.05.  **p < 0.01. 
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Time three. All scales were examined for univariate and mulitvariate 

outliers. The analysis was not significantly affected by the exclusion of any 

respondents from the sample population hence all respondents were included in 

the analysis. 

 

Examination of mean scores at time three revealed that male and female 

respondents continued to feel a high level of congruence between themselves 

and the organisation and job. The level of congruence reported at time three was 

however lower than that reported at times one and two. Similar to times one and 

two, both male and female recruits were generally committed to the organisation. 

The level of commitment to the organisation dropped from that reported at time 

two but remained higher than that reported at time one. While males and females 

were generally satisfied with the job itself, their supervisor and their colleagues 

they reported only moderate levels of satisfaction with the organisation, pay and 

promotion. Male and female respondents indicated that their expectations had 

generally been met with female respondents reporting greater congruence 

between their expectations and subsequent reality. Analogous with time two, 

males indicated that they intended to stay with the police organisation for greater 

than 20 years. Female respondents again revised down the number of years they 

expected to remain with the organisation, reporting that they intended to stay 

approximately 16 to 20 years. 
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Consistent with findings reported for times one and two, a high correlation 

was found between person-organisation and person-job fit. Similarly, large 

correlations were found between the two fit variables and organisational 

commitment and job satisfaction. As expected, large negative correlations were 

found between met expectations and person-organisation and person-job fit. 

Although the correlation between organisational commitment and job satisfaction 

remained strong at time three the strength of this relationship was less than that 

reported at time two. Larger correlations were found for the female compared to 

male sample population in respect to the relationships between met expectations 

and organisational commitment and job satisfaction. Moderately high correlations 

were found between organisational commitment and turnover intention with the 

magnitude of the correlations similar across the male and female sample 

populations. A comparatively weak correlation between job satisfaction and 

turnover intention was found for the female compared to male sample population. 

For both males and females a weak correlation between met expectations and 

turnover intention was found. 
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Table 17 

Descriptive Statistics and Correlations for Time Three, Male Sample (n = 134) 

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

1. Person-org fit --               

2. Person-job fit .71** --              

3. Met Expectations 

4. Comfort 

5. Reward 

6. Responsibility 

-.55** 

-.27** 

-.41** 

-.47** 

-.54** 

-.31** 

-.37** 

-.47** 

-- 

.65** 

.78** 

.72** 

 

-- 

.57** 

.43** 

 

 

-- 

.53** 

 

 

 

-- 

         

7. Org Commitment .63** .57** -.36** -.17 -.29** -.30** --         

8. Job satisfaction 

9. Organisation 

10.  Pay 

11.  Promotion 

12.  Job Itself 

13.  Supervisor 

14. Colleagues 

.47** 

.43** 

.22* 

.17* 

.30** 

.29** 

.21* 

.42** 

.33** 

.14 

.15 

.25** 

.32** 

.23** 

-.35** 

-.26** 

-.09 

-.15 

-.24* 

-.25** 

-.23* 

-.23* 

-.19* 

-.23** 

-.10 

-.21* 

-.13 

-.17 

-.27** 

-.22* 

-.16 

-.06 

-.12 

-.15 

-.09 

-.25** 

-.28** 

-.14 

-.16 

-.10 

-.18* 

-.26** 

.58** 

.50** 

.18* 

.31** 

.39** 

.38** 

.26** 

-- 

.75** 

.25** 

.43** 

.68** 

.71** 

.64** 

 

-- 

.22* 

.37** 

.45** 

.48** 

.47** 

 

 

-- 

.19* 

.14 

.16 

.10 

 

 

 

-- 

.31** 

.14 

.29** 

 

 

 

 

-- 

.54** 

.40** 

 

 

 

 

 

-- 

.57** 

 

 

 

 

 

 

-- 

 

15. Turnover Intention .43** .37** -.21* -.09 -.17* -.12 .46** .46** .40** .12 .27** .34** .28** .19* -- 

     M 3.77 3.91 -- 0.21 0.38 0.16 5.33 -- 1.92 1.30 1.72 2.45 2.27 2.20 6.78 

     SD 0.74 0.64 -- 0.91 0.93 0.74 1.05 -- 0.63 0.79 0.62 0.53 0.72 0.68 2.53 

p < 0.05.  **p < 0.01. 
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Table 18 

Descriptive Statistics and Correlations for Time Three, Female Sample (n = 82) 

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 
1. Person-org fit --               

2. Person-job fit .81** --              

3. Met Expectations 

4. Comfort 

5. Reward 

6. Responsibility 

-.48** 

-.30** 

-.39** 

-.31** 

-.49** 

-.24* 

-.42** 

-.35** 

-- 

.58** 

.83** 

.67** 

 

-- 

.51** 

.33** 

 

 

-- 

.55** 

 

 

 

-- 

         

7. Org Commitment .70** .64** -.55** -.29* -.41** -.50** --         

8. Job satisfaction 

9. Organisation 

10.  Pay 

11.  Promotion 

12.  Job Itself 

13.  Supervisor 

14. Colleagues 

.50** 

.40** 

.07 

.26* 

.29** 

.24* 

.32** 

.51** 

.37** 

.03 

.34** 

.27* 

.26* 

.33** 

-.55** 

-.33** 

-.15 

-.28* 

-.34** 

-.35** 

-.34** 

-.32** 

-.30** 

-.25* 

-.22* 

-.05 

-.11 

-.27* 

-.46** 

-.39** 

-.06 

-.37** 

-.18 

-.23* 

-.31** 

-.37** 

-.24* 

-.05 

-.20 

-.14 

-.30** 

-.16 

.49** 

.44** 

.10 

.24* 

.25* 

.28* 

.25* 

-- 

.59** 

.27* 

.50** 

.62** 

.62** 

.61** 

 

-- 

.25* 

.24* 

.35** 

.30** 

.33** 

 

 

-- 

.32** 

.12 

.02 

.07 

 

 

 

-- 

.34** 

.24* 

.26* 

 

 

 

 

-- 

.48** 

.35** 

 

 

 

 

 

-- 

.49** 

 

 

 

 

 

 

-- 

 

15. Turnover Intention .46** .43** -.25* -.09 -.14 -.08 .40** .28* .32** .20 .17 .13 .14 .08 -- 

     M 3.74 3.80 -- 0.25 0.56 0.31 5.39 -- 1.88 1.47 1.77 2.47 2.36 2.18 5.51 

     SD 0.65 0.77 -- 0.74 0.71 0.68 1.08 -- 0.63 0.79 0.60 0.50 0.69 0.71 2.49 

p < 0.05.  **p < 0.01 
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Structural Equation Modelling 

Time one. The hypothesised model that was tested is shown in Figure 13. All 

variables in the model were observed variables as described earlier and input data for 

the model was based on scale scores. In the model, it was hypothesised that turnover 

intention is predicted by organisational commitment propensity, which in turn is 

predicted by the two fit variables, person-organisation fit and person-job fit. The two fit 

variables were allowed to covary, given their very high correlation. The model was 

estimated with EQS Version 5.7b, using maximum likelihood as the estimation 

method. 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 13. Hypothesised model of turnover at time one. 

 

 

As discussed earlier, it is important to firstly examine the hypothesised model 

for each group separately prior to conducting multiple group SEM. By testing the 

hypothesised model with each group the general fit of the model is able to be 

Person-Org Fit 

Person-Job Fit 

Org Commitment
Propensity

 
Turnover Intention
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assessed. It may be determined whether the model represents an appropriate 

framework through which to view the data. For the male sample population the 

hypothesised model provided a reasonable fit to the data (χ2 = 0.13; df = 2; p = 0.94; 

comparative fit index (CFI) = 1.00; root mean square error of approximation (RMSEA) 

= 0.00). For the female sample population, the hypothesised model also fitted the 

data (χ2 = 0.68; df = 2; p = 0.71; comparative fit index (CFI) = 1.00; root mean square 

error of approximation (RMSEA) = 0.00). On the basis of these findings multiple 

group SEM was undertaken. 

 

To test the equivalence of the structural model across males and females, all 

hypothesised structural paths between observed variables were constrained to be 

equal across the two groups. The multi-sample model provided a good fit to the data 

(χ2 = 8.30; df = 8; p = 0.40; CFI = 1.00; RMSEA = 0.01) (see Appendix F for 

standardised regression coefficients). Examination of the individual constraints 

revealed that the magnitude of the covariance between person-organisation and 

person-job differed between males and females. This constraint was dropped and the 

model rerun. This final model exhibited very good fit (χ2 = 2.68; df = 7; p = 0.91; CFI 

= 1.00; RMSEA = 0.00). All hypothesised paths were significant (p = .05). 

 

The standardised regression coefficients for males and females are shown in 

Figures 14 and 15. As predicted, turnover intention was predicted by organisational 

commitment propensity. Organisational commitment propensity was in turn predicted 
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by person-organisation and person-job fit. Furthermore, person-organisation fit and 

person-job fit demonstrated a significant, covariance relationship. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

*p < 0.05.  **p < 0.01. 

 

Figure 14. Path diagram of beta weights for males at time one - respecified model    

(n = 153). 
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*p < 0.05.  **p < 0.01. 

 

Figure 15. Path diagram of beta weights for females at time one - respecified model 

(n = 98). 

 

 

Time two. The hypothesised model that was tested is shown in Figure 16. All 

variables included in the model were observed variables and input data for the model 

was based on scale scores. In the model, it was hypothesised that turnover intention 

is predicted by organisational commitment and overall job satisfaction, which in turn is 

predicted by the two fit variables, person-organisation fit and person-job fit. The two fit 

variables were allowed to covary, as were organisational commitment and job 

satisfaction, given their high correlations. The model was estimated with EQS Version 

5.7b, using maximum likelihood as the estimation method. 
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Figure 16. Hypothesised model of turnover at time two. 

 

 

As discussed earlier, prior to conducting multiple group SEM the hypothesised 

model is tested with each group separately. Analysis based on the male sample 

population indicated that the model provided a reasonable fit to the data (χ2 = 0.76; df 

= 2; p = 0.68; CFI = 1.00; RMSEA = 0.00). Similarly, for the female sample population 

the model provided a reasonable fit to the data (χ2 = 4.34; df = 2; p = 0.11; CFI = 

0.99; RMSEA = 0.12). Based on these findings, the following multiple group SEM 

analysis was undertaken. 

 

To test the equivalence of the structural model across males and females, all 

hypothesised structural paths between observed variables were constrained to be 

equal across the two groups. The multi-sample model did not fit the data adequately 
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(χ2 = 35.79; df = 12; p = <0.001; CFI = 0.96; RMSEA = 0.09) (see Appendix G for 

standardised regression coefficients). Examination of the individual constraints 

revealed that the magnitude of the covariance between organisational commitment 

and turnover intention and between organisational commitment and overall job 

satisfaction differed between males and females. These two constraints were 

dropped and the model rerun. This final model exhibited very good fit (χ2 = 13.31; df 

= 10; p = 0.21; CFI = 0.99; RMSEA = 0.04). The majority of hypothesised paths were 

significant (p = 0.05). The path between organisational commitment and turnover 

intention was significant for males only. Paths between person-job fit and job 

satisfaction and job satisfaction and turnover intention were non-significant for both 

males and females. 

 

The standardised regression coefficients for males and females are shown in 

Figures 17 and 18. As expected, a significant covariance relationship was found 

between person-organisation and person-job fit and between organisational 

commitment and job satisfaction. Contrary to the hypotheses generated, for both 

groups, no relationship was found between job satisfaction and turnover intention. For 

the male sample only, a significant relationship was found between organisational 

commitment and turnover intention. For both male and female respondents, 

organisational commitment was predicted by person-organisation and person-job fit 

while job satisfaction was predicted by person-organisation fit only. It should be noted 

that the non-significant relationships found, for both samples, between job satisfaction 

and turnover intention and between job satisfaction and person-job fit need to be 
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interpreted in light of the correlations that exist between variables. As discussed, 

organisational commitment and job satisfaction and person-organisation and person-

job fit are highly correlated. Given these high correlations, it may be that the failure of 

some relationships to reach significance, for example, the relationship between job 

satisfaction and turnover intention is an artefact of shared variance. This relationship 

is not significant when controlling for other variables in the model that share a large 

proportion of variance with the variable under study. Hence, shared variance may be 

masking significant relationships. 
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*p < 0.05.  **p < 0.01. 

 

Figure 17. Path diagram of beta weights for males at time two - respecified model (n 

= 156). 
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*p < 0.05.  **p < 0.01. 

 

Figure 18. Path diagram of beta weights for females at time two - respecified model (n 

= 97). 

 

 

Time three. The hypothesised model that was tested is shown in Figure 19. All 

variables in the model, with the exception of job satisfaction and met expectations, 

were observed variables. In this model job satisfaction is a latent variable formed from 

six observed variables. The six observed variables represent six facet specific 

aspects of overall job satisfaction. The six facets of job satisfaction that were 
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itself (JS4), satisfaction with immediate supervisor (JS5) and satisfaction with 
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colleagues (JS6). The latent variable labelled met expectations was formed from 

three observed variables, including comfort (ME1), reward (ME2) and responsibility 

(ME3). Input data for the model was based on scale scores. 

 

In the model, it was hypothesised that turnover intention is predicted by 

organisational commitment and job satisfaction, which is in turn predicted by the two 

fit variables, person-organisation fit and person-job fit, and met expectations. The two 

fit variables and met expectations were allowed to covary, as were organisational 

commitment and job satisfaction. The model was estimated with EQS Version 5.7b, 

using maximum likelihood as the estimation method. 
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Figure 19. Hypothesised model of turnover at time three. 
Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation 
with opportunities for promotion; JS4 = Satisfaction with the job itself; JS5 = Satisfaction with 
immediate supervisor; JS6 = Satisfaction with colleagues; ME1 = Comfort; ME2 = Reward; ME3 = 
Responsibility. 
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model (ie. CFI = 0.96 and RMSEA = 0.06). Furthermore, as stated by Tabachnick and 

Fidell (1996), a good fitting model may be indicated despite a significant chi-square if 

the ratio of chi-square to degrees of freedom is less than 2. In this case, the ratio 

equals 1.44. The second reason for the acceptance of this model is that it is a 

preliminary model on which to base further analysis. Given that the model is to be 

tested across groups the decision to make changes to the model based on the 

evidence obtained from a single group would be unwise unless there was strong 

evidence to do so. In this case such evidence does not exist. As such, the following 

SEM multiple group analysis is based on the hypothesised model presented above. 

 

To test the equivalence of the structural model across males and females, all 

hypothesised structural paths between observed variables were constrained to be 

equal across the two groups. The multi-sample model provided an adequate fit to the 

data (χ2 = 174.86; df = 134; p = 0.01; CFI = 0.95; RMSEA = 0.04) (see Appendix H 

for standardised regression coefficients). Examination of the individual constraints 

revealed that the constraint between person-organisation fit and job satisfaction was 

marginal. This constraint was dropped and the model rerun. This final model also 

provided an adequate fit to the data (χ2 = 170.94; df = 133; p = 0.01; CFI = 0.96; 

RMSEA = 0.04). The majority of paths were significant (p = 0.05). Paths between met 

expectations and organisational commitment and person-job fit and job satisfaction 

were non-significant for both males and females. 
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The standardised regression coefficients for males and females are shown in 

Figures 20 and 21. As hypothesised, turnover intention was predicted by both 

organisational commitment and job satisfaction. Organisational commitment and job 

satisfaction were in turn predicted by person-organisation fit. Organisational 

commitment was also predicted by person-job fit but contrary to the hypothesis 

generated was not predicted by met expectations. Furthermore, job satisfaction was, 

as hypothesised, predicted by met expectations but contrary to the stated hypotheses 

was not predicted by person-job fit. As expected, significant covariance relationships 

were found between organisational commitment and job satisfaction, between 

person-organisation fit and person-job fit and between both fit variables and met 

expectations. Similar to the argument presented earlier, the non-significant 

relationships identified here need to be interpreted in light of the high correlations that 

exist amongst some variables. Person-organisation fit, person-job fit and met 

expectations are all highly correlated. The failure to find significant relationships 

between person-job fit and job satisfaction and between met expectations and 

organisational commitment may be an artefact of shared variance. That is, when 

controlling for other variables in the model that share a large proportion of variance 

with the variable being studied, significant relationships may be masked. 
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*p < 0.05.  **p < 0.01. 

 

Figure 20. Path diagram of beta weights for males at time three - respecified model (n 

= 134). 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation 
with opportunities for promotion; JS4 = Satisfaction with the job itself; JS5 = Satisfaction with 
immediate supervisor; JS6 = Satisfaction with colleagues; ME1 = Comfort; ME2 = Reward; ME3 = 
Responsibility. 
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*p < 0.05.  **p < 0.01. 

 
 
Figure 21. Path diagram of beta weights for females at time three - respecified model 

(n = 82). 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation 
with opportunities for promotion; JS4 = Satisfaction with the job itself; JS5 = Satisfaction with 
immediate supervisor; JS6 = Satisfaction with colleagues; ME1 = Comfort; ME2 = Reward; ME3 = 
Responsibility. 
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Discussion 
 

This study examined turnover intention processes of police officers across the 

first year of employment with an Australian police organisation. The process of 

turnover intention was studied at three distinct phases with each phase aligning with 

one of three major stages of police socialisation as described by Bennett (1984). A 

qualitative examination of the effect of socialisation stage on turnover intention 

processes was conducted and the equality of pathways contained within the models 

were statistically tested according to gender. 

 

Hypotheses 

Time One. All specific hypotheses (ie. hypotheses 1a, 1b, 1c and 1d), 

developed for the time one model of turnover intention, were supported. Person-

organisation and person-job fit were found to be significant positive predictors of 

organisational commitment propensity for male and female recruits. Organisational 

commitment propensity was found to be a significant negative predictor of turnover 

intention for male and female recruits. Although the magnitude of the covariance 

relationship between person-organisation and person-job fit differed according to 

gender, with a stronger relationship evident for male recruits, a significant covariance 

relationship was found in both models. In terms of research questions 2a and 2b, the 

relevance of predictors in the turnover intention process did not differ as a function of 

gender nor did gender significantly impact on the strength of any predictive 

relationships within the model. As indicated, the strength of the relationship between 
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person-organisation fit and person-job fit did differ as a function of gender however 

this was a covariance relationship not a predictive path leading to turnover intention. 

 

The findings relating to the time one model of turnover intention support 

mainstream research findings. Mainstream research has generally found that person-

organisation and person-job fit are positively associated with organisational 

commitment and in turn, organisational commitment is negatively associated with 

turnover intention (Cotton & Tuttle, 1986; Griffeth et al., 2000; Saks & Ashforth, 1997; 

Van Vianen, 2000). In respect to police research, the current study supports those 

studies that have been conducted in the United States and Israel (Koslowsky, 1991; 

McElroy et al., 1999) while failing to support Australian police research that has found 

little relationship between organisational commitment and turnover (Beck & Wilson, 

1997; James & Hendry, 1991). This finding disputes the conclusion drawn earlier that 

the relationship between organisational commitment and turnover may be affected by 

the nationality of the police sample population. Further research is needed to clarify 

this relationship although confidence in the results of this study are strong given the 

large sample size, the gender-balanced design and type of statistical analysis used. 

Furthermore, the Australian studies conducted by Beck and Wilson (1997) did not 

directly test the organisational commitment-turnover relationship but inferred that 

organisational commitment was of little importance to police turnover and James & 

Hendry (1991) did not examine the relationship between organisational commitment 

and turnover rather it examined mean differences in organisational commitment 

across retiree, resignation and employed groups. Importantly, the results of this study 
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also indicated that person-organisation and person-job fit are relevant to 

understanding police turnover intention. To date, research conducted within the 

policing context has failed to study the role of fit in police turnover processes despite 

its obvious relevance to the organisational environment. 

 

Time Two. A number of specific hypotheses (ie. hypotheses 2a, 2c, 2d, 2g and 

2h), developed in respect to the time two model of turnover intention, were supported. 

For both male and female recruits, person-organisation fit was found to be a 

significant positive predictor of overall job satisfaction, person-organisation and 

person-job fit were significant positive predictors of organisational commitment and 

person-organisation and person-job fit demonstrated a significant positive covariance 

relationship. The covariance relationship between organisational commitment and 

overall job satisfaction was also significant for both male and female recruits although 

the strength of the relationship differed. A stronger relationship between 

organisational commitment and overall job satisfaction was found for female 

compared to male recruits. Specific hypotheses, 2b and 2e were not supported. 

Relationships between person-job fit and overall job satisfaction and between overall 

job satisfaction and turnover intention were not significant for either male or female 

recruits. The finding that organisational commitment was a significant negative 

predictor of turnover intention for male recruits provides partial support for hypothesis 

2f and in respect to research question 2a, indicates that predictive relationships do 

differ as a function of gender. 
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Similar to the findings of this study, the majority of mainstream research has 

found that person-organisation and person-job fit demonstrate positive relationships 

with organisational commitment and person-organisation fit is positively related to job 

satisfaction (Ostroff & Rothausen, 1997; Saks & Ashforth, 1997; Van Vianen, 2000). 

The findings of this study in respect to the relationship between job satisfaction and 

turnover intention are inconsistent with mainstream research. Mainstream research 

has generally found a significant, negative relationship between job satisfaction and 

turnover (Cotton & Tuttle, 1986; Griffeth et al., 2000; Steers & Mowday, 1981).  

 

This finding is supportive of previous research that has studied Australian 

police officers. Australian police research, contrary to the findings of United States 

police studies, has generally concluded that job satisfaction is not a key factor in 

turnover intention (Beck & Wilson, 1997; James & Hendry, 1991). For male officers in 

this study, given the high correlation that exists between job satisfaction and 

organisational commitment, it may concluded that organisational commitment has a 

stronger relationship with turnover intention than job satisfaction. Conversely, for 

female officers, it may be concluded that both job satisfaction and organisational 

commitment are not significantly related to turnover intention. Further research is 

needed in order to determine what factors are related to turnover intention of female 

officers at this stage. Given that female officers are on the cusp of entering the ‘real’ 

organisational environment that is characterised as a traditionally male-dominated, 

para-military environment (Doerner, 1995; Martin, 1990; Wilkinson & Froyland, 1996; 

Wimshurst, 1995), it may be that gender specific predictors are needed to explain 



 287

turnover intention at this time. Turnover intention may be driven by the concerns and 

expectations of female officers regarding their likely acceptance and performance as 

police constables. 

 

In further contradiction of mainstream research, person-job fit was not 

predictive of job satisfaction for either males or females. Again this finding must be 

interpreted in light of the high correlation that exists between person-organisation fit 

and person-job fit. Similar to the conclusions drawn earlier, it is likely that person-job 

fit is related to job satisfaction however the strength of this relationship is not as 

strong as that between person-organisation fit and job satisfaction. An interpretation 

for this finding may rest with the stage at which officers were currently engaged. At 

this stage, perceived fit with the job may not be as relevant to officers given that 

officers had yet to engage in their job as a fulltime police constable. During academy 

training, recruits are socialised by the police academy in the official attitudes and 

values of the police organisation and as such, satisfaction with their working 

environment may be more dependent on the perceived fit with these organisational 

values and attitudes than with job itself. 

 

Important to the overall aims of the research program, the findings for this 

model suggest that the process of turnover intention for police officers, at the 

completion of academy training, is different for male and female officers. While it was 

found that organisational commitment plays an important role in the turnover intention 

of male recruits, neither organisational commitment or job satisfaction predicted 
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female turnover intention. Based on the findings of this model, further research needs 

to be conducted in order to determine what other factors may be relevant to the 

prediction of female turnover intention at this stage of employment. 

 

Time Three. The majority of specific hypotheses (ie. hypotheses 3a, 3c, 3d, 3e, 

3g, 3h, 3i, 3j, 3k, and 3l), developed for the time three model of turnover intention, 

were supported. For male and female officers, person-organisation fit and met 

expectations were found to be a significant positive predictors of job satisfaction, 

person-organisation and person-job fit were significant positive predictors of 

organisational commitment, job satisfaction and organisational commitment were 

significant negative predictors of turnover intention and all hypothesised covariance 

relationships were supported. Specific hypotheses 3b and 3f were not supported. The 

predictive relationships between person-job fit and job satisfaction and between met 

expectations and organisational commitment were not significant. 

 

The findings pertaining to this model indicated, in respect to research question 

2a, that gender does not impact on the relevance of turnover antecedents in the 

prediction of turnover intention. In reference to research question 2b, it was found that 

gender impacts on the strength of the relationship between person-organisation fit 

and job satisfaction. A stronger relationship between person-organisation fit and job 

satisfaction was found for the male compared to female sample population. 

Furthermore, based on correlation statistics, of those facets of satisfaction that were 

measured, the facets that were most strongly associated with turnover intention for 
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males included satisfaction with pay and satisfaction with colleagues. For female 

officers, satisfaction with colleagues, the job itself and supervisors were most strongly 

associated with turnover intention. 

 

Many of the pathways confirmed in this model are similar to that reported in 

mainstream research. Similar to mainstream research this study found that person-

organisation and person-job fit are predictive of organisational commitment (Ostroff & 

Rothausen, 1997; Saks & Ashforth, 1997; Van Vianen, 2000), person-organisation fit 

and met expectations are predictive of job satisfaction (Cotton & Tuttle, 1986; Griffeth 

et al., 2000; Saks & Ashforth, 1997; Steers & Mowday, 1981) and organisational 

commitment and job satisfaction are predictive of turnover intention (Cotton & Tuttle, 

1986; Griffeth et al., 2000). As stated earlier, the role of fit in the turnover intention 

process has not been sufficiently studied within the policing context. Hence, this study 

indicates that the predictive relationship between fit variables and organisational 

commitment and between person-organisation fit and job satisfaction generalises 

across mainstream and policing environments. Furthermore, existing police research 

examining the relationship between met expectations and turnover, which to date has 

produced contradictory results, has been clarified in this study. This study indicates 

that mainstream research that has found that met expectations is predictive of job 

satisfaction (Cotton & Tuttle, 1986; Griffeth et al., 2000) directly translates into the 

policing context. 
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Based on correlation statistics, the findings in respect to facet specific job 

satisfaction and turnover intention provide general support for mainstream research. 

