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Abstract

Health information management (HIM) professionals are integral parts of the health
service delivery structure. However, despite their strategic importance to the smooth from
of health information in hospitals, issues concerning HIM professionals are often
relegated to the background. This often led to turnover intention which can disrupt the
smooth operation of hospitals. As a result, this study examined the influence of career
development and turnover intention of health information management professionals in
Ibadan Oyo State. Descriptive survey research design was adopted for the study. A
structured questionnaire was adopted as the instrument for data collection. T&%[udy
population consist of one hundred and twenty-seven (127) health %rm tion
management professionals in six government hospitals in Oyo State. To eration
was adopted due to the population size. The quantitative data collect{\? analysed
using both descriptive and inferential statistics. The study found lox%ve of turnover
intention (Mean =3.12), and high level of career development ( =3.30), and career
path (Mean =3. 60), among the respondents. The test of hypg owed that career
development has significant influence on input intention (R°= 0845, p= 0.000) and input

intention (R?= 0.077, p= 0.000) respectively. Multiple re r@n analysis also shows that,
T E

career development and career path have a signifi mbined influence on the
turnover intention of health information management-proféssionals in Ibadan Oyo State,
Nigeria. The study concluded that the although t %ﬂover intention is low, there are
still underlying factors that must be addressed sure that HIM professional remain
committed to their employers. It was ther recommended that the low turnover
reported in this study is maintain by foc %nore on employee welfare and protecting
the interest of the health information managément.

&

Keywords: Career Develo @t, Career Path, Employee Satisfaction, Information

Management, Tumov@ ion,
Word Count: 281
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Chapter One
Introduction

1.1 Background to the Study

People usually engage in different types of activities, works and organizations to aid their
living. But the length of time that people are willing to remain engaged with a p%ular
organisation, profession or career vary due to different reasons. Emplo @Qﬂﬂge or
leave their work and organization as much as it will be comfortable them. The
prerequisite to leave one’s job or organization is the intentio @eave, that can be
referred as turn over intention. Turnover intention of emplﬁs to the likelihood of
an employee to leave the current job he/she is doing'. E@ organization regardless of its
location, size or nature of business has always@téh a key concern about employees’
turnover intention. Turnover intention of\@oyee is a critical human resource issue

in all sectors of the economy whk:b\\' cts productivity, product, service quality, and

Employee turnover i@s a percentage comparison of the number of individuals an

profitability.

organization sho&place in a specific time of period to the average amount of total
individual &hﬁ‘ an organization. Employee turnover intention is a rotation of
indivi@ around the labor market; it could be between companies, states of

unéﬂoyment and employment, and between occupations and jobs?.

A great concern that many organizations such as healthcare and hospitals, turnover
intentions increase cost of the organization, particularly in job with minimum wages such

as health information management. There are several factors that influence the rate of



employees’ turnover of an organization, and these factors could be from employees and
employers. These factors could be compensation, benefits, wages, tolerance, flexibility on
the job, loyalty of employees and job recognition and so on®. Turnover intention causes
indirect and direct expenses to an organization, which compromises the cost of human
resource, training, advertising, retention and loss of productivity. Employee input
intention such as tolerance on the job, flexibility on the job, loyalty on Qob and
employee output intention such as recognition on the job, benefits from {the and pay

from the job will be adopted from Adam’s Equity theory to measu Q over intention of

S

Tolerance on the job is the capacity of health informa&management professionals to

health information management professionals in Oyo state

perform consistently, given the level of ph%@ environmental or psychological

demands commonly found in healthca@%gement settings. Flexibility of health

information management profess&oi&is a strategy which responds to changing

circumstances and expectation%clg\alth information management professionals. Health

information management . sionals performing their job with a flexible attitude are

usually more respe &)y employers, likewise employers fostering a flexible work
S\

[ ]
environment <re§g§?

ing to employees.

Loyal%’@e job is when a health information management professional is committed to
his\ﬁrk, such an employee does not actively seek another job and even when
opportunities for career progress arise elsewhere, they are not attracted towards it.
Recognition on the job refers to the acknowledgement of staff by the management of the
job for exceeding expectations. Benefits from job are non-wage compensation typically

reserved for full time health information management professionals. Pay from the job is



the amount of money health information management professionals are paid over a

period of time.

High turnover intentions among health information management professionals in hospital
in Oyo state are attributed to the high incidence of medical errors, poor healthcare data
management, low healthcare data demand & uses, and the low quality of pati,%care.
Turnover intentions affect the morale of the remaining staff, reduces their @Q@tion to
work, and eventually their productivity. For the organization, empl eegdmover may
impact the hospital budget as it entails the need for use of tempo rtime, orientation
and training for new health information managem rofessionals, continuous
recruitment, advertising and hiring. Q
N\

Researchers stated that employee turnover h. ’gl to be one of the most costly and
seemingly intractable human resource \\@enges confronting several organizations
globally>®. It was identified that &&y es turnover force the organization to incur a
huge costs relating to recrqit@ d selection, personnel process and induction, training
of new personnel anc@ 1, loss of knowledge gained by the employee while on job.
For organizatiqlxs%e turnover of employees means the waste of investment in the
selection anm'\ing of personnel. Besides, the high rate of employee turnover in an
organ@a adversely affects the motivation of existing personnel; increases the
W(Md and makes work planning difficult. Thus, the resignation of skilled employees,
who are considered as human capital, is an important issue that has a negative impact on
the efficiency, effectiveness and general performance of an organization. Worldwide

employee turnover intention aspect has attracted a lot of attention’. When the number of



staff is inadequate, poor organization performance is expected. A very key factor that

enhanced low turnover intentions is career development.

Also, a body of evidence linking career development to improving clinical practice and
patient outcomes has changed the field significantly, and for the better. Career
development is now dynamic, flexible, and outcome focused. Today’%reer
development blends multiple educational methodologies to meet the neez@\eamers
including but not limited to live (face-to-face) meetings, digit&deg*ry, flipped
classrooms, and simulation. Career development is embedded i @work place where
experiential learning takes place, guided by expert facult@o provide opportunity for
activities such as small group, problem-based learnin @ around real-world problems.
Career development is also embedding mo@%portunity for health information
management professionals, as health cq@%elivered by teams of professionals in
collaboration with patients and cases@{s, and research has demonstrated the positive

impact of health information n@é@nent professionals on team performance and patient

outcomes® A
t : Q’Q\

Career develop;rﬂ)ntributes to education, training, employment, and social inclusion,
public polé' égqa)s Schools are one of the main locations of career development services.

Howe@l
cohe

ted the transformative process of professionalization to achieve the professional

e career development is still largely unregulated and therefore has not

status of other well-recognized, established, governmentally regulated professions such as,
medicine, and health information management. An explanation may be that despite
recognition from within the industry about the importance of employee training for the

competence of health information management professionals, there is a lack of

4



understanding by policy makers of the knowledge and skills required for health
information management professionals in most healthcare institutions’. Another
explanation may be that the training, skills, and qualifications of practitioners are under-
researched!’. Without training and qualifications, constructing an identity as a health
information management professional may be more challenging than it is for

professionals in non-medical sectors due to health records involved.

S

In the context of this study, socio-economic factor, gender factor, &g&sﬂﬂcal factor,
self-concept development, engaging in educational activities, in @ in chosen career,
ability in chosen career, career advancement, maint@ce of self-concept and
maintenance of job status will be as adopted from Super’s Theory!!. Socio-economic
factor is an economic and sociological combin%%ﬂ measure of a health information
management professional’s experience @ging patients’ health records, gender
factor refers to the socially constm&’d\oles, behaviours, expressions and identities of
male and female in the health i@tion management field, self-concept development is
a collection of beliefs @%neself. Engaging in education activities means health
information manag r@ professionals involving themselves in acquisition of more
knowledge a{s}&u

involve }.Béalth information management professionals having interest in their career

order to enhance their job performance. Interest in chosen career

wlﬁ&ﬂl urge them in acquiring more knowledge to boost their skills, ability in chosen
career involves how well a health information management professional is capable to
execute his job in an outstanding manner. Career advancement is the upward trajectory of

a health information management professional’s career journey, example include



progressing from an entry-level position to management and transitioning to the peak of

their career.

Throughout the world, health information management professional education starts with
the undergraduate curriculum and continues through postgraduate training and
specialization. Career development is the longest part of the continuu%ften
encompassing 40 or more years of health information management professi@q career,
yet in many countries it is the least structured or regulated compone&&! continuum.
Because new evidence in medicine and healthcare is published% increasingly rapid
rate, career development is a vital component to ensuring h@ information management
professionals remain competent in practice and are able@eliver high-quality, evidence-
N\
based information management. Unfoﬂunately&e are still systems worldwide in
which career development is not considetiguous part of the healthcare education
continuum, which poses a signif& threat to maintaining healthcare providers’
competence and improving th@)ﬁ?uy of patient care. Globally, challenges in career
development include sig@t variability in how it is defined and structured, and the

differing requireme tsg levels of oversight by country or state'2.

.

¥

In countri sc,um'\g accreditation standards, accredited providers or organizations
submi&% activities for approval design educational activities to address health
int%ﬁtion management professional practice gaps, or identified practice-based needs.
Assessment of gaps, content development, implementation, and evaluation are the
responsibility of the provider or organization. In some countries, however, career
developments are selected by stakeholders such as governmental health authorities, and

not determined by those who are responsible for designing and developing the education.



This poses significant constraints for providers/organizations to conduct their own needs
assessments and identify appropriate topics for career development activities for their
learners. In some areas of the world, commercial interest organizations are permitted to
develop or participate in developing career development, while in others areas there is
strict separation of commercial interest organizations from the educational activity design

X

Career paths for health information management professionals are nof wel=developed or

process!?.

understood by learners or even junior colleagues, who often r little guidance or
formal preparation for their actual responsibilities. This is @ntrast to their career paths
to research careers, which are well defined and contain@ively well-delineated training
experiences including masters’ and doctoral de%’bnd preparation through the process
of making their profession perfect. Reseave shown that visibility of career path,
interaction with role models andnt\&’f%rs, and early exposure to health information
management are among the %@men‘[s related to health information management
interest in academic care@;lt is in view of this discussion that this study intends to

assess the interactio&b een career development, career path and turnover intention of

health infom@
1.2 é@gent of the Problem

Health information management professionals were perceived to be under-trained in Oyo

anhagement professionals in Oyo State, Nigeria.

state and has led to increase in turnover intention among them. Their health information
management skill is not encouraging, not having access to certain trainings and skills

such as ICT skills are the main problems causing setback for them to get their work done



efficiently and effectively. However, this study argues that with the introduction of right
career path to health information management professionals may likely enhanced their
job performance and reduce their turnover intention. All these must have affected the job
performance of these set of staff. Articles and journals reviewed shows that many studies
have been carried out on how career development impacted turnover intention in Oyo
state but not specifically on health information management profession Qﬁﬁver

intention. Hence, this study seeks to examine the influence of career developifient, career

path, on turnover intention of health information management pro@ls in Oyo State,

Nigeria. :
1.3 Aim and Objectives of the Study QQ
The aim of the study is to investigate infl er career development on turnover

intention of health information managem%@rofessionals in Ibadan Oyo State, Nigeria.

The objectives are: .’\\'
&

i. identify the level b@mover intention among health information management
professionals h@%ﬂ Oyo State, Nigeria;
ii. identi '@aﬂous level of career development experienced by health
inf@atlon management professionals in Ibadan Oyo State, Nigeria;
%@@mine different career paths available for health information management
professionals in Ibadan Oyo State, Nigeria;
iv. examine the influence of career development measures on employee input
intention of turnover intention of health information management professionals in

Oyo State, Nigeria;



v. examine the influence of career development measures on employee output
intention of turnover intention in Oyo State, Nigeria;

vi. ascertain the combined influence of career development measures on turnover
intention of health information management professionals in Ibadan Oyo State,
Nigeria;

vii. ascertain the moderating impact of career path on the influenc Q%reer

development and turnover intention of health informatio nagement
professionals in Ibadan Oyo State, Nigeria. O
1.4 Research Questions 0$

The following research questions were formulateQ\guide the study:

1. What is the level of turnover intenti ong health information management
professionals in Ibadan Oyo Sta.te, }a?

2. What are the various levels of@er developments experienced by health information
management professiof Q{badan Oyo State, Nigeria?

3. What are the diﬁ@?:areer paths available for health information management

professim(b:\ﬁydan Oyo State, Nigeria?
1.5 b@heses

The ré€sult of the hypotheses will be tested at a probability value of 0.05 significance, the

following hypotheses were formulated to guide the study:



Hol: There will be no significant influence of career development measures on
employee input intention of health information management professionals in

Ibadan Oyo State, Nigeria;

Ho2: There will be no significant influence of career development measures on employee

output intention health information management professionals in Ibadan Oyo

State, Nigeria, OQ

Ho3: There will be no combined influence of career developme &‘sures and career

paths on turnover intention of health information ma%wnt professionals in

Ibadan Oyo State, Nigeria; QQ

Ho4: There will be no significant moderating i career path on the influence of

career development on turnover .i n of health information management

professionals in Ibadan Oyo S’t\t'@geria.
1.6  Significance of the Stuéco

The study will be of @0 the following stakeholders in the Healthcare Sector, such

as the managem&)f the hospitals, health information management professionals,

govemme%rgadrchers, and employers.

T}V/%agement of the hospitals will be more exposed on various career development
programmes required by health information management professionals to enhance their
job and reduce their turnover intention rate; health information management professionals
will be able to understand the career development needed in order for them to perform

efficiently and effectively at their workplace and improve their performance. Government

10



will be able to channel funds towards necessary career development programmes and
training required by health information management professionals to improve

performance and reduce their turnover intentions.

Future researchers who are interested in conducting more research in relation to career
development and turnover intention will be able to use the findings and analyse%ived
at for further study, replicate the work such that the research would build 0@25ndings

of the study to create their literature for the successful completion of ﬂ% y.

This research work will encourage and expose healthcare em@s on how to create a
career development programmes that suits health info anagement professionals

when given the right career paths which will also r@@e their turnover intention which

will eventually reduce cost of running the heal@ sector.

\S

1.7  Scope of the Study . ’&\

The study was conducted with@fg?}, on career development and turnover intention of
health information : ent professionals in Ibadan Oyo State, Nigeria. The
measures for turno %ention include employee input intention (tolerance on the job,
flexibility on@ and loyalty on the job) and employee output intention ( recognition
on the j enefit from the and pay for the job) while the measures for career
de\}b&tent are geographical factor (socio-economic factor, gender factor and
geography factor), growth stage (self-concept development), exploratory stage (engaging
in educational activities, interests in chosen career, and ability in chosen career),

establishment stage (career advancement) and maintenance stage (maintenance of self —

concept and maintenance of job status). The study will further investigate how career

11



paths of health information management professionals moderate the measures of turnover
intention; employee input intention (tolerance on the job, flexibility on the job and loyalty
on the job) as well as the measures of career development; (socio-economic factor,
gender factor and geography factor), grow stage (self-concept development), exploratory
stage (engaging in educational activities, interests in chosen career, and ability in chosen
career), establishment stage (career advancement) and maintenance stage (mai %e of
self — concept and maintenance of job status). The respondents are he@hj ormation
management professionals in Oke-Ado Hospital, Adeoyo Stat@%ital, University

College Hospital, Government Chest Hospital and Moniyt Gengeral Hospital in Ibadan

Oyo State, Nigeria. Q
1.8 Limitation of the Study &Q

This limitation encountered in the study c\\QQ’g around data availability. The emphasis
on data privacy in the health sector&o luctance of various health facilities and health
professional to disclose @Q@%ng to employees. However, with the help letter of
introduction from Le@}miversity, the Oyo State Hospital Management Board was

convinced and Ih@ed in securing the cooperation of the selected health facilities.
1.9 O%ﬁonal Definition of Terms

Tu}\(%r Intention: It is a measurement of whether a health information management
professional plan to leave his/her position or whether the healthcare management
institution plans to remove health information management professionals from their

position in Oyo state, Nigeria.

12



Tolerance on the Job: It is the capacity of health information management professionals
to perform consistently, given the level of physical, environmental or psychological
demands commonly found in health information management setting in Oyo State.
Flexibility on the Job: It is a strategy which responds to changing circumstances and
expectations of health information management professionals in Oyo State.

Loyalty on the Job: This is when a health information management pr. %1 is
committed to his work, such an employee does not actively seek another job”and even
when opportunities for career progress arise elsewhere, they are ned towards it in
Oyo state.

Recognition on the Job.: This refers to the ackno Qent of health information
management professionals by the management gﬂa%althcare institutions in Oyo state
for exceeding expectations. ’b

Benefits from the Job: They are e\eompensation given to health information
management professionals in Oy{@ that are different from their regular salary.

Pay from the Job. It i&%amount of money health information management

professionals are paid@Q period of time in Oyo state, Nigeria.

Career Dev@ It is the process of self — knowledge, exploration, and decision-

making bhapes health information management professionals’ career in Oyo state,

Ni@(&

Socio-economic Factor: It is an economic and sociological combined total measure of a
health information management professional’s experience in managing patients’ health

records in Oyo state, Nigeria.

13



Gender Factor: It refers to the socially constructed roles, behaviours, expressions and

identities of male and female in the health information management profession in Oyo

state, Nigeria.

Self-concept Development: It is a collection of beliefs about health information

management professionals in Oyo state, Nigeria.

Engaging in Educational Activities. It means health information Q%—wnt

professionals involving themselves in acquisition of more knowledge and skills in order

to enhance their job performance in Oyo state, Nigeria. Q

Interest in Chosen Career. It involve the health informati %gement professionals
(>

having interest in their career which will urge them in ai more knowledge to boost

their skills in Oyo state, Nigeria. er

Ability in Chosen Career: It involves_ho 1 a health information management

N\t

professional is capable to execute his jo n outstanding manner in Oyo State, Nigeria.
o 5\'

Career Advancement: It is the @rd rajectory of a health information management
professional’s career journeya o state, Nigeria.

Career Path: It is t@ force development strategy used in the healthcare sectors to
support healt ‘@ation management professionals’ to reach their ultimate career
objectives@ tture goals in Oyo State, Nigeria.

H alt@nmaﬁon management Professionals: They are the health workers that are

involved in acquiring, analyzing, and protecting digital and traditional medical

information/record vital to providing quality healthcare for patients in Oyo state, Nigeria.

14
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Chapter Two

Literature Review

This chapter reviewed the literature relevant to this study. The theories relevant to the

study area were reviewed. The chapter dwelled on the concept and empirical studies that

discuss the link between career developments, career path and turnover intendg&with
\J

specific emphasis on health information professionals in Oyo State. f ‘Q’ apter is

organized as follows; l\

2.1 Conceptual Review %

2.1.1  Concept of Turnover Intention Q
2.1.2  Concept of Career Development bbe
2.1.3 Concept of Career Path ’b

2.2 Theoretical Framework @

2.2.1 Adam’s Equity Theory \é_@
2.2.2 Super’s Theory A@

2.3 Review of Er@ tudies

2.3.1 Career D ment and Turnover Intention

2.5

232 Cgee@ and Turnover Intention

ary of Gaps in Literature Reviewed

2.4\cheptual Framework
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2.1 Conceptual Review
2.1.1 Concept of Turnover Intention

Turnover intention refers to employees’ awareness or thoughts about leaving a job. It has
been suggested as a critical premise of actual voluntary turnover. Prior studies have found
a wide variety of factors (e.g., job satisfaction, supervisor support, etc.) thatranfluence
employee turnover and turnover intention across disciplines. Due to its Q@ industry
characteristics, much hospitality research has investigated t &q intention and
suggested the factors that may give a greater influence on hosp% employees’ turnover
intention'. Turnover among the employees is one o ggest challenges for any
organization and have far lasting effects. It has been@n as a serious issue especially in
the field of human resources management. Em Sloy

0
for many organizations nowadays and hﬂg\leloyee turnover have a devastating effect

e turnover become a major concern

on a company, especially if the lost.iﬂ\slo ees are high performers.

Turnover intention of emp es refers to the likelihood of an employee to leave the
current job he/she is 3@ very organization regardless of its location, size or nature of
business has @Qﬁven a key concern about Employees’ turnover intention. Employee
turnover i@ercentage comparison of the number of individuals an organization should
re@ a specific time of period to the average amount of total individuals within an
organization. Employee turnover is a rotation of individuals around the labor market; it
could be between companies, states of unemployment and employment, and between

occupations and jobs?.
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A great concern that many organizations, turnover increases cost of the organization
particularly in job with minimum wages. There are several factors influence the rate of
turnover of an organization, and these factors could be from employees and employer.
These factors could be compensation, benefits, wages, and job analysis and so on. In case
of turnover, it causes indirect and direct expenses to an organization, which compromises
the cost of human resource, training, advertising, retention and loss of Q%ity.
Conversely, the opposite view as well exists, for instance, the term of employg€ turnover,
a moderately specific perception can‘t be fruitfully clarified by me eral perceptions
for example commitment. The link between employee turn er%w ob satisfaction could
(>

be associated by many factors or variables for e, compensation, stress,

environment, training and so on’. ; be

Existing turnover models were too simpl@ did not provide an accurate explanation
of all turnover-related decisions ancb\@gnsions. They state that employee decisions to
leave the organization can take %Ee"m a variety of ways. Their voluntary turnover model
gave alternative reas Q;Q y people quit and proposed that psychological and
behavioural factors also=played a role in quitting decisions. The decisions regarding the
.
path taken b@&p oyee is determined by situations that make the person evaluate the
signific that situation to his or her job. A scholar suggested four types of turnover
de% by individuals as explained by circumstances surrounding these decisions*. The
first category is made up of the impulsive quitters who quit without warning or planning
mainly as a result of a negative event. Because such a decision is spontaneous, the
management finds difficulty in predicting and preventing such an event. The second type

is comparison quitters. Such quitters are influenced by more attractive job alternatives
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and such quitters do not normally have a strong negative effect towards their current

employers. The third type is preplanned quitters.

These employees have a predetermined goal in mind when they decide to quit. This could
be when a child is born, spouse retirement or the need to further formal education.
Ultimately, the decision to leave is firm, and there is little that management t@,&o to
prevent it. The final type of quitter is the conditional quitter. Conditiona @ s make
decisions to quit uncertain events or shock. This may be as a result;(&béﬂ!r job offers,

being overlooked for a promotion, or may be related to work co s such as the way

they are treated by a supervisor. They typically experienc@ne type of negative affect

N

A turnover intention is a mental decision pr g between an individual’s approach

toward the organization®.

with reference to a job to continue or@g;?)e job. Turnover intentions are the instant

linkages to turnover behavior. Ir@&

are diminishing motivation Q@g the remaining staff, work overload, and loss of social

ts that are associated with turnover decisions

capital. Employee t%@ecisions are either voluntary or involuntary. The focus of
this study is «oh\\\};untary turnover whereby the employee chooses to leave the
organizati a§~h{s or her own will and to also escape negative experiences in the work
envir%(ét or to follow better opportunities that are more satisfying, either in terms of
care\e/ advancement or more financial benefits. It is therefore widely accredited that
identifying and dealing with antecedents of turnover intentions is an effectual way of
reducing actual turnover®. Organizations commit a lot of resources in ensuring that
employees receive proper training, talent and skill development in order to retain them.

This is therefore the responsibility of all managers to minimize employee turnover.
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Employees play a crucial role in the organization because of the intangible value they
bring which cannot be easily replicated. Managers have the responsibility to keep
employee turnover in check to ensure success in the organization. The intention to quit is
a withdrawal behavior symptom that can be attributed to under-identification with work.
They further state that the employee’s conscience plays a part in the intention to quit and
is the last symptom of a sequence of withdrawal cognitions. This intention is %lt of
their attitudes towards the specific behavior, their subjective norms and\theit“perceived
behavioral control. The theory of planned behavior states that c@%&ciﬁed attitudes
towards the behavior are expected to be responsible for 6 ction. In addition to
measuring attitudes toward the behavior, we also m@e people’s beliefs about the
behavior. In order to predict someone’s intenti QKnowledge of these beliefs is
necessary and is as important as knowin persons attitudes. Finally, perceived
behavioral control influences intentions. Xeived behavioral control is the perception of
.
an individual on his/her ability to@e in a certain manner. In general, if the attitude is
deemed favorable, the per@%control on the attitude will be greater and hence the

more the intention of*@ rson to perform’.

A researcher @/@n explanation for the many studies that show that intention to quit
predicts employee turnover thus making it essential for organizations to investigate
an&‘\r% an understanding of the reasons behind employees’ intention to quit and how to
minimize such occurrences®. The main intention of such an investigation is to find a more
proactive retention strategy. The more valuable the employees are for the organization in
terms of the specialist skills that they provide, the more damaging the intention to quit

since valuable customers may be lost to competitors. Employees who quit the
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organization take along with them valuable trade secrets and strategies regarding the
organization, its customer relationships, current projects and other confidential data. Once
they quit, such relationships are severed and can cause customer and income losses if the

customers choose to quit the organization and join the employees in a competitor

S\

Demographic factors, professional perceptions, organizational factors, job-@ stress

organization.

and the factors responsible for them, drive the need for employees uit™=Other factors
contributing to the intention to leave include job tenure, age fa gevel of education,
gender requirements and marital status’. Work environmf@ very dynamic and many
organizations seek to employ people based on sh @1 contracts rather than on a
permanent basis in order to enhance perform@’bﬁnd sustain their competitiveness.
Despite the fact that this method appear@fge for the organization, it was cautioned
that organizations disengage worke@as a result lose some of the better performing
employees because they inten(%f%it the organization, due to the need for permanent
jobs which are availabl .'Aother organizations’. In the global competitive scenario
employees usually Qder moving from one organization to another and hence

[ ]
organizations<los:}\\a' lot of resources in trying to retain valuable employees since it is too

costly t hem.