Similar to mainstream research (Cotton & Tuttle, 1986; Griffeth et al., 2000) this study 

found that satisfaction with colleagues was strongly associated with turnover 

intention. Findings relating to female officers support mainstream research that has 

found that satisfaction with work itself is associated with turnover (Cotton & Tuttle, 

1986; Griffeth et al., 2000). These findings are important given that police research, to 

date, has generally failed to examine these two aspects of satisfaction. Furthermore, 

while mainstream research has reported an ambiguous relationship between pay and 

turnover (Cotton & Tuttle, 1986; Griffeth et al., 2000) the findings of this study indicate 

that for male officers satisfaction with pay has the strongest association with turnover 

intention of all the facets examined. This finding provides confirmatory support for 

previous police research that has been conducted primarily with male sample 

populations (Harris & Baldwin, 1999; Linden, 1985). 

 

The preceding discussion highlighted those aspects of the turnover intention 

model that were supportive of mainstream research. However, as indicated earlier, 

not all pathways were supportive with two pathways in the model contradicting 

mainstream research findings. Specifically, person-job fit was not predictive of job 

satisfaction and met expectations did not demonstrate a predictive relationship with 

organisational commitment. 
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In respect to the relationship between person-job fit and job satisfaction it was 

found, similar to the finding reported at time two, that person-job fit was not predictive 

of job satisfaction for either males or females. It may be concluded that a stronger 

relationship exists between person-organisation fit and job satisfaction. It was 

proposed at time two, that a potential interpretation for this finding was that police 

officers had yet to engage in the job of a police officer and hence, fit with the 

organisational values and attitudes espoused by the police academy were more 

crucial to satisfaction than concurring with the more specific attitudes and values of 

the job. However, given that similar findings were produced at times two and three it 

may be concluded that person-job fit is simply not as relevant as person-organisation 

fit in the prediction of job satisfaction and furthermore, person-job fit is more strongly 

related to organisational commitment than job satisfaction. As such early career stage 

models of turnover intention developed for Australian police officers should focus on 

the predictive relationship between person-organisation fit and job satisfaction and 

the relationships between organisational commitment and the two fit variables. 

 

Contrary to expectations based on mainstream research (Cotton & Tuttle, 

1986; Griffeth et al., 2000), the results relating to this model failed to find a significant 

predictive relationship between met expectations and organisational commitment. 

The limited amount of police research examining the role of expectations in the 

turnover process has produced contradictory results, with one study supporting its 

relevance (Linden, 1985) and the other finding that expectations are not related to 

resignation (Harris & Baldwin, 1999). This study indicates that met expectations have 
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a role to play in the intention to turnover process of police officers engaged in their 

first year of employment but its role must be qualified, that is, it has a stronger impact 

on job satisfaction than organisational commitment. 

 

In summary, the findings relating to the time three model of turnover intention 

indicate that all pathways, with the exception of the predictive relationships between 

person-job fit and job satisfaction and between met expectations and organisational 

commitment generalise across mainstream and policing contexts. Furthermore, 

findings indicate that the model of turnover intention that was developed for this stage 

of the employment relationship is equally as applicable to male and female police 

officers. Some evidence was found to suggest that gender influences the strength of 

relationships within the turnover intention process. 

 

Comparison of models according to socialisation stage and gender. The 

preceding discussion examined the findings relating to each of the three models of 

turnover intention tested in this study. The following discussion draws summative 

conclusions regarding the impact of socialisation stage on police turnover intention 

processes within the first year of employment and the impact of gender on pathways 

contained within each of the models. 

 

Research question 1, posed earlier in this chapter, questioned whether 

socialisation stage would impact on the relevance of variables within police turnover 

intention processes. A qualitative examination of the three models indicates that a 
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limited number of differences do exist across socialisation stage. For example, job 

satisfaction demonstrated a statistically significant predictive relationship with 

turnover intention at time three but not at time two. Moreover, while organisational 

commitment was predictive of turnover intention at times one and three for both male 

and female police, at time two this relationship was significant for males only. Hence, 

for males only, the importance of the predictive relationship between organisational 

commitment and turnover intention differs according to socialisation stage. 

 

Encapsulated in research questions 2a and 2b was a key aim of this study and 

the overall research program, that is to examine the impact of gender on turnover 

intention processes. In respect to research question 2a, which questioned whether 

gender would impact on the relevance of predictors in the turnover intention process, 

it was found that at time two organisational commitment was predictive of turnover 

intention for males only. Furthermore, in respect to research question 2b, it was found 

that at time three, the predictive relationship between person-organisation fit and job 

satisfaction was stronger for males compared to females. Gender differences were 

also found in respect to the correlations between facet-specific job satisfaction and 

turnover intention. For males, satisfaction with pay was most highly correlated with 

turnover intention while for females this facet of job satisfaction had the least 

correlation with turnover intention. For female officers, satisfaction with colleagues 

was most highly related to turnover intention. As a note of caution, when interpreting 

the findings of this study in relation to gender, it must be acknowledged that the ratio 

of parameters to sample size was smaller in respect to female compared to male 
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models. Hence, the findings of the models reported for female officers are potentially 

less stable than the findings reported for male officers. However, given the overall 

consistency of findings across gender, that is only a few gender differences were 

found, it appears unlikely that differences in respect to the parameter-sample size 

ratio have significantly impacted on the reported findings. 

 

In summary, the current study provides limited evidence to suggest that 

socialisation stage and gender impact on the relevance of predictors contained within 

turnover intention models. Furthermore, some evidence was found to indicate that 

gender affects the strength of predictor relationships. Whilst the number of differences 

found are relatively few, this study does suggest that a more detailed understanding 

of turnover intention processes may be achieved through an analysis of turnover 

intention in light of employment stage and gender. Furthermore, given that some 

differences were found, future research should directly test the impact of career stage 

on turnover intention processes and in light of the focus of the current study on the 

first year of employment, future research should examine the effect of gender on 

turnover intention processes across the career span. Both of these issues are 

addressed in the following study, Study Three. 

 

Practical and Theoretical Implications of Study Two 

The following discussion examines the implications of the current study. The 

theoretical implications of the study in respect to both mainstream and police specific 
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bodies of research are discussed. Moreover, the practical significance of this study to 

police organisations is examined. 

 

Similar to the other two studies conducted under the auspices of the current 

program of research, this study contributes to existing knowledge of employee 

turnover through the achievement of three key aims. Specifically, to develop 

organisationally specific models of turnover intention, including organisationally 

relevant predictors and to examine the impact of career stage and gender on turnover 

intention processes. 

 

It has been argued throughout this thesis that a better understanding of 

employee turnover may be achieved through the development of organisationally 

specific models of turnover intention that include organisationally relevant predictors. 

In respect to the development of organisationally specific models of turnover intention 

this study has focused on police officers employed within an Australian police 

organisation. Furthermore, this study has included two key predictors of turnover 

intention that are particularly relevant to the organisation under study, that is, person-

organisation and person-job fit. 

 

This study supports the need to analyse the specific organisational 

environment in which turnover is being studied in order to identify those variables that 

are particularly organisationally relevant to turnover intention processes. This study 

found that person-organisation fit and person-job fit, two variables identified as 
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organisationally relevant to police organisations, play a significant role in 

understanding police specific turnover intention processes. This finding is 

strengthened by the results of Study One which also found that fit, operationalised 

according to personality, is predictive of voluntary resignation. In this study, person-

organisation fit was found to be relevant across all three times and demonstrated 

significant relationships with organisational commitment and job satisfaction. The 

relevance of person-job fit to understanding turnover intention was a little less 

definitive given that at times two and three, person-job fit was more weakly related to 

organisational commitment than job satisfaction. As such, while these organisationally 

relevant variables play an important role in turnover intention processes, analysis of 

their role needs to be conducted in light of the specific employment stage at which 

turnover intention is being examined. 

 

From a theoretical perspective, this study indicates that models of turnover 

intention developed for officers in their first year of employment with the police 

organisation should include fit variables as key, organisationally relevant predictors. 

Furthermore, the specific role that fit variables play in this process need to be 

modelled in light of socialisation or employment stage given that the nature of 

relationships between these variables and job attitudes change across time. 

 

The second key aim of the current study and the overall program of research 

relates to the study of career stage and its effect on turnover intention processes. The 

impact of career stage is not directly addressed in this study given that the study was 
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conducted for the purpose of shedding light on an early career stage, that is the first 

year of employment. This study provides a comparative analysis of turnover intention 

processes within a single career stage. As discussed, this study developed and 

tested intention to turnover models that aligned with the three major stages of police 

socialisation as described by Bennett (1984). The findings of this study provide some 

support for the conclusion that a more detailed and hence, more accurate 

understanding of turnover intention processes may be gained through the study of 

multiple points across the first year of employment. As such, future turnover studies 

and attempts to theoretically model turnover intention processes for police personnel, 

should determine whether a single model of turnover intention fully captures the 

process that is occurring for employees at any single point in time. 

 

The third aim pursued in this study and one that contributes to the overall aims 

of the current research program involved an examination of the impact of gender on 

turnover intention processes. As discussed earlier, the findings of this study provide 

some evidence to support the need to consider the impact of gender on intention to 

turnover processes. In respect to the impact of gender on the relevance of predictors 

in the turnover intention process, at time two organisational commitment was 

predictive of turnover intention for males only. At time three, the relationship between 

person-organisation fit and job satisfaction was stronger for male compared to female 

police and gender differences were found in respect to those facets of job satisfaction 

that were most strongly related to turnover intention. Interestingly, for females at time 

two, neither hypothesised predictors of turnover intention were significant. As such, 
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future research should focus on identifying what factors are relevant to the prediction 

of turnover intention for females at this stage of the employment relationship.  

 

From a theoretical perspective, the development of police specific models of 

turnover intention should remain cognisant of the potential impact of gender on 

turnover intention processes. Although only a few gender differences were found, 

these results nevertheless indicate that a more precise understanding of the police 

turnover intention process may be gained through gender specific analysis. 

 

In addition to the three key aims discussed, this study also contributes to 

existing police specific turnover research by addressing a number of limitations that 

have plagued previous research efforts. These limitations have served to limit the 

generalisability and usefulness of existing police specific research. 

 

Five key limitations of existing police research were identified and addressed in 

this study. This study addressed both the paucity of existing police turnover research 

and limits to generalisability. As noted previously, a lack of research attention has 

focused on understanding police turnover, particularly research that has studied 

officers outside of the United States. This study addressed this limitation by 

conducting a large scale study of turnover intention using a sample of Australian 

police officers. Importantly, this study represents the first multi-variable examination of 

the process of turnover intention in police organisations. To date, police turnover 

research has been largely confined to the examination of bivariate relationships. Also, 
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this study addressed the limitations associated with existing police research that have 

typically used relatively small sample populations. Comparatively, this study is a large 

scale study of police turnover. Lastly, this study clearly delineated the type of turnover 

that was examined. As discussed, differing forms of turnover represent distinct 

concepts and as such comparison across turnover research and interpretation of 

research findings needs to be conducted in light of the type of turnover that is being 

examined (Abelson & Baysinger, 1984; Campion, 1991; Shaw et al., 1998). 

 

The preceding discussion provided a summative examination of the key aims 

pursued in this study. The following discussion addresses the empirical significance 

of this study and examines it practical implications. 

 

A key practical implication of this study relates to the finding that information 

collected on the first day of academy training, that is at time one, is predictive of 

turnover intention. This finding indicates that it may be useful for police organisations 

to incorporate information such as organisational commitment propensity, person-

organisation fit and person-job fit into their recruitment screening process. Given that 

the cost of training police recruits is considerable, in addition to the value that officers 

accrue with each year of service, the ability to identify individuals who are at risk of 

leaving the organisation at the recruitment stage has the potential to result in 

substantial cost savings for the police organisation. From a practical perspective, the 

findings of this study also have significant implications for police management. Based 

on the findings reported here, police organisations need to view police turnover as a 
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changing process and one that may not align with a mainstream understanding of 

turnover intention processes. Police management cannot rely on ‘one size fits all’ 

solutions to preventing and managing police turnover. This study indicates that police 

managers who seek to understand and ultimately control police turnover must 

understand the specific nature of police turnover and furthermore, understand how 

turnover intention processes change across time. Additionally, police managers who 

seek to control police turnover must consider the differences between the processes 

of turnover intention for male and female officers. 

 

In conclusion, this study has contributed to existing knowledge and practice on 

two levels. Firstly, it has contributed to the theoretical understanding of police specific 

turnover intention processes and secondly, has given rise to a number of important 

practical implications for police organisations. 

 

Limitations of Study Two and Directions for Future Research 

This chapter concludes with a brief examination of the limitations of the current 

study. No study is without its limitations and as such, the following discussion draws 

attention to the shortcomings of this research and provides directions for future 

research efforts. 

 

Similar to the other studies conducted within this program of research, this 

study is confined to one Australian police organisation. As such, future research 

should examine the generalisability of these findings through the study of other 
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Australian police organisations as well as other countries outside of the United States. 

Furthermore, this study was limited to three recruit intakes that entered their 

respective police academies within a single year. In light of the changing recruitment 

policies and employment environment of police organisations, future research should 

study future recruit intakes in order to determine the generalisability of the findings of 

this study and study recruit intakes that are more time dispersed. Future research 

should also be conducted in diverse organisations to determine whether the need to 

develop multiple turnover intention process models across the first year of 

employment is generalisable to other contexts. Studies should be conducted both 

within organisations that have formal socialisation practices such as those in police 

organisations in addition to organisations that do not explicitly socialise new 

employees. 

 

This study contributes to the overall research program through its study of 

turnover intention within the first year of employment. It overcame a number of 

limitations that have been identified in existing mainstream and police specific 

turnover research. Notably this study examined the impact of gender on 

organisationally specific models of turnover intention and conducted a comparative 

analysis of turnover intention processes at three distinct stages across the first year of 

employment. 
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CHAPTER TEN 

Study Three: Modelling intention to turnover across the career span: A study of 
Australian police officers. 

 

This chapter presents the third study, in a series of three studies, designed to 

examine employee turnover within an Australian police organisation. This study 

contributes to the current research program by modelling turnover intention processes 

as reported by male and female police officers across the career span. This study is 

based on the general research aims of the current program of research. This study 

develops a complex, process model of turnover intention and determines the 

influence of gender and career stage on this process. As such, the following study 

seeks to articulate the key factors associated with turnover intention in a police 

organisation and seeks to examine the equality of pathways within the model across 

gender and career stage. 

 

Introduction to Study Three 

The following discussion achieves four objectives. Firstly, the theoretical and 

empirical underpinnings of this study are discussed. Specifically, those factors that 

are relevant to understanding turnover intention in police organisations, based on a 

review of mainstream and police specific research, are identified for inclusion in the 

study. Secondly, the need to study the effect of career stage and gender on the 

process leading to intention to turnover is examined. The third objective of this 

discussion is to articulate the general design of the current study and examine the 

contribution that this study makes to the existing turnover literature. Fourthly, the 
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discussion concludes by presenting the specific aims, hypotheses and research 

questions relating to the current study. 

 

The Development of an Intention to Turnover Model 

The following discussion provides a brief review of the employee turnover 

literature for the purpose of informing the choice of factors included in a multi-factor 

process model of turnover intention that is tested in the current study. The factors 

included in the model are based on mainstream literature and police specific turnover 

research.  

 

The model that is tested in this study is, in part, based on the findings of 

mainstream literature. As determined in Chapter Four, based on empirical research 

and theoretical models of turnover, given the strong and consistent relationships that 

work/family interface, job satisfaction, organisational commitment and withdrawal 

cognitions have demonstrated with turnover, these variables warrant inclusion in the 

current study. Furthermore, these factors are included in light of their applicability 

across all career stages. The applicability of these variables to all career stages thus 

allows one model of turnover intention to be developed and subsequently tested 

across study participants. 

 

Job Satisfaction and Organisational Commitment. As summarised in Chapter 

Nine, mainstream research generally indicates that negative relationships exist 

between turnover and job satisfaction and organisational commitment and a positive 
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relationship exists between turnover and withdrawal cognitions (Cotton & Tuttle, 

1986; Griffeth et al., 2000; March & Simon, 1958; Mobley, 1977; Mobley et al., 1979, 

1982; Porter & Steers, 1973; Price, 1981, 1986; Steers & Mowday, 1981). 

Satisfaction with work itself, supervision, co-workers and promotional opportunities 

are associated with turnover while the relationship between turnover and satisfaction 

with pay is inconsistent (Cotton & Tuttle, 1986; Griffeth et al., 2000). As discussed 

later, job satisfaction and organisational commitment are negatively associated with 

stress and health status (Beehr, 1995; Flett, Biggs & Alpass, 1995; Koslowsky, 1998; 

Leony, Furnham & Cooper, 1996; Meyer, Stanley, Herscovitch & Topolnytsky, 2002). 

 

A summary of police research relating to the role of job satisfaction and 

organisational commitment in the turnover process was presented in Chapter Nine. 

Based on existing police turnover research it was concluded that the relationship 

between turnover and overall job satisfaction and organisational commitment has 

been mixed, with some indication that the nationality of the police sample may 

influence these relationships (Beck & Wilson, 1997; James & Hendry, 1991; 

Koslowsky, 1991; McElroy et al., 1999). The findings of the previous study, which 

examined the relationships between turnover intention and job satisfaction and 

organisational commitment with a sample of officers engaged in their first year of 

employment, indicated that the importance and strength of the relationships between 

these variables and turnover intention may differ according to employment stage and 

to some extent, gender. For males, organisational commitment was predictive of 

turnover intention at all three stages examined while for females a significant 
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relationship was only found at times one and three. Furthermore, while job 

satisfaction was predictive of turnover intention for males and females at time three 

this relationship was not significant for either gender at time two. 

 

In respect to relationships between facet specific aspects of job satisfaction 

and turnover intention, police research has generally found that satisfaction with 

promotion, supervision and pay are negatively associated with turnover (Beck & 

Wilson, 1997; DeLey, 1984; Harris & Baldwin, 1999; James & Hendry, 1991; Linden, 

1985; McElroy et al., 1999; Sparger & Giacopassi, 1983). The previous study, 

reported in Chapter Nine, found that for male officers satisfaction with pay is strongly 

related to turnover intention while for female officers this relationship was the weakest 

facet specific-turnover intention relationship examined. For both male and female 

officers, satisfaction with promotion and supervision were moderately correlated with 

turnover intention. While little police specific research has examined the relationships 

between police turnover and satisfaction with work itself and co-workers the 

preceding study found that satisfaction with colleagues is strongly related to turnover 

intention for male and female officers. For female officers only, a relatively strong 

relationship between turnover intention and satisfaction with work itself was found. 

 

In light of the findings of existing research and those of the study reported in 

the preceding chapter, it may be concluded that further research aimed at examining 

the relationships between turnover intention, overall job satisfaction, facet-specific job 

satisfaction and organisational commitment is warranted. In particular, it appears that 



 306

a more precise understanding of these relationships may be achieved through 

studying the impact of gender and career stage on such relationships. 

 

Work/family Interface. Mainstream research has generally found that work-

family conflict is a key occupational stressor and negatively affects health status 

(Frone, Russell & Cooper, 1992b; Noor, 2002; Swanson, Power & Simpson, 1998). 

Furthermore, research suggests that work-family conflict is associated with lower 

levels of organisational commitment and job satisfaction and increased turnover 

(Boles, Howard & Donofrio, 2001; Boles, Johnston & Hair, 1997; Good, Sisler & 

Gentry, 1988; Marsden, Kalleberg & Cook, 1993). In light of the findings that the 

interface between work and family may lead to conflict and tension, mainstream 

research has investigated and supported the correlation between work-family conflict 

and other forms of stress (Boles et al., 1997). 

 

In respect to police specific research little is known about the interface 

between work and family or its relationship with turnover intention. As such, based on 

current research, translation of mainstream findings to the policing context cannot be 

determined. 

 

Withdrawal Cognitions. It has been consistently demonstrated across 

mainstream research that withdrawal cognitions have a positive relationship with 

turnover intention and actual turnover (Cotton & Tuttle, 1986; Griffeth et al., 2000; 

Mobley et al., 1979; Steers & Mowday, 1981). Mainstream research has generally 
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found that withdrawal cognitions have negative relationships with job satisfaction, 

organisational commitment and health status (Bretz, Boudreau & Judge, 1994; Tett & 

Meyer, 1993). 

 

As noted in Chapter Five, police researchers have largely neglected the 

relationship between withdrawal cognitions and turnover. As such, further research is 

needed in order to determine whether mainstream findings relating to withdrawal 

cognitions translate into the policing context. 

 

The preceding discussion briefly highlighted those variables, identified via a 

review of mainstream research, which warrant inclusion in the current research 

program due to their consistent and strong relationship with turnover. The following 

review presents a discussion of those variables that were identified as being 

particularly relevant to police specific turnover. As discussed in Chapter Six, police 

specific stress, organisational stress and health status are three key variables that are 

relevant to the policing context and subsequently, turnover. 

 

Police Specific and Organisationally Specific Stress. Stress has been identified 

as a potentially relevant predictor of police turnover given that policing has often been 

described as one of the most stressful occupations in existence (Anshel, 2000; Anson 

& Bloom, 1988; Savery et al., 1993). Researchers examining stress in the police 

organisation have generally agreed that stress emanates from both police specific 

and general organisational factors (Hart et al., 1993; Territo & Vetter, 1981; Terry, 
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1981). As such, general organisational stress is similar to that experienced by 

members in other organisational institutions while police specific stress emanates 

from the specific aspects of police work and the police environment. 

 

Mainstream research supports the general hypothesis that higher levels of 

generic organisational stress is associated with a greater propensity to leave the 

organisation (Hemingway & Smith, 1999; Griffeth et al., 2000; Rahim & Psenicka, 

1996). Stress leads to decreased health status, lower job satisfaction and 

organisational commitment (Beehr, 1995; Koslowsky, 1998). 

 

As noted in Chapter Six, despite the obvious link between stress and turnover 

in police organisations, research examining this relationship is lacking. Stress 

research within police organisations has primarily focused on identifying sources of 

stress not on its relationship with organisational factors, such as job attitudes and 

turnover (Miletich, 1990; James & Hendry, 1991). As such, police research needs to 

move beyond identifying sources of stress and focus on the effect of stress on 

organisational outcomes. Specifically, in respect to this study, it is important to clarify 

whether relationships between stress, job satisfaction and organisational commitment 

are similar across mainstream and policing contexts. 

 

Health Status. Mainstream research has generally found that organisational 

stress negatively affects health status (Beehr, 1995; Koslowsky, 1998). In turn, health 
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status is negatively associated with organisational commitment and job satisfaction 

(Meyer et al., 2002). 

 

Police specific research concurs with mainstream research that has found a 

negative relationship between stress and health status (Anshel, 2000; Anson & 

Bloom, 1988; Brown & Campbell, 1994; Davidson & Veno, 1980; Lennings, 1997; 

Savery et al., 1993; Sigler & Wilson, 1988; Stevens, 1999; Terry, 1981). Research 

conducted within police organisations has found that stress leads to physiological 

symptoms such as respiratory problems and hypertension (Anshel, 2000; Brown & 

Campbell, 1994; Savery et al., 1993) and behavioural symptoms such as suicide and 

drug and alcohol abuse (Anson & Bloom, 1988; Lord et al., 1991; Stevens, 1999). 

Similar to the lack of research attention that has examined the relationship between 

stress and organisational outcomes in policing contexts, police specific research has 

generally failed to examine the relationship between health status and organisational 

outcomes such as organisational commitment and job satisfaction. As such, 

translation of mainstream findings to the policing context is currently unknown. 

 

The preceding discussion presented a review of employee turnover literature 

that has informed the choice of factors included in the turnover intention model tested 

in this study. Mainstream and police specific turnover research was examined. It may 

be concluded from the evidence that has been presented that the following pathways 

warrant inclusion in a police specific intention to turnover model. As depicted in Figure 

22, it is hypothesised that turnover intention is predicted by thoughts of quitting and 
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intention to search for alternative employment. In turn, thoughts about quitting and 

intention to search is predicted by organisational commitment and job satisfaction. 

Organisational commitment and job satisfaction are predicted by health status, police 

specific stress, organisational stress and work-family conflict. Given the expected 

correlation between police specific stress and organisational stress these variables 

were allowed to covary as was police-specific stress and work-family conflict, 

organisational stress and work-family conflict and job satisfaction and organisational 

commitment. 
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Figure 22. Hypothesised model of turnover intention across career stage 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = 
Satisfaction with the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues. 
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Effect of Career Stage and Gender on the Intention to Turnover Process 

In light of the identification of those variables to be included within the 

intention to turnover model tested in this study, the following discussion examines 

the need to consider the impact of career stage and gender on this process. The 

discussion begins with an examination of literature that supports the need to study 

the effect of career stage on turnover intention models. 

 

Career Stage. It was argued in Chapter Two that existing research provides 

the basis on which to argue that future studies of turnover need to consider the 

impact of career stage (Cohen, 1991; Dickter et al., 1996; Morrow & McElroy, 

1987; Slocum & Cron, 1985). A review of relevant literature suggests that existing 

research has been largely confined to the examination of the direct relationship 

between career stage and turnover and the effect of career stage on a limited 

number of single, bivariate relationships. As such, little is currently known about the 

impact of career stage on complex process models of employee turnover. 

Furthermore, it was found in Chapter Three that little research of this nature has 

been undertaken within police organisations. As such, given the paucity of 

research that has been conducted few definitive conclusions may be drawn about 

the impact of career stage on turnover processes of police officers. 

 

Although mainstream research has generally failed to consider the impact of 

career stage on process models of turnover, evidence from studies examining the 

direct relationship between career stage and turnover and the effect of career 
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stage on single, bivariate relationships is encouraging. Studies have shown that a 

positive relationship exists between career stage and intention to stay with the 

organisation, that is, individuals in later career stages have less intention to leave 

the organisation (Morrow & McElroy, 1987; Slocum & Cron, 1985). Furthermore, a 

number of studies have demonstrated that the relationship between job satisfaction 

and intent to turnover decreases as a function of increasing tenure (Dickter et al., 

1996; Hellman, 1997). Cohen (1991) also found a similar relationship between 

career stage and organisational commitment, finding that a stronger relationship 

exists between career stage and organisational commitment in earlier compared to 

later career stages. 

 

As stated earlier, little research has been conducted within the policing 

context in respect to the effect of career stage on turnover. Similar to mainstream 

research, existing police research provides only preliminary evidence to suggest 

that career stage will impact on turnover processes (McElroy et al., 1999; Poole & 

Pogrebin, 1988). Preliminary support for the impact of career stage on turnover 

intention is reinforced by the findings of the previous study, Study Two presented in 

Chapter Nine. This study found that the predictive relationship between job 

satisfaction and turnover intention differs across socialisation stage. 

 

In summary, the findings of those studies that have examined the effect of 

career stage on turnover intention and/or turnover indicate that further study of this 

relationship is promising. Based on the evidence presented here it is likely that 
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career stage will affect pathways in the intention to turnover model that is tested. 

Given the limited research attention that the influence of career stage on the 

turnover intention process has attracted, specific hypothesis generation is difficult. 

As such, the impact of career stage on the turnover intention process across the 

career span is posed, for the purpose of this study, as a general research question. 

 

Gender. The preceding chapter, Chapter Nine, reviewed the major reasons 

underpinning the need to study the effect of gender on turnover intention 

processes. As such, the following discussion will only briefly summarise the key 

issues that necessitate the inclusion of gender in this study. 

 

Mainstream and police specific research has largely neglected the study of 

gender in respect to predictor-turnover relationships (Lyness & Judiesch, 2001; 

Rosin & Korabik, 1995; Weisberg & Kirschenbaum, 1993). Some mainstream 

research has found that gender affects the type of antecedents of turnover and the 

strength of relationships between predictors and turnover (Chen & Francesco, 

2000; McNeilly & Goldsmith, 1991; Russ & McNeilly, 1995; Sicherman, 1996). 

Although limited, police studies have also found that gender affects reasons for 

leaving the organisation, turnover correlates and turnover rates (Fielding & 

Fielding, 1987; Fry, 1983; Linden, 1985; Martin, 1990; Seagram & Stark-Adamec, 

1992). 
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As concluded in Chapter Nine, the paucity of mainstream and police specific 

research investigating the effect of gender on turnover intention processes 

prevents definitive conclusions regarding its effect to be drawn. However, existing 

research coupled with the findings of the previous study indicates that this is a 

promising avenue of inquiry. The previous study found that organisational 

commitment was not predictive of turnover intention for females officers at time two 

and at time three and a stronger relationship was found between person-

organisation fit and job satisfaction for males compared to females. While the effect 

of gender on turnover intention processes was limited the existence of some 

differences provides a basis on which to further investigate the effect of gender on 

turnover intention processes at distinct phases across the entire career span. 

Similar to the discussion presented earlier in respect to career stage, the lack of 

research that has examined the impact of gender on turnover intention makes it 

difficult to formulate specific hypotheses. As such, a general research question is 

posed in preference to the generation of specific hypotheses. 

 

General Design of Study and its Contribution to Current Literature 

The following discussion addresses two aims. Firstly, it examines the 

general design of the current study and secondly, it articulates the contribution that 

the current study makes to existing employee turnover literature. 

 

The current study develops and tests an intention to turnover model. Based 

on the preceding review of the literature, this study clearly contributes to the three 
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main aims of the current research program. This study contributes to the 

development of an organisationally specific model of turnover that includes 

organisationally relevant turnover predictors and examines the impact of career 

stage and gender on turnover intention processes. Prior to examining the specific 

contribution that this study makes to the overall research program and turnover 

literature generally, the following discussion addresses the design of the study. 

 

The purpose of the current study is threefold. The study is designed to test a 

model of turnover intention. As discussed earlier, variables have been included in 

the model based on mainstream and police specific literature. Secondly and thirdly, 

the current study seeks to understand the effect of career stage and gender on the 

process of turnover intention. 

 

To achieve each of the aims discussed above, two stages of analysis are 

undertaken. Firstly, the model described earlier is tested with each group (ie. male 

and females in the early career stage, male and females in the middle career stage 

and males in the late career stage). SEM analysis is conducted on each group 

separately for the purpose of determining whether the data provides a reasonable 

fit to the model, that is, how well does the model capture the turnover intention 

process of each group separately. Based on the findings of the individual SEM 

analysis, the second stage of analysis, multiple group SEM is performed. Multiple 

group SEM analysis is used to test the equality of pathways as a function of career 

stage and gender, that is, whether each pathway in the model demonstrates the 
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same relationship and strength of relationship across career stage and gender. 

Based on these analyses it may be determined whether the variables included in 

the model provide an adequate explanation of turnover intention and furthermore, 

whether the same model is appropriate for both male and female officers across 

the career span. 

 

The preceding discussion has articulated the general design of the current 

study. In light of this design, the following discussion explicates the contribution 

that the current study makes to the overall objectives of the current research 

program and subsequently to the existing body of employee turnover theory and 

research. It is proposed that this study contributes to each of the major aims of the 

research program. It achieves this through the development of an organisationally 

specific model of turnover intention that includes organisationally relevant turnover 

predictors and examines the impact of career stage and gender on the process of 

turnover intention. Furthermore, it addresses a number of issues that have to date, 

limited the generalisability and usefulness of police research studies. 

 

This study addresses the criticism made by many researchers who view the 

development of employee turnover models that make predictions for all individuals, 

at all times and across all places as inappropriate (Dalessio et al., 1986; Griffeth et 

al., 2000; Hom et al., 1992; Lee & Mowday, 1987; Mowday et al., 1984). This study 

develops a process model of turnover intention for a specific employee population. 

This study develops and tests a model of employee turnover that is tailored to a 
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particular industry and/or occupation (Cotton & Tuttle, 1986; Griffeth et al., 2000; 

Hom et al., 1992; Lee & Mowday, 1987; Mitra, Jenkins & Gupta, 1992). 

Furthermore, in pursuit of the development of population specific models of 

employee turnover this study has identified a number of organisationally relevant 

predictors of turnover. Based on the analysis presented in Chapters Three and Six, 

organisationally relevant antecedents of police turnover, such as stress and health 

status, require inclusion in a police model of turnover intention given the nature of 

the police organisations and its work environment. 

 

Secondly and thirdly, this study addresses the limitations of existing turnover 

literature in respect to the failure of turnover research to study the impact of career 

stage and gender on turnover intention processes. As discussed, evidence derived 

from both mainstream and police specific bodies of literature, indicates that career 

stage and gender may affect processes of turnover intention and predictor-turnover 

relationships. Given the insufficiency of research that has included career stage 

and/or gender in large scale studies of turnover and specifically, those conducted 

within a policing context, this study and more generally, the current program of 

research makes an important contribution to current knowledge. 

 

Lastly, as detailed in Chapter Three, this study addresses a number of 

limitations that have to date limited existing police research efforts. Similar to 

Studies One and Two, this study makes an important contribution to knowledge 

given that such limited research attention has been directed towards the study of 
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police turnover. Furthermore, this study examines the process of police turnover 

using a relatively large sample population. As noted previously, police studies have 

often included less than 200 officers (eg. Koslowsky, 1991; Sparger & Giacopassi, 

1983; Ward, 1984). This study also broadens police research through the study of 

an Australian opposed to United States police sample. In addition, this study 

clearly defines the type of turnover that is under study. As previous research has 

suggested, findings of turnover research may differ as a function of the type of 

turnover being examined (Abelson & Baysinger, 1984; Shaw et al., 1998). Finally, 

this study, similar to the previous study, uses a complex statistical analysis 

technique, that is SEM and multiple group SEM. The use of this type of technique 

allows process models of turnover to be studied opposed to techniques used in 

previous police research that have limited these studies to the examination of 

bivariate explanations of turnover. 

 

The purpose of the preceding discussion was twofold. Firstly, it sought to 

outline the general design of the current study. Secondly, it articulated the 

contribution that the current study makes to the overall aims of the research 

program and hence to existing bodies of mainstream and police literature. The 

discussion that follows addresses the overall aims of the current study and 

articulates the hypotheses and research questions that are tested. 
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Aims, Hypotheses and Research Questions 

The following discussion begins with a brief statement addressing the aims 

of the current study. Following this statement, the specific hypotheses and 

research questions that are subsequently tested in this study are articulated. 

 

The overarching aim of this study is to accurately capture and describe the 

turnover intention process of male and female police officers across the career 

span. 

 

In light of this aim, the following hypotheses and research questions are 

tested: 

 

Intention to Turnover Process Model 

Relationship between Stress Variables and Job Attitude Variables 

Hypothesis 1a. Police stress will be a significant negative predictor of job 

satisfaction 

1b: Organisational stress will be a significant negative predictor of job 

satisfaction 

1c: Work-family conflict will be a significant negative predictor of job 

satisfaction 

1d: Police stress will be a significant negative predictor of organisational 

commitment 
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1e: Organisational stress will be a significant negative predictor of 

organisational commitment 

1f: Work-family conflict will be a significant negative predictor of 

organisational commitment 

 

Relationship between Stress Variables and Health Status 

Hypothesis 2a. Police stress will be a significant negative predictor of health 

status 

2b: Organisational stress will be a significant negative predictor of health 

status 

2c: Work-family conflict will be a significant negative predictor of health 

status 

 

Relationship between Health Status and Job Attitude Variables 

Hypothesis 3a. Health status will be a significant negative predictor of job 

satisfaction 

3b. Health status will be a significant negative predictor of organisational 

commitment 

 

Relationship between Job Attitude Variables and Withdrawal Cognitions 

Hypothesis 4a. Job satisfaction will be a significant negative predictor of 

thoughts of quitting 
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4b. Organisational commitment will be a significant negative predictor of 

thoughts of quitting 

4c. Job satisfaction will be a significant negative predictor of intention to 

search 

4d. Organisational commitment will be a significant negative predictor of 

intention to search 

 

Relationship between Withdrawal Cognitions and Intention to Turnover 

Hypothesis 5a. Thoughts of quitting will be a significant positive predictor of 

intention to turnover 

Hypothesis 5b. Intention to search will be a significant positive predictor of 

intention to turnover 

 

Covariance Relationships 

Hypothesis 6a. Police stress and organisational stress will have a significant 

positive covariance relationship 

6b. Police stress and work-family conflict will have a significant positive 

covariance relationship 

6c. Organisational stress and work-family conflict will have a significant 

positive covariance relationship 

6d. Job satisfaction and organisational commitment will have a significant 

positive covariance relationship 
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6e. Thoughts about quitting and intention to search will have a significant 

positive covariance relationship 

 

Effect of Career Stage and Gender on Intention to Turnover Process Model  

Research Question 1a: How does career stage affect pathways in intention 

to turnover models, in respect to the relevance of variables in the prediction 

of intention to turnover antecedents and intention to turnover? 

Research Question 1b: How does career stage affect pathways in intention 

to turnover models, in respect to its impact on the strength of relationships 

contained within the models? 

 

Research Question 2a: How does gender affect pathways in intention to 

turnover models, in respect to the relevance of variables in the prediction of 

intention to turnover antecedents and intention to turnover? 

Research Question 2b: How does gender affect pathways in intention to 

turnover models, in respect to its impact on the strength of relationships 

contained within the models? 
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Method 
 

Subjects 

The current study involved a sample of police officers employed within an 

Australian police organisation. In order to obtain a sample of police officers that 

enabled gender and career stage comparisons to be undertaken a stratification 

process was used prior to selecting the sample. Names of all officers employed 

within the organisation, with the exception of the deputy commissioner and 

commissioner, were organised according to gender and rank. Twenty five per cent 

(25%) of officers employed at the ranks of constable, senior constable and 

sergeant were randomly selected from the datafile. Eighty per cent (80%) of 

officers in the less populated ranks of senior sergeant, inspector and ranks above 

superintendent were also selected. As sufficient numbers of female officers existed 

at the ranks of constable and senior constable, samples at this rank included 50% 

female and 50% male officers. All females above the rank of senior constable were 

selected for participation in the study. As such, 145 female sergeants, 27 female 

senior sergeants, 15 female inspectors and 2 female officers holding ranks above 

superintendent were sampled. Male officers accounted for 67% of the chosen 

sample at the rank of sergeant, 93% at the ranks of senior sergeant and inspector 

and 96% at ranks above superintendent. 

 

As a result of the process described, 2399 officers were randomly selected 

from the stratified database to participate in the study. This constituted 
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approximately 30% of the entire police officer population employed by the police 

organisation at the time of the study. The total number of completed questionnaires 

returned to the researcher totaled 1044, representing a response rate of 43.52%. 

 

Selected demographic information relating to the whole sample population is 

provided in Table 19, below. As reported, the sample consisted of 690 male 

(66.1%) and 351 (33.6%) female officers. The majority of responses were collected 

from officers at the rank of constable (25.5%), followed by senior constables 

(23.0%), senior sergeants (20.0%) and sergeants (19.2%). In respect to 

educational status, most officers reported that they had graduated from high school 

(36.6%) or had completed either a diploma/associate diploma (28.6%) or 

undergraduate university degree (21.8%). Officers in this sample were most likely 

to be married or living with their partner (75.6%) and have children living with them 

for at least some of the time (56.8%). In addition to the information provided in the 

table, the mean age of respondents was 37.59 years (SD=8.79) with a range of 21 

to 58 years. 
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Table 19 

Demographic characteristics of sample population 

Characteristic N % 
Gender 

  Male 
  Female 
  Not Reported 
 
Rank 
  Constable 
  Senior Constable 
  Sergeant 
  Senior Sergeant 
  Inspector 
  Superintendent and above 
  Not Reported 
 
Education 
  High school 
  Associate Diploma 
  University Degree 
  Postgraduate Qualification 
  Not Reported 
 
Martial Status 
  Single 
  Married/Living with Partner 
  Separated 
  Divorced 
  Other 
  Not Reported 
 
Number of Children 
  None 
  One 
  Two 
  Three 
  Four 
  More than four 
  Not living with parents 
  Not Reported 

 
 

690 
351 

3 
 
 

262 
240 
200 
209 
108 
22 

3 
 
 

379 
299 
228 
127 
11 

 
 

163 
789 
39 
48 

1 
4 
 
 

383 
181 
237 
142 
28 

5 
64 

4

 
 

66.1% 
33.6% 
0.3% 

 
 

25.5% 
23.0% 
19.2% 
20.0% 
10.3% 
2.1% 
0.3% 

 
 

36.6% 
28.6% 
21.8% 
12.2% 
1.1% 

 
 

15.6% 
75.6% 
3.7% 
4.6% 
0.1% 
0.4% 

 
 

36.7% 
17.3% 
22.7% 
13.6% 
2.7% 
0.5% 
6.1% 
0.4% 

 

 

Further demographic information for the sample population is presented in 

Table 20. This table presents demographic information for the sample divided by 

career stage. The early career stage is comprised of those officers with 0 to 5 
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years of service with the organisation, the middle career stage is comprised of 

officers with 5.01 to 15 years of service and officers assigned to the late career 

stage had 15.01 or more years of service. As evidenced in Table 20, a fairly even 

distribution of male and female officers was obtained in the early (males: 46.9%; 

females: 53.1%) and middle (males: 47.7%; females: 52.3%) career stages. Given 

the low number of responses obtained from female officers in the late career stage 

(N = 41), a function of the small numbers of females that have attained this length 

of tenure, female officers in the late career stage were excluded from the analysis. 

The total number of responses analysed in the current study totals 996, a usable 

response rate of 41.52%. 

 

Returning to the demographic profile of the sample, the majority of 

respondents in the early career stage were at the rank of constable while the 

majority of respondents in the middle career stage were at the rank of senior 

constable. Respondents in the late career stage were most likely to be at the rank 

of senior sergeant. The majority of officers in the early career stage (38.7%) had 

obtained an undergraduate university degree qualification while officers in the 

middle (38.1%) and late (42.5%) career stages were most likely to have completed 

high school only. Most officers across all three career stages were married or living 

with a partner (early: 61.3%; middle: 73.7%; late: 88.3%). The majority of officers in 

the early (67.2%) and middle (44.1%) career stages did not have any children 

while 90.46% of officers in the late career stage had at least one child. In addition 

to the information provided in the table, the mean age of respondents in the early 
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career stage was 29.84 years (SD = 6.05) with a range of 21 to 51 years. The 

mean age of respondents in the middle career stage was 33.47 years (SD = 5.06) 

with a range of 26 to 55 years and the mean age of respondents in the late career 

stage was 45.17 years (SD = 6.00) with a range of 34 to 58 years. 
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Table 20 

Demographic characteristics of sample population by career stage 

 

Characteristic Early Career 
Stage Group 

Middle Career 
Stage Group 

Late Career 
Stage Group 

 N (%) N (%) N (%) 
Gender 
  Male 
  Female 
  Not Reported 
 

 
120 (46.9%) 
136 (53.1%) 

0 (0.00%)

158 (47.7%)
173 (52.3%)

0 (0.00%)

409 (90.7%)
041 (09.1%)

1 (00.2%)

Rank 
  Constable 
  Senior Constable 
  Sergeant 
  Senior Sergeant 
  Inspector 
  Superintendent and above 
  Not Reported 
 

 
229 (89.5%) 
24 (09.4%) 

3 (01.2%) 
0 (0.00%) 
0 (0.00%) 
0 (0.00%) 
0 (0.00%)

31 (09.4%)
196 (59.2%)
83 (25.1%)
20 (06.0%)

1 (00.3%)
0 (0.00%)
0 (0.00%)

0 (0.00%)**
18 (04.4%)**

101 (24.7%)**
172 (42.1%)**

97 (23.7%)**
21 (05.1%)**
0 (0.00%)**

Education 
  High School 
  Associate Diploma 
  University Degree 
  Postgraduate Qualification 
  Not Reported 
 

 
56 (21.9%) 
85 (33.2%) 
99 (38.7%) 
14 (05.5%) 

2 (00.8%)

126 (38.1%)
94 (28.4%)
69 (20.8%)
40 (12.1%)

2 (00.6%)

174 (42.5%)**
114 (27.9%)**

52 (12.7%)**
64 (15.6%)**
5 (01.2%)**

Marital Status 
  Single 
  Married/Living with Partner 
  Separated 
  Divorced 
  Other 
  Not Reported 
 

 
78 (30.5%) 

157 (61.3%) 
12 (04.7%) 

8 (03.1%) 
1 (00.4%) 
0 (0.00%)

59 (17.8%)
244 (73.7%)
13 (03.9%)
14 (04.2%)

0 (0.00%)
1 (00.3%)

12 (02.9%)**
361 (88.3%)**

12 (02.9%)**
23 (05.6%)**
0 (0.00%)**
1 (00.2%)**

Number of Children 
  None 
  One 
  Two 
  Three 
  Four 
  More than four 
  Not Living with Parents 
  Not Reported 
 

 
172 (67.2%) 
38 (14.8%) 
29 (11.3%) 
11 (04.3%) 

2 (00.8%) 
1 (00.4%) 
3 (01.2%) 
0 (0.00%)

146 (44.1%)
71 (21.5%)
70 (21.1%)
30 (09.1%)

4 (01.2%)
2 (00.6%)
8 (02.4%)
0 (0.00%)

39 (09.5%)**
66 (16.1%)**

133 (32.5%)**
97 (23.7%)**
22 (05.4%)**
2 (00.5%)**

50 (12.2%)**
0 (0.00%)**

** Data based on male sample population only given the exclusion of females in the late career 
stage from the analysis. 
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Measures 

The questionnaire (see Appendix I) developed and administered for the 

purpose of this study measured nine key variables. These included police stress, 

organisational stress, work-family conflict, health status, facet-specific job 

satisfaction, organisational commitment, thoughts about quitting, intention to 

search for alternative employment and turnover intention. The following discussion 

describes each of the scales that were administered. 

 

Facet-specific job satisfaction, organisational commitment and intention to 

turnover were measured using the same instruments as those used in Study Two. 

Given that these instruments have already been discussed in Chapter Nine they 

will be only briefly discussed here. 

 

Facet-Specific Job Satisfaction. Facet-specific job satisfaction was 

measured using a scale developed by Cross (1973). Cross’s (1973, cited in Cook 

et al., 1981) instrument assesses six facets of satisfaction, including the work itself, 

pay, opportunities for promotion, immediate superior, co-workers and the 

organisation as a whole. Respondents rate items on each sub-scale by indicating 

their agreement, disagreement or uncertainty with the scale item. The total score 

obtained for each sub-scale ranges between 0 and 24 with higher sub-scale scores 

reflecting greater satisfaction. For this study, the reliability alphas obtained for each 

of the sub-scales were as follows: work itself (0.72), pay (0.86), opportunities for 
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promotion(0.77), immediate supervisor (0.84), co-workers (0.82) and the 

organisation as a whole (0.78). 

 

Organisational Commitment. Organisational commitment was measured 

using the short-form OCQ developed by Porter and Smith (1970). Each of the nine 

items appearing on the questionnaire are rated using a seven-point likert scale with 

responses ranging from ‘strongly disagree’ to ‘strongly agree’. Total scores 

obtained on this instrument range from 9 to 45, with higher scores reflecting 

greater organisational commitment. For this study, a reliability alpha of 0.90 was 

obtained for this scale. 

 

Intention to Turnover. Following the work of other researchers (eg. Jaros et 

al., 1993; Mobley et al., 1979; Mowday et al., 1984; Parasuraman, 1982; Spector, 

1991 and Waung, 1995), a one item intent to turnover measure was used. Using 

this measure, respondents indicate the number of years they intend to remain with 

their current organisation. A ten category scale is used to assess turnover 

intentions, the response categories that were presented to respondents included 

less than 1 year, 1-5 years, 6 to 10 years, 11 to 15 years, 16 to 20 years, 21 to 25 

years, 26 to 30 years, 31 to 35 years, 36 to 40 years, 41+ years. Lower scores on 

this measure reflect a greater intention to leave the organisation. 

 

Police and Organisational Stress. The instrument used in this study to 

measure police specific and organisational stress was based on a questionnaire 
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developed by Hart, Wearing and Headey (1993). Hart et al. (1993) developed an 

instrument to measure daily hassles and uplifts experienced by police populations. 

In this study, the daily hassles scale was used. The police daily hassles scale 

measures the negative work experiences experienced by police officers (Hart et 

al., 1993). The scale is comprised of two sub-scales, one sub-scale captures 

operational or police specific stressors while the other sub-scale assesses general 

organisational stressors. 

 

The operational scale, containing 37 items, includes a number of sub-

scales. These sub-scales relate to victims, external stressors, activity, people, 

frustration, danger, driving and complaints (Hart et al., 1993). Respondents rate 

each item according to a six point likert rating scale. Respondents indicate whether 

they have been bothered by the stressor using a five point scale ranging from ‘a 

very little extent’ to ‘a very large extent’. Given that many officers responding to the 

questionnaire may not be involved in operational duties and thus not experience 

the stressor listed respondents are also given the opportunity to indicate that the 

item is not applicable to them. 

 

Of the total sample of 996, only 449 persons completed all items, with the 

majority of participants indicating that at least some of the items were not relevant 

to their work. The large number of respondents who indicated that specific 

operational stressors were not experienced is understandable given the diversity of 

the police population. It is more likely that officers engaged in general duties, that is 

uniformed officers who deal with the public on a daily basis, would experience 
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police specific stressors compared to officers engaged in office duties or 

management. As such, in order to capture police specific stressors and to maintain 

a high sample size for subsequent analysis, participants were assigned scores for 

each sub-scale if at least half of the items of that subscale were relevant to their 

work. The only exception to this rule was for the second subscale, dealing with 

external agencies, for which a large majority of participants rated as not applicable. 

This is understandable given that dealing with external agencies is a job that is less 

likely to occur on a daily basis. As such, respondents were assigned a score on 

this subscale when at least three valid responses out of a possible seven valid 

responses were given. In light of the manipulation that was undertaken in respect 

to the eight operational sub-scales it was important to examine their dimensionality 

and reliability. All scales with the exception of the victims subscale were 

unidimensional and exhibited good internal consistency. Reliability alphas for each 

of the subscales were as follows: victims 0.86, external 0.84, activity 0.90, people 

0.86, frustration 0.79, danger 0.90, driving 0.72 and complaints 0.84. 

 

Six hundred and eighty eight respondents had valid scores for all eight 

subscales. An overall or total score for police specific stress was calculated for 

respondents who had a valid score on at least four sub-scales given that the study 

aimed to maximise the diversity of the sample population, that is officers engaged 

in operational and more administrative functions. This process resulted in a sample 

of 976 respondents. 
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The general organisational sub-scale, including 49 items, measure stressors 

associated with coworkers, the individual, communication, administration, 

workload, amenities, equipment, rating, supervision, promotion and morale. Similar 

to the operational stress scale, respondents rate each item according to a six point 

likert scale ranging from being bothered to only a little extent by identified stressor 

through to being bothered a very large extent by the stressor. Factor analysis was 

conducted for the purpose of identifying the underlying factor structure of the sub-

scales contained within the organisational stress questionnaire. All total subscale 

scores were entered into a factor analysis. Three factors emerged. The first factor 

consisted of communication, individual, supervision, morale, co-workers, rating and 

administration. The second factor was comprised of equipment and amenities sub-

scales. These two factors were unidimensional and demonstrated adequate 

reliability. The third factor that emerged included promotion and workload, these 

two sub-scales did not correlate or have adequate reliability. As such, two 

organisational stress variables, that is the first two factors identified, were 

constructed and subsequently used in the SEM analysis as a latent factor. 

Reliability alphas for the two factors were 0.84 and 0.66 respectively. 

 

Work-Family Conflict. A two item scale based on the work of Gutek, Searle 

and Klepa (1991) was used in this study. The scale developed by Gutek et al. 

(1991) was based on the original work of Kopelman, Greenhaus and Connelly 

(1983) and Burley (1991) Respondents rated items using a five point likert scale 

with responses ranging from ‘strongly disagree’ to ‘strongly agree’. Total scores 
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range from 2 to 10 with higher scores reflecting greater work-family conflict. Gutek 

et al. (1991) reports an alpha coefficient of 0.93 for the original scale. Similarly, the 

reliability of the scale has been supported in a study of Australian public sector 

employees. Crane (1995) calculated an alpha coefficient of 0.70 for this scale. 