Q
Tale\néd employees not satisfied with the current work setting intend to quit in search of
more secure work environments. Reasons that make employees change jobs include
workplace dissatisfaction because of meager salaries, less opportunities for career
advancement, lack of recognition, lack of the freedom to express one’s opinion, bad

manager relationship in the organization and underutilization of talents and skills of the
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individuals. Intention to quit is mainly because of more attractive job opportunities from
outside or because of current job dissatisfaction that drives employees to seek alternative
employment. A poor relationship with a line manager, leading to disengagement can
often be a ,,push” factor behind an individual’s decision to quit the organization'?. If the
person is satisfied with work, then he will not intend to leave, but if he not, this will
eventually lead to employee turnover. Organizational commitment, job Q%a\ion,
supervisor support, locus of control, self-esteem, organization fit and job stf€Ss may be
predictive of staff intention to quit. The choice of the employee @h ther to leave or
stay has an overall impact to the individual employee, organization and whole society in
general. These effects manifest themselves either posi r negatively and a greater
understanding of this can exert an influence on %pﬁ%anizations and employees within

organization can influence these effects. ’b

Having a minimal level of staff tu& r reduces retrenchment tasks and allows the

N\

organization to bring in new ta@f?om outside who provide newer ideas and promotes
innovation''. An empl @) chooses to leave the workplace for whatever reason has
an effect on the org ﬁon and the people within it. Employee turnover from a business
.
perspective i@}ﬁ the organization. The cost associated with this exodus of human
capital ilabbreplacement cost of searching in the external labour market for possible
su&&s, selection, induction, informal and formal training o the substitute until
performance is optimal to that of the individual who left. It was observed that involuntary
turnover depends on factors outside the control of managers. A scholar considered these

factors to be the following; Employee deaths, chaos in the country and many others.

Fulfillment of essential needs of life and health matters has been declared as forms of
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involuntary turnover!2. On the other hand, voluntary turnover dependent on the individual

may be due to realization of individual achievement comparable to the job.

These factors are termed controllable factors and mentioned satisfaction with pay, nature
of work and supervision, organizational commitment, distributive justice and procedural
justice are examples of voluntary turnovers'®. Involuntary turnover is a reﬂectim&f the
discharge of employees when they choose to leave the job. Labour tum@ is a big
matter for organizations of all types. A high rate of this is highly de&egkﬁ to both the
organizations and to the employees. It increases the overall_c f recruitment and
selection, personnel process and induction, training of neonnel and above all, loss
of knowledge gained by the employee while on job, Additionally, it could lead to an
organization being understaffed thereby decreas@’éfectiveness and productivity of the
remainder of the staff. Turnover also im@’ggatively on the employee as he or may
lose non-vested benefits and may be’\& tim of the “grass looks greener” phenomenon.
Most often, turnover intention %Qc?sequential to actual quitting behavior'4. Hence, it is
important to understan. @etermines turnover and curb the outflow of key personnel
thereby retaining { ine edge.
.

A study C \ed out in manufacturing industry. The aim of the study was to measure
four V%%GS (employee relationship, benefits, compensation, working environment and
dem\oéaphic) as independent factor and job satisfaction as dependent factor'’. The
outcome of the study proved that managers are required to execute long term plan in
order to be able to avoid high employee turnover. Identifying the level of job satisfaction
considers an important factor to decrease rate of employee turnover. Turnover could be

forecasted through using complete measures of level of job satisfaction. Therefore,

24



increasing level of job satisfaction is strongly correlated with low rate of turnover.
Furthermore, many academic researchers proved that the association between turnover

and level of job satisfaction is moderated by turnover intentions.

Many studies proved a positive relation between individual intention and leaving

behavior. Usually, it is considered that employee turnover intention and job sa%tion

\J

are inversely associated. The contrast relation between turnover and job
very essential'é. One of the major objectives of research in turnovef_is to“examine the
actual turnover; nonetheless, turnover data is frequently u gable to scholars.
Regularly, turnover data are not easy to obtain due to it i@ precisely or consistently
gathered. Therefore, academic scholars should rely %Qoyee turnover intention as an
alternative for actual turnover. Therefore, it ha@ proved that investigative turnover
intention considers one of the effective to@ to the fact is the factor that immediately
and always predict turnover!’. E\X&organization effectively depends on several
variables for instance job satis@g?and turnover. In terms of the intention of employee
turnover means volu ta@ individual leaves its job, which could have negative
influence on organi Qs outcome. Though, follow-up to low levels of job satisfaction,

°
high rate of dﬁﬁa turnover within an organization, therefore, that could be as low

compen , poor training, recruitment and selection, development and so on.

Q
Eranl(yee turnover will have a negative influence on an organization, especially in terms
of expenses, so, turnover causes huge cost to an organization. In case of turnover,
organization should set up a new replacement, time management, training, selection, and
recruitment, all these variables will cause a huge cost to an organization. However,

different individuals have different methods of turnover. For instance, an individual with
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a pleased disposition mostly is less likely would leave her or his position. In some cases,
an organization might know the variables that might lead the individual to leave her or his
job, may be could help an organization to decrease the rate by conduction several
methods of solving for instance could confirm that individuals are in a high level of job
satisfaction'®, Furthermore, individual with high level of turnover intention more often
consider as less effective and always attempt to find a way to leave the org Q&ol As
many scholars proved the main reason of increasing rate of individual\turiover in the

workplace is level of job satisfaction. Mainly dissatisfied individ@willing to leave

N

Employee turnover intention describes as the plan of worker to leave the organization.

the organization.

Turnover intention is label as anticipation of a \@ to find a better profession as soon
as possible. Plenty of scholars has ident@ term of turnover intention into several
element. Turnover intention had aﬁ@d by many scholars and many terms had used
such as intent to quit, intentic@qc?eave, and intent to turnover'®. All those terms are
related with the same igs : ich representing to an employee’s plan for quit the current
job and finds anoth josn the near future based on employee’s own assessment to quit a
.
corporation @/}ﬁari . Turnover intention is an insolence of employee that change
earlier tpbbdecision of turnover. Turnover intention can be branded to seven types;
ex@umover, internal turnover, voluntary turnover, involuntary turnover, functional
turnover, dysfunctional turnover and lastly actual turnover. Exterior turnover discuss
about the quantity of individuals who leave an organization for variety of reasons. In the
meantime, interior turnover which include work changes inside an organization.

Expectation to leave is emphatically identified with real turnover'®.
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Many researches have discussed about voluntary and involuntary turnover. Involuntary
turnover refers to employee who departed and it is included those who force resigns,
layoffs, terminates, retrenchment and retires. Involuntary turnover refers to an
employee’s who discharge by the organization. In other word involuntary turnover
replicates correcting the bad hiring decision earlier made by the management., While
voluntary turnover happens when employee feel frustrated on their job be Q&o the
poor management, poor leader facilitation, work environment, workload®and poor
recognition. Individuals ponder individual turnover to be pretenti@ttractiveness of
current position and the availability of opportunity. Tu \%ten‘[ion also can be
described as afford of workers to find betterment in t@a er life. Most believed that
majority of employees that involve in volunt @rer intention are the employees
with high competencies from executive posit nd above. Turnover can be classified
\S)
as functional turnover and dysfunctional ukover.
It is important for a manage&%@ca

to attain more produc i@mployee in future (functional turnover) or push them to

fy whether an employee turnover provide a chance

rearrange the curre%v setting (dysfunctional turnover). Dysfunctional turnover refers
[ ]
to employee @\\vfs

them. F al turnover refers to employee who want to leave the organization, and the

to quit the organization even the management not willing to lose

rna}agﬁent is not worried of it. 14 Organization tends to have a negative judgment of an
individual. In the other way, actual turnover classified as sensible and cautious desire to
leave the organization in future and its can be classify as the end of logical decision
making process?’. Turnover intention is unclear like actual turnover. Turnover intention is

said to be the forecaster of real turnover, as it is detected, there is an association exists
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between turnover intention and actual turnover. Employees may have turnover intention
before actual resignation. Employee intentionally will lower the process and performance

in their workplace.

The turnover intention developed is said to be a precise indicator of the consequent
behavior, in which, referring to turnover. It can also be articulated that turnover q&ltion
is the antecedent for actual turnover behavior as intention is said t most
immediate determinants of actual behavior?!. Turnover intentio <ﬂjforcmg the
employee themselves to leave from the existing job within a spec e frame, whereby
it shows guide sign to real turnover. Turnover intentions aitively related with actual
leaving. Turnover intention was reported to be hig grelated with actual turnover.
Turnover intention can be clarified as employ@wthodology towards making their
own decision to depart from the job andx\\@’gation. Employee turnover is customarily
defined as the collective number of-e&zkyees that leave an organization in a certain time
period and the turnover rate is %\(caal number of employees that leave the organization

to the total number on ees within the organization, often measured over one year.

All types of turnov Kat end contribute to actual turnover in an organization.

Job tolera% y originate from numerous bases, for example supervisors and work
collea@The bolster perceived from work colleagues is the most vital for moderating
worﬁ(elated strain. Job tolerance in organization emphasizes on collective critical
thinking and sharing data, reappraising circumstances and getting guidance from a bunch
of work communities such as superior, colleagues and top management. Job tolerance is a
strong or accommodating social collaboration or trades of asset between individuals in

both formal and casual connection. Job tolerance consist of three distinctive structures in
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the work environment, which include ‘emotional support’ (respect, love, regard and
liking), ‘affirmation’ (rightness of activities and articulation) and ‘direct help’ (help in
work, providing information or financial support) and other supports?’. Job tolerance
organizes imperative sources of encouragement particular when undertaking achievement
that permits representatives to connect with their colleagues. Workgroup yport

S

Work colleagues expect concerns inevitability that one’s partners aa@u ed and will

generates a bonding and trust among the employees.

act in a simply trustworthy and moral way. It anticipates that c es will encourage
their co-workers and do not reveal their confidential data@reover, colleagues expect
senior workers to follow up on the idea that they %@in the word and activities of
their peers. Past studies have discussed that und@ing workgroup support may ensure
satisfactory result for the organization. s@xample, lower the turnover intention,

lower the depression, increase prod»ut({' outcome, improve performance and follow the

N\
\"J
. $Q

Coworker tolerance a@rovide job related trust and emotional assistance to complete

obligations?3.

the job successfb(y'\?eople who appreciate and practice social interaction with work

N\

colleagues& perceive high job satisfaction. Supporting workgroup provides positive

reme@%nt for employees towards their job and organization. Those employees that
obta}l/extraordinary workgroup encouragement are retainable and stay longer with an
organization. Perceiving social support will comfort the employees and help them to
manage their emotional intelligence in workplace. Thus, employees may forget their

personal and work-related stress and feel happy working with friendly and supportive

work environment. Workgroup support believed to impact the stress-strain relationship’.
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On the other hand, it can be explained as workgroup support influences an individual job

satisfaction level and motivation.

Employee recognition is also known as meaningful acknowledgement, meaningful
gratitude and meaningful appreciation. Employee recognition includes insightful concern
what workers doing matter to the organization in imperative ways?*. Wyee

recognition discuss the general affirmation or acknowledgement of a i Lvent or

achievement. Meanwhile, a scholar says there are four basic elem&m meaningful
recognition: praise that is sincere and timely, heartfelt thanks for ing specific, new

opportunities to contribute to the organization in an impo@ way, and respect for the
individual and the work they do. Employee recogn@n be divided into two types
which is formal recognition and informal r@tion. Formal recognition can be

described as the systematic planning an s for recognizing or rewarding specific

achievements of both individual and @gam.
S

Recognition is more about.ox%gzational achievements, exceeding performance goals, or
solving organization®ems. In addition, formal recognition comes along with
specific goals -a@cognition. Generally, informal recognitions come without any
planning & ssify as spontaneous forms of rewards or recognition. Informal
recog '%refers as unplanned or unpredicted demonstration of appreciation for the
workers’ endeavors and achievement as he or she get to be mindful of them. Effective
recognition occurs in organization with strong supportive culture?>. Employee
Recognition Program would be part of a larger long-term plan to improve the overall

corporate culture. Actually, people have the potential, abilities and the obliged mastery to

give the best performance. However, the management should recognize the top talent and
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acknowledge their achievement. Moreover, the project would also require the support and
cooperation of the corporate leadership team and the Human Resources Department, as
they would provide the means to obtain staff employment details, such as years of service

and promotions.

Rewards and incentives systems should comprise a comprehensive assessment m%)d to
ensure that the rewards are effective for lecturers who work harder when w they
will be positively reinforced for it. An individual’s behavior was co@gby positive
reinforcement, the likelihood of the repetitive behavior @ne. The winning
attitudes of employees ignited by successful recognition rns that help to sustain a
competitive advantage by promote improvements ’& lity and reductions in cost.
Appropriate employee recognition program ens@ b motivation and talent retention.
In past researches many variables have ay employee recognition. Some variables
positively affected by employee m@@ion such as; job satisfaction and motivation,

work performance, organizatio@@elopment, and employee engagement®.

Young generation exg@g\od employee recognition programs and attractive reward in
order to engage s\\'h%m organization. It was discovered that reward or recognition is a
basic requ&nin( to affect individual behavior. It was proposed the total rewards concept
from @%usiness practices and personal study. He believes that the traditional pay
system has been unable to attract, retain and motivate the modern employees. Meanwhile,
if the organization does not meet their expectation, these young people ready to fly away
from the organization. Good remuneration system can motivate employees, and reduce
the turnover intention of looking for other jobs and turnover intention. As an incentive for

28 companies, employee recognition plays a unique role in attracting and retaining talents.
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Employee recognition treats as an important element of organizational justices. The
effect of total rewards is to reduce the turnover intention, and the results highlight the
importance of organization development, career opportunity and performance appraisal
which could retain the core employees. Past researchers have found a negative
relationship between receipt of recognition and the variable turnover?’. Finally, it was

reported that recognition as one thing their organization can offer employees TQCh nge

for their retention and commitment. &<
Turnover in the federal government is a great concern due t tacit knowledge,

productivity loss, rising backlogs, low morale, low custotisfaction, and additional
costs for finding a replacement and training new e @es. Employees with turnover
intention are only 50% engaged in the workp@hus, turnover intention negatively
impacts the federal government’s ability\\gﬂgll its mission. The subsections located
below detailed the costs and causé\\' turnover. The final subsection contains my
discussion on factors that grea@ act turnover in the federal government, such as the
silver tsunami, the quie c@he contagion effect, and more.

A meta-analysis o e than 300,000 organizations found a significant negative

.

relationship @t tal turnover rate and organizational performance. It was indicated
that org ons must realize that rise in turnover rates is equivalent to a rise in the risk
of }ng%ganization’s financial performance. Organizations must fight turnover diligently
and always minimize turnover rates. Entry-level employees cost 30% to 50% of their
annual salary to replace, mid-level employees cost 150% of their annual salary to replace
and specialized, or high-level employees cost up to 400% of their annual salary to replace.

Turnover costs include the following: (a) lost productivity, (b) diminished productivity of
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the team and managers covering for the employee loss, (¢) diminished productivity of the
team and managers for training the new hire, (d) increased labor costs due to overtime or
contractor needs, (e) hiring and onboarding costs, and (f) decreased customer satisfaction,

increased future turnover, and loss of tacit knowledge?®.

Leaders must identify turnover as an issue, and they must quantify its impact. It i.%tical
to determine retention strategies and those that will have the greatest im ategies
must be created for each level of employees, including high @gérs, average
performers, and low performers. Managers need to pay close a@@to the level of job
satisfaction or dissatisfaction in the workforce, via an em survey, or any tools that
solicit employee feedback?. Managers must analyze 6@0&&26 issues that are causing
employees to leave and act toward employ&ntion. The three ingredients for
controlling turnover and the organizab'® inancial improvement are (a) identify
employee turnover as an issue, (b) t@e the issue into business value, and (c) identify

retention strategies that have tb%ﬁe?ﬂest impact. In contrast, employee turnover can be a

N\

good thing. Some fe%&nagers hold employee transfer rates, from one agency to
m 9

another, to a mi and are sacrificing the probable benefits of improved
performance @}e ucing compensation costs, improving innovation, and increasing

employ bk motivation.
°

At the individual level, reported intention-actual turnover correlations from .31 to .52. At
the organizational level, it was reported no statistically significant correlation between
agency-level turnover and weighted leave intentions®®. Determinants that best explained
actual turnover are not the ones that best explained turnover intention. Of the 12 variables

that significantly explained actual turnover, only three are statistically associated with
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intentions, such as telecommuters, workload satisfaction, and pay satisfaction. Employees
who telework and those in performance culture agencies are significantly and positively
associated with increased actual turnover. Teleworking may have negative consequences
due to social isolation or perceived career stagnation. Federal employees from agencies

that emphasize performance may quit their jobs due to the stressful nature of th&vork
0

environment. Actual turnover is objectively measurable, whereas turnover i ns are
assessed subjectively. Leave intention is sensitive to intervening factors and change.
Psychological empowerment and burnout are both outcomes teraction between

employees and the work environment. The result of a s@ serves as a guide to job
designing, to design jobs that incite psychological @Qrment and reduce burnout?.
The study resulted in the following: mentall@rbllenging work showed a positive
relationship with psychological empowe@rgld a negative relationship with burnout.
Heavy workload showed a negative %@s)nship with psychological empowerment and a
positive relationship with burnguf\Stressful situations showed a positive relationship with

burnout and no refat@to psychological empowerment. Also, psychological
d

empowerment redt& effects of mental demands on burnout. A positive relationship
exists betwefﬁé}u're and mentally challenging work; it could be due to that higher

position@es mentally challenging work or cognitively demanding tasks.

Q
Pe@ed Organization Support can be defined as the overall extent to which employees
believe that their organization values their contribution and cares about their well-being.
In spite of the longevity of service within an organization, it has been said that it is
important for employees to have the requisite support from their organization in order to

perform up to and beyond expected levels. Employees’ perception of the extent to which

34



the organization values their contribution and cares about their well-being is called
perceived organization support. In an era of globalization, employee turnover has been
identified as one of the most challenging issue in organizations, as it can be extremely
damaging and costly for organization. Turnover research reveals that negative job
characteristics like routine tasks, unfair reward systems, employment alternatives, and

workplace change can trigger deliberations about leaving®*. This is WEfQC ived

organization support is important to employees in an organization. &<

There are several reasons why people quit their current jo Q switch to other
organizations. The extent of the job stress, low commitme@ the organization; and job
dissatisfaction usually result in resignation of employ, esQ.lmerous studies showed how
high employee involvement can relate to the in&x of leaving an organization. Other
studies show that employees will retaii@’geir organization if he/she has a good
relationship with. To a manager, orﬁ\Qf'\st seek to reduce the employee turnover as it
increases the costs involved in@gh‘lc?ion and training of new staff and it also affects the
organizations productiyi .. anagers need to actively monitor workloads, and the
relationships betwe gervisors and subordinates in order to reduce and manage stress.
While the act@%g is the main interest of researchers and managers, the intention to
quitist test indicator of such behavior as it is similar. Perceived supervisor support
in\@ constant communication to the employees and what is expected of them that can

affect their commitment to the organization®.

Low levels of communication between management/ supervisors and subordinates
contributes to an increase in the subordinates’ feelings of stress and hence to their

intention to quit also increases. It is also inclusive of reward systems in place when
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employees perform above and beyond and how their efforts are appreciated by
management. An organization that does not have such systems affects the employees’
dedication as they desire to be acknowledged hence it works as a boost to their self-

esteem?!.

All employers value their employees’ dedication and loyalty to their orgamization.
Employees usually develop general views on how their supervisors’ Valu® in the
organization, their value and their well-being. Employees’ p%e fons of the
organization’s commitment to them, referred to as perceived @izational support.
Employees’ perceive that in exchange for their effort and itment to an organization
they are entitled to various benefits, both tangible (1'&% raises, promotions) and less
tangible (like receptiveness to employees’ nee%’b&ing a social exchange framework,
employees who perceive a high level of Q@ tional support are more likely to feel an
obligation to “repay” the organizatib\Q;sterms of affective commitment®2. They found
that perceived organization s@& was related to absenteeism, conscientiousness in
carrying out convent'oi@\ﬁob responsibilities, and innovation on behalf of the
organization. This lagnship is further enhanced by supervisor support towards the
.
employees. S@e};\ﬁo s act as agents in organizations and are given the responsibility of
directin evaluating their subordinates’ performance and hence the employees may
Vi&&ir supervisor’s favorable or unfavorable orientation towards them as an

indication of an overall organization’s support?>.

Studies have shown a negative relationship between perceived supervisor support and
employee intention to quit. They draw a conclusion that supervisors to a certain extent are

viewed as part of an organization and therefore their positive behavioral support
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determines the employees’ perceived organization support and ultimately it increases job
retention. Employee perception of their supervisors’ status is determined on personal
observations of upper management treatment of supervisors. Perceived high standing of a
supervisor within an organization would be seen by employees as the supervisors’
illustration of the organizations character. Perceived high supervisor status was found to
involve beliefs concerning the organization’s positive valuation of %ors’
contributions and its concern about the well-being of the supervisor; tthans the
supervisors influence on the subordinates is important in making@tation decisions
and this is seen in the autonomy and the authority given to.the‘supervisor in his/her job
responsibilities. Increased perceived supervisor supp ces employee intention to
quit that is evidence of beneficial treatment e% from these supervisors should

increase the perceived organization sup 01’(61 leads to felt obligation to aid the

organization and to affective commitment to the organization that should reduce
o \
turnover?2, \CO\

Fairness mattered mor (@As) to employees depending on the strength of connections
with their supervisxh

identified int<nthn to quit as potentially moderating the beneficial effects of fairness.

organizations. Utilizing cognitive aspects of attachment, they

They fi hat the performance of employees with higher intention to quit was
un@d by supervisors’ process fairness, whereas the performance of those with lower
intention to quit was influenced positively. Scholars recognize that employees can also be
emotionally rooted in their organizations and this is regardless of the cognitive processes
that influence the outcomes of perceived fairness. This research seeks to explore further

the implication of fairness and intention to quit. Research has demonstrated that cognitive
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links like turnover intent can moderate the fairness task performance relationship. Recent
research in the organization justice area suggests that justice can actually be broken down
into four empirically distinct dimensions: distributive, procedural, interpersonal and

informational?3.

The organizations’ leaders design and implement sustainability plans to meet theq&is of
their stakeholders. Sustainability plans are future-oriented, and their pu O.st retain
and enhance human and natural resources. The subsections det ow include
organization-focused retention techniques, such as empo employees and
performance culture, cultural competency and diversity ement, job demands-job
design-job resources, performance management systes,gnan capital development, and
succession planning. The final subsection C@S my discussion on organization
qualities that incite employee empow ’Qnd satisfaction and their influence on
turnover intention and organizationa)qt%ormance. Empowered employees can lead to a
performance culture, which @Q he organization achieve high-performance levels
consistently over ti @performance management strategies foster employees’
cooperative behavi § finding includes those federal managers can influence the
positive rela@ with cooperative behavior through management performance
practicess as communicating clear goals because it encourages employees to work
tog 7 With the government’s goal of achieving more for less, performance culture is a
hot topic in government reform. The study revealed that performance culture could
reduce the possibility of uncooperative behavior. If the government creates a performance
culture, improves the way things are done, employees can innovate and do things

differently, then cooperate with others to accomplish common goals. Pay-For-
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Performance (PFP) attracts performance culture. Studies on PFP recommend that a
reward system should connect directly to the management’s objectives and that the

federal government matches measurable performance targets with established goals®*.

For performance culture, agencies must offer competitive pay for competitive
performance, pay above market price for exceptional work, pay less for poor perm&ance.
Performance culture encourages members to share effective processes and@ orking
together is more productive; that such an environment promotes em&y cooperation.
Findings suggest that a perceived unfair and low-level perfor; Qppraisal results in
employees being less willing to work with others. Perfc@we culture can influence
employee cooperation when employees see that the'bpgormance appraisal was fairly
executed. Performance appraisal involves gathe@formation and sharing gaps about
employee performance; employees musts\x'@:bgain benefits from cooperating or suffer
from failure; therefore, they cond@gtivities to achieve cooperation. organization
should provide training pro%m for managers to equip them with -effective

RN

communication skills@mg a balance between clear, specific, descriptive feedback

while maintaining gp

Also, sign&l egative relationships between job characteristics and intention to leave,

rtive environment.

career@%faction and intention to leave, and career satisfaction have a partial mediator
eff%etween job characteristics and intention to leave. Public servants possess mental
toughness that, despite the lack of recognition for good work, public servants are willing
to go the extra mile to get a job done. Exceeding expectations is the public servant’s
sense of duty, passion, or calling. A qualitative study conducted in Poland on public

administration with the largest population of district court employees indicated that
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employees are willing to go the extra mile to get a job done, despite the lack of
recognition for good work. What inspires public administration employees to do more
than the job required is the positive emotional meaning that employees have for their

profession, it is their sense of duty, their passion, and their calling?’.

Autonomy promotes job satisfaction through job design. A scholar pointed% the
unfavorable conditions of task performance and job characteristics fi rnment
employees, such as fatigue, lack of time, sacrifices, high-stress lv%ifd long-term
stress, will lead to employee burnout. The scholar describe Q’S to combat the
unfavorable job characteristics through (a) task crafting,@adding, removing certain
tasks, (b) relational crafting, using teamwork and cog@m, and (c) cognitive crafting,
change the perception of tasks and relationship%%radely or a feeling of friendliness,
goodwill, and familiarity among the peo&@rbgroup reduces job dissatisfaction; simply
knowing that someone else is goin@gh the same challenges, then perhaps sharing

strategies to overcome those ct@i@es help employees cope and promote the employees’

sense of well-being“.QQ\A

In an examinatio b&he effects of performance and management practices on employee
intent to %, e survey included questions on agency mission, work condition,
supen@tb‘, performance appraisal, and reward®. The findings were (a) performance-
bag{ewards influence positive behavior for it encourages loyalty to the organization; (b)
performance-supporting supervision influences attachment to the agency, which proves
that a collaborative supporting role from the supervisor is more effective than the
autocratic one; (c) the public manager’s role is critical in performance based management

by ensuring the trustworthiness and credibility of the systems; (d) while performance-
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based system has a positive contribution to employee retention, job satisfaction is the
most important predictor of turnover intention; and (e) while intrinsic rewards and other
variables such as PSM help increase job satisfaction, federal managers depend on the

performance management systems to reinforce such factors or variables®’.

Promoting from within enables leaders to keep the organizations’ values and act %d on
shared values to accomplish the agency’s mission. Without an effective tra plan, it
may put unnecessary strain on the organization and its existing perso@gﬂe transition
can be a time for reflection and assessment, which allows wth and building
strength for the organization. The foresight to plan and re for the inevitable will
ensure the sustainability of the organizations. Succes '@anning requires developing a
formal, systematic, and deliberate process, and@%to gauge the impact of succession
planning on organizations, its results masurable. Succession planning involves
thinking and discussing financial u@ (government budget), positive organizational
culture, long-term viability, %E?ompetencies, competitive advantage, and change
management. The purposé\\&l research was to develop a set of indicators for succession
planning in the government. It was found that organizations are unable to focus on
S

developing a@\'

high po , let alone ensure that they are ready for senior positions. Succession

thening current organizational strengths through employees with

pla}qi% should be included in organizational strategic planning and linked to the

organizations’ values?®.

The following indicators for succession planning: (a) ability to identify new leaders, (b)
ability to develop new leaders, (c) ability to maintain financial success (government

budget), (d) ability to foster a positive culture, () ability to maintain long-term viability,
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(f) ability to sustain core competencies, and (g) ability of succession planning to initiate
change management. Succession planning is more prevalent in the private industry, as it
normally involves communication on the organizations’ sustainability and how to
increase profits. The federal government’s succession planning is different as it is
mission-driven, and the focus is to provide services to the taxpayers, or the public. The
government must strategize and create a solid plan for the future via successi Q%ing.
The departure of an employee can impact the organizations’ operatio@gductivity,
communications, and culture. The top leaders of the organization @%epartment must
be involved in succession planning. Managers must be well aware of their employees’
talent, experience, and knowledge; then have a plan on@ shift things around if such
an employee leaves the organization. Successio p}@g puts employee development at
the forefront of the leaders’ minds. Senjor s leaving the organization create an
opportunity for younger employees \\Q

N

demoralized with limited or n\ﬁgwar potential. Identifying employees with high

those positions. Driven employees are

potential and offering the@gﬂership skills development is one form of employee

recognition®®, QQ
Further, a sc@ aimed that getting retiring employees involved in succession planning

can ene%bexperienced workers, which enables them to feel that they are leaving a
pos\({\%egacy. One method for succession planning includes transferring a tenth of the
retiring employees’ responsibilities each year to the successor for five years, and to
address the other half at the time of retirement. At the time of retirement, half of the
workload has been transferred to the successor, and the process is well-understood by all

parties, thus, absorbing the remaining half of the responsibilities is realistic and
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manageable. An employees’ departure does not have to be disruptive but can provide
opportunities for redevelopment of the organization and advancement for employees with
high potential. In summary, the subsections detailed above contained factors that attract
employees to go into and stay in public services, such as diversity management, human
capital development, succession planning, etc. Empowered employees are intrinsically
motivated, and intrinsic motivation cannot be easily taken away by any org Q%ol nor
external forces. Empowered employees can lead to a performance culture, w enables

organizations to achieve high levels of performance consistently o 39,

Performance culture encourages members to share effecti@ocesses and that working
together is more productive; that such an environm&&motes employee cooperation
contrary findings show that performance cultureé%niﬁcantly and positively associated
with increased actual turnover. An organ{@@committed to cultural diversity support
cultural competency practices that-n’l\Q e needs of diverse individuals. Managers and
organizations that are culturalh@ etent can impact the performance of public service.
An inclusive climate is a@powered workforce, with a shared perception of managerial
practices regardles ogdiverse backgrounds; the workforce has equal access to
.
information @pa icipation in decision-making; sharing of information and

participati decision-making are among the ingredients of employee empowerment
the)q,&

The greater and more novel challenges type of work increases group engagement,
teamwork, and promotes a culture in which extra effort on behalf of group
accomplishment is normal. While performance management systems have positive

contributions to employee retention, job satisfaction is the most important predictor of
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turnover intention*’. While intrinsic rewards and other variables such as PSM help
increase job satisfaction and reduce turnover, federal managers depend on the
performance management systems to reinforce such factors or variables. A performance
management system is a collection of tools that leadership creates, maintains, and utilizes
to sustain the organizations’ performance and employee retention. The ultimate, act of
employee empowerment is succession planning. Senior leaders leaving the @tion
create an opportunity for younger employees to fill those positions. Driven eniployees are

demoralized with limited or no upward potential. Identifyin @ yees with high
AN

potential and offering them leadership skills developmeﬁI i form of employee

recognition. Leaders responsible for developing suc planning should consider

hiring from within, it encourages employees’ to%nd feelings of appreciation for

their contributions and commitment?*!. ’b

2.1.2 Concept of Career Developn’le&

Career development has a dep ﬁc?\/ell-established practices, an extensive theory base,
and a relatively long hist . nning many, for the most part Western, countries*?. The
term career develop guot only describes the process of managing one’s life, learning,
and work bu@ sed in some countries as an overarching or umbrella term for the
professi% wever, internationally the field itself uses two different umbrella terms: in
EuNQ%areer guidance is more commonly used as the umbrella term; in Canada and the
United States career development is the commonly used term, and in Australia and New
Zealand career development and career guidance are used synonymously. Unlike

professions such as teaching, career development has been seen as a disparate field as

people have traditionally entered from a range of disciplines. A further contributing factor
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to its disparate nature is that career development practitioners, as members who practice
in the field, are known by many different titles that are often used synonymously, for
example: career advisor, career coach, career counsellor, career educator, career
practitioner, and guidance counsellor. In addition, multiple terms are used to describe
practice, such as career advice, career coaching, career counselling, career education,
career guidance, employment services, outplacement, and recruitment. T Q%: of

terms reflects the diversity of career practice, but may also contribute to differences in

understanding about an identity for the field and its members. O

Professions establish their identity, social position, and s y asserting claims of
authority over other occupational groups to practi%apeciﬁc fields of expertise®.
Therefore, to maintain autonomy, influence, 6fbsocial standing, professions seek
ongoing agreement from the public and @%mmen‘[ that the practical application of
specific areas of expert knowledges@be performed uniquely by expert professionals
rather than by others as conﬂ@&cas who are less or alternatively qualified. Career

development, which is @ned by vocational psychology, career education and
=

guidance, and cou psychology, shares some specialized expertise with other
disciplines ar@iﬁions (e.g. counseling skills). However, the specialized knowledge
(e.g. caq@%velopment theory, labour market intelligence) that underpins the work of
car evelopment practitioners to support people in developing satisfying and
meaningful career paths diverges from that required for entry to other professions, such
as teaching and psychology**. A key difference between career development and other
professions is their professional standards and regulatory systems. Although professional

associations and professional standards guide career development practitioners in some

45



countries, in established professions, such as teaching and psychology, governments

regulate entry and practice.

Career development has no such external or governmental regulation, with the exception
of a limited number of jurisdictions, such as South Africa and the Canadian province of
Quebec. Considerable work has been undertaken in some countries to self-regd& and
professionalize career development by developing and implementin @%ssmnal
standards, which are fundamental in establishing a professio iﬂ‘lty for an
occupational group®. Despite this, career development has no Qleved professional
status similar to externally or governmentally regulated sions, and policy makers
have not been moved to ensure that only those with elgnt qualifications and training
enter the profession. Consequently, career de\@\ent has struggled to establish its
identity as a profession. The participants i@d the characteristics of a commitment to
ethical practice, engaging in chentﬁ@ired work, and the importance of high-level
qualifications to support their é{ These characteristics are similar to those found in
professional standards, a@g no apparent reference was made in the study to the UK

standards for carﬁ fessionals. This research may suggest themes for future

professional 1€en construction research.

Caree@lopmen‘[ work requires specialized skills and knowledge, distinct from other
helping professions such as teaching. Career qualifications underpin the specialized and
theoretical knowledge base from which practitioners approach their work?*. Career
development service provision involves working with people to help them pursue
learning, find personally meaningful work, and learn how to manage transitions in

complex labour markets Professional practice may include the design and delivery of
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career information services (e.g., occupational classifications), career assessment, career

counselling, and career education with individuals or groups. Practitioners may work in a

range of formats including one to one, small groups, via the web, large classes and self-

help materials, and their work contexts such as in schools, tertiary institutions including

universities, business organizations, government agencies, and private pract'& are
X

t

In turn, career development work involves a relational proc&g{ugh which

constantly undergoing change.

practitioners induce change. Provision of effective career devel services requires
practitioners to adapt to changing contexts to stay @ date. Although career
development is not a new profession, it has not@@essed to the same point as
governmentally-regulated professions such as lé%edicine, teaching, and psychology.
The history of career development reﬂec@%ial change impacted by industrialization
in the late nineteenth and early twel\q% centuries*’. Formal career guidance services
were developed in a number oféaies and contexts in the early 20th century, including
US, UK, and Europe. f@%, a work advanced understanding of vocational guidance
as a systematic progesS=involving individuals’ self-understanding and career selection,
.
marking the Qg;\\m'n s of conceptual frameworks for career development practice and

theory. ches to career development can thus be seen as influenced by social and

cum(%ontexts and developing “within a historical context”.

Notwithstanding a lack of consensus on categorizations of approaches to career
development, their evolution has been well-documented in the literature. It was pointed
out that the historical focus on either content (referring to the influences on career

development, such as interests and values), or process (referring to accounts of change
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over time and decision-making processes), and the emergence of theories focusing on
both process and content. Similarly, three paradigm shifts identified highlight changing
eras within the career development field due to changing work lives, employment
contexts and constant adaptability requirements. First, the vocational guidance paradigm
of the early 20th century centers on a trait and factor approach involving counselors as
authorities to guide individuals towards choosing an ideal occupation at a %me.
Second, in the 1950s, the career development paradigm emerged, whi ses on a
holistic and lifelong development of career, involving counse@ping clients to

exercise personal agency. Third, in the 21st century a :0@& paradigm of life

designing emerged that reflects how ongoing change ork and society mean that
individuals need to continually adapt as they, . tb%%n organizations, are responsible

for careers, and involves counselors collabora ith clients to co-construct meaning to

resolve problems.

Career development practice i ’{s@(?ools is a relational endeavor and the focus is on
students. School caree d@bpment practitioners facilitate and influence career learning
within schools. An &standing of the unfamiliar transitions the current and future
.
workforce f@m ared to previous generations highlights the imperative for
govern o address the career development needs of young people, including
m&w% that support the quality of career development service provision**. As people
within the school system with an influence on youth, school career development
practitioners need requisite competencies in career development. Career development
practice in schools typically focuses on preparing students to successfully negotiate the

complexities of the world of work®. There is general agreement about the importance of
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career development for preparing students to make learning and work decisions, subject
and course selections, and transitions from school. Moreover, conceptualization of career
as “boundary crossing” highlights that the school career development practitioner role

may operate in the school context but is always connected to facilitating career

S\

Throughout a career, an individual seeks to accommodate the environtch;gl one’s

development for a student’s life outside and beyond school.

goals, while at the same time being incorporated into the ironiment. Career
development is the balancing of recognizing and meeting need @ndividual while at
the same time responding to the outer forces and realities @e. Career decision factors
involve two sets of input: the self and the world of @he individual in a career has
constantly balanced one’s aspirations and how@@have fitted into the reality of the
workplace. “Man’s occupation determine\\@’gld of person he becomes since, through
his waking hours, his cognitions aboﬁ\Q?&Lself, his wants and goals, and his interpersonal
response traits are molded”. %h e observed that both the self and the world emerge
as important factors in th : %ructs Career Choice Factors that we have attained, in that
they have become the ortant features in the acquisition, retention, and translation of
.
information @\\oﬁ s self. Environment plays a significant role in the career position
the stud@@ains in many ways. The environment that is spoken about here is a factor
the%{s%ed to nurture decisions in career choice. Gender, for example has played a

significant role in this environment.

The intent of the career explanation was to have students with low expectations talk with
counselors about options for advancing their careers in the future. However, it has been

shown that counselors cannot ‘do it all.” In a chapter titled “Career counseling realities”,
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A scholar discussed what counselors can and cannot do. Counselors can draw career
preferences to the forefront, in reflecting of student preferences, clarifying career
preferences, summarizing, and encouraging student career preferences. Counselors
should not be engaged with the evaluation for example, telling the student what they are
or are not capable of doing. Counselors should not moralize or tell the student what they
should do, what their motives should be, or persuade the student to adopt a di Qnt oint

ogwcide the

of view. Career counselors are ineffective if they try to dictate, judg

student’s values. And finally, counselors should not make predict@t go beyond the

O

For students to provide themselves with answers to, ca@r choice questions, decision-

N\

making has become a tool to form career choic@er’s own research, which indicates

capability of their training®.

that the decision-making process concernifig on€’s career is not so much a function of the
information amassed to the individ&@gt more the process of maturity and planning.
Scholars stressed that good @cgn-making relied upon adequate information and
effective strategies for . choice’!. Students can help themselves in to decide myth
from reality, comxl ion, and learning to operate autonomously, are fundamental

building blo@\s\ea

goals, s must know what they want. “Too many of us have been taught to suppress

n effective career planning. In order to succeed in obtaining their

wlﬁ&wan‘[ and instead concentrate on meeting other people’s expectations. There five
noticeable steps described: the reflective state, suggestions, intellectualization, hypothesis,

and then reasoning.

Along the same lines as Dewey’s description is another from Poyla. Four basic areas in

the decision-making process 1) understanding the problem, 2) seeing how various items

50



of the problem are linked in order to formulate a plan, 3) carrying out the plan, and 4)
reviewing and discussing the completed solution. Brim, Glass, Lavin, and Goodman work
from different points of view utilizing a basic scientific method exploring how people
make decisions. Their decision-making model includes problem identification,
information acquisition, solution production, solution evaluation, strategy selection, and
actual performance with subsequent learning and revision®?. A research Q% his
process in phases. The phases have dealt with anticipation, crystallizatioff;” decision,
clarification, implementation or adjustment. Decision making i@%t choices “is a

constant, continuing process even though some decisions f€$red now that can be
> O

changed later only at great emotional, time, or financial @ the decider™.

QO

Personal values and desires have seldom been r&d without the active and conscious
efforts on the part of the student. The@ must be motivated to orchestrate the
outcome. If the student wants to work&e career choice process, the student must know

N

and understand the realities @%(3 process. Only when the student has developed
awareness, can they be i@oid dealing with the myths within the process as a whole.
It is at that point t ﬁen‘t develops a practical plan of action to get what they want
from the dec@%s\a their career choice. Most students have built career plans on the

myths o we think should be rather on the reality of what is>*.

Q

Career development can and should vary in the amounts of personal resources required to
accomplish the development (i.e., time, energy, and ability). Because the concept of
choosing a developmental direction is about creating and implementing plans, when
specifying a developmental direction, the individual should consider the personal

resources needed. For example, someone deciding to maintain his or her current role in
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the organization, whether it is operating core, management, or techno-structure, will
usually need significantly fewer personal resources for proactive career development than
someone who decides to change roles or, in the case of someone in the techno-structure,
someone who seeks a new specialization. The internal and external rewards for each
developmental choice also are different. The developmental directions hon&these

S

An individual’s career stage can be related to a series of stages, ea&i ifferent job

differences in personal resources and potential rewards as well.

positions, responsibilities or activities, and also different attitude @ehaviours“. Thus,
people are likely to have different career needs at dift career stages. Previous
nursing studies have advocated meaningful differenti%’& medical practitioners’ career
stages. For example, a scholar believes that car%{ages of nurses are closely related to
lifecycle stages>. The researcher catego@geer stages into early career, mid-career
and later career stages, and stated -t\lﬁt;sch stage may have different opportunities and
different focuses. For example@gfgancial burden of child care is likely to diminish for
nurses in the later career ;@ making the quality of work life a significant factor in their
decisions to paﬂi&gn the labour force. Hospitals that seriously wish to retain
.
experienced \@s}sg personnel should pay the medical practitioners in the middle career

stage m ary when compared with nurses in the early career stage.

D

scholar followed the classification system of Super to divide medical practitioners’
careers into four stages of exploration, establishment, maintenance and disengagement.
The current study also adopted Super’s career stage classification because it is considered
the most influential career stage theory. Scholar observed the characteristics of industrial

salespersons at different career stages using Super’s classification system>®. The present
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study considered the characteristics of a medical practitioners at different career stages
based on the literature and interviews with the medical practitioners. Interviewees include
a nursing teacher and two clinical nurses. The nursing teacher had over 10 years of
experience in clinical nursing, and then changed her career to teaching nursing courses in
a medical university. One clinical nurse worked in a medical Centre, and the O&in a

S

This study then invited two other nurses who worked in a medical@t nd regional

local non-teaching hospital.

hospital to help the current researchers to revise the initial qu aire draft. These
nurses were placed in the establishment, maintenance asengagement stages. The
characteristics of nurses at each career stage are dis&@ in the following paragraphs.
Nurses at the exploration stage are still searchin@’a work best suits them. It was found
that the majority of nurses with more@fg years of experience do not think of
themselves as still exploring theirn\A&& . It was noted that nurses would explore their
area of practice after selecting é@i g as their career. Thus, this study infers that nurses
at the exploration stage u@\go clinical work from year 0 to around year 2. Nurses in the
exploration stage fogus“oh finding their appropriate nursing practical areas and learning
.
the required @}c}sﬁ nal skills, hoping to receive support from their supervisors and
accepta m co-workers, and having a sense of membership of the organization.
Firﬁ@%s nurses at the exploration stage still lack clinical nursing experience, they look
forward to receive guidance from experienced co-workers. Nurses in the establishment

stage continuously use their professional knowledge to produce the best possible work

outcomes.
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A researcher found that nurses at this stage started to evaluate whether they could
continue with relevant training>®. Clinically, in the establishment stage, nurses take
charge of some parts of special nursing and are entitled to make decisions on some
matters. Nurses in this stage are also anxious to perform well in their current position to
give them opportunities for promotion. Nurses in this stage have high self-esteem of their
job, and look forward to coping with challenges of their jobs. Nurses in the ¢ tQ';%nent
stage have approximately 2-5 years of clinical work experience. \Nurs€s in the
maintenance stage hope to maintain their current positions, esp@l in the light of

current competitive environments. Nurses in this stage_are stly responsible for

coordination and integration of nursing work. Additi , nurses may possibly face
economic problems and the challenge of child ¢ e@es in the maintenance stage have
approximately 515 years of clinical ex%@%ﬁnally, nurses in the disengagement
stage pay attention to the jobs that t y\an handle. As nurses become older in the
.
disengagement stage, they prepag&@%&resewe financial resources for their retirement life.
Nurses at this stage begin 1@%( of quality of life. Hence, according to the opinions of
the current researché%&ses discuss retirement life and coping measures with their
friends who h V@d, and start to engage themselves in the activities which they want

to accomp& fore retirement. Nurses in the disengagement stage generally have over

15@9 clinical experience.

2.1.3 Concept of Career Path

For health information management professionals, relatively direct pathways to research

careers do not need to start immediately after birth, graduation or completion of specialist
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training. Health care professionals (i.e. not only medical practitioners) can bring an
appreciation of the realities of clinical practice and of doing research within their setting.
The disadvantage of trying to accelerate from a standing start when older can be part
compensated by the acquisition of professional and personal experience and skills. Non-
clinical researchers (such as sociologists or health economists) face a different set of

challenges, ranging from the relative poorer job security and rates of reré%n to

coming to grips with the nuances of primary care and winning trust a ptability
from clinical partners>°. Q
Some prospective researchers embark on a career traj ecto clear and focused goals,

preferably initiated in training and junior research: r§®w1thm the environment of a
major programme and supportive institution.@others particularly from clinical
backgrounds, another approach is to start@ d learn to think big. There are a number
of ways to do this, which all involvé(&ding confidence as well as skills in a stepwise
fashion. One is to gain expe@\ in teaching, within one or both of undergraduate
training and profession, l®a ion. For example, many current researchers started out by
learning to do andy te critical appraisal with various ‘evidence-based medicine’
workshops a %amme Being able to understand the methodology, merits and
11m1tat1q8§pubhshed research represent a good platform for thinking through possible
res&%needs and methods. This can be a particularly fruitful approach if motivated by a

desire to tackle a problem of personal interest and wider importance within the clinical

setting.

Another, which may follow directly, is to move on to a more formal education

programme, such as a master’s level degree. Most of these, whether in subjects such as
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primary care or health services research, will expose participants to a wide range of
disciplines and methods. Conferences and workshops, often provided by research
networks, are important in building capacity by providing opportunities to learn about
research methodology, enabling networking and identify funding opportunities. It is
useful at this horizon scanning stage for the beginner to sample relatively broadly before
starting to focus on likely career goals. This is also a good time to cont Q’l\dstart
talking to researchers whose work is of mutual interest. Many will be supportive if
contacted for advice and may suggest potential opportunities withi@groups and help
identify structured pathways for further career developme @ researchers say that
they have benefited from supportive relationships @[ e models, although it is
generally advisable to steer clear of those who oﬁ@nsidered advice such as, ‘I told
you so’. Mentoring relationships with supervi&d peers provide a basis for reflecting
on goals, progress towards achieving th& nd problem solving. Writing is an important
skill to start developing even at @\aﬂy stage. It provides a solid foundation required

for developing and winnt ts and publishing research, the key to a successful

research career®’. QQ

.
This involve@&)ng own, grinding out and finishing a piece of work and seeking out
and leavy@iom the praise, criticisms and suggestions of others. This may be practiced
wit\i&any contexts, such as for taught courses, clinical audit and journals. Taking
opportunities to co-author with more experienced writers or those from different
disciplines can be instructive, although there is always a chance of bringing on board the
occasional backseat driver. It is also useful to seek out other means of presenting and

getting feedback on work-in-progress or completed projects, through meetings and
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conferences held locally or farther afield. Professionals who have been through structured
“first step’ programmes whereby resources are provided for learning and protected time
describe a range of outcomes. These outcomes represent legitimate ends in themselves,
such as harnessing research knowledge and skills to improve practice or broadening the
range of people worked with.4 However, those wishing to continue with research have
found identifying follow-on opportunities difficult. Various ceilings are Q&ered

throughout the different stages of a research career and, for many, this is the fitSt to break

through®!. @

The ideal way to progress further is to win an award or fel ip which will provide an
income, structured training, supervision by experier&&ntors and protected time for
research, writing and networking. Unlike pr@%grants, these awards are mainly
concerned with enhancing individual car@@ression. Training should include formal
education, which sometimes start-sﬁ\((' undertaking a master’s degree and usually
progresses towards a doctorat@p her way of looking at structured training is that it
can address ‘horizontal; q@\/eﬂical’ training needs. Horizontal needs reflect the broader
skills and experienceg réquired to become a research leader; vertical needs the specialist
.
knowledge Q}k\l‘” required for a specific field of clinical, health services or
method |1 research. As much as persistence and sometimes luck can pay off,
potentidl funders will look for a number of important criteria. These include the potential
of the applicant, the strength of the proposed academic environment and the rigor,
relevance, originality and feasibility of the research plan. Box 2 provides an illustrative
(and far from exhaustive) list of further sources of information about research career

pathways and funding.
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However, we would strongly advise aspiring researchers to investigate opportunities with
established academics who can offer context and country-specific advice. The right sort
of environment need not be an academic primary care unit: it is more important that it
comprises the mix of disciplines necessary for high-quality work, such as from the social
sciences, statistics and health economics. The research environment does not only need to
‘look right’ on paper; the quality of personal relationships with superviso Q&ther

researchers and their commitment to supporting career development alsolcoufit. Aspiring

researchers searching for the right environment should take acc@&f how well the

potential hosts’ programmes and interests fit with their v%he fit need not and
:e

probably should not be precise if any boundaries are t tched. Remaining flexible

and investing time in developing methodologi ay@s (e.g. in systematic reviewing,
interview studies or randomized trials) will later, even if (say) the clinical focus
does not match past experience or cu@rests”.
.
Finding the right environment @&cg\pervisor locally can sometimes be problematic and
require relocation. Many, : wships are tied to proportions of 50% or greater research
time and subsequ t%strictions on clinical commitments which can make them
X

impractical, @3% more attractive, to established clinicians. However, significant
persona lopment and progress with research work demand a substantial time
coﬁ&ent. As well as personal interest and the expertise and track records of potential
supervisors, there are other issues to consider in focusing on likely issues for research.
These include their fit with known research priorities and policy developments, likely
sustainability and possibilities for follow-on work, and originality. As well as recent

literature, it is worth becoming familiar with recent health policy statements and priorities

58



set out by research funding agencies, usually available via websites. Reflecting on
clinical experiences or discussions with others involved in health care (including patients
and managers) also help generate research questions as well foster possible partnerships

between researchers, health services and communities.