Analysis based on data used in this study supported the unidimensionality of the 

scale and its reliability, with a reliability alpha of 0.69. 

 

Health Status. Health status was measured using the twelve item version of 

the general health questionnaire (GHQ-12) (Goldberg, 1992). The GHQ-12 is a 

shortened version of the GHQ-60. The shortened version was developed based on 

factor loadings of items in the full questionnaire (Goldberg, 1992). Questionnaire 

items ask respondents to indicate whether they have experienced a range of 

specific behaviours or symptoms. A four point scale was used to rate all items. 

Depending on the wording of items the responses to scale items ranged from 

‘much less than usual’ to ‘more so/better than usual’ or ‘not at all’ to ‘much more 

than usual’. Total scores obtained on this scale range from 12 to 48 with lower 

scores reflecting better health status. For this study, the reliability alpha calculated 

for this scale was 0.92. 

 

Thoughts of Quitting and Intention to Search for Alternative Employment.  

Thoughts of quitting and intention to search for alternative employment were 

measured using one item scales. These scales were used based on the work of 

Mobley, Horner and Hollingsworth (1978). Respondents rated each item using a 5 
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point likert scale with response anchors ranging from ‘never’ to ‘constantly’ and 

‘very unlikely’ to ‘certain’. A higher score on each item reflected a greater likelihood 

of searching for alternative employment and more frequent thoughts about quitting 

the organisation. 

 

Procedure 

Data for this study was collected using paper and pencil, self-report 

questionnaires. All questionnaires included a cover sheet (see Appendix J) 

explaining the purpose and aims of the study and contact details for the 

researcher. Furthermore, the cover sheet clearly outlined what participation in the 

study involved. As such, participants were informed that their involvement in the 

study was voluntary and that they could choose to withdraw at any time. 

 

Those officers who were selected to participate in the study were sent the 

questionnaire, personally addressed to them at their place of work, via the 

organisation’s internal mail system. Although the questionnaires were sent via the 

internal mail system, questionnaires were placed in envelopes that were clearly 

marked as mail from Griffith University. This approach was used in order to convey 

to participants that the study was independent of the organisation. Officers were 

asked to complete and return the questionnaires within a four week period. 

Participants were requested to return their completed questionnaires directly to the 

researcher at Griffith University. A pre-addressed, pre-paid envelope was provided 

for this purpose. 
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Results 
 

Descriptive Statistics 

All scales were examined for univariate and multivariate outliers. The 

analysis was not significantly affected by the exclusion of any respondents from the 

sample population hence all respondents were retained in the analysis. Means, 

standard deviations and intercorrelations among all variables are provided 

separately for males and females in each career stage, see Tables 21, 22, 23, 24 

and 25. 

 

Early career stage. Examination of mean scores revealed that both male 

and females experienced low to moderate levels of stress associated with police 

work and the organisation and experienced moderate levels of work-family conflict. 

Health status was reported as generally poor while respondents indicated they are 

somewhat committed to the organisation. Of the six facets of job satisfaction that 

were measured, males indicated that they were most satisfied with their supervisor 

and least satisfied with their pay. Females were most satisfied with their supervisor 

and the job itself and least satisfied with pay. Males and females both reported that 

they seldom think about quitting and are not likely to search for alternative 

employment. Respondents in the early career stage indicated that they expect to 

stay with the organisation for greater than 20 years with females indicating a 

slightly lesser length of tenure. 
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As expected, moderate to high correlations were found between 

organisational commitment and the latent job satisfaction variable, between police 

and organisational stress and between thoughts about quitting and intention to 

search. Large, negative correlations were found between job satisfaction and 

thoughts about quitting and intention to search and organisational commitment and 

thoughts about quitting and intention to search. Moderate to high negative 

correlations were found between job satisfaction and police stress and 

organisational stress. Moderately large negative correlations were also found 

between job satisfaction and health status. For the male sample, moderate to large 

correlations were found between health status and police stress, organisational 

stress and work-family conflict. Furthermore, for the male sample, moderate to high 

correlations were found between work-family conflict and police stress and 

organisational stress and a strong negative correlation was found between 

organisational commitment and organisational stress. Respective correlations 

found for the female sample were more modest. 

 

Middle career stage. An examination of mean scores for respondents in the 

middle career stage revealed that male and female respondents experienced 

moderate levels of police stress, organisational stress and work-family conflict. 

Compared to the early career stage, greater levels of stress and conflict were 

reported by respondents in the middle career stage. Similar to males and female in 

the early career stage, relatively poor health status was reported. Respondents 

continued to indicate that they were somewhat committed to the organisation with 
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organisational commitment slightly lower compared to the levels reported by 

respondents in the early career stage. Facet-specific job satisfaction means 

indicated that males, similar to the early career stage, were most satisfied with their 

supervisor while females were most satisfied with the job itself. In the middle 

career stage both males and females reported that they were least satisfied with 

promotion. Males and females in the middle career stage both indicated that they 

consider quitting their current employment and there is some likelihood that they 

will search for alternative employment. Not surprisingly, males and females in the 

middle career stage expected to have a shorter tenure with the organisation than 

respondents in the early career stage. Males expected to remain with the 

organisation for approximately 20 years with females expecting to remain for 

approximately 11 to 15 years. 

 

Consistent with the findings for the early career stage, moderate to high 

correlations were found between organisational commitment and the latent job 

satisfaction variable, between police and organisational stress and between 

thoughts about quitting and intention to search. Large, negative correlations were 

found between job satisfaction and thoughts about quitting and intention to search 

and organisational commitment and thoughts about quitting and intention to 

search. Moderate to high negative correlations were found between job satisfaction 

and police stress and organisational stress. Larger correlations between 

organisational commitment and police stress and organisational commitment and 

organisational stress were found for the female compared with the male sample. 
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Late career stage. Examination of mean scores for the late career stage 

revealed that males in the late career stage experience more stress as a result of 

organisational factors compared to males in the preceding two career stages. 

Stress associated with police work slightly decreases in the late career stage 

becoming more similar to the levels reported in the early career stage. In 

comparison to early and middle career stages, males in the late career stage 

experience the least conflict associated with the interface between work and family. 

Although health status remains relatively poor in the late career stage health status 

is comparatively better than that reported in the other stages. Respondents in the 

late career stage have the highest level of organisational commitment of all 

respondents in the study. Furthermore, males in the late career stage are most 

satisfied with their colleagues and as reported for the middle career stage, least 

satisfied with promotion. Respondents in this career stage generally do not 

consider searching for alternative employment and rarely consider quitting the 

organisation. Consistent with expectations, males in the late career stage 

compared with the other stages, intend to stay with the organisation the shortest 

time, approximately 10 years. 

 

Consistent with the findings relating to the early and middle career stages, 

large correlations were found between organisational commitment and the latent 

job satisfaction variable, between police and organisational stress and between 

thoughts about quitting and intention to search. Large, negative correlations were 
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found between job satisfaction and thoughts about quitting and intention to search 

and organisational commitment and thoughts about quitting and intention to 

search. Moderate to high negative correlations were found between job satisfaction 

and police stress and organisational stress. Large negative correlations were also 

found between job satisfaction and health status. Compared to the two earlier 

career stages, correlations between turnover intention and police stress, 

organisational stress, work-family conflict and health status were extremely weak. 
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Table 21 

Descriptive Statistics and Correlations for Males, Early Career Stage Sample (n = 120) 

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

1. Police Stress --               

2. Org Stress .63** --              

3. Work-Family .43** .39** --             

4. Health Status .51** .39** .53** --            

5. Org Commitment -.21** -.44** -.17 -.24** --           

6. Job satisfaction 

7. Organisation 

8.  Pay 

9.  Promotion 

10.  Job Itself 

11.  Supervisor 

12. Colleagues 

-.49** 

-.41** 

-.10 

-.34** 

-.31** 

-.25** 

-.21** 

-.70** 

-.58** 

-.15 

-.49** 

-.45** 

-.35** 

-.29** 

-.38** 

-.31** 

-.08 

-.26** 

-.24** 

-.19* 

-.16 

-.53** 

-.44** 

-.11 

-.37** 

-.34** 

-.27** 

-.22** 

.73** 

.60** 

.16 

.51** 

.46** 

.37** 

.31** 

-- 

.83** 

.21** 

.70** 

.64** 

.50** 

.42** 

 

-- 

.18* 

.58** 

.53** 

.42** 

.35** 

 

 

-- 

.15 

.14 

.11 

.09 

 

 

 

-- 

.45** 

.35** 

.29** 

 

 

 

 

-- 

.32** 

.27** 

 

 

 

 

 

-- 

.21** 

 

 

 

 

 

 

-- 

   

13. Thoughts about Quit .32** .49** .25** .35** -.67** -.73** -.61** -.16 -.51** -.47** -.37** -.31** --   

14. Intention to Search .35** .52** .27** .38** -.61** -.75** -.62** -.16 -.52** -.48** -.38** -.32** .81** --  

15. Turnover Intention -.23** -.36** -.18* -.26** .46** .53** .44** .11 .37** .34** .27** .22** -.67** -.63** -- 

     M 2.56 2.81 2.57 1.06 4.14 -- 1.36 0.96 1.32 2.23 2.38 2.23 2.56 2.54 5.56 

     SD 0.70 0.76 0.60 0.56 1.42 -- 0.86 0.90 0.83 0.71 0.72 0.77 1.21 1.25 2.57 

*p < 0.05.  **p < 0.01. 
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Table 22 

Descriptive Statistics and Correlations for Females, Early Career Stage Sample (n = 136) 

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

1. Police Stress --               

2. Org Stress .45** --              

3. Work-Family .30** .28** --             

4. Health Status .24** .26** .27** --            

5. Org Commitment -.13 -.22** -.06 -.22** --           

6. Job satisfaction 

7. Organisation 

8.  Pay 

9.  Promotion 

10.  Job Itself 

11.  Supervisor 

12. Colleagues 

-.30** 

-.20** 

-.04 

-.15 

-.19* 

-.12 

-.15 

-.45** 

-.30** 

-.06 

-.23** 

-.28** 

-.17* 

-.22** 

-.34** 

-.23** 

-.05 

-.17* 

-.21** 

-.13 

-.17* 

-.47** 

-.31** 

-.06 

-.24** 

-.29** 

-.18* 

-.23** 

.80** 

.53** 

.11 

.41** 

.50** 

.31** 

.40** 

-- 

.66** 

.13 

.51** 

.62** 

.38** 

.49** 

 

-- 

.09 

.33** 

.41** 

.25** 

.32** 

 

 

-- 

.07 

.08 

.05 

.07 

 

 

 

-- 

.31** 

.19* 

.25** 

 

 

 

 

-- 

.24** 

.30** 

 

 

 

 

 

-- 

.19* 

 

 

 

 

 

 

-- 

   

13. Thoughts about Quit .26** .39** .31** .41** -.61** -.82** -.54** -.11 -.41** -.51** -.31** -.40** --   

14. Intention to Search .19* .29** .23** .30** -.49** -.63** -.41** -.08 -.32** -.39** -.24** -.31** .65** --  

15. Turnover Intention -.17* -.25** -.20** -.26** .40** .53** .35** .70** .27** .33** .20** .26** -.61** -.56** -- 

     M 2.61 2.66 2.58 1.10 4.38 -- 1.42 1.14 1.37 2.39 2.39 2.29 2.36 2.54 5.09 

     SD 0.63 0.65 0.58 0.56 1.35 -- 0.73 0.93 0.72 0.57 0.75 0.70 2.49 1.28 1.27 

*p < 0.05.  **p < 0.01.
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Table 23 

Descriptive Statistics and Correlations for Males, Middle Career Stage Sample (n = 158) 

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

1. Police Stress --               

2. Org Stress .59** --              

3. Work-Family .29** .22** --             

4. Health Status .34** .24** .32** --            

5. Org Commitment -.10 -.16* -.02 -.19* --           

6. Job satisfaction 

7. Organisation 

8.  Pay 

9.  Promotion 

10.  Job Itself 

11.  Supervisor 

12. Colleagues 

-.32** 

-.23** 

-.08 

-.19* 

-.16* 

-.12 

-.07 

-.51** 

-.37** 

-.13 

-.31** 

-.26** 

-.19* 

-.12 

-.32** 

-.23** 

-.08 

-.19* 

-.16* 

-.12 

-.07 

-.37** 

-.27** 

-.09 

-.22** 

-.19* 

-.14 

-.08 

.73** 

.54** 

.18* 

.44** 

.37** 

.28** 

.17* 

-- 

.74** 

.25** 

.60** 

.51** 

.38** 

.23** 

 

-- 

.19* 

.44** 

.37** 

.28** 

.17* 

 

 

-- 

.15 

.13 

.10 

.06 

 

 

 

-- 

.31** 

.23** 

.14 

 

 

 

 

-- 

.19* 

.12 

 

 

 

 

 

-- 

.09 

 

 

 

 

 

 

-- 

   

13. Thoughts about Quit .21** .34** .20* .26** -.61** -.73** -.54** -.18* -.44** -.37** -.28** -.17* --   

14. Intention to Search .17* .27** .17* .20* -.40** -.54** -.40** -.13 -.32** -.27** -.20* -.12 .69** --  

15. Turnover Intention -.12 -.20* -.12 -.14 .31** .40** .30** .10 .24** .20* .15 .09 -.53** -.57** -- 

     M 2.73 3.00 2.70 1.10 3.97 -- 1.31 1.05 1.00 2.21 2.25 2.24 2.95 2.73 5.10 

     SD 0.73 0.73 0.53 0.58 1.49 -- 0.80 0.90 0.71 0.67 0.86 0.80 1.23 1.17 2.15 

*p < 0.05.  **p < 0.01. 
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Table 24 

Descriptive Statistics and Correlations for Females, Middle Career Stage Sample (n = 173) 

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

1. Police Stress --               

2. Org Stress .63** --              

3. Work-Family .46** .36** --             

4. Health Status .28** .31** .41** --            

5. Org Commitment -.39** -.37** -.17* -.02 --           

6. Job satisfaction 

7. Organisation 

8.  Pay 

9.  Promotion 

10.  Job Itself 

11.  Supervisor 

12. Colleagues 

-.57** 

-.39** 

-.24** 

-.26** 

-.32** 

-.14* 

-.13 

-.65** 

-.45** 

-.27** 

-.30** 

-.37** 

-.16* 

-.15* 

-.43** 

-.30** 

-.18** 

-.20** 

-.25** 

-.11 

-.10 

-.25** 

-.17* 

-.11 

-.12 

-.14* 

-.06 

-.06 

.82** 

-.57** 

.34** 

.38** 

.47** 

.20** 

.19** 

-- 

.70** 

.42** 

.47** 

.57** 

.25** 

.24** 

 

-- 

.29** 

.32** 

.40** 

.17* 

.16* 

 

 

-- 

.20** 

.24** 

.10 

.10 

 

 

 

-- 

.27** 

.12 

.11 

 

 

 

 

-- 

.14* 

.14* 

 

 

 

 

 

-- 

.06 

 

 

 

 

 

 

-- 

   

13. Thoughts about Quit .40** .45** .30** .17* -.61** -.72** -.50** -.30** -.34** -.41** -.18** -.17* --   

14. Intention to Search .27** .30** .18** .09 -.47** -.50** -.35** -.21** -.23** -.29** -.12 -.12 .62** --  

15. Turnover Intention -.24** -.27** -.17* -.10 .38** .44** .30** .18** .20** .25** .11 .10 -.59** -.52** -- 

     M 2.73 2.97 2.65 1.17 4.00 -- 1.39 1.39 1.07 2.22 2.13 2.18 2.89 2.63 4.71 

     SD 0.74 0.70 0.64 0.59 1.34 -- 0.79 1.01 0.72 0.69 0.94 0.78 1.15 1.22 2.22 

*p < 0.05.  **p < 0.01. 
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Table 25 

Descriptive Statistics and Correlations for Males, Late Career Stage Sample (n = 409) 

Variable 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

1. Police Stress --               

2. Org Stress .53** --              

3. Work-Family .26** .22** --             

4. Health Status .34** .38** .31** --            

5. Org Commitment -.27** -.29** -.02 -.30** --           

6. Job satisfaction 

7. Organisation 

8.  Pay 

9.  Promotion 

10.  Job Itself 

11.  Supervisor 

12. Colleagues 

-.49** 

-.42** 

-.20** 

-.33** 

-.29** 

-.20** 

-.23** 

-.63** 

-.54** 

-.26** 

-.42** 

-.38** 

-.25** 

-.30** 

-.19** 

-.16** 

-.08 

-.12* 

-.11* 

-.07 

-.08 

-.50** 

-.42** 

-.20** 

-.33** 

-.30** 

-.20** 

-.24** 

.70** 

.60** 

.28** 

.47** 

.42** 

.28** 

.33** 

-- 

.85** 

.41** 

.67** 

.60** 

.40** 

.48** 

 

-- 

.35** 

.57** 

.51** 

.34** 

.41** 

 

 

-- 

.27** 

.24** 

.16** 

.19** 

 

 

 

-- 

.40** 

.27** 

.32** 

 

 

 

 

-- 

.24** 

.29** 

 

 

 

 

 

-- 

.19** 

 

 

 

 

 

 

-- 

   

13. Thoughts about Quit .30** .38** .10* -.31** -.52** -.64** -.55** -.26** -.43** -.38** -.26** -.31** --   

14. Intention to Search .22** .27** .07 .22** -.38** -.46** -.39** -.19** -.31** -.28** -.18** -.22** .59** --  

15. Turnover Intention -.08 -.10* -.03 -.08 .14** .17** .15** .07 .12* .10* .07 .08 -.26** -.19** -- 

     M 2.60 3.06 2.56 1.08 4.49 -- 1.53 1.27 1.08 2.18 2.09 2.20 2.69 2.40 3.81 

     SD 0.76 0.72 0.58 0.56 1.44 -- 0.93 0.97 0.84 0.71 0.90 0.78 1.20 1.25 1.87 

*p < 0.05.  **p < 0.01 
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Structural Equation Modelling 

The hypothesised model that was tested is shown in Figure 23. All variables 

included in the model were observed variables with the exception of job satisfaction. 

Observed variables included organisational commitment, health status, police 

specifc stress, organisational stress, work-family conflict, thoughts of quitting and 

intention to search for alternative employment. In this model job satisfaction is a 

latent variable formed from six observed variables. The six observed variables 

represent six facet specific aspects of overall job satisfaction. The six facets of job 

satisfaction that were measured include satisfaction with the organisation as a whole 

(JS1), satisfaction with pay (JS2), satisfaction with opportunities for promotion (JS3), 

satisfaction with the job itself (JS4), satisfaction with immediate supervisor (JS5) and 

satisfaction with colleagues (JS6). Input data for the model was based on scale 

scores. 

 

In the model, it was hypothesised that turnover intention is predicted by 

thoughts of quitting and intention to search for alternative employment. In turn, 

thoughts of quitting and intention to search is predicted by predicted organisational 

commitment and job satisfaction. Organisational commitment and job satisfaction 

are predicted by health status, police specific stress, organisational stress and work-

family conflict. Police specific stress and organisational stress were allowed to 

covary as was police specific stress and work-family conflict and organisational 

stress and work-family conflict. The model was estimated with EQS Version 5.7b, 

using maximum likelihood as the estimation method. 
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Figure 23. Hypothesised model of turnover intention across the career span. 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues. 
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As discussed earlier and consistent with the methodology undertaken in 

Study Two, initial analysis of the hypothesised model was conducted for each group 

separately. Analysis based on the male, early career stage sample indicated that the 

model provided a reasonable fit to the data (χ2 = 81.53; df = 63; p = 0.06; CFI = 

0.97; RMSEA = 0.05). Similarly, the models relating to the female, early career 

stage sample (χ2 = 85.65; df = 63; p = 0.06; CFI = 0.96; RMSEA = 0.05), male, 

middle career stage sample (χ2 = 123.99; df = 63; p = 0.00; CFI = 0.90; RMSEA = 

0.08) and the female, middle career stage sample (χ2 = 98.01; df = 63; p = 0.00; 

CFI = 0.95; RMSEA = 0.06), all provided a reasonable fit to the data. Model fit for 

the male, late career stage sample is questionable (χ2 = 199.97; df = 63; p = 0.00; 

CFI = 0.91; RMSEA = 0.08). Although the model fit for the male, late career stage 

model is not as good as that found for the other four groups it was determined that 

the model should not be altered prior to conducting multiple group SEM. This 

decision was based on the need to directly compare and hence, retain the same 

model for testing across all five groups. Therefore, given that four of the five models 

provided a reasonable fit to the data the original, hypothesised model was retained. 

Interpretation of the results of this study is undertaken in light of the poorer model fit 

for males in the late career stage. 

 

To test the equivalence of the structural model across both males and 

females and across career stages, all hypothesised structural paths between 

observed variables were constrained to be equal across the two groups. The multi-

sample model provided a good fit to the data (χ2 = 790.36; df = 403; p = <0.001; CFI 
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= 0.90; RMSEA = 0.03) (see Appendix K for standardised regression coefficients). 

Examination of the individual constraints revealed that a number of constraints 

needed to be released given that significant differences existed in respect to the 

magnitude of the covariance between males and females and across career stage. 

Constraints were released on the paths between intention to search for alternative 

employment and turnover intention, thoughts of quitting and turnover intention, 

police stress and job satisfaction, job satisfaction and intention to search for 

alternative employment and job satisfaction and thoughts about quitting. These five 

constraints were dropped and the model rerun. This final model exhibited very good 

fit (χ2 = 685.33; df = 383; p = <0.001; CFI = 0.91; RMSEA = 0.03). 

 

The majority of hypothesised paths were significant (p = 0.05). One path was 

found to be non-significant across all of the models examined (ie. male, early career; 

female, early career; male, middle career; female, middle career; and male late 

career). The path between work-family conflict and organisational commitment was 

not statistically significant (p > 0.05). For all models with the exception of males in 

the late career stage, the pathway between police stress and job satisfaction was 

non-significant. Additionally, in the female, early career stage model, satisfaction 

with pay was not significantly related to global job satisfaction. In the male, late 

career stage model, the predictive relationship between intention to search and 

turnover intention was not supported. An examination of beta weights indicates that 

the relationships between thoughts about quitting and both turnover intention and 

job satisfaction are considerably weaker for males in the late career stage compared 
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to the other four groups. A stronger relationship was found between job satisfaction 

and intention to search for alternative employment in the male, early career stage 

group compared to females in the early career stage group and other career stages. 

 

The standardised regression coefficients for males and females across 

career stages are shown in Figures 24, 25, 26, 27 and 28. As hypothesised, 

turnover intention was predicted by thoughts about quitting. With the exception of 

males in the late career stage, the hypothesised path between intention to search 

and turnover intention was also supported. Thoughts about quitting and intention to 

search demonstrated a significant covariance relationship. In support of the 

hypotheses generated, thoughts about quitting and intention to search were 

predicted by job satisfaction and organisational commitment. As predicted, negative 

relationships were found between job satisfaction and organisational stress, work-

family conflict and health status. With the exception of males in the late career 

stage, police stress was not predictive of job satisfaction. Results indicate that 

organisational commitment is predicted by police stress and organisational stress. 

Consistent with expectations, significant covariance relationships were found 

between organisational commitment and job satisfaction, police stress and 

organisational stress, police stress and work-family conflict and organisational stress 

and work-family conflict. With the exception of the female, early career stage model, 

all facet-specific job satisfaction variables were significantly related to global job 

satisfaction. 
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*p < 0.05.  **p < 0.01. 
 
 
 
Figure 24. Path diagram of beta weights for males, early career stage - respecified model (n = 120). 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues.
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*p < 0.05.  **p < 0.01. 
 
 
Figure 25. Path diagram of beta weights for females, early career stage - respecified model (n = 136). 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues.
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*p < 0.05.  **p < 0.01. 
 
 
Figure 26. Path diagram of beta weights for males, middle career stage - respecified model (n = 158). 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues.
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*p < 0.05.  **p < 0.01. 
 
 
Figure 27. Path diagram of beta weights for females, middle career stage - respecified model (n = 173). 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues.
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*p < 0.05.  **p < 0.01. 
 
 
Figure 28. Path diagram of beta weights for males, late career stage - respecified model (n = 409). 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = 
Satisfaction with the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues. 
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Discussion 
 

This study examined turnover intention processes of Australian police officers 

across the career span. Turnover intention processes were examined in respect to 

the equality of model pathways across gender and career stage. 

 

Hypotheses 

The majority of hypothesised paths were significant across all groups. The 

findings provide support for hypotheses 1b, 1c, 1d, 1e, 2a, 2b, 2c, 3a, 3b, 4a, 4b, 4c, 

4d, 5a, 6a, 6b, 6c, 6d, and 6e. As hypothesised, turnover intention was predicted by 

thoughts about quitting. Thoughts about quitting and intention to search 

demonstrated a significant covariance relationship. In support of the hypotheses 

generated, job satisfaction and organisational commitment predicted thoughts about 

quitting and intention to search. Significant, negative relationships were found 

between job satisfaction and organisational stress, work-family conflict and health 

status. Results indicate that police stress, organisational stress and health status 

were predictive of organisational commitment. Police stress, organisational stress 

and work-family conflict were all found to be predictive of health status. Consistent 

with expectations, significant covariance relationships were found between 

organisational commitment and job satisfaction, police stress and organisational 

stress, police stress and work-family conflict and organisational stress and work-

family conflict. 
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Hypothesis 1f was not supported in any of the five groups. Findings indicate 

that work-family conflict is not predictive of organisational commitment. Hypothesis 

1a was not supported in any group except for males in the late career stage. 

Contrary to the findings for the other groups, police stress was predictive of job 

satisfaction for males in the late career stage. Support for hypothesis 5b was found 

for all groups with the exception of males in the late career stage. For all other 

groups, intention to search was found to be a significant positive predictor of 

turnover intention. 

 

In respect to the relationships between facet specific aspects of job 

satisfaction and turnover intention it was found that for males, across all career 

stages, satisfaction with pay, colleagues and supervisors were most strongly related 

to turnover intention. More specifically, for males in the early and late career stages, 

pay was most strongly associated with turnover intention while satisfaction with pay 

came second to satisfaction with colleagues in the middle career stage. For female 

officers in the early and middle career stages, satisfaction with supervisors and 

satisfaction with colleagues were associated most strongly with turnover intention. 