Awards may also exist that support ‘mid-career’ development and provide platﬁ&s for
researchers to continue building academic portfolios and start thinking ab g-term
goals. These may also provide funding for visits and placements aﬁegtjand thereby
opportunities to build future international collaborations. Travell llowships provide
an ideal way to gain experiences and insights into diff health care systems and
academic environments. This sort of cross-pollinatiobgo critical to the evolution of
research goals and methodologies. Career awa@fbpresent one recognizably orthodox
way of developing as a researcher al @hey are still relatively scarce. Other
opportunities and pathways exist;@as academic posts often tied to an existing

programme of research or proj @i}‘ts which remunerate dedicated research time.

Moving on from a nu@ related projects towards taking the lead for or establishing a
programme of r@ requires some bigger thinking. This involves mapping available
or potenti g%ilable resources and collaborators, as well as horizon scanning to see
how %ntent and direction of a programme are likely to fit with national research
prio}{es. The search for more senior academic posts or advanced career fellowships
usually provides a springboard for this strategic development. To illustrate what a
programme of research might look like, we provide an example from implementation
research which is based upon a framework for the development and evaluation of

complex interventions. Uneven uptake of clinical research findings and thus inappropriate
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care occurs across different countries, settings and specialties and may not be attributable
to either patient or resource factors. Implementation research is the scientific study of
methods to promote the systematic uptake of research findings and other evidence-based

practices into routine practice, and, hence, to improve the quality and effectiveness of

2.2.1 Adam’s Equity Theory é

health services and care®.

2.2 Theoretical Review

According to Adams’ Equity Theory, the inputs and output, &e fair to ensure high
level of job satisfaction and performance among the e@yees in an organization. The
implementation of equity or justice process ﬂﬂb% organization may take several
forms, such as interpersonal justice, inft onal justice, distributive justice, and
procedural justice. Adding to that,.thﬁ}fy process should meet the perception of the
employees when the employees @me than expected, they may feel guilty, but when
the employees gain less th&xpected, they may feel displeased. Notably, the human

resource practices inb@ organization should follow the procedural justice for high job

satisfaction a @nance.

The traip@nd development, reward, recruitment and selection, job analysis, employee
rel}(()% employees’ empowerment, and social support are identified as key factors that
determine employees’ job satisfaction and eventually, their job performance and
productivity. These factors are viewed as independent variables that determine whether
the employees are satisfied and deliver good performance at the workplace. Through

Adams’ Equity Theory, the job satisfaction of employees and its relation to the
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employees’ job performance are rationalized. Accordingly, Adams’ Equity Theory
postulated the need for equity between the employees’ expectations (inputs) and what the
employees gain in return (outputs) and the significance of the organization to strike a
balance between inputs and outputs to realize maximum job performance among
employees®. In other words, the inputs can be viewed as effort (to perform their job and
improve their job performance) while the outputs (outcomes of performing t Qob are
deemed as reward. This theory posited fair treatment for all employees with tii€ emphasis

of equivalent ratio of inputs and the corresponding outputs. Q

Furthermore, these inputs and outputs can only be asses@b%omparing inputs and

outputs of employees within the organization. Her@ an employee may express
dissatisfaction when the employee notices othe%%%yee gains higher recognition and
reward for the similar type of job. Conse the employee may not feel appreciated,
resulting in poor job performance, Q&ime. However, if all employees are similarly
rewarded, the employees colle@&(e@r\feel valued and eventually, perform well. These
inputs, which can be eitl@%ets or liabilities or grouped as relevant or irrelevant, are
viewed as the contri Q of employees to the relational exchange or in other words, the
bargaining pé%\\!f mployees to the reward and cost. The relevant inputs include
capital %Ganual labor, as these attributes legitimately entitle the employees to the
re\%&t/leanwhile, irrelevant inputs are considered in the social setting, such as kindness
and honesty. Therefore, employees’ behavior that exhibits negativity, such as cruelty, is
considered as a liability to the organization. The outcomes are perceived consequences
that are earned from a relationship with another individual, such as salary, extension,

praise, reputation, and recognition, which can be observed in the case of Saudi ports.
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There are various propositions under Adams’ Equity Theory. Essentially, the main
proposition of Adams’ Equity Theory is the fair balance between inputs and outputs
among employees to ensure maximum job performance. The organization must ensure
that the employees who perform well are appropriately rewarded to sustain and
eventually, increase their job performance. The employees continuously seek to
maximize their outputs, which in this case, the outcome is deemed as rewar. Q& the
inclusion of cost. The maximization of outputs can also be performed in'a grodp through
a system for apportionment of rewards and costs among the emp@? Therefore, in a
similar group, certain employees may receive punishment 6(1 ¢ deserving employees
are rewarded. Besides that, the theory also consideQ@ proposition of distress an
inequitable relationship may result in distress employees in an inequitable

relationship would continuously attempt to réaq equity; thus, more people would be

distressed with greater inequity and @empt to restore equity among these people

would intensify. CO\
S

Hence, it is imperative th u@maximum impact of training and development as well as
other organizational fuhctions of human resource practices is delivered at the Saudi ports.
Moreover, e@@ exhibit diverse behaviors, which should be comprehensively
conside@ver the years, Saudi ports have demonstrated successful attempts in their
traY\irgénd development for the employees given their keen interest to satisfy the needs
of their employees. With respect to this particular theory, employees who express job
satisfaction are more likely to demonstrate enhanced job performance and productivity
because their needs are considered by the organization, making them feel appreciated and

acknowledged. Essentially, the organization should provide high-quality training and
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development to equip the employees with the job skills, resulting in elevated satisfaction
and performance at the workplace. Through training and development, the employees are
able to acquire the necessary knowledge and enhance their capacity to sustain and
improve their job performance. Besides that, the equipment provided during these
training and development courses should be adequate to ensure all employees have
similar training opportunity and to clear any doubts that the employees & by
exposing them to all key areas of the industry. The individual who is responsible for the
training and development should be well-informed and posse@&te expertise and
A\
O

Furthermore, one should be able to perfectly explain thé\key concepts and trends of the

capacity to address all questions posed by the employees®.

industry to the employees in order to prov%’bem satisfaction, which positively
influences their performance. It is evide \@dissatisﬁed employee with low morale
cannot deliver maximum job perforr@ since the employee does not feel appreciated.
Moreover, it becomes even r@ca\ifﬁcult for the employee to put in effort for the
assigned duties when the. ization does not offer reward to the employee. At this
point, it is plausible &e employee expresses the intention of quitting, which may also
influence otké%é!pl yees to follow suit. With that intention, the employee seeks a
different @er opportunity that offers job satisfaction®. Apart from training and
de&&l(%ent, this study also views reward as another independent variable that
significantly influences the employees’ job performance. Theoretically, the reward can be
either intrinsic or extrinsic. In this case, the intrinsic reward is associated to the
employee’s personal satisfaction for performing a task whereas the extrinsic reward is

tangibly provided by the organization to the employee for performing a task. Essentially,
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a reward program motivates employees to value the challenge of the assigned task and to

complete the task well using the necessary skills and competencies®®.

Such recognition from the organization also spurs the employees’ desire to continuously
self-improve and deliver improved job performance. When the reward is appropriately
provided, the employees are more likely to deliver the required level of job perfwnce.
Meanwhile, job analysis is the preliminary hiring and recruitment process,@ allows
the organization to identify potential employees according to the detaj%&béquirements
of the job. The job analysis helps the human resource manager tify the duties of
the job and the appropriate salary for the hired employee.@ou h the job analysis, the
organization knows what to expect from the employe&d how to reward employees
who demonstrate good performance; and in 6@\, the employees know what the

organization expects from them and the t)@mpensation and reward they receive®’.

According to Adams’ Equity Theory, striking a fair balance is important to ensure good
job performance among e es. The theory also explains the significance of
considering the needs @employees the organization should keep their part of the
bargain when t‘he ployees perform their responsibilities for the job to ensure a fair
balance; the@, the employees may feel dissatisfied for being short-changed. The
recruit d selection process is another critical process that influences the employees’
per}bmance and productivity. Besides evaluating and determining the best fit for the
particular job, this process also involves an in-depth discussion on the expectations of
both organization and the potential employee. This ensures that the hired employee for a

particular position can meet the organization’s expectations. Hence, the issue of equity is

typically highlighted to ensure job satisfaction and job performance. Good employee
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relations, as another identified factor that influences job performance, ensures that the

organizational goals are achieved.

Similarly, Adams’ Equity Theory posited a fair balance between inputs and outputs for
the employees, resulting in a satisfied workforce with enhanced job performance. Adding
to that, good social support, such as support groups and counseling programs, hélps the
employees to handle job-related challenges or stress effectively. This is an@trategy
of how an organization addresses the employees’ needs. For instan&tge.brganization
should create an environment that is conducive for the emplg \% to freely express
themselves and discuss the challenges they encounter. N@Ve , empowerment at the
workplace also influences employees’ job satisfaction@ job performance. When the
employees are empowered, their self-esteem i%%&and they are able to work with
ease. Since fairness is advocated at the w, with respect to Adams’ Equity Theory,

the employees’ job satisfaction can ured®®,

N\

Accordingly, the implem@&@gc?this theory in the United States, particularly Los
Angeles, was explored; v@revealed the significant role of recruitment and selection in
the relationshi;: ?&en the employer and employees and in the development of an
environment @s conducive to deliver the desired outcomes®. Following that, this
theory v%§0 explored in the United Kingdom, which revealed that employees expect a
fair an for their contribution to the organization and the determination of return
among employees is typically based on social comparison; thus, employees who are in an
inequitable circumstance may attempt to reduce the inequity through cognitive distortion,

specifically distorting inputs or alternatively, leaving the organization. Adding to that,

Adams’ Equity Theory, for the first time, was applied to explore the impact of deductible
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premium ratio towards customers’ attitude on insurance frauds in Taiwan, which revealed
evident relationship between deductible premium ratio and the perception of insurance
frauds. Similar study was also conducted in the Major Gulf Corporation Council

countries that encounter prolonged issue of workforce imbalance in order to develop

S\

This theory is relevant to this study in it ability to explain how work bal@ uld be

support and developmental strategies to address this critical issue.

achieved in an organization by considering the employee input suclﬁ\(to erance of the
job, flexibility on the job and loyalty on the job) and @yee output such as
(recognition on the job, benefits from the job and pa@n the job) in order to retain

employees which will improve performance andBﬁbe cost.

O
2.2.2 Super’s Theory &KQ

N
According to Super, career is e@%c& in both the life-span and the life-space, including
life roles and lifestyle’’. i k is a unified set of theories dealing with specific aspects
of career developm n\sken from developmental, differential, social, personality and
phenomenoloé%k\ys chology and held together by self-concept or personal construct
theory. C development appears to be one of the major concepts in Super’s theory
wlﬁKh/waers to the successful accomplishment of age and stage developmental tasks
across the life span. Specifically, Super defines career maturity as: A constellation of
physical, psychological and social characteristics; psychologically, it is both cognitive

and affective. It includes the degree of success in coping with the demands of earlier

stages and sub-stages of career development especially with the most recent. Super
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further explains that career maturity is an individual’s readiness to cope with the
developmental task with which he or she is confronted due to his or her biological and
social development along with social expectations from those who have reached the stage
of development. In short, career maturity is known as the peak of one’s career. It is
possible that there are several peaks or no peak at all for an individual. The five Kls of

career maturity are known as playfulness, exploration, information gatheringndeciSion-

making, and reality orientation. &<

In addition, researchers have identified six factors in vocati maturity namely
awareness to plan ahead, decision-making skills, know and use of information
resources, general career information, general worl Qrk information, and detailed
information about preferred occupation’®’!, Ty%’bg the nature of one’s career pattern
is determined by the individual’s parentak@@conomic level, mental ability, education,

skills, personality, career maturity an&ésortunities available.

In Super’s Life Career Stag&%fer to Table 1), the five major stages are classified as
growth, exploration,% ishment, maintenance and decline (disengagement). As for
transitions, they &*\e mini stages in which important events take place. These same
stages are‘ena in a mini-version within each age group. A developmental task is a
newly@%ﬂplished task or responsibility to be faced at certain point in an individual’s
lifMereby the successful achievement of those tasks lead to happiness and success.
However, Super postulates that not everyone progresses through these stages at fixed age
or in the same fashion. The developmental tasks in each stage allow people to function

successfully within that stage while preparing them to move on to the next task.
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Figure 2.1: Super’s Life Career Stages

Stage Age Characteristics

Growth Birth to 14 or 15 Development of  self-concept,
capacity, attitudes, interests, needs,
general understanding of the world
of work.

Exploratory 15-24 “Trying out” through class%:;vork
experience hobbies Q tive
choice and related skill @ a pment.

Establishment 25-44 Entry-level dlng and
stabilization ough work
experience §

Maintenance 45 - 64 Cont1 justment process to

sition

Decline 65+ @ uced output, prepare for

\N rement.

Source: 7 rB

Growth Stage refers to the physical a@chological growth which is crucial for self-

concept development. One’s e@nces in this stage appear to be a source of

background knowledge re'g@ng the world of work that might be useful in making

tentative choice and f&b%ection.

Explorato Qg}starts with the individual’s awareness that occupation is an aspect of
life. Th ices expressed during the fantasy phase of this stage are frequently not
rezme and associated with the play life. They usually have little long-term significant
impact on the individual. Yet, some people might not advance beyond the fantasy phase
and the lack of understanding about themselves along with the work hinder them from
making an effective choice. In the tentative phase of the exploratory stage, the individual

narrows choices to a few possibilities. Due to the ambiguity of one’s ability, training
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available, and employment opportunity, the options might be changing. Later, the
individual further narrows the list to occupations that they think are achievable and

important during the final phase before entering the working world.

Establishment Stage is related to the early encounters within actual work experiences. At
the beginning of this stage, individuals might attempt to validate the choice mad ough
trial and error. Hence, people might accept a job and switch job later o c@ realize
that the job does not fit them. As people attain more experiences anK{O encies, they
might be stabilized. Therefore, the aspects of the particular occu are integrated into

their self-concept and their occupation is perceived as one @e best offers that result in

satisfaction. QQ

During the maintenance stage, the individ rsues to improve the occupational

situation. As both the occupation and'&d\u;ual’s self-concept have some fluidity, this
°

involves a continual process of a@n or change. The individual attempts to preserve

the satisfaction while revisi QV changing the unpleasant aspects of work, which are

disturbing but not so @able that they drive the individual from the field.

[ ]
Decline stag< in‘t@ the pre-retirement period where people’s concern is placed on
keeping ’@nb and meeting the minimum requirement of productivity. They are more
intb@d in retaining the position than enhancing their productivity. This stage

terminates when people withdraw from the working world.
2.3 Review of Empirical Studies

2.3.1 Career Development and Turnover Intention
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There are some factors that contribute on the intention to leave of private sector school
teachers of Charsadda district’?2. These consists 10 facets of work satisfaction in which
there is satisfaction with principal, with pay, colleagues, the working condition,
recognition, promotion, students and also social status and how these all impact on their
intention to leave. To collect the data for this study a schedule was used that had
questions about satisfaction with security, pay, nature of work, supervision %ther
factors that affected the turnover rate. To measure satisfaction with the warkin® condition,
security, promotion and integration Minnesota Questionnaire d. To measure

status, nature of the work, pay, students and principal a que:ic%e was used by Wong

ting-Hong and for intention to leave Michigan Organiz ssessment’s questionnaire
was used. To test the hypothesis Pearson correlati zero order correlation was used.
The turnover intention is dependent on 1%% ts. Research findings show that 3 out
of 10 job facets contribute to turno r\iﬂtentions. The 3 facets pay, security and

°
promotion are highly negatively @d to turnover intention.

R\
Likely, the factors tha Q@%ute to job satisfaction are: pay, work itself, supervision,
promotion possibil&, er and working conditions’. The main reason behind this study
.
is to look be@easons in the relationship of organizational commitment, satisfaction
with the%éad the intention to leave from organization is said as intention to leave. The
in&&e%ent variables are “organizational commitment” and “satisfaction with job” while
“intention to leave” is said to be the dependent variable. Two organizations in Istanbul
were taken as a sample for this study. One organization is mainly in the service provider
whereas the other in production area. These both organizations are of private sectors.

Data gathering was done through questionnaire which consists of 4 sections in first
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section of questionnaire there are demographic variable. Job satisfaction questionnaire
was used to see the satisfaction level. A scholar designed an eighteen-item scale to
measure organizational commitment. The three subscales were normative, affective and
continuance commitment. These all subscales were measured from strongly agree to
strongly disagree and correlation was applied on the findings of the data. The research
findings are that commitment with organization and satisfaction level o Q;&sm a

positive relationship. And these two variables have a negative 1mpact o the ifitention to

leave. O

On the contrary, in research paper they have studied theus variables that lead to
intention to leave of an employee’. When it comes & field of Human resource and
organizational development the satisfaction ‘@areer, intention to quit and the
commitment to organization are considel@ important. Conducted research helps us
to find about the impact of personl@saracteristics on an employee’s organizational
commitment, satisfaction with @g?and intention to leave. From Korea 500 companies
participated in this s 1ch were from diverse set of industries such as finance,
trading and manufa % From each company the participants who received their email
for partlclpatQ}ere selected by the HR manager. To obtain the individual perception
they hel e survey that was self-administered. Out of the employees that counted to
SObg&responses were collected. Correlation, hierarchical multiple regression analysis,
reliabilities and descriptive statistics was analyzed by using SPSS. The things that came
out as an antecedent for the intention to leave were organizational commitment, career

satisfaction and learning culture of the organization. In this paper contextual and personal

factors have been studied that contributes to organizational commitment and career
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satisfaction. These factors had an impact on intention to leave. Further this study
suggested that future researches should conduct research on the basis of diverse
demographic cohorts. Moreover, research should be conducted on different educational

backgrounds.

Similarly, other authors studied about some of the alternatives and rewards by \&%1 we
can predict the turnover intention. Just like, in research paper “Job perf@ e as a
moderator of the satisfaction-turnover intention relation: An empid({gmﬁrast of two
perspectives”, put the United States telecommunications fi @evious competing
predictions) to test field employees. They made questionnd the surveys were taken
place in grouped sessions. The field employees were 6@& the participants of research
who were from the telecommunication firm wh%’bﬂ its headquarter situated in United
States. Total sample of employees was Q’)\@a d it they were categorized according to
their job types. The result indicates’@the turnover intention of the employees who
performed higher was less aséi?are to those who performed less or average their
turnover intention w. l@ than the rest. The results that were found were mostly
mixed but they w pport of the hypothesis drawn. Statistical correlation between

intention to l®nd erformance were negative’.

In an%%smdy, carried out to identify the correspondence that is in between turnover
1nt§(on and job satisfaction of IT professionals in Sri Lanka’®. The major problem that
is faced by IT companies of Sri Lanka is Turnover Intention of employees, this research
study highlight some important factors and reasons that cause high employee turnover
and then intend to provide a strategic roadmap which would enable reduce the number of

employees leaving IT companies in future. In this paper satisfaction with job has six
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facets that are satisfaction with variety, supervisor, compensation, closure, HR policies
and Satisfaction with co-workers. The conceptual framework is that the six job
satisfactions facets are said to be independent variables and turnover intention from the
organization is the dependent variable. The population and sample determination were
based on the survey done by Sri Lanka Information and Communication Technology
Association (SLICTA). The sample size is of 300 IT professionals. Conveni &ling
technique is used as oppose to the simple random sampling technique Becalise it is not
possible to access to the total population. Data was collected @estionnaire. The
questionnaires would mainly be through internet based onli s ionnaire. To spot out
the relationship present between the variables correla‘a alysis has been used. The

finding of this research showed a notable nega VQ’&%IOHShip between the intention to

leave and the satisfaction with the job amonis rofessionals.

N

According to a research carried wﬁd&ne of the supermarkets chain’’. This research
paper tends to find out the lev%ﬁ ganizational commitment, satisfaction with job and

intention to leave am :g@;employees working at a retail company of Malaysia. The

findings from the stu of retail sector have also. In various studies there is seen a
strong rela‘uo@we n intention to leave and organizational commitment. On the basis
of these@@ons in between organizational commitment, satisfaction with work and
int?\gfto leave the research framework had been developed. Research framework for
this study is that the independent variables are organizational commitment and job
satisfaction whereas intention to leave is the dependent variable. A questionnaire was

developed which had questions about the respondent’s satisfaction, demographic

information, commitment with the organization and the intention to leave. Job descriptive
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index was used to measure the job satisfaction. The JDI measured satisfaction in 5
aspects which were promotion, salary, work, coworkers and supervision. To seek the
organizational commitment of the employees a questionnaire was developed. Company’s
Human Resource Department fully coordinated for this study. For this research the
questionnaires were distributed among hundred 100 employees (Executive a&lon-

executive) the result gave empirical findings that all the factors had an @ in the

intention to leave. &< ,

This study used to carry out how the leadership affect turnove his research gives
the idea how leadership can help the managers to super@their employees. Taking,
supervision factor into account the author stated in ’a&endered trickle-down effect:
how mid-level manager’s satisfaction with se@%anagers’ supervision affects line
employee’s turnover intentions", that k@rgabout trickle-down effect is important
since the ultimate driver of bad-\\ek‘isor-employee relations may be bad senior-
management supervisor relatiéc?o conduct this study, sample of 1,527 full-time
employees in 267 diff e@artments at 94 hotels in the USA and Canada was taken.
Departments with oge fd€ntifiable manager were included. The reason for this was that

the author w@\'

satisfactj ith supervision on employee work attitudes. The participation in the

ted in the effects of the manager’s gender and his or her own

resN% was totally voluntary. To measure all the attitudinal constructs, they used a
Likert-scale. Hierarchical linear modeling is used to examine the data that was collected.
Results show that middle manager’s satisfaction with senior managers was related
positively to line employee’s satisfaction with middle managers, which in turn, was

correlated positively with line employee’s intentions to remain. Further, it was found that
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middle manager’s gender moderated the relationship between middle manager’s
satisfaction with supervision and line employee’s satisfaction with supervision, the
relationship was stronger when the middle manager was female. Moreover, this study
suggested that future research needs to identify which levels of manager satisfaction are

too distant to have an effect on line employee’s intention to stay’s.

>\
According to the finding in research paper "Occupational commit e@%dustrial
relations and turnover intention", occupational commitment is be cig‘fﬁr industrial
relations, while this relationship is conditioned on employees’ tu intention. In this
research the direct effect occupational commitments types@ been empirically studied
that is normative, affective, occupational commitment and cumulative costs &limited
choices, on industrial relations in the context of@ se firms. To conduct this study, 50
masters of business administration stud: ’Qd 10 PhD students completed the pilot
questionnaire to improve the clarityi@f language and presentation of all items of the
questionnaire. The formal surv@( administered in firms located in Beijing, Shanghai,
Hunan and Guangdong. : * of 600 copies of questionnaires were sent out by post or
email to firms and %id responses were finally obtained, yielding a response rate of
.
approximatelQ:N.S" o."Results show that except for limited choices, the other three types
of occupbgal commitment are positively related to industrial relations. This result
rew mployees that are emotionally strong with their workplace and their occupation
are more focused at performing their current work and more easily realize their
organizational identity. The direct and moderating effects of employees’ turnover

intention are another two key points in the present study. The empirical estimations

suggest this that the intention to leave is negatively related to the industrial relations. This
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negative effect is consistent in all econometric models, which implies that those working
employees who have a higher level of turnover intention, leave their current job are less
likely to care about their relationship with their current workplace. It is found that
turnover intention negatively moderates the relationships between employees’
occupational commitment and industrial relations. For further research work, the authors

of this study recommended to check the results of the present research in othef Qte S.

Likewise, in previous study here also relationship between the V@(Kb&s identified
clarifies the differences in functions between the organization g\mitmen‘[, identity
strength and identification. To conduct the research data @obtained from large steel
manufacturer n=10948. Firstly, to determine the discr'&@e validity confirmatory factor
analysis was used®. It suggests the differences O@Dasis of hierarchy so all the authors
decided to examine all the levels that w@%ers, middle management and workers.
Than to finally estimate the correla't%' t was in between organizational identification,
turnover intention, commitme@&gl?h organization and organization identity strength
multi group structural e@ion was applied. This study concluded that all of these
variables tend to the employees’ intention to leave. In other words, it can be said that
Organizationﬁ.llﬁ

hierarchj roups. There existed a negative correlation between commitment and

had a negative correlation with the turnover intention in the

tué& in 2 groups. In the group of workers there also was a negative correlation of
identification with intention to leave. The findings have suggested that the perceptions of
strong organizational commitment, identification and identity might have an impact on

intention to leave in numerous ways.
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The area of research for this study is different as compare to previous this research takes
account of the health workers satisfaction level. The main objective behind this study
carried was to find out the level of turnover intention and satisfaction with job of nurses
from Malaysia. For this study the sample consisted of 153 nurses from one of Perlis’s
public sector hospital®!. The nurses also went under a cross sectional survey, in the
hospital. Only those nurses who were registered and who had license to se Q%blic
hospitals were considered as the population of the research. Total 200 qu@gaires had
been distributed out of which 173 came back in return. In the ques@a e the applicants
were required to fill in some personal characteristics t %ge, income, gender
education etc. after this a categorical scale was used to@s re these things. The results
showed that there are some of the factors b%@ which the employees get less

satisfied and tend to leave the organization tﬁbg re working with. The factors are HR

Management Policies. If the HRM pra é& in order to the health staff and the nursing
°

sector in the hospital are irnprovq{@s\he chances can be minimum for intention to leave.

It is also been studied that Q@ ensured that outcomes of these policies will motivate

\

and satisfy them thatyt will be a decrease in the turnover intention in the nursing

workforce ant&@ would work more selflessly.

This res is somewhat like previously discussed research in which job satisfaction is
m&& in IT firms of Sri Lanka®?. As the job satisfaction relationship with turnover
intention term is measured by various author in different countries IT firms but this
research has not been done in developing countries. This research intends to examine
what was the relationship between intention to leave and job satisfaction amongst

employees. In this paper the job security is taken as additional independent variable as
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compare to the previous research. To collect the data on online questionnaire was
developed. Five IT companies were used to gather data. The technique that was used is
random sampling. Correlation analysis and data descriptive statistics is used for analyzing
the data collected. The overall findings showed that the work conditions and pay benefits,
nature with work career advancement, supervision and management were all significantly
correlated. This study also discusses the implications of the research. The Q&awas

collected from the respondents was analyzed and tested using SPSS. Descriptive and

inferential analyses both were carried out on the findings. Q

Again, here is the example of health worker job sation research. A scholar
investigates the relationship amongst job satisfa%@tumover intention and pay
satisfaction and how it affects the employees®3. %’b’s purpose, data from 200 registered
nurses of a hospital were analyzed. Aftel\\\%’gession tool was applied it was observed
that the nurses who were satisfied w@gir pays were happy with their jobs and had no
intention to quit their jobs whe%(t?ose nurses who had low pays were unsatisfied to an

extinct and lead to t:r@c intention. This research paper also gave some of the
t

recommendations t reduce turnover among nurses. For this study a questionnaire

was made an@éﬂa ted amongst 455 full time and 128 part time working nurses. The
method as chosen that was random sampling. They mailed the questionnaires and
asl?b&m to give in their voluntary input in-return 202 nurses gave their answers out of
which 200 were considered. In order to analyze the data, descriptive statistics and
reliability analysis were used. Further, standard deviation and correlation were also

applied on the findings. After applying the concepts, the result that derives from this
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study is that turnover intention is caused by insufficient pay roles of nurses in health

sector. This leads them to leave the organization that is termed as turnover.

This is also a research for measuring nurses’ satisfaction level®*. This research measures
whether the culture in organization affect satisfaction level of nurses. The main reason
and purpose to have this study was to examine various cultures of organizations %ave
been linked with satisfaction of job and intention to leave among nurs Korean
hospitals where normally the culture of work is considered diffa%gﬁ/compare to
western countries. For this study 527 nurses are taken as sa Q: from two public
hospitals of Korea. For the purpose of assessing the cultu@ organizations, previously
validated 20-item instrument was used. In order t(&gre satisfaction with job and
intention to leave self-report questionnaire were@{a Results of the study show that all
organizational cultures were not equal, t@& Among all, the most useful culture of
organization is “consensual cultum@*’ch showed a strong and powerful link with
higher satisfaction with job an&r turnover intention. According to one of the main
finding of this study, t e@ of mediator that is satisfaction with job was significant
statistically on t&& intention. This finding proves that in order to make
.
organization® y“and retention rate better, nurses should get warm brace from the

peers a ager of department.

Q
As&pare to nurses this paper studied the satisfaction level of R&D personnel. The
main objective of research paper was to identify the needs of career and career
development to see its effects on variables that are satisfaction with job and intention to
leave®. This paper also includes the empirical testing of the space between programs of

development for career and career needs and the examination of the gap influencing the
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satisfaction of job and the intention of leave. The study was carried out in “Hsinchu

2

Science-based Industrial Park” situated in the north side of Taiwan. To conduct this
research, the method used to collect data was questionnaire. These questionnaires were
filed by 367 personnel of R&D. Further, regression analysis and five point “Likert-type
response scale” was used. It was exposed from the result of this study that depegg on
S

Moreover, the result shows that due to more gaps between program&gféopment for

the stages of their career, the need for career development gets diverse.

career and career needs the level of intention to leave and job di faction increases.
Therefore, managers who fail to provide and satisfy the c needs of R&D personnel
will face greater dissatisfaction due to which their work will also be affected in negative
way. Similarly, this research is related to h@’tbworkers satisfaction®’. The main
objective behind the study to carried outswhatyiS the relationship of satisfaction with job
on turnover intention in South Afri\ %nzania and Malawian health workers. In this
research cluster sampling wasé%The total sample consisted of 2220 workers. The
participants were give a‘.@&administered questionnaire. The variables were studied by
applying the multip gessions on them. After applying this tool there were seen some
differences a@ these 3 countries in terms of these variables. By this paper it was
also co d that the turnover intention is related to the satisfaction with the job.
Ad}ﬁ{gfal analysis is going to be needed to properly justify a number of the patterns that
the man of science has discovered and investigate their significance for health service

delivery.

Here the new concept of studying job satisfaction is utilized. This study is all about a

company that experiences a merger®’. This study investigates the perception of a tertiary
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organization about a post-merger. For the employees of tertiary institution of South
Africa, a model was made that can predict the level of intention to leave. To incorporate
different methods for linear regression they built a systematic model-building. In this
research paper the variable that has been mostly studied is the satisfaction with job. The
intention to leave is said as a process that has 3 different stages that are decisional,
attitudinal and behavioral. 367 employees of this organization were taken %{ar‘ple
for this study. The response rate turned out to be 16 percent. The adminiStfative and
research personnel were the population. The tools that were use@&heasure the data
were turnover intention, Organizational commitment and NMinnesota Satisfaction
questionnaire. In between both the intention to leave a@ faction with job there was

strong correlation. This study predicted 47% Var:'éqo&' he intention of leave.

This study is carried out to understand h@&umover influences by commitment and
satisfaction in organization®. The n%' cus of this research was to seek what are the
effects of commitment with O%Qi ation and satisfaction with job on the intention to
leave of employees wo@ in a production industry. In this study, job satisfaction
(Satisfaction with% d Supervisory Support) and organizational commitment are

taken as indeﬁen&

variable onduct this study a 100 questionnaire were distributed in the organization

ariables while employee’s turnover intention is taken as dependent

ouN&at in return 85 came back. To test the data the statistical tools that were used
were inferential and descriptive statistic. To measure the relationship between the
dependent and the independent variables Pearson Correlation Coefficient were taken. The
result of this study implied that the independent variables were in a negative relationship

with the intention to leave of employees. Whereas as the commitment with organization
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did not had any impact on the intention to leave of the working employees in the
organization. The author recommends that future research should study on similar
research framework at different population group such as the banking, telecommunication,

hospitality or even the manufacturing industry.

This research paper studied about the two variables, satisfaction with 'j‘xand
involvement with job as a mediator among the turnover intention of em lnd the
psychological climate & further expands the study to its impact{ on “ofganizational
effectiveness. For this study the data was collected®. The s consisted of 357
managers from different organizations were selected on ra. f the 357 participants,
180 were from manufacturing companies which makes $0.42% while 177 participants
were from service sector which makes 49.58%. Brbtermine job satisfaction, an 11-item
instrument was used. The instrument end@’gtrinsic, intrinsic and social satisfactions
which are the three extent of satisfacﬁ\Q?&Affective attachments of individuals scale were
measured with their job. Fouﬁ measured turnover intention. For the purpose of
analyzing the data mu ti@e data was used. According to the results of instruments
used in this study, “ Qological climate is a statistically major analyst of organizational
effectiveness@a}t%'e wo variables job satisfaction and job involvement are significant

intermedi in broadcasting the influence of the analyst variables to the criterion
Var\w%”

This research adds new dimension of work-family conflict. This study investigated the
reconciling effects of satisfaction with job on the relation between work-family conflict
and intention to leave®. In order to carry out this study, a sample of 100 Turkish Marine

Pilots were taken. To analyze the data SPSS statistical packet program was used. In order
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to measure the significance of conciliation effect of job satisfaction the Sobel test was
used. To inspect mutual effects of personal characteristics, work characteristics, WFC
(work family conflict) and satisfaction with job on turnover intentions, author conducted
a series of hierarchical regression analyses. First two steps inspected the effects of
personal characteristics, work characteristics and WFC (work family conflict) on turnover
intentions. The conclusion exposed that shifting system and WFC hav Q%’tive
outcome on turnover intentions whereas numbers of exercise and job satisfaction have a
negative outcome on turnover intentions. Unlike previous stue finding also
pointed out that there is no considerable conciliation effe ir%ﬁonship between the
respondents' WFC and turnover. It overall concludes, h Qel of satisfaction with job
is linked with lower level of turnover intentio. S/@be because employees who are
satisfied are more effective in handling WF wever, the finding indicates that the
\S
effect of satisfaction of job on the ‘m&&er in relationship with WFC (work family

conflict) was not significant. C;\\'
S

This research again co:c@ﬁed on purely aspects of job satisfaction. A scholar studied

the turnover of workers*dnd businessman on their attitudes towards benefits, satisfaction
. \
with pay, age@%\gen er from countries like Estonia, Latvia and Lithuania across a time

frame o year’!. A survey was conducted on attitudes towards satisfaction with pay
an&\&ﬁts. The data was collected from 153 employees and 103 businessman of
Estonia, 157 employees and 243 businessman of Latvia, and 146 employees and 109
businessmen of Lithuania. In order to conduct this research regression equation method
was used and actual salary or pay data was obtained from organization’s internal record.

From results of the study, it was exposed that major predictors of intention to leave for
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workers and businessman were attitude towards benefits while pay satisfaction was
significant only for employees. Further it was also observed that “equity and expectancy
considerations” were helpful to explain differences in rates of turnover intention while
only “expectancy theory consideration” was helpful for business owners. It was
concluded that in order to retain and attract employees, benefits and pay are very

R
%9

Apart from job satisfaction this study contains a different Variablw%i 1s justice in

important.

organization’?. This study was conducted to investigate the relati Q)ng organizational
justice and job satisfaction of Tehran Payame Noor Univer mployees. Organizational
justice in the place of work means that employ SQ vital for the organization.
Apparently, it was observed that injustice had so@%favorable impact on the strength of
collective work, because it highlights s@tivation and the dedication by human
resource. Statistical Society of thisw@ncludes all personnel of the organization (800
people) in 2012 and the samp%fz? includes 260 people that were selected randomly.
This study was of desc i@nalytic type and for data collection, organizational justice
and job satisfaction gonnaires were used. For analyzing the data, statistical methods
like Multiple@s\'ess on and Pearson Correlation Coefficient were utilized. Results of
this stu@wed significant relation between organizational justice and job satisfaction.
It \%served from this study that only procedural justice is able to predict job
satisfaction. Apparently, the ones who feel satisfied about the organization’s policies

towards equity will have more job satisfaction.

2.3.2 Career Path and Turnover Intention
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In this study two firms are selected for the measurement of satisfaction level of employee
also with career development®®. This is an empirical research and it was conducted on 10
firms’ operating in India out of which 5 are Indian and 5 are foreign MNC BPO firms.
These firms are ranked amongst the top 100 for year 2009. In this paper perception
employees of foreign and Indian firms in context to career development practices were
analyzed and evaluated. Further, the factors that influence the employee Qfa tion
towards career development practices were compared and analyzed. For this ptrpose, the
data was collected through both qualitative and quantitative meth xsample consists
of 243 employees and 163 employees of Indian MNCs and_foreign MNCs respectively.
In order to conduct this study, secondary and primary @ re used. Primary data was
collected by questionnaire from 10 MNC BP nies, 5 from India and 5 from
foreign which were chosen on the basis of ran ive-point scales. Through the result of
Likert scale, it was found that the sati &1 level towards the career development is
69.71 percent and 69.82 percer&@%vxng the participants of foreign and Indian firms

operating in India. Further&qlesults of regression analysis show significant positive

relationship of Variabﬁ@liated with the respondent’s satisfaction of Indian and foreign
MNC BPO ﬁt@ds the career development practices.

This res@‘largeted the banking sector area. A scholar researched about the significant
faa&tich identifies the level of satisfaction of job of commercial banks employees
operating in Bangladesh®. To conduct this study, 48 employees were taken that were
chosen from 8 banks of Bangladesh. To gather the data from the sample a structured
questionnaire was taken. They used both primary and secondary data in order to perform

this study. According to this research work, turnover intention was seen as one’s
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behavioral intention to quit job. By applying the statistical tools, the conclusion that came
are some of the factors that influence satisfaction with job and intention to leave. These
factors are, “job security, location of bank, employee’s autonomy, basic salary & fringe
benefits, career advancement opportunity, performance appraisal process & evaluation,
goodwill of the bank, working environment, working schedule, peers’ relation among the
employees etc.” As a result, this research work shows a strong relation foun Q%/een

turnover intention and job satisfaction in the Bangladesh private commercial banks.

This research is from the point of view of sales person satisfact job. This research
was conducted in pharmaceutical stores in Amman to find he relation of intention to
quit and satisfaction of job of the sales representativ&@)r this study 200 respondents
among the sales person were randomly chosen@%the sales field. The statistical tool
that was used was multiple regression C’Ql and descriptive analysis. The result of
the study highlighted that pay satisf@ was the leading dimension of job satisfaction
when it comes to turnover int%g?. Therefore, having high satisfaction will smoothly
reduce the turnover intgn . mong the employees. In the research paper the intention to
leave has been m: Qd by 4 items. The job satisfaction was measured through
.

Questionnair@) t was measured by 19 items adapted from JDI and MSQ. The data
analyze atisfaction with job and intention to quit had a negative relation with each
otlﬁ\%hermore it was realized that satisfaction with pay was the leading dimension.

This research include only three facets of job satisfaction is taken. This study was carried
out on satisfaction of job and employees’ intention to leave in Lagos State in Total
Nigeria®. It was observed that three causes that lead to employee turnover intention are

satisfaction with pay, nature of work and supervision. For this study questionnaire,

86



interviews and reviewing relevant journals in this field of study were used. In order to
conduct this study, the company was surveyed and 300 employees of company were
selected. The data collected was primary data. Interview was conducted in the presence of
3 Human Resource Executives in which the detailed discussion was held on the questions
that were included in questionnaires. According to the findings of this research it is
concluded that higher the job satisfaction, less will be the turnover intenti Qn ther
words the employees who are satisfied with their jobs will not qu itQﬂch will

eventually increase job satisfaction. Hence, it was found that Tot@g ia PLC follows

standard pay structure, conductive nature of work and siﬁe igion in order to reduce

employee’s turnover and for the purpose of retention st.

This study was done to analyze the relationshi@%?g commitment with organization,
satisfaction with job and intention to quit@rgoyee”. For this purpose, they developed
a model and tested on field. The tests@onducted by taking 250 respondents which are
employees in manufacturing c@ca?\y of Turkey. Intention to leave, satisfaction of job
and commitment are well&%n research topic in this study the relationship among these
variable are try to epgd through conceptual framework model in which first part is
related with Q:i?:f};%

this effe@organizaﬁonal commitment made impact on turnover intentions. To gather

ion in job which effects commitment to the organization, and then

thNag/the method of personal interview is used because questionnaire originally in
English language, so the bilingual speaker that hire for the purpose of translating the
questionnaire need to translate the questionnaire, then it uses for the data collection. To
conduct the survey, a pair of two scholars of management was invited for reviewing study

in order to give the detailed feedback. As they described, the effort for the modification
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of questionnaire was made and for the confirmation of reliability measures it was
pretested on MBA class. Out of 250 employees 188 responded during regular working
hours. The Likert-scale which is widely used in the measurement of variables such as
intention to leave, organizational commitment and satisfaction with job is used here. To
test research hypothesis structural equation modeling, correlation and t-test was used
through which demographic aspects of the respondents and consistency in Q%aiysis
scales was put to draw conclusions. From the study it is recognized tha@éhas been
significant relationships amongst the variables. The outcomes ir@te that greater the
level in satisfaction of job would result greater organi ® commitment which
eventually leads to lesser intentions of turnover. So, thsion is that satisfaction in
job has positive relation with commitment to thgr&%ation and negative relation with
O
N

In the above paragraph relation amb& ree variable “commitment with organization,

turnover intention.

satisfaction with job and intent®$9\leave” is discussed. The authors also conducted the
similar kind of research @ch these three variables taken with another variable job
stress®®. This study Qonducted among the employees of private sectors in Petailing
District, Sela(o\:\\ﬂa 1 Ehsan Malaysia. The main reason for conducting study over
there w use of high turnover rate which was reported on March, 2008. The sample
co?fgi% the 120 personnel responses that have diverse working background. The
Collection of data was comprised of secondary and primary data source. To measure the
organizational commitment the Organizational Commitment Questionnaire was used with
7 point Likert-scale, to measure the Stress on job a 14 item scale with an ordinal

arrangement of responses from very often to never, known as Perceived Stress Scale is
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taken, to ascertain satisfaction on job very famous questionnaire of university of
Minnesota (MSQ) is taken and the last turnover intention of employee is measured by
three-item measure. Then Pearson correlation method was implemented to examine the
association among predictor variables which are job satisfaction, job stress,
organizational commitment, and single response variable which is intention to leaye. The
result revealed that organizational commitments and job satisfaction h Qeg tive
relation with intention to leave and the stress on job has positive relation %Qention to
leave. Furthermore, concluded is that socio-demographic aspe@&he respondents

mediates the behavior of the variables’ commitment to orgzﬂ@ n, satisfaction with job,

stress on job and intention to leave. Q

This research has a different way of exami%’& most studied variable which is
satisfaction on job with turnover intenti@ satisfaction on job is divided into two
categories intrinsic and extrinsic sa@ion with job these two taken as independent
variable and used to see the im%{cai\dependent variable which is intention to quit. The
study was conducted amo%@laysian printing company employees. Data were collected
in control setting th @the structured questionnaire. The distribution quantity is 36 out
of which 32 Q‘u:}i& ack completely. The random sampling technique has been used in
order to ute the questionnaire. The questionnaire was divided into four categories.
Th&&and second categories consist of co-workers, working condition, supervision and
value of the work respectively. The Likert-scale which is widely used in the measurement
of job satisfaction was taken to specify respondents’ replies. Third last category was used
as a sign of measuring indication with multiple answers choice available to the

respondents regarding their intention for leaving the organization and the fourth category
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based on responded personal which include also position whether executive or non-
executive. For analyzing the data SPSS for windows is used. In addition to that
correlation analyses were used to signify the relationship among three variables. In this
research it is found that turnover intention has significant negative relation to intrinsic

satisfaction in job compare to extrinsic satisfaction in job.

>\
In previous research there is discussion about intrinsic job satisfaction but @ talked
about the factors job autonomy, intrinsic motivation, and commit@&dh affection
which moderates their effect on intention to leave'%. For this , a cross-sectional
design is prepared. The research included 525 registered rom a single hospital in
the Italian Public Healthcare. Out of 525 nurses the re@nses of 442 are useful. Data
were collected through a questionnaire paper. T%%ribution of questionnaire was done
through a supervisor nurse of each uni\QS’Questionnaire consists of two parts first
consists of personal data and second }\Q'&sonsists of the measure of variables taken in this
research. Again, affective con@@n‘[ is measure through organizational commitment
questionnaire, for the j@tonomy Work Design Questionnaire (WDQ) is used.
Intention to quit w gsured in two item things. Regarding the data analyses many
S

techniques a@

and sel mination theory which delivers fresh understandings into the field of

this research. This study was driven by job characteristics model

nuﬁ'{l%nto the association among the variable associated with intention to leave. The
outcome from this study delivers that intrinsic motivation and affective commitment both
positively related to job autonomy. This study also showed the affective commitment

mediation effect upon the relationship between intention to leave and job autonomy. The
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organizations should foster their commitment with affection related to organization since

intention to leave is negatively related with it.

The above study is driven by JCM and SDT. Now this research is considered as improved
way for understanding the inconsistency of findings on how leader member exchange
theory points to turnover intention in Chinese companies'?!. In this research sa%tion
with job and job stress used to show a mediation path between LMX an@%tion to
leave. In order to mediate the variables, the first condition is th inghfabsence of
mediator, predictor variable(s) must be allied with response varia For the mediation
process the second condition is that predictor variable(s) m@e interrelated significantly
with mediator. Therefore, LMX should satisfy the b(@onditions. In this study four
manufacturing firms of China are participatedé’bof these four firms are owned by
Chinese enterprise. For completing the su@fge sample of 568 employees from all four
organizations is taken. These orgmﬁ\@ns are consisted of manufacturing heavy and
light industries. Most of the @cigpants from these organizations were lower level
worker, although there w .w%ervisors and middle level manager. To measure the LMX
a model proposed i & which consist of 12-item multidimensional scale. To measure
the stress a sé%ﬁp

ced.

O
saﬁs@%ﬁn with job that include satisfaction with supervisors, with co-workers, and with

osed of nine items is used in which simply list of stress related

item is pla Job descriptive Index model is taken for the measurement of 3 aspects of

work in general. For measuring turnover intention, the scale developed is used. The

Likert-scale of five points is taken for all measures except job stress. The result

established the relation that satisfaction with job is behaved as a mediating link between
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intention to leave and LMX whereas job stress fails to intermediary response between

intention to leave and LMX.

This study purpose is how to improve motivation through motivating factors which
creates satisfaction on job!?2. This research study discovered the impression of motivation
and satisfaction of job on the intention to leave. Satisfaction of job is frequently.résearch
in previous study while the motivation is not as frequently. These tw le job
satisfaction and work motivation have been recognized as main cau&fgoﬂxers, which
are related to health organization, for their intention to leave an tion in the middle
as well as low income countries. The region or area fo ducting this study is the
Eastern part of Ghana which includes the following parts‘ef districts namely north part of
Akwapim, Manya Krobo upper part and west p% wahu. The tool for collecting data
was in a form of well-organized question\' ich gather statistical data on intention to
leave, satisfaction with job and mo.ti)\{ . For the measurement of intention to quit the
health worker were asked wh@kf@ intention was for this purpose only dichotomous
responses yes/no were us . NJhe actual data collection was done by lead author and his
two assistants betw &e months of September and November 2012. District Health
Management@onducted the sampling which was based on staff inventory. The
samplingb@’t comprised of executive and workforce support. Here the necessary
saﬁt&l}g‘fze required, which was constructed with formula of Cochran’s size of sample is
nearer to 300. The study revealed that there is significant impact of satisfaction with job
and motivation on intention to leave. Further that the greater heights of those two

(motivation and satisfaction with job) minimized risk of workers’ turnover intentions.

These findings specify that with the use of effective HRM practices there is a way to

92



inspire satisfaction of job and motivation that is the way to maintain the workers related

to health at existing place.

In paper for “the moderating effect of person-organization fits on the relationships
between satisfaction with job, affective organizational commitment and intention to

leave”!1®

. Person-organization (P-O) fit has been defined in various ways a&alue
similarity, goal similarity, and the go with between employees’ needs a@%forces
available in the work environment, and the go with between th e&fdlity of the
individual and the characteristics of the organization. e organizational
commitment, satisfaction with job and intention to qui@common in many of the
researches done. Empirical evidence in the current st@has already showed that job
satisfaction of employee and his commitm%’b the organization have negative
relationship with turnover intention. The model proposed for this study showed
that the independent variables are.si&ction with job and affective commitment and
satisfaction with job while mo@ctg\g variable is person organization fit is moderating
variable and turnover intq&&\pﬁs dependent variable. The research model shows that PO-
fit moderates the e%&satisfaction with job and affective commitment on the intention

to leave. The< dgb;&w

academ@administrative staff who worked at higher education institutions in Turkey.

s collected for a field research from a representative sample of

Thb\gﬂe of collecting data is online questionnaire. Out of 1247 academic and
administrative staffs working at 32 state universities 212 valid responses are considered.
For the analyses of data questionnaire are converted into code and entered into the SPSS
spreadsheet for the purpose of data analyses. In order to realize the independent relation

of each variable correlation among the variable is used. The study finds out that job

93



satisfaction was observed a positive ion and affective commitment both are considerably
in a negative relation with intention to leave. But there was noted a positive relation

between satisfaction with job, affective commitment with person organization fit.