Interestingly, in respect to gender differences, while satisfaction with pay was highly 

correlated with turnover intention for males, for females in the early career stage this 

facet of job satisfaction was the least related to turnover intention. Satisfaction with 

pay became more important to females in the middle career stage, with pay being 

the third most related aspect of job satisfaction to turnover intention. As such, the 

key correlate of facet specific job satisfaction in respect to turnover intention for 
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male officers, that is satisfaction with pay, remains relatively consistent across 

career stage, while for female officers correlates of turnover intention demonstrate 

more fluctuation. 

 

Based on the findings reported above, it may be concluded that the current 

study, in response to research questions 1a, 1b and 2b, found that career stage 

impacts on the relevance of variables in the prediction of turnover intention and both 

career stage and gender impact on the strength of predictive pathways within the 

turnover intention process. No evidence was found in respect to research question 

2a to suggest that gender impacts on the relevance of variables in the prediction of 

turnover intention. 

 

As discussed, the findings of this study demonstrate that career stage 

impacts on the relevance of predictors contained within the turnover intention 

process. A number of differences were found between males in the late career stage 

group and the other stages of career development. For males in the late career 

stage group a significant negative relationship was found between police stress and 

job satisfaction. Furthermore, for males in the late career stage group, a significant 

positive relationship was found between intention to search and turnover intention. 

Given that insufficient numbers of late career stage, female officers were able to be 

obtained for inclusion in this study, it could not be determined whether these 

relationships are similar across gender and hence, are characteristic generally of the 

late career stage or are specific to males at this stage of career development. 
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The findings of this study indicate that career stage significantly impacts on 

the strength of relationships in the turnover intention process. The predictive 

relationships between thoughts about quitting and turnover intention and between 

job satisfaction and thoughts about quitting were considerably weaker for males in 

the late career stage group compared to the other four groups. Similar to the 

discussion presented earlier, given that late career stage female officers were not 

studied it is unable to be determined whether the differential strength of these 

relationships are also applicable across gender. 

 

Lastly, in respect to the research questions posed earlier in this chapter, the 

findings of this study in response to research question 2b indicate that gender also 

impacts on the strength of pathways contained within the turnover intention process. 

The finding that the predictive relationship between job satisfaction and intention to 

search for alternative employment in the male, early career stage group exists 

indicates that both gender and career stage impact on the strength of this 

relationship. 

 

The preceding discussion provided an overview of the findings of the current 

study in respect to the stated hypotheses and research questions presented at the 

beginning of this chapter. The following discussion examines how the findings of this 

study relate to previous mainstream and police specific research findings and 

theoretical models of employee turnover. 
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This study generally concurs with mainstream research findings that have 

found a predictive relationship between thoughts about quitting and turnover 

intention (Cotton & Tuttle, 1986; Griffeth et al., 2000; Mobley et al., 1979; Steers & 

Mowday, 1981). This study found that a statistically significant predictive relationship 

between thoughts about quitting and turnover intention existed, however the 

strength of this relationship was weaker for males in the late career stage group 

compared to the other stages of career development. Dissimilar to mainstream 

research and theoretical models of employee turnover that have been developed 

(Cotton & Tuttle, 1986; Griffeth et al., 2000; Mobley et al., 1979; Steers & Mowday, 

1981) this study did not find a universal, statistically significant predictive relationship 

between intention to search for alternative employment and turnover intention. The 

predictive relationship between intention to search and turnover intention was non-

significant for males in the late career stage. As such, it may be concluded that while 

thoughts about quitting and intention to search are predictive of turnover intention for 

officers in the early and middle career stages, intention to search is less strongly 

related to turnover intention compared to thoughts about quitting for males in the 

late career stage. It may not be concluded that intention to search is not related at 

all to turnover intention for males in the late career stage group given the high 

correlation that exists between thoughts about quitting and intention to search. 

As stated earlier, the limited research that has been conducted on police 

turnover has largely failed to examine the relationships between withdrawal 

cognitions and turnover intention and/or actual turnover. Therefore, these findings 
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provide evidence to support the relevance of withdrawal cognitions to explaining and 

understanding police specific turnover intention processes, particularly for those in 

the early and middle career stages. Importantly, this study indicates that mainstream 

research and theoretical modelling efforts that have indicated that both thoughts 

about quitting and intention to search are universally predictive of turnover intention 

(Cotton & Tuttle, 1986; Griffeth et al., 2000; Mobley et al., 1979; Steers & Mowday, 

1981) do not directly translate into the policing context. The findings of this study 

indicate that for males in the late career stage a slightly altered model of turnover 

intention is needed, that is, it must be noted that withdrawal cognitions appear to be 

less strongly related to turnover intention for males in the late career stage group 

compared to the other career stage groups. For this group, a comparatively weak 

relationship was found between thoughts about quitting and turnover intention and in 

turn, when controlling for the predictive relationship between thoughts about quitting 

and turnover intention, the relationship between intention to search and turnover 

intention failed to reach significance. 

 

It is perhaps not surprising that predictive relationships between withdrawal 

cognitions and turnover intention differ as a function of career stage and in 

particular, are different for those in later stages of career development. It would be 

reasonable to conclude that it is less likely that withdrawal cognitions are 

significantly associated with turnover intention for officers in later compared to 

earlier career stages, given that officers in later stages of career development are 

nearing retirement. Officers in the late stage of career development are nearing the 
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end of their working lives and are rapidly approaching a total cessation of 

membership from the paid workforce. Conversely, officers in the early and middle 

career stages who leave the police organisation, given their age, are more likely to 

be looking for alternative employment. Similarly, officers in the late career stage are 

less likely to be considering quitting the police organisation given the proximity of 

retirement compared to officers in early and middle career stages who have no 

option at this stage of their organisational tenure but to resign. For officers in the 

early and middle career stages quitting is the only immediate option available to 

them if they wish to exit the police organisation. 

 

The portion of the model tested in this study, containing relationships 

between job attitudes and withdrawal cognitions, support mainstream research and 

theory. Specifically, this study found that withdrawal cognitions are significantly, 

negatively related to job satisfaction and organisational commitment (Bretz et al., 

1994; Cotton & Tuttle, 1986; Hom et al., 2000; Mobley et al., 1979; Steers & 

Mowday, 1981; Tett & Meyer, 1993).  

 

As discussed earlier, police research has generally failed to examine the role 

of withdrawal cognitions in respect to police specific turnover. The findings of this 

study indicate that predictive relationships between job attitudes and withdrawal 

cognitions largely generalise across mainstream and policing contexts. Whilst the 

pathways between job attitudes and withdrawal cognitions are supportive of 

mainstream research, this study found that the strength of relationships differ 
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according to career stage and gender. As noted, the predictive relationship between 

job satisfaction and thoughts about quitting was considerably weaker for males in 

the late career stage group compared to the other stages of career development. 

Furthermore, the relationship between job satisfaction and intention to search for 

alternative employment was comparatively stronger for males in the early career 

stage group. Therefore it may be concluded, compared to other stages of career 

development, the predictive relationship between job satisfaction and thoughts 

about quitting is less crucial for males in the late career stage while the relationship 

between job satisfaction and intention to search is particularly important for males in 

the early career stage. 

 

The finding that a weaker relationship exists between job satisfaction and 

thoughts about quitting for males in the late career stage compared to other stages 

of career development, may result from the source from which officers at this stage 

are deriving their satisfaction. Individuals in late career stages are beginning their 

transition from the workforce to retirement and as such, life outside their work 

environment takes on more importance (Peterson, 1989; Rabinowitz & Hall, 1981). 

Therefore, job satisfaction may become increasingly less important to officers, in 

respect to their thoughts about quitting, as their progress through career stages. 

Officers transfer their interests and hence, derivation of satisfaction from internal 

aspects of the working environment to factors outside of work.  
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As discussed, this study also found that for males in the early career stage, 

job satisfaction is a particularly important predictor of intention to search for 

alternative employment. Career stage literature indicates that individuals within the 

early career stage compared to later career stages are more likely to change 

employment in search of a job that provides the most optimum match or satisfaction 

with their individual preferences and needs (Peterson, 1989). As such, compared to 

officers in other career stages, males in the early career stage who are not satisfied 

with aspects of the police job and what it has to offer are likely to actively search for 

more suitable employment. The differential strength of the job satisfaction-intention 

to search relationship found for male and female officers may be a result of the 

expectations of male officers. Male officers compared to female officers may have a 

higher benchmark in respect to the satisfaction they derive from the police job. 

Female officers are likely to have entered the police organisation with the knowledge 

that some aspects of the job may be difficult due to the nature of policing 

environment, that is one that is traditionally male-dominated. As such, female 

officers may be more tolerant and thus less likely to search for alternative 

employment due to job satisfaction levels. 

 

A number of findings relating to the portion of the model tested in this study, 

which included predictive relationships between stress variables, health status and 

job attitudes, supported mainstream theory and research. Similar to mainstream 

research (Beehr, 1995; Koslowsky, 1998) this study found that organisational stress 

and work-family conflict were predictive of health status. This finding also confirms 
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existing police research that has examined the relationship between stress and 

health status (Anshel, 2000; Anson & Bloom, 1988; Brown & Campbell, 1994; 

Lennings, 1997). 

 

Similar to mainstream research (Beehr, 1995; Flett et al., 1995; Koslowsky, 

1998; Meyer et al., 2002), this study found that organisational stress and health 

status are predictive of job satisfaction and organisational commitment. Work-family 

conflict was predictive of job satisfaction only. To date, relationships between stress 

and job attitudes and between health status and job attitudes have not been studied 

within the policing context. As such, this study indicates that mainstream research 

that has found that organisational stress and health status are predictive of job 

attitudes (Beehr, 1995; Flett et al., 1995; Koslowsky, 1998; Meyer et al., 2002) and 

work-family conflict is predictive of job satisfaction (Boles et al., 2001; Good et al., 

1988) is generalisable to the policing environment. 

 

The preceding discussion examined those relationships between stress, 

health status and job attitudes that were supportive of mainstream theory and 

research. Two key pathways in the model tested in this study did not universally 

support mainstream research, specifically the relationship between work-family 

conflict and organisational commitment and the relationship between police specific 

stress and job satisfaction. It was found, across all groups examined, that work-

family conflict was not significantly related to organisational commitment. To date, 

this relationship had not been studied within the policing context. Hence, this study 
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indicates that within the policing context, organisational commitment is more 

strongly affected by police specific and organisational stress compared to stress 

emanating from work-family conflict. Furthermore, in partial contradiction of 

mainstream research, this study found that a significant predictive relationship 

between police specific stress and job satisfaction exists only in the male, late 

career stage model. This finding indicates that for males in the late career stage all 

stress factors are important in the prediction of job satisfaction, while for officers in 

the two earlier stages of career development, organisational stress and work-family 

conflict have a stronger predictive relationship with job satisfaction compared to 

police specific stress. Given that this relationship has also not been studied within a 

police specific context, this study indicates that relationships between specific stress 

factors and job attitudes need to be understood in light of career stage. 

 

The finding that work-family conflict is less strongly related to organisational 

commitment compared to police specific and organisational stress across all groups 

may be reflective of officers’ interpretation of work-family conflict issues. It may be 

that officers believe that work-family conflict is not the responsibility of the 

organisation and hence, although it affects satisfaction with their work it does not 

strongly impact on their level of commitment to the organisation. Furthermore, the 

finding that police stress is significantly predictive of job satisfaction for males in the 

late career stage only may be interpreted in light of the correlation that exists 

between age and career stage. Police stress emanates from the operational duties 

that are associated with police work. Many of these duties are emotionally and 
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physically exhausting, for example, shift work, going to dangerous calls, making 

forcible arrests and dealing with assault victims and domestic violence. It may be 

that officers in earlier career stages find these aspects of the job exciting and 

challenging however given the years of experience obtained by those in the late 

career stage these aspects of the job may have taken their toll. 

 

Importantly, this study has also provided evidence to support the need to 

delineate between specific stress factors, that is general organisational stress, work-

family stress and police specific stress. As indicated by the findings discussed 

above, various facets of stress relate differently to job attitudes and health status 

and thus, play differing roles in the turnover intention process of police. 

 

The findings of this study, relating to facet specific aspects of job satisfaction 

and turnover intention, provide support for existing mainstream and police specific 

research findings. Similar to mainstream research and police research, this study 

found that satisfaction with supervision and promotion are associated with turnover 

intention (Beck & Wilson, 1995; Cotton & Tuttle, 1986; DeLey, 1984; Griffeth et al., 

2000; Harris & Baldwin, 1999; James & Hendry, 1991; Sparger & Giacopassi, 1983). 

It should be noted however that satisfaction with promotion was more strongly 

associated with turnover intention for female officers in the early career stage 

compared to the other groups. This study indicated that mainstream findings that 

have found a negative relationship between satisfaction with colleagues and 

turnover intention (Cotton & Tuttle, 1986; Griffeth et al., 2000) translates to the 
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policing context. To date, this facet of satisfaction was largely neglected by police 

researchers. Similar to existing police research (Harris & Baldwin, 1999; Linden, 

1985) and the findings reported for Study Two, satisfaction with pay was particularly 

relevant to turnover intention for male officers. This finding may indicate that the 

ambiguous findings relating to the relationship between satisfaction with pay and 

turnover intention reported in mainstream research (Cotton & Tuttle, 1986; Griffeth 

et al., 2000) are a function of career stage and gender. 

 

In summary, it may be concluded from this study that career stage does 

impact on the relevance of predictors in the turnover intention process and at times, 

career stage and gender impact on the strength of such relationships. This study 

indicates however that gender does not impact on the relevance of predictors in the 

turnover intention process, hence the same turnover intention models may be used 

across gender with the caveat that the differing strength of relationships that exist 

according to gender are considered. It should be noted that many of the differences 

that were noted in respect to career stage indicated that differences existed between 

the late career stage group and both the early and middle career stage groups. 

Hence, a summative conclusion that may be drawn from these findings is that it 

would be appropriate to develop a single model that is applicable to early and middle 

career stage groups with a slightly altered model developed for the late career stage 

group. 
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Practical and Theoretical Implications of Study Three 

The current study has a number of implications for mainstream and police 

specific bodies of turnover research and theorising. The following discussion 

examines the contribution that this study makes to these bodies of work and 

secondly, examines the practical implications of this study for police organisations. 

 

In pursuit of the key aims and objectives of the current program of research 

this study has examined the need to develop models of turnover intention that are 

organisationally specific and include organisationally relevant predictors of turnover. 

In further pursuit of these aims, this study has tested the need to develop separate 

models of turnover intention based on gender and career stage. 

 

It was argued in Chapter Two, based on empirical evidence, that 

organisational context influences the turnover process (Cohen & Hudecek, 1993; 

Dalessio et al., 1986; Hom et al., 1992; Griffeth et al., 2000). As such, this study and 

the broader program of research concentrated on developing and understanding 

turnover and turnover intention processes of Australian police officers. Furthermore, 

given that it was argued that organisational specific models of turnover are 

warranted, it was proposed that organisational environments should be analysed for 

the purpose of identifying those predictors of turnover that are particularly relevant to 

the chosen organisation. In this study three key organisationally relevant predictors 

were examined, namely police specific stress, organisational stress and health 

status. 
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The findings of this study supported the inclusion of those variables that were 

identified as particularly organisationally relevant. With the exception of the 

predictive relationship between police specific stress and job satisfaction, which was 

statistically significant for males in the late career stage only, police specific stress, 

organisational stress and health status played important roles in capturing the 

process of turnover intention for male and female police across the career span. As 

such, from a theoretical perspective, theoretical models of turnover intention 

developed for Australian police organisations should include organisationally 

relevant predictors, particularly those which were included in this study. 

Furthermore, the need to include organisationally relevant predictors of turnover 

intention is strengthened by the findings of the previous study. Both the study 

reported here and the previous study, Study Two, found that those predictors that 

were identified based on an analysis of the police environment played a key role in 

understanding the turnover intention process. 

 

The second area addressed in the current study and the overall research 

program relates to the potential impact of career stage on turnover processes. 

Based on empirical evidence presented in Chapter Two (Lynn et al., 1996; Morrow 

& McElroy, 1987; Slocum & Cron, 1985; Somers, 1996), it has been argued that 

career stage potentially impacts on the relevance of predictors in turnover intention 

processes and the strength of relationships within this process. As stated previously, 

it may be concluded that turnover intention models developed for Australian police 
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officers do need to be developed in light of the career stage of the officer. While a 

single turnover intention model may be developed for male and female officers in 

the early and middle career stages, a refined or altered model is needed for male 

officers in the late career stage. Unfortunately, given the constraints of the sample 

population, it is unclear whether females in the late career stage would also display 

a theoretical model that deviates from the early and middle career stage models and 

hence, whether a similar model to that reported for males in the late career stage 

group would be found. 

 

Similar to the conclusions drawn in respect to the need to include 

organisationally relevant predictors in models of turnover intention, the conclusion 

that separate models of turnover intention are needed according to career stage is 

further strengthened by the findings of the previous study, Study Two. Study Two 

also found that a more detailed and accurate understanding of turnover intention 

may be gained through the study of multiple points across the first year of 

employment. 

 

The current study contributed to the overall aims of the current research 

program through its examination of the impact of gender on the turnover intention 

processes of Australian police officers. As discussed earlier, existing mainstream 

(Griffeth & Hom, 2001; Rosin & Korabik, 1990; Rosin & Korabik, 1991; Weisberg & 

Kirschenbaum, 1993) and police specific research (O’Leary-Kelly & Griffin, 1995) 

examining turnover has generally failed to adequately examine the impact of gender 
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on the relevance of predictors in the turnover process and its impact on the strength 

of such relationships. The only gender difference that was found in this study relates 

to the strength of the relationship between job satisfaction and intention to search for 

alternative employment for males in the early career stage. In respect to this 

relationship, males in the early career stage reported a stronger relationship 

compared to females in the early career stage group and the remaining groups. As 

such, these findings suggest that a single theoretical model of turnover intention, 

developed for the population examined in this research program, captures the 

turnover intention process of both male and female police. 

 

The findings of this study largely concur with the findings of Studies One and 

Two, reported in the preceding chapters. In respect to Study One, it was found that 

predictive relationships between personality characteristics and voluntary 

resignation were similar for male and female police. Gender did not affect the 

predictive relationship between personality and turnover thus indicating that the 

same model of turnover, using personality characteristics as predictors, may be 

used across gender. Similar to this study, Study Two found that gender has some 

limited impact on the strength of relationships within the turnover intention process. 

Contrary to the findings of this study, Study Two did find that gender influences the 

relevance of predictors within the turnover intention process. The impact of gender 

on the relevance of predictors in the turnover intention process was however 

confined to a single time point and one predictive pathway. 

 



 376

As with each of the studies conducted within the current program of research, 

this study sought to address a number of limitations that have to date, limited the 

generalisability and usefulness of police specific turnover research. This study, 

similar to Study Two, addressed five limitations of existing police turnover research. 

 

This study contributed to the limited research that has been conducted on 

police turnover and importantly, examined turnover intention of Australian police 

officers. As discussed in Chapter Three, less than 20 published studies of police 

turnover were identified with the majority of research conducted with United States 

police organisations. Furthermore, the studies that have been conducted have 

utilised relatively small sample populations, have been largely confined to the 

examination of bivariate predictor-turnover relationships and have generally failed to 

specify the type of turnover that was studied (eg. James & Hendry, 1991; Lester, 

1983; Linden, 1985; Seagram & Stark-Adamec, 1992; Sparger & Giacopassi, 1983; 

Topp & Kardash, 1986). In summary, this study coupled with the other studies that 

have been conducted, make an important contribution to the field of police specific 

turnover research through the study of large sample populations, by clearly defining 

the type of turnover that is being studied and through the development and testing of 

multi-factor process models of turnover intention. 

 

The preceding discussion has outlined the contribution of the current study to 

existing turnover theory and research. It was concluded that models of turnover 

intention developed for Australian police organisations should include predictors that 
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are particularly organisationally relevant, that separate models of turnover intention 

should be developed for late career stage officers and earlier career stage groups 

and that a single model adequately captures the process of turnover intention for 

male and female police. Furthermore, the limitations of existing police specific 

turnover research that have been addressed in this study were examined. In light of 

these conclusions, the following discussion examines the practical implications of 

this study. 

 

From a practical perspective, this study suggests that similar strategies, 

programs and interventions aimed at impacting on and/or controlling turnover 

intention of Australian police officers may be used regardless of gender. This study 

does not support the need to design and implement differing strategies based on 

gender. Furthermore, police management must consider the impact of career stage 

when implementing turnover intervention programs. Whilst similar programs may be 

used with officers in the early and middle career stages, differences found in this 

study in respect to the process of turnover intention for males in the late career 

stage, indicate that a slightly different approach may be needed with this group. 

Limitations of Study Three and Directions for Future Research 

The concluding section of this chapter addresses two important issues. The 

following discussion examines the limitations of the current study and directions for 

future research. 
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Similar to other studies conducted within this program of research, this study 

has been conducting using a sample population drawn from a single Australian 

police organisation. Although the results of this study are likely to translate to other 

Australian police jurisdictions, given the similarities that exist across Australian 

police organisations, further research is needed to confirm the generalisability of 

these findings. As this study represents the first of its kind within police 

organisations, the generalisability of these findings to other countries also needs to 

be tested. A further limitation of the current study relates to a criticism that is often 

levelled at career stage research. This study, similar to many studies that have 

examined career stage (eg. Morrow & McElroy, 1987; Ornstein & Isabella, 1990; 

Slocum & Cron, 1985), utilised a static research design, that is, it examined officers 

in multiple career stages at one point in time opposed to studying officers as they 

move through career stages across time. This approach was used given that the 

timeframe for this research program was significantly shorter than the 40 or so years 

needed to conduct a longitudinal study. As such, future researchers should consider 

the viability of using a longitudinal research design. Lastly, this study given the 

constraints of the sample population being studied, was unable to test the turnover 

intention process of females in the late career stage. In light of the increasing 

numbers of female officers now joining police organisations it is likely that over time 

sufficient numbers of female officers will reach the late stage of career development. 

Once a critical mass of female officers in the late career stage is reached, 

researchers should actively study this group. 
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In conclusion, despite the limitations of the current study it has provided an 

important contribution to existing knowledge. It has overcome a number of 

limitations of existing research efforts including the study of gender, career stage 

and a specific employee population. This study has provided a more detailed 

analysis of Australian police turnover than has previously been conducted. 
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CHAPTER ELEVEN 

General Conclusions and Discussion 
 

It has been argued in this thesis that the current program of research has 

contributed to existing knowledge and theory by addressing a number of 

shortcomings of employee turnover literature. It was proposed that these 

shortcomings primarily stem from the development of employee turnover models 

that make predictions for all individuals, at all times and across all places (Lee & 

Mowday, 1987). As such, this research program focused on providing a more 

detailed understanding of employee turnover within a specific organisational context, 

namely an Australian police organisation. This was achieved through the 

development and testing of organisationally specific models of turnover and turnover 

intention which included organisationally relevant predictors and considered the 

impact of career stage and gender. 

 

The purpose of the following discussion is three fold. Firstly, an integrative 

summary of the findings of this research program is presented. The findings of the 

three studies conducted under the auspices of the current research program are 

discussed and secondly, the implications that such findings have to future employee 

turnover research, theorising and practice are examined. The final section of this 

chapter addresses the limitations of the research program and suggests possible 

directions for future research. 
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Integrative Summary of Research Program Findings: Implications for Theory, 

Research and Practice 

Each of the three studies that were conducted within the current research 

program contributed to the overarching goal of gaining a clearer and more detailed 

understanding of predictor-turnover relationships and turnover intention processes 

of officers employed in an Australian police organisation. Study One sought to 

examine the predictive capacity of personality at the earliest phase of employment, 

the recruitment phase; Study Two examined turnover intention processes across the 

first year of employment; and Study Three involved a comparative study of turnover 

intention processes across the career span. Based on the findings of these studies, 

it may be determined whether organisationally specific models of turnover and/or 

turnover intention are needed and furthermore, whether separate process models 

developed according to career stage and gender are warranted. Given the applied 

nature of this research program, the following discussion also explores the practical 

implications of this research to police organisations. 

 

It was argued in Chapter Two that organisational context plays a key role in 

understanding employee turnover. A review of employee turnover literature reveals 

that organisational context often moderates this construct. Studies have found that 

the strength of relationships between predictors and turnover (Cohen & Hudecek, 

1993; Griffeth et al., 2000; Hom et al., 1992) and both the applicability of predictive 

pathways contained within process models of employee turnover (Dalessio et al., 

1986) and bivariate predictor-turnover relationships (Cotton & Tuttle, 1986) are 
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affected by context. In light of this evidence, a number of researchers and theorists 

in the field have concluded that knowledge and understanding of employee turnover 

necessitates the development of models that are specifically tailored to single 

occupations and/or industries (Dalessio et al., 1986; Hom et al., 1992; Lee & 

Mowday, 1987; Mitra et al., 1992). As such, the current program of research was 

conducted using a specific population. The decision to conduct an in-depth study of 

turnover using an Australian police population was made on the basis of two criteria. 

Firstly, it was determined that employee turnover has significant practical 

importance to police organisations, particularly in light of the monetary cost 

associated with police turnover. Secondly, based on a review of existing police 

specific turnover research it was concluded that current understanding of police 

turnover is limited due to the insufficiency of research attention that employee 

turnover has attracted within this context.  

 

The empirical studies conducted under the auspices of the current program of 

research found that mainstream research largely generalises to the policing context. 

Although mainstream research findings were not always supported in the studies 

that were conducted, many of the differences between mainstream research and the 

findings of this research program could be attributed to the effect of career stage 

and gender. These findings will be discussed later. 

 

Across the studies conducted, two pathways disputed mainstream findings 

and could not be attributed to either career stage or gender effects. At times two and 
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three in Study Two, person-job fit was not significantly related to job satisfaction. In 

Study Three, work-family conflict was not significantly related to organisational 

commitment in any of the groups studied. Although the differences that were found 

between mainstream research and the police specific models that were constructed 

and tested in the current research program were limited, these findings do provide 

some evidence to suggest that organisationally specific models of turnover intention 

provide a greater or more detailed insight into the specific nature of turnover 

intention processes. 

 

In addition to studying a specific organisational population, given that 

research evidence has suggested that the relevance of predictors in respect to 

turnover may differ as a function of organisational context (Cotton & Tuttle, 1986; 

Dalessio et al., 1986), the current research program also undertook an analysis of 

the police environment for the purpose of identifying those factors that may be 

particularly relevant to understanding police specific turnover. This analysis was 

undertaken in order to identify context relevant turnover predictors that would not be 

readily identified through an examination of mainstream research and theory. Such 

an approach allows the generalisability of mainstream research to a specific context 

to be assessed, in this case police organisations, as well as determining the need to 

include additional predictors in employee turnover models given their context 

specificity. 
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All three studies found that those predictors that were identified as 

organisationally relevant, via an analysis of the police environment, played an 

important role in understanding and predicting turnover and turnover intention. It 

was identified in Chapter Six that person-environment fit may be particularly relevant 

to understanding police turnover given the strong occupational and/or organisational 

identity that characterises police organisations (Bahn, 1984; Bennett, 1984; Brown & 

Campbell, 1995). The importance of person-environment fit, operationalised as 

person-organisation, person-occupation and person-job fit, in respect to 

understanding police turnover and turnover intention was addressed in Studies One 

and Two. Both studies supported the need to include organisationally relevant 

predictors of fit in the study of police turnover and turnover intention. Study One 

found that a number of personality factors, an operationalisation of person-

organisation and person-occupation fit, were predictive of voluntary resignation and 

Study Two found that person-organisation and person-job fit were relevant to 

understanding the process of turnover intention across the first year of employment 

with a police organisation. 

 

In Study Three, the organisationally relevant predictors of police specific 

stress, organisational stress and health status were examined. This study found that 

all three factors were important to understanding police turnover intention processes 

and in particular, indicated that differences exist in the predictive role that they play 

in the turnover intention process across the career span. For example, police 
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specific stress was significantly predictive of job satisfaction in the male late career 

stage group only. 

 

In summary, the findings of the current research program indicated that a 

more accurate understanding of turnover may be achieved through the development 

of models of turnover and/or turnover intention that are specific to the police context 

and importantly, include predictors that are particularly relevant to the organisation. 

As such, from a theoretical standpoint, these findings indicate that the development 

of organisationally specific models of turnover, including predictors that are 

particularly organisationally relevant, would result in a deeper and richer 

understanding of employee turnover. Moreover, from a practical perspective these 

findings indicate that interventions, aimed at reducing and/or controlling turnover 

within police organisations, would be more useful and perhaps, more effective if they 

were tailored to the key turnover-related issues for the specific organisational 

context in preference to a one size fits all approach. For example, the findings of this 

research indicated that in police organisations it may be useful to assess person-

environment fit as part of the recruit screening process given that fit, assessed at the 

time of recruitment and across the first year of employment, plays a role in the 

prediction of future police turnover. Police turnover may be reduced by screening 

out those applicants that are more likely to leave the organisation due to an 

incongruency between themselves and the personality, values and/or attitudes of 

the police job or organisation. 
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The second key contribution made by the current research program involved 

both the study of turnover and/or turnover intention at multiple points across the 

career span and direct testing of the impact of career stage on turnover intention 

processes. It was argued in Chapter Two, that further research examining the 

impact of career stage on the relevance of turnover predictors and the strength of 

predictive turnover relationships is needed in order to gain a better understanding of 

turnover. As discussed in Chapters Two and Three, mainstream and police specific 

research has provided preliminary evidence to suggest that career stage impacts on 

turnover antecedents (Cron & Slocum, 1986; Lynn et al., 1996; Morrow & McElroy, 

1987; Mount, 1984) and turnover itself (Slocum & Cron, 1985; Lynn et al., 1996; 

Morrow & McElroy, 1987; Somers, 1996) and affects predictor-turnover relationships 

(Cohen, 1991; Dickter et al., 1996; Hellman, 1997; McElroy et al., 1999; Poole & 

Pogrebin, 1988). 

 

As highlighted, for the purpose of addressing the paucity of research that has 

examined the impact of career stage on turnover predictors and the strength of 

predictor-turnover relationships, the current research program involved a series of 

studies that focused on different points across the career span and directly 

contrasting turnover intention processes across career stage. The findings of Study 

One indicated that, at the recruitment stage, a number of personality characteristics 

are predictive of voluntary resignation; Study Two found that turnover intention 

processes within the first year of employment may be better understood by studying 

multiple points across the first year; and Study Three found that key differences 
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exist between turnover intention processes as a function of career stage, in 

particular early and middle career stage groups demonstrate a similar process while 

a slightly altered model is needed to capture the turnover intention process of male 

officers in the late career stage. In conclusion, these findings indicate the career 

stage does influence the relevance of predictors and the strength of relationships 

within police specific models of turnover and turnover intention. 

 

From a theoretical perspective, the current research program has found that 

the development and modelling of turnover and turnover intention processes for 

Australian police organisations should be conducted in light of career stage. At the 

recruitment stage, when applicants have had little experience with the organisation, 

personality is a useful predictor of future voluntary resignation and across the first 

year of employment, understanding of turnover intention processes may be 

improved by developing multiple theoretical models of turnover intention. 

Furthermore, the findings of this research program indicate that a single model of 

turnover intention should be developed for early and middle career stage groups 

while a separate, slightly altered model of turnover intention is needed for males in 

the late career stage. 

 

From a practical standpoint, given that this research suggests that turnover 

may be predicted at the recruitment stage using personality, police organisations 

may consider using personality as a screening tool for the purpose of identifying 

those police recruit applicants who are at a higher risk of voluntarily leaving the 
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organisation. Furthermore, this research program suggests that interventions or 

strategies aimed at influencing turnover intention need to be tailored to specific 

phases within the first year of employment and while similar strategies may be 

effective with officers in the early and middle career stages different strategies may 

need to be developed for officers in the late career stage. For example, in respect to 

the approach that should be taken to minimise turnover intention in the late career 

stage group compared to the earlier career stages, this research suggests that 

police specific stress is particularly important for the late career stage group. As 

such, the police organisation should ensure that officers within the later stages of 

their career are aware of and have access to programs and strategies that would 

assist them deal with the specific stressors associated with policing. This may 

include organisationally specific stress awareness and stress reduction training 

programs, counselling services and/or the establishment and use of peer support 

networks. The finding that slightly different interventions may be useful for the late 

career stage group compared to the earlier stages is important, particularly within 

police organisations. As discussed previously, officers accrue substantial value to 

the organisation in respect to experience and monetary cost associated with 

replacing such officers, as a function of tenure. Given that officers in the late career 

stage represent the most senior employees in the police organisation, it is essential 

that police organisations keep voluntary turnover of this group to a minimum. 

 

The third contribution made by the current research program to existing 

employee turnover theory and research involved directly testing the impact of 
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gender on predictor-turnover relationships. It was concluded based on mainstream 

literature and theory, as reviewed in Chapter Two, that the impact of gender on 

employee turnover has not been adequately studied (Griffeth & Hom, 2001; Rosin & 

Korabik, 1990). Preliminary support for the need to study the impact of gender on 

turnover was found based on studies that concluded that gender impacts on the 

direct relationship between gender and turnover rates (Lyness & Judiesch, 2001; 

Rosin & Korabik, 1995; Weisberg & Kirschenbaum, 1993). Furthermore, the small 

number of identified studies that have examined the effect of gender on the 

relevance of predictors in respect to turnover (McNeilly & Goldsmith, 1991; 

Sicherman, 1996; Weisberg & Kirschenbaum, 1993) and on the strength of 

predictor-turnover relationships (Chen & Francesco, 2000; Miller & Wheeler, 1992; 

Russ & McNeilly, 1995) have generally been supportive of the need to consider 

gender. In respect to the adequacy of understanding that has been achieved within 

the policing context, as discussed in Chapter Three, police specific turnover 

research has generally failed to consider the impact of gender on turnover despite 

the increasing numbers of females joining police organisations (Kapardis, 1997). 

 

The three studies reported within this thesis have produced relatively 

consistent results in respect to the impact of gender on the relevance of predictors 

and the strength of relationships within police specific turnover and turnover 

intention models. Studies One and Three failed to find evidence to support the 

contention that gender impacts on the relevance of turnover and turnover intention 

predictors. It was found that those personality factors that are predictive of voluntary 
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resignation generalise across gender and those predictors that are important in 

respect to turnover intention processes of Australian police officers are the same for 

males and females. While Study Two found that gender impacted on the relevance 

of predictors, this finding was confined to a single pathway at a single time point. 

 

In respect to the impact of gender on the strength of predictive pathways, the 

studies that addressed this issue, Studies Two and Three, found that gender does 

impact on the strength of some predictor-turnover intention relationships. Study Two 

found that at time three, the predictive relationship between person-organisation fit 

and job satisfaction was stronger for males compared to females. Study Three found 

that for the early career stage group, gender impacts on the strength of the 

relationship between job satisfaction and intention to search for alternative 

employment. 

 

From a theoretical perspective, the findings of the current research program 

indicate that single models of turnover intention largely capture the process of 

turnover and turnover intention for all police officers, regardless of gender. However, 

whilst single models may be developed it must be recognised that the strength of 

relationships may differ according to gender. The finding that only the strength of 

relationships are affected by gender may be attributed to the type of culture and 

environment that characterises police organisations. Although it is plausible to argue 

that gender differences would be most prevalent in organisations that are heavily 

dominated by one gender, it may be that females that are attracted to the police 
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organisation self select on the basis of their ability to fit into a male dominated 

culture. Hence, differences in attitudes and values between male and female officers 

may in fact by less than that found in organisations that are less dominated by one 

gender. 

 

In terms of practical implications, this research program indicates that similar 

interventions aimed at reducing and/or impacting on employee turnover within 

Australian police organisations may be implemented with either male or female 

officers. Given evidence to suggest that the strength of relationships may differ as a 

function of gender, interventions may however have a more powerful impact on 

either males or females given the greater predictive strength of certain relationships. 

 

The preceding discussion highlighted the three key contributions to 

knowledge and theory that have been made by the current program of research. It 

was concluded that organisational context should be considered when developing 

and understanding turnover and turnover intention processes of Australian police 

officers. Specifically, analysis of the organisational or occupational environment 

should be undertaken in order to identify those factors that may be particularly 

relevant to turnover and/or turnover intention in the context under study. 

Furthermore, understanding of turnover intention is further enhanced through the 

examination of this process at multiple points across the career span. Lastly, 

although gender has little impact on the relevance of turnover and turnover intention 
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predictors, this process may be more accurately captured through an examination of 

the differential strength of predictive relationships as a function of gender. 

 

In addition to addressing the shortcomings of existing research and theory 

relating to employee turnover, a further aim of this research program involved 

overcoming a number of limitations that have been specifically associated with 

police specific turnover literature. The following discussion articulates the limitations 

that were addressed by the current research program. 

 

It was identified in Chapter Three that three key aspects of existing police 

specific turnover research limit the usefulness and generalisability of this body of 

work. Firstly, more than half of the studies that were reviewed included less than 

200 officers (eg. Koslowsky, 1991; Sparger & Giacopassi, 1983; Ward, 1989). As 

such, this research program sought to conduct research using comparatively large 

sample sizes in order to increase confidence in and generalisability of subsequent 

findings. Study One included 560 officers, Study Two included 253 officers at times 

one and two and 216 officers at time three, totaling 722 responses across time, and 

Study Three included 996 officers. 

 

A further shortcoming of police turnover research is its reliance on United 

States studies. As discussed in Chapter Three, of the eighteen studies reviewed, 

eleven were conducted in the United States. Given the significant differences that 

exist across countries in respect to the structure, procedures and functions of police 
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organisations (Bayley, 1990; Kapardis, 1997; Maguire et al., 1998) research 

conducted outside of the United States was needed. The findings of this research 

program revealed that United States police research findings were largely 

generalisable to the Australian police experience. On only one occasion, at time two 

in Study Two, did the findings deviate from that which was expected based on 

United States studies of police turnover, specifically job satisfaction was not strongly 

related to turnover intention. However, it must be recognised that the majority of 

variables studied had not been previously studied within the policing context. As 

such, a determination regarding the generalisability of United States police research 

to the Australian policing experience is based on a very limited number of variables. 

It is plausible that differences do exist however further research directly testing 

complex, multi-variable process models of police turnover across countries is 

needed. This type of research would allow more definitive conclusions regarding 

generalisabiltiy across countries to be made. 

 

Two key limitations associated with the methodology and design of police 

specific turnover research were identified in Chapter Three. Existing police specific 

turnover research has generally utilised rudimentary or low level statistical analysis 

techniques (James & Hendry, 1991). Given this approach, research has been 

largely limited to the examination of bivariate relationships. In contrast, the statistical 

techniques used in this research program allowed multi-variable process models of 

turnover intention to be developed and tested. Secondly, many studies of police 

specific turnover have failed to specify the type of turnover that is being studied (eg. 
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Lester, 1983; Seagram & Stark-Adamec, 1992; Topp & Kardash, 1986). Given 

research that has suggested that differing forms of turnover, such as voluntarily 

resignation, retirement and termination, represent distinct concepts (Abelson & 

Baysinger, 1984; Campion, 1991; Shaw et al., 1998) precise understanding and 

comparison of existing research may only be conducted in light of the form of 

turnover studied. This research program has specifically contributed to current 

understanding of voluntary resignation and voluntary turnover intention processes. 

 

Limitations of the Current Research Program and Directions for Future Research 

Whilst the findings of the current program of research provide a useful 

contribution to the existing body of employee turnover theory and research, 

limitations of the current research need to be considered. Furthermore, in light of the 

limitations that are discussed, directions for future research are suggested. 

 

As indicated in the studies that were reported, this research utilised officers 

employed in a single Australian police organisation. Although police organisations 

across Australia are similar in structure and function, future research should directly 

confirm the generalisability of the findings reported here through the study of other 

Australian police organisations. Furthermore, given the dominant focus of studies on 

United States police officers, future research should examine police turnover 

processes in other countries. The simultaneous study of police organisations across 

countries would provide further insight into the differences that exist in police 

turnover processes as a function of nationality. 
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This research program provided the first multi-faceted, large scale analysis of 

police specific turnover and turnover intention processes that considered the impact 

of gender and career stage. As discussed previously, future researchers may 

consider undertaking a longitudinal research design for the purpose of directly 

examining changes across career stage. While Study Two employed a longitudinal 

research design given that this study involved an examination of turnover intention 

processes across a one year period, a cross sectional design was used in Study 

Three. The use of a longitudinal research design for Study Three would have 

involved research conducted over at least a 40 year period. Given the time 

constraints of this research program this approach was not undertaken however 

future researchers may consider this option in order to directly test changes across 

time. A further limitation of the current research program relates to the failure of 

Study Three to analyse and hence, capture the turnover intention process of 

females officers in the late career stage. Females in the late career stage were not 

studied due to the small number of female officers that have attained this stage of 

career development. As such, future research, once sufficient numbers of females 

have reached the late career stage, should examine and directly compare this 

process with males in the late career stage group and officers in other career 

stages.  

 

Lastly, in respect to directions for future research outside of the policing 

context, research of a similar nature as that which was conducted within this thesis 

needs to be undertaken. This research would allow conclusions to be drawn in 
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respect to the specific effects that career stage and gender have on turnover and 

turnover intention processes across organisations. Furthermore, given that this 

study provided evidence to suggest that organisationally relevant predictors need to 

be included in police specific turnover and turnover intention models the usefulness 

of using organisationally relevant predictors of turnover and turnover intention in 

other organisations needs to be directly tested. 

 

Conclusions 

Whilst employee turnover is one of the most studied constructs within 

organisational behaviour research (Cotton & Tuttle, 1986; Griffeth et al., 2000; Hom 

& Griffeth, 1995; Iverson, 1999; Maertz & Campion, 1998; Steers & Mowday, 1981) 

this thesis addressed three key shortcomings of existing research and theory. This 

research program addressed both the need to develop organisationally specific 

models of turnover and turnover intention and the need to develop separate process 

models according to career stage and gender. The findings of this research program 

suggest that future research, particularly that which is conducted within police 

organisations, should develop organisationally specific models of turnover and 

turnover intention that include organisationally relevant predictors identified via an 

analysis of the organisational context being studied. Furthermore, models of 

turnover and turnover intention should consider the impact of career stage on the 

relevance of turnover predictors and the strength of predictor-turnover relationships. 

Lastly, this research indicated that researchers and practitioners need to be 
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cognizant of the differential strength of predictor-turnover relationships that may 

occur as a function of gender.  

 

In conclusion, this program of research has contributed to the field of 

organisational behaviour research and more specifically, to research and theory 

concerning employee turnover. It has achieved these aims through the study of 

police specific turnover and turnover intention processes at multiple points across 

the career span and through the examination of the effect of gender on these 

processes. 
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APPENDIX A 

Demographic Characteristics of Sample Populuation, Times Two and Three 
 

Demographic Characteristics of Sample Population, Time Two 

Characteristic N  % 
 
Gender 
  Male 
  Female 
  Not Reported 
 
Education 
  High school 
  Associate Diploma 
  Undergraduate University Degree 
  Postgraduate Qualification 
  Not Reported 
 
Martial Status 
  Single 
  Married/Living with Partner 
  Separated 
  Divorced 
  Other 
  Not Reported 
 
Number of Children 
  None 
  One 
  Two 
  Three 
  Four 
  More than four 
  Not Reported 
 

156
97

0

80
76
85
12

0

140
98

5
2
3
5

204
23
13

5
2
1
5

 
 

61.7% 
38.3% 

0.0% 
 
 

31.6% 
30.0% 
33.6% 

4.7% 
0.0% 

 
 

55.3% 
38.7% 

2.0% 
0.8% 
1.2% 
2.0% 

 
 

80.6% 
9.1% 
5.1% 
2.0% 
0.8% 
0.4% 
2.0% 
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APPENDIX A cont’d 

 

Demographic Characteristics of Sample Population, Time Three 

Characteristic N  % 
 
Gender 
  Male 
  Female 
  Not Reported 
 
Education 
  High school 
  Associate Diploma 
  Undergraduate University Degree 
  Postgraduate Qualification 
  Not Reported 
 
Martial Status 
  Single 
  Married/Living with Partner 
  Separated 
  Divorced 
  Other 
  Not Reported 
 
Number of Children 
  None 
  One 
  Two 
  Three 
  Four 
  More than four 
  Not Reported 
 

134
82

0

60
67
75
10

4

105
99

9
1
1
1

168
19
15

5
2
1
6

 
 

62.0% 
38.0% 

0.0% 
 
 

27.8% 
31.0% 
34.7% 

4.6% 
1.9% 

 
 

48.8% 
46.0% 

4.2% 
0.5% 
0.5% 
0.5% 

 
 

80.0% 
9.0% 
7.1% 
2.4% 
1.0% 
0.5% 
2.8% 
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APPENDIX B 

Recruit Questionnaire, Time One 
 
SECTION 1: 
Below is a series of statements. For each statement, circle the number that most closely 
represents your feelings, using the scale provided (see below). Please respond to each item. 

1 - Strongly agree 
2 - Agree 
3 - Undecided 
4 - Disagree 
5 - Strongly disagree 
 

1.  I have a strong desire to be a police officer 
 

 1 
 

2 3 4 5 

2.  I think I will enjoy participating in police 
ceremonies (such as parades) 

 

  
1 

 
2 

 
3 

 
4 

 
5 

3.  I regret my decision to go to the Police 
Service Academy 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 

4.  I feel very committed to a police career 
 

 1 
 

2 3 4 5 

5.  I am interested in a police career but, if it 
doesn’t work out, I will probably be just as 
happy doing something else 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 

6.  A police career is really the only career I 
can imagine for myself 

 

  
1 
 

 
2 

 
3 
 

 
4 

 
5 

7.  I can’t imaging staying in the police service 
until retirement 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 

8.  I see the police as my life’s work 
 

 1 
 

2 3 4 5 

9.  Based on my ability and the amount of work 
I do, I think I will get high grades at the 
Academy 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 

10. I expect to do well at the Academy 
 

 1 
 

2 3 4 5 

11. I really have not failed at too many things I 
have tried to do 

 

  
1 
 

 
2 
 

 
3 
 

 
4 

 
5 

12. I am never sure I can do something I have 
never tried to do 

 

  
1 
 

 
2 

 
3 

 
4 
 

 
5 

13. I have always been able to do well in 
anything I have tried 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 1 cont’d: 
1 - Strongly agree 
2 - Agree 
3 - Undecided 
4 - Disagree 
5 - Strongly disagree 

 
14. I expect to accomplish whatever I set out to 

do 
 

  
1 
 

 
2 

 
3 

 
4 

 
5 

15. Anything I try I can usually do 
 

 1 
 

2 3 4 5 

16. I have a good idea about what the Academy 
will be like 

 

  
1 
 

 
2 

 
3 

 
4 
 

 
5 

17. I think I have a pretty good idea about what 
the Police Service is really like 

 

  
1 
 

 
2 

 
3 

 
4 
 

 
5 

18. I always carefully weigh costs and benefits 
when making decisions which affect my life 

 

  
1 
 

 
2 

 
3 

 
4 
 

 
5 

19. I often make quick decisions which have a 
lot of implications for my life 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 

20. I never make major decisions quickly 
 

 1 
 

2 3 4 5 

21. I am a somewhat impulsive person 
 

 1 
 

2 3 4 5 

22. I am comfortable making major decisions 
according to ‘gut’ feeling 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 

23. I did not pursue alternative opportunities 
outside of the Police Service Academy 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 

24. The Police Service Academy was only one 
alternative from among many opportunities 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 

25. When I chose the Police Service Academy, I 
had many other opportunities 

 

  
1 
 

 
2 

 
3 

 
4 

 
5 
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SECTION 2: 
Below is a list of attributes that describe various work experiences in organisations. Please 
consider what your expectations are of your new job in the Queensland Police Service in 
relation to these attributes. For each statement, circle the number that most closely represents 
your feelings, using the scale provided (see below). Please respond to each item. 
 

1 - Extremely unlikely 
2 - Unlikely 
3 - Unsure 
4 - Likely 
5 - Extremely likely 

 
How likely is it that your job will provide the following attributes…? 
 
provides security 
 

 1 2 3 4 5 

permits a regular routine in time and place of 
work 
 

  
1 

 
2 

 
3 

 
4 

 
5 

has clear cut rules and procedures to follow 
 

 1 2 3 4 5 

provides ample leisure time off the job 
 

 1 2 3 4 5 

provides comfortable working conditions 
 

 1 2 3 4 5 

encourages continued development of 
knowledge and skills 
 

  
1 

 
2 

 
3 

 
4 

 
5 

is intellectually stimulating 
 

 1 2 3 4 5 

provides a feeling of accomplishment 
 

 1 2 3 4 5 

provides the opportunity to earn a high income 
 

 1 2 3 4 5 

is respected by other people 
 

 1 2 3 4 5 

permits you to work for superiors you admire 
and respect 
 

  
1 

 
2 

 
3 

 
4 

 
5 
 

rewards good performance with recognition 
 

 1 2 3 4 5 

gives you responsibility for taking risks 
 

 1 2 3 4 5 

permits you to develop your own methods of 
doing work 
 

  
1 

 
2 

 
3 

 
4 

 
5 

 
 
 
SECTION 2 cont’d: 
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1 - Extremely unlikely 
2 - Unlikely 
3 - Unsure 
4 - Likely 
5 - Extremely likely 

 
How likely is it that your job will provide the following attributes…? 
 
requires working on problems of central 
importance to the organisation 
 

  
1 

 
2 

 
3 

 
4 

 
5 

makes a social contribution by the work you do 
 

 1 2 3 4 5 

provides change and variety in duties and 
activities 
 

  
1 

 
2 

 
3 

 
4 

 
5 

satisfies your cultural and aesthetic interests 
 

 1 2 3 4 5 

permits working independently  1 2 3 4 5 
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SECTION 3 
Below is a list of questions which ask you to consider how your own values, beliefs and 
needs match those of the Queensland Police Service and the job of a police officer. For each 
question, circle the number that most closely represents your feelings, using the scale 
provided (see below). Please respond to each item. 
 

1 - To a very little extent 
2 – To a little extent 
3 - Unsure 
4 – To a large extent 
5 - To a very large extent 

 
1.  To what extent do you believe the values 

of the organisation are similar to your own 
values? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

2.  To what extent do you believe your 
personality matches the personality or 
image of the organisation? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

3.  To what extent do you believe the 
organisation will fulfill your needs? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

4.  To what extent do you believe the 
organisation will be a good match for you? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

5.  To what extent do you believe your 
knowledge, skills, and abilities match the 
requirements of the job? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

6.  To what extent do you believe the job will 
fulfill your needs? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

7.  To what extent do you believe the job will 
be a good match for you? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

8.  To what extent do you believe the job will 
enable you to do the kind of work you want 
to do? 

 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 4: 
Below are some of the reasons why individuals may choose to become a police officer. For 
each statement, circle the number that most closely represents your level of agreement with 
how important/not important each factor was in your decision to join the Queensland Police 
Service. Use the scale provided (see below) and please respond to each item. 

1 - Strongly agree 
2 - Agree 
3 - Undecided 
4 - Disagree 
5 - Strongly disagree 

 
I entered policing due to… 
 
the excitement of the job 
 

 1 2 3 4 5 

the opportunity to help people 
 

 1 2 3 4 5 

the security of the job 
 

 1 2 3 4 5 

the chance to fight crime 
 

 1 2 3 4 5 

the prestige of the occupation 
 

 1 2 3 4 5 

the salary and fringe benefits of the job 
 

 1 2 3 4 5 

a relative or close friend being a police officer 
 

 1 2 3 4 5 

the authority and power associated with the job 
 

 1 2 3 4 5 

a lifetime of interest in law enforcement 
 

 1 2 3 4 5 

the lack of other job opportunities 
 

 1 2 3 4 5 

the desire to be a part of a male-dominated 
occupation 
 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 5: 
Below is a series of statements. For each statement, circle the number that most closely 
represents your feelings, using the scale provided (see below). Please respond to each item. 
 