“Career motivation is clear in terms of its three main components which are said to be as:

104 The objective of this p is to

career identity, career insight and career resilience
study what relation does affective commitment; career motivation have o@?sfaction
with job. For the purpose of testing the hypothesis a field researcl&s(d!signed with
help of survey methodology. The tool using for the collection of Qas a questionnaire.
The questionnaire also included demographic questior@:d the integrated career
motivation scale which was developed by. The sam li@echnique used is convenient
sampling with a size of 250 employees which \B%Vorking in various industries which
embrace banking, education, automotiva\‘@e and higher education. Questionnaires
were dispatched through emails. Tha&tionnaires were uploaded in SPSS spreadsheet
to perform the analyses. Princi@ecan\ponent analyzed “the factor structure of the career
motivation scale.” Correl@échnique is used to know variables and their relationships
on each other. It h%$ concluded that there was a significant positive relationship of

[ ]
career motiv@

satisfaction with job and affective commitment.

Tumoé&tion has been studied by number of researcher and the factors which effect
it hasMlso been studied quite comprehensively both in Asian and western context but this
issue has not been well studied in North African countries like Libya!®. In this study the
variable job training and alternative job opportunities are studied less as compared to job
satisfaction. The conceptual framework used for this research is that job training, job

satisfaction and alternative job opportunities is taken as independent variable whereas
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turnover intention as dependent variable. The tool for data collection is questionnaire.
The questionnaire is taken from the researches in past. All questions are in the form of 5-
point Likert-scale. The sample size is of 430 respondents which were from the Libyan oil
companies. The data was analyzed and tested using Pearson’s correlation. This research
adds the literature in the context of HRM. Practically “the satisfaction with job is
negatively connected with turnover intention” but here data trend says is vic %The

intention to quit and job opportunities has a positive relation in between l@ at proved

with many researches. é

The previous research adds the work in the HRM backgro@%epaper discovers how
various performances related pay (PRP) schemes manipgte employee turnover!'%, The
research also experiments the profit-sharing e%@n turnover. Like job training the
performance related pay effect on tumﬁ\@%s not studies comprehensively in the
researches. Two models of PRP at@@k namely the classic agency and probit model.
Satisfaction and turnover are cta§by different PRP schemes. A previous researches
fact shows that PRP that @d on profitability which is negatively related to turnover.
National Longitudi a}éxrvey of Youth1979 of US contains the information about
workers’ jobéﬁ}}i

national @mntative of US and between the ages of 14-22. The empirical result shows

es. The sample size is of 6111 men and women taken who were

tha\kh%é is unhelpful relationship between PRP and employee turnover. Even though is
sufficient literature on the relationship among profit sharing and turnover, there is lesser
research on the collision of PRP on turnover. This paper showed how different PRP

schemes collision turnover of employee.

2.4 Conceptual Framework
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The need to critically explain the conceptual model adopted for this study cannot be over-
emphasized, as this will ensure a clear and precise reading that will lead to a consequent
understanding of the topic of research under study. Conceptual model is an explanation of
the interrelationships among the variables or concepts that are used in the study. It is a
structure which the researcher believes can best explain the natural progression, of the

% and

important theories used in promoting and systemizing the knowledge eéspofiSed by the

phenomenon to be studied. It is linked with the concepts, empirical

researcher. Conceptual model is a set of interrelated diagra Xhelp present a

systematic view of phenomena by specifying relations am@%endem variables and

dependent variable with the purpose of explaining a icting the phenomena for
decision making'!'”. The conceptual model in a tudb%ures that the results of the study
are not left hanging as it explain the varia nder study. Conceptual model of a
research area is always constructed b &searcher(s), by showing and linking the
independent variables with the ‘\€§§n'dent variable. The model proposed links the
interactions between the im\sp@’ent and dependent variables of the study.
N
Q)
C

O
&
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Independent Variable Dependent Variable

Career Development Turnover Intention
Gender Difference Hol Employee Input Intention
0
Geographical Factor Tolerance on the Job
Socio-economic factor Flexibility on the Job
Gender Factor Loyalty on the Job
Growth Stage

Self-Concept Development Hy2 Employee Output Intention

Exploratory Stage Recognition on the Job

Engaging in Education activities Benefits from the Job

Interest in Chosen Career Pay from the Job

Ability in Chosen Career

Establishment Stage
Career Advancement
Maintenance Stage Ho4

Maintenance of Self-Concept

Maintenance of Job Status

Career Path

Figure 2.1: Conceptual Framework

Source: Researcher’s Conceptual Model, 2022
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The above conceptual framework in figure 1 shows the model has three variables:
independent variable as career development and dependent variable as turnover intention
and the moderating variable as career path. The measures of turnover intention are
employee input intention (tolerance on the job, flexibility on the job and loyalty on the
job) and employee output intention (recognition on the job, benefits from the job and pay
from the job) which were adopted from Adam’s Equity Theory®!. Resear Q&ﬁed
measures relevant to career development as geographical factor (socio-écondthic factor,
gender factor and geography factor), growth stage (self — c@ development),

exploratory stage (engaging in educational activities, intere@en career, and ability
¢

in chosen career), establishment stage (career adva ) and maintenance stage

(maintenance of self-concept and maintenance gfd&%tatus) in which all the measures

were adopted from Super’s Theory?°. Car@

moderate the influence of career devel@e t on turnover intention of health information

N

a moderating variable in this study to

professionals in Oyo State, Nigeri
2.5 Summary of Ga@%rature Reviewed

This chapter has @n that contextual influences impact how individuals move into and
identify wi @1 information management as a profession. Perceptions of being part of
a hea‘@"@ormation management professional enable individuals to perceive a sense of
belo\nﬁng as part of their identity and in turn to construct a professional identity.
Constructing a professional identity as a career in health practitioner is complex.
Operating in a peripheral, marginalized role poses challenges for health information
management practitioners for career development services provision. Furthermore, entry
to most other professions require completion of university level qualifications prior to
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commencing the professional role. No such mandate exists for entry to career in health
profession roles, perpetuating the myth of the career development in health sector as one
anyone can do irrespective of qualifications and training. This chapter also highlighted
that the status of career development as a profession has progressively advanced
alongside implementation of professional standards, for example in countries such as
Australia, Canada, England, South Africa, and US. However, career %ent,
including in the school context, does not have the same levels of regulat% denced in
other professions, such as teaching. Furthermore, in some countri@ », Australia, UK,
US), and most provinces in Canada, professional bodies d%essional membership
associations rather than governments act as regulator e profession. Identity and
professional identity have been well research d,f@here is very little research that
clarifies the influence of professional sta%l% professional identity construction in
general, and for career development in %_\lar, limiting the ability to understand school
.
career development practitioneg&(%fofessional identity understanding. Because one
country (Australia) has pm@gﬁal standards for career development practitioners, and
one country (New Zé@ does not, a comparative study between Australian and New
Zealand scho @xts provides an opportunity to better understand the under-
researched@ggmena of school career development practitioner understanding of the
influe ’prrofessional standards on professional identity. In addition to filling gaps in
the knowledge about professional identity understanding of school career development
practitioners, the present investigation will add to knowledge about characteristics of the
professional context of school career development practitioners, about their

understanding of professionalism in career development practice, and their understanding
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of the relationship between professional standards and professionalization. This gap will

fill.
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Chapter Three

Methodology
This chapter presents the research methodology used in this study. It discussed the
research design strategies employed, population used for the study, sample size and
sampling techniques, data collection, analysis techniques and description of the Sarch

R
O

3.1  Research Design ,\

instruments used.

The descriptive survey research design was considered suitabl%use it accurately and

systematically described the population, situation o%@nenon and also used to

2
3.2 Population for the Study ’b
N

investigates one or more variables.

The population of this study cons'ii\& one hundred and twenty-seven (127) health

information management prof@q als in six government hospitals in Oyo State, the

Government ‘Chest
° \\'

Table 3.1:5Po tion of Health Information management Professionals

hospitals are Oke-Ad @tal, Adeoyo State Hospital, University College Hospital,
N

tal, Moniya General Hospital, Jericho hospital.

S/lA\I O’bﬁfpitals Population
1. \__,~Oke — Ado Hospital 9

2. Adeoye General Hospital 23

3 University College Hospital 67

4. Government Chest Hospital 8

5 Moniya General Hospital 11

6 Jericho Hospital 9

Source: !
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33 Sample and Sampling Techniques

The sample size of this study was one hundred and twenty-seven (127) which is made up
of all health information management professionals in the six government hospitals. This

sample size was gotten using total enumeration since the figure is not high.

34 Description of Research Instrument Q\

The instrument for data collection is a structured questionnaire de@ed by the
researcher from related literature based on the objectives of the te questionnaire
used to obtain information on career development and % intention of health
information professionals in Oyo State, Nigeria. The @r will adopt the Likert scale

design and the instrument is made up of four secgotbQ

Section A: this section was developed b)\\@a cher to collect demographic information
of respondents and this contains biv-i!{%s)f respondents measured through gender, years

N\

of working experience, educK%\caaliﬁcation and department.

Section B: Tumover% \n consist of 18 items covering measures such as Employee
Input Intention.(@nce on the Job, flexibility on the Job and Loyalty on the Job) and
Employee u@ntention (Recognition on the Job, Benefits from the Job and Pay from
the JoQ’bﬂpted from Adam’s Equity Theory?. The instrument used four-point response
fork( ranging from Very High (VH) — 4. High (H) — 3. Low (L) — 2. Very Low (VL) — 1.
Examples of questions are: I trust my boss to back me up on decisions I make, Continuation

with my present employer will fulfill my life-expectation.
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Section C: Career Development consists of measures such as Gender Difference,
(Geographical Factors (socio-economic factor, Gender Factor, Geography Factor),
growth stage (self-concept development), exploratory stage (engaging in education
activities, interests in chosen career, ability in chose career) and establishment stage
(career advancement, maintenance stage, maintenance self-concept and maintenance of
job status) adapted from Super’s Theory?. This has 30 items adapted using t er- oint
response Strongly Agree (SA) — 4. Agree (A) — 3. Disagree (D) — 2. S og Disagree

(SD) Examples of questions are: The hospital establishes a successiomme to cultivate

successors and the hospital helps me to complete self-assessment fo th an identify my interest

in the job field. Q

SECTION D: This is a 4-point Likert-type ite ted from existing literature®. Six
items were used to collect data on careerqébf health information professionals. The
response options provided in this s.t@estionnaire followed the 4-point Likert-type
scale of 4=Never, 3=At times, 2@11 and 1=very often. Example of question asked are

I hope to establish my ow?@fessional identity, and I hope to consider how to perform

information manageme ssionally.

3.5 Validﬁ;@iearch Instrument

The stu%blstrument was subjected to content validity. The researcher’s supervisor,
the\Q&rtment’s research committee, and other experts in the field of information
management reviewed the instrument ensured it measures the intended variable and that
it aligns with existing literature. The experts’ critique, suggestions and recommendations
on the items of the questionnaire was incorporated in making the final amendment of the

instrument which was administered to the respondents for the main study.
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3.6  Reliability of Research Instrument

The instrument was subjected to reliability test to check the internal consistency of all
items measuring each variable in the study. Hence, reliability of the instrument was tested
through a pilot study using twenty-five (25) copies of questionnaires that were
administered to health information professionals of Foremost Base Hospital wh% not
part of the study population. The analysis of the data collected that the ove@onbach
alpha value of the entire instrument is 0.79. The breakdown of each&ctgllalso shows:
Section A: turnover intention (0.81); Section B Career develo % 0.79); Section C:

Career Path (0.84).
3.7  Administration of Instrument and Methon\Data Collection

A letter of introduction and project atte@was obtained from the Department of

Information Management, Lead Cit{\'krsity which was used to gain permission to
°

conduct the survey from the hea@ormation management professionals in Oyo State,

Nigeria. In all, 127 copié *& questionnaire were administered to health information

professionals in Oyo S@&lgena
3.8  Method :ﬁa Analysis

The r@%her analyzed the primary data collected using the descriptive and inferential
statistics. The use of descriptive statistics is appropriate because it helped to described
and summarized data in terms of frequency distribution, percentage, and mean of
response about variables under study, thereby answering the research questions. The
inferential statistics were used to test the hypotheses formulated in the introductory
chapter of this study. Hypotheses one, and two were examined using linear regression
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analysis to establish the influence of measures of career development on each measure of
turnover intention. Hypothesis three was examined using multiple regression analysis to
establish the combined influence of career development on turnover intention of health
information professionals in Oyo State, Nigeria, while hierarchical regression was used to
test the moderating influence of career path on career development and turnover intention
for hypothesis four. The result of the hypotheses will be tested at a signific Q%e of
0.05. The data collected for the study will be analyzed using Statistical Packdge for the

Social Sciences (SPSS 24 version).
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Chapter Four
Results and Discussion of Findings
This chapter dealt with data presentation, analysis and the interpretation of the results.
The analysis is guided by the specific objectives and hypotheses that were formulated in
the study. The results presented were based on the research questions and hypotheses,
which the study set out to answer. The Decision rule: 0.0.-1.49 = very low \1

low, 2.50 -3.49 = High, 3.50-4.00 = Very high. Hypothesis will be test Q level of

significance. 0
4.1. Questionnaire Return Rate 0
A total of one hundred and Twenty-seven (1 copies of questionnaire were

administered, and one hundred and twenty (1 @pies responses was received all duly

filled. The usable questionnaire represent&\ 1% response rate.
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4.2 Demographic Analysis of Respondents

Table 4.1 Demographic Analysis

Demographics Items Frequency Percent
Gender Male 33 314
Female 72 68.6 *
Total 105 100.0 2
Age 25-35 37 35.2 )
36-45 45 429
46-55 18 17.1
56 and above 5 4.8
Total 105 100.0
Educational Qualifications
HND/BSC 62 59.0
M.sc 28 26.7
Ph.D. 15 14.3
Total 105 100.0
Work Experience
0-5 - 34 32.4
6-10 34 32.4
11-15 26 24.8
15 And above 11 10.5
Total 105 100.0

Source: § er Fleldwork 2023

The t@

out 0 the total 105 respondents, 33 (31.4%) are male, while majority 72 (68.6%) are

presents a demographic overview of 105 respondents. The table reveals that

female. The table also showed that 37 respondents (35.2%) fall into the 25-35 age bracket,
majority 45 (42.9%) are aged 36-45, 18 (17.1%) are aged 46-55, and 5 (4.8%) are 56
years and above. Also, 62 (59.0%) of the respondents hold HND/BSC qualifications, 28
(26.7%) have M.sc degrees, and 15 (14.3%) have attained Ph.D. degrees. In term of work
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experience, 34 respondents (32.4%) have 0-5 years of work experience, another 34
(32.4%) have 6-10 years of experience, 26 (24.8%) have 11-15 years of experience, and
11 (10.5%) possess 15 or more years of work experience. This analysis shows a diverse

sample that can effectively represent the study population.

4.2 Research Questions

4.2.1. What is the Turnover Intention of Health Information Manage@
Professionals in Ibadan Oyo State, Nigeria?

Table 4.2 Turnover Intention of Health Information Mana@rofessionals

Very @ N Low Very  Mean
Tolerance on the Job High ¢\ Low

~
I trust my boss to back me up on 45 er 39 17 4 3.19

decisions I make

o)  (37.1%) (16.2%) (3.8%)
My supervisor is willing to listen to m 36 7 4 341

problems. ”\\' (55.2%) (34.3%) (6.7%) (3.8%)
My supervisor asks employeesé{cﬁeir 56 30 13 6 3.30
suggestions on what assigh® should  (53.3%) (28.6%)  (12.4%) (5.7%)

be made QQ
33

Weighted Mean

Flexibilit Q:\\'

My b § flexible about how 1 50 38 14 3 3.29
ac%%dsh my job objectives. (47.6%)  (36.2%) (13.3%)  (2.9%)

My boss gives me the authority to do 53 30 20 2 3.28
my job as I see fit. (50.5%) (28.6%) (19.0%) (1.9%)

I can trust my boss to back me up on 57 18 22 8 3.18
decisions I make (54.3%) (17.1%) (21.0%)  (7.6%)
Weighted Mean 3.25
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Loyalty on the Job

Continuation with my present employer
will fulfill my life expectation
No job offer can make me quit my job

I don’t think about quitting my job

Weighted Mean
Recognition on the Job
satisfied with
communication at work

I am satisfied that my achievements are
worthy of recognition

I am satisfied with the type and values
of reward presented to me and my

I am amount of

colleagues at work
Weighted Mean
Benefits from the Job

My work does not interfere with home\\éb

and family
I do fulfill family responsibilities ”\\'

Work-related duties do not @mily
plans

\
Weighted Mean QQ
b,

Pay from the Jo

I would not@?ﬁ’\\ay present job for a
1

similar posit ven with better pay in

another@ization

The % agement pay staff wages
blarTy

reg
Bonuses are paid as at when due

Weighted Mean
Grand mean

Very
High

53
(50.5%)
30
(28.6%)

41
(39.0%)

45
(42.9%)
37
(35.2%)
39

(37.1%) @90; (24.8%)

High

39
(37.1%)
42
(40.0%)
43
(41.0%)

Low

10
(9.5%)
21
(20.0%)
11
(10.5%)

Very

Low

3
(2.9%)
12
(11.4%)

10

~1g.5%)

s O,

(33.3%)
5 15
(49.5%) > (14.3%)

4

2

1.4%)
44
(41.9%)
43
(41.0%)

12
(11.4%)

51
(48.6%)

45
(42.9%)

31
(29.5%)
29
(27.6%)
31
(29.5%)

26
(24.8%)

30

(28.6%)
36

(34.3%)

0%)

26

32
(30.5%)
29
(27.6%)
28
(26.7%)

45
(42.9%)

18
(17.1%)

20
(19.0%)

(2.9%)
1

(1.0%)
6
(5.7%)

9
(8.6%)
3
(2.9%)
3
(2.9%)

22
(21.0%)

6

(5.7%)

4
(3.8%)

Mea

n

3.35

2.86

3.10

3.1

3.16

3.19

3.01

3.12

2.84

3.09

3.09

3.0

2.27

3.20

3.16

2.9
3.12

Source: Researcher Fieldwork, 2023
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Table 4.2 examined the turnover intention of HIM professionals. Turnover intention is
examined under six dimensions with the first being tolerance on the job. In this section,
42.9% responded “very high” to the item; “I have confidence in the support of my
supervisor when it comes to endorsing the judgements I make”. A total of 39 (37.1%) of
the respondents reported high levels while 17 (16.2%) indicated low confidence and 4
(3.8%) responded "Very Low". The average score obtained is 3.19. Also 5 Q%ﬁ) of
respondents indicates that their supervisor ‘very highly’ demonstrates a willingness to
attentively address the concerns and difficulties they encounté\(%ﬁ%) of the
respondents indicate this is high on the other hand, 6.7% of e%ndents rated this low
while 3.8% rated it as "Very Low". The mean score oeéis 3.41. In the same vein,
53.3% of the respondents rated the readine ervisor to solicits input from
employees regarding their recommendations % sk allocation as high. Also, 28.6% of
the respondents rated it as high. Howe >} 4% rated it as low while 5.7% of the total

respondents rated it as "Very Lovy'& mean score for this item is 3.30. On average, the

weighted mean for the secti&\nkg{olerance on the job is 3.30 which indicates a high level

of tolerance. QQ

In the sectio@@oility, 47.6% rated the flexibility of their bosses about how they
accomp]}béeir job objectives ,36.2% of them rated this as high. On the other hand,
13&%/% them rated this as low while 2.9% indicated "Very Low". The mean score
obtained for the item is 3.29 which is high. Further, 50.5% of the respondent, reported a
very high level at which their supervisor gives them the authority to do their job as I see
fit, 28.6% also rated this opportunity as high. Meanwhile, 19.0% of the respondents rated

it as low while 1.9%. rated it at a very low level. The mean score obtained is 3.28. To the
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statement, “I can trust my boss to back me up on decisions I make”, 54.3% of the
respondents reported a very high level while 17.1% of them rate it as high level. The
number of responders with a low score was 22, accounting for 21.0% of the total. The
number of respondents who rated it as "Very Low" was 8, which accounts for 7.6% of the
total sample. The mean score obtained is 3.18. On average, the weighted mean score for

S

On the aspect of loyalty on the job, 50.5% indicated that it VeryQ likely that

this section is 3.25 indicating an overall high level of flexibility.

continuing their employment with current employers would @r own aspirations
and achieve their life expectations, 37.1% of them also @cate this is highly likely.
However around 9.5% o responded low while 2.9% of thg'respondents indicated a very
low likelihood. The mean score obtained is & Also, 28.6% of the respondents
indicated a very high possibility that No j can make them quit their current job. A
further 40.0% of the respondents al&\(%{icate a high level of certainty. 20.0% indicate
that their chance of rejecting a@‘gwc%ffer is low while 11.4% describe it as “very low".
The mean score obtained @ Furthermore, 39.0% of the respondents, reported a very
high level of not ongmlate the idea of resigning from their current employment
position. A t@/§4 respondents, accounting for 41.0% of the sample, reported high
levels. mber of responders with a low score was 11, accounting for 10.5% of the
tot%@(ple. The number of respondents categorised as "Very Low" was 10, accounting
for 9.5% of the total sample. The mean score obtained is 3.10. overall, the weighted mean

for this section is 3.10 indicating a high level of loyalty

The next section is job recognition. A total of 45 respondents, accounting for 42.9% of

the sample, reported a very high level of contentment with the level of communication in
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their workplace, while 33.3% of them indicate a high level. Meanwhile, 21.0% indicate
low 2.9% of them reported a very low level of contentment. The mean score obtained is
3.16 indicating a high level of contentment with communication style. Also, A total of
37 respondents, accounting for 35.2% of the sample, reported a very high level of
contentment with the notion that their accomplishments include merit deservmg of
acknowledgment. A total of 52 respondents, accounting for 49.5% o ple

reported high levels. The number of respondents who reported low level Q (14.3%)

while 1(1.0%) reported “Very Low" level of contentment. The ore obtained is
3.19. In the same vein, 39 (37.1%) of the respondents a very high level of
contentment with the nature and inherent worth of the ’ es offered to employees in

level of contentment with various

their profession. 34 (32.4%) of the responden a}a eported high level while (24.8%)
reported low and 5.7% reported "Very Low" @

types and values of rewards offered in t rkplace The mean score obtained is 3.01.

S

Overall, the weighted mean is lé%mh indicate a high level of perceived recognition.