1 – Not much 
2 – A little amount 
3 – A fair amount 
4 – An above average amount 
5 – A great deal 

 
1. How much would you say you know about 

what it means to be a police recruit? 
 

  
1 

 
2 

 
3 

 
4 

 
5 

2. How confident do you feel that someday the 
people you know will look up to you and 
respect you? 

 

 1 
 

2 3 4 5 

3. How confident are you that your success in 
the future job or career is assured? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

4. In general, how confident do you feel about 
your abilities? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
 
 
 
SECTION 6: 
Please indicate below, based on your current expectations, the number of years until you 
believe you will either resign or retire from the Queensland Police Service. Please indicate 
your response with either a Q for resignation or R for retirement in the box which most 
accurately reflects your current expectations. Please mark one box ONLY. 
 

Q - Resignation 
R - Retirement 

 
Less than 1 yr   21 yrs to 25 yrs   

   
1 yr to 5 yrs   26 yrs to 30 yrs   

   
6 yrs to 10 yrs   31 yrs to 35 yrs   

   
11 yrs to 15 yrs   36 yrs to 40 yrs   

   
16 yrs to 20 yrs   41 yrs +   
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SECTION 7: 
Please circle, tick or print responses to the following questions as appropriate. Please 
complete all questions. 
Coded Name:  
  ________________________ 

(First letter of your Mother's First name + first 3 letters of your 
Mother’s Maiden name & your age today eg. if my Mother's name 
was Joy Herbert and I am 25 my code would be = JHER25) 

 
Academy Campus: 
  Oxley  /  Townsville 
 
Gender: 

M  /   F 
 
Age: 
  _____ years 
 
Education:   

High School only    [      ] 
  Associate Diploma/Diploma only  [      ] 
  Undergraduate University Degree only [      ] 
  Postgraduate Qualifications  [      ] 
 
Marital Status: 
  Single     [      ] 
  Married/Living with Partner  [      ] 

Separated    [      ] 
  Divorced    [      ] 
  Widowed 
  Other ______________________ (please specify) 
   
Is your partner a police officer? 

Yes  /  No 
 
Do  you have children? 
  Yes  /  No 
 

If yes, indicate number of children who currently live with you for at least some of the time: 
1    2    3    4    5    6    7    8 

 
Ages of Children: 

   Child 1: __________________ 
   Child 2: __________________ 
   Child 3: __________________ 
   Child 4: __________________ 
   Child 5: __________________ 
   Child 6: __________________ 
   Child 7: __________________ 
   Child 8: __________________ 
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APPENDIX C 

Recruit Questionnaire, Time Two 
 
SECTION 1: 
The statements listed below ask you how you feel about the organisation in which you work. 
For each statement, please circle the number that most closely represents your feelings about 
the Queensland Police Service using the scale provided (see below). Please respond to each 
item. 

1 - Strongly disagree 
2 - Moderately disagree 
3 - Slightly disagree 
4 - Neither disagree nor agree 
5 - Slightly agree 
6 - Moderately agree 
7 - Strongly agree 

 
1.  I am willing to put in a great deal of effort 

beyond that normally expected in order to 
help this organisation be successful. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

2.  I talk up this organisation to my friends as a 
great organisation to work for. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

3.  I would accept almost any type of job 
assignment in order to keep working for this 
organisation. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

4.  I find that my values and the organisation’s 
values are very similar. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

5.  I am proud to tell others that I am part of 
this organisation. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

6.  This organisation really inspires the very 
best in me in the way of job performance. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

7.  I am extremely glad that I chose this 
organisation  to work for, over others I was 
considering at the time I joined. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

8.  I really care about the fate of this 
organisation. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

9.  For me this is the best of all possible 
organisations for which to work. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 
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SECTION 2: 
The statements listed below refer to you and your colleague’s level of satisfaction with the 
organisation in which you work. For each statement, please circle the number that most 
closely represents your feelings about the Queensland Police Service using the scale 
provided (see below). Please respond to each item. 
 

1 - Strongly disagree 
2 - Moderately disagree 
3 - Slightly disagree 
4 - Neither disagree nor agree 
5 - Slightly agree 
6 - Moderately agree 
7 - Strongly agree 

 
1. Generally speaking, I am very satisfied with 

this job. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

2. I frequently think of quitting this job. 
 

 1 2 3 4 5 6 7 

3. I am generally satisfied with the kind of 
work I do in this job. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

4. Most people on this job are very satisfied 
with the job. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

5. People on this job often think of quitting. 
 

 1 2 3 4 5 6 7 
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SECTION 3: 
Below is a list of questions which ask you to consider the how your own values, beliefs and 
needs match those of the Queensland Police Service and the job of a police officer. For each 
question, circle the number that most closely represents your feelings, using the scale 
provided (see below). Please respond to each item. 
 

1 - To a very little extent 
2 – To a little extent 
3 - Unsure 
4 – To a large extent 
5 - To a very large extent 

 
1.  To what extent are the values of the 

organisation similar to your own values? 
 

  
1 

 
2 

 
3 

 
4 

 
5 

2.  To what extent does your personality 
match the personality or image of the 
organisation? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

3.  To what extent does the organisation fulfill 
your needs? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

4.  To what extent is the organisation a good 
match for you? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

5.  To what extent do your knowledge, skills, 
and abilities match the requirements of the 
job? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

6.  To what extent does the job fulfill your 
needs? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

7.  To what extent is the job a good match for 
you? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

8.  To what extent does the job enable you to 
do the kind of work you want to do? 

 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 4: 
Below are some of the reasons why individuals may choose to remain employed as a police 
officer. For each statement, circle the number that most closely represents your level of 
agreement with how important/not important each factor is in your decision to remain 
employed as a police officer. Use the scale provided (see below) and please respond to each 
item. 
 
 

1 - Strongly disagree 
2 - Disagree 
3 - Undecided 
4 - Agree 
5 - Strongly Agree 

 
I remain within policing due to… 
 
the excitement of the job 
 

 1 2 3 4 5 

the opportunity to help people 
 

 1 2 3 4 5 

the security of the job 
 

 1 2 3 4 5 

the chance to fight crime 
 

 1 2 3 4 5 

the prestige of the occupation 
 

 1 2 3 4 5 

the salary and fringe benefits of the job 
 

 1 2 3 4 5 

a relative or close friend being a police officer 
 

 1 2 3 4 5 

the authority and power associated with the job 
 

 1 2 3 4 5 

a lifetime of interest in law enforcement 
 

 1 2 3 4 5 

the lack of other job opportunities 
 

 1 2 3 4 5 

the desire to be a part of a male-dominated 
occupation 
 

 1 2 3 4 5 

 
 



 442

SECTION 5: 
The statements listed below refer to the influence work is having on your family and vice 
versa. For each statement, please circle the number that most closely represents your feelings 
about the Queensland Police Service using the scale provided (see below). Please respond to 
each item. 
 

1 – Strongly disagree 
2 - Disagree 
3 – Neither agree or disagree 
4 - Agree 
5 – Strongly Agree 

 
 
1.  After work, I come home too tired to do 

some things I’d like to do. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

2.  I’m often too tired at work because of the 
things I have to do at home. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

3.  On the job I have so much work to do that it 
takes away from my personal interests. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

4.  My personal demands are so great that it 
takes away from my work. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

5.  My family/friends dislike how often I am 
preoccupied with my work while I am at 
home. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

6.  My superiors and peers dislike how often I 
am preoccupied with my personal life while 
I am at work. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

7.  My work takes up time that I’d like to spend 
with family/friends. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

8.  My personal life takes up time I’d like to 
spend at work. 

 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 6: 
Please indicate below, based on your current expectations, the number of years until you 
believe you will either resign or retire from the Queensland Police Service. Please indicate 
your response with either a Q for resignation or R for retirement in the box which most 
accurately reflects your current expectations. Please mark one box ONLY. 
 

Q - Resignation 
R - Retirement 

 
Less than 1 yr   21 yrs to 25 yrs   

   
1 yr to 5 yrs   26 yrs to 30 yrs   

   
6 yrs to 10 yrs   31 yrs to 35 yrs   

   
11 yrs to 15 yrs   36 yrs to 40 yrs   

   
16 yrs to 20 yrs   41 yrs +   
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SECTION 7: 
Please circle, tick or print responses to the following questions as appropriate. Please 
complete all questions. 
 
Coded Name:  
  ________________________ 

(First letter of your Mother’s First name + first 3 letters of your 
Mother’s Maiden name & your age as at the first day of Academy 
training eg. if my Mother’s name was Joy Herbert and I was 25 
when I commenced Academy training my code would be = JHER25) 

 
Academy Campus: 
  Oxley  /  Townsville 
 
Gender: 

M  /   F 
 
Age: 
  _____ years 
 
Education:   

High School only    [      ] 
  Associate Diploma/Diploma only  [      ] 
  Undergraduate University Degree only [      ] 
  Postgraduate Qualifications  [      ] 
 
Marital Status: 
  Single     [      ] 
  Married/Living with Partner  [      ] 

Separated    [      ] 
  Divorced    [      ] 
  Widowed 
  Other ______________________ (please specify) 
   
Is your partner a police officer? 

Yes  /  No 
 
Do  you have children? 
  Yes  /  No 
 

If yes, indicate number of children who currently live with you for at least some of the time: 
1    2    3    4    5    6    7    8 

 
Ages of Children: 

Child 1: __________________  Child 6: __________________ 
Child 2: __________________  Child 7: __________________ 
Child 3: __________________  Child 8: __________________ 
Child 4: __________________ 
Child 5: __________________ 

 



 445

APPENDIX D 

Recruit Questionnaire, Time Three 
 
SECTION 1: 
The statements listed below ask you how you feel about the organisation in which you work. 
For each statement, please circle the number that most closely represents your feelings about 
the Queensland Police Service using the scale provided (see below). Please respond to each 
item. 

1 - Strongly disagree 
2 - Moderately disagree 
3 - Slightly disagree 
4 - Neither disagree nor agree 
5 - Slightly agree 
6 - Moderately agree 
7 - Strongly agree 

 
1.  I am willing to put in a great deal of effort 

beyond that normally expected in order to 
help this organisation be successful. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

2.  I talk up this organisation to my friends as a 
great organisation to work for. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

3.  I would accept almost any type of job 
assignment in order to keep working for this 
organisation. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

4.  I find that my values and the organisation’s 
values are very similar. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

5.  I am proud to tell others that I am part of 
this organisation. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

6.  This organisation really inspires the very 
best in me in the way of job performance. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

7.  I am extremely glad that I chose this 
organisation  to work for, over others I was 
considering at the time I joined. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

8.  I really care about the fate of this 
organisation. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

9.  For me this is the best of all possible 
organisations for which to work. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 
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SECTION 2: 
The statements listed below refer to you and your colleague’s level of satisfaction with the 
organisation in which you work. For each statement, please circle the number that most 
closely represents your feelings about the Queensland Police Service using the scale 
provided (see below). Please respond to each item. 
 

1 - Strongly disagree 
2 - Moderately disagree 
3 - Slightly disagree 
4 - Neither disagree nor agree 
5 - Slightly agree 
6 - Moderately agree 
7 - Strongly agree 

 
6. Generally speaking, I am very satisfied with 

this job. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

7. I frequently think of quitting this job. 
 

 1 2 3 4 5 6 7 

8. I am generally satisfied with the kind of 
work I do in this job. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

9. Most people on this job are very satisfied 
with the job. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

10. People on this job often think of quitting. 
 

 1 2 3 4 5 6 7 
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SECTION 3: 
The statements or words listed below refer to your views on various aspects of the 
Queensland Police Service and your role as a police officer. For each statement, please circle 
the number that most closely represents your opinion about the Queensland Police Service 
using the scale provided (see below). Please respond to each item. 
 

1 - Yes 
2 - No 
3 - Unsure 

 
For each area (identified in bold) a number of statements are listed. Please read each 
statement in turn, consider whether it applies to the area in question and circle the 
appropriate response. 
 
The organisation as a whole …  Yes No Unsure 

Looks after its employees  1 2 3 
A poor organisation to work for  1 2 3 
They treat you like a number  1 2 3 
Has a good reputation  1 2 3 
Too much class distinction  1 2 3 
Feel you belong  1 2 3 
Needs some fresh people at the top  1 2 3 
The best organisation I have worked for  1 2 3 

     
Pay …     

Underpaid for what I do  1 2 3 
Adequate for my needs  1 2 3 
Far too low  1 2 3 
Quite highly paid  1 2 3 
Fairly satisfactory  1 2 3 
Poor  1 2 3 
Well paid  1 2 3 
Less than I deserve  1 2 3 

     

Opportunities for promotion …     
The system of promotion is fair  1 2 3 
Prospects very limited  1 2 3 
Easy to get on  1 2 3 
Too much favouritism  1 2 3 
Good opportunities  1 2 3 
My experience increases my prospects  1 2 3 
Dead-end job  1 2 3 
The good jobs are usually taken before 
you hear of them 

  
1 

 
2 

 
3 

 



 448

SECTION 3 cont’d: 
 

1 - Yes 
2 - No 
3 - Unsure 

 
For each area (identified in bold) a number of statements are listed. Please read each 
statement in turn, consider whether it applies to the area in question and circle the 
appropriate response. 
 
The job itself …  Yes No Unsure 

It’s the same day after day  1 2 3 
The wrong sort of job for me  1 2 3 
Worthwhile  1 2 3 
Routine  1 2 3 
Time passes quickly  1 2 3 
Satisfying  1 2 3 
Better than other jobs I’ve had  1 2 3 
Endless  1 2 3 

     
Your immediate superior …     

Lets you know where you stand  1 2 3 
Does a good job  1 2 3 
Interferes too much  1 2 3 
Always too busy to see you  1 2 3 
Stands up for you  1 2 3 
Quick tempered  1 2 3 
Can discuss problems with him/her  1 2 3 
Hard to please  1 2 3 

     
The people you work with …     

Easy to make enemies  1 2 3 
Hard working  1 2 3 
Some of them think they run the place  1 2 3 
Know their jobs  1 2 3 
Work well as a group  1 2 3 
Stupid  1 2 3 
Unpleasant  1 2 3 
Do their share of the work  1 2 3 
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SECTION 4: 
Below is a list of attributes that describe various work experiences within organisations. For 
each statement, circle the number which most closely represents your feelings about your job 
as a police officer employed in the Queensland Police Service, using the scale provided (see 
below). Please respond to each item. 
 

1 - Not at all 
2 – To a limited extent 
3 - Unsure 
4 – To some extent 
5 - A great deal 

 
Please indicate the extent to which each attribute is characteristic of the job you perform… 
 
provides security 
 

 1 2 3 4 5 

permits a regular routine in time and place of 
work 
 

  
1 

 
2 

 
3 

 
4 

 
5 

has clear cut rules and procedures to follow 
 

 1 2 3 4 5 

provides ample leisure time off the job 
 

 1 2 3 4 5 

provides comfortable working conditions 
 

 1 2 3 4 5 

encourages continued development of 
knowledge and skills 
 

  
1 

 
2 

 
3 

 
4 

 
5 

is intellectually stimulating 
 

 1 2 3 4 5 

provides a feeling of accomplishment 
 

 1 2 3 4 5 

provides the opportunity to earn a high income 
 

 1 2 3 4 5 

is respected by other people 
 

 1 2 3 4 5 

permits you to work for superiors you admire 
and respect 
 

  
1 

 
2 

 
3 

 
4 

 
5 

rewards good performance with recognition 
 

 1 2 3 4 
 

5 

gives you responsibility for taking risks 
 

 1 2 3 4 5 

permits you to develop your own methods of 
doing work 
 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 4 cont’d: 
1 - Not at all 
2 – To a limited extent 
3 - Unsure 
4 – To some extent 
5 - A great deal 

 
Please indicate the extent to which each attribute is characteristic of the job you perform… 
 
requires working on problems of central 
importance to the organisation 
 

  
1 

 
2 

 
3 

 
4 

 
5 

makes a social contribution by the work you do 
 

 1 2 3 4 5 

provides change and variety in duties and 
activities 
 

  
1 

 
2 

 
3 

 
4 

 
5 

satisfies your cultural and aesthetic interests 
 

 1 2 3 4 5 

permits working independently  1 2 3 4 5 
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SECTION 5: 
Below is a list of questions which ask you to consider the how your own values, beliefs and 
needs match those of the Queensland Police Service and the job of a police officer. For each 
question, circle the number that most closely represents your feelings, using the scale 
provided (see below). Please respond to each item. 
 

1 - To a very little extent 
2 – To a small extent 
3 - Unsure 
4 – To a large extent 
5 - To a very large extent 

 
1.  To what extent are the values of the 

organisation similar to your own values? 
 

  
1 

 
2 

 
3 

 
4 

 
5 

2.  To what extent does your personality 
match the personality or image of the 
organisation? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

3.  To what extent does the organisation fulfill 
your needs? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

4.  To what extent is the organisation a good 
match for you 

 

  
1 

 
2 

 
3 

 
4 

 
5 

5.  To what extent do your knowledge, skills, 
and abilities match the requirements of the 
job? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

6.  To what extent does the job fulfill your 
needs? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

7.  To what extent is the job a good match for 
you? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

8.  To what extent does the job enable you to 
do the kind of work you want to do? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
 



 452

SECTION 6: 
Below are some of the reasons why individuals may choose to remain employed as a police 
officer. For each statement, circle the number that most closely represents your level of 
agreement with how important/not important each factor is in your decision to remain 
employed as a police officer. Use the scale provided (see below) and please respond to each 
item. 
 

1 - Strongly disagree 
2 - Disagree 
3 - Undecided 
4 - Agree 
5 - Strongly agree 

 
I remain within policing due to… 
 
the excitement of the job 
 

 1 2 3 4 5 

the opportunity to help people 
 

 1 2 3 4 5 

the security of the job 
 

 1 2 3 4 5 

the chance to fight crime 
 

 1 2 3 4 5 

the prestige of the occupation 
 

 1 2 3 4 5 

the salary and fringe benefits of the job 
 

 1 2 3 4 5 

a relative or close friend being a police officer 
 

 1 2 3 4 5 

the authority and power associated with the job 
 

 1 2 3 4 5 

a lifetime of interest in law enforcement 
 

 1 2 3 4 5 

the lack of other job opportunities 
 

 1 2 3 4 5 

the desire to be a part of a male-dominated 
occupation 
 

 1 2 3 4 5 
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SECTION 7: 
The statements listed below refer to the influence work is having on your family and vice 
versa. For each statement, please circle the number that most closely represents your feelings 
about the Queensland Police Service using the scale provided (see below). Please respond to 
each item. 
 

1 – Strongly disagree 
2 - Disagree 
3 – Neither agree or disagree 
4 - Agree 
5 – Strongly agree 

 
1.  After work, I come home too tired to do 

some things I’d like to do. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

2.  I’m often too tired at work because of the 
things I have to do at home. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

3.  On the job I have so much work to do that it 
takes away from my personal interests. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

4.  My personal demands are so great that it 
takes away from my work. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

5.  My family/friends dislike how often I am 
preoccupied with my work while I am at 
home. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

6.  My superiors and peers dislike how often I 
am preoccupied with my personal life while 
I am at work. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

7.  My work takes up time that I’d like to spend 
with family/friends. 

 

  
1 

 
2 

 
3 

 
4 

 
5 

8.  My personal life takes up time I’d like to 
spend at work. 

 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 8: 
Please indicate below, based on your current expectations, the number of years until you 
believe you will either resign or retire from the Queensland Police Service. Please indicate 
your response with either a Q for resignation or R for retirement in the box which most 
accurately reflects your current expectations. Please mark one box ONLY. 
 

Q - Resignation 
R - Retirement 

 
Less than 1 yr   21 yrs to 25 yrs   

   
1 yr to 5 yrs   26 yrs to 30 yrs   

   
6 yrs to 10 yrs   31 yrs to 35 yrs   

   
11 yrs to 15 yrs   36 yrs to 40 yrs   

   
16 yrs to 20 yrs   41 yrs +   
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SECTION 9: 
Please circle, tick or print responses to the following questions as appropriate. Please 
complete all questions. 
 
Coded Name:  
  ________________________ 
  (First 3 letters of Mother’s first name & 

your age on the day you commenced Academy training eg. JOY25) 
 
Academy Campus: 
  Oxley  /  Townsville 
 
Gender: 

M  /   F 
 
Age: 
  _____ years 
 
Education:   

High School only    [      ] 
  Associate Diploma/Diploma only  [      ] 
  Undergraduate University Degree only [      ] 
  Postgraduate Qualifications  [      ] 
 
Marital Status: 
  Single     [      ] 
  Married/Living with Partner  [      ] 

Separated    [      ] 
  Divorced    [      ] 
  Widowed 
  Other ______________________ (please specify) 
   
Is your partner a police officer? 

Yes  /  No 
 
Do  you have children? 
  Yes  /  No 
 

If yes, indicate number of children who currently live with you for at least some of the time: 
1    2    3    4    5    6    7    8 

 
Ages of Children: 

   Child 1: __________________ 
   Child 2: __________________ 
   Child 3: __________________ 
   Child 4: __________________ 
   Child 5: __________________ 
   Child 6: __________________ 
   Child 7: __________________ 
   Child 8: __________________ 
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APPENDIX E 

Recruit Questionnaire Cover Sheet, Study One 
 
Project Title:  
Why police leave: Modelling gender and turnover in an Australian police jurisdiction. 
 
Chief Investigators:  
Ms Jacqueline Drew (PhD Student) 
Dr Briony Thompson (PhD Supervisor) 
 
1. Purpose of the research. 
I am a PhD student from Griffith University who is being funded through the Australian Postgraduate Award 
(Industry) to examine the reasons why police officers leave the Queensland Police Service. The project has a 
proactive focus in terms of investigating the turnover process to enable strategies and programs to be 
implemented to increase the retention rate of police officers. This will be achieved by gaining a better 
understanding of the pros and cons of police work. In this study I am specifically interested in your 
expectations and attitudes toward your future career as a police officer. Dr Thompson and I would appreciate 
your participation in this research. 
 
2. What your involvement will entail? 
I would appreciate if you would participate in a series of written questionnaires. It is anticipated that 
questionnaires would be distributed in class time at the Police Academies (Oxley and Townsville) upon entry 
to the Academy, at induction and 6 months following induction. The questions to be asked revolve around the 
issues of your expectations and views about your future in the Queensland Police Service. 
 
Participation in this project is voluntary. Should you agree to participate, you have the right to refuse to 
complete the questionnaires at any time. I will also be happy to answer any questions you have about this 
project, or to discuss any concerns you have about the information you have provided. It should be noted that 
ethical clearance and approval has been obtained from Griffith University and the Research and Evaluation 
Section, Queensland Police Service to undertake this study. 
 
The information you provide will be treated confidentially. Your responses will be recorded and kept in a 
secure location by the researchers involved in this project. Summary reports only will be provided to the 
Queensland Police Service to ensure confidentiality and anonymity of participants. If you have any questions 
or concerns about this research, please contact Jacqueline Drew on (07) 3875 3321 or Dr Briony Thompson on 
(07) 3875 3369. 
 
 
Thank you for your time. 
 
 
____________________________ 
Jacqueline Drew 
PhD Student – Griffith University 
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APPENDIX F 

Beta weights for males and females at time one 
 

 

 

 
 

 

 

 

 

 

Path diagram of beta weights for males at time one – hypothesised model (n = 153) 

 

 

 

 

 

 

 

 

 

 

 
Path diagram of beta weights for females at time one – hypothesised model (n = 98) 
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Person-Org Fit 

 
Person-Job Fit 

 
Org Commitment
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Turnover Intention 

0.19*

0.70* 
 

0.60*

0.25*
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APPENDIX G 

Beta weights for males and females at time two 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

Path diagram of beta weights for males at time two – hypothesised model (n = 156) 
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APPENDIX G cont’d 
 

 

 

 

 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
Path diagram of beta weights for females at time two – hypothesised model (n = 97) 

 
 

 
Person-Org Fit 

 
Person-Job Fit 

Org  
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Turnover Intention 
Job 
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APPENDIX H 

Beta weights for males and females at time three 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Path diagram of beta weights for males at time three – hypothesised model (n = 

134) 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with 
opportunities for promotion; JS4 = Satisfaction with the job itself; JS5 = Satisfaction with immediate 
supervisor; JS6 = Satisfaction with colleagues; ME1 = Comfort; ME2 = Reward; ME3 = Responsibility. 
 

 

 

Person-Org 
Fit 

Person-Job 
Fit 

Org  
Commitment

 
 

Turnover 
Intention 

Job  
Satisfaction  

JS3 
JS4 

JS2 

JS5 

JS6 

Met  
Expect   

 

ME1 ME2 ME3 

JS1 

0.45*

0.32* 

0.30*

0.24*

0.74* 

0.28*

0.24*

-

0.13

0.73
 0.27

0.45

0.66

0.70

0.65

0.59 0.74 0.73

 
-0.47* 

-0.52* 

-0.19 
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APPENDIX H cont’d 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 
 
Path diagram of beta weights for females at time three – hypothesised model (n = 

82) 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with 
opportunities for promotion; JS4 = Satisfaction with the job itself; JS5 = Satisfaction with immediate 
supervisor; JS6 = Satisfaction with colleagues; ME1 = Comfort; ME2 = Reward; ME3 = Responsibility. 
 
 
 
 

Person-Org Fit 

Person-Job Fit 

Org  
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Turnover Intention

Job  
Satisfaction  

JS3 
JS4 

JS2 

JS5 

JS6 

Met  
Expect   

 

ME1 ME2 ME3 

JS1 

0.39*

0.30* 

0.34*

0.22*

0.80* 

0.27*

0.27*

-

0.16 

0.64
 0.24

0.43

0.63

0.64

0.58

0.66 0.88 0.70

 
-0.55* 

-0.48* 

-0.21 
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APPENDIX I 

Turnover Questionnaire, Study Three 
 
SECTION 1: 
Please indicate, the extent to which each of the experiences listed below, have caused you to feel bothered as a 
result of police work. For each statement, please circle the number that most closely represents your feelings 
using the scale provided (see below). Please respond to each item. 

1 - To a very little extent 
2 – To a small extent 
3 - Unsure 
4 – To a large extent 
5 - To a very large extent 

 
To what extent have the following experiences caused you to feel 'bothered': 
 
COWORKERS 
Working with people who lack professionalism 

  
1 

 
2 

 
3 

 
4 

 
5 

Other members not pulling their weight  1 2 3 4 5 
Working with people who are incompetent  1 2 3 4 5 
Working with people who are not suited for police 
work 

  
1 

 
2 

 
3 

 
4 

 
5 

Working with people who are inconsiderate  1 2 3 4 5 
Working with people who do not listen  1 2 3 4 5 
Problems with coworkers  1 2 3 4 5 
 
INDIVIDUAL 
Disagreement about how to do something 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Feeling generally inadequate  1 2 3 4 5 
‘Bottling up’ my feelings  1 2 3 4 5 
Difficulty in staying objective (not expressing 
emotions) 

  
1 

 
2 

 
3 

 
4 

 
5 

Feelings of not being able to do anything  1 2 3 4 5 
Concerns about the status of police  1 2 3 4 5 
Feelings of just being a number  1 2 3 4 5 
 
COMMUNICATION 
Not being able to speak my mind 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Having no say in decision that affect me  1 2 3 4 5 
Lack of honesty about my work by superiors  1 2 3 4 5 
Interference in my decisions by others  1 2 3 4 5 
Responsibility without authority to make decisions  1 2 3 4 5 
Not receiving recognition for a job well done  1 2 3 4 5 
 
ADMINISTRATION 
Unnecessary forms 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Poor administration  1 2 3 4 5 
Inconsistent application of rules and policy  1 2 3 4 5 
Lack of forward planning  1 2 3 4 5 
Too much red tape to get something done  1 2 3 4 5 
Inappropriate rules and regulations  1 2 3 4 5 
Excessive paperwork  1 2 3 4 5 
Lack of clarity in operational guidelines  1 2 3 4 5 
Inability to change the system  1 2 3 4 5 
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1 - To a very little extent 
2 – To a small extent 
3 – Unsure 
4 – To a large extent 
5 - To a very large extent 

 
To what extent have the following experiences caused you to feel 'bothered': 
 
WORKLOAD 
Too much work to do 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Too much expected of me  1 2 3 4 5 
Insufficient time to complete a job  1 2 3 4 5 
Meeting deadlines  1 2 3 4 5 
 
AMENITIES 
Untidy work areas 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Dirty lunch rooms  1 2 3 4 5 
Poor facilities  1 2 3 4 5 
 
EQUIPMENT 
Lack of equipment 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Equipment failure  1 2 3 4 5 
 
RATING 
Jobs for the boys 

  
1 

 
2 

 
3 

 
4 

 
5 

Unfair rating system  1 2 3 4 5 
Unfair promotional policy  1 2 3 4 5 
 
SUPERVISION 
Being told what to do by others 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Too much supervision  1 2 3 4 5 
 
PROMOTION 
Studying (for work purposes) 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Exams (for work purposes)  1 2 3 4 5 
 
MORALE 
Station instability 

  
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Personality clashes at work  1 2 3 4 5 
Low morale  1 2 3 4 5 
Feelings of having to conform to ‘pressure’ from 
peers 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 2: 
Please indicate, the extent to which each of the experiences listed below, have caused you to feel bothered as a 
result of police work. NOTE: The following scale contains items that may not be relevant to all police, 
particularly those who are not engaged in operational-type duties. If you have engaged experienced that stated 
item, rate this item as NA (not applicable). 

 
NA – Not applicable – (have not experienced this type of duty during the 
last month) 
1 - To a very little extent 
2 – To a small extent 
3 – Unsure 
4 – To a large extent 
5 - To a very large extent 
 

To what extent have the following experiences caused you to feel 'bothered': 
 
VICTIMS 
Delivering a death message 

 
NA 

 
1 

 
2 

 
3 

 
4 

 
5 

Giving bad news NA 1 2 3 4 5 
Dealing with domestics NA 1 2 3 4 5 
Dealing with road victims NA 1 2 3 4 5 
Dealing with abused children NA 1 2 3 4 5 
Dealing with assault victims NA 1 2 3 4 5 
Seeing other people in misery NA 1 2 3 4 5 
Taking a (road) accident report NA 1 2 3 4 5 
 
EXTERNAL 
Unreasonable expectations from others outside the 
Department (eg. Barristers, DPP, public) 

 
 
 

NA 

 
 
 
1 

 
 
 
2 

 
 
 
3 

 
 
 
4 

 
 
 
5 

Court decisions being too lenient NA 1 2 3 4 5 
Outside interference with police work (eg. 
Government, public, concerned citizens) 

 
NA 

 
1 

 
2 

 
3 

 
4 

 
5 

Wasting time at court NA 1 2 3 4 5 
Poor media coverage NA 1 2 3 4 5 
Lack of police powers NA 1 2 3 4 5 
Courts setting inconvenient dates NA 1 2 3 4 5 
 
ACTIVITY 
Irregular meal times 

 
 

NA 

 
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Missing meals NA 1 2 3 4 5 
Rushed eating NA 1 2 3 4 5 
Shift work interfering with other activities NA 1 2 3 4 5 
Quick change overs NA 1 2 3 4 5 
Sitting around then suddenly active NA 1 2 3 4 5 
 
PEOPLE 
Being responsible for others 

 
 

NA 

 
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Dealing with other people’s problems NA 1 2 3 4 5 
Trying to show interest in people NA 1 2 3 4 5 
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NA – Not applicable – (have not experienced this type of duty during the 
last month) 
1 - To a very little extent 
2 – To a small extent 
3 – Unsure 
4 – To a large extent 
5 - To a very large extent 
 

To what extent have the following experiences caused you to feel 'bothered': 
 
FRUSTRATION 
Hoax calls 

 
 

NA 

 
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Not being able to charge someone who is guilty NA 1 2 3 4 5 
Doing work I don’t like NA 1 2 3 4 5 
Doing things I don’t agree with NA 1 2 3 4 5 
Not being able to get an admission from someone 
who is guilty 

NA  
1 

 
2 

 
3 

 
4 

 
5 

Dealing with people who abuse the police NA 1 2 3 4 5 
 
DANGER 
Going on a raid 

 
 

NA 

 
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Going to a dangerous calls NA 1 2 3 4 5 
Having to make a forcible arrest NA 1 2 3 4 5 
 
DRIVING 
Heavy traffic 

 
 

NA 

 
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Poor drivers on the road NA 1 2 3 4 5 
 
COMPLAINTS 
Departmental handling of complaints 

 
 

NA 

 
 
1 

 
 
2 

 
 
3 

 
 
4 

 
 
5 

Complaints by the public NA 1 2 3 4 5 
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SECTION 3: 
Please indicate, the extent to which the statements listed below are true for you, in relation to your work. For 
each statement, please circle the number that most closely represents your feelings using the scale provided 
(see below). Please respond to each item. 
 

1 – Very true 
2 – Moderately true 
3 - Slightly true 
4 - Unsure 
5 – Slightly false 
6 - Moderately false 
7 – Very false 

 
1. I feel certain about how much authority I have 
 

 1 2 3 4 5 6 7 

2. Clear, planned goals and objectives exist for my 
job 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

3. I know that I have divided my time properly 
 

 1 2 3 4 5 6 7 

4. I know what my responsibilities are 
 

 1 2 3 4 5 6 7 

5. I know exactly what is expected of me 
 

 1 2 3 4 5 6 7 

6. Explanation is clear of what has to be done 
 

 1 2 3 4 5 6 7 

7. I have to do things that should be done 
differently 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

8. I receive an assignment without the person 
power to complete it 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

9. I have to buck a rule or policy in order to carry 
out an assignment 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

10. I work with two or more groups who operate 
quite differently 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

11. I receive incompatible requests from two or 
more people 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

12. I do things that are apt to be accepted by one 
person and not accepted by others 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

13. I receive an assignment without adequate 
resources and materials to execute it 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

14. I work on unnecessary things 
 

 1 2 3 4 5 6 7 
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SECTION 4: 
The statements listed below refer to you and your colleague’s level of satisfaction with the organisation in 
which you work. For each statement, please circle the number that most closely represents your feelings about 
the Queensland Police Service using the scale provided (see below). Please respond to each item. 
 

1 - Strongly disagree 
2 - Moderately disagree 
3 - Slightly disagree 
4 - Neither disagree nor agree 
5 - Slightly agree 
6 - Moderately agree 
7 - Strongly agree 

 
1. Generally speaking, I am very satisfied with this 

job. 
  

1 
 

2 
 

3 
 

4 
 
5 

 
6 

 
7 

2. I frequently think of quitting this job.  1 2 3 4 5 6 7 
3. I am generally satisfied with the kind of work I 

do in this job. 
  

1 
 

2 
 

3 
 

4 
 
5 

 
6 

 
7 

4. Most people on this job are very satisfied with 
the job. 

  
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

5. People on this job often think of quitting.  1 2 3 4 5 6 7 
 
SECTION 5: 
The statements listed below ask you how you feel about the organisation in which you work. For each 
statement, please circle the number that most closely represents your feelings about the Queensland Police 
Service using the scale provided (see below). Please respond to each item. 

 
1 - Strongly disagree 
2 - Moderately disagree 
3 - Slightly disagree 
4 - Neither disagree nor agree 
5 - Slightly agree 
6 - Moderately agree 
7 - Strongly agree 

 
1. I am willing to put in a great deal of effort beyond that 

normally expected in order to help this organisation be 
successful. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

2. I talk up this organisation to my friends as a great 
organisation to work for. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

3. I would accept almost any type of job assignment in 
order to keep working for this organisation. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

4. I find that my values and the organisation’s values are 
very similar. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

5. I am proud to tell others that I am part of this 
organisation. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

6. This organisation really inspires the very best in me in 
the way of job performance. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

7. I am extremely glad that I chose this organisation  to 
work for, over others I was considering at the time I 
joined. 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

8. I really care about the fate of this organisation. 1 2 3 4 5 6 7 
9. For me this is the best of all possible organisations for 

which to work. 
 

1 
 
2 

 
3 

 
4 

 
5 

 
6 

 
7 
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SECTION 6: 
The statements or words listed below refer to your views on various aspects of the Queensland Police Service 
and your role as a police officer. For each area (identified in bold) a number of statements are listed. Please 
read each statement in turn, consider whether it applies to the area in question and circle the appropriate 
response. 
 

1 - Yes 
2 - No 
3 - Unsure 
 

The organisation as a whole …  Yes No Unsure 
Looks after its employees  1 2 3 
A poor organisation to work for  1 2 3 
They treat you like a number  1 2 3 
Has a good reputation  1 2 3 
Too much class distinction  1 2 3 
Feel you belong  1 2 3 
Needs some fresh people at the top  1 2 3 
The best organisation I have worked for  1 2 3 

Pay …  Yes No Unsure 
Underpaid for what I do  1 2 3 
Adequate for my needs  1 2 3 
Far too low  1 2 3 
Quite highly paid  1 2 3 
Fairly satisfactory  1 2 3 
Poor  1 2 3 
Well paid  1 2 3 
Less than I deserve  1 2 3 

Opportunities for promotion …  Yes No Unsure 
The system of promotion is fair  1 2 3 
Prospects very limited  1 2 3 
Easy to get on  1 2 3 
Too much favouritism  1 2 3 
Good opportunities  1 2 3 
My experience increases my prospects  1 2 3 
Dead-end job  1 2 3 
The good jobs are usually taken before you hear 
of them 

 1 2 3 
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SECTION 6 cont’d: 
 

1 - Yes 
2 - No 
3 - Unsure 

 
For each area (identified in bold) a number of statements are listed. Please read each statement in turn, consider 
whether it applies to the area in question and circle the appropriate response. 
 
The job itself …  Yes No Unsure 

It’s the same day after day  1 2 3 
The wrong sort of job for me  1 2 3 
Worthwhile  1 2 3 
Routine  1 2 3 
Time passes quickly  1 2 3 
Satisfying  1 2 3 
Better than other jobs I’ve had  1 2 3 
Endless  1 2 3 

Your immediate superior …  Yes No Unsure 
Lets you know where you stand  1 2 3 
Does a good job  1 2 3 
Interferes too much  1 2 3 
Always too busy to see you  1 2 3 
Stands up for you  1 2 3 
Quick tempered  1 2 3 
Can discuss problems with him/her  1 2 3 
Hard to please  1 2 3 

The people you work with …  Yes No Unsure 
Easy to make enemies  1 2 3 
Hard working  1 2 3 
Some of them think they run the place  1 2 3 
Know their jobs  1 2 3 
Work well as a group  1 2 3 
Stupid  1 2 3 
Unpleasant  1 2 3 
Do their share of the work  1 2 3 
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SECTION 7: 
Below is a list of questions which ask you to consider the how your own values, beliefs and needs match those 
of the Queensland Police Service and the job of a police officer. For each question, circle the number that most 
closely represents your feelings, using the scale provided (see below). Please respond to each item. 
 

1 - To a very little extent 
2 – To a small extent 
3 - Unsure 
4 – To a large extent 
5 - To a very large extent 

 
1. To what extent are the values of the 

organisation similar to your own values? 
 

  
1 

 
2 

 
3 

 
4 

 
5 

2. To what extent does your personality match 
the personality or image of the organisation? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

3. To what extent does the organisation fulfill 
your needs? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

4. To what extent is the organisation a good 
match for you 

 

  
1 

 
2 

 
3 

 
4 

 
5 

5. To what extent do your knowledge, skills, and 
abilities match the requirements of the job? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

6. To what extent does the job fulfill your needs?   
1 

 
2 

 
3 

 
4 

 
5 

7. To what extent is the job a good match for 
you? 

  
1 

 
2 

 
3 

 
4 

 
5 

8. To what extent does the job enable you to do 
the kind of work you want to do? 

 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 8: 
The statements listed below refer to the influence work is having on your family and vice versa. For each 
statement, please circle the number that most closely represents your feelings about the Queensland Police 
Service using the scale provided (see below). Please respond to each item. 
 

1 – Strongly disagree 
2 - Disagree 
3 – Neither agree or disagree 
4 - Agree 
5 – Strongly agree 

 
1. After work, I come home too tired to do some 

things I’d like to do. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

2. I’m often too tired at work because of the things 
I have to do at home. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

3. On the job I have so much work to do that it 
takes away from my personal interests. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

4. My personal demands are so great that it takes 
away from my work. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

5. My family/friends dislike how often I am 
preoccupied with my work while I am at home. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

6. My superiors and peers dislike how often I am 
preoccupied with my personal life while I am at 
work. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

7. My work takes up time that I’d like to spend 
with family/friends. 
 

  
1 

 
2 

 
3 

 
4 

 
5 

8. My personal life takes up time I’d like to spend 
at work. 
 

  
1 

 
2 

 
3 

 
4 

 
5 
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SECTION 9: 
The statements listed below refer to your general health, over the last few weeks. For each statement, please 
circle the number, using the scale provided (see below), that most closely represents your health status over the 
last few weeks. Please respond to each item. 

1 - Much less than usual 
2 – Less so than usual 
3 - Same as usual 
4 – Better or more so than usual 

 
1. been able to concentrate on whatever you're 

doing 
 1 2 3 4 

2. felt that you are playing a useful part in things  1 2 3 4 

3. felt capable of making decisions about things  1 2 3 4 

4. been able to enjoy your normal day-to-day 
activities 

  
1 

 
2 

 
3 

 
4 

5. been able to face up to your problems   
1 

 
2 

 
3 

 
4 

6. been feeling reasonably happy, all things 
considered 

  
1 

 
2 

 
3 

 
4 

 
1 - Not at all 
2 – No more than usual 
3 - Rather more than usual 
4 – Much more than usual 

 
1. lost much sleep over worry  1 2 3 4 

2. felt constantly under strain  1 2 3 4 

3. felt you couldn't overcome your difficulties  1 2 3 4 

4. been feeling unhappy and depressed  1 2 3 4 

5. been losing confidence in yourself  1 2 3 4 

6. been thinking of yourself as a worthless person  1 2 3 4 
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SECTION 10: 
Please indicate below, based on your current expectations, the number of years until you believe you will either 
resign or retire from the Queensland Police Service. Please indicate your response with either a Q for 
resignation or R for retirement in the box which most accurately reflects your current expectations. Please mark 
one box ONLY. 
 

Q - Resignation 
R - Retirement 

 
Less than 1 yr    21 yrs to 25 yrs   

    
1 yr to 5 yrs    26 yrs to 30 yrs    

    
6 yrs to 10 yrs    31 yrs to 35 yrs    

    
11 yrs to 15 yrs    36 yrs to 40 yrs    

    
16 yrs to 20 yrs    41 yrs +    

 
 
SECTION 11: 
What problems or issues might cause you to leave the police organisation? 
(List the three most important causes for you) 
1. 
2. 
3. 
 
 
SECTION 12: 
The statements listed below refer to your intentions regarding your current employment and employment 
alternatives. For each statement, please circle the number that most closely represents your feelings using the 
scale provided (see below). Please respond to each item. 
 

1 – Never 
2 – Almost never 
3 – Sometimes 
4 – Fairly often 
5 – Constantly 

 
1. How often do you think about quitting your 

current employment? 
 

  
1 

 
2 

 
3 

 
4 

 
5 
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1 – Very unlikely 
2 – Unlikely 
3 – Maybe 
4 – Likely 
5 – Certain 

 
2. What is the probability that you would be able to 

find acceptable alternative employment with 
another employer? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

3. What is the likelihood that you will search for 
alternative employment? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

4. What is the likelihood that you will quit within 
the next year? 

 

  
1 

 
2 

 
3 

 
4 

 
5 

 
 
 
SECTION 13: 
Please circle, tick or print responses to the following questions as appropriate. Please complete all 
questions. 
 
Work-related Demographics 
 
1. What is your current rank? 

Constable     [      ] 
  Senior Constable     [      ] 
  Sergeant      [      ] 
  Senior Sergeant     [      ] 
  Inspector     [      ] 
  Superintendent or above    [      ] 
  
 
2. How many years have you worked for the Queensland Police Service? 

       _____ years 

 
3. Which best represents the area of the Police Service that you currently work in? 

General operational policing   [      ] 
  Criminal Investigation (eg. fraud, drugs, CIB) [      ] 
  Watchhouse     [      ] 
  Academy or Regional Training   [      ] 
  Special Response Unit (eg. PSRT, SERT)  [      ] 
  Traffic      [      ] 
  Prosecutions     [      ] 

Administration (eg. HRM, FOI)   [      ] 
Other (please specify) _____________________________ 
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Personal Demographic Information 
 
4. Gender 

Female     [      ] 
  Male     [      ] 
 
 
5. Age       _____ years 
 
 
6. What is the highest level of education you have fully completed? 

High School only    [      ] 
  Associate Diploma/Diploma only  [      ] 
  Undergraduate University Degree only [      ] 
  Postgraduate Qualifications  [      ] 
 
 
7. What is your current marital status? 

Single     [      ] 
  Married/Living with Partner  [      ] 

Separated    [      ] 
  Divorced    [      ] 
  Widowed    [      ] 
  Other ______________________ ________(please specify) 
 
 
8. Do you have children? 

Yes     [      ] 
  No     [      ] 
 
 If yes, please circle the number of children who currently live with you for at least some of the time. 
  1 2 3 4 5 6 7 More than 7 
 
 Please indicate the ages of the children identified above 

Ages of Children: 
   Child 1: __________________years 
   Child 2: __________________years 
   Child 3: __________________years 
   Child 4: __________________years 
   Child 5: __________________years 
   Child 6: __________________years 
   Child 7: __________________years 
   
 

THANK YOU FOR YOUR PARTICIPATION 
Please place your completed questionnaire in the pre-paid, pre-addressed envelope provided and post to 

the researchers. Please return this questionnaire by 15 December. 
 

If you have further comments that you would like to convey to the researchers regarding police 
turnover and/or about the research project please use the back of this questionnaire. 
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APPENDIX J 

Turnover Questionnaire Cover Sheet, Time Three 
 

Project Title:  
Why police leave: Modelling gender and turnover in an Australian police jurisdiction. 
 
Chief Investigators:  
Ms Jacqueline Drew (PhD Student) 
Dr Briony Thompson (PhD Supervisor) 
 
1. Purpose of the research. 
I am a PhD student from Griffith University who is being funded through the Australian Postgraduate 
Award (Industry) to examine the reasons why police officers consider leaving their employing 
organisation. The Queensland Police Service supports the project being undertaken. 
 
The project has a proactive focus in terms of investigating the turnover process to enable strategies 
and programs to be implemented to increase the retention rate of police officers. In this study I am 
specifically interested in your feelings and attitudes towards the police organisation and your work. 
Dr Thompson and I would appreciate your participation in this research.  
 
2. What your involvement will entail? 
Participation in this study involves the anonymous completion of the following questionnaire. 
 
Participation in this project is voluntary. Should you agree to participate, you have the right to 
terminate your participation in the questionnaire at any time. The information you provide will be 
treated confidentially. Your responses will be recorded and kept in a secure location by the 
researchers involved in this project. Summary reports only will be provided to the Queensland Police 
Service to ensure confidentiality and anonymity of participants.  
 
It should be noted that ethical clearance and approval to undertake this study has been obtained from 
Griffith University and the Research and Evaluation Section, Queensland Police Service. 
 
If you have any questions or concerns about this research, please contact Jacqueline Drew on (07) 
3875 3321 or Dr Briony Thompson on (07) 3875 3369. Results of the study will be made available to 
those interested in the findings. 
 
Where to send completed questionnaires? 
 
Please find attached a pre-paid, pre-addressed envelope. Once you have completed the questionnaire 
please insert your questionnaire into this envelope and post directly to the researchers. Please return 
this questionnaire by the 15 December. 
 
Thank you for your time. 
__________________________ 
Jacqueline Drew 
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APPENDIX K 

Beta weights for males and females at the early, middle and late career stages 
 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 
Path diagram of beta weights for males, early career stage – hypothesised model (n = 120) 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues. 

 
 

Turnover Intention

Org  
Commitment

Job  
Satisfaction  

Police Stress 

Org 
Stress 

Work-Family 
Conflict 

Thoughts
Quitting 

Intention to
Search 

Health
Status

JS3 JS2 JS1 
JS4 

JS5 

JS6 

0.36*

0.59* 

0.27* 

-0.09*

0.16* 

-0.09*

-0.22* 

0.20* 

-0.48* 

0.07 

-0.06 

0.28* 

-0.12* 

-0.20* 

0.73* 

-0.18* 

-0.32* 

-0.18* 

0.58* 

0.81* 0.20*
0.68*

0.63* 0.46* 

0.40* 

-0.59* 

-0.11* 

-0.54* 
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APPENDIX K cont’d 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Path diagram of beta weights for females, early career stage – hypothesised model (n = 136) 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues. 

 
 

Turnover Intention

Org  
Commitment

Job  
Satisfaction  

Police Stress 

Org 
Stress 

Work-Family 
Conflict 

Thoughts
Quitting 

Intention to
Search 

Health
Status

JS3 JS2 JS1 
JS4 

JS5 

JS6 

0.34*

0.58* 

0.27* 

-0.10* 

0.15* 

-0.09*

-0.22* 

0.17* 

-0.48* 

0.07 

-0.06 

0.25* 

-0.14* 

-0.24* 

0.50* 

-0.16* 

-0.33* 

-0.21* 

0.40* 

0.78* 0.14 
0.54* 

0.62* 0.45* 

0.54* 

-0.54* 

-0.09*

-0.47*
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APPENDIX K cont’d 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
Path diagram of beta weights for males, middle career stage – hypothesised model (n = 158) 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues. 

 
 

Turnover Intention

Org  
Commitment

Job  
Satisfaction  

Police Stress 

Org 
Stress 

Work-Family 
Conflict 

Thoughts
Quitting 

Intention to
Search 

Health
Status

JS3 JS2 JS1 
JS4 

JS5 

JS6 

0.35*

0.56* 

0.28* 

-0.10* 

0.15*

-0.10* 

-0.20*

0.17* 

-0.48* 

0.06 

-0.06

0.23* 

-0.14* 

-0.24* 

0.73* 

-0.19* 

-0.34* 

-0.22* 

0.50*

0.78* 0.25*
0.63* 

0.53* 0.39* 

0.24* 

-0.58*

-0.10* 

-0.48* 
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APPENDIX K cont’d 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
Path diagram of beta weights for females, middle career stage – hypothesised model (n = 173) 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues. 
 

 
 

Turnover Intention

Org  
Commitment

Job  
Satisfaction  

Police Stress 

Org 
Stress 

Work-Family 
Conflict 

Thoughts
Quitting 

Intention to
Search 

Health
Status

JS3 JS2 JS1 
JS4 

JS5 

JS6 

0.32*

0.60* 

0.27* 

-0.10* 

0.15* 

-0.10*

-0.21* 

0.16* 

-0.48* 

0.07 

-0.07 

0.26* 

-0.15* 

-0.25* 

0.86* 

-0.17* 

-0.34* 

-0.22* 

0.45* 

0.74* 0.41* 
0.46* 

0.56* 0.25* 

0.26* 

-0.55* 

-0.09*

-0.45*
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APPENDIX K cont’d 

 

 

 

 

 

 

 

 

 
 

 

 

 
 
Path diagram of beta weights for males, late career stage – hypothesised model (n = 409) 

Note. JS1 = Satisfaction with organisation as a whole; JS2 = Satisfaction with pay; JS3 = Satisfation with opportunities for promotion; JS4 = Satisfaction with 
the job itself; JS5 = Satisfaction with immediate supervisor; JS6 = Satisfaction with colleagues. 
 

 
Turnover Intention

Org  
Commitment

Job  
Satisfaction  

Police Stress 

Org 
Stress 

Work-Family 
Conflict 

Thoughts
Quitting 

Intention to
Search 

Health
Status

JS3 JS2 JS1 
JS4 

JS5 

JS6 

0.31*

0.53* 

0.27* 

-0.10* 

0.17* 

-0.10* 

-0.21* 

0.18*

-0.46* 

0.07 

-0.06 

0.26* 

-0.13* 

-0.22* 

0.69* 

-0.17* 

-0.35* 

-0.22* 

0.41*

0.80* 0.40* 
0.66* 

0.60* 0.40* 

0.47* 

-0.56*

-0.09* 

-0.48*