N

In term of job benef@tal of 33 respondents, accounting for 31.4% of the sample,
reported a very highlevel of agreement that their professional obligations do not impede
upon thei eggaal life and familial responsibilities. The number of respondents who
report@nlgh level of agreement was 31, accounting for 29.5% of the total respondents.
H(Wer, 32 (30.5%) reported low agreement while 9 (8.6%) of the respondent reported
a very low level of agreement. The mean score obtained is 2.84 indicating a moderate
agreement. In the same section, 44 (41.9%) of the respondent show a very high level of
agreement that they are diligent in fulfilling familial obligations while 29, (27.6%)

indicated a high agreement. The number of respondents with a low-level agreement was
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29, which accounted for 27.6% of the total sample. The rest of respondents (2.9%) rated
themselves “Very Low". The mean score obtained is 3.09 indicating a high-level
fulfilling family responsibility. The impact of work-related responsibilities on familial
arrangements is negligible. A total of 43 respondents, accounting for 41.0% of the sample,
reported a very high level. A total of 31 respondents, accounting for 29.5% of the sample,
reported high levels. The number of responders who reported low le ® 28,
accounting for 26.7% of the total sample. The number of respondents, cat€gorised as
"Very Low" was three, which accounts for 2.9% of the total sa@. he mean score
obtained is 3.09. overall, the weighted mean score for th'bse ion is 3.00 indicating a

high level of work-life balance. Q

The last section deals with renumerations. A@f& 12 respondents, accounting for
11.4% of the sample, reported a very hig -‘b@nwillingness to resign from their current
employment in favour of a compa role, even if it offered higher compensation.
Similarly, 26 (24.8%) of the re%Qca\nts reported high level of unwillingness to leave for
a better pay. However, 4@9%) of the respondent indicate low level of commitment
while 22 (21.0%) of t reported very low levels. The mean score obtained is 2.27
meaning that@t would leave their organisations for a better pay elsewhere. The
respons%é»he level of which the management pay staff wages regularly 51 (48.6%)
rep\qg/a very high level, 30 (28.6%) rated it high while 18 (17.1%) rated it low and 6
(5.7%) rated the practice as "Very Low". The mean score obtained is 3.20 indicating that
the regularity of payment by management is perceived as satisfactory by a significant

number of respondents.
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Similarly, 45 (42.9%) of the respondents rated the provision of bonuses as "Very High"
and 36 (34.3%) of them reported high levels. The number of respondents who rated it as
low was 20, accounting for 19.0% of the total respondents while the number of
respondents who rated it as "Very Low" was four, accounting for 3.8% of the total
sample. The mean score obtained is 3.16 indicating that the majority of particiIKts are

X

The aggregate mean value across all categories is 3.12, indicate tha& ority of the

satisfied with the payment of bonuses.

respondents do not have the intention of leaving their jobs. §Q

4.2.2. What is the Career development of Health Inforn@n
Professionals in Ibadan Oyo State, Nigeria? Q

anagement

Table 4.3: Career Development among ch Information Management
Professionals

O,
Gender Factor ly Agree Disagree  Strongly = Mean
ee Disagree
Male and female staff are tre \ 35 21 3 3.18
equally in my department ’&c? (43.8%) (33.3%) (20.0%) (2.9%)
My department is ¢ 45 39 21 - 3.23
promoting gender ec@ (42.9%) (37.1%) (20.0%)
My department g sponsible to 30 38 29 8 2.86
concerns ab tgéid equality (28.6%) (36.2%) (27.6%) (7.6%)
eighted Mean 3.1

Socio- mic Factors
T ital establishes a succession 343 36 27 1 3.11

programme to cultivate successors (41%) (39.0%) (25.7%) (1.0%)

The hospital establishes an honorary 41 34 25 5 3.06

consultant system. (39.0%)  (32.4%) (23.8%)  (4.8%)

The hospital provides retirement plans 49 23 23 10 3.06

and retirement assistance. (46.7%) (21.9%) (21.9%) (9.5%)

Weighted Mean 3.1
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Geographical Factors Strongly  Agree  Disagree  Strongly

Agree Disagree
I chose this profession because my 8 20 353 24
parents are in the same profession. (7.6%)  (19.0%)  (50.5%)  (22.9%)
I chose this profession after getting 20 34 40 11
information from internet (19.0%) (32.4%) (38.1%) (10.5%)
I chose this career because [ was
inspired by one of my relatives. (40.0%) (24.8%)  (25.7%) Q%%)

Weighted Mean QJO

Self-Concept Development &
The hospital helps me to complete 42 % —
self-assessment so that I can identify (41 9% (4 (18.1%)
my interest in the job field Q
The hospital provides performance 22 2
evaluation criteria for each position. (46. %ﬁb (30.5%) (21.0%) (1.9%)

Superiors provide support between 19 2

employees and superiors concernin; Q" 5%) (30 5%) (18.1%) (1.9%)
job content provide further ass1sta(%\

Weighted Mean
AQ

Engaging in Educatio lemes

I can log in to the cdurse management 32 28 11 14
system and j 1;1’& rse (49.5%)  (26.7%)  (10.5%) (13.3%)
I hope to erstand how job 55 37 11 2
requi ts and expectations relate (52.4%) (35.2%) (10.5%) (1.9%)
toNpltal values

I learn new information technology 57 34 13 1
resources very quickly (54.3%)  (32.4%)  (12.4%) (1.0%)
Weighted Mean

Mean

2.11

2.60

2.95

2.6

3.24

3.22

3.28

3.2

3.12

3.38

3.40

3.3
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Interests in Chosen Career
Counselors are the greatest influence
in my career choice

I am limited to a career choice by
what is schooling is in my area

I am limited to a career choice by the
industry in my area

Weighted Mean
Ability in Chosen Career

I hope to understand clinical and
managerial promotion opportunities

I hope to be supported by supervisors,
accepted by co-workers, and be
complimented by patients

I hope to identify my capabilities and

confirm my clinical information

interests. cj\

Weighted Mean é

Career Advancement ° A
s@ss and

I am striving to achiev:
become a professional¥a/a specific

field. ’\\,
tz&id1 unique competitive

I hope to
advant triving to win the respect

of\&drkers.

I will confirm whether I will pursue
further education in accordance with

personal career planning.

Weighted Mean

Strongly
Agree
32
(30.5%)

32
(30.5%)

25
(23.8%)

Strongly
Agree
57
(54.3%)

67
(63.8%)

6’6

52
(49.5%)

75
(71.4%)

72
(68.6%)

Agree Disagree  Strongly
Disagree
39 30 4
(37.1%)  (28.6%) (3.8%)
27 42 4
(25.7%)  (40.0%) (3.8%)

31

(29.5%) (3 73. ?%)OQ%;(‘;))
I&ag&( Strongly

Agree
Q Disagree
39 % 7 2
(374%) (6.7%) (1.9%)
4 -
‘QG 4%)  (3.8%)

45 4 2
(42.9%) (3.8%) (1.9%)
34 16 3
(32.4%)  (15.2%) (2.9%)
24 6 -

(22.9%) (5.7%)
30 3 -
(28.6%)  (2.9%)

Mean

2.94

2.83

2.68

3.02
Mean

3.44

3.60

3.44

3.5

3.29

3.66

3.66

3.5
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Maintenance of Self-Concept Strongly Agree Disagree  Strongly Mean
Agree Disagree
I plan my work ahead to be able to 65 40 -- 3.62
fulfill the tasks assigned. (61.9%) (38.1%)
I will re-evaluate my career direction, 48 35 22 -- 3.25
seeking other alternatives outside (45.7%) (33.3%)  (21.0%)
information management domain. \
I hope to complete a successful career 70 31 4 -- 3.63
(66.7%) (29.5%) (3.8‘@9
Weighted Mean 3.5
Maintenance of Job Status é
I am able to work with a computer, 68 30 % 5 2 3.56
manage and attach files (64.8%) (28,6%) (4.8%) (1.9%)
I hope to retain my existing 58 4 2 3.48
achievements (55.2%) @%) (3.8%) (1.9%)
I would like the opportunity to guide 7r§ 25 4 -- 3.69
junior colleagues (72.4%) (23.8%) (3.8%)
Weighted Mean ’b 3.6
Grand Mean ® 33
Source: Researcher Fieldwork, 20229 5\%
N\
Table 4.3 focused on leve reer development experienced by health information

management professt@&n Ibadan Oyo State. A majority of respondents, 43.8%,

strongly agre@ale and female staff are treated equally in their department, while
33

an additio%

stron sagreed. On average, this factor received a mean score of 3.18, indicating a

% agreed. In contrast, 20.0% disagreed, and a smaller fraction of 2.9%

moderately positive perception regarding gender equality in the department. When it
came to the commitment of their department to promote gender equality, majority of
respondents, 42.9%, strongly agreed, with another 37.1% in agreement. Only 20.0%

disagreed. The mean score for this aspect was 3.23, suggesting a generally positive
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perception of the department's commitment to gender equality. In terms of responsiveness
to concerns about gender equality, 28.6% of respondents strongly agreed and 36.2%
expressed agreement. Meanwhile, 27.6% disagreed, and 7.6% strongly disagreed. The
weighted mean score for this aspect was 2.86, indicating a somewhat lower level of
agreement. The overall weighted mean for the entire Gender Factor was 3.1, sig&ng a
moderate overall positive perception of gender-related factors. Q
Regarding socio-economic factors in the workplace, majority of the re@n‘[s 41%,
strongly agreed that the hospital establishes a succession program @Wate successors,
while 39.0% also agreed. In contrast, 25.7% disagreed, and 61}/ .0% strongly disagreed.
The mean score for this statement was 3.11, reﬂec positive perception of the
hospital's succession program. Similarly, in rel i%Qhe establishment of an honorary
consultant system, 39.0% strongly agreed w‘fﬁb 4% agreed, and 23.8% disagreed. A
minority, 4.8%, strongly disagreed. The &’;score for this aspect was 3.06, suggesting a
generally favorable view of the h@;\xﬁonorary consultant system.

For the provision of re‘t@gﬁ plans and retirement assistance, the majority of
respondents, 46.7%, S@agreed with 21.9% in agreement. Another 21.9% disagreed,
and 9.5% str@agreed. The mean score for this statement was 3.06, indicating a
positive p%p on of the hospital's retirement plans and assistance. The overall weighted
mean %’Qe entire socio-economic factors section was 3.1, suggesting an overall positive
perception of these factors.

In terms of geographical factors influencing career choice, respondents exhibited diverse
reasons. Only 7.6% strongly agreed that they chose their profession because their parents

were in the same profession. A larger proportion, 19.0%, agreed, while 50.5% disagreed,
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and 22.9% strongly disagreed. The mean score for this statement was 2.11, indicating that
parental influence is a less common factor in career choice. Furthermore, choosing a
profession after getting information from the internet was a more prevalent factor, with
19.0% strongly agreed and 32.4% in agreement. However, 38.1% disagreed, and 10.5%
strongly disagreed. The mean score for this aspect was 2.60, suggesting that internet-
based information plays a more significant role in career choice for some res Q% On
the other hand, inspiration from relatives played a notable role in carger ice, with
40.0% strongly agreed and 24.8% in agreement, 25.7% disagreei 9.5% "strongly
disagreeing." The mean score for this statement was 2.95, i i@ that inspiration from

relatives is a relatively common factor in career choic@ overall weighted mean for

the entire Geographical Factors section was 2.6,&@1}; that geographical factors have

30

In assessing self-concept development % workplace, respondents generally expressed

a moderate influence on career choices.

positive opinions. Majority of th @%pon ents (41.9%) strongly agreed that the hospital
helps them complete self-as&%ént to identify their interests in the job field, while 40%
agreed. In contrast,\@ disagreed. The mean score for this statement was 3.24,
suggesting a }\5% erception of the hospital's support for self-concept development.
Regarding Qovision of performance evaluation criteria for each position, 46.7%
str. n@eed 30.5% agreed, and 21.0% disagreed. A small proportion, 1.9%, strongly
disagreed. The mean score for this aspect was 3.22, indicating that performance
evaluation criteria were well-received by respondents. Respondents also held a positive

view of superiors providing support between employees and superiors concerning job

content and offering further assistance. A significant 49.5% strongly agreed with 30.5%
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in agreement. Meanwhile, 18.1% disagreed, and 1.9% strongly disagreed. The mean
score for this statement was 3.28, suggesting a positive perception of support and
assistance from superiors. The overall weighted mean for the entire self-concept
development section was 3.2, indicating an overall positive perception of self-concept
development factors.

Respondents demonstrated confidence in their ability to engage in educatio Q%ﬁes.
For the statement "I can log in to the course management system and join course,"
49.5% strongly agreed 26.7% agreed, 10.5% disagreed, and 13. trongly disagreed.
The mean score for this aspect was 3.12, indicating confid c%ccessing educational
resources. In expressing a desire to understand how j Qrements and expectations
relate to hospital values, 52.4% strongly agre d(@) agreed, 10.5% disagreed, and
1.9% strongly disagreed. The mean score for this"Statement was 3.38, reflecting a strong
interest in aligning job expectations wi \oganizational values. Regarding the ability to
learn new information technolc@sources quickly, 54.3% strongly agreed 32.4%
agreed, 12.4% disagreed, ﬁ&% strongly disagreed. The mean score for this aspect

was 3.40, indicating a@Qevel of confidence in learning new technology resources. The

overall weiglﬁ@? for the entire engaging in education activities section was 3.3,
0

suggesting@
Q0

Respondents' career choices appeared to be influenced by various factors. For the

itive attitude towards education and job understanding.

statement "Counselors are the greatest influence in my career choice," 30.5% strongly
agreed 37.1% agreed, 28.6% disagreed, and 3.8% strongly disagreed. The mean score for

this statement was 2.94, indicating that counselors have a moderate influence on career
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choices. A similar pattern was observed for the statement "I am limited to a career choice
by what schooling is in my area," with 30.5% "strongly agreeing," 25.7% agreeing,
40.0% disagreeing, and 3.8% "strongly disagreeing." The mean score for this aspect was
2.83, suggesting that the availability of schooling in the area somewhat limits career
choices. Respondents also considered the industry in their area when making, career
choices. Specifically, 23.8% strongly agreed 29.5% agreed, 37.1% disagree Q%j%
strongly disagreed. The mean score for this statement was 2.68, indicating thiat the local
industry also has some influence on career choices. The overall d mean for the
entire Interests in chosen career section was 3.02, su%s‘u moderate level of
influence on career choice.

Respondents expressed a strong desire to unde t@@nical and managerial promotion
opportunities in their chosen career. Speciﬁcfbg 4.3% strongly agreed 37.1% agreed,

\®)

6.7% disagreed, and 1.9% strongly disagreed. The mean score for this statement was 3.44,
indicating a strong desire to‘&ﬁg\&iand promotion opportunities. Furthermore,
respondents had high exp&%ﬁs of support and recognition from supervisors, co-
workers, and patient@?ir chosen career. A significant 63.8% strongly agreed 32.4%

agreed, and 3 i@reed. The mean score for this aspect was 3.60, suggesting a high

expectatio upport and recognition from colleagues and supervisors. Respondents
also @f@sed a strong desire to identify their capabilities and confirm their clinical
information interests, with 51.4% "strongly agreeing," 42.9% agreeing, and 3.8%
disagreeing. The mean score for this statement was 3.44, indicating a strong desire to

understand capabilities and interests. The overall weighted mean for the entire Ability in
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Chosen Career section was 3.5, suggesting a positive perception of one's abilities and
career prospects.

In the section of career advancement, respondents were highly motivated in terms of
career advancement. For the statement "I am striving to achieve success and become a
professional in a specific field," 49.5% strongly agreed 32.4% agreed, 15.2% disagreed,
and 2.9% strongly disagreed. The mean score for this statement was 3.29, 'Q&ug a
strong drive for professional success. Additionally, respondents aimed to establish unique
competitive advantages and gain the respect of co-workers. Speci@ y 71.4% strongly
agreed 22.9% agreed, and 5.7% disagreed. The mean sc e%ﬁis aspect was 3.66,
indicating a strong ambition to gain respect and @\ ition among co-workers.
Furthermore, respondents considered further e c‘a&@as part of their career planning.
Specifically, 68.6% strongly agreed 28.6% a ; and 2.9% disagreed. The mean score
for this statement was also 3.66, sugge§§ strong inclination towards further education

as part of career planning. The ox@welghted mean for the entire Career Advancement

section was 3.5, indicating‘& focus on career advancement.

In terms of self-c&&l maintenance, respondents exhibited positive attitudes. A
significant 61(9%1}&

with 38.@ agreement. The mean score for this statement was 3.62, indicating a strong

gly agreed that they plan their work ahead to fulfill assigned tasks,

foc\g&planning and task fulfillment. Additionally, respondents expressed a willingness
to re-evaluate their career direction and explore alternative options outside the
information management domain. Specifically, 45.7% strongly agreed 33.3% agreed, and
21.0% disagreed. The mean score for this aspect was 3.25, suggesting a readiness to

explore alternative career directions. Furthermore, respondents had a strong desire to
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complete a successful career, with 66.7% "strongly agreeing," 29.5% agreeing, and 3.8%
disagreeing. The mean score for this statement was 3.63, indicating a strong aspiration for
a successful career. The overall weighted mean for the entire maintenance of self-concept

section was 3.5, suggesting a positive self-concept and career outlook.

Respondents exhibited confidence in their job-related skills and a strong ir%t in
guiding junior colleagues. For the statement "I am able to work with a com@Q,manage
and attach files," 64.8% strongly agreed 28.6% agreed, 4.8% d&gr&d{ and 1.9%
strongly disagreed. The mean score for this aspect was 3.56 @ing confidence in
computer-related skills. Moreover, respondents hoper retain their existing
achievements, with 55.2% "strongly agreeing," 39.0%%eing, and 3.8% disagreeing.
The mean score for this statement was 3.48, Bﬁésting a desire to maintain current
achievements. Additionally, respondent% sed a strong interest in guiding junior
colleagues, with 72.4% "strongly agm\('h%" 23.8% agreeing, and 3.8% disagreeing. The
mean score for this aspect wéé. 9, indicating a high interest in mentoring junior
colleagues. The overall \@d mean for the entire Maintenance of Job Status section

was 3.6, reflecting ast commitment to job-related responsibilities.

o \'
In summasy, ngrand mean for all factors assessed under career development was 3.3,
sugge%%an overall positive perception and attitude among respondents towards their

pr(kﬁon and career-related factors.
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4.2.3. What is the Career Path of Health Information Management Professionals in

Ibadan Oyo State, Nigeria?

Table 4.4: Career Path among Health Information Management Professionals

Very High High Low Very Low  Mean
Extent Extent Extent ent

I hope to establish my own 66 39 -- Qu‘\\ -- 3.63
professional identity. (62.9%) (37.1%) O
I hope to acquire better skills to 58 45 g/ -- 3.53
perform information management (55.2%) (42.9%) @6)
more professionally %
I look forward to achieving better 70 2 -- 3.65

3
job performance to improve my (66.7%) (1.9%)

prospects for promotion.

I hope to maintain high job 73 32 -- -- 3.70
motivation, professionalism and (69.5%% (30.5%)

competitiveness ’b

I hope to advance my career by %Q 62 41 2 -- 3.57
moving into more senior &( 9.0%) (39.0%)  (1.9%)

information management positioni;\\'

I hope to acquire challenging%{s 68 34 3 -- 3.62
and tasks. . A (64.8%)  (32.4%) (2.9%)

Grand Mean N \ 3.6

Source: Researcher, 2@\

Table 4.4 focéc\i@ﬂue career path of Health Information Management Professionals in
Ibadan O tate, Nigeria. The majority of respondents (62.9%) expressed a very high
ext@ﬁ aspiration to establish their own professional identity, while 37.1% had a high
extent of this aspiration. On average, this aspiration received a mean score of 3.63,
indicating a strong desire among respondents to define their professional identity. Also,
majority of respondents (55.2%) expressed a very high extent of aspiration to acquire

better skills to perform information management more professionally, with an additional
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42.9% indicating a high extent. Only a small percentage (1.9%) had a low extent of this
aspiration. The mean score for this aspect was 3.53, suggesting a strong focus on
performing information management more professionally. A significant majority of
respondents (66.7%) also expressed a very high extent desire to achieve better job
performance for the purpose of improving their prospects for promotion. Additionally,
31.4% had a high extent of this aspiration, while only 1.9% indicated a low, Qnt. The
mean score for this statement was 3.65, indicating a strong motivationito ance job

performance for career advancement. Q

Furthermore, majority of respondents (69.5%) to a very xtent aspired to maintain
high level of job motivation, professionalism, and comp@veness. An additional 30.5%
indicated a high level of desire to maintain highé@of job motivation, professionalism,
and competitiveness. The mean score @Q aspect was 3.70, indicating a strong
commitment to maintaining motivati rofessionalism, and competitiveness in their
careers. In addition, majority é{ca\pondents (59%) to a very high extent desired to
advance their careers byj@\ﬁng into more senior information management positions.

Another 39.0% had& igh extent of this aspiration, while only 1.9% had a low extent.

The mean s<0r§dr
advancepaé

this statement was 3.57, indicating a strong desire for career

Sirmﬂy, majority of respondents (64.8%) expressed a very high extent of aspiration to
acquire challenging jobs and tasks, with an additional 32.4% indicating a high extent.
Only a small percentage (2.9%) had a low extent of this aspiration. The mean score for

this aspect was 3.62, suggesting a strong desire for challenging career opportunities.
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The grand mean, which takes into account all the aspirations mentioned above, was
calculated to be 3.6. This indicates an overall high level of career aspirations among the
respondents, with a strong commitment to professional growth, performance, and

advancement in the field of information management.

4.3. Presentation of Hypotheses \

Hypothesis One: There will be no significant influence of career 4evgment on
employee input intention of health information management prOfeSf@S in Ibadan Oyo

State, Nigeria, %

Table 4.5a-c: Influence of Career Development o yee Input Intention of

Health Information Management Professionals inQQd n Oyo State, Nigeria

Model Summary NON
Model R R Square Amiled Std. Error of

. 5\' quare the Estimate
P

\9‘

1 5872 34 ’\ 338 41108
35Q)

a. Predictors: (Consta%@ﬁc\er Development

ANOVA{\\%

Model 6\/ Sum of df Mean F Sig.

Squares Square
e
1 \/QRegression 9.155 1 9.155 54.176 .000P
Residual 17.406 103 169
Total 26.561 104

a. Dependent Variable: Input Intention

b. Predictors: (Constant), Career Development
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Coefficients?

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta
(Constant) 1.140 405 -.347 .000
Input Intention 922 125 .587 7.36 .000
a. Dependent Variable: Input Intention O
Table 4.5 presents the results of a regression analysis on influence oﬁqegﬁevelopment

on employee input intention of health information management ssionals in Ibadan
Oyo State, Nigeria. The model summary shows that the @ of R is 0.587. and the R
Square: value is 0.345, indicating that about 34.5% §®Variance in input intention of
health information management professionals i@an Oyo State can be explained by

career development opportunities. The 1@6 R Square is 0.338. It helps provide a

more accurate estimation of the prop@ of variance explained.

The ANOVA table also pr information about the sources of variation in the data.
The F-value of 54.17@ this is combined with the p-value (0.000) which is very low,
the indication is)@fhe regression model is statistically significant at any reasonable
significan . This means that the career development opportunities have a
signif@% influence on input intention among health information management
prc%gionals in Ibadan, Oyo State, Nigeria. This is further supported by the Coefficients

table.

The table presents the coefficients for each predictor variable. The constant is 1.140, and

the coefficient for career development is 0.922. The t-value for career development is
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0.347. The significance value (p-value) associated with the t-value. It indicates the
probability of obtaining the observed t-value by chance. In this case, the p-value is .000,

indicating that the coefficient for career development is statistically significant.

In summary, the analysis suggests that career development has a statistically significant
influence on input intention of health information management professionals in %tate,
Nigeria. The coefficient for career development is positive (0.347), indi@that an
increase in career development is associated with higher levels of inp&igoftion. In line
with this, the null hypothesis stating that there will be no signi fluence of career
development on employee input intention of heal@nformation management
professionals in Ibadan Oyo State, Nigeria is rejected Q

2

Hypothesis Two: There will be no ?@cant influence of career development
measures on employee output inte%:\ of turnover intention of health information

management professionals in I Oyo State, Nigeria

Table 4.6a-c: Influence @reer Development on Employee Output Intention of

Health Informati(@agement Professionals in Ibadan Oyo State, Nigeria

Model Su&n{}\'

N V]

Nfbdel R R Square  Adjusted Std. Error of
R Square the Estimate

1 277a .077 .068 48790

a. Predictors: (Constant), Career Development
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ANOVA®

Model Sum of df Mean F Sig.
Squares Square
1 Regression 2.041 1 2.041 8.576 .004b
Residual 24.519 103 238

Total 26.561 104 Q\

a. Dependent Variable: Output Intention ( 0
b. Predictors: (Constant), Career Development 4\
Coefficients® %
A
Model Unstandardized Sta ized t Sig.
Coefficients L{eﬁcwnts
4

B Std. ta
X

Error %).
3970

Output Intention 319 09 277 2.928 .004

(Constant) 1.955

a. Dependent Variable: Output [ i
Source: Researcher Fieldwo&

Table 4.6a-c presen@e results of a regression analysis on influence of career
development .@loyee output intention of health information management
professio@n Ibadan Oyo State, Nigeria. The model summary shows that the value of
R ';\O.I%fgand the R Square: value is 0.077, indicating that about 7.7% of the variance in
output intention of health information management professionals in Ibadan Oyo State can
be explained by career development opportunities. The Adjusted R Square is 0.068. It

helps provide a more accurate estimation of the proportion of variance explained.
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The ANOVA table also provides information about the sources of variation in the data.
The F-value of 8.576. When this is combined with the p-value (0.000) which is very low,
the indication is that the regression model is statistically significant at any reasonable
significance level. This means that the career development opportunities have a
significant influence on output intention among health information mana&ment

professionals in Ibadan, Oyo State, Nigeria. This is further supported by theAQQﬁc ents

table. &Q/

The table presents the coefficients for each predictor variable. T @stan‘[ is 1.955, and
the coefficient for career development is 0.319. The t-Vor career development is
2.928. The significance value (p-value) associated v@the t-value. It indicates the

probability of obtaining the observed t-value by&he. In this case, the p-value is .004,

indicating that the coefficient for career de\\@ent is statistically significant.

°
In summary, the analysis suggestsc@eer development has a statistically significant
influence on output intept@uealth information management professionals in Oyo
State, Nigeria. The c@ for career development is positive (0.319), indicating that

an increase in ca evelopment is associated with lower levels of turnover intention. In

line with g@b} null hypothesis stating that there will be no significant influence of

career@

profesSionals in Ibadan Oyo State, Nigeria is rejected

opment on employee output intention of health information management
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Hypothesis Three: There will be no combined influence of career development
measures on turnover intention of health information management professionals in

Ibadan Oyo State, Nigeria

Table 4.7a-¢c Combined Influence of Career Development Measures on Turnover
Intention of Health Information Management Professionals in Ibadan Oyo State,
Nigeria

Model Summary Q\

Model R R Square  Adjusted Std. Error of :

R Square the Estimate
1 .626a 392 380 .39805 §

A. Predictors: (Constant), Career Path, Career Developme N
Source: Fieldwork 2023 HQ

ANOVA? O\
Model Sum of df &} F Sig.
Squares uare
; <L
1 Regression 10.399 %\ 5.200 32.817 .000b
Residual 16.161 &CO\IO 158

Total 26'5@ 104
N

a. Dependent Variable; Tutnover Intention
B. Predictors: (Co% ; Career Path, Career Development

D"
Coefﬁciewo

Model fb\) Unstandardized Standardized t Sig.
\% Coefficients Coefficients
B Std. Beta
Error
(Constant) .649 483 1.344 .000
Career Development .886 122 564 7.263 .000

a. Dependent Variable: Turnover Intention
Source: Researcher Fieldwork, 2023
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Table 4.7a-c: presents the results of combined influence of career development and career
paths on turnover intention of health information management professionals in Ibadan
Oyo State, Nigeria. The model summary demonstrated a significant relationship between
the variables. The analysis shows a correlation coefficient (R) of 0.626, indicating a
moderate positive influence of career development and career paths on turnov tion
of health information management professionals in Ibadan Oyo State, N@@Also, the
R Square values (0.392) indicates that approximately 39.2% o ’vaariance in the
turnover intention of health information management professi%ln Ibadan Oyo State,

Nigeria can be explained by career development and ca S.

Table 4.7b presents the analysis of variance N8 ) which indicates a significant
overall model fit. The regression model a% for a significant amount of variance in

the dependent variable. The F- statisti as*32.817, indicating a significant relationship

between the variables. The p-V&lll@ 0.000, which also confirms the significance of the

model. A%

Furthermore, the r@ on coefficients (table 4.7¢) showed that the coefficient for the

career devel@

coefﬁcw@ career path is 0.250, suggesting a smaller positive effect. The t-statistics

was 0.886, indicating a positive relationship. However, the

for\g%r development and career path were 7.263 and 2.802, with corresponding p-
values of 0.000 and 0.006. This means that, career development is more relatively
significant predictor of turnover intention of health information management
professionals in Ibadan Oyo State, Nigeria than career path of health information

management professionals in Ibadan Oyo State, Nigeria
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Notwithstanding, the results suggest that both career development and career paths have
significant combined effects on turnover intention of health information management
professionals in Ibadan Oyo State, Nigeria. The model explains approximately 39.2% of
the variance in turnover intention of health information management professionals in
Ibadan Oyo State, Nigeria. Consequently, the null hypothesis which states that tb&twill

be no combined influence of career development and career paths on tumo;chte tion

of health information management professionals in Ibadan Oyo State is reject

4\

Ho4: There will be no significant moderating impact of career the influence of
career development on turnover intention of he@in ormation management

professionals in Ibadan Oyo State, Nigeria. Q

Table 4.8 a-c Moderating Impact of Ca}‘@th on the Influence of Career
Development on Turnover Intenti&Qf Health Information Management

Professionals in Ibadan Oyo Statéﬁge ia

O\

Model R R @re Adjusted Std. Error of
\ Q R Square the Estimate

1 .63(1%1@ 398 387 39582

. Predictor@(?onstant), Career path, Career development
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ANOVA?®?

Model Sum of df Mean F Sig.
Squares Square
1 Regression 10.580 2 5.290 33.766 .000P
Residual 15.980 102 157
Total 26.561 104
a. Dependent Variable: Turnover intention O
b. Predictors: (Constant), Career path, Career development <
Coefficients® \0
Model Unstandardized Standarw t Sig.
Coefficients Coefficiénts
v
B Std. Q
Error
’Z}‘
(Constant) 240 39 1 b 612 .000
Career development 588 374 3.592 .001

INT 084 \%z 314 3016 041

a. Dependent Variable: Tu vet intention

Source: Researche ork, 2023

Table 4.8 presents xr ults of the linear regression analysis for the moderating effect
of Career p@ career development’s influence on turn over intention of health
informatt anagers. From the results in the table, Career development has a
sig}n@ant relationship on the turnover intention (R = 0.631?, p<0.05) of Health
Information Management Professionals in Ibadan Oyo State, Nigeria. The coefficient of
determination (Adj. R?) of 0.387 shows that career development explains 38.7% of the

turnover intention among the respondents.
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Table 4.6b presents the results of ANOVA (Overall Model Significance) of regression
test which revealed that Career development has significant positive influence on
turnover intention. This can be explained by the F-value (33.766) and p-value (0.000°)
which is statistically significant at 95% confidence interval. Hence, the result posited
that Career development has a strong positive significant influence on the turnover
intention. Furthermore, the results of regression coefficients in table reve Q&' at
95% confidence level, a unit change in career intention will lead to 0.240 ifireases in

the turnover intention given that all other factors are held constanto

The interaction or moderation effects of career path (INT) ﬁrated in the coefficient
table. The variable ‘INT’ represents an interaction @reen turnover intention and
Career development. It has a coefficient (B) o%%, a standard error of 0.264, and a
beta of 2.050. The positive coefficient «{Q’Qatistically significant p-value of 0.041
suggest that the interaction term has itive impact on the relationship between career
development and turnover inte@g f the respondents. The relatively high standardized

coefficient (beta) indica@ this interaction term has a strong positive effect on the

outcome. ) @

In summary, interaction term Career path Career development has a positive
coefﬁ@and it is statistically significant (p-value is less than 0.05). This suggests that
the%éraction between Career path and Career development has a positive impact on
Turnover Intention. The relatively high standardized coefficient (beta) indicates that this
interaction is a strong positive predictor of Turnover Intention. In view of this result, the
hypothesis stating that there will be no significant moderating effect of career path on the

relationship between career development and turnover intention is hereby rejected.
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4.4 Discussion of Findings

The study set out to investigate the role of career development on turnover intention of
health information management professionals in Ibadan Oyo State. To achieve the
research aim, research questions were raised and hypotheses were formulated. The first
research question is on the level of turnover intention among the respondents. 'E&study
found a low level of turnover intention among health information ement
professionals in Ibadan Oyo State, Nigeria. This indicates that &gbjﬁrity of the
respondents do not have the intention of leaving their jobs. ]@ing is contrary to

what has been reported by previous studies in Nigeria. 0

The study set out to investigate the role of career d@opment on turnover intention of
health information management professiona}bérgadan Oyo State. To achieve the
research aim, research questions were raﬁ&nd hypotheses were formulated. The first
research question is on the level oé'%m r intention among the respondents. The study
found a low level of gu@ intention among health information management
professionals in Iba%@o\@ State, Nigeria. This indicates that the majority of the

respondents do, r&ve the intention of leaving their jobs. This finding is contrary to

what has b&@r‘[ed by previous studies in Nigeria.

Re@fgiterature indicates that turnover intention among health workers in Nigeria is a
significant issue, particularly among frontline health workers in private hospitals. A study
focused on southern Nigeria reported a high turnover intention, particularly putting nurse
turnover rates in Nigeria from 20 to 35 percent!. This is not limited to Nigeria as a

baseline study conducted in Ghana also showed that nearly nine out of ten healthcare
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workers in the country had turnover intention?. Similarly, it was reported that the
prevalence of turnover intention among midwives in Jimma, Southwest Ethiopia was
higher than that among other local and national figures®. Researchers have supported

these assertions by identifying various negative factors in the African health sector.

A study in Nigeria reported that workplace violence is one factor that inﬂuences;&over
intention among nurses in a university teaching hospital in Nigeria*. Anoth@% found
that more than half of healthcare professionals have turnover ig@goi, and being
unmarried and lack of training opportunities were associated fa Apparently, most

healthcare workers habour turnover intention when t@ see no form of career

development QQ

The second research question focused om&s levels of career developments
experienced by health information ma@lent professionals in Ibadan Oyo State,
Nigeria. The study finding suggeit;\x erall positive perception and attitude among
respondents towards their ga@p elopment. Again, the finding of this study is different
from what has been@@ in the literature of health workers’ career development,
especially in Njgeria) For instance, a study reported that health workers in rural areas of
Nigeria ar%gmdng for educational prospects and the opportunity to convert to a higher
skille@e. It was found that volunteer community health workers were more highly
mmed to choose jobs with opportunities for professional development and career
progression, and not just financial incentives when compared with employed community
health workers®. CHWs’ preference for conversion to other cadres such as nursing may
provide an opportunity for a review of their training curricula, scope of practice and

establishment of career progression pathways while remaining in the PHC sector.
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Studies have also shown that career development is hindered by lack of mentorship
opportunities, scare professional development opportunities and other challenges. A study
conducted in Abuja, Nigeria suggested that access to mentorship opportunities can help
young public health professionals in Nigeria take up roles in the public health workforce.
However, this is not always available’. Another study noticed the dearth of professional
development opportunities. Providing opportunities for professional develo Q&uch
as training and workshops, can help health workers in Nigeria improve|theit“skills and
advance their careers®. In addition, a study conducted in Enugu igeria reported
that majority of health professionals have little time o%yortunity for career
development as they had to engage in a variety of si@ nesses to supplement their
income. Unpredictability in wages was a major aq@xaking it challenging for them to
consistently satisfy their requirements and th: their households. PHC facilities were
discovered to be less functional as a ’r&h efforts are made to remove legitimate gaps

that drive health workers to stru ﬁ%&'nformally, absenteeism of PHC providers can be

addressed. Such a lesson c&z(elp low- and middle-income nations improve their

healthcare systems®. Q

Another stu@ed in Lagos state, Nigeria also revealed that career development is
a main @ge for health workers in Nigeria. The findings of the study indicate that in
or@ mitigate turnover intention and promote retention among nurses and other
healthcare professionals, hospital management should prioritize the consideration of
factors pertaining to job satisfaction. Doing so is likely to enhance the overall
effectiveness of the healthcare system and contribute to the improvement of mental and

social well-being among nurses. The originality and value of this research lie in its unique
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contribution to the existing body of This study demonstrates that job satisfaction in the
workplace is influenced by several strategies, as research has indicated the effectiveness
of elements beyond income in foreign cultures and countries. However, in the context of
Nigeria, salary and career advancement are given greater importance compared to other
aspects. This phenomenon might be attributed to the socio-cultural realities prevalent in

S

The third research question investigated the different career paths &ai for health

Nigeria, which represents a significant shift in paradigm'.

information management professionals in Ibadan Oyo State, Ni he study found an
upward career path with majority of the respondents com@%professional growth,
performance, and advancement in the field of informatidn/management. This finding is
supported by results from previous studies. A @’b’:onducted in Ebonyi state, Nigeria
reported a high desire from career grow@ health professionals. The study found
that a vast majority of the responde@n to acquired more qualifications. In addition,
most of the respondents had 1@%1 of travelling abroad for further education in order

to be exposed to better ed %1 and better facilities than is available in Nigeria'!.

The test of hypg@one revealed that career development has a significant influence on
employee 'n&,{/intention of turnover intention of health information management
profes@ s in Ibadan Oyo State, Nigeria. This means that lack of career development
opp§ﬁnities would encourage turnover intention while availability of career
development opportunities would encourage the health information management to stay
in their jobs and put in their best. This finding. This is similar to the findings of a study
conducted in Ethiopia. The study found that the factors determining turnover intention

among health information technology professionals in the country include, performance
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appraisal, and recognition'?. Similarly, a study conducted in Illubabora Zone, South
West Ethiopia, found that there was a high turnover intention among health extension
workers in the study. High workload, a lack of motivation, and a constrained career
structure were some of the factors that significantly predicted the intention to leave. The
study suggested that, in order to keep health extension workers, the career &:ture

S

Another study conducted in Nigeria examined the role of comp%&dévelopment,

should be changed, and overtime pay should also be implemented!>.

work-life balance, perceived organizational support, and orge@'s commitment in
turnover intention among registered nurses in Ondo State,@ria. The researcher found
a positive correlation between registered nurses'Jg satisfaction and affective
commitment, and a negative correlation was fo@ween their turnover intentions and
competence development practices, worl\\@ lance policies and practices, perceived
organizational support, and the orgKh%ion’s commitment to employees. This support

the hypothesis that, where theQ’é?ffective career development, the turnover intention
will be low. QQ\A

The test of hypo two revealed that career development has a significant influence on
employee ouguy intention of turnover intention of health information management
profes@ s in Ibadan Oyo State, Nigeria. The finding suggests that career development
corbﬂaﬂtes to productivity and organizational commitment which are all opposites of
turnover intention. This is supported by previous studies. A study conducted in Lagos
state reported that career development and other organizational factors such as
administrative and managerial support, autonomy and responsibility, salary, supervision

and working condition, recognition and achievement, advancement and promotion,
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collectively exert positive relationship with nurses’ job satisfaction. The study concluded
that to retain and prevent turnover intention among nurses, and other health-care workers,
the management of hospitals must pay due attention to issues relating to job satisfaction,

as this is likely to increase health-care system effectiveness, boost mental and social

S\

Also, the study found a significant combined influence of career develop"@éasures

health of the nurses'*.

and career paths on turnover intention of health information manage% essionals in
Ibadan Oyo State, Nigeria. However, it was found that care lopment is more
significant than career path as predictor of turnover inte%owever, what sets this
study apart is its finding that career development @ a more significant role in
predicting turnover intention compared to care@hs. This finding resonates with the
broader body of research on turnover i and career development. In healthcare
settings globally, high turnover rat&si@;g professionals can have detrimental effects on

patient care. Thus, understandh@gactors that influence turnover intention is crucial'®,

Q

Career development @ encompass various initiatives such as training, mentorship,
and promotion, g&tunities. Existing research consistently demonstrates that these
programs cag.;hance job satisfaction, reduce turnover rates, and improve job
perfm@%ﬁ among healthcare professionals. The emphasis on continuous skill
dev\eMment and growth resonates with employees, making them less inclined to leave

their current positions'®.

On the other hand, career paths represent the trajectory and prospects for advancement

within an organization. A well-defined career path can motivate employees by providing
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clarity about their future within the organization. Research has shown that healthcare
professionals are more likely to stay in their roles when they perceive clear opportunities

for career progression'’.

Studies have also shown that while offering a structured career path is important,
prioritizing comprehensive career development programs is even more c%l in
retaining health information management professionals'® '°. In order @Q@w the

importance of career development to employee turnover inten%géolars have

recommended investing in training, mentorship, and skill-build portunities. These

initiatives can create a sense of purpose and personal growong employees, which, in

tZO, 21,22

turn, reduces their inclination to seek alternative ernplo%@

The study also found a moderating influence eer path on the relationship between
career development and turnover intentio\\\ghealth information professionals in Ibada
: - &h :
Oyo state. What this suggests is %& n employee have a clearly outlined career path
and their organisations pr@training relevant to the career aspirations of the
employees, there will uced chance of turnover intention. This is because such
employee will Qa@ that their career is moving in the direction that they want or prefer.
On the ot erga}, when there is no clear-cut career path, created for the employees,

either &bemselves or the organization, career development may have lesser influence

on%fover intention.

In a situation where employees are sponsored for trainings that has no relevance to their
career aspirations, it may not lead to any meaningful capacity development. When

organisations sponsored an employee to acquired records management today and
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tomorrow, such employee is sent for another training on customer relations or even
moved to another section where the previous training acquired is not relevant, it can lead

to employee dissatisfaction and turnover intention.
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Chapter five

Conclusion
This chapter concludes the entire study. It presented the summary of findings,
conclusions and proffers relevant recommendations. In addition, the chapter also outlines
the contribution of the study to the field of health information manageme&t and

R
O

5.1 Summary of findings &

knowledge in general.

The study set out to investigate the role of career developme%;umover intention of
health information management professionals in Iwa@o State. To achieve the

research aim, research questions were raised and otheses were formulated. The

summary of the findings are as follows; ’bb

1. The study found a low 1€.V€1 Xmover intention among health information
management professiona&@oadan Oyo State, Nigeria. This indicates that the
majority of the resp %s do not have the intention of leaving their jobs

2. The study ﬁr@% the levels of career developments experienced by health
info i@nagement professionals in Ibadan Oyo State, Nigeria suggests an
ov@ positive perception and attitude among respondents towards their career

\/@rQelopment.

3. The study also found an upward career path with majority of the respondents

committed to professional growth, performance, and advancement in the field of

information management.
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4. The test of hypothesis one revealed that career development has a significant
influence on employee input intention of turnover intention of health information
management professionals in Ibadan Oyo State, Nigeria

5. The test of hypothesis two revealed that career development has a significant
influence on employee output intention of turnover intention of health infTﬁon
management professionals in Ibadan Oyo State, Nigeria Q

6. Also, the study found a significant combined influence of car@elopment
measures on turnover intention of health information mant professionals
in Ibadan Oyo State, Nigeria.

7. The study also found a moderating influence @r er path on the relationship

between career development and turgoy@tention of health information

\Q’b

5.2 Conclusion . &
N

This study has touched on t %&y factors affecting turnover intention among health

professionals in Ibada Oyo state.

information managem b@fessionals in Oyo State, Nigeria. While the study found a
low level of tu.rn’(&in ention among the employee, it is obvious that there are some
challenges a@ the decision of the HIM professionals to stay with their current
emplo %§r instance, majority of the employ expressed the need to do better at their
joWicating an underlying need for recognition and promotion. In addition, most of the

HIM professionals plan to get to the peak of their profession by gaining more experience,

skills and qualification needed to handle bigger role.

In a clear term, the study has shown the career development and opportunities to grow

has influence turnover intention meaning that, if provided with the right environment and
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conditions, majority of the HIM professionals would not mind staying with their
employers indefinitely. The same is true when they car see a well-defined path for career
growth. That is, HIM practitioners are encouraged by having the knowledge of what
exactly are the requirements for career advancement and how frequently are they likely to
get promotion. This make the task of fair employer easier and knowing all of this, means

the health policy makers are in better position to manage turnover intention g HIM

professionals in Nigeria &< \
5.3 Recommendations %Q

Based on the findings of this study, the following reco on are made by the
researcher;

i.  Hospital management in Ibadan Oyo S%&eria should ensure that the low
turnover reported in this study is mai by focusing more on employee welfare
and protecting the interest of alth information management.

ii.  while the respondents %cea\erally have positive perspectives about career
development activ&z;in the workplace, it is important to organize regular
trainings, capaeity development and skill acquisition programmes capable of

.
bringi@%n to date about modern information management practices.

iii. Ba@on the desire of the respondents to reach the topmost of their profession, it

\% important to set up a mentoring framework to ensure that those who has
ambition to grow in their profession can learn from experienced and successful
colleagues

iv.  the influence of career development input intention of health information

management professionals in Ibadan Oyo State, Nigeria has emphasized the need
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for periodic skill acquisition program to equip the staff to be relevant modern
settings

v. the influence of career development on employee output intention has also shown
that providing career development opportunities for health information manager
would enhance their job productivity and also ensure improved services, in the
hospitals. Q

vi.  there should be a harmonized set of rules to judge the promotion @:ipline of
health information managers. In addition, sensitization ar@r eness programs
with one-on-one sessions are also needed to enﬁ at Health information
management are aware of what is required of th

vii.  There must be critical evaluation of skil

gu&%fore employees are sponsored on

trainings. Also, employees’ career_as ns should be taken into consideration

before they are considered for cateer’\development opportunities.

5.4 Contribution to Knowled%&c;\\'
This study has made c@tion in form of conceptual, theoretical and empirical
contributions t.o Q%ing body of knowledge in health information management in
particular n@h‘maﬁon management in general. Conceptually, the study is the first to
combin er development and career path as independent variables in examining the
turrNer intention of health information managers in Nigeria. The study also developed a

conceptual framework to outline the metrics of each variable which makes it easier for

future researchers to properly measure these variables.

Furthermore, the study has also combined various Adam’s equity theory and super’s

theory to create a theoretical framework. The validation of these theories in the context of
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health information managers has paved the way for future studies in this field to also

adopt the theories with proper justification.

Empirically, the collection and analysis of primary which has revealed insights into the
turnover intention of HIM professionals in Oyo State have also provided undisputable
evidence which were either unavailable or outdate. The raw data collected can&o be

interrogated by future studies to create new insights and reach further conch@g
5.5 Suggestions for Further Studies ’\

This study has focused on the turnover intention of he ihformation management

professional in Oyo State. Other studies can take this @r y examining the following
topics; &Q

The influence of career development an&{@’goT opportunities on turnover intention of

health information managers in soml@Nigeria

Employee satisfaction and migrdtion intention of health workers in Nigeria

Influence of work environment on turnover intention of health information management

professional i(p@health facilities in Nigeria.

O
&
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Appendix

Lead City University, Ibadan

Dear Respondent, \

I am a Master’s student of department of Information Management i d City
University collecting data for the purpose of academic. The questionnaire=s strictly
meant for academic purpose. For this purpose, I humbly requést r optimum

cooperation. Kindly respond honestly to the questions as this wi 18t this study. The
information you provide shall be treated with utmost confidenti nd to enhance the
achievement of this study’s objective. Thank you for your antict support.

Thank you. Q

Please tick using (X) for the appropriate re e:

1. Gender: Male [ |, Female [ ] \

2. Age: 25-35years|[ ],36-45y &é' ],46-55 years [ ], 56 years and above [ |
3. Years of working experience&é 1,6 —10[ ], 11—15] 1,15 & above[ ]

4. Educational qualifications /BSc[ ],M.sc[ ],Ph.D.[ ]

Section B: Turno Qention of Health Information Management Professionals in
Oyo State, %

N’i{
The stat;g& this section concerns level of turnover intention as observed by health

Section A: Demographic Data of Respondent

informats ofessionals in Oyo State, Nigeria. Using the four Likert-type scale below.

Pl ezfck using (X) for the appropriate response that indicates your opinion on
level of turnover intention in your organization.

Very High (VH) — 4. High (H) — 3. Low (L) — 2. Very Low (VL) - 1.

S/N | In what way have you engaged in the following: VH H
4 3

S Ne

VL

Tolerance on the Job

1 I trust my boss to back me up on decisions I make
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2 My supervisor is willing to listen to my problems.

3 My supervisor asks employees for their suggestions on what

assignments should be made

Flexibility on the job

4 My boss is flexible about how I accomplish my job objectives.

5 My boss gives me the authority to do my job as I see fit.

6 I can trust my boss to back me up on decisions I make (\A
e
Loyalty on the Job
valty e\

7 Continuation with my present employer will fulfill my life J\I

expectation &

P o\

8 No job offer can make me quit my job :\d

9 I don’t think about quitting my job N

Recognition on the Job Q\’

10 I am satisfied with amount of communication Q‘O&

L N
11 | I am satisfied that my achievementéb worthy of

recognition \\O’b

12 | I am satisfied with the type and @%gf reward presented

Benefits from the Job )
A\

13 My work do not interfere home and family
o

14 | Ido fulfill family responsibilities
SR

15 | Work-related du%@&s not affect family plans
14

Pay frofm Mb

16 |Iw ukk&(_)tlhuit my present job for a similar position even with

bett y in another organization

17 @ anagement pay regularly

18 MBonuses are not owed

Section C: Career Development among Health Information Management
Professionals in Oyo State, Nigeria.
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The statement in this section concerns health information professionals as observed by
health information professionals in Oyo State, Nigeria. Using the four Likert-type scale
below.

Strongly Agree (SA) — 4. Agree (A) — 3. Disagree (D) — 2. Strongly Disagree (SD) — 1.

A

S/N SA A D SD
4 3 2 1
('}
Gender Factor A
1 Male and female staff are treated equally in my department '\‘(
P2

2 My department is committed to promoting gender equality )
3 My department is responsible to concerns about gendt)\

equality %

Socio-Economic Factor 0 N

V -\ W

4 The hospital establishes a succession programmew:ultivate

successors

N\ fXQ

5 The hospital establishes an honorary consult@’s‘tem.
6 The hospital provides retirement pla@emem assistance.

Geography Factor A

graphy e\
7 I chose this profession bece_%e\fngl parents are in the same
fession.

profession . ‘\%
8 I chose this profedsion after getting information from

internet

\

9 I chose t%eer because I was inspired by one of my

-Concept Development

N

¢ hospital helps me to complete self-assessment so that [ can

'identify my interest in the job field

11 The hospital provides performance evaluation criteria for each
position.
12 Superiors provide support between employees and superiors

concerning job content provide further assistance.

Engaging in Education Activities
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13 I can log in to the course management system and join the course

14 | I hope to understand how job requirements and expectations
relate to hospital values

15 I learn new information technology resources very quickly
Interests in Chosen Career

16 Counselors are the greatest influence in my career choice

17 | I am limited to a career choice by what is schooling is in my area {

18 I am limited to a career choice by the industry in my area . ('%
Ability in Chosen Career \.‘V

19 | I hope to understand clinical and managerial promotion
opportunities g(

20 | I hope to be supported by supervisors, accepted by co-workers,
and be complimented by patients 06

21 I hope to identify my capabilities and confirm my inicdl
information interests. A’b
Career Advancement \(\fbv

22 | I am striving to achieve success and l%@de a professional in a
specific field. : Q\'

23 I hope to establish unique ¢ itive advantages, striving to win
the respect of co-wo;lie\rs&%

24 | I will confirm whe will pursue further education in
accordance Wi\t@onal career planning.
Main?n&ﬁ?f Self-Concept

25 |1 p@kxﬁrk ahead to be able to fulfill the tasks assigned.

26 p&w-evaluate my career direction, seeking other alternatives

\ ¥ side information management domain.

27 Y1 hope to complete a successful career
Maintenance of Job Status

28 I am able to work with a computer, manage and attach files

29 | I hope to retain my existing achievements

30 | I would like the opportunity to guide junior colleagues
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Section D: Career Path of Health Information Management Professionals in Oyo

State, Nigeria.

The statement in this section concerns career path as observed by health information

Management professionals. Using the four-point Likert scale provided below.

Please tick using (X) for the appropriate choice that indicates your opinion.

Very High (VH) — 4. High (H) — 3. Low (L) — 2. Very Low (VL) - 1. A

S/N | In what way have you engaged in the following:

T

VH

1 I hope to establish my own professional identity.

LN

&\-

professionally

2 I hope to consider how to perform information management E \

3 I look forward to achieving better job performance to % ve

prospects for promotion.

y

4 I hope to maintain high job motivation, profes:w

competitiveness

5 I hope to advance my career by rnovm\ ore senior

information management positions ; %
°
6 I hope to acquire challenging j(tg;( tasks.

&
&
Q
RS
&
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